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WHO WE ARE
Caissa is a technology recruitment agency focused on 
scaling tech businesses in Berlin and beyond.

WHAT WE DO
We provide companies with talent market insights, consult 
them on talent acquisition strategies, and help them find 
and hire the best professionals and future colleagues.
In our work with tech candidates, we support them 
throughout the entire recruitment process and ensure they 
fulfil their career aspirations.

HOW WE WORK
• We understand the technologies that our candidates 

work with.
• We act as our client’s brand managers and advocates 

when communicating with candidates.
• We approach our candidates only if there is a suitable job 

opportunity for them.
• We endorse and cherish diversity in the workplace.
• We don’t do sales. We don’t do numbers. We do mutually 

beneficial long-term relationships.

CAISSA IN NUMBERS:
• 10 years of existence
• 11 employees from 9 countries
• 3 offices in 2 time zones
• 12 languages spoken
• 50+ years of recruitment experience combined
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THE SURVEY THE QUESTIONS
We did our first Recruitment survey in 2017. Back then, we just wanted to find out how 
many recruiting messages tech candidates received monthly (on average, 16.4) and how 
relevant these messages were (less than 1/2 turned out to be relevant).

Last year, we decided to focus more on recruitment journeys of tech candidates in Berlin. We 
learned that they got on average 17.9 job-related messages, most of which is recruitment 
spam. We also found that the hiring process can be frustratingly time-consuming and the 
communication within the hiring team lacking.

Now, after having hosted discussions between representatives of both Berlin’s developer 
community and Berlin’s tech companies, we are looking a bit deeper into the journeys of 
tech candidates in Berlin’s talent-driven job market.

In the end, the only way for the companies to succeed in attracting the best talent is to 
understand the pains and joys, likes and dislikes, frustrations and excitements of the IT 
crowd.

Here are the questions that we’ve asked our respondents:

GENERAL INFORMATION:
1. Where do you live?
2. What is your current employment status?
3. What is the nature of your employment?
4. What is your job?
5. What is your seniority level?
6. How many years of experience do you have?
7. Which do you consider as your main technology/language?
8. Have you been in a recruitment process with a Berlin-based company over the 
last 2 years?

EXPERIENCE WITH RECRUITERS:
1. How many reach-out job messages did you receive last month?
2. How many of them were sent by third-party/agency recruiters?
3. What frustrates you the most about people who send those messages 
(recruiters, HRs, hiring managers)?

RECRUITMENT PROCESS: THE UPS AND DOWNS:
1. In your experience, which are the most stressful things about the recruitment 
process?
2. How would you rate various stages of the hiring process?
3. Can you tell us about an outstanding recruitment experience that you had? 
What made it so great?
4. At your current place of work, how long was the recruitment process (from the 
first interview to the offer)?

ACCEPTING A JOB OFFER
1. What would definitely persuade you to accept the job offer?
2. What, in your opinion, is the biggest problem with Berlin’s tech companies?
3. What are the best things about tech companies in Berlin?
4. What type of company would you most likely join?
5. What industry/sector would you love to work in?
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RESPONDENTS

91%
BERLIN

Berlin
Outside of EU
EU
Germany (not Berlin)

A total of 123 people took part in our survey. We focused our Report on those 110 
respondents who either live in Berlin or have been in a recruitment process with a Berlin-
based company.

Our typical respondent lives in Berlin, is employed full time, works on site and has flexible 
working hours, is a web developer, works with various technologies (most commonly, JS, 
Java and Python) and has been trying to find a new job within the last 2 years.
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94.5 %
FULL-TIME

Full-time
In-between jobs
Freelancer
Part-time

52.7 %
ON-SITE &
FLEXIBLE

On-site & fixed hours
On-site & flexible hours
Remote & fixed hours
Remote & flexible hours
Unemployed

88.2 %
YES

Yes
No

Job search in Berlin in last 2 years
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REACH-OUTS 
FROM RECRUITERS messages per

month on
average

0-9 times 41.7 %
10-19 times 38 %
20-29 times 10.2 %
30-49 times 5.6 %
50+ times 4.6 %

13
messages per

month on
average

0-9 times 41.7 %
10-19 times 38 %
20-29 times 10.2 %
30-49 times 5.6 %
50+ times 4.6 %

13

Tech professionals received, on average, 13 recruitment messages per month. In our last 
year’s survey, it was 17.9 monthly reach-outs (and 16.4 in 2017). 

The most common number of messages was 10. Developers and engineers were 
approached around 15 times. Those who were senior received more reach-outs. DevOps 
engineers turned out to be the most popular among recruiters.

Reach-outs by Seniority

5

10

15.8 11.5 10.2 10 8.4

Senior Junior Intern ManagerMid-level

15

20

Reach-outs by Technology

5

10

16.8 14.8 12 11.9 11.2

Ruby JS PHP JavaPython

15

20

Reach-outs by Position

10

20

45 16.4 14 13.6

8.3 6.2

DevOps Backend FrontendFullstack Manager Product

30

40

AGENCY vs 
INTERNAL
People in tech are mostly contacted by third-party recruiters, and they can distinguish 
between agency and in-house personnel. On average, 76.4% individual reach-outs came 
from agency recruiters. 28% of respondents were approached by third-party recruiters 
only.

PAST
Last year, around 74.79% of recruitment approaches came from agency recruiters, and 
72.9% in 2017.

76.4 %
Agency

2019

74.8 %
Agency

2018

72.9 %
Agency

2017
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We asked our respondents to name up to 3 things they find the most frustrating about 
recruiters. They could choose from our list of 8 options or/and suggest their own one(s).

This way, we learned that people in tech complain the most about:
• recruiters who don’t read their professional profiles (73.6%)
• overly generic messages (58.5%)
• irrelevance of jobs suggested to them (52.8%)

20 %0 % 40 % 60 % 80 %

They don’t read my
profile properly

The messages are
too generic

They introduce
non-relevant positions

They try to get my CV before
 telling me what the job is

They can’t answer my questions
 about the hiring company

They don’t care about
my wishes and goals

They don’t understand
the technology

They don’t reply back
in agreed time

73.6 %

58.5 %

52.8 %

29.3 %

13.2 %

12 %

9 %

5.6 %

FRUSTRATION 
WITH RECRUITERS

They contact me 
too often, without a 

specific purpose, 
 and call me  
even at work.

”
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Changing a job is no joke. It requires lots of resources, mainly time and nerves. We asked 
people in tech about their biggest pains in a recruitment process. They could pick up top 
3 things that stress them out the most from our list or suggest their own response.

These were the top three problems:
1. The test assignments are too time-consuming.
2. The hiring process takes too long.
3. There is a lack of effective and timely communication/feedback

10 %0 % 20 % 30 % 40 %

Test assignments
are too time consuming

The recruitment process
 takes too long

Hiring managers 
don’t provide timely feedback

Interview questions are
somewhat irrelevant to the job

There are too many steps
in the process

I am treated as just
 another database entry

HR and the hiring managers don’t
 exchange interview feedback

The process is 
too unstructrured

The interviewer is not well
 prepared for the interview

The interviewer asks 
very personal questions

Tech team is not
 involved in the process

The entire thing is too formal

46.8 %

43.1 %

33.0 %

25.7 %

25.7 %

24.8 %

16.5 %

11 %

11 %

9.2 %

7.3 %

5 %

A STRESSFUL 
RECRUITMENT PROCESS

Most of it  
is just a mess...

”
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A GREAT RECRUITMENT 
PROCESS
No matter how broken recruitment is, there are happy stories as well. Our respondents 
(however, only 56.4% of them) shared with us some of the most memorable recruitment 
experiences, and we could identify 8 categories of factors that make one’s recruitment 
journey feel good.

This year, the ingredients of a great recruitment process are somewhat different than 
last year. Consideration and Care was recognised as more important than Speed and 
Relevancy:

10 %0 % 20 % 30 %

Consideration & Care 30.6 %

27.4 %

27.4 %

24.2 %

19.4 %

17.7 %

12.9 %

11.3 %

Speed

Feedback & Communication

Relevancy & Practicality

Professionalism

Transparency

None

Meeting the team

When the recruiter goes 
above and beyond to 
read your blog and/or 

website and you have a 
meaningful conversation 
about it. I didn’t get that 
job but I really wanted 
to work there because 
the introduction to the 
company was so warm 

and welcoming.

”

Similarly to last year, 12.9% of people said they had no good recruitment experience so far.
What’s also interesting, almost 26% of those who responded to this question, mentioned 
a professional recruiter as a factor contributing to the satisfaction with the recruitment 
process.
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THE INTERVIEWS
The attitude of developers toward different job interview types varies. Last year, we learned 
that whiteboard interviews were regarded as the most time-wasting part of the recruitment 
progress, and home assignments got mixed responses.

This year, we added “interview with the management” to the list and asked people to rate 
the stages below from “very important and helpful” to “useless and time-wasting” again.

HR interview      Technical interview
Home assignment     Whiteboard interview
Pair programming session    Day (several hours) in the office
Lunch with the team     Interview with the CTO (management)

Then we assigned notes to each evaluation (“+2” for “very important and useful” to “-2” for 
“useless and time-wasting”). Based on the sum of positive and negative notes, we made 
our top 3s.

Whiteboard 
interviews were 
named the most 

time-wasting stage 
of the recruitment 

process. Again.

”

Technical interview

MOST USEFUL INTERVIEW STAGES

Interview with the CTO

Lunch with the team

105

79

49

Whiteboard Interview

MOST USELESS INTERVIEW STAGES

Day in the O�ce

Home Assignment

− 64

− 52

− 40
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HOW LONG IT TAKES TO 
GET HIRED
Most people in Berlin get hired within 1-4 weeks. Very rarely it’s over 3 months.

2-4 weeks

Less than a week 

1-2 weeks  

2-4 weeks  

1-3 months  
3 months +  

42.2 %
9.2 %

24.8 %

42.2 %

20.2 %

3.7 %

2-4 weeks

Less than a week 

1-2 weeks  

2-4 weeks  

1-3 months  
3 months +  

42.2 %
9.2 %

24.8 %

42.2 %

20.2 %

3.7 %

ACCEPTING THE 
OFFER

20 %0 % 40 % 60 %

Salary 76.9 %

39.8 %

37.0 %

29.6 %

21.3 %

15.7 %

13.0 %

11.1 %

Strong company culture

Flexible o�ce time

Experienced (more senior) colleagues

Opportunity to work remotely

Number of holidays

Financial security of the company

The company’s brand

10.2 %

8.3 %

8.3 %

7.4 %

Freedom to choose technologies

Horizontal hierarchy

Great recruitment experience

Company shares

We were eager to learn whether factors that persuade tech people to accept a job offer 
have remained the same.

This year, Salary turned out to be even more important (picked by 76.9%) than a year ago 
(73.2%) and became the main offer acceptance factor again.

Interestingly enough, Experienced (more senior) colleagues moved from position 2 to 4 
switching places with Strong company culture. This way, Salary, Company culture and 
Flexible office time have become the top 3 offer acceptance factors.
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TECH COMPANIES 
IN BERLIN: CONS

10 %0 % 20 % 30 % 40 % 50 %

Low salaries 53.3 %

53.3 %

29.9 %

22.4 %

22.4 %

17.8 %

17.8 %

15.0 %

Bad organisational
structure (management)

Overly high expectations
 from (potential) employees

No remote work opportunities

Company culture 
not taken seriously

Lack of interesting projects

Unattractive industries

Lack of financial stability

10.3 %Non-flexible working hours

This is something that we didn’t ask about in our last year’s survey. Because Salary was 
the main job offer acceptance factor, we wanted to check if people in tech might feel 
underpaid. And they do indeed.

Salary and Bad management share the top position with 53.3%. They are followed by 
Overly high expectations from employees (29.9%) and both Lack of company culture and 
Lack of interesting projects (22.4%).

...a new company 
almost every day 
with the fake it 
till you make it 

mantra.

”
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5 %0 % 10 % 15 % 20 % 25 %

Diversity 25.9 %

25.9 %

15.5 %

13.8 %

13.8 %

12.1 %

10.3 %

6.9 %

Variety & Multiple opportunities

Berlin as location

Work-life balance & Flexibility

Company culture

Innovation & Technology

Interesting projects

Community

6.9 %

6.9 %

5.2 %

Learning & growth

English as working language

Other

TECH COMPANIES 
IN BERLIN: PROS
We asked about the cons of Berlin’s tech companies, so we couldn’t miss the pros. We 
made it an open-ended question and broke the responses into 10 categories + Other.

Diversity and Variety of projects and opportunities topped our list with 25.9% mentioning 
them. Berlin as location (with its atmosphere, cultural mix and great transport system) 
turns out to be a major plus for a tech company as well, as 15.5% respondents believe.

“You get a chance to work with lot of skilled and nice people from different cultures and 
backgrounds.” 

“You can choose where you want to work, since there are many companies and many 
areas. You will definitely find what suits you.” 

“They don’t have a ‘bro-culture’ like American startups.”

WHY BERLIN? 
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PREFERRED COMPANY
Most of our respondents (61.1%) would like to work in a small or mid-sized company, 
slightly less than ¼ prefer a large corporation, and only 12% would specifically look for a 
job in a startup.

Small or
mid-size

Small or mid-size company 66.1 %

23.1 %

12.0 %

  2.8 %

  0.9 %

Large corporation

Startup

Non-profit organisation
Independent work

61.1%

PREFERRED INDUSTRY
When we made this an open-ended question, we could not think that the preferences 
would differ that much. It makes little sense to show the percentages of respondents next 
to each sector, but here is what we got in the end:

Other: Crypto, FoodTech, Fashion, SaaS, Electronics, AdTech, RealEstate, Military, 
Cybersecurity (each of them was mentioned by only one respondent).

Out of 110 respondents, only 58 answered this question, which is why we are assuming 
that 60 had no preference for an industry or sector (52 who did not respond + 8 who 
specifically stated that they had no preference).

0

Arts & Entertainment

Fintech

Travel

Mobility & Automotive

NGO

Education

E-commerce

AI

Solutions for tech

IoT

Aerospace

HealthTech

Energy/Green Energy

Media

Other

42 6 8

8

7

7

6

6

5

5

4

4

4

3

2

2

2

9
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Recruiting is harder than 
being recruited. 

Rafael Felix,  
Senior Software Engineer

CONCLUSION

Berlin’s young and evolving technology 
scene undoubtedly attracts talented 
people who are looking for diversity, new 
career challenges and potential that the 
city is ready to offer. Still, many feel that 
Berlin’s tech companies underpay their 
employees (while having overly high 
expectations toward them) and have 
problems with management. What’s 
more, as our respondents confirmed 
again, not everything is smooth when it 
comes to hiring.

First of all, it’s unconscientious recruiters 
who message candidates about 
irrelevant jobs and don’t bother to read 
their profiles. Although tech candidates 
reported fewer reach-outs than in 2018 
or 2017, that’s still 3 job messages per 
week! Simply partnering with specialised 
agencies that don’t mass-message would 
fix this.

Secondly, the recruitment process itself 
is far from perfect. Just like last year, 
time-consuming test assignments, a 
long overall process and lack of adequate 
feedback from the hiring team are the 
biggest frustrations. Having a trusted 
recruitment partner to help the company 
manage and optimise their hiring process 
would help a lot, wouldn’t it?

WHAT HAVE WE LEARNED FROM 
THE SURVEY?

”
In Berlin, where new companies emerge 
daily and tech professionals have a 
choice of where to work, businesses 
should do more to stand out. Basic 
things such as treating candidates with 
consideration and care create a good 
recruitment experience. Next, when it 
comes to making a career decision, a 
strong company culture, decent pay, and 
work-life balance often come into the 
foreground. Here again, companies might 
use a hand to manage expectations and 
negotiate an offer.

Tech businesses in Berlin must 
understand that employees are their 
most valuable asset. In the situation of 
ferocious competition and abundance 
of choices, they should go above and 
beyond to attract and retain talent. It all 
starts with nurturing robust company 
culture, on the one hand, and establishing 
and following a well-defined, efficient, 
transparent and friendly hiring process, 
on the other.

And we are here to help you make a 
difference.
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HOW WE MAKE 
A DIFFERENCE

LILY WILKEN

At Caissa, Lily 
successfully combines 
her coaching experience 
with her tech industry 
knowledge as a Head 
of Talent Management. 
Starting her career 
in corporate finance, 
she has seen both the 
corporate environment 
and the startup culture 
from the inside.

Having lived in multiple 
locations (Bulgaria, the 
Netherlands, UK, and 
Germany) and worked 
in various fields, Lily 
puts great importance 
into challenging herself, 
taking risks and learning 
from experience and 
from the people she 
surrounds herself with.

IONUT ROGHINA

Ionut has been 
troubleshooting 
recruitment with 
Caissa since 2011. He 
believes that third-party 
recruiters can make a 
great positive difference 
for the candidates 
and companies they 
are representing, on a 
condition that the latter 
become smarter users of 
recruitment services.

Ionut’s goal is to be 
the most professional 
technology recruiter 
you will meet. He has 
strong moral values, 
deep understanding of 
technology, dedication 
to building long-term 
relationships, expert 
market knowledge and, 
equally important, true 
passion for his work.

EWELINA KUZMICZ

Ewelina is Caissa’s 
JavaScript Recruiter, 
Key Account Manager, 
and a master of 
boolean search. With 
a background in social 
research, she has always 
had a strong focus 
on asking questions, 
designing research tools 
and analysing data. She 
now uses her skills to 
connect professionals 
and companies.

The unprecedented 
growth of technology 
and its interplay with 
business fascinates 
Ewelina. She finds it 
thrilling to participate in 
this process by meeting 
and connecting people 
from IT, e-commerce 
and online worlds.

ALBIN BANKUTI

Albin is an expert in 
targeted executive 
search and talent 
acquisition strategy. 
His speciality is 
connecting executives 
and entrepreneurs with 
startups and major 
players of the digital 
world.

Having deep knowledge 
of the tech industry, 
combined with his rich 
experience working with 
businesses in Europe 
and Asia, Albin proves
to be highly adaptable 
and efficient. He is a 
dependable and loyal 
colleague, known to 
work to a high business 
ethics standard. In 
his free time, Albin 
volunteers for events 
like TechStars Demo 
Day and TechCrunch’s 
Disrupt.

LAURA PERAZZOLO

Laura believes that it is 
important to recognise 
and accept the changes 
of our time to get the 
best out of it, which 
explains her strong 
interest in the world 
of tech. Her natural 
strength is an ability to 
connect with people 
from every corner of the 
world.

With an MBA from 
Berlin’s ESMT, 
background in 
international relations, 
and experience in 
recruitment, Laura is 
eager to make startups 
and established 
corporations grow 
and innovate by 
searching and recruiting 
candidates who want to 
challenge themselves 
and are ready to 
embrace change.

Twitter: @ionutroghina
LinkedIn: /ionutroghina

Twitter: @kuzmiczewelina
LinkedIn: /ewelinakuzmicz

Twitter: @AlbinBankuti
LinkedIn: /albinbankuti

Twitter: @LilyanaUzunova
LinkedIn: /lilyana-uzunova

LinkedIn: /laura-perazzolo

KONSTANTY SLIWOWSKI

Konstanty, Caissa’s 
Founder and Managing 
Director, has been 
involved in the 
staffing industry for a 
decade and a half. He 
established Caissa with 
the intent to incorporate 
executive search flow 
and procedures into 
technology recruitment. 
This means providing 
clients with a more 
effective, quality-driven 
and, above all, people-
focused headhunting 
service.

Konstanty is driven 
by working to a high 
business ethics standard. 
He is a believer in 
human interaction and 
true opportunity.

Twitter: @KSliwowski
LinkedIn: /sliwowskik

AYTAC CAKAR

Aytac has made his 
move into the realm 
of IT recruitment 
after having worked 
in sales and business 
development. He 
strongly believes that 
every person should 
have an opportunity to 
thrive personally and 
professionally in the 
right environment. He 
describes himself as a 
sparring partner and 
advocate who wants 
to connect inspiring 
people.

A DIY enthusiast himself, 
Aytac likes finding out 
not only how things 
work, but also what 
drives and motivates 
people. He is passionate 
about technology, music 
and politics, and his 
personal mission as a 
recruiter is to unearth 
people’s unique stories.

LinkedIn: /aytac-cakar
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GET IN TOUCHTEST YOURSELF

1. How many people did you or your company interview in the last year?

2. How many people did you hire in 2018?

3. How many people rejected your job offers? Do you know why?

4. What was the shortest time to hire at your company?

5. And what was the longest?

6. How many steps are there in the hiring process?

7. Who agrees upon a new hiring process at your company?

8. How do you log feedback from interviews? How do you share it?

9. How do you address candidate expectations during the hiring process?

10. What do you do during the hiring process to showcase your company as an employer of choice?

11. How do you manage candidate feedback?

12. What are the steps you’re going to take to improve your current hiring process?

HOW DO YOU RECRUIT ?

CAISSA LTD
133 Whitechapel High 

Street
E1 7QA London
United Kingdom

+44 (0)20 3581 3835

CAISSA EUROPE GMBH
MINDSPACE

Friedrichstraße 68
10117 Berlin

Germany

+49 (0)30 55235980

caissa-global.com

@caissa.global @caissaglobal

@caissa-global@caissaglobal /caissa-ltd



What is your next move? 
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