
hether it is an internal 

or external executive, 

for any new position the 

“perfect hire” should have 

gone through an exacting 

assessment process to 

ensure they are the “best fit”- both for the requirements 

of the role, and for the culture of the organization. 

Once hired, it should therefore be safe to assume that 

this ideal candidate will perform beyond expectations, 

remain employed with the hiring organization, and be 

positioned for future career progression. 

A fair assumption? Yes.  A reality?  Unfortunately, the 

statistics would suggest otherwise.

Figures related to the retention of new-hires are, quite 

frankly, shocking.  And when an executive leaves a 

company within 3 years - or is seen to underperform 

- the effort, resource and money invested in recruiting 

him or her has been lost.   

Often a new hire’s formative 

experiences with their employer, or 

those early impressions gained by an 

executive transitioning internationally 

within an organization, are key to 

determining whether they will be 

successful in their role.   

A formal onboarding/acclimation 

process that provides proactive 

support to executives during their 

first weeks or months, not only 

benefits those individuals but 

ultimately maximizes the investment 

made in executives’ success, in both 

tangible (i.e. impact on bottom-line) 

and intangible (i.e. increased morale) 

ways. 

For this reason above all others, companies need to 

ensure onboarding and transition support programs 

are a top priority, re-assessing their initiatives from the 

perspective of prevention, rather than cure.  

Successful onboarding programs will be candid 

and will enable executives to perform to their full 

potential.  These programs will reinforce, rather than 

replace, traditional orientation days and training 

programs, forming a tailor-made holistic method by 

which an individual can understand performance 

expectations, establish credibility, avoid perceived 

cultural “blunders” that they would find it hard to 

recover from, and receive timely feedback on their 

actions.   These programs will also support executives 

in the development of formal and informal networks, 
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“Many experts say losing a newly hired 

executive can incur direct costs (including 

recruitment, relocation, compensation, 

training and severance) that total two 

or three times the executive’s salary. But 

factoring in indirect costs--such as lost 

opportunities, business delays, and damage 

to relationships with staff and customers--

can push the total to nearly 24 times base 

salary, says Michael Watkins, founder of 

Genesis Advisers LLC…and author of The 

First 90 Days: Critical Success Strategies for 

New Leaders at all Levels (Harvard Business 

School Press, 2003).”¹
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identifying key stakeholders, and understanding the dynamics of 

their team (the importance of which were discussed in a previous 

edition of Insights: “How Mentoring & Inclusion Can Improve 

Your Retention Rate”).

This is not to suggest that executives are not accountable for their 

own success.  They are directly responsible for ensuring their 

integration is accomplished effectively by delivering against the 

measurements for success that have been put in place, absorbing 

critical information, and building valuable relationships.  

However, they will do this more efficiently if presented with the 

resources, tools and opportunities with which they can learn 

faster.

ONBOARDING & EXECUTIVE SEARCH

In order to truly maximize the return on your investment, the 

foundation for these formal acclimation/onboarding initiatives 

should be set in place during the recruitment phase, not simply 

introduced subsequent to hire.  

Despite the current economic climate - in fact, possibly more so 

in a business environment that requires a new perspective - there 

is a continued need for companies to introduce new, high-caliber 

talent to their management teams.  Organizations will continue 

to invest time and money in hiring external candidates and they 

should expect/demand a return on that investment.

With an increased need to “justify” a financial investment 

in external talent, that value can be reinforced by a true 

collaboration between the hiring organization and its executive 

search partner – a commitment not only to quality recruitment, 

but also to retention and post-hire success.

Don’t underestimate the relationship that a search firm can build 

with a candidate during the search process - and use this to your 

advantage.  This requires a high degree of transparency and 

honesty between the search firm and the client organization, a 

situation that is clearly aided by long-term, relationship-driven 

partnerships.  A lack of candor aimed at “getting the deal done” 

or protecting internal dynamics, compromises all constituents and 

will more than likely lead to negative results.

Once appointed, one of the worst-case scenarios for all parties 

is that a newly-hired or promoted executive discovers that “all is 

not as it seemed” on the first day of their new role.  It is therefore 

key to provide executives (both internal and external) with a 

realistic impression of the company, the culture, the operating 

environment, the challenges of the role, the expectations of this 

executive from day one, and how they will be measured.

Bridge Partners LLC has found that our success in recruiting and 

retaining high caliber executives is not only based upon an ability 

to bring high caliber potential candidates to the table, but also 

on “looking beyond the position description” and being open 

and transparent when discussing a particular opportunity.  This 

approach is then reinforced by our clients’ ability to communicate 

a clear, concise message to potential candidates regarding 

position requirements, culture and expectations, thus setting 

the stage for long-term success.  This is especially true for an 

organization that has a particular focus on supporting increased 

diversity among its senior-level management teams.  

Clarity of realistic expectations about what the incoming 

executive will be able to achieve within a defined timeframe to 

ensure success, and consistency of message, are key throughout 

every interview process and must be supported at all levels.  In 

our experience, senior-level candidates not only expect and 

appreciate these open and candid conversations, but also report 

gaining a more positive impression of the hiring organization as 

a result.  

Whether you use an external recruiting partner or undertake 

recruiting in-house, bear in mind that candidates begin to form 

a sense of corporate culture from their first point of contact, 

through the entire interview process, and ultimately into offer 

negotiation.

On the executive search firm’s side, in addition to providing 

the candidate with clear and accurate information regarding 

the role itself, there must be a significant focus on the cultural 

“fit” of the candidate for the client organization – from the very 

first conversation.  The comments made or questions asked 

by a potential candidate during those early exchanges can be 

key indicators of their perspective, and can provide a timely 

understanding of their development needs.  This will help all 

parties to understand whether the goals and expectations of the 

candidate and the hiring organization are aligned for long-term 

success.

Additional significant indicators of long-term success come during 

the interviews and from the reference-checking process.  To 

maximize your investment, your executive search partner should 

seek out valuable input from third-parties not just around areas 

of strength but also areas of development.

All of this information and insight can increase the value of an 

onboarding strategy, protect the investment made in your human 

capital, and assist both the HR team and line management in 

ensuring the successful early development of a new hire. 

FOOTNOTES:

¹  “Diving in: neglecting to help new executives get into the 
swim of things quickly can incur enormous organizational costs” 
– HR Magazine, March 2005 – Susan J Wells

ACCLIMATION COACHING
ROSEMARIE FIORILLI – EXECUTIVE COACH
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What is acclimation coaching?

Acclimation coaching, also called onboarding 

or assimilation coaching, is intensive coaching 

provided for individuals starting a new job or 

assignment.  It is designed to integrate them 

successfully into the organization and reduce 

the risk of new hire failure.  It can also assist 

individuals in a number of specific areas, 

including identification of critical focus areas, 

development and/or alignment with overall business strategy, 

successful immersion in a new corporate culture, and better 

preparation to proactively address challenging issues and politics 

during the critical first 90-180 days in a new role.

Why provide acclimation coaching for a new executive?

According to Corporate Leadership Council research, nearly half 

of new executive hires quit or are fired within the first 18 months 

at a new employer.  The resulting financial and organizational 

implications are remarkable; a recent Harvard Business School 

study found that the cost of a failed executive hire or promotion 

can run over $2.5 million.  Just think about the total cost of 

recruiting fees, interview and assessment time, salary, severance, 

outplacement, loss of productivity, stalled initiatives and 

diminished morale.  It’s often the case that the first 90-120 days is 

the best predictor of whether a new executive will be successful 

over the long-term, and it can be very tough to recover for those 

who stumble early on.  Most of us know at least a handful of 

talented executives who take on seemingly fabulous new roles to 

great fanfare and extensive press, only to lose these jobs shortly 

into their tenure.

Firms spend an incredible amount of time, money and resources 

recruiting new executives and many companies are now 

developing programs to protect this investment.  New hires are 

requesting acclimation coaching more frequently, often during 

offer negotiations and at times explicitly within their employment 

contracts, since early failures can have serious personal as well 

as professional implications for them 

as well.      

Who are the best candidates for 
acclimation coaching?

There are numerous scenarios 

for which acclimation coaching is 

strongly indicated including, but 

certainly not limited to: 

Management Changes

• New CEO or general manager 

ultimately responsible for a firm, 

division or product line who 

needs to develop and effective 

and decisive vision, organization 

and execution plan.

• Executive promoted to a 

significant new role that requires 

a uniquely different perspective, 

focus and skill-set than in 

previous roles.

New Hires

• Executive from an entirely different industry sector.

• Professional moving from the public/non-profit sector to the 

private/for-profit sector (or vice versa).

• Diverse executive navigating unique cultural challenges.

Career Transitions

• Functional manager moving to general management, in a new 

firm or even within a firm.

• Individual contributor moving to a team leadership role.  

• Entrepreneur or small company executive moving to a senior 

corporate role within a larger, more “corporate” firm (or vice 

versa).

• An executive expatriating or repatriating within their current 

organization.

Why do executives struggle and/or fail so often in their new 

roles?

Executives are under enormous pressure to deliver results 

quickly; in many instances the “honeymoon” period no longer 

exists.  There is often a combination of factors contributing to an 

executive’s failure to transition successfully – it’s rarely because of 

a lack of expertise, proven track record or exceptional technical 

skills:

• There may be a serious gap in performance expectations 

and priorities between the executive and the organization 

which hasn’t been identified and corrected early on, or a 

misunderstanding of performance objectives and priorities in 

general.  Or there may be an inability to move up the learning 

“According to Corporate 

Leadership Council research, 

nearly half of new executive hires 

quit or are fired within the first 

18 months.”1

“A recent Harvard Business School 

study reported that the cost of a 

failed executive hire or promotion 

can run over $2.5 million—just 

think about the total cost 

of recruiting fees, interview 

and assessment time, salary, 

severance, outplacement, loss of 

productivity, stalled initiatives 

and diminished morale.”2

ACCLIMATION COACHING
ROSEMARIE FIORILLI – EXECUTIVE COACH

q&a
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curve and achieve agreed-upon performance objectives, for a 

variety of reasons.

• Often, the new executive doesn’t realize or acknowledge 

the importance of cultural and organizational dynamics, 

and therefore neglects to build critical relationships.  In fact, 

Corporate Leadership Council research indicates that the failure 

to build partnerships with peers and subordinates was cited by 

over 80% of survey respondents as one of the primary reasons 

executives fail in their jobs.  

• Sometimes executives may simply fail to adapt to their new 

role, engaging in behavior and management styles that perhaps 

served them well in the past, but just won’t cut it in their new 

positions.

• Unfortunately, there are times when it’s simply a bad hire 

resulting from a lack of proper due diligence on the part of 

either or both the employer and candidate prior to the offer 

and acceptance.  The hire never should have been made.  

Organizations can sometimes avoid this situation by recruiting 

individuals who have already proven their adaptability and 

success in multiple, diverse roles.  

What is the acclimation coaching process and how long does it 

usually last?

In the past, firms often waited too long and provided coaching 

only after serious difficulties had already become apparent.  

Now, acclimation coaching starts early, generally right after an 

executive is hired, and lasts approximately 3-6 months, although 

some firms begin their on-boarding as early as the recruiting 

process.  

Of course, the coaching methodology 

is tailored to the executive’s specific 

assimilation challenges but, in general, 

an external coach will work with the 

new executive to better understand 

and focus on critical objectives in their 

new role, and to develop a strategy 

and detailed roadmap - at times even 

creating a specific 100-day work plan 

- aligned with those objectives.  Ideally, 

the process also includes some form 

of 360° feedback from bosses, peers and subordinates so the 

executive can understand the expectations of stakeholders and 

move quickly to address any gaps.

FOOTNOTES:

¹  Dunlop & Brown, Roderick Brown 
2 “Issues & Observations”, Scott Eblin (Volume 27, number 2, 
May/June 2006)

An external coach ultimately serves the organization as well 

as the individual.  Organizations reduce the costs - to morale, 

productivity and the bottom line - of poorly assimilated 

employees and increase the likelihood of a successful career 

for existing employees.  For the individual, the coach serves 

as an experienced and objective advisor and sounding board, 

independent from company politics, for discussing specific on-

the-job situations and issues throughout the acclimation period, 

and beyond if necessary.    

BIOGRAPHY:

After over 20 years experience building brands and organizations 
for both public and privately-held companies including Nestle, 
Nabisco and Chanel USA, Rosemarie Fiorilli founded her own 
business advisory and executive coaching firm, Rubicon Advisory 
Group, LLC, in 2003.  Trained first as an engineer, later as a 
financial executive and strategist, and most recently immersed 
as a leader in exceptionally creative environments and corporate 
cultures, Rose is uniquely qualified to enhance the creative 
individual’s focus on and understanding of significant business 
concepts and issues, while enabling analytical  individuals to 
think and act in more innovative, non-traditional ways.  Expert 
in broad-based, organizationally complex leadership, acclimation 
and transition coaching, Rose advises senior corporate executives 
and entrepreneurs in the media, entertainment, publishing, 
interior design and luxury goods sectors.  She holds a B.S. in 
chemical engineering from Lehigh University and her MBA from 
the Wharton School of the University of Pennsylvania.

“It’s often the case that the first 

90-120 days is the best predictor 

of whether a new executive will 

be successful over the long-term, 

and it can be very tough to 

recover for those who stumble 

early on.”  
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xpatriates used to be executives sent abroad 

to help a global organization create ‘one 

worldwide culture’ - they were more like 

corporate ambassadors. Today, expatriate 

assignments are increasingly seen as learning 

and development opportunities for high 

potential executives in the organization, and they frequently 

include spouses/families. 

For an employer the general expectation is that, following 

their expatriate assignment, an executive will return to the 

“home country” and take on roles where their now further-

developed skills and knowledge will be put to work, so that 

the organization can compete effectively in this fast-changing 

global world.  Expatriating an executive is a significant HR 

investment for an organization so, in a time of increased global 

mobility, companies are looking for a high success rate from 

expatriate initiatives.  

For the executive, they will often choose to take on an expatriate 

assignment because he/she believes it will be a good way to 

build up international experience and a broader skill-set, in order 

to further develop their career and position them for increasingly 

challenging positions upon their return home. Of course, the 

travel and adventure aspect also often appeals to the individual 

as well but, in many cases, the main motivation is moving up the 

corporate ladder.

From a practical perspective, most global organizations have 

introduced formal “onboarding” initiatives for expatriates who 

are presented with overseas roles.  These programs cover most 

of the day-to-day issues that arise when the expatriate leaves 

the country, and when they arrive back home following the 

assignment.  They include: language training (if applicable); 

physical relocation of belongings; assistance with settling into 

the new workplace (filling out forms, 

explaining procedures, etc.); helping 

with practical issues concerning the 

family (opening a bank account, 

tax advice, finding a home, finding 

schools, etc.); an introduction to local 

social groups, expatriate groups, 

network groups, etc.; cultural training 

for the expatriate, and sometimes 

also for the employees and managers 

who work with expatriates; regular 

(in general once a year) paid travel for the whole family to visit 

home country, etc.

There is no doubt that all of these practical services are key 

in supporting the success of the assigned expatriate…..so it is 

therefore interesting that research shows that a large amount of 

expatriate assignments either fail during the assignment, or the 

expatriate leaves the company after repatriation.  What’s missing?

According to the Global Relocation Trends 2008 Survey Report, 

6% of expatriates fail to complete 

an assignment and ask to return 

to their home office early 

(mainly due to family concerns); 

25% of expatriates leave their 

company during an assignment; 

27% leave within one year of 

returning; 25% leave between 

one and two years of returning; 

and 23% after two years of 

returning. ¹  

Perhaps what is most alarming, 

is that many expatriates who 

walk away from their companies within 2 years of being back 

home leave with skills and a big chunk of knowledge that they 

probably take directly to a competitor!

So the need is clear: companies first need to identify the 

most suitable candidates for expatriate assignments and then 

implement an effective onboarding process to help prevent early 

return.  Secondly, (and importantly!), they need to establish an 

equivalent ‘onboarding’ process for the repatriation to ensure that 

those executives stay with the company.

ACCLIMATION & ONBOARDING FOR EXPATRIATES & REPATRIATES
ANN-CAROLINE VAN DER HAM – EXECUTIVE COACH

q&a

“Expatriating an executive is a 

significant HR investment for 

an organization so, in a time 

of increased global mobility, 

companies are looking for a high 

success rate from expatriate 

initiatives.”

Top 5 Reasons Why Most 
Expatriate Assignments Fail:

1. Spouse/partner dissatisfaction

2. The inability to adapt

3. The job doesn’t meet expectations

4. Poor candidate selection

5. Poor job performance

Source: the Global Relocation Trends 2008 
Survey Report

(continued on page 6)
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How does the onboarding process ensure a higher success rate 
during expatriate assignments?

To answer this question you first have 

to consider the reasons why expatriates 

fail to complete their assignments 

and/or leave after they are repatriated. 

According to the Global Relocation 

Trends 2008 Survey Report, most 

expatriate assignments fail because 

of spouse/partner dissatisfaction, the 

inability to adapt, the job not meeting 

expectations, poor candidate selection, or poor job performance².  

Below are some steps companies can take to ensure a higher 

success rate of expatriate assignments:

• Setting realistic expectations for an expatriate executives and 

their family is where it all starts.  If a spouse/partner/family is 

involved, they need to be involved in the selection process from 

as early a stage as is practical. 

• Clearly communicate the assignment objectives and make sure 

that they are understood by the expatriate, the home country 

organization and the guest country organization. 

• For the expatriate executive (and family), cross-cultural training 

is a necessity in order for them to get a better grasp of the 

changes that are ahead of them, and how they can successfully 

acclimate themselves to that culture.  It is also important to 

have some cross-cultural training for the corporate team with 

which the expatriate is going to work, so that they can better 

understand the expatriate’s cultural background as well. The cost 

benefit of training the entire team to understand each other’s 

culture, behavior and perspective will create a more productive 

team in a shorter time frame. 

The expatriate assignment should be part of a long-term career 

development plan that sets goals for the expatriate regarding their 

key focus of learning and development during their overseas 

assignment.  It will also support how they might apply these new 

skills in the future, when they are back in the home office, or on 

other international assignments. 

While on assignment, it is also beneficial for the expatriate to 

have a company-sponsored local mentor or coach, in order 

to increase the chances of successful transitioning and skill 

development. 

How does the onboarding process ensure a higher success rate 
after expatriate assignments?

Organizations, expatriates, and their families often don’t realize 

that in many cases they will face culture shock when returning 

home after a significant period of time spent overseas.  In fact, 

they may no longer see it as “home.”  This reverse culture shock 

can have a significant negative impact on productivity and 

effectiveness in the workplace. 

Often, once the initial “honeymoon period” of returning to 

friends, family and familiar places has ended, expatriates 

realize that they themselves have changed.  In other words, the 

expatriate has adapted to their ‘guest country’ and has become 

a part of both environments.  Expatriates have learned a great 

deal while living and working in another culture/environment, 

and have probably changed their perceptions and working styles 

to some degree.  Since family and workplace colleagues have 

not had these experiences, the expatriate might feel as if nobody 

understands or can appreciate their new perspective. 

And then there’s the family, which often has the hardest time 

adapting to the home country.  By supporting family members in 

the reintegration process, the employer helps bring its repatriate 

back “up to speed” faster than if it had let them work things out 

on their own. 

Clearly repatriation is not as easy as it sounds.  It is much 

more complex than simply 

“coming home” and picking up 

your role where you left off, 

therefore it requires significant 

attention. In addition to practical 

assistance with reintegration to 

the home country and business, 

a mechanism for recognition 

of developed skills and new 

experiences also needs to be in 

place. 

It is of great importance that 

the organization understands 

and acknowledges the newly 

acquired skills and knowledge of 

an expatriate, thereby maximizing 

its investment and encouraging 

the individual to utilize his or her 

new talents. 

The employer must proactively 

“create greater opportunity to 

use international experience” 

to ensure that the expatriate 

assignment is integrated in the 

organization’s international goals 

and strategies. Integrating the 

positive aspects of the expatriate’s 

international experience within 

the home office will enable 

him/her to retain the positive experiences and continue his/her 

growth in the organization.

“Organizations, expatriates, and 

their families often don’t realize 

that in many cases they will face 

culture shock when returning 

home after a significant period of 

time spent overseas.”

How to Ensure Successful 
Repatriation

• Give clear expectations about the 
expatriate’s assignment and what he/she 
can expect upon return home

• Get an early start on the repatriation 
process (before returning an expatriate 
home)

• Arrange for expatriate to receive career 
development counseling, ideally done in 
consultation with immediate superiors at 
least one to two weeks before departure

• Institute and conduct formal repatriation 
training that is at least one day long, in the 
form of a workshop/seminar or lecture/
classroom

• Provide cross-cultural training for the 
expatriate (and family members) on any 
social and cultural changes that have 
occurred in the home country while on 
assignment

Source: Osman-Gani, A. A. M. & Hyder, 
A. S., (2008). Repatriation readjustment 
of international managers: An empirical 
analysis of HRD interventions. Career 
Development International. 13, 456-475.
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facts & figures
The 3 R’s: Improving Your Bottom Line Through Onboarding

RECRuITmENT: Attract top talent by offering a program that 
ensures candidates will be supported in their new role.

RETENTION: Onboarding programs help new hires to 
succeed in their current role by providing important 
resources and growth opportunities. 

REWARdS: By investing in their human capital, 
organizations with onboarding programs save money and 
team morale when helping new leaders succeed.    

“In 2000, only 59% of companies 
worldwide indicated they had 

expatriates on short-term 
assignments.  Six years later, 
that figure jumped to 78% 

according to ORC Worldwide’s 
2006 Worldwide Survey of 

International Assignment Policies 
and Practices.”

Source: Diversity Inc. Magazine, 
September 2008.

A study commissioned by international 
intelligent assessment company Cognisco 

entitled “$37 billion – UK and US businesses 
count the cost of employee misunderstanding,” 

quantifies the losses that occur as a result 
of “actions taken by employees who have 

misunderstood or misinterpreted — or were 
misinformed about or lack confidence in 

their understanding — of company policies, 
business processes, job function or a 

combination of the three.” 

“A typical transition in a large organization affects 12.4 
people, and it takes an average of 6.4 months for a new 
leader to move through his or her “transition deficit” 
to become a positive contributor in the new role…..

transitions are periods of opportunity, a chance to start 
afresh and to make needed changes in an organization. 
But they are also periods of acute vulnerability, because 
you lack established working relationships and a detailed 

understanding of your new role.”

The First 90 Days by Michael Watkins (Harvard Business 
School Publishing, 2003)

Working with an external coach/mentor

To further ensure a successful repatriation, some organizations 

hire an external coach to supplement internal initiatives.  For 

instance, internal mentors (usually local senior executives) can 

use their knowledge of the corporation to advise the expatriate 

to apply for a specific opportunity, or to submit a formal job 

description to the organization that will make the best possible 

use of his or her newly acquired knowledge and skills, upon 

their return.  An external coach can then work with the expatriate 

on this proposal, helping him/her to define what they have 

learned and explain how it best relates to the expatriate’s 

personal career development plan. 

An external coach can also lessen the impact of “leaving home” 

or “coming home” for a career opportunity, which extends far 

beyond the confines of the workplace.  This cultural transition 

brings with it many intense emotional aspects -- dealing with 

it as a purely corporate transition doesn’t work in anybody’s 

favor. Therefore, having an external coach who is trained in 

dealing with these career-related emotional transitions can 

provide significant support to expatriate executives and their 

families.  Ultimately, this makes the executive more effective in 

the workplace and the overall expatriate success rate higher.  A 

win-win situation.

BIOGRAPHY:

Ann-Caroline van der Ham is an international career coach with 
experience living and working in both Europe and the US. She 
was born in Sweden, grew up in the Netherlands, and now lives in 
New York City.  Arriving in New York City as an expatriate spouse, 
she has experienced and lived the expatriate life first-hand. 
Having spent several years in a variety of progressive marketing 
and sales positions for major European insurance companies, 
she found herself looking for her true life/career purpose. After 
her move to New York City she found it, as a coach – supporting 
others to pragmatically and imaginatively achieve excellence in 
their professional development is now her passion. She holds 
a Professional Coaching certificate in Executive Coaching from 
I-Coach New York, and graduated with a Master’s Degree in 
Organizational Change Management from the Milano Graduate 
School of Management and Urban Policy, a division of the New 
School University. She also holds a BA in Business Administration 
from Hogeschool Holland in Amsterdam, The Netherlands and 
a Bachelor’s degree-level marketing certificate. She is currently 
studying for a Certificate in Career Planning and Development at 
New York University in Manhattan.

FOOTNOTES:

¹ “Global Relocation Trends, 2008 Survey Report,” GMAC Global 
Relocation Services

² Ibid
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partnering with the client organization on a relationship-driven, long-

term basis.  Bridge Partners LLC maintains the highest level of ethical 

standards and integrity with both clients and candidates by placing 

their interests first and ensuring that our methodology and process is 

transparent during the entire search process.

DIVERSITY-INCLUSION
We know diversity is a business imperative. As a minority-owned 

business, it is an intrinsic component of what we do. It is a core value 

of Bridge Partners LLC and is embedded in every aspect of our culture 

and practice. 

We provide a higher level of service and raise the degree of expectation 

regarding inclusion in our candidate slates. We recognize that ability 

is the top priority, regardless of race, gender or any other defining 

characteristics and our track record of successfully attracting and 

placing senior level diversity candidates proves our ability and 

commitment to building our clients’ management strength and social 

responsibility. 

All Editorial Content is written by employees of Bridge Partners LLC, unless 

stated otherwise.  It is the property of Bridge Partners LLC and is protected 

by United States and international copyright laws.

INDUSTRIES WE SERVE


