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UP FOR SUCCESS
THE 90-DAY ONBOARDING PL/
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THE REASON FOR
THIS REPORT

Every new Building Envelope candidate joins a team wanting to do
well, and every business leader wants them to succeed.

Problems arise when the initial stages are rushed. Tools
that should be ready are not available, the role feels
broader or narrower than expected, feedback is well
intentioned but infrequent, and managers assume
everything is fine simply because nothing has gone visibly
wrong.

The impact is significant. Research shows that nearly 90
percent of employees decide whether to stay with a
company within their first six months, and 22 percent of
turnover happens in the first 45 days. Many new hires
leave because they never quite find their footing.

The cost is deeper than most companies realise. Lost time, duplicated effort, and
pressure on existing teams all build up quickly. Even when people stay, the damage
often lingers. Many new Building Envelope hires spend their early months guessing
what success looks like.

Confusion rarely shows up as complaints. It shows up as hesitation. People check
more than they need to. They contribute less than they could. They wait to be told
instead of stepping forward.

This report focuses on the first 90 days because this period shapes everything that
follows. Most roles take close to a year for someone to become fully effective, but
the opening three months determine whether a new hire builds the confidence and
clarity to get there.

What follows is a practical framework for structuring those critical first weeks so
you can set every new Building Envelope hire up to thrive.



THE 90-DAY WINDOW
THAT DECIDES EVERYTHING

The first 90 days rarely present one dramatic moment where things go wrong.
The reality is more subtle.

A new hire starts strong, then slows. Questions linger longer than they should.
Decisions are pushed upwards. Confidence dips, even when performance looks
acceptable on paper.

Many organisations treat this period as a settling-in phase. A warm-up before
the real work begins. That mindset limits progress. The early months should be
when expectations are clarified, habits begin to form, and people start to find
their place.

Yet onboarding is often inconsistent. Studies show that one in five employees
report poor onboarding. Other research shows effective onboarding can
increase productivity by more than 70 percent and retention by up to 82
percent.

When onboarding feels patchy, confusing, or minimal, a new Building Envelope
hire starts behind the line. When expectations are clear, support is visible, and
feedback arrives when it matters, people contribute faster and with more
confidence.

Your approach in the first 90 days will not guarantee success, but it will make
success possible.




THE REAL BUSINESS COST OF
GETTING ONBOARDING WRONG

Most leaders only feel the cost of poor onboarding after the damage is done. A
resignation lands. A project slips. A team feels stretched. That cost is usually
much higher than expected.

Replacing a hire means paying again for adverts, agency fees, interviews, and
background checks. The average cost of a bad hire can reach 30 percent of the
person’s annual salary. Companies with structured onboarding often see
year-on-year revenue increases of up to 60 percent.

When someone leaves early, all investment is lost. Recruiting again usually takes
longer because confidence in the process has been shaken.

Poor onboarding requires extended management attention. Instead of guidance
tapering off, managers remain heavily involved. New hires keep checking things
they should already know. Decisions remain deferred. Weeks pass and the
manager still feels like the hire is “in progress.”

In Building Envelope teams, poor onboarding pushes work onto others. Over
time, resentment can form, especially when the team assumes new starters will
struggle.




THE REAL BUSINESS COST OF
GETTING ONBOARDING WRONG

New hires feel this first. When expectations are unclear, they protect
themselves. They avoid decisions. Initiative drops, not because they lack ability,
but because they do not want to get it wrong.

Managers lower expectations without realising it. Teams become used to slow
starts. This mindset becomes difficult to reverse.

A structured beginning changes everything. People settle faster. Issues surface
earlier. Energy goes into work, not worry.




HOW TO STRUCTURE YOUR

ONBOARDING PLAN FOR NEW
BUILDING ENVELOPE HIRES

Onboarding rarely fails all at once. A hire may have access to systems but no
clarity on who to ask for help. They may feel welcome socially but unsure what
their manager prioritises. The job description may be clear, but the unwritten
rules are not.

Companies that succeed in onboarding return to three questions consistently:

Can they do the job?

If access is delayed or processes exist only in someone’s head, hires spend early
weeks working around the organisation instead of working for it. They hesitate
because they are unsure whether an issue is their fault or the system’s.

Do they feel part of the team?

Building Envelope teams often rely on collaboration across sales, technical,
design, estimating, and installation partners. New hires notice quickly whether
people want them to succeed. They pay attention to who checks in and who
leaves them adrift.

Do they understand what is expected?

Experienced hires still spend their early months guessing what matters. Whether
silence from a manager means approval or concern. Whether detail needs to be
precise or high level. Without clarity, caution replaces contribution.

Better onboarding programmes treat these issues as one connected experience
and provide a clear roadmap.




DAYS 1 TO 30:
SHAPING THE FIRST MONTH

A new hire assumes any friction is temporary or their own fault. By the end of
the first week, patterns form, often unintentionally. To get the first month right,
Building Envelope companies should focus on:

What Happens Before Day One Matters

The gap between offer and start date sets expectations. Silence creates
uncertainty. A short welcome message, equipment ready, and a clear outline of
the first week removes a surprising amount of doubt.

Day One Sets the Tone

Most first days overwhelm people with information. New hires are not looking
for more content. They want signals. Is my manager available. What matters this
week. Are questions welcome.

A strong first day has more conversations than documents. It sets a clear focus
for week one.

Open Communication Matters

New hires do not stop asking questions because they know everything. They
stop because they are unsure how questions will be received. Assigning a buddy
increases confidence and reduces small misunderstandings that later become
habits.

Clarity is Everything in the First Month
The first 30 days do not need detailed performance plans. They need clarity
about what matters now, what can wait, and where mistakes are expected.




DAYS 31 TO 60:
WHERE MOMENTUM BUILDS

By the second month, hires look settled on the surface. Basic questions reduce.
They know the systems and faces. This is often when managers shift attention
elsewhere, and progress slows.

The key shift here is confidence, not capability. Hires begin testing their
judgement. They want to know whether they are trusted to make decisions.

Feedback Works Best When It Is Early and Often

Short, specific check-ins prevent patterns from becoming habits. Structured 30
and 60 day expectations drive better performance because clarity arrives
before behaviours settle.

Broadening Their View of the Business

Understanding how their work fits into the wider Building Envelope process
accelerates decision-making. Well timed introductions and involvement in
relevant meetings help new hires feel genuinely part of the business.




DAYS 61 TO 90:

WHEN THE ROLE BECOMES
REAL

This is when a new Building Envelope hire begins to feel either fully settled or
deeply unsure.

The Shift from Delivery to Judgement

By now most people can perform tasks. The question is whether they are making
decisions as the business expects. Prioritising well. Knowing what to flag. Seeing
problems early.

Why Some People Stall at the Finish Line
Clarity matters more than encouragement. People want to know where they
stand and what is expected next.

The 90-Day Review That Works

A useful 90 day conversation looks ahead. What should this person now own
without support. Where should they push further. What does successful
performance look like in the next quarter.

Linking Early Performance to Future Growth
New hires do not expect a promotion path at 90 days. They want to understand
what good people do next and what the company values.




THE MANAGER’'S ROLE

THE HEART OF BETTER
ONBOARDING

Most onboarding problems start not in HR but in assumptions between
managers and new hires.

What New Hires Watch Closely
Small signals matter. Whether the manager is accessible. Whether questions feel
welcome. Whether feedback is timely. Silence is often read as risk, not approval.

Why “They Should Be More Proactive” Is Usually a Warning Sign

Proactivity appears only when people feel safe making decisions. If expectations
are unclear, they wait for permission. That looks passive from the outside but
feels protective from the inside.

Short, Regular Check-Ins Make the Difference

Managers drive most employee engagement. Regular conversations uncover
gaps faster than corrections. Coaching builds confidence. Correction alone
builds compliance.

When Managers Struggle, It Is Usually the System
If onboarding lives in people’s heads instead of shared tools, quality varies.
Managers do better with a structure to apply, not one they must invent.




MEASURING SUCCESS
IN THE FIRST 90 DAYS

Most organisations track onboarding success too late. Passing probation or
hitting deadlines says little about early experience. Better indicators appear
earlier.

What You See When Onboarding Works
People explain their thinking, not just their tasks. Questions change. Work
returns closer to expectation.

Signals That Appear Before Things Drift
Hesitation. Dependency on one colleague. Delayed decisions. Vague feedback
discussions. These surface long before performance drops.

Useful Indicators to Track
e Time to first meaningful contribution
e Frequency of work needing rework due to unclear expectations
e Ability to explain priorities without checking notes
e Confidence ratings at 30, 60, and 90 days

Why Feedback Loops Matter More Than Dashboards
The most valuable data comes from conversations between buddies, managers,
and new hires. Listening early prevents problems later.




SUMMARY:
WHAT MAKES THE DIFFERENCE

Most onboarding problems are small gaps that compound over time. Early
clarity, visible support, and consistent feedback transform the first 90 days
from arisk to a foundation.

Strong Building Envelope teams are rarely built on perfect hiring. They are built
on giving new hires a fair start and supporting them with consistency.

The first 90 days is where that work begins.

Kind regards, Lee Hancock




ABOUT
UsS

Our expertise lies in over 20 years providing
building envelope recruitment within the Building
Envelope Sector. During which time we have placed
many exceptional people with some great
companies.

As a specialist Building Envelope recruitment
agency we work with C-Suite, Management, Sales,

Marketing, Operational and Technical positions.
We are a specialist Building Envelope recruitment
agency. The areas we cover are Fenestration,
including Windows, Doors, Curtainwall, and
Hardware. Facades, including Cladding, Rainscreen,
EWI, Renders, and Fire Protection.




WHAT OUR
CUSTOMERS SAY

“l was approached by Lee for a great position within
a reputable global business. Having been in my
previous role for 15 years, it was a huge step to

move to a new position within a new business. The

honesty, support and feedback | received from Lee
throughout the recruitment process was excellent. |

felt that his interest was always to place the right

candidate with the right business and his support
and advice was consistent with that all the way
through.”
— Samantha Hall, Head of Marketing




A BIT
ABOUT ME

For the last 22 years | have been helping candidates like yourself make positive
career choices; and | can help you decide what steps to take next to further your
Building Envelope career.

If you feel you need a conversation, don’t hesitate to get in touch!

01522 424125 a lee@nvelope.co.uk
www.nvelope.co.uk Lincoln, UK



