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Dear readers, 

 

We present you the last issue in this year. 

It offers an interesting interview and some 

relaxing articles. We are aware that there 

were enough difficult moments in this 

year, that holidays are coming and that we 

all need to slow down before upcoming 

family festivities.  

 

In the New Year we will bring a new 

design, information about Talent 

Management Award given by Stanton 

Chase Belgrade for the second consecutive 

time, the overview of our yearly CEO 

Survey and many other things, hoping to 

remain interesting, topical and keep pace 

with happenings in Serbia and the world.  

 

We wish you many pleasant moments, 

journeys and good business results in 

2016! 

 

Happy holidays!  

Your Leadership Partner 

December 2015                          Belgrade office 

Issue 11                     Year of Publication IV

Miloš Tucaković 
Managing Partner 



Executive Newswire  

 We spoke to General Manager of Dunkermotoren, 

Mr. Slobodan Anić about the development of the company 
and the main challenges he and his team face. 

 

What influenced your decision to start business in 

Serbia?  

Back in 2009 Dunkermotoren decided to spread its 

operations globally. Eastern Europe was of interest to 

Dunkermotoren, specifically. Serbia was one of the best 

candidates for starting the business here. After deeper 

analyses of possibilities in Serbia, in 2010 there was a 

decision that this was the best place to transfer specific 

products to be produced in Serbia.  

 

Why did you choose Subotica? 

Subotica is, geographically, very well positioned. It is on the corridor 10 that is on the 

route to our main customers in Europe and logistically this is very important. Also, 

tradition of electro motor production in Subotica is well known. Local population is 

well educated and versed in western way of doing business and western culture in 

general. Knowledge of foreign languages is great and that is very important for two 

way communication between HQ and workbench. Very important for our business 

model is the fact that there was opportunity to run our operations in “Free Zone” 
environment.  

 

What/who was the most helpful when you started? 

Dunkermotoren is operating in the “Free Zone”. Subotica local government and 
management of Free Zone were of the big help when business was established here. 

Considering that Dunkermotoren started as a “Greenfield” we haven’t faced all of 
potential issues that “Brownfield” investment could face.  
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Which difficulties did you encounter? 

In general, business start up was smooth. We haven’t faced any major obstacles. 
Today we have great management team of experienced professionals proved we can 

deal with any obstacle on our journey to excellence.  

 

Can you tell us something about your factory? 

Dunkermotoren is part of global American company called Ametek. Globally, Ametek 

has more than 15000 employees. Today, Dunkermotoren employs 130 people in 

Serbia. We are capable of producing 2500 SKUs portfolio, which tells a lot about our 

complexity. Our specificity is that we have “Research and Development” department 
with 12 engineers who are developing and working on “cutting edge” technologies 
projects with colleagues from America and Germany. Our products are finding 

application in variety of industries like: sun protection, solar, medical, transportation, 

defense, food, air tech and air space, etc.   

 

Do you have plans for further development? 

Ametek is committed to “organic growth”, meaning we are growing together with our 
customers and the market demand. We started with 10 employees in 2010 in Serbia 

and today we employ 130. We constantly assess opportunities for transfers of specific 

products from Germany and other European and American sites to Serbia and 

constantly we fill our lay out in Serbia with new production lines. Considering the 

space limitations in the moment we are in project of extending our plant by additional 

900sqm. There we will in-source different new products and product lines from 

Germany and America. We will increase our production in the next year by 15% 

minimum and we will definitely need more work force. Good experience that 

Dunkermotoren had in Serbia, triggered further plans of Ametek in Serbia and 

another Ametek Business Unit – Floor Specialty Motors (FSM) started, very 

successfully, in short period of time, its operations in Subotica in April 2015., 

employing 110 people in the moment with strong growth plans for 2016.  Feasibility 

studies for other Ametek Business Units are ongoing.  
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Executive Newswire  
 

Would you recommend Serbia and Subotica to other foreign investors and 

why? 

Dunkermotoren and Ametek in general till today haven’t opted for any government 
incentives, but our business here, in Serbia, is the best incentive we have. There is big 

interest of our suppliers and customers alike about doing business in Serbia and we 

recommend it every time to everybody. Every investor will find here educated and 

motivated work force that, with proper training can deliver highest quality. Our 

employees have “can do” and winning spirit and every obstacle they face, they tend to 
see, on the first place, as a learning opportunity and challenge and not as an 

unconquerable problem. We found here basic education and technical skills on very 

high level. Originally, I am from Belgrade and not from Subotica, but I found Subotica 

as a great city to live in which you feel welcomed all the time. This is multi cultural, 

diverse environment that is very safe and encouraging in terms of development and 

improvement.  We would definitely recommend Serbia and Subotica to any foreign 

investor. 

 
 

Interviewed by Miloš Tucaković 

Managing Partner, Stanton Chase Belgrade 
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In this digital age commercial success 

of businesses, whether they are 

services or product oriented or a 

combination of the both, is 

determined by how well information is 

used. This is not only true for use 

within the company but also for how 

well it is used and shared across the complete “supply chain”, being suppliers, 
employees across all functions, sales channels and clients. We believe the Chief Digital 

Officer (CDO), a relative new role within companies, is crucial in this. 

 

Adapting to this new digital era requires skill sets that existing leadership does not 

necessarily possess. Over the last 2 years, companies have been adding CDO positions 

on a regular basis. However, the current CDO position has become a broader role than 

current individuals in that particular role. Thus the role is evolving at a rapid pace. 

The CDO today is in close co-operation with the CEO and the rest of the board, and, 

therefore, responsible for a successful digital strategy. This requires a holistic 

approach, involving mobile, web, social and traditional platforms. 

 

The “original” CDO was often a Digital Marketing Executive, someone with a strong 
grasp of Social Media such as Facebook, Twitter, LinkedIn etc, who expanded 

traditional marketing efforts into the digital world. This was driven by the rise of 

mobile devices. The smart phone has become the most personal, one-to-one, 

communication device in existence. Traditional radio, TV and later computers and 

even tablets are shared amongst multiple users, often within the family. The smart 

phone is by far the most individual piece of electronics we carry around with the 

ability to communicate. Digital Marketing was the first effort to use this unique 

opportunity to enhance a client’s customer experience and offer customized, well 
thought out products and services on an individual basis. 
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However, to deliver on these promises to clients requires a strong integration between 

the marketing function and the technology of the company. Over 70% of CMO’s have a 
Chief Marketing Technologist reporting into them to support the cooperation between 

the traditional CMO and CIO. 

 

Where does this leave the CDO? In order for the CDO to be successful, he or she must 

have the authority and responsibility to execute a digital strategy. In those businesses 

today sticking to traditional business models face the threat of being overtaken by the 

competition. Integrated digital strategies where all aspects of the business (sales, 

marketing, sourcing, production, services, finance, HR, etc) are integrated not only 

allow for a more dynamic operation of the company but also can create new 

opportunities never presented before. 

 

The balancing act is different for large corporate companies compared to mid-sized 

international organizations. While some CDOs deal with very large, corporate 

established structures, others deal with more agile, flexible organization and a lower 

budget to work with. Making an impact however depends on a variety of different 

issues. Leadership styles single out as very important as well as being able to bring 

together and nurture a cross-functional team that is willing and able to think outside 

the box, challenge existing conventions and wants to improve for the better of the 

company, which is a vital capability for the current and future CDO. Deep 

understanding of technology and strong business acumen has shown as equally 

significant. 
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So what does the future hold for the CDO? Probably the future looks bleak. If executed 

correctly strategically the CDO will support a transition within the organization which 

should permeate every employee to think of it as a fully digitized, integrated and 

highly flexible entity. At that point the role of the CDO will become obsolete because 

everyone will act as a CDO, seamlessly working together insuring that the company 

will survive in this digital age we are experiencing. If not, the company will be left 

behind by its competitors. 

 

The job, often not in the core of the company yet, requires a shake up of all traditional 

functions right up to marketing to ensure survival in a real-time digital economy. Will 

the CDO stay? Experts think not because there will be a time where the word ‘digital’ 
added to a job title, will be seen as superfluous, CEO’s will be tech savvy and officers 
who don’t get the “digital” will be a scarcity. 

 
 

Authors: 

 

Jan-Bart Smits – Global Practice Leader Technology, 

Stanton Chase Amsterdam 

 

Jim McFadzean – Regional Practice Leader North America Technology, 

Stanton Chase San Francisco 
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 How Executive Search Differs from Contingent Recruiters  

AESC 

 When hiring executive level talent a 

business may keep the search in-house, 

leveraging their own networks and 

processes, or they may look outside their 

organization for help, and choose either 

an executive search consulting firm or 

contingent recruiter. This document 

focuses on the difference between 

executive search consulting and 

contingent recruiters.  

 

Definitions 

Executive search consulting firms are specialized management consultants retained 

on an exclusive basis by clients in an advisory capacity. An executive search consulting 

firm typically partners with a client to identify, assess and select the very best possible 

candidate.  

 

Contingent recruiters are hired to present a pool of candidates that fit certain criteria. 

A contingent recruiter generally works the front-end of the process, leaving the 

assessment and selection work to the client.  

 

Business Model 

Executive search consulting firms operate on an exclusive, client-centered basis and 

work on a limited number of assignments at one time. Executive search firms often 

find candidates with diverse backgrounds and have access to candidates who are not 

actively seeking a new position. They are engaged in all aspects of the process, from 

defining the search through candidate integration. They charge a consulting fee 

(retainer) for the assignment, consistent with their in-depth advisory work. Executive 

search consultants deliver high-quality service, a slate of highly qualified candidates, 

and develop long-term relationships built on trust.  



 

Contingent recruiters seek to place as many candidates as possible in the shortest 

possible time. They tend to work with many assignments concurrently. If a particular 

assignment is not getting traction, contingency recruiters have little incentive to 

continue. Contingent recruiters offer their service with no money up front, and they 

get paid for candidates who are hired from resumes they present. Fees are generally 

lower, reflecting their limited scope of work. Contingent recruiters deliver broad 

access to “ready to move candidates” and a quick presentation of a large number of 
resumes. 

 

Methodologies 

Executive search consultants begin by understanding their client’s industry, business 
strategy, and unique needs. They employ highly sophisticated methodologies 

including competency-based interviewing, 360 degree referencing and due diligence 

processes that may be augmented by psychometric testing and broader assessments. 

They identify a slate of the most qualified candidates that fit well with the client’s 
culture and have the right background and experience for the specific opportunity. 

Their success is defined by the long-term commitment and impact of the person hired, 

therefore they are motivated to help secure a lasting, successful executive hire for their 

client. 

 

Contingent recruiters leverage networks, advertising and online databases to identify a 

large number of resumes of candidates who likely fit the client’s criteria. Resumes are 
shared with the client who then takes a more hands-on approach to reviewing and 

evaluating the candidates. By virtue of the payment upon placement nature of this 

business model, contingent recruiters are motivated to get many resumes in front of 

many clients, as quickly as possible. 

 

Target Assignment 

Executive search consulting firms are typically used for senior-level executive 

positions and board directors. Assignments are generally for positions where the best 

candidate is harder to find and harder to persuade to make a move, and where the 

potential impact of success or failure is greatest.  
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Contingent recruiters are most often used for mid-level positions or positions where 

there are a large number of qualified candidates. They focus on candidates actively 

looking for a new role, and positions that are of lower potential impact within the 

client organization.  

 

Candidate Perspective 

Executive search consultants often access senior executives who may not be actively 

seeking a new position, and treat their potential interest with a high degree of 

confidentiality. They can help these hidden candidates see the potential advantages of 

making a move for the right opportunity.  

 

Contingent recruiters access candidates more likely to be in mid-management roles, 

most of whom are actively looking for a new position. They have a strong sales 

orientation and focus on working with a lot of clients and candidates, which can be an 

advantage to the mid-level candidates looking to make a move.  

 

Conclusion 

Unfortunately, executive search consulting and contingent recruiting are often 

thought of interchangeably, when they are indeed completely different professions. 

When it comes to the most important executive talent needs, choose an AESC member 

executive search consulting firm . 
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Stanton Chase International, Belgrade office 

Blvd. Oslobodjenja 75, 11000 Belgrade, Serbia 

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

belgrade@stantonchase.com 


