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Executive  Newswire 

Dear readers, 

 

We are getting closer to the holidays 

season when we all attempt to unwind and 

gather new energy. Just like every year the 

summer edition of Newswire has an 

additional task to relax you before 

vacation. You can read the interview with 

Mr. Nikola Nedeljković, the General 
Manager of Belgrade Waterfront, and 

find out more about this project which is 

the talk of the town. 

 

HR professionals asked us to be 

moderators of their gatherings with 

exchanging of ideas and best practices. 

Two meetings were organized so far and 

you can read all about them in this issue.  

 

We also continue with our Surveys and this 

time we asked our Clients about their 

satisfaction with our service. We had 

similar Survey with our Candidates, so now 

we present you the comparative review of 

both. 

 

You can find all this and much more in our 

latest issue. We wish you a pleasant 

vacation, a lot of sunshine, nice weather 

and true rest! See you again in the fall. 

 

Enjoy!  

Your Leadership Partner 

June 2015                           Belgrade office 

Issue 10                     Year of Publication IV

Miloš Tucaković 
Managing Partner 
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 We spoke to General Manager of Belgrade 

Waterfront, Mr. Nikola Nedeljković about the 
significance of this project and the main challenges he 

and his team face. 

 

Tell us a little more about Belgrade Waterfront. 
 

Belgrade Waterfront is a project that will have a 

significant importance for our capital and for Serbia. Thanks to this project, Serbian 

capital will get a new city hub along River Sava, with a mix of districts, medium and 

high-rise buildings, and extensive green spaces, creating a new destination that will 

draw both new residents and international visitors. 

On a site area of approximately one million square meters, the community will 

comprise of residential and commercial buildings, premium and affordable value 

hotels, educational institutions, healthcare amenities, cultural and leisure facilities, 

the largest shopping center in the region and a park covering 2.5 hectares. One of the 

most impressive characteristics of Belgrade Waterfront definitely will be Kula 

Belgrade, an iconic tower at a height of approx. 200 meters, which will provide a 

beautiful view over different parts of Belgrade. 

 

Among the first to be built are two buildings whose scale model was 

recently presented at international real estate fair MIPIM in Cannes? 
 

The first two residential towers, as part of "BW Residences" complex, will have 20 

floors. There will be a modern one, two, three and four-bedroom apartments. The 

design actively engages with the river and draws upon the city’s park, historic urban 
forms and dense urban planning. The complex will have a range of amenities 

including open gardens, a children’s play area, swimming pool and lounge area. This 
will be the first step in creating a new dynamic waterfront neighborhood. 

BELGRADE WATERFRONT 

Nikola Nedeljković, General Manager 
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You also plan to arrange the promenade along Sava River soon? Does this 

mean that Belgrade citizens can expect some new content in this part of 

the city? 

 

On the area from BW Gallery, along Hercegovacka Street, to the pedestrian zone on 

the Sava riverfront, an oasis will be made for all residents and visitors who like 

spending time by the river. First part of the Sava Promenade, will be reconstructed 

and residents will be able to play sports, enjoy their free time, and children will have a 

number of interesting activities. 
 

What does Belgrade Waterfront mean for Serbian economy? 
 

Our plan is to position Belgrade as a truly world-class lifestyle and business 

destination, thus significantly increasing the attractiveness of land and property in the 

city, and creating a powerful catalyst for growth of foreign investments in Serbia.  

Similar urban projects of this scale can potentially contribute up to 5 percent of the 

gross domestic product of cities.  Since it is designed and developed to international 

standards, Belgrade Waterfront will set a benchmark in modern city expansion, with a 

focus on conserving the heritage, strengthening road and transport infrastructure and 

enhancing the environment.  
 

What are the greatest challenges? 
 

It takes great effort, knowledge and teamwork to carry out a project of this scale. 

Therefore it is very important that Belgrade Waterfront will be built in partnership of 

the Republic of Serbia and Eagle Hills, an Abu Dhabi-based private real estate 

investment and development company that has a vast experience in similar projects. 

Of course we have a challenging time ahead of us, but that’s what we are here for, to 
work, to talk, to hear different opinions and to provide Belgrade’s new city hub that 
will make its residents and visitors proud. 

Stanton Chase Beograd 

Your Leadership Partner 
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Can we manage this project when it comes to human resources? 
 

In previous period, a large number of 

educated young people left Serbia, wishing 

to improve their education or gain working 

experience in other developed markets.  I 

am very proud to have some of those people 

in our team, who have recognized the 

significance of Belgrade Waterfront and 

decided to come back in Belgrade and give their contribution to realization of the 

project. I am sure that working together we will achieve the ambitious targets ahead of 

us. Also, an important fact is that the gradual growth of Belgrade Waterfront will bring 

an influx of new investment and therefore create several thousand jobs.  

 

 
 
 

Your Leadership Partner 
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About Eagle Hills Abu Dhabi 

 

Eagle Hills is an Abu Dhabi-based private real estate investment 

and development company focused on the development of new 

city hubs in high-growth international markets. With a focus on 

developing large-scale real estate projects, Eagle Hills designs 

and implements mixed-use facilities. These communities draw 

on the latest technologies to build smart and sustainable 

projects that add significant value to the local economy. The 

company is currently developing projects in Bahrain, Jordan, 

Morocco, Serbia and Nigeria. 



 

 After Talent Management award given in December 2014 and in accordance 

with the participants’ proposal, Stanton Chase was invited to become a moderator of 
regular HR professionals meetings with the aim to exchange best practices.  

 

The first HR meeting was held on March 18th, 2015 and Coca-Cola HBC Srbija was the 

host. We were happy to see that some of the most successful domestic and foreign 

companies attended this meeting which implies that regardless of the good positioning 

of companies in Serbian market, HR professionals still have the desire to constantly 

improve and exchange best practices.  

 

The meeting was opened by Mr. Miloš Tuacković, Managing Partner of Stanton Chase 
Belgrade office, who greeted the participants, followed by Ms. Nataša Prodanović, 
Country HR Manager of Coca-Cola, who held the presentation on the awarded Talent 

Management programs of their company. The participants had the opportunity to 

hear more about the characteristics of programs for different levels of management 

that a company as successful as Coca-Cola used to develop talents.  

 

When the presentation was over, the participants were offered to discuss 2 topics – 

Generation Y and Positioning of Talent Management in the Organization. Groups 

were divided depending on the participants’ interest. 
 

Group that discussed the topic of Generation Y listed the following main challenges: 

 

 Communication challenges,  

 Lack of motivation, impatience, 

 Tools for monitoring their development,  

 Flexibility of organization to adapt to specifics of this generation.  

HR meeting 

Stanton Chase Belgrade 

Your Leadership Partner 
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After ides were exchanged participants were unanimous regarding solutions that 

should be applied on noticed problems: 

 

 Customized development programs,  

 Engagement on group projects, 

 “Word of mouth”, 
 University lectures,  

 Practices,  

 New selection methods,  

 Rotation by sectors, companies, industries. 

 

Other group, which discussed Positioning of Talent Management in the Organization, 

defined the basic principles which should be followed: 

 

 HR can’t do it alone, whole organization should engage, 
 Results should be linked with benefits, 

 Goals of leaders should be defined also from the aspect of their relations with 

people (not only from the results aspect), 

 Giving feedback to talents. 

 

 

 

 

 

 

 

 

After the first HR meeting and very positive comments about the significance of the 

best practices exchange among HR community, we as organizers had to make the 

second HR meeting even more interesting and more useful.  

Your Leadership Partner 
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In order to achieve that, we asked participants to suggest topics which they would like 

to discuss at the next meeting. Two topics emerged as the most often suggested: 

Employee motivation and Executive Coaching.  

 

The second HR meeting was held on May 28th, 2015 at IDEA Academy. The response 

was good again and the list of companies that confirmed attendance was broadened. 

 

Mr. Srđan Babić, Director of IDEA Academy greeted participants and showed short, 
promotional movies in order to introduce participants with operations of IDEA 

Academy and Mercator S and the merger of two successful companies Agrokor and 

Mercator.  

 

After that, participants were divided into two groups according to the selected topic. 

 

In the group which discussed Employee motivation the accent was on non-material 

factors that affect it, such as: 

 

 Marking of significant dates, organization of sports events..., 

 Free psychological counselling, 

 Development of feedback culture,  

 Kindergarten for children of 

employees, 

 Employee of the month, 

 Meeting of newly engaged (coffee 

with General Manager), 

 Fun room, 

 Suggestion or idea box, 

 Forming trust, 

 Flexible work hours, 

 Working from home, 

 Employee rotation. 

Your Leadership Partner 
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The Group that discussed Executive Coaching firstly defined Executive Coaching and 

why it’s called so that everyone understands it in the same way. Besides that, they 
found it important to define the difference between Mentoring and Coaching as 

similar concepts.  

 

The main issues and challenges they discussed were: 

 Is it necessary for the Coach to have functional expertise? 

 Internal versus external Coaching, 

 How to choose a Coach? 

 Is there certification for Coaching in Serbia and is it a relevant quality indicator? 

 Procurement procedures for Coaches 

 Right match between Coach and the 

person coached 

 Who is responsible for the success of 

Coaching process and who sets the 

rules? 

 Haw and do we measure Coaching 

effects? 

 

The impressions are again pronouncedly positive and we would like to thank our host 

again, as well as all participants of both the first and the second HR meeting. We 

schedule our next meeting for September in Strauss Adriatic, of which we will provide 

information on time.  

Your Leadership Partner 
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 Stanton Chase International and 

Stanton Chase Belgrade celebrate two 

significant anniversaries this year, 25 since 

the foundation globally and 10 years of 

operations in Serbia. Motivated by our 

anniversaries, we wanted to conduct a 

Survey among our Clients with a desire to 

hear their impressions and comments 

regarding their cooperation with us and potential suggestions on how to improve that 

cooperation. 70% of our Clients completed the Survey and that gives us responsibility 

to adopt all suggestions and move forward with development of partner relationships. 

All industries covered by Stanton Chase took part so that the whole market was 

covered. You can see the results here.   

 

In 2012 our office also conducted a Survey among our Candidates with the same goal 

– to analyse their impressions and comments about their cooperation with Belgrade 

office of Stanton Chase. An anonymous Survey was sent to Candidates interviewed by 

our Consultants in the past year, regardless of whether they were later Shortlisted and 

presented to the Client. Over 70% of them had completed the Survey which makes 

results representative and valid. You can read the results here.  

 

Since one of our main goals is constant improvement, we came across the idea to 

compare and analyse suggestions and comments of Clients and Candidates to perceive 

their satisfaction/dissatisfaction with the whole process and its individual segments.  

Your Leadership Partner 
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CLIENT & CANDIDATE SURVEY 

COMPARATIVE REVIEW 

https://stantonchasebelgrade.files.wordpress.com/2015/05/client-survey.pdf
https://stantonchasebelgrade.files.wordpress.com/2012/07/brosura-2012-eng.pdf


 

All the results and conclusions which we extracted are exceptionally significant to us 

and we hope that in this way we can increase the quality of our service to the highest 

level.  

 

Most of our Clients come from Industrial sector (32.4%) and Consumer Products & 

Services sector (31%). On the other hand, most of our Candidates come from Financial 

sector (57.4%) and Consumer Products & Services sector (19.4%). 

 

Most of both Clients and Candidates learned about our office from friends and that is 

obviously the best recommendation. There is surprisingly small percentage of those 

who learned about us through social networks, even though Stanton Chase is very 

active on LinkedIn, but it is also obvious that the use of social networks for business 

purposes is not yet developed enough.  

 

63.3% of our Clients contacted Stanton Chase 

directly and in that way made the first contact 

with our office. This information does not 

surprise given the fact that most of our Clients 

learned about us through recommendation. 

Since most of our Candidates are employed 

without actively thinking to change the job, 

most of them were first contacted on the 

initiative of Stanton Chase.  
 

We were especially interested in factors that influenced our Clients and Candidates to 

decide to cooperate with our office. As far as Clients are concerned, four factors 

particularly singled out: expertise in searching management staff (100%), 

confidentiality (90%), understanding of their specific needs (83.3%) and quality of 

service in line with the price (70%). Candidates said that confidentiality (100%), 

trusting relationship (90%), understanding of their career’s need and open 
communication (84%) and understanding of market and position/function (71%) 

mostly influenced them to make contact and cooperate with our office.  

Your Leadership Partner 

 

pg. 10 
 



Executive Newswire  
 

Taking into consideration the characteristics of 
our job, which always involves two sides – 
Clients and Candidates, we can conclude that 
foremost confidentiality, experience of our 
Consultants and understanding of needs induce 
the long-lasting cooperation and justify the trust 
of large number of both Clients and Candidates.  

 

Clients are unanimous and claim that their 
company and business were adequately and 
professionally presented to Candidates. 

Candidates also agree that their experience and 
qualifications were presented to the Client in the 
best possible manner. 

 

The claim that Consultants showed complete understanding of the profile of potential 
candidates was fully confirmed by our Clients. 

On the other hand, 89% of our Candidates agree that the position and client’s 
expectations were presented clearly. 

 

88% of our Clients fully agree and 12% of them partially agree that profiles of 
presented candidates were in accordance with their request. 

 

When it comes to Candidates, most objections, if we can call them that way, referred 
to the duration of the process, which is a Serbian reality that we can influence very 
little; as well as to the lack of feedback from the Client after interviews and the 
explanation for those who did not get the job. We should keep in mind that Stanton 
Chase does Executive Search with top professionals and that all Shortlisted 
Candidates fully meet the given requirements, so at the end fine distinctions are those 
which usually make the differences for the Clients. Essentially, it is not that someone 
did not “pass”, rather that the Client opted for one of several excellent Candidates.  
 

After the assignment is over, most of our Clients and Candidates continue to stay in 
touch. Those who did not stay in touch said that they would like to re-establish contact 
at their earliest convenience. 

Your Leadership Partner 
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More than three quarters of participants rated their overall experience with Stanton 

Chase as positive or very positive, and very large percentage (100%) of Clients and 

(93.4%) Candidates would recommend Stanton Chase to their colleagues and co-

workers. 
 

Some of their comments: 

“Professionalism and the feeling of trust are the reason why I would give 
recommendation.” 

“I would recommend Stanton Chase because I consider them to be one of rare 
Executive Search companies in Serbia which does its job professionally: Consultants 

are familiar with the position, they respect Candidates in every way – their experience, 

their time, and they ask questions which correspond to their education and 

experience.” 
 

We can conclude that Stanton Chase International is seen as highly professional 

company, with Consultants who understand the market and Clients needs very well, 

who can transfer that onto Candidates and are maximally discreet. There is a room for 

improvement in more frequent communication with Candidates and Clients outside 

current positions and projects, especially through web, blogs, LinkedIn. Also, it is 

desirable to inform Candidates about process even when there is no news, especially if 

the process is prolonged unexpectedly. 
 

We hope that this Survey will contribute to an even more successful communication 

between Stanton Chase and our Clients and Candidates and to better understanding of 

the selection process by everyone involved. You can read the results of the Survey by 

clicking here.  

Your Leadership Partner 
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 The AESC State of the Executive Search and Leadership Consulting Industry 

Report is quarterly research carried out by the Association of Executive Search and 

Leadership Consultants since 2004 on trends in the global retained executive search 

and leadership consulting industry. Data for the report is collected from a consistent 

sample of AESC member search firms representing the activity of 1,405 executive 

search and leadership consultants across 75 countries worldwide. The AESC estimates 

that annual net revenues for the worldwide executive search and leadership consulting 

industry totalled $11.7 billion in 2014. 
 

2014 Annual executive search and leadership 

consulting industry trend data revealed a 

10.7% annual rise in global. 
 

Annual revenue growth from 2013 to 2014 

was supported by a 2.5% rise in the volume of 

new executive searches started in 2014 over 

the previous year as well as an increase in the 

value of individual search assignments, rising 

2.9% in 2014 over 2013. Similarly, the 

average revenue per consultant increased by 

11% during 2014. 
 

North America remained the largest market 

for executive search and leadership 

consulting in 2014 with a 43% share, followed 

by EMEA at 33.4%. Asia Pacific followed in 

2014 regional market share with 17.3% and 

then Latin America at 6.3%. 
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AESC: State of the Executive Search and Leadership Consulting 
Industry, 2014 Annual Report 

About AESC 
 
Since 1959, the AESC has set the 

standard for quality and ethics in 

executive search and leadership 

consulting worldwide. Because AESC 

members must commit and adhere to 

the AESC’s industry and government 
recognized Code of Ethics and 

Professional Practice Guidelines, 

clients can be assured that AESC 

members are able to serve as trusted 

advisors for their most important 

engagements. As the voice for executive 

search and leadership consulting 

worldwide, today the AESC is 

comprised of more than 350 member 

firms, representing 8,000 executive 

search professionals in 75 countries.  



Of the major industries surveyed in the AESC’s 2014 annual report, Industrial 
continued to hold the largest share of world-wide senior executive search and 

leadership consulting activity with 25.3% of the 2014 market, followed by Financial 

Services with 20.5% of new searches started, and then Consumer Products (17.9%), 

Technology (15.3%), and Life Sciences/Healthcare (13.2%). 
 

UK is leading in searches started annually within the EMEA region with 27.4%, 

followed by Germany with 13.8% and France with 9.5%. Other EMEA sub-regions take 

49.3%. However, in comparison to 2013, only Germany and France record an increase, 

while UK and other EMEA sub-regions record decrease.  
 

AESC President and CEO, Karen Greenbaum, commented that businesses understand 

that their most important asset is their people and that this research shows that 

businesses also value executive search and leadership consultants as trusted advisors 

for their talent needs. 
 

Thomas T. Daniels, Senior Director & Partner, Spencer Stuart and AESC Vice-Chair 

and Chair of the AESC Council of the Ameri-cas thinks that the growth of the industry 

to record levels reflects the importance that the best organizations in the world are 

partnering with executive search firms, which bring fresh perspectives and insights 

about talent, succession planning, executive assessment and leadership advisory 

services. 
 

AESC Global Chair, Jason Johnson said the industry is in good health with both a rise 

in the volume of searches and a rise in the average fee per search. He also pointed out 

noticeable increased use of executive search and leadership consulting firms in the 

emerging markets. He is optimistic about the future of the profession and is looking 

forward to even better results in 2015. 

 

Association of Executive Search and Leadership Consultants 
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Stanton Chase International, Belgrade office 

Blvd. Oslobodjenja 75, 11000 Belgrade, Serbia 

Telephone: (+381) (0) 11 3973 676 

belgrade@stantonchase.com 


