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THE CONTRIBUTION OF INTERIM EXECUTIVES TO THE HEALTHCARE 

INDUSTRY 

RAYMOND A. SNEAD, JR., FHFMA, FACHE 

Health Services Administration Program 

ABSTRACT 
 

This is the first research-based study of interim executive services in the US healthcare 

industry.  It opens a new area of inquiry for academic investigation of the role of interim 

executive services in the healthcare industry.  The study focused on Chief Executive 

Officer and Board of Directors leadership in acute care hospitals of all sizes across the 

United States.  The research survey resulted in 443 responses to over seventy-five 

questions addressing interim executive services from the perspective of healthcare 

decision makers.  Ninety five percent of the respondents were CEOs and the remainder 

were board members, primarily chairpersons. 

 

The research is focused on acute care providers and revealed that over fifty percent of the 

respondents had engaged an interim executive.  Over thirty three percent of the 

respondents had engaged two or more interims.  While the most commonly engaged 

interim executive is a CFO, there is not a significant difference between the proportion of 

CEOs and CFOs engaged as interim executives.  Non-critical access hospitals are three 

times as likely to use interim services as a critical access hospital although the proportion 

of critical access hospitals that have used interim services is roughly half and half. 
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Decision makers see value in their interim executive engagements with fifty one percent 

reporting value in excess of the cost of the consultancy.  Approximately 95% of the 

respondents stated that the impact of the interim engagement was either favorable 

(16.8%) or very favorable (78.6%).  Over thirty percent reported that their organization 

was much better off than it would have been without the assistance of the interim 

executive although only 35% indicated a likelihood of engaging an interim executive in 

the future. 

 

 

A list of keywords may be found in appendix A at page 128.    
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CHAPTER 1 INTRODUCTION 
 

Background of the Problem 

 What is an interim executive?  In general, an interim executive is a senior, highly 

experienced healthcare executive that is willing and able to relocate to a new community 

for a period of time to fill an executive leadership position in healthcare, generally in a 

hospital.  “Interim Management originated in the Netherlands in the 1970s” (Haslberger, 

2007).  In the Netherlands interim management has grown into a mature profession with 

its own professional association, ethical code and training programs.  “The Interim 

Management Association (IMA) defines interim managers as experienced, hands-on 

executives and senior managers, who have a proven track record and operate at all levels, 

from the chairman of the board to the line manager, from program director to senior 

project manager” (Youngman, 2011). 

 

For the purpose of this research, an ‘executive’ is defined as the Chief Executive Officer 

of a healthcare organization or one of their direct reports.  Interim executives also work in 

physician organizations and other types of healthcare industry providers.  Common 

positions where this service is utilized are those of the CEO and CFO although some of 

the firms that provide interim executives are capable of filling any role in the executive 

suite.  Executive services are differentiated from other interim services by the fact that 

executive services positions filled are in the executive suite.  Other interim services 
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providers that supply controllers and other mid-level positions are more common and are 

typically more localized in their sourcing.   

 

The need for an interim executive is usually caused by a succession event.  Ballinger 

defined an interim CEO succession as a case where the title of chief executive officer is 

vacated by the incumbent and the board of directors has not announced a permanent 

successor, but instead designates a particular individual as ‘interim CEO,’ or ‘acting 

CEO’ until a permanent successor is named.  The interim succession episode begins 

when the incumbent CEO formally departs the firm, and ends when the board officially 

agrees to employ an individual as the permanent CEO and vests full power of the position 

in that individual (Ballinger, Marcel, 2010).    

 

Interim Management is the leasing of a manager for a defined period, enabling an 

organization to implement change, to fill unexpected gaps in the company, organization 

or project.  Interim management provides the human resource(s) needed to solve short-

term problems (Duncan, 2006).  Interims fill niches when there may not be anyone 

available or capable to step in (Peterson, 1999).  Interims are flexible and are used to 

working anywhere, so they can quickly be in place.  They bring added value to the 

position because of their past experience.  On average, interim managers have twenty to 

thirty years of background in the industry.  They enjoy the flexibility of the work and the 

potential contribution they can make to a company” (Minto, 2006).  One of the best ways 

to ensure the success of an incoming, permanent CEO is to leverage an interim leader to 

stabilize the operational and financial environments (Souza, 2012).  “Hiring an interim 
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CEO allows a hospital to continue on its strategic path, if there is confidence in the path, 

or to begin evaluating the strategic assumptions and plans driving the hospital or health 

system while providing leadership stability to a health care organization in transition” 

(Stein, 2007). 

 

According to the Support Center for Nonprofit Management, an Interim Executive 

Leader (IEL) has the chief responsibility of stepping into the an executive position to 

offer strong, effective, but temporary leadership to an organization after their predecessor 

has departed. The interim executive is given the task of ensuring that the organization 

remains stable and keeps moving in the right direction during the executive search 

process until the next executive is successfully hired (Santora, 2008). 

 

There is a major difference in the relationships involved in an interim executive 

engagement.  “The interim employment arrangement is distinctive in that there is a third 

party to the employment agreement; the agency” (Inkson, 2001).  The agency or firm 

typically finds interim opportunities and works to match available executives with 

identified needs.  Sometimes, the firm provides supervisory and/or support services to a 

seated interim executive.  The firm providing interim executive services contracts 

separately with the client organization and the interim executive.  The firm performs 

billing, collection and tax reporting services as part of its role in the engagement.  The 

firm takes a ‘spread’ or proportion of the professional fee as remuneration for its services. 
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A succession event is typically triggered by dissatisfaction on the part of the decision 

maker, i.e. the Board of Directors in the case of a CEO.  The issue may be with the 

incumbent’s or organizational performance although there are a number of other equally 

viable reasons for turnover.  The succession event sets in force a number of challenges 

for the Board of Directors and the staff of the organization. In one case, a regional 

healthcare system's board of directors voted unanimously for its CEO, in his sixth year, to 

resign. The hospital's patient satisfaction and quality of care as reported by Press Ganey 

had plummeted to 46 percent at the time of the former CEO's resignation; then climbed to 

mid-80s under the interim CEO and mid-90s under the current CEO (Ford, 2006).  

Whether driven by tragedy or scandal, hospitals can be left reeling when C-level 

executives depart unexpectedly.  This is especially true if there is no succession plan.  

How effectively the facility recovers is dictated by the actions of trustees and the 

remaining executive team over the first few days following the departure of the 

incumbent (Roop, 2010b). 

 

An interim executive engagement has an average tenure of seven months (Farquhar, 

1991). Interim positions offer consultants variety since assignments provide the 

consultant the opportunity to work for three, four or more firms per year (Plenda, 2011).  

Klein found that the interim executive's stint typically lasts six to nine months (Klein, 

2010). 

 

While a half-year can pass very quickly, it remains important for the interim executive to 

do as much as possible to insure the organization does not lose strategic momentum in 
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the succession process.  Avoiding a ‘minding the shop’ mentality is critical.  Executive 

searches frequently take considerably longer than anticipated.  Choosing a ‘holding 

pattern’ during this time (usually from six to nine months), with no focus on strategy or 

operations, can result in a significant and costly setback for the hospital.  The interim 

CEO must behave as if they are going to be in the organization permanently.  Decisions 

that help the hospital grow and thrive should not be put on hold until the permanent CEO 

arrives.  Credibility must be maintained with the hospital's internal and external 

stakeholders, and business priorities must be articulated (Gardner, 2006). 

 

While it can take months to facilitate the transition of an executive from one organization 

to another, one characteristic of an interim executive is that they are readily available.  

“They are available at short notice and provide an opportunity to get a person with 

exactly the right skill set” (Haslberger, 2007).  In some cases, a Board of Directors will 

appoint one of their own members to serve in an interim capacity. An interim alternative 

is an experienced senior board member who has a full understanding of the hospital 

environment and the respect of the hospital’s management and physicians (Horwitz, 

2007). 

	  
Interim executive services may be needed to address leadership changes following 

succession events.  Succession events for the purpose of this research are defined as cases 

where either the Chief Executive Officer or one of their direct reports leaves the 

organization.  A succession event can occur for any of a variety of reasons.  Succession 

events fall into two broad categories, voluntary and involuntary. The voluntary 

succession event occurs when the executive leaves the organization of his or her own 
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volition.  An involuntary succession occurs when the organization decides to terminate its 

relationship with the executive.   

 

A succession event has potential to do harm to the organization if it does not have a 

viable succession plan.  What is good for the incumbent executive in a voluntary 

succession event may not be good for the organization.  Executives leave organizations 

on a voluntary basis as they pursue their career goals.  Many executives seek greater 

responsibilities in larger organizations and move on to pursue those opportunities.  

Another common cause of voluntary turnover is incumbent executive retirement.   

 

In involuntary cases, executives are relieved of their duties for any of a number of 

reasons that range from inappropriate behavior, loss of confidence of the Board of 

Directors or Medical Staff, inability to achieve organizational objectives and violations of 

laws or regulations.  Finally, succession events can be triggered by the sudden 

unexpected incapacitation of an executive due to death, accident or illness.   

 

In any case, the organization finds itself with a vacant executive position and unless it has 

a succession plan in place and has thought through the succession process in advance, it 

may be ill equipped to deal with the succession event.  Failure to deal successfully with a 

succession event can lead to worse outcomes for the organization.  The role of interim 

executive services arose as a potential solution to organizations dealing with succession 

events that allow an organization to obtain a temporary executive quickly while it deals 

with the question of permanent leadership for the vacated position (Robeson, 2007), 
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(Roop, 2010b), (Roop, 2010a), (Santora, 2008), (Stein, 2007), (Allison, 2002), (Ballinger, 

Marcel, 2010), (Chapman, 2005), (Hymowitz, 2006), (Khaliq, 2006). 

	  
Demand for Interim Executive Services 

	  
Demand for interim executives is reported by some sources to be increasing.  Some 

research has shown large proportions of executives planning to leave their roles.  

“Between 62% and 78% of executives of not-for-profit organizations plan to leave their 

positions within five years” (Adams, 2004).  Santora cited a loss of 40% to 80% of 

executives due to retirement over the next few years (Santora, 2008). The UK has the 

most established interim management sector in the world, and the sector has grown by 93 

percent since the pre-recession levels of 2006. Jason Atkinson, chairman of the UK’s 

Interim Management Association (IMA), comments: “I believe ongoing sector growth 

will come from both domestic and international sources” (Atkinson, 2012).  

 
Some of the demand for interim executives is likely driven by the fact that some 

organizations do not do a good job with succession planning leaving them with few 

options in the event of unanticipated turnover.  If a board is unprepared to step in and 

steer the ship, chaos can ensue.  "It's a momentum killer," says C. J. Bolster, vice 

president and managing director of the Hay Group's health care consulting practice.  

Boards that start thinking about what they are going to do when something happen will 

find themselves late in the process (Roop, 2010a).  Landry’s research validated the issue 

of deficient succession planning.  She found that of 643 respondents to the study she was 

using, 78.1% reported that succession planning was not routinely done in their 

organization (Landry, 2006).  Organizations do themselves no favors by failing to plan 
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appropriately for succession events.  This lack of planning has the effect of driving them 

into situations where they need interim executives even if they have a basis to the 

contrary.   This need may have been mitigated had appropriate succession planning 

occurred. 

 

A misconception is that healthcare CEO turnover is increasing.  Although the turnover 

rate is consistent, it does not appear to be increasing.  The American College of 

Healthcare Executives (ACHE) reported that the turnover rate for hospital CEOs in 2004 

was 16 percent, which means that almost every week, more than a dozen hospital boards 

were found with the need to replace their CEO (Gardner, 2006).  For 31 years, ACHE has 

published an annual survey of CEO turnover (1981 – 2011).  The turnover data is 

adjusted with a deflator to account for variation in survey methodology over the years.  

During the survey period, turnover has ranged from 14% annually in 1981 to 16% in 

2011.  Annual CEO turnover ranged from lows of 13% observed in 1983 and 1990, to 

highs of 18% seen in 1987, 1988, 1999 and 2009.  However, statistical analysis suggests 

that changes in rates of turnover could be explained by random variation.   ACHE 

observed greater turnover variation on a statewide basis with 2011 rates ranging from a 

low of 0% in Delaware to a high of 35% in Hawaii.  The ACHE turnover data is 

presented in Appendix C at page 145.   

 

“According to the Bureau of Labor Statistics (BLS), executive and professional temps 

increased from 7% in 1998 to 11% in 2004” (Frase-Blunt, 2004a).  That is a 57% 

increase in 6 years.  The BLS data does not isolate healthcare turnover and it does not 
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differentiate between executive and professional temporary positions.  No data on 

healthcare CFO turnover was found including inquiry of the research department of The 

Healthcare Financial Management Association (HFMA).  Documentation of executive 

turnover and interim executive utilization in the healthcare industry is deficient. 

 

Despite a lack of evidence that shows a significant increase in executive turnover in 

healthcare, it is still an important topic.  Commentary alludes to increasing stress in the 

healthcare industry as a cause of turnover.  “Intense pressures surrounding cost control 

and decision-making have led to a spike (emphasis added) in hospital CEO turnover.  In 

addition, trustees are becoming more aggressive about holding CEOs accountable for 

faulty decisions or poor performance” (Souza, 2012).   All turnover is not bad.  

According to Farquhar, an executive vacancy provides a board with a strategic 

opportunity to review its position and to establish new leadership (Farquhar, 1991). 

	  

Categories and types of Interim Executives 

Interim executive engagements generally fall into one of two principal categories.  The 

first is service as a ‘seated’ interim executive where the interim executive assumes the 

role of the CFO or other executive for an indefinite period of time while their successor is 

recruited and on-boarded.  The second principal category is as an extender.  Executives 

can be easily overwhelmed by demands their organization places upon them, especially 

in stressed situations.  An executive can engage an interim exertive with peer skills to 

work on a specific project that the executive would usually do but cannot accomplish due 

to conflicting priorities. 
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Non-employed executives involved with an organization on a temporary or interim basis 

are generally one of three types.  For the purpose of this research, when we refer to 

“interim executive” we will be referring to the third type.  

1.  The consultant - An individual who is in and out of the organization and provides 

advice as opposed to operational involvement.  The consultant’s scope or focus is 

generally very narrow and they do not typically have implementation authority (Furhgott, 

2000).  Consultants rarely spend more than a day or so at a time on the client’s site.  In 

many cases, substantial portions of the consultant’s deliverable(s) are done off-site and 

may be assisted or supported by office support staff.  

2.  The outsourced executive - The outsourced executive is typically a full-time salaried 

employee of a service-providing firm that is contracted to provide services to an 

organization for an indefinite period of time.  A common form of an outsourced 

executive is a Chief Information Officer (CIO).  Information technology companies 

serving the healthcare industry offer what are generally described as ‘site management’ 

services by placing one of their executives into a client organization indefinitely.  The 

theory behind this activity is that the site manager will have extensive knowledge of the 

manufacturer’s products and the manufacturer’s hierarchy and as a result be in an 

excellent position to leverage the relationship between the client and the service provider.  

3.  The interim executive - The interim executive is an individual who assumes the role of 

one of the organization’s key executive positions, generally during an organizational 

transition than can take months such as turnover or extended illness of the incumbent. 

The difference between a consultant and the interim manager is that the interim manager 

usually has power to execute (Furhgott, 2000).  Interim executives differ from 
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consultants, who focus on making recommendations, but not implementing them.  While 

interim executives are adept at proposing solutions, they also complement consultants by 

applying their strategic recommendations (Thompson, 2000).  An interim executive that 

is executing on behalf of the organization is called upon to sign cost reports, audit 

representation letters, governmental tax filings, or an array of other legal documents.  Not 

only do these documents have a binding legal effect to the organization they also expose 

the interim to potentially extensive personal liability. 

 

Interim executives are sometimes drawn from the governance function.  “An ideal 

interim would be an experienced senior board member who has a full understanding of 

the hospital environment and the respect of the hospital’s management and physicians” 

(Horwitz, 2007).  The interim executive has the ability to make an impact by delivering 

value on key action items for the organization including speed, assurance, experience, 

objectivity, accountability, commitment, time, and staff development (Santora, 2008). 

Most of the time, interim executives are not selected to serve in a permanent capacity.  

Ballinger found that seventy-one percent of the succession processes involving an interim 

CEO eventually resulted in the hiring of an outsider as permanent CEO. By comparison, 

only 12 percent of non-interim CEO succession processes resulted in the hiring of an 

outsider (Ballinger, Marcel, 2010).   However, interim executives can serve a unique role 

in the organization that facilitates the change from one administration to the next and 

enables cultural change in the process.  The interim creates space for new participative 

interaction to facilitate learning.  For example, an interim CEO might meet with city 
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officials and attend community events to share and solicit input from stakeholders (Ford, 

2006). 

 

Barley found that the types of people that gravitate to interim executive services are 

looking for fulfillment not available in a full time role.  “Over the course of the study we 

journeyed into the everyday lives of technical workers who had chosen to live beyond the 

boundary of traditional employment. These men and women had rejected the familiar 

pains and comforts of organizational life for the freedom and accompanying risks of the 

marketplace.  What we did not expect to find was a group of social pioneers who partook 

of a way of life, a culture of work, that challenged the prevailing theories and reputed 

practices of contingent employment” (Barley, 2006).   

	  
Expense of Interim Executives 

Interim executives can be expensive compared to permanent employees.  Charges can run 

from $2,000 to $6,000 per day (Furhgott, 2000) .  A Vice President of Sales interim job 

was quoted at $1,500 per day (Klein, 2010).  At the C-Suite level in healthcare, charges 

typically range in the $2,000 - $3,000 per day range.  An employer should expect to pay 

1.5 to 3 times the base wage rate of the executive being replaced for an interim.  Some of 

this cost is rationalized on the basis that the interim receives no benefits and the interim 

may be terminated at any time without cause.  Another rationalization of the interim 

premium is that it is necessary to provide the interim with the ability to earn at the level 

of their fully employed peers given the potentially sporadic nature of interim work.  The 

employer must also pay out of pocket costs and temporary living expenses for the interim 

executive that can easily reach $1,000 per week or more.  Spherion research showed that 
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interim executives are compensated at 15% - 20% higher than permanent executives 

(Frase-Blunt, 2004a).  Interim executive services are believed by some to be cost 

competitive with the employment model.  “In terms of cost effectiveness, when all the 

costs of a permanent employee are taken into consideration, the interim’s fees are very 

comparable” (Minto, 2006).  A CEO’s typical severance package calls for two years of 

severance pay.  If the average tenure of the CEO is three years, the organization is 

effectively paying CEOs for five years of work for each three-year employment cycle.  

Severance alone can raise the remuneration of a CEO by up to 70% and easily place it 

well into the range of the billing rate of their interim replacement. 

 

Given the expense, the question of value proposition of the interim executive is 

accentuated.  “Organizations use interim management to do something quickly when the 

organization does not have the requisite talent, or when they need to fill unexpected or 

short-term vacancies.  Interim executives differ from financial consultants, who focus on 

making recommendations.  While interim executives are adept at proposing solutions, 

they also complement consultants by applying their strategic recommendations” 

(Thompson, 2000). 

 

In summary, interim executives have a number of characteristics that differentiate them 

from consultants or employees.  The first is compensation.  Interim executives are 

generally compensated at a higher rate than permanent staff.  The average tenure of the 

interim is around 7 months (Farquhar, 1991).  The consultant is in and out of the 

organization.  The interim comes and stays until the job is done and a transition to 
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permanent management is complete (Frase-Blunt, 2004a).  The interim can assume one 

or more of a variety of roles including caretaker, turn-around expert or fully functioning 

executive (Friske, 2003).  

 

Significance of the Study 

This study is important for several reasons.  The primary significance is that very little 

research has been done on interim executive services especially in the healthcare 

industry.  Executive turnover in healthcare is outpacing executive turnover in other 

industries.  According to the consulting firm of Challenger, Gray & Christmas, healthcare 

organizations saw the heaviest CEO turnover among all industries in 2011, 187 CEOs left 

their posts at an average of 16 per month (Cheung-Larivee, 2012). 

 

There is a problem in the healthcare industry of high turnover in the executive suite.  

According to the American College of Healthcare Executives (ACHE), CEO turnover 

from 1996 to 2002 fluctuated between 14%—18% per year (Khaliq, 2006), (ACHE, 

2012).  Searches to replace executive positions can take four to six months or more.  

Searches can fail or stall and take much longer than initially assumed.  The organization 

is not served well when key executive positions remain open for long periods of time, 

especially in the increasingly dynamic and uncertain environment.  Lay Boards of 

Directors are not well equipped to manage an executive suite transition, especially an 

unexpected loss of a CEO.  Turnover is frequently precipitated by some kind of stress, 

frequently financial, on the organization.  It is generally not in the best interest of the 

organization to be without leadership during a transition that can take four to six months 
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in good circumstances.  Organizations rarely possess the skill set and capacity to 

compensate for the loss of a key executive.  The purpose of this study is to investigate 

interim executive staffing in the US healthcare industry.  The interim executive industry 

and its effects have not been well documented or researched.  Research and 

documentation on how and why decision makers decide to utilize or not utilize interim 

executives is also lacking (Gardner, 2006), (Ballinger, Marcel, 2010), (Khaliq, 2006) 

 

Adams cited three surveys of CEOs of Not-for-profit organizations that indicated 

between 62% and 78% of executives plan to leave their positions within five years 

(Adams, 2004).  While the focus of the Adams research was not healthcare specific, it 

does allude to a pervasive turnover problem.  The turnover problem is potentially 

damaging to the industry given the volume of turnover.  The necessity to insure a smooth 

transition without loss of strategic momentum is profound.  The organization that 

vacillates over an interim engagement decision and/or quibbles over the cost of an 

interim can quickly lose many multiples of that cost in the consequences of the turnover.  

Thirty percent of hospitals took more than six months to fill the CEO position and 5% 

took more than a year.  In today’s rapidly changing environment, this delay can damage a 

hospital's competitive position.  Almost 30% of hospitals have had three or more CEOs in 

the past five years.  This revolving door type of leadership lacks continuity and risks 

damage to a hospital's ability to meet its mission and serve its community (Khaliq, 2006). 

 

Turnover is expensive and disruptive.  It has the potential of stalling progress the 

organization is making toward its strategic objectives.  Loss of progress in a rapidly 
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changing environment such as the healthcare industry can lead to setbacks that can be 

prohibitively expensive in terms of time and resources to cure if they can be cured at all 

(Roop, 2010a).  Improving understanding of why some organizations and executives are 

inclined to utilize interim executives while others are not so inclined will improve the 

criteria used by organizations to decide whether or not to engage interim executives.  

Gaining understanding of the degree to which practicing executives who have used 

interims find value will add to the understanding of the value propositions of interim 

executive services.  Improving the state of knowledge of interim executive services 

through research will also assist interim executive service providers to improve their 

communications and marketing efforts in the industry by narrowing their focus to criteria 

applied by decision makers in the engagement of interim executives.   

 

In the course of the investigation, it is important to solicit input from executives who 

have elected not to utilize interim executives.  How and why these executives reached 

these conclusions is important information that interim executives and interim executive 

service providers may apply to increase their potential relevance to prospective clients 

(Robeson, 2007), (Roop, 2010a), (Stein, 2007), (Ballinger, Marcel, 2010).  This research 

is important because, “Complex executive exits involve more players, attract greater 

publicity, and interfere more with operations. The expansion of issues and stakeholders 

magnifies uncertainty, interpretations and error” (Farquhar, 1996). 

 

Finally, this work is important because of the lack of research in the subject area.  There 

is little if any research on interim executive services in healthcare and this research has 
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the potential to contribute significantly to the industry knowledge base.  “Contract work 

and outsourcing represent widely acknowledged manifestations of the groundswell of 

economic change that is shaking the foundations of work and employment in the United 

States. While these emerging forms of employment have become harbingers of new ways 

of working, they remain poorly understood; efforts to explain their emergence and 

significance have suffered from an excess of ideology and a dearth of data” (Barley, 

2006).  Santora and others lament the fact that most research on interim executives has 

relied on the case study method (Santora, 2008). 

 

Goss stated that, “The literature on interim management is predominantly found in the 

practitioner press and often consists of little more than recycled extracts from consultancy 

reports and interviews with leading proponents - usually partners of consultancies 

specializing in placing interim managers. Many of these contributions are more 

marketing exercise than serious analysis and offer interim management as a product to be 

sold rather than a complex human resources process” (Goss, 1998).   

 

The Purpose of this study 

Research in the area of interim executive services is relatively new and growing.  There 

has been little research on interim executive services in the United States, especially in 

the healthcare industry.  Much of the existing research is based on small samples or case 

studies as opposed to rigorous data acquisition and analysis.  Some of the studies are 

foreign where interim executive services is a more mature and well developed concept 

and/or the nature of an interim executive services engagement might be different.  

Another problem with existing literature is that around half of it is more than five years 
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old.  Given the rapid pace of change in healthcare administration, the relevance of 

research and literature diminishes as it ages.  Therefore, the transferability of much of this 

research to healthcare is potentially problematic.  

 

Little of the evidence in the domain of managerial and leadership science on the topic of 

interim executive services is healthcare specific in its focus.  Healthcare focus is 

important because the dynamics in the healthcare industry are characterized by high 

turnover and every incidence of succession creates a new opportunity for an interim 

executive to provide value during the transition event. In addition reform in the US 

healthcare industry is placing unusually high demand on executive skills as the industry 

transitions its payment methodology and the government involvement and influence over 

the delivery of care in US hospitals increases dramatically. 

 

Research Question 

The primary research question of this investigation is to evaluate the degree of value 

perceived by decision makers in healthcare organizations that have used interim 

executives and their propensity to use interim services again in the future.  First, this 

research aims to increase understanding about decision makers’ perceptions of value in 

interim executive services they have used in areas such as response time, ease of 

assimilation into the organization, efficacy of the interim executive’s assessment of the 

organization, effectiveness of the interim executive in reducing risk associated with the 

transition event, financial performance improvement, etc.  Second, the research will 

explore the likelihood of decision makers to utilize interim executive services again in the 

future. While prior users of interim executives may be biased in favor of their utilization, 
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the research project will solicit input from executives that have elected not to use interim 

executives in appropriate situations as well.  This input is equally valuable in the 

documentation of the decision making process applied by executives toward the use of 

interim services. 
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CHAPTER 2 LITERATURE REVIEW 

 

This chapter begins with a review of the theoretical models and theories related to interim 

executive services.  It outlines the process of the literature review, and concludes with an 

overview of literature on interim executive services. 

 

Interim Management Typology 

Interim Management (IM) is not a static or simple approach to addressing business 

issues.  The form of the service varies on a complex scale of the sophistication demanded 

by the situation, the skills and experience of the consultant and the needs, requirements or 

desires of the client.  This typology is well illustrated by work done by Goss and Bridson 

in 1998.  The Goss model demonstrates how an interim engagement may fail to reach its 

potential or fail outright because of mismatch of the supply side (Interim Manager) and 

demand side (Client) of the interim executive relationship.  Matching the motivation of 

the interim executive and their capability with the needs of the organization is an 

important aspect of interim management services that becomes problematic if not 

appropriately executed.  The Goss IM topology model follows: 
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Figure 1 

Interim Management Topology 

Source:  (Goss, 1998; Haslberger, 2007) 
See Appendix K at page 169 for permission to use 
 

Inkson believes that employees in an organization typically fall into four primary 

categories; pooled, core, independent and careerist.  The category of employee that is 

optimal for each situation is a function of the goals of the employee and needs of the 

organization.  The model below illustrates the concept that independent contractors that 

provide interim executive services tend to be shorter-term externalized positions.  The 

interim executives’ persona is characterized by a high drive or need of flexibility and 

weak social ties.  These characteristics are indicative of skills needed to be successful in 
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stressed, transitory situations where the development of interpersonal relationships may 

actually be counter-productive (Inkson, 2001). 

 

Figure 2 

Individual – Organizational Attachment Map 

 

Source:  (Inkson, 2001) 
See Appendix L at page 169 for permission to use 
 

Theoretical Framework 

The Contingency Theory of leadership will be the guiding theory for this research.  

Additionally, the research will draw on theory surrounding succession, attribution, and 

implicit leadership.   
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Contingency Theory 

A principal theoretical construct for this research is contingency theory or situational 

leadership theory.  The initial research establishing contingency theory was conducted by 

Frederick Fiedler, et. all of the University of Illinois in the 1960’s.  Fiedler postulated 

that, “The model is predicated on the assumption that the type of leadership behavior 

required for good group performance is contingent upon favorableness of the group-task 

situation for the leader” (Fiedler, 1964).  Fiedler’s theoretical model was supported with 

multiple empirical research models that revealed distinct characteristics that are optimum 

for a leader given the situation.  Fiedler demonstrated that, “controlling, managing, 

directive attitudes are required for conditions which are very favorable or very 

unfavorable to the leader, while permissive, non-directive, and considerate behavior is 

required for moderately unpleasant or unfavorable group-task situations.”  (Fiedler, 1964) 

	  

Much of the development of this construct is attributed to Hersey and Blanchard.  In 

general, contingency theory holds that different leadership is appropriate at different 

times based on the organization’s environment or the situation in which it finds itself.  

The contingency theory fits well with the interim management typology work of 

Haslberger.  The Interim Management typology is a multidimensional model that 

endeavors to illustrate the concept that differing needs, objectives and situations demand 

different interim management skill sets.  Failure to recognize this principle can lead to 

increased risk of mismatch of the interim executive’s capabilities and the organization’s 

needs.   

 



	   24 

Figure 3 

Situational Leadership Model 

 

Source: (Bolman, 2008) Adapted from Hersey, Paul and Blanchard, Ken 

 

Hersey and Blanchard postulate that the leadership style to be applied is a function of the 

subordinates involved in a situation.  The appropriateness of each style is dependent upon 

subordinates' ‘maturity’ or ‘readiness level.’  The Hersey approach is focused more on 

the readiness of subordinates to accept a leadership style than it is on the needs of the 

organization.  Hersey defines readiness in terms of subordinates' commitment and 

competence (Bolman, 2008).  The Hersey model differs slightly from the contingent 
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theory of leadership that is more focused on the situational challenges than the ability of 

employees in the organization to accept, assimilate and respond to leadership inputs.  An 

example of the situational view is the belief that it takes a different kind of leader to grow 

the business and add staff than cutting budgets and laying people off (Bolman, 2008). 

 

The principal theoretical framework for this research is the assertion that interim 

executives in the healthcare industry add value to the organizations they serve.  The 

theoretical basis is that an organization benefits from having an interim executive during 

the time-consuming recruitment process associated with executive turnover as an 

alternative to leaving the position open and unfilled.  Most of the published research on 

the topic of interim executive services is not healthcare specific although it could be 

argued that healthcare specificity in this context is irrelevant.   

 

Other Relevant Theory 

Because there is so little research in the area of interim executive services and most of the 

articles tend to focus on general descriptive characteristics of interim executive services, 

it is difficult to isolate thought streams.  Farquhar describes three plausible research 

streams for interim executive services.  “Three theoretical streams relating to leadership 

merge at this juncture: the loosely formulated area of succession theory, attribution 

theories of leadership, and implicit leadership theory” (Farquhar, 1996). 

 

Appendix I at page 164 summarizes the allocation of the articles reviewed to the research 

streams suggested by Farquhar.  Fifty-three authors were cited as part of this research.  

The majority of the authors (39.6%) tend to devote their work to succession theory while 
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the next closest line of reason is Implicit Leadership theory at 30.2%.  The remaining 

22.6% of reviewed articles were focused on Attribution theory.  The majority of the 

articles in the succession theory stream are primarily focused on the how and why 

organizations end up needing interim executives.  The articles largely focus on the failure 

of Boards of Directors to have in place an effective succession plan.  This leaves the 

Board in a precarious position with few choices when turnover occurs (Allison, 2002), 

(Chapman, 2005), (Robeson, 2005, 2007, 2008; Santora, 2008; Stein, 2007). 

 

Succession Research 

The leadership succession model encourages a company to achieve redundancy in its 

management structure.  “Bolster says a succession plan encompassing both planned and 

unplanned departures is mandatory.  At minimum, it should identify the interim 

executive, immediate course of action and communication strategy” (Roop, 2010a).  The 

degree to which succession plans exist and the proportion of them that envision interim 

executives will be examined as a part of this research.   

 

Even if a succession plan is in place, an interim may be needed to support a transition 

because the turnover occurs unexpectedly and the heir apparent is not ready yet.  An 

internal successor to the CEO may have been identified but the candidate’s training is 

incomplete.  In these cases, the Board should consider the use of an interim CEO to 

provide sufficient time necessary to make the right decision.”  (Robeson, 2005)   

 

There are frequent mentions in the literature about the succession process and the failure 

of many Boards of Directors to adequately plan for the inevitable leadership succession 
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events they will encounter.  Some interim executive demand is likely stimulated by the 

failure of Boards to plan for succession.  Organizations with no heir apparent are forced 

to appoint an interim, acting, or permanent successor while they consider their 

expectations for the next era (Farquhar, 1996).  “Directors have to be prepared for a 

sudden emergency when a new CEO has to be named quickly," warns Raymond Troubh, 

who has served on numerous boards. “If they aren't constantly looking at their bench and 

haven't identified two or three people who are capable of running the show if the current 

CEO is hit by a truck or does something wrong, there's a failure on the board" 

(Hymowitz, 2006). 

 

Roop believes that Boards are maturing and that succession planning is improving in the 

process.  That succession planning is more prevalent today than it was five years ago is 

due in large part to the ongoing transformation of health system boards from 'good old 

boy' networks including CEOs managing the board.  Boards have come to realize that 

succession is not a one-size-fits-all process.  The circumstances in each organization are 

so different that the firm is compelled to design the process around its unique situation 

(Roop, 2010b). 

 

Attribution Theory 

Attribution Theory describes how individuals develop causal explanations for behaviors 

and outcomes, and how their causal explanations influence subsequent reactions 

(VandeWalle, 2012).  The attribution model is focused on outcomes and the recognition 

of success characteristics for the organization as it evolves.  According to the Support 

Center for Nonprofit Management, an interim executive leader has the chief 
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responsibility of stepping into the chief executive position to offer strong, effective, but 

temporary leadership to an organization after its executive has departed.  The interim 

executive is given the task of ensuring that the organization remains stable and keeps 

moving in the right direction during the executive search process and until the next 

executive is successfully hired (Santora, 2008).  

 

Implicit leadership theory 

Implicit leadership theory suggests that observing leaders in different situations enables 

an individual to gain an understanding for how they ought to act if faced with similar 

situations.  Implicit leadership development can foster motivation for leaders to engage in 

a continual learning process.  Better leaders continue to develop their skills and learn 

from past experiences and others (Cengia, 2012).  In other words, implicit leadership 

refers to mentorship carried out by interim executives.  Implicit leadership is analogous to 

contingency theory leadership. 

 

According to Carson Dye, in the contingency perspective, all leadership behaviors are 

dependent on three primary variables: (1) leader, (2) follower, (3) situation.   Dye further 

suggests that different types of leaders are needed for different types of people and 

situations.  Tatum, LLC adapted this concept as illustrated in Appendices G and H at 

pages 162 and 163 respectively.  The Tatum adaptation model illustrates the concept that 

different skill sets are required for different situations.  Conversely, a skill set that is 

perfect for one set of circumstances is potentially irrelevant when the situation changes.  

The versatility and adaptability of leaders to various types of followers, organizations and 

occurrences embodies contingency theory (Dye, 2010).  Dye’s leader designation is 
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analogous to Farquhar’s attribution theory while his follower designation is analogous to 

the succession theory and the situation designation is analogous to the implicit leadership 

or contingency theory of leadership.  

	  
Gardner says that a situational leadership approach is a necessity for the success of an 

interim engagement.  “Define a shared situational understanding.  Interim CEOs will be 

hard pressed to succeed if their understanding of organizational conditions and challenges 

is different from others on the executive team” (Gardner, 2006). 

 

Published research 

The literature review for this research was carried out in two stages. The primary stage 

was a rigorous review of articles that were identified in various search engine responses 

to a variety of search inquiry terms.  The search terms utilized are in Appendix A at page 

128.  Approximately two thirds of the articles cited were identified in the primary stage 

of the literature review.  The primary stage of literature review was followed with a 

secondary stage that included a review of all of the citations contained in the primary 

stage articles.  This stage of the review yielded the remainder of the citations.  Many of 

the secondary stage review articles were either not on point or considered too old to be 

relevant to this research.  Inability to locate healthcare CFO turnover data led to inquiry 

of the research staff of the Healthcare Financial Management Association.  While HFMA 

failed to find any CFO turnover data in their archives, they did produce several 

previously undetected references. 
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The literature review conducted for this research resulted in the identification of 45 

unique authors and three associations responsible for 51 articles, texts and presentations.  

The citations are relatively current ranging from the oldest published in 1991 to the 

newest published in 2012.  The currency of these articles lends credibility as it relates to 

this research and validates the concept that the entire industry of interim executive 

services is relatively new.  The principal issue with all of these articles is that a very 

small proportion of them, only six to be exact are based on any type of credible academic 

research.  Some of the research-based articles have small sample sizes.  The majority of 

the rest of the articles are based on case studies and the author’s opinions.  By far, the 

most prolific author is Nick Robeson who at the time of his authorship was the Chairman 

of the United Kingdom’s Interim Management Association with five articles written 

between 2005 and 2008.   All of these articles were descriptive in nature.  Older articles 

may be more relevant in this context than they would be in other categories of inquiry 

where the underlying science is changing and evolving rapidly over time. 

 

There is relatively little published research on interim executive services in the US.   

Twelve articles were reviewed for this paper, and only three of them were based on 

original research (Smid, 2006), (LaCorata, 2010) and (Ballinger, 2010).  The rest cited 

other research, quoted ‘experts’ or claimed their own authority based on their author’s 

position or experience.  This leads to the conclusion that this area provides ample 

opportunity for contribution to the literature through research.   
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Common themes 

Reviewed articles reveal a number of common descriptive themes of interim executives 

in order of the number of times they were mentioned:  Interim executives as change 

agents, rapid response to needs, interim role types, mentorship, skill transfer, and 

objectivity and transparency were all common topics in the literature. 

 

Change agents -The most prevalent premise of reviewed articles is that organizations 

hiring interim executives are frequently looking for a change agent (Smid, 2006), 

(LaCorata, 2010), (Klein, 2010), (Goss, 1998), (Thompson, 2000), (Duncan, 2006), 

(Sims, 2003).  Clearly, change within organizations and change forced upon them by 

external factors is one of the most if not the most compelling reason for them to use 

interim executives.  Succession events can be triggered by perception that the 

organization’s culture has become dysfunctional and substantial change is needed starting 

with new leadership. 

 

One theory regarding sources of turnover is that the executive does not fail, but the 

situation changes and the executive does not have the required skills for different 

challenges or they cannot or will not adapt.  The Tatum Company highlights this concept 

during presentations to organizations to demonstrate that the organization should not 

necessarily feel responsible for the inability of the executive to continue successfully in 

the organization while simultaneously recognizing that that time has come for an 

executive with a different skill set.  Executives do not generally fail due to incompetence 

but inability to adapt successfully to a changing situation.  The Tatum executive adaption 

model appears in Appendix G at Page 162. 
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Tatum, LLC utilizes an adaptation model to illustrate the radically different requirements 

a business places on its executives as it progresses through its life cycle.  The model is 

profound in that it demonstrates that a skill set that is prefect for one situation may fall 

short when the situation changes.  This is not necessarily the fault of incumbent 

executives or something to which they can easily adapt.  This is particularly true if the 

incumbent executive is not a good practitioner of the contingency theory of leadership.  

Beyond the adaptation model is the issue that as an organization progresses through its 

lifecycle, it demands different skill sets, experiences and talents of its executive leaders.  

Tatum illustrates this concept with a model similar to their adaptation model.  The Tatum 

skills model illustrates that as the business situation changes as the organization moves 

through its life cycle; specific skills that are not necessary at an earlier stage become 

invaluable at the next stage.  The Tatum skills model is illustrated at Appendix H at page 

163 (Leatherbury, 2009).  Dye wrote on the necessity of executives having versatility and 

adaptability as the situation changes (Dye, 2010). 

 

The Tatum illustrations are excellent examples of contingency theory or situational 

leadership in an organization.  Having a skills mismatch can create major problems for 

the organization.  Hiring a new CEO, CFO or other top leader can be costly especially if 

it is later found to be an error.  Leadership positions are critical to the effective operation 

of a company and employment agreements can come with expensive parachute clauses.  

For companies beginning to grow, the question can be whether they are adding the right 

new leadership positions, and hiring someone on a temporary basis can help them to test 



	   33 

the candidate before fully committing to a position and a role (Plenda, 2011).  Given the 

wide variation in skills necessary for the situation a business finds itself in, it is important 

that the organization evaluates the situation correctly and endeavors to find an executive 

with appropriate skills for the next phase of the business.  Consultation with the various 

constituencies with assessment of and documentation of the required priorities and 

competencies of the next executive is important (Allison, 2002). 

 

An objective interim leader can assist an organization with difficult conversations it may 

need to have about its current state and future hopes (Chapman, 2005).  The interim 

leader is empowered in that they can give clients frank assessments that are impossible 

when they worked as staff (Furhgott, 2000) Moreover, an interim executive should be 

adept at solving nagging, inherent problems they have faced over the years.  It takes a 

seasoned interim to listen effectively, quickly diagnose problems, and implement 

solutions, as well as an entrepreneur who is particularly open to suggestions to make the 

liaison work. The interim executive is going into an inherently stressful environment 

when a senior position is vacant (Klein, 2010). 

 

Many authors allude to the difficulty associated with the situations created by transition 

events.  Transitions are difficult for the incoming and outgoing executives as well as the 

organization and its employees. The interim executive must be able to quickly and 

accurately assess the situation and adapt quickly to the circumstances they find.  Coming 

in cold to a company in transition is especially challenging.  It can often be unhappy 

times or somewhat stressful depending on the urgency of the issues that need to be 
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addressed.  Another thing that is difficult is that an interim executive parachutes in 

without the relationships with staff that have been built up over time creating a challenge 

in terms of building a level of rapport and trust that allows the staff and the interim 

executive to function efficiently (Plenda, 2011). 

 

One role an interim executive can play from a strategic standpoint is to maintain the 

momentum of the organization by functioning as a change agent.  In addition to this, it is 

important to stress that interim managers by their nature are problem solvers, people who 

intervene into businesses at a very senior level to handle challenges and fix problems 

before moving on.  It is the challenging nature of the work that appeals to them.  In a 

2010 interim Women magazine survey of more than 700 women working as interim 

managers, 60% claimed that interim work was more interesting and challenging than 

their previous careers (Youngman, 2011).  Ballinger found that the failure of an interim 

to make necessary changes, especially following a succession event might make it more 

difficult for the permanent incumbent.  When interim CEOs do not undertake long-term 

strategic changes, they may eventually constrain the choices available to the permanent 

CEO (Ballinger, Marcel, 2010). 

 

Another change function is to influence the environment or culture of the organization.  

The interim executive and their successors may be called upon to push a change strategy 

on employees.  However, their intent should not be not to consolidate or exercise their 

positional power for its own sake; rather, they put in place participative structures that 

can change the status quo in how personnel interact within a hospital (e.g., increased 
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information flow, more input on decision-making, more accurate and open 

communication).  These changes can facilitate the transfer of their positional power to 

hospital personnel through the development of key relationships (Ford, 2006).  Well-

focused interim executives are buffers between leadership eras, increasing the likelihood 

of an effective successor administration following a complex, non-routine departure 

(Farquhar, 1996).  Interim executives can bring renewed focus to the organization 

providing objective and honest input into current business strategy (Robeson, 2007). 

 

Change agents are important as their work lays a better foundation for their successors.  

The interim and successor CEO create a new learning environment for the hospital (Ford, 

2006).  An outsider has the benefit of being objective.  An interim CEO can make 

decisions that could be career limiting for a full-time CEO (Osse, 2009).  One of the main 

jobs of an interim CEO is to envision and plan for the bigger, longer term picture (Souza, 

2012). 

 

Change agents thrive in difficult, tense and dynamic situations.  An interim chief 

executive helps a hospital by avoiding prosecution, revamping the board and its policies, 

dealing with rumors of hospital worker unionization, stabilizing credit agreements and 

convincing employees and patients that everything is going to be all right (Mantone, 

2006). 

 
Rapid Response - Several articles discussed pressing needs of an organization driving a 

desire to get a rapid response and to get an interim executive that will be immediately 

productive upon engagement (Peterson, 1999), (Thompson, 2000), (Sims, 2003).  Some 
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organizations tend to defer utilization of interim executives because of their high-

perceived cost until a situation has become more difficult.  That is to say that the pain, 

risk, direct cost or opportunity cost of continuing the existing course of action has to 

exceed the cost of the consultancy before the organization is moved to action.  Another 

problem is inability to admit that the organization needs help beyond its internal 

capability or lack of trust based on prior experience (Klein, 2010), (Goss, 1998).  When 

the organization finally decides to engage an interim, they typically want the position 

filled rapidly.  Interim executives are generally quick to respond unless they are 

otherwise engaged which sometimes occurs between the time a proposal is made and the 

client decides to move forward.  If this happens, the client has to restart the interim 

selection procedure losing more time in the process. 

 

Boards of Directors struggle to deal with succession events.  The sudden loss of an 

executive is huge and, if improperly planned for can be devastating for the organization 

(Roop, 2010b).  Among many issues is the difficulty a Board has with intervention with 

the organization’s operations during a succession event.  A Board is just not prepared or 

equipped to run the organization on a day to day basis (Allison, 2002).   A lot of the 

blame for Board difficulties with an executive transition is their lack of succession 

planning in the first place (Robeson, 2007), (Robeson, 2005), (Robeson, 2008), (Landry, 

2006). 

 

A typical Board response to a turnover event is to name a transition committee.  The 

primary roles of the transition committee are to assure a constructive closure with the 
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departing executive, design and oversee a transition process as well as the search, 

recruitment, and hiring of the new executive, and to coordinate the post hire orientation 

and support for the new executive (Chapman, 2005).  Sometimes, a Board needs the 

services of an interim because an internal candidate may not be fully groomed (Robeson, 

2007). 

 

While Boards find themselves ill equipped to manage the organization on a day-to-day 

basis during a transition, they are still responsible for the outcome of the business and 

securing and maintaining leadership is one of their primary responsibilities.  The sudden 

loss of an executive is something most boards don't want to consider.  However, it is 

imperative to push past discomfort and establish a viable succession plan.  While it's 

understandable, it is inexcusable to not have a succession plan according to Jamie 

Orlikoff, the President of Chicago based governance consulting firm Orlikoff & 

Associates.  It is the responsibility of the board to plan for the good of the organization 

and that includes succession planning.  Once they get over the conceptual hump, the 

planning becomes easier (Roop, 2010a). 

 

Types of Interim Roles - Several articles went into detail differentiating between 

consultants and interim executives.  Consultants can be interim managers but interim 

managers have a hard time being consultants because consultants frequently have more 

highly developed skills in narrow areas of expertise that the interim manager would not 

have (Goss, 1998).  According to Goss, the more dynamic the situation the greater the 

need for an interim consultancy versus interim management (Goss, 1998).  Another 
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difference is that the interim executive frequently has the power to execute while a 

consultant does not have this latitude (Furhgott, 2000b).  Consultants advise and 

recommend where interim executives advise, recommend and implement (Duncan, 

2006).  Interim executives tend to get more connected and have a greater sense of 

ownership than consultants who are more narrowly focused (Frase-Blunt, 2004b).  

Interim executives tend to be more project focused where consultants tend to be more 

issue focused (LaCorata, 2010).  According to Sims, consultants tend to overanalyze 

where interim executives sense and act (Sims, 2003).  The scope of the consultant is 

typically limited to researching a narrowly defined matter and offer recommendations for 

addressing the situation while the interim executive executes on behalf the client.  Interim 

executive skills, experience and expertise was the primary indicator of value to 54% of 

the respondents to Inkson’s research (Inkson, 2001).  To summarize, consultants are 

characteristically narrowly focused content specialists and advisors where interim 

executives are generalists and operators.   

 

Some Boards take advantage of an interim executive consultancy to provide a trial for an 

internal candidate that is under consideration as a candidate for the permanent role 

(Frase-Blunt, 2004a).  Twenty-six of the 89 (29%) interim CEOs in Ballinger’s sample 

were eventually selected by their board as the permanent CEO.  This raises the possibility 

that some firms are using the interim position and the related search process as an 

opportunity to try out potential CEOs (Ballinger, Marcel, 2010).  Getting the correct 

result in a transition is vital.  The interim allows the board time to place more focus on 

hiring the right person for the CEO position (Sinnott, 2008).  Hiring an executive on a 
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temporary basis allows a business to test someone's fit.  An organization can have the 

most intense interview process in the market and it is still only going to have three to five 

hours of interview conversations to really assess a candidate’s character, their work ethic, 

their skills and everything else about them.  If they are worked over the course of three to 

six months, the organization now has a work product to better evaluate them over a 

longer time period (Plenda, 2011). 

 

Considering the interim executive for employment brings its own set of challenges.  

When the interim executive is in interim status, they have the advantage of being able to 

be very honest and transparent in their dealings and communications without regard to 

how their work may bear on their probability of continued employment with the host 

organization.  When the interim becomes a candidate, their objectivity can be 

compromised.  From that point forward, the interim executive like an employee will be 

tempted to evaluate decisions on the scale of whether or not their recommendation or 

course of action will bear favorably or unfavorably on their candidacy.  An interim 

executive in this situation may be justifiably reluctant to engage in a difficult or 

controversial issue.  While some consider this to be a direct conflict of interest, it does 

not appear to affect the high incidence of conversions in the interim executive services 

business that run as high as 30%.  Some suggest that a good rule of thumb is not to allow 

the interim CEO to be considered for the permanent executive position.  This duality of 

interest can compromise the effectiveness of the interim CEO and reduce the opportunity 

for organizational improvement during the transition by potentially placing the interim 
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executive into a conflicted situation.  In addition, the conflict can detract from the ability 

of the interim to focus on the operational task at hand (Stein, 2007). 

 

Mentorship - One of the potentially most rewarding aspects of service as an interim 

executive is the opportunity to provide mentorship to the staff in organizations where 

they work.  During a leadership transition, there can be fear and paranoia on the part of 

mid-level managers as to how they will be affected by a transition or significant 

organizational change.  This fear can paralyze the effectiveness of a team.  Therefore, 

mentorship and reassurance adds significantly to the ability of a team to continue 

functioning effectively through the change event (Stein, 2007), (Klein, 2010).   

 

One of the final ways the interim executive provides value to an organization is by 

supporting the transition and orientation process of the new executive or ‘on-boarding’.  

The new executive benefits from the ability of the interim to provide history and context 

to the situation and environment thereby accelerating the orientation process and helping 

the new executive to become productive faster.  The interim can also continue to carry 

some of the load of the job allowing the new executive the flexibility of being able to 

meet and establish credibility with all of the necessary constituencies.  Once the 

permanent executive is in place, the expert-for-hire can stay temporarily, to continue to 

transfer knowledge and facilitate the transition (Thompson, 2000). 

 

Skills transfer - Helping client employees develop skills they do not have is an important 

facet of interim work (Thompson, 2000), (Duncan, 2006).  Another aspect of mentorship 
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is transitional support for the new permanent executive (Stein, 2007), (Klein, 2010).  As 

part of their mentorship, the interim executive should also serve as a role model of the 

position he/she is filling for the organization (Goss, 1998).  Twelve percent of the 

respondents to Inkson’s research indicated skills transfer as a perceived benefit of the 

interim executive engagement (Inkson, 2001). 

 

One of the ways that interim executives provide value to an organization is through the 

expertise they bring to an organization during a succession event.  Some of this value 

derives from the fact that the interim executive frequently brings skills the organization 

does not have and cannot easily acquire.  Interim management enables a company to 

utilize specialist skills without making a long-term employment commitment.  The skills 

for a temporary role or project can be specifically hired.  Interim managers bring 

versatility through their varied career experience.  They are less constrained by company 

history and habit, and may bring new ideas to bear on existing problems (Inkson, 2001). 

 

One of the more robust ways interim executives add value is by virtue of the fact that 

they are highly experienced and frequently overqualified for the positions they fill 

(Thompson, 2000).  This over qualification brings the organization insights it may not 

gain otherwise.  Interims are frequently over-qualified for the job.  This can be a bonus 

because interim executives on a very steep learning curve, can make an immediate 

contribution, and in doing so can often train up existing staff.  Companies know that it 

takes at least 3 – 6 months to find the right permanent senior staff and in this period, they 

can fill the position with an interim, so that momentum is not lost.  The interim is not on 
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a career pathway in the organization but is merely in place to do a job and therefore is not 

seen as a threat by the other personnel (Minto, 2006).  Interims bring a wealth of 

experience and they arrive on the job ready to make tough changes (Robeson, 2007).  

Over qualification also enables multi-tasking.  “They can fulfill as many as three 

functions: Stepping into a job that needs doing, helping to interview and choose a 

permanent replacement, and diagnosing and implementing important internal changes” 

(Klein, 2010). 

 

Objectivity and transparency - The perceived ability of an interim executive to be 

objective and transparent with the client is highly valued.  Because the interim executive 

is not usually vested in maintaining employment with the organization, they can be 

refreshingly objective in their dealings with the executive staff and Board of Directors.  

Organizations can benefit from the outsider’s perspective of the interim executive (Klein, 

2010), (Goss, 1998), (Duncan, 2006).   

 

Interim executives provide value by improving communications in the organization with 

a particular focus on transparency.  An interim can exercise a level of transparency with 

all constituencies that would be difficult if not impossible for permanent leadership.  

With transparency as his mantra, the interim can advise hospital executives that a 

permanent CEO might not retain them upon developing their own leadership team.  He 

can mentor them to begin their own job searches (Souza, 2012).  People in a transition 

appreciate this kind of transparency and most executives want to know where they stand 

even if that transparence reveals that they may not have a future with the organization.  
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Transparency of this type can be a catalyst in facilitating cultural change in an 

organization. 
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Descriptive Characteristics of Interim Executive Services 

A review of the literature on interim executive services would be incomplete without 

reviewing work that describes characteristics of interim executives.  One of the better 

studies is Inkson’s survey of the Executive Leasing Division of the Auckland branch of 

the New Zealand major agency Morgan & Banks in 2000.  This study was not healthcare 

focused and it only had fifty respondents, but it resulted in one of the more cogent 

descriptions of interim executive services in the literature.  Inkson found that 34% of the 

interim executives in his study were male.  56% of the respondents were finance/ 

accounting experts while 14% were general / management experts.  All other disciplines 

combined accounted for 30% of the study population.  The list of perceived benefits of 

interim executive services to client companies is extensive but highly concentrated in 

only three categories: (Inkson, 2001) 

Table 1 

Perceived benefits of interim managers for client companies 

N	  *	   %	   Characteristic	  
27	   54%	   Interim	  manager	  expertise,	  experience	  and	  skills	  
26	   52%	   Economy,	  minimization	  of	  overhead,	  lack	  of	  permanent	  

commitment	  
17	   34%	   Solves	  company	  problems,	  gets	  results,	  adds	  value	  
10	   20%	   Gets	  things	  done	  fast,	  speeds	  up	  company	  processes	  
10	  	   20%	   Interim	  manager	  has	  special	  enthusiasm,	  focused	  on	  one	  task	  
6	   12%	   Transfer	  of	  expertise	  from	  the	  interim	  manager’s	  previous	  

assignments,	  companies	  
4	   8%	   Interim	  manager	  free	  of	  company	  politics	  
4	   8%	   Cheap,	  economical	  
2	   4%	   The	  interim	  manager	  is	  motivated	  because	  they	  are	  dispensable	  
1	   2%	   Enables	  the	  company	  to	  fill	  gaps	  
	   	   	  

* Number mentioning 

Source:  (Inkson, 2001) 
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Questions have been developed for this research that are designed to cross-validate the 

findings of Inkson’s work.  The characteristics of interim roles found attractive by interim 

executives is similarly concentrated.  Interim executives generally are unique characters 

that generally do not fit well into highly structured organizations as employees.  The 

more structured the organization is, the more difficulty an interim executive will have if 

they become an employee: 

Table 2 

Perceived personal benefits of being an interim manger 
 

N	   %	   Characteristic	  
34	   48%	   Freedom,	  autonomy,	  independence,	  control	  over	  my	  life	  
22	   44%	   Diversity,	  variety,	  different	  organizations,	  industries	  
20	   40%	   Good	  earnings	  
12	   24%	   Not	  necessary	  to	  commit	  to	  company,	  no	  company	  politics	  
7	   14%	   Relationships,	  contacts,	  networks	  
5	  	   10%	   Clear	  work	  objectives,	  project	  focus	  
4	   8%	   Degree	  of	  challenge	  
3	   6%	   Lower	  stress,	  more	  leisure	  
11	   22%	   Other	  

* Number mentioning 

Source:  (Inkson, 2001) 

 

In the US, the interim executive business is highly fragmented and characterized by 

smaller firms and independent practitioners.  Interim executives tend to be associated 

with a firm until they gain experience then they splinter into smaller groups or individual 

practices.   
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A ‘Professional’ interim executive is defined as someone who had completed three or 

more assignments (Sims, 2003).  Other characterizations of the interim executive is that 

he/she has chosen to lead a ‘portfolio’ career as opposed to embroilment in corporate life 

with all of the distractions to productivity that entails (Duncan, 2006).  Interim executives 

are highly experienced and frequently overqualified for the work they are doing 

(Thompson, 2000), (Sims, 2003).  It is this over qualification that prepares the interim 

executive for success in dynamic situations that require rapid acclimation and 

assimilation.  Most have experience of fifteen years or more and are over fifty years old 

(LaCorata, 2010).  This differs from Inkson’s survey that found only 28% of interim 

executives are over the age of 50.  Inkson also found that only 2% of his respondents had 

more than 11 years of interim executive experience.  He did not collect experience data 

from 16% of his fifty Australian respondents (Inkson, 2001).   

 

Interim executives have flexibility and demonstrate maturity.  They have the physical 

fitness to endure the rigors of travel and long workdays along with a supportive family 

for the isolation of being seated in a distant community (Peterson, 1999).  A credible 

interim executive is someone whose profession is interim work and not someone between 

jobs (Duncan, 2006).  An interim executive is expected to be effective from day one as 

they are usually stepping down into a position as opposed to stepping up into something 

they are not equipped or qualified to handle (Sims, 2003). 

 

How Organizations Fare with Interim Executives 

One primary question of interest related to interim executives is how well they perform 

for organizations.  Gary Ballinger and Jeremy Marcel of The University of Virginia 
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carried out a robust study using inductive research in 2007.  This study was not 

healthcare specific but it was significant in that showed that organizations that used 

interim executives during Chief Executive Officer transitions performed worse 

financially following the interim’s tenure.  The dataset for the study was large (533 

successions) and the focus was strictly public companies.  The research framework for 

this project acknowledges that financial results are not the only and may not be the best 

measure of the outcome from the intervention of an interim executive.  This disclaimer is 

true in the healthcare industry where results are increasingly measured in terms of clinical 

quality and outcomes, the nature of which is difficult for any executive to influence in the 

short run, especially non-clinical executives.   

 

The Ballinger research was focused on turnover events only (Ballinger, Marcel, 2010).  

There are other reasons for use of interim executives unrelated to turnover.  An example 

would be when an executive has need of an ‘extender’ to accomplish a specific task or 

project.  Another problem with attempting to replicate Ballinger’s research in healthcare 

is the lack of public data on organizations utilizing interim executives and the fact that 

healthcare financial data reporting is generally on a significantly delayed annual basis 

unless the organization is for profit.  It is difficult if not impossible to segregate financial 

performance of for profit organizations’ subsidiaries because individual facility results 

are not generally released publicly. 

	  
A better potential indication of the viability of the interim executive business in the 

healthcare industry is client satisfaction.  Some interim executive engagements have been 

failures based on personal observation.  Therefore, it is expected that data can be obtained 
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from satisfied as well as dissatisfied users of interim executive services.  For the purpose 

of this research, ‘client’ is defined to be the decision maker responsible for engaging the 

interim executive.  The problem with satisfaction is that it is in the mind of the beholder 

and difficult to quantify.  Further, satisfaction or success in an interim engagement may 

be assessed differently based on the specific requirements of the engagement.  

Satisfaction in this context is defined as the perception of value and willingness of the 

decision maker to engage an interim executive in the future.  The research will seek to 

identify some of the characteristics of satisfaction from the perspective of those who have 

employed interim executives.  

 

Conversions 

A significant proportion of interim executives find permanent employment with their 

client.  If the ‘try before you buy’ approach of the organization has been successful in the 

organization’s view, it is likely to endeavor to hire the interim executive on a permanent 

basis.  This type of transition is commonly referred to as a ‘conversion’ to full 

employment.  The frequency of conversions is relatively common.  Mike Braun CEO of 

the Interim CEO Network, Palo Alto, CA cites a 40% conversion rate.  Eric Archer, 

President of Spherion Professional Services cited a 25% conversion rate (Frase-‐Blunt,	  

2004a).  Farquhar cited a 22% conversion rate in her work (Farquhar, 1991).  When the 

author was a Tatum engagement partner from 2008 – 2010, the firm cited a conversion 

rate ranging from 25% to 30%.   

 



	   49 

Executive turnover 

Executive turnover in healthcare is potentially very dangerous in terms of its potential 

effect on the organization.  For one thing, “Boards underestimate the risks and costs of 

bad hires” (Allison, 2002).  Board decisions to employ an interim CEO are sometimes 

made under duress, specifically when the board has few or no better alternatives 

regarding who to appoint as the next CEO (Ballinger, Marcel, 2010).  One of the biggest 

mistakes that boards make is a rush to hire when they are upset by an unexpected 

transition (Chapman, 2005). 

 

Not only is the direct or immediate turnover a major strategic issue for the organization, 

the collateral damage of continuing turnover of other members of the executive team can 

stymy the ability of the organization to maintain its competitive position.  A 2005 study 

on executive turnover in healthcare by Khaliq, Watson and Thompson of the University 

of Oklahoma estimated that many on the existing leadership team will leave within a year 

of a new CEO coming on board (Sinnott, 2008) (Khaliq, 2006).  They found that more 

than three-fourths of assistant and associate administrators or vice-presidents left within a 

year of a CEO's departure. Likewise, the same percentage of chief medical officers turned 

over in this time.  More than half of chief operating officers and 42% of chief financial 

officers left following their CEO's departure. Other positions, such as the chief nursing 

officer and chief human resource officer, appeared more shielded, with turnover rates at 

26% and 37%, respectively. Chief information officers were the least affected, with a 

turnover rate of only 14% (Khaliq, 2006).   
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Maintenance of critical employees, their skills and experience can reduce the chance that 

the organization will suffer a major setback from a transition event.  The interim 

executive can provide a great deal of assistance during a transition process by 

maintaining relationships until a new CEO is in place.  This can help prevent key 

physicians or employees from defecting to the competition during the CEO transition 

process (Stein, 2007). 

 

Khaliq found that turnover is concentrated among providers in the healthcare industry.  

Forty three percent of hospitals had one CEO transition in the past five years and 33% of 

hospitals had two CEOs in the past five years.  A fourth of all hospitals had three or more 

CEOs in just five years (Khaliq, 2006).  A hospital with three CEOs in five years is 

turning over the CEO position over in less than two years per CEO.  Not only does this 

turnover potentially wreak havoc on the organizaiton, in time it can make CEO 

recruitment difficult as well qualified candidates look at the turnover history and have 

concern about the organization having a toxic culture.  With CEO severance packages 

routinely covering two years or more of reumuneration, turnover at this rate implies the 

organization is continually bearing the cost of two CEOs simultaneously.  These points 

argue strongly for organizations to do a better job of recrutiment, a job an effective 

interim can facilitate.  Sinnott cited one hospital that had five CEOs in 16 years (Sinnott, 

2008).  In 2011-2012, the author served an organization that was in the process of hiring 

its eleventh CEO in twenty years.  Standard & Poor’s recognized the organization as 

having the highest CEO turnover rate of any healthcare organization they followed.  In 
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spite of ample evidence of high turnover, studies have not been done to understand the 

breadth or intensity of the effects of CEO turnover (Khaliq, 2006). 

 

Literature Gaps 

The literature review revealed a paucity of on-point articles focusing on interim executive 

services in hospital.  Articles that were research based were even rarer.  Other authors 

have experienced the same problem.  Allison found many articles about executive 

leadership in the private sector, but found few that gave any guidance relevant to 

nonprofit organizations managing the process of executive transition (Allison, 2002).   

 

The inevitable conclusion of this literature review is that the amount of research on 

interim executive services in the public domain is lacking, especially as it relates to the 

healthcare industry.   The literature in the public domain is becoming dated and little is 

specifically focused on healthcare.  One of the most likely reasons for the lack of research 

is that acquisition of primary data can be tedious and potentially expensive.  As a result, 

most of the literature based on any evidence at all is case study based.   

 

The largest and most obvious gap in the literature is that there is little credible research in 

the subject area. One robust article based on credible, objective research was the 

Ballinger work that was not focused upon the healthcare industry.  Ballinger’s 

investigation revealed that 17 percent, of the succession events occurring in a sample of 

over 2,500 publicly-traded firms between 1996 and 1998 involved hiring an interim CEO 

for a meaningful period of time of 45 days or more (Ballinger, Marcel, 2010).  The 
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transferability of findings and conclusions from publicly traded for-profit organizations 

and not-for-profit healthcare entities is potentially problematic.  Moreover, the Ballinger 

work was focused solely upon financial performance following a transition event.  Few of 

the articles in the not-for-profit domain even mention financial performance in the 

context of interim executive services unless it is related to the risk of a delayed or poorly 

executed transition.  The ability of an interim executive to significantly alter financial 

performance in a large healthcare organization over the span of a few months is arguable.  

In addition, the choice of subsequent financial performance as a measure of the success 

or lack thereof of the interim executive may be less applicable in the healthcare industry 

than in the private sector. Another issue with not-for-profit organization information is 

that it is typically reported on an annual basis.  Public organizations report financial 

results quarterly.  Given that the typical interim executive engagement is less than a year, 

attempting correlation of financial performance between an interim engagement and the 

organization’s financial results would be crude at best. 

 

The fact is that most research on interim executives has relied on the case study method 

(Santora, 2008).  This highlights the potential for objective research to make a valuable 

contribution.  Another potential problem with existing interim executive services 

literature is that, “The literature on interim management is predominantly found in the 

practitioner press and often consists of little more than recycled extracts from consultancy 

reports and interviews with leading proponents - usually partners of consultancies 

specializing in placing interim managers.  Many of these contributions are more 

marketing exercise than serious analysis and offer interim management as a product to be 
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sold rather than a complex HR process” (Goss, 1998).  Goss is acknowledging the 

complaints of a plethora of authors about the lack of credible research.   

 

Summary and Conclusion 

This work has demonstrated that there is a significant opportunity to add to the body of 

knowledge surrounding interim executives.  There is little written on the topic and most 

of what is available is not research based.  The literature is virtually devoid of healthcare 

focused interim executive research.  The largest body of evidence is case study based and 

the smallest case study sample was reported in an article based upon observation in a 

single organization.  Most of what has been written addresses succession processes and 

descriptive characteristics of interim executives.  Most of the healthcare literature on the 

subject deals with CEO succession.  There is little written on the use of interim Chief 

Financial Officers (CFOs).  The potential exists that the population of interim executives 

serving as CFOs exceeds the number serving as CEOs.  The majority of CIOs serving as 

interim executives are probably in manufacturer sponsored site management 

arrangements.  Nothing was found addressing other healthcare executives in interim 

services including COOs, CNOs or CMOs. 

 

Any research-based study of interim executive services in healthcare will be 

groundbreaking and original.  The primary problem associated with research in interim 

executive services is data acquisition that probably explains why most of the literature is 

based on small case studies.  One of the major problems cited by several sources was 

inaccessibility of data either in the form of knowledge of healthcare organizations that 
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had experienced turnover to those that had utilized interim executives.  A lot has been 

written addressing how succession leads to the need for interim executives, 

characteristics of interim executives or their work.  Nothing was found that addressed the 

value proposition with the exception of the Ballinger work that was narrowly focused on 

the financial performance of publicly traded organizations following the intervention of 

an interim executive.   

 

Interim Management is challenging but brings variety.  It allows people to work at very 

senior levels in business and make boardroom level decisions.  It suits people who do not 

espouse office politics, who want flexibility, individuals who are tenacious when it comes 

to finding work and who are willing to take a risk – giving up any permanent job in the 

current business climate and leaping into the unknown is risky.   Youngman operated as 

an interim manager for many organizations and concluded that the rewards outweigh the 

risks and having a diverse and interesting career is something to which many people 

aspire (Youngman, 2011).  The conclusion of this study is that the topical area of interim 

executive services is ripe for study.  Given access to sources of information and primary 

research, this field offers the potential for a significant contribution to healthcare 

administration practice evidence. 
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CHAPTER 3 METHODOLOGY 

Research Questions and Hypotheses 

This research explores the extent to which interim executive services are used and 

whether organizations that have used such services are satisfied with the results of the 

engagements and perceive appropriate value for the cost involved.  The development of 

the research hypotheses is focused upon exploring the role of interim executives in 

succession theory and contingency leadership theory.  Succession theory addresses how 

organizations manage succession events.  The role of the interim executive in a 

succession event can be pivotal to the organization’s future trajectory.  It is therefore 

important that decision makers better understand how and when interim executives create 

added value in the organizations they serve.  The implications of findings related to the 

value proposition will serve healthcare decision makers by facilitating the development 

of more effective interim executive engagements.  The degree of use of interim 

executives and the perception of the value they provide will serve to better inform 

decision makers, especially those that have not utilized interim executives about their 

potential benefits. Research of the involvement of interim executives in succession events 

will inform the industry as to the scale of utilization of interim executives and the 

executive roles in organizations most frequently staffed with interim executives.   

 

Contingency leadership theory addresses the ability of an executive to accurately position 

himself to maximize his potential to maintain the direction and momentum of the 
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organization.  An executive succession event in a healthcare organization is typically 

characterized by uncertainty and challenges related to priorities.  The research hypotheses 

are designed to better understand the priorities in an organization during a transition 

event and the degree to which interim executives successfully address these priorities.  

Understanding the needs of an organization in transition better will serve interim 

executive service providers by enhancing their ability to apply contingency theory to 

focus themselves in the areas that are most likely to add value to an engagement.  The 

research may also identify areas where interim executives have failed to deliver the value 

their clients expected.   

	  
The principal focus of this study is to better understand the dynamics of the interim 

executive services business by focusing on various aspects of the value proposition.  

Survey questions were designed to obtain information about how decision makers 

perceive value in interim executives and their likelihood to use them in the future.  

Having a favorable predisposition toward the use of interim executives is important for 

two reasons.  First, the decision maker has a favorable inclination to use an interim in the 

future and if this is true, they should be inclined to make favorable recommendations 

about interim executives when asked.  The first hypothesis is designed to assess the 

strength of the inclination to use interim executives in the future if they have used them in 

the past compared to those that have not utilized interim executives in the past. 

 

Hypothesis #1 – Decision makers who have utilized interim executives in the past will be 

more favorably inclined to use them in the future than those who have not used them. 
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The principal point of the next inquiry is to better understand the value proposition of 

interim executives and the services they provide.  One of the most profound indicators of 

perception of value on the part of a decision maker is inclination to utilize a service in the 

future given their past experience.  If decision makers are happy with interim executive 

services, it is intuitive that they should be more favorably inclined to utilize interim 

executives in the future than decision makers that have not utilized interim executives.  

On the other hand, if a decision maker has what they perceive to be a bad experience with 

an interim executive, they are expected to be less inclined to utilize an interim executive 

in the future.  Therefore, a hypothesis is proposed to encapsulate this theory: 

 

Hypothesis #2 – If the decision maker is not inclined to use interim executives again, they 

are more likely to be unhappy with their prior experience.   

 

Hypothesis #2 is tested by first qualifying respondents based upon whether or not they 

have utilized interim executives before (Question 17).  The association of likelihood of 

utilizing an interim executive again in the future (Q18 recoded to INCLINED) and 

happiness with a prior interim executive engagement (Q29) is tested utilizing a chi-square 

test of association among respondents answering yes to question 17: 

 

If an interim executive has been utilized before (Q17), then the question is whether or not 

there is an association between happiness (Q29) and inclination to use an interim 

executive in the future (INCLINED).  Those who used interim executives in the past and 
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were happy will be more likely to use interims in the future compared to those who used 

interims in the past and were unhappy. 

 

Another way of looking at the value proposition is the degree to which a decision maker 

sees financial value in an interim engagement.  For the decision maker to see financial 

value, the decision maker must perceive that the effect of the interim executive’s 

intervention in the organization either saved money and/or created incremental financial 

value that exceeded the cost of the interim consultancy plus its expenses or both.  

Perception of value can be a very nebulous property of human psyche.  Different decision 

makers having the same experience can have different perceptions about the situation.  It 

is entirely possible that an interim executive can do things that ultimately result in saving 

their client’s organization.  However, if the means the interim used in the process are not 

appropriately appreciated by the decision maker involved, the possibility exists that value 

may not be perceived when it is clearly present.  The perception of value or lack of value 

can have a strong influence on decision makers that have experience with interim 

executives.   

 

Contingency leadership theory addresses the characteristics of successful leaders.  For the 

most part, a leader practicing contingency theory should endeavor to accurately assess the 

situation and the perceived needs of the decision maker and apply this knowledge to 

increase the success of their tenure in the organization.  For an interim executive, the 

assessment and assimilation process has to be much faster because of the short natured 

tenure of their engagements.  If the interim does not get the assessment right and applies 
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effort to areas not considered important by the decision maker, they increase the risk that 

the decision maker will not perceive value in the interim engagement. 

 

Hypothesis #3 – Decision Makers who have utilized interim executives believe that they 

provided value to the organization in excess of their cost. 

 

Another way to look at value perception is to evaluate the likelihood of a decision maker 

utilizing an interim executive in the future and their perception of value with a previous 

interim engagement.  This test is constructed by recoding the responses to question 40 

(How do you feel about the cost of the interim engagement?) into a three level response 

reflecting perception of value in excess of cost, failure to perceive value in excess of cost 

or cost neutrality.  This new variable (Value2) is tested against the INCLINED variable 

using a Cochran’s and Mantel-Haenszel test with the expectation that propensity to 

engage an interim executive in the future will be linearly associated with increasing 

perceptions of value.   

 

Nothing sends a stronger message of endorsement than an offer of employment.  Except 

for the issues related to conflict associated with the process of potential employment of 

an interim executive, a decision maker that is inclined to offer full time employment to an 

interim executive is sending a strong signal that they are highly satisfied with the 

interim’s work.  The Goss model of interim management topology suggests that some 

interim executives are in fact motivated to use the interim engagement as a route to a 

permanent role in their client’s organization.  Goss suggests that some interims are 



	   60 

motived primarily by the desire for a permanent job or using the interim engagement at 

their best current option while they continue to seek regular employment.  If the decision 

maker is satisfied with the interim, it follows that they would be more highly motivated to 

attempt to convert the interim to full time employment than they would be if they were 

not happy with the interim engagement. 

 

Hypothesis #4 – Higher levels of satisfaction are associated with increased conversion 

rates. 

 

A ‘conversion’ occurs when the interim executive is offered and accepts full-time 

employment with the client organization.  Conversion rates in the range of 20% – 30% 

have been reported by multiple sources.  The theoretical basis of this hypothesis is that 

decision makers are more inclined to pursue interim executives who are perceived to 

have done a good job. If a decision maker is happy with their prior interim executive 

engagement, it is hypothesized they will have a higher conversion rate than decision 

makers that were not happy with their last interim executive.   

 

There are two potential measures of conversion.  The first measure is Question 36 (Have 

you ever hired an interim executive to fill the permanent position?).  Tests of the 

responses to these questions were not different so question 38 is used in the final 

hypothesis testing because it is smaller than the results to question 36 and therefore a 

more conservative test of conversion probability.  The responses to questions 18 and 29 
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are significantly different.  Therefore both questions are tested against the conversion 

probability. 

 

Much is made of networking as a means of a decision maker obtaining information to 

make decisions.  Industry associations have forums and other means of facilitating 

communications among executives that are trying to make decisions, especially in areas 

where they have little expertise.  In addition, it is common practice for executives to 

consult friends and mentors for recommendations when they have questions.  These 

phenomena lead to a question regarding the degree to which decision makers rely upon 

recommendations of friends and colleagues when they are contemplating the engagement 

of an interim executive.  If networking is the most common method of finding a decision 

maker, it follows that networking will emerge as the most commonly chosen alternative 

among several choices presented to decision makers in the survey. 

 

Hypothesis #5 – Hiring decision makers make their decision to engage an interim based 

on recommendations of people they trust. 

 

This hypothesis asserts that networking has more to do with interim executives being 

placed than the brand value of the firm they represent, advertising or other methods of 

access.  The test of this hypothesis is contingent upon networking or recommendations 

from peers being one of the top two responses to the question 26 (How was the interim 

executive found?) and being the most frequently selected response to the question which 

was the result.  Given this result, the question becomes one of whether or not the 
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difference between the pertinent result (I got a recommendation from a colleague) and the 

next highest selected response is significantly different. 

 

The attribution theory of leadership specifically addresses strength and effectiveness of 

leadership.  Contingency theory and implicit leadership theory focus on a leader being 

adaptive to the situation and the needs of the organization.  They also address the need 

for effective mentorship in the organization.  Stated in other words, an effective leader 

may accomplish a material portion of their effectiveness to a large degree through 

cultural change in an organization.  If this is true, an inquiry that focuses on the 

importance of cultural influence on the part of an interim either as a part of the objective 

of an interim engagement or as a part of the value delivered by the engagement should 

result in a finding that culture ranks very high in the decision maker’s mind during a 

transition event. 

 

Hypothesis #6 – Interim executives are most frequently engaged to function as change 

agents in the organization. 

 

This hypothesis was selected because of the large number of references to cultural change 

as a primary reason for the engagement of an interim executive. If this contention is true, 

decision makers will validate the importance of an interim executive serving as a cultural 

change agent in an organization. 
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Study Population and Data 

The data from this study comes from an internet based survey of decision makers on the 

use of interim executive services.  For this purpose, decision makers are defined as CEOs 

and Board Chairs.  The initial survey frame of potential respondents contained 5,673 

records of decision makers with unique email addresses for all U.S. Hospitals.  The 

description of the survey frame follows in the next section.  The distribution of 

organizational size as measured by the number of staffed beds is comparable with the US 

bed population distribution as reported by The American Hospital Association.  Of the 

potential respondents in the database, ~20% are Board Chairs and ~80% are identified as 

CEO types.  

 

Survey Methodology and Process 

Prior to the release of the survey, a test of the survey instrument was conducted among 

the four most recent cohorts of the University of Alabama’s Executive Doctoral Program 

students.  This test was carried out utilizing the University’s Institutional Review Board 

(IRB) approved form with additional questions addressing the amount of time necessary 

to complete the survey and an area for test respondents to include feedback 

recommendations.  The test group included 84 potential respondents.  The survey 

collector was left open for one week and was administered without a follow-up.  The 

survey test resulted in 21 responses for a response rate of 25.0%.  Of the responses 

received, 85.7% were evaluated as complete by the survey tool.  The respondents 

provided a number of useful suggestions that resulted in clarification of a number of 
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questions.  The respondents reported an average time to complete the survey of seventeen 

minutes.  The final survey is included in Appendix B at page 130.  The content of the 

survey cover letter is included in Appendix E at page 157. 

 

The email list for the survey was obtained from a database maintained by Definitive 

Healthcare with the support and cooperation of Tyler & Company.  Definitive Healthcare 

is an organization in the business of obtaining, compiling and assimilating what the firm 

claims to be the most up-to-date, in-depth database of hospitals, health systems, ASCs, 

physician groups, ACOs, and other healthcare providers.   Tyler and Company is an 

executive search firm based in Atlanta, GA that specializes in healthcare executive 

recruitment.  The initial sampling frame selected candidates coded as a CEO or Board 

Member for all of the hospitals in the data set.  This extraction resulted in 7,695 records.  

Initial review of the data revealed hundreds of duplicate email addresses and names.  In 

addition, review of the titles of the potential respondents revealed that many of the 

individuals coded as a CEO or Board Member were obviously miscoded.  Examples 

include, “Vice Chairman of the Medical Staff” or “Chairman – Radiology.”  After the 

data were cleaned to eliminate as many of these issues as possible, the final dataset 

contained 6,666 cases. 

 

Survey frame cases are classified by facility type as follows: 

o Ambulatory Surgery Center 

o Children’s Hospital 

o Critical Access Hospital 

o Department of Defense Hospital 
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o Health System 

o Long Term Acute Care Hospital 

o Psychiatric Hospital 

o Rehabilitation Hospital 

o Religious non-medical health care institution 

o Short Term Acute Care Hospital 

o VA Hospital 

	  
The focus of this research is on the acute care segment of the healthcare industry.  As a 

result several facility types were excluded from the analysis because they are not 

traditional acute care providers.  These included ambulatory surgery centers, Department 

of Defense Hospitals, Long Term Acute Care Hospitals, Psychiatric Hospitals, 

Rehabilitation Hospitals, Religious non-medical healthcare institutions and Veteran’s 

Administration (VA) hospitals.  Children’s Hospitals generally meet the definition of 

acute care facilities and there were 196 children’s hospitals identified in the sampling 

frame.  Consultation with leaders in the children’s healthcare industry led to the 

conclusion that with the exception of a few large, freestanding children’s hospitals, the 

majority of facilities identified as children’s hospitals were sub-providers within existing 

acute care hospitals.  For this reason, Children’s hospitals were excluded in this analysis.  

The final survey frame consisted of 5,358 cases. 

 

The survey was initially dispatched over a six-hour period beginning February 25, 2013.  

Surveys were automatically dispatched to arrive in the recipient’s email in-box at 

approximately 8:30 AM local time.  The survey follow-up was dispatched on day 11 
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using the same dispatch methodology as the initial survey.  The follow-up timing was 

selected to coincide with deterioration of the response rate.   

 

The final population of potential respondents included 5,155 cases.  A total of 443 or 

8.6% of the potential respondents replied to the survey.  Of those, 350 (79.0%) were 

evaluated by the survey tool as having fully completed the survey.  The survey 

compilation is presented in the table below: 

Table 3 

Survey Responses by Time Zone: 

 Time Zone Out Response Partial Complete Partial 
%  

Compl. 
% 

Decline to 
Participate 

Bad 
Email 

Address 

Overall 
Response 

rate 
Pacific  536   40   6   34  15.0% 85.0% 3 19 7.8% 

Mountain  394   25   4   21  16.0% 84.0% 6 13 6.7% 
Hawaiian  23   1     1  0.0% 100.0% 0 1 4.5% 
Eastern  

2,105  
 157   33   124  21.0% 79.0% 20 46 7.7% 

Central  
2,288  

 218   49   169  22.5% 77.5% 22 73 9.9% 

AK  12   2   1   1  50.0% 50.0% 0 0 16.7% 
                   
Total 5,358   443   93   350  21.0% 79.0%  51   152  8.6% 
Decline to 
participate 

 51  1.0%               

Bad Email 
Address 

 152  2.8%               

Net 5,155  8.6% 1.8% 6.8%   0.0% 1.0% 2.9%   

 

For this purpose, a potential respondent is defined as a respondent that had a valid email 

address and did not opt out of the survey.  Response rates were calculated based on the 

number of potential respondents. 
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The following table illustrates the progress of survey responses: 

Table 4 

Survey Response Analysis 

Day	  
Number	  

Date	   Day	   Total	  
responses	  

(Accumulative)	  

Decline	  to	  
Participate	  

(Accumulative)	  

	  
Response	  Rate	  
(Accumulative)	  

1	   2/25/13	   MON	   195	   21	   3.8%	  
2	   2/26/13	   TUE	   215	   23	   4.2%	  
3	   2/27/13	   WED	   240	   25	   4.7%	  
4	   2/28/13	   THU	   246	   27	   4.8%	  
5	   3/1/13	   FRI	   256	   27	   5.0%	  
6	   3/2/13	   SAT	   261	   27	   5.1%	  
7	   3/3/13	   SUN	   	   	   	  
8	   3/4/13	   MON	   267	   27	   5.2%	  
9	   3/5/13	   TUE	   269	   27	   5.3%	  
10	   3/6/13	   WED	   271	   27	   5.3%	  
11	   3/7/13	   THU	   *	   	   	  
12	   3/8/13	   FRI	   413	   49	   8.0%	  
13	   3/9/13	   SAT	   421	   82	   8.2%	  
14	   3/10/13	   SUN	   424	   83	   8.2%	  
15	   3/11/13	   MON	   427	   85	   8.3%	  
16	   3/12/113	   TUE	   432	   87	   8.4%	  
17	   3/13/13	   WED	   438	   91	   8.5%	  
18	   3/14/13	   THU	   439	   92	   8.5%	  
19	   3/15/13	   FRI	   440	   92	   8.5%	  
20	   3/16/13	   SAT	   **	   	   	  
21	   3/17/13	   SUN	   **	   	   	  
22	   3/18/13	   MON	   441	   92	   8.6%	  
23	   3/19/13	   TUE	   443	   93	   8.6%	  

*	  -‐	  The	  release	  date	  of	  the	  first	  follow-‐up.	  	  Response	  data	  was	  not	  collected	  because	  
surveys	  were	  released	  over	  a	  six-‐hour	  period.	  
**	  -‐	  There	  were	  no	  responses	  on	  these	  dates	  
 

During the course of data collection, the survey tool segregated responses into three 

categories: 
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 Completed or partially completed surveys - 443 respondents began the survey.  Of 

these, 350 or 79% were judged complete by the survey tool.  The other 79 respondents 

abandoned the survey prior to completion. 

 Bounces – 152 or 2.8% of the initial surveys were rejected due to incorrect or 

improperly formatted email addresses. 

 Decline to Participate – University IRB and SurveyMonkeyTM policies require 

that respondents be given the alternative of opting out of research.  Fifty-one respondents 

accounting for 1% of the initial dispatch opted out of the survey process.  Some of the 

opt-outs arose from the fact that respondents had previously opted out of other surveys 

administered by SurveyMonkeyTM. 

 

The survey flow was designed to bypass questions about interim executives for 

respondents that had not utilized an interim executive in the past five years (Question 22).  

Questions 1 – 21 collected information from the respondents about their desires to see the 

results of prize winner or whether they wanted to receive a copy of the dissertation.  

Other questions inquired primarily about the succession process.  The survey tool is 

included as Appendix B at page 130.  The flow of survey logic is presented in the table 

below: 
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Figure 4 

Survey	  Question	  Flow:	  
	  

	  
 

A critical access hospital for the purpose of this research is an acute care hospital with 25 

or fewer beds.  Federal designated critical access status carries other requirements but for 

this purpose, the designation is substantially synonymous.  There was consideration as to 

whether or not to include the 1,047 (15.7%) of the facilities that were classified as critical 

access hospitals.  The majority of critical access hospitals are rural facilities.  Because of 
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their small size, generally rural settings and well-publicized limited resources, it is 

reasonable to conclude that critical access hospital use of interim executives is less than 

that of non-critical access hospitals.  Given the fact that there was no incremental cost 

associated with the inclusion of these facilities in the survey, the decision was made to 

survey all identified acute care facilities including critical access hospitals.  The results of 

this inquiry may challenge conventional wisdom in some cases about critical access 

hospitals.   

Table 5 
	  
Summary	  of	  Variables	  Utilized	  in	  Hypothesis	  Testing:	  
	  
Hypothesis	   Variable	   Description	  

1	   Q13	   Expertise	  with	  interim	  executives	  
1	   Q17	   Engaged	  an	  interim	  executive	  before	  
1	   Q18	   Likelihood	  of	  using	  an	  interim	  executive	  in	  the	  future	  
	   	   	  
2	   Q17	   Engaged	  an	  interim	  executive	  before	  
2	   Q18	   Likelihood	  of	  using	  an	  interim	  executive	  in	  the	  future	  
2	   Q29	   Happy	  with	  a	  prior	  interim	  engagement	  
	   	   	  
3	   Q40	  Recoded	  to	  

VALUE	  
Saw	  value	  in	  a	  prior	  engagement	  

3	   Q28	   Value	  added	  by	  the	  interim	  firm	  
	   	   	  
4	   Q18	   Likelihood	  of	  using	  an	  interim	  executive	  in	  the	  future	  
4	   Q29	   Happy	  with	  a	  prior	  interim	  engagement	  
4	   Q36	   Ever	  hired	  an	  interim?	  
4	   Q38	   Hired	  your	  last	  interim?	  
	   	   	  
5	   Q26	   How	  was	  the	  interim	  found?	  
	   	   	  
6	   Q30	   Objectives	  of	  an	  interim	  engagement	  
6	   Q31	   Objectives	  of	  an	  interim	  engagement	  
6	   Q32	   Value	  of	  an	  interim	  engagement	  
6	   Q33	   Value	  of	  an	  interim	  engagement	  
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Operationalization of Variables 

The survey instrument (appendix B at page 130) contains data that was not necessary to 

conduct the tests of hypotheses.  Some of the data was collected for future research and 

some of the data was collected to provide a basis for analysis of succession should the 

amount of data necessary for analytics on interim executive services fall short of the 

amount required for sound statistical tests.  A complete list of variables, types and 

intended use is included as appendix D at page 146.  The specific variables used in the 

tests of hypotheses are as follows.  Note that some variables are used in the tests of 

multiple hypotheses and appear in the table in every instance where they are used. 

 

Table 6 

Operationalization of Variables 

Questio
n	  

Issue	   Hypothesis	   Intended	  use	   Variabl
e	  Type	  

Responses	  

13	   Respondent’s	  
self-‐
assessment	  of	  
their	  
experience	  
with	  IES	  

1-‐	  Past	  use	  
increases	  the	  
potential	  of	  
future	  use	  

Qualifying	  
variable.	  	  If	  the	  
respondent	  has	  
engaged	  at	  least	  
one	  interim	  
executive,	  they	  
are	  judged	  to	  be	  
experienced	  with	  
interim	  executive	  
services	  

Likert	   Never	  heard	  
of	  IES,	  heard	  
but	  know	  
little,	  
knowledgeabl
e,	  1-‐2	  
engagements,	  
>3	  
engagements	  
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Questio
n	  

Issue	   Hypothesis	   Intended	  use	   Variabl
e	  Type	  

Responses	  

17	   Has	  the	  
respondent	  
utilized	  an	  
interim	  
executive	  
before?	  

1-‐	  Past	  use	  
increases	  the	  
potential	  of	  
future	  use	  

If	  the	  respondent	  
has	  engaged	  at	  
least	  one	  interim	  
executive,	  they	  
are	  judged	  to	  be	  
experienced	  

Binary	   Yes/No	  

18	   Likelihood	  of	  
use	  of	  an	  
interim	  
executive	  in	  
the	  future	  

1-‐	  Past	  use	  
increases	  the	  
potential	  of	  
future	  use	  

Comparison	  with	  
Q13	  &	  Q17	  to	  
determine	  the	  
direction	  and	  
strength	  of	  the	  
relationship	  
between	  past	  use	  
and	  likelihood	  of	  
future	  use	  

Likert	   Never,	  biased	  
against,	  
neutral,	  
inclined,	  first	  
response	  

17	   Has	  the	  
respondent	  
utilized	  an	  
interim	  
executive	  
before?	  

2	  –	  If	  the	  
decision	  maker	  
is	  not	  inclined	  to	  
use	  IES	  in	  the	  
future,	  they	  
were	  not	  happy	  
with	  their	  last	  
interim	  
engagement	  

A	  qualifying	  
variable	  to	  
segregate	  the	  
respondents	  that	  
have	  used	  from	  
those	  that	  have	  
not	  

Binary	   Yes/No	  
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Questio
n	  

Issue	   Hypothesis	   Intended	  use	   Variabl
e	  Type	  

Responses	  

18	   Likelihood	  of	  
use	  of	  an	  
interim	  
executive	  in	  
the	  future	  

2	  –	  If	  the	  
decision	  maker	  
is	  not	  inclined	  to	  
use	  IES	  in	  the	  
future,	  they	  
were	  not	  happy	  
with	  their	  last	  
interim	  
engagement	  

Inclination	  
toward	  future	  
use	  

Likert	   Never,	  biased	  
against,	  
neutral,	  
inclined,	  first	  
response	  

29	   Happiness	  
with	  the	  prior	  
interim	  
engagement	  

2	  –	  If	  the	  
decision	  maker	  
is	  not	  inclined	  to	  
use	  IES	  in	  the	  
future,	  they	  
were	  not	  happy	  
with	  their	  last	  
interim	  
engagement	  

Tested	  with	  Q18	  
to	  determine	  the	  
direction	  and	  
strength	  of	  
association	  
between	  
happiness	  and	  
inclination	  to	  use	  
in	  the	  future	  
among	  decision	  
makers	  that	  have	  
used	  IES	  in	  the	  
past	  

Binary	   Yes/No	  

40	   Value	  of	  the	  
interim	  
engagement	  

3	  –	  Executives	  
that	  have	  
utilized	  interim	  
executives	  feel	  
they	  have	  
provided	  value	  
in	  excess	  of	  their	  
cost	  

Recoded	  into	  a	  
binary	  YES/NO	  
variable	  (VALUE)	  
that	  is	  used	  to	  
test	  whether	  
there	  is	  a	  
difference	  
between	  those	  
that	  did	  or	  did	  
not	  find	  value	  in	  
their	  interim	  
engagement	  in	  
excess	  of	  its	  cost.	  

Likert	   1	  –	  excessive,	  
2	  –	  exceeded	  
the	  value,	  3	  –	  
Not	  a	  big	  
consideration,	  
4	  –	  High	  but	  
higher	  value	  
provided,	  5	  –	  
Value	  in	  
multiples	  of	  
the	  cost	  
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Questio
n	  

Issue	   Hypothesis	   Intended	  use	   Variabl
e	  Type	  

Responses	  

18	   Likelihood	  of	  
use	  of	  an	  
interim	  
executive	  in	  
the	  future	  

4	  –	  Higher	  levels	  
of	  satisfaction	  
lead	  to	  
increased	  
conversion	  rates	  

As	  a	  satisfaction	  
measure	  

Likert	   Never,	  biased	  
against,	  
neutral,	  
inclined,	  first	  
response	  

29	   Happiness	  
with	  the	  prior	  
interim	  
engagement	  

4	  –	  Higher	  levels	  
of	  satisfaction	  
lead	  to	  
increased	  
conversion	  rates	  

As	  a	  satisfaction	  
measure	  

Binary	   Yes/No	  

36	   Has	  the	  
respondent	  
ever	  hired	  an	  
interim?	  

4	  –	  Higher	  levels	  
of	  satisfaction	  
lead	  to	  
increased	  
conversion	  rates	  

A	  conversion	  rate	  
measure	  

Binary	   Yes/No	  

38	   Did	  the	  
respondent	  
hire	  their	  last	  
interim	  

4	  –	  Higher	  levels	  
of	  satisfaction	  
lead	  to	  
increased	  
conversion	  rates	  

A	  conversion	  rate	  
measure	  

Binary	   Yes/No	  
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Questio
n	  

Issue	   Hypothesis	   Intended	  use	   Variabl
e	  Type	  

Responses	  

26	   How	  was	  the	  
interim	  
executive	  
found	  

5	  –	  Colleague	  
recommendatio
n	  is	  the	  most	  
common	  
method	  

To	  determine	  if	  
colleague	  
recommendation	  
is	  the	  most	  
frequently	  
reported	  means	  
of	  finding	  an	  
interim	  

Likert	   Called	  IE	  used	  
before,	  called	  
firm,	  colleague	  
recommendati
on,	  advisor	  
recommendati
on	  

Q30-‐	  
Q31	  

Objectives	  of	  
an	  interim	  
engagement	  

6	  –	  Interims	  are	  
most	  frequently	  
engaged	  to	  
function	  as	  
change	  agents	  

To	  determine	  
whether	  culture	  
is	  the	  most	  
commonly	  
selected	  
objective	  of	  an	  
interim	  
engagement	  

Likert	   Engagement	  
OBJCTIVE:	  	  No	  
need,	  minimal	  
need,	  
significant	  
need,	  major	  
need,	  mission	  
critical	  

Q32-‐
Q33	  

Value	  
provided	  by	  
an	  interim	  
executive	  
engagement	  

6	  –	  Interims	  are	  
most	  frequently	  
engaged	  to	  
function	  as	  
change	  agents	  

To	  determine	  
whether	  culture	  
is	  the	  most	  
commonly	  
selected	  value	  of	  
an	  interim	  
engagement	  

Likert	   1	  if	  Added	  no	  
value,	  2	  if	  
added	  some	  
value,	  3	  if	  no	  
effect	  on	  
value,	  4	  if	  
added	  
significant	  
value	  5	  if	  the	  
most	  valuable	  
aspect	  

 

Other Variables: 
 
Several of the variables in the survey frame are classification variables.  For example, the 

data set has variables that provide for the segmentation of the data by a number of 

characteristics including but not limited to bed size, geographic location (city level of 

specificity), and respondent type (CEO or Board member). 
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The survey captures additional classification variables that facilitate further subdivision 

of the data.  Examples include the organization type (For Profit, Not for profit, 

government, etc.), whether or not the organization has used interim executive services in 

the past, and whether or not the organization has a formal succession plan. 

 

Methods of Analysis 

The first approach to data analysis was the examination and presentation of descriptive 

statistics on each variable in the data set of survey responses utilized in the analysis.  

Descriptive statistics reveal the general characteristics of each variable and allows for the 

identification of missing values, extreme values and outliers.  The primary method of 

analysis is Chi Square tests of association using SPSS version 20 software.  Chi Square 

analysis is well suited for comparisons of categorical variables and test of differences 

among proportional responses.  The Cochran’s and Mantel-Haenszel test is utilized in the 

case where the results matrix exceeds 2 X 2 and a linear trend is expected.  All testing is 

done at the .05 level of significance.  Tabulation is utilized where the construction of a 

matrix is not feasible. 

 

Demographic data is used to determine the degree to which survey responses vary based 

on organization size, the role of the respondent or the geographic location. Demographic 

data is used to eliminate organizations that are not appropriate for an analysis of acute 

healthcare providers.  Examples include children’s hospitals, long-term acute care 

hospitals, rehabilitation hospitals, psychiatric hospitals and government owned hospitals.  

Staffed bed data in the demographics is used to segregate critical access hospitals from 
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general acute care hospitals and it is compared with staffed bed data to assess the 

accuracy of staffed bed statistics provided by the data source.  The analysis is presented 

in the next chapter. 
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CHAPTER 4 ANALYSIS OF DATA 

 

Survey question 22 (How many interim executives have you engaged over the past 5 

years?) was utilized to determine whether it was appropriate to ask the respondent 

detailed questions about interim executives.  If the respondent answered that they had not 

engaged any interim executives in the past 5 years, they were not asked any more 

questions other than a few demographic questions as following questions dealt with 

interim executive services.  Of the 443 respondents to the survey, 72 did not answer 

question 22, i.e. they did not complete the survey.  Of the remainder of respondents, 183 

reported that they had not engaged an interim executive in the past five years.  The 

remainder of responses (N=188) reported that they had engaged an interim.  Therefore, 

the population of respondents that were asked detailed question (Q23 – Q44) was limited 

to respondents that had actually utilized interim executives.   

 

Descriptive Statistics 

The survey as discussed above was restricted to acute care providers as illustrated by the 

types of hospitals in the table below.  Survey respondents were primarily Chief Executive 

Officers.  
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Table 7 

Survey Respondent Providers by Provider Type and Decision Maker Role 

Characteristic	   N	  (%)	  of	  443	  Responders	  
Hospital	  Type	  
Critical	  Access	  *	  
Health	  System	  

Short	  Term	  Acute	  Care	  

	  
101	  	  	  (23%)	  
55	  	  	  (12%)	  
287	  	  	  (65%)	  

Leadership	  Role	  of	  Responder	  
Member	  of	  Board	  of	  Directors	  

CEO	  

	  
22	  	  	  	  	  (5%)	  
421	  	  (95%)	  

*-‐	  A	  hospital	  with	  25	  or	  fewer	  beds	  
**	  -‐	  An	  organization	  consisting	  of	  two	  or	  more	  acute	  care	  hospitals	  
 

There was a large difference in the organization size defined by the number of staffed 

beds.  Respondents were asked to report the number of staffed beds in their organization.  

These data were compared with the information in the original dataset for consistency. 

 



	   80 

Table 8  

Descriptive Statistics About Organizations in the Study 

	  
Hospital	  Type	  

	   Average	  staffed	  
beds	  reported	  by	  

data	  source	  

Average	  staffed	  beds	  
reported	  by	  
respondents	  

Critical	  Access	  
Hospitals	  *	  

Number	   101	   82	  

	   Median	  bed	  size	   15	   235	  
	   Mean	  /	  Standard	  

Deviation	  
22.4/	  +/-‐	  4.6	   35.5/	  +/1	  35.5	  

	   Kurtosis	   1.161	   17.166	  
	   Skew	   -‐1.224	   3.544	  
	   	   	   	  
Health	  Systems	  
*	  

Number	   55	   37	  

	   Median	  bed	  size	   33,600	   35,159	  
	   Minimum	   144	   50	  
	   Maximum	   33,744	   35,209	  
	   Mean	  /	  Standard	  

Deviation	  
2,024.2/	  +/-‐	  
4,959.7	  

338.8/	  +/-‐	  1,052.1	  

	   Kurtosis	   32.75	   174.2	  
	   Skew	   5.469	   4.824	  
	   	   	   	  
Short	  term	  
Acute	  Care	  
Hospitals	  

Number	   285	   220	  

	   Median	  bed	  size	   1,284	   14,991	  
	   Minimum	   8	   9	  
	   Maximum	   1,292	   15,000	  
	   Mean	  /	  Standard	  

Deviation	  
201.4/	  +/-‐	  215.8	   338.8/	  +/-‐	  1,052.1	  

	   Kurtosis	   6.46	   174.2	  
	   Skew	   2.25	   12.59	  

*- As designated by the data source 

 

The critical access hospital designation was provided by the data source.  A critical 

access hospital has twenty-five or fewer licensed beds by federal regulatory definition.  It 

is common for healthcare organizations to operate or staff fewer than the number of beds 
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for which they are licensed.  Hospitals operating twenty-five or fewer beds that are 

licensed for more than 25 beds may be classified by the data source as critical access 

when they are actually short term acute care hospitals.  A hospital licensed for more than 

25 beds cannot be a critical access hospital.  There are classification errors in the data 

source identification of critical access hospitals because a number of them were reported 

both by the data source and by the survey respondents to have more than twenty-five 

staffed beds.  Respondents that reported staffed bed statistics of less than 25 were likely 

in critical access hospitals but in some cases, the data source had them classified as being 

in a short term acute care hospital.  Another example is respondents that reported more 

than twenty-five staffed beds but were classified as critical access hospitals by the data 

source.  The largest number of beds reported by a facility classified as a critical access 

hospital was 255.   

 

In some cases, respondents apparently reported the number of beds in the system they 

serve instead of the number of beds at the hospital where they are located.  This explains 

some of the widely varying descriptive statistics, especially in the health system category.  

Confusion in bed size reporting is well known across the industry.   Some respondents 

may have reported licensed or occupied beds to this survey or the data source instead of 

staffed beds as requested by the questionnaire.  It is common to see variation in numbers 

of beds reported by different departments in the same organization.  Finally, 

organizations could have added or dropped beds for a variety of reasons between the time 

data were gathered by the data source and the time it was requested for this research. 
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Most of the kurtosis results are high.  In some cases, they are extremely high.  High 

kurtosis results indicate a leptokurtic distribution with a high number of responses tightly 

concentrated around the mean for each category.  The majority of the skew results are 

positive and some are large.  This indicates that the distributions are left biased with the 

bulge in the distribution to the left of the mean with long right tails.  That is to say those 

results are concentrated to the left or below the mean.  The larger the positive skew, the 

more predominant this phenomena. 

 

The differences in descriptive staffed bed statistics between the data source and as 

reported by respondents were larger than expected and show that data collection and 

classification methodologies have potential for improvement. 

 

The proportions of hospitals by bed size remained fairly consistent from the initial data 

set to the final survey data and these data remained consistent with the general 

distribution of facilities by bed size across the county as reported by the American 

Hospital Association. 

 

Table 9 
	  
Interim	  Executive	  Use	  by	  Critical	  Access	  hospitals	  

	  
	   Critical	  Access	   Non-‐Critical	  

Access	  
User	  of	  interim	  executive	  services	   45	  –	  	  	  47.2%	   138	  –	  	  	  50.4%	  
Non-‐user	  of	  interim	  executive	  services	   50	  –	  	  	  52.6%	   136	  –	  	  	  49.6%	  
Subtotal	  **	   95	  –	  100.0%	   274	  –	  100.0%	  
Data	  Issue	  *	   	  	  	  	  	  	  	  17	   	  	  	  	  	  	  	  	  	  54	  
Total	  ***	   	  	  	  	  112	   	  	  	  	  	  	  328	  



	   83 

*	  -‐	  Data	  issues	  included	  missing	  number	  of	  staffed	  beds	  or	  failure	  of	  the	  respondent	  to	  
answer	  Q17	  about	  their	  use	  of	  interim	  executives.	  	  
**	  -‐	  The	  total	  number	  of	  responses	  to	  both	  questions	  is	  369	  
***	  -‐	  The	  grand	  total	  number	  of	  responses	  is	  440	  
 

A Chi-Square test of association was used to determine whether or not there was a 

relationship between critical access status and whether or not the facility utilized interim 

executives.   

 
A low Pearson Chi-Square value and significance values >0.05 indicate that there is no 

relationship between a hospital’s status (critical access or not) and its propensity to utilize 

interim executive services X2 (1) = 0.253, p=0.615.  This outcome is clear given the 

relatively similar proportions of healthcare organizations using interim executive 

services.  Interim executive services are utilized by 47.4% of critical access hospitals 

compared with 50.4% of non-critical access hospitals.   

 

Table 10 

Staffed Bed Distribution in Survey Results 

Staffed 
Beds 

Initial 
Sample 

(a) 

Percent of 
Total 

US(c) 
Population 

Survey 
Frame (b) 

Percent of 
Total 

Under 50 1,614 29% 31% 147 33% 
51 - 99 661 12% 20% 64 15% 

100 - 299 1,692 30% 33% 121 27% 
Over 300 1,678 29% 16% 109 25% 

        
 5,645 100% 100% 441 100% 

Missing  28   2  
 5,673 N/A US 443  

(a)–	  The	  number	  of	  records	  in	  the	  survey	  frame	  
(b)	  -‐	  The	  number	  of	  responses	  
(c)	  -‐	  Source:	  (AHA,	  2011)	  
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The table shows that the proportions of staffed beds by bed size group are relatively 

consistent from the initial sample through the survey frame results.  This shows that the 

proportions of hospitals in the survey frame and the survey results are consistent with 

each other and the overall population of US hospitals. 

 

Who makes decisions about interim executives?  There are two survey questions that 

address this query.  The first is binary question 17 that asks the respondent if they have 

utilized an interim executive before.  Of the 184 responses to this question, 49.5% 

indicated they have utilized an interim executive.  Question 17 is cross validated by 

Question 22 that asks how many interim executives the decision maker has engaged in 

the past.  Fifty percent of the 371 respondents to this question indicated they had engaged 

one or more interim executives.  Question 15 asked if the decision maker had been 

involved in a decision to hire an interim executive.  Sixty six percent of the 374 

respondents answering this question indicated that they had been involved in an interim 

executive hiring decision.   

 

The initial survey frame had a variable (PositionLevel) that reflected whether the data 

source had categorized potential respondents as either a board member or a chief 

executive officer.  The data source classified 5.0% (N=22) of the respondents to the 

survey as board members with the remainder being chief executive officers.  This 

question was cross validated by Question 45 that asked the respondent to identify their 

role as either a board member or chief executive officer.  Of the 289 respondents to this 
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question, 5.5% identified themselves as board members and 94.5% identified themselves 

as chief executive officers (N=273).  In this case, the data source accuracy of role 

identification was very accurate. 

 

A Chi-Square test of association between the decision maker type (CEO or Board 

member) based upon their position level and their involvement in a decision to engage an 

interim executive based on their answer to question 15 was conducted.  A parametric test 

was possible as all expected cell values exceeded five.  The result is that there is no 

difference between the decision maker type and their probability of having a role in the 

engagement of an interim executive.  X2 (1) = 3.704, p=0.054 

 

Table 11 

Decision Maker Involvement in Interim Executive Engagement Decisions 

 Proportion	  of	  respondents	   Proportion	  of	  
category	  involved	  in	  

an	  interim	  
engagement	  decision	  

*	  
Board	  

member	  
5.0% 43.8% 

CEO 95.0% 67.0% 

 

The findings about board member involvement in interim executive met the requirements 

of parametric testing.  However, the numbers of respondents was low with only sixteen 

board members reporting having a role in an interim engagement decision. 
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Hypothesis Testing 

Hypothesis #1 

Decision makers who have utilized interim executives in the past will be more favorably 

inclined to use them in the future than those who have not used them. 

 

Null Hypothesis:  There is no relationship between past use of interim executives and 

inclination to utilize them in the future. 

 

Alternative Hypothesis:  There is a relationship between past use and intent to utilize 

interim executives in the future and the relationship favors those who have utilized 

interim executives in the past.  Rejection of the null hypothesis and acceptance of the 

alternative hypothesis will support hypothesis #1. 

 

The survey responses revealed a dichotomy among the respondents given their responses 

to two related questions.  Q13 asked for the respondent to evaluate their expertise with 

interim executives.  Thirty percent of the respondents to this question indicated that they 

had engaged at least 1 interim executive.  When the same respondents indicated whether 

they had engaged an interim executive in response to a direct question (Q17), 49% of 

those answering the question indicated they had utilized an interim executive in the past. 
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Q13	  –	  How	  would	  you	  assess	  your	  expertise	  on	  interim	  executive	  services?	  
	  
Table 12 

Decision	  Maker	  Interim	  Executive	  Expertise	  
 Frequency Percent 
Missing 68 NA 
I have never heard of IES 17 4.5 
Heard but know little 98 26.1 
Knowledgeable 126 33.6 
Some experience (1-2 engagements) 90 24.0 
Experienced (3+ engagements) 44 11.7 
 
Total 

443 100.0 

 

Thirty-five point seven percent of the respondents answering this question reported one 

or more interim executive engagements. 

 

Q17	  –	  Have	  you	  utilized	  an	  interim	  executive	  before?	  
	  
Table 13 
	  
Decision	  Makers	  That	  Have	  Engaged	  Interim	  Executives	  	  
	  

	   Frequency	   Percent	  
Yes	   184	   49.5%	  
No	   188	   50.5%	  
Sub-total 372 100.0% 
Missing 71 N/A 
Total	   443	   	  

	  
Forty nine point five percent of the respondents to this question reported utilizing an 

interim executive.   

 

The first three responses to Q13 (64.3% of the total) indicated the respondent had not 

utilized an interim executive and the last two answers (35.7%) indicated the decision 
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maker had engaged at least one interim executive.  The values provided in response to 

question 17 were used to the test hypothesis #1.  Seventy-one of the survey respondents 

did not answer this question leading to a valid number of responses of 372. 

 

Table 14 
 
Crosstabulation of Past Use And Inclination to Use an Interim in the Future 
 

Outcome Overall 
N=372 

Past Use 
YES 

N=184 

Past Use 
NO 

N=188 

P 

Inclined to use 
an interim 
executive in the 
future 

131 (35.2%) 102 (55.4%) 29 (15.4%) <0.001 

 
Of the decision makers that have utilized interim executives in the past, 55.4% of them 

would be inclined to utilize an interim executive in the future.  Of the decision makers 

that had not utilized interim executive in the past, only 15.4% indicated a propensity to 

use them in the future.  X2 (1) = 65.246, p < 0.005. 

 

The calculated odds ratio is very high indicating that decision makers that had utilized 

interim executives in the past were nearly seven times as likely to utilize an interim 

executive in the future compared to a decision maker that had not previously utilized an 

interim executive.  (OR = 6.82, 95%, CI = 4.17 to 11.14) 

 

There is a significant association between the propensity of a decision maker to utilize 

interim executive services in the future and whether they had utilized an interim 

executive in the past X2(1) = 65.246, p < 0.001.  This finding supports rejection of the 
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null hypothesis in favor of the alternative that prior use and propensity of future use are 

related.  Furthermore, there is a very strong tendency on the part of decision makers that 

have utilized interim executives in the past to use them in the future compared to decision 

makers that had not utilized interim executives before.  Therefore, the evidence supports 

hypothesis #1. 
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Hypothesis #2 

If the decision maker is not inclined to use interim executives again, they are more likely 

to be unhappy with their prior experience.  . 

 

The null hypothesis is that there is no difference in unhappiness between those inclined 

and not inclined to utilize an interim executive in the future.  

 

The alternative hypothesis is that if a decision maker is not inclined to use IES in the 

future that their satisfaction with a prior experience is significantly different from the 

proportion of satisfaction among those not inclined to use IES again.  To support 

hypothesis #2, inclination to not use interim executives in the future must be strongly 

associated with unhappiness with a prior engagement. 

 

The logic of the analysis of hypothesis 2 and the questions utilized in the analysis are 

illustrated in the following diagram:  
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Figure 5 

Hypothesis 2 Logic Flow 

 

This analysis is restricted to the 184 respondents that reported utilization of interim 

executives in the past.  The majority (83.3%) of the respondents that were not inclined to 

utilize interim executives in the future reported that they were happy with their last 

interim executive engagement.  If a decision maker is unhappy with their interim 

executive engagement, the probability that they will not be inclined to use an interim 

executive in the future is 81.3%.  If the decision maker is happy, the probability that they 

will not be inclined to hire an interim executive again in the future is 38.7%.  Clearly 

happiness has an association with inclination to hire in the future that favors a favorable 

inclination to hire if the decision maker was happy with the prior engagement.  Of those 

that were unhappy (N=13) out of 184 responses (1.63%), the majority (81.2%) were not 

inclined to utilize interim executives in the future.  Of those that were happy, 38.7% 
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reported they were not inclined to use an interim again.  If the respondent was happy with 

their interim executive, the probability they would utilize an interim again is 61.3% 

compared to a probability of 18.9% of them engaging an interim in the future if they were 

unhappy with their last interim engagement. 

 

There is a significant association between the propensity of a decision maker to utilize an 

interim executive in the future based on whether or not they were happy with a prior 

experience X2 (1) = 10.835, p = 0.001.  Furthermore, there is a significant difference 

between happiness and unhappiness among those that are not inclined to use interim 

executives in the future.  This difference strongly favors happiness with a prior 

engagement.  The odds that a decision maker will be inclined to utilize an interim 

executive in the future is 6.87 times higher if they are happy with a prior interim 

executive experience than if they are unhappy.  The 95% confidence interval of this odds 

ratio ranges from 1.88 – 25.03.  In the worst case scenario, there is nearly a two to one 

chance that the decision maker will be inclined to engage an interim executive in the 

future if they are happy.  Therefore, the evidence supports the rejection of the null 

hypothesis.  Hypothesis #2 is supported. 
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Hypothesis #3 

Decision makers who have utilized interim executives believe that they provided value to 

the organization in excess of their cost. 

 

The null hypothesis is that there is no difference between whether or not a decision maker 

perceives value with an interim executive engagement. 

 

The alternative hypothesis is that there is a difference between whether or not a decision 

maker sees value in the interim executive engagement. 

 

The perception of value is further informed by the propensity or lack thereof on the part 

of the decision maker to engage an interim executive in the future.  

 

This hypothesis is tested utilizing the Cochran’s and Mantel-Haenszel test because the 

test involves a 3 X 2 matrix that results from the recode of the responses to question 40 

(How do you feel about the cost of the interim executive engagement?) into three 

possible responses indicating cost in excess of value, neutrality of cost and value and 

value in excess of cost.  This question was asked only of those respondents that had 

previously utilized an interim executive and resulted in a sample size of N=167.  The 

respondents that assessed value in excess of cost were 24.6% compared to 22.2% that did 

not see cost as an issue and 26.6% that saw value in excess of cost. 
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Of the respondents that reported cost in excess of value, 36.6% indicated a propensity to 

engage an interim executive in the future.  Of the respondents that saw value in excess of 

cost, 73.0% were inclined to engage an interim executive in the future.  For the decision 

makers that did not see cost as an issue the breakdown of those that were not inclined to 

use an interim executive in the future (48.6%) was slightly less than the 51.4% that were 

inclined to use an interim in the future. 

 

The result of the Cochran’s and Mantel-Haenszel linear by linear test of association test is 

that there is a strong and significant directional association of perception of value and 

inclination of the decision maker to utilize interim executive services in the future.  As 

the perception of value increases, the likelihood to hire an interim executive again 

increases. X2
MH (1) = 16.449, p < 0.001. 

 

The implication of this finding is that decision makers recognize that interim executive 

services are very expensive and that they are sensitive to repeating their interim executive 

experience if they believed the cost exceeded the value.  Rates can exceed $300 per hour 

plus out of pocket expenses that can raise the total cost by 25% or more.  Engagements 

can drag on beyond their initially intended time frame further increasing cost.  Nearly a 

fourth (22.2%) of decision makers see the cost proposition as a break-even issue and this 

group is roughly evenly split on their inclination to engage an interim again in the future.  

There is directional recognition of value in excess of the cost.   

 



	   95 

The plan of work for this hypothesis-included assessment of value provided by interim 

executive firms as differentiated from the interim executives themselves.  The response to 

this question was very small (N=36) as most respondents elected to not answer this 

question.  The question regarding interim executive firm value was not presented to the 

respondent unless they indicated they had utilized a firm to find their last interim 

executive. 

 

Responses to Q28 – Do you believe the FIRM added value to your interim executive 

engagement? 

 

Table 15 

Interim Executive Firm Value 

Response Number Percentage 
The firm added considerable value 16 44.4% 
The firm added some value 12 33.3% 
The firm had no effect on the value of the interim 
executive to our organization 

6 16.7% 

The firm increased our cost and added no value 2 5.6% 
The firm detracted from the value of the interim 
executive to our organization 

0 0.0% 

   
      Subtotal 36 100.0%* 
Missing** 131  
   
      Total 167  
* - 21.6% of potential responses 
** - The respondent either did not get this question or failed to complete it 
 

Of the respondents that answered this question, a large proportion (77.7%) of them felt 

the interim executive firm added value to the engagement. 
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Hypothesis #4  

Higher levels of satisfaction are associated with increased conversion rates. 

 

The null hypothesis is that there is no association between satisfaction with past interim 

executive use and conversion rate.   

 

The alternative hypothesis is that there is an association between satisfaction and 

conversion rate. 

 

There are two primary measures of satisfaction in the survey.  The first is likelihood of 

using an interim executive in the future (Q18).  Thirty five point eight percent of 374 

respondents to this question indicated they were either inclined to utilize an interim 

executive in the future (N=116) or their first response to a turnover situation would be to 

call an interim executive (N=15).  Question 18 was structured as a Likert question.  For 

this analysis it was recoded into a binary variable (INCLINED). 

 

The other satisfaction measure is whether those that had utilized an interim executive 

were happy with the interim executive consultancy overall.  This variable had a binary 

yes/no result (Q29 – Were you happy with the interim executive consultancy overall?). 

Of the respondents to question 29 (N=168) 91.3% indicated they were happy with their 

interim executive consultancy. 
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There are two conversation rate measures in the survey results.  The first is question 36 

that asked the respondents if they (35.9%) had ever hired an interim executive.  The 

second approach to conversion rate is question 38 that asks for the proportion of 

respondents (34.7%) had hired their last interim executive.   

 

A diagram of the analytical approach to the testing of hypothesis #4 follows: 

Figure 6 

Hypothesis 4 Logic Flow 

 

 

 

The proportions differ from one satisfaction measure to the other because the number of 

cases where both questions were answered (N=165 or N=167) is less than the number 
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that answered each question individually.  The probability that an interim will be hired if 

the decision maker was happy is 96.6% compared to a probability to hire of 3.4% if the 

decision maker was unhappy with the engagement.  The probability of a decision maker 

being inclined to hire the interim executive is 71.7% compared to 28.3% if they were not 

happy with the interim engagement.   

 

Table 16 

Summary of Hypothesis 4 Test Results 

Markers	  of	  
Satisfaction	  

P	   Odds	  Ratio	   95%	  Confidence	  Interval	  

Happy	  (N=57)	   0.114	   3.30	   0.71	  –	  	  15.43	  
Inclined	  to	  use	  IES	  
again	  (N=43)	  

0.015	   2.30	   1.70	  	  –	  	  4.54	  

 

A conversion occurs when an organization successfully hires an interim executive.  

Conversions are discussed in detail at page 48.  Various sources cited conversion rates 

ranging from 25% to 40%.  Those findings were validated by the results of this research 

that indicated that decision makers had hired an interim executive at least once (35.9%) 

or had hired their last interim executive (34.7%).   

 

Since there is no difference between the measures of conversion rate, question 36 that 

addressed whether the decision maker had ever utilized an interim executive is used in a 

Chi-Square test of association with each of the two measures of satisfaction (Questions 

29 and the variable INCLINED). 
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The test of question 29 (Were you happy with the interim executive consultancy overall) 

and question 36 (Have you ever hired an interim executive to fill the permanent position) 

resulted in a finding that there is no relationship between happiness (Q29) and whether 

the decision maker had ever hired an interim executive.   

 

The test of the variable INCLINED and question 36 was conducted with a Chi-Square 

test of association.  This test also resulted in the conclusion that there is a relationship 

between the inclination of a decision maker to utilize an interim in the future and whether 

they had ever hired an interim, X2 (1) = 5.951, p=0.015) 

 

In spite of the fact that significance was found in the test of association between Question 

36 (Converted) and INCLINED, the directional tendency of the data shows that decision 

makers are unlikely to convert even if they are either happy or inclined to hire their 

interim executive.  If the decision maker is unhappy, there is only a 15.4% a probability 

that they will hire their interim.  This finding is intuitive and stands to reason.  Similarly, 

if they are not inclined to hire their interim, the probability that they will hire is 25.0%, 

p=0.015.  Even if the decision maker is happy with their interim executive engagement, 

the probability that they will hire the interim is 37.5%.  In the case of inclination to use an 

interim again in the future, if the decision maker is inclined to hire, the probability that 

they will hire is (43.4%).   

 

The lack of success of decision makers converting interims in spite of having a favorable 

inclination to engage an interim in the future or being happy with the interim executive 
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engagement is probably rooted in the fact that a majority of interim executives were not 

converted because in 65.3% of the cases, the decision maker is unable to hire the interim 

given desire on their part to do so.  The primary reason for the high proportion of hire 

attempt failures is the fact that in 81.8% of the cases, the interim was not interested in the 

permanent role.  In another 6.8% of the cases, there was a contractual prohibition against 

the decision maker hiring the interim executive on a full-time basis. 

 

Therefore, hypothesis #4 is not supported. 
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Hypothesis #5 

Hiring decision makers make their decision to engage an interim based on 

recommendations of people they trust. 

 

The tabulation of responses to question 26 (How was the interim executive found?) 

resulted in the documentation of 187 responses: 

 

Table 17 

How The Interim Executive Was Found 

Response Response Number Percent 
1 Called an interim executive we had used before 16 8.6% 

2 Called an interim executive firm 43 23.0% 

3 Recommendation from a colleague 52 27.8% 

4 Recommendation from a trusted advisor 32 17.1% 

Other Internal candidate 20 10.7% 

Other Already in place 2 1.1% 

Other Management company/corporate referral 21 11.2% 

Other GPO arrangement 1 0.5% 

 Total 187 100.0% 

 

The 187 responses to the sourcing question represent substantially all of the 188 

respondents that got this question. 
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The survey results show that a majority of respondents (N=52, 27.8%) obtained their 

interim executive as a result of a referral from a colleague as hypothesized.  The next 

closest result was that the decision maker sought an interim executive firm (N=43, 

23.0%).  None of the other results were even close.  The two highest responses are 

isolated for the purpose of conducting a confidence interval test of proportions.  The ‘Call 

a colleague’ response comprises a 54.7% proportion of the two responses while the ‘Call 

a firm’ response comprises the other 45.3% proportion.  The question is whether or not 

there is a significant difference between the two highest reported outcomes. 

 

The null hypothesis is that there is no difference between the proportion of interim 

executives sourced by referral and those sourced from an interim executive firm.  If this 

hypothesis cannot be rejected, hypothesis #5 cannot be supported.   

 

The alternative hypothesis is that there is a difference between the two proportions.  

Support for the alternative hypothesis supports hypothesis #5. 

 

A 95% confidence interval for the ‘Call a colleague’ resulted in a confidence interval 

ranging from 0.447 to 0.647.  Since the ‘Call a firm’ proportion of 0.453 lies within this 

confidence interval, there is not a significant difference between the proportion of 

decision makers that found their interim executive by calling a colleague versus those 

that found their interim executive by calling a firm.  The survey results are directionally 

correct with the highest number (28.9%) of the respondents reporting that their preferred 

method of finding an interim was by contacting a colleague.  This was larger than the 
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next highest category that was to call an interim firm (25.7%).  The difference between 

these proportions is not large enough to conclude that calling a colleague is in fact the 

preferred method of finding an interim executive.  Therefore, hypothesis #5 is not 

supported. 
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Hypothesis #6 

Interim executives are most frequently engaged to function as change agents in the 

organization. 

 

This hypothesis is tested by arraying the objectives of interim executive decision makers 

(Q30 and Q31) and the perception of value provided by their interim executive 

engagement (Q32 and Q33).  These data are presented in the following tables.  

Respondents were asked about their objectives in an interim engagement.  A Likert scale 

response was used to rank responses from no need to a mission critical need on Q30 and 

Q31.  The top three responses; significant need, major need and critical need were 

evaluated as demonstrating material objective on the part of the decision maker and 

totaled by row for evaluation of weight of response.  A total of 21 questions were asked.  

The results are reported in percentages of the total number of survey respondents 

answering each question.  On the need questions (Q30 & Q31), scores ranged from 16.7 

to 39.0 with a mean of 30.6 and a median of 30.7.  Of these responses, cultural change 

agent was ranked 12 of 21 responses with a score of 30.1 that placed it in the bottom half 

of engagement objectives reported by decision makers. 
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Table 18 
	  
Interim	  Executive	  Engagement	  Objectives	  

	  
Questions 30 & 31      

       
Response Title Significant 

Need 
Major Need Critical 

Need 
 Total 

2 Prompt response 18.5 15.1 5.4  39.0 
4 Assessment 11.7 20.3 6.1  38.1 
8 Maintain momentum 14.4 17.2 5.6  37.2 
3 Rapid assimilation 15.6 16.5 4.7  36.8 
5 Risk reduction 12.9 17.6 5.0  35.5 
9 Project completion 14.0 16.3 5.0  35.3 
7 Operational 

performance 
14.7 14.0 4.7  33.4 

19 Problem solving 17.6 12.2 3.4  33.2 
20 New Ideas 16.3 11.5 5.0  32.8 
21 Experience 14.7 12.6 4.3  31.6 
12 Guidance 12.9 13.3 4.5  30.7 
15 Cultural 14.9 11.1 4.1  30.1 
6 Financial 

performance 
14.9 10.2 4.7  29.8 

14 Skills Transfer 15.3 9.9 2.5  27.7 
11 Transparency 12.6 10.6 4.3  27.5 
10 Restore trust 9.5 10.8 6.8  27.1 
22 Politics 15.6 8.1 3.4  27.1 
16 Recruitment 14.0 7.7 3.2  24.9 
17 Specification 13.5 8.8 1.8  24.1 
18 On Boarding 12.0 11.1 0.7  23.8 
1 Over qualified 8.8 5.2 2.7  16.7 
       
 Minimum 8.8  5.2  0.7   16.7  
 Maximum 17.6  20.3  6.8   39.0  
 Mean 14.0  12.4  4.2         30.6  
 Median 14.4  11.5  4.5         30.7  
       

 

The numbers in this table represent the proportion of respondents marking the criteria as 

significant need, major need or critical need. 
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On the question of value, a total of twenty-two criteria were scored on two survey 

questions (Q32 and Q33).  Perceived value was evaluated on a Likert scale with values 

ranging from ‘added no value’ to ‘the most valuable aspect of the engagement.’  In this 

case, the middle response ‘no effect on value’ was ignored.  The two top responses, 

‘added significant value’ and ‘the most valuable aspect of the engagement’ were scored 

for all of the respondents completing the survey.  The scores represent the percentage of 

respondents giving each score.  The scores ranged from a minimum of 13.6 to a 

maximum of 27.1 with a mean of 19.0 and a median of 18.2.  Because the scoring of 

objective is different than the scoring of value, the scores are not comparable between 

value and objective but the rankings are comparable. 

 

On the question of value, cultural change agent was ranked 20 of 22 questions.  

Respondents ranked the value of the interim executive as a cultural change agent lower 

than their ranking as an objective of the interim engagement. 
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Table 19 

Interim Engagement Value 

Questions	  32	  &	  33	   	   	   	   	  

	   	   	   	   	   	  
Response	   Title	   Significant	  

Value	  
Highest	  
Value	  

	   Total	  

4	   Assessment	   	  	  	  	  	  	  	  	  	  	  	  	  	  	  23.5	  	   	  	  	  	  	  	  	  	  	  	  	  3.6	  	   	   	  	  	  	  	  	  	  	  	  	  27.1	  	  
2	   Prompt	  response	   	  	  	  	  	  	  	  	  	  	  	  	  	  	  23.7	  	   	  	  	  	  	  	  	  	  	  	  	  3.4	  	   	   	  	  	  	  	  	  	  	  	  	  27.1	  	  
3	   Rapid	  assimilation	   	  	  	  	  	  	  	  	  	  	  	  	  	  	  23.7	  	   	  	  	  	  	  	  	  	  	  	  	  3.2	  	   	   	  	  	  	  	  	  	  	  	  	  26.9	  	  
9	   Project	  completion	   	  	  	  	  	  	  	  	  	  	  	  	  	  	  19.4	  	   	  	  	  	  	  	  	  	  	  	  	  3.6	  	   	   	  	  	  	  	  	  	  	  	  	  23.0	  	  
5	   Risk	  reduction	   	  	  	  	  	  	  	  	  	  	  	  	  	  	  20.1	  	   	  	  	  	  	  	  	  	  	  	  	  2.5	  	   	   	  	  	  	  	  	  	  	  	  	  22.6	  	  

12	   Guidance	   	  	  	  	  	  	  	  	  	  	  	  	  	  	  17.4	  	   	  	  	  	  	  	  	  	  	  	  	  4.1	  	   	   	  	  	  	  	  	  	  	  	  	  21.5	  	  
8	   Maintain	  

momentum	  
	  	  	  	  	  	  	  	  	  	  	  	  	  	  17.4	  	   	  	  	  	  	  	  	  	  	  	  	  3.8	  	   	   	  	  	  	  	  	  	  	  	  	  21.2	  	  

20	   New	  Ideas	   	  	  	  	  	  	  	  	  	  	  	  	  	  	  16.3	  	   	  	  	  	  	  	  	  	  	  	  	  4.1	  	   	   	  	  	  	  	  	  	  	  	  	  20.4	  	  
21	   Experience	   	  	  	  	  	  	  	  	  	  	  	  	  	  	  14.4	  	   	  	  	  	  	  	  	  	  	  	  	  5.0	  	   	   	  	  	  	  	  	  	  	  	  	  19.4	  	  
19	   Problem	  solving	   	  	  	  	  	  	  	  	  	  	  	  	  	  	  16.3	  	   	  	  	  	  	  	  	  	  	  	  	  2.5	  	   	   	  	  	  	  	  	  	  	  	  	  18.8	  	  
13	   Mentorship	   	  	  	  	  	  	  	  	  	  	  	  	  	  	  16.9	  	   	  	  	  	  	  	  	  	  	  	  	  1.4	  	   	   	  	  	  	  	  	  	  	  	  	  18.3	  	  
7	   Operational	  

performance	  
	  	  	  	  	  	  	  	  	  	  	  	  	  	  15.8	  	   	  	  	  	  	  	  	  	  	  	  	  2.3	  	   	   	  	  	  	  	  	  	  	  	  	  18.1	  	  

11	   Transparency	   	  	  	  	  	  	  	  	  	  	  	  	  	  	  15.1	  	   	  	  	  	  	  	  	  	  	  	  	  2.7	  	   	   	  	  	  	  	  	  	  	  	  	  17.8	  	  
1	   Over	  qualified	   	  	  	  	  	  	  	  	  	  	  	  	  	  	  15.3	  	   	  	  	  	  	  	  	  	  	  	  	  1.8	  	   	   	  	  	  	  	  	  	  	  	  	  17.1	  	  

10	   Restore	  trust	   	  	  	  	  	  	  	  	  	  	  	  	  	  	  12.4	  	   	  	  	  	  	  	  	  	  	  	  	  4.7	  	   	   	  	  	  	  	  	  	  	  	  	  17.1	  	  
14	   Skills	  Transfer	   	  	  	  	  	  	  	  	  	  	  	  	  	  	  15.6	  	   	  	  	  	  	  	  	  	  	  	  	  0.7	  	   	   	  	  	  	  	  	  	  	  	  	  16.3	  	  
6	   Financial	  

performance	  
	  	  	  	  	  	  	  	  	  	  	  	  	  	  13.8	  	   	  	  	  	  	  	  	  	  	  	  	  1.4	  	   	   	  	  	  	  	  	  	  	  	  	  15.2	  	  

17	   Specification	   	  	  	  	  	  	  	  	  	  	  	  	  	  	  12.6	  	   	  	  	  	  	  	  	  	  	  	  	  1.6	  	   	   	  	  	  	  	  	  	  	  	  	  14.2	  	  
22	   Politics	   	  	  	  	  	  	  	  	  	  	  	  	  	  	  12.4	  	   	  	  	  	  	  	  	  	  	  	  	  1.6	  	   	   	  	  	  	  	  	  	  	  	  	  14.0	  	  

15	   Cultural	   	  	  	  	  	  	  	  	  	  	  	  11.5	  	   	  	  	  	  	  	  	  	  	  	  	  2.3	  	   	   	  	  	  	  	  	  	  	  13.8	  	  
18	   On	  Boarding	   	  	  	  	  	  	  	  	  	  	  	  	  	  	  12.2	  	   	  	  	  	  	  	  	  	  	  	  	  1.6	  	   	   	  	  	  	  	  	  	  	  	  	  13.8	  	  
16	   Recruitment	   	  	  	  	  	  	  	  	  	  	  	  	  	  	  12.2	  	   	  	  	  	  	  	  	  	  	  	  	  1.4	  	   	   	  	  	  	  	  	  	  	  	  	  13.6	  	  

	   	   	   	   	   	  
	   Minimum	   	  	  	  	  	  	  	  	  	  	  	  	  	  	  11.5	  	   	  	  	  	  	  	  	  	  	  	  	  0.7	  	   	   	  	  	  	  	  	  	  	  	  	  13.6	  	  
	   Maximum	   	  	  	  	  	  	  	  	  	  	  	  	  	  	  23.7	  	   	  	  	  	  	  	  	  	  	  	  	  5.0	  	   	   	  	  	  	  	  	  	  	  	  	  27.1	  	  
	   Mean	   	  	  	  	  	  	  	  	  	  	  	  	  	  	  16.3	  	   	  	  	  	  	  	  	  	  	  	  	  2.7	  	   	   	  	  	  	  	  	  	  	  	  	  19.0	  	  
	   Median	   	  	  	  	  	  	  	  	  	  	  	  	  	  	  15.7	  	   	  	  	  	  	  	  	  	  	  	  	  2.5	  	   	   	  	  	  	  	  	  	  	  	  	  18.2	  	  

 

The numbers in this table represent the proportion of respondents marking the criteria as 

significant value or highest value. 
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Four of the highest rated items in the decision maker’s objectives are also in the top five 

perceptions of value.  These components include:  rapid response, timely assessment, 

rapid assimilation to the organization and risk reduction.  The objectives included 

maintenance of momentum in its top five.  Momentum was replaced by project 

completion in the top five highest perceptions of value of the interim executive 

engagement. 

 

Given the below median ranking of the interim executive as a cultural change agent in the 

decision maker’s objectives and its very low ranking as a value driver, the conclusion is 

that hypothesis #6 cannot be supported.  There are other far more important matters in 

both the perceived needs of a decision maker and their evaluation of the value of an 

interim executive engagement. 
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Conclusions 
Table 20 
 
Summary of Results of Hypothesis Testing 
 
# Description Test Outcome Variables * Support Comment 

1 

Decision makers who had 
utilized interim executives in the 
past will be more favorably 
inclined to use them in the future 
than those who have not used 
them. 
 

 
 

X2 

 
 

X2 (1) = 65.246, p < .001 
Odds Ratio 6.810 

95% Confidence Interval from  
4.17 to 11.14 

13, 17 YES 

Inclination given 
past use is 55.4% 

vs. inclination 
given no past use 

of 44.6% 

2 

If the executive is not inclined to 
use interim executives again, 
they cannot be happy with their 
prior experience 

 
X2 

X2 (1) = 10.835, p =0 .001 
Odds Ratio 6.87 

95% Confidence Interval from  
1.88 to 25.03 

17, 18, 29 YES 

If the decision 
maker is 

unhappy, the 
probability of 

them not being 
inclined is 81% 

3 

Executives who have utilized 
interim executives believe that 
they provided value to the 
organization in excess of their 
cost 

Cochran’s 
and Mantel 
- Haenszel 

X2MH (1) = 16.449, p < 0.000 
 

17,40, 28,  YES 

There is strong 
directional 
association 

between 
perceived value 

and inclination to 
use IES in the 

future  

4 
Higher levels of satisfaction are 
associated with increased 
conversion rates 

X2 
 
 
 
 
 
 
 

X2 

X2 (1) = 2.499, p=0.114 
 
 
 
 
 
 
 

X2 (1) =5.951, p=0.015 

Q29 (Happy) 
X, Q36 

(Converted) 
 
 
 

INCLINED X, 
Q36 

(Converted) 

NO 
 
 
 
 
 
 
 

YES 

There is no 
association 

between ever 
hired (Q36) and 

happiness. (Q29).  
There is an 
association 

between ever 
hired (Q36) and 

likely to use 
again (LIKELY)  
The directional 

bias is toward not 
converting even 

if happy or 
favorably 
inclined 

5 

Hiring executives make their 
decision to engage an interim 
based on recommendations of 
people they trust. 
 

 
Confidence 

Interval 

A 95% confidence interval for 
‘Call a colleague’ ranges from 

44.7% – 66.7% 
26 NO 

There was no 
difference 

between the 
proportion that 
found their IE 

from a 
recommendation 

(54.7%) and 
those that called 
a firm (45.3%) 

6 

Interim executives are most 
frequently engaged to function 
as change agents in the 
organization. 
 

Tabulation 

Engagement objective value of 
30.1%.  Ranked 12 of 21 & below 

median of 30.7%. 
Engagement value of 13.8%.  

Ranked 20 of 22 and below median 
of 18.2% on  

30 & 31 
(Objectives) 

32 & 33 
(Value) 

NO 

Lower than 
expected 

prioritization of 
change as either 

a objective of 
(Q30-31) the 

engagement or 
value provided 
(Q32-33) by the 

interim executive 

*	  -‐	  Survey	  question	  numbers	  –	  See	  the	  survey	  at	  page	  130 	  
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CHAPTER 5 FINDINGS, CONCLUSIONS AND IMPLICATIONS 

One of the most surprising findings of this research is the high level of interest shown by 

a high percentage of survey respondents and others with knowledge of this project.   Of 

the 443 survey respondents, 267 or 60.3% requested a copy of the finished dissertation.  

Added to others that requested a copy of the dissertation, the total number of distributed 

copies exceeds 310.  As the first research of its type in the healthcare industry, this 

inquiry has raised as many questions as answers.  In addition, this research has 

illuminated other perspectives of interim executive services that should be investigated.  

Interim executives clearly play a large role in the healthcare industry and this work has 

increased understanding of the dynamics of that role but a lot of potential remains to 

better understand the dynamics and value propositions of interim executive services so 

that they may be more effectively utilized in the healthcare industry. 

 

The finding that there was no difference between the propensity of a critical access 

hospital (CAH) and a non-CAH hospital to use interim executives was a surprise.  

Critical access hospitals may be overlooked by much of the interim executive industry 

because they are assumed to be too small to afford interim executive services.  A study of 

interim executives in critical access hospitals could be very illuminating in increasing 

understanding of the differences if any of the characteristics of interim executives and 

interim executive projects in CAH versus larger acute care facilities. 

 

Roughly half (50.7%) of the survey respondents indicated they had engaged at least one 

interim executive.  Of these 66.0% stated that they had engaged more than one interim 
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executive.  This may be viewed in the contest of the glass half full analogy.  Fully half of 

the decision makers have experience engaging interim executives.  In response to a 

question about knowledge about interim executives, 95.5% indicated they had knowledge 

of the interim executive industry.  The majority (69.3%) stated that they were either 

knowledgeable about the industry or had experience engaging interim executives.  The 

interpretation of this is that while the proportion of executives that have engaged an 

interim is about half, these constitute a majority of those knowledgeable about the 

industry, there is still a large group of executives that while having knowledge have yet to 

engage their first interim. 

 

The concept that executives do not generally fail per-se was presented in the literature 

review.  It has been suggested that executives are frequently transitioned because the 

situation changes and they are unable to adapt.  This concept was validated by this 

research.  The second most commonly cited reason for executive turnover by 22.7% of 

the survey respondents was that the organization had outgrown the capabilities of the 

incumbent. 

 

In	  terms	  of	  hypothesis	  testing,	  Hypothesis	  #1	  (Decision	  makers	  who	  had	  utilized	  interim	  

executives	  in	  the	  past	  will	  be	  more	  favorably	  inclined	  to	  use	  them	  in	  the	  future	  than	  

those	  who	  have	  not	  used	  them)	  is	  intuitive.	  	  Decision	  makers	  that	  had	  used	  interim	  

executives	  in	  the	  past	  would	  be	  expected	  to	  utilize	  them	  in	  the	  future.	  	  The	  high	  odds	  

ratio	  supporting	  this	  hypothesis	  implies	  that	  the	  growth	  of	  the	  interim	  executive	  service	  

industry	  is	  heavily	  dependent	  upon	  engagements	  among	  decision	  makers	  that	  have	  not	  
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utilized	  interim	  executives	  in	  the	  past	  because	  once	  they	  become	  familiar	  with	  interim	  

executives	  in	  the	  past,	  they	  are	  strongly	  inclined	  to	  utilize	  them	  again	  in	  the	  future.	  	  This	  

finding	  illustrates	  the	  importance	  of	  the	  interim	  executive	  industry	  getting	  the	  word	  out	  

regarding	  the	  successes	  created	  by	  interim	  executives	  and	  the	  degree	  of	  satisfaction	  

their	  clients	  have	  with	  their	  services.	  	  Over	  half	  (55.4%)	  of	  the	  decision	  makers	  that	  have	  

utilized	  interim	  executives	  in	  the	  past	  indicated	  a	  propensity	  to	  use	  them	  in	  the	  future	  

compared	  to	  only	  15.4%	  of	  decision	  makers	  that	  had	  utilized	  an	  interim	  executive	  in	  the	  

past	  stating	  a	  propensity	  to	  utilize	  an	  interim	  executive	  in	  the	  future.	  	  In	  fact,	  the	  odds	  

ratio	  showed	  that	  decision	  makers	  that	  had	  utilized	  an	  interim	  executive	  in	  the	  past	  

were	  nearly	  seven	  times	  more	  likely	  to	  utilize	  an	  interim	  executive	  in	  the	  future.	  	  	  

	  

Testing	  of	  Hypothesis	  #2	  (If	  the	  decision	  maker	  is	  not	  inclined	  to	  use	  interim	  executives	  

again,	  they	  are	  more	  likely	  to	  be	  unhappy	  with	  their	  prior	  experience)	  revealed	  that	  of	  

the	  184	  decision	  makers	  that	  had	  utilized	  an	  interim	  executive	  in	  the	  past,	  57.6%	  of	  

them	  indicated	  a	  propensity	  to	  utilize	  an	  interim	  executive	  in	  the	  future.	  	  Of	  the	  42.4%	  

of	  decision	  makers	  that	  did	  not	  indicate	  a	  propensity	  to	  use	  an	  interim	  executive	  in	  the	  

future,	  83.3%	  of	  them	  indicated	  that	  they	  were	  happy	  with	  their	  prior	  interim	  executive	  

engagement.	  	  This	  finding	  exposes	  a	  major	  opportunity	  for	  further	  study.	  	  How	  could	  an	  

otherwise	  happy	  decision	  maker	  with	  their	  prior	  interim	  executive	  engagement	  not	  be	  

inclined	  to	  use	  an	  interim	  executive	  in	  the	  future?	  	  Obviously,	  something	  other	  than	  

satisfaction	  with	  the	  engagement	  is	  at	  work.	  	  A	  plausible	  theory	  to	  explain	  this	  is	  that	  

this	  result	  has	  something	  to	  do	  with	  the	  cost	  of	  an	  interim	  executive	  engagement.	  	  In	  
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spite	  of	  the	  fact	  that	  a	  large	  majority	  of	  decision	  makers	  were	  satisfied	  with	  their	  interim	  

executive	  engagement,	  barely	  half	  stated	  that	  they	  felt	  the	  value	  exceeded	  the	  cost.	  	  

Even	  with	  the	  high	  level	  of	  satisfaction	  reported	  by	  decision	  makers,	  the	  probability	  that	  

they	  will	  hire	  an	  interim	  in	  the	  future	  if	  they	  are	  unhappy	  is	  much	  lower	  than	  it	  is	  fi	  they	  

are	  happy.	  	  This	  is	  the	  primary	  reason	  that	  hypothesis	  #2	  was	  supported.	  

	  

Hypothesis	  #3	  (Decision	  makers	  who	  have	  utilized	  interim	  executives	  believe	  that	  they	  

provided	  value	  to	  the	  organization	  in	  excess	  of	  their	  cost)	  was	  not	  supported	  because	  

the	  proportion	  of	  respondents	  that	  had	  utilized	  interim	  executives	  in	  the	  past	  and	  saw	  

value	  in	  excess	  of	  the	  cost	  of	  the	  engagement	  (53.2%)	  was	  not	  significantly	  different	  

from	  the	  46.9%	  of	  executives	  with	  prior	  experience	  that	  did	  not	  see	  value	  in	  excess	  of	  

the	  cost	  of	  the	  engagement.	  	  The	  interim	  executive	  industry	  has	  a	  lot	  of	  potential	  to	  

improve	  value	  drivers	  in	  an	  interim	  executive	  engagement.	  	  These	  include	  (in	  order	  of	  

perceived	  importance)	  	  prompt	  response	  to	  the	  engagement	  opportunity,	  rapid	  and	  

accurate	  assessment	  of	  and	  assimilation	  to	  the	  situation,	  mitigation	  of	  risk	  associated	  

with	  the	  transition	  event	  and	  seeing	  to	  it	  that	  progress	  on	  projects	  is	  not	  jeopardized	  by	  

the	  transition	  event.	  	  One	  question	  arising	  from	  these	  findings	  is	  the	  degree	  to	  which	  

interim	  executives	  undertake	  a	  formal	  assessment	  of	  the	  organization	  before	  they	  

become	  embroiled	  in	  the	  daily	  crises	  and	  conflicting	  priorities	  of	  an	  interim	  

engagement.	  	  

	  



	   114 

When	  a	  decision	  maker	  is	  struggling	  with	  a	  succession	  event,	  they	  have	  a	  strong	  and	  

clear	  desire	  to	  get	  a	  resource	  in	  place	  quickly.	  	  Decision	  makers	  have	  shown	  a	  strong	  

perception	  of	  value	  provided	  by	  the	  interim	  executive	  firm.	  	  It	  is	  therefore	  incumbent	  on	  

interim	  executive	  firms	  to	  maintain	  a	  sufficient	  pool	  of	  resources	  to	  be	  able	  to	  respond	  

timely	  to	  an	  identified	  need	  for	  interim	  executive	  services.	  	  This	  finding	  is	  likely	  related	  

to	  the	  relatively	  low	  propensity	  to	  hire	  an	  interim	  executive	  in	  the	  future	  in	  spite	  of	  a	  

large	  majority	  of	  decision	  makers	  reporting	  satisfaction	  with	  their	  interim	  executive	  

engagement.	  

	  

Hypothesis	  #4	  addressed	  client	  satisfaction	  and	  conversion	  rates	  (Higher	  levels	  of	  

satisfaction	  are	  associated	  with	  increased	  conversion	  rates).	  	  The	  Goss/Haslberger	  

model	  of	  interim	  executive	  and	  client	  degree	  of	  sophistication	  illustrates	  alignment	  or	  

lack	  thereof	  between	  an	  interim	  executive’s	  motivations	  and	  their	  client's	  requirements.	  	  

The	  most	  sophisticated	  interim	  executive	  is	  the	  career	  choice	  interim	  executive	  that	  

performs	  at	  the	  strategic,	  entrepreneurial	  level	  and	  if	  properly	  matched,	  serves	  as	  a	  

transformational	  leader	  in	  the	  healthcare	  system.	  	  Given	  the	  benefit	  of	  hindsight,	  it	  

would	  have	  been	  enlightening	  to	  better	  understand	  the	  level	  at	  which	  the	  Interim	  

executive	  was	  perceived	  to	  be	  performing	  in	  the	  organization.	  	  A	  hypothesis	  would	  be	  

that	  transformational	  leader	  interim	  executives	  are	  more	  likely	  to	  be	  recruited	  and	  less	  

likely	  to	  be	  hired	  than	  less	  sophisticated	  interim	  executives.	  	  This	  phenomenon	  likely	  

explains	  why	  the	  most	  common	  reason	  that	  a	  decision	  maker	  tried	  but	  was	  unable	  to	  

hire	  the	  interim	  executive	  was	  that	  they	  were	  not	  interested	  in	  the	  job.	  	  Another	  
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implication	  is	  that	  the	  refusal	  of	  the	  interim	  executive	  to	  accept	  employment	  might	  be	  

influencing	  whether	  or	  not	  the	  decision	  maker	  found	  value	  in	  the	  engagement.	  	  Some	  

interim	  executives;	  the	  less	  sophisticated	  group	  that	  is	  using	  the	  engagement	  to	  

circumvent	  the	  recruiting	  process	  and/or	  an	  unsophisticated	  client	  that	  is	  using	  the	  

interim	  executive	  engagement	  to	  avoid	  the	  cost	  of	  a	  retained	  search	  may	  be	  

disenchanted	  and	  report	  lower	  value	  when	  the	  interim	  executive	  does	  not	  play	  this	  

game.	  	  	  

A	  clear	  conflict	  of	  interest	  exists	  when	  the	  interim	  executive	  is	  attempting	  to	  leverage	  

their	  engagement	  as	  a	  path	  to	  the	  permanent	  job,	  especially	  if	  this	  intent	  is	  not	  

disclosed	  to	  the	  client.	  	  The	  reason	  for	  this	  is	  that	  the	  objectivity	  and	  independence	  of	  

the	  interim	  executive	  is	  compromised	  when	  they	  decide	  they	  want	  to	  become	  a	  

candidate	  for	  the	  permanent	  job.	  	  This	  is	  especially	  true	  if	  this	  desire	  on	  the	  part	  of	  the	  

interim	  executive	  is	  not	  proactively	  and	  prospectively	  disclosed	  to	  the	  client.	  	  Instead	  of	  

being	  unhappy	  that	  they	  were	  unable	  to	  hire	  their	  interim	  executive,	  the	  client	  should	  

be	  grateful	  in	  most	  cases.	  	  There	  is	  little	  if	  any	  evidence	  to	  support	  the	  concept	  that	  

clients	  are	  aware	  of	  or	  motivated	  by	  varying	  levels	  of	  sophistication	  on	  the	  part	  of	  their	  

interim	  executive.	  	  Worse,	  they	  may	  not	  see	  the	  obvious	  conflict	  associated	  with	  an	  

interim	  that	  has	  motives	  other	  than	  the	  relentless	  pursuit	  of	  the	  engagement	  value	  

drivers	  including	  transparency.	  	  Similarly,	  some	  interim	  executives	  are	  oblivious	  to	  the	  

untoward	  impact	  that	  pursuing	  the	  permanent	  role	  might	  have	  on	  their	  client	  as	  their	  

real	  priority	  is	  their	  employment	  prospects.	  	  	  
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Interim	  executive	  recruitment	  is	  an	  area	  where	  an	  interim	  services	  firm	  could	  add	  

considerable	  value	  by	  managing	  the	  dynamics	  and	  expectations	  on	  both	  sides	  of	  an	  

interim	  employment	  situation.	  	  Instead	  of	  establishing	  contractual	  limitations	  on	  hiring,	  

interim	  executive	  services	  firms	  can	  better	  serve	  their	  clients	  by	  structuring	  agreements	  

that	  recognize	  that	  their	  client	  might	  develop	  a	  desire	  to	  engage	  their	  resource	  in	  a	  high	  

percentage	  of	  cases.	  	  A	  better	  solution	  to	  this	  problem	  would	  be	  to	  structure	  a	  contract	  

that	  proactively	  establishes	  a	  process	  including	  fees	  that	  would	  be	  associated	  with	  the	  

client	  hiring	  their	  interim	  executive.	  	  To	  avoid	  these	  conflicts,	  a	  well-‐advised	  decision	  

maker	  could	  stipulate	  up	  front	  that	  any	  interim	  executive	  by	  definition	  will	  not	  be	  

considered	  for	  the	  permanent	  job.	  	  Sometimes	  a	  client	  or	  interim	  executive	  will	  still	  

decide	  to	  pursue	  each	  other.	  	  In	  fact	  the	  literature	  and	  this	  research	  indicate	  that	  

approximately	  35%	  of	  the	  time,	  the	  client	  and	  interim	  executive	  end	  up	  in	  an	  

employment	  relationship.	  	  This	  research	  indicated	  that	  45.5%	  of	  the	  decision	  makers	  

considered	  hiring	  their	  last	  interim	  executive	  and	  34.7%	  of	  these	  were	  successful	  in	  

getting	  their	  interim	  executive	  to	  accept	  the	  permanent	  role.	  	  If	  it	  were	  not	  for	  the	  fact	  

that	  nearly	  eighty	  two	  percent	  of	  interim	  executives	  were	  not	  interested	  in	  permanent	  

work,	  the	  percentage	  rate	  of	  conversions	  or	  hires	  would	  likely	  be	  much	  higher.	  	  A	  

conflict	  can	  be	  avoided	  as	  long	  as	  there	  is	  full	  disclosure	  on	  the	  part	  of	  all	  parties	  

regarding	  their	  intentions	  and	  that	  disclosure	  occurs	  proactively.	  	  The	  client	  needs	  to	  

know	  when	  the	  interim	  executive	  is	  interested	  in	  the	  permanent	  job	  as	  that	  candidacy	  

could	  affect	  their	  independence.	  
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Hypothesis #5 addressed how hiring executives make decisions regarding interim 

executive services (Hiring executives make their decision to engage an interim based on 

recommendations of people they trust.).  The finding that a recommendation from a 

colleague is not clearly the most common means of finding an interim executive is 

counter intuitive given industry focus placed upon peer professional networking.  While 

personal recommendations ranked highly and higher than any other choice, they did not 

rank high enough to reach the threshold of significant difference result from contacting 

an interim executive firm.  The implication of this finding is that interim executive firms 

may underestimate their high-perceived value even when compared to personal 

recommendations.  As a result, interim executive firms can benefit by focusing on 

achieving visibility among decision makers.  This concept is corroborated by the fact that 

interim executive firms are perceived to add a great deal of value to an interim 

engagement with 78.6% of the respondents to the question asking about the value 

delivered by the interim executive firm responding that there was either some additional 

value or considerable additional value provided by the firm. 

 

The outcome of Hypothesis #6 (Interim executives are most frequently engaged to 

function as change agents in the organization) was a surprise.  The fact that change agent 

was not the most common reason for engaging an interim executive was not as surprising 

as the low rankings cultural change received on two different scales of value.  A troubled 

management team is frequently characterized by a culture that has become dysfunctional 

or even toxic.  Garman & Tyler found that the fourth most common reason cited by 12% 

of decision makers for not naming a successor was that the apparent incumbent did not 



	   118 

match the culture of the organization.  Decision makers often affect executive succession 

as a means of dealing with a culture that they believe to be nonproductive.  Waldman 

studied culture in healthcare and concluded that, “It is necessary to manage the corporate 

culture of a healthcare organization to achieve sustainable change in care delivery and, 

hence, improved outcomes” (J Deane Waldman;Smith, 2003).  Waldman also noted that 

culture is as prevalent in healthcare as in a business and different organizations have 

different cultures.  Given these observations, it is unexpected to find that culture ranks 

below the median in objectives that decision makers have for an interim executive 

engagement and in the lower quartile of interim executive engagement value drivers.  

This finding may expose a lack of appreciation of the impact of culture on the 

organization and the value of having a culture conducive to achieving desired outcomes. 

 

The attribution theory of leadership and the implicit leadership theory stress strong 

leadership and mentorship in an organization.  Therefore, it is reasonable to expect that 

mentorship and skills transfer would rank very high in a decision maker’s objectives in an 

interim engagement and their perception of value provided by the interim executive.  It is 

a surprise of this research to find that in a decision maker’s objectives in an interim 

engagement that skills transfer ranks fourteenth of twenty two criteria and well below the 

mean score of engagement objective criteria.  Similarly, on the value of the engagement, 

decision makers ranked skills transfer number sixteen of twenty-two and mentorship as 

number eleven of twenty two with both results falling below the average score for value 

drivers.   
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Not only do decision makers not place a high priority on mentorship and skills transfer 

for an interim engagement, this research shows that interim executives do a poor job of 

delivering value on either of these criteria.  This is a disappointing finding for several 

reasons.  First, if decision makers were practicing appropriate leadership, they would 

prioritize mentorship and skills transfer higher in the interim engagement.  The most 

likely reason for this outcome is that during an executive transition, the organization is 

typically in disarray or turmoil and is difficult if not impossible to focus on leadership 

when the platform is on fire.  One of the characteristics of organizations that are 

experiencing difficulty is that they have compiled an unfortunately consistent record of 

bad decision-making.  Some of the characteristics of interim executives are that they are 

frequently overqualified for the job they take and that they bring skills and experience 

that the organization does not have.  For an organization to fail to fully leverage the 

resource a good interim executive represents is a failure on the part of everyone involved 

because if an organization expects to improve its decision making capability, it must 

improve the caliber of its leadership and mentorship is one of the best ways to bring 

upcoming leaders along. 

	  
Limitations 

The survey response rate of 8.6% is not as high as expected.  The response rate 

limitations, if any are largely offset by the large number of cases in the survey resulting 

in 443 valid responses which is more than enough to provide adequate power to the 

statistical testing necessary to evaluate the hypotheses.  The response rate may have been 

higher had a second follow-up been undertaken.  The first follow-up to the initial survey 
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resulted in 142 responses during the first twenty-four hours following the release of the 

follow-up email.  A second follow-up was not undertaken due to concern that 

respondents may be irritated by the follow-ups.  If a well-recognized industry association 

like the American College of Healthcare Executives had sponsored the survey, the survey 

response would have likely been much higher.  Garman and Tyler conducted a study of 

CEO’s and Board Chairs in 2004 using a mailed survey with one follow-up.  Tyler and 

Garman’s survey was sponsored by ACHE and it resulted in a response rate of 44% from 

an initial pool of 1,651 potential respondents. (Garman, 2004) 

 

Another limitation of this research is that its focus is exclusively upon decision makers.  

The perspective of the providers of interim executives is not a part of this inquiry.  

Another limitation of this research is that it does not delve into the complex relationship 

of executive recruiters, interim executives and decision makers.  The research did show 

that executive recruiters are not hostile toward interim executives and most recruiters are 

comfortable working with interim executives according to decision makers.  This is a 

question that should be explored with the recruiters. 

 

The research did reveal that recruiters are less likely than may have been thought to make 

negative recommendations concerning interim executives.  None of the respondents 

reported that an executive recruiter had either refused to work with an interim or 

discouraged the use of an interim.   The majority indicated that the recruiter either had no 

opinion about an interim executive being involved in the transition or that they 

encouraged the use of an interim.  This finding exposes an opportunity for the interim 
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executive industry and executive recruiters to work collaboratively in their joint efforts to 

deliver value during an executive succession event. 

 

The proportion of responses from board chairs was less than hoped although it was 

consistent with the proportion in the initial survey frame.  Five percent of the responses 

were from board chairs.  This resulted in small numbers in some tests.  For example, only 

seven Board members reported having a role in an interim executive decision.  Data 

sources that compile contact information on healthcare board members are virtually non-

existent.   Had Trustee Magazine elected to support this research by providing access to 

their contact data, the amount of information and insight that could have been gathered 

from healthcare system trustees would have been much higher.  

 

Recommendations for further inquiry 

This research opens an entirely new field of inquiry in healthcare administration.  A 

number of areas of potential inquiry are revealed as a result of this research.  Suggestions 

for future inquiry include the following. 

 

Internal candidates:  Focused study of the degree to which organizations use internal 

candidates to fill interim positions would be informative.  Another research question 

would be the proportion of internally selected interims that are candidates for the 

permanent role they fill.  One theory is that the use of an internal candidate can bias the 

objectivity of a search.  If the internal candidate is not selected, the probability that 

candidate will leave the organization in the next year probably increases.  What happens 
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to those candidates if they are not selected?  Is their propensity to leave the organization 

in the next twelve months different than what it would have been given the selection of a 

new CEO? 

 

Firms providing interim executives:  This research found a high-perceived incremental 

value by firms providing interim executives to the healthcare industry.  It also found a 

high concentration of firm recognition around a single firm.  Little research has been 

done on the interim services industry in terms of delineating the number, size, scale and 

scope of firms providing interim executives.  Research in this aspect of the interim 

services industry would serve to enlighten firms as to how they are perceived and how 

they can improve their value proposition to existing and potential clients.  Little is known 

about how value is perceived to be provided by interim executive services firms.  Unlike 

traditional consulting firms that have hierarchies and billable engagement of partners 

providing oversight and guidance, when an interim executive is placed by an interim 

executive services firm, there is little if any following management or supervision.  The 

firm provides billing and expense processing services and frequently endeavors to sell 

additional interims into existing engagements.  The question that has not been answered 

is how, beyond brand recognition is the interim executive firm perceived to be providing 

value to interim executive services engagements. 

 

Interim executives:  Developing a comprehensive list of interim executives would present 

a challenge.  The single professional organization in the US that indicated a focus on 

interim executives is apparently defunct.  However, the interests of the interim executive 
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industry would be well served by research focused on interim executives themselves.  

One possible construct is the Goss, Haslberger model discussed at page 21. 

 

Executive recruiters:  This research found more neutrality than was expected by decision 

makers toward the influence of executive search firms on the propensity of an 

organization to engage an interim executive.  Research should be done from the executive 

recruiter’s standpoint regarding their perception of the value brought to their clients by 

interim executives and to determine whether they believe that the involvement of an 

interim executive makes their work easier or more difficult.  It would be enlightening to 

have a better perspective on the question of whether executive search firms or their 

consultants see interim executives as potential competitors.  Cross referencing this 

research with research on the Goss, Haslberger model with focus on those interim 

executives that are using the interim executive role as a route to a permanent role would 

help to better explain whether the interests of the interim executive were seen in conflict 

by executive recruiters.  This inquiry is important because 50.6% of the respondents to 

the question about the use of a recruiter (N=168) indicated that they used executive 

recruiters. 

 

The findings related to the low ranking of culture were a surprise.  Organizations that get 

into trouble that leads to executive turnover and the demand for interim executives 

frequently have dysfunctional culture.  This leads one to expect that affecting a change in 

culture would be prioritized much higher by decision makers than the results of this 

research showed.  One of the causes of the observed low prioritization of culture as either 
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an objective or value contributing aspect of an interim engagement could be the very high 

proportion of CEOs responding to the survey.  Apparently, they do not see culture as that 

much of an issue when they are managing an executive succession event.  This is an area 

that would benefit from additional study. 

 

The ACHE reports CEO turnover in the sixteen percent per year range.  An interim 

executive is engaged in 20.7% of the cases according to the respondents to this survey.  If 

the respondent is a board member, the probability that they will pursue engagement of an 

interim executive in response to a succession event is 18.2% compared to a probability of 

a CEO pursuing an interim executive in response to turnover of 33.0%.  There is roughly 

an even split between the proportion of CEOs and CFOs that are engaged as interim 

executives.  Of the Board members responding to this research, fewer than four percent 

indicated they had been involved in the decision to engage an interim executive.  These 

data do not make sense.  One would expect the proportion of Board members involved in 

interim decisions to be much higher given the high rate of CEO turnover and the roughly 

even split of engagement of CEOs as interim executives.  Clearly, more research is 

needed to better understand these phenomena.  This research will not be easy without the 

cooperation of organizations that have access to and are willing to participate in research 

related to how the governance function of a healthcare organization deals with the 

question of interim executives when they are faced with CEO turnover. 

 

This study revealed that a large majority of decision makers that did not intend to utilize 

IES in the future were happy with their prior experience by a factor of nearly five to one.  
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Clearly, something else is motivating these decision makers to not utilize IES in the 

future.  There is no significant difference in happiness between the proportion of decision 

makers not inclined to use IES in the future and happy and those inclined to utilize IES in 

the future that were happy.  The implication of this for providers of IES is that even 

though their clients report being happy with their IES engagement, they may be strongly 

biased against the use of IES in the future.  This issue should be studied further. 

 

Decision makers report seeing incremental value provided by the firms providing 

interims. Interim executives themselves frequently report that the firm adds little if any 

value beyond finding the engagement.  Some complain about no-value added clerical 

overhead created by reporting requirements and cumbersome billing and out of pocket 

expense reimbursement systems.  Additional study of how firms are perceived by 

decision makers to provide value would be informative, especially to firms in the 

business of providing interim executive services.  

 

Of the organizations that wanted to hire the interim and were unable, in the 

overwhelming majority of cases the interim executive was not interested in permanent 

work.  This places a high proportion of cases into the sophisticated category of interim 

service provider in the Goss/Haslberger model.  The interpretation of this finding is that 

the majority of interim executives that had been in contact with the decision makers that 

answered this research were career choice professional interim executives and not in 

transition to another permanent job or filling their time with the best present option. 
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The problems associated with employing an interim executive are a small deterrent to 

decision makers’ efforts to hire them.  Thirty six percent of the decision makers in this 

survey reported having hired an interim executive in the past while 45.5% indicated that 

they had considered hiring their last interim executive.  This result could be related to the 

high level of satisfaction decision makers reported with their interim executives whether 

they found value in excess of the cost of the engagement or not.  Of the 45% that had 

considered hiring their last interim executive, 76.3% were successful.  These findings 

provide empirical evidence in support of the Goss model. 

 

The dynamics of the interim executive services industry would be better understood if 

research was conducted to empirically validate the Goss model of interim executive / 

client degree of sophistication.  Research on this model should be carried out in the 

context of the value perceived by decision makers and their propensity to decide to 

attempt to engage their interim services providers. 

 

Summary 

Prior to this research, Interim executive services in the US healthcare industry have not 

been rigorously studied.  The amount of research-based literature on interim executive 

services is very small and a lot of that research is based on non-US situations.  This lack 

of available evidence led to the development of a number of hypotheses about interim 

executive services in the US healthcare industry that ultimately were not supported by the 

data.  In several cases, the proportions of decision makers that saw value compared to 

those that did not were too close to separate.  There is a lot of management literature 
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dealing with culture and a lot of focus in management training about the development and 

maintenance of a culture that is conducive to an organization meeting its objectives.  In 

spite of this, a surprising finding of this research is that culture ranks well below 

expectation on both the decision maker’s objectives in engaging an interim executive and 

how they find value in an interim engagement.  This finding shows that there is still a lot 

of work to be done in understanding the importance of culture in the organization and the 

importance of impacting culture as a management objective, especially during a 

succession event. 

 

This research found a large proportion of decision makers with knowledge of interim 

executive services and found a favorable bias toward future utilization of interim 

executives.  The research also found that firms that place interim executives play a vital 

role in the industry and are strongly perceived by decision makers to add value to interim 

executive consultancies. 

 

Four of the six hypotheses were supported by this research.  Even the hypotheses that 

were not supported do not bear unfavorably on the interim executive services industry.  

To the contrary, they inform decision makers in ways not previously available about the 

dynamics of interim executive services in healthcare.  In addition, this research has 

illuminated a number of important areas and aspects of the interim executive services 

industry for future research.  None of this evidence existed prior to this research. 
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APPENDICES 
 

Appendix A – Key Words (MESH)  

Terms	  utilized	  in	  searches	  or	  referenced	  by	  search	  results	  
	  
Boards of directors;  

BUSINESS enterprises 

Career Mobility 

CEOs 

CHIEF executive officers 

CORPORATE culture 

Corporate governance;  

DEMAND (Economic theory) 

EMPIRICAL research 

EMPLOYEE selection 

EXECUTIVES 

Executive succession;  

Health Facility Administrators 

HUMAN capital 

INDUSTRIAL management 

INDUSTRIAL relations 

INTERIM executives 

Interim management; 

Job Description  
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LEADERSHIP 

MANAGEMENT 

PERSONNEL management 

Professional Competence 

PUBLIC administration 

Salaries & Fringe Benefits 

Succession planning;  

Supply-side economics 

TEMPORARY employees 

United States 
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Appendix B - Survey 

 
Interim	  Services	  Survey	  

	  
Dear	  ____________________	  	  ____________________,	  	  
	   (First	  Name)	  	  	  	  	  	  	  	  	  	  (Last	  Name)	  

	  
This	  is	  a	  survey	  of	  Interim	  Executive	  Services	  in	  the	  Healthcare	  Industry.	  	  You	  are	  being	  
contacted	  because	  you	  are	  an	  important	  leader	  in	  a	  healthcare	  organization.	  	  This	  is	  
extremely	  important	  work	  because	  this	  type	  of	  research	  has	  not	  been	  done	  on	  interim	  
executive	  services	  in	  the	  US	  healthcare	  industry.	  	  As	  a	  potential	  decision	  maker	  in	  cases	  
where	  your	  organization	  may	  have	  a	  need	  for	  an	  interim	  executive,	  your	  insight,	  opinion	  
and	  experience	  is	  vital	  to	  this	  work	  and	  will	  contribute	  significantly	  to	  the	  understanding	  
of	  interim	  executive	  services	  in	  the	  US	  healthcare	  industry.	  	  
	  
The	  title	  of	  this	  research	  survey	  is:	  	  The	  contribution	  of	  interim	  executives	  to	  the	  
healthcare	  industry.	  
	  
Raymond	  A.	  Snead,	  Jr.	  is	  conducting	  this	  research	  in	  partial	  fulfillment	  of	  the	  
requirements	  for	  completion	  of	  Doctor	  of	  Science	  Degree	  from	  The	  University	  of	  
Alabama	  at	  Birmingham.	  	  I	  may	  be	  contacted	  as	  follows:	  
Phone	  Number	  –	  770-‐977-‐4427	  
Email	  address	  –	  r.snead@comcast.net	  
Address:	  	  P.O.	  Box	  71413,	  Marietta,	  GA	  	  30007	  
	  
Your	  voluntary	  participation	  in	  this	  research	  is	  crucial	  in	  the	  development	  of	  the	  first	  
doctoral	  dissertation	  on	  the	  topic.	  	  All	  survey	  participants	  will	  receive	  at	  their	  option	  the	  
results	  of	  the	  survey,	  the	  dissertation	  or	  both	  via	  electronic	  distribution.	  
	  
Q	  1	  –	  Would	  you	  like	  to	  receive	  a	  copy	  of	  the	  dissertation	  based	  on	  this	  work?	  
	  

Ø YES – GO TO Q2 
Ø NO – GO TO Confidentiality statement 

	  
Q2	  –	  Please	  provide	  the	  email	  address	  you	  wish	  the	  dissertation	  to	  be	  sent	  
___________________________	  
	  

CONFIDENTIALITY:	  
	  
This	  data	  is	  collected	  for	  the	  stated	  purpose.	  	  The	  data	  will	  be	  used	  for	  subsequent	  
research	  and	  may	  be	  used	  by	  others	  for	  subsequent	  research.	  	  No	  personally	  identifiable	  
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information	  will	  ever	  be	  released.	  	  No	  information	  that	  would	  allow	  the	  identification	  of	  
the	  respondent	  or	  their	  organization	  will	  be	  released	  to	  any	  third	  parties.	  	  
	  

PARTICIPATION	  AUTOMATICALLY	  ENTERS	  YOU	  IN	  A	  DRAWING	  FOR	  PRIZES	  	  
	  
To	  encourage	  participation	  in	  the	  survey,	  we	  are	  offering	  several	  prizes.	  	  The	  prizes	  will	  
be	  awarded	  at	  the	  completion	  of	  the	  data	  gathering.	  	  You	  may	  elect	  to	  be	  notified	  of	  the	  
recipients	  of	  prizes.	  	  You	  must	  complete	  the	  entire	  survey	  in	  order	  to	  be	  eligible	  to	  win	  a	  
prize.	  	  The	  prizes	  are	  as	  follows:	  
	   	  
	   Grand	  Prize	  -‐	  A	  $100	  gift	  card	  
	  
	   First	  Prize	  –	  A	  $75	  gift	  card	  
	  
	   Second	  Prize	  –	  A	  $50	  gift	  card	  
	  
	   Third	  Prize	  –	  A	  $25	  gift	  card	  
	  
Q3	  –	  Do	  you	  wish	  to	  be	  notified	  of	  the	  prizewinners?	  
	   YES	  –	  GOTO	  Q4	  
	   NO	  –	  GOTO	  Definition	  of	  an	  Interim	  Executive	  
	   	   	  
Q4	  –	  Please	  provide	  the	  email	  address	  you	  wish	  the	  notification	  to	  go	  to	  	  
__________________________	  
	  

Executive	  Turnover	  
	  
Executive	  turnover	  can	  be	  an	  expensive,	  trying	  experience	  for	  an	  organization,	  especially	  
if	  it	  is	  unplanned.	  	  We	  would	  like	  to	  know	  more	  about	  how	  you	  approach	  a	  turnover	  
event,	  and	  what	  is	  important	  to	  you	  in	  the	  executive	  succession	  process.	  
	  
Q5	  –	  What	  caused	  your	  last	  executive	  turnover	  event?	  
	   The	  incumbent	  retired	  
	   The	  incumbent	  left	  voluntarily;	  another	  job,	  etc.	  
	   The	  incumbent	  became	  incapacitated	  (sick	  or	  dead)	  
	   The	  organization	  outgrew	  the	  capabilities	  of	  the	  incumbent	  
	   The	  incumbent	  was	  terminated	  by	  the	  organization	  for	  cause	  
	  

Executive	  succession	  priorities	  
	  
Q6	  –	  What	  are	  your	  organizational	  concerns	  when	  you	  experience	  turnover?	  
	  
(Using	  a	  Likert	  Scale	  as	  follows)	   	  
	   	   1	  –	  Not	  an	  issue	  
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	   	   2	  –	  An	  issue	  
	   	   3	  –	  An	  important	  issue	  
	   	   4	  –A	  mission	  critical	  issue	  
	  

Ø Financial performance 

Ø Operational performance 

Ø Sustenance of direction and momentum though the transition 

Ø Completion or carrying-on of major projects or initiatives 

Ø Mentorship 

Ø Rapid response to our needs 

Ø Objectivity and transparency 

Ø Recruitment of permanent replacement 

Ø Solving difficult problems 

Meeting	  your	  needs	  during	  a	  transition	  
	  
Q7	  –	  To	  what	  degree	  were	  you	  able	  to	  meet	  your	  organizational	  needs	  during	  the	  
transition?	  
	  
(Using	  a	  Likert	  Scale	  as	  follows)	   	  
	   	   1	  –	  We	  are	  significantly	  worse	  off	  
	   	   2	  –	  We	  lost	  ground	  
	   	   3	  –	  We	  maintained	  our	  position	  
	   	   4	  –We	  made	  slight	  improvement	  
	   	   5	  –	  We	  are	  much	  better	  off	  
	  

Ø Financial performance 

Ø Operational performance 

Ø Maintain direction and momentum though the transition 

Ø Completion or carrying-on of major projects or initiatives 

Ø Mentorship for executive track employees 

Ø Rapid response to organizational needs 

Ø Maintaining objectivity and transparency 

Ø Recruitment of replacement executive 

Ø Solving difficult problems 

Addressing	  a	  succession	  event	  
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Q8	  –	  How	  do	  you	  address	  succession	  transition?	  (Check	  as	  many	  as	  apply)	  

Ø We make do without filing the role on an interim basis 

Ø We use existing personnel to fill the role 

Ø We ask for help from our business partners 

Ø We see consultants for help 

Ø We look for interim support 

Ø Other (please specify) 

	  
Q9	  –	  Does	  your	  organization	  have	  a	  succession	  plan?	  

Ø YES 

Ø NO 

	  
Succession	  planning	  

	  
Q10	  –	  Which	  executives	  are	  covered	  by	  your	  succession	  plan?	  

Ø CEO – Chief Executive Officer 

Ø COO –Chief Operating Officer 

Ø CFO – Chief Financial Officer 

Ø CNO – Chief Nursing Officer 

Ø CMO – Chief Medical Officer 

Ø CIO – Chief Information Officer 

Ø Other (please specify) 

	  
Replacing	  key	  executives	  
	  
Q11	  –	  What	  percentage	  of	  your	  direct	  reports	  do	  you	  think	  you	  could	  replace	  with	  
people	  already	  in	  the	  organization?	  

Ø We can replace anyone with internal resources 

Ø We can replace most of our executives with internal resources 

Ø We can replace half of our executives with internal resources 

Ø We can replace less than half of our executives with internal resources 

Ø We do not have the capability to replace any of our executives internally 
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Q12	  –	  On	  average,	  how	  long	  do	  you	  think	  it	  would	  take	  to	  replace	  your	  key	  executives?	  
	  
(Using	  a	  Likert	  Scale	  as	  follows)	   	  
	   	   1	  –	  Less	  than	  1	  month	  
	   	   2	  –	  1	  -‐3	  months	  
	   	   3	  –	  3	  -‐	  6	  months	  
	   	   4	  –6	  -‐9	  months	  
	   	   5	  –	  Over	  9	  months	  
	   	   6	  –	  We	  do	  not	  have	  this	  position	  
	  

Ø CEO – Chief Executive Officer 

Ø COO –Chief Operating Officer 

Ø CFO – Chief Financial Officer 

Ø CNO – Chief Nursing Officer 

Ø CMO – Chief Medical Officer 

Ø CIO – Chief Information Officer 

	  
Definition	  of	  an	  Interim	  Executive.	  

	  
An	  Interim	  Executive	  is	  defined	  as	  a	  temporary	  executive	  who	  assumes	  the	  role	  of	  a	  full	  
time	  executive	  in	  a	  healthcare	  organization	  during	  an	  executive	  turnover	  event.	  	  For	  the	  
purpose	  of	  this	  research,	  we	  define	  an	  Executive	  as	  the	  CEO	  or	  a	  direct	  report	  to	  the	  
CEO	  of	  the	  organization.	  
	  
Interim	  Executives	  are	  different	  from	  consultants	  in	  several	  important	  ways:	  

v The interim executive works on-site on a full time basis.  A consultant comes and 
goes. 

v The Interim Executive frequently has signatory and/or implementation authority.  
A consultant that typically makes recommendations only. 

v The interim executive acts in the capacity of an employee by maintaining the 
strategic direction and momentum of the organization during the transition and 
not just ‘occupying the seat.’ 

v The Interim Executive is immediately available and can be on-site usually in a 
matter of a few days. 

 

The	  typical	  decision	  maker	  for	  Interim	  Executive	  Services	  as	  defined	  is	  the	  Chief	  
Executive	  Officer	  unless	  the	  opening	  is	  the	  CEO	  in	  which	  case,	  the	  decision	  making	  body	  
is	  the	  Board	  of	  Directors.	  
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SURVEY	  
	  
Thinking	  of	  your	  role	  in	  past	  executive	  turnover	  situations,	  please	  answer	  the	  following	  
questions:	  
	  
Q13	  –	  How	  would	  you	  assess	  your	  expertise	  on	  interim	  executive	  services?	  
	  

Ø I have never heard of interim executive services 

Ø I have heard of interim executive services but know little about the industry 

Ø I am knowledgeable about interim executive services 

Ø I have some experience with interim executive services (1-2 engagements) 

Ø I am experienced with interim executive services (3 or more engagements) 

	  
Q14	  –	  Does	  your	  succession	  plan	  anticipate	  the	  use	  of	  an	  interim	  executive	  in	  the	  event	  
of	  executive	  turnover?	  
	   YES	  
	   NO	  
	  
Q15	  –	  Have	  you	  been	  involved	  in	  a	  decision	  about	  the	  use	  of	  an	  interim	  executive?	  
	   YES	  
	   NO	  
	  
Q16	  –	  Do	  you	  know	  any	  decision	  makers	  who	  have	  utilized	  interim	  executives	  in	  the	  
past?	  
	   YES	  
	   NO	  
	  
Q17	  –	  Have	  you	  utilized	  an	  interim	  executive	  before?	  
	   YES	  
	   NO	  
	  
Q18	  –	  How	  likely	  would	  you	  be	  to	  use	  interim	  executive	  services	  in	  the	  future?	  

Ø  I would never consider using an interim executive 

Ø  I am biased against using an interim executive 

Ø  I am neutral on the subject 

Ø  I would be inclined to use an interim executive 

Ø  My first response to turnover would be to seek an interim executive 
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Q19	  –	  Have	  you	  considered	  an	  interim	  executive	  but	  decided	  to	  NOT	  engage	  them?	  
	   YES	  
	   NO	  
	  
Q20	  –	  Why	  did	  you	  choose	  not	  to	  engage	  an	  interim	  executive?	  

Ø  We felt they were too expensive 

Ø  We believed we could manage the transition without outside assistance 

Ø  We were unable to find an executive to fill our need 

Ø  We were advised against using an interim executive 

Ø  Other (please specify) 

	  
Q21	  –	  Who	  advised	  you	  to	  not	  use	  an	  interim	  executive?	  

Ø An executive recruiter 

Ø Our organizational leadership 

Ø A consultant (other than an executive recruiter) 

Ø A colleague 

Ø Other (please specify) 

	  
Q22	  -‐	  How	  many	  Interim	  Executives	  have	  you	  engaged	  over	  the	  past	  5	  years?	  

Ø 0 

Ø 1 

Ø 2 

Ø 3 

Ø 4 

Ø 5 or more 

About	  your	  last	  interim	  executive	  
	  
In	  this	  section	  of	  the	  survey,	  we	  are	  going	  to	  ask	  several	  questions	  about	  the	  LAST	  
interim	  executive	  you	  engaged.	  	  If	  you	  have	  engaged	  multiple	  interim	  executives,	  we	  are	  
interested	  in	  the	  last	  on	  you	  worked	  with.	  
	  
Q23	  -‐	  What	  was	  the	  title	  of	  the	  position	  the	  Interim	  Executive	  filled?	  
	  

Ø CEO – Chief Executive Officer 

Ø COO – Chief Operating Officer 
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Ø CFO – Chief Financial Officer 

Ø CNO – Chief Nursing Officer 

Ø Other  (Specify) ______________________ 

	  
Q24	  –	  What	  was	  the	  year	  of	  your	  last	  interim	  engagement?	  
i.e.	  2010	  __________________	  
	  
Q25	  -‐	  What	  was	  the	  length	  of	  the	  Interim	  Engagement	  in	  months?	  ________________	  
	  
Q26	  -‐	  How	  was	  the	  Interim	  Executive	  found?	  
	  

Ø I called the interim executive I used before – GOTO Q29 

Ø I called an interim executive firm – GOTO Q27 

Ø I got a recommendation from a colleague – GOTO Q29 

Ø I got a recommendation from a trusted advisor, accountant, consultant, financial 

advisor, etc. – GOTO Q29 

Ø Other  (Specify) _________________ – GOTO Q29 

	  
Interim	  firms	  

	  
Q27	  –	  Which	  interim	  services	  firm	  did	  you	  use?	  
	  

Ø Tatum 

Ø B.E. Smith 

Ø FTI Consulting 

Ø Huron  

Ø Tatum 

Ø War Bird 

Ø Hunter Partners 

Ø Other (Specify):  __________________________ 

	  
Q28	  -‐	  Do	  you	  believe	  the	  FIRM	  added	  value	  to	  the	  Interim	  Executive	  engagement?	  
	  

Ø The firm added considerable value 
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Ø The firm added some value 

Ø The firm had no effect on the value of the Interim Executive to our organization 

Ø The firm increased our cost and added no value 

Ø The firm detracted from the value of the Interim Executive to our organization 

	  
Q29	  -‐	  Were	  you	  happy	  with	  the	  Interim	  Executive	  consultancy	  overall?	  
	   YES	  
	   NO	  
	  

Your	  objectives	  in	  the	  interim	  executive	  engagement	  
	  
The	  next	  two	  questions	  address	  your	  OBJECTIVES	  compared	  to	  what	  was	  DELIVERED	  by	  
the	  interim	  executive.	  
	  
Q30	  -‐	  What	  were	  your	  OBJECTIVES	  in	  seeking	  an	  interim	  executive?	  	  	  
Answer	  each	  question	  based	  on	  the	  degree	  to	  which	  you	  feel	  the	  interim	  added	  value.	  	  
The	  next	  question	  will	  address	  how	  well	  the	  interim	  executive	  met	  your	  OBJECTIVES	  
	  
(Using	  a	  Likert	  Scale	  as	  follows)	   	  
	   	   1	  –	  No	  need	  
	   	   2	  –	  Minimal	  need	  
	   	   3	  –	  Significant	  need	  
	   	   4	  –	  Major	  need	  
	   	   5	  –	  Mission	  critical	  
	  

Ø Getting someone overqualified for the job 

Ø Getting someone on-site promptly  

Ø Rapid assimilation to the organization 

Ø Timely and accurate assessment of the situation 

Ø Reduction of risk of problems during the transition 

Ø Improved the financial performance of the organization 

Ø Improved the operational performance of the organization – increased efficiency * 

Ø Sustenance of organization direction and momentum through the transition 

Ø Completion or carrying-on of major projects or initiatives 

Ø Restoration of faith and trust in the organization 

Ø Improved objectivity and transparency 
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Q31	  –	  Just	  a	  few	  more	  questions	  about	  your	  OBJECTIVES	  in	  engaging	  an	  interim	  
executive	  
	  
(Using	  a	  Likert	  Scale	  as	  follows)	   	  
	   	   1	  –	  No	  need	  
	   	   2	  –	  Minimal	  need	  
	   	   3	  –	  Significant	  need	  
	   	   4	  –	  Major	  need	  
	   	   5	  –	  Mission	  critical	  
	  

Ø Expert guidance through a difficult transition 

Ø Facilitated skills transfer to the organization prior to leaving * 

Ø Served as an effective cultural change agent 

Ø Support of the recruitment process 

Ø Helped better define the skills, personality and experience of the permanent 

candidate 

Ø Support of the on-boarding process of the permanent candidate 

Ø Solved Difficult problems * 

Ø Brought new ideas to our organization * 

Ø Brought us experience and skill we did not have * 

Ø Stayed clear of company politics * 

	  
Editorial	  comment:	  	  Questions	  marked	  with	  an	  asterisk	  (*)	  are	  included	  to	  gather	  data	  to	  
cross	  validate	  Inkson’s	  survey	  of	  value	  indicators	  (Inkson,	  2001).	  
	  

How	  value	  was	  provided	  by	  the	  interim	  executive	  
	  
How	  the	  interim	  executive	  did	  on	  their	  engagement	  in	  your	  organization.	  	  How	  they	  
provided	  value.	  
	  
Q32	  –	  Now	  we	  want	  to	  know	  how	  the	  interim	  executive	  did	  during	  their	  engagement.	  	  
Answer	  each	  question	  based	  on	  the	  degree	  to	  which	  you	  feel	  the	  interim	  added	  value.	  
	  
(Using	  a	  Likert	  Scale	  as	  follows)	   	  
	   	   1	  –	  Added	  no	  value	  
	   	   2	  –	  Added	  some	  value	  
	   	   3	  –	  No	  effect	  of	  value	  
	   	   4	  –	  Added	  significant	  value	  
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	   	   5	  –	  The	  most	  valuable	  aspect	  of	  the	  Interim	  Executive	  engagement	  
	  

Ø The interim executive was overqualified for the job 

Ø Prompt response to the identified need 

Ø Rapid assimilation to the organization 

Ø Timely and accurate assessment of the situation 

Ø Reduction of risk of problems during the transition 

Ø Improved the financial performance of the organization 

Ø Improved the operational performance of the organization – increased efficiency * 

Ø Sustenance of organization direction and momentum through the transition 

Ø Completion or carrying-on of major projects or initiatives 

Ø Restoration of faith and trust in the organization 

Ø Improved objectivity and transparency 

	  
Editorial	  comment:	  	  Questions	  marked	  with	  an	  asterisk	  (*)	  are	  included	  to	  gather	  data	  to	  
cross	  validate	  Inkson’s	  survey	  of	  value	  indicators	  (Inkson,	  2001).	  
	  
Q33	  –	  Just	  a	  few	  more	  questions	  about	  the	  VALUE	  provided	  by	  the	  interim	  executive	  
	  
(Using	  a	  Likert	  Scale	  as	  follows)	   	  
	   	   1	  –	  Added	  no	  value	  
	   	   2	  –	  Added	  some	  value	  
	   	   3	  –	  No	  effect	  of	  value	  
	   	   4	  –	  Added	  significant	  value	  
	   	   5	  –	  The	  most	  valuable	  aspect	  of	  the	  Interim	  Executive	  engagement	  
	  

Ø Expert guidance through a difficult transition 

Ø Provided mentorship to existing staff 

Ø Facilitated skills transfer to the organization prior to leaving * 

Ø Effective cultural change agent 

Ø Support of the recruitment process 

Ø Helped better define the skills, personality and experience of the permanent 

candidate 

Ø Support of the on-boarding process of the permanent candidate 

Ø Solved Difficult problems * 
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Ø Brought new ideas to our organization * 

Ø Brought us experience and skill we did not have * 

Ø Stayed clear of company politics 

Editorial	  comment:	  	  Questions	  marked	  with	  an	  asterisk	  (*)	  are	  included	  to	  gather	  data	  to	  
cross	  validate	  Inkson’s	  survey	  of	  value	  indicators	  (Inkson,	  2001).	  
	  
Q34	  -‐	  Do	  you	  feel	  the	  Interim	  Executive	  maintained	  the	  direction	  and	  momentum	  of	  
your	  organization	  during	  the	  transition?	  
	  

Ø We are in a worse situation now than we were before we engaged the Interim 

Executive 

Ø The Interim Executive did no harm 

Ø The Interim Executive maintained the status quo 

Ø The interim Executive made modest improvements  

Ø We are much better off than we would have been without the Interim Executive 

	  
Q35	  -‐	  What	  was	  the	  overall	  impact	  of	  the	  Interim	  on	  your	  organization?	  
	  

Ø The impact was very detrimental 

Ø The impact was of no consequence 

Ø The impact was favorable 

Ø The impact was very favorable 

	  
Q36	  -‐	  Have	  you	  ever	  hired	  an	  interim	  executive	  to	  fill	  the	  permanent	  position?	  
	  
	   YES	  
	   NO	  
	  
Q37	  -‐	  Did	  you	  consider	  hiring	  the	  last	  interim	  executive	  on	  a	  permanent	  basis?	  	  
	  
	   YES	  
	   NO	  
	  
Q38	  -‐	  Were	  you	  able	  to	  hire	  the	  interim	  executive?	  
	  
	   YES	  –	  GOTO	  Q40	  
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	   NO	  
	  
Q39	  -‐	  Why	  were	  unable	  to	  hire	  the	  interim	  executive?	  
	  

Ø Hiring was prohibited by our agreement with the interim firm 

Ø The interim executive was not interested in permanent work 

Ø We decided not to hire the interim executive following our investigation of their 

background 

Ø We could not agree on terms 

Ø Other (please specify) 

	  
The	  value	  of	  the	  interim	  executive	  engagement	  

	  
Q40	  -‐	  How	  do	  you	  feel	  about	  the	  cost	  (professional	  fees	  and	  out	  of	  pocket	  expenses)	  of	  
the	  Interim	  Executive	  engagement?	  
	  

Ø The cost was excessive given the value provided 

Ø The cost exceed the value 

Ø The cost was not a big consideration 

Ø The cost was high but equivalent or higher value was provide 

Ø Value was provided that was multiples of the cost 

	  
Q41	  -‐	  Do	  you	  believe	  you	  have	  a	  better	  permanent	  executive	  than	  you	  would	  have	  had	  
without	  the	  assistance	  of	  the	  Interim	  Executive?	  
	  
	   YES	  
	   NO	  
	  
	  
Q42	  -‐	  When	  you	  had	  your	  most	  recent	  executive	  turnover,	  did	  you	  engage	  an	  executive	  
recruiter	  to	  fill	  the	  position?	  
	  
	   YES	  
	   NO	  –	  GOTO	  Q45	  
	  

Executive	  Recruiter	  
	  
Q43-‐	  What	  executive	  recruiter	  did	  you	  use?	  
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Ø Cejka Search 

Ø Korn Ferry 

Ø Tyler & Company 

Ø Witt / Kieffer 

Ø Other (please specify) ______________________ 

	  
Q44	  -‐	  Did	  the	  executive	  recruiter	  make	  a	  recommendation	  relative	  to	  Interim	  Executive	  
Services?	  
	  

Ø The recruiter refused to work with an Interim Executive 

Ø The recruiter discouraged the use of an Interim Executive 

Ø The recruiter had no opinion of or did not discuss an Interim Executive 

Ø The recruiter encouraged the use of an Interim Executive 

	  
Demographic	  information	  and	  general	  questions	  

	  
We	  have	  just	  a	  few	  more	  questions.	  
	  
Q45	  -‐	  What	  is	  your	  role	  in	  the	  organization?	  
	  

Ø Board Chair 

Ø Board member 

Ø CEO 

Ø Other (please specify):  ____________________ 

	  
Q46	  -‐	  How	  many	  staffed	  beds	  are	  in	  your	  organization?	  __________	  
	  
Q47	  -‐	  What	  type	  of	  organization	  do	  you	  serve?	  
	  

Ø For profit 

Ø Not-for-profit community 

Ø Not-for-profit religious affiliated 

Ø Governmental 

Ø Other (Specify) ______________________ 
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All	  done!	  
	  
Thank	  you	  for	  taking	  the	  time	  to	  provide	  data	  for	  our	  survey.	  	  If	  you	  asked	  for	  a	  copy	  of	  
the	  work	  product,	  please	  be	  patient,	  it	  will	  take	  several	  months	  to	  complete	  the	  
research	  and	  compile	  the	  results.	  
	  
Prizewinners	  will	  be	  notified	  as	  soon	  as	  data	  collection	  is	  complete.	  
	  
The	  dissertation	  will	  be	  distributed	  to	  those	  requesting	  it	  upon	  completion	  of	  the	  data	  
analysis	  which	  could	  take	  four	  months	  or	  more	  
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Appendix C – ACHE CEO Turnover Data 

 
Year	   Turnover	   HCOs	  

1981	   14%	   5,687	  
1982	   14%	   5,678	  
1983	   13%	   5,672	  
1984	   15%	   5,665	  
1985	   16%	   5,651	  
1986	   17%	   5,626	  
1987	   18%	   5,583	  
1988	   18%	   5,526	  
1989	   16%	   5,454	  
1990	   13%	   5,398	  
1991	   17%	   5,294	  
1992	   15%	   5,198	  
1993	   14%	   5,030	  
1994	   14%	   5,045	  
1995	   17%	   4,940	  
1996	   16%	   4,928	  
1997	   16%	   4,842	  
1998	   17%	   4,780	  
1999	   18%	   4,744	  
2000	   17%	   4,689	  
2001	   15%	   4,624	  
2002	   14%	   4,602	  
2003	   14%	   4,569	  
2004	   16%	   4,566	  
2005	   14%	   4,512	  
2006	   15%	   4,546	  
2007	   15%	   4,496	  
2008	   14%	   4,520	  
2009	   18%	   4,582	  
2010	   16%	   4,567	  
2011	   16%	   4,542	  

 
Source:  (ACHE, 2012) 
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Appendix D – Survey frame variables 

	  
	   	  

# Question SPSS Type Category Type Variable Name Description Comment Testing 
Hypothesis 

1  Scale  Integer Case Initial case number 
from the data source  	  

2  Nominal 
Variable Information 

Variable Position Label Measurement 
Level 

Role Column Width Alignment Print Format Write Format 

Case 1 Case # from 
initial data 

Scale Input 6 Right F3 F3 

HospitalName 2 Hospital Name Nominal Input 31 Left A84 A84 

FirmType 3 Incomplete - 
Not used 

Nominal Input 6 Left A13 A13 

HospitalType 4 Facility type Nominal Input 22 Left A45 A45 

REV_Provider_NO 5 Provider 
Number 

Scale Input 8 Right F6 F6 

ExecutiveName 6 
Executive full 
name Nominal Input 18 Left A24 A24 

FirstName 7 First Name Nominal Input 9 Left A10 A10 
LName 8 Last Name Nominal Input 14 Left A14 A14 
Title 9 Title Nominal Input 37 Left A75 A75 
Title2 10 Edited Titles Nominal Input 22 Left A80 A80 
DirectPhone 11 <none> Nominal Input 13 Left A26 A26 
LocationPhone 12 <none> Nominal Input 17 Left A12 A12 
Email 13 Email Address Nominal Input 40 Left A40 A40 

NumberofStaffedBeds 14 
Definitive HC # 
staffed beds Scale Input 8 Right F6 F6 

PositionLevel 15 CEO or Board 
Chair Nominal Input 11 Left A18 A18 

FunctionalGroup 16 Long Position 
level 

Nominal Input 31 Left A39 A39 

Address 17 Street Address Nominal Input 33 Left A33 A33 
City 18 Ctiy Nominal Input 13 Left A20 A20 
State 19 State Nominal Input 7 Left A7 A7 
ZipCodeREV 20 Zip Code Scale Input 8 Right F5 F5 
Network 21 System name Nominal Input 7 Left A27 A27 
Website 22 Web Site Nominal Input 6 Left A105 A105 

Position 23 
Case # from 
initial data Scale Input 6 Right F3 F3 

BSG 24 BedSizeGroup Nominal Input 10 Right F8.2 F8.2 

BSG2 25 
AHA Compliant 
Bed Size 
Groups 

Ordinal Input 10 Right F5 F5 

Zone 26 Time Zone Nominal Input 10 Right F8.2 F8.2 
Indicator of 

 String HospitalName Hospital Name  	  
3  Nominal  String FirmType Organization Type From data source – Incomplete, 

not used 	  
4  Nominal  String HospitalType The type of 

organization Short term acute, Long term, 
VA, etc. 	  

5  Nominal  Integer Rev_Provider_NO Medicare Provider 
Number  	  

6  Nominal  String ExecutiveName Full Name of executive  	  
7  Nominal  String FirstName Executive’s first name  	  
8  Nominal  String LastName Executive’s last name  	  
9  Nominal  String Title Executive title Title from initial data source 	  

10  Nominal  String Title2 Executive title Edited title 	  
11  Nominal  String DirectPhone DID phone number  	  
12  Nominal  String LocationPhone Organization phone 

number  	  
13  Nominal  String Email Respondent’s email 

address  	  
14  Scale  Integer NumberofStaffedBeds Number of staffed beds As reported by data source 	  
15  Nominal  String PositionLevel Role Indicator CEO or Board of Directors 	  
16  Nominal  String FunctionalGroup Role Indicator Long text function or role 

description 	  
17  Nominal  String Address Street Address  	  
18  Nominal  String City City  	  
19  Nominal  String State State Used to determine time zone 	  
20  Scale  String ZipCodeREV Zip Code  	  
21  Nominal  String Network Network affiliation if any Not used 	  
22  Nominal  String Website Organization’s web site  	  
23  Scale  Integer Position Case number from 

initial data  	  
24  Nominal  Integer BSG Bed Size Grouping 

variable Used to stratify data by 
organization size 	  

25  Ordinal  Integer BSG2 Bed Size Grouping 
variable Bed size grouping compliant 

with AHA stratification 	  
26  Nominal  Integer Zone Time Zone Ascertained from State 	  
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# Que
stio

n 

SPSS Type Category Type Variable Name Description Comment Testing 
Hypothesis	  

27  Ordinal  Integer PrimaryLast Indicator of each last 
matching case as 
primary 

Binary 1,0 	  
28  Nominal  String  Reply Respondent email 

response The text of any response from a 
respondent 	  

29  Scale  String RespondentID Respondent 
identification from 
SurveyMonkey 

 	  
30  Scale  Rational CollectorID SurveyMonkey 

Collector ID  	  
31  Scale  Date/Time StartDate Survey start date  	  
32  Scale  Date/Time EndDate Survey end date  	  
33  Nominal  String IPAddress IP Address of 

respondent  	  
34  Nominal  String FName First name Parsed first name used in email 

invitation 	  
35  Nominal  String LastName Last name Parsed last name used in email 

invitation 	  
36  Nominal  String CustomData Job title Parsed job title used in email 

invitation 	  
37 1 Nominal Not Applicable Categorical - Binary Q1_XC_Dissertation Does the recipient want 

the results Not a part of data collection 	  
38 2 Scale Not Applicable String Q2_Email_Dissertation The email address to 

be used for the results 	   	  
39 3 Scale Not Applicable Categorical - Binary Q3_Notify_of_Winner Notification of prize 

winner 1 if yes 	  
40 4 Scale Not Applicable String Q4_Email_Notification The email address to 

be 
used for the prizes 

	   	  
41 5 Nominal Not-Applicable Categorical Q5_Turonver_Cause The cause of the last 

turnover event   

42 6a Scale  Categorical Q6A_TRN_FP Financial performance 
turnover concern Not an issue, An issue, An 

important issue, A mission 
critical issue 

 

43 6b Scale  Categorical Q6B_TRN_OP Operational 
performance turnover 
concern 

Not an issue, An issue, An 
important issue, A mission 
critical issue 

 

44 6c Scale  Categorical Q6C_TRN_DIR Sustain direction 
through a transition 
event 

Not an issue, An issue, An 
important issue, A mission 
critical issue 

 

45 6d Scale  Categorical Q6D_TRN_PROJ Complete projects 
through transition Not an issue, An issue, An 

important issue, A mission 
critical issue 

 

46 6e Scale  Categorical Q6E_TRN_Mentor Mentorship during 
transition Not an issue, An issue, An 

important issue, A mission 
critical issue 

 

47 6f Scale  Categorical Q7F_TRN_Response Rapid response to 
needs Not an issue, An issue, An 

important issue, A mission 
critical issue 

 

48 6g Scale  Categorical Q6G_TRN_Transparent Objectivity and 
transparency during 
turnover 

Not an issue, An issue, An 
important issue, A mission 
critical issue 

 

49 6h Scale  Categorical Q6H_TRN_Recruit Recruitment support Not an issue, An issue, An 
important issue, A mission 
critical issue 

 

50 6i Scale  Categorical Q6I_TRN_PROB Problem solving during 
transition Not an issue, An issue, An 

important issue, A mission 
critical issue 
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# Que
stio

n 

SPSS Type Category Type Variable Name Description Comment Testing 
Hypot
hesis 

51 7a Nominal  Categorical Q7A_MET_FP Met financial 
performance We are significantly worse off, 

we lost ground, we 
maintained our position, we 
made slight improvement, we 
are much better off 

 

52 7b Nominal  Categorical Q7B_MET_OP Met operational 
performance We are significantly worse off, 

we lost ground, we 
maintained our position, we 
made slight improvement, we 
are much better off 

 

53 7c Nominal  Categorical Q7C_MET_DIR Met maintained 
direction We are significantly worse off, 

we lost ground, we 
maintained our position, we 
made slight improvement, we 
are much better off 

 

54 7 Nominal  Categorical Q7D_MET_PROJ Met maintained 
projects We are significantly worse off, 

we lost ground, we 
maintained our position, we 
made slight improvement, we 
are much better off 

 

55 7e Nominal  Categorical Q7E_MET_Mentor Met mentorship 
objective We are significantly worse off, 

we lost ground, we 
maintained our position, we 
made slight improvement, we 
are much better off 

 

56 7f Nominal  Categorical Q7F_MET_Resonse Met response objective We are significantly worse off, 
we lost ground, we 
maintained our position, we 
made slight improvement, we 
are much better off 

 

57 7g Nomnial  Categorical Q7G_MET_Transparency Met transparency 
objective We are significantly worse off, 

we lost ground, we 
maintained our position, we 
made slight improvement, we 
are much better off 

 

58 7h Nominal  Categorical Q7H_MET_Recruit Met recruitment 
objective We are significantly worse off, 

we lost ground, we 
maintained our position, we 
made slight improvement, we 
are much better off 

 

59 7i Nominal  Categorical Q7I_MET_Prob Met problem solving 
objective We are significantly worse off, 

we lost ground, we 
maintained our position, we 
made slight improvement, we 
are much better off 

 

60 8a Nominal  Categorical Q8A_ADDR_MAKEDO Makes do without filling 
an interim role How do you address a 

succession transition? 
 

61 8b Nominal  Categorical Q8B_ADDR_EXISTING Uses existing 
employees How do you address a 

succession transition? 
 

62 8c Nominal  Categorical Q8C_ADDR_Help Obtains help from 
partners How do you address a 

succession transition? 
 

63 8d Nominal  Categorical Q8D_ADDR_Consultant Obtains help from 
consultants How do you address a 

succession transition? 
 

64 8e Nominal  Categorical Q8E_ADDR_Interim Obtains help from 
interim executive How do you address a 

succession transition? 
 

65 8f Nominal  Categorical Q8F_ADDR_Other Other means of 
obtaining help How do you address a 

succession transition? 
 

66 9 Nominal  Binary – Y/N Q9_Success_Plan Does the organization 
have a succession plan   

67 10a Nominal  Categorical Q10A_Plan_CEO Succession plan covers 
CEO   
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# Que
stio

n 

SPSS Type Category Type Variable Name Description Comment Testing 
Hypot
hesis 

68 10b Nominal  Categorical Q10B_Plan_COO Succession plan covers 
COO   

69 10c Nominal  Categorical Q10C_Plan_CFO Succession plan covers 
CFO   

70 10d Nominal  Categorical Q10D_Plan_CNO Succession plan covers 
CNO   

71 10e Nominal  Categorical Q10E_Plan_CMO Succession plan covers 
CMO   

72 10f Nominal  Categorical Q10F_Plan_CIO Succession plan covers 
CIO   

73 10g Nominal  String Q10G_Plan_Other Others covered by the 
succession plan   

74 11 Nominal  Likert Q11_PCT_REPL Percentage of direct 
reports that can be 
replaced with existing 
staff 

Anyone, most of our 
executives, half of our 
executives, less than half, do 
not have the capacity to 
replace anyone 

 

75 12a Nominal  Likert Q12A_REPL_CEO Time to replace the 
CEO Less than 1 month, 1-3 

months, 3-6 months, 6-9 
months, over 9 months, we 
do not have this position 

 

76 12b Nominal  Likert Q12B_REPL_COO Time to replace the 
COO Less than 1 month, 1-3 

months, 3-6 months, 6-9 
months, over 9 months, we 
do not have this position 

 

77 12c Nominal  Likert Q12C_REPL_CFO Time to replace the 
CFO Less than 1 month, 1-3 

months, 3-6 months, 6-9 
months, over 9 months, we 
do not have this position 

 

78 12d Nominal  Likert Q12D_REPL_CNO Time to replace the 
CNO Less than 1 month, 1-3 

months, 3-6 months, 6-9 
months, over 9 months, we 
do not have this position 

 

79 12e Nominal  Likert Q12E_REPL_CIO Time to replace the 
CIO Less than 1 month, 1-3 

months, 3-6 months, 6-9 
months, over 9 months, we 
do not have this position 

 

80 12f Nominal  Likert Q12F_REPL_CMO Time to replace the 
CMO Less than 1 month, 1-3 

months, 3-6 months, 6-9 
months, over 9 months, we 
do not have this position 

 

81 13 Ordinal  Likert Q13_EXP_IntSVC Expertise with interim 
services Never heard of IES, heard but 

know little, knowledgeable, 1-
2 engagements, >3 
engagements 

1 

82 14 Nominal  Binary – Y/N Q14_SC_Plan_Interim Succession plan call for 
IES?   

83 15 Nominal  C Q15_Dec_Interim Respondent involved in 
an IES decision?   

84 16 Nominal  Binary – Y/N Q16_Dec_Util Know decision makers 
that utilized IES in the 
past 

  

85 17 Nominal  Binary – Y/N Q17_UTIL_Interim Utilized IES before?  1, 2 

86 18 Ordinal  Likert Q18_Likely_IE How likely to use IES in 
the future? Never, biased against, 

neutral, inclined, first 
response 

1, 2, 3, 
4, 5 

87 19 Nominal  Binary – Y/N Q19_Consider_Interim Considered interim but 
decided against   
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# Que
stio

n 

SPSS 
Type 

Category Type Variable Name Description Comment Testing 
Hypot
hesis 

88 20a Nominal  Likert Q20A_NOT_Engage Why IES not engaged? Too expensive, manage 
without help, unable to find 
IE, advised against IES 

 

89 20b Nominal  String Q20B_Other_NOT_Engag
e 

Other reason for not 
engaging   

90 21a Nominal  Likert Q21A_ADV_NOT_USE Who advised against 
using an interim? Recruiter, our leadership, a 

consultant, a colleague 
 

91 21b Nominal  String Q21B_OTH_NOT_USE Someone other than 
choices for Q21a   

92 22 Nominal  Likert Q22_Int_Engaged Number of IE engaged 
over past 5 years 0,1,2,3,4, >=5  

93 23a Nominal  Likert Q23A_INT_Title Title of last IE CEO, COO, CFO, CNO  

94 23b Nominal  String Q23B_INT_Title_Other Someone other than 
choices for Q23a   

95 24 Nominal  Integer Q24_LAST_YR Year of last 
engagement?   

96 25 Nominal  Integer Q25_TIME_ENGAGED Length of last IES 
engagement   

97 26a Nominal  Likert Q26A_How_Found How was the IES 
found? Called IE used before, called 

firm, colleague 
recommendation, advisor 
recommendation 

5 

98 26b Nominal  String Q26B_How_Found_Other Choice other than 
choices for Q26a  5 

99 27a Nominal  Likert Q27A_Firm IES firm used B.E. Smith, FTI Consulting, 
Huron, Tatum, War Bird, 
Hunter Partners 

 

100 27b Nominal  String Q27B_Firm_Other Choice other than 
choices for Q27a   

101 28 Nominal  Likert Q28_Firm_Value Value provided by IE 
Firm Considerable, some, no 

affect, increased cost, 
detracted from value of the IE 

3 

102 29 Nominal  Binary – Y/N Q29_Happy Happy with last IE 
consultancy  2, 4 

103 30a Nominal  Likert Q30A_OBJ_Over_Qualifie
d 

IE Overqualified 
Engagement OBJCTIVE:  No 
need, minimal need, 
significant need, major need, 
mission critical 

6	  

104 30b Nominal  Likert Q30B_OBJ_Prompt Prompt response 
Engagement OBJCTIVE:  No 
need, minimal need, 
significant need, major need, 
mission critical 

6	  

105 30c Nominal  Likert Q30C_OBJ_Assim Rapid assimilation 
Engagement OBJCTIVE:  No 
need, minimal need, 
significant need, major need, 
mission critical 

6	  
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# Question SPSS 
Type 

Category Type Variable Name Description 
Comment Testing 

Hypothesis	  

106 30d Nominal  Likert Q30D_OBJ_Assess Assessment 
Engagement OBJCTIVE:  No 
need, minimal need, 
significant need, major need, 
mission critical 

6	  

107 30e Nominal  Likert Q30E_OBJ_Risk Risk management 
Engagement OBJCTIVE:  No 
need, minimal need, 
significant need, major need, 
mission critical 

6	  

108 30f Nominal  Likert Q30F_OBJ_FIN_PERF Financial performance 
Engagement OBJCTIVE:  No 
need, minimal need, 
significant need, major need, 
mission critical 

6	  

109 30g Nominal  Likert Q30G_OBJ_OP_PERF Operational 
performance Engagement OBJCTIVE:  No 

need, minimal need, 
significant need, major need, 
mission critical 

6	  

110 30h Nominal  Likert Q30H_OBJ_Momentum Direction and 
momentum Engagement OBJCTIVE:  No 

need, minimal need, 
significant need, major need, 
mission critical 

6	  

111 30i Nominal  Likert Q30I_OBJ_Project Projects on track 
Engagement OBJCTIVE:  No 
need, minimal need, 
significant need, major need, 
mission critical 

6	  

112 30j Nominal  Likert Q30J_OBJ_Trust Restore trust 
Engagement OBJCTIVE:  No 
need, minimal need, 
significant need, major need, 
mission critical 

6	  

113 30k Nominal  Likert Q30K_OBJ_TRANSP Transparency 
Engagement OBJCTIVE:  No 
need, minimal need, 
significant need, major need, 
mission critical 

6	  

114 31a Nominal  Likert Q31A_OBJ_Guidance Guidance 
Engagement OBJCTIVE:  No 
need, minimal need, 
significant need, major need, 
mission critical 

6	  

115 31c Nominal  Likert Q31C_OBJ_SkillXFER Skills transfer 
Engagement OBJCTIVE:  No 
need, minimal need, 
significant need, major need, 
mission critical 

6	  

116 31d Nominal  Likert Q31D_OBJ_ChangeAgent Change agent 
Engagement OBJCTIVE:  No 
need, minimal need, 
significant need, major need, 
mission critical 

6	  
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# Question SPSS 
Type 

Category Type Variable Name Description 
Comment Testing 

Hypothesis	  

117 31e Nominal  Likert Q31E_OBJ_Recritment Support recruitment 
Engagement OBJCTIVE:  No 
need, minimal need, 
significant need, major need, 
mission critical 

6	  

118 31f Nominal  Likert Q31F_OBJ_SPEC Position specification 
development Engagement OBJCTIVE:  No 

need, minimal need, 
significant need, major need, 
mission critical 

6	  

119 31g Nominal  Likert Q31G_OBJ_OnBoard Onboarding support 
Engagement OBJCTIVE:  No 
need, minimal need, 
significant need, major need, 
mission critical 

6	  

120 31h Nominal  Likert Q31H_OBJ_DifficultProbl
ems 

Solving difficult 
problems Engagement OBJCTIVE:  No 

need, minimal need, 
significant need, major need, 
mission critical 

6	  

121 31i Nominal  Likert Q31I_OBJ_NewIdeas Bringing new ideas 
Engagement OBJCTIVE:  No 
need, minimal need, 
significant need, major need, 
mission critical 

6	  

122 31j Nominal  Likert Q31J_OBJ_EXP Brings experience 
Engagement OBJCTIVE:  No 
need, minimal need, 
significant need, major need, 
mission critical 

6	  

123 31k Nominal  Likert Q31K_OBJ_Politics Stays out of company 
politics Engagement OBJCTIVE:  No 

need, minimal need, 
significant need, major need, 
mission critical 

6	  

124 32a Nominal  Likert Q32A_INT_Overqualified IE Overqualified for the 
role 1 if Added no value, 2 if 

added some value, 3 if no 
effect on value, 4 if added 
significant value 5 if the most 
valuable aspect 

6	  

125 32b Nominal  Likert Q32B_INT_Prompt Prompt response 
1 if Added no value, 2 if 
added some value, 3 if no 
effect on value, 4 if added 
significant value 5 if the most 
valuable aspect 

6	  

126 32c Nominal  Likert Q32C_INT_Assim Rapid assimilation 
1 if Added no value, 2 if 
added some value, 3 if no 
effect on value, 4 if added 
significant value 5 if the most 
valuable aspect 

6	  

127 32d Nominal  Likert Q32D_INT_Assess Assessment 
1 if Added no value, 2 if 
added some value, 3 if no 
effect on value, 4 if added 
significant value 5 if the most 
valuable aspect 

6	  
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# Question SPSS 
Type 

Category Type Variable Name Description 
Comment Testing 

Hypothesis	  

128 32e Nominal  Likert Q32E_INT_Risk Risk mitigation 
1 if Added no value, 2 if 
added some value, 3 if no 
effect on value, 4 if added 
significant value 5 if the most 
valuable aspect 

6	  

129 32f Nominal  Likert Q32F_INT_FIN_Perf Financial performance 
1 if Added no value, 2 if 
added some value, 3 if no 
effect on value, 4 if added 
significant value 5 if the most 
valuable aspect 

6	  

130 32g Nominal  Likert Q32G_INT_OP_Perf Operational 
performance 1 if Added no value, 2 if 

added some value, 3 if no 
effect on value, 4 if added 
significant value 5 if the most 
valuable aspect 

6	  

131 32h Nominal  Likert Q32H_INT_Momentum  
1 if Added no value, 2 if 
added some value, 3 if no 
effect on value, 4 if added 
significant value 5 if the most 
valuable aspect 

6	  

132 32i Nominal  Likert Q32I_INT_Project  
1 if Added no value, 2 if 
added some value, 3 if no 
effect on value, 4 if added 
significant value 5 if the most 
valuable aspect 

6	  

133 32j Nominal  Likert Q32J_INT_Trust  
1 if Added no value, 2 if 
added some value, 3 if no 
effect on value, 4 if added 
significant value 5 if the most 
valuable aspect 

6	  

134 32k Nominal  Likert Q32K_INT_Transparent  
1 if Added no value, 2 if 
added some value, 3 if no 
effect on value, 4 if added 
significant value 5 if the most 
valuable aspect 

6	  

135 33 Nominal  Likert Q33_INT_SkillsAndExpien
ce 

 
1 if Added no value, 2 if 
added some value, 3 if no 
effect on value, 4 if added 
significant value 5 if the most 
valuable aspect 

6	  

136 33 Nominal  Likert Q33_INT_NoPolitics  
1 if Added no value, 2 if 
added some value, 3 if no 
effect on value, 4 if added 
significant value 5 if the most 
valuable aspect 

6	  

137 33a Nominal  Likert Q33A_INT_Guidance  
1 if Added no value, 2 if 
added some value, 3 if no 
effect on value, 4 if added 
significant value 5 if the most 
valuable aspect 

6	  

138 33b Nominal  Likert Q33B_INT_Mentorship  
1 if Added no value, 2 if 
added some value, 3 if no 
effect on value, 4 if added 
significant value 5 if the most 
valuable aspect 

6	  
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# Question SPSS 
Type 

Category Type Variable Name Description 
Comment Testing 

Hypothesis	  

139 33c Nominal  Likert Q33C_INT_Skills_Transfe
r 

 
1 if Added no value, 2 if 
added some value, 3 if no 
effect on value, 4 if added 
significant value 5 if the most 
valuable aspect 

6	  

140 33d Nominal  Likert Q33D_INT_ChangeAgent  
1 if Added no value, 2 if 
added some value, 3 if no 
effect on value, 4 if added 
significant value 5 if the most 
valuable aspect 

6	  

141 33e Nominal  Likert Q33E_INT_Recruitment  
1 if Added no value, 2 if 
added some value, 3 if no 
effect on value, 4 if added 
significant value 5 if the most 
valuable aspect 

6	  

142 33f Nominal  Likert Q33F_INT_Specification  
1 if Added no value, 2 if 
added some value, 3 if no 
effect on value, 4 if added 
significant value 5 if the most 
valuable aspect 

6	  

143 33g Nominal  Likert Q33G_INT_OnBoarding  
1 if Added no value, 2 if 
added some value, 3 if no 
effect on value, 4 if added 
significant value 5 if the most 
valuable aspect 

6	  

144 33h Nominal  Likert Q33H_INT_ProblemSolvin
g 

 
1 if Added no value, 2 if 
added some value, 3 if no 
effect on value, 4 if added 
significant value 5 if the most 
valuable aspect 

6	  

145 33i Nominal  Likert Q33I_INT_NewIdeas  
1 if Added no value, 2 if 
added some value, 3 if no 
effect on value, 4 if added 
significant value 5 if the most 
valuable aspect 

6	  

146 34 Nominal  Likert Q34_Maintain Did the interim 
maintain the direction 
and momentum of the 
organization? 

1 – we are worse, 2 – did no 
harm, 3 – status quo, 4 – 
modest improvement – 5 – 
much better 

	  

147 35 Nominal  Likert Q35_Impact Overall impact of the 
interim 1 – detrimental, 2 – little, 3 – 

favorable, 4 – Very favorable 
	  

148 36 Nominal  Binary – Y/N Q36_Hired Ever hired IE?  4 

149 37 Nominal  Binary – Y/N Q37_Hire_Last Consider hiring your 
last IE?  	  

150 38 Nominal  Binary – Y/N Q38_ABLE_HIRE_LAST Able to hire your last 
IE?  4	  
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# Question SPSS 
Type 

Category Type Variable Name Description 
Comment Testing 

Hypothesis	  

151 39 Nominal  Likert Q39_Why_Unable  
 	  

152 39a Nominal  String Q39A_WHY_Unable_TXT  
 	  

153 40 Ordinal  Likert Q40_IE_Cost How do you feel about 
the cost overall? 

1 – excessive, 2 – 
exceeded the value, 3 – 
Not a big consideration, 4 – 
High but higher value 
provided, 5 – Value in 
multiples of the cost 

3	  

154 41 Nominal  Binary – Y/N Q41_Better_Permanent Do you have better 
permanent executive 
because of the IE? 

 	  

155 42 Nominal  Binary – Y/N Q42_Recruiter Was a recruiter used?  	  

156 43a Nominal  Likert Q43A_Recuiter_Name Which recruiter 1 – Cejka, 2 – KornFerry, 3 
– Tyler, 4 - WittKieffer 	  

157 43b Nominal  String Q43B_Recruiter_TXT What other recruiter  	  

158	   44 Nominal  Likert Q44_Recruiter_Rec Recruiter IE 
recommend
ation? 

1 – refused to work w/IE, 2 
– discouraged the use of 
IE, 3 – no opinion, 4 – 
encouraged the use of IE 

	  

159 45a Nominal  Likert Q45A_Role Respondent’s role 1 – Board Chari, 2 – Board 
member, 3 – CEO 	  

160 45b   String Q45B_Role_TXT Role other than above  	  

161 46 Nominal  Integer Q46_Resp_Staffed_Beds Number of staffed beds 
reported by respondent 

 	  

162 47a Nominal  Likert Q47A_ORG_TYPE The type of 
organization 

1 – For profit, 2 – NFP 
community, 3 – NFP 
religious, 4 - Governmental 
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# Question SPSS Type Category Type Variable Name Description Comment Testing 
Hypothesis	  

163 47b Nominal  String Q47B_ORG_Type_TXT   	  

164  Nominal  Binary – Y/N USED Used IE before? Recode of Q13 	  

165  Nominal  Binary – Y/N UTIL Likelihood of use in the 
future 

Recode of Q18  

166  Nominal   VALUE Value provided by IE? Recode of Q40 	  

167  Nominal   CAH Is the organization a 
critical access 
hospital 

Yes if staffed beds <=25 
otherwise no 	  

168  Nominal   H5 Computed variable for 
use in the test of 
hypothesis 5 

Used in X2 test of whether 
there is a difference 
between a 
recommendation from a 
colleague or calling a firm 
to obtain IES 

	  

169  Nominal   Inclined  Recode of Q18 	  

170  Nominal   INCL HCO used in the 
analysis 

Excluded children’s HCO, 
LTAC, Rehab, PSYC & 
DOD facilities 

	  

171     Survey Data The SPSS case has 
survey data 

 	  

172  Nominal  Likert Value2 Recode of question  40, 
a 5 response Likert 
question into a three 
response Likert 
question 

Responses: 
     Cost exceeded value 
     Cost neutral 
     Value exceeded cost 
 

3	  

	  

	   	  



	   157 

Appendix E – Initial Survey email Invitation 

Adapted	  from	  Dillman	  page	  277	  (Dillman,	  2009)	  
	  
From:  Raymond Snead (rsnead2@uab.edu) 
 
Sent:  ________________________ 
  (Date) 
To:  ____________ ___________ 

(First Name)   (Last Name) 
 
To:  ____________________ 

(Email Address of respondent) 
 
Subject:  A UAB Survey of Interim Executive Services 
 
I am writing to ask for your participation in a survey that is being conducted as part of the 
requirements of a Doctor of Science Degree from The University of Alabama at 
Birmingham.  There has been little research in the healthcare industry on Interim 
Executives.  You have been selected for this research because you are a healthcare leader 
who may have experience in the decision processes associated with the retention of 
Interim Executives. 
 
This survey will produce data that will shed new light on Interim Executive Services in 
the Healthcare Industry.  With so little research having been done on the subject, this 
study is very important to gain a better understanding of how and why organizations 
choose to use or not to use Interim Executives.  This information will help organizations 
better understand the degree to which they may benefit from appropriate use of Interim 
Executive Services in the future.  Every respondent to this survey will have the option of 
receiving a personal copy of the dissertation when it is complete. 
 
This is a short survey that should take fifteen minutes or less to complete.  Most answers 
can be selected with a simple mouse click.  Please click on the link below to go to the 
survey website (or copy and paste the survey link into your internet browser).  If you are 
unable to complete the survey, you may use the Survey ID below to return to the survey 
at your leisure. 
 
Survey link:  __________________________ 

URL of the survey 
 
Survey ID:  ____________________ 

Unique Survey ID 
 
Your participation in this survey is entirely voluntary and all of your responses will be 
kept confidential.  The survey ID is used to remove you from the email list once you have 
completed the survey so that you will not receive any follow-up requests.   No personally 
identifiable information will be associated with your responses in any reports of this data.  
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Should you have further questions or comments, please feel free to contact me at:  
rsnead2@uab.edu or 770—977-4427. 
 
In order to encourage your participation, we are offering several valuable prizes.  Your 
completion of the survey enters you in the drawing for the prizes and you may elect to be 
notified of the prizewinners. 
 
We appreciate your time and consideration in completion of this survey.  Thank you for 
participating in this very important study!  It is only through the help of industry leaders 
like you that we can develop information to help every decision maker make more 
effective use of Interim Executive Services in the healthcare industry. 
 
If	  you	  have	  questions	  about	  your	  rights	  as	  a	  research	  participant,	  or	  concerns	  or	  
complaints	  about	  the	  research,	  you	  may	  contact	  the	  Office	  of	  the	  Institutional	  Review	  
Board	  for	  Human	  Use	  (OIRB)	  at	  the	  University	  of	  Alabama	  at	  Birmingham	  (UAB)	  at	  (205)	  
934-‐3789	  or	  1-‐800-‐822-‐8816.	  If	  calling	  the	  toll	  -‐free	  number,	  press	  the	  option	  for	  “all	  
other	  calls”	  or	  for	  an	  operator/attendant	  and	  ask	  for	  extension	  4-‐3789.	  	  Regular	  hours	  
for	  the	  Office	  of	  the	  IRB	  are	  8:00	  a.m.	  to	  5:00	  p.m.	  CT,	  Monday	  through	  Friday.	  You	  may	  
also	  call	  this	  number	  in	  the	  event	  the	  research	  staff	  cannot	  be	  reached	  or	  you	  wish	  to	  
talk	  to	  someone	  else.	  
 
 
Many Thanks, 
 
Raymond A. Snead, Jr., FHFMA, FAHCE 
Candidate for Doctor of Science Degree in Health Administration 
The University of Alabama at Birmingham 
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Appendix F - Variables in the initial survey frame 

	  
Variable	  
Number	  

Variable	  Name	   Variable	  Type	   Measure	   Comment	  

1	   Case	   Numeric	   Scale	   Unique	  
identifier	  of	  the	  	  
record	  

2	   HospitalName	   String	   Nominal	   The	  name	  of	  
the	  healthcare	  
organization	  

3	   FirmType	   String	   Nominal	   Not	  Used	  –	  
Incomplete	  
Data	  

4	   HospitalType	   String	   Nominal	   Short	  Term	  
Acute	  Care,	  
system,	  
psychiatric,	  etc.	  

5	   REV_Provider_NO	   Numeric	   Scale	   CMS	  Provider	  
number	  if	  
available	  

6	   ExecutiveName	   String	   	   The	  executive’s	  
full	  name	  

7	   FirstName	   String	   Nominal	   The	  executive’s	  
FIRST	  name	  

8	   LastName	   String	   Nominal	   The	  executives	  
LAST	  name	  

9	   Title	   String	   Nominal	   The	  executive’s	  
title	  

10	   DirectPhone	   String	   Nominal	   The	  executive’s	  
DID	  phone	  
number	  –	  
Missing	  on	  
most	  records	  

	   	  



	   160 

Variable	  
Number	  

Variable	  Name	   Variable	  Type	   Measure	   Comment	  

11	   LocationPhone	   String	   Nominal	   Organization	  
Phone	  number	  

12	   Email	   String	   Nominal	   The	  email	  
address	  of	  the	  
executive	  

13	   NumberOfStaffedBeds	   Numeric	   Scale	   The	  number	  of	  
staffed	  beds	  
reported	  for	  
the	  location	  

14	   PostionLevel	   String	   Nominal	   Indicates	  
whether	  the	  
record	  is	  for	  a	  
CEO	  or	  a	  Board	  
Chair	  

15	   FunctionalGroup	   String	   Nominal	   Redundant	  
indicator	  of	  the	  
position	  level	  

16	   Address	   String	   Nominal	   Street	  address	  
of	  the	  
organization	  

17	   City	   String	   Nominal	   The	  city	  the	  
organization	  is	  
located	  

18	   State	   String	   Nominal	   The	  state	  the	  
organization	  is	  
located	  in	  

19	   ZipCodeREV	   Numeric	   Scale	   The	  zip	  code	  of	  
the	  address	  
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Variable	  
Number	  

Variable	  Name	   Variable	  Type	   Measure	   Comment	  

20	   Network	   String	   Nominal	   Indicator	  of	  
whether	  the	  
organization	  is	  
part	  of	  a	  
network	  or	  
system.	  	  
Missing	  for	  
most	  records	  

21	   Website	   String	   Nominal	   The	  main	  web	  
page	  for	  	  the	  
organization	  

22	   Bed_Group	   Numeric	   Scale	   A	  calculated	  
grouping	  
variable	  used	  
to	  segment	  the	  
data	  by	  bed	  
size	  
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Appendix G – Tatum Executive Adaptation Model 

	  

	  
	  
Source:	  	  (Leatherbury,	  2009)	  
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Appendix H – Tatum Organization Skills Demand Model 

 

 
Source:  (Leatherbury, 2009) 
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Appendix I - Article Research Streams 

 
Author	   Title	   Stream	  

ACHE Hospital CEO Turnover  
Adams Capturing the Power of Leadership Change S 
AHA Community Hospitals by bed size  
Allison Into the Fire Boards and Executive Transitions S 
Ballinger The use of an Interim CEO During Succession Episodes and Firm 

Performance 
S 

Barley Contracting:  A New Form of Professional Practice I 
Bolman Reframing Organizations I 
Cengia Leadership Development:  Using Implicit Leadership Theories I 
Chapman Executive Director Transitions:  An Organization Development 

Approach 
S 

Cheung – 
Larivee 

Healthcare CEO turnover higher than other industries N/A 

Dillman Internet, Mail and Mixed-Mode Surveys N/A 
Duncan Interim Management and Leadership Values and Benefits A 
Dye Leadership in Healthcare I 
Farquhar 91 Leadership in limbo: Organization dynamics during interim 

administrations. 
S 

Farquhar 96 Learning from the Challenges of Non-routine Executive Transitions S 
Ford Organizational learning, change and power: toward a practice-theory 

framework 
I 

Frase-Blunt Short Term Executives A 
Friske Crafting a pay package for an interim CEO A 
Furhgott Not Quite Ready to Stop Working I 
Gardner Managing CEO Transition S 
Goss Understanding Interim Management S 
Haslberger Interim Management and Strategic Staffing A 
Horwitz Interim CEOs I 
Hymowitz A Growing Number Of Interim CEOs Add To Companies' Turmoil S 
Inkson The Interim Manager:  Prototype of the 21st Century Worker? A 
Interim 
Management 
Association 

 N/A 

Khaliq Perceptions of hospital CEOs about the effects of CEO turnover S 

Kiger Healing the inside I 

Klein Not a Consultant, an Interim Executive I 

LaCorata The Rise of the Interim Executive I 

Mantone Interim CEO faces big obstacles I 

Minto Interim management as a value generator I 
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Osse Change Agents: interim CEOs can be more than placeholders A 

Peterson Interim Healthcare Executives I 

Plenda Who's the new temp?  Your Boss S 

Robeson 
Call in the Interims 

S 

Robeson 

Interim CEOs Provide Time for Successor Choice and Training 

S 

Roberson Pioneer Spirit S 

Robeson Interim CEOs Provide Time for Successor Choice and Training S 

Robeson Crunch Time S 

Robeson Interim Management:  Is it the right career move? S 

Roop Can You Avert Disaster After the Abrupt Departure of a CEO? S 

Roop Managing an Abrupt Executive Departure S 

Santora Interim Leadership in a Nonprofit Organization: A Case Study I 

Sims To the Rescue A 

Sinnott Leadership Turnover:  The Health Care Crisis Nobody Talks About S 

Smid Leadership in organizational change: Rules for successful hiring in 
interim management 

I 

Smith The Future of Healthcare Systems A 

Souza Brief Tenure, Lasting Benefits A 

Stein Hiring an Interim CEO S 

Thompson Hit and Run S 
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Vandewald The Attributional Leadership Model Reconsidered:  The Influence of 
Implicit Theories on Leader Attributions and Behavior 

A 

Youngman Could interim management be a serious alternative to the boardroom? A 

Key: A – Attribution Theory of Leadership 
 I – Implicit Leadership Theory 
 S – Succession Theory 
 N/A – The reference is not relevant to leadership theory	  
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Appendix J - First follow-up to email survey  

 
Adapted	  from	  Dillman	  (Dillman,	  2009)	  
	  
To:  (Email Address of respondent) 
	  
From:  Raymond Snead (rsnead2@uab.edu) 
 
Subject:  A UAB Survey of interim executive services 
	  
To:     
(First Name)  (Last Name) 
	  
	  	  	  	  	  	  	  	  	  	  ___________________________	  
	   	  (Title)	  
	  
Dear: (First Name) 
	  
A few days ago, I wrote asking for your assistance in a project to better understand 
interim executive services in the US healthcare industry.  The initial data collection is 
going very well with over 300 responses collected so far.  Interest in this work is very 
high with over 50% of the respondents asking for a copy of the dissertation.  Each survey 
respondent has the option to receive a copy of the final work product.  Your input is very 
important to a better understanding of the interim executive services business.  Please 
take a few minutes to complete our survey.  The survey should take around 15 minutes.   
 
We are offering prizes for completed surveys and you may also opt to get a copy of the 
final work product.   
 
Please accept my sincere thanks for your assistance.  The data you provide will advance 
our understanding of how interim executive services add value in healthcare.    
	  
Please click on the link below to go to the survey website (or copy and paste the 
survey link into your internet browser).  If you are unable to complete the survey, you 
may use the Survey ID below to return to the survey at your leisure. 
	  
Survey link:     
	  
URL of the survey 
	  
Your participation in this survey is entirely voluntary and all of your responses will be 
kept confidential.  The survey ID is used to remove you from the email list once you have 
completed the survey so that you will not receive any follow-up requests.   No personally 
identifiable information will be associated with your responses in any reports of this data.  
Should you have further questions or comments, please feel free to contact me at: 
rsnead2@uab.edu  or 770-977-4427. 
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If you have questions about your rights as a research participant, or concerns or 
complaints about the research, you may contact the Office of the Institutional Review 
Board for Human Use (OIRB) at the University of Alabama at Birmingham (UAB) at 
(205) 934-3789 or 1-800-822-8816.  If calling the toll-free number.  Regular hours for the 
Office of the IRB are 8:00a.m. to 5:00p.m. CT, Monday through Friday.  The UAB IRB 
protocol number for this research is E121218002.   You may also call this number in the 
event the research staff cannot be reached or you wish to talk to someone else. 
	  
Many Thanks, 
	  
	  
	  
	  
Raymond A. Snead, Jr., FHFMA, FAHCE 
	  
Candidate for Doctor of Science Degree in Health Administration  
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Appendix K – Goss permission to use illustration  
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Appendix L – Inkson permission to use illustration  
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Institutional Review Board protocol approval and data use authorization 
 

 



	   172 

  



	   173 

Institutional Review Board protocol revision authorization 
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