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Dear readers, 

Even though this summer wasn’t as sunny as we are 

used to, we sincerely hope that you had time for a good 

vacation. September is a month that gives us the signal 

that year is heading to its end. In some companies 

business plans for next year are already done and in 

others are almost there.  Whatever the situation, we 

have little time left to bring another tough business year 

behind us with at least reasonable achievements in 

respect to financial results, strategic shifts and 

development projects. 

This summer we had opportunity to introduce ourselves 

to some successful companies and their leaders and we 

would like to share this with you in our new issue. Also, 

on our recent company meeting, held in Stuttgart, we 

had the opportunity to meet very interesting Managers 

of international giant such as Daimler. More news from 

Stanton Chase International will be published in the 

next issue, after 49th  global meeting. 

We wish you a successful last quarter of this year! 

Enjoy the reading! 
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 From small si lkscreen print ing            

manufacture established 32 years ago, Bosis    

became leader in production of printed and     

laminated cardboard packaging at Serbian     

market. Near Valjevo, only 80 km from Belgrade, 

Bosis produces packaging for the most            

successful local and multinational companies: 

Nestle, Coca-Cola, Heineken, Robert Bosch, 

Grand, Štark, Bambi, Polimark, Aleva, Carnex, 

Neoplanta, Knjaz Miloš etc. Almost 63 million 

boxes were produced last year.  

In order to keep clients’ trust, Bosis constantly improves quality of products and services, invests in 

new technologies and monitors trends. Beside certificates for standards ISO 9001, 14001 i OHSAS 

18001, Bosis is among two local companies who accomplished criteria for Nestle’s certificate for    

corporate-social responsibility. In the last three years company has been dynamically growing and 

facing constant changes and challenges, like transition from entrepreneurial to corporate                

organization and management model, with increasing number of employees and people                

development programs. 

 

Your company is present at the market for over 30 years, and you passed a lot of economic 

transitions and turnovers, but all this time you have kept the pace with the changes. 

After few years I realized that only with proper growth Company has possibility to stay in the market, 

to keep good quality, satisfied clients and employees and to develop further. During the                 

development my motto was “If we don’t develop, the others will do” and this motivated me to develop 

Company in every way – technologies, IT, personnel, planning and adapting standards. When this 

showed the results we continued faster the same way. All of these big changes are necessary, so I 

can honestly say that we are familiar with constant transitions. Besides our changes we followed the 

changes of our clients. A lot of them changed organizational structure, way of business or became a 

part of a big multinational companies. Our choice was to follow them, so we still cooperate with the 

most of these companies. During each crisis in the country or at the market we used to improve 

quality and to be better then the competition. During the first crisis in the 90-ies we invested in     

building of new facilities and infrastructure, stuff training, equipment purchase, preparation for the 

market and customer acquisition.  

SERBIAN BUSINESSMEN -  

BOGOLJUB PANTELIC, General Manager of Bosis 
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Recent economic crisis motivated us to hire young employees and train them, as well as to move 

from entrepreneurial to corporate organization and management model, named “from good to        

excellent”. This project will take one more year and a half, which is longer than expected for 6 

months, but beside this I consider that we will reach our goal and establish new organisation with 

new, young people.   

 

With working standards, people development, systems of values and rewards your company 

looks like International Corporation. Who was your role model? 

We have realized on time that without standards we are not able to be competitive in the                

international market and that was the reason why we started technological standardization.        

Technological standardization was followed by standardization of documentation and quality control. 

Most of the time we have invested in educating our employees about standards and their benefits, in 

order to make work easier and to bring better results. If somebody told me 10 years ago that        

everything will be like it is today, that we will have to work through procedures and directives, I would 

be very sceptical. Today we are all aware that it is not possible to do business without it. We got first 

ideas during the visit to successful companies in Europe. Comparing with them made us realize that 

our company needs to improve and change. We still get ideas from successful European companies 

but a lot of ideas are product of our employees. Introduction of ERP system made information 

changes faster and easier to implement ideas or make decisions. Also very important is to change 

mind set of our people, like it is in West Europe. There are still a lot of things to do and that is the 

reason why we decided to hire 30 young people. We bring them directly from high schools and       

faculties and gave them opportunity to express new ideas. These processes will take time, but I am 

sure they will be successful.  

 

You are equally dedicated to your customers and suppliers, as well as to employees.  

Bosis strives to make good partnership with its customers, suppliers and employees. I think we    

succeeded because we have realized that without each other we are weak and unstable. Our       

long-lasting cooperation with client is 20 years, and one of our first employees works here for almost 

30 years. We take care of our employees and their families because they are more important to us 

than technology and production. We established „Bosis family“ concept - we are all one big family, 

we take care of each other, work and grow values like in our own homes. Unfortunately, because of 

political and economical situation we cannot achieve results as fast as we wanted to. Considering 

that our company pays off all obligations on time we have established certain level of trust, but we 

still keep working. 
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Your portfolio of clients is impressive. Can you tell us 

something about your future plans?  

Our clients are our partners for a long time and mutual trust is 

very important. We will continue like this, also some of plans 

are to keep financial stability, to intensify growth and 

development, to make Bosis brand stronger, to invest in new 

technologies as well as in our employees.  

 

Are you asked for advice by owners or representatives of other companies? 

I have to admit this is very rare. When we started standardization process, with external 

consultants from Europe and Canada, and presented what we are trying to do, a lot of our 

businessman considered this impossible. Lot of them still thinks the same, but we follow our 

dreams and development plans.  

 

          

            Interviewed by Milos Tucakovic 

           Managing Director, Stanton Chase International 
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 What can you tell us about Societe Generale and its 

subsidiary in Serbia?  

Societe Generale group is one of the strongest European financial 

institutions. It was founded in France in 1864, by a decree signed by 

Napoleon, so we are celebrating our 150th birthday this year! Societe 

Generale has 148.000 employees, who work in 76 countries, serving 32 

millions of clients every day. 

Societe Generale is present in Serbia since 1977, when the first 

representative office was open. In 2001 it expanded the portfolio from 

corporate to retail clients, thus becoming a universal bank. It grew 

steadily and now has 106 branches. In spite of all the political and 

economic turbulences Societe Generale never withdrew from its 

operations in Serbia, believing in the country’s potential and willing to 

support its growth. We currently employ 1.400 people, who are committed to 309.000 individual 

clients and 6.900 corporate ones.  

 

How would you describe the corporate culture of the Bank? 

Through its “Building team spirit together” (Jer igramo u istom timu) motto. The Bank is 

unconditionally devoted to its employees, similarly to the relationship it builds with its clients. I think 

the French origin played a big role in this approach, but at the same time it must be the fact that it 

brought such good results. Unlike so many other companies – people of Societe Generale do not 

have to worry if their employer would take very good care of them. 

 

What are the additional benefits of working in Societe Generale, for instance building an 

international career? 

I actually succeeded a lady who was promoted from Serbia to a role in HQ in Paris. To me that was 

a very good signal of the career possibilities in Societe Generale from the very beginning. Now I 

know that many of our people indeed had different international experiences, and at this point we 

have several senior managers working across the SG Group.  
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Central HR teams are really pushing for such development opportunities and they recently launched 

a short-term assignment framework which enables people to gain international experience at a more 

junior level. 

We have our own training center that is able to quickly respond to the business needs, either 

through locally developed programs or by hosting SG’s certified trainers. In Serbia we have a 

Trainers’ Club – the group of experienced managers who regularly share their expertise with 

colleagues from other departments. Talent development is a strong value altogether. Personally I 

find the sense of security the biggest benefit. The Bank is really determined not to allow anything 

change this unique value it has. 

 

How do you see Societe Generale over the next 5 to 10 years? 

As one of the top 3 banks in Serbia and the one with the most proud employees!  

 

For many years you worked for British American Tobacco. What are the biggest differences 

between a commercial company and a bank in terms of HR?  

To start with some similarities: both environments have comparable HR processes that you would 

expect to see in any serious multinational organization, processes like strategic talent planning,     

organized talent development, systematic approach to compensation and benefits, organizational 

design validations, employee engagement measurements etc. As an employee, I find the Bank      

environment more stable and apparently more at peace with itself. Sales organizations have to be 

super fast as the results are visible almost instantly. This creates a very competitive atmosphere and 

as HR you need to target talents who would not only “survive”, but feel good under such challenging 

conditions. Banking business is steadier and people are in for a long-term career. It’s a world of its 

own. I wouldn’t say they are less ambitious; it’s simply a different style of expressing one’s success. 

The difference in the size of the organization is remarkable, but interestingly enough SG does make 

a strong family-like atmosphere.  

 

You spent 2 years in the Czech Republic, was it different to working in Serbia? 

I honestly expected an easy transition to yet another Slavic country, but our realities and mentality 

are in many ways incomparable. Prague has an unemployment rate of 1%. One’s attitude towards 

work is based purely on his or hers individual drives, there is no rush or the “I hate this job, but I’m 

stuck here” attitude that unfortunately so many people in Serbia have. It’s a strong economy with   

options that are numerous; more often people do dare to take big decisions and I would say have 

more control over their own lives.  
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It’s funny how they would nevertheless complain and by simply talking to people you would 

expect it’s the other way around. From the Czech people I also learned the lesson of       

humbleness.  

 

We are witnessing significant development of the Human Resources function in      

Serbia in the past 10 years. What trends do you expect to see in HR management in 

the years to come? 

We do have many eager HR professionals in Serbia and even the regional community      

recognizes that. The trend will be inevitably linked to what happens to our economy. HR is 

there to ensure competitiveness of the workforce in an ever-changing world, but if you work 

in a public company that does not have to compete or in a privately owned one-man-show 

one – there is no ground for HR to do anything sustainable. On a more positive note, work is 

such an important part of our lives and we can learn so much through people we share it 

with. HR is there to structure that growth and I like to believe that through enabling               

individuals to give their best we stimulate the overall community we live in. 

 

 

                 Interviewed by Jasmina Milosevic 

        Principal Consultant, Stanton Chase International 
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 After factories in Italy and Canada, Vibac decided to         

establish the factory in Serbia. What affected your decision to 

start business in Serbia? 

After some of our competitors in Europe entered into bankruptcy      

procedures, we decided to follow two complementary strategy in order 

to strengthen our production and marketing position.  We acquired one 

company in Italy, near Florence (Vinci) and we bought from the      

bankruptcy procedures the machinery of the companies that we were 

not interested in acquiring as a whole. 

We then had to decide where our new production capacity would be installed.  We drafted 

alternative business plans, considering the option of increasing our production capacity in 

Italy and in alternative to place the new machinery in a number of European countries.  From 

the comparison of the business plans, it became soon clear that the best option to maximize 

sales and profitability would be constituted by a Serbian plant. 

 

What was the most helpful when you started? Which difficulties you encountered? 

We had substantial help from Siepa in obtaining all the necessary information to create our 

business plan.  Siepa has been very efficient and provided answers to all of our questions in 

a timely fashion. When we found out that Serbia was the best option, we approached      

government authorities and discussed with them about possible cooperation. We obtained 

great collaboration all the way from the government officials down to the local authorities, 

through our combined efforts we were able to finalize our investment plan and coordinate our 

industrial effort in Jagodina. 

 

Can you tell us something about the factory? In which phase is building at the         

moment and when should it start working? 

We are in the process of installing the prefabricated structures. The plant will be completed 

by the end of second quarter 2015 and fully operational by the end of 2015. 
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Do you have plans for further development? 

Yes, however our project is already very big (60 million € investment), therefore we will first need to 

reach full occupation according to the contract we signed with the government before planning our 

future expansion. 

 

What is important to you as foreign investor? What is the most important for attracting the 

new investments in Serbia? 

There are a number of factors that influenced our decision to invest in Serbia. 

• Grants (capital contribution) form the Serbian government and the city of Jagodina (land and    

facilities) 

• Low labor cost 

• 10 years of tax exemption and low overall standard taxation 

• Custom agreements with Russia, Byelorussia and Kazakhstan, allowing export without duties 

from Serbia 

• Low electricity cost 

• Low gas cost 

• Central location in Eastern Europe and proximity to the fastest growing markets 

• Weak currency, with potential increase in cost efficiency for exporting companies (like Vibac) 

• Industrial culture, Yugoslavia was an industrialized country 

 

 

            Interviewed by Maja Manojlovic 

              Consultant, Stanton Chase International 
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The claim that business world is disconnected with emotions was 

prevailing until recently. However, the rules in business world are 

changing and today our abilities are assessed by new criteria,     

being smart or professional is not enough anymore – it’s equally 

important how well we manage ourselves and how well we          

establish relationships with others. The significance of emotional 

intelligence is increasing in modern business environment.  

Emotional intelligence doesn’t guarantee success in business world by itself, but it certainly is a 

foundation for development of social competencies, that proved to be twice more important for 

achieving business results than intellectual ability or technical skills.  

Emotional intelligence refers to the ability of recognizing the meaning of emotions, understanding 

emotional states that affect our behaviour or behaviour of others and using emotions as the        

foundation for understanding and solving problems. The one who has these abilities is considered a 

well adapted and emotionally skilled person, while the one who doesn’t, can be damaged in       

emotional and social functioning. 

Emotional intelligence implies motivation and endurance in case of failure, control of instincts,     

managing of moods, empathy. Academic intelligence (IQ) doesn’t have a lot to do with emotional life, 

people with extremely high IQ can be very uncertain in different life situations. 

Most importantly, unlike IQ that is defined by birth, EQ can be developed through life. Emotional    

intelligence is based on the awareness of own feelings in the moment when they occur. 

Leaders, as the organization’s key players, have the significant role in development of emotional   

intelligence of their associates. Experts emphasize that emotional effect of what leader is saying and 

doing is especially important because it largely affects feelings, motivation and dedication of          

employees. When they initiate positive emotions, leaders drag out the best from everyone, they     

encourage positive attitude and create synergy within a team as a whole. If they initiate negative 

emotions, leaders undermine emotional foundation that allows people to shine and cause emotional 

misbalance i.e. disharmony among team members. 

Modern leaders need to constantly work on development of their own and the emotional intelligence 

of their team members, especially in such turbulent environment as we face nowadays. 
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Selection of potential candidates either for hiring or further career development within a company is 

a critical HR process and therefore complex and time consuming. 

 

One of the best ways to be successful is to combine assessment tools in different stages of the   

process. These tools and products are reliable when used to assist in making critical hiring or talent 

management decisions. 

HR usually evaluates different aspects while assessing potential candidates for the specific role. 

 

 

 

In order to make the process as efficient as possible, various on-line tools can be used either as a 

filter or as a preparation for competency based interviews or work simulation exercises as a final part 

of assessment process.  

 

The Performance Inventory is a good choice (combination of tools) that serves three primary         

purposes: 

1. Screens out candidates unlikely to deliver good value 

2. Identifies high-scoring candidates that employers can confidently expect to be star performers 

3. Report suggests behavioural interview questions to assess the traits and behaviours that most 

contribute to success and supplement the test score data. 
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These combination of tests usually consist of:  

The Logic Inventory test - a timed test of logical reasoning that measures practical fluid 

reasoning, the strongest predictor of performance across all jobs requiring clear thinking. 

This kind of test differentiates candidates who learn and grasp solutions to complex        

problems quickly, reason correctly and draw accurate conclusions from incomplete sets of 

data and provides insight into a candidates trainability and problem solving skills 

 

Strengths inventory – usually consisting of personality testing and different questionnaires 

that will help evaluating personal work style, motivation, traits values and cultural fit as well 

as key leadership and management qualities such as decision making, planning and          

organizing, team orientation, communication style, stress resilience etc.   
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