
T he placement is complete. The ideal 
candidate has accepted the position. 
Mission complete? Not necessarily. 

Placing the right candidate is the primary job 
but you also want to do what you can to ensure 
the new hire stays in place. His or her long-term 
success protects your  investment in them and 
boosts confidence in you and your firm.  

It’s not an easy task. Although you delivered 
the best possible candidate for the position, he 
or she could become one of the many who do 
not succeed in their new jobs due to ineffective 
onboarding. Up to 40% of executives exit their 
new positions within 18 months of appointment.  
The cost to the employers – $2.7M on average 
per failed transition – is staggering. 

Considering those risks, it’s smart business 
for companies to give their new executives every 
chance to make it in their new roles. An effective 
executive transitioning program can significantly 
increase the candidate’s chances of success, 
enabling him or her to begin contributing to the 
company sooner and remain with the company 
longer.

It’s equally smart for you to encourage a 
transition support program for the candidate. 
You can easily extend your role as partner in 
the search process to include counseling on 
transitioning support. Doing so is within your 
client’s best interests and your own. It’s the 
strongest step you can take post-placement to 
ensure your client’s long-term satisfaction with 
your services.   

This article seeks to provide you additional 
understanding of executive transition programs.
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Next Steps in Successful Placement:
Accelerating the Executive Transition
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The Foundation: 
What the Executive Needs – and Needs to Avoid

Day one: the candidate enters the new office and is 
swept up into a maelstrom. He or she needs to create 
order out of chaos, learning how to most effectively 
deal with the boss, the team, peers, goals, priorities. 
Early errors can magnify problems. Without appropriate 
intervention, (that goes beyond ‘onboarding’) small 
wonder that even the most effective leaders sometimes 
fail in new positions.  

What do executives need – and need to avoid – to 
transition smoothly into new roles? Research from 360 
Degrees has identified four primary pitfalls to a smooth 
transition: 

Failure to:

Conversely, leaders have listed what they need to avoid 
these pitfalls:

  manager and stakeholders

  transition terrain

  and gain support.

An effective executive transition program must, at 
minimum, meet each of these needs, providing a clear, 

and quick, path around pitfalls – and toward effective 
performance.

Quick. There’s no time to waste. The recruit needs 
to begin transitioning within the first couple of days on 
the job.

Speed and efficiency are essential to smooth 
assimilation. An effective accelerated transition program 
can fast track the new leader’s integration into the 
position and company. It gets the leader up and running 
more quickly, with less stumbling, accelerating his or 
her productivity and profitability to the organization.

Ideally, the transition process begins on day-one 
in the job. Immediate intervention sets the leader on 
the right track from the get-go, reducing mistakes on 
the job.  Also, an effective transition program should 
coordinate closely with internal resources and their 
onboarding process to reinforce assimilation into the 
corporate culture. 

The hallmark of accelerated transitioning is efficiency. 
The right program maximizes transition results with 
minimum time commitment from the new hire and the 
client. The focus should be on arming the executive with 
strategic action plans that enable him or her to navigate 
the new terrain.  

Accelerated transitioning is a powerful process. 
In a comparatively short span of time, it can greatly 
increase the likelihood for an executive to quickly 
become successful in a new position and remain with 
the company for the long run. Such success is good 
business – it enhances your brand and saves time 
and money.
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