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Executive  Newswire 

Dear all, 

 

Here we are in the first edition of the year. 
The first business indicators are surely in 
sight and frankly we hope that everything 
goes in the right direction or at least that it 
has good prospect. In every case optimism 
should never leave us. We have no other 
choice but to look forward and turn things 
that are not progressing in the right way 
into positive events.  

 

For us the end of the year was marked by 
Talent Management™ award. This 
time the award went to Telenor and you 
can read inside this issue who got the 
special awards. 

 

Also, in the first issue of 2016 you will have 
the opportunity to read about our latest 
CEO Survey™. We divided it into five 
sections: people management, market 
development, risk management, MIS and 
personal development. We got interesting 
responses and interesting comments. Read 
more inside. 

 

At the end of this issue we prepared 
interesting news from HR meeting™ 
where Nelt Group was a great host.  

 

Enjoy the reading and we wish you a 

successful year!  

Your Leadership Partner 

March 2016                           Belgrade office 

Issue 12                       Year of Publication V

Miloš Tucaković 
Managing Partner 



Executive Newswire  

In 2014 Stanton Chase Belgrade established and assigned 

the prestigious Talent Management Award for the first time. 

The idea behind the Award was to arouse awareness and the 

significance of talent management processes in companies.  

Since the Award was established as a traditional one we 

assigned it for the second time in December 2015.  

 

The process itself begun by selecting companies from 

various industries which we recognized as those who invest 

a lot of effort and money in talent development. We 

targeted around 50 companies and contacted their General 

Managers and Human Resources Directors to take part. The 

response was excellent, just as last year, because we had 

companies from all industries. 

 

In order to provide the most objective approach, 

traditionally, we decided to invite competent managers and 

experts in this area as external members of the jury, along 

with our consultants, to decide together about the winner. 

They were: 

 

 Mr. Aleksandar Ružević, General Manager of Coca-Cola Hellenic (last year 

winner),  

 Mr. Predrag Radlovački, CEO of MPC Holding, leading domestic real estate 

company,  

 Mrs. Dejana Lazić, Director of Center for Career Development at Belgrade 

University. 
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Talent Management Award for 2015 was assigned to Telenor. The diversity and 

efforts of all companies inspired us to give two additional awards along with the 

main one. We decided that special projects must be acknowledged, even though they 

didn’t help the companies to get the main award, they deserved to be awarded. The 
award for The Most Complex Approach in Talent Management was assigned to NIS 

a.d. Novi Sad and the award for The Most Original Approach in Talent Management 

was assigned to IBM. 

 

 

 

 

 

 

 

 

 

 

 

 

 

In the following articles you can read the impressions of the winner.  

 

 

Stanton Chase Beograd 
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Can you tell us a few words about the project for 

which you got the award? 

 
In the first place that would be the dedication of the 

whole organization to different activities in Talent 

Management. Leaders are actively included in 

recognizing and nurturing talents, as well as in their 

direction through different development plans and 

support in their implementation. In the base of this type 

of attitude is the company culture which encourages and 

actively supports further sharing of knowledge and 

experience. For example, significant number of leaders, 

including Top Managers, are engaged as mentors and 

large number of experts help talents improve their 

specific skills through shadowing programme. 

 

Our industry is very dynamic, therefore we dedicate special attention to development 

of certain competencies. In addition to experience and knowledge available for talents 

in Telenor Serbia there are many other opportunities 

for their further development and gaining experience 

in other countries where Telenor group does 

business and that is on 13 European and Asian 

markets. There are many global development 

projects of Telenor Group where top talents from all 

countries participate and there are many local 

programmes with focus on specific needs of Telenor 

Serbia and that is what makes our talents ready for 

all challenges in changeable, dynamic and primarily 

exciting industry.  
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IMPRESSIONS OF AWARD WINNERS 

Telenor 



 

What do you think about Talent Management award™? 

 

The idea to establish Talent Management award is really admirable and we hope that 

it will be a good opportunity to share experiences about best practices in HR for a long 

time and to the benefit of all participants. It is very important to promote talent 

management in this way and increase the awareness that talented people have great 

opportunities in many companies.  

 

How much do you think your company will benefit from the award? 

 

This award means a lot to us as a company and represents the affirmation that Telenor 

is recognized as a great place to work and develop. At the same time it is an incentive 

to further develop talent management program because we looked it from a fresh 

perspective when we presented it to the commission and we created some new ideas. 

We are really looking forward to the activities Stanton Chase organises and we are 

looking forward to continuous experience exchange with companies which 

participated. 
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Can you tell us a few words about the project for 

which you got the award? 

 

Our company got the award for the most complex approach in 

Talent Management. We presented our talent development 

process in the system with 10,000 employees with all its 

specificities of vertically integrated oil company.  

 

Today in NIS 50 training professionals work on the 

development of professional and leadership competencies of 

employees in 5 business units and 10 functions of support. To 

successfully answer the complex needs we dedicate special attention to early 

identification of talents, concept of NIS’ Corporate University, career planning, as well 
as to individual development plans implementation, and the adaptation of 

programmes to large number of different target groups is a necessity for us.  

 

What do you think about Talent Management award™? 

 

We are very happy this way of promotion and sharing good practices exists in Talent 

Management area. This award is a recognition for companies in Serbia to develop 

their talented employees according to global standards and trends.  

 

How much do you think your company will benefit from the award? 

 

This recognition is very important for NIS because 

it represents confirmation that the way the 

company is developing is the right one and that its 

efforts and expertise are recognized in public. Also, 

this is a motive to keep moving forward and to 

improve the existing, but also to develop new, even 

better programmes for talent development.  
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IMPRESSIONS OF AWARD WINNERS 

NIS a.d. Novi Sad 



Can you tell us a few words about the project for which 

you got the award? 

 

The programme is based on identification of female talents in 

the organization on the Central and Eastern Europe level and 

on a particularly designed development plan for women which 

include educations, mentoring, possibility to work on projects 

with Directors in the region, working on career development 

possibilities etc. The goal of the programme is empowerment of 

women and their placement on leading positions in the 

company.  

 

What do you think about Talent Management award™? 

 

The award is designed well and it represents a good way to promote the positive 

practice in HR both in domestic and international companies. 

 

How much do you think your company will benefit from the award? 

 

IBM invests a lot in talent development. It would be a great pleasure to share our 

hundred years old practice and experience with other companies with a desire to make 

HR sector in Serbia stronger.  
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CEO Survey 2015 

Management strategies 

Our latest CEO Survey is based on five sections: people 

management, market development, risk management, 

MIS (Management Information System) and personal 

development.  

 

This year again we had CEOs from foreign countries 

working in Serbia, alongside domestic CEOs 

participating in our Survey, which makes the image of 

the current situation complete.  

 

Most of the CEOs who took part in the Survey have been 

on CEO positions for over 10 years and most of them 

come from Financial sector, Consumer products and 

Services, Technology and Industrial sector. What is 

important is that representatives of all sectors, including Government took part, so we 

have a comprehensive insight in the opinion of key people of our companies, public 

companies and Government institutions.  

 

People Management 

 

Most of the participants, 51% of them, describe their management style as Liberal, and 

only 3% as Autocratic. We can conclude that CEOs choose to delegate authority and 

create climate where all employees are equal. It is expected from them to have 

initiative and to give their contribution to making decisions no matter the place they 

have in the hierarchy.  

 

Personal example, consistency and clearly defined rules are most significant for most 

participants when it comes to people management. Authority is the choice of the 

smallest number of the participants which is expected if we consider that that style is 

the least represented in Serbian companies. 



 

Talent development is part of objectives of most CEOs. This fact implies that talent 

management is a strategic activity in most companies which is approached with plan 

and which includes many people.  

 

Most of the participants motivate employees through individual and group meetings 

with Managers and through informal meetings. Formal aspects of motivation (formal 

meetings with all employees, 

clearly defined reward system...) 

are of course present, but to a 

lesser extent and their 

significance is larger when it 

comes to communication with 

employees – which is usually 

done through Managers, e-mail 

and formal meetings.  

 

Market development 

 

Stronger competition, consumers who are more educated and more concrete in their 

demand, slower closing of business deals as well as less favourable legislation are the 

trends our participants recognize as present in the market in the past year. Despite the 

mentioned obstacles, companies are constantly trying to improve their position in the 

market and attract new and keep old consumers. Most of them do it by introducing 

new products and services, as well as by cutting costs.  

 

These innovations of product/service portfolio, alongside quality improvement and 

giving different benefits for customers are the strategy most companies apply when 

placing products/services on the market. Because of the significance of innovations we 

asked CEOs how they influence the development of new products/services. Most of 

them adjust to the market demand, through R&D, while a small number of companies 

are not authorized to innovate.  
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We were also interested in predictions for Serbian market in the next year. Most of 

CEOs, 60% of them, think that business will stagnate, 21% of them think it will 

decrease and 18% of them is optimistic and think there will be a notable development 

of business in the next year.  

 

Risk Management 

 

In most companies the whole Management is responsible for Risk Management and in 

the smaller number of companies only CEO. We were interested to know which risk 

category they encounter most. Most of them agree that they encounter 

macroeconomic risks most and microeconomic and legislative risks took second place.  

 

Absolute majority of the participants 

is either partially or in full satisfied 

with the speed/strategy of reaction to 

risks in their company. In their 

comments most CEOs emphasise the 

significance of time, type and the level 

of engagement, as well as the fact that 

this process must be continuously 

improved.  

 

To the question which risk management measure could be improved in their company 

CEOs single out: risk assessment must be significantly improved; knowledge amount 

in the system must be increased; more local flexibility; less pressure for testing when 

entering a business with new client, it slows down the process; profitability measures, 

raw materials cost management; IT; awareness about the risks.  

 

MIS (Management Information System) 

 

When it comes to MIS, it is either very developed or moderately developed in most 

companies. One of the reasons for this is probably the fact that over 50% of companies 

constantly invest in MIS and in over than 25% of companies investments are regulated 

on a Group level.  



 

Better reactions on the market, adapting various reports and Monitoring employee 

efficiency are the possibilities of MIS that our participants value most when it comes 

to operative decisions. When it comes to strategic decisions MIS has shown as most 

efficient for Defining KPIs, but also for adjusting products/services to specific needs of 

client. Small number of companies (6%) doesn’t use MIS. 
 

Personal Development 
 

Majority of CEOs in Serbia think that self-engagement helped them grow most while 

on their current position and it is followed by Participating in different projects on 

Group level. Over 90% of participants has a career development plan and they are 

satisfied with it, which leads us to the conclusion that most companies in Serbia takes 

care for the development of their leaders.  
 

Formal education and working with a mentor within the company are the most 

common of how CEOs develop their skills. In addition to that, the significance of 

learning through practice and informal learning were singled out.  
 

When it comes to trainings, as a way of skills improvement, half of the participants 

went through 1-3 trainings in the past year, and 25% of participants went through 

none.  
 

We were especially curious about whether CEOs have a formal performance appraisal 

as an additional way of skills improvement. We got a positive answer from 64% of 

CEOs, which leads us to the conclusion that formal performance appraisal isn’t always 
represented on the highest hierarchy level and that could be the cause of self-

engagement in development.  
 

You can find all of our publications on our LinkedIn group, blog, as well as on our web 

site. 

Your Leadership Partner 
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https://stantonchasebelgrade.files.wordpress.com/2014/02/brosura-eng.pdf
https://stantonchasebelgrade.files.wordpress.com/2015/02/improving-yourself-as-a-leader.pdf
https://dl.dropboxusercontent.com/u/38884328/CEO Survey 2012.pdf
https://stantonchasebelgrade.files.wordpress.com/2012/02/brosura-januar-2012-eng.pdf
https://stantonchasebelgrade.files.wordpress.com/2016/02/ceo-survey-2015-management-strategies.pdf
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The fifth HR Meeting and the first in this year was held on 24th February at Nelt 
Group. Our host organized transportation for all participants and we were welcomed 
by Mrs. Marina Mitić Jekić, Executive HR Director who took the role of our guide. We 
heard the story about the company and the role and evolution of the sector of human 
resources in it. 
 

Upon arrival at the company, Mrs. Mitić 
Jekić welcomed everyone once again and 
introduced Mr. Milos Jelić, Executive 
Director of the company, who shared with 

the participants his views on the importance 

of HR function in the company and how 

much is really important cooperation 

between top management and HR. He 

singled out the importance of the mutual 

trust and taking into consideration the 

opinion of HR when making important 

strategic decisions. He also talked about 

future rule of HR, which will be in giving 

strong support in terms of a broader understanding of business, in order to achieve 

the objectives. After the presentation, participants took the opportunity to ask 

questions, and the answers of Mr. Jelić were rated as "very personal and sincere" and 
something they particularly like.  

 

Report from HR meeting™ 



Ivana Canić, HRBP at Nelt Group introduced us with basic HR processes in the 
company, their organizational culture, magazine “Magazzin“ and showed us two 
interesting short films-the first was about Children's Day and the other was about 

employees who were saying about a career at Nelt, possibilities for professional 

development, opportunities for advancement and the atmosphere in the team. Her 

colleague, Ana Marinković, Talent Manager, briefly presented the talent management 
campaign. We also had opportunity to hear about the project „Dobar Start“ from 
Danijela Matić, HRBP. 
 

The second part of previous meetings was reserved for discussions on topics that the 

participants themselves suggested. As the first year is behind us, we wanted to ask 

about participants’ impressions regarding HR conferences that we have organized in 
cooperation with various companies. For this reason, we've put together a 

questionnaire that all participants filled out, and our goal was to obtain a guideline for 

the organization of future meetings - we wanted to hear what they liked or did not like 

so far, how much they are willing to engage and if they have any new ideas. The results 

and the most interesting suggestions and comments you have the opportunity to read 

below. 

 

Most of the participants for the first time were at the HR conference (51.35%), 29.73% 

of them had previously been only on one meeting, 10.81% on two, 8.11% on three, and 

there were no participants who attended all the meetings. 

 

Participants are generally satisfied with HR 

conferences. They especially appreciate the 

opportunity to exchange experiences and 

opinions, meet colleagues, and learn about new 

trends in HR. What was a novelty compared to the 

previous meetings was speech of Executive 

Director of Nelt Group, which has left a very 

positive impression on all participants. So far, all 

the meetings were characterized by a pleasant 

atmosphere and readiness of colleagues and hosts 

to share the details and new ideas. 
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The criticism was addressed to superficial processing of topics because the time for 

discussions was too short. The general impression was that the time predicted for 

informal association is also too short that sometimes there is too much company 

promotion.  

 

The benefit of HR Meeting is reflected through 

calibration and comparison of the level of 

development of HR processes with other 

companies, through the overview of the situations 

other companies had already went through and 

the methods they used to deal with them, but also 

through fresh ideas and the insight in good and 

less than good practices. 

 

53.13% of participants took part in the discussions 

and think that it’s important because it’s the best 
way to share experiences and to understand the issues of the topic. The most common 

reason participants didn’t took part in discussions is the topic which isn’t a part of the 
scope of work of the participants and in that way is unfamiliar or uninteresting.  

 

Most of the participant (69.23%) didn’t present the conclusions on the behalf of the 
group because they didn’t have the opportunity to do so or because they don’t think 
they are experienced enough. 91.18% of participants would be interested to prepare a 

presentation of HR Meeting.  

 

The highest marked (4.56 in average) option for future meetings is the presentation of 

successful projects related to talent management (the representative of HR of the 

company interested to present the project) and discussion after the presentation 

(Q&A). This option is followed by a panel discussion on a predefined topic (4.0) and 

participants were least interested to have a tour around the host company and 

presentation regarding the characteristics of their business (3.75). 



 

Even though participants like the current concept in general, the suggestions we will 

try to recognize are: more presentations of experience with projects, presence of 

someone from business who would give perspective of HR function and a more 

structured informal part.  

 

On the question “What suits you more, to get a moderator or to have someone from 
the group to present the conclusions of the discussion?” we got equal results.  
 

84.38% of participants would host this event because they think their company has a 

lot to offer from HR area, while 15.63% think their companies still aren’t ready for that 
step. 

 

We would like to thank everyone who participated in this Survey, which will be our 

guideline for future meetings and how to progress and what to change so we answer 

your interests in the best way possible.  

 

Also, we would like to thank our host on sharing of their experiences, as well as 

everyone who came to exchange ideas and challenges they encounter in their everyday 

work. 

 

We expect the next meeting to take place in mid May and we will inform you about the 

details on time.  

 

In the meantime, we invite you to join us on our LinkedIn page. 
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https://www.linkedin.com/company/hr-skup?trk=biz-brand-tree-co-name


Stanton Chase International, Belgrade office 

Blvd. Oslobodjenja 75, 11000 Belgrade, Serbia 

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

belgrade@stantonchase.com 


