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Aerospace & Defense leadership hiring fails most often when a board treats it like any other executive
search. The sector's security clearances, government relationships, and narrow leadership pool mean the usual

playbook of open advertising and fast timelines rarely produces the right appointment.

01

Mistake One: Assuming the Local Market Is Enough

Boards often begin an Aerospace & Defense search inside their own country, on the assumption that a qualified

leader is already nearby. In most markets, the qualified pool is smaller than the mandate assumes.

The strongest leader for a fighter aircraft programme or a defense manufacturing mandate is frequently based
elsewhere, reachable only through a cross-border, direct approach. Limiting the search to one country usually

limits the outcome as well.

STRANCE runs Aerospace & Defense mandates from a Jeddah base alongside its Hyderabad headquarters,
giving each search a direct line into leaders across both markets. That cross-border reach is not a convenience.

It is frequently the difference between an adequate appointment and the right one.

02
Mistake Two: Confusing Technical Credibility With Leadership
Judgment

A strong engineering or programme background is necessary in this sector, but it is not sufficient. Boards
sometimes appoint the most technically credentialed leader and discover, a year in, that the role also required

commercial judgment and organisational leadership.

The strongest appointments combine technical depth with genuine leadership capability, assessed
independently rather than assumed from a technical résumé. This is why structured assessment, not credentials

alone, belongs at the centre of the process.
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A board that skips this step is not choosing the safer option. It is simply moving the risk later, to the first year

of the appointment, when it is far more expensive to correct.

03
Mistake Three: Treating Confidentiality as Optional

Security clearances, programme confidentiality, and government relationships mean the right leader is usually
already in post and rarely visible to a public search. Reaching them requires a discreet, direct approach, not an

open advertisement.

A board that runs an open process in this sector risks more than a weak shortlist. It risks unsettling the very

government and programme relationships the appointment is meant to protect.

STRANCE manages every Aerospace & Defense mandate under a confidentiality protocol agreed before any
market approach begins. Outreach happens without naming the client or the mandate in writing, and shortlists

stay restricted to a small decision-making group.

04

Mistake Four: Underestimating How Long the Right Search Takes

Highly specialised Aerospace & Defense mandates typically take longer than a commercial leadership search,
because the qualified pool is smaller and reference work is more involved. Boards that set a generic timeline

often end up compromising on the appointment to meet it.

We agree a specific, realistic timeline with the board at the start of the mandate. It reflects seniority, clearance
requirements, and the true depth of the market, not a standard promise applied to every search. A longer,

well-run process consistently outperforms a fast, compromised one.

It is simply moving the risk later, to the first year of the appointment, when
it is far more expensive to correct.

05

Mistake Five: Searching Once and Hoping the Bench Refills Itself

A single appointment closes a single mandate. It does not tell a board who else exists in the market, or how thin

the leadership bench really is behind the person just hired.

Market mapping, run either ahead of a search or as its own exercise, gives a board a fuller picture of the sector.

It shows who leads what, where the bench is thin, and where succession risk sits before it becomes urgent.

ChangeLabs.ai, our intelligence layer, supports this mapping across public filings, professional networks, and
sector data, surfacing leaders who hold no public profile at all. The research accelerates the process. The

judgment on every appointment still rests with a founder partner.
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Why the Wrong Appointment Costs More Here

In most sectors, a weak leadership appointment costs a difficult year and a further search. In Aerospace &
Defense, it can also cost programme continuity, a government relationship, or a security clearance already in

motion.

That asymmetry is why the five mistakes above matter more here than in a typical commercial search. The

margin for a rushed or generic process is genuinely thinner.

Boards rarely see this cost until the second search, the one that follows a first appointment that did not hold.

The discipline described here exists to make that second search unnecessary.

07

What Boards Should Ask Before the Search Begins

A short set of questions, answered honestly, tends to predict whether an Aerospace & Defense search goes well.

« Is the mandate genuinely confidential, agreed in writing before any approach begins?

 Does the shortlist need cross-border reach, or can it credibly be met from the local market alone?
« Is assessment built around this programme's actual decisions, not a generic leadership checklist?
« Is the timeline realistic for the seniority and clearance requirements involved?

Aboard that can answer all four with confidence is ready to begin. A board that cannot is better served refining

the mandate first, before a single leader is approached.

08
What This Means in Practice

Aerospace & Defense leadership hiring rewards patience, discretion, and genuine sector depth over speed.
The same discipline applies here: map the market before approaching anyone, and let assessment decide the

shortlist, not credentials alone.

Sania Nazeef has completed cross-border CXO, CFO, and R&D leadership searches across petrochemicals,
aviation, defense, and specialty manufacturing. That same cross-border reach is what a genuine Aerospace &

Defense search requires.

Boards that build in the time this sector genuinely requires end up with a stronger, more durable appointment.

Those that treat it as a standard search, with a standard deadline, usually do not.
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