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Dear Readers,  
  
It has become a tradition to mark the year’s first issue of Executive Newswire with news 
about the Talent Management Award instituted by Stanton Chase Belgrade three years 
ago. In an exceedingly tough competition rallying the largest number of participants to date, 
the award went to NIS a.d. Novi Sad, with Nelt Group and Continental also receiving special 
awards.  The jury – including Nevena Stefanović, Chief Human Resources Officer at Telenor, 
Dejana Lazić, Director of the Centre for Career Development and Student Counselling at the 
University of Belgrade, Aleksandar Ružević, General Manager of Coca-Cola HBC, Marina 
Petruševski, General Manager of Advance International, and our consultants – was faced 
with the exceedingly difficult, yet highly interesting task of closely analysing all the 
achievements of the participating companies.  The special awards were a reflection of the 
jury’s desire to offer recognition to companies that have excelled in specific projects as well.    
  
Furthermore, we present you an overview of our latest CEO Survey. This time, the topic 
was Millennials and How Top Managers of Companies in Serbia Perceive Them.  Our office 
has conducted extensive research on this generation and recently published a book on this 
topic. This survey provides another unique perspective and offers a solid foundation for 
future analyses and reviews. 
  
We hope this will be an enjoyable read and wish you a successful year! 
 
Stanton Chase Team 

In this issue: 
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SCI:   What do you think about the 
launching of the Talent Management 
Award™? 
 
V.B.: This is a unique opportunity for global 
and local companies from different industries 
to share their knowledge in a key HR field –
Talent Management.  I am happy that there is 
such a structured way of promoting global 
practices in our country, and we are pleased 
to be taking part in the contest for the third 
year in a row.  We are also very thankful to the 
organisers for offering us the opportunity to 
present our best programmes, and to learn 
from other successful companies.  I would like 
to commend the entire Talent Management 
Award™ concept which is setting world 
standards with regard to the nomination and 
selection process, consultant expertise and 
jury credibility, making us all feel we are part 
of the global Talent Management family.  
 
SCI:  What are the key characteristics 
of the programme for which you have 
been awarded? 
 
V.B.: NIS Corporate University is a system 
aimed at providing continuous learning, skills 
improvement and career development for all 
employees in conformity with world 
standards. One of the key characteristics is 
top leadership development programmes for 
all levels of management within the 
organisation. There is also intensive work on 
the development of a coaching & mentoring 
culture, as well as the introduction of global 
and local e-learning platforms. 

Great significance is also attached to the 
development of Business Academies which 
promote technical skills and business 
processes, from research and oil production 
to processing, distribution and sales, with 
special focus on the provision of quality 
customer services.  Through the Corporate 
University concept, we are cooperating with 
leading business schools both from our 
country and the region, with reputable 
partners in training and development, as well 
as with universities and scientific institutions, 
which enables us to fulfil the highest 
demands in talent development.  Striving to 
share the best world practices, we have 
spoken with our lecturers and posted 
interviews on social media as part of the web 
series Experts Speak for NIS Corporate 
University.   
  
We are extremely happy that the Corporate 
University concept has been assessed as the 
best example of Talent Management in 2016 
taking into account its numerous tools, best 
world practices, methodologies and 
cooperation with expert lecturers. 

Mr. Vladan Buha 
Director Talent and Development 

a.d. Novi Sad 

http://www.stantonchase.com
https://www.linkedin.com/company/stanton-chase---executive-search-belgrade?trk=nav_account_sub_nav_company_admin
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SCI: What does the Talent 
Management Award™ represent for 
your company? 
 
V.B.: We take pride in the fact that we have 
won the first award for Talent Management 
in Serbia in 2016.  This award serves as a 
great acknowledgement that our company is 
developing talent in accordance with world 
standards. I would like to thank the superb 
team of the Training and Development 
Sector for its dedication, expertise, hard 
work and passion for developing people. 

“We are extremely happy that the 
Corporate University concept has been 
assessed as the best example of Talent 
Management in 2016 taking into account 
its numerous tools, best world practices, 
methodologies and cooperation with expert 
lectures.” 

http://www.stantonchase.com
https://www.linkedin.com/company/stanton-chase---executive-search-belgrade?trk=nav_account_sub_nav_company_admin
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SCI:   What do you think about the 
launching of the Talent Management 
Award™? 
 
M.M.J.: The launching of the award confirms 
that, in the market we are operating in, 
businesses acknowledge more and more that 
investment in people through strong 
leadership is the basis for business success.  
The strong orientation of companies to invest 
in the development and retention of quality 
people, and to attract talent from the labour 
market, results in this topic being discussed 
with growing frequency and that it is 
increasingly present in companies.  Some 
companies have a strong people development 
culture, while others are just starting to build 
and develop it.  The existence of an award of 
this kind adds importance to this topic and 
motivates companies to continually improve 
their talent management practices. 
 
SCI: What are the fundamental 
characteristics of the programme for 
which you have been awarded? 
 
M.M.J.: The Award for the Best Locally 
Originated Initiatives in Talent Management 
bestowed upon Nelt Group was based on 
practices we have been introducing over the 
past three years, since the establishment of 
the talent management process in the Nelt 
Group.  
 
When something is being created and 
introduced for the first time, it certainly takes 
a lot of effort, patience and enthusiasm to 
start it and ensure that it truly comes to life.   

I wouldn’t characterise the processes and 
systems we are introducing as something new 
in the market, despite the fact that our task 
was to cover an FMCG system with over 
3,500 employees working in seven different 
markets.  What we consider to be an 
accomplishment is the creation of a talent 
management practice which takes into 
account modern HR tendencies and the 
experiences of multinational corporations, yet 
simultaneously honours the specificities of 
our own business and existing system.  The 
key factor of success in this project lies in the 
company management which rendered 
recognition and support, consequently 
helping ensure that the systems and tools 
applied truly do gain momentum.   
  
If I had to single out any key projects in this 
field, I would definitely mention  the 
introduction of the systemic assessment of 
leadership potential though leadership 
competency evaluation and talent 
management discussions, the development of 
planned investment in training throughout 
the organisation with special emphasis on the 
Nelt Sales Academy, development 
programmes in certain parts of the company 
(e.g. Good Start Programme in the Sales 
Sector), as well as the You Create Success 
educational campaign which covered nearly 
all Nelt Group executives in the course of 
2016, and was aimed at raising awareness of 
the significance of people management and at 
strengthening the competencies of all our 
leaders in this field.   

Mrs. Marina Mitić Jekić 
Group HR Director 

http://www.stantonchase.com
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I would particularly like to point out that the 
change in culture in our organisation is 
growing increasingly apparent, and that as 
an organisation which is highly result-
oriented we are on the path to establishing a 
balance between result-orientation and 
people-orientation. 
 
 
SCI: What does the Talent 
Management Award™ represent for 
your company? 
  
M.M.J.: For us, this award is a great way of 
acknowledging all that has been done so far 
in Talent Management within the Nelt 
Group, and a great motivation and obligation 
to improve things even further, which is what 
we are determined to do. 

  

“What we consider to be an 
accomplishment is the creation of a talent 
management practice which takes into 
account modern HR tendencies and the 
experiences of multinational corporations, 
yet simultaneously honours the specificities 
of our own business and existing system.” 

http://www.stantonchase.com
https://www.linkedin.com/company/stanton-chase---executive-search-belgrade?trk=nav_account_sub_nav_company_admin
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SCI:   What do you think about the 
launching of the Talent Management 
Award™? 
 

V.D.: The existence of Talent Management is 
proof that the HR profession is growing 
mature in Serbia, and that there are some 
domestic practices that deserve to be 
acknowledged, shared among colleagues and 
applied in other companies.  One of the 
greatest challenges our profession is going to 
face is the dynamic development of the local 
labour market and further adherence to the 
European market.  Hence, further exchange 
of positive experiences and best practices will 
be necessary in order to develop overall 
human capacities which should support a 
strong economic development that is awaiting 
us in the forthcoming period.  As a company, 
we believe that the exchange of practices, 
ideas and information can only contribute to 
the further development of the community 
and the country as a whole, and this is why we 
have always been prepared to share our 
practices.  That is also why we are very 
pleased that Stanton Chase has launched this 
award, giving its own contribution to the 
development of the HR profession and 
encouraging corporate social responsibility 
action. 
 
SCI:   What are the key characteristics 
of the programme for which you have 
been awarded? 
 

In the contemporary world, the proper 
collection and analysis of information renders 
a competitive edge in the market itself, and 
thus in the labour market as well. 

Along with the implementation of certain 
elements of the talent management cycle 
(talent acquisition, employee appraisal, 
career planning, employee learning and 
development, and reward system 
management), we also implemented certain 
projects for the collection and analysis of 
relevant data which have enabled us to make 
appropriate decisions. 
 
In order to develop and implement our Talent 
Acquisition Strategy successfully, we carried 
out the following data collection and analysis 
projects:  Future in Employment, where we 
collected and analysed the opinions of young 
people about the way in which they prepare 
to search for employment for the first time, 
how much they have invested in their own 
development during their university studies, 
the importance of lifelong learning, and how 
they should communicate with potential 
employers.  We then examined the perception 
of the Continental brand as a desirable 
employer and established the difference 
between an ideal employer and our brand.  
Since we, as a company, are in the stage of 
employing a large number of candidates, we 
find it very important to ensure that the 
candidates going through our selection 
process create a positive experience and that 
they share it with other potential candidates.  
We obtained feedback from the candidates 
through a questionnaire designed to help 
measure their satisfaction level and give us 
tips as to how to improve our selection 
process and how to build a better relationship 
with candidates. 

Mr. Vladimir Damnjanović 
HR Manager 

http://www.stantonchase.com
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In implementing our learning and 
development strategy, we focused on 
measuring the effectiveness of our training 
programmes through the application of the 
Kirkpatrick Training Evaluation Model.  In 
practice, this meant that we measured the 
reactions of our training participants, their 
level of knowledge before and after the 
training, as well as changes in the frequency 
of their behavioural patterns, all of which 
needed to be generated by the training. 
Having collected all relevant data, we 
analysed the success of the training and 
redesigned the content of our training 
courses. 
  
All these data collection and analysis projects 
helped ensure the successful implementation 
of our Talent Management Strategy and 
enabled us to have the right talent in the 
right places in order to support dynamic 
growth achieved over the past years, and to 
prepare our capacities for an even more 
dynamic growth in future. 
 
SCI: What does the Talent 
Management award™ represent for 
your company? 
 

V.D.: We are particularly proud of this award 
because it emerged at a moment when we 
finished the first phase of our investment and 
initiated preparations for further dynamic 
growth.  The car industry places a large 
number of challenges before us, particularly 
in the field of talent acquisition and 
retention.  Hence, we are particularly pleased 
to know that all our efforts have been 
recognised by HR professionals as well. 

  

“Along with the implementation of certain 
elements of the talent management cycle 
(talent acquisition, employee appraisal, 
career planning, employee learning and 
development, and reward system 
management),we also implemented certain 
projects for the collection and analysis of 
relevant data which have enabled us to make 
appropriate decisions.” 

http://www.stantonchase.com
https://www.linkedin.com/company/stanton-chase---executive-search-belgrade?trk=nav_account_sub_nav_company_admin
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In our latest CEO Survey we wished to 
examine how leaders of companies doing 
business in Serbia perceive millennials, what 
this generation brings to the labour market, 
and how companies managed by our 
respondents position themselves in relation to 
millennials.   
  
As in previous years, the survey covered both 
local executives and expat CEOs working in 
Serbia, which enabled us to gain a full picture 
of the current situation. 
  
A significant number of the CEOs who took 
part in the survey belong to Generation X 
(1965 – 1979) and predominantly come from 
the technology, consumer product and 
industrial sectors. All sectors were 
represented, including professional services 
and government administration, enabling us 
to gain a comprehensive picture of the 
opinions held by the leading executives of 
companies, public enterprises and 
government institutions in Serbia. 

Characteristics of the millennial 
generation  
   

Nearly three quarters of the respondents 
describe members of the millennial 
generation as being extremely impatient.  
About half of the respondents see millennials 
as self-confident but superficial (they do not 
go deep into a problem and neglect details), 
while slightly less than half of them believe 
that they are ambitious people continually 
seeking new challenges.   These are precisely 
the characteristics and major faults attributed 
to millennials by CEOs of large companies 
worldwide in other research, so these findings 
were not surprising.   
   

Our executive respondents believe that 
millennials find role models in show business 
(34.2%), followed by the business sector 
(26.3%), and to a somewhat lesser degree in 
sports (13.2%). It remains to be further 
examined whether CEOs are right about these 
assumptions and if so, where the influences 
originate (some speculate that these choices 
are influenced by the situation in the country, 
the longstanding transition process, and/or 
the content and news presented by the 
media). 
 
Millennials and the work environment  
   

Over 80% of CEOs in Serbia believe that 
millennials find good remuneration most 
appealing at work, and that prospects for fast 
promotion are also significant, but to a 
slightly lesser degree (68.4%). These results 
are understandable considering that great 
ambition is one of the main characteristics of 
this generation.  Interestingly, although global 
research shows this generation to be team-
oriented, our respondents maintain that 
teamwork is least important to millennials 
(2.6%). 

CEO Survey™ 2016 
About Millennials 

http://www.stantonchase.com
https://www.linkedin.com/company/stanton-chase---executive-search-belgrade?trk=nav_account_sub_nav_company_admin
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When it comes to the ideal work 
environment, 63.1% of our respondents 
believe that millennials find the virtual office 
most attractive.  In this regard, Serbian CEOs 
think along the same lines as their foreign 
counterparts.   These truly are global trends, 
however only a very small number of 
companies in Serbia provide such a mode of 
operation. 
  
About a quarter of respondents believe that 
members of the millennial generation are 
primarily concerned with whether they will 
be able to find/keep a job they desire 
(26.4%), whether they will be promoted 
quickly(26.3), and whether they will be 
adequately rewarded for their efforts at work 
(23.7%).  Considering the country’s high 
unemployment rate, the fact that it is 
difficult to find a job in one’s area of 
expertise, even in the case of the most highly 
qualified individuals, it is not surprising that 
CEOs hold the opinion that security certainly 
represents an important job characteristics, 
and that keeping a job is crucial to young 
people.  We presume that all generations 
share a similar perspective.  Fast promotion 
and adequate rewards for effort are very 
important not only to young people in 
Serbia, but also to youth around the world. 

“It is well known that companies invest a lot 
of their resources in the development of talent 
attraction strategies, and since every 
generation brings something new to the 
labour market, strategies need to be adjusted 
continually.” 

Company strategies with regard to 
millennials  
  
In of the companies managed by the 
respondents (37.9%), up to 20% of the 
employees are millennials. Since a large 
number of millennials are still attending 
colleges, universities or even secondary 
schools, this number will increase in the 
coming years.  Nevertheless, the percentage of 
companies in which millennials make up as 
much as half of the total workforce is not 
negligible. 
  
It is well known that companies invest a lot of 
their resources in the development of talent 
attraction strategies, and since every 
generation brings something new to the 
labour market, strategies need to be adjusted 
continually.  We were interested to learn how 
our respondents’ companies deal with this 
issue, and these are their most frequent 
answers:  individualized approach to the 
development of each employee, continual 
training, flexible working conditions and the 
opportunity to work abroad.  It remains to be 
examined how much these strategies differ 
with regard to previous generations, and 
whether these issues are something that are 
important to young people in general, 
regardless of generation or whether they are 
specific to millennials.   
  
Judging by the respondents’ answers, 
companies in Serbia follow global trends. 
Hence, in the course of employing millennials 
they use job advertising websites most 
frequently (63.2%), as well as social networks 
(23.7%), particularly LinkedIn and Facebook.  

http://www.stantonchase.com
https://www.linkedin.com/company/stanton-chase---executive-search-belgrade?trk=nav_account_sub_nav_company_admin
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Presence on the internet and the possibility 
of applying for jobs online is something 
millennials expect; consequently, companies 
have identified and adopted this new 
approach. 
 
Based on the respondents’ answers, the 
following ways of motivating millennials 
were singled out as the most frequent in 
companies operating in Serbia: providing a 
stimulating work environment (63.2%), 
mentoring and coaching (57.9%), and 
training aimed at improving skills (57.9%).  
It is gratifying to note that companies in 
Serbia have realised the importance 
millennials attach to development, 
particularly through collaboration with older 
and more experienced colleagues, and that 
they have incorporated this specifically into 
their millennial motivation strategies.  That 
is why it is not surprising that the 
respondents’ companies predominantly 
develop millennials through work with 
mentors within the organisation (62.2%). 
On the other hand, although relocation to 
foreign countries still remains a very popular 
trend among young people, project tasks 
abroad (13.2%) are the least frequent forms 
of motivating millennial employees.   
  
Global trends point to a growing use of so-
called reverse mentoring, i.e. utilising the 
knowledge of young employees to improve 
the skills of more senior colleagues.  
Opinions on this topic are divided among our 
respondents, and a major part of their 
companies are still working on the 
introduction of appropriate programmes.   

We hope that this form of training for both 
young mentors and their older colleagues will 
become increasingly common in Serbian-
based companies, because it renders excellent 
opportunities for the development of both 
sides. 
 
CEOs who have taken part in our survey point 
out that the provision of clearly defined career 
plans (44.7%) represents the basic strategy of 
their companies’  millennial retention 
campaigns.  The belief that promotion is 
highly important to millennials and that they 
are markedly ambitious has shown to be deep-
rooted once again.  Apart from helping define 
corporate millennial attraction and 
motivation strategies, these characteristics 
subsequently impact the development of 
retention strategies as well.  Moreover, 
company CEOs emphasise the participation of 
millennials in business strategy development 
(31.6%), yet interestingly enough, an equal 
number of companies have no specific 
strategy for this employee group – we do not 
know whether these companies believe that 
their strategies are already sufficiently 
appealing, and that they subsequently need 
not be adapted to millennials, or whether 
millennials are not their target group yet. 

http://www.stantonchase.com
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Most of the companies whose CEOs 
participated in the survey have adapted their 
employer branding strategies to millennials, 
primarily by way of promotion and 
cooperation with educational institutions 
(36.8%), presence in the digital 
media(34.2%), as well as presence at 
employment and internship fairs (31.6%). 
Since student-oriented company strategies 
are becoming increasingly prevalent, we are 
not surprised by this form of promotion – 
the struggle to attract talent is more and 
more prominent, hence many companies 
resort to recruiting students at the beginning 
of their undergraduate studies, unlike in the 
previous years when they focused on 
students in the final years of their bachelor or 
master degree programmes. 

When asked how they would describe 
millennials in a few words (main advantages 
and flaws), the CEOs emphasised the 
following traits:  they are inquisitive, 
motivated to earn well, wish to prove 
themselves, superficial, rushing everything, 
ambitious and self-confident, but 
insufficiently experienced to utilise knowledge 
and information in the proper manner;  
exceptionally intelligent, fast-thinking, have 
attitude; they have a need for a job to be 
interesting and have high expectations in 
every way; they overestimate themselves.  
Opinions are divided, but the one point CEOs 
do agree on is that millennials in Serbia are 
impatient and very ambitious.   
  
We were particularly interested to know 
whether the companies of the survey 
participants have a strategy for Generation Z 
(those born after 2001).  However, although 
global trends indicate that an increasing 
number of companies are focusing on 
developing such strategies, as much as 73.7% 
of the companies represented by our 
respondents do not have such a strategy.  
Nevertheless, perhaps it is not too early to 
contemplate what the new generation will 
bring to us, and how much and in what way it 
will differ from the current millennials. 

You can find all of our publications on our company page on 
LinkedIn, blog, as well as on or website. 

http://www.stantonchase.com
https://www.linkedin.com/company/stanton-chase---executive-search-belgrade?trk=nav_account_sub_nav_company_admin
https://www.linkedin.com/company/stanton-chase---executive-search-belgrade
https://stantonchasebelgrade.wordpress.com/
http://www.stantonchase.com/office/executive-search-firm-in-belgrade-serbia/
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