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1 Executive Summary

The purpose of the study is to provide a factual state of play of the labour market in Serbia through 
gender lenses, considering some of the key gender gaps such as the gender gaps in the labour market 
and the gender care gap and develop recommendations to reduce such gaps. These recommendations 
aim at extending employment opportunities to women and vulnerable groups, contributing thus to 
sustainable economic growth and social inclusion. The economic decline in Serbia in the first pandemic 
year, 2020 was only about 1% of real GDP, which was much lower than the initial forecasts and also 
much less than the decline recorded by most countries in the EU and globally. The decline was due to 
lower private consumption, net exports and private investment, which was partially offset by higher 
government spending and investment and higher stockpiles (Arandarenko, 2021).1 However, it does not 
imply that Serbia has gone through the crisis without significant losses in economic terms since Serbia 
entered 2021 with almost 5% lower GDP than expected in 2019.

Estimates of the labour market in 2020 based on LFS data show that the lost working hours were not 
directly translated into lost jobs. The change in the employment rate was not gender discriminatory in 
2020. However, a slight difference in employment trends by gender is noticeable when looking at the 
quarterly data, given that the female employment rate fell in the last quarter of 2020 as opposed to the 
stagnation observed among men. As to the unemployment rate in 2020, a decline was recorded, being 
somewhat more pronounced among women than among men. The decrease in the absolute number of 
unemployed resulted in a reduction of the annual unemployment rate by 1.4 percentage points, which 
for the first time fell to a single–digit level (9.5%). Viewed in an international context, Serbia is one of 
the few economies in Europe that has seen a decline in the unemployment rate (Arandarenko, 2021).2 
There is a large gap in employment rates between men and women, amounting to 14.5 percentage 
points in favour of men, in the third quarter of 2021 (age group 15 and above). While unemployment 
decreased in the male population there was an increase in unemployment in the female population 
and female unemployment rate increased by 0.2 pp and in the third quarter of 2021 it was 12.0%. The 
difference in unemployment rates between men and women was 2.8 percentage points in favour of 
women. In the same period, activity rates among men and women were 64.5% and 48.2%, respectively. 
The factor that most directly influenced the activity of women in the labour market was the change of 
the statutory retirement age, as well as the introduction of penalties for early retirement.

Women are among those social groups who are significantly affected by COVID–19 pandemic. The main 
challenges they faced was reconciling working from home with family responsibilities during the state 
of emergency in 2020, especially when the education system switched to online teaching. A previous 
assessment of the vulnerability of the sector by the International Labour Organization (ILO, 2020)3 
showed that women are relatively more represented in the sectors most vulnerable to the effects of 

1 Arandarenko, M. (2021). Analytical report on the situation in the labour market of Serbia in the context of the economic 
crisis caused by the COVID–19 pandemic, RCC

2 Arandarenko, M. (2021). Analytical report on the situation in the labour market of Serbia in the context of the economic 
crisis caused by the COVID–19 pandemic, RCC

3 ILO, 2020, ILO Monitor: COVID–19 and the world of work. Geneva. Third edition. Available at: 
https://www.ilo.org/wcmsp5/groups/public/@dgreports/@dcomm/documents/briefingnote/wcms_743146.pdf
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negative shocks caused by the COVID–19 pandemic. Women are disproportionately represented in 
the informal service sector, but also in labour–intensive production activities such as the textile industry, 
the footwear industry and the like. Also, women make up the majority of employees in the health 
sector that is directly affected by the pandemic. Although the labour market has seen considerable 
improvements in recent years, structural problems, demographic and migration challenges remain and 
Serbia was assessed as moderately prepared according to the EU Progress Report in 2020 in Serbia. 
There is a lack of adequate financial and institutional resources for employment and social policies to 
ensure a more systematic targeting of women. The Ministry of Labour, Employment, Veteran and Social 
Affairs and National Employment Service (NES) are the main stakeholders in the field of employment.

According to the NES, the number of unemployed registered women exceeded the number of men 
between 2018 and 2021. However, the number of registered women job–seekers declined in the period 
of 2018–2021, though this gender gap increased over time and was significantly higher in 2021 compared 
to 2018. The gender gap in unemployment is significantly higher for highly educated women. As to the 
position of the vulnerable groups, there are no specific, programs which would improve their position 
in the labour market. The NES provided mediation service to more women than men in the period 
between 2018 and November 2021. In general, women were not targeted by specific NES programs in 
the period of 2011–2020, participating mainly in general labour market programs. An ex–ante evaluation 
of the implementation of the previous National Employment Strategy (2011–2020) concluded that Active 
Labour Market Policies (ALMPs) have to some extent contributed to improving the absolute and relative 
position of women in the labour market and reducing the gender gap in unemployment. The financial 
and non–financial supporting programs for medium, small and micro enterprise (MSME) entrepreneurs, 
including a temporary focus on women, resulted in an increase in the share of the women’s companies 
in the total number of MSMEs from 25.8% in 2011 to 33% in 2021. However, women’s entrepreneurship 
remains on a considerably smaller scale than that of men. Women entrepreneurs are concentrated in 
the service sectors with majority in trade and in other services. The challenges women faced before 
pandemic remain, while the new ones related to inequality and gender pay gap in the gig economy, 
emerged. Since there are a lack of programs specifically targeting women entrepreneurs, the Serbian 
Ministry of Economy launched in 2021 The Entrepreneurship Development Encouragement Program 
targeting women and youth.



13

2 Introduction

Serbia was the first non–EU economy in the Western Balkans to introduce the Gender Equality Index4 
(GEI), which was 55.8%5 in 2016, showing an improvement in gender equality as the index grew by 3.4 
points between 2014 and 2016. The GEI rose to 58.0% in 2018, indicating an increase of 2.2 pp since 
2016. However, the index for Serbia is still lower than the EU–28 average score of 66.2.6 Serbia is ranked 
22nd on the common ranking list with EU Member States.7 One of the core axes of inequality registered 
by the Index is gender segregation, which takes root during the period of education and later continues 
in the labour market. Inequalities are also visible in the domain of money, since women typically have 
lower income than men do, while certain groups of women also run higher risk of poverty. Inequalities 
in the domain of time indicate how much of their time and effort women devote to the care of their 
households and families, i.e. to unpaid domestic work. The period from 2015–2019 was marked by 
improvements in women’s absolute and relative position, reflected in the increase in their activity rate 
(by 5.7 pp) and employment rate (by 9.4 pp) (MoLEVSA, 2021).8 Despite these improvements, gender 
gaps have persisted in all indicators of the Serbian labour market, i.e. women are in a much more 
unfavourable situation compared to the male population.

Since 2021, employment policy in Serbia has been marked by some novelties. First, the Statistical Office 
of the RS, launched a new methodology in conducting the Labour Force Survey, based on, and in 
accordance with, the Regulation of the European Parliament and the Council. According to the new 
LFS methodology, those persons who produce agricultural goods and services intended for personal 
consumption are excluded from the category of employees. This new definition of employment has 
led to a decrease in the number of employees, which has mostly spilled over into the category outside 
the labour force, and to a lesser extent into the unemployed category (comparison of the number of 
employees according to the new and old methodology, IV quarter 2020–regular and pilot research).9 
Second, a new Employment Strategy of Serbia, was adopted for the period 2021–2026, (MoLEVSA, 
2021).10 This Strategy identifies the following stakeholders in the field:

 � Central and local–level decision–makers (Ministry of Labour, Employment, Veteran and Social 
Affairs; Ministry of Youth and Sports; Ministry of Education, Science and Technological Development; 
Ministry of Economy; Ministry of Finance; National Employment Service; Qualifications Agency; 
local self–governments);

4 The Gender Equality Index is an EU instrument that measures gender equality on a scale of 1 (full inequality) to 100 (full 
equality) across six domains: knowledge, work, money, health, time and power, as well as two sub–domains: violence and 
intersecting inequalities.

5 It was calculated for 2016, and the results were published in 2018.

6 Refers to year 2015

7 According to the second edition of the Gender Equality Index, Serbia is ranked higher than seven EU Member States: 
Cyprus, Czech Republic, Croatia, Romania, Slovakia, Hungary and Greece.

8 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed on: 5 December 2021]

9  https://publikacije.stat.gov.rs/G2021/PdfE/G202122002.pdf

10 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed at: 5 December 2021]
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 � Representative organisations advocating the interests of key labour market actors–social partners 
(trade unions; employer associations, including chambers of domestic and foreign companies);

 � Non–governmental sector (civil society organisations involved in employment matters, as well as 
the status and rights of vulnerable groups);

 � Employment agencies;

 � International organisations and the donor community.

As to gender equality, the key body in charge for the gender equality in Serbia is the Coordination Body 
for Gender Equality of Serbia established in 2014. A new “Law on Gender Equality” along with the 
“National Strategy for Gender Equality”, was adopted for the same period as the Employment Strategy 
2021—2026. An evaluation of the implementation of the previous National Employment Strategy 
(2011–2020) had found that despite being the largest vulnerable group in the labour market, women 
were not targeted by specific programs. Notwithstanding the promotion of women’s entrepreneurship, 
women were mainly included in general labour market programs in which limited attention was paid to 
the gender structure of the participants during their design and implementation. Though the evaluation 
concluded that active labour market policy programs had to some extent contributed to improving the 
absolute and relative position of women in the labour market and reducing the gap between men and 
women (UNWOMEN, 2021).11

In spite of the balanced sex structure of the working–age population, the share of women in the active 
and employed population is about 45%. Participation in the labour market and employment substantially 
contribute to one’s economic independence and social inclusion, their low activity rates together with 
this low share of participants in ALMPs programs are further reasons why women are categorised as a 
vulnerable group in the labour market. 

Research conducted by the UNWOMEN indicated that the COVID–19 crisis has particularly affected 
women entrepreneurs (UNWOMEN, 2020a & 2020b; Popović–Pantić, et al, 2020).12 Women 
entrepreneurs have had to deal with the difficulties caused by the virus on both economic and family 
fronts, those employed women who were not the owners of the companies faced a different kind of 
challenges related to their difficulty in combining work and family care. Additional stress was caused 
by the difficulties of performing their market work adequately under the pressure of increased family 
needs, and vice versa. The pandemic has also had a significant impact on the women providing services, 
some micro businesses were closed at the beginning of the crisis leaving their owners without any 
income. Additionally, there were a great number of women providing household services, childcare and 
care for the elderly who were also left without any work or income (UNWOMEN, 2020a).

11 UNWOMEN, 2021, Budget for gender equality in a time of pandemic: Hindering progress or closing the gap. Country 
report Serbia. Belgrade. Available at: 
https://serbia.un.org/en/130342-budget-gender-equality-time-pandemic-hindering-progress-or-closing-gap

12 UNWOMEN, 2020a, Consequences of COVID–19 on women’s and men’s economic empowerment. Belgrade. Available 
at: https://eca.unwomen.org/en/digital-library/publications/2020/12/consequences-of-covid19-on-womens-and-mens-economic-
empowerment [Accessed at: 5 December 2021]
UNWOMEN, 2020b, Survey Impact of the COVID–19 pandemic on specialist services for victims and survivors of violence 
in Serbia. Belgrade. Available at: https://www.unwomen.org//media/field%20office%20eca/attachments/publications/2020/05/
unw_covidvaw_report_final.pdf?la=en&vs=5317 [Accessed at: 7 December 2021]
Popović–Pantić, S., Semenčenko, D., and Vasilić, N., 2020. Women Entrepreneurship in the Time of COVID–19 Pandemic. 
Journal of Women’s Entrepreneurship and Education, 3–4, 23–40 pg
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3 Methodology

This report is prepared based on a mixed method approach focusing on Serbia’s labour market, its 
developments and key issues from a structural and gender perspective and roles and status of women 
in the Serbian labour market. The methods used to complement data collected include qualitative and 
quantitative methods. An in–depth analysis was carried to identify issues related to gender employment 
gap, gender pay gap, and gender care gap. 

Qualitative methods 

Qualitative methods are used to provide a more in–depth analysis of the statistical data available and 
those to be collected through this Study. Three types of qualitative methods were used to provide 
relevant information for the study:

Desk research 

The core activity of the desk research is the review the existing and public data and reports. Thus, desk 
research of recent publications, statistics and documents form the bulk of the data sources that feed the 
report and analysis. The qualitative desk research is focused on: 

 � Collection of statistical data on employment, education, labour market from Serbia’s institutes of 
statistics, Gender Equality Indexes, EU reports, WB reports, UN reports, ILO reports and other 
international publications. 

 � Review of policy–level practices, institutional setting and governance of the sector and labour 
policies, assessed through gender–sensitive lenses.

One on one interviews 

In–depth interviews with key stakeholders were realized based on a mapping of stakeholders conducted 
by the research team at the beginning of the research work. The in–depth interviews focused on better 
understanding the data collected through desk research and quantitative methods, reform processes 
and current active policies in the Serbian labour market. The key stakeholders interviewed during 
December 2021 were representatives from SORS, Public Policy Secretariat of Serbia and the Ministry 
of Economy.

Specific interview guides were prepared and followed. These research guides were adapted to the 
context, organisational structures operating within the governance framework.

Quantitative methods

The report employed statistical data and analysis, from public, independent and governmental sources. 
Q3 2021 was set to be the cut–off period for the report. Nonetheless, certain data limitations did not 
always allow for such approach. The data were further analysed using statistical instruments to create 
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a picture of what these data means in light of the gender equality agenda and achieving its goals, with a 
particular focus on employment. 

In addition, published studies by the RCC such Analytical report on the situation in the labour market of 
Serbia in the context of the economic crisis caused by the COVID–19 pandemic,13 Gender Equality and 
Women Empowerment (GEWE)14 Study of 2021, and other studies including but not limited to: OECD, 
WB, ILO, IMF, EBRD were reviewed. 

Limitations of the study and research methods: 

 � The limited availability of gender–segregated data made publicly available by public institutions is 
considered a limitation to the study. 

 � The level of responsiveness, including availability, timeframe and extent of data, has affected 
the overall analysis of data in the report and its cut–off date. Key data on employability, active 
enterprises and economic growth in the Serbian economy were published in December 2021, as 
preliminary data only, and further data processing will be carried until the full publication of all 
indicators. Nonetheless, efforts were made to obtain such data, and include recent developments 
mostly up to third quarter of 2021.

 � The Ministry of Economy has just launched the second comprehensive research on women 
entrepreneurship in Serbia following the first Baseline study published in 2012. However, the data 
collected for this research has not yet been made public and only limited latest data were available 
and used in the chapter on women’s entrepreneurship.

13 Arandarenko, M. 2021. Analytical report on the situation in the labour market of Serbia in the context of the economic 
crisis caused by the COVID–19 pandemic. RCC. Available at: https://www.esap.online/observatory/docs/165/analytical-report-
on-the-situation-in-the-labour-market-of-serbia-in-the-context-of-the-economic-crisis-caused-by-the-covid-19-pandemic

14 RCC, 2021, Economic benefits of gender equality and women empowerment in the Western Balkans six. Available at: 
https://www.rcc.int/pubs/114/economic-benefits-of-gender-equality-and-women-empowerment-in-the-western-balkans-six; 
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4 Serbia Study 
Chapters

4.1 The State of Play

This chapter provides an analysis of the underlying causes of gender inequalities in Serbia and their 
impact on labour market outcomes, including an analytical section on the state of play of the: gender 
employment gap, gender pay gap, gender care gap (in relation to gender employment gap) and 
occupational segregation. The chapter is divided into two main parts. The first part has a focus on social 
norms and the most important factors that influence these norms: education, politics, and tradition. 
The second one is focused on the situation of women in the labour market. This part will mainly utilise 
desk research and analysis of existing publications.

4.1.1 Social norms in Serbia 

The achievement of gender equality is a fundamental issue for the democratic order and a measure 
of society’s progress, based on the principles of universal equality, and equal care for the dignity of 
each individual. The development of a democratic society requires equal opportunities for all persons 
regardless of gender and other personal and/or economic characteristics. The Serbian government 
adopted on November 14, 2021 the Gender Equality Strategy for the period from 2021 to 2030, the aim 
of which is overcoming gender gaps and achieving gender equality, as a precondition for the development 
of society and the improvement in the daily lives of women and men, girls and boys. The vision to be 
achieved with the help of this Strategy is a gender–equal Serbia, in which women and men, girls and 
boys, as well as persons of different gender identities are equal, have equal rights and opportunities for 
personal development, provide equal contribution to the sustainable development of society and take 
equal responsibility for its future (Coordination Body for Gender Equality, 2021).15 

Women’s rights in Serbia, according to current legislation, are guaranteed by several laws, and in 
general, women have the same rights as men.16 Notwithstanding, studies of gender equality in Serbia 
in recent decade indicate that women are being discriminated against based on their sex and gender. 

15 Coordination Body for Gender Equality, 2021, Strategy for gender equality 2021–2030. Belgrade. Available at: 
https://www.minljmpdd.gov.rs/lat/strateska-dokumenta.php [Accessed at: 10 December 2021] 

16 The Constitution of Serbia, https://www.rik.parlament.gov.rs/tekst/en/59/constitution-of-the-republic-of-serbia.php 
Gender equality Law (adopted on May 25th 2021), https://www.paragraf.rs/propisi/zakon-o-rodnoj-ravnopravnosti.html; „The 
Law on the Prohibition of Discrimination in the Republic of Serbia“, (2009, 2021) http://azil.rs/en/wp-content/uploads/2017/04/
antidiscrimination-law-serbia.pdf; Law on Budget System of Serbia, https://www.paragraf.rs/propisi/zakon_o_budzetskom_
sistemu.html
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They are in a worse position than men both in the public and private sphere of life. Women are exposed 
to discriminatory gender stereotypes and violence. Furthermore, women have a lower employment 
rate despite being on average more educated, women typically work in jobs that pay less, women are 
burdened more with household work and childcare than men and have less influence on decision–
making (Beker, K., et al, 2020).17

Although legislation is important for addressing gender inequality, it is evident that some processes 
have emerged during the transition of socio–economic systems over the past three decades, not only 
in Serbia but in the WB region also, which hamper faster implementation of laws and regulations. 
Gender equality, therefore, depends partly on the proclaimed attitude of the government towards the 
protection of the rights of all members of society however, the mentality which affects the formation 
of social norms is one of the slow–changing social categories. It can take several generations for some 
gender–equal social norms to be developed to follow the changes in the economy.

One of the most comprehensive analysis of social norms regarding masculinity, femininity, and gender 
relations in Serbia is given in the Gender Barometer survey which was conducted in Serbia in 2011 
as part of the UN Women project, (coordinated and presented by Marina Blagojevic Hjuson in the 
publication Gender barometer in Serbia: development and everyday life (Blagojević Hjuson, 2011).18

The gender regime of Serbia is being transformed in two separate directions:

 � Towards the strengthening of family, while maintaining a certain gender asymmetry, and 

 � Towards the strengthening of individualization, with an emphasis on symmetry and egalitarianism 
in family and partnership relations (Blagojević Hjuson, 2011).19

However, both directions retain a strong family orientation combined with a decrease in gender 
inequalities. The asymmetry of gender roles is also a result of different investments of time by women 
and men into paid and unpaid activities.

As the basic social group, the family is the first area in which gender inequalities can be manifested. Since 
employment is the primary source of income, everything related to it has a direct impact on the status 
of the individual and the family. There are still significant differences between women and men in their 
opportunities for achieving economic independence. Education improves the quality of life of women 
in different spheres: better educated women are more satisfied with their work, lives, partnership 
relations etc. Education remains the most essential individual strategy to improve one’s social position.

Despite the expanding patriarchal ideology, the current situation in gender relations cannot be 
characterized as a ‘war between the sexes,’ either at the micro or the macro level. The solidarity 
component at the foundation of family life is too strong, and has been further reinforced during 
transition, to be seriously shaken by the gender asymmetry in views on ‘true’ roles of men and women, 
especially since there is an actual change in behaviour towards egalitarianism. Increasing egalitarianism 
among the younger generations is primarily related to their greater readiness to share responsibilities 

17 Beker, K., Janjić, B., Lepojević, B., 2020, Report on the Rights of Women and Gender Equality in Serbia for 2019. Beograd: 
Prenera Žena. Available at: https://www.femplatz.org/library/reports/2020-08-10_PreneraZena.pdf [Accessed at: 10 December 
2021]

18 Blagojević Hjuson, M., 2011. Rodni barometer u Srbij: razvoj i svakodnevni život. Beograd: UN Women

19 Blagojević Hjuson, M., 2011. Rodni barometer u Srbij: razvoj i svakodnevni život. Beograd: UN Women



19
in the home and for increased participation of men in raising children. The statistical data generated for 
the GEI provided some evidence of more egalitarianism in sharing family work. However, the Report 
on the Gender Equality Index in Serbia indicates that there have been no major changes in the domain 
of time, the area that relates to unpaid domestic work and care for the family and that this is the area of 
significant gender inequality. According to the data from 2019, 67.9% of women and only 11.5% of men 
cook and/or do housework every day. When it comes to taking care of the elderly, children and family 
members with disabilities, the gender gap is slightly narrower, but still very significant, because 41.2% of 
women aged 18+ and only 29.5% of men of the same age perform these activities daily (UNWOMEN, 
2021).20

Although the family is potentially the basic generator of equality between women and men, it is still the 
most common place of violence against women. The victims of domestic violence in 2019 were mainly 
women (79%), while men make 21% of domestic violence victims (SORS, 2021).21 The data indicate 
that the risk of physical and/or sexual violence comes more frequently from women’s intimate partner 
(current or former), than from other persons. The most common form of violence against women 
is psychological violence. As many as 44% of women report being exposed to this form of violence 
by their current or former intimate partner from the age of 15. A total of 42% of women reported 
experiencing sexual harassment, and 23% reported being exposed to one of the most severe forms 
of sexual harassment (Babović & Petrović, 2021).22 The “Strategy for the Prevention and Combating 
of Gender–Based Violence against Women and Domestic Violence 2021 to 2025” was adopted in the 
spring of 2021 (MoLEVSA, 2021).23 The vision the Strategy is based on achieving a state in Serbia where 
all women and girls live without violence, in a safe environment, where their dignity and human rights 
are respected, effectively preventing all forms of gender–based violence against women and domestic 
violence and providing adequate protection and support to victims. The general goal of the Strategy is 
to provide effective prevention and protection from all forms of gender–based violence against women 
and girls and domestic violence and to develop a gender–responsive system of support services for 
victims of violence.

Residual asymmetry in attitudes is largely a reflex of patriarchal ideology, which constitutes a reaction 
to the real–life empowerment of women. It can be argued that a new kind of consensus is emerging 
at the level of practical problem–solving in the ever–gloomier everyday life, which in turn leads to the 
establishment of new patterns of what is considered ’normal (Blagojević Hjuson, 2011).24

Particularly interesting is the big difference in the attitudes of men and women when it comes to 
women’s participation in politics. Women are much more likely than men to believe that the situation 

20 UNWOMEN, 2020, Economic Value of the Unpaid Care Work in the Republic of Serbia. Belgrade. Available at https://
eca.unwomen.org/en/digital-library/publications/2020/07/economic-value-of-the-unpaid-care-work-in-the-republic-of-serbia 
[Accessed on: 9 December 2021]

21 SORS, Women and Men in Serbia in 2020, 2021, Available at: 
https://www.stat.gov.rs/media/5804/wm-in-the-rs-2020_webopt.pdf, [Accessed on: 9 December 2021]

22 Babović, M., Petrović, M., 2021, Gender Equality Index of the Republic of Serbia. Belgrade: Social Inclusion and Poverty 
Reduction Unit of the Government of the Republic of Serbia. Available at: 
https://serbia.un.org/sites/default/files/2021-10/Gender%20Equality%20Index%20for%20Serbia%202021.pd

23 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, The Strategy for the Prevention and 
Combating of Gender–Based Violence against Women and Domestic Violence 2021 to 2025, Available at: https://www.minrzs.
gov.rs/sr/dokumenti/ostalo/sektor-za-socijalnu-zastitu/strategija-za-sprecavanje-i-borbu-protiv-rodno-zasnovanog-nasilja-prema-
zenama-i-nasilja-u-porodici-za-period-2021-2025-godine (in Serbian), [Accessed on: 9 February 2022]

24 Blagojević Hjuson, M., 2011. Rodni barometer u Srbij: razvoj i svakodnevni život. Beograd: UN Women
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would be better if women were the decision makers in political matters (57% of women vs. 25% of men) 
(Blagojević Hjuson, M. 2011).25

In recent years, women’s involvement in political and public life has been increased. Serbia ranks 25th 
in the world, while looking at the average in European countries, it ranks the 12th in terms of women’s 
share in legislative power. At the beginning of 2020, Serbia adopted amendments to the Law on the 
Election of Members of Parliament and the Law on Local Elections which prescribes that at least 40% of 
the under–represented gender be on the lists. Parliamentary, local and provincial elections were held 
on 21 June 2020.26 The current convocation of the National Assembly of Serbia (constituted on 5 August 
2020) consists of 98 female MPs (39.2%) and 152 male MPs (60.2%). The Government (established on 28 
October 2020) is headed by a female Prime Minister and, so far, it has the largest number of women: out 
of a total of 23 departments, ten are headed by female ministers (43.4%). In addition, five Deputy Prime 
Ministers were appointed, and two of whom are women (40%). The situation however, is different at 
the local government level. Out of a total of 143 local governments and two city municipalities just 20 
are led by women.

When it comes to the judiciary, there are many more women who perform the judicial function than 
men. According to the data of the High Judicial Council, there is a total of 2,676 judges in Serbia, out of 
whom 1,921 are women (71.8%). A total of 58.2% of women hold the position of court president, i.e. 
92 of them in a total of 158 courts of general and special jurisdiction in Serbia.

The latest data (SORS, 2020)27 show that there are as many as 180 000 more women living in Serbia 
than men. However, despite the fact that there are more women in Serbia and that women are typically 
better educated than men, women are less likely to find employment, more likely to lose employment 
and have lower salaries than men. Among the students who complete general secondary four–year 
education (high school), there are more girls (58%) than boys (42%). Also, girls are a majority among 
students who complete secondary vocational four–year schools (53% girls to 47% boys). Boys are more 
numerous in the fields of: Electrical engineering, Mechanical engineering and metalworking, Geodetics 
and construction, Transport, Forestry and woodworking, and Geology and mining. More women enrol 
and complete tertiary education (higher schools and university) than men, in 2019 women accounted 
for 57% of enrolled students and 59% of graduates (SORS, 2020).28

Data for the academic year 2019/2020 show (SORS, 2021)29 that 137,910 female students and 104,058 
male students enrolled in higher schools and faculties, whereas most girls chose faculties in the fields of 
humanities, arts and medicine, natural sciences, while boys usually enrolled in the faculties of electrical 
engineering, mechanical engineering, construction, agriculture, forestry and veterinary medicine. In the 
same academic year, 25 002 women and 17 947 men graduated, while 448 women and 334 men earned

25 Blagojević Hjuson, M., 2011. Rodni barometer u Srbij: razvoj i svakodnevni život. Beograd: UN Women

26 Law on Local Elections, Available at: https://www.rik.parlament.gov.rs/extfile/en/98/Law%20on%20Local%20Elections%20
-%20inofficially%20consolidated%20text%20sa%20tumacenjem%202020.pdf, [Accessed on: 8 February 2022]

27 SORS, Women and Men in Serbia in 2020, 2021, Available at: 
https://www.stat.gov.rs/media/5804/wm-in-the-rs-2020_webopt.pdf, [Accessed on: 9 December 2021]

28 SORS, Women and Men in Serbia in 2020, 2021, Available at: 
https://www.stat.gov.rs/media/5804/wm-in-the-rs-2020_webopt.pdf, [Accessed on: 9 December 2021]

29 SORS, High education, 2020. (in Serbian only), 2021. Available at: 
https://publikacije.stat.gov.rs/G2021/Pdf/G20216006.pdf, [Accessed on: 8 February 2022]
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a PhD degree (SORS, 2021).30 In the sector of Research and Development in Serbia are employed 22 
076 researchers in 2020, women were a majority of employed researchers (53%)31 of all employees (e.g. 
in Natural sciences 55.37%, Engineering, and technology 42%, Medical and health sciences 61%). Yet, 
there still exists a gender pay gap in this sector. The average annual gender pay gap in the Professional, 
scientific, innovation, and technical activities sector in 2018 was 12.62%.32

The status of women in the labour market is significantly affected by factors such as unpaid labour in 
the home and insufficient support for the harmonization of family and work obligations (UNWOMEN, 
2020).33 Women working less than full time do so mostly due to caring for children or elderly in need of 
care, while men opt for working less than full time primarily due to lack of options for finding full–time 
employment, or due to education and training activities. Childcare and other family reasons are the 
main reasons for women giving up active job–seeking.

Discrimination of women in the field of labour and employment is also indicated by the fact that more 
than half of the complaints in this field submitted to the Commissioner for the Protection of Gender 
Equality in 2020 (The Commissioner for the Protection of Gender Equality,2021)34 were related to the 
sex/gender–based discrimination. During 2020, 105 complaints were submitted to the Commissioner 
on the grounds of gender. What is characteristic of this discrimination is that most of the complaints 
refer to alleged discrimination in the field of employment procedure or at work. Discrimination against 
women is usually reported in regard to child–birth, motherhood and child care, which is why these 
grounds often appear together with discrimination on the grounds of marital and family status. In this 
regard, during 2020, 56 complaints were submitted to the Commissioner on the grounds of marital and 
family status as a personal characteristic, out of which 41 complaints were filed by women. 

4.1.2 Gender gaps in the labour market 

One of the most comprehensive measures of gender equality in Serbia is the Gender Equality Index 
(GEI) of the European Institute for Gender Equality (EIGE). Serbia was the first economy outside of the 
European Union to introduce the Index in 2016, the second edition of which was published in 2018 with 
data from 2016, and the third in 2021 with data from 2018. The Gender Equality Index measures gender 
equality in six core domains: work, money, knowledge, time, power and health, as well as two satellite 
domains: intersecting inequalities and violence against women. By using a standardized methodology, 
the Index allows for monitoring across time and comparison of the situation in Serbia with that of the 
EU average, as well as in relation to individual Member States.

30 SORS, Women and Men in Serbia in 2020, 2021, Available at: 
https://www.stat.gov.rs/media/5804/wm-in-the-rs-2020_webopt.pdf, [Accessed on: 9 December 2021]

31 SORS, Research and development in Serbia, 2021, Available at: 
https://publikacije.stat.gov.rs/G2021/PdfE/G20215673.pdf, Accessed on: 8 February 2022.

32 https://publikacije.stat.gov.rs/G2020/Pdf/G20205664.pdf

33 UNWOMEN, 2020, Economic Value of the Unpaid Care Work in the Republic of Serbia. Belgrade. Available at https://
eca.unwomen.org/en/digital-library/publications/2020/07/economic-value-of-the-unpaid-care-work-in-the-republic-of-serbia 
[Accessed on: 9 December 2021]

34 The Commissioner for the Protection of Gender Equality,2021, Regular Annual report of the Commissioner for the 
Protection of Gender Equality in 2020, available at http://ravnopravnost.gov.rs/en/reports/, Acessed on February 7th 2022.
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Despite some shifts in recent years, a gender gap in Serbia persists in almost all the indicators relating 
to the labour market (Babović & Petrović, 2021).35 According to the Gender Equality Index, Serbia had 
a lower score than most EU countries in the domain of work with large gender gaps in participation, 
occupational segregation and quality of work. The index for 2018 (58.0) increased slightly overall 
compared to 2014 (52.4). The Work index for Serbia has increased by 2.1 points since 2014 (67.3), 
reaching 69.4 in 2018. This rise was mainly due to an increase in female participation attributed to a 
rise in total employment rather than a reduction in the gender gap. Occupational segregation has also 
increased, but by only 0.3 points over the same four years (from 62.2 to 62.5). Working women still 
tend to be concentrated in certain industries and occupations, such as education, health and social 
protection. A significant gender gap remains regarding the flexibility of working hours and career 
prospects. 

In the rural population according to Census of Agriculture 2012 (Bogdanov & Babovic, 2012)36 62.9% 
of women who work in agriculture do so as unpaid family members, whilst only 15.9% of women 
participate in decision–making related to agricultural holdings (Ferigra Stefanovic, 2021).37 Overall, the 
situation of women working on farms is a challenge as they remain largely invisible, may be unpaid, 
lack access to social insurance, and have limited access to social rights. Unemployment rates of Roma 
women were at 50.2% (as of 31 October 2020) much higher than unemployment rates among Roma 
men which was at 33%.38 According to the 2020 SORS report on Roma, 60% of women in Roma 
settlements were reported to be inactive.

The “Employment Strategy in the Republic of Serbia 2021–2026”, was adopted by the Government in 
early 2021 (MoLEVSA, 2021).39 The Action Plan for its implementation during 2021–2023 (MoLEVSA, 
2021)40 was also adopted. The overall goal of the Strategy is defined as establishing stable and sustainable 
employment growth based on education and decent work, and its achievement is monitored through 
gender sensitive employment indicators. Furthermore, the Strategy includes 3 specific objectives: 1) 
Achieving growth in quality employment through cross–sectoral measures aimed at improving supply 
and demand for labour, 2) Improving the status of unemployed persons in the labour market, and 3) 
Improving the institutional framework for employment policy. The indicators defined to monitor the 
implementation of these goals can be more gender–sensitive, and only one of the indicators targets a 
decrease in the pay gap between women and men from 10.6% in 2019 to 8.7% in 2026. Regarding overall 
goal, the action plan (MoLEVSA, 2021)41 defines a range of values to be achieved by 2023, including 

35 Babović, M., Petrović, M., 2021, Gender Equality Index of the Republic of Serbia. Belgrade: Social Inclusion and Poverty 
Reduction Unit of the Government of the Republic of Serbia. Available at: 
https://serbia.un.org/sites/default/files/2021-10/Gender%20Equality%20Index%20for%20Serbia%202021.pdf

36 Bogdanov, N., Babovic, M. Agricultural holdings by economic size and type of production in the Republic of Serbia, 2012 (in 
Serbian only), 2014, SORS, Belgrade, Availble at: 
https://www.stat.gov.rs/en-us/oblasti/poljoprivreda-sumarstvo-i-ribarstvo/popis-poljoprivrede/

37 Ferigra Stefanovic, A. (2021). EU gender country profile for Serbia. UN Women. 
https://serbia.un.org/sites/default/files/2021-11/Serbia%20Gender%20Profile.pdf

38 http://www.eurasia.undp.org/content/dam/rbec/docs/Factsheet_SERBIA_Roma.

39 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed on: 5 December 2021]

40 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021.The Action Plan for implementation 
during 2021–2023 http://socijalnoukljucivanje.gov.rs/wp-content/uploads/2021/08/Akcioni_plan_2021-2023_za_sprovodjenje_
Strategije_zaposljavanja_u_Republici_Srbiji_engleski.pdf

41 Ministry of Labour, Employment, Veteran and Social Affairs, Social Inclusion and Poverty Reduction Unit of the 
Government of Serbia, 2021, Action Plan 2021–2023 for the implementation of Employment Strategy 2021–2026. Belgrade. 
Available at: socijalnoukljucivan-je.gov.rs/wpcontent/uploads/2021/08/Akcioni_plan_20212023_za_sprovodjenje_Strategije_
zaposljavanja_u_Republici_Srbiji_engleski.pdf [Accessed on: 5 December 2021]
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activity, employment, and unemployment rates for women and men. Under specific objective 2, the 
Action Plan envisages Measure 2.4. Improvement of women’s labour market position42 to improve the 
status of women in the labour market. The 2020 European Commission Progress Report for Serbia in 
the EU accession process states that Serbia is moderately prepared in the area of negotiating chapter 
19, which refers to social policy and employment. The recommendations note the need to increase 
allocations for active labour market measures, and to better target women applicants. 

The Economic Reform Programme 2021–2023 (ERP, 2021)43 identifies gender inequalities in the labour 
market as one of the challenges, but does not define specific measures to improve women’s employment 
and reduce the gender gaps in the labour market. The area of work, employment and self–employment 
is recognized by the Law on Gender Equality44 as one of the key areas where general and specific 
measures for achieving gender equality are being implemented. The law obliges the organisation in 
charge of employment (the National Employment Service) to provide equal employment opportunities 
for women and men, and for members of vulnerable social groups and equal access to jobs and 
self–employment. The law stipulates that it is not considered discrimination to implement incentive 
measures to increase employment and self–employment amongst those in hard–to–employ categories, 
such as, women, pregnant women, mothers, victims of domestic violence, victims of gender–based 
violence, persons with diverse gender identities and/or sexual orientation. It is also not considered 
discriminatory to provide incentives for the development of entrepreneurship among women (Article 
27). The law prohibits gender inequality during pregnancy leave, maternity leave, leave for caring for a 
child and leave for special care of a child (Article 33). Furthermore, the Law prohibits unequal wages for 
the same work or work of equal value (Article 34), and makes ensuring gender equality mandatory in 
social dialogue (Article 35).

4.1.3 Key labour market indicators and gender 
gaps

The labour force participation rate (activity rate) in Serbia is still below the average level of EU 27, and 
in the period of 2018–2020 it remains around 64% of total population for men and 47% for women, 
at the end of observed period–3rd quartile of 2021, the activity rate was 64.5% for men and 48.2% of 
women age 15 and above, while for the population of 15–64 the percentages were 79.2% for men and 
64.3% for women (Figure 1).

42 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed on: 5 December 2021]

43 The Government of Serbia. (2021) Economic reform programme for the period 2021–2023 
https://rsjp.gov.rs/wp-content/uploads/Economic-Reform-Programme-2021-2023.pdf

44 The Law on Gender Equality of Serbia. 2009. https://www.legislationline.org/documents/id/16015
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It is evident that the pandemic did not permanently lower the total labour force participation rate, 
having in mind that at the end of 3rd quarter of 2021 it was slightly higher than in the first quarter of 2018, 
while the gender gap was nearly the same at 16.3 pp in the biggest employment age group 15 years and 
above (Figure 2). However, the gender participation gap had widened for the age 15–24 group, from 
12.44 at the end of 2019 to 17.8 at the end of the 3rd quarter of 2021.

Labour force participation (activity rate), gender gap, quarterly by age groups (2018-2021)
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The employment rate45 for women remains significantly lower than that for men (labour force age 
15+), 41.9% compared to 56.6%, representing a 14.7 percentage point difference in 2020, but in the 
third quarter of 2021 the gender employment gap again started to rise and at the end of third quarter 
reached the same value as it had been at the beginning of 2018–around 16.4 pp. The employment rates 
of the population of age 15–64 in 3rd quarter of 2021 were 71.6% for men and 56.3% for women, with a 
gender gap in the observed period of 15.3pp (Table 1).

Table 1. Quarterly employment rate by age in 2018 –2021
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Gap 15 years 
and above*

14.9 15.2 15.6 14.8 13.1 14.9 16.0 15.2 13.3 14.5 14.9 15.6 14.4 14.5 16.2

Men 50.9 54.5 55.3 53.1 52.2 54.9 55.9 55.5 53.6 53.8 55.5 55.7 53.8 55.8 58.4
Women 36.0 39.3 39.7 38.3 39.1 40.0 39.9 40.3 40.3 39.3 40.6 40.1 39.4 41.3 42.2
Gap 15–64 
years

14.1 14.0 14.5 13.5 11.2 13.6 15.2 13.6 11.3 13.4 14.4 14.6 13.7 13.3 15.3

Men 61.2 65.4 66.5 64.1 62.7 66.1 67.5 66.9 64.8 65.3 67.7 67.9 66.3 68.4 71.6
Women 47.1 51.4 52.0 50.6 52.5 52.5 52.3 53.3 53.5 51.9 53.3 53.3 52.6 55.1 53.3
Gap 15–24 
years

8.8 10.0 12.7 10.3 9.7 12.7 12.2 10.2 11.4 10.1 12.0 13.2 11.4 11.0 15.9

Men 22.2 25.8 29.2 25.1 23.1 27.5 27.9 29.7 26.5 23.0 26.9 27.2 27.1 31.2 35.0
Women 13.4 15.8 16.5 14.8 13.4 14.8 15.7 16.5 15.1 12.9 14.9 14.0 15.7 20.2 19.1
Gap 20–64 
years

15.5 15.4 15.7 14.7 12.2 14.5 16.6 14.7 12.4 14.7 15.7 15.5 14.7 14.0 15.4

Men 66.0 70.5 71.4 69.1 67.6 71.0 72.7 72.0 69.9 70.5 73.1 72.9 71.3 73.0 76.3
Women 50.5 55.1 55.7 54.4 55.4 56.5 56.1 57.3 57.5 55.8 57.4 57.4 56.6 59.0 60.9

Source: Labour Force Survey 2018–202146

The greatest gender employment gap (in 2020) is amongst older women, in the age category 55–64 
years where the employment rate for women was 40.5% while that of men was 60.8% (20.3 points 
difference). The largest gender inactivity gap was also amongst the age group 55 and older, where 
the inactivity rate for women was 78.4% whereas for men it was 61.6%. In part, this large gender gap 
amongst the older age group can be explained by women having a lower retirement age in Serbia. 

The gender employment gap among the youngest age group of 15–24 year, rose from 8.88 in the first 
quarter of 2018 to 15.9 in the third quarter of 2021 (Figure 3). The age group 15–24 has the lowest 

45 SORS methodology: Persons (aged 15–89) who performed at least for one hour paid work (for cash or in kind) in the 
reference week, as well as persons who had an employment, but were temporarily absent from work in that week, are 
counted as employed persons. The employment rate is the percentage share of employed in the total population aged 15 and 
over.

46 Starting from January 2021, the LFS has been conducted based on and according to the new Regulation of the European 
Parliament and Council. The new European regulation requires EU countries to apply new redesigned concepts in LFS. The 
objective of the revised methodology is to improve the content of the survey. in order to monitor with more precision labour 
market trends, having in mind constant changes in its dynamics and structure. However, since 2021, due to changes in main 
concepts in LFS the comparability with previous years has been lost (LFS, metadata, Available at: 
https://data.stat.gov.rs/Home/Result/240003010102?languageCode=sr-Cyrl
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employment rate in the Serbian labour market, the position of young people in the labour market in 
Serbia is worse when compared to their peers in the European Union. Referring to Arandarenko47 ’the 
already unfavourable initial position of young people in Serbia was additionally disturbed by the pandemic crisis, 
considering that according to all indicators of the labour market, young people fared worse than the working 
age population.’

Despite the negative consequences of the crisis, the employment of those aged 15–64 in 2020 compared 
to 2019 decreased by only 9,100, of which a slightly larger decrease was recorded for men (5,300). This 
small decline in employment together with a strong depopulation trend (as a result of a migration of 
population abroad) has led to an increase in the employment rate of the working age population by 0.6 
percentage points compared to the previous year. The change in the employment rate was not gender 
discriminatory. However, a slight difference in employment trends by gender is noticeable when looking 
at the quarterly data, given that the female employment rate fell in the third quarter of 2021 as opposed 
to the stagnation observed among men.

The quarterly employment rate (Figure 4) is following the labour force activity rate, (Figure 2), with a 
fairly stable gender gap (Figure 3), but an increase in employment for both women and men is evident 
when comparing the third quarter of 2021 (women 56.3, men 71.6) with the first quarter of 2018 
(women 47.1, men 61.2) (Figure 4)

47 Arandarenko, M. 2021. Analytical report on the situation in the labour market of Serbia in the context of the economic 
crisis caused by the COVID–19 pandemic. RCC. Available at: https://www.esap.online/observatory/docs/165/analytical-report-
on-the-situation-in-the-labour-market-of-serbia-in-the-context-of-the-economic-crisis-caused-by-the-covid-19-pandemic 
[Accessed on: 4 December 2021]

Employment rate quarterly gender gap by age groups (2018-2021)

0

2

12

14

16

18

4

6

8

10

Q1.18 Q2.18 Q3.18 Q4.18 Q1.19 Q2.19 Q3.19 Q4.19 Q1.20 Q2.20 Q3.20 Q1.21 Q2.21 Q3.21Q4.20

Source: SORS, Labour Force Survey 2018-2021 and authors calculation

15-64 years 15-24 years 20-64 years15 years and above*

Figure 3.

14.9
14.1

15.2
14.0

15.6
14.5 14.8

13.5 13.1

11.2

13.6
14.9 15.2

13.6

15.2
16.0

11.3

13.3 13.4
14.5 14.4

14.9 14.6
15.6

13.7
14.4

13.3
14.5

15.3
16.2



27

Employment rate quarterly age group 15-64 year (2018-2021)

Source: SORS, Labour Force Survey 2018-2021.
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Figure 5. Employment aged 20-64 by education and gender (in thousands)

Source: SORS, Labour Force Survey 2018-2020 
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It is evident (Figure 5) that the female employed population (age group 20–64) in Serbia is, on average, 
more educated than the male employed population, with a higher number high–level educated (ISCED 
levels 5–8) women. The number of HE (high–level educated) women increased in the fourth quarter of 
2020, compared to the fourth quarter of 2018, while the number of highly educated men in employment 
fell slightly during this period. Whilst amongst those with a high level of completed education the gender 
gap favours women, the gap for the group of medium level education (ISCED levels 3–4) favours men, 
with a gap of around 35pp (Figure 6)
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Informal employees48 are a heterogeneous group characterized by irregular income, modest savings and 
limited access to the social protection network. These circumstances put informal workers who lose 
their jobs during a crisis, like the pandemic, at a high risk of poverty and social exclusion. In Serbia, there 
was only a small difference between the share of women and men in informal employment during the 
period 2018–2020, with an evident drop in the fourth quarter of 2020 in both groups. There is a slightly 
higher share of employed women in informal employment than men although this gender informal 
employment gap rose to 1.9% in 2020.

48 Informal employment is considered to be work in unregistered companies, work in registered companies without an 
employment contract, as well as the work of contributing family members. Informal employment rate is the percentage share 
of informally employed in total employment. According to methodolgy used for Census 2011– persons who performed at 
least one hour of paid work (in cash or in kind) in the week before the Census, regardless of whether they have a formal 
employment contract, only an oral agreement with the employer or perform work independently, including unpaid persons 
who worked in the shop of a member of the family household or on the family property; 
https://data.stat.gov.rs/Metadata/31_Popis/Html/S018150_ESMS_G10_2011_1.html

Figure 6. Employment gender gap by educational level, age group 20-64 

Source: SORS, Author’s calculation
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Figure 7. Share of total informal employment (in agriculture and non-agriculture) by gender and
quartile 2018-2020 and 2021 (1st-3rd Q) in % of total employment
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Informal employment experienced its biggest drop in the first 3 quartiles of 2021. This was a consequence 
of the pandemic and government support measures which in 2020 had encouraged companies to 
retain employees. These support measures were highly effective in maintaining permanent formal 
jobs, but less so in retaining fixed–term workers, those employed on the basis of service contracts, 
on temporary and occasional jobs, seasonal workers and agency workers.

The reduction in informal employment, which under normal conditions can be considered a positive 
shift because it usually goes hand in hand with increased formalization of the labour market, has the 
opposite impact in times of crises. Then, a pronounced pro–cyclical nature of informal employment 
comes to the fore, with informal employment declining much faster than formal employment, as was 
the case in the Serbian labour market during the previous economic crisis of 2009–2012. 

Informally employed women did not fare better than informally employed men when it comes 
to formalizing work. While on average 9% of informally employed women switched to formal 
employment (by formalizing an existing or transitioning to a new job), this was the case for 13% of 
informally employed men (in 2019).

As shown in Figure 8, women are a minority of those in temporary employment, though their 
share has been rising in recent years. As part of the reform of labour legislation, a “Law on Agency 
Employment” (December 2019) was implemented on 1 March 2020, since when 66 licenses for 
temporary employment agencies49 have been issued. According to Central Register of Compulsory 
Social Security data, 38 temporary employment agencies hired a total of 9 737 agency workers as of 
30 September 2020.

49 Agency employment involves a three–way legal relationship between an employee, a temporary employment agency 
and a beneficiary employer. The employee establishes employment relationship with the Agency, but does not perform work 
there. The Agency assigns the employee to the beneficiary employer, based on a special agreement concluded by the Agency 
and the beneficiary employer. The relationship between the assigned employee and the beneficiary employer is therefore 
indirect and depends on the employment agreement concluded between the Agency and the employee, as well as the 
agreement on assigning the employee concluded between the Agency and the beneficiary employer. https://www.bd2p.com/
en/bd2p-headlines/newsletters/serbia-law-on-agency-employment-adoption-of-long-awaited-legal-framework-regarding-
staff-leasing/

Figure 8. Share of temporary employment (%), age 15+, and gap, 2018-2020

Source: SORS, Labour Force Survey 2018-2020.
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The labour market recorded better results in terms of unemployment which decreased by almost 50 
000 in 2020 compared to the previous year. The pattern of gender dynamics was the opposite of the 
pattern observed in employment–the decrease in the unemployment rate was greater among women 
(54% of the total decrease) (Figure 9). The decrease in the absolute number of unemployed resulted 
in a reduction of the annual unemployment rate by 1.4 percentage points, which for the first time fell 
to a single–digit level (9.5%) in the age group 15 and above at the end of 2020 (Figure 9). Viewed in 
an international context, Serbia is one of the few economies in Europe that has seen a decline in the 
unemployment rate. Apart from Serbia, a decrease was realized only in Italy, Greece and France, but 
the size of the decrease in these countries was much lower (Eurostat, 2021).50

50 Eurostat, 2021. Available at: https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Gender_pay_gap_statistics 
[Accessed on: 17 December 2021]

Figure 9. Annual data/Unemployment rate, by gender and age group, 2018-2020

Source: SORS, Labour Force Survey 2018-2020
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Unemployment rate by gender and age group quarterly 2018-2021*

Total 15 years and above Men Women Total 15-64 Men Women

Total 15-24 Men Women Total 20-64 Men Women

Source: Labour Force Survey (https://data.stat.gov.rs/Home/Result/2400020107?languageCode=sr-Cyrl)
* Note: Starting from January 2021, LFS the LFS methodology has been changed and the comparability with previous years has been lost
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9.7 9.1 10.3 10.2 9.7 10.7 29.1 27.4 31.8 7.8 7.5 8.3
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In the period 2018–2021 the registered unemployment of women in absolute numbers decreased, 
while the share of registered unemployment of women in the total registered unemployment (period 
2018–2021) increased by 2.64 percentage points.

Although in 2020 there was a fall in the unemployment gender gap (first and second quarter of 2020), 
in the first quarter of 2021 it increased, only to fall again in the following two quarters (Figure 10). The 
unemployment rates for both men and women aged 15–24 was the highest. The large gender gap for 
this age group was about twice the overall rate throughout this period (with a significant fall in the 
second and third quarter of 2021), suggesting that younger women have much greater problems in 
finding and retaining employment.

The category of the self–employed includes entrepreneurs, owners of partnership firms and companies. 
There is a difference between self–employed and self–employed with employees. However, this latter 
category also includes unemployed persons who work for others as workers, which is not a regular 
form of self–employment. The number of self–employed has been fairly stable in recent years (Figure 
11), though the number fell in the first year of the pandemic in Serbia. The number of female self–
employed has slightly risen since 2016, and the gender gap has been falling (Figure 12). Another similarity 
is apparent, namely the percentage of self–employed women is around 31% in 2020 compared with 
26% in 2016, which corresponds with the percent of women entrepreneurs’ number in Serbia (see the 
chapter 4.6.1 State of the play of the women entrepreneurship in Serbia).
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Figure 12.

Source: Labour Force Survey
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The area of work, employment, and self–employment is recognized by the new Law on Gender 
Equality as one of the key areas where general and specific measures for achieving gender equality is 
being implemented. It is also no longer considered discriminatory to provide additional incentives for 
the development of entrepreneurship among women (Article 27).
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4.1.4 Overview and composition of the economy

As shown in Table 2 and Figure 13, real GDP growth  in the third quarter of 2021, compared to the 
corresponding period of the previous year, amounted 7.7% (SORS, 2021).51 According to seasonally 
adjusted data, gross domestic product increased by 1.6% in the third quarter of 2021, compared to the 
previous quarter. Observed by activities, in the third quarter of 2021, compared to the same quarter 
of the previous year, significant real growth in the gross value added was recorded in the sectors of 
wholesale and retail trade; repair of motor vehicles and motorcycles and transportation and storage. 
The largest growth rates were in the following sectors: accommodation and food service activities 
(17.0%), construction (15.8%) and professional, scientific and technical activities and administrative and 
support service activities (13.7%).

Observed by expenditure categories, in the third quarter of 2021, compared to the same quarter of the 
previous year, real growth was noted as follows: household final consumption expenditure 8.2%, non–
profit institutions serving households (NPISH) final consumption expenditure 6.8%, general government 
final consumption expenditure 7.8%, gross fixed capital formation 12.6%, exports of goods and services 
22.5% and the imports of goods and services 22.9% (SORS, 2021).52

Table 2. Quarterly Gross Domestic Product, real growth rates in %

  2020 20211)

I II III IV I II III
Non–seasonally 
adjusted growth rates, 
compared to the same quarter 
of the previous year

5.2 -6.3 -1.3 -1.0 1.6 13.7 7.7

Seasonally adjusted growth 
rates, compared to the 
previous quarter

-0.6 -9.2 7.1 2.5 1.9 1.6 1.6

 1) Estimate.

Source: SORS, Trends Q3, 2021. (2021)

According to the World Bank’s analysis, the economic recovery in Serbia in 2021 was broad based, 
except for the agriculture sector. Compared to other Western Balkan economies, Serbia was the 
only economy in which there was no increase in poverty (World Bank, 2021)53 Most macroeconomic 
indicators at the end of 2021 point to the significant impact of the pandemic during the second two 
quarters of 2020, and in 2021 positive trends have been seen,54 but the growth of prices of energy, 
transportation, consumables in construction, manufacturing and certain food products has led to an 

51 SORS, Statistical Release, Quarterly Gross domestic product of Serbia, III Quarter 2021, Available at 
http://publikacije.stat.gov.rs/G2021/HtmlE/G20211333.html, Acessed on February 7th 2022.

52 SORS. Trends Q3, 2021.(2021). https://publikacije.stat.gov.rs/G2021/PdfE/G20218004.pdf

53 World Bank. 2021. Western Balkans Regular Economic Report No.20 Greening the Recovery. Fall 2021. International Bank 
for Reconstruction and Development / The World Bank

54 SORS. Trends Q3, 2021.(2021). https://publikacije.stat.gov.rs/G2021/PdfE/G20218004.pdf
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Figure 13. Trends in employment age 15+, gender employment gap and real GDP growth (2018-2021) 

Source: Labour Force Survey
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increase in inflation, at the end of the 3rd quarter of 2021 annual inflation was 5.7% (National Bank of 
Serbia, 2021).55

GDP falls in the second quartile of 2020 were reflected in falls in employment rate in the first quartile of 
2021 when the employment rate dropped significantly, while it was stable during the 3rd and 4th quartile 
of 2020 mostly due, in part, to the measures undertaken by the government to prevent job losses and 
protect the economy against the negative economic impact of COVID–19. During the observed period, 
the gender employment gap stayed under 15% and fell down the 3rd quartile of 2021 to 13.7 for the age 
group 15 years and above (Figure 13).

Despite the relatively good overall recent performance of the Serbian labour market, the pandemic 
crisis has impacted significantly on certain sectors and different socio–economic and demographic 
groups within the workforce. There have also been differences across sectors in the impact of the 
government measures taken to offset the effects of COVID. As a rule, sectors that experienced a 
more significant drop in demand had to reduce employment to a greater extent. After significant fall of 
activities in the most sectors of Serbian economy in the 2nd and partly 3rd quartile of 2020, almost all 
sectors (except Agriculture and Construction) had a better performance in the 2nd and 3rd quartile of 
2021 than at the beginning of 2018 (Figure 14).

55 National Bank of Serbia. Report on Inflation, November 2021. 
https://www.nbs.rs/export/sites/NBS_site/documents/publikacije/ioi/izvestaji/ioi_11_2021.pdf 
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The following sectors have more women than men employed: Public administration, education, human 
health, financial and insurance activities, household activity as employer56 and other services (Figure 15). 
Consequently, the employment gender gap is in favour of women in these sectors as shown in Table 3. 
As explained in more detail below, the gender pay gap is below the average in the first three sectors, 
while in financial and insurance activities it is the highest (20.1%, Figure 19).

The employment of women has increased during the pandemic in public administration, education, and 
human health, but fell in the most affected sectors which are those based on high–risk personal contacts 
and with a large number of employed women (travel agencies and real estate activities), as well as in the 
worst affected parts of the manufacturing industry like textiles industry, employment gender gap was 
higher in the second half of 2020 due to the pandemic.

56 The household as an employer is recognized as an economic sector in Serbia and as such is statistically monitored.
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-30

-20

30

40

50

60

-10

0

10

20

Q1.18 Q2.18 Q3.18 Q4.18 Q1.19 Q2.19 Q3.19 Q4.19 Q1.20 Q2.20 Q3.20 Q1.21 Q2.21Q4.20

According to: SBS Trends II quarter 2021. Table 2.2. GDP - production side, year-on-year real growth rates, Q1 2018 - Q2 2021 (%)

Figure 14.

Industry (total) Trade

Construction Services excluding tradeAgriculture, forestry and �shing

26.3

12.2

20.1

15.5

16.7

9.6

15.2

2.4
11.9

-1.4 -2.0

20.5

-1.8

39.6

-1.3

52.3

4.1

21.8

-2.0

4.4

-16.7

4.3

-9.1

4.1

-1.9

17.8

-1.6

17.7



Women Employment Study 
for Serbia36

Figure 15. Share of employment by economic sector, 15+, in 000 (2018-2020)

Source: Labour Force Survey, 2018, 2019, 2020
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Table 3. Employment gender gap* by economic sector, 15+, (2018–2020) in %

Economic sector Q4.18 Q4.19 Q4.20
Agriculture, forestry and fishing 62.24 62.35 63.17
Manufacturing Industry 61.62 61.27 60.97
Mining and quarrying 81.95 87.05 87.02
Energy, gas and water supply 77.55 77.14 79.25
Construction 93.78 92.44 91.63
Trade; transport; accommodation and food service activities 54.26 54.16 54.24
Information and communication 61.01 61.47 61.67
Financial and insurance activities 39.30 35.54 33.33
Real Estate Activities 37.14 55.10 64.70
Professional, scientific, administrative and support service 
activities

58.31 52.29 51.08

Public administration, education, human health 36.32 34.41 33.98
Arts, entertainment and recreation activities and other services 59.54 61.13 54.29
Other services 50.09 47.14 50.92
Household activity as employer 48.21 46.97 43.16

Source: Labour Force Survey, 2018, 2019, 2020, 
table 2.6 Employees by sector of activity, gender and region, 2020 (in thousands)

*percentage share of men in the total number of employees in the sector

4.1.5 Gender pay gap

A significant gender gap in earnings is one of the most persistent features of labour markets. The gender 
pay gap (GPG), which refers to the difference between the wages earned by women and by men, is 
one of the key indicators of women’s access to economic opportunities. Probing the nature and factors 
behind wage disparities can shed light on measures that can be taken to address inequalities and improve 
women’s access to economic opportunity, thus tapping their potential and creating conditions for 
economic growth. More formally, the gender pay gap is usually measured as the percentage difference 
between average gross hourly earnings of male and female employees, expressed as a percentage of 
male gross earnings, unadjusted (Eurostat, 2010).57

For the Serbian economy as a whole, in 2019, women’s gross hourly earnings were on average 12.7% 
below those of men, with some decline in this gap in 2020 (11.41%), though this gap had risen since 2018 
(Figure 16). Across EU Member States, the gender pay gap varied by 20.4 percentage points, ranging 
from just 1.3% in Luxembourg to 21.7% in Estonia (EUROSTAT, 2021).58

57 https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Gender_pay_gap_statistics

58 https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Gender_pay_gap_statistics
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The statutory minimum hourly wage in Serbia increased by 11.1% in 2020, up to average monthly wage 
of about RSD 30 000 (about EUR 250). Average monthly net salaries and wages calculated in Serbia for 
the third quarter of 2021 amounted to 64 863 dinars. Compared with the same period of the previous 
year (2020), they were nominally up by 9.2% and by 4.5% in real terms. At the beginning of March 
2021 wages started to increase, so by September despite certain variations, the average weekly salary 
amounted to EUR 555. This strong wage growth was in part a consequence of a large increase in wages 
in parts of the public sector which rose by 9.7% in this period (Figure 17).

Most importantly, employed women have, on average, better educational characteristics and 
consequently it might be thought that they work in potentially better–paid occupations, but in reality, it 
is not the case because the gender pay gap exists at an average of 11.41% at the end of 2020 (Figure 16). 
The wage gap is slightly higher in the private than in public sector where the average wages are higher 
than those in the private sector. 

Average wages pay gap (in total-public and private sector) in %

Source: SORS, https://data.stat.gov.rs/Home/Result/2403040503?languageCode=sr-Cyrl&displayMode=table&guid=4dc18125-b32f-45fa-a929-4f2042eeba66
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Figure 17. Average wages in 000 in total-public and private sector by gender

Source: SORS, LFSs 2018-2020
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Gender Pay Gap by group of occupations, year 2018
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Research suggests that the gender pay gap mainly exists due to the different unobserved characteristics 
(which are not measured in LFS). These could vary from the differences in female and male labour market 
behaviour which employers perceive as affecting productivity. For example, women may be perceived 
as less flexible in terms of working hours due to their greater home and reproductive responsibilities. 
Other non–discriminatory causes of the gender wage gap include gender differences in other non–
measurable effort and ability related variables, as well as labour market frictions (Arandarenko, 2011; 
2021)59.

Occupational and sectoral segregation in the labour market (Figure 18) also impacts on wage equality. 
In 2018 the gender pay gap was particularly high among Craft and related trades workers (23.8%), 
Technicians and associate professionals (19.3%) and Professionals (19%). Regarding sectors (Figure 19), 
the pay gap is highest in Financial and insurance activities (20.1%) and Manufacturing (19%). The biggest 
gender pay gaps in Serbia was evident in the most prosperous sectors: Financial and insurance activities 
(20.1%) and ICT (14.5%), while in the construction sector, where the few women who work in this 
sector are mostly highly educated the gender pay gap was in favour of women (Figure 19). In all EU 
Member States, except Belgium and Spain, the gender pay gap in the financial and insurance activities is 
higher than in the economy as a whole. In 2019, the gender pay gap in financial and insurance activities 
varied from 6.6% in Belgium to 38.3% in the Czech Republic. Within the business economy as a whole, 
the highest gender pay gap was recorded in Estonia (23.2%) and the lowest in Sweden (8.7%).60

59 Mihail Arandarenko. (2011). Gender Pay Gap in the Western Balkan Countries: Evidence from Serbia,Montenegro and 
Macedonia. Policy brief. Foundation for Advancement of Economics.
Mihail Arandarenko. (2021). Analytical report on the situation in the labour market of Serbia in the context of the economic 
crisis caused by the COVID–19 pandemic, RCC

60 Gender pay gap statistics, https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Gender_pay_gap_
statistics#Gender_pay_gap_levels_vary_significantly_across_EU
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4.1.6 Gender care gap61

Unpaid care work is the reason for inactivity of many women in Serbia. Inactivity rates of women are 
still almost double those of men. Care of own children or others in need of care was the reason given 
for inactivity of 7% of women and 0% of men. Likewise, family or personal reasons are reasons for 9% 
of inactive women and 5% of inactive men (UNWOMEN, 2020).62

The gender analysis of the economic value of unpaid care work is based on several surveys and datasets. 
The main source of information regarding the different use of time among women and men and their 
involvement in unpaid care work was the Time Use Survey, conducted in 2010 and 2015 by the Statistical 
Office of Serbia. This research on the use of time provides information on how residents of Serbia used 
the time during the day or night, weekdays or weekends. The surveys63 “Women and Men in Serbia“ on 
time use, from 2010 and 2015 have confirmed the stereotypes that are present in the region. Regardless 
of whether they are employed or not, women, in relation to men, work twice as many hours in the 
house, and spend half the time working paid jobs to that of men. For employed women, work in the 
house becomes their second shift (Figure 20).

61 SORS Structure of Earnings Survey, https://publikacije.stat.gov.rs/G2020/Xls/G20205664.xlsx

62 UN Women, 2020. Economic Value of the Unpaid Care Work in the Republic of Serbia

63 Women and Men in Serbia, SORS 2017, Women and Men, in Serbia, SORS 2020

Gender pay gap by economic Activity, 2018

ECONOMIC ACTIVITY ACCORDING TO NACE REV2 IN 2018

Source: SORS Structure of Earnings Survey61
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Time spent on unpaid care work by gender, 2010 and 2015, in %

Source: Time Use in Serbia, 2010 and 2015, SORS, Belgrade, 2016
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The Harmonised European Time Use Survey statistics (HETUS) data for years 2008–2015, data 
available and presented for Serbia also shows that there are particular patterns of how women and 
men use their time: women are, on average, more involved in household and care activities than men. 
Women perform more food management, cleaning, ironing and laundry, while men are more involved 
in construction and gardening. While men and women both participate in childcare, it appears that 
women are relatively more involved in physical care, supervision and accompanying their children, while 
men appear to participate relatively more in teaching, playing and talking with their children.64

The data show that on average men do more paid work on weekdays and over the weekend, almost 
twice longer than women. On the other hand, as expected, women spend more time than men doing 
unpaid work, both on weekdays and over the weekend. Women on average spend almost four and a 
half hours a day (4:36) at unpaid work and men spend a little more than two hours (2:05). This means 
that women spend twice as much time at household unpaid work than men, although women with 
higher education spend a little bit less time. Women, regardless of their level of education, work more 
in total than men. The more educated women and men are, the more time they spend on paid jobs.

In 2015, women undertook a longer duration of unpaid activities in the activities of caring for other 
persons and their own children, and men in maintaining an apartment and household and taking care of 
their own children. Concerning the activities of personal care, both women and men spend more time 
doing this work on weekend days than on weekdays; namely, half an hour more on average.

If work in the household was paid at the minimum price per hour, for the work in the household that 
women aged 15 and over performed in 2010, EUR 116 should have been set aside per month, and in 
2015 EUR 138. In 2010 and 2015 married women with a child aged under seven, spent most time on 
unpaid work, almost an entire work shift. Men from this type of family structure spent more time on 
housework when compared to men from all other categories, almost three hours. However, women 
from all categories spent more time on housework, especially those with children of any age.

64 https://ec.europa.eu/eurostat/statisticsexplained/index.php?title=How_do_women_and_men_use_their_time_-_
statistics#Women_are_more_involved_in_household_and_family_care_activities
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4.1.7 Recommendations

In general, women in Serbia have a lower employment rate than men and their activity rate is also lower, 
despite being on average more educated, they work in jobs that pay less, they are burdened more with 
household work and childcare than men and take less part in decision–making at home and work. 
Despite some shifts in recent years, significant gender gaps persist in almost all the indicators relating to 
the Serbian labour market. According to the Gender Equality Index, Serbia has a lower score than most 
EU countries in the domain of work with gaps in participation, segregation and quality of work. 

The labour force participation rate in Serbia is still under the average level of EU–27, and in the period 
of 2018–2020, remained around 64% of total population for men and just 47% for women. Several 
well–formulated strategies, such as the Employment Strategy of Serbia, have not been as effective as 
expected in improving the women’s position in the labour market because they have not been fully 
implemented or enforced. One of the key recommendations is the need to ensure comprehensive 
monitoring, evaluation and assessment during the period of implementation of strategic documents and 
laws, if these are to achieve the targets regarding gender mainstreaming.

Recommendations

 � Consistently apply a gender–sensitive approach during implementation and monitoring of activities 
from the strategic documents as well as in application of gender responsive budgeting.

 � Make employment and self–employment one of the key areas where general and specific measures 
for achieving gender equality need to be implemented. 

 � Ensure organizations in charge of employment have the resources and mandates to provide equal 
employment opportunities for women and men, and for members of vulnerable social groups, 
providing access to jobs, and self–employment.

Time spent on unpaid/paid work, by gender (age 15-64), (minutes per day) in 2010 and 2015

Source: Time Use in Serbia, 2010 and 2015, SORS, Belgrade, 2016 https://publikacije.stat.gov.rs/G2016/Pdf/G20166006.pdf
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 � Achieve growth in the quality of employment through cross–sectoral measures aimed at improving 

the status of women in the labour market. 

 � Foster inclusion of unemployed women from particularly vulnerable categories in active 
employment measures. 

 � Through regular analysis of preconditions for reconciling work and family life contribute to gender 
equality in the labour market. 

 � Implement special measures to activate and encourage employment of inactive women in under–
developed areas.

To ensure an evidence–based approach, gender disaggregated statistics are crucial for the analyses 
of changes in the position of women in the labour market. Specifically, SORS should make additional 
efforts:

 � To record informality by gender and education;

 � To gather employment statistics by gender and education on a quarterly basis;

 � Data on employees by categories: Employed in the public sector, Employed in the private sector 
and Employed by wage groups, are not available because the application for compulsory social 
insurance (Form M, CROSO) does not contain this input data. Strengthen cooperation of SORS 
with the Central register of compulsory insurance and the Business register agency.

 � Since SORS Structure of Earnings Survey is available only for 2018, it should be undertaken annually. 

 � A Time Use Survey in Serbia, (only available for 2010 and 2015) should be undertaken every 2 
years.
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4.2 COVID–19 Recovery

The outbreak of the COVID–19 pandemic in Serbia has strongly impacted the health of its population, 
the economy and provision of public services, including social services. It has changed patterns of work 
and everyday lives of people all over the world.

The challenge that decision–makers faced in such a changed socio–economic context were concerned 
with how to strike a balance between most effective ways of preventing the spread of the virus among 
the population, while ensuring the smooth functioning of the economy. Numerous studies on the impact 
of COVID–19 on the population, businesses and society at whole, have been conducted. Data related 
to the initial and most recent periods show slight differences in both expectations and outcomes. 
However, accurate estimations of the total damage caused by the pandemic are not yet possible. It 
is already evident that the consequences for the economy as a whole depend on its functioning and 
economic strength before the crisis. The COVID–19 pandemic has had a negative impact on society 
as a whole and those groups that were in a vulnerable position even before the pandemic have been 
particularly affected. The COVID–19 pandemic has demonstrated the extent of gender inequalities in 
Serbia and the fragility of progress made to reduce them.

Research conducted by the UNWOMEN,65 66 and Popovic–Pantic et al, (2020)67 indicated that the 
COVID–19 crisis has particularly affected women. While women entrepreneurs have had to deal 
with the difficulties caused by the virus on both economic and family fronts, female employees faced a 
different kind of challenge related to their work–life balance, such as the difficulty in continuing to meet 
the needs of their work in the labour market whilst undertaking additional care responsibilities at home. 
Also, the pandemic has had a significant impact on the women whose micro businesses were closed at 
the beginning of the crisis leaving them without any income. Additionally, there were a great number of 
women providing household services, such as cleaning/household maintenance, childcare and care for 
the elderly who were also initially left without any work or income (UNWOMEN, 2020a).68

Some economies, including Serbia, declared a state of emergency during the first wave of the pandemic, 
starting in March 2020. Initially, 56% of medium–sized enterprises in Serbia reported that the pandemic 
affected their business activity, 22% stated that their business activity was not yet affected by the 
pandemic but that they expected negative impacts in the following 2–5 months, 11% stated that their 
business would probably not be affected and the same percentage of respondents reported that their 
business were not yet affected but they expected the negative effects in the next 2 months (Beraha & 
Djuricin, 2020).69

65 UNWOMEN. 2020a. Consequences of COVID–19 on women’s and men’s economic empowerment

66 UNWOMEN. 2020b. Survey Impact of the COVID–19 pandemic on specialist services for victims and survivors of 
violence in Serbia. https://eca.unwomen.org/sites/default/files/Field%20Office%20ECA/Attachments/Publications/2020/06/
Serbia%20COVID-VAW_Report3.pdf.

67 Popović–Pantić S., Semenčenko, D., and Vasilić, N. (2020). Women Entrepreneurship in the Time of COVID–19 Pandemic. 
Journal of Women’s Entrepreneurship and Education, 3–4, 23–40.

68 UNWOMEN. 2020a. Consequences of COVID–19 on women’s and men’s economic empowerment

69 Beraha, I., & Djuričin, S. 2020. “The Impact of COVID–19 Crisis on Medium–sized Enterprises.” Economic Analysis, 53(1): 
14–27.
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4.2.1 Labour market and social conditions during 
COVID–19

As shown in the Figure 22, the overall gender gap in unemployment rate in the first period of COVID–19 
pandemic (1st and 2nd quartile of 2020) was in decline. Within the younger population both women 
and men’s unemployment rates increased sharply in the third quarter of 2020, only to return to their 
pre–pandemic rates by the second quarter of 2021.

The impact of the COVID–19 pandemic during the proclaimed state of emergency on activity and 
employment was more profound for males than for females. At the beginning of the pandemic (March–
June 2020), the loss in the contingent of active population was bigger for men than women (-3.3 vs. -0.3 
percentage points), similarly the contraction of employment was greater for males, (-3.6 pp for men and 
-0.2 pp for women). Consequently, there was an increase in inactive male population (5.4 pp), while 
the number of inactive women (traditionally larger than inactive men) remained the same. However, 
LFS data do not reflect fully the initial impact of COVID–19 pandemic in the first quarter of 2020, as 
they consider both the pre–pandemic period as well as the first month and half of pandemic time (15 
March–30 April).

For those retaining employment, women’s working hours increased more often than for men, while 
the number of working hours decreased for employed men more often than for women. The former is 
probably at least partly related to the higher workload in healthcare sector which employs a majority 
of women.

Women were forced more often than men to take compulsory leave, but they were also more often 
to be at least partly paid than unpaid in comparison to men. A large portion of workforce transferred 
work to their home and this was more common for women. This can again be a consequence of their 

Unemployment rate by gender and age during the COVID-19 pandemic (%)
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occupational and sectoral segregation in employment, with women working more in education (which 
was fully transferred to digital forms), social protection, public administration or other administrative 
jobs that are easier to transfer to home–working.

Almost half of the self–employed (with or without employees) reported that COVID–19 had a 
negative impact on their businesses, but most managed to maintain their businesses. Almost 6% of 
self–employed had to close their businesses due to the COVID impact, while for 2.4% the pandemic 
had a positive impact on their business. According to research (Popovic–Pantic et al, 2020)70, 76% of 
women entrepreneurs surveyed responded that the COVID–19 pandemic has had a negative impact on 
their company’s operations. 24% out of these felt that the pandemic slightly worsened the state of their 
enterprises and 33% that the pandemic had significantly worsened the state of their enterprises, while 
the pandemic has severely disrupted 19% of women’s businesses.

Compared to the third quarter of 2020, total employment increased by 93 400 by the third quarter 
of 2021, whereof formal employment increased by 36 500, and informal employment increased by 57 
000. The greatest increase of formal employment was noted in the sectors of Construction (+25 400), 
Manufacturing (+15 300) and Wholesale and retail trade and repair of motor vehicles and motorcycles 
(+12 400). The growth of informal employment was mostly due to an increase in the number of 
employed in Agriculture (+20 300) and Construction (+15 300) (SORS, 2021).71 

According to the Labour Force Survey for the third quarter of 2021, compared to the third quarter 
of 2020, the employment rate increased by 2.2 pp, unemployment rate by 0.7 pp, while the rate of 
population out of the labour force decreased by 2.8 pp.

In the third quarter of 2021, compared to the third quarter of 2020, there was a year–on–year decrease 
in the population out of the labour force (-183 900), primarily due to employment growth (+107 700), 
and also a rise in unemployment (+ 36 600). The total observed population (population aged 15 and 
over) decreased by 39 600.

Such year–on–year movements of the population in the labour market cannot be interpreted outside 
the context of the changes caused by the COVID crisis during 2020. At that time, individuals who could 
not look for work, or were unable to start working, due to the impact of measures to prevent the spread 
of coronavirus, were considered inactive (outside the labour force) and not unemployed (according to 
the International Labour Organization–ILO). In that sense, the increase in the unemployment rate from 
9.8% in the third quarter of 2020 to 10.5% in the third quarter of 2021, can be interpreted as one of the 
indicators of recovery, because this rate returns to the level before the crisis caused by the pandemic. 
This is supported by the year–on–year decrease in the size of the population (SORS, 2021).72

A comparison of the total number of employees according to the level of education at the end of 2018 
and 2020 also indicates an increase in the number of employed women with both the highest levels of 
education and secondary education.

70 Popović–Pantić, S., Semenčenko, D., and Vasilić, N., 2020. Women Entrepreneurship in the Time of COVID–19 Pandemic. 
Journal of Women’s Entrepreneurship and Education, 3–4, pp. 23–40.

71 SORS, Statistical release Labour Force Survey, III quarter 2021, Available at: 
https://www.stat.gov.rs/en-us/oblasti/trziste-rada/, [Accessed on: 9 February 2022]

72 SORS, Statistical release Labour Force Survey, III quarter 2021, Available at: 
https://www.stat.gov.rs/en-us/oblasti/trziste-rada/, [Accessed on: 9 February 2022]
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The pandemic undermined not only the physical well–being of population, but also their psychological 
well–being and personal safety, this was more obvious during the first period of pandemic and lockdown 
in Serbia. According to a survey undertaken by SeConS (in June 2020)73, almost a third of women 
and fifth of men experienced a negative impact of pandemic on their psychological well–being, due to 
increased feelings of stress and anxiety. That women reported this problem in a higher proportion than 
men, is not surprising having in mind the additional burden carried by those working in the health sector 
and the increase in the amount of care required in the family. Also, the lower reporting of psychological 
problems by men could be attributed partly to the pressure of patriarchal norms, according to which 
men should “stay strong” and psychological problems could be interpreted as weaknesses. Psychological 
problems also frequently went hand in hand with financial problems.

During the first year of the pandemic almost every tenth person was faced by the personal illness or 
illness of a family member, some of them with fatal outcomes. Difficulties in accessing social protection 
services were reported by 8.2% of women and 6.9% of men, and more frequently by persons aged 
35–44 than for other age groups, and by the unemployed in comparison to the employed or inactive. 
Women more often than men shared the conviction that discrimination and domestic violence had 
increased during the pandemic. At the same time, they were better informed as to where to look for 
assistance in case of domestic violence than men (SeCons, 2020).74

4.2.2 The impact of COVID–19 on Serbia’s 
economic performance

The Serbian economy was significantly impacted by the COVID–19 pandemic, however, due to the 
sound macroeconomic performance in the years prior to the crisis and the specific structure of the 
Serbian economy, Serbia’s GDP drop in 2020 was lower than that of other Western Balkan economies 
and others across the EU region. Another factor that contributed to a smaller decline in the first half of 
2020, was the structure of the economy, which is characterized by a modest share of the service sector 
where in person contact with customers is necessary, such as the arts, entertainment and recreation 
(about 2.22% share in GVA),75 which recorded the largest decline (32%).

In the early months of 2020, before the COVID–19 outbreak, Serbia was in a relatively sound 
macroeconomic position as it had brought down its external debt and considerably lowered its fiscal 
deficit. The fiscal deficit was cut from 6.2% of GDP in 2014 to as little as 0.2% of GDP in 2019, shaped by 
an increase in public revenues (from 39% in 2014 to 42.1% in 2019) and a decrease in public expenditures 
(from 45.2% in 2014 to 42.3% in 2019). As the fiscal deficit decreased, the economy simultaneously was 
expanding at a healthy rate, public debt as a percentage of GDP dropped from 67.5% in 2014 to 52% in 
2019, according to data from the Ministry of Finance (UNDP, 2020).76

73 SeCons, (2020). Consequences of COVID–19 on women’s and men’s economic empowerment. . Available at: 
https://serbia.unfpa.org/en/publications/consequences-covid-19-womens-and-mens-economic-empowerment 
[Accessed on: 5 December 2021]

74 SeCons, (2020). Consequences of COVID–19 on women’s and men’s economic empowerment.

75 http://publikacije.stat.gov.rs/G2020/pdf/G20201245.pdf

76 UNDP (2020). Serbia COVID–19 Socio–Economic Impact Assessment. September 2020. 
https://serbia.un.org/sites/default/files/2020-09/seia_report%20%281%29.pdf
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According to latest Statistical release (National accounts–Quarterly national accounts) the real GDP 
growth in the third quarter of 2021, compared to the corresponding period of the previous year, was 
7.7%. According to seasonally adjusted GDP data, gross domestic product increased by 1.6% in the third 
quarter of 2021, compared to the previous quarter. Observed by activities, in the third quarter of 2021, 
compared to the same quarter of the previous year, a significant real growth in the gross value added 
was recorded in the sectors: wholesale and retail trade; repair of motor vehicles and motorcycles; 
transportation and storage and accommodation and food service activities 17.0%, construction 15.8% 
and professional, scientific and technical activities and administrative and support service activities 
13.7% (SORS, 2021).77

Average gross salaries and wages increased in the period January–October 2021, relative to the same 
period in the previous year by 5.1% in real terms. Simultaneously, net salaries and wages increased by 
5.3% in real terms. Compared with the same month in the previous year, average gross salaries and 
wages for October 2021 increased by 2.9% in real terms (SORS, 2021).78

4.2.3 Short–and medium–term measures 
undertaken by the government to prevent job 
losses and protect the economy 

The Government of Serbia very quickly, within less than a month of declaring an epidemic, came up with 
a plan to mitigate the economic consequences. These sets of measures targeted preserving the liquidity 
of economic entities, maintaining economic activity and supporting employment. The measures were 
adopted on the 10th April 2020 and the implementation began on the 10th May. This rapid reaction had 
a gender dimension, because on average women have less capital, less income and have less access to 
resources and therefore any crisis in liquidity affects them faster and any delay in responding increases 
the chances of women’s businesses shutting down. Therefore, the speed of the adoption of the 
measures certainly benefited women in business. RSD 11 billion was allocated to support companies in 
maintaining liquidity. This was undertaken in the form of loans from the Development Fund and RSD 
131.1 billion for the payment of minimum wages. 

The first set of measures enabled the postponement of the payment of due tax obligations, for which 
RSD 189 billion (EUR 1.6 billion) or 3.4% of GDP was allocated. The second set of measures refers 
to direct benefits to companies, payment of subsidies to entrepreneurs and micro, small and medium 
enterprises, to enable them to pay the minimum net salary (May–July). Subsidies of 50% of the minimum 
net salary were available to large companies whose employees had been sent on forced leave, due to 
reduced business volume or complete suspension of work. This set of measures covered about 235 
thousand business entities with about 1.05 million employees. Additional direct support for the economy 
was through the payment of another two months (August–September) of 60% of the minimum net 
salary as a direct benefit from the budget of Serbia that were paid in July 2020 (about RSD 18 thousand 
or EUR 155), while taxes and contributions on earnings were to be postponed for one month. Also, 

77 SORS, Statistical Release, Quarterly Gross domestic product of Serbia, III Quarter 2021. 
http://publikacije.stat.gov.rs/G2021/HtmlE/G20211333.html

78 SORS, Statistical release: Average salaries and wages per employee, October 2021. 
https://publikacije.stat.gov.rs/G2021/HtmlE/G20211351.html
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the set of measures included support for the hotel sector (EUR 350 per bed, EUR 150 per room). The 
total value of this first set of measures was RSD 135.3 billion (EUR 1.1 billion) or 2.4% of GDP (see the 
overview in the Table 4).

Table 4. Overview of support measures, as listed in the Fiscal Council’s  
valuation of the anti–crisis measures program

Measure in bln RSD 
As a % of 

GDP
1. Tax policy measures 161 2.9
Delayed payment of tax on income and contributions for the 
private sector during the emergency situation, with later payment of 
outstanding amounts in instalments, starting no sooner than 2021.

140 2.5

Delayed payments of business income tax in Q2 of 2020 21 0.4
VAT exemption for donors -
2. Direct assistance to companies for employees 97.3 1.8
Direct assistance to entrepreneurs paying lump–sum tax and paying 
tax on actual income, micro, small and medium enterprises in the 
private sector–payment of assistance in the amount of the minimum 
wage (during the emergency situation–3 months minimum wages)

92.8 1.7

Direct assistance to large enterprises in the private sector–payment 
of assistance of 50% net minimum wage (during the emergency 
situation) for employees who were terminated

4.5 0.1

3. Measures for the liquidity of the economy 264 4.8
Support to agriculture through the Development Fund of Serbia 24 0.4
Guarantee scheme to support businesses through banks 240 4.4
Out of which government guarantees 
(according to statements made by officials)

60 1.1

4. Other measures 86 1.6
Moratorium on payment of dividends by end of year, except for PCs 16 0.3
Payment of 100 EUR to all adult citizens 70 1.3
Budget measures 
(1,2,4 and Development Fund)–impact on budget deficit

386.3 6.7

Budget measures and government guarantees–impact on public debt 430 7.8
Total measures (1,2,3,4) 608.3 11.00

Source: Fiscal council79

79 Gender Budget Watchdog Network (GBWN). (2021). Gender Analysis of the COVID–19 Response Budgeting in Serbia 
https://gbwn.net/wp-content/uploads/2021/05/ENGL_Gender-analysis-of-COVID-19-response-budgeting-in-Serbia-1.pdf
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4.2.4 Gender sensitive policy response 

Despite a variety of measures to sustain the economy, these measures did not specifically address 
gender–based inequalities, such as the large gender gaps in the labour market, high informal employment, 
lower access to capital, finance and other resources by women–owned businesses, higher vulnerability 
to shocks a greater unpaid work burden and the generally small size of women–owned businesses. 
The package of assistance measures offered no measures targeting specifically women entrepreneurs 
(UNWOMEN, 2021).80 The following is a gender analysis of the measures taken in Serbia to mitigate the 
pandemic. These measures were not gender–disaggregated.

Tax Delays and Reductions

1. Delayed payment of tax on income and contributions for the private sector during the emergency 
situation, with later payment of outstanding amounts in instalments, starting no sooner than 2021. 

2. Delayed payments of business income tax in Q2.

These measures were in favour of SMEs but less favourable for micro business which constitute 95% of 
all business and in the case women–owned firms almost 99% of the total, in that way this measure was 
gender blind. In order to gain access to this measure, micro–enterprises were forbidden from laying–
off any employees. There was no consideration to the specific needs of microenterprises where the 
representation of women as company owners and/or small shop or agency owners is far higher than in 
SMEs, or of those companies and entrepreneurs that suffered a complete ban on their activities.

Special support to companies in priority development sectors

1. Support to the economy through the Development Fund of Serbia, loans for entrepreneurs, 
MSMEs and agricultural holdings, Subsidies (grants) for licensed travel agencies to support to their 
operations and Subsidies (grants) to support the hotel industry.

2. Only 19% of agricultural holdings were registered to women, although women are informally 
engaged as a majority of agricultural workforce (63%). Women own smaller land parcels. This 
measure did not increase the total size of subsidies to agriculture.

3. Among sectors in which women have most of their SMEs are accommodation and food service 
activities. Although these subsidies were gender blind, it can be asserted that these measures 
helped some women to maintain their businesses.

This measure can be considered as gender blind or neutral.

Financial Support to Companies and Liquidity Protection

Financial support to business entities for liquidity and working capital; Guarantee scheme to support 
businesses through banks. This measure was gender blind and potentially negative because it may 
have the risk of deepening the existing gender gap. Women–owned enterprises, especially micro–
enterprises, had more difficulty accessing finance. Women operate more in the service sector, in less 

80 UNWOMEN (2021). Budget for gender equality in a time of pandemic: Hindering progress or closing the gap. Country 
report Serbia. Available at:
https://serbia.un.org/sites/default/files/2021-06/Budget%20for%20GE%20in%20pandemic_ENG.pdf
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capital–intensive activities and have fewer assets, for some of them the conditions for taking additional 
risk with new loans were unfavourable.

Wage subsidies/Encouragement of Consumption 

All adult citizens received a grant of EUR 100. This measure provided 100 EUR to all adult citizens can 
be initially evaluated as a neutral. On the other hand, this is the only measure that has encompassed 
women working in the informal economy or part–time or temporary contracts, i.e. those types of 
contracts that do not have the same level of security as full–time employment. This measure assisted 
many rural women, Roma women and other women without regular access to income. Therefore, the 
measure was gender–sensitive and contributed to the wider women population.

Employment/job retention

Direct assistance to entrepreneurs paying lump–sum tax and paying tax on actual income, MSMEs in 
the private sector–payment of assistance in the amount of the minimum wage during the emergency 
situation–3 minimum wages; 2) Direct assistance to large enterprises in the private sector–payment of 
assistance of 50% net minimum wage (during the emergency situation) for employees who had been 
issued with a decision on termination of their work. This measure was gender–neutral. In Serbia, 
women make up 30% of the self–employed (SORS, 2021), and thus, in the best–case scenario, 30% of 
used resources within this measure reached women. According to the survey (Impact of the COVID–19 
pandemic on SMEs and entrepreneurship during 2020–SERBIA, Jun 2021) with about 120 women–
owned firms as the sample, 31% of them have used these measures.

4.2.5 External partners’ initiatives

The EU financial support package to the Western Balkans tackling COVID–19

The European Investment Bank loans devoted to Western Balkans a total of EUR 1.7 billion, funds have 
been offered to provide new financing and accelerate signatures and disbursements of approved loans 
to private and public sector clients in the Western Balkans, with a large sum earmarked for the private 
sector. Assistance was intended to ease the health, social and economic impacts of the COVID–19 
pandemic. The total sum of EUR 186.9 million for Serbia’s assistance is comparatively low and explained 
by the fact that Serbian authorities decided not to apply for the IMF’s urgent liquidity assistance, a 
precondition for receiving macro–financial assistance.81 Serbian authorities were not part of the EU 
Commission’s financial assistance because at that point of the pandemic there was no need for outside 
financial assistance.82

81 https://cep.org.rs/en/publications/the-eu-financial-support-package-to-the-western-balkans/

82 https://ba.n1info.com/english/news/a427687-serbia-only-country-in-region-not-included-in-eu-covid-19-financial-aid-
package/
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UN system procurement of medical & non–medical equipment & supplies to COVID–19 
response in Serbia (March–June 2020)

In response to the unprecedented global crisis caused by COVID–19, the United Nations mobilized 
its capacity with a focus on three main areas: healthcare response, humanitarian response and socio–
economic response. This socio–economic impact assessment is part of the UN’s socio–economic 
response and was conducted as part of a broad partnership among the UN Country Team in Serbia, 
under the leadership of the Resident Coordinator and technically led by the UNDP. This assessment 
provides an in–depth overview of the impact of COVID–19 on key economic and human development 
perspectives with an end goal of accelerating achievement of the 2030 Agenda for Sustainable 
Development (the Agenda 2030) (UNDP, 2020).83 The UN system procurement of medical and non–
medical equipment and supplies to combat the effects of COVID–19 in Serbia, attracted support from 
different donors and participating agencies, in total of USD 24 622 721. Support was given according to 
Agenda 2030 activity pillars 2 and 3 (Activity Pillar 3: Strengthening the response of the national health 
system March–June 2020, Pillar 2: Risk Communication and Community engagement).

4.2.6 Conclusions and recommendations 

Some of the measures introduced by Serbia’s Government were directly related to the labour market 
and employment. The speed of adoption of COVID–19 measures and the support for maintaining 
employment in the private sector mitigated the impact of the pandemic. These measures also had in 
focus assistance to the situation of entrepreneurs and the owners of MSMEs.

The measures introduced in Serbia have advantages as well as disadvantages for those whom they 
targeted. The measure “State aid for liquidity” was important to medium and large companies, this 
measure protected employment from the first impact of the crisis.

The majority of undertaken measures were gender blind and a few were gender negative.

Recommendations

In general, to ensure that gender is integrated across assessments of the economic impact of a shock, 
such as the pandemic and measures designed to mitigate impact, gender expertise should be included 
in bodies that carry out assessments and decisions, through the involvement of gender equality 
mechanisms.

Institutional support for women during the crises needs to be more proactive in terms of access to 
advisory services for the self–employed and SMEs.

Greater involvement of women in the needs analysis, design of solutions, implementation and monitoring 
of the results is needed, their involvement has proven to be the most sustainable contribution to gender 
equality.

83 UNDP (2020). Serbia COVID–19 Socio–Economic Impact Assessment. September 2020. 
https://serbia.un.org/sites/default/files/2020-09/seia_report%20%281%29.pdf
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Measures to support and empower women in the economic sphere cannot be successful without a 
simultaneous and synchronized investment in: the promotion of equal distribution of unpaid work, 
services for women victims of domestic violence and work to prevent gender–based violence, reducing 
the socioeconomic exclusion of rural women and women aged 45+, the empowerment of Roma women 
and young women and the development of soft services and products that are adapted to women from 
different groups.

Gender–responsive support measures have to be focused on removing any additional barriers 
encountered by self–employed women, women entrepreneurs and/or business owners or women 
who are going to be entrepreneurs.

4.3 Governance of Employment policy 

4.3.1 Overview of the governance of employment 
policy

The Ministry of Labour, Employment, Veteran and Social Affairs is the key policy maker in charge of the 
preparation of the new Employment Strategy for 2021–2026, which was adopted by the Government in 
2021 (MoLEVSA, 2021).84 At the regional level, in Vojvodina, labour and employment policy is regulated 
by the Provincial Secretariat for Economy and Tourism responsible for implementing the Employment 
Strategy and Action Plan. 

The National Employment Service, among other responsibilities, provides information about the 
possibilities and conditions of employment, implements active employment policies, issues work permits 
to foreigners, regulates employment abroad and so on.

The current “Law on Secondary Education” (LSE)85 primarily regulates VET in secondary schools, 
therefore the implementation of VET policies is in the mandate of the Ministry of Education, Science 
and Technological Development of Serbia.

During the Employment Strategy’s development, a consultation process was conducted on a continuous 
basis and included representatives of a wide range of institutions and entities in the Working Group 
such as: Ministry of Labour, Employment, Veteran and Social Affairs, Ministry of Economy, Ministry 
of Education, Science and Technological Development, Ministry of Public Administration and Local 
Self–Government, Ministry of European Integration, Ministry of Finance, Ministry of Youth and Sports, 
National Employment Service, Public Policy Secretariat of Serbia, Chamber of Commerce and Industry 
of Serbia, Statistical Office of Serbia, Development Agency of Serbia, Serbian Association of Employers, 
Confederation of Autonomous Trade Unions of Serbia, “Nezavisnost” Trade Union Confederation, 

84 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed on: 5 December 2021]

85 Law on Secondary Education, Official Gazette of RS, Nos 101/17 and 6/20
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Standing Conference of Towns and Municipalities, Social Inclusion and Poverty Reduction Unit, GIZ, 
ILO, Belgrade Open School and the Centre for Youth Work.

Serbia has the status of a candidate for EU membership, i.e. it has commenced negotiations related 
to the accession to the European Union and, therefore, its employment policy is influenced by the 
development in the overall EU employment policy framework. The Action Plan for Chapter 19–Social 
policy and employment is agreed with the European Commission, and the Government of Serbia adopted 
this action plan in May 2020. This document represents the framework for the gradual transposition 
of the European Union acquis in Serbia’s legislation and for building the necessary capacities for its 
implementation in all areas addressed by the chapter on social policy and employment.

Chapter 2–Freedom of movement for workers is regarded as one of the fundamental principles of the 
European Union and one of the four freedoms of the internal market. Since it includes the sub–areas: 
access to labour market, EURES, coordination of social security systems and the European Health 
Insurance Card, the opening of this Negotiation Chapter (the Negotiation Position for Chapter 2 was 
adopted and presented to the EU Council in July 2018) and the course of negotiations will determine the 
pace of further regulatory and institutional harmonization with the European Union acquis (MoLEVSA, 
2021).86

The assessment made by the European Commission Serbia 2020, Progress Report (European 
Commission, 2020)87 was that Serbia is moderately prepared in the area of social policy and employment. 
The Serbian labour market was seen to have made considerable improvements in recent years, but 
structural problems, demographic and migration challenges remain. There is a lack of adequate financial 
and institutional resources for employment and social policies to ensure more systematic targeting 
of youth, women and the long–term unemployed, and to improve the adequacy of social benefits for 
people below the poverty threshold (European Commission, 2021).88

Stakeholders include authorities, organisations, natural persons and legal entities, associations, civil 
society organizations and other parties with an interest in the measures specified in the Employment 
Strategy, i.e. all those interested to participate in its development through a consultation process 
(MoLEVSA, 2021).89

 � central and local–level decision–makers (Ministry of Labour, Employment, Veteran and Social 
Affairs; Ministry of Youth and Sports; Ministry of Education, Science and Technological Development; 
Ministry of Economy; Ministry of Finance; National Employment Service; Qualifications Agency; 
local self–governments);

 � representative organisations advocating the interests of key labour market actors–social partners 
(trade unions; employer associations, including chambers of domestic and foreign companies);

86 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed on: 5 December 2021]

87 Directorate–General for Neighbourhood and Enlargement Negotiations, 2020, Serbia 2021 report. Brussels: European 
Commission. Available at: 
https://ec.europa.eu/neighbourhood-enlargement/serbia-report-2021_en [Accessed on: 26 December, 2021]

88 Directorate–General for Neighbourhood and Enlargement Negotiations, 2020, Serbia 2021 report. Brussels: European 
Commission. Available at: https://ec.europa.eu/neighbourhood-enlargement/serbia-report-2021_en [Accessed on: 26 
December, 2021]

89 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed on: 5 December 2021]
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 � non–governmental sector (civil society organisations involved in employment matters, as well as 

the status and rights of vulnerable groups);

 � employment agencies;

 � international organisations and the donor community;

 � active labour market policy measure beneficiaries–target groups:90 job–seekers, the unemployed, 
inactive, employed, employers, adult education providers.

Also, there are Socio–Economic Council’s standing bodies in charge of legislation and economic affairs 
to which the Draft Strategy was presented before adoption.

Some gaps in the legal, institutional and technical aspects in the implementation of the labour market 
policy are identified within the Employment Strategy (MoLEVSA, 2021)91 including the insufficiently 
effective coordination of employment policy with other sectoral policies; inadequate cross–sectoral 
cooperation, especially between the sectors of the economy, employment and education, in undertaking 
measures and interventions to match labour market supply and demand; Insufficient prevalence of 
employment in digital technology activities; Insufficient coverage of micro, small and medium–sized 
enterprises and entrepreneurs by business development support measures; insufficient Integration of 
vulnerable groups into the labour market; lack of additional active labour market measures, weaknesses 
in the information system etc. It has been also identified that women have insufficient access to and 
coverage by measures geared towards economic empowerment and independence (MoLEVSA, 
2021).92 Also, there is a considerable challenge of the poor quality of some of the jobs created, since 
the introduction of more flexible ways of working has in some cases resulted in a deterioration in 
employment quality for workers. Municipalities are not engaged sufficiently in the creation and the 
implementation of employment policy measures at the local level. For each identified problem, the 
Strategy envisages measures for their solution.

4.3.2 Legal and policy framework 

In accordance with the laws of Serbia, the Ministry of Labour, Employment, Veteran and Social Affairs 
is mandated for developing strategic and other planning documents in the area of employment and for 
monitoring the implementation of active labour market policy measures, while the National Employment 
Service (NES) and employment agencies are recognized as the key employment service providers. The 
implementing unit within NES for the improvement of women’s position in the labour market is the 
Sector for employment support.

The existing capacities of the organisational units responsible for employment policy within the 
Ministry of Labour, Employment, Veteran and Social Affairs need to be strengthened by increasing staff 

90 A target group is a group of natural persons and/or legal entities and/or other stakeholders that is affected by policy 
measures.

91 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed on: 5 December 2021]

92 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed on: 5 December 2021]
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numbers, along with improving the organisational structure and continuous investments in competency 
development, in order to exercise all the competencies relevant to the current employment policy 
framework in a timely, effective and efficient manner. This need becomes even more pronounced 
having in mind the activities associated with broadened employment policy goals resulting from the 
EU accession process and COVID–19’s impact on the labour market (MoLEVSA, 2021).93 The National 
Employment Service needs to be also transformed in some segments in order to enhance the quality of 
services provided to clients, by introducing internal staffing arrangements that prioritise core functions 
(those working directly with the unemployed) over support functions, fully implementing the methods 
and instruments for employability assessment and profiling of the unemployed, and increasing the 
financial resources and effectiveness of active labour market policies (MoLEVSA, 2021).94

Despite being mandated as employment service providers, in practice, employment agencies are 
predominantly focused on job matching activities (primarily for vacancies abroad, or for managerial 
positions in the economy–headhunting). The activities to be implemented in the forthcoming period 
will be determined by the need to strengthen the role of employment agencies as employment service 
providers.

In recent years, civil society organisations, which continuously build their capacities and enhance their 
expertise and services with support from bilateral and multilateral donors, have emerged as important 
labour market actors, especially in the area of outreach (reaching inactive persons who refrain from 
seeking institutional support in employment), individualised approach in work with employers to involve 
them in the delivery of training programmes and apprenticeships/traineeships/internships for the 
unemployed. In the process of amending the legal framework in the area of employment, the modality 
and scope of enabling the civil society organisation to obtain the status of employment service providers 
will be considered (MoLEVSA, 2021).95

Although the employment policy area is characterised by a high level of dialogue, it should be developed 
and strengthened further, and broadened to include all sectors and policies relevant to and having 
an impact on the labour market, since it is only through understanding, solidarity and joint efforts 
as fundamental values of multi–stakeholder dialogue that a rise in high–quality employment can be 
achieved.

Dialogue between institutional and non–institutional stakeholders can play a crucial role in enhancing 
the quality, efficiency and wide ownership of public policies. This also encourages the active participation 
of groups that are often left out of the decision–making process, but are affected by actions.

In the forthcoming period, a range of promotional activities are planned in order to inform the public 
about the current and planned activities in the area of employment policy and mobilise relevant 
stakeholders at all levels; in addition, thematic meetings will be held to consider specific employment 
policy matters or, through sharing experiences, to obtain feedback relevant to the achievement of 
employment policy objectives.

93 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed on: 5 December 2021]

94 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed on: 5 December 2021]

95 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed on: 5 December 2021]
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The establishment of an efficient mechanism for monitoring and assessing Strategy implementation is 
crucial for the pace and quality of implementation of this strategic document and the accompanying 
Action Plan, but also for the timely identification and implementation of measures to improve them.

“The Labour Law” (RS Official Gazette No 24/05, 61/05, 54/09, 32/13 and 75/141) as a general law in 
the field of labour, governs the stipulation of employment contracts and other types of work contracts, 
working time and other rights, obligations and responsibilities of employees and other workers arising 
from or pertaining to employment, as well as other working conditions. The occupational safety and 
health are governed by the “Law on Occupational Safety and Health”. Specific economic activities are 
regulated by specific laws which also govern the employment area in these activities, which means that 
Labour Law provisions do not apply to these activities (MoLEVSA, 2020.)96

Key legislation related to employment policies and the position of women on the labour 
market (MoLEVSA):97

1. “The Law on Employment and Unemployment Insurance” (Official Gazette of RS, No 36/09, 
88/10, 38/15, 113/17 and 49/2021)

2. “The Law on Gender Equality”, (Official Gazette of RS, No 52/2021) 

3. “The Law on Professional Rehabilitation and Employment of Persons with Disabilities” (Official 
Gazette of the RS, Nos 36/09 and 32/13)

4. “The Law on the Employment of Foreigners” (Official Gazette of RS, Nos 128/14, 113/17, 50/18 
and 31/19)

5. “The Labour Law” (Official Gazette of the RS, Nos 24/05, 61/05, 54/09, 32/13, 75/14, 13/17– 
amended by Constitutional Court decision, 113/17 and 95/18–authoritative interpretation)

6. “The Law on Simplified Arrangements for Seasonal Work in Certain Areas” (Official Gazette 
of RS, No 50/18)

7. “The Law on Temporary Agency Work” (Official Gazette of RS, No 86/19)

8. “The Law on the National Qualifications Framework of the Republic of Serbia” (Official Gazette 
of RS, Nos 27/18 and 6/20)

9. “The Law on Secondary Education” (Official Gazette of RS, Nos 55/13, 101/17, 27/18–as 
amended, and 6/20)

10. “The Law on Dual Education” (Official Gazette of RS, Nos 101/17 and 6/20)

11. “The Law on Adult Education” (Official Gazette of RS, Nos 55/13, 88/17–as amended, 27/18–as 
amended and 6/20

12. “The Law on Youth” (Official Gazette of RS, No 50/11)

13. “The Law on Social Protection” (Official Gazette of RS, No 24/11)

14. “The Law on Investments” (Official Gazette of RS, Nos 89/15 and 95/18)

96 Ministry of Labour, Employment, Veteran and Social Affairs,2020, Action plan for chapter 19–social policy and 
employment. Belgrade, Available at: https://www.minrzs.gov.rs [Accessed on: 3 Januaary 2022]

97 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed on: 5 December 2021]
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The Labour Law (with its latest amendments of 2014) is aligned with the acquis to a significant extent 
(Djan & Vrbaski, 2019).98 However, in order to fully transpose EU directives into Serbia’s labour 
legislation, in addition to the timelines, the revised Action Plan also envisages strengthening existing 
human capacities for normative, research and analytical affairs in the Ministry, with a view to developing 
a concordance assessment of the Labour Law and other legislation transposing the directives in the 
field of labour; developing the Labour Law and other legislation, and its uniform application (MoLEVSA, 
2021).99

The Labour Law aims at regulating the rights and obligations arising from employment relationships 
(Article 1). The law guarantees a minimum level of protection for employees’ basic rights. It regulates 
issues related to working conditions and pay, such as the minimum working age, prohibition of 
discrimination, maximum working hours, daily rest periods and minimum annual leave.

The policy document that affects mostly the area of employment is the Employment Strategy, along with 
the Action Plan which clearly identify the activities of the key service provider in the field: the National 
Employment Service. There are also a few other strategies which directly or indirectly pertain to the 
area of employment. Another relevant document based on the Employment Strategy is the Economic 
Reform Program for the period 2021–2023, as a key policy document in the economic dialogue with the 
European Commission and the European Union member states.

For the analysis of the position of the women in the labour market, it is also relevant to mention the 
supreme body in charge for the gender equality in Serbia, the Coordination Body for Gender Equality 
of Serbia, established in 2014. The relevant regulatory and strategic documents on the gender equality 
in the labour market are the new “Law on Gender Equality” followed by the “National Strategy for 
Gender Equality”, adopted for the period of 2021—2026.

Key relevant strategic documents relevant for employment (MoLEVSA, 2021)100 and 
the position of women in the labour market:

1. “Employment Strategy of the Republic of Serbia 2021–2026”

2. “Action Plan 2021–2023 for the implementation of the Employment Strategy 2021–2026”

3. “National Strategy for Gender Equality, 2021–026”. (Official Gazette of RS, 52/2021)

4. “National Employment Service (NES) Mid–Term Plan for the period 2021–2023”.

5. “The National Youth Strategy 2015–2025” (Official Gazette of RS, No 22/15)

6. “The Strategy for Social Inclusion of the Roma in the Republic of Serbia 2016–2025” (Official 
Gazette of RS, No 26/16)

7. “The Economic Migration Strategy of the Republic of Serbia 2021–2027” (Official Gazette of RS, 
No 21/20)

98 Djan, A. & Vrbaški, S., 2019, Gender discrimination in the field of labour and employment in Serbia. Belgrade. Available at: 
https://kvinnatillkvinna.org/wp-content/uploads/2019/04/EU_Final_GenderLabourSerbia_srb.pdf [Accessed on: 15 December 
2021]

99 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed on: 5 December 2021]

100 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed on: 5 December 2021]
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8. “The Strategy for Digital Skills Development in the Republic of Serbia 2020–2024” (Official 

Gazette of RS, No 21/20)

9. “The Strategy of Industrial Policy of the Republic of Serbia 2021–2030” (Official Gazette of RS, 
No 35/20)

10. “The Strategy for Improving the Status of Persons with Disabilities in the Republic of Serbia 
2020–2024” (Official Gazette of RS, No 44/20)

11. “Economic Reform Program for the period 2021–2023”.

12. “Economic Reform Program for the period 2022–2024”101

For the purposes of coordinating, monitoring and reporting on the implementation of the Employment 
Strategy and Action Plan, the same Working group that was in charge of the design of the Employment 
Strategy, was established. Direct responsibility for managing the Strategy and Action Plan lies in 
the Ministry of Labour, Employment, Veteran and Social Affairs, which also conducts specialist, 
administrative and technical tasks for the Working Group. The Action Plan specifies activities to be 
undertaken in order to create the conditions for the achievement of the Strategy goal and objectives 
and the implementation of its measures; identifies the lead institutions and partners for implementing 
measures and activities; specifies their key indicators, as well as the time framework and resources for 
implementation (MoLEVSA, 2021).102 All authorities and institutions identified as implementing partners 
are required to report in writing to the Ministry of Labour, Employment, Veteran and Social Affairs on 
the implementation of measures and activities on an annual basis.

The active labour market policy measures and other activities implemented by the National Employment 
Service are monitored through the National Employment Service Performance Agreement, a document 
concluded between the ministry responsible for employment services and the National Employment 
Service under the “Law on Employment and Unemployment Insurance”. This agreement regulates in 
more detail the Action Plan measures and activities implemented by the National Employment Service 
at the annual level, as well as providing a time framework for their implementation, anticipated results, 
accountability, financial framework, reporting, etc. (MoLEVSA, 2021).103 

4.3.3 Current progress of employment policy 
objectives

The Employment Strategy for 2021–2026 and the Action Plan for 2021–2023 are harmonized with EU 
principles and instruments and reflect the coherence of public policies of importance and impact on 
employment policy. However, a key challenge in the labour market in Serbia is to stop the departure of 
highly educated people abroad (so–called “brain drain”) and attract talent from abroad, which will be 

101 https://mfin.gov.rs/sr/dokumenti2-1/program-ekonomskih-reformi-erp-1

102 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed on: 5 December 2021]

103 Ministry of Labour, Employment, Veteran and Social Affairs, Social Inclusion and Poverty Reduction Unit of the 
Government of Serbia, 2021, Action Plan 2021–2023 for the implementation of Employment Strategy 2021–2026. Belgrade. 
Available at: socijalnoukljucivanje.gov.rs/wpcontent/uploads/2021/08/Akcioni_plan_20212023_za_sprovodjenje_Strategije_
zaposljavanja_u_Republici_Srbiji_engleski.pdf [Accessed at: 5 December 2021]
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solved by creating conditions for improved monitoring, encouraging and supporting circular migration 
(ERP Serbia, 2021).104

Continuation of the reform of secondary vocational education by improving the model of dual education 
is planned, as well as more gender–oriented programs aimed to improve inclusion of women in the 
labour market.

4.3.4 Recommendations

In order to mitigate the key challenges identified by the Employment Strategy (MoLEVSA, 2021),105 it is 
recommended to:

 � Improve the conditions for the development of a high–quality labour force

 � Make work pay and enhance job quality since the introduction of the flexicurity concept has 
resulted in a deterioration of employment quality

 � Enhance the cross–sectoral cooperation, especially between the sectors of economy, employment 
and education, in undertaking measures and interventions to better match labour market supply 
and demand

 � Empower vulnerable and marginalised social groups through better access to knowledge, skills 
and competences and prepare them to participate in the labour market and social life as active 
individuals 

 � Develop mechanism at the municipal level to improve the position of the vulnerable and hard–to–
employ categories in the labour market

 � Improve the institutional framework for employment policy which would enable design of the 
new employment policy solutions with a view to ensuring the full functioning of entitlements and 
support modalities for people in less advantageous positions in the labour market

 � In order to keep pace with the new trends in the labour market, it is necessary to strengthen the 
capacity of the employment service providers.

104 The Government of Serbia, 2021, Economic reform programme for the period 2021–2023. Belgrade. Available at: 
https://rsjp.gov.rs/wp-content/uploads/Economic-Reform-Programme-2021-2023.pdf [Accessed at: 15 December 2021]

105 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed on: 5 December 2021]
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4.4 Public Employment Services

4.4.1 Framework and profile of PES in Serbia

The name of the Public Employment Service in Serbia is the National Employment Service (NES) which 
is recognised by the Employment Strategy (MoLEVSA, 2020)106 as the key employment service provider. 
The role of NES is defined by the “Law on Employment and Unemployment Insurance.”107

The organisational structure of National Employment Service (NES), corresponds to the Serbia’s 
territorial organisation, comprising of the Head Office, two provincial offices, 34 branch offices, 
21 territorial offices and more than 120 local offices across all administrative districts of Serbia. In 
accordance with the Decision on the Maximum Number of Employees on an Open–Ended Basis in 
Public Authorities, Public Services, Autonomous Province of Vojvodina and Local Government, the 
number of NES employees is limited to 1,653. As at 30 September 2019, a total of 1,612 people were 
employed at the NES on an open–ended basis, while an additional 202 people worked under fixed–
term contracts in 2020 (MoLEVSA, 2020).108 However, from 01.01.2021. to 01.01.2023., users of public 
funds are allowed to hire new people without special permits and the consent of the Government of 
Serbia.109 As of 24 January 2022 the number of employed on an open–ended basis remained at the same 
level as in 2019.110

On 30 September 2019, the percentage of licensed employment counsellors was calculated at 88.8%, of 
the total number of employment counsellors, in line with the World Bank methodology. At the end of 
December 2020, the number of certified employment counselors amounted to 542 of 602 employees 
in these jobs, which is 90% of the total number of employees on these jobs.

On 30 September 2019, the average caseload per counsellor stood at 821 and 816 at the end of 2020. 
This ratio is nearly twice that found in North Macedonia and four times that of Albania and the highest 
ratio in the EU27. Although key performance indicators set under the World Bank project were met, 
the implementation of activities related to building the capacity, i.e. improving the competences of 
employment counselling practitioners, should continue through in–house and external training 
(MoLEVSA, 2020).111

The NES aims to provide assistance and support to unemployed persons in the form of job–search 
assistance, programs and measures of active employment policy. It seeks to promote employment 

106 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed on: 5 December 2021]

107 Official Gazette of RS, Nos36/09, 88/10, 38/15, 113/17–as amended, and 113/17

108 Ministry of Labour, Employment, Veteran and Social Affairs,2020, Action plan for chapter 19–social policy and 
employment. Belgrade, Available at: https://www.minrzs.gov.rs [Accessed on: 3 January 2022]

109 https://www.propisi.net/od-1-1-2021-do-31-12-2023-godine-korisnicima-javnih-sredstava-bice-dozvoljeno-da-bez-posebnih-
dozvola-i-saglasnosti-vlade-srbije-prime-nove-ljude-u-radni-odnos/ 

110  

111 Ministry of Labour, Employment, Veteran and Social Affairs,2020, Action plan for chapter 19–social policy and 
employment. Belgrade, Available at: https://www.minrzs.gov.rs [Accessed on: 3 Januaary 2022]
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of persons from the categories of people who are more difficult to employ and offer quality support 
to employers in meeting specified employment requirements. Women are recognized in all strategic 
documents in the field of employment as a category of hard–to–employ persons and accordingly 
have priority for inclusion in active labour market policy measures. Also, women with multiple 
vulnerabilities are among those groupe who are the focus of dialogue with other social partners, aimed 
at assisting their integration and providing comprehensive support to their position in society and the 
labour market. Employment advisors in the National Employment Service direct and guide unemployed 
persons through the entire job search process. 

The National Employment Service also organizes job fairs which enable the establishment of direct 
contact between job–seekers and employers. At an employment fair, that contact is enabled and 
facilitated, as the National Employment Service in advance identifies the employer’s personnel needs 
and refers to the job fair those candidates who can meet those needs. In this manner, the employer 
receives a large number of CVs in one place, of those persons who meet its requirements and who are 
interested to work for them, which significantly reduces the length and cost of the candidate selection 
process (MoLEVSA, 2020).112 Although job fairs are most often organized by the National Employment 
Service, it is increasingly becoming common to establish cooperation with other interested parties from 
the local labour market, primarily local self–government units (MoLEVSA, 2020).113

The total budget of the PES although increasing in absolute numbers, has been falling as a percentage 
of GDP in recent years from 0.46% in 2018 to 0.39% in 2020 (Table 5). As to the distribution of the PES 
budget by the labour market measures, the share of active labour market measures of the total PES 
budget has remained at about the same level of 20% over the last three years. The share of Vocational 
training slightly increased in 2020 because of the implementation of the program ‘My first salary’, which 
caused an increase of 1 pp in 2020 compared to 2019. 

Table 5. Total budget of PES and its trend in the last years, in local currency and as a % of GDP

2018 
Expenditure in RSD

2019  
Expenditure in RSD

2020 expenditure in 
RSD

Total PES budget 23.111.486.433,18 22.600.067.697,88 21.329.011.061,93
GDP 5.072.932.200.000,00 5.42.851.000.000,00 5.502.200.000.000,00
Total PES budget as 
%of GDP

0.46% 0.42% 0.39%

Source: NES

The NES maintains records on vacancies based on employers’ reports on vacancies on which they 
require NES job placement services and based on the reports on the delivery of those services. As to the 
reasons for unfilled vacancies, there are a range of reasons including the lack of registered appropriate 
profiles suitable for the vacancies, the lack of skills and knowledge amongst the registered unemployed, 
non–acceptance of the job offer due to unfavourable working conditions, remote place of working, 
record of non–payment of salaries etc.

112 Ministry of Labour, Employment, Veteran and Social Affairs,2020, Action plan for chapter 19–social policy and 
employment. Belgrade, Available at: https://www.minrzs.gov.rs [Accessed on: 3 January 2022]

113 Ministry of Labour, Employment, Veteran and Social Affairs,2020, Action plan for chapter 19–social policy and 
employment. Belgrade, Available at: https://www.minrzs.gov.rs [Accessed on: 3 Januaary 2022]
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The number of notified vacancies was increasing between 2015 and 2019. In 2020, which was the 
year when the pandemic started, there was a sharp decline (Table 6), causing a fall in the number of 
jobseekers placed by the mediation service. However, the decline was not large if we take into account 
the circumstances in the first pandemic year, though the percentage of registered job–seekers who 
were placed in employment has been falling since 2018.

Table 6. Number of vacancies 

  2015 2016 2017 2018 2019 2020
No. of vacancies published with 
PES

72 390 71 692 81 156 88 752 94 061 62 327

Unfilled vacancies 10 085 10 373 12 740 18 473 17 438 12 401
% of unfilled vacancies 13.9 14.5 15.7 20.8 18.5 19.9
Jobseekers employed through 
mediation services

41 461 36 632 38 382 39 570 37 712 36 072

Registered unemployed job 
seekers

/ / / 491 347 506 865 552 512

% of jobseekers employed through 
mediation services

/ / / 8.0 7.4 6.5

Source: NES, December 2021.

4.4.2 Women’s position in the labour market 
through NES lenses

The methodology which is used by NES in counting the unemployed is different from the methodology 
used by Labour Force Survey (LFS), implemented by Statistical Office of Serbia (SORS). Therefore, we 
have different data on unemployed categories published by these two institutions. 

The SORS is using the following definition of an unemployed person: “Unemployed persons are the persons 
who, in the respective week, did no work for remuneration, who undertook active steps to find a job during the 
four–week period preceding the respective week and who were able to start working in two–weeks after the 
reference week.”114

Whilst the Law on Employment and Unemployment Insurance defines an unemployed person as: “a 
person between 15 years of age and the age eligible for retirement (or 65 years of age at the most), capable 
and immediately ready to work, who has not entered into an employment contract or exercised the right to 
work in any other way, who is on the unemployment register and who is looking for a job actively.”

According to these definitions, the number of unemployed persons according to LFS is significantly 
lower from the number registered with the NES. Therefore, we are not able to directly compare data 
retrieved from these two sources. 

114 SORS, Labour Force Survey
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Since the number of unemployed persons registered with NES is more relevant for the programming of 
the measures envisaged in the Action Plan 2021–2023 for the implementation of Employment Strategy 
2021–2026, these figures are used in the following analysis. The total number of registrants has been 
falling since 2018 and this is the case for both male and female registrants. As indicated in Table 7, 
the number of unemployed women registered with NES exceeds that of men and the gender gap 
has increased since 2018. In 2020, there were 53 200 more women than men among unemployed 
registered persons with NES (Figure 23). 

Table 7. Number of registered unemployed jobseekers by gender 2018–November 2021 

2018* 2019* 2020* November 2021
Male 274 609 242 635 227 960 211 272
Female 308 490 286 871 281 219 269 930
Gap 33 881 44 236 53 259 58 658

Source: NES * Data for the period 2018–2020 are provided as an annual average

Gender gap: registered unemployed with NES in thousands 2018-2020.
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Figure 23.

As in the Labour Force Survey (LFS) data, there are more female registrants amongst those with a high 
level of completed education, whilst the gender gaps are smaller for those with a middle and low level 
of education (Figure 24). Though the NES data, unlike the LFS data, suggests that more women are 
unemployed in the latter two categories than men.



65

Considering the age composition of registrants, women registrants exceed males in all age groups with 
the gender gap being highest in the age group of 30–34 in the period of 2018 to 2020 (Figure 25) and 
their share has been increasing in almost all age groups.

Figure 24.
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Figure 25. Share of registered unemployed women jobseekers in the total number of registered
unemployed jobseekers by age 2018-2020 in %
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Women registrants form a majority of those in each category of duration of unemployment, whilst their 
share of long–term employment has been rising since 2018 (Figure 26).
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The NES is also providing gender disaggregated data according to the type of the vulnerable groups at 
the labour market. Although the share of the single parents and the victims of the domestic violence 
is modest in the total number of registered unemployed jobseekers amounting respectively 1.8% and 
0.08%, it is important to mention that among these categories, women prevailed. For example, in 2020, 
out of 8 800 single parents unemployed jobseekers, 7 509 were women and amongst 387 victims of 
domestic violence, 275 were women (NES, 2021).

4.4.3 The role of PES in promoting employability 
and the next steps to improve women’s 
position in the labour market

The NES reported that their records of the composition of those registrants placed in employment do 
not distinguish between those placed in the private and public sectors nor provide information on their 
wages. This is because the application form for the mandatory social insurance does not include these 
data. Although the Code of Occupations, harmonized with the ISCO–8 has been in force since January 
1, 2019, according to the interview–obtained qualitative finding for this Study, it would appear that the 
NES does not apply it in its reporting tables.115 The NES reports the number of employed according to 
the occupational classification not by the ISCO standards.

115 Montly Statistical Bulletin, Unemployment and Employment in the Republic of Serbia, number 235, tables 4 and 5. See 
section Methodology explanation and deifintions:“ Classification–the data presented in the reports are structured by: sectors 
of economic activity–Codebook of Sectors of Economic Activity (Law on Classification of Sectors of Economic Activity, 
The Official Gazette of the Republic of Serbia, no. 104/09), fields of activity, occupations and level of qualifications–Unified 
Nomenclature of Occupations (The Official Gazette of SFRY, No. 31/90) and Codebook of Occupations and Qualifications 
(The Official Gazette of FRY, 9/98).

Figure 26.
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However, it is possible to identify the number of women who found employment through mediation 
service of the NES (Figure 27). According to this evidence, NES provided this service to more women 
than men in the period between 2018 and November 2021.

The position of women in the labour market according to the Employment Strategy is characterized by 
persisting gender gaps in terms of activity and employment and a continuing gender pay gap (different 
earnings for work of equal value). Women over 50 years of age who are laid off are particularly discouraged 
from seeking new jobs, while young women in the labour market often face problems in reconciling 
work and family life. Improving their labour market position requires providing systematic assistance in 
the form of integrated institutional approach by different systems, combined with designing additional 
support services/measures. The NES is going to implement several measures to improve women’s 
labour market position, these are specified in the Action Plan 2021–2023 for the implementation of the 
Employment Strategy 2021–2026. In Table 8 targets for these three years are identified as well as the 
funding source for each particular measure (MoLEVSA, 2021).116

116 Ministry of Labour, Employment, Veteran and Social Affairs, Social Inclusion and Poverty Reduction Unit of the 
Government of Serbia, 2021, Action Plan 2021–2023 for the implementation of Employment Strategy 2021–2026. Belgrade. 
Available: socijalnoukljucivanje.gov.rs/wpcontent/uploads/2021/08/Akcioni_plan_20212023_za_sprovodjenje_Strategije_
zaposljavanja_u_Republici_Srbiji_engleski.pdf [Accessed at: 5 December 2021]

Employed through NES job matching services 
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Table 8. Improvement of women’s labour market position

Indicators of the 
level of the measure 

(output indictor)

Unit of 
measure

Source of 
verification

Baseline 
value

Baseline 
year

Target 
for 2021

Target 
for 

2022.

Target 
for 2023

Share of unemployed 
women participating 
in ALMP measure 
in the total No. of 
unemployed persons 
participating in the 
ALMP measures

Percentage 
(%)

NES report 55.5% 2019 56% 56% 56%

Effect of financial 
measures on the 
employment of 
women (on 180th 
day from measure 
completion/expiry 
of contractual 
obligation)

Percentage 
(%)

NES report 60% 117 66% 68% 71%

Share of women 
placed from the NES 
register in the total 
number of women 
on the NES register

Percentage 
(%)

NES report 45% 2019 47% 49% 50%

Share of women 
who have started 
their own business 
after receiving 
self–employment 
subsidies in the total 
number of persons 
who received the 
subsidies

Percentage 
(%)

NES report 49.8% 2019 51% 52% 53%

Source: Action plan for the implementation of Employment Strategy, 2021–2023. 
*Programme Activity 

Funds for the achievement of these objectives and implementation of the measures foreseen by the 
Strategy are ensured within Serbia’s budget, National Employment Service Financial Plan, Autonomous 
Province of Vojvodina budget and local self–government budgets, subject to the financial capacities of 
Serbia budget.

117 Average 2016/2017/2018
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Under the “Law on the Republic of Serbia Budget 2021 (Law on the Republic of Serbia Budget, 
2021)”118 (henceforth: Law on the Budget), funds are provided in Budget Section 30–Ministry of Labour, 
Employment, Veteran and Social Affairs for Programme 0803–Active Labour Market Policy (Law on the 
Budget, 2021).119

 � Programme Activity/Project 0005–Promoting employment of persons with disabilities through 
the National Employment Service, economic classification 464–Transfers to compulsory social 
insurance organisations, amount: RSD 550 000 000.00 (Table 9)

 � Programme Activity/Project 0007–Support for IT retraining, economic classification 462–
Transfers to international organisations, amount: RSD 150 000 000.00.

In the National Employment Service Financial Plan 2021, RSD 5 200 000 000.00 from compulsory social 
insurance contributions and RSD 52 796 000.00 from a direct grant to the National Employment Service 
from the IPA 2013 programming cycle were allocated for the implementation of active labour market 
policy measures. In the National Employment Service Financial Plan 2021, RSD 900 000 000.00 are 
planned for the implementation of active labour market policy measures foreseen by local employment 
planning documents; these funds are ensured from the autonomous province and local self–government 
budgets (Law on the Budget, 2021).120 

Under the Law on the Budget 2021, in Budget Section 31–Ministry of Youth and Sports, funds are 
provided for Programme 1302–Youth Policy, Programme Activity/Project 0006–Youth employment 
support programmes and projects, economic classification 463–Transfers to other levels of government 
and 481–Grants to non–governmental organisations, amount: RSD 100 000 000.00 (Law on the Budget, 
2021).121

In order to provide additional funds from international sources for the implementation of the planned 
measures negotiations are still ongoing. The details of financial effects of Strategy implementation are 
presented in the Action Plan, which is consistent with the medium–term expenditure framework from 
2021 budgeting procedure and comply with the relevant budget section limits to be set by the Ministry 
of Finance for the coming years.

Table 9. Funds planned for the improvement of women’s labour market position in period 2021–2023

Funding 
source for the 

measure
Total estimated funds RSD 000

In 2021 In 2022 In 2023

NES Financial 
Plan

Funding is provided from the 
total funds allocated for the PA* 
0006 (5 200 000) and PA 0008 

(900 000)

Funding is provided from the 
total funds allocated for the PA* 
0006 (5 500 000) and PA 0008 

(900 000)

Funding is provided from the 
total funds allocated for the PA* 
0006 (6 000 000) and the PA 

0008 (900 000)

118 Law on the Budget 2021, Official Gazette of RS No 149/20

119 Law on the Budget, 2021

120 Law on the Budget, 2021

121 Law on the Budget, 2021
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Funding 
source for the 

measure
Total estimated funds RSD 000

In 2021 In 2022 In 2023

RS Budget
Funding is provided from the 

total funds allocated for the PA* 
0005 (550 000) 

Funding is provided from the 
total funds allocated for the PA* 

0005 (550 000)

Funding is provided from the 
total funds allocated for the PA* 

0005 (550000)
Donor funds 
(IPA etc)

n/a n/a n/a

Source: Action plan for the implementation of Employment Strategy 2021–2023.

The Action Plan recognizes more vulnerable categories among unemployed women but does not 
provide specific financial resources to improve their position. They are included in the overall budget 
for ALMPs measures which is envisaged for next year. The reconciling of the work and family life is also 
recognized as an obstacle that women are facing but the funding for this particular activity is exclusively 
planned from other donors, not from the government budget. Implementation of special measures 
aimed at activation and employment promotion of inactive women in underdeveloped and devastated 
areas are also envisaged but no additional funding has been allocated for this particular target group. The 
GEWE report also indicated that the Public Employment Services, through their placement activities, 
counselling and implementation of active labour market policies can play an important role in reducing 
the unemployment of women and men, and increasing their employability. These services can also play 
an important role in promoting the transition from informal employment and under–employment into 
formal jobs. They may also prevent women from becoming inactive or support them to become active 
in the labour market (GEWE, 2021).122

4.4.4 Recommendations

 � The number of unemployed women registered with the NES exceeds the number of men. 
Although the number of female registrants has been falling in recent years the gender registration 
gap has been increasing. Therefore, it is recommended to ensure better access to measures 
geared towards the economic empowerment of women and independence. Since the Action Plan 
for period 2021–2023 does not envisage additional funds to be allocated from the government 
budget for this purpose, it is of the utmost importance to ensure that funds for this purpose are 
forthcoming from other, including possible donor’s sources. 

 � Evidence based actions need to be improved by enhancement of the statistical recording. 
Improved monitoring and evaluation are of significant importance for the design of effective 
tailor–made programs for the vulnerable groups at the labour market, including unemployed 
women jobseekers. The availability of statistical data for those placed by the NES, needs to be 
expanded to record the nature of their employment and their wage. While relevant regulations 

122 RCC, 2021, Economic benefits of gender equality and women empowerment in the Western Balkans six. Available at: 
https://www.rcc.int/pubs/114/economic-benefits-of-gender-equality-and-women-empowerment-in-the-western-balkans-six; 
[Accessed on: 24−25 December 2021]
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are in place, the NES reporting related to the number of employed according the ISCO standards 
can be further enhanced. 

4.5 Active Labour Market Policies 

4.5.1 Strategic framework for Active Labour 
Market Policies (ALMPs)

The COVID–19 crisis caused a labour market shock in Serbia, mismatches between labour supply and 
demand worsened. At the same time job–seekers do not necessarily register as unemployed as some 
do not expect to receive a job offer. Currently, active labour market policies (ALMPs) address only a 
small fraction of the unemployed in Serbia and have limited impact on the majority of the unemployed, 
inactive or vulnerably employed. 

Financial allocations for active employment policy are insufficient, bearing in mind that active policy 
measures represent support for hard–to–employ unemployed people in the job search process. 
Spending on ALMPs slightly increased in 2019 but decreased again in 2020. For the implementation 
of the planned programmes and measures of active employment policy in 2021, RSD 5.2 billion has 
been provided, which is an increase of 40% compared to 2020 (of which 2 billion dinars is for the 
Youth Employment Promotion Program My First Salary). Until now, their impact on the activation of 
the labour force remains relatively limited. Established measures such as job–searching, training and 
job fairs reached 27.6% of registered unemployed in 2019. The Serbian Economic Reform Programme 
acknowledges the current inadequacy of ALMPs, but does not propose adequate measures to address 
this situation (ERP, 2021).123 

The same finding can be found in the Analytical Report Labour Market Serbia (Arandarenko, 2021)124 
which concluded that the effectiveness of all the ALMPs had decreased since 2019. This was to be 
expected, bearing in mind that the gross effects in 2020 have not been ‘cleansed’ of the influence 
of external factors, and above all the deterioration of the situation in the labour market due to the 
pandemic (Arandarenko, 2021).125

123 European Commission, 2021, Economic Reform Programmes of Albania, Montenegro, North Macedonia, Serbia, Turkey, 
Bosnia and Herzegovina and Kosovo*: The Commission’s Overview &Country Assessments. Brussels: Economic and Financial 
Affairs. Available at: https://ec.europa.eu/info/publications/2021-economic-reform-programmes-albania-montenegro-north-
macedonia-serbia-turkey-bosnia-and-herzegovina-and-kosovo-commissions-overview-and-country-assessments_en [Accessed 
on: 15 December 2021]

124 Arandarenko, M. 2021. Analytical report on the situation in the labour market of Serbia in the context of the economic 
crisis caused by the COVID−19 pandemic. RCC. Available at https://www.esap.online/observatory/docs/165/analytical-report-
on-the-situation-in-the-labour-market-of-serbia-in-the-context-of-the-economic-crisis-caused-by-the-covid-19-pandemic 
[Accessed 4 December 2021]

125 Arandarenko, M. 2021. Analytical report on the situation in the labour market of Serbia in the context of the economic 
crisis caused by the COVID–19 pandemic. RCC. Available at https://www.esap.online/observatory/docs/165/analytical-report-
on-the-situation-in-the-labour-market-of-serbia-in-the-context-of-the-economic-crisis-caused-by-the-covid-19-pandemic 
[Accessed 4 December 2021]
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Active labour market policy measures are implemented by the National Employment Service in 
accordance with the “Law on Employment and Unemployment Insurance”, “Law on Professional 
Rehabilitation and Employment of Persons with Disabilities” and regulations on government aid. 
The criteria, modality and other matters relevant to ALMP measures implementation are regulated 
by statutory instruments of the Ministry of Labour, Employment, Veteran and Social Affairs and the 
National Employment Service (MoLEVSA, 2021).126

For the purpose of implementation of ALMP measures, the National Employment Service launches open 
calls and competitions, and/or public procurement procedures in accordance with public procurement 
regulations, in Q1 of a calendar year. 

There is the awareness among stakeholders that ALMPs should be improved but it requires improvements 
within the NES capacity which relate to the following challenges (MoLEVSA, 2021):127

1. the organisation and classification of jobs in the National Employment Service, which prioritises 
support functions over the core activity;

2. the limited use of methods and tools for the activation of unemployed persons;

3. the insufficient funds for active labour market policy measures and the poor effectiveness of 
certain measures (especially of labour market training programmes);

4. the under–staffed organisational units of the Ministry of Labour, Employment, Veteran and Social 
Affairs that are in charge of active labour market policies.

One of the aims defined within the Employment Strategy is to increase the allocation of ALMPs as a 
proportion of the GDP from 0.08% in 2020 up to 0.2% by 2026. The source of the verification is the 
NES Financial Plan, RS Budget. The expenditure on ALMPs as a proportion of the GDP has been mostly 
stable in the recent three years, ranging from 0.09% in 2018 and 2019 to 0.08% in 2020.

4.5.2 Skills development and employment

The mismatch between labour demand and supply, has been a long–standing system–wide challenge 
in Serbia. The overall development of vocational secondary education will be continued in the coming 
period. Qualification profiles not based on qualification standards are being excluded from the secondary 
curricula and replaced by those with qualification standards which reflect current and future labour 
market needs. Competency acquisition, enhancement and development in line with employer’s needs 
are to be ensured by dual education–a vocational secondary education model involving theoretical 
instruction and practical exercises in schools and work–based learning in companies. Special focus 
will be on developing market–relevant dual programs in order to promote the revival of domestic 
companies and attract foreign investment (MoLEVSA, 2021).128

126 Ministry of Labour, Employment, Veteran and Social Affairs, Social Inclusion and Poverty Reduction Unit of the 
Government of Serbia, 2021, Action Plan 2021–2023 for the implementation of Employment Strategy 2021–2026. Belgrade. 
Available: https://socijalnoukljucivanje.gov.rs/en/action-plan-2021-2023-for-the-implementation-of-the-employment-strategy-of-
the-republic-of-serbia-2021-2026/ [Accessed at: 5 December 2021]

127 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed on: 5 December 2021]

128 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed on: 5 December 2021
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In recent years, in order to modernise instruction at all education levels, modules in digital literacy 
enhancement have been introduced, as well as subjects aimed at developing entrepreneurship and 
entrepreneurial spirit/skill as a key competence.

Career guidance and counselling (CGC) services to assist young people in choosing the right education 
pathway for the occupation they wish to pursue, and to help adults manage their careers, should be 
further developed. Crucial for CGC development is the implementation of the Rulebook on Career 
Guidance and Counselling Service Standards, adopted in 2019 by the Ministry of Education, Science 
and Technological Development, and the Recommendation for the Fulfilment of the Career Guidance 
and Counselling Service Standard Implementation Plan, adopted by Serbia’s National Qualifications 
Framework Council (MoLEVSA, 2021).129 It is necessary to strengthen the role and capacities of civil 
society organisations involved in CGC that are capable of serving a large number of clients, especially 
those who are not likely to seek support from institutions within the system, to ensure they attain the 
required standards for high–quality CGC service provision.

At the same time, further development of the National Standard Classification of Occupations (NSCO), 
through the adoption of the Occupation Standards Development Methodology, setting standards for as 
many occupations as possible and establishing a registry of occupation standards, will allow improved 
monitoring of labour market changes and identify occupations in high demand. Both of which are essential 
for improving the coordination of formal and non–formal education systems and addressing labour 
market needs (MoLEVSA, 2021).130 The development of occupational standards will also facilitate the 
creation of market–relevant qualification standards as the basis for developing high–quality education 
and training curricula to enable individuals to gain competencies, knowledge and skills relevant to an 
occupation or multiple occupations. 

Given the existing skills mismatch in the labour market, substantial investments in adult education and 
promotion of the life–long learning are needed. In the sphere of non–formal education, the training 
system will need to be developed further by creating a network of non–formal education service 
providers (NFESP), (MoLEVSA, 2021).131

As part of further development of the National Qualifications Framework, a prior learning recognition 
(PLR) system will be developed in conformity with the bylaw governing PLR standards and the modality 
of conducting the PLR procedure. This will enable the formal recognition of the knowledge and skills 
gained outside the education system through the award of a (publicly recognised) document. These 
credentials will ensure that an individual’s knowledge and skills will become recognisable in the labour 
market, which will improve employment prospects, and individuals’ position vis–a–vis employers will be 
more advantageous. Intensive cooperation between the two systems–education and employment, as 
well as other relevant institutions, in particular the National Employment Service and schools, is crucial 
for PLR implementation. Almost one third of the unemployed registered with the National Employment 

129 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed on: 5 December 2021

130 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed on: 5 December 2021

131 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed on: 5 December 2021
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Service did not finish secondary education level, but many of them have long–standing work experience 
and may be candidates for the PLR procedure (MoLEVSA).132

The implementation of this measure will be aided by the National Employment Service, which makes 
CGC services available to both youth and adults through vocational guidance, career counselling and 
employment counselling services. In addition, unemployed people’s participation in further education 
and training measures has a direct impact on matching labour market supply and demand (MoLEVSA, 
2021).133

4.5.3 Active Labour Market Policy measures in 
Serbia

The services provided by the NES are characterized by a relatively stable number of users over time 
and difficult to measure, but most likely small direct effects on employment, in line with very modest 
costs per user. On the other hand, additional education and training programs, employment subsidies 
and public works are relatively expensive measures of active employment policies, but they also likely 
to have a significantly greater effect on employment (Arandarenko, 2021).134

Allocations for ALMP measures from the total PES budget have practically remained at the same level 
(with a slight increase) since 2018 ranging from 19.7% in 2018 to 20.5% in 2019 and 20% in 2020.

The services and measures implemented by the PES during 2020 did not deviate significantly from 
the pre–crisis period. There were four major groups of services and measures among ALMPs which 
were implemented in 2020: 1) Measures for active job search 2) Additional education and training 
programmes 3) Employment subsidies; and 4) Public works (Arandarenko, 2021).135 The same group of 
ALMPs are envisaged by the Action plan 2021–2023 for the implementation of Employment Strategy 
2021–2026. 

Within measures for active job search, the PES has an advisory role. Measures refer to informing of 
job–seekers about the local labour market situation and strengthening their self–presentation skills in 
contacts with potential employers. The most common services in this group of measures are: active job 
search training, training delivered in job clubs, self–efficacy training, job fairs etc. Services of this type 
are generally relatively cheap, but also cover a large number of job–seekers.

132 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed on: 5 December 2021

133 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed on: 5 December 2021

134 Arandarenko, M. 2021. Analytical report on the situation in the labour market of Serbia in the context of the economic 
crisis caused by the COVID–19 pandemic. RCC. Available at https://www.esap.online/observatory/docs/165/analytical-report-
on-the-situation-in-the-labour-market-of-serbia-in-the-context-of-the-economic-crisis-caused-by-the-covid-19-pandemic 
[Accessed 4 December 2021]

135 Arandarenko, M. 2021. Analytical report on the situation in the labour market of Serbia in the context of the economic 
crisis caused by the COVID–19 pandemic. RCC. Available at https://www.esap.online/observatory/docs/165/analytical-report-
on-the-situation-in-the-labour-market-of-serbia-in-the-context-of-the-economic-crisis-caused-by-the-covid-19-pandemic 
[Accessed 4 December 2021]



75
Unlike measures for active job search, additional education and training programmes, employment 
subsidies and public works are relatively expensive active employment policies, but potentially they also 
have a significantly greater effect on employment (Arandarenko, 2021).136 Hence, they deserve more 
attention and analysis.

Additional education and training programs are based on increasing competencies and adapting 
the specific knowledge and skills of the unemployed to the needs of the labour market. The most 
important measures within this group during 2020 were: the Professional practice program, Internship, 
the Program for acquiring practical knowledge, and the Training for the labour market. The first two 
measures aim to provide the first contact of unemployed persons with the labour market and enable 
them to work independently in a profession. The first of these has a slightly longer duration and refers 
to persons with qualifications, while the participants in the program for acquiring practical knowledge 
are primarily persons without qualifications. However, this program can also include persons who have 
higher levels of education if they meet certain conditions, for example in 2020 redundant workers 
and those unemployed who had been on the NES records for more than 18 months were eligible. 
The Internship program includes professional training for unemployed persons in order to perform 
an internship and to satisfy the conditions for taking the professional exam, if necessary. It also takes 
place at two levels, for those with secondary and those with higher education, on which the duration 
of the program depends. Training for the labour market enables unemployed to either increase their 
competence and employability or provides additional knowledge and skills needed to perform jobs in 
a specific workplace.

The assessment of the effectiveness of measures implemented during 2020–2021 is most reliably based 
on the results from impact evaluations. However, there have been no recent impact evaluations of 
measures in the standard PES portfolio that could serve as a basis for comparing their effectiveness 
during the pandemic crisis. This is, in part, due to the practice that the effect of financial measures on 
employment is monitored on the 180th day after leaving the measure/end of the contractual obligation. 
It should be borne in mind that some measures that began in 2020 or 2021 can last up to 12 months and 
that it takes time to expire, e.g. contractual obligation of the employer (another 12 months) to be able 
to monitor the overall effect of participation in a measure.

Table 10 presents the number of total participants and the number of women who participated in the 
selected ALMPs during 2020. However, an evaluation of the effectiveness of these ALMP measures is 
not yet available for all.

136 Arandarenko, M. 2021 Analytical report on the situation in the labour market of Serbia in the context of the economic 
crisis caused by the COVID–19 pandemic. RCC. Available at https://www.esap.online/observatory/docs/165/analytical-report-
on-the-situation-in-the-labour-market-of-serbia-in-the-context-of-the-economic-crisis-caused-by-the-covid-19-pandemic 
[Accessed 4 December 2021]
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Table 10. Participants in active labour market measures in 2020.

Active labour market policies 
TOTAL number of 

participants
Total Female

Additional 
education 
and training 
program

TRAINING

Functional basic adult education 
program

1052 663

Additional 
training

Training for the 
labour market

136 58

Training at 
employers 
request for the 
unemployed

527 343

Training for 
the employers 
need for an 
employee

17 0

PROFESSIONAL 
TRAINING AND 
DEVELOPMENT

Internship 798 513
Professional practice 3009 2022
Acquiring practical knowledge 770 380

SUBSIDIES
Subsidies for self–employment 3597 1773

Job creation 
programmes

Subsidies to employers 3312 1681
PUBLIC WORKS Public works 4530 2119

Source: Analytical report on the situation in the labour market of Serbia in the context of the economic crisis 
caused by the COVID–19 pandemic, 2021. 

Measures whose effectiveness in 2020 can be assessed with some reservations are Functional basic 
adult education program, Training for the labour market, Professional practice and Public works. The 
main finding was that the effectiveness of all these measures had decreased in relation to 2019, but also 
in relation to the multi–year average. This was to be expected, bearing in mind that the gross effects in 
2020 have not been ‘cleansed’ of the influence of external factors, and above all the deterioration of the 
situation in the labour market due to the pandemic (Arandarenko, 2021).137

Currently, the effectiveness of these ALMPs is assessed in terms of their gross effects measured by the 
% of participants in employment after completion of their program. This does not take into account 
whether that employment utilised the new skills learnt nor whether other workers were displaced by the 
participant. In 2020, the lowest gross effects,138of only 3%, were recorded for the Functional basic adult 
education program. This very small gross effect is partly explained by the design of the measure, whose 
main goal is to educate participants and provide opportunities for acquiring primary education which 

137 Arandarenko, M. 2021 Analytical report on the situation in the labour market of Serbia in the context of the economic 
crisis caused by the COVID–19 pandemic. RCC. Available at https://www.esap.online/observatory/docs/165/analytical-report-
on-the-situation-in-the-labour-market-of-serbia-in-the-context-of-the-economic-crisis-caused-by-the-covid-19-pandemic 
[Accessed 4 December 2021]

138 Gross effects are measured as the percentage of ALMPs participants who were in a job 6 months after the end of their 
program in relation to the total number of participants. The obtained gross effects for FOOO are the lowest of all observed 
programs.
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will enable them to go to the next level and increase their probability of finding employment, based on 
the acquired certificate. The value of gross effects is slightly lower than the average value over the past 
decade, which was 6%. The efficiency of Training for the labour market in 2020 was just 16%, which is 
significantly below the average for the past decade (27%). The lower gross effects are understandable 
given that the implementation of this measure implies continuing contact with employers who were 
coping with pandemic crisis at this time. It is the nature of the organisation of training in the labour 
market, together with the effects of the pandemic, that has contributed to only 136 of the planned 1,200 
participants commencing training (Arandarenko, 2021).139

The gross effects of Professional practice were 37% in 2020, a percentage again slightly below the 
multi–year average (2011–2020). From the aspect of vulnerable groups, it should be noted that the gross 
effects under this measure were significantly higher for men during 2020. Gender differences were not 
observed when it comes to the efficiency of Public works, which in both cases amounted to about 22%. 
However, the gross effects obtained for this measure during 2020 were once again significantly lower 
than the average values for 2011–2020, which were around 35%, and especially lower than the values 
from 2019, which reached 60% (Arandarenko, 2021).140

Regarding the measures for which it was not possible to estimate the gross effects in 2020, we will 
consider their effectiveness in the past decade 2011–2020. Subsidies for self–employment, whose gross 
effects at one point were at the level of 96%, stand out as extremely effective (average of 85%). They 
are followed by Subsidies for employment of hard–to–employ persons (for new job creation) with an 
average gross effect of about 80%.

There was a noticeable decrease in the number of participants in 2020 compared to 2019 in all these 
measures. In addition to the health crisis, the reduction in the number of participants on these measures 
was influenced by another factor. That is the implementation of the My first salary programme, in which 
more than 8,000 people participated in 2020. This has largely occupied the limited capacity of the 
PES. Also, from the point of view of users’ interest in participating in the programs, there could have 
been a spill–over from standard programs to My First Salary. This innovative program was launched 
to mitigate the consequences of the pandemic, and based on the Decree of the Government of RS.141 
The Government of Serbia, the National Employment Service and the Serbian Chamber of Commerce 
participated in the planning and implementation of this programme with the technical support of the 
Office for IT and Electronic Administration. The goal of the program is empowering of young people 
up to 30 years of age with completed secondary and higher education for independent work. The 
programme is exclusively intended for young people without any or with limited work experience (not 
longer than 9 months) who are on the unemployment register of the National Employment Service. 
Conditions for inclusion of employers were less restrictive given that registration was available to both 
public and private sector employers, with preference given to the latter. As with most NES measures, 
the priority was given to employers coming from undeveloped areas (municipalities), (Arandarenko, 

139 Arandarenko, M. 2021 Analytical report on the situation in the labour market of Serbia in the context of the economic 
crisis caused by the COVID–19 pandemic. RCC. Available at https://www.esap.online/observatory/docs/165/analytical-report-
on-the-situation-in-the-labour-market-of-serbia-in-the-context-of-the-economic-crisis-caused-by-the-covid-19-pandemic 
[Accessed 4 December 2021]

140 Arandarenko, M. 2021 Analytical report on the situation in the labour market of Serbia in the context of the economic 
crisis caused by the COVID–19 pandemic. RCC. Available at hhttps://www.esap.online/observatory/docs/165/analytical-report-
on-the-situation-in-the-labour-market-of-serbia-in-the-context-of-the-economic-crisis-caused-by-the-covid-19-pandemic 
[Accessed 4 December 2021]

141 Vlada RS, (2020), Uredba o Programu podsticanja zapošljavanja mladih ‘Moja prva plata’, Sl. glasnik RS, br 107/20.
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2021).142 Based on the conducted evaluation, it can be said that the ‘My first salary’ programme, despite 
the modest financial incentives, was relatively attractive to both young people and employers. Thanks 
to this program, 576 persons were employed by June 2021 (Arandarenko, 2021).143

4.5.4 Gender Analysis of ALMPs

An ex–ante evaluation of the implementation of the previous Employment Strategy (2011–2020) found 
that despite being the largest vulnerable group in the labour market, women were not targeted by 
specific ALMPs. Notwithstanding the promotion of women’s entrepreneurship, women were mainly 
included in general labour market programs in which little attention was paid to the gender structure of 
the participants during the design. The participation of women in financial measures increased from 51% 
of participants in 2011 to 55% in 2019, which was significant given the perceived stronger effects on future 
employment compared to service–type measures. The evaluation concluded that active labour market 
policy programs have to some extent contributed to improving the absolute and relative position of 
women in the labour market and reducing the gap between men and women (UNWOMEN, 2021a).144 

142 Arandarenko, M. 2021. Analytical report on the situation in the labour market of Serbia in the context of the economic 
crisis caused by the COVID–19 pandemic. RCC. Available at hhttps://www.esap.online/observatory/docs/165/analytical-report-
on-the-situation-in-the-labour-market-of-serbia-in-the-context-of-the-economic-crisis-caused-by-the-covid-19-pandemic 
[Accessed 4 December 2021]

143 Arandarenko, M. 2021. Analytical report on the situation in the labour market of Serbia in the context of the economic 
crisis caused by the COVID–19 pandemic. RCC. Available at hhttps://www.esap.online/observatory/docs/165/analytical-report-
on-the-situation-in-the-labour-market-of-serbia-in-the-context-of-the-economic-crisis-caused-by-the-covid-19-pandemic 
[Accessed 4 December 2021] 

144 UNWOMEN, 2021a, EU Gender Country Profile Serbia. Belgrade. Available at: https://www.rodnaravnopravnost.gov.rs/
sr-Latn/dokumenti/medunarodni-dokumenti/eu-rodni-profil-srbije-eu-gender-country-profile-serbia
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Women participated mostly in active job search measures (Figure 28). In absolute numbers, more 
than 60 000 women took part in these measures in 2018 and 2019 while in 2020, due to pandemic this 
number dropped dramatically. 

The NES was not able to provide data on persons involved in ALMPs by education, age, length of 
unemployment duration. However, there are available data on the gender structure of the ALMP 
beneficiaries among the vulnerable groups. Among the beneficiaries of ALMPs in the category domestic 
violence victims, the share of women was on average 90% while their share of single parents ALMPs 
beneficiaries was over 80%, in the period 2018–2020.

4.5.5 Recommendations

In order to better meet the need of employers at the labour market it is necessary to ensure women’s 
participation in non–formal education in digital skills. In that respect, in the coming period, women 
should be given priority in specialist IT training delivered as part of further education and training 
measures. This could lead to a reduction in the gender gap in digital skills among the working population 
in Serbia. The calculation for women shows that 62.6% of respondents do not have any digital skills or 
have low skills, while 37.3% only have basic and above basic skills (Bradić–Martinović & Banović, 2018).145

Given the substantial share of women–usually low–skilled–working as domestic workers for limited 
periods (a few days per month), it is essential to further elaborate legislation governing this form of 
work, thus creating the prerequisites for access to insurance–based entitlements, in conformity with 
the law.

Further, in view of the rising interest among women in starting their own businesses, there is a need to 
intensify activities to promote women’s entrepreneurship, entrepreneurship training programmes and 
self–employment subsidies. It is also necessary to ensure the provision of ongoing mentoring support 
in the initial years of operation in the interest of long–term sustainability of the new businesses, and 
also provide other types of support, including the availability of different financing measures to promote 
further business development and growth.

In the process of implementing and monitoring measures, activities and interventions in the area of 
employment policy, the NES should provide additional gender–disaggregated data including ALMP 
beneficiaries by education, age, length of unemployment duration.

145 Bradić–Martinović A., Banović, j., Assessment of Digital Skills in Serbia with Focus on Gender Gap, Journal of Women’s 
Entrepreneurship and Education (2018, No. 1–2, 54–67). Belgrade. Institute of Economic Science.
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4.6 Women’s Entrepreneurship

4.6.1 State of the play of the women 
entrepreneurship in Serbia

Historically, women’s entrepreneurship in WB economies developed through a period of crises since 
1990 (Popovic–Pantic, 2020).146 The war and inflation impacted the economy causing many women to 
enter into entrepreneurship by need, which significantly affected the sustainability of their companies. 
For example, the failure rate of women’s businesses was 47% comparing to 38% companies owned 
by men according to data in 2012 (Babović, 2012).147 Recent studies indicate that the experiences of 
women entrepreneurs in the global financial crises could be repeated in the COVID–19 crisis since 
the sectors which have been most directly affected by lockdowns and similar measures are those in 
which women have most of their SMEs: tourism, education, child care, restaurants and other traditional 
“female professions”, such as beauty and hair salons (Popovic–Pantic et al. 2020).148 This leads to 
conclusions concerning the necessity to strengthen women–owned firms’ resilience. One of the tools 
which has been recognized even before COVID–19 crisis and especially during the pandemic, has been 
digitalization (Popovic–Pantic et al. 2020a).149

The extent of women’s entrepreneurship in Serbia has not been recorded on a regular basis and it 
has not been part of the regular statistical reporting. The most commonly used data is extracted from 
the SBA Assessment Report, which is published by the Ministry of Economy of Serbia. The Business 
Register Agency is in the process of launching regular statistical reporting on entrepreneurship based 
on gender, and it is likely that it will be an official part of the statistical reporting in 2022. The GEWE 
report150 also suggested introducing gender–disaggregated data on entrepreneurship.

Considering the state of the play of women’s entrepreneurship in Serbia during the two last decades, 
we can say that women’s entrepreneurship in Serbia has gone through a long transition from social 
to economic, developmental category and is exposed to a constant risk of returning to the level of 
social category. The basic characteristic of women’s entrepreneurship as a social category is that the 
motivation to enter entrepreneurship is necessity and not to exploit an opportunity (Popovic–Pantic, 
2020).151 

146 Popović–Pantić, S., 2020. Dve decenije ženskog preduzetništva u Srbiji. Beograd: Institut Mihajlo Pupin. 

147 Babović, M., 2012. Polazna studija o preduzetništvu žena u Srbiji. Beograd: UN Women Srbija.

148 Popović–Pantić S., Semenčenko, D., and Vasilić, N. (2020). Women Entrepreneurship in the Time of COVID–19 Pandemic. 
Journal of Women’s Entrepreneurship and Education, 3–4, 23–40.

149 Popović–Pantić, S., Semenčenko, D., and Vasilić, N., 2020a. Digital technology and the financial performance of female 
SMEs in Serbia: the mediating role of innovation. Economic annals, 65(224), 53–81.

150 RCC, 2021, Economic benefits of gender equality and women empowerment in the Western Balkans six. Available at: 
https://www.rcc.int/pubs/114/economic-benefits-of-gender-equality-and-women-empowerment-in-the-western-balkans-six; 
[Accessed on: 24–25 December 2021]

151 Popović–Pantić, S., 2020. Dve decenije ženskog preduzetništva u Srbiji. Beograd: Institut Mihajlo Pupin. 
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In the last two decades, women’s entrepreneurship has been dominated by micro and small sizes, as 
most women’s companies employ only up to 10 people. The legal form which women prefer is that of 
a shop. 83.7% women entrepreneurs have chosen this legal form, while in regard to ownership, 83.5% 
were a sole proprietor, while only 19% have chosen the form of a company. Women’s affinity is for the 
simpler legal form is most likely due to the fact that shops pay a flat rate of tax, which is a lower tax 
burden than for a company, as well as lower contributions in other social and tax charges. One of the 
first barriers that women face when starting up their business is a lack of financial resources.

Notwithstanding the fact that there is no regular statistical reporting on entrepreneurship disaggregated 
by gender, published studies provide an insight into the state of the play in entrepreneurship indicating 
that there has been increase of the share of women–owned and run companies in the total number of 
MSMEs.

The share of women’s companies, defined as a company with at least 1% of female ownership or managerial 
position, was 25.8% of the total number of MSMEs (Babovic, 2012).152 In December, 2021, Serbian 
Ministry of Economy launched the second comprehensive research on women’s entrepreneurship, in 
order to assess the state of play in this field. However, the criteria applied in the calculation of the share 
of women entrepreneurs in the total number of MSME has changed, as the definition of UNWOMEN 
was adopted in 2021 which states that, ’to qualify as a women–owned business, a business must be 
owned in whole, or at least more than half, by one or more women’ (UNWOMEN, 2017).153 This has 
led to the share of women’s enterprises in the total number of MSME being calculated as 33% in 2021. 
This suggests a large increase in women entrepreneurs in recent years (Table 11).

This increase could be attributed mostly to subsidies/aid which have been available to women–owned 
companies since 2007 on a regular basis within institutional support programs for entrepreneurship. 
A broad range of supporting measures and financial and non–financial supporting programs have been 
implemented since then.

Table 11. Active enterprises by gender of owner/administrator during 2016–2020.

2016 2017 2018 2019 2020
Total 228 556 242 094 257 629 271 210* 278 984

Men 
N 149 509 158 150 168 519 177 665 182 396
% 65.41 65.32 65.41 65.50 65.38

Women 
N 75 165 79 917 84 847 89 087 92 046
% 32.89 33.01 32.93 32.85 33.00

Source: Ministry of Economy, 2021. 
*The total number of entrepreneurs is bigger than the sum of women and men entrepreneurs because it is not 

possible to disaggregate foreign owners, refugees and asylum seekers on the gender basis.

152  Babović, M. 2012. Polazna studija o preduzetništvu žena u Srbiji. Beograd: UN Women Srbija

153  UN Women ,2017, Manual The Power of Procurement: How to Source from Women–owned businesses Corporate 
Guide to Gender–Responsive Procurement. Belgrade: UNWOMEN Serbia. Available at: 
https://www.unwomen.org/en/about-us/procurement/gender-responsive-procurement
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The structure of active enterprises by gender and area of   activity shows that women entrepreneurs 
predominate in the services sector and trade (Table 12) and are particularly concentrated in 
Administrative and supporting services (Table 13). Women–owned companies in Serbia operate mainly 
in a local market as opposed to regional or Serbia–wide markets (Babovic, 2012).154

Table 12. Active enterprises by gender of owner/administrator and economic activity

Year 2021
Gender Men Women

Producers of goods 58 414 18 239
Agriculture, forestry and fishing 2 440 592
Industry 29 812 13 576
Construction 26 16 4 071
Producers of services 99 011 49 986
Trade 32 260 21 831
Transport and storage 26 913 2 189
Accommodation and food service activities 15 496 8 549
Information and communication 15 31 4 300
Other Services 9 024 13 117

Source: Ministry of Economy, upon request, December 2021. 
(retrieved from Business Register Agency, November 2021).

Table 13. Active enterprises by gender of owner/administrator in the service sectors

Year 2021
Gender Men Women

Education 917 2.261
Healthcare and social protection 2 600 3 277
Administrative and supporting services 5 729 5 122

Source: Ministry of Economy, upon request, December 2021. 
(retrieved from Business Register Agency, November 2021).

154 Babović, M. 2012. Polazna studija o preduzetništvu žena u Srbiji. Beograd: UN Women Srbija.
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4.6.2 Profile of women entrepreneurs in Serbia

Women’s entrepreneurship is on considerably smaller scale than that of men, it is characterized by a 
focus on services in particular, choice of often simpler legal forms and ownership, as well as a higher 
rate of company closures.

Women are especially exposed to the risk of failure in the early business phase (within the first 42 months 
of operation according to GEM155 methodology), which suggests that women’s entrepreneurship is 
more “fragile” and more difficult to maintain than that of men, and that it also requires more consistent 
support in the early phases of running a business (GEM, 2021).156

The Baseline Study (Babovic, 2012)157 research data suggests that, when engaging in entrepreneurship, 
women’s most important potentials are: a strong desire for autonomy in their work, as well as 
determination not to give up easily (refusing to quit after the first try). Their main weaknesses are the 
nature of their motivation (they often engage in entrepreneurship under the pressure of economic 
necessity and without sufficiently developed business ideas) and, inadequate and insufficient start–up 
resources, especially a lack of business capital. Previous work experience is significant when starting an 
independent business. Women frequently transferred their work experience into their own business, 
with almost a third of them bringing along their managerial experience from their previous job. Social 
capital, defined in this research as valuable business contacts which women entrepreneurs had already 
established in their previous employment turned out to be one of the key resources for starting their 
own business (Babovic, 2012).158 Women entrepreneurs are usually married, with two children on 
average and most of them are not engaged in family business preferring autonomy in their work. When 
analysing the most important success factors, the research (Babovic, 2012)159 indicated that success 
depends strongly on the operating sector (providing personal services considerably reduce chances of 
business success), innovation of products/services, participation of the women entrepreneur in training, 
as well as strong business contacts, primarily with those that are the company’s clients.

The chances of running a successful business are higher when the entrepreneur is a young woman with a 
record of employment, avoids the traditional personal services sector, is starting a business in a familiar 
line of work, which she already has knowledge of and business contacts in, participates in training 
programs, comes up with innovative products or services and has good, regular contacts with clients 
(Babovic, 2012).160

155 Global entrepreneurship Monitor (GEM), 2021. Availble at: 
https://www.gemconsortium.org/reports/womens-entrepreneurship [Accessed on: 30 December 2021]

156 Global entrepreneurship Monitor (GEM), 2021. Availble at: 
https://www.gemconsortium.org/reports/womens-entrepreneurship [Accessed on: 30 December 2021]

157 Babović, M., 2012. Polazna studija o preduzetništvu žena u Srbiji. Beograd: UN Women Srbija.

158 Babović, M., 2012. Polazna studija o preduzetništvu žena u Srbiji. Beograd: UN Women Srbija

159 Babović, M., 2012. Polazna studija o preduzetništvu žena u Srbiji. Beograd: UN Women Srbija

160 Babović, M., 2012. Polazna studija o preduzetništvu žena u Srbiji. Beograd: UN Women Srbija
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4.6.3 Structures that promote women’s 
entrepreneurship 

The Strategy for Supporting the Development of Small and Medium Enterprises, Entrepreneurship and 
Competitiveness 2015–2020 and its Action plan included women’s entrepreneurship as a sixth pillar 
(OECD, 2019).161 Women’s entrepreneurship involves cross–sectoral policy support, as it also features 
in the Employment Action Plan 2021–2023, which aims for the equal participation of unemployed 
women in the labour market through support for women’s entrepreneurship. Moreover, the National 
Employment Service ensures a specific focus on supporting women’s economic engagement within 
employment policy.

The women’s entrepreneurship policy area actively engages public and private partners and creates 
government policies and support measures. Initiatives are carried out through working partnerships 
that are strong and informal, but active. The Co–ordination Body for Gender Equality could potentially 
be an umbrella for a structured partnership for women’s entrepreneurship. However, it was not actively 
engaged in overseeing or coordinating activities on women’s entrepreneurship during the period of this 
assessment. Numerous government and non–government organisation (NGO) partners co–operate 
to support women’s entrepreneurship under a variety of programs and strategies. These include 
the Ministry of Economy, the Development Agency of Serbia, the National Employment Agency, the 
Association of Business women in Serbia (ABW), the Serbian Chamber of Commerce, the Development 
Fund and the Export Credit and Insurance Agency of Serbia. International and private partners include 
the European Commission, EBRD, GIZ (Gesellschaft für Internationale Zusammenarbeit), United States 
Agency for International Development (USAID), Ernst & Young and other (OECD, 2019).162

Women are a priority target group within some SME training and support programmes implemented by 
DAS (Development Agency of Serbia). The number of women who have received government program 
support has been increasing especially in the Start–up Support Program, in which the percentage of 
women in the total number of approved grants increased from 39% in 2016 to 42.8% in 2020 according 
to the Ministry of Economy.

The Ministry of Economy and the Development Agency of Serbia both support women’s 
entrepreneurship promotion events through the communication measures of the “Strategy for 
Supporting the Development of Small and Medium Enterprises, Entrepreneurship and Competitiveness 
2015–2020”. This includes joint activities with the ABW. For example, the “Success Flower” award 
launched by ABW is dedicated to sharing good practices and increases the visibility of women’s 
entrepreneurship, networking, mentorship, support to female start–ups, support to sustainable 
women’s businesses and promoting role models to potential entrepreneurs.

Serbia demonstrates good practice in the region through offering government funds to activities 
implemented by non–government providers that prioritise women’s entrepreneurship.

161 OECD, 2019, SME Policy Index: Western Balkans and Turkey 2019: Assessing the Implementation of the Small Business Act 
for Europe. Available at: 
https://www.oecd.org/publications/sme-policy-index-western-balkans-and-turkey-2019-g2g9fa9a-en.htm

162 OECD, 2019, SME Policy Index: Western Balkans and Turkey 2019: Assessing the Implementation of the Small Business Act 
for Europe. Available at: 
https://www.oecd.org/publications/sme-policy-index-western-balkans-and-turkey-2019-g2g9fa9a-en.htm



85
Examples include (OECD, 2019).163

 � A project implemented by the ABW on increasing the innovation and business capacities of SMEs 
through supplier chains.

 � The Regional Conference on Women, Family and Entrepreneurship of Young People during the 
Year of Entrepreneurship in Serbia (2016) organised by the Human Rights Centre.

 � NGO partners such as ABW also advise the government on policy priorities for women’s 
entrepreneurship support.

4.6.4 Existing policies and better inclusion of 
women in non–traditional sectors

An evaluation of the current policies targeting women’s position in entrepreneurship before and after 
the COVID 19 pandemic needs to be undertaken. The rationale for this is the importance of the starting 
position which women entrepreneurs had before the pandemic, which impacted massively on their 
resilience once the pandemic hit.

As mentioned above, the Development Agency of Serbia is the key player in implementing institutional 
support programs to SMEs, including those created to support women entrepreneurs in particular. One 
of the key findings of the gender analysis of the SME support programs conducted in 2019 which focused 
on the six programs implemented during the period of 2016–2017 is that the programs implemented 
by the Development Agency of Serbia did not contribute to an improvement in the gender balance in 
the economy of Serbia (UNWOMEN&NALED, 2019).164 Namely, the gender analysis of DAS programs 
indicated that women–owned businesses were behind the men–owned businesses when it came to the 
number of beneficiaries of the analysed programs. At the level of individual programs’ beneficiaries, the 
share of women owned firms ranged from 13.6% to 45.4% in 2016–2017. Additionally, women–owned 
businesses on average received smaller grants than man–owned businesses did. While the most recent 
data indicate that the share of women–owned businesses in Serbia is 33%, the share of women owned 
firms among beneficiaries of the analysed programs was just 22.7% (UNWOMEN&NALED, 2019, 
p.9).165 When it comes to the amount of funds awarded, women–owned businesses received 183.7 
million RSD or 17.9% of all funds, meaning that for every dinar that was awarded to women–owned 
businesses, men–owned businesses received 4.6 dinars. The gender gap in total was 657.8 million RSD. 

163 OECD, 2019, SME Policy Index: Western Balkans and Turkey 2019: Assessing the Implementation of the Small Business Act 
for Europe. Available at: 
https://www.oecd.org/publications/sme-policy-index-western-balkans-and-turkey-2019-g2g9fa9a-en.htm

164 UNWOMEN&NALED, 2019, Gender analysis of economic programmes and financial measures in Serbia: Reviewing 
Development Agency of Serbia data on programs and measures and analyzing the effects and gender impact Report. Belgrade. 
Available at: https://eca.unwomen.org/en/digital-library/publications/2019/09/reviewing-development-agency-of-serbia-data-on-
programs-and-measures-the-effects-and-gender-impact [Accessed on: 10 December 2021]

165 UNWOMEN&NALED, 2019, Gender analysis of economic programmes and financial measures in Serbia: Reviewing 
Development Agency of Serbia data on programs and measures and analyzing the effects and gender impact Report. Belgrade. 
Available at: https://eca.unwomen.org/en/digital-library/publications/2019/09/reviewing-development-agency-of-serbia-data-on-
programs-and-measures-the-effects-and-gender-impact [Accessed on: 10 December 2021]
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At the level of individual programs, the share of funds awarded to women–owned firms ranged from 
12.7% to 43.3% (UNWOMEN&NALED, 2019, p.35).166

This imbalance in favour of men’s businesses does not seem to be a result of a deliberate policy: there 
was at least one program that specifically targeted women and the youth; also, some of the elements 
that have traditionally reduced women’s participation (such as real–estate collateral requirements) 
were not applied in the calls for applications. 

The key driver of this “indirect discrimination” was the focus on manufacturing and processing activities, 
sectors where women’s participation is traditionally below the level in the other sectors of the economy. 
A second contributor was that business subsidy programs often excluded sole proprietors, especially 
those in the presumptive taxation regime. This form of taxpayers is a segment of the business community 
in which women are more frequently found. The choice of criteria for evaluation of applications can 
also have adverse effects on the chances of women–owned businesses receiving funding. An example 
includes using the productivity of a firm as a criterion, since increased productivity implies a high level of 
capital–intensity of businesses, which is also a segment of economy with below average participation of 
women. Vital data on implementation of business subsidy programs is often not available broken down 
by gender. Programs frequently also lack an ex–ante definition of outcome and impact indicators in the 
program design phase (UNWOMEN&NALED, 2019, p. 10).167

Apart from these programs, there were also other programs which targeted only women entrepreneurs, 
like the Women in Business (WiB) program launched by EBRD, that brought together financing and 
advisory services to help women manage and grow their own small and medium enterprises (SMEs). 
This program aimed to address some weaknesses in the institutional support programs, such as targeting 
female businesses in the service sector, which had been often omitted from the awarding criteria in the 
implemented programs. The EBRD’s WiB program helps address these issues by providing dedicated 
credit lines for women entrepreneurs and by offering tailored advice and training to increase their 
know–how and networking opportunities. This program has been implemented since 2011 in Serbia. 
This program actively involved local business women organizations. For example, the Association 
of Business Women in Serbia has been supported by the EBRD in developing a long–term strategy 
and optimizing its marketing activities. As a result, the Association achieved a constant inflow of new 
members and a growing project pipeline with various donors. In turn, ABW Serbia supported WiB 
through promotion and recruitment of the relevant beneficiaries (EBRD, 2021).168

In a broader context, the findings on the legal framework for women entrepreneurship are relatively 
positive, and so are the trends in this regard. There are no legal grounds for denying women’s rights to 
register a business, access to certain business sectors, own property or trade within or beyond Serbia. 
Moreover, the government has recently taken steps to improve the position of women by mandating 
the issuance of deeds on immovable properties purchased while married in the names of both spouses 

166 UNWOMEN&NALED, 2019, Gender analysis of economic programmes and financial measures in Serbia: Reviewing 
Development Agency of Serbia data on programs and measures and analyzing the effects and gender impact Report. Belgrade. 
Available at: https://eca.unwomen.org/en/digital-library/publications/2019/09/reviewing-development-agency-of-serbia-data-on-
programs-and-measures-the-effects-and-gender-impact [Accessed on: 10 December 2021] p.35

167 UNWOMEN&NALED, 2019, Gender analysis of economic programmes and financial measures in Serbia: Reviewing 
Development Agency of Serbia data on programs and measures and analyzing the effects and gender impact Report. Belgrade. 
Available at: https://eca.unwomen.org/en/digital-library/publications/2019/09/reviewing-development-agency-of-serbia-data-on-
programs-and-measures-the-effects-and-gender-impact [Accessed on: ts 10 December 2021] p.10

168 EBRD,2021. Available at: https://www.ebrdwomeninbusiness.com/about.xhtml [Accessed on: 10 December 2021
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(except if one of the spouses notarizes a statement explicitly waiving that right). This has been done 
to strengthen the status of women when it comes to owning property–traditionally and universally an 
impediment for a greater participation of women in business (UNWOMEN&NALED, 2019, p. 10).169

However, this is not to say that the dominance of men in the business sector is exclusively driven by 
historical, cultural and other reasons that have nothing to do with government policies. In the realm of 
public policy, there are several elements that deserve full attention as they can influence the prospects 
of women in business. These include the sectoral approach in SME support programs, access to finance 
and share of informal/grey economy. 

4.6.5 COVID 19 pandemic and women’s 
entrepreneurship in Serbia

As stated in the earlier chapter devoted to the COVID–19 recovery, the Serbian Government launched 
initial recovery measures quickly after declaring the state of emergency. Women–owned companies 
showed less capacity to respond quickly to the pandemic by switching to the ‘new normal’, which 
often required fast digitalization and use of online tools. Digital transformation can be considered as an 
enabling factor to the SME’s innovation capacity, but it is also often perceived as a great equaliser/great 
leveller enabling access to business opportunities to both genders and potentially reducing the gender 
gap in entrepreneurship. (Popović–Pantić et al. 2020a).170

It seems that digitalization represented a new obstacle rather than an opportunity for the majority of 
women entrepreneurs at the time of COVID–19. In the first half of 2020 when the lock–downs had a 
great impact on business activities, about 43% of women entrepreneurs reduced their time spent doing 
business. More than half (60%) of women entrepreneurs had increased the number of hours spent 
performing house–related activities, while 49% of them devoted more time to children and family–
related activities (Popović–Pantić et al. 2020b). These data indicate that women have once again taken 
on a greater burden than men and that it is more difficult for women to start afresh after a business 
failure prompted by a crisis. This is why it is important for gender–responsive support measures to 
focus on removing any additional barriers encountered by women entrepreneurs and/or business 
owners (UNWOMEN, 2021).171

169 UNWOMEN&NALED, 2019, Gender analysis of economic programmes and financial measures in Serbia: Reviewing 
Development Agency of Serbia data on programs and measures and analyzing the effects and gender impact Report. Belgrade. 
Available at: https://eca.unwomen.org/en/digital-library/publications/2019/09/reviewing-development-agency-of-serbia-data-on-
programs-and-measures-the-effects-and-gender-impact [Accessed on: 10 December 2021] p.10

170 Popović–Pantić, S., Semenčenko, D., and Vasilić, N., (2020a). Digital technology and the financial performance of female 
SMEs in Serbia: the mediating role of innovation. Economic annals, 65(224), pp. 53–81.

171 UNWOMEN, 2021, Budget for gender equality in a time of pandemic: Hindering progress or closing the gap. Country 
report Serbia. Belgrade. Available at: 
https://serbia.un.org/sites/default/files/2021-06/Budget%20for%20GE%20in%20pandemic_ENG.pdf
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4.6.6 Challenges and Recommendations

Even before the pandemic, women–owned businesses faced many barriers. They often had:

1. limited access to finance including limited access to credit; along with their disproportionate 
representation in lower–margin sectors, which makes these business vulnerable to the economic 
impacts of COVID–19 (OECD, 2020).172 

2. limited access to public procurement and supply chains; because of their prevailing micro and 
small size, these companies often lacked the resources or networks to acquire or manage large–
sized contracts, meet the financial requirements, or handle the administrative burden of the 
procurement process.

Access to finance is one on main obstacles to more private sector investment in Serbia. This situation 
has been brought about by multiple causes, some of them historical, others resulting from public 
policies. While impeding prospects of businesses and deterring potential entrepreneurs across the 
board, women are particularly hurt by the limited access to finance. Firstly, micro–businesses, which 
are the sector with the largest share of women entrepreneurs, are the ones that struggle most to 
secure external funding. Micro–businesses can be virtually invisible for the commercial banking sector, 
especially if organized in the form of sole proprietors. Also, loans are often conditioned by providing 
real–estate collateral, which is something that women still have less ability to provide. Even when the 
use of machinery and similar business assets as collateral is allowed, women tend to operate in the 
capital–non–intensive sectors, meaning that they have less chance to use their fixed assets as collateral 
(UNWOMEN&NALED, 2019, p.27).173 In addition, there is a lack of the non–banking financial institutions 
(NBFIs) as alternative providers of loans in Serbia. These organizations can provide micro loans that 
generally do not require real estate collaterals which make them more accessible to women businesses. 

The results of research by Popovic Pantic et al. (2020b)174 show that there are no significant differences 
in the perception of the importance of barriers to inclusion in supply chains between companies of 
different sizes and between men and women entrepreneurs. Both genders perceive the main difficulties 
as: limited capacity to deliver additional goods or services, responding to unstable demand, restricted 
access to innovation, which affects the quality of work and deliverables, late payments that often cause 
bankruptcy of SMEs who have managed to get involved in supply chains. There are some positive gender 
aspects of the public procurement policy in Serbia launched by the new „Law on Public Procurement“. 
From the perspective of gender equality, it was important that a Public Procurement Portal was to be 
introduced, enabling for the first time the identification of bidder by gender at an early stage, in the 
step focused on the registration of the bidder. Registration of bidders by gender enables further gender 
analysis and monitoring of finally concluded agreements.

172 OECD, 2019, SME Policy Index: Western Balkans and Turkey 2019: Assessing the Implementation of the Small Business 
Act for Europe. Available at: https://www.oecd.org/countries/montenegro/sme-policy-index-western-balkans-and-turkey-2019-
g2g9fa9a-en.htm [Accessed at: 11 December 2021]

173 UNWOMEN&NALED, 2019, Gender analysis of economic programmes and financial measures in Serbia: Reviewing 
Development Agency of Serbia data on programs and measures and analyzing the effects and gender impact Report. Belgrade. 
Available at: https://eca.unwomen.org/en/digital-library/publications/2019/09/reviewing-development-agency-of-serbia-data-on-
programs-and-measures-the-effects-and-gender-impact [Accessed on: 10 December 2021] p.27

174 Popović–Pantić S., Vasilić N., Semenčenko D., 2020b. Barriers that SMEs in the Western Balkan are facing in accessing the 
supply chains: a binary logistic regression approach, Ekonomika preduzeća, broj 5–6. 416–427
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As to the supply chains, there is not specific policy measures except the ‘Success Flower’, awarding 
promotional event, run by the Association of Business Women in Serbia, which awards gender–sensitive 
companies, that include the largest number of women entrepreneurs in their supply chains.

Apart from above listed obstacles, it seems that there is a new challenge that women are facing. New 
technology created a new category of entrepreneurs –digital entrepreneurs in which women are once 
again in a minority. Surveys indicate that two out of every three Serbian gig workers are male, showing 
that online work remains a predominantly male pursuit (Gigmetar, 2020).175 In May, 2020 the proportion 
of women gig workers stood at 31.4 percent, which was slightly lower than in either February 2020 (31.8 
percent) or December 2019 (32.4 percent). In spite of this modest, but continuous decline in the share 
of women in Serbia’s freelance workforce, it remained higher than the global average (of 24 percent) 
(Gigmetar, 2020).176

A 2019 survey found the same level of motivation and initiative for working on online platforms, desire 
for personal growth and skills development, and entrepreneurial spirit, such as risk–taking and pro–
activeness, among women and men digital entrepreneurs.177 On the other hand, the study also found 
differences in earnings: men dominated the high–income sectors, such as the creative industry and 
software development and technology. By contrast, women were over–represented in clerical and data 
entry services and writing and translation, all of these being less well–paid online jobs. However, the 
visible gender pay gap did not correlate with entrepreneurial characteristics. Female digital entrepreneurs 
were typically not entrepreneurs out of necessity as in the offline world (Babovic, 2012)178 but, rather, 
out of opportunity. Moreover, the findings suggested that remote work via online platforms had the 
potential to offer women financial freedom and an improved work/life balance when compared to 
a traditional career, leading to the conclusion that the future of gig work might be female. In other 
words, it seemed as if the internet was not reproducing offline inequality. However, in the software 
development and technology sector, the COVID–19 pandemic has seen a decline in the share of women 
gig workers, whilst women cemented their dominance in the writing and translation sector and became 
a tiny majority of those providing professional services (Gigmetar, 2020).179 This suggests that even 
though platforms are gender–neutral by design and match employers with workers solely based on 
price, they are still unable to eliminate the pay gap stemming from selection of occupations. This again 
may lead us to the conclusion that whilst the internet is not intrinsically a generator of the gender divide, 
it nevertheless cannot avoid reproducing offline gender inequality (Gigmetar, 2020).180

Having in mind above listed challenges that women entrepreneurs are still facing in Serbia, it is 
recommended to: 

 � Accept UNWOMEN definition of women–owned company in order to have comparable 
data and create a reliable evidence–based policy to support further development of women’s 
entrepreneurship in Serbia; 

175 Public Policy Research Center, 2020, Gigmetar. Belgrade. Available at: gigmetar.publicpolicy.rs/en/serbia2/

176 Public Policy Research Center, 2020, Gigmetar. Belgrade. Available at: gigmetar.publicpolicy.rs/en/serbia2/ 

177 Public Policy Research Center, 2020, Gigmetar. Belgrade. Available at: gigmetar.publicpolicy.rs/en/serbia2/ 

178 Babović, M. , 2012. Polazana studija o preduzetništvu žena u Srbiji. Beograd: UN Women Srbija.

179 Public Policy Research Center, 2020, Gigmetar. Belgrade. Available at: gigmetar.publicpolicy.rs/en/serbia2/

180 Public Policy Research Center, 2020, Gigmetar. Belgrade. Available at: gigmetar.publicpolicy.rs/en/serbia2/
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 � Since there is an ongoing process of implementing the gender–based statistics within the Business 
Register Agency, the perspectives on improving policy measures that will be evidence–based, 
seem to be realistic in the forthcoming period;

 � To improve access to finance by enabling diversification of financial sources, including micro–
financing which has been lagging;

 � Institutional programs to support women’s entrepreneurship and women’s companies should be 
carried out on regular basis and measures should not be limited to the gender–based analysis of 
the current SME support programs;

 � Women entrepreneurs in the service sector were mostly excluded from the institutional support 
programmes for women entrepreneurship, this sector should be taken into account when 
designing future measures and supporting schemes; 

 � Access to markets and especially to public procurement should be improved for women 
entrepreneurs, through providing training on procedures in the form of workshops, info–days, 
organization of ‘meet the buyers’ sessions and other affirmative measures within the public 
procurement procedures.
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4.7 Good practices and Case studies

Entrepreneurship Development Encouragement Program through Financial Support for Women 
Entrepreneurs and Youth in 2021

Short description:

This program was launched in February 2021 by the Ministry of Economy of Serbia and Development 
Fund of Serbia. The total budget is RSD 100 000 000,00, which is around EURO 850 000. Potential 
beneficiaries could apply for a minimum amount of RSD 400 000 up to a maximum of RSD 6 000 000. 
The program was suspended in August 2021 due to the large number of applications. The number of 
the approved applications was 90, 68 of whom were women (Table 14).

Table 14. Entrepreneurship Development Encouragement Program through Financial Support for 
Women Entrepreneurs and Youth in 2021

Ye
ar

A
llo

ca
te

d 
bu

dg
et

 
fu

nd
s

N
um

. o
f a

pp
ro

ve
d 

re
qu

es
ts

To
ta

l i
nv

es
tm

en
t v

al
ue

To
ta

l v
al

ue
 o

f 
ap

pr
ov

ed
 g

ra
nt

s

N
um

be
r 

of
 a

pp
ro

ve
d 

re
qu

es
ts

–w
om

en

To
ta

l i
nv

es
tm

en
t 

va
lu

e–
w

om
en

To
ta

l v
al

ue
 o

f 
ap

pr
ov

ed
 

gr
an

ts
–w

om
en

2021 100 000 000.00 90
251 716 
616,89

89 986 593,99 68
195 759 
947,00

69 778 
880,72

Entrepreneurs, micro and small companies, who have been registered with the Business Registers 
Agency for at least five years, have the right to apply for the Public Call for Grants and the right to submit 
a loan application to the Fund. The woman applicant must be:

 � founder and legal representative in a multi–owner business, the majority share must be owned 
by one or more women (minimum 51%) and one of the legal representatives must be a woman.

Profile: 

Type of measure: The financing modality of this Program aims to support women’s entrepreneurship 
(and youth) as a form of self–employment. The financial framework is a combination of a grant of up 
to 35% of the investment value, or up to 45% of the investment value for economic entities from the 
least developed Serbian region and a favourable loan from the Development Fund (up to 65% of the 
investment value for economic entities belonging to the fourth development group), with an interest 
rate on loans of 1% per annum, if the bank guarantee is a means of securing the loan, or 2% annually, 
if other collateral is offered. Also, applicants have the opportunity to finance part of the value of the 
project with their own funds.
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Purpose of the program: Funds allocated to the Program are intended for:

 � purchase of equipment and delivery vehicles used for the transport of own products and other 
means of transport involved in the production process (new or used, not older than five years);

 � current maintenance of business or production space up to the amount of RSD 350,000.00 of 
the total investment funds, regardless of whether the facility in which the current maintenance 
activities are carried out is leased or owned by the applicant;

 � operating costs, which can be up to 20% in the structure of the total investment

Context: The 6th Pillar of the SME Development Strategy implemented in 2015–2020, was devoted to 
the development of women’s entrepreneurship. Although there was support in the form of mentoring 
for women entrepreneurs, there were no financial schemes specifically targeting women’s businesses. 
The Program had a low level of the participation of women entrepreneurs, not exceeding 20% of the 
total beneficiaries on average. Therefore, a new Program was launched in 2021. Apart from this, the 
Ministry of Economy initiated research on women’s entrepreneurship in Serbia, with the aim to create 
evidence–based policy measures to support women’s entrepreneurship. 

Procedure: to launch this Program it was necessary to ensure cooperation with the Development 
Fund of Serbia as the financial institution with the mandate to implements credit schemes as a form 
of the financial support to SMEs. It was necessary to get approval from the Government of Serbia for 
the allocated financial resources. After getting approval, it was necessary to develop eligibility criteria 
for women entrepreneurs (and youth) which avoided over–laps with other available programs which 
support women’s entrepreneurship.

Lessons learned: As a result of the gender analysis of the entrepreneurship support program run 
by the Ministry of Economy, it was found that women’s participation is highest in support programs 
for start–ups. However, it was noted that women frequently need a longer period to stabilize the firm 
than is considered necessary for typical start–up companies (up to 2 years). This is why this Program 
was introduced and companies up to 5 years of age can also apply, which increased the number of 
applications.

Links to resources. Ministry of Economy https://privreda.gov.rs/javni_pozivi/,

   Development Fund of Serbia https://fondzarazvoj.gov.rs.
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5 Conclusions 

5.1 Legal and regulatory framework

Although the legal and regulatory framework has been strengthened since the Employment Strategy for 
the period 2021–2026 accompanied with the Action plan for 2021–2023, were launched, some further 
improvements need to be made. The main problem is that the legal and regulatory framework is lagging 
behind developments in the labour market. Therefore, new employment policy solutions should be 
developed with a view to ensuring the full functioning of entitlements and support for people in a less 
advantageous position in the labour market. 

One of the recommendations is to undertake regulatory impact assessments, assessments of 
implementation and requirements for harmonisation with EU directives and other legislation which 
would serve as the basis for amending or adopting legislation to comprehensively regulate areas 
relevant to, employment, rehabilitation of persons with disabilities, social entrepreneurship and the 
self–employment of women and youth. There has been a lack of a specific strategy for women’s 
entrepreneurship in Serbia which could create a better platform to launch more tailor–made programs, 
that would enhance self–employment of women and consequently improve their position at the labour 
market. 

It is also recommended to further develop the National Standard Classification of Occupations, through 
the adoption of the Occupation Standards Development Methodology, setting standards for as many 
occupations as possible and establishing a registry of occupation standards that will allow for better 
monitoring of labour market changes and obtaining information on occupations in high demand.181 This 
is essential for improving the coordination of the formal and non–formal education systems with labour 
market needs.

It is recommended to review the legislation and also the enforcement of the legislation that seek to 
address precarious employment, characterised by limited–term contracts such as service contracts, 
casual work contracts, work through student or youth cooperatives and temporary agency work. These 
practices are present in both the public and private sector and require additional efforts to ensure that 
these different types of employment contracts conform with the legal framework and are used only in 
specific situations and have a limited duration.

181 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed on: 12 December 2021
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5.2 Governance, functions and human 
resources

The following recommendation are directly from the “Employment Strategy 2021–2026 of the 
Republic of Serbia”, there are cited below in terms of consistency of the structure of the Study. These 
recommendations are not novel, author’s contribution, instead these are directly cited from the 
“Employment Strategy 2021–2026 of Republic of Serbia”. 

Relevant excerpts from the “Employment Strategy 2021–2026 of Republic of Serbia” are cited below: 

 � Strengthen the capacities of labour market actors, authorities responsible for central and local–
level employment policy making (Ministry of Labour, Employment, Veteran and Social Affairs and 
local self–governments), employment service providers etc., as well as to ensure a stable financial 
framework for employment policy.

 � Enhance the capacities of employment service providers, transforming the National Employment 
Service into a modern public service capable of responding to changing labour market demands 
and employers’ and unemployed people’s needs.

 � Further develop and strengthen dialogue among employment policy stakeholders, i.e. broaden 
it to include all sectors and policies relevant to and having an impact on the labour market. In 
addition, a crucial role in improving the quality and efficiency of public policies should be given to 
improving the dialogue with institutional and non–institutional stakeholders. This dialogue needs 
to be seen as a tool conducive to transparency and active involvement of groups. In particular, the 
dialogue between employment policy makers and economic policy makers should be improved.

 � Limited resources at the local self–government (LSG) level preclude the development of high–
quality analyses of local labour markets, which, in turn, affects the quality of local employment 
action plans, which frequently do not correspond sufficient to local labour market needs. 

5.3 Policies, programs and budgets

Further education and training measures delivered by the National Employment Service should be 
continued with a view to improving the competencies, knowledge and skills of the unemployed, with 
priority given to the measures and activities implemented in cooperation with NFESPs. In order to 
better meet the need of employers in the labour market, it is recommended to ensure women’s 
increased participation in non–formal education in ICT. In that respect, women should be given priority 
in specialist IT training delivered as part of further education and training measures.

In view of the rising interest among women in starting their own businesses, in addition to intensifying 
activities to promote women’s entrepreneurship, entrepreneurship training programs and self–
employment subsidies, it is also recommended to ensure provision of ongoing mentoring support in 
the early years of operation of women’s businesses in the interest of the long–term sustainability of 
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new businesses. Other types of support, including availability of different financing measures should be 
designed and implemented to promote further business development and growth.182 

The current portfolio of ALMPs does not fully address and correspond to the needs of the unemployed, 
labour market and women in particular. Therefore, it is recommended that new ALMPs be designed 
in order to improve women’s position in the labour market and a budget for this purpose be allocated.

In the process of implementing and monitoring measures, activities and interventions in the area of 
employment policy, it is recommended that the NES provide additional gender–disaggregated data. 
This can include number of ALMP beneficiaries by education, age and length of unemployment duration, 
and especially more detailed evidence on the outcomes from participation in individual ALMPs. The 
latter will enable a more comprehensive evaluation of policies and assessment of relative effectiveness 
of different programs.

A joint effort of the two systems: social protection and employment is recommended to activate women 
from the most vulnerable groups, such as domestic violence victims, with coordinated activities and a 
joint approach in addressing the situation of each individual.

It is important to consider the possibility of diversifying financial instruments to support women’s self–
employment. In this regard, it is necessary to expand consultations with the Ministry of Finance and 
Ministry of Economy, as well as with international donors.

To activate a higher proportion of the population in the labour market, it is recommended to consider 
tax policy reforms in order to make work pay. In Serbia, there is limited difference in the level of taxes 
and contributions on labour between high–and low–wage sectors.

Within the tax policy reforms it is recommended to consider certain tax incentives for start–ups and 
assist their long–term sustainability.

It is recommended to further assist employers who employ women from vulnerable categories through 
tax policy measures. One of the measures available to entrepreneurs is a tax credit for equipment to 
be serviced by new employees from vulnerable categories.

 It is recommended to establish a labour market information system that would unify data from the 
different sources needed to design evidence–based policies.183

182 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed on: 5 December 2021

183 Ministry of Labour, Employment, Veteran and Social Affairs (MoLEVSA), 2021, Employment Strategy of the Republic of 
Serbia, 2021–2026. Belgrade. Available at: https://www.minrzs.gov.rs [Accessed on: 5 December 2021



Women Employment Study 
for Serbia96

5.4 Entry points for civil society

Civil society organizations (CSOs) play an important role among employment service providers 
especially in providing mentoring and training to vulnerable groups in the labour market, the role and 
importance of CSOs was recognized in the Employment Strategy 2021–2026. 

It is recommended that the capacities of the associations of employers, associations of businesswomen 
and entrepreneurs be strengthened as they are also actors in the process of matching labour market 
supply and demand. In addition, these organizations are stakeholders in public–private–CSO dialogue 
often initiated by them. The CSOs focused on economic empowerment of women are often in a position 
to better identify the needs of unemployed women from vulnerable categories and work together with 
the NES in meeting their needs. It is recommended that these partnerships are enhanced and supported 
further since they can help mitigate the gender gaps in the labour market.

5.5 Concluding remarks

Serbia has made a significant step forward in setting up and improving the framework for implementation 
of gender equality commitments and standards. Newly adopted Law on Gender Equality184 regulates 
important issues, such as recognizing for the first time the importance of unpaid work, measures for 
exercising women’s labor rights, improving their position on the labor market, and achieving gender 
balance on the market, measures for reconciling work and parenting, measures for introducing gender 
into environment, energy, transport, digitalization and other policies to assure sustainable growth, 
introduction of the gender focal points in public authorities etc. The Law establishes and further 
strengthens the institutional framework for gender equality and goes step further and specifies the 
obligations of other public authorities, employers and other social partners regarding planning and 
implementation of measures for the promotion of gender equality. Gender mainstreaming and 
integration of the gender perspective into different sectors is also strongly promoted through this Law. 
This way, the Law recognizes gender as a cross–cutting theme that should be taken into account and 
addressed in developing and implementing public policies and measures including employment policy, 
as well. 

The “Employment Strategy of the Republic of Serbia 2021–2026” is a comprehensive and 
well–designed document that takes into account the need to implement modern solutions 
and mechanisms in the labor market in accordance with best European practices adapted to 
the specifics of the national institutional framework. When it comes to gender aspects, the 
Strategy recognizes women as a special target group through various activities implemented by 
MolEVSA, which deserve to be particularly presented to highlight their importance and focus on 
more effective inclusion of women in the labor market primarily through ALMPs, in the phase of 
implementation of Strategy and Action Plan. 

Since the Strategy is to be implemented by 2026 and the Action plan by 2023, there are opportunities 
to improve measures for the inclusion of women in the labor market through greater synergies in 
the work of the line ministry, the Ministry of Economy and Finance, and also the involvement of 

184 Official Gazette of the RS No. 52/2021



97
other stakeholders such as international donors and civil society organizations, who are in daily 
contact with hard–to–employ categories of women and are directly aware of their needs and 
capacities and therefore can make a contribution to the implementation of the Strategy in this 
particular segment. 

Enhancing in a comprehensive manner the system of monitoring and evaluating the impact of 
measures in the labor market from a gender perspective will contribute to planned outcomes and 
the modernization of the labor market in Serbia. 
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