
Securing the Future: How the DRC 
Navigated CEO Transition



Why nonprofit CEO succession requires a 
different approach
Few decisions shape a nonprofit’s trajectory more than selecting its next chief executive. The Dallas Regional Chamber’s 
recent CEO transition demonstrates why nonprofit succession is not simply a personnel matter; it’s a strategic and ongoing 
process with implications for donor confidence, staff morale, member engagement, and regional economic momentum.

Nonprofit CEO transitions are uniquely complex. Boards must balance the expectations of business leaders, elected 
officials, funders, and community partners, all while sustaining continuity across programs, advocacy, and long-standing 
relationships. Navigating this landscape effectively requires foresight, alignment, and intentionality. 

The DRC’s experience shows how a high-performing nonprofit can turn a leadership transition into an inflection point that 
strengthens mission clarity, organizational trust, and strategic momentum.

This article is available on russellreynolds.com
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Preparing for market: Achieving alignment well 
before the announcement
One of the DRC’s greatest advantages was that it began active succession planning well before the public transition. This 
early start reduced the risk of organizational drift and gave the board time to think expansively about the region’s future 
leadership needs.

Starting early - and why it mattered

Months before any announcement, the chair and CEO initiated structured conversations about:

•	 The Chamber’s long-term direction
•	 Anticipated leadership needs for the next decade
•	 Potential inflection points for the region and the organization

How to sustain continuity while enabling early alignment enabled the DRC to engage the market from a position of clarity, 
rather than urgency. In practice, that meant initiating structured alignment work months ahead of the public announcement 
and engaging the selection committee, executive committee and the board to ensure a shared definition of what the next 
CEO needed to do, and to be ready for day one.

Clarifying the moment

Through facilitated discussions, the board surfaced key strategic questions that would define the CEO mandate:

•	 What leadership qualities best position the region for continued economic competitiveness?
•	 How should the Chamber balance business priorities with rising civic expectations?

What organizational strengths must be preserved—and what needs to evolve?

Listening before defining the CEO success profile

The Chamber engaged business leaders, civic partners, top investors, and staff, asking all stakeholders to weigh in on 
both strengths to build upon and aspirations for the next chapter. This early engagement created buy-in and grounded the 
process squarely in the Chamber’s mission.

The DRC also took a deliberate step that prevented one of the most common breakdowns in nonprofit CEO transitions: 
misalignment on the “mandate” behind the hire. Before evaluating any candidates, the board aligned what was needed 
to stay true to the Chamber’s core strengths, as well as how to evolve for the next chapter. This prevented them from 
defaulting to the safest résumé or the loudest voice in the room. That clarity allowed the committee to widen the aperture, 
evaluate leaders across multiple pathways, and stay anchored in the competencies required to lead a cross-sector 
organization at a moment of increased civic expectation and regional complexity.

Insights from these conversations shaped a CEO success profile focused on:

•	 Strategic clarity
•	 Influence across business, civic, and community spheres
•	 Operational and governance leadership
•	 Commitment to inclusive economic development Comfort serving as the region’s public-facing voice

This profile became the touchstone for outreach, interviews, and evaluation.
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Assessing candidates: Casting a wide,     
strategic net
The DRC deliberately broadened the search to reflect the diverse capabilities required for regional leadership. The 
committee considered leaders from:

•	 Corporate executive roles
•	 Civic or nonprofit leadership
•	 Economic development or workforce organizations
•	 Public-sector or quasi-governmental institutions

Rather than targeting a specific résumé pattern, the committee evaluated candidates against the success profile and the 
organization’s long-term needs.

A structured evaluation process

The committee followed a structured interview sequence designed to reduce “charisma bias” and keep evaluation 
anchored in the CEO success profile. Early stages focused on readiness for cross-sector leadership and the ability to align 
business, civic, and community stakeholders; later stages tested real-world strategic priorities and leadership style; and 
the final phase emphasized rigorous referencing, calibration, and transition readiness before moving to offer.

This progression allowed the committee to build a complete picture of each candidate while ensuring the strongest leaders 
rose naturally to the top of the slate.

Embedding inclusion into CEO evaluations

The committee intentionally anchored decisions in competencies rather than titles or prior sectors. This helped ensure:

•	 A broader, more diverse pipeline
•	 Reduced risk of unintentional bias
•	 A wider range of leadership pathways considered

A more inclusive definition of readines
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Completing the transition: A season, not a moment
The DRC approached the handoff as a season of transition, rather than a point-in-time event.

Key activities included:

•	 Developing a structured first 100-day plan
•	 Intentional transfer of investor, civic, and governmental relationships
•	 Documenting institutional memory

Early alignment on culture, expectations, and near-term priorities. This comprehensive approach provided the new CEO 
with clarity and momentum from day one.

“When a transition is handled with respect and clarity, the organization accelerates rather than stalls,” noted one 
governance leader.

Managing board dynamics during transition

CEO transitions can test board alignment and operating rhythm. The DRC leaned into practices that kept the process 
focused and cohesive:

•	 Clear delineation between the executive committee, search committee, and full board
•	 Consistent communication to avoid mixed signals internally and externally
•	 Discipline in tying decisions back to the success profile
•	 Structured touchpoints to maintain alignment without oversteering

This governance discipline ensured the process remained mission-centered rather than personality-driven.

What great boards do differently to secure the 
future
Handled well, succession becomes a strategic lever, not a disruption. The DRC’s experience underscores several hallmarks 
of strong nonprofit governance:

•	 Succession planning is part of ongoing governance, not an episodic response
•	 Stakeholder engagement is intentional and transparent
•	 The CEO success profile anchors evaluation and decisions
•	 Transition planning begins well before the announcement

The first year is structured, supported, and aligned with strategic prioritiesTheir CEO succession and transition 
demonstrate how clarity, early alignment, disciplined assessment, and thoughtful planning can turn a leadership change 
into an opportunity for renewal. CEO succession is one of a board’s most consequential responsibilities, and the Chamber’s 
experience offers a model for how nonprofits can use moments of leadership change to strengthen trust, sharpen mission, 
and secure the future.

A quick checklist for nonprofit boards

•	 Begin discussions early—well before the public transition
•	 Align on mission, moment, and mandate
•	 Engage stakeholders transparently and meaningfully
•	 Create a tailored CEO success profile
•	 Use structured, competency-based assessment
•	 Honor legacy while enabling evolution 
•	 Plan first-100-days and first-year priorities in advance

Securing the Future: How the DRC Navigated CEO Transition	 5



Securing the Future: How the DRC Navigated CEO Transition	 6

Authors

FIND MORE INSIGHTS IN OUR WEBSITE >>

Nick Henderson is a senior member of Russell Reynolds Associates’ Healthcare 
practice. He is based in Dallas.

David Krahe leads Russell Reynolds Associates’ MedTech practice. He is based in 
Dallas.

Stephanie Tomasso leads Russell Reynolds Associates’ Trade & Professional 
Association Practice and co-leads of the Corporate Affairs Practice. She is based in 
Washington, DC.

Katie Reagan is a member of Russell Reynolds Associates’ Healthcare practice. She 
is based in Dallas.

https://www.russellreynolds.com/en/insights?utm_source=collateral&utm_medium=pdf&utm_content=insights
https://www.russellreynolds.com/en/people/consultant-directory/nick-henderson
https://www.russellreynolds.com/en/people/consultant-directory/david-krahe
https://www.russellreynolds.com/en/people/consultant-directory/stephanie-tomasso


About 
Russell Reynolds 
Associates

Russell Reynolds Associates is a global leadership advisory firm. Our 500+ 
consultants in 47 offices work with public, private, and nonprofit organizations 
across all industries and regions. We help our clients build teams of 
transformational leaders who can meet today’s challenges and anticipate the 
digital, economic, sustainability, and political trends that are reshaping the 
global business environment. From helping boards with their structure, culture, 
and effectiveness to identifying, assessing and defining the best leadership for 
organizations, our teams bring their decades of expertise to help clients address 
their most complex leadership issues. We exist to improve the way the world is led��

www.russellreynolds.com

Global 
offices

Americas

•	 Atlanta
•	 Boston
•	 Buenos Aires
•	 Calgary
•	 Chicago
•	 Dallas
•	 Houston
•	 Los Angeles
•	 Mexico City
•	 Miami
•	 Minneapolis/St.Paul
•	 Montreal
•	 New York
•	 Palo Alto
•	 San Francisco
•	 São Paulo
•	 Stamford
•	 Toronto
•	 Washington, D.C.

EMEA

•	 Amsterdam
•	 Barcelona
•	 Berlin
•	 Brussels
•	 Copenhagen
•	 Dubai
•	 Frankfurt
•	 Hamburg
•	 Helsinki
•	 London
•	 Madrid
•	 Milan
•	 Munich
•	 Oslo
•	 Paris
•	 Stockholm
•	 Warsaw
•	 Zürich

Asia/Pacific

•	 Beijing
•	 Hong Kong
•	 Melbourne
•	 Mumbai
•	 New Delhi
•	 Shanghai
•	 Shenzhen
•	 Singapore
•	 Sydney
•	 Tokyo

© Copyright 2025, Russell Reynolds Associates. All rights reserved. This material may not be copied, reproduced or redistributed, in 
whole or in part, without the prior express written consent of Russell Reynolds Associates.

http://www.russellreynolds.com

