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Dear Readers,
We proudly present this special edition of
our e-magazine Newswire dedicated to
Executive/Leadership Assessment.

You can find out more about the
significance and benefits of this process
for organizations, as well as about the
methodology we use in Executive
Assessment.
We are also pleased to present a number
of interviews on this topic, given by the
leaders of renowned companies from
different industrial sectors.
Enjoy reading!
Your Stanton Chase Team
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Stanton Chase Belgrade

Executive/Leadership Assessment
How efficient are your leaders? If we pose this question to business owners, board members, CEOs,
managers or lower ranking staff, we will get different answers, as well as different criteria serving as
a basis for their judgment. Some would base their judgment on the leadership model applied by a
certain executive, others on the fulfillment of set goals, on the executive’s attitude towards the staff,
the company’s values and culture, etc.
Assessment of leadership positions is a solution that enables organizations, board members, and
business owners to better define executive and leadership roles within an organization, in
line with its strategic goals, and subsequently assess the existing team’s chances of reaching
strategic goals and achieving a desired impact on organizational health/culture,
created in conformity with set values and defined competencies.
Today, companies focus increasingly on objective top management assessment, particularly in
critical periods for an organisation, such as situations involving mergers and acquisitions, strategic
repositioning or organisational restructuring.
Recent research in this area shows that planned enhancement and preservation of organizational
health is the safest path to success and performance enhancement. Organizational health rests on
the organizational values a company promotes, lives by, cultivates and safeguards through the
activities of its staff at all levels. Assessment of key leadership positions, based on a defined
leadership competency model, is the foundation of the organizational health
enhancement/maintenance process because it enables an organization to take a good look at its
internal resources and potentials for the future.
Leadership assessment brings countless benefits to an organization, including:
✓
✓
✓
✓

Valuation of the organization – leadership assessment against market standards (benchmark)
Optimization of organizational structure – identification of individuals eligible for internal
succession to key leadership positions
Cost cutting/securing revenue – retaining key talents
Increasing the overall value of the organization and preserving organizational health:
•
Identifying leaders who will easily promote the values/culture of the organization,
•
Identifying existing/missing forms of behavior relevant for the preservation of
organizational health and stability,
•
Empowering leaders as role models of organizational values – personal development
and development of associates.

www.stantonchase.com

2

The goals of leadership assessment are as follows:

Drawing on the experiences and insights of our partners in different industries, we have developed
our leadership competency assessment services based on proven and consistent processes that
include the following steps:
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What makes us stand out?
Every one of our Executive Search projects rests on leadership efficiency assessment based on a
defined competency model. Since the establishment of our office in 2005, Stanton Chase Belgrade
has become a leader in Executive Search and leadership competency assessment in Serbia and our
region. Through the assessment of an organization’s leading talents, we define what its managers
are like compared to talents existing in the market and measure its internal resources and
potentials for the future.

Our expertise for leadership competency assessment services stems from numerous successful
projects/searches for adequate candidates to fill top positions – from sectorial directors to CEOs
and executive board members. We are focused on protecting the interests of our clients,
maintaining trust and providing services in conformity with our business code, which defines our
values:
✓
✓
✓
✓
✓
✓
✓

Integrity
Focus on customer needs
An advisory approach to communication
Discernment, decision-making, and planning
Flexibility and openness to learning
Innovation and change management
Teamwork and personal development

Our team of consultants is made up of experienced individuals with functional expertise, a good
knowledge of the industry and candidates in the market, and experience and skills needed for
quality assessment.

Our consultant team is in daily contact with company’s top management and is experienced in
winning their trust and creating an appropriate approach in the assessment process which needs to
be challenging yet supportive.

The methodology and reporting process are adapted to customer needs in each project, we do not
practice the “one approach for all” method.

The process complements internal human resources programmes and establishes a level of
objectivity that is difficult to achieve internally.

www.stantonchase.com
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Miloš Jelić
Executive Director
Nelt Grupa

SCI: In what way do you conduct
assessment, particularly in the case of
board
members
and
the
top
management?
M.J.: After the reorganisation and
centralisation of functions in 2013, we
started the employee assessment process at
all levels.
Assessment incorporates
performance evaluation, as well as
organisational and leadership competency
evaluation. For executives in the highest
positions, we have invested additional
resources to ensure that they learn, through
team and individual work with prominent
regional experts, how to identify their own
strong and weak points.
We invest
continually in their development because
they constitute the driving force of our
company and the pillar of our future
development.
SCI: For what purposes do you use
assessment?

On the other hand, assessment defines the
development plan and training of each
individual executive.
SCI: Which position levels
encompassed by the assessment?

are

M.J.: Today, we have reached the level
where all positions are included in the
assessment process which is conducted by
the individual’s superior officer. We plan to
further enhance assessment in the near
future by allowing it to come from a larger
number of associates, consequently securing
greater objectivity and improving assessment
quality. We also wish to involve external
experts in the assessment process, placing
even greater emphasis on long-term
employee development.

M.J.: Through many years of experience, we
have realised the benefits of continual
assessment. We use this information when
making decisions on promotions or shifts in
development. This type of information has
also shown to be essential when deciding
who should be entrusted with the task of
managing the organisation and who should
be given a chance to play an expert role.
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SCI: What
assessment?

are

the

benefits

of

M.J.: At the individual level, employee
assessment serves as a foundation for career
path definition and long-term professional
development planning. If used properly,
assessment can help us learn something
about ourselves and about the way others see
us. From the organisation’s perspective,
employee assessment is one of the key tools
in proper human capital management, which
enables us to ensure that company needs
match the individual ambitions of our
employees.

www.stantonchase.com

SCI: What are your experiences?
M.J.: Since I have insight into the
assessment of a large number of people, I
have had the privilege to observe the
personal development of some of my closest
associates. Some of them have taken the
results of their assessments very seriously
and have been persistent in enhancing and
further accentuating certain things. I believe
that we should all be sufficiently open to
accept assessment results and view ourselves
and our work from someone else’s
perspective – if we do so, we will become
better for ourselves personally and for our
work environment as well.
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Dragana Koruga Ristić
Country HR Manager
Coca-Cola HBC Srbija

SCI: In what way do you conduct an
assessment, particularly in the case of
board
members
and
the
top
management?
D.K.R.: Coca-Cola HBC has been operating
in Serbia for half a century, and for several
years now we have been chosen as the Most
Desired Employer on Serbia’s popular
recruitment site poslovi.infostud.com. As a
company greatly dedicated to its employees
and currently employing around 1100 people,
we have identified a set of competencies
which, in our opinion, stir us towards the
achievement of desired results and give us an
edge in the market. Every position demands
certain competencies, some developed to a
greater, others to a lesser degree. Depending
on the extent to which an individual’s
competency profile matches the profile
desired for a specific position, that individual
will have a greater or lesser chance to
perform the job successfully and feel good in
the position. In order to get an objective
insight and identify the level of desired
competencies, our company uses assessment
centers in the talent identification process.
The tools applied to vary depending on the
position for which an assessment is being
made. We use the following tools: telephone
interview, business reasoning test, specific
problem resolution, role play, individual
exercise dealing with specific business
challenges, etc.

www.stantonchase.com

All tools are certified, and the many years of
experience we have gained in their
application assure us of their reliability. The
reliability of this approach is also confirmed
by the fact that 98% of our new colleagues
have settled into their new positions, that
they have been delivering desired results, and
that expectations have been fulfilled
mutually. The exercises are rather interactive
and interesting, and we have very positive
experiences among the participants because
most of the candidates truly do gain valuable
experience during this process as well as
insight into their own strengths and areas for
development.

As in the case of all other positions in this
company, the top management has its own
specificities and a defined selection process
which is also assessment centre based.
SCI: For what purposes do you use
assessment?
D.K.R.: Once they are hired, we use the
assessment results for further employee
development, so that every employee receives
feedback on identified strengths and
development areas which they then use to set
up their own individual development plans
.
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We also use various competency assessment
tools for colleagues participating in our Fast
Forward talent programme for accelerated
development focused on critical skills and
abilities needed for a certain level of
management. Hence, we gain a personalized
picture of all participants, we are able to
adjust the programme to their needs, and we
get a better understanding of their future
development needs (and potentials) in
conformity with job demands and changes in
a dynamic environment such as ours.
SCI: Which position levels
encompassed by the assessment?

are

D.K.R.: All the positions are included in the
process, but the approach and the tools differ
depending on the type of position for which a
candidate, i.e. Employee, is being assessed.
SCI: What are the benefits of
assessment?

SCI: What are your experiences?
D.K.R.: Coca-Cola HBC Serbia incorporated
assessment centres into the selection process
10 years ago. The initial results we have
obtained indicate that that the departure rate
of newly-hired employees went down from
20% to 5%. Furthermore, the success of
promoted leaders practically stands at 100%.
The predictive validity of assessment centres
is far higher against other selection methods
and enables us to make better performance
forecasts for a newly-hired employee, i.e. an
employee whose responsibilities have been
expanded and who has shifted to a higher
management level. Assessment centres also
enable us to have relevant information on
our colleagues, which helps us plan their
further careers and development better,
which has subsequently put the HR team
into the position of a true business partner.

D.K.R.: The benefits are manifold. An
assessment enables us to evaluate employee
competencies
transparently
and
independently, and subsequently assist them
in their further career development and
choice of areas in which they wish to develop
further. In this manner, we practically
ensure that people with appropriate profiles
occupy positions in which they will be
successful, satisfied and fulfilled.

www.stantonchase.com

8

Yulia Rak
Training & Development Manager
Japan Tobacco International

SCI: In what way do you conduct an
assessment, particularly in the case of
board
members
and
the
top
management?
Y.R.: In JTI, we are using corporate
assessment centers, as well as assessment of
the potential for people in key business roles,
as well on leadership positions.
The approach in JTI is unified across the
company, which means that every leader no
matter from which location they are – is
assessed via the same process. This provides
us a benchmark of leadership capabilities
across organization globally, as well as good
opportunity to track people’s strengths and
focus areas in terms of leadership
capabilities, in comparison to external
benchmark for leadership population.

SCI: For what purposes do you use
assessment?

Y.R.: Usually, the 3 main reasons for doing
leadership assessments are:
• When a high-potential is identified as the
successor to key or leadership role, and we
need to shape the individual development
plan for them, to accelerate their
development progress for the next career
step;
•
During the selection process to key and
leadership roles, all candidates must pass
assessment;
• Regular assessment of current leaders in
the company.
SCI: Which position levels
encompassed by the assessment?

are

Y.R.: In JTI we precisely track position
holders, and potential successors to 2 kinds
of positions:
•
Key positions, that are not necessarily
leadership roles, rather the positions that
manage critical elements of our business
process;
• Leadership roles in the company.

www.stantonchase.com
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SCI: What
assessment?

are

the

benefits

Y.R.: Assessment is an objective way
identifying strengths and areas
development for key people in
organization, as well as this,
is
opportunity to get a broader picture
benchmarking internal candidates with
external benchmark.

of
for
for
an
an
by
an

SCI: What are your experiences?
Y.R.: Assessments make sense only if the
assessment is the starting point for a further
action plan, where the person can further
develop their strengths and find strategies
for overcoming their limitations.
The feedback from a third party assessor is
usually received positively by leaders, as this
is an anonymous process that provides
insight into their further development
possibilities.
Assessment, and assessment particularly to
leadership roles makes sense if it is done with
a systemic provider that has a broad
benchmark and qualification to make
conclusions on person’s strengths and
limitations.

www.stantonchase.com
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Predrag Radlovački
CEO
MPC Holding

SCI: In what way do you conduct an
assessment, particularly in the case of
board
members
and
the
top
management?
P.R.: The way in which an employee
assessment is conducted depends on the
need that has prompted us to carry out a staff
evaluation. If we are dealing with the process
of recruiting candidates or filling positions
internally, then we speak of an assessment
that is based on the candidate’s CV,
knowledge and skills testing (capabilities,
personality,
achievements,
etc.),
an
interview-based assessment which may be
biographical,
behavioural
(based
on
competencies), situational or an assessment
– working environment simulation, business
case, group and/or individual competencybased exercises (leadership, functional) and
finally, trial work. In the case of employee
assessment and work performance, there are
several types of performance evaluations,
including the 360-degree feedback, goalbased assessment, and self-evaluation.
When it comes to assessing board members
and the top management, apart from the
already mentioned tools, we also conduct
external evaluations, using questionnaires
and/or
one-on-one
interviews
with
stakeholders and external third parties.

www.stantonchase.com

SCI: For what purposes do you use
assessment?

P.R.: Employee assessments have many
purposes. As I have already mentioned, we
use them in the process of selecting and
recruiting employees, defining employee
roles
and
responsibilities,
managing
performance, identifying high performers
and key employees, and in determining
individual compensation, promotion and
remuneration structures. Assessment tools
are also very important in identifying the
strengths and weaknesses of both individuals
and teams to define training and
development needs.
Staff evaluations furnish employers with
employee work quality metrics. The
importance of employee assessment and skill
evaluation is particularly important in
organizational structure planning processes.
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SCI: Which position levels
encompassed by the assessment?

are

P.R.: All levels within the company, from
entry-level jobs to the position of CEO, are
included in the evaluation process. However,
some tools like 360-degree feedback, for
instance, are only used for higher
management evaluation.
SCI: What
assessment?

are

the

benefits

of

P.R.: The benefits are manifold, both for the
organization and the staff.
With the
application of different tools and HR
processes for employee assessment, the
organization obtains ample information on
employees which is subsequently used to
identify the capabilities and professional
knowledge of each individual, their flaws,
and weaknesses, as well as interpersonal
relationships within teams. This information
helps the organization plan employee
selection, training, promotion and career
development. On the other hand, employees
know what is expected of them, they receive
regular feedback on the quality of their work
and see opportunities for promotion and
career planning within the company. Work
in such a transparent system is motivating
and helps employees develop a positive
opinion about their job, their employer, and
in the long run, a high level of loyalty
towards the company.
The promotion of open communication and
exchange of opinions are also benefits of the
evaluation process and are of crucial
significance for the creation of a positive
culture and an enabling work environment.

www.stantonchase.com

SCI: What are your experiences?
P.R.: For me as the CEO of MPCH, it is of
prime importance that all employees in
MPCH unambiguously possess the following
traits: i) the energy needed to perform all
tasks assigned to them; ii) commitment to
the company; iii) high-quality ethical and
moral norms, including an enviable level of
social and emotional intelligence; iv)
expertise. With good selection, as well as the
higher management’s continual work with
their teams (and my work with the higher
management), we have reached an enviable
level of productivity and motivation.
Work with the staff at MPCH is extremely
important and regular. My team of top
managers and I have had several external
assessments of professional and personal
qualities, as well as very professional
external counseling in terms of promoting
efficient functioning as a team. The results
are such that my seven-member team now
looks and acts as a family with a hostly
attitude towards MPCH and other
companies in the system, while 2017 turned
out to be the most successful year in the
history of MPCH. This year is even more
challenging, and I am quite certain that it
will be even more successful.
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Nevena Stefanović
CHRO
Telenor

SCI: In what way do you conduct an
assessment, particularly in the case of
board
members
and
the
top
management? For what purposes do
you use it and which position levels are
encompassed by the assessment?
N.S.: Assessment of both staff and all levels
of management beneath the top level is
conducted by a local HR team together with
our managers and team leaders. The purpose
of this endeavor is to assess the impact of
each employee on company results and to
draw up a plan for further development. This
approach represents a further step in
connecting individual contributions and
company achievements because of the focus
shifts from personal goals and results, to the
impact an employee has on business results.
This assessment is conducted in the Annual
Meeting where each manager discusses his
employees’ impact and strengths with fellow
team members. Plans on ways to further
develop such strengths are also discussed in
this forum. Such talks direct future employee
development towards areas in which they can
achieve the greatest positive impact on the
business operation, and shift discussions
between employees and managers to an area
that is more pleasant to the employees, since
it is based on their strengths. In this manner,
we strive to make use of potentials in the best
possible way, while focusing simultaneously
on what someone is good at and what
motivates him.
www.stantonchase.com

Performance management is a part of
everyday leadership.

A group HR team conducts this assessment
for the top management.
During the year, an internally developed tool
for the collection of feedback from colleagues
with whom an employee has collaborated the
most in the previous period may also be used
for a more objective review of the employee’s
strengths and impact.
SCI: What are
assessment and
experiences?

the benefits of
what are your

N.S.: This is a relatively new process in
Telenor and we are still in the process of
learning how to best implement a strengthsbased approach instead of the traditional
approach focused on employee strengths and
weaknesses.
To date, we were able to conclude that the
positive impact of this form of employee
assessment of employee involvement was
visible soon after the process was
implemented. On the other hand, it enabled
us to think over our usual way of working
and have a look at talents from a number of
different perspectives, increase our resource
utilization level and also help employees
reach their full potential.
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