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Introduction
Stanton Chase Belgrade conducted a comprehensive study last year on the career 
aspirations and professional expectations of Generation Z, continuing its ongoing 
monitoring of labor market trends.

This year, we conducted a survey among CEOs to analyze the extent to which their 
perception of Generation Z aligns with the views of the new workforce. By asking the 
same or similar questions to respondents from both groups, we gained deeper insight 
into potential gaps in expectations, providing companies with relevant guidelines for 
adjusting their recruitment, development, and retention strategies.

As in our previous CEO Surveys, the survey included both local and international CEOs 
operating in Serbia, ensuring a comprehensive perspective. The majority of respondents 
belong to Generation X (1965–1980) and come from the industrial and consumer goods 
and services sectors. Our sample provided a detailed look at how key decision-makers 
perceive Generation Z and what strategies they implement to attract, motivate, and 
retain them in their organizations.

https://www.stantonchase.com/insights/blog/generation-z-counts-workplace-insights-for-leaders
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1. Which industry do you work in?1. Which industry do you work in?

30%25%15%10% 20%5%0%

Consumer Products 

and Services

22.22%

Industrial 2v.vs%

Financial Services 1�.s1%

Professional Services 1�.s1%

Natural Resources 

and Energy

1.s5%

Supply Chain, Logistics, 

and Transportation

1.s5%

Government, Education, 

and Social Impact

0%

Technology 11.11%

Life Sciences 

and Cealthcare

5.5I%

General Overview of Research Results

Our study this year included respondents from various industries. The largest percentage 
of participants came from the industrial and consumer goods and services sectors. The 
financial and professional services sectors each accounted for 14.80% of respondents, 
while the technology sector represented 11.11%. The pharmaceutical and life science 
healthcare sector made up 5.56% of respondents. Energy, resources, and mining, as 
well as the supply chain, logistics, and transportation sectors, were each represented by 
1.85% of respondents.
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2. How long have you been in a managerial position?2. How long have you been in a managerial position?

70%60%50%30%20% 40%10%0%

5,10 years 24.07%

More than 10 years 61.11%

1,3 years 9.26%

Less than a year 0%

3,5 years 5.56%

3. Which generation do you belong to?3. Which generation do you belong to?

80%70%60%50%30%20% 40%10%0%

Gen Z

(starting 1997)

0%

Millenials

(1981–1996)

24.07%

Gen Q

(1965–1980)

70.37%

Baby Boomers 

(1946–1964)

5.56%

85.17% of our respondents have been in leadership positions for more than five years. 
Among them, 61.11% have held leadership roles for over ten years.

The majority of our respondents belong to Generation X.
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4. What do you think are the main characteristics of Generation Z in Serbia?

4. What do you think are the main characteristics 

of Generation Z in Serbia?

80%70%60%50%30%20% 40%10%0%

Self-confident 42.5Å%

Team-oriented 0%

Ambitious and always 

seeking new challenges

24.07%

Strive for balance between 

work and personal life

64.81%

Impatient (want 

everything now)

75.Å3%

Do not delve deeply 

into problems or focus 

on details

42.5Å%

Quick to find solutions/

think fast

12.Å6%

Something else (please 

eSplain)

Want meaningful and 

purposeful work in line 

with personal beliefs

38.8Å%

Quick learners 11.11%

Digitally literate 68.52%

Hard to motivate 25.Å3%

Lack of creativity 12.Å6%

Not afraid of authority 57.41%

Constant desire 

for improvement

7.41%

0%

CEOs in Serbia believe that the key characteristics of Generation Z are impatience, 
digital literacy, a strong focus on work-life balance, and a lack of fear of authority. 
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5. In which areas, in your opinion, does Generation Z  
in Serbia find their role models?

5. In which areas, in your opinion, does Generation Z 

in Serbia find their role models?

70%60%50%30%20% 40%10%0%

Sport 61.11%

Entertainment 66.67%

SomethinA else 

(please explain)

14.T1%

Business 61.11%

Art 9.26%

Sport 22.22%

Family 12.96%

Politics 12.96%

History 0%

The majority of respondents believe that Generation Z finds role models in the 
entertainment industry, followed closely by business and sports. Interestingly, none of 
the respondents think that Generation Z looks up to figures from history.

Some of the other role models/options CEOs suggested include:

•	 Social media

•	 Influencers

•	 They have no role models
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6. What job characteristics, in your opinion, are most
attractive to Generation Z in Serbia?

6. What job characteristics, in your opinion, are most 

attractive to Generation Z in Serbia?

80%70%60%50%30%20% 40%10%0%

Rapid advancement 51.85%

Continuous development 

and improvement

16.67%

Stability and a stress-

free job

24.07%

Simplicity and ease�

in performing tasks

25.93%

Freedom in decision-

making within their 

responsibilities

9.26%

Clearly defined 

corporate culture

Creativity and dynamism

11.11%

Flexible working hours

44.44%

Good salary

70.37%

Opportunity to work 

abroad

3.70%

3.70%

5.56%

Deliberation/reflecting 

and personal imprint

1.85%

Teamwork 0%

Possibility of hybrid work 

or working from home

59.26%

Something else �please 

explain)

According to CEOs in Serbia, a good salary stands out as the most attractive job feature 
for Generation Z. Hybrid work opportunities, rapid career advancement, and flexible 
working hours are also highly ranked.
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One of the CEOs said: Recent experiences indicate that Gen Z wants to advance and 
earn well but does not consider external criteria and evaluations—their own assessment 
holds more value for them, even when it lacks a real basis. There have been cases where 
candidates withdraw from the recruitment process once knowledge assessments begin, 
which was rare in the past. Unrealistic self-assessment has always existed, but it is now 
more frequent.

7. What kind of work environment, in your opinion, is most appealing to 
Generation Z in Serbia?

7. What kind of work environment, in your opinion, 

is most appealing to Generation Z in Serbia?

70%60%50%30%20% 40%10%0%

Virtual Office

Hybrid model (work from 

home and traditional 

office combination)

66.67%

Working from home 27.7X%

Traditional office 0%

Open space 0%

5.56%

More than half of the respondents believe that the hybrid work model is the ideal 
environment for Generation Z.
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8. What do you think concerns Generation Z the most in Serbia regarding  
their professional future?

8. What do you think concerns Generation Z the most 

in Serbia regarding their professional future?

80%70%60%50%30%20% 40%10%0%

Will they be able to find/

keep the job they want

25.c3%

Will the work bore them 

quickly

61.11%

Will they progress rapidly 77.78%

Will they be able to grow 

in their profession

25.c3%

Will they fit in with an 

existing team

3.70%

Will they be adequately 

rewarded for their efforts 

at work

72.22%

Will they be able to make 

the right decisions

1.85%

Something else (please 

explain�

1.85%

Our respondents believe that Generation Z is most concerned about whether they will 
progress rapidly, whether they will be adequately rewarded for their efforts, and whether 
their job will become boring quickly. On the other hand, they believe that making the 
right decisions is one of the least concerns for Generation Z.
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9. What percentage of employees in your company belong to Generation Z?
9. What percentage of employees in your company 

belong to Generation Z?

70%60%50%30%20% 40%10%0%

81–100%

41–60%

0–20% 66.67%

18.52%21–40%

61–80%

9.26%

0%

5.56%

The majority of our respondents come from companies where Generation Z currently 
makes up the smallest percentage of the total workforce.
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The approaches of companies to attracting Generation Z talent vary significantly—
while some strategies are still in development or completely absent, many companies 
recognize the values and job characteristics that appeal to Generation Z and build their 
strategies around them.

Some of the CEOs who responded to our survey said:

10. How is your company’s talent attraction strategy tailored  
to the characteristics of Generation Z?

•	 We offer opportunities for additional learning and development, work 
flexibility, and self-determination.

•	 We have a separate talent segment for Gen Z that we address within our 
employer branding strategy.

•	 We constantly analyze their desires and needs and selectively implement 
solutions that satisfy them.

•	 We provide rapid career advancement and the possibility of higher 
earnings through bonuses.

•	 The strategy is tailored through extensive professional development 
opportunities, a merit-based approach to advancement, and a hybrid 
work model.

•	 We present an honest depiction of what they can expect from our 
company.

•	 We continuously assess the needs of Generation Z and strive to 
gradually adjust the company culture and working methods to meet their 
requirements as the number of Gen Z employees grows.
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11. How do you motivate Generation Z employees in your company?
10. How do you motivate Generation Z employees in 

your company?

70%60%50%30%20% 40%10%0%

Financial packages 2�.63%

Rotations on projects 

outside their function

12.�6%

Through mentoring 

and coaching

46.30%

Through skill development 

and enhancement

51.­5%

57.41%

Stimulating work 

environment

44.44%Fle�ible working hours

5.56%

3.70%

Project tasks abroad

Something else Aplease 

e�plain3

33.33%

Use of modern 

technologies in daily 

tasks

A stimulating work environment, skill development and enhancement, mentorship and 
coaching, as well as flexible working hours, are the most common ways of motivating 
Generation Z in the companies represented by our respondents.
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12. How does your company develop the competencies
of Generation Z employees?

11. How does your company develop the competencies 

of Generation Z employees?

70%60%50%30%20% 40%10%0%

Working in 

multifunctional/project 

teams in the country

64.�1%

Mentorship within the 

organi�ation

66.67%

1�.52%

Working in multifunctional/

project teams abroad

1�.52%

Further formal education 

(postgraduate studies, 

specialist courses)

1�.52%

Training and seminars 

abroad

44.44%

Training and seminars;

in the country

1.�5%

Something else (please 

explain)

When it comes to the development of Generation Z, our CEOs most commonly chose to 
implement mentorship programs within the organization, work in multifunctional/project 
teams, and training and seminars within the country.
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13. Does your company leverage the knowledge of Generation Z employees 
to enhance the skills of more experienced colleagues (reverse mentoring), 
and if so, how?

12. Does your company leverage the knowledge of 

Generation Z employees to enhance the skills of more 

experienced colleagues (reverse mentoring), and if so, how?

60%50%30%20% 40%10%0%

53.)5%We are working on it

23.0)%No

23.0)%Yes

The reverse mentoring program is present in a third of the companies represented by our 
respondents, while the majority are working on implementing it.

Some of the CEOs said:

•	 If a member of Generation Z is exceptional—advanced in their work—
they hold presentations for older colleagues.

•	 In B2B companies, it is very rare for newcomers to significantly improve 
existing teams, except in the energy sector, which young people often 
don’t realize can be crucial.

•	 Knowledge of new technologies and digital literacy is part of their 
expertise, which they pass on to older colleagues.

•	 Generation Z has different ways of thinking that, in certain jobs, can lead 
to better results and should be embraced, such as in digital marketing. 
They are much more digitally literate and view all digital channels 
differently, which allows us, as a producer of dietary supplements, to 
reach end customers more effectively.
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14. When it comes to the retention of Generation Z, what is the strategy  
of your company?

13. When it comes to the retention of Generation Z, 

what is the strategy of your company?

35%30%25%15%10% 20%5%0%

Clearly defined career 

plans

31.qo%

Continuous investment aimed 

at creating an innovative 

work environment

1q.o1%

Organization of project 

tasks both domestically 

and internationally

11.11%

Involving Generation Z 

in the process of creating 

business strategies

11.11%

We do not have a specific 

strategy for this group of 

employees

25.�3%

Implementation of fle#ible 

working hours

5.55%

Something else (please 

e#plain9

0%

Clearly defined career plans stand out when it comes to companies’ strategies for 
retaining Generation Z employees.
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15. How is your company’s employer branding strategy tailored  
to Generation Z?

14. How is your company's employer branding strategy 

tailored to Generation Z?

70%60%50%30%20% 40%10%0%

Through a presence on 

digital media

61.11%

We are currently 

working on developing 

such a strategy

14.�1%

14.�1%

4�.15%

Through promotion and 

collaboration with 

educational institutions

We have not yet adapted 

our strategy in this regard

3�.��%

Through programs tailored 

for first-time employment

3�.��%

Through participation 

in internship and job fairs

3.70%

Something else (please 

e*plain'

The employer branding strategies of the companies represented by our respondents are 
most commonly tailored to Generation Z through their presence in digital media, as well 
as through promotions and collaboration with educational institutions.

One CEO said:

•	 We have clearly defined what the company offers employees in terms of 
professional development, work environment, benefits, and work culture. 
Employee engagement, satisfaction of current employees, and their 
recommendations play a key role in building a company’s image.
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What CEOs Say: How Would You 
Describe Generation Z in a Few Words?

•	 Unprepared, easily give up, lack patience, disengaged...

•	 Advantages: energy, quick learners, digitally literate, bolder, more 
ambitious, know what they want. Disadvantages: instability, rashness, 
often superficial, overestimate themselves, and have expectations that 
break paradigms.

•	 Instant expectations. They want everything now, without realistically 
assessing what they know, how committed they are, and what they 
achieve. Quick to move on to the next opportunity.

•	 Dynamic, decisive, assertive.

•	 Quick learners, perceptive, impatient, need dynamic work and constant 
knowledge acquisition.

•	 Generally, more digitally literate and initiators of change, but there’s a lack 
of deep knowledge and reluctance to acquire it, unwillingness to engage 
in “hard work” when needed, and overly sensitive to negative feedback. 
Excessive need for flexibility, unilateral expectations of “what do I get” 
without considering “what do I offer,” unwilling to take responsibility for 
anything...

•	 In general, the characteristics that stand out in Generation Z are 
technological literacy, social awareness, multiculturalism, concern 
for mental health, entrepreneurial spirit, and a strong desire for rapid 
advancement.

•	 They have their integrity and aren’t afraid to ask for advancement. 
Disadvantages: they can be impatient and slightly overestimate 
themselves.

•	 A generation with a lot of positive energy and enthusiasm for work, 
new ideas, but they quickly lose interest due to reasons like financial 
compensation (advancement), and lack of patience for development.

•	 The balance between work and life is far more important to them than to 
other generations. It is crucial to explain the purpose of the business to 
them, as well as their role in the company’s development.
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•	 Advantages: relaxed, communicate their demands and ideas, unafraid 
of authority. Disadvantages: superficial, high expectations of others, 
unwillingness to put in the effort needed to achieve goals.

•	 Tech-oriented, socially conscious and responsible, more inclined toward 
a healthy lifestyle, no clear ideology, impatient, and less willing to make 
sacrifices for a goal.

•	 A rather two-dimensional generation—either completely disengaged from 
meaningful work or very ambitious and eager to improve to achieve their 
goals.

•	 Open, honest, transparent, but poorly motivated, often disengaged, and 
overly confident.

•	 Relaxed, easygoing in communication, creative, know what they want and 
what they don’t want, unwilling to make major sacrifices.

•	 Ambitious, hardworking, impatient, courageous in addressing their needs.

•	 Quick thinkers but lack perseverance.

What Generation Z Wants from Work—
and What CEOs Think They Want
The research conducted among executives this year complements our previous findings 
on Generation Z’s career aspirations, providing deeper insights into the discrepancies 
between their expectations and leaders’ perceptions, which can help companies adjust 
their recruitment and development strategies.

1.	 Role Models 
Our research shows that Generation Z typically finds role models 
in the fields of science, business, and art. Additionally, a significant 
number of respondents mention family members as important role 
models, indicating the strong influence of family values. In contrast, 
CEOs’ perceptions differ significantly. Most believe that Generation Z 
looks up to celebrities, followed by role models in business and sports. 
Interestingly, none of the CEOs recognize the importance of family role 

https://www.stantonchase.com/insights/blog/generation-z-counts-workplace-insights-for-leaders
https://www.stantonchase.com/insights/blog/generation-z-counts-workplace-insights-for-leaders
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models for this generation. Some even believe that Generation Z has no 
role models at all or that they primarily look up to influencers. Additionally, 
none of the CEOs believe that Generation Z finds role models in the field 
of history.

2.	 Most Attractive Job Characteristics	  
Generation Z places a strong emphasis on personal development, 
freedom in decision-making within their responsibilities, and ethics, 
followed by good pay. On the other hand, CEOs in Serbia believe that the 
most attractive job characteristic for Generation Z is high salary, followed 
by hybrid work, fast advancement, and flexible working hours. However, it 
is interesting that CEOs do not see continuous learning and development 
as an important factor for young people, even though research indicates 
that this is one of their top priorities. This gap suggests that leaders 
may focus more on material and flexible benefits when thinking about 
Generation Z, whereas professional growth might not be prioritized. This 
is also reflected in their responses to questions about the main strengths 
and challenges of this generation.

3.	 Work Environment 
Research results show that the majority of Generation Z prefers a hybrid 
work model (67.39%), which aligns closely with CEOs’ assumptions 
(66.67%). However, when it comes to working entirely from home, there 
is a significant discrepancy in perception. Specifically, 27.78% of CEOs 
believe that Generation Z would prefer to work completely remotely, 
while only 3.84% of Generation Z respondents chose this option. Even 
more surprising is the attitude towards working in a traditional office—not 
a single CEO assumed this would be a desirable choice, yet 10.49% of 
Generation Z respondents expressed a desire to work in an office.

4.	 What Concerns Them Most 
Our research from the previous year shows that the main concerns of 
Generation Z are finding and keeping a desired job (30.63%), professional 
growth opportunities (19.73%), and being adequately rewarded for their 
efforts (17.13%). On the other hand, CEOs believe that the main priority 
for Generation Z is fast advancement, while the real data shows that 
job stability is more important to them than career speed. CEOs often 
highlight that Generation Z is concerned about job monotony, while 
young people actually focus more on long-term development. These 
differences suggest that CEOs’ perceptions of Generation Z’s priorities 
may not fully capture all the aspects that matter to this generation.
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5.	 How They Develop 
For Generation Z, working with a mentor within the organization is the 
preferred way to expand and refine their knowledge, followed closely 
by working in multifunctional or project teams, both domestically and 
abroad. Training and seminars within the country are less appealing to 
them. 
When it comes to developing Generation Z, our CEOs often choose the 
same approach—mentorship, working in project teams, and training in the 
country. These findings indicate that the attitudes of CEOs and members 
of Generation Z are largely aligned, especially when it comes to the 
importance of mentorship and teamwork in the professional development 
process.

Conclusion
Our research shows significant differences in the perception of needs and priorities 
between Generation Z and key decision-makers in companies, as well as certain 
similarities that indicate a shared focus on key aspects of workforce development. 
While CEOs and members of Generation Z share a similar perception regarding work 
environments, such as the preference for hybrid work, differences are evident in 
attitudes toward personal development, professional growth, and role models.

CEOs often focus their attention on material and flexible benefits, such as high pay 
and fast advancement, while Generation Z places more emphasis on ethics, decision-
making freedom, and continuous professional development, which is not sufficiently 
recognized from the CEOs’ perspective. These differences point to the need for a 
deeper understanding of the needs and aspirations of Generation Z to develop strategic 
approaches that will improve collaboration, attract, and retain talented young people.

Finally, focusing on mentorship, team-based work, and providing space for personal 
and professional development are key areas that should be integrated into business 
strategies to maximize the potential of Generation Z while meeting their real needs and 
expectations.
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