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Definition

Jobseekers' preferences refer to the priorities, values, and
considerations jobseekers have when seeking employment
opportunities. This encompasses a wide range of factors,
including, but not limited to, job security, work-life balance,
flexibility, benefits, ethical considerations, and the overall
perception or reputation of jobs and occupations. It acknowl-
edges the changing landscape of employment choices and
the diverse preferences that individuals, across different gen-
erations, societal and educational backgrounds, etc. bring to
their decision-making process in the labour market.

When considering the drivers that influence people’s atti-
tudes towards searching for new employment opportuni-
ties or remaining in their current workplace, several factors
emerge.

« Strong labour demand allows individuals to be more selec-
tive in their job choices.

- Personal pension provision makes it easier for older work-
ers to exit the workforce early, particularly from jobs they
do not find satisfying.

« Increasing affluence enables younger generations to be
more selective in their job choices, particularly among
those with relatively well-off parents.

« Detachment among young people that stems from a
perceived lack of opportunity to attain what their parents
achieved, leading to limited interest from young persons
about developing careers.

Developments to date

The contemporary labour market is characterised by gener-
ational differences in jobseeking priorities and preferences.
Older generations traditionally emphasised job stabili-

ty and career progression within a single organisation,
equating success with company loyalty and hierarchical
advancement. In contrast, Millennials and Generation Z
increasingly prioritise flexibility, work-life balance, self-de-
velopment, and symbolic aspects such as a company’s pur-
pose, environmental consciousness, and ethical reputation
(Nguyen Ngoc et al., 2022).

Nevertheless, as seen in Figure 1, workers value job satis-
faction and work-life balance regardless of their genera-
tion. One might expect job tenure to have increased due to
the value of job stability (Neumark, 2000). However, accord-
ing to Bussolo et al. (2022), job tenure in Europe has short-
ened, particularly for cohorts born in more recent years.
For instance, compared to a worker who was born in 1940,
a worker born in 1980 has, on average, a 3.6-years shorter
tenure (Bussolo et al., 2022). Although new generations still
look for job stability, as pointed out by recent representa-
tive ILO surveys, the likelihood of holding a medium/long-
term job has decreased (Bussolo et al., 2022).



Figure 1 Deal breakers by prospective employees’ age - key considerations, in order of stated

importance, by age group

Source: 2022 BCG/The Network proprietary web survey and analysis of 90,547 respondents

About half of the workforce is actively seeking new em-
ployment opportunities or planning to do so within a year,
with one-third feeling comfortable leaving a job without
securing alternative employment (Ellis et al., 2023). How-
ever, there is an argument that job mobility among young
people may stem more from a struggle to find a job that
aligns with their aspirations and salary expectations. This
perspective is supported by a growing trend of seeking
additional income and fulfilment outside primary employ-
ment, with 41% of workers considering secondary income
sources alongside their main jobs (Ellis et al., 2023; Rose,
2023). Although increasingly relevant, the prevalence of
individuals holding multiple jobs is still consistently low.
According to the 2021 European Working Conditions
Survey, around 8% of EU workers engage in such arrange-
ments on average. Country-specific variations are signifi-
cant. While the Scandinavian countries exhibit a notable
prevalence of multiple jobholders - a pattern mirrored in
Eastern European countries - the occurrence of holding

multiple jobs is relatively scarce in the remaining European
countries. According to Pouliakas (2023), holding multiple
jobs helps workers maintain desired living standards when
the primary job is not enough to satisfy these standards.
European perspectives further illuminate these dynamics.
For instance, in some European regions, strong labour
demand allows individuals to be more selective in their
job choices.

New forms of employment defined by Eurofound — em-
ployee sharing, job sharing, interim management, casual
work, ICT-based mobile work, voucher-based work, port-
folio work, platform work, and collaborative employment -
have become increasingly relevant in Europe (see Figure 2).
However, it is difficult to be sure about the extent to which
people engage in these forms of work out of choice or due
to necessity.



Figure 2 Number of EU Member States in which new forms of employment are relevant

Source: Eurofound, 2020

Increasing affluence among European families enables
younger generations to be more selective, with a detach-
ment stemming from perceived lack of opportunities
compared to their parents’ generation (European Commis-
sion, 2022).While relying on a strong labour demand to
explain why individuals may exert choice may appear too
simplistic, it does allow Millennials and Generation Z to
pursue a trajectory through the labour market that might
differ from that of previous generations. It is not just about
younger people. Older people, too, are faced with a wider
range of choices than their predecessors, especially where
pension provision allows them to exit early from the labour
market or reduce their hours of work. Personal pension
provisions in countries like Germany and the Netherlands
enable older workers to exit the workforce early, particular-
ly from unsatisfying jobs (Eurostat, 2022). That said, recent
years have seen several efforts to extend working life and
keep older workers in employment, both at company and
national (policy level).

Several studies show workers are willing to accept lower
wages for flexible work arrangements (Chen et al., 2020,
2019; He et al.,, 2021; Mas and Pallais, 2016). In 2023, around
13-14% of job postings on platforms like LinkedIn were
entirely remote, attracting over half of the job applications
(Asure, 2023). This trend reveals the growing importance of
remote working in employment decisions.

Perception and reputation play a significant role in job and
sector pursuit intentions. A sector’s image and reputation
can influence jobseekers’ attraction to that sector and

their willingness to apply for jobs within it. According to
Pepermans and Peiffer (2022), the public sector is often
perceived as providing job security and stability, which
can be attractive to jobseekers who prioritise these factors.
However, the public sector may also be perceived as bu-
reaucratic and slow-moving, which can deter jobseekers
who prioritise challenge and innovation. The non-profit
sector is often perceived as having a strong social mission
and providing meaningful work, which can be attractive to
jobseekers who prioritise service. However, the non-profit
sector may also be perceived as having limited resources
and lower salaries, which can deter jobseekers who prior-
itise financial stability. The for-profit sector is often per-
ceived as providing opportunities for career advancement
and higher salaries, which can be attractive to jobseekers
who prioritise challenges and financial rewards. However,
the for-profit sector may also be perceived as lacking social
impact, which can deter jobseekers who prioritise service
and social responsibility. In general, nowadays in Europe,
white-collar jobs tend to have a better reputation than
blue-collar jobs. Finally, when discussing the influence of
reputation on workers’ pursuit intentions, Cable and Gra-
ham (2000) suggest that jobseekers’ reputation perceptions
are based on different factors such as industry (company’s
primary business and products), opportunities for growth
(including training and growth opportunities),



organisational culture (shared belief systems, values, and
type of people), or organisational familiarity.

As regards labour mobility, a 2022 Eurobarometer survey1
finds that 18% of EU citizens envisage working abroad in

the future, motivated by aspects like liking the culture and
mentality (34%) and money (31%). 73% of those consider-
ing mobility plan to stay abroad for more than one year.

Future perspectives

Technological change and evolving social dynamics are
set to further reshape jobseekers’ preferences, particularly
concerning remote work and work-life balance. Howev-
er, this shift may exacerbate societal divisions, especially

because remote work is polarised based on various factors.

On the one hand, workers with in-demand skills attract
relatively high wages, while others face intense competi-
tion and obtain low wages. Jobs that traditionally require
on-site presence, especially those in customer service or
factory settings, might face limitations in adopting remote
work practices. In addition, remote working is sometimes
more prevalent in large cities — which have good internet
connections - than in rural areas (Braesemann et al., 2022).
There is evidence that skilled workers benefit more from
remote work opportunities (Dingel and Neiman, 2020).

Remote work, while offering flexibility, brings its own

set of challenges, including complexities in taxation and
bureaucratic processes (Tyutyuryukov and Guseva, 2021).
Furthermore, the relocation of digitally mobile workers to
lower-income countries may inadvertently escalate living
costs in these regions, disproportionately impacting local
low-skilled workers by increasing the cost of living without
a corresponding rise in real wages (Mancinelli, 2020).

The trend towards a ‘work to live’ mindset is anticipated to
fuel the growth of the platform economy and freelancing.
This shift necessitates adaptations in services like EURES,

to include freelance and part-time job listings alongside
traditional full-time positions. Companies may find them-
selves in a less dominant position as workers increasingly
perceive them more as facilitators of personal aspirations
rather than mere employment providers. However, by
accommodating workers' flexibility needs, companies

may inadvertently damage workers’ working conditions,
reducing the company’s attractiveness, and complicating
talent retention, contrary to their initial desire (Giustini,
2021). Yet, companies that do not offer increased flexibility
and enhanced work-life balance may drive workers to seek
alternative employment opportunities. However, this shift
might also lead to increased workloads and decreased job
satisfaction, especially in digital work setups (Kelliher and
Anderson, 2010).

In this dynamic environment, companies must align their
strategies with principles of diversity, inclusivity, and
corporate social responsibility (CSR). This includes offering
flexible work options, focusing on employee skill develop-
ment, providing attractive benefits, prioritising employee
well-being, and fostering a workplace culture of empathy,
care, and transparent communication (Vaughn, 2023). Fur-
thermore, European labour market trends suggest strong
labour demand allowing individuals to be more selective in
their job choices.

1 European citizens' attitudes towards labour mobility after the pandemic - Employment, Social Affairs and Inclusion - European Commission (europa.eu)



https://ec.europa.eu/social/main.jsp?langId=en&catId=89&furtherNews=yes&newsId=10482

Hypotheses about the future

H1: Market adoption of jobseekers’ preferences

Considering the further tightening of the labour market until 2030, companies increasingly adapt to the changing job-
seekers’ preferences, resulting in more flexible employment contracts and improved work-life balance. This adaptation will
coexist with the growth of the platform economy, appealing to those looking for non-traditional types of employment.

H2: Jobseekers’ adoption of employers’ preferences

By 2030, supply of labour exceeds the demand, allowing companies to select from a large number of workers and dictating
employment and working conditions. Jobseekers have the choice between adapting to these preferences or be unem-
ployed.

H3: Mismatch of employers’ and jobseekers’ preferences

In this case, companies fail to adapt to the needs of modern jobseekers, who, in turn, do not want to or are not able to align
with the employers’ preferences. This leads to a preferences mismatch between employers and the workforce.



References

Asure (2023). The Remote Work Revolution: A Glimpse into Chang-
ing Job Preferences. Asure Software. Retrieved November 10, 2023,
from https.//www.asuresoftware.com/blog/the-remote-work-revo-
lution-a-glimpse-into-changing-job-preferences/

Baier, J., Kovacs-Ondrejkovic, O., Antebi, P, Divcic, B., Castro, C. M.,
Mala, K., Beauchene, V., Barth, H., and Jajoria, N. (2023). What job
seekers wish employers knew. BCG Global. https://www.bcg.com/
publications/2023/recruitment-recommendations-for-employers

Baum, Charles L. 11 (2022).“Seven jobs in a lifetime? An analysis of
employee tenure!” Economic Inquiry 60 (2): 543-567.

Braesemann F, Stephany F, Teutloff O, Kassi O, Graham M, Lehdon-
virtaV (2022) The global polarisation of remote work. PLoS ONE
17(10): e0274630. https://doi.org/10.1371/journal.pone.0274630

Bureau of Labor Statistics (2023). Job Opening and Labor Turnover.
Retrieved November 23, 2023, from https://www.bls.gov/news.
release/pdf/jolts.pdf

Bussolo, M., Capelle, D., Lokshin, M. M., Torre, |., and Winkler, H.
(2022). Explaining the evolution of job tenure in Europe, 1995-
2020. 1ZA Journal of Labor Policy, 13(1).

Cable, D. M., and Graham, M. E. (2000). The determinants of job
seekers’ reputation perceptions. Journal of Organizational Behavior,
21(8),929-947.

Chen, Kuan-Ming, Claire Ding, John A List, and Magne Mogstad,
“Reservation Wages and Workers'Valuation of Job Flexibility: Evi-
dence from a Natural Field Experiment,” Technical Report, National
Bureau of Economic Research 2020.

Chen, M Keith, Peter E Rossi, Judith A Chevalier, and Emily Oehlsen,
“The value of flexible work: Evidence from uber drivers,” Journal of
Political Economy, 2019, 127 (6), 2735-2794.

Clark, A, Knabe, A. and S. Ratzel (2010).“Boon or bane? Others’
unemployment, wellbeing and job insecurity.” Labour Economics,
17:52-61.

Dingel, J. 1., and and Neiman, B. (2020). How many jobs can be done
at home?. Journal of public economics, 189, 104235.

Egerov4, D., Kutldk, J., and Eger, L. (2021). Millennial job seekers’
expectations: How do companies respond?. Economics and Sociol-
ogy, 14(1), 46-60. doi:10.14254/2071-789X.2021/14-1/3

Ellis, T., Sowash, J., Terhark, T., and Tincup, W. (2022). 2022 Job Seeker
Nation Report: Dynamic Motivations of Modern Workers. In em-
ployinc.com. Employ. Retrieved November 10, 2023, from https://
web jobvite.com/rs/328-BQOS-080/images/2022-12-2022JobSeeker-

NationReport.pdf

Eurofound (2019), Casual work: Characteristics and implications,
New forms of employment series, Publications Office of the Europe-
an Union, Luxembourg.

Eurofound (2020), New forms of employment: 2020 update,

10

New forms of employment series, Publications Office of the Europe-
an Union, Luxembourg.

Giustini, D. (2021). The Impact of Labour Market Trends on the Em-
ployment of RandD Personnel: A Literature Review. Higher School
of Economics Research Paper No. WP BRP 117/5TI1/2021

He, Haoran, David Neumark, and Qian Weng, “Do Workers Value
Flexible Jobs? A Field Experiment,’ Journal of Labor Economics, Jul 1
2021, 39 (3), 709-738.

Jacob, A. (2023). Navigating the Job Search Landscape in 2023-
2024: Trends and Strategies. Techbullion.com. Retrieved November
10, 2023, from https://techbullion.com/navigating-the-job-search-
landscape-in-2023-2024-trends-and-strategies/

Kelliher, C., and Anderson, D. (2010). Doing more with less? Flexible
working practices and the intensification of work. Human Relations,
63(1), 83-106.

Mancinelli, F. (2020). Digital nomads: freedom, responsibility and
the neoliberal order. Information technology and tourism, 22(3),
417-437.

Mas, Alexandre and Amanda Pallais, “Valuing Alternative Work
Arrangements,” SSRN Electronic Journal, 2016.

Neumark, D. (2002).“Youth Labor Markets in the United States:
Shopping Around vs. Staying Put.” Review of Economics and Statis-
tics, 84(3): 462-82.

Nguyen Ngoc, T., Viet Dung, M., Rowley, C., and Peji¢ Bach, M.
(2022). Generation Z job seekers’ expectations and their job pursuit
intention: Evidence from transition and emerging economy.
International Journal of Engineering Business Management, 14,
18479790221112548.

Pepermans, R., and Peiffer, M. (2022). Choosing Jobs in the Public,
Non-Profit, and For-Profit Sectors: Personal Career Anchors Moder-
ating the Impact of Sector Image and Reputation. Review of Public
Personnel Administration, 0734371X221130972.

Piasna, A., Pedaci, M., and Czarzasty, J. (2021). Multiple jobholding
in Europe: features and effects of primary job quality. Transfer: Euro-
pean Review of Labour and Research, 27(2), 181-199.

Pouliakas, C. (2023). Multiple job-holding: Career pathway or dire

straits? Moonlighting responds to economic needs, but can gener-
ate new skills and careers. https://wol.iza.org/uploads/articles/356/
pdfs/multiple-job-holding-career-pathway-or-dire-straits.one-pag-

er.pdf

Pouliakas, K., and Ranieri, A. (2022). Hybrid (Solo) Self-Employment
and Upskilling: Is Online Platform Work a Path Towards Entrepre-
neurship?.

Rose, J. (2023). Why Gen Zers and millennials are looking for second
jobs. Business Insider. https://www.businessinsider.com/gen-z-
millennial-workplace-trends-labor-job-market-side-hustle-2023-
6?r=USandIR=T



https://www.asuresoftware.com/blog/the-remote-work-revolution-a-glimpse-into-changing-job-preferences/
https://www.asuresoftware.com/blog/the-remote-work-revolution-a-glimpse-into-changing-job-preferences/
https://www.bcg.com/publications/2023/recruitment-recommendations-for-employers
https://www.bcg.com/publications/2023/recruitment-recommendations-for-employers
https://www.bls.gov/news.release/pdf/jolts.pdf
https://www.bls.gov/news.release/pdf/jolts.pdf
https://web.jobvite.com/rs/328-BQS-080/images/2022-12-2022JobSeekerNationReport.pdf
https://web.jobvite.com/rs/328-BQS-080/images/2022-12-2022JobSeekerNationReport.pdf
https://web.jobvite.com/rs/328-BQS-080/images/2022-12-2022JobSeekerNationReport.pdf
https://techbullion.com/navigating-the-job-search-landscape-in-2023-2024-trends-and-strategies/
https://techbullion.com/navigating-the-job-search-landscape-in-2023-2024-trends-and-strategies/
https://wol.iza.org/uploads/articles/356/pdfs/multiple-job-holding-career-pathway-or-dire-straits.one-pager.pdf
https://wol.iza.org/uploads/articles/356/pdfs/multiple-job-holding-career-pathway-or-dire-straits.one-pager.pdf
https://wol.iza.org/uploads/articles/356/pdfs/multiple-job-holding-career-pathway-or-dire-straits.one-pager.pdf
https://www.businessinsider.com/gen-z-millennial-workplace-trends-labor-job-market-side-hustle-2023-6?r=US&IR=T
https://www.businessinsider.com/gen-z-millennial-workplace-trends-labor-job-market-side-hustle-2023-6?r=US&IR=T
https://www.businessinsider.com/gen-z-millennial-workplace-trends-labor-job-market-side-hustle-2023-6?r=US&IR=T

Tyutyuryukov, V., and Guseva, N. (2021). From remote work to
digital nomads: tax issues and tax opportunities of digital lifestyle.
IFAC-PapersOnLine, 54(13), 188-193.

Vaughn, D. (2023). How To Lead Millennial And Gen-Z Employees:
Get Out Of The Way. Forbes. https://www.forbes.com/sites/forbes-
businesscouncil/2023/05/15/how-to-lead-millennial-and-gen-z-
employees-get-out-of-the-way/?sh=49e7e5612286

World Economic Forum. (2022). Looking for a new job? This is
what people are prioritizing when planning their next career
move. https://www.weforum.org/agenda/2021/12/career-plan-
ning-new-job-priorities/

YPulse (2021). Why The Great Resignation is Happening in Western
Europe Too. YPulse. Retrieved November 13, 2023, from https://
www.ypulse.com/article/2021/11/02/why-the-great-resignation-is-
happening-in-western-europe-too/



https://www.forbes.com/sites/forbesbusinesscouncil/2023/05/15/how-to-lead-millennial-and-gen-z-employees-get-out-of-the-way/?sh=49e7e5612286
https://www.forbes.com/sites/forbesbusinesscouncil/2023/05/15/how-to-lead-millennial-and-gen-z-employees-get-out-of-the-way/?sh=49e7e5612286
https://www.forbes.com/sites/forbesbusinesscouncil/2023/05/15/how-to-lead-millennial-and-gen-z-employees-get-out-of-the-way/?sh=49e7e5612286
https://www.ypulse.com/article/2021/11/02/why-the-great-resignation-is-happening-in-western-europe-too/
https://www.ypulse.com/article/2021/11/02/why-the-great-resignation-is-happening-in-western-europe-too/
https://www.ypulse.com/article/2021/11/02/why-the-great-resignation-is-happening-in-western-europe-too/

m Publications Office
of the European Union

* X %
* *
* *
* *

* g K

EUROPEAN LABOUR AUTHORITY

@ Subscribe to our newsletter ﬁ facebook.com/europeanlabourauthority
@ xcorm/EU_ELA @ linkedin.com/company/ E

european-labour-authority/

O youtube.com/@EULabourAuthority instagram.com/eulabourauthority ela europa.eu



