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Preface 

 

 

 

Writing the preface to a doctoral thesis is a special occasion. It marks the end of a long and 

tiring journey. A journey of highs and lows, of discoveries that turn out not to be all that 

special and of unexpected turns. Performing a PhD study is also a paradoxical affair. You‟re 

looking for answers to the question that fascinates you as a researcher, but in the end, for all 

of the answers and insights you collected, you end up with more questions than you started 

with. Performing a PhD study and writing a thesis is also something that slowly, over time, 

starts to radically influence your life. It never lets go of you for all the years that you‟re 

working on it. It is doubtful that concluding the study will put an end to that. Curiosity still 

works at me, and concluding this study and thesis is in fact, just as with changes in 

organisations, the achievement of a landmark moment on an ever continuing journey. 

 

Two objectives are at the heart of this thesis: contributing to the development of a body of 

knowledge on the subject of interim management and garnering insight into the problem of 

securing interim management results. The implication that attends the achievement of the 

first objective is that not everything that is discovered or indicated in that pursuit will be 

applied to the achievement of the study‟s second objective. Concerning the second objective, 

it will become clear in this thesis that securing interim management results is usually 

connected to the achievement of short term results and/or intermediary results and/or results 

that create favourable conditions. People in the organisation will carry on with those results 

after the interim manager‟s departure. For that reason, the concept of securing is initially 

replaced by the concept of durability in this thesis. The concept of durability is thereafter 

replaced by the concept of transfer value. This is done because the empirical study shows 

that the durability of interim management results is mostly connected to the added value 

interim management brings to an organisation. The organisation will use this added value in 

its continuing development. Clients connect this value primarily to the moment of the interim 

management assignment‟s conclusion. The replacement in this study of the concept of 

securing by that of durability and eventually by the transfer value of interim management 

results means more than simply the introduction of a new definition that might make matters 

clearer. It also emphasises the new scientific insight into these problems that has been 

attained by means of this study. The literature in the area of interim management was mostly 

written from the perspective of the interim manager. In this study, I have embarked on a 

journey with the clients of interim managers. Their stories constitute the proverbial other side 
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of the coin. This also explains the stark contrast that exists between the results of my study 

and the existing literature. 

 

In this place, I want to thank my fellow travellers for making the journey so pleasant and for 

illuminating my path thus far. It is impossible to name all the people involved here. Those 

who are not named should know that I am grateful to them. Of course I thank the clients 

involved in this study, whom I cannot mention by name due to the agreed-upon 

confidentiality. I owe much gratitude to Rob Ramsey of Meesters in Management and Maaike 

Tiemstra of Zorg Consult Nederland, who have made the professional Dutch editing and 

English translation of this thesis financially possible. But also to Fred Doeleman of K+V 

Interim Management and Rick Stortelers of Kadmos Interim Management who, together with 

Rob Ramsey and Maaike Tiemstra, gave me access to their network of clients. A special 

word of thanks to my good friend and colleague John Daamen who also performed in this 

study as second researcher in analysing the research material from the empirical study. We 

have spent many an evening together heatedly discussing the things we thought we saw in 

the research material. Another word of thanks goes to Gerard Rikhof and Ernest Baeten who 

subjected the analyses to their critical evaluation as third and fourth researchers. A word of 

thanks to Henk Greven for his comments on the text of the literature study and Hans 

Berends for his advice on the correct application of the research methodology. A special 

word of thanks to my thesis supervisors Mathieu Weggeman, Joan van Aken, and Eelco van 

Hout. I have been fortunate enough to encounter supervisors who are very engaged. We 

have debated often and pointedly the methodology, definitions, research questions and 

(preliminary) results of this study. I fear that, although I could not have imagined it at the start 

of the PhD process, I will miss my meetings with them. Mathieu Weggeman‟s engagement 

with the process showed itself not only in his willingness to share his scientific knowledge, to 

bring his experience as a supervisor to bear, and to consistently enforce his demands for 

quality, but also by the always surprising speed with which he responded to emails and 

submitted documents. Joan van Aken has made an important contribution by his discerning 

remarks, which helped, among other things, to prevent the onset of tunnel vision. Eelco van 

Hout has been involved from the very beginning of the study and has seen my struggle for 

progress and supported me in it like no other. The one who has done by far the most to 

make the journey bearable is my wonderful wife Elly. She has an outlook on management 

and science all her own, which is most invigorating when you‟re trying to approach 

management from a scientific point of view. 

Leiden, July 2009. 
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Chapter 1   

Introduction 

 

 

 

1.1 Fascination 

 

The phenomenon of interim management has skyrocketed in the Netherlands in recent 

decades. Interim management has developed over time into a “broadly applicable and widely 

accepted” (Boon 2005) management tool. At the market‟s zenith, in the year 2000, interim 

managers were deployed in 40% of companies with more than 200 employees. Amongst 

organisations with 20 to 200 employees that figure drops to 13% (Financieel Dagblad 

25.08.2000). Demand for interim management dropped sharply in the years following 2000, 

but are now recovering just as rapidly (Managementteam 2006, Binnenlands Bestuur 2006, 

Financieel Dagblad 2007, Schaveling 2008a). FEM writes that “the Netherlands are 

tempifying”, making “interim management a keeper” (FEM Business and Finance 2008). 

Interim management is a publicly accepted phenomenon. This is evidenced by growing 

numbers of (scientific) publications on the subject. More books on interim management have 

been published since the year 2000 than in the decades before, including Van Hout 2000; 

Maas, et al 2001; Maas 2004; Ramondt 2004; Reijniers 2002; Van Hout, et al 2004; 

Risseeuw 2004, Boon 2005, Witvliet 2005, Van „t Hof 2007, Vorst 2007b-2008. Similarly, a 

growing number of MBA and doctoral theses study interim management, such as Senior 

2000, Van Houdt 2004, Van Gelder 2005, and Kuijpers 2006. Yet despite all this recent 

scrutiny, no clear picture has been created of what interim management is and what its 

effects might be. Extant publications restrict themselves to the treatment of specific aspects 

of interim management and scientific studies are scarce (Boon 2005). Also, the scientific 

value of many current publications is debatable. Van „t Hof (2007) and Vorst (2007b-2008), 

for instance, point out that careful quotation of sources, coherent arguments and empirical 

evidence are often lacking. Van „t Hof (2007) also notes that the data supporting the 

available research is of a practical nature; it is based on assumptions, day-to-day 

experiences of practitioners, and journalistic interviews with interim managers and managing 

directors of interim management agencies. Viewed in this manner, the literature is mostly 

“more of the same”. It is also remarkable that the literature on interim management almost 

always approaches the subject from the point of view of the provider. The client who uses 

interim management is rarely heard on the subject (Vorst 2007b-2008). This was pointed out 
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by Ten Koppel and De Heer in 1996: “In the past, too much attention has gone to the interim 

manager himself. Research should reorient itself onto the organisation and environment in 

which the interim manager operates”. This advice has thus far seemingly fallen on deaf ears. 

It is remarkable in the context of his own critique of the available literature that Van „t Hof 

(2007) concentrates his studies on the interim manager, then further limits himself to a single 

interim management agency! Although the use of interim management is undeniably popular, 

its efficacy is forever in doubt. This is because there is a (perceived) lack of lasting and 

secured results within organisations that use interim management. This raises questions. 

Can interim management make a real contribution to an organisation? Is the expense 

warranted? Are there alternatives to interim management? These questions are being asked 

by clients and providers of interim management alike, but none of them have come up with 

any answers. (Schriever 1983, De Dreu 1988, Boon and Devos 1993, Wichard 1994, Maas 

et al. 2001, Maas 2004, Reijniers 2002, Koppens and Veenma 2003, Van Hout et al. 2004, 

Ramondt 2004, Van Gelder 2005, Schaveling 2008b). In a previous study (Vorst 2007b-

2008)1, I have made some careful forays into providing greater insight into the problems 

surrounding secure and lasting interim management results. 

 

As stated, the quality of the scientific literature on interim management is questionable and 

unjustifiably one-sided because of its focus on interim management providers. As an active 

interim manager, I have always felt the need both to delve into the history of the profession I 

so enjoy practising and to contribute in some way to its advancement. Soon after I started as 

an interim manager I became fascinated by the question of why interim management so 

often fails to manifest secured and lasting effects in organisations. 

 

1.2  Objectives and questions 

 

In order to translate my own fascinations into real objectives and usable questions, I 

performed a preliminary study, since to seek attention for a subject, one must first show its 

relevance (Idenburg 1996). I have done so firstly by means of a broadly exploratory literature 

study into the subject of interim management and the problems surrounding the securing of 

interim management results. Secondly, I have spoken at length with a large number of 

interim managers, managing directors of interim management agencies and clients of interim 

managers. The people who commissioned interim management in their organisations were 

all upper management in local government or healthcare and included a sector coordinator, 

                                                

1
 DBA Thesis (Doctor of Business Administration) 2007 and the subsequent book “Change to maintain” (2008). Although parts 

of the DBA thesis and the book have informed this PhD thesis, it is nevertheless an entirely independent and original work 
based on new research performed by the author. 
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the executive manager of a hospital, the director of an institute for the mentally challenged 

and the chief administrative officer of a municipality. To ensure impartiality, none of these 

clients were affiliated with any organisation for which I have ever performed interim 

management services. The choice to focus on local government and healthcare was 

informed by the fact that these two are bulk consumers of interim management services, as 

will be shown later. My preliminary research showed that the lack of a catalogue of all 

knowledge on the subject of interim management and the provider-focused nature of 

available research are, indeed, problematic. Clients recognise that securing interim 

management results is fraught with problems and feel that research must be done and 

solutions must be found. On the basis of this preliminary study, I have formulated the 

following objectives for this thesis: 

1. To contribute to the development of a body of knowledge on the subject of interim 

management. 

2. To garner insight into the problem of securing interim management results. 

Not everything this study uncovers will be useful to the achievement of the latter objective. 

Such facts and discoveries will still be included to aid in the achievement of the former. As I 

will address later, interim management as a management tool is mostly deployed in Dutch 

organisations. This means that the existing literature is also mostly Dutch in origin. 

 

I have arrived at the following questions for this study: 

 

What is interim management, what does securing interim management results mean to 

clients, and what actions do clients undertake to promote the securing of  interim 

management results? 

 

I will briefly elucidate the two core concepts of these preliminary questions, namely interim 

management and securing interim management results. Chapter 2 will go into these 

concepts in greater detail. 

 

Interim management is the temporary deployment of external management capacity into an 

organisation. Temporary managers so deployed are a part of the organisation‟s management 

structure for the duration of the assignment. Interim management is often used by 

organisations to solve an existing problem or to implement initiatives for change. That is why 

the Nederlandse Orde Van Register Managers (ORM) sees “Interim management as a tool 

for solving organisational problems” (ORM newsletter, May 2006). Problems solved and 

steps taken towards organisational change are what I call interim management results. 
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Because solving an organisation‟s problems inevitably leads to changing that organisation, 

the concepts of problem solving and organisational change or reorganisation become largely 

interchangeable. I will be using both terms almost randomly throughout this thesis. When we 

speak of securing results, what is generally meant is that the result endures past the interim 

manager‟s departure (Boon and Devos 1993, Reijnders 2002, Van Hout et al. 2004). This is 

often expressed in terms of “continuing the policy outline set in place by the interim manager” 

(Koppens and Veenma 2003). Other words used to indicate this “securing” include “taking 

root”, “guaranteeing”, and “anchoring”. 

 

1.3 Field of inquiry 

 

To define a manageable field of inquiry it is necessary to apply some demarcations. I will 

briefly present and illustrate the demarcations I have applied now. In chapter 3, I will describe 

them in greater detail. 

 

As stated before, interim management has heretofore hardly ever been examined from the 

perspective of the client. It is therefore worthwhile to focus the attention of this work on the 

interim-manager‟s client. As I have said, the use of interim management has skyrocketed in 

the Netherlands in recent decades. Local government and the healthcare sector can be 

considered bulk consumers of interim management. Research published by Schaveling 

(2008a), for instance, shows that 30% of all interim management assignments are carried out 

in government organisations and a further 11% in the healthcare sector. Another bulk 

consumer of interim management is the financial sector, accounting for 21% of the market, 

but it has been excluded from this study because its profit-oriented character is so different 

from government and healthcare. This limits the study to the deployment of interim 

management in local government and the healthcare sector. Interim management is being 

used with increasing frequency and the organisational level at which it is deployed has 

changed during the past few years. I will elaborate later. The majority of interim managers 

are currently employed at the so-called “middle management” level. I have limited the study 

still further to managers employed at this level. My previous explanation of the interim 

management core concept showed that interim management usually aims to effect change in 

organisations. I will confine myself to examining only interim management with that goal. In 

summary, the field of inquiry of this study is: 

Interim management deployed in local government and healthcare in the Netherlands at the 

middle management level and exercised by self-employed interim managers with the aim of 

effecting organisational change. The empirical research will be conducted from the 

perspective of the interim manager‟s client. 
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1.4 Thesis structure 

 

This thesis is divided into five chapters plus appendices and references. The thesis text 

attempts to avoid distinctions of gender. The labels of interim manager, client and others are 

equally applicable both sexes. In the interest of legibility, “he” is used wherever a pronoun is 

needed and gender is unknown and/or irrelevant. Because chapter divisions are based on 

content, chapter lengths differ greatly. 

 

Chapter two reports on the literature study based on my stated thesis objectives and 

questions. The chapter starts with a description of my methodology and consists of two more 

parts. The first part paints a broad picture of interim management and offers some reflection 

that leads into the second part. Part two defines the problem of securing interim 

management results. There is another moment of reflection at the end of the chapter. This 

reflection leads into the setup and execution of the empirical study. 

 

Chapter three describes the content and design of the empirical study. This chapter has two 

parts. In the first part, I will formulate research questions for the empirical research based on 

my literature study. I will also specify and delineate the empirical field of inquiry. In the 

second part of chapter three, I will detail and motivate the research methodology and 

organisation used in the empirical study. 

 

Chapter four consists of two parts. Part one contains a brief description of the methods used 

in the empirical study. In part two, eight cases are presented and analysed. 

 

In chapter five, the results of the study and the conclusions that can be drawn from it will be 

presented. In that chapter, the concept of the transfer value of interim management results 

will be introduced and motivated. As well, some suggestions will be made for further 

research. The chapter will be concluded with a reflection on the performed study. 

 

Depicted below is a graphic representation of the thesis structure. 
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FFigure 1.1 

 

 

Note on the translation: 

 

The word “client” is the one chosen in this study to serve as a translation for the Dutch 

concept “opdrachtgever”. In organisations within which interim management assignments are 

executed, the concept of “opdrachtgever” is open to multiple interpretations. Client is one. 

Principal is another. The word principal was not chosen as a translation because its meaning 

is very specific and harbours none of the ambiguity found in “opdrachtgever” or, for that 

matter, in “client”. 
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Chapter 2   

Literature study 

 

 

 

This chapter will inventory existing knowledge in the area of interim management and the 

problems surrounding its securing. It will then relate them one to the other to answer the 

questions I asked in chapter one. This will fulfil the first objective of this thesis: To contribute 

to the development of a body of knowledge on the subject of interim management. Moreover, 

this inventory will offer a departure point for achieving the second objective: To garner insight 

into the problem of securing interim management results. The implication that attends the 

achievement of the first objective is that not everything that is discovered or indicated in that 

pursuit will be applied to the achievement of the study‟s second objective. As will become 

apparent, interim management is most often deployed in Dutch organisations. This means 

that the existing literature on interim management is mostly Dutch. 

 

This chapter has two parts. Part one paints a broad picture of interim management. In so 

doing, it addresses the development of interim management, the definition and types of 

interim management, the reasons organisations have for using interim management, and the 

interim management process. The section on the interim management process also 

addresses the participants in interim management and the service-oriented nature of the 

process. This first part ends with a reflection that will link it to part two. In this second part, I 

will problematise the issue of securing interim management results. I will define „securing‟ in 

this context and show what complications may arise in the securing of interim management 

results. Part two will also close with a reflection. This reflection will be a departure point for 

arranging and conducting the empirical research. I have inventoried and tabulated the 

literature in such a way as to paint a broad picture of interim management. This will clearly 

show which areas of knowledge are missing or underdeveloped. In this way, I have kept to 

the methodology described by Huckin and Olsen (1991): “The review of literature must be 

extensive, because it has to begin at a very general level and narrow down to a very specific 

one”. After every substantive section of this chapter I shall reflect on any discoveries from the 

perspective of my thesis questions and objectives. However broad a picture of interim 

management I wanted to create, I have limited myself to literature I believed relevant to the 

objectives and questions of this thesis. To do so, I have maintained the demarcations 

described in chapter one. In summary, these are: Interim management deployed in local 
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government and healthcare in the Netherlands at the middle management level and 

exercised by self-employed interim managers with the aim of effecting organisational 

change. I am aware that by maintaining these limits, I have excluded literature that might 

have contributed to this study. It would be prohibitively impractical to do otherwise. One 

reason for this is that real insight into which literature is relevant only develops as the study 

progresses. “It is impossible to know prior to the investigation what the salient problems will 

be or what theoretical concepts will emerge” (Strauss and Corbin 1998). To minimise the risk 

of not including information that is vital to the study, I have avidly followed the development 

of relevant (new) literature. 

 

2.1 Interim management 

 

2.1.1 The development of interim management 

 

The literature (including Banning and Klep 1987, Golzen 1992, Roos 1993, Wichard 1994, 

Reijniers 2002, Boon 2005, Van ‟t Hof 2007) consistently holds interim management to be a 

fairly young trade or profession2. People usually refer to the nineteen seventies, when 

experienced senior managers were often contracted from outside to weather crises that 

threatened organisations‟ survival. These external senior managers, often former captains of 

industry, would temporarily take the helm from the hands of regular management to put 

organisations back on course or to scuttle them (into liquidation). The history of interim 

management, however, is both longer and richer than that (Kroft 1999, Maas et al. 2001, 

Stortelers 2004). Far into the past, people have always been needed, temporarily, to help 

organisation brave specific challenges (Stortelers 2004). One might, for instance, call Moses, 

who freed the Jewish people from slavery and led them to the Promised Land, an interim 

manager. He was tied by birth to the Jewish people, but he was also an outsider because he 

was raised at the Egyptian court. He worked to solve day-to-day troubles, but he also sought 

to reinvent Jewish culture. He did so using his experience of desert life, respecting the 

problem solving abilities of others, hesitantly, searchingly, but vigorously, and he died before 

he could complete his goals… (Kroft 1999). In short, all the elements of interim management 

were contained in Moses, although the duration of his assignment (40 years) would not today 

be considered “interim”. Another example may be found circa 109-111 AD in the person of 

Senator Pliny3. Roman emperor Trajan gave Pliny special executive powers and sent him to 

the economically stricken province of Bithynia (Lendering 1998). His letters to his employer, 

                                                
2
 I will refrain from here entering into the discussion on whether interim management is a trade or a profession. Nor will I discuss 

the characteristics of trades versus professions. 
3
 Full name: Gaius Plinius Caecilius Secundus (best known as Pliny the Younger). 
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Emperor Trajan, are comparable to what we would now call a plan of action, progress 

reports, and a transference document. There are more examples of interim management in 

ancient Roman government. In his Discorsi4, Machiavelli (1469-1527) describes the role of 

“dictator”: someone who would be put into power in ancient Rome for a limited time to 

resolve a very specific problem. These examples show that interim management, far from 

being a young profession, is deeply rooted in history. That said, interim management has 

grown quickly since the seventies. In the first few years of the new millennium, this growth 

has stagnated, even declined. Very recently, demand for interim management has started 

rising sharply (Managementteam 2006, Binnenlands Bestuur 2006, Financieel Dagblad 

2007, FEM Business and Finance 2008). Interim management is expected to play an 

important role in Dutch organisations for decades to come (Van Hout 2001, Koppens and 

Veenma 2003, Tiemstra and Viguurs 2004, Reijniers 2006, Schaveling 2008a). 

Organisations have slimmed down and slashed costs in the years directly after the year 

2000, due in some cases to the poor economic conditions of the time. Because of this, “many 

organisations are dealing with a large amount of - often hidden - overdue maintenance on 

internal organisation” (Reijniers 2006). The string of cutbacks in government, for instance, 

have left governments incapable of performing all of the public duties assigned to them. 

“Because of this, they are obliged to use external professionalised parties” (Binnenlands 

Bestuur 2006). That means interim management is becoming a fixture (Managementteam 

2006, FEM Business and Finance 2008) and has already become a broadly applicable and 

“widely accepted” (Boon 2005) management tool. As this development progresses, more and 

more attention is being given to the improvement-oriented nature of interim management 

(Senior 2000, Reijniers 2002, Van Hout et al. 2004, Ramondt 2004, Witvliet 2005, Van ‟t Hof 

2007, Vorst 2007b-2008). Ramondt (2004) has the following to say in this context: “Taking 

root [of interim management results] shows as the organisation builds on the contribution of 

the interim manager. No relapse, no inaction, but development. No forceful clinging to the 

results, but indications that lessons have been learned from the interim manager‟s presence. 

The circumstances he‟s helped to develop are used to avoid the old habits that led to 

stagnation and crisis”. 

 

Interim management has also developed in other European countries, but not to the extent 

that it has in The Netherlands. Interim management in these countries takes the shape of 

temporarily replacing regular managers. Interim management is used to give recruitment and 

selection agencies time to find a suitable candidate to fill the position conventionally (Boon 

2005). In countries with an Anglo-Saxon organisational culture, primarily in the United States 

                                                
4
 Discorsi sopra la prima deca di Tito Livio (Discourses on the First Ten Books of Titus Livy). 
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of America, the use of temporary management has been common for a while now. The 

difference from the Dutch labour market is that, over there, it is quite common to contract 

labour for a set period of time. More importantly, recruiting managers for vacant positions is 

much less risky in these countries as they have less intricate dismissal procedures. For now, 

interim management is proving to be a typically Dutch phenomenon (Senior 2000, Reijniers 

2002, Van Hout et al. 2004, Ramondt 2004, Boon 2005, Witvliet 2005). 

 

The exact number of people in The Netherlands claiming to be interim managers is unknown. 

Different sources quote wildly different figures: 

 about 1000 professional interim managers (Financieel Dagblad 1997) 

 between 2000 and 3000 interim managers (ORM newsletter May 2006) 

 up to 40.000, based on Chamber of Commerce registrations (Managementteam 2006, 

Binnenlands Bestuur 2006). 

These numbers are difficult to verify because there has never been a full quantitative study. 

Such a study would be difficult because “the market is neither transparent nor homogenous” 

(Boon 2005) (Eyzenga et al. 1993, Wichard 1994, Van Hout 2001, Maas et al. 2001, 

Koppens and Veenma 2003, Stortelers 2004, Ramondt 2004, Boon 2005, Managementteam 

2006). Being essentially freelancers, interim managers can be contracted by organisations 

directly or through interim management agencies. Increasingly, large organisations will have 

an internal pool of interim managers. Interim management agencies mediate between 

organisations in need of interim management and individual interim managers. On average, 

one interim manager will be registered with six agencies (ORM survey 2005). There is also a 

number of agencies who keep interim managers on their own payrolls. The 2007 ORM 

survey showed that 51% of interim assignments are contracted through agencies. That figure 

is up from their earlier, 2004 survey, which had it at 41%. Schaveling (2008a) arrives at a 

percentage of 41% for agency-arranged interim management assignments. The 

representativeness of the ORM surveys and Schaveling‟s research is questionable. The 

sample group for ORM‟s surveys had 1046 members in 2004 and 644 in 2007 and 

Schaveling sampled a group of 89 interim managers. I suspect that the actual number of 

assignments mediated by an agency is much higher. Organisations increasingly recruit 

interim managers through agencies out of risk and expense management considerations. 

The selection of an agency is done through formalised outsourcing processes. 

 

Professionally, interim management has a weak image. Despite the popular deployment of 

interim management, there are probably few professions that are viewed with as many mixed 

feelings as interim managers. There are many prejudices about them: they‟re expensive, 

elusive, their qualifications are dubious, they‟re trouble-shooters, hatchet men, butchers and 
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executioners putting organisations back on the straight and narrow. That‟s why interim 

managers today are carrying a lead weight from the past, when they were often called upon 

to make the really tough calls in times of great need. The fact that, as stated before, interim 

management has been almost completely redefined is only slowly overcoming the old 

prejudices. This holds true not only in organisations that use interim management, but 

amongst interim managers themselves as well. Moreover, interim management doesn‟t 

qualify for the label of „profession‟. Professionalism in interim management isn‟t defined as a 

directive, organisational, and normative alliance of people who share an occupation 

(Ramondt 2004), as is the case for lawyers, notaries public, or physicians. Nor is interim 

management defined by shared skills or a shared body of knowledge which encompasses 

common rules, guidelines, experiences, and educational requirements that everyone in the 

occupation regards as relevant. This runs contrary to the way most occupations work. Interim 

management as an occupation has no admission requirements and there is no accredited 

programme to train interim managers. Due in part to this lack of formalised education, interim 

managers derive “their authority more from a combination of experience, leadership skills, 

and the motility to apply these traits in ever-changing circumstances” (Rubinstein 2001). 

Interim managers and interim management agencies are organised only up to a point. 

Interim managers can register with the Nederlandse Orde van Register Managers (Dutch 

Order of Registered Managers, ORM) and the IM-register for professional interim managers. 

The main focus of the ORM is on the interim manager: to protect his interests, to advance his 

personal development and to enhance his professionalism. In the course of 2009, the ORM 

will change its name to the Nederlandse Vereniging voor Interim Managers (the Dutch 

Association for Interim Managers). Wherever the ORM is mentioned in this thesis, the 

Nederlandse Vereniging voor Interim Managers is equally meant. Interim managers who 

enter their names in the IM-register agree to abide by periodic quality testing, a code of 

ethics and a set of disciplinary rules. The RIM (Raad voor Interim Management. Translated: 

Interim Management Council), who represent interim management agencies, mostly focuses 

on the development of the whole sector of interim management. A study performed by Roest 

(1998) showed that in service processes5, of which interim management is one example, 

hallmarks are an important indicator of perceived quality in the eyes of the consumer of the 

provided service. It is regrettable, then, that so few interim managers and agencies have 

registered with the ORM, the IM-register, and the RIM. 

 

 

                                                
5
 More on service processes later in this study. 
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2.1.2  Definitions and types of interim management 

 

The concept of interim management has not been clearly and unambiguously defined. The 

vague definition and delineation of interim management has often proved a stumbling block 

on the path to better understanding and comparing interim management (Koppens and 

Veenma 2003). In studying contemporary definitions of interim management, it is remarkable 

how few authors offer a clear and sound definition of interim management. The definitions 

they do offer are often contradictory or tainted by circular reasoning. If you were to ask three 

interim managers: “What is this interim management stuff, you‟d get three different answers” 

(Managementteam 2006). All of this provides a wonderful example of the semantic paradox: 

“The more a word is used, the hazier its meaning” (Thys 2001). 

 

Van „t Hof (2007) put the development of definitions of interim management into a 

chronological list. This list is reproduced below, with the addition of recent definitions and 

descriptions by Witvliet (2005), Van „t Hof (2007), and Vorst (2007b-2008). 

 

Development of definitions/descriptions of interim management 

Author Definition / description 

Banning and Klep 

(1987) 

“The performance of temporary management tasks with all commensurate 

responsibilities and powers within companies and other organisations. These 

tasks are usually performed at the upper management or upper middle 

management levels.” 

Ribbens and 

Viguurs (1990) 

“Interim management is the temporary performance of management tasks in 

(part of) an organisation by an outsider.” 

Golzen (1992) “Interim management is the temporary placement of highly qualified 

managers with a specific task of ensuring continuity an organisation. It can 

also be put to augment the skills of an existing management team.” 

Roos ( 1993) “The performance within (parts of) an organisation of temporary management 

tasks with all commensurate responsibilities and powers.” 

Geerding and Ten 

Koppel (1994) 

“Interim management is a temporary surplus of change-oriented management 

experience targeted at improving the potential for change in an organisation 

and the capacity for change in incumbent management.” 

Wichard ( 1994) “The temporary performance of a managerial role with all commensurate 

(sometimes strictly delimited) formal powers and responsibilities.” 

Van der Togt 

(1994) 

“An interim manager is a manager who is engaged by an organisation from 

outside to fill a vacancy, often in upper management. He answers to the client 

and his job usually entails the speedy resolution of pressing problems or the 

introduction of changes of some kind, which are described in an assignment.” 
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Reyn (1995) “In interim management, the management of an organisation or a part thereof 

is purposely assigned to a freelance interim manager. He operates within the 

existing organisational chart, is awarded the responsibilities and powers of 

the management position, but his mandate is contractually defined with a 

limited duration and in terms of verifiable expected results.”  

Boogaart-Bos and 

Deenenkamp 

(1995) 

“Interim management is when a strategically important key position, usually in 

the highest echelons of upper management, is temporarily filled by an 

outsider who has gained relevant work experience elsewhere and will 

disappear into the sunset upon completion of the assignment.” 

Russam (1996) “Interim management is the engagement by an organisation of an executive 

within the middle to senior management band for a limited and usually fixed 

period of time. Interim management is a resourcing option.” 

Van Hout (2001) Offers no definition, but outlines four characteristics of interim management 

that can be distilled from the existing definitions. 

It is a: 

 temporary form of organisational management, 

 with varying goals, 

 targeting a unique organisational problem, 

 based on a personalised management toolbox. 

Inkson et al. 

(2001) 

“An interim-manager is a management professional, usually with a specific 

area of expertise, who contracts, often through an agency, to provide a client 

company with short-term cover, troubleshooting in an area of expertise, or 

completion of a pre-defined project.” 

Burger and Van 

Staveren (2002) 

“An organisational professional who temporarily provides expertise to an 

organisation. He or she differs from other external organisational 

professionals, such as consultants, in that he has the necessary powers to 

manage (changing) part of the organisation. In this way, the interim manager 

becomes a part of the organisation and may be called to task on the 

consequences of his or her actions.”  

Boon (2005) “Interim management is to temporarily engage an outsider to fulfil a managing 

position with a clear set of goals and the responsibilities and powers relevant 

to their achievement.” 

Witvliet (2005) Offers not so much a definition as a description. 

“The interim manager is an outsider who is granted power and the authority to 

use it, who does not enter of his own accord, but only where invited, who has 

a client, but is unsure of that client‟s loyalty, who steps up when a system 

breaks down or when change is needed that those in power cannot or will not 

effect, who cannot know in advance what surroundings he will enter and must 

therefore take his time to find his anchors, who has not prepared himself for a 

specific organisation, but serendipitously encounters an organisation, and 
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who has a limited amount of time before a reckoning comes and he must 

show the success of his actions.” 

Van „t Hof (2007) “Interim management is to fill an existing position on the basis of a temporary 

management agreement with the purpose or resolving a specific 

organisational problem with full accountability to the client.” 

Vorst (2007b-

2008) 

“Interim management is management for a limited time with agreement 

beforehand that the interim manager will leave the organisation when this 

time has passed.” 

Table 2.1 (Source: Van „t Hof (2007) modified by JV) 

 

 

From these definitions and descriptions it is possible to distil some defining characteristics of 

interim management. Interim management involves temporarily deploying external 

management capacity in an organisation. The interim manager is given the powers needed 

to perform a regular set of duties and/or tackle specific organisational problems. The interim 

manager performs a service and is accountable to his client. When these definitions mention 

levels at which interim management is deployed, they usually mention the board of directors, 

executive management, or upper management levels. 

 

Aside from the many definitions of interim management, recent years have seen the creation 

of a multitude of types of interim management. Because of this, Van „t Hof (2007) stated, 

talking about interim management, that it “runs the risk of devolving into a Babylonian 

confusion of tongues”. The different types are pretty strictly circumscribed, whereas there are 

actually quite a few hybrids (Burggraaf 1995). That makes it difficult to set clear-cut and 

objective criteria for each of the types and leaves the distinction “gradual and problematic” 

Witvliet 2005). Van Hout (2001) contributes to this discussion by stating that the jumble of 

interim management types often serves a commercial purpose, and a marketing façade is 

therefore erected around the deployment of interim management. The different types of 

interim management can be broadly divided into two main categories: general interim 

management and functional interim management. General interim management refers to 

filling a management position and implementing a (strategic) change (De Roo 1996, Reijniers 

2002). Functional interim management refers to temporarily filling a management position 

where non-standard and specific knowledge or training is required. Bearing management 

responsibility is still relevant, but the application of specific knowledge is dominantly 

important. Examples of this are Head of Human Resources (HR) and Head of Information 

and Communication Technology (ICT). Making the distinction between general and 

functional interim management turns out to be quite difficult in practice. This is because very 

nearly every assignment demands that an interim manager touch on both these areas. There 
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is no way to determine where one area ends and the other begins (Boon 2005). I‟ve distilled 

four types from the variations found in general interim management. Some of these are really 

a collection of subtypes. They are listed below. 

 

 Interim replacement or substitution management 

In interim replacement or substitution management, the assignment is to temporarily take 

over from a regular manager. This might happen when the regular manager has suddenly 

resigned or been dismissed, has fallen ill, or has taken a leave of absence. Another 

possibility is that the management structure of the organisation is being overhauled and 

interim manager(s) are deployed to fill the open position(s) pending the recruitment of new 

management. Senior (2000), Koppens and Veenma (2003) and Boon (2005) point out that 

these substitution assignments hardly ever occur in their pure form. They claim that during 

such assignments, interim managers are almost always given a mandate of change as 

well. The absence of regular management is often seen as a natural time to introduce 

change. Substitution, then “is often used as a kind of euphemism, a seemingly neutral term 

that will happily cover a multitude of sins” Senior (2000). 

 

 Interim project management 

In interim project management, the interim manager is responsible for guiding a (large) 

group of employees and (multi-disciplinary) project teams to the desired project result. 

 

 Interim crisis management 

Interim crisis management is all about weathering crises. There are two kinds of crises 

worth examining. There‟s the objective crisis, where an organisation or part of an 

organisation has its existence threatened (Reijniers 2002). It was this type of interim 

management that stood at the cradle of interim management in general in the nineteen 

seventies. Objective crisis management is sometimes referred to as „turnaround‟ 

management. The second form of crisis management handles subjective crises. Wichard 

(1994) describes subjective crises as “cases where the continuity of the organisation is not 

directly threatened, but where a collective feeling of crisis prevails, organisations or 

departments become unsettled, power struggles and conflicts abound, and organisations 

or departments lie paralysed”. Handling subjective crises is also called restoration 

management of improvement management. 

 

 Interim change management 

Interim change management is deployed where an organisational change creates a 
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temporary need for additional personnel or know-how. Interim management is also useful 

in this context to stir things up in an organisation, to break through staid cultural patterns 

and to move the managerial risks inherent to organisational change onto an external 

(interim) manager. 

 

All this leads to the conclusion that interim management remains essentially undefined 

(Stortelers 2003). Van Hout (2001) also finds that in spite of the many definitions for interim 

management, there is no coherent or general understanding. This is because the definitions 

now used create more questions than they answer. He resolves this by formulating some 

intrinsic characteristics of interim management from the literature. The literature describes 

interim management as: 

 a temporary form of organisational management, 

 with varying goals, 

 targeting a unique organisational problem, 

 based on a personalised management toolbox. 

This describes interim management much better than its many definitions can manage. Van 

Hout‟s (2001) description also dovetails into Wichard‟s (1994) description of interim 

managers: resolvers of complex issues. The many types of interim management found in the 

marketplace do turn out to share a common base in their contribution to organisational 

change (Reijniers 2002, Geerding and Ten Koppel 1994, Witvliet 2005). 

 

2.1.3 Levels at which interim management is deployed 

 

The way interim management has grown also shows in the level at which it is deployed in 

organisations. For level, read „location in the orderly, hierarchical framework of 

organisations‟. The literature offers no firm guidelines for this, with clear borders between 

levels. Reijniers (2002) links the interim management level to the so-called RIM level. RIM 

managers are interim managers registered with agencies who are members of the RIM 

(Raad voor Interim Management. Translated: Interim Management Council). By referring to 

this RIM level, Reijniers is calling to mind the early days of interim management, when it was 

mostly former captains of industry who made up the rank and file of interim managers. 

Currently though, many RIM agencies also, or even mostly, supply managers to lower 

organisational levels. Below is an illustration of the organisational levels at which interim 

management is most often deployed. 
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Figure 2.1 Source: ORM-RIM survey 2004 

 

This figure6 shows that top level (i.e. board of directors and executive) interim management 

accounts for only a modest proportion of the total number of interim management 

assignments. The results of the 2007 ORM survey and Schaveling‟s (2008a) research lead 

to much the same conclusion. The ORM surveys7 show a falling trend in the number of 

executive level assignments, from 23% in 2003 down to 11% in 2007. Van „t Hof (2007) 

points out that clinging to the “exclusive domain” of the executive level is no longer of this 

age. To make that point, he reiterates that the literature on interim management is usually 

written from the perspective of interim managers. From their perspective, differentiating 

between different levels at which interim management is deployed constitutes “an 

infringement upon their exclusive status as executive interim managers at the general 

management level”. 

 

Interim management at the „management level‟ now comprises the lion‟s share of interim 

management assignments. This level is usually dubbed middle management (Van Hout 

2001, Ramsey 2002, Lendering et al. 2002). The number of assignments at this level has 

seen explosive growth these past decades (Ramsey 2002, Schaveling 2008a). Interim 

management at the middle management level can be characterised as assignments at or 

directly below the executive level, where the interim manager does not bear final 

responsibility. Lendering et al. (2002) describe this level as: “the echelon between the 

executives and section chiefs and staff”. Van Aken (2007a) connects middle management to 

“operational middle management responsibility”. That ties in nicely with Van Hout‟s (2001) 

                                                
6
 The results of the survey on which this image is based do not deviate significantly from the results of the surveys from 

preceding years. 
7
 ORM surveys 2003 - 2004 and 2007. 
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finding that the majority of interim managers in government earn a salary in scale 13 or 14 of 

the BBRA8. Scales 13 and 14 correspond to functions at the level of section and department 

chiefs. Van Hout (2001) describes interim managers at the middle management level as 

implementers “of the changes initiated by interim managers at the top”. This description 

unjustly relegates interim managers in middle management to the position of mere 

henchmen of their brethren at the top. What Van Hout describes can happen, but as a rule 

interim managers in middle management function quite autonomously. Amongst interim 

managers, the difference between the upper and middle levels of management is, for 

reasons of prestige, an exceedingly sensitive subject. To measure at what level an interim 

manager works, it is vital to know how large an organisation he works in. An interim manager 

who bears full responsibility for an organisation of 1000 employees might qualify as an 

executive or director. That same interim manager, with the same responsibilities, working 

inside a larger organisation, as a section chief for instance, is strictly speaking in middle 

management! Large differences in the sizes and (upper) management structures of 

organisations make distinguishing between management levels that much harder (Boon 

2005). 

 

A clearer view of the organisational levels at which interim managers are deployed can be 

garnered by examining the number of employees they manage. The figure below offers 

insight. 

 

 

Figure 2.2 Source: ORM-RIM survey 2004 

 

                                                
8
 Bezoldigingsbesluit Rijksambtenaren 1984 (roughly: The Remuneration of Civil Servants Act). 
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This chart clearly shows that the vast majority of interim managers manages no more than 

50 employees. That nicely matches the results of Schaveling‟s (2008a) research. When we 

combine this understanding with the fact that in 47% of cases the interim manager works at 

the level of „manager‟, this is more evidence that most interim management assignments are 

performed at the middle management level. 

 

2.1.4  Interim management compared to consultancy and regular management 

 

One way to garner insight into a situation or phenomenon is to compare it to other situations 

or phenomena (Strauss and Corbin 1998, Van Hout 2001). For interim management, it 

makes sense to compare it to consultancy and to regular management. A comparison to 

consultancy makes sense because consultants and interim managers both function as 

service providers within the management of organisations. They are distinct from more 

peripheral service providers like trainers, coaches, recruiters, lawyers, and accountants. The 

choice to compare interim management to regular management is self-evident: interim 

managers, like regular managers, are a part of the management structure. 

 

 Interim management compared to consultancy 

 

In the literature, interim management is often compared to consultancy9. Wichard and 

Reezigt (1991) suggest that one major similarity between interim managers and consultants 

is that they function independently of the ruling organisational culture. It is highly debatable, 

however, that that is still the case. After all, I‟ve shown that many interim managers are at the 

middle management level in organisations. At that level, it is next to impossible to ignore the 

organisation‟s culture. An important difference, pointed out by Wichard and Reezigt (1991), is 

that interim managers are very visible to members of the organisation, whereas the same 

rarely applies to consultants. The fact that interim managers have discretionary powers that 

consultants clearly lack is also often pointed out. Strikwerda (2005) makes that point when 

he states that the whole idea behind consultants is that they consult; they don‟t implement. 

Interim managers, on the other hand, are a part of the organisation‟s management structure, 

however temporarily. Mulder (2005) points out that a consultant is essentially on equal 

footing with his client. There is no real hierarchical difference. When someone contracts an 

interim manager, there is usually a hierarchical gap between the client and interim manager: 

another difference between consultants and interim managers. After studying the many 

                                                
9
 The literature on consultancy often distinguishes between organisational and management consultancy. I do not believe this 

study to be best served by examining any differences between the two. 



Chapter 2 - Literature study 

page 20 

definitions of consultancy, De Sonneville (2005) comes to the following key understanding10 

on consultancy: “it‟s about advising, a specific, interactive process between consultant and 

client and therefore a process that is quite distinct from managing, instructing or directing”. 

The gap between the domains of the consultant and the interim manager is narrowing 

(Burggraaf 1995, Handy 2002, Koppens and Veenma 2003, Tiemstra and Viguurs 2004, 

Risseeuw 2004, Reijniers 2006, Van ‟t Hof 2007), leading to increasingly marginal 

differences. One development that illustrates this narrowing can be found in consultancy: the 

consultant‟s performance requirement is steadily giving way to a result requirement 

(Batelaan 2000, Koops 2002, Stortelers 2003, Oorschot and Hogerhuis 2004, Tiemstra and 

Viguurs 2004, De Sonneville 2005, Kloosterboer 2006). This means that the consultant isn‟t 

just graded on the quality of his advice; he is also expected to deliver measurable, tangible 

results. That puts the consultant on the doorstep of the interim manager‟s domain, who is 

always graded on his results. Remarking on the interim manager‟s domain, for instance, 

Hendriksen (2002) puts forward that “the profession is playing it fast and loose with the 

demarcations of interim management”. Eyzenga et al. (1993) speak of external experts who 

find it increasingly difficult to keep their lane and show “a turbulent style of driving, entirely 

adapted to the available possibilities”. Maas (2001) has found in his research of profiles and 

professionalism in interim managers that it seems like “interim management has become a 

catch-all phrase; it encompasses a range of activities and diverse people in no particular 

order” and that “those involved exhibit all manner of strategic and opportunistic behaviours to 

enable them to change labels”. Stortelers (2003) clarifies the narrowing of the gap between 

the domains of interim management and consultancy by stating that “the interim manager 

has three roles to play: consultant, change manager, and of course operational manager”. 

Within the industry, organised interim managers, interim management agencies and 

consultants are starting to realise that the disciplines increasingly touch and overlap. This 

has led to a study starting in the spring of 2006 into the development of a common 

professional code and disciplinary rules for “the entire field of organisational support 

professionals” (ORM newsletter, May 2006). In this way, a whole new designation for the 

professions of interim manager and consultant has been introduced quite in passing. As of 

early 2009, this initiative has not led to a common professional code and disciplinary rules. It 

is safe to say, then, that the difference between interim managers and consultants is 

becoming less pronounced. 

 

 

 

                                                
10

 The other key understanding De Sonneville mentions, which is about the organisation about which advice is offered, is not as 
interesting to the context of this study. 
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 Interim management compared to regular management 

 

The management aspect of interim management is often described in terms of “all 

commensurate (sometimes strictly delimited) formal powers and responsibilities” (Wichard 

1994) or “the full range of management tasks with all commensurate powers and 

responsibilities” (Banning and Klep 1987). Management at its core is about controlling and 

improving existing structures and systems in organisations, as well as “the daily supervisory 

work” (Kets de Vries 2001) and inciting people to display desirable behaviours (Wierdsma 

and Swieringa 2002). This leads me to conclude that on the management front, there is no 

difference to speak of between interim managers and regular managers. The difference 

between an interim manager and his regular counterpart is in the reasons for his recruitment 

and his role in the organisation. A regular manager is recruited to suit a functional profile and 

employed to create continuity and continued growth for the organisation (Van Gelder 2005). 

Interim managers will perform „normal‟ management tasks temporarily, but they are mainly 

employed to solve a problem or initiate changes or improvements (Ramondt 2004). As we‟ve 

seen before, even in substitution assignments, which are mostly about holding down the fort 

for a while, interim managers will often receive, implicitly or explicitly, a mandate for change. 

When a regular manager recruits the assistance of an interim manager there is also the 

question of what role the regular manager (the client) envisions for himself and what position 

he assigns to the interim manager. “It is this fact exactly that marks the difference between 

the regular manager and interim manager. They do the same jobs, but their roles differ and 

that decides both approach and result” (Ramondt 2004). 

 

It is often said that interim management is different from regular management because it‟s 

temporary in nature. Wichard (1994) makes that point, stating that “the difference between 

interim management and regular management can largely be explained by the 

temporariness aspect of interim management”. Geerding and Ten Koppel (1994) apply some 

logic to the temporariness of the interim management by quoting a client: “the management 

path ends as soon as the interim manager loses his added value to the organisation”. By this 

logic, interim management must perforce be temporary. Temporariness should be 

understood to mean: “the temporary appointment of the interim manager in the client‟s 

organisation where it is arranged beforehand that he will leave again” (Maas et al. 2001). 

Increasingly, though, temporariness is becoming a part of regular management as well 

(Burger and Van Eijbergen 1999, Drucker 2001, Wichard 1994, Van Hout 2001, Reijniers 

2002, Handy 2002, Ramondt 2004, Risseeuw 2004). Regular managers, too, are afforded a 

set time span to achieve set goals. Also, from a career planning perspective, many regular 

managers choose to perform a specific job for a clearly defined period of time. Another 
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development, intimately related to this one, is that organisations are becoming more 

transitory in nature (Van Hout 2001). This idea has been seen before in organisation science 

in the shape of a flexible organisation consisting of a solid core of organisational 

professionals and managers surrounded by shells of employees, managers and other 

external parties who temporarily become a part of the organisation depending on the 

circumstances and expertise requirements. Handy (2002) describes these flexible, transitory 

organisations as “Shamrock Organisations11” that are made up of three leaves representing 

the core, contracts, and personnel. Burger and Van Eijbergen (1999) are referring to the 

same phenomenon when they say: “in the new economy, tenure is becoming increasingly 

rare and more and more positions are being filled on a temporary basis, including 

management positions”. The process of organisations becoming transitory appears to be 

accelerating in The Netherlands. It is being said that “The Netherlands are tempifying”, and 

that “interim management is here to stay” (FEM Business and Finance 2008). Even so, the 

interim manager still faces much more temporariness than a regular manager encounters in 

the execution of his duties, as is evidenced by the following facts and figures. 

 

 

Figure 2.3 Source: ORM-RIM survey 2005 

 

The 2004 ORM survey12 shows that 45% of interim assignments run for 3 to 7 months13. 

Research done by Van „t Hof (2007) shows that interim assignments run for 12 months on 

                                                
11

 Shamrock refers to the clover used by St. Patrick to describe the Holy Trinity. 
12

 The 2007 ORM survey contains no subdivisions by number of months. 
13

 It is becoming increasingly common for interim managers to spend a lot more time than this in an organisation. This longer 
deployment is often called term management (Ramsey 2002). This could, for instance, apply in situations where a regular 
manager cannot be found to replace the interim manager, or where the interim manager‟s continued presence is needed to 
anchor achieved change. 
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average. Schaveling (2008a) has the numbers at 6 months maximum in 32% of cases and 

12 months maximum in 39% of cases. When performing an interim management 

assignment, then, the interim manager is only a part of the organisation for a very limited 

time, whereas the regular manager will be a part of the organisation for much longer. The 

interim manager can be seen as a provider of services one uses in very specific 

circumstances and for a short time only. That is what makes him a different character entirely 

from a regular manager who job-hops a lot. 

 

2.1.5  Reasons for deploying interim management 

 

Interim managers usually describe the issues they work on as: “diffuse issues with high 

degrees of uncertainty, uniqueness, complexity, instability, and value conflicts” (Ramondt 

2004). They also tell us that no two interim management assignments are alike. Still, 

Ramondt (2004) shows that the same issues crop up in almost every assignment; “aside 

from the factual context, which is unique, there are universal basic patterns”. Witvliet (2005) 

has this to say; “on more than one occasion it‟s been about problems originating at the top of 

the organisation: fixation on a preset course, insensitivity to signals from the work floor, 

upper management at the mercy of section managers, coterie cultures blocking the flow of 

information, rudderless organisations where everyone does as they please, an 

uncompromising focus on results and disregard for good practises and regulators who suffer 

from the same short-sightedness”. Van Gelder (2005) also recognizes that her comparison of 

the „real life‟ cases she‟s investigated and 10 randomly chosen interim management case 

files, mostly yields similarities between the two groups14. This means that the context in 

which interim management assignments take place may change, but the issues it undertakes 

to resolve are usually very similar. In my treatment of the reasons for deploying interim 

management, I will limit myself to examining those reasons that I believe are most relevant to 

the subject of this study. I will tie that into the earlier observation that all types of interim 

management share the common characteristic that they contribute to organisational change. 

In no particular order, I will examine the deployment of interim management in relation to: 

 Supplying additional knowledge. 

 Quality of regular management. 

 Modulating the speed of developments. 

 Problem solving and crisis resolution. 

 Implementing change. 

                                                
14

 This study compares the impressions of different people and organisations involved in an interim management intervention in 
an organisation. This involved a comparison between an interim assignment of change in a very volatile environment influenced 
by political bodies and 10 randomly chosen interim management case files. 
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Although distinctions can be made between the different reasons, they usually manifest in 

groups. As an example, I will put forward the fact that solving an organisational problem 

means change will automatically be implemented. Ideally, the old problematic situation will 

have changed to a new one, wherein the problem is either solved or no longer seen as a 

problem. 

 

 Supplying additional knowledge 

 

In many organisations, regular management will have knowledge15 that has been developed 

within a specific organisational context and a specific discipline. This knowledge no longer 

meets (temporarily) increased requirements. It is important to remember in this context that 

the training, experience and functional profile of regular management matches the size of the 

organisation. This means that small public organisations, for instance - due to their strict 

wage structures - have little or no opportunity to attract more qualified regular managers. 

Regular management is therefore unsuitable to troubleshoot major problems or to enforce 

measures or organisational changes that fall outside the scope of their personal knowledge. 

Research done by Van Eyck and Heslinga (2002) into the deployment of interim 

management in crisis situations shows that in 94% of cases regular management in the 

organisation has little or no experience dealing with crisis situations. Interim managers, on 

the other hand, are more highly qualified and experienced managers with a broad frame of 

reference (Banning en Klep 1987). They get this frame of reference from having worked in 

many different organisations. This allows them to supply knowledge that is lacking in an 

organisation and/or is only needed for a short time. 

 

 Quality of regular management 

 

One of the reasons most often stated for deploying interim management into organisations is 

the lack of necessary quality in regular management (De Dreu 1988, Wichard 1994, 

Geerding and Ten Koppel 1994, Maas et al. 2001, Reijniers 2002, Koppens and Veenma 

2003, Van Gelder 2005). Reijniers (2002) states that “the interim manager comes into play 

when the incumbent manager has proven incapable of implementing necessary change”. 

Previously mentioned research by Van Eyck and Heslinga (2002) shows that out of the top 

three causes for crises in organisations, poorly functioning management (teams) tops the list. 

In light of this (somewhat unkind) description of the quality of regular management, it seems 

fitting that I examine the issue from their side as well. High demands are placed on an 

                                                
15

 I use „knowledge‟ as a catch-all term here. Knowledge can take many shapes, which this study will not investigate. To garner 
more insight into the concept of knowledge (management), I refer the reader to the sizable library on that subject. 
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organisation‟s regular management. Besides managing day-to-day affairs, they must direct 

their energies towards solving problems and implementation of intermittent organisational 

adjustments: “The necessity to facilitate change without loss of continuity of daily business 

processes puts great demands on the competences of executives” (Van „t Hof 2005 in Van 

Gelder 2005). Moreover, interim managers are usually tasked with resolving a single problem 

in the client‟s organisation, whereas the problems regular management deal with are legion. 

This allows an interim manager to direct all his attention towards the problem he was 

engaged to resolve, whilst regular management is forced to divide its attention amongst 

myriad concerns. When that fails “the organisation has too many problems on its plate” 

(Ramondt 2004). In those cases, interim management can step in to „lend a helping hand‟ 

and allow regular management to regain their footing. In this context, Ramondt (2004) 

compares the client to the wise man who understands that not knowing is the basis of all 

knowledge. He goes on to say that it is wise for a manager to admit ignorance and “seek out 

others who can lend a hand.” 

 

The deployment of interim management has also been positively linked to the quality of 

regular management in the context of “the learning and developmental processes of 

incumbent management. Incumbent managers are introduced to new management styles” 

(Koppens and Veenma 2003). Now that the mobility of management professionals is 

becoming less of a problem in profit-oriented organisations, sectors like local government 

and healthcare still struggle to attract managers to fit specific vacancies and to establish 

effective staff policies and job rotations. In the hierarchies of local government and 

healthcare organisations, upper management positions are usually awarded based on 

seniority and the long-term accretion of work experience and expert knowledge. “That means 

many government organisations are led by managers who have not advanced in their 

careers based on their management competencies and are therefore not necessarily well 

suited to the new situation” (Van Hout et al. 2004). Similar situations occur in healthcare: 

“Incumbent management has often grown from patient care to management positions in a 

small or medium-sized setting” (Tiemstra and Viguurs 2004). Van de Wiel et al. (1993) state 

that organisations are invariably trapped “by their own snare of past recruitment and 

selection policies”. In public organisations, people are also confronted with the extensive set 

of rules surrounding the legal status and protection of civil servants. This „superprotection‟ is 

not as prevalent in healthcare as it is for civil servants. This makes public organisations 

especially inflexible in dealing with staffing issues, allowing them to fester. Interim 

management in these settings is usually kept as measure of last resort. 
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 Modulating the speed of developments 

 

Because the restructuring, remodelling, and changing of organisations takes a relatively long 

time, the normal course of events may be abandoned in favour of appointing an interim 

manager. On this subject, De Dreu and Siero (1993) state that to achieve both speed and 

efficiency, organisations turn to interim management more and more frequently. Interim 

managers can usually resolve specific problems or instigate specific changes more swiftly 

than the organisation can manage under its own strength (Strikwerda 2005). Schriever 

(1983) states “that interim management allows the creation of circumstances under which 

procedures can be foreshortened considerably. This is caused by a willingness among 

regular functional and coordinating bodies to temporarily surrender a modicum of formal 

power, because the situation will normalise as soon the interim management ends”. There 

are other aspects that promote speed as well. I‟ve stated before that, compared to regular 

managers, interim managers need to be considerably “overqualified” in terms of knowledge. 

This also allows them to work more quickly than regular managers. Another factor is that 

interim managers focus primarily on completing their assignment. It may safely be assumed, 

for instance, that maintaining a social network in the workplace demands far less time from 

an interim manager than it does from a regular one. An interim manager will tend to keep his 

social contacts to the (bare) minimum required to complete the assignment. A regular 

manager, mindful of his position and job description, will maintain a much larger social 

network. The speed at which an interim manager works will practically force an organisation 

temporarily - in whole or in part - to adopt this speed. Remember, though, that that speed is 

likely to drop again after the interim manager‟s - inevitable - departure. 

 

In the literature, very little attention is paid to the fact that employing an interim manager can 

actually slow down the resolution of certain organisational issues. This disinterest is probably 

due to the fact that slowing down problem resolution is so completely at odds with the 

general public‟s ideas about interim management as a tool for dealing with issues powerfully 

and therefore quickly. By handing off a sensitive organisational issue to an external party, 

such as an interim manager, it becomes possible to delay the actual handling of the problem 

for a time. That allows members of the organisation to synchronise the moment that work on 

the sensitive issue begins with political influences, shifting priorities and personal agendas. 

 

 Problem solving and crisis resolution 

 

The „popularity‟ of deploying interim management is often ascribed to the fact that interim 

managers are, because of their temporary status, far better able than regular management to 
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solve problems and resolve crises16 quickly and effectively. “Where the incumbent 

management is often forced to navigate carefully between the interests of the organisation 

on the one hand and the interests of the staff on the other, a manager assigned ad interim 

can unapologetically choose to represent the interests of the organisation without 

considering the interests of the staff” (De Dreu 1988). Wichard (1994) distinguishes between 

objective and subjective crises. In an objective crisis, the continued existence of the 

organisation is threatened and large, radical changes must be implemented to survive. In a 

subjective crisis, the continuity of the organisation is not directly threatened, but “a collective 

feeling of crisis prevails, organisations or departments become unsettled, power struggles 

and conflicts abound, and organisations or departments lie paralysed” (Wichard 1994). As 

discussed before, interim management has become a widely used management tool. It is 

therefore likely that when interim management is deployed to weather a crisis, that crisis is 

usually a subjective one. 

 

As regards the deployment of interim management in case of crises and problems17, 

Hofstede (1991) mentions the difficulty Dutch managers usually have with implementing 

unpopular measures. It can be inferred that interim managers are sometimes used to handle 

the „dirty work‟, because they will leave soon enough anyway. It is also possible that regular 

management is quite capable of handling the problems, but chooses to shift the managerial 

risks onto the interim manager (Van Hout et al. 2004). This is not by definition an act of 

cowardice by regular management; sometimes, as we will see again under the subject 

heading of „change,‟ it is simply best that someone else does these things. On the other 

hand, studies by Koppens and Veenma (2003) and Vorst (2007b-2008) show that regular 

management isn‟t shy about conveniently letting others be the bearers of bad tidings. The 

typically Dutch „polder model‟18 has proven to be a popular cause for deploying interim 

management in organisations to solve problems. Lendering et al. (2002) have this to say on 

the subject: “The one who profits most from the indecision inherent in committee culture is 

the interim manager, who is employed to make the decisions regular management should 

have made themselves”. Maas et al. (2001) also point out the typically Dutch situation of 

“countervailing powers” in organisations. People in an organisation are constantly seeking 

consensus and are equally keen to avoid responsibility. Seeking consensus and avoiding 

responsibility at the same time often leads to situations where treating the symptoms 

                                                
16

 The difference between a crisis and a problem will not be explored in this study. 
17

 The label of problem is often used with negative connotations, but there are in fact two ways of considering problems. Firstly, 
as something that isn‟t going to plan and needs handling, and secondly as a “cognitive” problem in the form of  something that is 
not yet known or something that needs researching. 
18

 The polder model has its historic basis around the year 1100 AD, with the development of the Holland water boards. On these 
water boards, the Counts and their subjects would come together to discuss water management in the polders and maintaining 
the dykes (Lendering 2001). 
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becomes the norm; the real (underlying) problems are never discussed and never solved. In 

some ways, that makes interim management the management solution for the deadlocked 

consensus model (Witvliet 2005). 

 

 Implementing change 

 

Change may be taken to mean “an observed or observable difference in something (a 

person, an organisation, a municipality) over a certain period of time, regardless of the fact 

that the nature of the change can take many forms” (De Caluwé et al. 2001). The vast 

majority of changes in organisations take place without everyone being aware of it (De 

Caluwé et al. 2001, Daamen 2006). In the deployment of interim management, it is often 

pointed out that these are conscious interventions, attempts to change something noticeable 

in the organisation. Organisational changes are generally acknowledged to be laborious, 

complex, and risky processes. Buchanan and Boddy (1992 in Punt 2000) illustrate this by 

parodying a process of change in six steps: “1 Enthusiasm; 2 Disillusionment; 3 Panic; 4 

Search for the guilty; 5 Punishment of the innocent; 6 Praise and rewards for the non-

participants”. As early as 1513, Niccoló Machiavelli wrote The Prince (Il Principe): “And it 

ought to be remembered that there is nothing more difficult to take in hand, more perilous to 

conduct, or more uncertain in its success, then to take the lead in the introduction of a new 

order of things”.19 There are countless examples to show that this statement has lost none of 

its relevance in the intervening centuries. The outsourcing of initiatives for change to interim 

managers often carries negative implications about the courage and decisiveness of regular 

management and those who contract the interim manager. Still, it is sometimes better for 

someone else to do it, not just because, as said before, interim managers have a broader 

understanding and can work faster, but also because to have regular management do it can 

make their jobs much more difficult in the future (Van Gelder 2005). It is also often pointed 

out that interim managers can break through an organisation‟s traditional sensemaking by 

bringing in new ideas from the outside and opening a debate about the „sacred cows‟, 

privileges and abuses that are making it difficult to solve the problem. Events of the past 

distort the interpretation of subsequent events (Van Gelder 2005). This distortion possibly 

occurs because people within an organisation mostly interact with people who share their 

definition of reality. These interactions are often very self-referential because they are based 

on comfortable, ingrained routines and perceptual frameworks. This offers people constant 

                                                
19

 The complete quotation runs: “And it ought to be remembered that there is nothing more difficult to take in hand, more 
perilous to conduct, or more uncertain in its success, then to take the lead in the introduction of a new order of things. Because 
the innovator has for enemies all those who have done well under the old conditions, and lukewarm defenders in those who 
may do well under the new. This coolness arises partly from fear of the opponents, who have the laws on their side, and partly 
from the incredulity of men, who do not readily believe in new things until they have had a long experience of them”. 
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affirmation in their interactions, thereby minimising the chances of finding a fundamental 

solution to the problem (De Ruijter 1996). Interim managers remain unaffected by this 

process because they enter the organisation with a fresh view and, as stated before, remain 

in it only briefly. “Temporary managers, unlike their predecessors, help people in 

organisations break through their obsessions and track down the barriers to change” (Maas 

et al. 2001). It is important not to exaggerate the impact of changing organisations in the 

context of interim management. It‟s not all large, striking, and radical organisational changes, 

like privatisations of organisations or parts thereof, mergers, changes to company processes 

and policies, culture shifts, and projects to improve quality and customer service. Witvliet 

(2005) states that it‟s mostly about assignments “where there‟s been a temporary 

disturbance to a department or part of an organisation, or where the effectiveness or 

efficiency of a part of the organisation must be addressed. It‟s usually about removing 

barriers, creating conditions that allow further development, or giving the organisation that 

first push onto the path of actualisation, after which it can continue on its own.” It also turns 

out that when an interim manager is called in to effect change in an organisation for 

healthcare or local government, that usually means he must implement a plan for change 

that has mostly been thought up beforehand. The implementation of change in these 

situations is usually secondary to temporarily filling a vacant position in regular management. 

It also turns out that most of the effected changes are really more like improvements, and 

must usually originate from within the existing (regular) organisation (Vorst 2007b-2008). The 

implementation of change by interim managers is by no means as grand as it is sometimes 

made out to be. Truly radical mandates for change, according to Witvliet (2005), only occur in 

a handful of cases. 

 

2.1.6  Interim management as a process 

 

The execution of an interim management assignment can be thought of as a process. A 

process is defined by Strauss and Corbin (1998) as “a series of evolving sequences of 

action/interaction that occur over time and space, changing or sometimes remaining the 

same in response to situation or context”. Below, I will firstly explore the people and groups 

involved in the interim management process. Next, I will talk about the service-oriented 

nature of the interim management process. Thirdly, I will examine the different phases of the 

interim management process. 
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 The people and organisations involved in the interim management process 

 

The execution of an interim management assignment involves many people and 

organisations, who individually and collectively influence the final result. Van Hout et al. 

(2004) name the following people and organisations in the interim management process: The 

client, the interim manager, the interim management agency, and the overarching 

organisation inside of which the interim management assignment is executed. In doing so, 

Van Hout et al. (2004) neglect to mention the external, environmental context, meaning those 

people and organisations who are outside of the organisation where the interim management 

assignment is taking place. The people and organisations involved in an interim 

management process are represented in the figure below. In this figure, I have expanded 

upon the original model by Van Hout et al. (2004) by adding external people and 

organisations under the label of „environmental context‟. 

 

Interim Management

Agency
Client

Client’s 

Organisation
Interim Manager

Environmental

Context

Environmental

Context

 

Figure 2.4 Source: Van Hout et al. (2004) (modified by JV) 

 

 The environmental context 

 

The external environmental context consists of people, groups, and organisations outside of 

the organisation into which interim management is being deployed. Some examples where 

this applies are local fire brigades and intermunicipal20 social services. Within such 

organisations , interim management could be used to resolve complicated issues, in the area 

of collaboration for example. External people and organisations can have a clear influence 

                                                
20

 This is where a number of municipalities have conjoined their administration of social services into a single organisation. 
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on the interim management result. In the case of the fire brigade, a relevant external 

influence might be the management of an organisation for regional safety. In the case of 

intermunicipal social services, it could be the management of a sheltered workshop or a 

(group of) reintegration specialist(s). 

 

 Interim management agencies 

 

Interim management agencies function as intermediaries between organisations in need of 

interim management and individual interim managers. Based on the information an interim 

management agency receives from an organisation wishing to engage an interim manager, 

which is usually a description of the problems afflicting the organisation and their specific 

wishes, an available interim manager will be matched and introduced to the prospective 

client. An interim management agency will also handle certain administrative tasks like 

drafting the interim management contract. During the execution of the interim management 

assignment, the interim management agency will ideally perform quality control on the work 

being done by the interim manager. They will for instance check the plan of action21 and 

progress reports and they will offer support to the interim managers themselves. Some 

agencies will also organise short training and education paths, refresher courses, and 

networking events for interim managers registered with them. One underestimated aspect of 

interim management agencies is their regulatory function in the supply of interim managers. 

As mentioned before, interim management is not a protected profession. That means that 

anyone can call himself an interim manager, without incurring the slightest chance of 

repercussion. Interim management agencies, however, screen interim managers before they 

will allow them to register. This screening still offers no real guarantees of quality, not least 

because the criteria they use for screening candidates vary wildly between agencies. These 

criteria run the gamut from presenting a credible curriculum vitae to strict demands on 

management experience and competencies and careful factual checks of the proffered 

curriculum vitae, degrees, and references. There has been quite a bit of criticism of the role 

and function of interim management agencies (Boon 2005, Van „t Hof 2007). Boon (2005) 

claims there is a continuum of agencies: from agencies who claim maximum diligence and 

vigilance throughout the interim management process to those who really only introduce 

supply to demand. Questions are also being asked about the value of a service provided by 

some interim management agencies, called „shadow management‟. In shadow management, 

interim managers receive coaching „in the field‟. The application of shadow management can 

be roughly divided into two parts. Some agencies task account managers (salesmen, 

                                                
21

 More on the plan of action later. 
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essentially) with shadow management. These shadow managers must find some way of 

uniting their commercial interests with the role of independent sounding board. On the other 

side of the spectrum are agencies who keep commercialism and shadow management 

strictly separate and employ professional coaches and/or especially experienced (fellow) 

interim managers to offer shadow management. 

 

 The client‟s organisation 

 

The client‟s organisation is made up of people or groups of people functioning at different 

hierarchical levels. In this context, think of the staff, the management, various parts of the 

organisation, and the employees‟ council. The client‟s organisation as an influence on the 

interim management process is, by nature, complex, diffuse, and made up of volatile 

alliances of people, each assigning their own interpretations to the issue at hand. 

Circumstances often force people to enter into all manner of pacts and alliances, sometimes 

with the aim of surviving the period of interim management. Kleiner (2004) points to the 

existence of „core groups‟ in organisations. They are the people who really matter, and you 

won‟t find them in any formal chart, contract, or document. The core group exists in the 

hearts and minds of an organisation‟s members. According to Kleiner, core group dynamics 

explain “why certain government agencies block attempts at reform even when their 

reputations or their survival depends on those reforms”. 

 

 The client 

 

When an interim manager mentions his client, he usually means the person who engaged 

him and to whom he is accountable in all aspects of the execution of his assignment22. Quite 

often, questions arise on this subject, such as: is the person presenting himself as a client 

the actual client? Is the real client hiding elsewhere in the organisation? Consider the 

situation of a manager higher up in the management hierarchy who is troubled by a problem 

that is manifesting lower down in the organisation and requests, politely or otherwise, that the 

lower-down manager engages an interim manager to solve that problem. That way, in a 

manner of speaking, the client is assigned to be a client. In political environments especially, 

these issues are often at play because those officially in power (clients) are not the only ones 

who have power (Ten Koppel and De Heer 1996). In local government, this dual clienthood, 

dual accountability construction has become the rule rather than the exception. Mulder 

                                                
22

 When interim management is contracted through an interim management agency, that agency is strictly speaking the interim 
manager‟s actual client. However, that is not the way it works out in practice so I will dedicate no more space to investigat ing 
this formal aspect of the definition of a client. 
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(2005) on this subject: “Dual clienthood features someone in governance, who bears political 

accountability and actually has the power to decide whether or not to undertake an initiative 

or proposal, and a client, who translates the assignment onto the work floor and guides its 

implementation. Because of this, it is not always clear who is actually in charge and who 

makes the decisions”. The way this trinity interacts is illustrated in the following figure. 

 

Governance

Client
Interim

Manager

 

Figure 2.5 

 

To get a clear picture of the real client, it is useful to examine who is the actual owner of the 

problem in the organisation. The owner of a problem is the person who is responsible for its 

resolution and the funding of that resolution. “Who‟s the problem owner here?” (Lendering et 

al. 2002). In this context, Wichard (1994) speaks of “the problem haver, being the person or 

(part of an) organisation that experiences the problem”. Both descriptions fail to provide an 

clear and unambiguous picture of the client. The link provided by Lendering et al. (2002) 

seems obvious enough, but more often than not - as stated before - the real client and the 

person the interim manager deals with on a day-by-day basis will be two completely different 

people. Wichard‟s description is too broad, because many people and parts of the 

organisation are usually affected by a problem (Kessener and Termeer 2006). It can be 

useful to look at the interim management contract to see who is listed, by name or position, 

as the client. Here, though, we encounter the problem that interim management contracts23 

are not universally used. By analogy, this applies to the person who has the power of 

approval over the interim manager‟s plan of action. The Nederlandse Orde Van Register 

Managers (ORM) defines the client in their example of terms and conditions as: “the person 

                                                
23

 More on interim management contracts later. 
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or legal entity who has commissioned the provider to perform interim management 

services24”. This definition also falls short of providing absolute clarity about who is the client. 

Amongst larger organisation especially, it is not uncommon for interim management to be 

coordinated through the Human Resources department or purchased centrally through a 

Purchasing department. This makes it clear, then, that the question of who the client is, is not 

always easily answered. In chapter three, I will define the concept of „client‟ in this context so 

that this becomes clear, at least within the confines of this study. 

 

One of the paradoxes surrounding the client is that he commissions an interim manager to 

solve a problem whilst he himself is a part of that problem. This is often used to put the client 

in a bad light, when actually, the client is always a part of the problem! The client is, and how 

could he be otherwise, a part of the organisation that has a problem. When the literature 

brings this up, it is usually referring to the situation in the past where the client has fallen 

short in solving a problem and for which he has now engaged an interim manager. Burggraaf 

(1995) names as one of the paradoxes an interim manager must overcome in this context 

“that he is confronted with incompetent managers who are also his or her clients”. For this 

reason, interim managers are likely to have ambivalent feelings towards their clients. They 

consider them “usually to be a part of the problem, because of their alleged incompetence. 

As such they are obstacles and financiers both” (Witvliet 2005). The other side of the coin is 

that sometimes, clients haven‟t the time, the knowledge, or the strength to solve a given 

problem and that is why they get help. In that context, I refer the reader to my earlier 

treatment of the reasons for deploying interim management into an organisation. 

 

 The interim manager 

 

The Nederlandse Orde Van Register Managers (ORM) describes interim managers as: 

“usually self-employed, but always independent professionals who are able to draw on their 

extensive management experience. Experience that enables them to solve problems or to 

effect substantial change in ever-changing circumstances and under pressure of time”. In the 

1970s it was mostly senior managing directors on early retirement from the business world 

who would offer their services as freelance interim managers. Nowadays it is usually 

experienced managers who choose an existence as interim manager after having worked in 

a few steady jobs. Independence, dynamic work, and a broadening of the horizons (and work 

experience) are some of the reason they give for that choice (ORM survey 2007). However, 

there is also a group of people who use interim management after being dismissed from a 
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 In the version that can be used for assignments mediated by an interim management agency, the language runs: “the legal 
entity who has commissioned the agency to…”. 
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regular position to inform themselves about new regular positions “and stop being interim 

managers the instant they find another steady job” (Risseeuw 2004). There is no guarantee 

that a good regular manager is also or will also become a good interim manager. “You‟re 

certainly not born an interim manager, that‟s something you become after the necessary 

experience, after you‟ve already built a career” (Reijniers 2003). Maas (2001) has this to say 

on the subject: “interim management is a profession of experience. Only once you have that 

experience can you be trained. That training might be in such areas as intervention, personal 

growth, and reflection”. The ideal profile for an interim manager according to him is that of 

the „reflective practitioner‟. That is someone who not only has the knowledge and the 

relevant skills, but also a well-developed capacity for reflection and the courage to trust his 

instincts (Ramondt 2004). According to Maas et al. (2001), interim managers also fit perfectly 

into the archetype of the professional: “a creative, pioneering, and headstrong lone wolf, who 

is capable of bonding others to his cause, but does not need the help of others”. People often 

state that it is difficult to define the competencies an interim manager must have. Van Hout et 

al. (2004) conclude that the ultimate profile of the successful interim manager does not exist. 

There is instead “a multitude of profiles, depending on the organisation, the policy area, the 

sector and the type of assignment”. Witvliet‟s 2005 study: “Iconoclasm. A (re)construction of 

the interim manager”25 offers a number of interesting new perspectives on the issue of 

interim manager competencies. One of his more important observations is perhaps that there 

is a chasm between the ideas interim managers have about their competencies and the 

reality. On this subject, Witvliet says that “interim managers, in describing themselves, speak 

highly of their sensitivity, situational awareness, and empathy, whereas the research shows 

that these are some of the hardest competencies for interim managers to develop. This holds 

true to a lesser degree for creativity and boasts of integrity are also questionable”. Van „t Hof 

(2007) comes to a similar conclusion. In his research, interim managers usually spoke in the 

first person singular, thereby creating the illusion that they alone personally implemented all 

of the changes. In reality, these managers proved to be in coordinating positions and 

frequently worked with others. The contradictions between observable reality and the self-

image of interim managers, has caused, as Witvliet observes, a demystification of the interim 

manager “that offers a space for new interpretations and images”. 

 

It is often pointed out that, compared to a regular manager in a similar position, an interim 

manager must be considerably overqualified to function properly. This overqualification is 

necessary to gain insight into a problem quickly and so to be able to act quickly to solve it. 

                                                
25

 The results of the study done by Ramondt (2004) and the study done by Witvliet (2005) can be traced back to a common 
project on which a number of scientists, advisers, and interim managers collaborated. It was called the KKK-project: Knowledge 
safeguarding, Knowledge creation, and Knowledge exploitation. 
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For interim managers to be overqualified is not entirely free of risk. An interim manager who 

is too overqualified might become bored and overstep the boundaries of his assignment, by 

tackling issues he has not been asked to examine, for instance. There is also the risk that the 

interim manager will overshadow his client (Wichard 1994, Van Hout 2001, Reijniers 2002, 

Koppens and Veenma 2003). Overstepping the boundaries of the assignment and outshining 

the client are things clients see as definite bad qualities in interim managers (Koppens and 

Veenma 2003). 

 

 Interim management as a service process 

 

Interim management can be seen as a type of service process. What is meant by service is 

“acts of assistance and care in the broadest sense of the word directed at third parties as 

part of a role or function” (Pieters 1995). The counterpart to service provision is supplying 

products, which usually means producing and supplying goods that are tangible. The most 

distinguishing characteristics of service provision are that services are physically and 

mentally intangible (Pieters 1995, Roest 1998), the cooperation of the service provider and 

consumer in the production of the service, the convergence of service production and 

consumption (Weggeman and Lammers 2006, Geurts et al. 2006), the transience of the 

supply, the highly personal nature of services, and the limitations on stockpiling and the 

process-like nature of services (Tettero and Viehoff 1994, Pieters 1995). These 

characteristics of service provision are all applicable to interim management. The physical 

and mental intangibility of the service becomes clear from the fact that one cannot hold, see, 

or feel interim management. This makes it difficult to measure the quality of interim 

management services in terms of hard, measurable criteria either beforehand or in retrospect 

(Geerdink and Ten Koppel 1994, Senior 2000, Van Hout et al. 2004). The people and 

organisations involved are forced to rely on subjective criteria. An interim management 

process can therefore be regarded as a subtle process of interactions and relationships 

between the people and organisations involved (Houdenhoven 1998). The cooperative 

production of the service is represented in the „value-adding partnership‟: there is an integral 

interdependency between the parties who together form the „value chain‟ (Tettero and 

Viehoff 1994). Liberally translated, that means that in interim management services, the 

service provider and the client create value together - in the way they take on and resolve an 

organisational issue, for instance - and are dependent on one another to do it. Wichard 

(1994) indicates that in interim management, the client (customer), confronted by problems in 

the organisation, engages an interim manager but cannot accurately gauge this interim 

manager‟s level of effort. The same thing happens when they try to judge whether the interim 

manager is doing a good job or a poor one. That is why clients will always cast about for 
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anything visible, any measurable experience that allows them to deduce the quality of the 

service. 

 

 The interim management process 

 

Now that the service aspect of the interim management process has had some light shed on 

it, I want to delve deeper into the substance of the process. The interim management 

process should not be confused with the interim management method. A method is a specific 

way of taking action in the execution of a task or assignment. A process takes care of the 

different steps or phases in which a task or assignment is executed. That puts the process 

above the method. Because methods, especially in service processes, are highly dependent 

on the specific skills of whoever provides the service, I cannot explore this subject in the 

context of this study. In exploring the interim management process, it is very useful to have a 

model in mind that can explain that process. Over the years, a number of models have been 

developed (Banning and Klep 1987, Reijniers 2002, Ramsey 2002, Van Hout et al. 2004, 

Van „t Hof 2007, Schaveling 2008a). The model created by Reijniers (2002) is strongly linked 

to the progression through the process of change and the management styles that 

accompany it. The models created by Ramsey (2002), Van Hout et al. (2004), Van „t Hof 

(2007), and Schaveling (2008a) are largely in concordance, although the Van Hout et al. 

(2004) model is more comprehensive. For this reason, I have elected to use the model by 

Van Hout et al. (2004) to explore the interim management process. The illustration below 

contains the details of this model. 
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Figure 2.6 Source: Van Hout et al. (2004) 
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The model consists of five phases with a number of sub-phases in each of them. For 

practical reasons, I will deal with these sub-phases in the order in which they appear at each 

phase. In elaborating on the interim management process using this model, I will focus on: 

 The client and interim manager, because of the demarcations specified earlier in this 

chapter. 

 The deployment of interim management into organisations through an interim 

management agency. 

One drawback of interpreting processes according to a model is that a specific order to the 

phases is suggested. In the practical execution of interim management, it turns out that the 

phases overlap. Over time, phases influence one another and become interrelated          

(Van „t Hof 2007). This makes it vital that people be aware that the parts can develop 

differently than the phasing suggests. 

 

 Phase 1: Acknowledgement of need 

 

This phase starts at the moment the desire for a resolution to an organisational issue 

manifests within an organisation and ends when it is decided that external help, in the form of 

interim management, should be contracted. Because of previous demarcations of the study, 

which exclude all people and organisations but the client and interim manager, I will not 

explore this phase further. 
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Figure 2.7 Source: Van Hout et al. (2004) 
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 Phase 2: Matching and contracting 

 

• Consultation

• Treatment of

request for tender

by IM agencies

• Interviews –

intake

• Period of 

reflection

• Choice IM

• Drafting and

signing IM

contract

Phase 2
Matching and 

contracting

 

Figure 2.8 Source Van Hout et al. (2004) 

 

Key in this phase is linking the interim manager to the organisation and the issue that 

organisation is dealing with. This makes matching the very foundation of the entire interim 

management path (Van Hout et al. 2004). Matching takes place by linking the specific interim 

management issue to the available interim managers, which is done by an interim 

management agency. Based on this match, multiple candidates will usually be introduced to 

the organisation. When evaluating the résumés of the available interim managers, it turns out 

that clients are most influenced by hard facts like the level of education and demonstrable 

work experience. As soon as they sit down at a table with an interim management candidate, 

however, other, „softer‟ considerations start playing a part. These considerations include the 

interim manager‟s personality and the client‟s expectation that this interim manager, 

specifically, will lead the assignment to a satisfactory conclusion. Also important to the client 

is the client‟s appraisal of the interim manager as a potential „buddy‟. These „softer‟ selection 

criteria are usually summarised under the header of “chemistry” between the interim 

manager and the client. In practice, this “chemistry” is almost always the deciding factor in 

choosing one interim manager over another. Bringing in interim managers is almost always 

characterised by a relatively short term reaction (Ten Koppel and De Heer 1996). That is why 

the selection and appointment of interim managers by organisation is often done “in a 

screaming rush, like emergency surgery” (Intermediair 2005) and without much care         

(De Dreu 1988). Clients in local government describe this process using phrases like: 

“amateurish, bungling, based on gut feeling,” etc. (Koppens and Veenma 2003). It also turns 
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out that there is a lot of ignorance among clients about the criteria for measuring the quality 

of the interim manager they intend to appoint (Reijniers 2006). Clients usually look for an 

interim manager who fits in with the nature and culture of the organisation or department that 

is experiencing a problem (Geerding and Ten Koppel 1994, Senior 2000, Risseeuw 2004, 

Ramondt 2004, Van Hout et al. 2004, Vorst 2007b-2008). That means the issue in hand is 

almost immediately introduced into the interim manager‟s routine (Ramondt 2004). 

Familiarity with the policy areas of an organisation is therefore more often hindrance than 

help in interim management assignments where change is a key objective (Schriever 1983). 

“Interim managers with a background in a specific discipline run the risk of misstepping when 

their involvement extends beyond their technical competencies” (Ramondt 2004). They 

usually develop into “industrious little memo dispensers without decisiveness” (Intermediair 

2005). When the choice for a specific interim manager has been made, a so-called interim 

management contract will be drafted and subsequently signed by both client and agency26. 

This contract will contain matters like the formulation of the problem, the expected duration of 

the interim management assignment, the formal position of the interim manager in the 

client‟s organisation, and a number of commercial agreements. That makes the interim 

management contract the legal and psychological departure point for the interim manager 

(Van „t Hek 2003). 

 

 Phase 3: Exploration and plan of action 

 

Normally, this phase starts with a bit of research conducted by the interim manager in the 

first few weeks of the interim management process. This research allows him to gain some 

insight into the problem and “the changeability and capacity for change” (De Dreu 1988) of 

the organisation. The results of this research will become part of the input for the plan of 

action, which I will get into later. Conducting such research is considered important because 

the actual problems afflicting the organisation often differ significantly from those described in 

the interim management contract. Possible causes for this difference include a poor definition 

of the issue at the start of the process, embarrassment preventing the client from telling the 

story forthrightly, or a client who turns out to be a part of the problem himself. Maas et al. 

(2001) indicates that determining the correct definition of the problem is an important first 

step in performing an interim management assignment. One must attempt to garner insight 

into the problems underlying the problem. “you should lift the rug first of all, to check that 

nothing‟s been swept under there. That way there are no surprises during the assignment. 

Not all clients will offer to show you the bare floor”. 

                                                
26

 The interim management agency will then enter into a separate contract with the interim manager who will perform the actual 
assignment. The interim manager essentially functions as a “sub-contractor” to the interim management agency. 
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Figure 2.9 Source: Van Hout et al. (2004) 

 

Wichard (1994) also points out that the problem described by the client may be a symptom of 

other, underlying, and as yet undisclosed problems. The interim manager must therefore 

discover the whys and wherefores of his deployment and cannot be afraid to problematise 

the way his mandate was defined (Witvliet 2005). Van „t Hof (2007) states that there are 

three attitudes interim management can adopt towards the way the problems have been 

defined early on. The first attitude he can distinguish is one of commitment, in which, at most, 

interim managers reserve the right briefly to evaluate the problems they find for themselves. 

The second attitude he observed was „commitment, if ...‟. This is when the interim manager 

initially accepts the definition of the problem, but will perform his own research in the first few 

weeks of the interim management assignment to be able to perform his own evaluation. At 

the end of this time, the interim manager will sit down with the client (and possibly the interim 

management agency involved) to redefine the problem. Finally, Van „t Hof (2007) specifies 

an attitude where the interim manager has no interest in previous definitions of the problem. 

These interim managers look for and define their own assignments. The previous problem 

definition is to them a contractual jumping-off point between the client and the interim 

management agency. 

 

Drafting the plan of action and discussing it with the client is generally considered a vital 

professional skill for interim managers. This plan of action is usually produced by the interim 

manager in the first few weeks (between three and five, as a rule) after the start of the 

assignment. The essence of the function of a plan of action is in problematising the definition 
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of the problem in the interim management contract and redesigning it into a concrete working 

plan. Van „t Hek (2003) enumerated 5 functions of the plan of action. These are: 

 Recontracting. After the original contract, the interim manager now offers a more 

informed opinion on the issue and the path to a resolution. 

 Intervention and sensemaking. The plan of action describes what‟s going on and what 

needs to be done. 

 Accounting. The interim manager puts forward an opinion and a plan, for which he is 

entirely approachable and accountable. That allows others to exert their influence. When 

transferring the responsibilities of the office to his successor at the end of his assignment, 

the interim manager will have a way to measure his input. 

 Positioning. The interim manager shows outsiders what he‟s examining and what his 

focus will be. He indicates what he will need in order to succeed and what subjects are 

open for discussion. He opens himself up to criticism. 

 Protection of client and service provider. Because the initial contracting, contained in the 

interim management contract, is often hampered by an incomplete understanding of the 

issues at hand and how to handle them, the contractual side of things is often lacking in 

robustness as well. Formulating a new plan now that more insight is available secures 

the quality of the contract and therefore the protection of both parties. 

Although the arguments for drafting a plan of action may seem self-evident, we must not turn 

a blind eye to the limitations and objections to drafting a plan of action that occasionally pop 

up. One pretty much classical example is that during the course of the executing the 

assignment, information might surface or circumstances might arise that call into question 

not just the original contract, but the plan of action as well. “Between the beginning and the 

end, the definition of the problem undergoes significant changes in almost all cases.” 

(Ramondt 2004). This means that the plan of action is “a recording of a phase in the process 

of change” (Geerding and Ten Koppel 1994). Van Hout, et al. (2004) go on to point out that 

there are three situations in which it is sometimes better not to draft a plan of action. In the 

first of these situations, the need to take action may be so urgent that there is no time to 

compose a plan of action. A metaphor people like to use at these times is that of the 

conflagration that must be put out immediately, before it spreads. That is not, however, a 

correct representation of affairs. However great the urgency of the situation, the interim 

manager concerned will always have a basic plan of action at the back of his mind. Also, the 

metaphor is flawed. Based on my many experiences as interim chief officer of the fire 

brigade I would point out that the first fire crew to arrive at the scene always works according 

to a “plan of attack” (plan of action) and will investigate the scene before taking action. The 

second reason offered by Van Hout et al. (2004) is that the description of the problem and 

the plan for solving it may be too sensitive. Making them explicit may be so threatening to 



Chapter 2 - Literature study 

page 43 

one or more of the (groups of) people involved that do so will restrict general elbow room in 

the organisation to such a degree as will make achieving a resolution next to impossible from 

the outset. Thirdly, especially in assignments with a mandate for change, there is such a 

dynamic culture, with so many changing and often contradictory interests, that a plan of 

action may not become instantly obsolete, but drafting it will “necessitate carefully putting 

things in perspective” (Van Hout et al. 2004). In closing, Van „t Hek (2003) points out a whole 

new aspect to the question of whether or not to draft a plan of action, which is that interim 

managers, pressured by an increasingly litigious culture, are becoming more careful about 

making definite promises. Despite the fact that drafting a plan of action is considered, as 

stated before, a professional requirement for interim managers, the practice of interim 

management shows that not everyone is as careful about it as they should be (Van Hout et 

al. 2004). In turns out, for instance, that the diagnostic tools interim managers use are highly 

individualised. Ramondt (2004) comments “Every interim manager seems to use methods 

entirely his own, which makes it difficult to catch him in a mistake”. He goes on to describe 

the diagnostic tools as “a personal mixture of experiential research techniques, poorly 

crystallised organisational models and a repertoire of intuitively developed intervention 

methods”. As well, many interim managers don‟t trust the research that‟s already been done, 

even though that research has led to their deployment (Wichard 1994, Van „t Hof 2007). On 

top of all that, many interim managers turn out to be deeply averse to writing plans of action. 

“Any interim manager will pay lip service to the need for a plan of action. In the same breath, 

he will tell you that reality sometimes moves beyond a plan of action before the ink dries.” 

(Witvliet 2005). Van „t Hof (2007) notes in this context that some interim managers admit that 

they “haven‟t written a plan of action in years, because nobody is asking for one”. 

Sometimes, interim managers will avoid drafting a plan of action out of self-interest, because 

it leaves them a lot more room to perform their assignment (Wichard 1994, Senior 2000, Van 

Hout et al. 2004). 

 

 Phase 4: Assignment execution 

 

In the execution of interim management processes, it is not uncommon for the substance of 

the assignment to undergo radical changes as time goes on. On this subject, I refer the 

reader to the previous treatment of the phase „exploration and plan of action‟. Changes to the 

substance of the assignment can also manifest when the interim manager responds to 

supplementary or additional questions from his client. Geerding and Ten Koppel (1994) point 

out that it is not uncommon for clients to increase their demands on the interim manager by 

increments, so making the original assignment more arduous as it progresses. They explain 

this phenomenon by referring to the fact that clients will generally set higher standards for 
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interim managers than they will for regular management, in part because, in their experience, 

interim managers are paid more27. They also claim that interim managers tend to accept this 

increase in pressure and demands in their assignments. 
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Figure 2.10 Source: Van Hout et al. (2004) 

  

This raises the question of how the interim manager and client keep these developments and 

this expansion of the original assignment under control. The literature offers two possibilities. 

Firstly, there‟s working with progress reports, and secondly, they can recontract the 

assignment. By working with progress reports, the interim manager and the client create a 

framework for discussing and formally recording any changes, refinements, and additions to 

the original plan of action. De Dreu (1988): “both the client organisation and the interim 

manager have the opportunity at these occasions to change or revise their agreements”. The 

importance of working with progress reports is readily apparent. After all, if no framework is 

created for the people involved to discuss the progress of the interim management process 

periodically and to record any changes to the plan of action, there‟s the risk of „the 

assignment starting to drift‟. When that happens, people lose their grip on the execution of 

the interim management process and become unable to achieve the agreed-upon results. By 

means of periodical progress reports, clients and interim managers are forced constantly to 

be aware of the progress(ion) of the process, the question of whether everyone is still doing 

what must be done, and whether there‟s any point in continuing to use interim management. 

When changes to the assignment are such that the formulation of the assignment or its 

preconditions need to be entirely revised, it might be time to discuss recontracting the 

                                                
27

 There is much to be said (and denied) about the argument that interim managers make more money, but that discussion falls 
outside the boundaries of this study. 
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assignment. Recontracting essentially means drafting and signing a completely new interim 

management contract. The question might arise in those circumstances of whether the 

current interim manager is still the right person for the new assignment. Perhaps the interim 

manager has uncovered things that make it impossible for him to function adequately in the 

client‟s organisation. It may also be debatable whether the currently deployed interim 

manager is still a good fit for what‟s being asked. Geerding and Ten Koppel (1994) point out 

that such interim manager substitutions for spurious reasons, like time constraints and staff 

unrest, often aren‟t actually carried out. 

 

To understand the execution of the interim management process, it is important to examine 

the roles the client and interim manager play in the process. Ramondt (2004) says there are 

two very different approaches to defining these roles. Firstly, there is the so-called expert 

approach and secondly, there is the interactive approach. In the expert approach, the 

division of roles is asymmetrical, as the interim manager takes on the responsibility for 

resolving the organisational issue from the client. The interactive approach, on the other 

hand, assumes a more complementary division of roles and responsibilities between client 

and interim manager. In this approach, they look for a resolution to the organisational issue 

together28. Burger and Van Staveren (2002) also distinguish two approaches: the controlling 

role (“telling people what they should do”) and the facilitating role (“telling people what they 

could do”)29. It turns out that the controlling role is analogous to the expert approach 

mentioned earlier and the facilitating role is analogous to the interactive approach. The 

drawback to putting the controlling and facilitating role approaches in such stark contrast is 

that it creates the impression that one must choose one or the other. As I will describe later, 

this is often not the case. But putting the two roles/approaches in such stark contrast does 

create an analytical distinction that allows an analysis of the differences between them. In 

this context, please consider the descriptors of „controlling role‟ and „facilitating role‟ to be 

extremes on a scale. I have found, while conducting my study, that using the descriptors 

„expert‟ and „interactive‟ often creates confusion. This confusion is probably best explained 

by the fact that interim managers are considered to be experts anyway, called in to help 

under specific circumstances. It turns out that saying „controlling role‟ rather than „expert role‟ 

and „facilitating role‟ rather than „interactive role‟ is best suited to practical experience. I will 

therefore use the descriptors „controlling‟ and „facilitating‟ from this point forward. In the 

controlling approach, the client hands off responsibility for resolving the organisational issue 

to the interim manager. In this approach, the interim manager is usually the expert who has 

                                                
28

 The concepts of „asymmetrical‟ and „complementary‟ are taken from communication theory (Watzlawick et al. 2001, among 
others). 
29

 They differentiate these two basic approaches into five roles, which they connect to the nature and context of the interim 
management assignment. 
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seen similar issues many times before, and who is intimately familiar with the problems and 

the contexts in which they are placed. Wichard (1994) sees the interim manager playing the 

controlling role as a „problem solver‟ who makes decisions under great pressure of time. In 

the facilitating approach the client and the interim manager each maintain their own specific 

responsibilities: the client for resolving the organisational issue and the interim manager for 

providing a quality service. In practical terms that means that in the facilitating approach, the 

interim manager cooperates with the client to develop a vision, to lead by example and show 

how affairs can be handled differently, to stimulate people to think about solutions and 

changes and how to create support for them, to give people a place in the envisioned new 

situation, but also to ensure that people who cannot or will not change leave the 

organisation. In this role, the interim manager is really more of a guide to the process 

(Wichard 1994) than its leader. This fits in with what De Dreu (1988) calls the participatory 

nature of the interim manager who is capable of (effecting) change. A role in which the 

interim manager analyses the problem and “works together with the client organisation to find 

a solution”. Van „t Hof (2007) calls it a “social process in which they [the client and interim 

manager] collectively look for the problems and points on which some consensus may be 

reached in order to arrive at solutions”. The facilitating approach is also in keeping with the 

idea “that complex issues cannot be solved by theories brought in from the outside and the 

repertoire of actions derived from them” (Ramondt et al. 2003). For a facilitating approach to 

succeed, it is important that “there be a balance of roles, so that besides harmony, there is 

also some room for critically appraising one another and for the occasional thundering row” 

(Ramondt 2004). As stated before, the controlling and facilitating roles can be seen as 

extremes. Depending on the circumstances, based on the same position or from the same 

function, the people involved can play different roles (De Sonneville 2005). It is likely, for 

instance, that during the phase in which the interim manager does his research so that he 

can then draft his plan of action, a more controlling role is appropriate. But then on the other 

hand it is entirely feasible to choose a more facilitating role. Consider in this context the 

situation where the issue is still so diffuse and elusive that only (intensive) interaction 

between interim manager and client (and other relevant people) can create a clear idea of 

what‟s really going on and what possible solutions or strategies might look like. De Dreu and 

Siero (1993) also point out the interplay of various approaches. Their research into 

differences in conflict management shows that interim managers will choose different roles or 

approaches depending on the circumstances. In case of a crisis, swift and decisive action will 

be expected and accepted from the interim manager. Once the feelings of crisis have 

subsided, though, and everyone goes back to working on structural solutions and results, the 

interim manager will be expected to slip into a more guiding (facilitating) role. In this context, 

Witvliet (2005) has pointed out that in the multitude of concerns that govern the execution of 
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interim management, it is not shameful, indeed it is needful to pick up and resolve issues 

quickly in order to facilitate the main process. Switching roles between the two extremes, 

however, must be done with a keen sense of timing and coupled to the creation of periods of 

transition. Otherwise, people involved may become alienated from one another. This turns 

switching between the different roles “into a real art form” (De Dreu 1988). It turns out that 

interim managers, though many interim managers will deny it, focus strongly on taking up a 

controlling role (Ramondt 2004, Witvliet 2005, Van „t Hof 2007). This is strongly related to 

their natural, often slightly narcissistic, inclination that „I‟m gonna run things here and make 

things happen‟ (Witvliet 2005). Van „t Hof (2007) offers a touching quotation that showcases 

the controlling and overbearing attitude of interim managers: “Anyone who interferes is 

getting beat down”. Witvliet (2005) points out that there is a quality at the root of this 

behaviour that many interim managers share, namely a problem with authority and a need to 

play by their own rules. A completely different picture of the division of roles takes shape 

when one talks to the clients. My research (Vorst 2007b-2008) shows, for instance, that 

clients take responsibility for the process. Not only do they specify the goals and boundaries 

of the assignment, as a rule in cooperation with the interim manager, but they also carefully 

monitor the execution of the interim management assignment to ensure that they get what 

they were promised. Clients are also very aware of whether the way an interim manager 

deals with the assignment conflicts with the organisation‟s culture. 

 

Because anchoring and securing are central themes to this study, I will elaborate on them in 

great detail in paragraph 2.2. 

 

 Phase 5: Evaluation and aftercare 

 

In this phase, the interim management is brought to a close and all parties look back on the 

course of the process to analyse what went well, what went wrong, and whether the results 

lived up to everyone‟s expectations. Also in this phase, the interim manager often drafts a 

transference document, which is a place for writing down any actions that must still be 

undertaken and listing any tips and tricks for the client and the interim manager‟s successor. 
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Phase 5
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aftercare
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• Evaluation

• Aftercare

 

Figure 2.11 Source: Van Hout et al. (2004) 

 

It is important not to confuse the transference document with the document that interim 

managers sometimes write at the end of their assignments to help them reflect on the way 

they performed said interim management assignment. Such a document provides an 

opportunity for the interim manager retrospectively to justify the way he performed the interim 

management assignment and the results he achieved. The transference document, on the 

other hand, looks forwards. After the evaluation, the interim manager and client 

(organisation) each go their own way, although the interim manager might make himself 

available for a while longer, to offer advice for instance. The literature (and practice) show 

that interim managers, clients, and interim management agencies don‟t usually pay much 

attention to evaluating the assignment and discussing the transference document. 

 

2.1.7 Reflection on interim management 

 

Below, I reflect on the outcome of this literature study on interim management, bearing in 

mind the initial objectives of this study. 

 

Firstly, I come to the conclusion that there is no coherent or universal understanding of 

interim management. The many definitions of interim management that are in circulation 

create confusion and obscurity rather than clarity. This is because the definitions are written 

by many different writers and interim management providers and because these definitions 

often refer back to the ways in which interim management used to be deployed. It has 

become clear that from an exclusive tool that used to be deployed in cases of dire 
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emergency in an organisation, interim management has evolved into a broadly applicable 

and widely accepted management tool. During that evolution, the special, often remarkable 

and dramatic characteristics of early interim management have faded further and further into 

the background, and have in many cases even been lost. As a consequence, many of the 

things that made interim management so very distinctive have faded as well. Interim 

management is almost always described from the perspective of the service provider. In that 

context, it is mostly about the knowledge problem concerning the actions of the interim 

manager (Van „t Hof 2007). Executing an interim management process, however, is a form of 

service process whose results are dependent in part on the quality of the cooperation 

between the service provider and the client. It is difficult, both beforehand and in retrospect, 

objectively to gauge this quality in terms of objective and measurable criteria (Geerdink and 

Ten Koppel 1994, Senior 2000, Van Hout et al. 2004). 

 

Because no well-founded picture of interim management has been created, I have compared 

interim management to the things from which it differs, namely consultancy and regular 

management. It turns out that the difference between interim management and consultancy 

is fading, which makes it harder and harder to distinguish the two domains from one another. 

A comparison to regular management turned up three differences that could be considered 

defining characteristics of interim management. They are: 

 The difference between the reasons for recruiting an interim manager and those for 

recruiting a regular manager. 

 The difference between the roles interim managers and regular managers play. 

 The difference between the duration of interim management and regular management. 

Interim management is by nature far more temporary than regular management. 

When these three defining characteristics of interim management are considered in relation 

to each other, it can be concluded that the reasons for deploying interim managers into 

organisations and the division of roles may be considered derived characteristics. They 

follow naturally from the aspect of temporariness. The reasons for deploying interim 

management are not uniquely „interim‟ and could equally be tackled by regular management. 

Still, because of a number of situationally determined factors, it is often considered better 

temporarily to employ the services of someone „from the outside‟. The division of roles in the 

hierarchy between regular managers does not differ essentially from the one between client 

and interim manager. In regular management, too, one manager will assign tasks and 

responsibilities to another manager who is lower down in the hierarchy. As a consequence, it 

can be concluded that the temporary nature of interim management is the only defining 

characteristic of interim management that distinguishes it from regular management. This 

puts me in disagreement with the opinions of Ramondt (2004) and Witvliet (2005). Ramondt 
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holds the hierarchical division of roles to be determinative of the “approach to and results of” 

interim management. Witvliet connects this to the insidership of the client and the 

outsidership of the interim manager. There is really nothing surprising about the agreement 

between Ramondt and Witvliet on this issue; they base themselves on research they mostly 

performed together. This allows us to conclude that the temporariness of interim 

management is the only defining characteristic of interim management that distinguishes it 

from regular management. Now that the limiting and defining characteristic of interim 

management and the secondary characteristics that flow from it have been clarified, I arrive 

at the following definition of interim management to point the way for the rest of my study. 

 

Management with a constrained duration, in which a manager is appointed from outside the 

organisation to perform an assignment for a limited period of time, after which the manager 

will leave the organisation. 

 

In this definition, the „familiar‟ concept of temporariness in interim management has been 

replaced by management with a constrained duration. In future, I will speak of constrained 

duration rather than temporariness. 
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2.2  From securing to durability 

 

In this section, I will elaborate on the “securing” aspect of interim management. Painting a 

broad picture of what interim management means and examining the problems surrounding 

the securing of interim management results are the objectives of this study. As I indicated in 

chapter one, the problems surrounding the securing of interim management results are often 

referred to in the literature without offering any kind of solution. In an earlier study, I‟ve made 

some careful initial inroads into creating a clearer picture of these problems (Vorst 2007b-

2008). In the treatment of the problems surrounding the securing of interim management 

results you‟ll find below, I have incorporated the statements of clients and interim managers, 

which they offered during the preliminary research for this study. I have also drawn on the 

literature about the organisation of local government and the healthcare sector. The 

treatment that follows has no pretentions, therefore, of being exhaustive. It is merely my 

effort to take stock of the aspects that (might) play a part in understanding the problems 

surrounding the securing of interim management results. For that reason, this overview is not 

only open to a more profound examination, but to a broader one as well. 

 

2.2.1  What is meant by securing interim management results 

 

When people talk of securing interim management results, what they usually mean is that the 

solution to a problem or the changes that were made by the interim manager are preserved 

and continued once he leaves the organisation (Boon and Devos 1993, Reijniers 2003, Van 

Hout et al. 2004). This is often expressed in terms of “continuing on the course set by the 

interim manager” (Koppens and Veenma 2003). Popularly used synonyms for securing are 

„taking root‟ and „anchoring‟. It turns out that there is a strong focus on matters like task-

orientedness, goal-orientedness, and the development of the organisational variables 

structure (Senior 2000), strategy, and systems (Strikwerda 2005). From this perspective, 

securing achieved results takes place in material, documentary forms “of what the interim 

manager has created in his policy decisions and functional and structural alterations” (Van 

Hout et al. 2004). This interpretation of securing summons up strong associations with 

mechanics, as though securing means that interim management results are at some point 

screwed together, fixed into place, and will continue to function autonomously after the 

interim manager has left. As an alternative to the term securing, Reijniers (2002) has 

introduced the term future proofing. Future proofing, he says, ensures that the “structural 

implementation of changes in an organisation is aimed at a healthy, future-oriented 

continuity. That means that changes and initiatives to be implemented must be anchored by 

and into the organisation during the interim management assignment”. Although Reijniers‟ 
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(2002) definition of future proofing encompasses many aspects of the modern interpretation 

of the deployment of interim management, the term future proofing still falls short. That‟s 

because it places interim management results in a time frame: the future, which has no 

defined duration on the one hand and on the other hand cannot, by definition, be controlled. 

Van „t Hof (2007) distinguishes between „taking root‟ and „embedding‟ of the changes 

accomplished by interim management. He defines taking root as being the result of an 

interim management process, something that will continue once the interim manager has 

gone. Embedding, on the other hand, refers to the actions that are undertaken to attempt to 

make changes take root. In other words, embedding creates the circumstances that give 

accomplished changes a chance to take root. As has been discussed in a number of places 

before, the existing literature is predominantly based on the provider of the interim 

management service. It turns out that clients have very different ideas about securing interim 

management results. My previous research (Vorst 2007b-2008) shows that they consider 

securing to be about reaching a specific moment. That could be the point in time when the 

problem, the reason for contracting interim management, is resolved for instance, or it could 

be the moment when one phase in the process of change ticks over into the next phase. At 

these moments, securing interim management results is predominantly linked to the creation 

of documentation. 

 

2.2.2 Complications surrounding the securing of interim management results 

 

In this paragraph, I shall focus my efforts towards creating an inventory of and elaborating on 

the complications that can arise while attempting to achieve a secured interim management 

result. I will do so with the limits set in chapter one, to wit: “Interim management deployed in 

local government and healthcare in the Netherlands at the middle management level and 

exercised by self-employed interim management with the aim of effecting organisational 

change.” 

 

To do so I will draw, as stated before, on both the existing literature (what there is of it) and 

the information gleaned from my own preliminary research. I have divided the different 

complications that can arise in relation to securing interim management results into four 

groups. These correspond with the results of the previous part of this literature study. These 

are complications arising from the securing of interim management results in relation to: 

 The constrained duration of interim management. Included because a constrained 

duration is the defining aspect of interim management. 

 The expectations from interim management results. Included because the interim 

management process is a service process whose results and securing are difficult to 
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gauge objectively. As a result, the people involved are forced to rely on more subjective 

factors in forming their opinions. 

 The organisational context in which the deployment of interim management occurs. 

Included because every organisation will throw up unique barriers based on the character 

of its management, its culture, and its strategy (Ramondt 2004). 

 The contribution of interim management to the achievement of changes in organisations. 

Included because it is universal to the many types of interim management on offer. 

When examining these complications, it is important to remember that they often interact and 

that, by interacting, they may amplify one another. It is also possible for some complications 

to manifest in more than one of the groups I‟ve mentioned. This is especially true of 

complications surrounding interim management‟s foremost defining characteristic: its 

constrained duration. The constrained duration influences almost every complication 

connected with securing interim management results. 

 

 The constrained duration and securing interim management results 

 

As concluded earlier, its constrained duration is the defining aspect of interim management. 

Van Hout (2001) stated that temporariness [constrained duration] is best defined by 

comparing it to the things from which it differs, namely actions, activities, and events that 

take much, much more time. Apparently, Van Hout wants to create a distinction between 

something whose temporal and spatial boundaries people can take in at glance and 

something that may still be temporary, but whose boundaries surpass understanding. 

Because of this, the constrained duration tells you nothing in itself, but it tells you everything 

about that from which it is derived. That makes the constrained duration a definition of the 

divergent. To gain insight into the concept of constrained duration and what it means to the 

securing of interim management results, it is important first to gain insight into that from 

which the constrained duration diverges: the concept of time. After that, I will examine 

complications caused by the constrained duration and how they affect the securing of interim 

management results. 

 

o Theoretical framework: Constrained duration 

 

The concept of time has developed over the course of the centuries into a steering and 

controlling mechanism for people and organisations. Through the centuries, many prominent 

thinkers have struggled with the concept of time. St. Augustine (354-430 AD) philosophised 

about time: “What is time? As long as no-one asks, I know. When I try to explain it to 

someone, it baffles me”. In Western culture, the understanding of time has taken on the 
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character of a linear, abstract, and rational structure understood by men, divided into clear 

segments like years, months, weeks, days, and hours. The week, for instance, was originally 

developed to determine the amount of time between market days (Rifkin 1988). The seven 

days of the week corresponded to the needs of the community and the realities of the day 

concerning the bartering of goods. However, in the example of Chinese culture, which is 

inspired by Taoism, Confucianism, and Buddhism, time is seen as a cyclical construct. That 

means that in this culture, the understanding is ingrained that time and history are endlessly 

repeating. Because of this, Chinese culture draws on its precedents and traditions to solve 

problems. “The west worships the future and the Chinese worship the past” (Rifkin 1988). 

The system we use to measure the passing of time, our current calendar, was developed in 

525 AD by the monk and mathematician Dionysius Exiguus, and was implemented over the 

course of some centuries. Time as a steering and controlling mechanism for human 

behaviour has sped up considerably since the invention and maturation of the mechanical 

clock. Its invention is ascribed to the Benedictine monks, between 1270 and 1300 AD. They 

had need of a way to measure time accurately to help them follow a rostrum of religious and 

monastic activities from which no deviation could be tolerated. In a sense, the development 

of the mechanical clock was more significant than that of the steam engine many centuries 

later. The efficient operation of the steam engine and the application of the principles of 

Taylor and Fayol would have been impossible had it not been for the (mechanical) clock 

regulating the labour and deployment of the machines. Time is not an independent entity. 

You cannot see time and cannot falsify it by comparing it to known facts. Cornelis (1999) 

calls time a hidden program; “the events of the future are not shrouded in space, but in time”. 

Time, then, has no meaning of its own; what matters is what meaning people and 

organisations assign to time. Time is a social construct that allows people to compare 

activities and events and to assign meaning to them. Time is also, both into the past and into 

the future, a factor that gives direction to human undertakings and events. Putting a 

procedure or event in a certain temporal framework often means it isn‟t understood until later. 

The Dutch language has a number of aphorisms on the subject. They translate to “whoever 

knows the future can circle the world on a farthing” and “it‟s easy to talk when the doing‟s 

done”. The English have a single word for the concept: “hindsight”. 

 

Like Van Hout (2001), I differentiate the possible meanings of time based on three factors: 

 The dimensions of time; 

 The range of experiences of time; 

 The social levels to which time applies. 

Besides these three factors, Van Hout (2001) also mentions three perspectives on the use of 

time. He mentions the economic perspective of time as a rare commodity, the power politics 
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perspective of time as a means of winning influence and the cultural perspective, which 

bears on the normative element of time. It is important to realise in this context that these 

time factors and perspectives are not singular, but mutually interdependent. To gain insight 

into a process, for instance, it will not suffice to examine the duration of an activity if we do 

not also examine the order in which the activities are performed. The only way to form a 

complete picture of reality is to examine the totality of temporal aspects and perspectives of 

an activity or event. 

 

The dimensions of time offer insight into the order in which actions take place, to indicate 

actions more specifically, or to indicate how regularly an action occurs (Van Hout 2001). The 

following four dimensions of time can be distinguished: 

 Duration; 

 Order (also called sequence); 

 Location; 

 Frequency. 

In the organisation of local government and healthcare, duration is an important, often even 

dominant, parameter for judging performance. In healthcare, for instance, they work with so-

called Diagnosis/Treatment Combinations and Care Need packages, which chop the 

treatment and care process into smaller chunks. In local government the performance of 

duties, whether it be drafting a policy memorandum or collecting the trash, is translated in 

budgets and estimates into units of time, usually hours. For performing certain 

(management) acts, too, a certain fairly standard amount of time is specified or considered 

common sense. The constrained duration of interim management can be understood here as 

a deviation from the normal duration of things in an organisation. As has been said before 

during the treatment of the reasons for deploying interim management, organisations can 

use interim management as an instrument for modulating the speed of developments. It 

allows them to speed up or slow down the handling of organisational issues. Activities in 

organisations often have a certain predetermined or experiential order (sequence). The 

public organisation with its bureaucratic management model is a clear example of the type of 

organisation in which activities are bound into a strict sequence30. As a consequence, the 

decisions take by the organisation are usually sound and widely supported, but the other side 

of the coin is that it can take a very long time to achieve results. The constrained duration of 

interim management can manifest in this arena by questioning or even departing from the 

tradition of performing every action and process step in the “normal” sequence. Wherever 

order (sequence) is involved in the procession of activities and process steps determined or 

                                                
30

 Bureaucracy as a management model will be examined in detail in the next paragraph. 
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accepted as normal by an organisation, the “location” dimension of time shows itself as soon 

as an activity is put on the organisation‟s schedule. One example of this is the fixed meeting 

schedule. This usually involves some sort of “ironclad” schedule where everyone comes 

together for meetings at fixed times because someone‟s planned it that way for a whole year. 

The constrained duration here manifests as a departure from the common experience of 

time, so that one might decide to have meetings only when they are actually necessary. The 

temporal dimension of „frequency‟ indicates the amount of time within which activities should 

be repeated or undertaken in an organisation. It‟s the (social) rhythms that people, 

organisations, and politics commonly use to fill their daily lives. The yearly budgetary rounds 

and quarterly reports are prime examples of this. An example of the way frequency shows 

itself in politics is the way politicians erupt in a frenzy of self-aggrandisement around election 

time. The temporal dimension of „frequency‟ allows management and staff to „feel 

comfortable‟, because their world is predictable and manageable. Everyone knows that 

another quarterly report will be due in three months. The constrained duration in this arena 

might cause an interim manager not to want a report three months from now, but sooner, like 

every month or even every week. 

 

Temporal factors acquire a deeper meaning when activities and events are linked to a 

specific temporal horizon. What is meant by temporal horizon is the scope of the period in 

which people place and interpret activities and events. The constrained duration of interim 

management as it relates to the scope of temporal experience can be seen as a deviation 

from the „normally‟ experienced scope of temporal experience. Several temporal horizons 

can be distinguished. 

The three horizons defined by Giddens (1987) are known. They are: 

 Scope of institutions; 

 Scope of the lifespan of an individual; 

 Scope of day-to-day life. 

The institutional scope of temporal experience applies to activities and events that stretch 

over an extremely long period of time, often longer than the average span of a human life. In 

the institutional scope of temporal experience, activities undertaken in the current timeframe 

won‟t become noticeable until many years from now. Consider in this context the solutions to 

environmental problems connected to global warming. Given the unusual temporal limitations 

on the deployment of interim management in organisations, interim management is unlikely 

to be considered a departure or deviation from the experience of time at the institutional 

level. This horizon is much too far off in the distance for that to happen. The scope of 

temporal experience over the duration of the lifespan of an individual can be interpreted as a 

specific phase in the existence of a person or organisation. That puts it closer to the present 
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and removes it from the institutional scope of temporal experience. In an organisation, the 

development of a process by which a part of an organisation is given autonomy or a public 

service is privatised, is best examined on the „individual lifespan‟ scope of temporal 

experience. As a rule, the lifespan scope of temporal experience covers a few years, up to 

about a dozen. In the day-to-day scope of temporal experience activities and events take 

place against the background of daily routine or at least some form of short duration cycle. 

This applies to such things as drafting weekly or quarterly reports or going through the yearly 

budgetary rounds. This experience is especially visible in the way people organise and do 

their work every day. The different scopes of temporal experience are not isolated from each 

other, but rather amplify and complement each other in many cases. That means that 

activities and events can be experienced in multiple scopes simultaneously or in the shadow 

areas between scopes. For instance, the deployment with a constrained duration of interim 

management into the Parks and Public Gardens department might be seen by upper 

management as a step in the process of possibly making the department autonomous. That 

puts it in the scope of individual life spans. At the same time, the management of the 

department into which interim management is being deployed may see this deployment as 

attempt to get the department functioning properly. They experience it on the scope of day-

to-day life. So will the man with the hoe, who sees the interim manager as a man who eats 

his sandwich lunch in the same cafeteria and makes sure that the supervisor promptly signs 

his time slips. As I will discuss later, an organisation is a complex social constellation of 

different parties (such as people, teams, departments, project groups, sectors, and divisions) 

that each aspire to their own goals as well as the communal one. These parties can also be 

called social levels. The normal and non-standard experience of time is highly dependent on 

the social level on which it takes place. Changing the moment of consultation between 

departmental management and upper management, for instance, will mean very different 

things to an employee or group of employees than changing company work hours would. In 

the social levels of temporal experience, a distinction can be made between the singular and 

plural understanding of temporal experience. The singular understanding is about how 

someone experiences time strictly individually or in a strictly separate part of an organisation, 

isolated from the environment. In plural temporal experience, different levels of social 

organisation can each have their own ideas and their own understandings of temporal 

experience. 

 

Aside from the three previously explored factors that may be tied to the use of time, there are 

also, as mentioned before, three perspectives on the use of time to be distinguished. These 

are the economic, the political, and the cultural perspective. The economic perspective of 

temporariness concerns itself with the question of whether the number of normally available 
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units of time matches the number of time units that are needed to complete a task or range 

of duties. These units of time are usually expressed in terms of the work force composition of 

an organisation. In case of shortfalls, choices will have to be made about which issues to 

tackle and which to leave, or more units of time will have to be purchased (externally). The 

constrained duration manifests in this context as a temporary deviation from the normally 

available number of units of time. In this economic perspective, interim management does 

not differ significantly from other forms of temporary labour. Still, as described earlier in my 

exploration of the reasons for deploying interim management, interim management can also 

be deployed to make up a shortfall of knowledge in an organisation. From the perspective of 

economics, it may not be cost-effective to have certain knowledge available in-house. This 

can be because the expertise is only needed very briefly, or because developments in the 

needed area of expertise are moving so quickly that employees begin to suffer from 

„knowledge anaemia‟. The economic aspect of the constrained duration manifests in the fact 

that it is less expensive to supplement the existing knowledge in an organisation with 

knowledge purchased temporarily from outside. The power politics perspective on the 

constrained duration can be understood as a temporary deviation from or violation of the 

normal hierarchy of power in an organisation. Power political action is described by Wichard 

(1994) as: “action intended to enhance or consolidate one‟s own actual position of power”. 

Contracting an interim manager doesn‟t just throw an outsider into the mix, “but one who 

interferes directly with the organisation” (Wichard 1994). When considering the constrained 

duration of interim management as a power base, it should be kept in mind that, inevitably, 

its value as a power base diminishes as its duration increases. “The upper limit is reached at 

the point where the organisation becomes inured, which causes the aspect of temporariness 

to lose its power” (Wichard 1994). Clear boundaries for this process are difficult to provide, 

because the devaluation of the power base is dependent on time as well as the personality of 

the interim manager and situationally determined circumstances. There is no linear causal 

connection between this decline and the duration of the assignment. Instead, it is dependent 

on the specifics of the assignment, its context and the personalities of the interim manager 

and the client. The temporariness of interim management makes sense when it clashes with 

the experience of time as it is commonly accepted in the organisation‟s culture. This 

experience is strongly connected to the bureaucratic core values anchored in the 

organisation‟s culture, such as certainty, predictability, meticulousness, precision, and a 

hierarchically shaped decision-making process and management structure. 

 

 

 

 



Chapter 2 - Literature study 

page 59 

o Complications in relation to the constrained duration 

 

It has come up before, during my treatment of the reasons for deploying interim 

management, that the „popularity‟ of deploying interim management is commonly ascribed to 

the temporary nature of such deployment. Because of their temporary status, interim 

managers are believed to be better capable than regular management of quickly and 

effectively handling crises, problems, and organisational changes. The deployment of interim 

management can therefore cause an acceleration (or deceleration) of common temporal 

experience. However, where the interim manager places his activities in a timeframe 

spanning months, his clients, regular management, and the employees of the organisation 

experience these activities on a much longer timescale. This may cause a disturbance to the 

synchronisation of temporal experience between the client, the interim manager, and other 

people and organisations involved in the interim management process. In other words: the 

speed achieved in a part of the organisation by deploying interim management into it falls out 

of step with the speeds of other parts of the organisation. This can cause problems of 

coordination, which in turn can cause things to bog down and trap everyone in an 

organisational „tar baby‟. The acceleration of the experience of time achieved by the 

deployment of interim management usually turns out to be temporary as well. Once interim 

management ends, a regular manager usually takes on the interim manager‟s duties, or the 

interim management result is integrated into the organisation. When that happens, the speed 

at which organisations develop will revert to „normal‟ organisational speed. This creates a 

risk that the deployment of interim management and the securing of interim management 

results become associated with quick and dirty solutions, opportunism, and carelessness, 

which, in the eyes of the employees, commonly create fallout that must later be cleaned up. 

 

We‟ve already seen how, from the power political perspective, the constrained duration can 

prove to be an important source of power for the interim manager, allowing him to operate. It 

is equally true, however, that when an interim manager is placed into a certain organisation, 

his position of power depends on his placement in the organisation‟s hierarchy. This position 

of power is further dependent on his client‟s powerbase. Naturally, it is impossible to gain 

more power than the factor from which you derive that power! The interim manager can still 

push the envelope a little and expand his power that way, but whichever way you look at it, 

an interim manager‟s power is bound to his temporary nature, the power base of his client, 

and his placement in the organisational hierarchy. Another complication of the constrained 

duration from a power political perspective lies in the way interim managers are appointed. 

An interim manager is often quite suddenly (to the eyes of the employees, anyway) plucked 

from outside the organisation and (often) placed in a management position. This constitutes 
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a deviation from the custom. In the hierarchy of local government and healthcare, positions 

are usually attained by garnering work experience and professional knowledge over the 

course of many years, or, failing that, at the end of an expansive recruitment and selection 

procedure. By appointing an interim manager, the rules of that particular game are 

temporarily and quite suddenly changed. Temporarily, because once the interim manager 

has left the organisation, this process will, as a rule, be normalised (Schriever 1983): the 

system endures. Resistance to the deployment of interim management may be out in the 

open, or it may take the shape of subtly moving with the interim manager for no other reason 

than to survive the period of interim management. This means that the interim manager is 

limited in relation to the constrained duration of his deployment to secure interim 

management results and that he must secure and employ other sources of power besides 

the constrained duration. 

 

Because, as a rule, interim managers are only present in an organisation for a relatively short 

amount of time, they don‟t have to reckon as much with common practices, conventions and 

temporal aspects of the organisation and can, in some cases, ignore them completely. It is 

also in this context that the constrained duration is often mentioned as a commonly 

experienced anomaly of time in the organisation (Wichard 1994, Reijniers 2002, Van Hout 

2001). The constrained duration of the deployment of interim management cause the ruling 

cultural experience of time to be broken and challenging new insights and experiences to be 

added to the culture of the organisation. My previous research (Vorst 2007b-2008), however, 

has shown that clients, contrary to what interim managers often say, want to prevent interim 

management from conflicting with the existing culture of the organisation. Clients often 

choose interim managers who fit with the organisation‟s culture and closely monitor “that the 

approach taken by the interim manager is not discordant with the organisation‟s culture” 

(Vorst 2007b-2008). One possible explanation for the difference between these two 

approaches is the fact that the existing literature is predominantly based on the interim 

manager and the client hardly gets a word in. 

 

One of the more common ideas in the sizable library on organisational change is without 

doubt the conclusion that activities of change have a fairly long period of incubation before 

they become lastingly effective. “Change takes time and maintenance” (Geurts et al. 2006). 

This places interim management results in a timeframe: the future, which has no defined 

duration on the one hand and on the other hand cannot, by definition, be controlled. In this 

context, I‟ve previously listed my objections to the label put forward by Reijniers (2002): 

future-proofing interim management results. Daalmans en Fuchs (2003) indicate that 

processes of change in (for instance) the government are so complex and stretch over so 
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long a period of time that moments of significance can only be seen in retrospect. “At the 

moment itself, there is myopia”. Given that the deployment of interim management is limited 

to a few months, the effects (and the securing) of its interventions won‟t be integrated into the 

organisation‟s culture and daily practices until long after the interim manager has left. 

 

Due in part to the constrained duration of interim management, clients often link the securing 

of interim management results to documentation. They want to document what results have 

been achieved, so that they can continue along similar lines, or to give them an instrument of 

justification. The transference document, also called the inventory or testament, has an 

important part to play in this process (Vorst 2007b-2008). At the end of the assignment, the 

interim manager indicates in the transference document what remains to be done in relation 

to the original formulation of the assignment and any changes made since. He can also leave 

recommendations there for managing “critical risk factors” after his departure (Reijniers 

2003). In relation to securing interim management results, it is important to consider that the 

transference document describes the reality observed by the interim manager at the time the 

document was drafted. This is a reality that must somehow be shared with the client and the 

interim manager‟s successor, but which won‟t have any meaning until people start 

interpreting it. The transference document is also, like the plan of action I talked about 

earlier, a record of a phase in the process of change. The transference document will only be 

of value in achieving secured interim management results for a short time. Another way to 

secure interim management results is to perform an evaluation of the interim management 

process. The performance of this evaluation not only provides an opportunity to identify 

instructive experiences and important lessons, it is also an opportunity to use those lessons 

to change processes and strategies to safeguard the new course. In local government, it is 

“not customary systematically to evaluate interim management assignments” (Koppens and 

Veenma 2003). In that context, the outburst of a client quoted by Senior (2000) is especially 

relevant: “it‟s over now and we‟re moving on and we‟re not going to talk about it anymore”. 

Amongst interim managers and interim management agencies it is also common to limit the 

evaluation to a fairly superficial conversation with the client. “There‟s just the one evaluative 

talk, which may or may not include farewell drinks or a farewell dinner.” (Van Hout et al. 

2004). Interim managers entered into the register for Professional Interim Managers (IM-

register) are periodically (biennially) tested to see if they still meet the registration criteria. 

One of the requirements is that they present evaluation forms completed and signed by their 

clients. This evaluation, however, is not aimed at achieving secured interim management 

results. 
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The quality of the interim manager‟s successor and the way he continues to sail the course 

set by the interim manager is often identified as the critical success factor for achieving 

secured interim management results. Van „t Hof (2007) concludes that interim managers 

assign to their successors a large role in making achieved results take root. It is important 

that the successor not only act in accordance with the interim manager‟s decrees, but that he 

actually shares his vision of the developmental process (Daniëls 1999). In pointing out the 

importance of good succession, people conveniently overlook the fact that interim managers 

don‟t necessarily have successors. The need for the extra knowledge an interim manager 

brings to the organisation may for instance have been so specific and so temporary that it 

subsides entirely after a time. In thinking about the interim manager‟s successor another 

often-overlooked fact is that the successor usually won‟t have been involved in the execution 

of the interim management assignment. These successors only arrive on the scene towards 

the end of the interim management assignment. Even in the best-case scenarios only a few 

weeks remain for interim manager and successor to spend time together. In this context, 

many point out the importance of letting the successor “limber up” at the interim manager‟s 

side “while the interim manager can put across the reasoning behind all kinds of things” (De 

Roo 1996). During this time, the interim manager can also introduce his successor around, 

both inside and outside the organisation. To regard the regular successor of the interim 

manager as an instrument for achieving secured interim management results is potentially 

unwise. Strikwerda (2005), for instance, points out that the successor cannot function as a 

symbol for change the way the interim manager‟s client can. He is the next manager who will 

have to deal with the key figures in the organisation, all of whom will have actually been 

involved in the process of change and will consider themselves pillars of the organisation. 

This may cause them to “adopt an ambivalent attitude towards the new manager”. Along the 

same lines, I want to point out a possible side effect of the „overqualified‟ interim manager. 

Overqualification, which we examined earlier, can cause the interim manager to create an 

unrealistic image of his successor. People will expect the successor to deliver the same 

results as the interim manager. If people in the client organisation assign no meaning to the 

extra qualifications of the interim manager, then it becomes doubtful that the successor will 

be able to measure up to the created image (Van „t Hof 2007). That automatically endangers 

the securing of the results achieved in the interim management process. People also often 

point out that the successors of interim managers like to leave their own marks on the 

organisational issue or part of the organisation for which they have become responsible. In 

essence, what happens is that the interim manager‟s successor sets his sights on the future, 

whereas the interim manager is looking back on the results he has achieved. Successors 

have to incorporate the organisational issue, on which the interim manager has worked 
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exclusively, into a full range of duties. This usually means that interest in the issue fades and 

people allow the results that were achieved to „slip through their fingers‟ (Vorst 2007b-2008). 

 

One seemingly obvious solution for achieving secured interim management results is to give 

the interim manager a permanent appointment after the interim management assignment is 

concluded. In fact, there are quite a few reasons not to. Geerding and Ten Koppel (1994) tell 

us that when an interim manager takes up permanent employment in his former client 

organisation he will have to adjust his expectations; “he is after all becoming an actual part of 

the organisation, he is now properly a member of the club and he will have to maintain and 

expand on his position”. Interim managers traditionally derive their power to function from the 

constrained duration of their position. By taking a permanent position in the client 

organisation, the interim manager instantly forfeits this defining source of power. He will then 

have to concentrate on moving apace with the organisation‟s normal speed, and it is doubtful 

he will be able to adapt. Where the previously mentioned overqualification is entirely 

functional for an interim manager, it can be a regular manager‟s downfall. Boredom and/or 

overshadowing his superior (previous client) become real risks. Moreover, the transition into 

permanent employment completely redefines the relationship between former interim 

manager and former client. They will have to re-establish the professional aspect of their 

relationship based on their new form of cooperation. For all of these reasons, moving from an 

interim solution for a position into permanent employment rarely turns out well (Geerding and 

Ten Koppel 1994). By extension, it seems logical that the same would hold true of achieving 

secured interim management results. 

 

To tackle organisational issues successfully, it is of great importance that all parties, 

management especially, consistently act to move the organisation in the direction of the 

desired change (Witvliet 2005). In this endeavour, the client, unlike the interim manager, is a 

constant factor in the organisation for an extended period of time. He was there when the 

deployment of interim management was first suggested, he was there during the execution of 

the assignment, and he will have to carry on with the interim management results, be they 

good or bad, after the interim manager‟s departure. This also means that achieving secured 

interim management results can primarily be considered the client‟s responsibility. The 

interim manager, for his part, is responsible for the quality of his services. This means that 

failure to secure interim management results is the client‟s problem first and the interim 

manager‟s problem second. In practice, however, it‟s mostly the interim managers who can‟t 

stop talking about securing the results they deliver, which corresponds to the atavistic urge of 

interim managers to carve out their legacy (Witvliet 2005). According to Koppens and 

Veenma (2003), clients often point fingers at interim managers when they talk about the lack 



Chapter 2 - Literature study 

page 64 

of secured interim management results. My previous research (Vorst 2007b-2008) shows 

that clients in local government and healthcare do feel responsible for securing interim 

management results. It also showed that clients‟ attention to securing interim management 

results usually slackens after the interim manager‟s departure because of the many demands 

on their time and attention. The following statement by a client is relevant to that point: “An 

interim manager sinks his teeth into something and develops a number of propositions. Then 

it just sits there, needing to be implemented. But the interim manager is leaving or preparing 

to leave. The person who‟s responsible, he has ten other things on his mind and thinks: I‟ll 

deal with that later and then the whole thing goes to pot and it disappears! I think that‟s pretty 

much how it works”. 

 

 Expectations and securing interim management results 

 

An interim management process is a type of service process. The results and how well 

they‟re secured are difficult to measure beforehand and in retrospect (Geerding and Ten 

Koppel 1994, Senior 2000, Van Hout et al. 2004). Because of the intangible aspect of service 

processes, clients “hardly know what they expect of a service and how to evaluate it” (Roest 

1998). To discover what clients expect from the securing of interim management results, it is 

important first to examine the aspect of expectations. Dubnick and Romzek (1993) say this 

on the subject: “An equally obvious reason for consideration the sources of expectations is 

that the origins of expectations do much to shape the characteristics of their progeny”. After 

that, I will examine the complications from expectations in relation to the securing of interim 

management results. 

 

o Theoretical framework: Expectations 

 

There are different types of expectations to be distinguished in service processes. The first 

distinction is in the difference between norms and estimations (Pieters 1995, Roest 1998, 

Van Houdenhoven 1998). Norms address the quality of the service. How much should a 

customer expect, or how much does the service provider think he should deliver? 

Estimations, on the other hand, indicate how likely people think it is that something will 

happen or that the service provider will deliver to a certain standard of quality. That means 

that an estimate gauges the degree to which a service will live up to one‟s norms. 

Consequentially, there is some interaction between norms and estimates. There are different 

degrees of norms and estimates. Norms, for instance, can be subdivided into ideal, desired 

and adequate norms (Roest 1998). Ideal norms aim for the highest achievable level of 

service provision under ideal circumstances (Pieters 1995). Reaching ideal norms is 
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generally considered an unrealistic task: “Ideals as expectations can be viewed as perfect 

states of nature that are perhaps unattainable, unrealistic, and unrelated to what the service 

provider [interim manager] tells the customer to expect” (Oliver 1993 in Roest 1998). By 

desired norms we mean what the client “views as reasonable and equitable” (Parasuraman 

et al. 1991 in Roest 1998). It indicates an attainable norm that approaches the ideal norm as 

closely as possible (Pieters 1995). An adequate normative experience is the level of service 

that a client, under a given set of circumstances, will see as reasonable and acceptable 

(Pieters 1995), but “in effect, the adequate norm is the minimal acceptable level of the 

desired norm” (Roest 1998). This makes the adequate norm “considerably more variable and 

flexible than the desired service” (Parasuraman et al. 1991 in Roest 1998). Besides norms 

and estimates, a further distinction can be made between experiential norms and subjective 

norms. Roest (1998) clarifies the difference as follows. Experiential norms apply to previous 

experience with the service in question: “Experience-based norms deal with consumer 

perceptions of what normally (or typically) is being performed within a service (category) and 

what should be out-performed by a brand in order to be excellent or superior”. Subjective 

norms apply to specific consumer needs: “Subjective norms deal with what should be offered 

in order to fulfill the customer‟s personal needs”. Besides these, further distinctions can be 

made between the substantive aspect and the relational aspect of expectations. The 

substantive aspect refers to those expectations about the results that the service should 

achieve that can be defined to some degree. The relational aspect is about the expectations 

client and service provider have of their relationship, their cooperation and their behaviour. 

When we look at the whole picture, we may conclude - along the same lines as did Pieters 

(1995) and Van Houdenhoven (1998) - that the concept of „expectations‟ is both ambiguous 

and open to interpretation. That raises the question of what degree of clarity this study can 

hope to offer about the expectations of the customer/client and the service provider/interim 

manager. The key to answering that question lies in the communication between the two on 

this subject. That communication is mostly about naming and acknowledging one another‟s 

expectations (Van Houdenhoven 1998, Van Hout et al. 2004, Ramondt 2004). 

 

Service provision is characterised, as mentioned before, by the fact that service provider and 

customer work together to produce the service. That automatically makes service provision a 

“people” job and allows the communication about expectations to be considered personal 

communication. In communication, there‟s a distinction between communication at a 

substantive level and communication at a relational level (Watzlawick et al. 2001). In 

essence, that distinction is about the difference between the contents of the communication 

and the relationship within which such communication occurs (Ramondt 2004). At the 

substantive level, communication focuses on transferring certain data, like the nature and 
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severity of a problem, the actions to be undertaken, and the results to be achieved. The 

relational aspect, on the other hand, offers clues to the relationship between the people and 

organisations involved, how they deal with each other, and what position they assign one 

another in their communication. In communication at the relational level, it‟s about 

communicating about communication. This form of communication can therefore be 

considered meta-communication (Watzlawick et al. 2001, Ramondt 2004). In the relational 

aspect, people not only describe their mutual relationship to determine its nature, but they 

also implicitly create an image of themselves (Watzlawick et al. 2001). When customer/client 

and service provider/interim manager negotiate the nature of their relationship, a stable 

situation will eventually arise and both parties will come to understand their positions. By 

stabilising the relationship, people and organisations will become better able to predict one 

another‟s behaviour and they will learn - theoretically - to trust each other more. This creates 

“a kind of communicative Gestalt” (Watzlawick et al. 2001). 

 

The importance of closely monitoring the distinction between the substantive and relational 

aspects of communication is due in part to the following two concerns. Firstly, communicating 

at the relational level (metacommunication) is considerably more difficult for people than 

communicating substantively. Communicating about the relationship can be painful “and 

many lack the skill to engage in an exchange of ideas at this level” (Ramondt 2004). 

Secondly, the clear distinction between the substantive and relational aspects lies in the fact 

that each of these aspects is predominantly bound up in one of the two fundamentally 

different ways in which people communicate, to wit analogue communication and digital 

communication. In analogue communication, people use images (like photographs and 

drawings) to put messages across to others about what they think, feel, experience, and 

mean. Analogue communication is also the area of all non-verbal communication, such as 

posture, facial expressions, looking away during a conversation, or inflection. Digital 

communication involves the use of numbers and words, which are used, according to 

generally accepted conventions, to express values and indicate objects. Digital 

communication, then, is the area of articulated and written language. Analogue and digital 

communication are used both conjunctively and concurrently and are mutually influential and 

complementary. “People constantly are thinking comparatively and making use of metaphors 

and similes when they speak […]. We use these techniques to clarify and increase 

understanding” (Strauss and Corbin 1998). In the interim management process this can be 

seen in the plan of action (digital communication), which is a translation of the ideas the 

interim manager has about the way the organisation works. The interim manager obtained 

these ideas through observation (analogue communication) and studying documents (digital 

communication). It follows that, concerning (human) communication, the substantive aspect 
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will usually be brought across digitally and the relational aspect will usually be analogue in 

nature (Watzlawick et al. 2001). 

 

In practice, there are a number of problems with analogue and digital communication. The 

background of these problems is that “the performance, accuracy, and versatility” 

(Watzlawick et al. 2001) of digital and analogue communication differ hugely one from the 

other. It also turns out that transposing information from one form of communication to the 

other is not only difficult, but also always incomplete. Digital information has a highly complex 

and logical structure (syntax), which makes it possible to communicate with high degrees of 

complexity, versatility, and abstraction. What‟s missing from digital communication is 

adequate assignment of meaning (semantics), because it assumes the presence of generally 

accepted conventions about the value and meaning of the things it is trying to communicate. 

Language is ambiguous and often the cause of misunderstandings and abuse (Ramondt 

2004) and “words turn out to be tools with considerable limitations” (Boonstra and De Caluwé 

2006). Weggeman and Lammers (2006) refer to Gagliardi (1996), who says that our 

experience of reality is at its core a sensory experience which, because of its subconscious 

nature, cannot be (fully) expressed in words. Digitally, for instance, the word „beautiful‟ 

expresses a certain condition of something, like a painting. But how beautiful is „beautiful‟? In 

the case of the painting, are we describing the image, the detail, the interplay of colours, or 

the size of the painting? Are we describing the frame, too? There are as many opinions as 

there are people, and consequently there are as many meanings of „beautiful‟. When an 

interim manager‟s assignment includes the phrase: “end employee self-government”, that 

can be interpreted digitally to mean either: “fire all rebels”, or: “create a situation in which 

people take the responsibilities that are appropriate to their positions”. Two very different 

interpretations of a digital communication with, to put it delicately, rather different 

consequences. Context is another factor in determining meaning: “The context in which the 

concept is used should indicate meaning” (Strauss and Corbin 1998). Kensen (1996) offers 

another example of two meanings that can be assigned to the same statement: The social 

renewal of a town. Social renewal to the sector director of welfare could mean creating 

interrelations between different policy areas. To an elderly resident, on the other hand, social 

renewal could mean a long-awaited end to her loneliness! The sector director interprets the 

statement from a policy perspective, whereas the elderly resident thinks first of her 

neighbours. Analogue communication, as compared to digital communication, has more 

facilities for expressing meaning, but lacks sufficient logic and nuance to distinguish between 

contradictory meanings. The analogue communication of disinterest can be accomplished by 

looking out a window, which is an illogical thing to do during an important conversation. Also, 

people can disagree about the meaning (or nuances) of looking out of the window, just as 
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with the question of “how beautiful is beautiful?” When someone thinks a certain picture is 

beautiful or looks out of the window during an important conversation, what‟s the logic behind 

it? All of these issues combine to create complex, dynamic, and ambiguous circumstances 

for communicating expectations about the substance, outcomes, and securing the results of 

the service process. People, therefore, will have to look inside their system of interaction for 

the meaning of what they see, experience, and expect. They will then have to communicate 

with each other about it. Doing so creates not only a shared sense of meaning, but also 

constructs a shared reality (Weggeman 2001). “Reality is largely what we make it” 

(Watzlawick et al. 2001). As Boonstra and De Caluwé (2006) indicate: “the process of 

assigning meaning is still poorly understood, but we do understand very well how important 

assigning meaning is to human communication”. 

 

Assigning meaning, often called „sensemaking‟, refers to the process in which people “make” 

and interpret their world (De Sonneville 2006). Sensemaking mostly occurs in situations 

where people are confronted with events, issues and actions that are threatening, 

unexpected, confusing, and ambiguous (Kessener and Termeer 2006, Klein et al. 2006, De 

Sonneville 2006). Sensemaking is valuable because it (continually) creates new pictures of 

the way people look at reality. Through the process of sensemaking people can evaluate a 

situation by comparing it to earlier experiences. Sensemaking takes place constantly and is a 

mostly subconscious process (Weick 1995, Van Oss 2003, Kessener and Termeer 2006). 

“Sensemaking can be viewed as a recurring cycle comprised of a sequence of events 

occurring over time” (Louis 1980 in Weick 1995). The literature about sensemaking is 

extensively influenced by the work of Karl Weick, especially by “Sensemaking in 

Organizations” (1995). Many authors on sensemaking and related areas of science refer 

(quite frequently) to Weick‟s work. The question Weick asks is how people communally 

create a reality, which they thereafter experience and refer to as ordinated and organised. 

Weick (1995) has this to say on the subject: “The basic idea of sensemaking is that reality is 

an ongoing accomplishment that emerges from efforts to create order and make 

retrospective sense of what occurs”. Because human beings are socially acting creatures 

who constantly seek to assign meaning to their actions, they are very concerned with others 

in their actions (Geurts et al. 2006). That means there is a constant dynamic between people 

which they use to organise their realities communally. These meanings occur on the 

interface between substance and relationship, on the border between assigned meaning and 

reality (Haffmans 2006). That‟s why sensemaking doesn‟t just provide a personal reality; 

because it takes place in conjunction with others, it provides other people‟s meanings as 

well. This is how a more or less common meaning is created (Van Oss 2003). Sensemaking 

not only takes place based on personal experiences of the individual in question and 
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people‟s interactions, but is also strongly influenced by the specific organisational context. 

Weick (1995) contributes: “Organizations also have their own languages and symbols that 

have important effects on sensemaking”. Dubnick and Romzek (1993) remark - while 

referencing Wilson (1989) - that: “Situational imperatives play a critical role in the framework 

of many public administrators and this is especially true where complex combinations of 

expectations are part of the circumstances surrounding government operations”. This means 

that within the interim management process, people cannot separate themselves from the 

typifying characteristics of the organisation to which they are connected. This applies not 

only to the customer (client), but also to the service provider (interim manager). Interim 

managers are part of an association in which they practice their professions independently, 

and with which they share a number of common values and properties. Such associations 

may be considered organisations in their own right (Vorst 2007a) and obviously, these values 

influence their sensemaking process. Sensemaking is often considered to be synonymous, 

even interchangeable, with the concept of interpretation. Weick (1995) points out that this 

“synonymous usage” muddles the specific characteristics of sensemaking. Sensemaking 

precedes interpretation and as Weick (1995) would have it: “The key distinction is that 

sensemaking is about the ways people generate what they interpret”. Sensemaking is, as 

stated before, a continuous process of people creating and adapting mental models. They 

then use these models to interpret and assign meaning to the things confronting them. 

Interpretation is much more „fixed‟ in time and is therefore more properly explained as the 

result of a process. Weick (1995) clarifies the distinction when he states: “Sensemaking is 

clearly about an activity or a process, whereas interpretation can be a process but is just 

likely to describe a product. It is common to hear that someone made an interpretation. But 

we seldom hear that someone made a sensemaking. We hear instead, that people make 

sense of something, but even then, the activity rather than the outcome is in the foreground. 

A focus on sensemaking induces a mindset to focus on process, whereas this is less true 

with interpretation. Even when interpretation is treated as a process, the implied nature of the 

process is different. The act of interpreting implies that something is there, a text in the world, 

waiting to be discovered or approximated. Sensemaking, however, is less discovery than it is 

about invention”. Also, a lack of sensemaking is “consequential as well existential” and 

“whenever sense is lost, the loss is deeply troubling, whereas the loss of interpretations is 

more like a nuisance” (Weick 1995). Sensemaking, then, happens at a higher level of 

abstraction than interpretation and forms a „framework‟, a cognitive model, within which 

people interpret situations. An important property of sensemaking is that it happens 

retrospectively. Weick (1995) on the subject: “A crucial property of sensemaking is that 

human situations are progressively clarified, but this clarification often works in reverse”. An 

explanation for this phenomenon can be found in the observation that objective reflection in 
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social reality is impossible, because that reality is happening constantly and concurrently with 

our attempts at reflection. “People can‟t know what they are doing until after they have done 

it” (Weggeman 2007). But we can also only understand what we are doing if we refer back to 

the things we have done (Boonstra and De Caluwé 2006). Weick (1995) also clarifies that 

people in a given situation - with this “outcome” in hand - retrospectively assign meaning to 

an event or interaction that has taken place. “It is less often the case that an outcome fulfils 

some prior definition of the situation, and more often the case that an outcome develops that 

prior definition,” and “People start with an outcome in hand – a verdict, a choice and then 

render that outcome sensible by constructing a plausible story that produces it”. But equally, 

when people make plans for the future or have expectations of a certain future situation 

(result), the image is retrospective. This is because people are imagining the goal has 

already been achieved (Loos 1996). 

 

o Complications in relation to expectations 

 

Service providers often turn out to have their own ideas about what the customer should 

want and what would be good for him. These ideas quite often differ significantly from the 

actual desires of the customer (Parasuraman et al. 1985, Pieters 1995). It‟s plausible that the 

same applies to the professional group of interim managers (Vorst 2007b-2008). Roest 

(1998) points out that a “higher quality standard” predicted by the service provider “is not 

always preferred, instead consumers sometimes choose a lower standard”. That is why the 

expectations of the customer and the expectations of the service provider can sometimes 

diverge quite sharply. Clients and interim managers, it turns out, often evaluate interim 

management assignments from very different perspectives (Senior 2000, Van Hout et al. 

2004, Ramondt 2004, Boon 2005, Vorst 2007b-2008). These differences are described in the 

table below. 

 

Differences in perspective between clients and interim managers 

Client’s perspective Interim manager’s perspective 

Interim manager‟s job-oriented style of 

management 

Interim manager‟s people-oriented style of 

management 

Interim management to ease a transition Interim management often more than just 

transition 

Interim management usually aimed at structure Interim management usually aimed at multiple 

organisational aspects 

Often does not recognise impediments Believes there are always impediments 
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Goal-oriented Means- and process-oriented 

 

Enough support from everyone involved for 

assignment and interim manager 

Often limited support from those involved for 

assignment and interim manager 

Believes he‟s created a clear and well-worded 

assignment 

Often receives vaguely worded assignment 

Good communication from client to employees Communication from client to employees leaves 

something to be desired 

Evaluation (by staff) is performed often enough Evaluation (by staff) is not performed often or 

thoroughly enough 

Table 2.2 Source: Senior 2000 

 

Research done by Van Hout et al. (2004) into the factors of success and failure of interim 

management clearly shows the importance of reconciling the different perspectives on the 

service process held by the people and organisations involved in it. Van Hout et al. observe 

that insufficient respect for these different interests and approaches almost always leads to a 

failing interim project. In service processes with a short duration, the emphasis is more on 

the substance of the service than on the relational aspect. When you contract the services of 

a hairdresser, for instance, you take the relational aspect (the hairdresser‟s stories about the 

state of the world) into the bargain, provided that the substantive aspect (cutting your hair to 

look good) is well in order. When services take on longer durations, as is the case with 

interim management, the relational aspect becomes more important. One explanation for this 

can be found in the fact that over the relatively long course of the interim service process, the 

expectations everyone had at the outset “may be forgotten, be passive, and resemble 

experiences” (Roest 1998). Tettero and Viehoff (1994) point out, in the context of the 

customer‟s experience of quality, that there many moments of interaction between the 

service provider and the client. These interactions are personal, meaning that the client 

experiences them in his own way. The experienced level of securing achieved in interim 

management results is dependent, in part, on the client‟s perception of quality in the interim 

management process. 

 

A few problems arise in the communication between customer and service provider about 

their mutual expectations and the way they match them. First and foremost, it turns out that 

client and interim manager don‟t have the same information about nature and substance of 

the assignment and organisation. As demonstrated earlier, clients are reluctant to „speak 

their minds‟ on the organisational issues to be tackled in the initial period of executing the 

assignment. He will still have much more information than the interim manager, now and 

later on in the process, because of his position in and knowledge of the organisation. On the 
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other hand, clients rarely have all the information they should about the services (and 

concomitant benefits) on offer. “Consumers, however, may not have or may not be able to 

acquire complete information about these benefits” (Roest 1998). There is asymmetry, 

therefore, in the availability of information. Remember, as well, that even if client and interim 

manager did have the same information, they would not necessarily draw the same 

conclusions from it. Communication between the client and the interim manager about their 

expectations of the interim management process and securing the results thereof takes place 

at both the substantive and the relational level. The relational aspect here classifies the 

substantive level of the communication, which forces the people involved in the 

communication to behave a certain way (Watzlawick et al. 2001). Differences of opinion 

between people are to be expected, but these will be reconciled, so that the whole becomes 

greater than the sum of its parts. Client and interim manager feel equally responsible for the 

execution of this service process and, consequently, for securing its results. Communication 

at the substantive level is usually much more comfortable for people than confrontational 

discussions about their own position in the service process. This is because a discussion 

about their mutual relationship breaks open the quiet rivalry between client and interim 

manager, even as they discuss how they regard one another, in what roles they see each 

other, and whether they are willing to exchange views on these subjects (Ramondt 2004). 

For the client, it takes some courage to admit that he is calling in an outsider to resolve an 

organisational issue. It is also courageous for the client to surrender a part of his managerial 

autonomy, while maintaining full responsibility for and full involvement in the organisational 

issue‟s resolution. For the interim manager, it takes courage to overcome the tendency to 

independently determine what is best for the client and instead to take on a more 

complementary role. Communication about the relational aspect is not easy, as I‟ve 

mentioned, and to paraphrase Wierdsma (2003), this could certainly be considered the „point 

of contention‟ for those involved. Communication on this subject between people proves 

problematic due to the limitations of human forms of communication. These limitations leave 

too few means adequately to express and match everyone‟s expectations. Sensemaking 

plays the part, in this context, of a process of creating mutual understanding. Pluriformity, 

multiplicity, and ongoing interactions allow the customer/client and the service 

provider/interim manager to assign new meanings to their thoughts and actions (Boonstra 

2000, Boonstra and De Caluwé 2006) and their communication about these things. It is of 

vital importance that this process originates from a dialogue between customer and service 

provider. The word dialogue comes from the Greek „dialogos‟, meaning “talk through”, 

conversation, exchange of ideas. Dialogue doesn‟t require people to agree. Dialogue is a 

comparison of ideas, with the intention of seeing whether someone‟s idea should be 

swapped out because someone else‟s idea is better. There is a common effort to find and 
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define meaning (Aardema 2004). The quality of the social system between client and interim 

manager can be “expressed in the extent to which those involved are challenged actively to 

participate in the construction of reality and are willing to reconsider it” (Wierdsma 2003). It is 

impossible for people to withdraw from the communal assignment of meaning. Any attempt 

to do so assigns meaning in and of itself. This is in keeping with the first axiom of Watzlawick 

et al. (2001): “one cannot not communicate”. This axiom is based on their assertion that all 

behaviour is communication. This means that if the client and the interim manager lack a 

shared meaning of their cooperation and the expected interim management results, not a lot 

should be expected in terms of securing those results. 

 

 Organisational context and securing interim management results 

 

This study takes place, as I have mentioned before, within local government and the 

healthcare sector. It is important to create a picture of the organisational context of local 

government, the healthcare sector, and interim management. This is partially important to 

help generalise the results and partially important because each type of organisation, 

because of its specific nature, the character of its management, its culture, and its 

management, creates its own barriers (Ramondt 2004). After that, I will examine the 

complications to securing interim management results from the organisational context. 

 

o Theoretical framework: Organisational context 

 

“An organization is an extremely complex social system“ (Van Aken 2007a). “Public 

administrators operate under three major and pervasive sets of performance ethics dealing 

with legal (liberalism), democratic (responsiveness), and operational (effectiveness) 

obligations” (Fried 1976 in Dubnick and Romzek 1993). Local government and the 

healthcare sector additionally provide an extensive and diverse range of products and 

services. For a local government, for instance, that range extends from the strategic 

development of new housing and industrial estates to emptying wheelie bins; from organising 

disaster response to issuing written permission to cut down a tree and providing healthcare, 

employment, and an income to citizens who (temporarily) cannot attain these things for 

themselves. There is a corresponding issue with the healthcare sector with its general and 

specialist hospitals, its nursing homes and rehabilitation centres, and its provision of 

intramural and extramural care. Local government and the healthcare sector have a highly 

ambiguous character in which politicians, management, staff, citizens, patients, medical 

specialists, companies, and pressure groups each voice their own - often conflicting - 

demands. Inside an organisation, there are a number of coalitions (groups of people or parts 
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of the organisation) that can be considered social configurations and interact and compete 

with each other (Koppenjan and Termeer 1996, Kessener and Termeer 2006). This is 

commonly referred to as the informal organisation. This informal organisation is what Van 

Aken (2007a) calls a “hidden property” of the organisation. It is important to be aware that the 

informal organisation is really just the single sub-organisation, out of all of the sub-

organisations that comprise the organisation, that is most dominant at a specific point in time. 

This gets an extra dimension in politicised organisations especially, of which local 

government and healthcare are examples. Within such organisations, there is a complicated 

interplay of forces, such as rights, duties, participation, and support (Mulder 2005). The 

formal divisions between the professional organisation and the political organisation in local 

government, as well as those between the managerial organisation and medical organisation 

in the healthcare sector are transgressed regularly and incomprehensibly by party political, 

occupational, societal and even religious backgrounds. Because of this, “products, 

objectives, and sensemaking are permanently subjected to diffuse and conflicting interests 

and motions” (Voigt and Van Spijker 2003). That means that the organisation‟s goals are 

limited by political primacy, or that they must constantly be dynamically reinterpreted by the 

democratic majority. In the healthcare sector, and in hospitals especially, there is an area of 

tension between the position of medical specialists as independent professionals on the one 

hand and hospital management on the other. The medical specialists and the management 

are mutually interdependent and must therefore set their priorities together in areas such as 

the quality, efficacy, and scope of care (Beijer and Offringa 2004). The interests of the two 

groups often conflict, causing management decisions to become unfeasible because the 

medical professional don‟t feel bound by them (Beijer and Offringa 2004). In essence, the 

whole laborious relationship between medical specialists and hospital management boils 

down to this: Who‟s in charge here? 

 

The way that local government and the healthcare sector are arranged is characterised 

nowadays by the organisation‟s desire to empower people and master a more businesslike 

and professional way of functioning. “The discourse about a more efficient post-bureaucracy 

focuses on the quality of provided services, purposeful decision-making and „empowerment‟ 

of employees” (Karsten 2008). In this context, many municipalities are currently discussing 

the implementation of managers with integral responsibility, steering towards results and 

employee competencies, organising front and back offices, working with other municipalities 

to cluster responsibilities into „shared service centres‟, or into governmental public limited 

companies, or transferring certain services into private, profit seeking organisations. 

Aardema (2004) points out there is so-called “institutional isomorphism” to this development. 

This means that government organisations and the healthcare sector remain essentially 
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similar because they follow the same trends and perform comparable interventions. As local 

government and the healthcare sector acquire increasingly businesslike and professional 

outlooks, criticism of this phenomenon is increasing as well. A number of prominent 

scientists, for instance, take up positions against these developments in the book „De tien 

plagen van de staat‟ (The ten plagues of the state [no translation has been published], edited 

by Ankersmit and Klinkers 2008). Tonkens (2008) points out that the introduction of free 

market systems to the public sector is perhaps “still supported by well-behaved managers 

and civil servants, but think tanks, advisory bodies, scientists, and opinion makers no longer 

believe in it”. 

 

In designing changes and innovations to their organisations, local government and the 

healthcare sector are faced with the problem of people wanting to adapt to the desire for 

change, but also wanting to leave the existing organisational structures as intact as possible. 

Voigt and Van Spijker (2003) point out that governmental organisations have taboos in place 

about representative democracy, decision-making processes, and loyalty. These taboos are 

related to ideas about democracy and bureaucracy at the end of the nineteenth and 

beginning of the twentieth century, ideas that are still considered irrefutable and 

unshakeable. Such taboos are wielded like protective charms in an attempt to make reality - 

which is chaotic, ambiguous, and full of conflict and contradiction - more manageable. 

“Governments keep supervising collective goods and public services in the classical way. 

They draw on means and measures that are traditionally familiar to them: monitoring and 

control” (Binnenlands Bestuur 2006). This state of affairs is exacerbated by the fact that 

people in an organisation tend to interact with (groups of) people who use the same definition 

of reality (Koppenjan and Termeer 1996). In this definition of reality they are constantly 

reaffirmed in their actions, leaving little chance for fundamental change. In this context, 

Aardema (2004) refers to the conference compilation “Spanningsvelden rondom de 

ambtenaar” (“Tension areas surrounding the civil servant”) published by the Vereniging voor 

Bestuurskunde (Dutch Association for Public Administration) in 1978 and the conference 

compilation “Spanningsvelden rondom de bestuurder” (“Tension areas surrounding the 

administrator”) published in 1980. Aardema observes that “many of the problems 

surrounding these issues have changed little since then”. He goes on to say that “discussion 

continues on positions and relationships, primacy and loyalty”. That makes, as Van Hout 

(2001) aptly puts it, “the current public organisations the icons of modern public 

administration. They shape the mechanisms by which we are accustomed to point the way 

for society”. To better understand the way local government and the healthcare sector are 

organised, it is important to examine the „roots‟ of their organisational model. 
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The organisation of local government and the healthcare sector may be considered a 

bureaucracy. This becomes clear from the description of types of organisations (he calls 

them organisational configurations) introduced by Mintzberg in his book „Structures in fives‟31 

(1983). His classifications fit well with the set of ideal types developed by Weber (1947), 

which is constructed from an aggregate of organisational design parameters and situational 

factors (Punt 2000). Weber (1947) set out a number of rules according to which employees 

should function in the rational bureaucracy. These rules are based on Weber‟s ambition to 

stimulate equality and justice and to replace arbitrariness with universal rules, procedures, 

and job descriptions. To Weber, bureaucracy was the most progressive type of rational-legal 

authority. A hierarchically arranged organisation can resolve complicated issues as long as 

there is a clear management vision and morality. Weber also pointed out that, on the other 

hand, bureaucracy can result in an inescapable iron cage that implacably determines the 

course of people‟s existence (Karsten 2008). Mintzberg uses the term bureaucracies in the 

technical sense and not in the sense that causes people to think of cumbersome and 

inefficient organisations. He calls an organisation bureaucratic when it aims to pin down and 

standardise people‟s behaviour beforehand as much as possible. A bureaucratically 

arranged organisation, then, starts from a rational arrangement of competencies. From this 

rational arrangement, positions of authority are derived. The arrangement provides a legal 

basis for exercising authority in the organisation and curbs non-rational interventions in the 

organisation‟s interests (Ramondt 2004). A bureaucracy is a structure that is especially 

conducive to the performance of routine activities, regardless of their difficulty factor. A clinic 

in which only open-heart surgeries are performed qualifies, in this context, as a bureaucratic 

organisation (Vorst 2000). The bureaucracy is defined by great confidence in rationality, 

technology, control, and progress (Wierdsma and Swieringa 2002). It strives, as mentioned 

before, to make problems manageable through standardisation. Essential to that is the 

objectified application of laws and regulations by means of invariable procedures, in which 

civil servants are subservient to politics and must do their work on the basis of lawfulness 

and equality (Aardema 2004). Within a bureaucracy, managers strictly monitor the 

performance of set tasks. This all results in a fairly sharp delineation between thoughts and 

actions and a hierarchically arranged framework of positions and their attending powers and 

responsibilities. People‟s positions determine how much overview and insight they have onto 

and into the organisation (Wierdsma 2003). Because of the emphasis on hierarchy, there is a 

clear division between management and non-management (Voigt and Van Spijker 2003). 

This dichotomy is very similar to Descartes‟ (1596-1650) dichotomy of body and mind, 

wherein the body must obey the mind (De Man 1995). Mintzberg (1983) distinguishes 
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between two kinds of bureaucracy: the machine bureaucracy and the professional 

bureaucracy. The machine bureaucracy is also referred to as the classical or rational 

bureaucracy. In the term machine bureaucracy, „machine‟ is used metaphorically. Just as in 

a machine, people and departments function as cogs in a larger whole (the machine). The 

description „machine bureaucracy‟ came into being because of the time and motion studies 

performed by one of Fayol‟s students: Frank B. Gilbreth. He described every action in 

standardised terms, using machine terminology. For instance, he described picking up a 

pencil in an office environment as follows: “unloaded transport, grip, and loaded transport” 

(Rifkin 1988). Cherns (in Wierdsma 2003) summarises the assumptions about the role of 

employees in the machine bureaucracy like so: “People are unpredictable. If they are not 

stopped by the system design, they will screw things up. It would be best to eliminate them 

completely; but since this is not possible, we must anticipate all the eventualities and then 

program them into machines”. The machine bureaucracy, as a rule, is structured like a 

pyramid and led on the basis of power and rules. These kinds of organisations are typified by 

their strict separation of the functions of deciding, thinking, and acting. This is expressed in 

many ways, such as assigning executive responsibility (the acting) to highly specialised 

departments, limiting horizontal deliberation between departments, a strict separation 

between production line organisation and management organisation, and a very elaborate 

system of rules and procedures. A machine bureaucracy is clearly, as Mintzberg expresses 

it, an organisation that “has seen it all and has created procedures to keep things as they 

are”. That‟s why innovation and risk-taking are unpopular activities in such organisations. In 

terms of transactional analysis, a machine bureaucracy is an organisation in which 

interaction between the different levels can be seen as parent-child transactions. Sometimes 

subtly, sometimes not, the inequality between hierarchical levels is repeatedly emphasised. 

Because bureaucracy has the inherent quality of striving for security and preserving current 

assets, it can be a difficult organisational form to change. 

 

In the professional bureaucracy, the word „professional‟ describes the people who work 

there. An organisation full of professionals, however, is not automatically a professional 

organisation. The main difference between the machine bureaucracy and the professional 

bureaucracy is that the standardisation of employee skills in a professional bureaucracy 

originates from outside the organisation (Punt 2000). Mintzberg (1983) has this to say on the 

subject: “Professional bureaucracy originates largely outside its own structure, in the self-

governing associations its operators join with their colleagues from other professional 

bureaucracies. These associations set universal standards, which they make sure are taught 

by universities and used by all the bureaucracies of the profession. So whereas the machine 

bureaucracy relies on authority of a hierarchical nature - the power of office - the professional 
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bureaucracy emphasize authority of a professional nature - the power of expertise”. Because 

more influences are allowed into them from the outside, professional bureaucracies are 

much less shut in than machine bureaucracies. Employees in a professional bureaucracy, 

compared to their colleagues in machine bureaucracies, are far less bound to hierarchical 

structures and have much more freedom in performing their tasks or specialisms. Ten Bos 

and Van der Ham (1994) clarify this point by stating that in a professional bureaucracy, “The 

professional can do his job without constantly having colleagues or superiors looking over his 

shoulder”. Two signature traits of the professional bureaucracy are decentralised seats of 

power and an executive organisation in which personal responsibility is emphasised 

(Ramondt 2004). The professional bureaucracy also proves difficult to change. Mintzberg 

(1983) comments: “Like the machine bureaucracy, the professional bureaucracy is an 

inflexible structure, well suited to producing its standard outputs but ill suited to adapting to 

the production of new ones. All bureaucracies are geared to stable environments; they are 

performance structures designed to perfect programs for contingencies that can be 

predicted, not problem solving ones designed to create new programs for needs that have 

never before been encountered”. One shared trait of the professionals who populate the 

professional bureaucracy is that, based on their roles as experts in their fields, they want to 

decide for themselves how to do their jobs and how to communicate with their clients and 

colleagues (De Caluwé and Vermaak 1999). That means they are predisposed not to accept 

or adopt changes initiated by the management (interim or otherwise). In a professional 

bureaucracy, generally speaking, managers have a harder time of it than they would in a 

machine bureaucracy. This is because power is, by definition, more diffuse in a professional 

bureaucracy. Professionals have an (informal) claim to power by virtue of their expertise, 

personality and connections. Unlike in machine bureaucracies, where managers can use 

their hierarchical power, managers in a professional bureaucracy must rely on their 

personalities, their ability to motivate colleagues to effect the desired changes and results, 

and finally, only as a last resort, their hierarchical power. How difficult that is can be seen 

from the fact that in professional bureaucracies, there are often dozens of personnel changes 

in management instigated by conflicts with the professionals (De Caluwé and Vermaak 

1999). 

 

As mentioned before, one important difference between the machine bureaucracy and the 

professional bureaucracy is the fact that employees in the professional bureaucracy can be 

considered professionals. Use of the label „professional‟ has been devaluating badly over the 

past few years (Boon 2005, De Sonneville 2005). Where previously the use of the 

professional label was strictly reserved for professionals in the classical sense, like doctors 

and lawyers, nowadays every Tom, Dick, and Harry gets the label. Weggeman (2007) has 
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developed a number of descriptions of professionals, in which he distinguishes between R-

professionals and I-professionals32. The R-professionals are mostly defined by the dominant 

performance of routine activities, the surpassing of norms and standards, experience as a 

driving force, a focus on efficiency, improvement based on concentration and learning more 

and more about the same subject. The I-professionals, by contrast, are characterised by 

improvisation, the development of information, knowledge as a driving force, a focus on 

flexibility and improvement based on creativity. Both of these descriptions naturally describe 

ideals, whilst in practice, professionals will unite characteristics from both types into a single 

personality, but will also display a clear preference for one of the types (Weggeman 2000). 

The changeability of surroundings controlled by dominant R-professionals creates a problem, 

because changes are the antithesis to routine, and provoke resistance. I-professionals are 

quick to experience proposed changes as infringement on their professional freedoms, 

creating a lot of initial resistance against these changes. It seems likely that organisations 

and departments that can be considered machine bureaucracies are primarily populated by 

R-professionals. By extension, the same holds true of I-professionals in professional 

bureaucracies. The characteristics of these two groups are listed in the table below. 

 

The characteristics of I-pros and R-pros 

I-pro 

Dominantly innovative and improvisational 

R-pro 

Dominantly works routinely 

Innovates; creates radically new information Improves; surpasses (existing) norms, records 

and standard practices 

Achieves this by applying the knowledge 

components of information and attitude 

Achieves this by applying the knowledge 

components of experience and skill 

Is flexible and creative Is efficient and focused 

 

Breaks through patterns Develops patterns 

 

15-20 % of the knowledge worker population is I-

pro 

80-85% of the knowledge worker population is R-

pro 

Table 2.3 Source: Weggeman 2007 

 

Although the machine bureaucracy and the professional bureaucracy are quite easy to tell 

apart, it is not unusual to have both types in the same organisation, or even the same 

department. I‟ll name the example of waste management. The executive organisation, in 

which the waste collectors (also called dustmen) are active, can be seen as a typical 
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example of a machine bureaucracy. The work is done according to norms and guidelines 

imposed from above, which strictly regulate the number of daily operations depending on the 

employee‟s age. However, in the same department, the way the accounting department is 

organised might be more similar to a professional bureaucracy. 

 

When people choose to classify themselves as members of a specific group, like the group 

of interim managers, those people become a category. There is a specific rhetoric and a 

specific behaviour that goes with categorisation and these confirm the existence of the 

category (De Sonneville 2006). The group of interim managers is such a category. As 

independent professionals they share a common rhetoric and a number of values and 

characteristics (Vorst 2007a). Such alliances, according to Weick (1995) can also be 

considered organisations. Because within these alliances, people often use the same 

definition of reality and because that definition is constantly reaffirmed within the group, there 

is little chance that their view of the world will fundamentally change (Koppenjan and 

Termeer 1996). At different places in this study, typical characteristics of interim managers 

have been discussed that seem to confirm that statement. For example, interim managers 

generally assume that their clients will be a part of the problem. Witvliet (2005) points out 

that, among other things, there is quite often a considerable gap between objective reality 

and the image interim managers like to project about their performance. He also points out 

two more characteristics interim managers share, to wit: problems with discipline and a 

desire to make one‟s own rules. Ramondt (2004) points to the dominant role behaviour 

interim managers display in their interactions with the client. Also, interim management 

agencies usually select interim managers to become associates based on a few key 

characteristics that typify the interim managers of that specific agency. That means that 

interim managers who register with an interim management agency become a part of the 

organisational structure of that agency. For these reasons, interim managers are often 

preconditioned by their professions and agencies when it comes to what happens in the 

interim management process (Vorst 2007a) and in securing the interim management results. 

 

o Complications in relation to organisational context 

 

Organisations consist of a complex interplay of variables that together form the organisation. 

To form a complete picture of the organisation, a number of models have been developed 

over time. Well-known models include the EHS framework33 (Weggeman 2007), Leavitt‟s 

Diamond (1978) and the Cloverleaf model by Lievegoed (1977). Best known by far is 
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perhaps the 7 factor model used by Pascale and Athos in their book “The Art of Japanese 

Management” (1981) and later by Peters and Waterman (1982). This model was adopted by 

McKinsey way back when and has become known under its current name: the 7S model. In 

this 7S-model, an organisation is divided into seven variables that show, not just interrelation, 

but interdependence. 

 

7 S Model

 

Figure 2.12 Source: Pascale, Peters and Waterman 

 

The basic assumption of this model is that an organisation cannot be stable, unless these 

seven variables are in equilibrium34. It also assumes that a change in one or more of these 

variables automatically has consequences for the other variables. The „shared values‟ 

variable has a special place in the model. It is not an autonomous variable, but rather the 

result of the interplay of the other six, as well as the dominant ideology informing the actions 

of people in the organisation, which contributes to employees‟ sense of identity and 

belonging. When implementing change in organisations, interim managers turn out to be 

most interested in achieving a few clearly visible results (Wichard 1994) and quick wins    

(Van „t Hof 2007). As a result, “they all too easily pick the low-hanging fruit” (Witvliet 2005). 

This makes performing interventions into the „hard‟ elements of the organisation (strategy, 

structure, and systems) very attractive. They are attractive because not only are such 

interventions immediately visible and measurable, they also allow the interim managers to 

boast about results achieved in the short term (Geerding and Ten Koppel 1994). 

Interventions into the „soft‟ elements (staff, style, and skills) take much more time to reach 
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lasting results. As well, the results of intervention into the soft elements and shared values, 

compared to interventions into the hard elements, cannot as easily or as objectively be 

rendered visible and measurable. By overemphasising intervention into the hard elements, 

one endangers the balance between the interrelated elements of the organisational system. 

That cripples the process of securing the achieved interim management results before it can 

even begin. Another interesting question here is whether, because of the constrained 

duration of interim management, it can ever hope to make substantial or lasting contributions 

to the soft organisational elements. My previous research (Vorst 2007b-2008) shows that 

clients often set the explicit precondition on achieving successful and secured interim 

management results that the person, the interim manager‟s approach and the results must 

conform to the culture of the organisation. This means that the interim manager, as he 

executes his assignment, is pretty much „trapped‟ in the sensemaking practices of the 

organisation. That also means that you shouldn‟t expect much from the introduction of fresh 

ideas into organisations, even though that is usually inherent to the deployment of interim 

management. This allows the self-referential behaviour that results from familiar routines and 

observational schemata (De Ruijter 1996) and in which people constantly affirm each other 

(Punt 2000), to persist in the organisation. 

 

It‟s been mentioned earlier that the client and interim manager usually evaluate interim 

management assignments from very different perspectives. These different points of view 

can be inferred from the organisational context in which they operate. These differences in 

core values, core activities, and structuring tend to come with unpredictable risks and 

responsibilities in the actual transactions between service provider and customer (Gastelaars 

200835). Risks that also radiate onto the securing of interim management results. Below is an 

overview of the core values, core activities, and structuring of local government, the 

healthcare sector, and interim management. 

 

Bureaucracy: 

Local government 

Professional service 

providers: 

Interim managers Healthcare 

Core values Equality and justice Professional quality and 

responsibility with or 

without client self-

government 

Continuity of care and 

supervision 

Core activities Selection and 

classification 

Expert negotiation and 

intervention 

Management of 

dependency 
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Structuring Hierarchy In between „loosely 

coupled systems‟ and 

professional networks 

In between „total 

institutions‟ and 

personal networks 

Table 2.4 Based on Gastelaars (2008) 

 

The definition of the problem confronting the interim manager often proves to be dependent 

on the perceptions of the problem owner (usually the client) of the larger whole (Swieringa 

and Elmers 1996). That means that the defined problem is always based on a conscious or 

unconscious choice from a “manageable selection out of a range of manifest and latent 

problems” (Ramondt 2004). This is expressed in the figure below. 

 

Interim managers often work on one issue, 

selected from the totality of issues.

 

Figure 2.13 

 

This means that interim managers find themselves working on an issue that has been 

selected from a whole field of them. The question here is whether that problem is the real 

problem or perhaps a symptom for something else, something deeper, something (for now) 

hidden (Wichard 1994, Ramondt 2004). The interim manager runs the risk of working to 

alleviate the symptoms while leaving the unseen roots of the problem completely untouched. 

It is important therefore to distinguish between a problem and a problématique. “Problems 

exist to be solved: you fix a blown tyre. Many issues, however, have the character of 

problématique, meaning: not unsolvable, but demanding of periodical attention” 

(Trompenaars in Voigt and Van Spijker 2003). Because of this, solving a problem without 

tackling the underlying problématique can create the situation where at some point, possibly 

in a slightly altered form, the problem will reappear. On the other hand, we must not be blind 

to the situation wherein a client simply wants to be done with a clear problem and engages 
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an interim manager to deal with it. In these cases, the problématique may not be as 

interesting because the people concerned consciously choose to go with the quick and dirty 

solution, making securing against the long term less relevant. In political organisations, the 

selection of the problem acquires an extra dimension in the form of the political priorities 

assigned to desired solutions (De Bruijn 2003, Van Hout et al. 2004). Party political concerns 

and the interests of coalitions often play a diffuse role that cannot be ignored. “Politicians 

must be mindful of their own future prospects, which often come about in mysterious ways” 

(Van de Wiel et al. 1993). Remarks by Dubnick and Romzek (1993) can be viewed in the 

same light: “There are times when administrators do face literally impossible tasks, but many 

times the symbolic act of attempting to deal with the tractable gives comfort to the public”. 

 

In the case of (local) government organisations there is a special need to create and 

maintain broad social backing of the results they wish to achieve (Mulder 2005)36. By 

backing, she means “the degree of acceptance or the support for the goal, the result and the 

effect of the project [interim management result]”. She distinguishes three kinds of backing 

that apply to government, which are the societal, the political, and the professional. Societal 

backing involves the degree to which citizens, voters, and residents appreciate the result. 

Political backing is the support the result gets from the municipal council, the Mayor, and 

aldermen. Professional backing, finally, is about the level of support and acceptance the 

result receives from the professionals in the organisation (civil servants). There will usually 

be differences in the level of support, not only between, but even within these divisions. One 

complicating factor to this is the dual clienthood in government organisations. This dual 

clienthood means that those in political power (an alderman, for instance) and the civil 

service may formulate entirely different desires concerning the interim management result. 

These desires may be at odds. It is probable that the degree to which this difficulty arises is 

related to the level at which the issue occurs, as well as the societal, political and 

professional impact of the issue. Aardema (2004) contributes “Politicians and leaders want to 

realise their objectives during the term, usually four years, of their election or appointment, 

while service processes, policy processes and especially processes of organisational change 

are not so bound”. In the healthcare sector, too, creating and maintaining support is 

necessary. One difference with local government is that healthcare lacks the (party) political 

element. What is important in healthcare is mostly creating and maintaining support amongst 

the professionals, who tend to withdraw onto their professional islands and appeal to their 

professional rules. In hospitals, there‟s also the extra dimension of dealing with partnerships 

of medical professionals who are not under contract to the hospital. In healthcare, as in local 
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government, there is also the need to establish strong societal backing. Healthcare 

organisations must seek to improve their clients‟ health (cure), as well as support them in 

leading a meaningful life (care). Internally, things must be organised and led so that 

(strategic) objectives are attained, even in volatile circumstances. To that end, internal 

cooperation and cohesion are necessary and professional autonomy must sometimes take a 

back seat. The need to create and maintain backing, coupled with the phenomenon of dual 

clienthood, often leads to compromise, not only in defining the nature of the problem, but 

also in the plan for tackling it. 

 

Interim managers who are not placed in a position of final responsibility are thereby severely 

limited in their options. In these situations, they are more dependent on developments in the 

larger organisational context (Van „t Hof 2007). As mentioned earlier, the deployment of 

interim management into middle management has skyrocketed in recent years (Van Hout 

2001, Ramsey 2002, Schaveling 2008a). At that level, interim managers are functioning in a 

part of the organisation without bearing responsibility for that part. It is inherent to functioning 

at the middle management level that the changes you work on do not usually extend beyond 

your „own‟ department or team. This is expressed in the following figure. 

 

Deployment level of interim managers

IM

 

Figure 2.14 

 

Many organisational issues, however, cannot simply be assigned to one specific part of the 

organisation (Kessener and Termeer 2006). For instance, any changes in a specific part of 

the organisation will always have repercussions for other parts of the organisation. Changes 

will also impact the procedures of the entire organisation. The result is that there is limited 
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insight into how the problems the interim manager is working on relate to the problems of the 

organisation as a whole. Interim managers working at the middle management level will 

probably rarely have the influence needed to integrate their interventions into the big picture. 

In these instances, securing the locally achieved results will usually be secondary to the 

greater whole or those results will be „neutralised‟ by other teams and departments after the 

interim manager has left. 

 

 Organisational changes and securing interim management results 

 

As has been discussed on previous occasions, providing a contribution to the implementation 

of organisational change is a recurring theme in the different types of interim management on 

offer. It is therefore important to examine the theories on organisational change. After that, I 

will examine the complications of organisational context as concerns the securing of interim 

management results. Because solving a problem in an organisation automatically involves 

change - a new, desired situation is brought about - the concepts of „problem solving‟ and 

„organisational change‟ cross fade into one another. I will therefore use both labels, 

interchanging them almost randomly. 

 

o Theoretical framework: Organisational change 

 

As a rule, changing organisations is referred to as change management37, and is perhaps 

one of the most written about subjects in the (scientific) literature on management. I can 

really only offer a global overview of the theories on organisational change. Where 

organisation science focuses on the functioning of organisations in the broadest sense of the 

word, change management focuses more specifically on the dynamic aspects of the 

organisation. Change management supervises the way change is initiated, followed, 

directed, and ended. Although change is of all ages, the origin of the idea of managing 

change lies around the year 1900 and came from the ideal of designing a perfect society 

(Strikwerda 2006). Mastenbroek (2001) explains from a historical view of change 

management, that there is considerable continuity. “Of course all sorts of things change, but 

that happens from a continuing development of what was already there. […] People change 

what was already changing”. In organisational change, a distinction is often made between 

improvement and innovation. When organisations „improve‟, the existing situation is the point 

of departure and weaknesses, the points where problems crop up, are improved. 

Improvement can also be seen as slowly moving towards the perfect way to perform a task 
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or do a job. In innovation, the existing situation is disregarded and new concepts, 

understandings, and realities are allowed into the organisation. The characteristics of 

improvement and innovation are listed in the table below. 

 

Improvement Innovation 

Maintenance, problem solving Renewal, creation 

Encouragement of synergy Transition, transformation 

Incremental, evolutionary Cataclysmic, revolutionary 

Constant, everywhere, everyone Brief, local, few 

First order solutions Second order solutions 

More of the same Not better, but different 

There‟s always room for improvement This isn‟t working, let‟s try this instead 

Often preventative Often curative 

Often slow Often quick 

Table 2.5 Source: De Caluwé and Vermaak (1999) 

 

Improvements can also be called „first order changes‟ and happen within the existing 

strategies, culture, norms, and modes of thought of the organisation (Watzlawick et al. 2001). 

The behavioural and policy changes are at the level of improving the existing rules and the 

agreements within the organisation about the way people work together, about what‟s 

allowed and what‟s required. Wierdsma (2003) calls this procedural knowledge and states 

that it only allows problems from the past to be solved, and that the application of this 

procedural knowledge does not lead to breakthroughs in new areas. That means there is 

little chance of resolving issues fundamentally. This is because people are inclined to seek 

confirmation of their realities and beliefs and tend to think and do as they have always 

thought and done (De Sonneville 2006). “In our everyday lives, we rely on knowledge and 

experience to provide the means for helping to understand the world in which we live and 

find solutions to problems we encounter” (Strauss and Corbin 1998). De Ruijter (1996) calls 

this „self-referential behaviour‟. First order changes are therefore also forms of „single loop 

learning‟ (Argyris and Schön 1978) aimed at optimising certain behaviours based on 

established assumptions (Punt 2000). Wierdsma and Swieringa (2002) also refer to working 

on improvement as single stroke learning. Innovations are sometimes called second order 

changes. In innovations an attempt at change is made by challenging and breaking through 

existing modes of thought (Watzlawick et al. 2001). This isn‟t just about changing the rules. 

It‟s about changing the underlying convictions that have directed the creation and 

development of those rules. The assumptions that lie at the root of the prevailing modes of 

thought and the meanings assigned to those thoughts are tested constantly. This allows 
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people to escape the “infinite loop” mechanism of assumption (Kessener and Termeer 2006) 

and prevent self-referential behaviours. Even so, the basic organisational principles remain in 

place. In second order changes, the organisations don‟t change by constantly doing the 

same thing slightly better, as with first order changes, but by doing things differently (and 

better). Second order changes are called „double loop learning‟ by Argyris and Schön (1978) 

and double stroke or two stroke learning by Wierdsma and Swieringa (2002). Boonstra 

(2000) sees second order change not so much as innovation, but as improvements achieved 

by reflecting on actions as they are performed and adjusting one‟s actions accordingly. In his 

view, innovation takes place within the so-called third order changes. In third order changes, 

the basic principles on which the organisation is based are opened up to scrutiny and 

discussion. This leads to a deeper organisational change than innovation. This concerns 

issues that strike at the heart of an organisation‟s or department‟s being and right to exist. 

Wierdsma and Swieringa (2002) call this three stroke learning. Although clear conceptual 

distinctions can be made between these levels, they are mutually dependent and influence 

one another. Whether a change is an improvement or an innovation depends mostly on the 

situation in the organisation and the question of how big and how drastic the difference is 

between the desired situation and the current one. Despite the fact that the approaches to 

organisational improvement and innovation vary, there is at least one clear commonality. 

Both activities bring about a new reality and change the existing one (Punt 2000). By ending 

a situation that‟s gotten out of hand in a department, for instance, a first order change can be 

accomplished, but that could also be interpreted as an initiative to create conditions 

conducive to improving cooperation between departments: a second order change. The 

question of whether to improve or innovate supersedes the issue of what needs to change in 

the organisation. It defines the breadth and depth of the change. Another question is what 

the change will look like. The impact of that last question is regarded by many authors 

(including Swieringa and Elmers 1996, Mastenbroek 2001, De Caluwé and Vermaak 1999, 

Boonstra 20000-2006, Ruitenbeek and Van Schijndel 2000, Wierdsma and Swieringa 2002, 

Wierdsma 2003, Voigt and Van Spijker 2003, Strikwerda 2006) as the critical factor in the 

success of organisational changes. Boonstra (2000) concludes that when problems arise in 

the process of change, their causes will seldom be found in the existing organisational 

context (insufficient correspondence between policy and organisation, the structure of the 

organisation, power factors, people striving for security (i.e. being resistant), and the culture 

of the organisation), but more likely in the approach to the process of change. 

 

The planned change is the dominant perspective on the way change can be shaped. “In the 

case of a planned change, it‟s about a process of directing and arranging intended to achieve 

the change objective” (Boonstra and De Caluwé 2006). Lewin (1951) is generally 
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acknowledged as one of the first to describe the planned change. Processes of change, 

Lewin suggests, can be divided into three steps. In the first step: „unfreeze‟, an organisation 

acknowledges the need for change. People are expected to let go of the past and develop a 

new vision for a new future. In the next step: „transition‟, new structures, procedures and 

processes are implemented based on that vision. The new situation is fixed in place and 

institutionalised in step three, the „refreeze‟ of the new situation. With this approach, points of 

stability are created at multiple junctures to create points of reference for change into the 

new situation. This way, the organisation changes by moving from one point of stability to the 

next. It‟s a process of change that has been thought out ahead of time and broken up into a 

logical progression from the current (ist) situation to the desired (soll) situation. In this 

process, the changers take a rational approach (Boonstra 2000). Typical characteristics of 

planned changes are (Wierdsma 2003): 

 Analysis of data that underpin the need for change. 

 Development of strategy for change based on the steps of the rational problem solving 

cycle. 

 Implementation of said steps. 

 Monitoring and evaluation of progress and results. 

 Anchoring and ratification of changes. 

An approach of planned change presumes thinking in causalities with predictive value. That 

means that certain steps are followed by desired results or make desired results likely to 

occur (De Caluwé and Vermaak 1999, Boonstra 2000). The rational aspect of planned 

change often presents itself in terms of clearly naming, specifying, and timing all the 

necessary activities and all of the desired (partial) results. The procedural aspect of the 

process of change could show itself in the positioning and formulating beforehand of the 

evaluations and go/no-go moments in the process that will have to be passed to graduate to 

the next phase or step in the process of change. All this makes it tempting to design 

processes of change based on the concept of planned change, because it gives those 

involved a clear idea of what to expect from the process. The planned change is therefore 

described in Wierdsma (2003) and Wierdsma and Swieringa (2002) as “a full service trip”. In 

recent years, there has been increasing criticism of the planned change approach (Swieringa 

and Elmers 1996, Mastenbroek 2001, Ruitenbeek and Van Schijndel 2000, Punt 2000, 

Wierdsma and Swieringa 2002, Voigt and Van Spijker 2003, Boonstra 2005, Strikwerda 

2006). This criticism can be reduced to the fact that the illusion of the makeable society, a 

basic assumption of planned change, no longer holds water (Strikwerda 2006). In this 

context, people tend to point out that processes of change generally take such a long time 

that the plans will almost by definition be caught up by reality during their execution. That 

means that the planned change approach only offers the illusion of security, manageability, 
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and predetermined timing. The reality is often that things happen in processes of change that 

can neither be predicted or controlled. “Changes can be controlled up to a point, but it is 

important to realise that not all of the factors that determine the end results can be 

influenced” (Punt 2000). Quin (1997) remarks on the subject: “The road to change is often 

winding, without a clearly defined pattern from which we can determine whether our actions 

are right or wrong”. He summarises his point in the metaphor “We‟re building a bridge while 

crossing it”.  

 

As a counterpart to planned change, a more incremental and organic approach to the 

process of organisational change can be put forward. In this approach, new insights into 

effectively strategising the change are developed as the change progresses. To illustrate this 

principle, Ruitenbeek and Van Schijndel (2000) turn the maxim of “look before you leap” into 

“leap, and look around on the way down”. Wierdsma and Swieringa (2002) and Wierdsma 

(2003) introduce the concepts of educative organisation and co-creation of change into this 

new organic approach. There‟s a transactional perspective to this, with the accent on the 

contributions that (groups of) employees and (parts of) organisations make to processes of 

change. This translates into directing the process of change through collective learning, 

collectively looking for solutions, feedback processes, self-organisation, action and reflection. 

This approach to organisational change is described by Wierdsma and Swieringa (2002) and 

Wierdsma (2003) with the metaphor of the „hike‟. The goal is set, but the road to it is 

dependent on the dynamics of the internal and external environment. The direction of the 

hike, like that of the process of change, is formulated - depending on the specific context - 

collectively and adjusted as and when changing circumstances dictate adjustment. It‟s an 

iterative process in which diagnosis, implementation, and learning are constantly directed 

towards achieving the desired outcome. 

 

Characteristic Planned change Organic change 

Metaphor for the 

organisation 

Organisations are inert and 

cumbersome and change is a 

deliberate disruption 

Organisations develop and 

organise themselves. Change is a 

constant and cumulative process 

Analytical framework Change is externally driven and 

created. Creates imbalance. It is 

an incidental disruption. Short term 

focus 

Change is driven internally by 

constant instability, a pattern of 

continuous change. Long term 

focus 

Models of change Lewin: unfreeze-transition-

refreeze. Linear process. Focus on 

predetermined goal 

Confucius: freeze-rebalance-

unfreeze. Cyclical process. Focus 

on finding balance. 
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Process focus Focus on inertia and effort to 

change the central levers 

Focus on recognising, interpreting 

and redirecting existing patterns 

(like language, interaction, identity 

and learning) 

Ideal The ideal organisation in both cases is an organisation capable of 

continually adapting. 

Table 2.6 Derived from Weick and Quinn (1999) 

 

One might ask the question which of these two approaches is preferable. There is no way to 

answer that question conclusively. Situational and context-sensitive issues play too large a 

role in that decision (Caluwé and Vermaak 1999, Punt 2000). It is safe to assume that some 

organisational subdivisions (like a municipality‟s waste management department) will achieve 

the best results with planned change, because this approach clarifies to employees ahead of 

time exactly what will happen, whereas that same approach will fail miserably in another 

department (like the municipality‟s department on environmental policy). This is because the 

creativity of knowledge workers and their influence on the process of change are largely 

ignored. Upon closer examination, it turns out that developmental change and planned 

change or not as completely opposite as people make them out to be. Boonstra (2000) 

contributes: “Before, I never really realised that the approach to development is based to a 

considerable degree on the assumption of planned change. Often, phasing is used and 

interventions are performed to facilitate the process of change. Because processes of 

change often run such a capricious and partially unpredictable course, it is necessary 

carefully to monitor the process and promptly intervene when intervention is indicated”. In 

this context, Van Aken (2007a) points to the importance of including so-called redesigns in 

the process of planned change. He sees the initial design of the change, the plan of change, 

primarily as something that has been cobbled together by the “initiators and sponsors” in 

multiple rounds of development and contains a definition of the problems and desired 

development. The redesigns that flow from that are made “until a version is obtained that has 

sufficient support among the stakeholders”. That makes the approach proposed by Van Aken 

an example of the interchange between a planned change approach and a more organically 

driven approach. 

 

The concepts of planned change and more organically driven change, as well as all 

intermediate forms, can be considered the road along which organisational changes can be 

actualised. A strategy of change is a mode of thought that shapes the way actions and 

interventions are performed along this „road‟. The strategy of change that is to be applied can 

also be seen as the link between formulating the desire for change and actually 
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implementing the change. The best known strategies, from which many others have been 

derived, are those described by Bennis, Benne, and Chin (1979) (Cozijnsen and Vrakking 

1992, De Caluwé and Vermaak 1999, Punt 2000, De Bruijn 2003). They distinguish between 

three main strategies, to wit: 

 Force, in which a change is pushed through from a position of power. 

 Rational-empirical, in which people assume that employees are rationally thinking human 

beings, and will be led by rational considerations and insights. 

 Normative-reeducational, in which people are incited to change on the basis of proposals 

for change they generate themselves. 

In addition to these three strategies, there is a fourth, facilitating strategy to be named, also 

called the barter strategy. In this strategy, people perform a cost-benefit analysis. They 

consider all the positive and negative impacts a given change will have on their lives (Lippitt, 

Watson, and Westley 1958, De Caluwé and Vermaak 1999). In choosing a strategy for 

change, as in the choice for a path to change, there is no „one best way‟. Boonstra (2005) 

points out that developing a „best way‟ is not only impossible, but undesirable besides. The 

existence of a “best way denies the complexity and dynamism of the situation […] and can 

only lead to phantom security”. Only a combination of diverse strategies, adapted to the 

specific situation of change, such as “organisational factors, characteristics of the change to 

be introduced, the willingness of employees, and the capacity for change” (Cozijnsen and 

Vrakking 1992) offers decent prospects for implementing the change (De Caluwé and 

Vermaak 1999, Punt 2000, Boonstra 2005). De Caluwé and Vermaak (1999) integrated a 

number of the predominant strategies for change into five ways (families) of thinking about 

changes. This approach has created a dynamic framework of different strategies for change, 

which goes some way towards allowing people to meet the complexity and dynamism of the 

different situations of change head-on. In this way, this theory links up nicely with 

contingency theory, which assumes that it‟s the situation that dictates what needs to be done 

and which of the many theories and models available to an organisation should be deployed 

to maximise the chance of success (De Caluwé and Vermaak 1999, Weggeman 2007). De 

Caluwé and Vermaak call this approach colour print thinking and in it, they discern the main 

colours of yellow, blue, red, green, and white38. The „print‟ part of that term refers to the 

desire of people who implement change to work according to a set plan. This planning 

aspect should not be taken as face evidence that this approach is an exclusive example of a 

strategy by which planned changes can be implemented. The alternative, more organically 

driven change can also be the consequence of a preconceived plan to effect an 

organisational change. The five ways of colour print thinking differ strongly from one another 
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in the assumptions they make about the way organisations change. In actuality, this thinking 

in colours involves little more than intelligently combining the previously listed strategies for 

change described by Bennis, Benne, and Chin (1979) and Lippitt, Watson, and Westley 

(1958). The normative-reeducational strategy, for instance, bears a striking resemblance to 

greenprint thinking, just as blueprint thinking is remarkably similar to the strategy of force. 

Each of the colour prints can be used to „colour in‟ a strategy for change. It is equally 

possible to combine or interchange different colour prints during the process of change. In a 

combination of colour prints, one colour is usually dominant, and one or more other colours 

are used to perform supportive interventions. It should be noted that each colour has its own 

strengths and weaknesses, and that some colour combinations reinforce each other (like 

blue and yellow), whereas some combinations seem mutually exclusive (like blue and 

green). De Caluwé and Vermaak point out that alternating different strategies should be done 

with careful consideration and never too quickly, because that could damage the credibility of 

the whole approach. I, on the other hand, would point out that it is entirely imaginable for 

contrasting or even conflicting colours to be used in a process of change. To jump-start a 

deadlocked situation, for instance, or to achieve a necessary partial result, thereby facilitating 

the entire process of change. In that sense, the deployment of interim management, in part 

because of its constrained duration, may be just the tool for the job. The concept of colour 

print thinking suggests the option of changing the glasses through which people see change. 

It is unrealistic, however, to expect the same person to switch between (very) different 

approaches swiftly and with ease. A confirmed blueprint thinker, for instance, will not soon be 

able convincingly to display greenprint behaviour. These two colours are so different as to be 

very nearly mutually exclusive. That means that anyone working for change will have to stay 

close to his own highly personalised style, which has been created and sustained by his 

background (Wichard 1994, De Caluwé and Vermaak 1999, Van Hout et al. 2004, Reijniers 

2002, Boonstra 2005). Though he may attempt an entirely new approach, the person working 

for change will have to fight a battle with himself as well. Besides, people working in the 

organisation will soon observe his lack of sincerity. The concept of colour print thinking 

implies that people who work for change are capable of examining strategies for change 

without being influenced by their values. However, nobody is capable of examining anything 

completely open-mindedly and free of value judgements, because all perception is influenced 

by the way people have been conditioned. The way people look at the world and interpret 

situations is an unconscious process. This happens because people evaluate a situation by 

comparing it to previous experiences (Weick 1995, Van Oss 2003, Kessener and Termeer 

2006). It follows that people are by definition prejudiced about the choice for a strategy or 

colour for change, or combination of these. 
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o Complications in relation to organisational changes 

 

Earlier, we‟ve examined a number of (common) reasons for deploying interim management 

into an organisation39. These reasons, taken to a higher level of abstraction, can be reduced 

to functional problems in connection to the managerial issues of an organisation (Ramondt 

2004). For instance, poor performance by the management team or individual regular 

management can be traced back to the fact that the natural development of the organisation 

is placing new demands on its members, whose competencies, which had previously stood 

them in good stead, are not up to dealing with the new situation. Developmental disorders in 

organisations seldom manifest gradually, predictably, or schematically (Greiner 1998, 

Ramondt 2004), usually popping up as crises instead. As mentioned before, the lion‟s share 

of organisational crises that involve the deployment of interim management can be typified 

as subjective crises. The results of my previous study (Vorst 2007b-2008) indicate this as 

well. A subjective crisis is a situation in which there is a “collective feeling of crisis, 

organisations or departments become unsettled, power struggles and conflicts abound, and 

organisations or departments lie paralysed” (Wichard 1994). To understand the origins of a 

crisis situation in an organisation, a number of frameworks for interpretation have been 

developed, by Greiner (1998), Tichy (1981), Zuijderhout (1992), and Reijniers (2002), among 

others. What all these interpretational frameworks have in common is that they place the 

development of the crisis into the development, also called life cycle, of the organisation. 

Greiner (1998), in his model “The five phases of growth”40, makes the case for crises 

originating at the point where organisations transition into the next phase of their 

development. “Each phase begins with a period of evolution [...] and ends with a 

revolutionary period of substantial organizational turmoil and change. [...] The resolution of 

each revolutionary period determines whether or not a company will move forward into its 

next stage of evolutionary growth”. Zuijderhout et al. (2002) make two important remarks on 

the subject of crisis origins. Firstly, they observe that chaos (and crisis) need not be seen as 

a negative phenomenon. Chaos (crisis) is a precondition for reaching the next phase in the 

organisation‟s existence. Crises are not accidents, but growth spurts that should be expected 

and are necessary for the continued development of the organisation (De Caluwé and 

Vermaak 1999). Boonstra (2000) additionally points out that chaos and order are not 

opposites, but rather each other‟s logical extensions. Secondly, Zuijderhoudt et al. (2002) 

point out that the build-up of chaos and the moment it reveals itself (the crisis) do not 

necessarily develop along the same lines, but “follow a logic all their own”. That makes the 
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 Greiner (1998) describes the following phases: 1 Creativity (birthstage), 2 Direction (directive leadership), 3 Delegation 
(decentralized organizational structure), 4 Coordination (introduction of formal coordination systems), 5 Collaboration (strong 
interpersonal collaboration). 
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moment that affairs „explode‟ unpredictable, even compared to previous, comparable 

situations. By overcoming or resolving a crisis in an organisation, a level of limited stability is 

achieved. Limited, because it becomes the seed-bed for the next crisis. The securing of 

interim management results as concerns the weathering of crises should be considered in 

that perspective. 

 

As has also been mentioned before, the dominant perspective on effecting organisational 

change is that of planned change. In this perspective, it is assumed that once the predefined 

result has been achieved, the change has come to an end. Organisational changes, 

however, have no beginning and no end. Swieringa and Elmers (1996) state that although 

changes have no end, as such, they can still be understood to happen in stages. 

“Organizations develop naturally (continuous change), driven largely by learning and self-

organizing processes. From time to time however, sufficiently powerful stakeholders in the 

organization become dissatisfied with the results of natural development and take the 

initiative to begin a planned improvement process. The larger project tend to be organized as 

projects” (Van Aken 2007a). An organisation, then, is always moving out of a certain past 

into a future of its own making (Lievegoed in Bekman 2006). That means that the predefined 

goals can be no more than intermediate destinations on an organisation‟s constant voyage of 

development. The deployment of interim management in organisational changes can be 

understood in this context as aiding the organisation in achieving the next phase in its 

continuous process of organisational change (Vorst 2007b-2008). That idea is illustrated in 

the figure below. 

 

IM

The deployment of interim management: a 

blip on the timeline of an organisation

Organisational development = permanent process of change

IM IM IMIM

 

Figure 2.15 
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On that subject, Witvliet (2005) says “that interim management is an intermezzo in a 

continuous process of the development of organisations (or better yet, of organising)”. This 

means that the achieved results create the conditions for reaching the next phase in the 

ever-continuing process of organisational change and development. That means that the 

deployment of interim management is little more than a blip on the timeline (of changes) of 

the organisation. The renewed deployment of interim management in a subsequent phase 

need not be an indication that the previous deployment failed, but could instead be due 

simply to the fact that organisational change is a continuous process. This also means that it 

is entirely possible, in some cases, that the interim management results that were achieved 

at this moment of transition are absorbed quickly or become an ingredient in the next phase 

and are therefore no longer separately identifiable as interim management results.  

 

In the execution of their assignment, due in part to the constrained duration of their 

deployment, interim managers are usually very result-oriented (Van de Wiel et al. 1993, 

Wichard 1994, Ten Koppel and De Heer 1996, Senior 2000, Van Hout et al. 2004, Ramondt 

2004, Van „t Hof 2007). To realise a secured interim management result, it is important that 

the strategy of change fit into the overall strategy. On the other hand, it is entirely 

conceivable that a contrasting or conflicting strategy be deployed in a process of change, so 

that a log jam can be broken and necessary intermediate results can be achieved, which 

facilitates the process of change in its entirety. In that sense, the deployment of interim 

management, considering the fact that the interim manager will leave the organisation again, 

may be an ideal tool. 

 

In the implementation of organisational change, as mentioned before, a distinction is often 

made between improvement and innovation. Considerable differences exist between the 

achievement of improvement and that of innovation. The implementation of improvements 

(first order changes) takes place, as a rule, within the normal course of affairs, meaning they 

happen daily, weekly, monthly. With innovations (second and third order changes) the 

processes are long, compared to achieving improvements. It‟s impossible to say how long, 

exactly, but Wierdsma and Swieringa (2002) talk about periods up to and exceeding tens of 

months. With third order changes, processes can take an exceptionally long time, years 

even. Considering the constrained duration of interim management, it is only sporadically 

and fractionally possible for them to implement innovations and achieve a deeper level of 

organisational change. Van „t Hof (2007) observes, along those same lines, that interim 

managers feel that producing solutions and translating solutions into actions are the most 

important aspects of executing interim management processes. That‟s why interim 

management - when it comes to effecting change - is usually deployed to achieve short-term 
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improvements in organisations. When it comes to implementing innovations, the most interim 

managers can hope to contribute are new ideas of the „here‟s another way to do it‟-variety. 

Such change as he is able to achieve will also, because of the local management level (i.e. 

middle-management), have little effect on surrounding departments. In this context, it 

becomes meaningful that clients from my previous study (Vorst 2007b-2008) explicitly 

indicated that the conception and implementation of innovations (second order changes) fall 

mostly within the purview of regular management. They see no real role in the process for 

the interim manager. This is not just because of the obviously constrained duration of the 

deployment of interim management, but also because the organisation resists change from 

outside. This is how the previously mentioned self-referential behaviour endures, meaning 

that cultural aspects can only be tackled superficially. Clients are usually doers, less 

interested in the effects of interim management that exceed the boundaries of their 

department or that will have long-term repercussions. “There‟s a problem in need of solving 

or a result to be attained. Once that has been achieved, people return to the order of the day” 

(Vorst 2007b-2008). That fits with Ramondt‟s (2004) observation that the role of the interim 

managers in organisations is to solve functional problems. This underlines what the literature 

indicates, which is that the changes implemented by interim managers shouldn‟t be 

overestimated (Ramondt 2004, Witvliet 2005, Vorst 2007b-2008). In this context Strikwerda 

(2005) points out that, in spite of all the attention lavished on the achievement of lasting 

changes, interim management still commonly has that “hit and run” character. He says that 

this means that the problem is solved in such a way that it is no longer experienced as a 

problem. But there are no learning processes taking place to prevent the problem from 

reoccurring or to enable the organisation to deal with the problem unaided when it does 

reoccur. Securing interim management will have to viewed in that light. 

 

In the literature on organisational science, the resistance aspect is a standard subject for 

discussion. Resistance to changes is a normal phenomenon in organisations. The presence 

of resistance increases stability in an organisation, but can also limit an organisation in its 

development, or even paralyse it completely. Resistance to the deployment of interim 

management and the changes initiated in the course of the interim management process can 

take on a number of shapes. These can range from positively evaluating the interim 

manager‟s presence for pragmatic reasons (Van Hout 2001) to: „He‟s only here temporarily. 

We‟ll jump through his little hoops and when he leaves things‟ll go back to the way they 

were‟. This behaviour can also occur when a succession of interim managers is deployed. 

This sequential deployment can be caused by such misfortunes as the failure or premature 

departure of the previous interim manager(s), but equally because the results of the previous 

interim management process were insufficiently secured and the organisation relapsed into 
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the old situation shortly after the previous interim manager‟s departure. This causes people 

in the organisation to develop a mental model, an expectation, that this interim manager will 

also fail, just like the ones that came before. And they will adapt their behaviour to that 

expectation. The level of resistance to change has turned out to be dependent on the amount 

of time within which the change must be completed and the degree to which it goes against 

the grain of existing norms, values, interests, and beliefs. This makes resistance useful in the 

deployment of interim management, because it is a tool for interim managers and their 

clients to gauge how far they can take it. They can also estimate the degree to which interim 

management results have been secured by analysing the nature and degree of resistance. 

When the changes or the speeds at which they are deployed are too great, the tolerances of 

the organisation in the area of change management will be exceeded. As a result, what will 

happen is that people become isolated in their insecurity and start acting as individuals 

instead of members of a greater, well-tuned whole (Van Oss 2003). “When more has to be 

changed in less time, there will be more resistance” (Punt 2000) and “Quick changes lead to 

ambiguity in people‟s lives and so to loss of meaning” (Blomme in Schaveling 2008b). In 

extreme cases, resistance can even lead first to coalition-forming and on to open rebellion 

and the rejection of the deployment of interim management into the organisation. This can 

happen, for instance, in situations where certain groups of employees and/or the 

management are opposed to the intervention, which has often been decided upon at higher 

levels of the organisation‟s hierarchy. This is emphatically true in cases where the people 

and organisations involved stay fixated on the problems and their context and refuse to 

negotiate about them. Kessener and Termeer (2006) describe this behaviour as cognitive 

fixation. Interim managers also run the risk, because of their strong focus on action, of not 

allowing themselves time to help others find meaning in the deployment of interim 

management, the changes, the way those changes are implemented, and the speed of their 

implementation. In this way, they open the door to (unnecessary) resistance and, in the most 

extreme cases, outright rejection of interim management. The focus on action that goes hand 

in hand with the constrained duration of the deployment of interim management therefore 

becomes a potential breeding ground for the development of resistance and a threat to the 

achievement of secured interim management results. 

 

2.2.3  Reflection on securing interim management results 

 

Gaining insight into the problems surrounding the securing of interim management results 

and providing a contribution to the development of a body of knowledge in the area of interim 

management are the bipartite objective of this study. In the first part of the literature study I 

examined interim management in a broad sense. In the second part I have examined the 
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problems surrounding the securing of interim management results, insofar as that fell within 

the boundaries of this study. After it became clear what is generally meant by securing 

interim management results, I studied the securing of interim management results in the 

context of four themes. These themes are the constrained duration, expectations, 

organisational context, and organisational changes. The themes were derived from the 

results of the first part of the literature study, in which it was concluded that: 

 temporariness constitutes the defining aspect of interim management, 

 interim management is a service process whose results are inherently difficult to measure 

objectively, which causes the people involved to refer to their own expectations, 

 the organisational context exerts a powerful influence over the achievement of interim 

management results, 

 change is a persistent theme occurring in all the many forms in which interim 

management is made available to the market. 

From this point forward, reflections on the results of this second part of the research will be 

performed along the lines of these four themes. 

 

The constrained duration of the deployment of interim management is the main defining 

aspect of interim management. This constrained duration not only helps to legitimise the 

deployment of interim management into organisations; it is also an important condition for it 

to function. This same constrained duration also resonates loudly in every aspect of 

achieving secured interim management results. The constrained duration of the deployment 

of interim management, being a deviation from the normative experience of time in 

organisations, can cause an acceleration in the handling and resolution of problems, but it 

can also lead to a disruption in the experience of time. The constrained duration of the 

deployment of interim management thereby runs the risk of becoming associated with quick 

and dirty solutions, opportunism and carelessness that „have to be repaired‟ after the interim 

manager leaves the organisation. The constrained duration of his deployment turns out to be 

a source of power that is important for interim management to function in organisations. This 

source of power automatically disappears when the interim manager leaves. This improves 

the chances of the organisation moving along with the interim manager, but equally makes it 

more likely that this movement is aimed at surviving the period of interim management. That 

means that to achieve secured interim management results, the interim manager will have to 

avail himself of other sources of power besides the constrained duration of his deployment. 

The constrained duration of the deployment of interim management as relates to 

accomplishing organisational changes should be considered in the knowledge that the 

projected duration of processes of change generally exceeds that constrained duration by a 

considerable margin. That means that the effects of the performed interventions won‟t be 
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properly internalised in the organisation until sometime after the interim manager has left it. 

Also due to the constrained duration of the deployment of interim management, the securing 

of interim management results is often linked to documentation. That solution has the 

inherent drawback of being a record of the state of affairs at the moment that the deployment 

of interim management ends. As Frissen says (in a column in Management and Consulting 

2007), it is: “the illusion of the patient paper that thinks it knows the future”. That means that 

these documents merely record a phase in the process of change. Because of the 

constrained duration of the deployment of interim management, securing the results it 

achieves is usually left for the (departed) interim manager‟s successor and client. One 

condition for successfully securing results is that the successor shares the interim manager‟s 

vision and continues on the path set out by the interim manager. However, the activities of 

the interim manager‟s successor are placed in a dimension of time: the future, where events 

and developments can only be predicted to a very limited extent. As well, the interim 

manager‟s successor will integrate the interim management results that were achieved into 

his desire to leave his own mark on the developments. The seemingly obvious solution to 

achieve secured interim management results is to offer the interim manager permanent 

employment. This is fraught with risk. The constrained duration that made it possible for him 

to achieve those results will drop away the instant he accepts permanent employment. The 

client has proven to play an important, if not dominant role in internalising the achieved 

interim management results into the organisation. He is responsible for the deployment of 

interim management and, for good or ill, he will have to go forward with the results41. 

 

Interim management is an example of a service process whose results are difficult to 

evaluate objectively, both beforehand and in retrospect (Geerding and Ten Koppel 1994, 

Senior 2000, Van Hout et al. 2004). As a result, the client will, in order to evaluate the quality 

of the interim management service provided and the securing of its results, be forced to rely 

on more subjective criteria. This has shown that clients and interim managers usually judge 

the execution of the process from different perspectives (Senior 2000, van Hout et al. 2004, 

Boon 2005, Vorst 2007b-2008). It also turns out that service providers (interim managers) 

tend to have their own ideas about what the customer (client) should want and what would 

be best for him. These ideas frequently diverge quite sharply from the customer‟s (client‟s) 

actual wishes. The discrepancy between the interim manager‟s and the client‟s interpretation 

of how the interim management process should be arranged and what results it should yield 

paves the way for problems with securing interim management results. That is why, to 

acquire a secured interim management result, the client and interim manager will have to 

                                                
41

 I‟m consciously but conveniently skipping over the fact that the client (the actual person) can be replaced in the middle of an 
interim management process by someone else. 
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synchronise their expectations as much as possible. This discloses the problem that 

expectation is an ambiguous concept, open to interpretation (Pieters 1995). The only way to 

get some traction on the concept is for client and interim manager to communicate with each 

other about it. The communication between client and interim manager about their 

expectations from the interim management process, their roles in that process and securing 

the achieved results proves problematic, however. It must be taken into account, for 

instance, that there is asymmetry in the availability of information to the client and to the 

interim manager. Additionally, one cannot assume that client and interim manager, even if 

they were presented with exactly the same information, would come to the same 

conclusions. Communication is also problematic because of a few (technical) limitations that 

are inherent in the way people communicate. That is why client and interim manager, in their 

communication, will have to look for the meanings of what they see and experience. In so 

doing, they not only create a shared experience, but a shared reality as well (Weggeman 

2001). That means that if client and interim manager have not created a shared meaning for 

their cooperation and their expectations from the interim management results, then little is to 

be expected from the securing of those results. 

 

In the deployment of interim management into local government and the healthcare sector, 

people are confronted with the typical aspects that are peculiar to these organisations. The 

client and the interim manager can challenge some of these aspects and try to change them, 

but in doing so they would do well to remember that these aspects are deeply rooted in the 

DNA of these organisations. That is why - within the constrained duration of the deployment 

of interim management - it is questionable whether secured interim management results are 

even possible in the area of organisational change. Interim managers for their part are also 

strongly conditioned by their specific organisational context in the way they think about the 

issues they are presented with, about their approach to these issues, about their client, and 

about securing the interim management results they achieve. They often hold themselves 

responsible for achieving secured interim management results and regard the client more as 

a problem than as a brother in arms. From the previous paragraph, it should be clear that 

realising expectations is mostly a question of assigning meaning to the actions undertaken 

and the results achieved together. Also because of the constrained duration of the 

deployment of interim management into organisations, interim managers tend to focus on 

getting results in the three so-called „hard‟ organisational variables (structure, strategy, and 

systems). Attaining objectively observable, measurable results from the so-called „soft‟ 

variables (skills, staff, style and shared values) takes much longer. So much longer that it 

generally exceeds the constrained duration of the deployment of interim management. By 

performing interventions too one-sidedly in the hard variables, the interim manager 
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endangers the equilibrium of the system of organisational variables, and consequently the 

securing of the interim management results. This also means that accomplishing changes in 

the soft organisational variables, especially shared values, - a common enough assignment 

specification in interim management - should be viewed with a measure of suspicion and 

scepticism. As has been mentioned in the first part of this literature study, interim 

management has developed over the past few decades into a broadly applicable 

management tool (Boon 2005). In that process, the deployment of interim management at 

the so-called middle management level of organisation has grown explosively. (Ramsey 

2002, Schaveling 2008a). Interim managers at this middle management level, considering 

the level of their deployment, often face problems picked from a larger selection of problems. 

The first question to be answered in tackling the problem should be whether this is the 

problem or perhaps a symptom of other, deeper, and (as yet) hidden problems (Wichard 

1994, Ramondt 2004). Also, interim managers working at the level of middle management, 

precisely because they work at that level, usually work on local organisational issues. 

Therefore, the results they achieve and the securing of those results is usually considered 

secondary to the greater whole and are often „neutralised‟ by other departments or teams 

once the interim manager has left. Securing interim management at this level is perforce 

limited in nature and should focus on performing periodic maintenance on the local problems 

in the organisation. In political organisations that are an integral part of local government, 

there is an extra dimension to achieving a secured interim management result. This 

dimension is contained on the one hand in the need to create and maintain backing from all 

sides for one‟s actions and ideas, and on the other in dual clienthood (client / governance). 

The situation in healthcare is similar, since it is necessary to create and maintain backing 

among the medical professionals. This can lead to the paradoxical situation that the reason 

for deploying interim management into an organisation is its constant compulsion to 

compromise and that the interim manager is then forced to reach a compromise about what 

services he will provide. From that perspective, the securing of interim management results 

will be limited in nature. 

 

The direct cause for deploying interim management to achieve organisational change usually 

has something to do with functional problems that are connected to managerial issues in 

organisations (Ramondt 2004). These functional problems tend to manifest in the form of a 

crisis. Aside from the negative connotations normally associated with crises, these crises can 

be interpreted positively necessary for the transition into the next phase of organisational 

development. This means that the deployment of interim management may have resolved 

the situation that people experienced as a crisis, but that the organisation was set right back 

on the path to its next (developmental) crisis. Securing the interim management results, 
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when they concern the resolution of a crisis, should be viewed in that light. The dominant 

perspective on attaining organisational changes is that of planned change. Organisational 

changes, however, have no beginnings and no ends, but they can be understood in phases 

(Swieringa and Elmers 1996). The securing of interim management results when they involve 

organisational change is therefore better interpreted as reaching a certain point, measurable 

or not, in the continuous process of change and not so much as an independent result (Vorst 

2007b-2008). Given the constrained duration of the deployment of interim management, it 

makes sense for interim managers to choose a strategy for change that helps create results 

in the short term. When the strategy for change used in the interim management process and 

the overall strategy for change in the organisation do not match up, problems with securing 

the interim management results are to be expected. On the other hand, it is entirely 

conceivable that a contrasting or conflicting strategy will be deployed in a process of change, 

so that a log jam can be broken and necessary intermediate results can be achieved that 

facilitate the process of change in its entirety. In this context, the securing of interim 

management results should be seen in the same facilitating perspective. The deployment of 

interim managers to effect organisational change turns out to be mostly in the field of 

improvements. Innovations, which tackle issues by the roots, are usually initiated by the 

organisation itself. This is because most organisations resist initiatives for change introduced 

from the outside. That makes interim managers the „plumbers‟ for organisations, and reduces 

their proper role to resolving functional issues (Ramondt 2004). In that context, the fact that 

interim managers themselves often speak of “doing a job” is telling (Vorst 2007b-2008). The 

securing of interim management should be seen in the same light. Interim managers run the 

risk - because of the strong focus on action resultant from the constrained duration of their 

deployment - of not allowing themselves time to help others find meaning in the deployment 

of interim management, the changes, the way those change are implemented, and the speed 

of their implementation. In this way, they open the door to (unnecessary) resistance and, in 

the most extreme cases, outright rejection of interim management. This resistance pre-

emptively complicates the achievement of secured interim results.  

 

The results of the literature study point to a fundamentally different image of the securing of 

interim management results from the one that has long been accepted. The (classical) 

mechanical idea of securing something by screwing it into place at some point and expecting 

it to stay in place and continue functioning after the interim manager‟s departure is changing 

into the attainment of an intermediate result that creates the conditions necessary for 

continued (desirable) development. The image of the interim manager as the powerful man 

who strolls in and eradicates organisational problems with great ease has yielded to a new 

image. Interim management has become a management tool that is broadly deployed, 
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especially at the middle management level in organisations. That means that, just as 

Weggeman (2007) says about the influence of (small groups of) individuals, we shouldn‟t “set 

our expectations all that high”. Securing interim management results is therefore more 

appropriate to achieving improvements, or attaining new phases of organisational 

development or reaching an intermediate result in the process of change. This makes the 

concept of securing interim management results as it has long been understood highly 

paradoxical. Securing in the classical meaning prevents further development because the 

results are expected to be carved in stone. It has also become clear that the defining aspect 

of interim management, its constrained duration, is its strength when it comes to achieving 

change, but when it comes to achieving durable results, it is a weakness! It is time then to 

look for a designation that, within the context of this study, more aptly suits the modern 

character of interim management than does „securing‟. In this, I have found a match in 

„durability of interim management results‟. I define durability of interim management results 

as: 

 

The durability of interim management results is the degree to which the achieved interim 

management results remain valuable to the client. 

 

Durability is a concept that is currently being used often and in a variety of contexts. It is 

commonly used in relation to the degree to which a product or service taxes the environment. 

However, when the term is applied in the context of the durability of interim management 

results, what is meant is the value of the interim management results to the client after the 

conclusion of the interim management process. It is important to realise that this value is not 

always immediately visible or quantifiable. In a few cases, it may be that the interim 

management result cannot be seen at all, but was necessary all the same to reach some 

new situation or phase. Other words to convey the concept of durability have been 

considered and rejected. They included „sustainability‟, „endurance‟, and „robustness‟. 

Sustainable could be interpreted to mean „continuous‟ or „uninterrupted‟, and endurance 

carries overtones of permanence. For these reasons, sustainability and endurance tend to 

describe effects over an extended period in the (possibly remote) future and are therefore too 

reminiscent of the „old‟ concept of securing. Punt (2000) defines robustness as “the degree to 

which the effectiveness of a change persists through time and changing circumstances, and 

so proves of lasting value to the organisation”. That means that the use of the word 

robustness is just as inappropriate as using sustainability or endurance. From this point 

forward, I will use the designation „durability of interim management results‟ rather than 

„securing‟. 
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In the next chapter, on the basis of the results of the literature study, a number of research 

questions will be formulated for the empirical study. Not all of the results from the first part of 

the literature study will be used in that pursuit, because that study had the objective of 

contributing to the development of a body of knowledge on the subject of interim 

management. 
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Chapter 3   

Contents and organisation of the empirical study 

 

 

 

This chapter consists of two parts. In part one, based on the results of the literature study, I 

will formulate a number of research questions for the empirical study. Not all of the results 

from the first part of the literature study can be applied to that purpose, because that study 

had the additional objective of contributing to the development of a body of knowledge on the 

subject of interim management. In the first part of this chapter, I will also specify and 

demarcate the field of inquiry as indicated in chapter one. In part two of this chapter, I will 

elaborate on my research methodology and the organisation of the empirical field research. I 

will thereafter motivate the choices I made in those two areas. 

 

3.1 Research questions and demarcation of empirical field of inquiry 

 

3.1.1 Research questions 

 

The questions formulated in chapter one were: What is interim management, what does 

“securing interim management results” mean to clients, and what actions do clients 

undertake to promote the securing of interim management results? These questions follow 

from the observation made in chapter one that there is no catalogue of all knowledge on the 

subject of interim management. Moreover, the value of deploying interim management into 

organisations is being questioned both in theory and in practice because of the often 

experienced lack of lastingly secured results. Two objectives for the performance of this 

study have been formulated in chapter one: 

1. To contribute to the development of a body of knowledge on the subject of interim 

management. 

2. To garner insight into the problem of securing interim management results. 

A broad picture of interim management was painted in the literature study by cataloguing and 

interrelating the available knowledge. From this, it emerged that interim management has 

three identifying characteristics, to wit: 

 The difference between the reasons for recruiting an interim manager and those for 

recruiting a regular manager. 

 The difference between the roles interim managers and regular managers play. 
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 The difference between the duration of interim management and regular management. 

Interim management is by nature far more temporary than regular management. 

As it turns out, the only defining characteristic of interim management relevant to this inquiry 

is the especially temporary nature of interim management as compared to regular 

management42. I then defined interim management as: 

 

Management with a constrained duration, in which a manager is appointed from outside the 

organisation to perform an assignment for a limited period of time, after which the manager 

will leave the organisation. 

 

In chapter two, it also became clear that there is only very limited knowledge available on 

what securing interim management results means and how it should be accomplished. This 

is in spite of the fact that the problems surrounding the securing of interim management 

results are frequently mentioned in the literature. I reached the conclusion that securing 

interim management - as it has long been understood - is no longer realistic. To replace it, I 

introduced the concept of 'durability of interim management results'. Within the demarcations 

of this study, I then defined durability of interim management results as: 

 

The durability of interim management results is the degree to which the achieved interim 

management results remain valuable to the client. 

 

By transitioning from the concept of 'securing' to that of 'durability', the questions for this 

study as they appeared in chapter one must be amended as follows. The changes are 

underlined. 

 

What is interim management, what does the durability of interim management results mean 

to clients, and what actions do clients undertake to promote that durability? 

 

A picture was created in chapter two of what the durability of interim management means 

and of what actions can play a part in its achievement. In the empirical study, I will attempt to 

find sensitising concepts which will serve, along with the knowledge gained from the 

literature study, as an interpretational framework for answering the second part of the 

question. Chapter two also revealed that constrained duration is the most important defining 

aspect of interim management. That is why it's important to improve our understanding of the 

influence of the constrained duration of interim management on the actions of clients. 

                                                
42

 See chapter 2, paragraph 2.1.7 reflection on interim management. 
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To achieve these goals, I have used the following research questions as guidelines: 

1. What does the durability of interim management results mean to clients? 

2. How does the constrained duration of the deployment of interim management affect 

clients' actions? 

3. What actions do clients take to promote durable interim management results? 

 

3.1.2  Demarcation of empirical field of inquiry 

 

The field of inquiry was defined as follows in chapter one: Interim management deployed in 

local government and healthcare in the Netherlands at the middle management level and 

exercised by self-employed interim management with the aim of effecting organisational 

change. Concerning the empirical study, there is an additional demarcation in place: it is 

limited to the interim manager's client. This additional demarcation is based on the earlier 

observation that the existing knowledge on interim management and the durability of interim 

management results as been formed almost exclusively from the perspective of the provider 

of interim management services. For that reason, it would be valuable to approach matters 

from the client's, or customer's, perspective for once. To be able practically to conduct the 

empirical study it is necessary further to narrow and demarcate the research domain into an 

empirical field of inquiry. 

 

 The Organisation 

 

As indicated before, interim management has developed in recent decades into a broadly 

applicable management tool for organisations (Boon 2005). It turns out there is more than 

one school of thought on the concept of the 'organisation'. Weggeman (1995-2007) 

contributes that as long as opinions differ on what an organisation is, whoever writes about 

organisations is obliged "to indicate how they define the concept of an organisation, and to 

make a reasonable case for such a definition". Some views about what an organisation is 

assume that there is in fact no such thing and that it is an abstraction of the way people 

commingle for a given period to organise their work (Weggeman 1995-2007, Weick 1995; 

Mastenbroek 2001, Boonstra and De Caluwé 2006, Strikwerda 2006, Pont 2007). “An 

organization is essentially a group of people in a system of (formal and informal) roles and 

routines and following certain strategies to realize a desired performance” (Van Aken 2007a). 

Weggeman (2007) defines the concept of the organisation from a contingency theory 

perspective: as a "three way fit" between the individual, the organisation, and the 

environment. This leads him to define the organisation as follows: "An organisation is a 
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collection of people of whom most have chosen to strive for the same, measurable ideal or 

objective and who have agreed upon a set of rules to that end". Other ideas about 

organisations look more to the "thing-like" properties, whereby, in the experience of some 

people, certain organisational characteristics take on the appearance of actual, tangible 

realities (Taylor 1947, Weber 1947, Mintzberg 1983). Wierdsma and Swieringa (2002) call 

these two approaches the institutional and the instrumental understanding of organisations. 

Punt (2000) indicates that organisational change is more than just positioning responsibilities 

and authority (composing organisational charts) and that change is a people job. That means 

that within this empirical study, the obvious choice is to approach the organisation as a 

collection of cooperating people. I will therefore use Weggeman's (2007) definition of the 

organisation in this study: "An organisation is a collection of people of whom most have 

chosen to strive for the same, measurable ideal or objective and who have, to that end, 

agreed upon a set of rules for professional and personal conduct". 

 

As I have indicated before, interim management is often deployed into a subdivision of the 

organisation (such as a department or a team). In that context, it is relatively uncommon for 

interim management to be deployed at the absolute top of the organisational hierarchy (ORM 

survey 2007, Schaveling 2008a, Vorst 2007b-2008). For that reason, the concept of the 

organisation is further limited to the exact part of the organisation, immediately identifiable in 

the formal structure of the organisation, into which interim management is deployed. 

Consider in this context sectors, departments or teams. 

In concordance with the definition of an organisation stated above, this study is further limited 

to the exact part of the organisation, immediately identifiable in the formal structure of the 

organisation, into which interim management is deployed. 

 

 The Client 

 

As has been mentioned on a few earlier occasions, the client‟s perspective has received very 

little exposure in the literature. The question therefore looms of who should be considered to 

be the client. An organisation is a complex social system and I quoted Van Aken (2007a) in 

this context before: “An organization is an extremely complex social system”, as well as Fried 

(1976 in Dubnick and Romzek 1993): “Public administrators operate under three major and 

pervasive sets of performance ethics dealing with legal (liberalism), democratic 

(responsiveness), and operational (effectiveness) obligations”. I also indicated that, in 

organisations, there are many coalitions (groups of people or parts of the organisation) that 

can be considered social configurations and that interact and compete with one another 

(Koppenjan and Termeer 1996, Kessener and Termeer 2006). It is also true that, over the 
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course of the interim management assignments, individual clients change their dispositions, 

client groups change their compositions, and all of them could have diverse and different 

interests and could come into conflict with each other. Van Aken (2007a) characterises this 

as a “hidden property” of the organisation. I have also indicated that local government and 

the healthcare sector have highly ambiguous characters in which politics, operational 

management, employees, citizens, patients, medical specialists, companies and special 

interest groups all impose their own - usually conflicting - demands. On the one hand, this 

creates an extremely interesting interplay of forces, but on the other hand, this interplay of 

forces is highly ambiguous and the coalitions participating in it have ever-changing, fluid 

compositions and interests because of which this interplay of forces is barely researchable in 

practice without some justified simplification. In light of the demand for durable interim 

management results, the choice has been made in this study not to examine this interplay, 

but rather to focus on one crucial person involved in it, namely the client. 

 

Concerning 'the client' as one of those involved, it is important to define who should be 

considered to be the interim manager's client. This question is opportune because, as was 

indicated in chapter two, the question often arises of whether the person presenting himself 

as the client is in fact the real client. That makes it necessary, at least within the confines of 

this study, to define the concept of 'client' in such a manner as to create a completely 

singular and exclusive picture. To clearly define the client, I must address the essential 

aspects of clienthood. I am thinking here of the individual who assigns the interim manager, 

who formulates the interim manager's mandate, who confers authority onto the interim 

manager to complete the assignment, who has the power to dismiss the interim manager 

from his assignment, and to whom the interim manager must give account on the assignment 

at its conclusion. I define client as: 

 

The individual in the client organisation who formulates the interim manager's assignment, 

authorises him to perform the assignment, has the power to dismiss him from the 

assignment, and to whom the interim manager gives account on the execution of the 

assignment. 

 

As indicated in chapter two, the deployment of interim managers is often performed or 

coordinated by a purchasing or human resources (HR) department, especially in large 

organisations. However, the definitive assignment of an interim manager takes place when 

an individual, a board of directors, or a management team allows the interim manager into 

(their part of) the organisation. That clarifies the distinction between the legal-contractual 

assignment of the interim manager and his actual assignment. The definition offered above 
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includes the actual appointment. By referring to an individual, it becomes clear that the 

concept of a client is not isomorphic to a department, team, directorate or board. 

This empirical research is therefore further limited to the interim manager's client. 

 

 Assignments performed by self-employed interim managers 

 

In this empirical study, I will focus on interim management assignments performed by self-

employed interim managers. What is meant by self-employed interim managers is: 

individuals who are registered as such with the Chamber of Commerce and who are in 

possession of a so-called VAR43 certificate, issued by the Dutch Tax and Customs 

Administration. This includes those interim managers who offer their services through the 

mediation of an interim management agency. It excludes interim managers who are in the 

employment of an interim management agency44, the client's organisation, or (semi-)public 

cooperatives. This limitation is important for two reasons. The first is that the interactions 

surrounding the execution of interim management are quite different for self-employed 

interim managers than they are for interim managers who are permanently employed by an 

organisation. Without attempting to list all the (possible) differences exhaustively, I will 

mention the fact that interim managers who are permanently employed by an interim 

management agency are often given an additional commercial objective for their work. Aside 

from their work as an interim manager, they are often called to task by their employers on 

reaching their targets for attracting new clients and assignments. Also, the degree of 

independence they have in accepting and executing interim management assignments is 

strongly influenced by the fact that these interim managers are bound by contractual 

employment to the agency. On the other hand, the level of independence of self-employed 

interim managers from the agency that mediates their services is also relative. In order to 

maintain some continuity in the acquisition of (interesting) assignments, the self-employed 

interim manager has much to gain from maintaining a good relationship with the agency. Still, 

whichever way you turn it, the degree of independence a self-employed interim manager 

enjoys is significantly higher than that of the interim manager who is employed with an 

agency. Consider that the average self-employed interim management is a registered 

associate with an average of seven interim management agencies (ORM survey 2005, 

Schaveling 2008a). The second reason for imposing this limitation is technical in nature, 

following from the need to homogenise the research sample. 

                                                
43

 A certificate provisionally stating that the bearer is employed in his own company, which offers his clients some assurance 
that they will not later be classified as the interim manager's "employer" and therefore liable for additional mandatory premiums 
and expenses. 
44

 Except if they are employed by their own plc as general manager and major shareholder. 
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This empirical study is therefore further limited to interim management assignments 

performed by self-employed interim managers. 

 

 Local government and healthcare sector 

 

As indicated before, the deployment of interim management in the Netherlands has 

skyrocketed in recent decades. As has become clear in chapter two, local government and 

the healthcare sector can be considered bulk consumers of interim management. This is 

based on the results of recent market research45. Furthermore, it has been pointed out earlier 

that other bulk consumers are banks, insurance and financial institutions. Compared to the 

government and healthcare sectors, these have a strongly divergent organisational character 

because they are profit-oriented. For considerations of limiting the scope of the empirical field 

of inquiry, local government and healthcare were chosen as the field of inquiry. As discussed 

earlier, institutions of local government and healthcare organisations are increasingly 

outsourcing certain tasks into cooperatives. That is why, within the context of this study, I will 

take local government and healthcare to include: cooperatives in which different 

organisations have housed parts of their organisation or range of responsibilities. 

This study is thereby further limited to the deployment of interim management into local 

government and the healthcare sector. 

 

 Assignment level 

 

It turns out that the deployment of interim management into organisations takes place at the 

so-called middle management level (Ramsey 2002, ORM survey 2007, Schaveling 2008a). It 

also turns out, as noted before, that the concept of the middle management level can be 

interpreted in any number of ways. Within the confines of this study, therefore, middle 

management is taken to mean: Interim management assignments carried out at the 

directorate level or just below it. In practical terms, it is the deployment of interim 

management into positions which, had they been filled by regular employees, would have 

been remunerated according to salary scales 10 through 15 on the BBRA46 in local 

government and the comparable scales 60 through 80 in the healthcare sector. Positions 

paid at those levels include department heads, team leaders, and sector chiefs/sector 

directors.This empirical study is therefore further limited to the deployment of interim 

management at the so-called middle management level. 

                                                
45

 Chapter 2. 

46
 Bezoldigingsbesluit Rijksambtenaren 1984 (roughly: The Remuneration of Civil Servants Act). 
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 Change 

 

Contributing to the achievement of organisational changes is a constant factor in the different 

forms in which interim management is offered on the market (Reijniers 2002, Geerding and 

Ten Koppel 1994, Witvliet 2005). Implementing changes in organisations can refer to any 

number of aspects. That is why it is important to the conduction of this research that I clearly 

define the concept of change. Earlier, I specified the concept of the organisation as it relates 

to this study as a collection of cooperating people. That places me in agreement with 

Weggeman's (2007) definition of an organisation: "An organisation is a collection of people of 

whom most have chosen to strive for the same, measurable ideal or objective and who have, 

to that end, agreed upon a set of rules for professional and personal conduct". Change is 

therefore considered, within the framework of this study, as the implementation of changes or 

the resolution of problems relating to the way people organise their work and their 

cooperation. The resolution of problems in organisations is also considered to be a change; 

the old, problematic situation is replaced by a new situation. 

This study is therefore further limited to the deployment of interim management when 

implementing changes in organisations. 

 

 Summary of the empirical field of inquiry 

 

The field of inquiry for this empirical study can be summarised from the preceding 

paragraphs to consist of the following: Interim management in local government and the 

healthcare sector in The Netherlands at the so-called middle management level performed 

by self-employed interim managers and intended to contribute to organisational change. The 

focus of this study is the interim manager's client. 

 

3.2  Organisation of the empirical study 

 

3.2.1 Research methodology 

 

There are many perspectives and methods for bringing form and content to a (scientific) 

study. When making choices, the researcher should take into account that the research 

questions pretty much dictate what research methodology should be used anyway. "The 

basic premise is that the research question should dictate the method" (Strauss and Corbin 

1998). The choice is also influenced by the degree to which the issue has been explored in 

the literature and the ready availability of empirical data on the issue (Strauss and Corbin 

1998). As indicated earlier, the scientific knowledge available on the subject of the durability 
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of interim management is very limited. That means that so-called theory-oriented research, in 

which we measure the degree to which one or more hypotheses survive the confrontation 

with the research material, cannot be applied to the execution of this study. That is because 

hypotheses are based on a certain theory and the theories surrounding the durability of 

interim management are 'still in their infancy', not yet robust enough to allow us to develop 

hypotheses from them. In a descriptive study, no hypotheses are used; it focuses mainly on 

determining the values of the variables. In a descriptive study, the state of affairs is described 

just as the researcher finds it (Segers 2002). It is a process of categorising, counting, and 

developing tables and charts (Baarda and De Goede 2000). To be able properly to determine 

and categorise, it is important to know exactly what it is that one is counting and categorising 

in order to prevent oneself from "comparing apples and oranges". As has been discussed on 

previous occasions, there is only a very limited amount of scientific knowledge available on 

the problems surrounding the durability of interim management results. It makes sense, 

when one is considering a descriptive study, to ask the question of what it is that needs 

counting and categorising. The empirical study is specifically intended to acquire more 

insight into and more knowledge of these problems. This insight and knowledge can be used 

at a later date as a basis for the performance of additional research. Clearly, therefore, a 

descriptive study is not the way to go in carrying out the empirical study. In explorative 

research, the main point is that the researcher does not, ahead of time, have a complete 

theory and hypothesis available for testing in the study. On the contrary, the researcher will 

describe the subject of his research over the course of conducting the study. In that sense, 

explorative research shares some characteristics with descriptive research. In an explorative 

study, the researcher is trying to formulate a theory or contribute to the formulation of a 

theory about a certain phenomenon. Baarda and De Goede (2000) state that such a study is 

appropriate when "it is still too early to develop a new theory or apply an existing theory". As 

stated by Stebbins (2001): "when little is known scientifically about a group, process, activity, 

or situation, it is better to explore and generate hypotheses than try to test hypotheses 

derived from hunches or distant received theory". Based on the considerations stated above, 

I have chosen to take the explorative research approach to my empirical study. In explorative 

research, the important questions include: 'How does that happen?' 'What is the relationship 

between..?' 'Why is it that..?' That is why explorative research can just as easily be called 

explanatory research47. It is important to remember that by choosing explorative research, I 

have chosen a research method that does not by its nature offer me a predetermined path to 

follow in carrying out my research. Explorative research is a process of investigative 

                                                
47

 There are diverse schools of thought in the literature on the correspondence or differences between explorative and 
explanatory research. Segers (2002), for instance, believes they are different, while Baarda and De Goede (2000) indicate that 
finding explanations for differences and similarities is the defining characteristic of explorative research. 
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discovery, of trial and error, a process in which possible links are explored, ideas are 

crystallised, and preconceptions are challenged and revised (Baarda and De Goede 2000). 

Strauss and Corbin (1998) have this to say on the subject: “a theory is discovered, 

developed, and provisionally verified through systematic data collection and analysis of data 

pertaining to that phenomenon. Therefore, data collection, analysis, and theory stand in 

reciprocal relationship with each other”. In explorative research, says Van Aken (1994), the 

focus is on the development of knowledge. It is not crucially important that such knowledge 

be in keeping with any 'ultimate truth', as long as a demonstrable contribution is made to the 

desired result. This knowledge is often developed through a symbiotic cooperation between 

a professional and a scientist within a discipline; the professional solves a problem and the 

scientist analyses how that solution was achieved. The two roles are different, but can still be 

played by the same person. Such is the case in this study: the researcher, as well as playing 

the role of practising interim manager, is playing a double role as a (burgeoning) scientist. 

 

Scientific research can take place from a number of ontological perspectives. Two extremes 

can be distinguished in the range of these perspectives. On one extreme is the belief that 

everything that exists, exists independently from humanity. At the other end of the spectrum 

is the belief that everything that exists is dependent for its existence on humanity 

(Weggeman 2001). These perspectives can be referred to as the positivistic perspective 

(also called the functionalistic perspective) on the one hand and the socially constructivist 

perspective (also called the interpretative perspective) on the other. The differences between 

these two perspectives are listed in the table below. 

 

Positivistic perspective Socially constructivist perspective 

A realistic ontology states that a single reality 

exists that is independent from the position of the 

observer and that functions according to 

immutable natural laws, which usually take the 

form of cause-and-effect relationships. Truth is 

defined as the collection of all statements that are 

isomorphic to reality. 

A relativistic ontology states that multiple socially 

constructed realities exist that are not ruled by 

natural laws. 'Truth' is defined as the best 

informed and most developed construct on which 

a consensus can be reached (although multiple 

constructs can meet these criteria at the same 

time). 

Table 3.1 Source: Van der Graaf (2006) 

 

The choice for either of these perspectives depends on what kind of issue the research 

question addresses. The positivistic perspective fares well in the formal sciences, such as 

mathematics, logic, and philosophy (Weggeman 2001). It has created a strict, logically 

constructed system of abstract statements from which more concrete statements can be 

derived, which can then be tested against empirical data (Ten Have 1997). For those 



Chapter 3 - Contents and organisation of the empirical study 

page 117 

reasons, the positivistic perspective is well suited to research approaches that test 

hypotheses and describe the natural world. Contrary to the positivistic perspective, research 

based on the socially constructivist perspective does not concern itself with the matter of 

whether the observed phenomena fit into a preconceived framework (the hypothesis), but 

rather focuses on allowing the phenomena to speak for themselves. The researcher allows 

the phenomena to flow over him, explores the perspectives of the people involved and 

processes this data, puts it into a system, and carefully formulates it into open, tentative, 

"sensitizing concepts" (Ten Have 1997). That means that this socially constructivist 

perspective matches up well with the explorative structure of my empirical study. 

 

There are different forms and 'schools' within a socially constructivist perspective. In this 

study, I interpret social constructivism as a representation of a current of these different 

forms and I will use this interpretation in looking for answers to the research questions I have 

formulated. The socially constructivist perspective is intimately tied to the basic question of 

whether in social processes "an objective truth exists, outside of our selves, in a concrete 

world, that can be discovered, or whether reality is subjective and consists of a reflection of 

our individual consciousnesses, our observations, and the meanings we create by interacting 

with one another" (Boonstra and De Caluwé 2006). A socially constructivist perspective 

makes it possible to understand how differences of opinion arise. When considering this, De 

Sonneville (2005) states that "it is irrelevant which opinion is the more true. Rather, the focus 

is on the way each opinion is produced". Social constructivism has its theoretical roots in the 

notion that there is no such thing as an objectively knowable, singular truth (Boonstra 2000, 

Van Oss 2003, Boonstra and De Caluwé 2006, Van de Graaf 2006). The essence of this way 

of thinking is that humankind can regard social reality as an interactive reality (Bekman 2006) 

in which 'reality' consists of a social construct formed by the people and groups involved in 

the interaction. Social constructs are constructs of the human mind and indicate how human 

beings conceive of the reality surrounding them (Van de Graaf 2006). It is about the view that 

people construct their own realities based on their experiences (Boonstra and De Caluwé 

2006). Because each situation is different and every person constructs his own reality, there 

is no absolute truth, and truth is always spoken in many voices. Weick (1995) remarks in this 

context that it is impossible for people to think outside of their own systems and that reality is 

always subjective for that reason. There is no objective and verifiable way to measure these 

realities, even if this is done with tried and tested scientific measuring instruments. They can 

only be understood as the result of human thought and action. These realities can shift in 

time, one case to the next and from one context to the next (De Sonneville 2005). To 

accompany a socially constructivist research perspective, one needs research methods that 

are intended to collect and analyse research materials with the purpose of understanding 
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how people create realities (De Sonneville 2005) and maintain them. The only way to get 

some insight into this is to go out and look at what happens in practice. Methods for 

gathering research materials while you're doing that include action research, participatory 

research, interviews, recordings or written documents. Those materials are then examined 

and analysed to develop concepts that can describe an important aspect of parts of those 

materials. By examining what happens in practice, certain patterns can be identified and 

compared to one another. "Looking for patterns is the basis for all scientific inquiry. Wherever 

there is a pattern, there is meaning." (Watzlawick et al. 2001). This means that the 

researcher must venture out and look for the phenomenon he is researching in its natural 

surroundings. Observing the execution of interim management assignments in practice for 

this empirical study was complicated by mostly practical concerns. The difficulties 

encountered included the amount of time required, the need to study multiple assignments 

simultaneously and the confidentiality that applies to the execution of interim management 

assignments. In the end, I chose an approach that involved clients telling the story of an 

interim management assignment. Because of this, the empirical study resembles a multiple 

case study. 

 

Researching by means of case studies fits in well with a small-scale and profound approach 

and is especially well-suited to an explorative description of a phenomenon the researcher 

has been observing in daily practice and in its own context (Segers 2002). I will describe how 

all this took place in my own study a little later on. Many authors have contributed to the way 

theories can be developed by using case studies, but there is confusion and strife about 

which is the correct approach. Eisenhardt (1989) therefore stated the following: “Many pieces 

of the theory building process are evident in the literature. Nevertheless, at the same time, 

there is substantial confusion about how to combine them, when to construct this type of 

study, and how to evaluate it”. To accomplish the second objective of this study, which is to 

garner insight into the problem of making interim management results durable, on which very 

little scientific knowledge is currently available, I have used grounded theory. “Grounded 

theory is most appropriate where researchers have an interesting phenomenon without 

explanation and from which they seek to discover theory from data” (Suddaby 2006, Strauss 

and Corbin 1998). The initial developers, Glaser and Strauss (1967), describe grounded 

theory “as a practical method for conducting research that focuses on the interpretive 

process by analyzing the actual production of meanings and concepts used by social actors 

in real settings” (Gephart 2004 in Suddaby 2006). Grounded theory has been used 

systematically in many (case) studies since the nineteen sixties. At its base, grounded theory 

is an approach in which there is no departure point in the shape of a theory or hypothesis, 

and instead the phenomenon is studied in a process of exploration. Strauss and Corbin 
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(1998) describe this approach like so: “A grounded theory is one that is inductively derived 

from study of the phenomenon it represents. That is, it is discovered, developed, and 

provisionally verified though systematic data collection and analysis of data pertaining to the 

phenomenon. Therefore, data collection, analysis, and theory stand in reciprocal relationship 

with each other. One does not begin with a theory, then prove it. Rather, one begins with an 

area of study and what is relevant to that area is allowed to emerge”. Within grounded 

theory, making comparisons is an „essential feature‟ for the discovery of sensitising concepts. 

This does not take the path of comparing different stories individually in a certain order: what 

does not happen is that certain features are isolated so that those features can then be 

compared one to the other. At best, such a comparison will tell us something about the 

frequency with which an event occurs and about the differences between the cases I have 

studied, but it will not generate knowledge about how a phenomenon should be interpreted. 

In the grounded theory approach, the procedure is to progress „from the specific to the more 

general‟, meaning that a specific case will be used as kind of an opening move for the study. 

This case is then used, according to Strauss and Corbin (1998), “to open up our minds to the 

range of possible meanings, properties, dimensions, and relationships inherent in any bit of 

data”. Researchers are sensitised in this initial case to the “possibilities and what else the 

new cases might teach us” about the issue they are researching. In every successive case, 

what we think we see in the research material is compared to the ever-developing 

conception of the phenomenon that emerged from the previous cases. In this way, that 

conception becomes increasingly „grounded‟. This process continues until a saturation point 

is reached at which, compared to the developing conception that has emerged from the 

previous cases, no significant new “meanings, properties, dimensions and relationships” 

present themselves. Of course, it can also come to pass in this process that certain 

“meanings, properties, dimensions and relationships”, which initially stood out from the rest 

of the research material, start to fade as the study continues, possibly falling away altogether 

in the end. Researchers, then, constantly think in terms of comparisons: “How does what I‟m 

seeing now differ from what I‟ve seen before?” It is vital to this process that the researcher 

continues to examine the research materials openly and receptively and does not assign 

names or designations to the “dimensions and properties” of the phenomenon until the 

conclusion of the research process. There is considerable peril for the researcher in naming 

objects or events prematurely because doing so may cause him to lose his objectivity 

towards the object or event he is researching. Strauss and Corbin (1998) repeatedly point 

out the “provisional nature of our analyses early in the research process” and the necessity 

of “constantly making comparisons against incoming cases”. By examining a phenomenon in 

this manner, we gain the ability “to define a phenomenon very precisely” and arrive at the 
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„sensitising concepts‟. These sensitising concepts enable us to bring the data from the 

research material up to a more conceptual level (Suddaby 2006). 

 

An issue of particular interest in the approach of grounded theory is the question of how 

open-mindedly the researcher regards the world. The fact of the matter is that nobody 

regards the world around him with a completely open mind and entirely free of judgment. “All 

knowledge is theory-impregnated, including our observations”, Popper wrote in 1972. People 

are pre-conditioned by things like our upbringing, the education we received, our experiences 

and our professions. On this point, the original developers, Glaser and Strauss (1967), 

squarely take the position that it is impossible for people in general and researchers in 

particular to perceive reality completely open-mindedly. That means that all research is 

tainted and all research results are determined by the researchers. Theories constructed 

later (Strauss and Corbin 1998) indicate that it is not problematic that researchers cannot 

perceive open-mindedly, provided that they are aware of that fact, understand how the lens 

they look through is warping their perceptions, and take measures “to minimize its intrusion” 

into their analyses. Over the years, a variety of ways have been developed to apply the 

grounded theory approach. In executing this empirical study, I have chosen to apply the 

approach to grounded theory described by Strauss and Corbin (1998). I have two principal 

reasons for doing so. They are the applicability of this approach to the empirical study firstly, 

and secondly the fact that Strauss and Corbin (1998) are regarded as great thinkers in the 

field and their scientific insights are widely accepted. In grounded theory, the collection of 

data and the analysis or that data are bound into an iterative process. To improve the 

readability of this thesis, I will report separately on the collection and the analysis of the data. 

 

3.2.2 Organisation of the case study 

 

Interim management agencies were used in making the selection of cases to use in the 

study. The choice was made to approach clients through interim management agencies 

because doing so allowed access to a large assortment of interim management assignments 

that fall within the confines of this study. The following criteria were applied to the selection of 

interim management agencies: 

 They must be active (mainly) in the Netherlands. 

 They must be active, to a considerable degree, in local government and/or the healthcare 

sector. A minimum of 33% of the total assignment portfolio must consist of assignments 

in those sectors. 
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 They have to be significant players in the market, both in terms of the number of 

assignments they have completed and the number of interim managers associated with 

them. Concerning this last aspect, 200 was taken as the minimum. 

 They must have been in business for no less than ten years. 

 They must enjoy a clearly positive reputation among clients as well as the professional 

group of interim managers. 

A number of the agencies approached decided, for different reasons, not to participate in the 

study, or to participate at a much later date. Those reasons included: we haven‟t the time, 

we‟ve just participated in someone else‟s research, we cannot relinquish the names of our 

clients, and even: we are worried about what we think the results of your study will be! In the 

end, four interim management agencies remained. Of those four, three have a mixed 

character, meaning that they are active in different sectors. The fourth agency targets the 

healthcare sector specifically. At two points in time during the research, these agencies were 

asked, within the confines of this study, to provide interim management assignments. The 

reason for asking for assignments to be provided at two times will become clear later on in 

this section. 

 

A selection was made from the interim management assignments on the basis of available 

documentation, such as: conversation reports, the quote for the assignment as composed by 

the interim management agency, the (initial) description of the substance of the assignment, 

the interim management contract, and, in those cases where it was available, the plan of 

action composed by the interim manager. The selection from the available interim 

management assignments was performed in consultation with the research supervisors 

involved in this study and on the basis of available documentation. Two important conditions 

have been set on the selection of the cases. The first is that the researcher does not now, 

nor did he any point in the past, have a personal or business relationship with the clients or 

interim managers. In others words: the clients and interim managers in the selected cases 

were completely unknown to the researcher. The second condition is that the researcher was 

never active, as an interim manager or in any other capacity, in the organisation in question. 

These two conditions are important because if the researcher had been personally familiar 

with the clients and interim managers or with the context of the organisation, this could have 

led to a bias in the collection and analysis of the research data. All of the cases selected also 

each involve different clients and interim managers. 

 

In all, 13 cases were initially available whose research materials have been collected and 

compiled. In consultation with the research supervisors, 8 cases were selected for analysis in 

the end. It warrants mention that the choice of the number of cases is always arbitrary. On 
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the one hand, a researcher must have enough cases at his disposal to reach a reasonable 

level of internal validity in the study. On the other hand, some form of limitation must be 

applied for the study to remain practicable and for it not to collapse under the weight of its 

own research materials. “Finally while there is no ideal numbers of cases, a number between 

4 and 10 cases usually works well. With fewer than 4 cases, it is often difficult to generate 

theory with much complexity. With more than 10 cases, it quickly becomes difficult to cope 

with the complexity and volume of the data” (Eisenhardt 1989). From the group of 13 cases, 

one was dropped because the researcher coincidentally started an interim management 

assignment in the organisation in question shortly after collecting and compiling the research 

materials. Two other cases were dropped because the interim management assignments 

were ended shortly after they started, leaving too little research material to work with. Two 

final cases were dropped by a process of chance. The group of 8 cases is made up of two 

groups of 4 cases each and the cases are divided equally between local government and the 

healthcare sector. 

 

The first group of cases consists of cases that can be considered successful. The 

assessment of (the degree of) success was left entirely up to the clients involved. The 

researcher set no norms or values to which success or failure might be connected. This is 

important because, if explicit qualifiers had been used beforehand, they would have 

influenced the answer to the research question: “What does the durability of interim 

management results mean to clients?” Moreover, it could not have been done in a justified 

way in any event, because the literature provides no unambiguous answers to the question 

of when one can safely speak of „success‟ in this context. The assignments in the first group 

were performed in the period from October 2006 until June 2007. A number of these 

assignments were extended after the original assignment had ended. The reasons for this 

were very diverse, but recognisable from daily practise. For the purposes of this study, in 

those cases where the originally contracted period was extended, a natural moment was 

chosen at which the original assignment could be considered completed. Over the course of 

these four interim management assignments, four telephonic interviews lasting some 20 

minutes apiece were conducted with each of the clients (totalling 80 minutes for each 

case/client). These interviews were conducted at the following times: 

 1st interview shortly after the start of the assignment; 

 2nd interview shortly after the plan of action became available; 

 3rd interview during the execution of the assignment 

 4th interview around the time of the conclusion of the assignment. 

The chosen times for conducting the interviews are positioned in such a way as to allow the 

collection of relevant research materials at clearly identifiable, logical moments during the 
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interim management assignment. At the end of the final interview, each of the interviewed 

clients was asked, in as unbiased a way as possible, to qualify the assignment in terms of 

success or failure. Without being prompted in any way, the clients described the relevant 

assignment as successful. 

 

After completing the process of collecting and analysing the research material and compiling 

the cases, a second group of four interim management assignments was researched. This 

concerns a group of four cases, all of which were described by the clients as less successful 

or failures. Here again, the qualifiers (less successful or failure) were left entirely up to the 

client in question. The qualifier of less successful or failure was initially generated by the 

researcher from the reports the interim management agencies wrote about their final 

conversations with the client. In two cases (the cases in the healthcare sector), the qualifier 

of less successful or failed showed through in the client‟s written evaluation of the 

assignment that was included in the relevant agency‟s dossier. In the second group, the 

selection was, in fact, carried out beforehand. The reasons for this were as follows: to find 

assignments that went less successfully or threatened to fail during the assignment and the 

study, a very large sample of assignments would have been needed, because there is no 

way to predict if an assignment is going to fail or be less successful48. Another issue is the 

question of whether clients would be willing to accept a researcher „looking over their 

shoulders‟ as they work on assignments that are „in trouble‟. The chosen mode of selection 

has put cases at the disposal of the researcher wherein less successful outcomes or outright 

failures were accomplished facts. The date of termination of these assignments was between 

a few days and a year and a half before the beginning of the empirical study in 2008. Face-

to-face, individual interviews were conducted with each of the clients involved, lasting an 

average of an hour and a quarter. The reason for conducting face-to-face interviews rather 

than settling for telephone calls as was done in the first group is the expectation that, given 

the outcome of the interim management assignments, clients might be more open about the 

course of the interim management assignment in face-to-face interviews. At the start of the 

interviews, the clients in this group were asked, in as unbiased a manner as possible, to 

qualify their assignments in terms of success or failure. Here again, as in the first group, no 

standards or qualifiers were indicated. This is important because, if explicit qualifiers had 

been used beforehand, they would have influenced the answer to the research question: 

“What does the durability of interim management results mean to clients?” Moreover, it could 

not have been done in a justified way in any event, because the literature provides no 

                                                

48
 Strictly speaking, this argument is equally valid in reverse, but happily the majority of assignments end quite satisfactorily. 
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unambiguous answers to the question of when one can safely speak of „success‟ in this 

context. The clients described the assignment in question as unsuccessful and/or failed. 

 

Because the concept of „durability of interim management results‟ has not (yet) found its way 

into common usage and to prevent confusion, the concept of „securing‟ is used in each of the 

interviews. 

 

The different descriptions of the results of the two groups of cases and the way research 

material has been collected at four times during the interim management assignment in the 

first group of cases and after the assignment‟s conclusion in the second group of cases 

might lead one to ask the question whether the results from the two groups can be compared 

to one another. This subject will be addressed later on, during an exploration of the 

phenomenon of data inaccuracy. Suffice it to say, in this paragraph, that awareness on the 

part of the researcher of the fact that data has been collected by different methods is in itself 

an important step in acknowledging the negative effects of these differences as well as in 

positioning them when the analyses are being drawn up. Another reason for choosing two 

groups that differ in terms of the outcomes of the cases is encapsulated in the principle of 

grounded theory that researchers keep comparing data until they reach a point of saturation 

in their results. This process is called category saturation and “is one of the primary means of 

verification in grounded theory” (Strauss and Corbin 1998). Introducing a strong contrast 

between two groups (successful and less successful assignments) also delays the point 

where category saturation is reached in the research results by allowing a new, strongly 

divergent perspective into the study. This allows the researcher to test the developing 

sensitising concepts for durability and possibly to develop new sensitising concepts. This 

combination will eventually lead to a more robust set of sensitising concepts for use. One 

indication that the different methods of collecting research materials have not led to results 

that cannot be compared between the two groups, can be deduced from one of this study‟s 

final conclusions: There is a high degree of convergence in the opinions of clients about the 

factors affecting the success or failure of interim management assignments. 

 

One might question to what extent the eight interim management assignments and clients 

researched in this study are representative of the entire population. In the literature on 

interim management, the unique nature of each interim management assignment is often 

pointed out, to the point that interim management assignments can barely be compared to 

one another. It warrants mention that no basis for that perception is to be found anywhere in 

the scientific literature. As indicated in paragraph 2.1.5 Reasons for deploying interim 

management, interim management assignments (nowadays) prove less unique than is 
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generally represented (Ramondt 2004, Witvliet 2005, Gelder 2005). Ramondt (2004) shows 

in this context that the same issues arise in near enough all assignments, “aside from the 

actual context, which is unique, there are basic patterns that are universal”. This means that 

while, within the confines of this study, the organisations in which interim management 

processes take place may always be different, the problems being worked on are usually 

very similar. In this context, it is useful to refer to Aardema (2004), who points out that the 

development of governmental organisations shows so-called “institutional isomorphism”. This 

means that government organisations remain essentially similar because they follow the 

same trends and perform similar interventions. Because the case selection used interim 

management agencies which have portfolios that mainly feature interim management 

assignments that fall within the delineations set for this study, the selected cases can be 

considered „standard assignments‟ from a multitude of interim management assignments 

carried out each year. Besides that, in the interviews, clients often reflected on other interim 

management assignments in which they had been involved as clients either directly or 

indirectly. In those interviews, the clients were constantly constructing juxtapositions between 

themselves and other clients and positioned themselves in that way. De Sonneville (2005) 

says, referring to Weick (1995), that in such a situation these generalisations can also be 

interpreted as products of organisational processes in which people other than the 

interlocutors took part. That means the interviews can also be seen as reflections on other 

interim management assignments. From this, it may be surmised that the results of this study 

and the conclusions that can be drawn from those results reach beyond the eight cases. 

 

Social constructivism demands that the researcher remains an outsider as much as possible 

and that he does not enter the debate on the phenomenon he is researching. Even so, it is 

next to impossible to approach the phenomenon under scrutiny entirely free of 

preconceptions. This impossibility becomes especially poignant in this study because I am 

myself an active part of the professional group of interim managers. I therefore had to 

develop a method of acquiring and analysing research materials in which my own 

experiences and beliefs played as small a role as possible. Strauss and Corbin (1998) 

indicate that my own consciousness of the fact that I cannot be entirely unprejudiced is the 

first step in that process. I have allowed the eight clients to tell their own stories about their 

experiences with the interim management process. By not revealing my norms or voicing my 

opinions as a researcher in the interviews, I influenced the flow of the interview as little as 

possible. This allowed the clients uninhibitedly to tell their stories about the execution of the 

assignment, the results that were achieved, and the securing (durability) of those results. 

This approach also reduced the subjectivity that arises in people‟s answers when they are 

aware of the exact subject of the study. In this context, Huber and Power (1985) point out the 
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effect “that the structuring of questions influences the answers received”. The table below 

indexes the openness of the interviews that took place. 

 

Case Client speaking Researcher speaking 

First group 

1 80% 20% 

2 86% 14% 

3 81% 19% 

4 77% 23% 

Second group 

5 84% 16% 

6 84% 16% 

7 82% 18% 

8 89% 11% 

Table 3.2 

 

With the permission of the clients, the interviews were recorded on a sound recording 

medium. Complete, verbatim transcripts of these interviews were created shortly after each 

interview was conducted. I have declined to have these transcripts made by an assistant. 

Even though having someone else do it would have represented a considerable gain for me 

in terms of time, I believed it to be valuable for me to make the transcripts myself. In the first 

place, things like inflections, hesitations and messages that are conveyed „between the lines‟ 

are easily lost when one reads a transcript prepared by a third party. By listening to the 

recordings in full, I found it easier to notice certain trends in the answers of the clients. 

Another consideration was that transcribing the interviews myself fits in well with the 

grounded theory approach, in which the researcher engages in explorative discovery. In that 

sense, listening to the full recordings and doing my own transcription clearly had added value 

to offset the investment of time. Listening to the full recordings also gave me the opportunity 

critically to evaluate my interviewing technique and to fine-tune it constantly. 

 

There are two interrelated complications connected to the approach I have chosen in terms 

of the acquisition and analysis of the research data. The first complication is that the 

research data was acquired retrospectively. This means that the clients made „retrospective 

reports‟ on the way they experienced the interim management assignment. For that reason, 

the existence of a „retrospective bias‟, which can cause the data to become inaccurate, must 

be taken into account. “Data-inaccuracy implies that the data are incomplete, biased or 

imprecise” (Huber and Power 1985). This can mean that the clients I interviewed, when they 
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look back on the course of the interim management process, consciously or unconsciously 

add a degree of „spin‟ to the truth. This allows them to pay special attention to „socially 

desirable‟ aspects of their story, or to ascribe certain desired aspects to themselves and 

undesired aspects to „uncontrollable forces‟ (Bettman and Weitz 1983 in Huber and Power 

1985). Other potential causes of inaccurate research materials are a lack of adequate 

information or the way the data was collected by the researcher. It is plausible that the 

possibility of „data-inaccuracy‟ might arise in this study, mostly in the second group of cases. 

The first group of cases is not as vulnerable because the collection of data took place over 

the course of the case, meaning that, every time, the story was recorded in an interview 

shortly after the events occurred. One might say that the first group of clients is still travelling 

on a train, and an image of events is still forming as they occur: a process to which client and 

interviewer are close observers. In the second group of cases, the clients are looking back 

on the case some time after its conclusion. This means that, armed with the results of the 

case, they are preconditioned to speak a certain way on the course and results of the interim 

management process. In this context, Weick (1995) also points out that people 

retrospectively assign meaning to an event or experience. The second group of clients has 

finished its train journey and is reflecting on the views they were treated to during the 

journey. On the one hand, that means that they are better able than the first group to arrive 

at a rationalised, linear, coherent, and fully integrated story. On the other hand, however, 

they are also far more likely than their colleagues in the first group to fall prey to retrospective 

bias. Another important complication is that the assignments I study in the first group were all 

successful and the ones I study in the second group are less so, or even outright failures. 

The judgement of whether an assignment was successful or less so has been left entirely to 

the client. This means that in the analysis of the data, I must take into account the fact that 

clients tell their stories from their own perspectives. It is to be expected that the second 

group of clients will emphasise the reasons for things „going wrong‟ in the case in question. 

That means there is a chance that the story becomes one-sided and other possibly 

interesting perspectives might escape attention, perhaps entirely. Recognising and giving 

account of the fact that these complications are to some degree inherent in the design of this 

study is in itself an important step in dealing with the consequences of these two 

complications (Huber and Power 1985, Strauss and Corbin 1998, Weick 1995). In the next 

paragraph, I will describe how I have handled the complications that attend the collection and 

analysis of data in this study. 
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3.2.3 Method for the analysis and interpretation of data 

 

My research material consists of the stories that took form from open interviews. In the 

previous paragraph I have addressed a number of complications that are connected to the 

way data is collected and analysed. In this paragraph I will describe how I have handled 

those complications. 

 

Because the data was acquired retrospectively, I must take into account, when analysing this 

data, the fact that it is biased and therefore inaccurate. Huber and Power (1985) describe a 

number of measures that can be taken with the aim of “improving the accuracy of 

retrospective reports”. By speaking of “improving”, they themselves make it clear that even 

though the effects of retrospective bias cannot be prevented, they can be ameliorated. 

Perhaps the most important measure they suggest is “awareness” on the part of the 

researcher “of problems and limitations” concomitant to „retrospective reports‟. Other 

measures they suggest are highly dependent “on the nature of the research problem or the 

organizational setting”. It is relevant to this study, for instance, that the “emotional 

involvement with a topic or unit of analysis may either increase or decrease the accuracy of 

the responses”. Another extremely relevant measure for this study is to do everything 

possible to ensure “the anonymity and confidentiality of the responses”. As will be discussed 

later on, in chapter four, adequate measures were taken to ensure that clients could speak 

freely about their experiences. The measure of reducing the time between events taking 

place and the collection of data to the absolute minimum has been actualised for the first 

group. It proved problematic to do the same for the second group. Because of the nature of 

the assignments, it only became possible to interview the clients after the conclusion of the 

assignments. Besides that, it will surprise no one that it took some effort to find clients willing 

to talk about their experiences. For all of these reasons, there was a little more time between 

the end of the less successful or failed interim management assignments and the conduction 

of the interviews. This should be considered an inherent effect of the study‟s design. 

Understanding that this will negatively affect accuracy in this group is an important 

instrument in dealing with that effect.  

 

During the interpretation of the data, I was confronted with my „insider nature‟. In my dual 

capacity as a researcher and practising interim manager, this could lead to a preoccupation 

when analysing the stories of clients with whom I am familiar. I have therefore chosen to 

interview clients with whom I had no prior relationship. By listening to the stories, the 

influence of my own opinion was already considerably lessened. One characteristic of 

listening is, after all, that the listener opens his ears and, above all, keeps his mouth shut. In 
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my research, I have used text analysis and asked questions of the text to select text 

fragments that could be meaningful in the attempt to answer the research questions. Strictly 

speaking, as Segers (2002) also indicates, the term text analysis is incorrect. This is because 

there is no technique to the analysis, but it is used instead to extract data from the available 

texts. There are roughly two ways to approach the execution of a textual analysis. Firstly, 

there is the theoretical-deductive approach. In this approach, the researchers operates 

explicitly from a theoretical framework and the variables that can be distinguished in it. A list 

is compounded of the text fragments that go with the variables in the list. The second 

approach is an inductive-explorative one. In this approach, the researcher starts with no 

more than a general idea of the way he will classify the text along the lines of certain themes. 

An iterative process is then employed to cluster and classify the fragments of text into a 

decreasing number of themes until that number becomes manageable. Using this approach, 

the researcher is naturally guided by the research questions, but also by his creativity. The 

employment of an inductive-explorative approach therefore seems naturally indicated. After 

all, the use of a theoretical-deductive approach is conditional on the existence of a theoretical 

framework. My research is targeted especially at contributing to the formation of theories 

about interim management, and more specifically the formation of theories about the 

durability of interim management results.  

 

Textual analysis can take place at different levels of detail. The options concerning the level 

of detail are briefly outlined in the table below. 

 

Elementary text fragment To be created for each 

category 

Possibilities/problems 

Word 

Word stem 

Word list 

List of word stems 

Automation possible 

Disambiguation software 

required 

Word pattern 

Word cluster 

List of word patterns 

List of word clusters 

Automation possible 

Disambiguation and pattern 

recognition required 

Larger text fragment: sentence, 

paragraph, section 

List of typical sentences 

Typical paragraphs 

Can only be done manually 

Table 3.3 Source: Segers 2002 

 

The degree of detail is dependent on a number of things. For instance, if one links the value 

or the frequency of occurrence of certain words in the text with the existence of a certain 

phenomenon or opinion, then one can - simply put - confine oneself to counting those words. 

From a practical point of view as well, the amount of text available, the richness of that text, 
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and the amount of time the researcher has available all play a role in determining the amount 

of detail in a textual analysis. Finally, one must take into account the nature of the issue on 

which the study is focusing. The execution of a textual analysis can be done manually, or 

with the aid of computer software. 

 

Because of the socially constructivist nature of and the methodological approach to grounded 

theory in my study, I have looked at the large text fragments like sentences, paragraphs and 

sections. The analysis was necessarily performed by hand. As indicated earlier, I have 

employed an open interviewing technique, allowing clients to speak freely about the 

execution of the assignment, the results that were attained, and the durability (securing) of 

those results. I did not inform the clients of exactly what I was researching. This means that 

the research material contains much that is of limited relevance within the context of my 

study. As well, the research material that is in fact relevant to my study is dispersed unevenly 

and without order throughout the entirety of the material. To be able to analyse the data with 

the research questions in mind, I have first developed an organisational framework by means 

of naming three themes derived from those research questions. These themes are: 

 

Organisational chart 

Durability Comprises text fragments from which it can be deduced how 

clients define a durable interim management result. 

Constrained duration Comprises text fragments from which it can be deduced how the 

constrained duration of the deployment of interim management 

influence the actions of clients. 

Actions Comprises text fragments from which it can be deduced what 

actions clients take to promote durable interim management 

results. 

Table 3.4 

 

The analytical phase, in which the data is focused more onto the research questions, can be 

considered a conceptual arrangement, in which “Researchers attempt to make sense out of 

their data by organizing them according to a classificatory scheme” (Strauss and Corbin 

1998). The selection of relevant text fragments within the organisational framework I 

developed took place by scanning texts for potentially interesting fragments. The selected 

fragments make up the material used for further research. I will clarify how this research was 

performed in chapter 4. 

 

In social constructivism, it is required of the researcher that he remain an outsider as much 

as possible and does not become a part of the phenomenon under investigation. It is 
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important, however, to realise that absolute objectivity is utopian. Strauss and Corbin (1998) 

have this to say on the subject: “Fortunately, over the years, researchers have learned that a 

state of complete objectivity is impossible and that in every piece of research – quantitative 

or qualitative – there is an element of subjectivity. What‟s important is to recognize that 

subjectivity is an issue and that researchers should take appropriate measures to minimize 

its intrusion into their analyses”. In my case, as I have mentioned before, this presents a 

problem because I am not only a researcher, but also a practising interim manager. To 

manage this troublesome aspect responsibly in my research, I have taken a number of 

measures. In the first place, I have paid constant and careful attention to following the 

generally accepted and proven research procedures for performing scientific research. As 

concerns the application of grounded theory, I have used the methodological principles 

detailed mostly by Strauss and Corbin (1998) as a guide. I did so because their insights are 

widely accepted in scientific circles. Performing the textual analysis, as indicated before, 

focused on larger fragments of text. This was necessitated by the socially constructivist 

approach I took to my study. While analysing larger fragments of text, I was constantly being 

forced to evaluate every word and every sentence in the context of the section of text in 

which it appeared. This can cause a researcher to transcend the meanings of words which 

are to him, because of his background or membership of a certain group (interim managers, 

in my case), unconsciously tied to prejudiced meanings. Also, while analysing the texts as a 

researcher, I had to take into account the existence of three levels of subjectivity in these 

texts. The story told by the client being interviewed is subjective in itself, because it is a 

reality experienced and described by the person in question. Others may have completely 

different experiences of the same situation and use different phrasings for their descriptions 

of that situation. Another consideration is that the results of the interviews are to some 

degree, in spite of the open approach to interviewing I‟ve chosen, co-produced by interviewer 

and interviewee. This, too, paves the way to subjectivity. The interviewee will always 

construct some idea of the goal of the study and adjust his story accordingly. The third level 

of subjectivity is in the way the reader reads the texts. People read texts differently and not 

uncommonly read into the texts with which they are presented exactly what they want to 

read. When interpreting texts, people are automatically preoccupied by things like their 

backgrounds, their experiences and their implicit and explicit beliefs. Here again, releasing 

these preoccupations completely is a utopian impossibility. I have taken a number of 

measures to help me analyse and interpret the stories that comprise my research material as 

objectively as possible. The method I have consistently applied is making comparisons, 

which is a basic technique of grounded theory. Making comparisons does not in itself create 

the necessary conditions for attaining a sufficient degree of objectivity. When one compares 

cases, it is possible to observe differences, but they are observed through the same 
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(personally tinted) lens. Strauss and Corbin (1998) state that when making comparisons, the 

inclusion of examples from the existing literature can help to enhance the researcher‟s 

objectivity. Suddaby (2006) puts ignoring the existing literature first in his list of “six common 

misconceptions” in applying grounded theory to research. In my research, as I have 

mentioned before, I am faced with the problem that the development of theories about the 

durability is „still in its infancy‟. In the second part of chapter two, I have described the 

problems surrounding the durability of interim management results. In doing so, I based my 

efforts on the limited literature on the subject now in existence, the literature on adjoining 

areas of research and the remarks of clients and interim managers from my preliminary 

research. When making my comparisons, I will certainly include the results of this literature 

study. In doing so, however, one must realise that the results of this literature study are as 

yet, because of its previously indicated basic assumptions, of limited value. Strauss and 

Corbin (1998) also state that a critical and sceptical attitude on the part of the researcher 

plays an important role in ensuring optimal objectivity: “All theoretical explanations, 

categories, hypotheses, and questions about the data arrived at through analysis should be 

regarded as provisional”. This attitude is particularly vital to this study, especially in relation to 

the complications attending the two diverse groups of cases. It is important as well for the 

researcher to occasionally step back from his studies and ask himself “What is going on 

here?” and “Does what I think I see fit the reality of the data?” Sudabby (2006) points out 

how important it is, in this context, that “researchers must account for their positions in the 

research process. That is, they must engage in ongoing self-reflection to ensure that they 

take personal biases, world views and assumptions into account while collecting, interpreting 

and analyzing data”. Complying with these conditions is difficult because no matter how you 

look at it, people expect an almost impossible degree of objectivity to emerge from the 

inherent subjectivity ingrained in all researchers. That degree of objectivity becomes that 

much more impossible when the researcher, as is the case for me, is also a part of that part 

of the world he is researching. In that context, I acknowledge that in spite of all the measures 

I have described, other researchers could see other things in the data and discover different 

sensitising concepts. That is why I have engaged the services of three other, independent 

researchers in performing the textual analysis. In regards to employing independent 

researchers Eisenhardt (1989) remarks that the employment of “multiple investigators” not 

only “enhances confidence in the findings”, but that they also “enhance the creative potential 

of the study. Team members often have complementary insights which add to the richness of 

the data, and their different perspectives increase the likelihood of capitalizing on novel 

insights which may be in the data”. As De Sonneville (2005) indicates, such an approach has 

the advantage that an “informed secondary reader” can arrive at his own interpretation of the 

research materials without being limited by his familiarity with the conversational partners 
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with which and contexts in which the interviews took place. My selection criteria for a second 

researcher were that he should have affinity with the subject matter of my study and that he 

should have experience with conducting research with a socially constructivist approach. The 

third and fourth researchers were selected on the basis of their ability to evaluate whether 

the performed analyses flow naturally from the research materials. The necessary 

independence of these researchers derives from the fact that they were allowed to evaluate 

the (anonymised) research materials autonomously and arrive at their own interpretations. 

The second researcher has independently compared my initial interpretations and the 

analyses that followed from them to his own interpretations. Then, on a case-by-case basis, 

we discussed the differences in our interpretations until we arrived at a consensual 

interpretation and a shared analysis. The second researcher was involved throughout the 

analytical phase. These analyses, together with the research materials, were presented to 

the third and fourth researchers. We asked them the question: “Do the findings, as worded in 

the analyses, follow logically from the research materials?” After the third and fourth 

researchers reached an agreement, their findings were presented to the first researcher and 

incorporated in the final analyses. 

Below is an overview of the process we followed. 

1. The first and second researcher read each story individually and carefully. 

2. The first researcher selected the relevant fragments of text from each story, based on the 

three themes (durability, constrained duration, and actions) that were derived from the 

research questions. 

3. The second researcher checked to ensure that the correct fragments were selected, that 

no fragments were omitted from the selection and that the selected fragments were 

categorised with the correct theme. 

4. A consensus was reached between the first and second researchers about the selected 

fragments and their placement with the themes. 

5. The first researcher composed a list of preliminary sensitising characteristics for each of 

the three themes, starting at the second49 researched story. Modifications applied to the 

list over the course of the analytical process were always discussed between the first and 

second researchers. 

6. The first researcher formulated his initial interpretations for each story. 

7. The second researcher compared these initial interpretations with his own interpretations. 

8. The first and second researchers discussed their interpretations in comparison to each 

other and arrived at a common, shared interpretation. 

9. The first researcher incorporated any changes into an initial analysis. 

                                                
49

 The first story was intended as an introductory story and by making a comparison between the first and second story, it was 
possible to discover a few (preliminary) sensitising characteristics. 
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10. The second researcher carefully read this initial analysis and any comments by the 

second researcher were incorporated into a draft of an analysis. 

11. After all the cases had been discussed by the first and second researchers, the drafts of 

the analyses and the research materials were presented to the third and fourth 

researchers. 

12. The third and fourth researchers evaluated the analyses by asking the question: “Do the 

findings, as worded in the analyses, follow logically from the research materials?” 

13. The third and fourth researchers discussed and compared their findings and arrived at a 

common, shared set of findings. 

14. The third researcher composed a written report of the findings and presented it to and 

discussed it with the first researcher. 

15. The first researcher incorporated the comments of the third and fourth researchers into 

the definitive analysis case by case. 

16. From the definitive analysis of each case, the first researcher wrote the draft of a list of 

sensitising concepts. 

17. The second researcher carefully read and evaluated this master list. 

18. The first and second researcher discussed the contents of this list and reached a 

consensus about those contents. 

19. Based on the results of the previous step, the first researcher composed a definitive list of 

the sensitising concepts that were discovered. 

The nature of the approach makes it impossible to include the findings of the second 

researcher in this thesis. Appendix 3 to this thesis contains a report from the second 

researcher on the process as followed and his experiences with it. The report from the third 

and fourth researchers has been included as appendix 4. I believe that the way this study 

has managed the process of ensuring (optimal) objectivity has generated sufficient 

safeguards for a result that is as objective as possible. 
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Chapter 4   

Empirical study and data analysis 

 

 

 

This chapter consists of two parts. Part one offers a brief description of the methods applied 

to the execution of the empirical study. Part two describes and analyses eight cases, divided 

into two groups. The first of those groups consists of four interim management assignments 

considered successful by the clients involved. The second group is made up of four interim 

management assignments considered less successful or failed by the clients involved. The 

research questions will be answered in chapter five, based on these analyses, combined with 

the knowledge garnered from the literature study. 

 

Interim management processes often involve delicate organisational issues. The cooperation 

of clients with this study could only be secured under strict conditions about the confidential 

treatment of research material and the anonymous presentation of case studies and 

conclusions. In the second group of cases, the less successful and failed cases, these 

precautions were especially needful. This confidentiality and anonymity is important for 

another reason as well; The research material was collected retroactively. Guaranteed 

anonymity and confidentiality for the interviewed clients is an important measure when 

attempting to minimise retrospective bias, which is an important contributor to data 

inaccuracy50 (Huber and Power 1985). For that reason, the research materials have not been 

included as an appendix to this thesis. The research materials were made available to the 

second, third, and fourth researchers and the thesis supervisors in an anonymised form. The 

anonymised research material can be viewed under the researcher‟s supervision if the 

clients involved in the study approve such a viewing. Appendix three to this thesis is a brief, 

anonymised sample from the research materials. 

 

4.1 Methods used in the empirical study 

 

In conducting this empirical study, I have chosen, as described in chapter three, to use 

grounded theory as my research methodology. I will allow Strauss and Corbin‟s (1998) 

approach to grounded theory to guide me in doing so. Strauss and Corbin (1998) are 

considered great thinkers in their field and their approach is both widely accepted in the 
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 For brevity‟s sake, I refer the reader to chapter 3, paragraph 3.2.2: Organisation of the case study. 
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scientific community and especially applicable to my empirical study. In grounded theory, 

making comparisons is an „essential feature‟ for the discovery of sensitising concepts. One of 

the characteristics of grounded theory is that a specific case is used as an opening move to 

the whole study. This initial case sensitises researchers to the “possibilities and to what else 

the new cases might teach us” (Strauss and Corbin 1998) about the issue they are 

researching. The question therefore arises: what case to start with? Based on the fact that 

the research materials gathered from the group of „successful‟ assignments was available 

first, I decided to start my analysis with this first group. I selected the case named „Civil 

affairs‟ as a starting point for the first group of cases and „The advocacy group‟ as a starting 

point for the second group of cases. The choice for these two initial cases was based on the 

fact that they were the first to become available in each group. I have made my choices for 

the subsequent order of cases in each of the two groups intuitively. 

 

In conducting this study, as described in chapter three, I have allowed myself to be led by 

three research questions: 

1. What does the durability of interim management results mean to clients? 

2. How does the constrained duration of the deployment of interim management affect 

clients' actions? 

3. What actions do clients take to promote durable interim management results? 

Constantly making comparisons between the cases as they relate to the research questions 

has yielded a number of sensitising concepts. These sensitising concepts developed 

gradually over the course of the analytical process. In this process, some sensitising 

concepts were eliminated as well. That happened because it turned out that, over the course 

of the study, those concepts either did not reoccur or could be categorised with another 

sensitising concept. For instance, the initial sensitising concept of „matching the interim 

manager‟ was categorised alongside the sensitising concept of „acceptance‟ later on in the 

process. In other words, an iterative method was applied to the analytical process, which 

caused the convergence of a number of possible sensitising concepts into a definitive, final 

set of sensitising concepts. This method also works well with the methodological approach of 

grounded theory, which creates increasing levels of insight into an issue by making 

comparisons. The overviews of sensitising concepts that accompany the different cases 

were created by an iterative process and were only finalised when the entire analytical 

process in the empirical study was concluded. In the analytical process, I strove not to allow 

the set of sensitising concepts to become too expansive. Keeping the set manageable allows 

everyone involved to keep track of it. For brevity‟s sake, I refer the reader to chapter three 

(paragraph 3.2.3: Method for the analysis and interpretation of data) for more on the way the 

analytical process was carried out and what measures were taken to optimise the objectivity 
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of the analytical process, for instance by involving three other researchers. An anonymised 

example of the process followed for each case is included as appendix three. 

 

4.2 Presentation of the empirical study 

 

In this paragraph, I present the results of the empirical study. As indicated and motivated in 

chapter three, the domain in which the empirical study has been placed comprises, briefly 

put: Interim management in local government and the healthcare sector in The Netherlands 

at the so-called middle management level performed by self-employed interim managers and 

intended to contribute to organisational change. The focus of this study is the interim 

manager's client. 

 

The research material consists of eight cases. In each case, the research material will first be 

related to the three research questions51. The first case is a starting point and the 

subsequent cases indicate what can be learned from a comparison to the previous case(s). 

This clarifies previously formulated, provisional sensitising concepts and creates new 

sensitising concepts. I will make frequent use of quotations from the interviews throughout 

this process. This also agrees with the grounded theory approach of allowing the research 

material to „speak for itself‟ as much as possible. The second, third, and fourth researcher 

were asked to (also) render judgement on whether the use of these quotations in the 

analyses is balanced or not. That is to say, they will judge whether perhaps the same aspect 

was used too often, or too many aspects were used that emphasise the same attitudes in 

clients. Such testing is important because even though the clients are allowed to speak in the 

approach I‟ve chosen, the selection of quotations was still performed by the researcher. The 

findings of the third and fourth researchers on this issue are included in a report (appendices 

3 and 4). In between the presentation of the results of the first and the second group, by way 

of intermezzo, an overview is provided of provisional and openly formulated sensitising 

concepts from the first group of four cases. At the end of this paragraph, an overview will be 

provided of the sensitising concepts discovered in both groups of cases. 

 

4.2.1 Analysis of the first group of 4 cases 

 

Below, I present the results from the first group of four cases, which concern interim 

management assignments that were all classified by the clients as successful. The use of the 

„successful‟ qualifier has been left up to the client in question. 

                                                
51

 The collection of the research materials and the analysis thereof was done in the Dutch language. This research material and 
the analyses are therefore available in Dutch as well. 
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 Analysis of case 1: Civil affairs 

 

Case description 

 

The assignment took place in the organisation of a medium-sized municipality of about 

70.000 residents. The interim manager filled the position of acting unit manager of Civil 

Affairs for a period of 9 months. The unit‟s range of operational tasks was quite wide and 

included Civil Affairs, Immigration Affairs, and a Healthcare Counter and had a front office as 

well as a back office. It was the philosophy of the organisation that this unit should be its 

showpiece. The unit is not performing satisfactorily. People are insufficiently prepared for 

new and imminent developments like new passports, new driver‟s licenses, and the new 

naturalisation law. Also, a number of things are not properly organised. There is a strong 

insular culture at work in the unit. People are insufficiently willing to take work off of one 

another‟s hands. The client has additionally indicated that he can see the individual sticking 

points, but that he cannot discover how they cohere (what the causal relations are) and that 

the core of the problem eludes him. 

The interim manager‟s assignment reads: 

To tackle the elements listed above. It is important that results be achieved in the short term. 

The client in this case is the manager of the service centre. 

 

 

What does the durability of interim management results mean to clients? 

 

This client links the durability of interim management results to the results of the deployment 

of interim management that were defined beforehand. “That organisational research should 

be done and that a number of people should be deployed in the right location” and that 

employees “should be made aware of the place Civil Affairs has in the larger whole”. This 

client constantly relates the possibility of achieving durable interim management results to 

the constrained duration of the deployment of interim management. These constraints are 

too stringent to allow for the achievement of a real solution to the problem. “Well, then the 

problem isn‟t solved. Of course it has a history, but at least what could be done in the 

relatively short period then that will be solved”. The results achieved through the deployment 

of interim management not only make up a “kind of short term solution in the form of an 

analysis” but should also create the conditions for further improvement. This connects to this 

client‟s understanding of the situation, in which he describes - in general terms - an unnamed 

interim management result: “I don‟t need the interim manager that does something and 

afterwards have the whole business fall apart again”. What‟s considered a durable result is 
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therefore: maintenance of the new and improved situation rather than the old one. This new 

situation can be seen as a moment in a process of change that forms the basis upon which a 

regular successor can continue to build. “I see it more as a start-up phase, so defreezing 

and, say, the first steps towards the improvement and when that process is finished you can 

then put in a regular employee or some other type of manager to take care of the 

continuation.” In that way, durability of interim management results can be understood as a 

part of the continuity of a progressing process of change. “I absolutely want continuity in 

there. Otherwise we might have to start all over six months from now. I use him to help 

shape that continuity.” Innovations are supposed to come from one‟s own organisation. “I 

think interim managers are mostly problem solvers and that innovators are found among the 

regulars, but they are then incapable of getting down to it because of their shortcomings or 

don‟t have time or whatever else.” Durability of interim management results is usually 

translated into hard products. Examples include: modifications to the structure, the 

introduction of work progress meetings, and recording work processes. The durability of soft 

products, like acceptance of the new position of some colleagues, acceptance that certain 

tasks have been transferred to other parts of the organisation for the duration of the interim 

management process, and acceptance of the choice of successor for the interim manager is 

tied to the existence of support for these results among the employees. It is difficult to 

demonstrate and measure these results. This client resolves that problem by making 

comparisons in the behaviour of employees. He compares the behaviour displayed at the 

start of the interim management assignment to the behaviours being displayed at present. “If 

people say different things now than they did six months ago” and “of the way clients are 

approached and the speed with which documents are handled and so on”. These soft 

products are considered by this client to be a precondition for the achievement of a durable 

interim management result. 

 

How does the constrained duration of the deployment of interim management affect clients' 

actions? 

 

In this case the client is very specifically deploying the constrained duration of interim 

management within a previously specified assignment and within the existent organisational 

context. “Initially, I indicate in a kind of selection interview what the context is in which people 

function and what my expectations are.” By deploying interim management he is also giving 

the employees a signal that from this point on “we‟re playing for keeps”. The constrained 

duration can be seen in this context as a function of interim management - a tool - to achieve 

certain results in a relatively short amount of time. “You hire someone and have them change 

some things”. Within this constrained duration, this client is aware of “the scope of the 
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decisions they make”. Much importance is attached to the existence of a plan of action. This 

plan of action will be the basis for this client‟s observation and direction of the constrained 

duration deployment of interim management as well as his basis for evaluating the results 

achieved at the end of the process. “That‟s what you mutually agree upon, so you have the 

analysis - the plan of action - and from that follow action items and a timeline to go with them, 

which is what you aim for.” Within the framework of the plan of action, however, there is still 

room for deviations, as long as they take place by mutual agreement. During the interim 

management process, and especially at its beginning, the client frequently consults with the 

interim manager about the progress of the assignment and about any deviations from the 

plan of action. He explicitly controls and directs the interim management process, its agreed-

upon subject matter, and the results to be expected. “The temporariness of the whole thing - 

we have six months to bring the project to a successful close - means that you don‟t 

meander much because you have a specific ultimate goal that is placed in a specific 

timeframe.” Because the deployment of interim management is considered to be relatively 

costly, this client has a clear focus on optimising the use of this constrained duration. “It costs 

a lot of money, so I think that you should at least be able to make timely adjustments when 

differences of opinion might arise.” That means that the employment of duration constraints 

has a mechanical image in relation to the actions of this client. In relation to the constrained 

duration of the deployment of interim management, this client pays explicit attention to the 

existence and maintenance of support for this deployment in the organisation. In doing so, he 

emphatically sets the condition that the personal style of the interim manager and his way of 

doing things should conform to the existing culture of the organisation or part thereof. 

Conflicting styles are unacceptable: “Employees should feel comfortable with the interim 

manager‟s approach” and “that you deal well with aspects of atmosphere. I kind of expected 

that, because we sort of looked at that when we hired him, so that‟s an easy score”. Within 

the constrained duration of the deployment of interim management, the division of roles 

between this client and this interim manager is determined to an important degree by this 

client. This client wants to remain entirely in control of the execution of the interim 

management assignment. Even so, the interim manager is afforded a sufficient degree of 

freedom in the way he carries out the assignment. “I brought you in for your expertise and 

we‟ve agreed with each other on a way of working and reporting, and we‟re going to stick to 

it.” The communication about and the definition of the roles of this client and interim manager 

are considered by this client to be among the main factors determining the success or failure 

of the execution of the interim management process. “Respect for each other‟s tasks and 

roles, I think that‟s a very important element. You don‟t bring someone in and then decide to 

do it all yourself anyway.” This client emphasises the importance of good interpersonal 

chemistry between himself and the interim manager in the achievement of success. It turns 
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out that he still communicates with his interim manager mostly on the substantive level and 

far less on the relational level of their cooperation. It is noteworthy in that context that he 

often speaks in terms of: ”my interim manager”. This means that the deployment of interim 

management in this case takes on characteristics of something that is temporarily the 

property of management - a tool belonging to this client. In this way, the client emphasises 

his own position in the organisation and his role in the interim management process. 

 

What actions do clients take to promote durable interim management results? 

 

This client feels primarily responsible for achieving durable results, “I do think that when 

you‟re talking about that actual securing and implementation, that you shouldn‟t, as an 

organisation, want to hand off that final responsibility”. In doing so, he will work together with 

the interim manager, but: “I still consider the continuity to be mostly my problem” and “Of 

course it is up to the client to make sure that the effect you‟re having is going to be 

something that is going to help you in a structural sense”. An important place is reserved in 

these proceedings for clienthood, “it is still of importance to very emphatically name a client 

beforehand”. However, the actions of this client to make durability possible focus primarily on 

recruitment and selection of a suitable successor to carry on along the path selected during 

the assignment. “But then you have to appoint someone in the spirit of that change who can 

carry on with that culture change.” To draft a profile for this successor, this client works 

together with the interim manager. The client feels this is important because it allows him to 

compare his own idea of; “is this really the right man or woman in the right place, considering 

the developmental stage that department is in” to the interim manager‟s ideas on the subject. 

Besides that “I have asked my interim manager to come and sit on the selection committee 

for the successor and asked him to compose an interviewing committee from the department 

he is managing right now”. Finally, this client understands that employees can display 

survivalist behaviours and the results achieved within the interim management assignment 

must also be durable in the long term and in a structural sense. “Oh well, I can outlast this, 

he‟s only here for six months, so I‟ll just duck out and come back later” and “as a client of 

course must be accountable that things can work out that way”. Aside from the 

aforementioned point of ensuring proper succession, no clear picture develops of how the 

client intends to make that happen after the interim manager‟s departure. It seems that the 

interest in achieving a durable result is informed in part by fear for his own position in the 

organisation. “Because otherwise: well, after six months, you can just start again or you have 

to revoke stuff or something and you only have to do that once or twice and your position as 

a manager is completely compromised.” 
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 Analysis of case 2: Starting Point 

 

Case description 

 

The assignment took place in a foundation in the disabled care sector that focuses on 

providing care for people with a cognitive impairment. For a period of three months, the 

interim manager filled the position of acting manager of the Starting Point. The Starting Point 

is a central location where clients, parents/guardians, and family members can go to get 

information and advice about the care and services provided by the foundation. That means 

the Starting Point has a vital function in the coordination of supply and demand and in 

observing new developments in the market. During the initial contact with clients, being a 

front office, it is the face of the organisation. Coordinating and connecting to the operational 

part of the organisation, the back office, is crucially important. Two years ago, the foundation 

created the “vestibule” function under the Starting Point function name. Over time, the 

current complement of employees has proven inadequate to realise the core duties of the 

Starting Point to a sufficient degree of success. After two years, the Starting Point is in need 

of a reorganisation of its activities. An organisation-wide process of reorganisation is running 

in tandem with these developments. The interim manager‟s assignment reads: 

 Direct management of Starting Point employees. 

 Redesigning, in close concert with the employees, the working processes and functions 

of the Starting Point. 

 Initialising the implementation of the newly developed methods in preparation for the 

arrival of the regular manager. 

The client in this case is the manager of the service centre. This client has been appointed 

by the Board of Directors of the organisation. 

 

 

What does the durability of interim management results mean to clients? 

 

In this case, clarity must not only be created about the Starting Point‟s crucial function and 

place in the client process of the organisation, but a significant acceleration must also be 

achieved in the handling of its problems. “It might be that there are procedural or logistical 

matters, but it can also be related to the employees, to experience, that it is in the 

experiential sphere and that you‟d say, we want to get to another level a little more quickly.” 

By tackling this issue, people want to create the conditions to achieve a higher level of 

organisational development. Therefore, durable interim management results mean, to this 
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client, a part of a developmental process that will continue on its way after interim 

management has ceased. In this, the interim manager has to “when it comes to that 

securing, create the conditions and supply tips for it”. That places the realisation of durable 

interim management results into the flow of organisational development, in which “you work 

on a procedural level much more than on a substantive level”. Durability of interim 

management results is understood in this context as internalising the interim management 

results into the organisation. In this case, the internalisation of the technique developed 

during the interim management process of “evaluation and checking moments and we record 

why we‟ve adjusted something. So they‟re still doing the same thing on a procedural level”. It 

turns out that in this case, the durability of interim management results consists of hard and 

soft products, which are internalised in close correlation by the organisation. Hard products 

include: process descriptions, flowcharts, and “a document that describes why we arrived at 

those choices and policy decisions that we as an organisation still need to take”. The soft 

side consists mostly of support and new behaviour and attitudes that have to be created in 

the employees involved. “As soon as you don‟t create, during your interim management 

assignment, that the people concerned who have to implement it in the long term have this 

living in their heads, then I think that it‟s really a very short-lived little success.” For that 

reason, the durability of interim management has the conditional characteristic in this case of 

having been created in communion with the employees and management involved. In spite 

of the specific attention given to achieving the results together with the employees, there is 

also attention for the codification of the achieved results. “So you really have the idea when, 

in a while, the job is finished: now I have something that makes me say: OK, it‟s clear to the 

people who have to implement it - they have the whole thing in their heads. In the MT, which 

has some controlling duties in there as well and to create more policy on the subject, it‟s 

clearly present and you have a complete manual, a complete log, which has descriptions of 

all the processes.” 

 

How does the constrained duration of the deployment of interim management affect clients' 

actions? 

 

The constrained duration of the deployment of interim management is used in a very direct 

way by the client in this assignment to expedite the tackling of an issue that is crucial to the 

organisation. “The fact that you have an external guy - an interimmer - sitting there, well, you 

can just tell him: lookit, we need to be at such and such a place at that time.” The 

expectations at play between this client and the interim manager are not only coordinated at 

the beginning, but also during the course of the interim management process. “I actually 

think that that is one of the most vital preconditions to discuss regularly at the start and also 
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after the beginning. I think that this is one of the larger pitfalls and as soon as you don‟t do 

this, the results you expect to see as an organisation and the result that the interim manager 

realises start to diverge.” Because of the nature of the issue and the tight timeframe in which 

results have to be achieved, this client sets specific demands on the interim manager during 

the selection process. “It‟s a short assignment with a clear-cut objective. We want to start 

making things happen very soon, so we want as many guarantees as possible beforehand 

that it‟s someone with a certain skill set who has perhaps accomplished a similar job earlier 

on.” Attention is also given to whether the interim manager will fit in with the group of people. 

“I think that goes along with that path, because this way, you yourself very specifically stay in 

touch with the idea: what sort of person are we bringing in the door and does he gel with, for 

instance, the group of people he‟ll be dealing with and with the assignment.” The constrained 

duration is also used by this client in this assignment to perform quick interventions that are 

not always popular. “Well, as far as I‟m concerned, those are exactly the kinds of things you 

can hire an interim manager for.” This client keeps control over the execution of the interim 

management process. The basis for this is that “as an organisation, you can outsource a job, 

but you shouldn‟t hand off the process”. Because of this and because of the strictly defined 

constraints on the duration of the interim manager‟s deployment, many of this client‟s actions 

are aimed at controlling and directing the process. During the entire interim management 

process, there is a great deal of coordination between this client and interim manager. What 

this achieves is that the effects of constrained duration on the deployment of interim 

management are quickly optimised during the entirety of the interim management process. 

The plan of action is used by this client as a project design. He does leave some space for 

alterations: “I don‟t think of a plan like this as a static object”. On the other hand, the plan of 

action is used explicitly as an instrument for monitoring the progress of the interim 

management process and as a document for giving account at the end of this process. “For 

me, this is also always kind of a touchstone of: say, the stuff we agreed on, is all that actually 

happening.” It is this client who assigns the interim manager a role, in which the interim 

manager is seen as a service provider whose services are employed for a certain period of 

constrained duration. “You‟re the owner of the assignment and at the end of it. You, as an 

organisation, have to carry on in it. So in that sense, the interim manager is clearly providing 

a service, because he‟s working „on the authority of.‟” In setting a path towards the 

objectives, the interim manager is left some leeway within the constraints of available time 

and goals. “Based on the assignment, the interim manager has started looking through his 

own interim lenses and has added his own interpretation to the execution - the road to the 

objective, not so much the substance of the assignment. He has stayed inside the 

framework, though.” The client positively relates the effect of constrained duration to the 

interpersonal match between himself and the interim manager. “Look, when you share a 
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common view of things and get along with each other - when you have chemistry, well that 

raises the work.” In this case, there are some indications that the personal relationship 

between this client and interim manager is good. The communication between the two 

proves to take place mostly on the substantive level and barely or not at all at the relational 

level. Client and interim manager communicate mostly about the content and progress of the 

assignment, about the position and the relationships of this client in the organisation, and the 

role of the client after the interim manager has departed. The deployment of interim 

management in this case looks to be somewhat mechanical, in the sense that this 

deployment is being used by the organisation and the client as a kind of „tool‟, which is at 

their disposal for a limited time. In the use of this „tool‟ “you have to keep an open mind 

towards the expert advice of an interimmer”. 

 

What actions do clients take to promote durable interim management results? 

 

The deployment of interim management is approved at a high level, i.e. the Board of 

Directors. They specifically appoint the person who composed the wording of the assignment 

with the Board of Director to be the client. Because of this, not only is the durability of the 

achieved interim management results tied to a specific person, but the responsibility for the 

deployment of interim management and the results it achieves has also been anchored to 

the organisation. “Because at the moment the interim manager is getting ready to leave, then 

you‟ll have to make sure that it has somehow been given a specific place in your 

organisation.” During the interim management process, this client provides feedback to “the 

rest of your organisation, to the management team or to the Board of Directors”. In this way 

the client presents choices about the acceptance of (intermediate) results and „go/no go‟ 

calls to the management team so that they can decide the issues. This makes the members 

of the management team co-responsible for the interim management results, and additionally 

creates the conditions for the durability of those achieved interim management results. “I may 

have been assigned as an MT member to pull the cart, but in the end you‟ll have to - here 

again it‟s about securing, long-term support - really put it out there as an MT: Okay, this is 

the decision we made - for the following reasons - and we feel that it‟s important.” At regular 

intervals, the client communicates about how the assignment is progressing and about the 

results achieved in the organisation (so far). By telling the „story‟, he means to keep the 

speed with which results are being achieved in the interim management assignment from 

falling out of step with the sensemaking abilities of the employees involved and of other parts 

of the organisation. “Especially these kinds of quick projects have to be communicated very 

carefully, otherwise you might run the risk of finishing the thing and then running into a large 

pocket of resistance.” This client sees the interim management result as part of a path in 
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which the organisation itself must actively ensure that the achieved results are carried into 

the future. He talks about the creation of moments for evaluation, inspection, and calibration 

to prevent people from falling into the old pitfalls again. How this takes shape, apart from the 

appointment in the organisation of a regular successor to the interim manager, never quite 

becomes clear. The client points to the characteristic of people in (healthcare) organisations 

like this that they are mostly doers, with more of an eye for solving problems than for 

procedural and methodical evaluations. “So even when it‟s about the procedural, about 

securing in the long term; Sure, there‟s a couple of things there that make me think: hey, that 

requires an extra bit of a certain alertness.” 

 

What does this case teach us compared to the previous case? 

 

As concerns the question of what the durability of interim management results means to 

clients, the following differences emerge from the comparison to the previous case: 

 In this second case, an important part of the durability of the achieved interim 

management results consists of recording processes, flowcharts, descriptions of why 

certain choices were made, and indications of what (policy) decisions remain to be made. 

 In both cases, the acceptance by the employees involved of the deployment of interim 

management, the interim manager in question, and the achieved results are seen by 

clients as a precondition for attaining a durable result. 

From these two cases, in relation to the first research question, formulated provisionally and 

openly to allow for alterations, the following sensitising concepts can be generated. 

 

Research question 1 

What does the durability of interim management results mean to clients? 

Soft product A result in the area of the behaviour and competencies of 

employees 

Hard product A result in the area of the strategy, systems and structure 

of the organisation 

Clarity Clarity about the existing and/or new situation 

 

Creating conditions Creating conditions for the next phase 

 

Improvements An improvement of the existing situation, making 

situations manageable, and problem solving 

Intermediate result A landmark result 

 

Table 4.1 
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The overview of sensitising concepts presented above and the overviews to follow hereafter 

were, as indicated in paragraph 4.1, created through an iterative process and attain their 

definitive form at the moment when the entire process of analysis of all eight cases is 

concluded. 52 

 

As concerns the question of what influence the constrained duration of the deployment of 

interim management has on the actions of clients, the following differences emerge from the 

comparison to the previous case. 

 In both cases, the client determines the role of the interim manager. In case two, 

however, this division of roles has a more complementary character. In it, the client does, 

incidentally, use the constrained duration of the deployment of the interim manager to 

have him deliver a number of awkward messages. This can be linked to the „tool‟ function 

of interim management. 

 In this second case, more than in case number one, the selection of the interim manager 

seems related to the relatively short period (constrained duration) in which results must 

be achieved. 

From these two cases, in relation to the second research question, formulated provisionally 

and openly to allow for alterations, the following sensitising concepts can be generated. 

 

Research question 2 

How does the constrained duration of the deployment of interim management affect clients' actions? 

Tool The deployment of interim management as a tool to 

achieve a goal 

Acceptance The creation of acceptance of the deployment of the 

interim manager and the issues handed to him 

Control Controlling the progress of the interim management 

process 

Specifying Making it clear what needs to be achieved 

 

Coordination Coordinating the contents of the interim management 

process 

Division of roles Assigning the role of the interim manager and determining 

his own role 

Communication Communication with the interim manager 

 

Table 4.2 

                                                
52

 For brevity‟s sake, this explanation is offered only in this location and will not be repeated for the overviews to follow. 
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As concerns the question of what actions clients take to promote durable interim 

management results, the following differences emerge from the comparison to the previous 

case. 

 In case one, the actions of the client to achieve a durable interim management result are 

mostly aimed at the recruitment and selection of a regular successor. In case two, there 

is some transitory attention for a regular successor as a tool for promoting a durable 

interim management result. 

 In case two, the assignment, its anchoring and execution, and its achieved results are 

distributed much more comprehensively by the client throughout the organisation. In case 

one, the distribution is limited to people‟s own departments, although employees are 

requested to bear in mind their own department‟s place in the organisation as a whole. 

 In case two, the client actively works at making sense of the deployment of interim 

management and its results in the organisation. In so doing, he creates widespread 

support and reduces chances of resistance. In case one, the client seemed a little more 

distant from the process. 

From these two cases, in relation to the third research question, formulated provisionally and 

openly to allow for alterations, the following sensitising concepts can be generated. 

 

Research question 3 

What actions do clients take to promote durable interim management results? 

Successor The appointment of a regular successor to the interim 

manager 

Continuation Continuing the achieved results after the conclusion of the 

interim management process 

Anchoring Anchoring the interim management assignment and its 

results in the organisation 

Clienthood Taking responsibility for the achievement of a durable 

interim management result 

Sensemaking Making sense of the deployment of interim management 

and of the results it achieves 

Table 4.3 
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 Analysis of case 3: Home care 

 

Case description 

 

A number of interim managers work in the organisation where this case takes place. As well, the 

organisation has made frequent use of interim management in the recent past. Therefore, the client in 

this case not only reflects on this specific interim management assignment, but also involves 

experiences from the other (ongoing and concluded) assignments. 

 

The assignment took place in a foundation in the geriatric care sector. For a period of eleven 

months, the interim manager filled the position of acting Operational Manager Home Care. 

The organisation has been through a considerable amount of autonomous growth and is 

developing strongly. In the parent organisation, a large scale reorganisation is taking place 

that introduces a new management structure. A few years ago, the organisation started 

offering home care. To that end, a home care organisation was founded that currently has 90 

FTE. The executive manager observed that the desired, client-oriented work methods aren‟t 

being realised and has decided on a change in management. To do so, an interim manager 

with executive authority was appointed. The interim manager‟s assignment read: 

 Managing the home care organisation at an executive level. 

 Contributing to the (new) management structure for home care. 

 Optimising the cooperation between home care and customer services. 

 Drafting a training plan for the employees of home care aimed at self-directed learning, 

utilising the internal training centre. 

 Preparing home care for the upcoming certification by having them use the systems 

correctly. 

 Improving the relationships with relevant external parties. 

The client is the president of the Board of Directors. 

 

 

What does the durability of interim management results mean to clients? 

 

This client primarily considers achieving a situation that creates favourable conditions for 

further development of the organisation a durable interim management result. The client 

realises that within the constrained duration of the deployment of interim management “very 

few matters can be properly finished”. A favourable situation - and by extension a durable 

interim management result - in this framework is primarily translated by the client into the 

achievement of a good starting point for the yet to be recruited regular manager and 
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successor of the interim manager. What must happen is that “such substantial changes can 

be realised that a new manager with a permanent appointment can finish things up neatly. 

That the ball is placed in front of the goal, as it were, and that it‟s just a matter of kicking it in. 

That it simply becomes a little easier to do things and a few difficulties have already been 

cleared, so that the conditions are created for good structural management”. Besides filling 

the management position, the interim manager has to improve a number of operational 

processes during the interim management period. The client connects durability of interim 

management results in this framework to a situation in which “improvement actions don‟t go 

to waste, that we get the same old song and dance in six months and that we have to set 

aside another manager so we can have an interimmer clean up the mess”. What he is trying 

to do in that context is to hang on to the achieved results in, for instance, the quality of 

management, the reorganisation of processes, and the new, more rigorous periodic staff 

evaluations. Durability of interim management results is seen mostly in measurable 

improvement results. “When using interim, for the most part I get more measurable results 

than softer indicators that point to support, acceptance, or vision. You still get more of that 

than you would from the people you employ permanently.” In this context, the client does not 

recognise durable interim management results at the level of organisational innovation. 

“Because with innovation, I see a lot more vision elements and connection to the 

organisation. I don‟t get that as much with an interimmer.” On the other hand, the client is 

open to the interim manager‟s analyses. To him, these constitute “wise lessons” that provide 

him with insight into “what we need to change structurally in the organisation to prevent the 

situation that fuelled our need for an interim manager from arising again”. These lessons can 

therefore be regarded as a durable interim management result. This client connects to a 

durable interim management result the clear characteristic that there is support for it within 

the organisation. “Support, that‟s very important to me. There‟s some securing for the future 

in there, because if the interim manager manages to create support for that change among 

the employees, then securing things for the successor becomes that much easier.” This 

client recognises the existence of support and with it the existence of a durable interim 

management result in the attitude of the successor. “You look at the successor and see a 

little of whatever it is the interimmer found and you also see what has durable elements and 

other things that are more connected to the vision the interimmer himself had.” The existence 

of support is, however, situationally determined, and large discrepancies can exist between 

the different social levels in the organisation. “If they [interim managers] still say: there‟s no 

credit to be gained here; the whole team has to go anyway, then we‟re prepared to go 

against all wishes and we really have to follow through.” In a later phase of the interim 

management process, a strategic discussion also gets started about the continuation of 

home care in the organisation and/or potential cooperation with other providers. “With the 
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arrival of the interim manager everything has been pulled into focus again and real thought 

has been given to what the future of home care should be.” In the eyes of this client, the 

durability of the results of the strategic vision developed during the period of interim 

management has more of a sensitising value, which the organisation‟s management wants to 

elaborate on. When “it‟s about the realisation of the merger documents or of our strategy, I 

don‟t see the interim managers playing a part in that; in those long-term affairs”. He points 

out in that context that people are critical of interim management when it concerns 

innovations and “if you were to outsource that, it would indicate a lack of respect for the level 

of expertise of the current employees”. 

 

How does the constrained duration of the deployment of interim management affect clients' 

actions? 

 

The constrained duration of the deployment of interim management is explicitly deployed by 

this client in this case as a management tool. He uses it as such not only make it through a 

period during which there is a vacuum in management, but also to achieve some 

improvements. “It‟s a certain phase where someone from outside can put in a little extra 

power, but after that, regular management has to finish things up.” In doing so, the 

constrained duration is limited by the sensemaking in the organisation of the deployment of 

interim management in a financial sense. “Those fees, they put pressure on the duration of 

the assignment, and I think you try to get rid of the interimmer as soon as you possibly can. 

Even though you need that level of quality at a certain time.” This client also uses the 

constrained duration of the deployment of interim management as a tool to gain additional 

insight into the organisation‟s operation. “You yourself also gain more insight by bringing in 

the expertise of the interimmer and you also get a new perspective on the objectives you set 

originally, especially because as a manager, you‟re standing at more of a distance. By 

deploying the interimmer, things come across your desk as a manager that don‟t normally 

find your desk and that sharpens up the objectives.” The division of roles between the client 

and the interim manager has asymmetrical characteristics in this case. To some extent, this 

client hands off the handling and resolution of issues to the interim manager. “We have a 

problem as an organisation and we deployed an interim manager to handle it and he has to 

solve the problem for us” and “Well, you really don‟t expect them to bother you in the mean 

time with all kinds of questions and proposals, especially if you have a very busy schedule”. 

This client, too, bases his expectations on this constrained duration tool function and 

specifies the contents of the assignment. “I‟m very specific about that when I issue the 

assignment and I test that it is clearly worded in the description of the situation.” In the 

execution of the interim management assignment, this client steers towards the achievement 
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of results. To a considerable degree, he leaves the methods, the way these results are to be 

achieved, for the interim manager to determine. “I only steer at the result to be achieved and 

how that‟s done, that‟s for the interim manager to work out.” The client also specifies at the 

start of the assignment how the deployment of the interim manager should relate to what 

people are used to in the organisation: “how you‟re supposed to behave towards the 

employees, the surroundings, the rules of the organisation and so on”. Steering towards the 

achievement of results takes place “as the path progresses, during discussions of that 

progress. Time and time again: Are we getting it right? Is what we want going to fit? And I try 

to refer back to a few of the issues that were the reason for us to deploy an interim 

manager”. Although this client allows the interim manager considerable leeway in 

determining his approach, he does have the interim manager‟s back at the executive level 

when it comes to his efforts and approach. “When you start working in our organisation [as 

an interim manager], then people have spoken about it to the management beforehand. You 

can look at this as commitment from the management to what they intend to do and how they 

intend to handle it.” If interim managers and their approaches fall out of step with what 

people in the organisation expect, that‟s when he takes action (client mentions this outside of 

the framework of this specific case). Then, “it falls to me as the management to either clarify 

and defend things or to sit the interim manager down and say: you‟re going way too far off 

the beaten path. It‟s time to adjust your course”. In cases where heavy-handed measures are 

called for, this client limits the interim manager‟s elbow room: “transferring people, for 

instance, or firing people or things like that. As an executive, I want some indication 

beforehand of whether that is going to happen and in which cases”. Although the client 

steers specifically at the achievement of the results that were agreed upon beforehand, he 

feels it is important to leave room in the execution of the interim management process for 

alterations to that process. “Having an eye and a feel for other developments that can have 

an influence outside of the goals formulated in the plan of action. So being sensitive enough 

to that, so not stoically just performing the assignment.” In this case, this manifests when, 

later in the interim management process, a more strategic perspective on the independent 

continuation of the organisation enters into the assignment. “Well, when I think back on that, 

then initially it was about troubleshooting, first the problems we were having in the short term, 

to get those out of the way and that we could make good on our promises to our customers 

and that employees would be content. As the path progressed, the strategic element 

increasingly entered into it.” The constrained duration of the deployment of interim 

management also determines how this client regards his collaboration with the interim 

manager. A good relationship “is important to me, because: yeah, you need some chemistry. 

But that is not the absolutely vital thing, in the end you have to, those results I mentioned, 

those have to emerge”. 
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What actions do clients take to promote durable interim management results? 

 

To achieve a durable interim management result, a transitional period is called into being 

between the different interim managers that are active within this organisation and their 

successors. This transitional period is used to allow interim managers to train their 

successors. “You have to clearly specify the transitional phase in which they can work 

together at the same time and after that, when the transfer is properly secured, well then the 

new guy just carries on with things.” The client suggests a period of between three and five 

months for such a transfer. It is important to remember that in this case, the deployment of 

interim management is due, to a large degree, to the fact that (regular) management has to 

be recruited from the outside or allowed to develop from the existing organisation. “By putting 

experienced interim managers next to young and inexperienced managers, you enable the 

transfer of knowledge. The ultimately intended management can slowly familiarise itself with 

that expertise and then the interimmer says his goodbyes.” As regards this client‟s 

assumption of direct responsibility for the achievement of a durable interim management 

result a clear link can be made to the „tool‟ aspect referred to in question two. “My own role? 

Look; We‟re having some problems for which we‟ve invited the interim manager and once 

they are resolved I can take my up own responsibilities again and carry on with them.” The 

client reflects in a general sense on the negative effects of too severe constraints on the 

duration of the deployment of interim management in the achievement of a durable result. 

“That whole construction of interim management and the fees that go with it is that you try to 

get rid of them as soon as you can.” The client implicitly sets the norm that within the 

constrained duration, there has to be a sufficient amount of time to finish something that can 

be transferred. That also puts the long settling-in period for the (regular) successor 

mentioned earlier into a new perspective. So as not to frustrate the durability of the interim 

management result, the client directs matters in such a way that severe interventions, such 

as transfers and dismissals, take place early on in the process. “At that time, you see, the 

interim period has only just begun and you‟re looking to have a more stable environment in 

place before you introduce the successor to the situation.” As indicated earlier, this client 

feels it is important for the achievement of a durable interim management result to have a 

generous period for the interim manager to transfer things to his successor. In that sense, it 

is unusual that in this specific case (just one of the interim assignments that have taken place 

in this organisation) no such period exists. Because of the strategic discussion about the 

future of home care and the unfinished discussions with external parties there is no clarity 

about the interim manager‟s succession at the conclusion of the assignment. “And that‟s why 

things are going to be a bit more complicated at the end of the line than we could have 

anticipated.” and “to round it off beautifully, you should really have that running alongside 
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each other for a few months longer”. That means that this assignment ends in question 

marks surrounding the durability of the achieved interim management results. 

 

What does this case teach us compared to the previous cases? 

 

As concerns the question of what the durability of interim management results means to 

clients, aside from a few elaborations on previously discovered sensitising concepts, the 

following differences emerge from the comparison to the previous cases: 

 In this third case, „durability‟ is not so much tied to explicitly stated results, but rather to 

the attainment of a good starting point at which a successor can „safely‟ take over from 

the interim manager. This is an expansion of the previously discovered sensitising 

concept of „creating conditions‟. 

 This client connects the durability of interim management results when achieving 

improvements to the measurability of these results. The „measurability‟ aspect is 

recognised in this case as a new provisional sensitising concept. 

 The client connects the durability of interim management results to the presence in the 

organisation of support for this result. „Support‟ is a new provisional sensitising concept 

that also cropped up in the previous two cases, but is more emphatically mentioned here 

and recognised as such. 

From these three cases, in relation to the first research question, formulated provisionally 

and openly to allow for alterations, the following sensitising concepts can be generated. In 

this overview, the changes compared to the previous two cases are printed in bold, 

underlined italics. 

Research Question 1 

What does the durability of interim management results mean to clients? 

Measurability A result that can be measured (objectively or 

otherwise) 

Support A result for which there is support in the organisation 

 

Soft product A result in the area of the behaviour and competencies of 

employees 

Hard product A result in the area of the strategy, systems and structure 

of the organisation 

Clarity Clarity about the existing and/or new situation 

 

Creating conditions Creating conditions for the next phase and/or the starting 

position of the successor 
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Improvements An improvement of the existing situation, making 

situations manageable, and problem solving 

Intermediate result A landmark result 

 

Table 4.4 

 

As concerns the question of what influence the constrained duration of the deployment of 

interim management has on the actions of clients, aside from a few elaborations on 

previously discovered sensitising concepts, the following differences emerge from the 

comparison to the previous cases. 

 In this third case, the use of the constrained duration of the deployment of interim 

management as a „tool‟ emerges emphatically. The division of roles between the client 

and interim manager in this instance is extremely asymmetrical in nature. 

 Although the client in this third case clearly directs the process towards the achievement 

of results that were agreed upon in the plan of action drawn up at the start, the interim 

manager is afforded elbow room, even encouraged, to engage with new developments. 

„Giving elbow room‟ is a new provisional sensitising concept that also cropped up in the 

previous two cases, but is more emphatically mentioned here and recognised as such. 

From these three cases, in relation to the second research question, formulated provisionally 

and openly to allow for alterations, the following sensitising concepts can be generated. In 

this overview, the changes compared to the previous two cases are printed in bold, 

underlined italics. 

 

Research question 2 

How does the constrained duration of the deployment of interim management affect clients' actions? 

Giving elbow room Giving the interim manager room in the execution of 

the interim management process to engage with new 

developments and adapt the assignment accordingly 

Tool The deployment of interim management as a tool to 

achieve a goal 

Acceptance The creation of acceptance of the deployment of the 

interim manager and the issues handed to him 

Control Controlling the progress of the interim management 

process 

Specifying Making it clear what needs to be achieved 

 

Coordination Coordinating the contents of the interim management 

process 



Chapter 4 - Empirical study and data analysis 

page 156 

Division of roles Assigning the role of the interim manager and determining 

his own role 

Communication Communication with the interim manager 

 

Table 4.5 

 

As concerns the question of what actions clients take to promote durable interim 

management results, aside from a few elaborations on previously discovered sensitising 

concepts, the following difference emerges from the comparison to the previous cases: 

 In this third case, a new sensitising concept emerges. It is the training by interim 

managers of their successors. 

From these three cases, in relation to the third research question, formulated provisionally 

and openly to allow for alterations, the following sensitising concepts can be generated. In 

this overview, the changes compared to the previous two cases are printed in bold, 

underlined italics. 

 

Research question 3 

What actions do clients take to promote durable interim management results? 

Training Making it possible for the interim manager’s 

successor to be trained by the interim manager 

Successor The appointment of a regular successor to the interim 

manager 

Continuation Continuing the achieved results after the conclusion of the 

interim management process 

Anchoring Anchoring the interim management assignment and its 

results in the organisation 

Clienthood Taking responsibility for the achievement of a durable 

interim management result 

Sensemaking Making sense of the deployment of interim management 

and of the results it achieves 

Table 4.6 
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 Analysis of case 4: ICT service centre 

 

Case description 

 

The assignment was carried out in a municipal ICT organisation belonging to a large 

municipality of about 745.000 residents. The interim manager filled the position of acting 

department manager for a period of five months. The organisation is in the construction 

phase. In this phase, a number of (autonomous) municipal services are transferring their ICT 

departments and concomitant personnel to the new organisation. With the physical move of 

the different departments to the new location, a new technological infrastructure for the 

service centre is being adopted. In the context of furthering the organisation‟s growth, the 

former operational manager has accepted a new position in the organisation. The interim 

manager‟s assignment reads: 

 Managing the department. 

 Ensuring continuity for the existing systems. 

 Preparing employees for the new ICT environment. 

 Implementing the new ICT environment. 

The client is the delivery manager. 

 

 

What does the durability of interim management results mean to clients? 

 

The durability of the interim management result is perceived by this client in the context of 

the transformational process in which the organisation is involved. “A very clear, distinct part 

of our transformation, as we think of it. Call it our organisational change. His assignment is a 

small part of that greater whole.” Because of the specific context of the assignment, results 

have to be achieved primarily in the hard organisational variables (systems, strategy, and 

structure). “Everything he‟s doing now in the old environment will be migrated later and we‟re 

migrating to a new situation in which everything is newly developed and described.” The 

interim management results that have to be reached are specified, but need to be 

understood in the flow of the transformational process. That means these results cannot 

properly be viewed as prominent points in the process. “That when success has been 

achieved and after that everyone goes back to the daily problems very quickly.” The 

durability of the achieved results becomes most relevant at the moment of „delivery‟ of the 

agreed-upon results and the transition from one phase of the transformational process to the 

next. A more far-reaching durability is not called for because these results aim to create 
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favourable conditions to be absorbed in the next phase of the transformational process. 

“There‟s still that hint of flavour in the greater dish, but that it was this ingredient, specifically, 

that determined the taste, that will become less and less obvious.” The client in this case 

comes to an opinion on the durability of the interim management results in moments of 

reflection. He arrives at the qualification for a durable interim management result that it fits 

into the organisation and “that no one thoughtlessly throws out a standard story, but that 

there‟s a recording of: hang on, how do we best use the capacity and possibilities in the 

existing organisation.” Making the interim management results durable is seen on the one 

hand in “A simple piece of documentation, progress reports that were provided over the 

course of the assignment, and on the other hand there‟s a piece of actual transfer in the 

work. Some training, I mean”. The client cannot provide specific examples of how the 

transfer to and training of a successor should be conducted. 

 

How does the constrained duration of the deployment of interim management affect clients' 

actions? 

 

The deployment of interim management takes place in this case within a clearly delineated 

part of the transformational process in which the organisation is involved. “I always try to put 

a clearly staked out division in there.” The deployment of interim management in this case is 

a clear alternative for immediately appointing permanent managers. “That is a choice we 

make because we know that the organisation we strive to be has about the same number of 

people we have now, but that their skills will be different. And yeah, that‟s gonna cost money, 

but if we hire people now who won‟t measure up to the profile we will use later on, it‟s also 

gonna cost me money to resolve that problem.” The constrained duration of interim 

management is primarily interpreted from the perspective of the duration of the 

transformational process. The appointment of a successor will be delayed until the next 

phase of this transformational process. “We‟ve put a moratorium on new job openings. We 

hire capacity for short periods and that applies to operational and management activities 

both.” Besides the usual managerial duties, a number of improvements need to be achieved 

within the delineated part of the transformational process. “My expectation at the start of the 

process was mainly the replacement of the manager who left and realising a few 

improvements besides.” The client places great value on the existence of a clear assignment 

and a plan. “I think that the majority of failures of these kinds of assignments is due to the 

fact that there was simply no clear picture of what people expect from one another.” If it 

should happen that the comparison of the „pictures‟ this client and the interim manager have 

reveals too many differences, there will be an analysis to determine whether the assignment 

is still appropriate. “At that point, I can be enough of a realist to say: we really have to start 
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doing things differently or we need to stop this.” This client and the interim manager 

coordinate the contents of the assignment actively and constantly throughout the interim 

management process. In doing so, this client and the interim manager cooperatively define 

the contents of interim management service with a constrained duration. “We incorporated 

that into the assignment itself. There‟s a very clear scope in there and we wrote that 

together.” When coordinating the expectations surrounding the execution of the assignment, 

the client leaves the interim manager some leeway to answer the „how‟ question. “Of course I 

want to impress upon him what I want and how I want it, but I also think it‟s valuable to let the 

person involved voice his own opinion on the subject because he or she may have different 

ideas or may be better in a different area. So to have people get optimal results there, I think 

it‟s very important that I get some feedback about it and that I just, I try to limit myself to the 

„what‟ and to let the interim manager work out the „how‟.” The division of roles that is in place 

in this case has the client strongly concerned with the substantive aspect, but also shows 

him supporting the interim manager when necessary. This support is primarily aimed at 

maximising the effects of the deployment of the interim manager as soon as possible and 

during the constrained duration. “I think I have mostly been a sounding board and to confirm 

the findings at some point” and “Yeah, maybe a bit of coaching as well, I guess. Not so much 

on the interim manager‟s skills, but mainly on the subject of: how do you deal with this 

environment”. What also happens is that the client monitors both the progression of the 

interim management assignment and the degree to which it conforms to agreements entered 

into at the start of the process. “One of my recurring subjects is: let‟s look back on the 

assignment. Is that still what we‟re doing, or have one or more of its factors changed, 

necessitating a revision of the assignment.” As all this transpires, the plan of action falls into 

disuse, “but I still have it in the back of my head”. This client does leave enough elbow room 

to get more from the assignment. “But I always hope that because of his own experience and 

the knowledge he brings with him - I think that‟s an advantage of interim management - that 

he can add that little something extra and that‟s what I always impress on them.” The 

communication between this client and the interim manager primarily focuses on the 

substantive aspect. “Well, we talk about the things that have to be put into place and you‟re 

talking then about the deliverables, which you expect to be met.” The fact that client and 

interim manager match well contributes to an important degree to maximising the 

constrained duration of the employment of the interim manager involved. “As people, I think 

we also get along very well. That makes the whole thing quite pleasant, I mean his approach 

and mine don‟t differ much so we don‟t need much coordination and if you‟re lucky enough 

also to get along well personally, then things run very smoothly.” 
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What actions do clients take to promote durable interim management results? 

 

The client directly relates the issue of the durability of the achieved interim management 

results to the transformational process. Towards the end of the interim management process, 

attention is paid to the transference of the achieved results. The question of how this transfer 

should take place and to whom things should be transferred remains unanswered in this 

case. To achieve a durable interim management result, a claim is filed with the interim 

manager. “Those people are often very close to the subject matter, bring some experience to 

the mix and know what it takes to properly secure things. So I think some of the obligation 

lies with them. They‟re supposed to keep that obligation away from me, the client.” Reflecting 

on the way that the durability of interim management results may be attained, this client 

comes to the conclusion that this does fall within his responsibilities. This is because he and 

his employees have to carry on with those results. “But on the other hand, I have to prevent 

that some guy swoops in, does all kinds of wise things and then leaves something behind 

that my people cannot or will not use. So that‟s a level of involvement in the proceedings, 

securing that people support what goes on in there.” How the client discharges himself of 

those responsibilities remains unanswered in this case. 

 

What does this case teach us compared to the preceding cases? 

 

As concerns the question of what the durability of interim management results means to 

clients, aside from a few elaborations on previously discovered sensitising concepts, the 

following differences emerge from the comparison to the previous cases: 

 Achieving some improvements in the existing problems is not what this case is about. 

This is mostly due to the nature of the assignment, in which interim management is being 

deployed as part of a transformational process that was designed and delineated 

beforehand. 

 In the previous two cases, the durability of the achieved interim management results was 

linked to the degree to which it would form a foundation for further growth in subsequent 

phases. In this fourth case - in imitation of the third case - durability is proving to have 

more of a „momentary‟ status at the moment of transition to the next phase of the 

transformational process. In the third case, this was due to a change in the organisation‟s 

strategy that had not been predicted. In this fourth case, that difference can be ascribed 

to the nature of the assignment, which focuses mainly on moving the organisation 

through a given period of time. 
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In this fourth case, no new sensitising concepts were discovered. From these four cases, in 

relation to the first research question, formulated provisionally and openly to allow for 

alterations, the following sensitising concepts can be generated: 

 

Research Question 1 

What does the durability of interim management results mean to clients? 

Measurability A result that can be measured (objectively or otherwise) 

 

Support A result for which there is support in the organisation 

 

Soft product A result in the area of the behaviour and competencies of 

employees 

Hard product A result in the area of the strategy, systems and structure 

of the organisation 

Clarity Clarity about the existing and/or new situation 

 

Creating conditions Creating conditions for the next phase and/or the starting 

position of the successor 

Improvements An improvement of the existing situation, making 

situations manageable, and problem solving 

Intermediate result A landmark result 

 

Table 4.7 

 

As concerns the question of what influence the constrained duration of the deployment of 

interim management has on the actions of clients, aside from a few elaborations on 

previously discovered sensitising concepts, the following differences emerge from the 

comparison to the previous cases. 

 The duration of the assignment was related in this fourth case to the speed at which a 

certain phase of the organisation‟s transformational process could be completed, 

whereas in the previous cases, it was bound by a strictly defined period of time within 

which the results had to be realised. 

 In this fourth case, the client pays a great deal of attention to the specification of the 

assignment‟s objectives and the coordination of the assignment as it‟s being executed. In 

this particular case, this process seems to be a matter between the client and the interim 

manager in which they operate on a basis of equality. 

 In this fourth case, a new aspect emerges: the client keeps the option open of intervening 

in the assignment if and when his expectations and the interim manager‟s actions begin 
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to diverge too strongly. This intervention will take the shape of prematurely ending the 

interim management assignment. The aspect of „intervention‟ qualifies as a new 

sensitising concept. 

From these four cases, in relation to the second research question, formulated provisionally 

and openly to allow for alterations, the following sensitising concepts can be generated. In 

this overview, the changes compared to the previous three cases are printed in bold, 

underlined italics. 

 

Research question 2 

How does the constrained duration of the deployment of interim management affect clients' actions? 

Intervention Ending the interim manager’s deployment 

 

Giving elbow room Giving the interim manager room in the execution of the 

interim management process to engage with new 

developments and adapt the assignment accordingly 

Tool The deployment of interim management as a tool to 

achieve a goal 

Acceptance The creation of acceptance of the deployment of the 

interim manager and the issues handed to him 

Control Controlling the progress of the interim management 

process 

Specifying Making it clear what needs to be achieved 

 

Coordination Coordinating the contents of the interim management 

process 

Division of roles Assigning the role of the interim manager and determining 

his own role 

Communication Communication with the interim manager 

 

Table 4.8 

 

As concerns the question of what actions clients take to promote durable interim 

management results, aside from a few elaborations on previously discovered sensitising 

concepts, the following differences emerge from the comparison to the previous cases: 

 In this fourth case, achieving a durable interim management result is overshadowed by 

the transformational process that was designed beforehand and which includes the 

deployment of interim management. The client‟s focus in this case is primarily on 
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temporarily filling the open management position and less on the durability of the attained 

results. 

 In this case, much as in the previous case, the achievement of a durable interim 

management result is placed in the interim manager‟s area of expertise and 

responsibility. Because this differs from cases one and two, this phenomenon constitutes 

a new provisional sensitising concept. 

From these four cases, in relation to the third research question, formulated provisionally and 

openly to allow for alterations, the following sensitising concepts can be generated. In this 

overview, the changes compared to the previous three cases are printed in bold, underlined 

italics. 

 

Research question 3 

What actions do clients take to promote durable interim management results? 

Responsibility Making the interim manager (jointly) responsible for 

achieving a durable interim management result 

Training Making it possible for the interim manager‟s successor to 

be trained by the interim manager 

Successor The appointment of a regular successor to the interim 

manager 

Continuation Continuing the achieved results after the conclusion of the 

interim management process 

Anchoring Anchoring the interim management assignment and its 

results in the organisation 

Clienthood Taking responsibility for the achievement of a durable 

interim management result 

Sensemaking Making sense of the deployment of interim management 

and of the results it achieves 

Table 4.9 
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4.2.2  An initial look at the sensitising concepts 
 

Below is an initial, provisionally formulated review of the sensitising concepts discovered in 

the first group of four cases. 

 

Research Question 1 

What does the durability of interim management results mean to clients? 

Measurability A result that can be measured (objectively or otherwise) 

 

Support A result for which there is support in the organisation 

 

Soft product A result in the area of the behaviour and competencies of 

employees 

Hard product A result in the area of the strategy, systems and structure 

of the organisation 

Clarity Clarity about the existing and/or new situation 

 

Creating conditions Creating conditions for the next phase and/or the starting 

position of the successor 

Improvements An improvement of the existing situation, making 

situations manageable, and problem solving 

Intermediate result A landmark result 

 

Research question 2 

How does the constrained duration of the deployment of interim management affect clients' actions? 

Intervention Ending the interim manager‟s deployment 

 

Giving elbow room Giving the interim manager room in the execution of the 

interim management process to engage with new 

developments and adapt the assignment accordingly 

Tool The deployment of interim management as a tool to 

achieve a goal 

Acceptance The creation of acceptance of the deployment of the 

interim manager and the issues handed to him 

Control Controlling the progress of the interim management 

process 

 

Specifying Making it clear what needs to be achieved 
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Coordination Coordinating the contents of the interim management 

process 

 

Division of roles Assigning the role of the interim manager and determining 

his own role 

Communication Communication with the interim manager 

 

Research question 3 

What actions do clients take to promote durable interim management results? 

Responsibility Making the interim manager (jointly) responsible for 

achieving a durable interim management result 

Training Making it possible for the interim manager‟s successor to 

be trained by the interim manager 

Successor The appointment of a regular successor to the interim 

manager 

 

Continuation Continuing the achieved results after the conclusion of the 

interim management process 

Anchoring Anchoring the interim management assignment and its 

results in the organisation 

Clienthood Taking responsibility for the achievement of a durable 

interim management result 

Sensemaking Making sense of the deployment of interim management 

and of the results it achieves 

Table 4.10 
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4.2.3 Analysis of the second group of 4 cases 
 

Below, I present the results from the second group of four cases, consisting of interim 

management assignments that were considered by their respective clients to be less 

successful or outright failures. The application of labels like „marginally successful‟ or „failure‟ 

was left entirely to the client in question. 

 

 Analysis of case 5: The advocacy group 

 

Case description 

 

The assignment took place in an organisation that focuses on advocating the interests of and 

managing public affairs for a specific group of professionals in the healthcare sector. The 

organisation consists of a number of different parts that are legally distinct entities, but (want 

to) form a single organisation in practice. In one of these parts, a current project that is 

crucial to the organisation as a whole has become completely bogged down. This project is 

aimed at providing information, knowledge, and logistical services to the entire sector whose 

interests the organisation represents. In doing so, they cooperate with commercial partners. 

Also, a major cultural issue is at stake. Although this part (division) of the organisation 

belongs to the larger organisation, the management and employees of this division are 

displaying behaviour that shows that they like to plot their own course and take little notice of 

the interests of the organisation as a whole. The previous managing director left. The interim 

manager filled the position of managing director for a period of 15 months. 

The interim manager‟s assignment reads: 

 Managing the project. 

 Positioning the project in the market. 

 Creating and maintaining the desired culture and image for the division. 

 Day-to-day management of the division. 

The client in this case is the executive director. 

 

 

What does the durability of interim management results mean to clients? 

 

In this case, the durability of the interim management results is linked, among other things, to 

restoring confidence in the success of the strategically extremely important ICT project both 

inside the organisation and in the „outside world‟. “A certain level of confidence did grow in 

the parties involved, as in: hey, things are working out with the project” and “That is very 
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important, because we were hanging from a thread. That‟s turned into a pretty sturdy rope”. 

The other side of the coin, however, is that the substance and specification of the achieved 

results get left behind. “We‟re still dealing with this project, and all sorts of agreements were 

made, but what exactly did everyone agree on? That answer, nobody can give me”. By his 

remarks, the client indicates that, to him, defining the substance of the assignment and 

making the achieved results explicit makes for a durable interim management result. A result 

that is not attained in this case and is considered enormously high risk by this client. 

“Fortunately, the outside world accepted it and went with it at that time. But the guys that are 

there now, they have to use some kind of backward engineering to give it some substance. 

And yeah, whether that‟s gonna work? And how that‟s gonna work? That‟s still... that‟s risky, 

risky business.” By these statements, in the context of achieving durable interim 

management results, the client expands the aspect of measurability to the broader concept 

of making the achieved results explicit. “Great that we have a name again. Great that we 

have a position again. That‟s all fantastic, but how about a bit of substance?” This client also 

connects the achievement of durable interim management results to the transfer from interim 

manager to regular successor. The interim manager “has handled a bit of the relational 

aspect of the transfer, meaning he‟s introduced the new manager. It‟s really kind of a moving 

train that‟s being transferred. So that‟s nowhere near a secured result”. Another important 

part of the assignment is the achievement of a cultural shift in the division the interim 

manager is managing. This cultural shift is considered by this client to be an important 

condition for achieving durable success in the strategically vital ICT-project. The “club had 

taken on the image in the market of a club that, let‟s say, played things close to the chest”. 

Another reason that a cultural shift is important is that for a while now, the current culture has 

been seen by the client as an obstacle to a productive cooperation with the larger 

organisation and especially the parent organisation. “But there is still a certain drive in that 

club that says: them on the other side. Meanwhile, my idea of things is; there‟s a club with a 

largely independent position, so that has to be secured really well towards the outside world, 

but that doesn‟t mean you can‟t cooperate internally.” The durability of interim management 

results as it relates to this cultural aspect is connected by this client to his employees letting 

go of old ways of thinking and the creation of conditions that the successor can use to move 

forward. In the eyes of the client, a durable alteration of the organisation‟s culture is not 

achieved in this case. “I think that the organisation did get a little more confident. In a way, 

they loosened up a little, but in a couple of very important cultural aspects we may have gone 

backwards instead of forwards in that period.” The client primarily blames this phenomenon 

on the attitude of the interim manager “who comes in from the outside, but really did a lot to 

confirm everyone‟s roles, positions and culture”. It is unclear to what degree the client is 

influenced by retrospective bias in making this statement, and thereby possibly adding a 
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certain spin to his account. On the other hand, the question does occur to the client in 

retrospect of whether durable cultural shifts are achievable within the constrained duration of 

the deployment of interim management. “Where you can and should ask the question as 

client of hey, am I expecting something that isn‟t there and can‟t be done.” This client 

formulates a norm concerning the durability of interim management results, somewhat 

divorced from the specific context of this case. He considers the durability of interim 

management results to consist primarily of the creation of conditions that form a basis for his 

successor to expand upon. “Maybe it‟s more unfreezing than refreezing or changing. For me, 

the most important part of the interim management was not change. The most important part 

of interim management was the bridge from old to new. A few things needed to be figured 

out and the manager who‟s in that chair now, he has to really implement the change in the 

capillaries of the organisation. He has to start connecting the change to his people, he has to 

connect and he has to say; why are you doing it that way? I think that it will only work with 

that kind of continuity.” 

 

How does the constrained duration of the deployment of interim management affect clients' 

actions? 

 

The constrained duration of the deployment of interim management is used by this client in 

this case primarily as a management tool for quickly achieving continuity. This continuity is 

needed in the performance of the management duties in the division where interim 

management is being deployed and in the strategically important ICT project. “The single 

argument of speed was in itself enough to choose this.” The client also uses the constrained 

duration of interim management deployment because he wants to take some time to look for 

a permanent manager; one who fits in with the new (desired) culture of the division. “It is 

strange to start recruiting when you‟re still working out what your organisation is going to look 

like.” The deployment of the interim manager is also used by this client as a tool to realise a 

breakthrough in the enduring cultural problem in the organisation. “It was also kind of about a 

kind of change - turnaround and then it‟s a consideration to have someone from the outside 

for a while, six months or a year, who can put things in order.” In more general terms, this 

client places the constrained duration of the deployment of interim management within the 

continuity of the process of change. This kind of continuity cannot be provided by the 

constrained duration of interim management. “In professional organisations, you have to get 

people to go along with the momentum intrinsically and you can‟t do that by streaking 

through the office. People wouldn‟t believe that anyway.” The deployment of interim 

management is connected by this client to the creation of support for it in the organisation. 

This is particularly relevant in this case to the interim manager personally, to whom there was 
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a great deal of initial resistance. “The cultural aspect in particular naturally didn‟t appeal to 

them. They wanted a gentle sort of person: a people person. I, too, am always very much in 

favour of that, but I also felt that something needed to be done. Someone with some 

backbone, that‟s what I wanted!” This client “invests well” in creating support for the choice of 

this particular interim manager among the employees involved. In doing so, however, he 

does not neglect strongly to present his case and the things he believes to be necessary. In 

the end, it is his choice of interim manager that is selected in this case. “I also explained 

where I stood, what I thought was needed and in the end I came to this selection in a 

reasonably harmonious fashion.” During the whole interim management process, the client 

takes action many times to coordinate his expectations of the interim management process 

and the results to be achieved with the interim manager. This does not, however, lead to 

success, primarily because of the asymmetric nature of the communication between this 

client and the interim manager. “I myself work very strongly based on a kind of common 

understanding with my managers. Do we understand each other?” and “I am not blue, but 

green and red. So the social side of things and its results, more at the level of goals - policy, 

not operational.” The interim manager, however, communicates mostly at the substantive 

level. “One of the first things I noticed was that the interim manager made a plan: that was 

those 60 sheets” and “What he wanted to do was go top-down; a policy decision and then 

impose it on the organisation. I explained that that‟s not my style, I don‟t do business that 

way.” Both the client and the interim manager prove incapable of correcting the asymmetry in 

their communication. In this communication, the interim manager takes on the attitude of 

independent manager of the division. This conflicts with the emphatic desire of this client 

further to integrate the division into the greater organisational whole. “I don‟t like to direct! In 

the first place, I‟m not good at it, but one of the issues between the interim manager and me 

was that he had more of an idea of: well, it‟s a plc. I‟m general manager of the plc, so I make 

the decisions. From the very start, as early as the intake, I‟ve indicated that in my view, it 

functions internally as a department of the whole. [...] So I think that in retrospect I have to 

conclude that we really didn‟t understand each other.” About two thirds of the way into the 

execution of the assignment, this client exchanges the relational aspect of his communication 

with the interim manager for the substantive aspect. He starts to direct the substance of the 

process and dictates objectives to the interim manager. “At some point I stepped in and said: 

well this is the way I think it should be done - I just drew something.” This client delayed the 

decision to end the deployment of the interim manager in question for a long time. “At some 

point you can feel it slipping through your fingers. You‟re thinking: this isn‟t going well. But 

the decision not to say “let‟s call it a day” was very well considered. I would do it again. I 

really would do it again, because I think that the effect on our people in the first place, and 

secondly, some confidence had grown in our system, that would have been disastrous.” To 
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make sense of the laborious relationship and communication with the interim manager, this 

client frequently involves other managers in the organisation. “Whatever I do then, I also get 

some other people in and I say: am I looking at this the wrong way, am I seeing it too black-

and-white or something? Still, when people I know and trust a lot better come out with the 

same feelings, that makes me think: hah! So I did get it right. And that happens quite a lot.” 

This frequent involvement of others is also going on when the client does decide to stop the 

deployment of this interim manager. “Yeah, we all had, the management here, the idea that 

yeah, we really do need to say our farewells because things are going from bad to worse. 

You can better afford not to have a general manager than to have [the interim manager] stay 

there any longer.” The client indicates that he does not feel like “the prisoner of the interim 

manager, but more of the situation as it goes.” 

 

What actions do clients take to promote durable interim management results? 

 

To at least present the image of a durable interim management result, the client organises a 

lovely „showcase‟ farewell ceremony for the interim manager. “I was very strongly thinking: 

Careful! For the outside world, for the people there, this has to be a success. We celebrated 

a lovely goodbye. I spoke to [the interim manager] and said nothing of the tensions, said 

nothing of the things that did not go well.” This action can be considered related to the 

remark under question number two, where the client makes mention of his hesitation to stop 

the assignment prematurely because he is afraid of the negative consequences this might 

have for the confidence of employees and external parties. As concerns his role as client, he 

indicates at the end of the interview that he feels it is important to the achievement of 

durability that interim management results be properly anchored in the organisation. “Behind 

the interim manager, I see the organisation he has to lead. That plays an important role. And 

I don‟t want to be directing that solo. That needs to be placed within the management 

context.” However, the question of how he does that or what he expects from the interim 

manager in this area remains unanswered. 

 

What does this case teach us compared to the preceding cases? 

 

As concerns the question of what the durability of interim management results means to 

clients, aside from a few elaborations on previously discovered sensitising concepts, the 

following differences emerge from the comparison to the previous cases: 

 This fifth case shows an expansion of the provisional sensitising concept of „clarity‟ in the 

form of creating a specific image for the „outside world‟ that inspires or restores 

confidence. 
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 In this case the provisional sensitising concept of „measurability‟ is expanded upon and 

so turned into the broader concept of „definability‟ of interim management results. 

 It becomes clear in this case that the transfer phase from the interim manager to his 

regular successor not only promotes but also marks the durability of interim management 

results. 

 A clear metaphor for the durability of interim management is provided in this case: “a 

bridge from old to new.” 

From these five cases, in relation to the first research question, formulated provisionally and 

openly to allow for alterations, the following sensitising concepts can be generated. In this 

overview, the changes compared to the previous four cases are printed in bold, underlined 

italics. 

 

Research Question 1 

What does the durability of interim management results mean to clients? 

Definability A result that can be measured/defined (objectively or 

otherwise) 

Support A result for which there is support in the organisation 

 

Soft product A result in the area of the behaviour and competencies of 

employees 

Hard product A result in the area of the strategy, systems and structure 

of the organisation 

Clarity Clarity about the existing and/or new situation and/or 

creating an image that inspires confidence 

Creating conditions Creating conditions for the next phase and/or the starting 

position of the successor 

Improvements An improvement of the existing situation, making 

situations manageable, and problem solving 

Intermediate result A landmark result 

 

Table 4.11 
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As concerns the question of what influence the constrained duration of the deployment of 

interim management has on the actions of clients, aside from a few elaborations on 

previously discovered sensitising concepts, the following differences emerge from the 

comparison to the previous cases. 

 Reflection by the client on the involvement of others in the organisation to make sense of 

the course of the interim management process constitutes a new provisional sensitising 

concept. 

 The provisional sensitising concept of intervention, discovered in the previous cases, is 

expanded in this case to include the active intervention of the client in the interim 

management process. This intervention extends beyond the provisional sensitising 

concept of „control‟. In this case, control turns out to be about maintaining some grip on 

the process as well. 

 Considering the previous point, the meaning of the provisional sensitising concept of 

control can safely be expanded into maintaining grip on the execution of the interim 

management process. 

From these five cases, in relation to the second research question, formulated provisionally 

and openly to allow for alterations, the following sensitising concepts can be generated. In 

this overview, the changes compared to the previous four cases are printed in bold, 

underlined italics. 

 

 

Research question 2 

How does the constrained duration of the deployment of interim management affect clients' actions? 

Reflection Reflecting on and involving others in the organisation 

to make sense of the course of the interim 

management process 

Intervention Actively intervening in the interim management 

process and/or ending the interim manager‟s deployment 

Giving elbow room Giving the interim manager room in the execution of the 

interim management process to engage with new 

developments and adapt the assignment accordingly 

Tool The deployment of interim management as a tool to 

achieve a goal 

Acceptance The creation of acceptance of the deployment of the 

interim manager and the issues handed to him 

Control Maintaining grip on the execution of the interim 

management process 
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Specifying Making it clear what needs to be achieved 

 

Coordination Coordinating the contents of the interim management 

process 

Division of roles Assigning the role of the interim manager and determining 

his own role 

Communication Communication with the interim manager 

 

Table 4.12 

 

As concerns the question of what actions clients take to promote durable interim 

management results, compared to the previous cases, no real differences can be discerned. 

This is partly because of the problematic course of the interim management process in this 

case. From these five cases, in relation to the third research question, formulated 

provisionally and openly to allow for alterations, the following sensitising concepts can be 

generated. 

 

Research question 3 

What actions do clients take to promote durable interim management results? 

Responsibility Making the interim manager (jointly) responsible for 

achieving a durable interim management result 

Training Making it possible for the interim manager‟s successor to 

be trained by the interim manager 

Successor The appointment of a regular successor to the interim 

manager 

Continuation Continuing the achieved results after the conclusion of the 

interim management process 

Anchoring Anchoring the interim management assignment and its 

results in the organisation 

Clienthood Taking responsibility for the achievement of a durable 

interim management result 

Sensemaking Making sense of the deployment of interim management 

and of the results it achieves 

Table 4.13 
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 Analysis of case 6: Public affairs 

 

Case description 

 

A number of interim managers work in the organisation where this case takes place. As well, the 

organisation had made frequent use of interim management in the recent past. Therefore, the client in 

this case not only reflects on this specific interim management assignment, but also involves 

experiences from the other (ongoing and concluded) assignments. 

 

The assignment took place in a municipal organisation for a small municipality of some 

30.000 residents. The interim manager filled the position of acting head of public affairs for a 

period of five months. The department is responsible for the performance of the front office 

duties of the municipality which include the so-called first level services. The municipal 

organisation has recently come out of a reorganisation, and a lot of back maintenance needs 

to be performed on its employees and substance. Amongst the employees, there are 

insufficient levels of personal responsibility, initiative and energy. The organisation is on the 

eve of the move to a new town hall and the introduction of a flexwork/hot desk concept. 

The interim manager‟s assignment reads: 

 Daily management of the public affairs department. 

 Revitalisation of the employees and substance, where a strong focus on results is called 

for. 

 Preparation of the employees for the new responsibilities and procedures that follow from 

the occupation of the new town hall. 

The client in this case is the chief administrative officer. 

 

 

What does the durability of interim management results mean to clients? 

 

In this case, clear results must be achieved on two fronts. For the first result, clear working 

instructions and protocols have to be developed that will clarify and support the new 

operational procedures in the Public Affairs department upon occupation of the new town 

hall. Durability of interim management results in this part of the assignment is connected by 

the client to the delivery of results in document form. “The interim was asked: write a manual. 

Write a little manual for when they want to reserve a room. What does your department do, 

how should they do it, who do they have to call and how does that then work?” The second 

result that has to be achieved is that the employees of the cluster are expected to display a 

work attitude appropriate to the new concept according to which the municipal organisation 
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will be run. To that end, the employees involved have to be thoroughly trained by the interim 

manager. The structure of the cluster was determined before the interim manager‟s arrival 

and explicitly included in his mandate: “What those clusters looked like and who was in what 

cluster, we included that clearly in the assignment.” The durability of interim management 

results is therefore tied in this context to reaching a moment in time where all the 

predetermined plans have been implemented and people are working according to the 

formulated basic principles. That way this moment also constitutes a landmark point in the 

organisation‟s process of change. “That which is on paper must now end up in those 

people‟s heads. Because when the doors of that new town hall open, then nobody can hide 

anymore behind the little office space they‟re sitting in now.” In the execution of the interim 

management assignment, those involved are confronted, in a negative sense, with the 

quality of the employees. This does not just apply to the Public Affairs cluster, but to the 

entire organisation. “They were appointed this way and yeah; a bit of a cultural problem: 

there has been no investment in people. We started doing a bit of planning here and you ask 

people: give us an estimate of what takes up your time. And what you get for an answer is: 

what are you asking me for?!? Ask him, the boss who‟s supposed to be telling me what to 

do!” To achieve durable interim management results, this client has, over time, drastically 

adjusted expectations in the area of changing employees, and not just in this specific case. 

“When you‟re talking about changing people, you might wonder whether you can actually 

change people in an interim job that generally lasts six months on average. Especially in 

situations like this, I have little faith that you can. Because they have to come a very long 

way, the steps they take are so very small, I‟d be happy to get a little raised awareness.” In 

that context and in this situation, the durability of interim management results in the area of 

changing employees is connected to the achievement of small improvements. In this 

organisation, frequent use is made of the deployment of interim management. In general 

terms, so outside of this specific case, the client relates the existence of durability to the 

existence of “a number of documents - formats that have been developed so that I see 

something physical.” The condition is coupled to this that there has to be a tangible and 

explicit assignment “you have to be very clear about what kind of results you expect from the 

interimmer and formulate them very clearly. And otherwise it‟s minding the shop and 

following the course set by the organisation.” Durable interim management results in the area 

of adjustments to the organisation‟s culture are considered less attainable. Achieving results 

like that is more in the purview of the organisation itself. “You can‟t expect that of an interim, 

a temp. That needs to be done together, you can never... That has to be done organisation-

wide.” Because of the lack of readily measurable criteria, the client names „satisfaction‟ as an 

indicator for a durable interim management result. “That at least the client is satisfied and 
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you haven‟t put something in place that has you feeling: there, that‟s a job well done and 

have the whole thing fall apart on you.” 

 

How does the constrained duration of the deployment of interim management affect clients' 

actions? 

 

This client specifically uses the constrained duration of the deployment of interim 

management to prepare the Public Affairs cluster for the move to the new town hall. This 

deployment is a result of the fact that there is not enough management capacity available 

inside the organisation to get the job done. “Look, this case was inspired by: something has 

to be gotten ready for the newly built location and we can‟t handle that internally; we just 

need someone to get on top of things and fix it for us.” The constrained duration of the 

deployment of the interim manager is regarded by this client as a management tool whose 

desired results are determined beforehand. “We then made very, very specific agreements 

stating that you have to deliver such and such. He was supposed to deliver a protocol and to 

make sure that those people were prepared for that move.” Later, the client starts to realise 

that the context within which the assignment is to be performed has been inadequately 

specified in the interim manager‟s assignment description. “What we‟ve not provided enough 

of is an idea of the problems with the employees themselves. You see they had, and I can 

say that now, completely insufficient comprehension.” On the one hand, the client blames 

himself for this, but: “the interim might have looked into things and didn‟t and he‟s based 

himself on a number of assumptions that are perhaps common practice in most 

organisations, but weren‟t common practice here”. At many points over the course of the 

interim management process, the client considers ending the interim manager‟s deployment 

prematurely. This is blocked because “Day-to-day affairs still need to be managed. You also 

have to consider: if I take him off the case the damage might be worse because absolutely 

nothing will happen”. When it turns out, 10 days before the planned move, that the protocols 

have not been drafted by the interim manager, the assignment is “pretty rigorously ended, 

because I simply said: you might as well stop, because this is going nowhere. It was right 

before the move, but also because I needed to send a message, that yeah, someone‟s doing 

a very poor job and letting the whole organisation down, and I think that if you have an 

interim manager who isn‟t doing the things you can reasonably expect of him, that you 

should probably be seen to take a stand. So we pulled that contract apart, about a week or 

so before the official end, ended it prematurely”. As an important lesson, this client 

formulates: “rounding off an interim job is actually a bit more than just: it‟s a management 

position, go out and do it”. What‟s odd in this context is that this client indicates that in daily 

management, no distinction is made between interim and regular management. “I pretty 
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much look at them as a regular manager, also when it comes to communication. My 

approach to them is the same as with the managers. I make no distinctions. I also no longer 

assume: well, he‟s an interim, he‟ll manage fine. I think they need the same amount of 

guidance and support.” The organisation is confronted, for a number of consecutive years, 

with repeated losses in regular management. “We started the first year with nine managers 

and of those nine, after a year and a half, two remained.” It proves unrelentingly difficult to 

recruit and especially to keep regular managers who match the desired profile. “That‟s led to, 

if you want to continue that process, some interim people worked in a couple of positions. 

Either because we thought it was irresponsible to leave the department adrift or because we 

couldn‟t find the right people. We do want peace and quiet in the organisation, so we‟ve had 

to assign interimmers for a year, at least a year, so that we could continue to grow, „cause 

otherwise nothing happens.” For that reason, the client no longer considers the constrained 

duration of interim management to be a unique management tool for use in unusual 

situations. “Personally, I think the term „interim‟ has been badly abused. They‟re just, well, 

temporary managers who mind your shop in a paid assignment and when it comes to quality, 

they‟ve managed to shock me at times.” He offers the role and responsibilities that go with 

the position of chief administrative officer in the context of the reorganisation as an example 

of what interim management is meant to do. “Perhaps the project I‟m spearheading now, 

which is taking horrendous amounts of effort, maybe I should have let an interim do that. 

Because I will never again be able, in this organisation, to create trust between myself and 

these people.” This client involves the interim management agencies „supplying‟ him in the 

execution of the interim management process. “Of course, as a client, what you need to do is 

that if you‟re displeased you give that feedback to the organisation that‟s loaned you this 

person as well as to the involved interim manager himself. I mean, otherwise no-one‟s gonna 

learn anything.” Aside from the specific interim management assignment involved in this 

case, this does not lead to ending the assignment or switching out the interim manager. This 

client chooses what he considers the lesser of two evils: continuing with the current interim 

manager rather than running the risk of landing the department involved in a management 

vacuum. As concerns the actions clients should take in their roles, this client formulates a 

tricolon: “Formulating a clear assignment, finding the right candidate, and you have to have 

the knack of saying to the interim manager after four weeks: this is not what I‟m looking for.” 

 

What actions do clients take to promote durable interim management results? 

 

In this case, and in the eyes of this client, no interim management result is achieved, let 

alone a durable one. In the end, the lack of result is the immediate cause of the assignment 

being ended before the agreed-upon end date. Without involving the specific interim 
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management described in this case, the client indicates that to achieve durable interim 

management results, it is important for clients themselves to stand at the helm more and to 

specifically include the achievement of durability in the assignment. “I think you need to be at 

the helm yourself, as well.” and “I have only one goal: securing; and if that securing fails, 

indicating what the problem is so that we can take steps.” Elaborating on this point, the client 

indicates that because of the situation the organisation is in, clear instructions about the 

continuation of achieved interim management results are given to the successors of 

managers, interim or otherwise. “To the successor: we‟ve got things up and running. What 

you will be doing is not inventing new tricks and not trying to make it even prettier.” 

 

What does this case teach us compared to the preceding cases? 

 

As concerns the question of what the durability of interim management results means to 

clients, aside from a few elaborations on previously discovered sensitising concepts, the 

following differences emerge from the comparison to the previous cases: 

 That because of the lack of clearly measurable criteria, the subjective concept of „client 

satisfaction‟ can be considered an indicator for the existence of a durable interim 

management result. The concept of „satisfaction‟ can therefore be considered a new 

provisional sensitising concept. 

From these six cases, in relation to the first research question, formulated provisionally and 

openly to allow for alterations, the following sensitising concepts can be generated. In this 

overview, the changes compared to the previous five cases are printed in bold, underlined 

italics. 

Research question 1 

What does the durability of interim management results mean to clients? 

Satisfaction A satisfied feeling about the situation or result that 

has been achieved 

Definability A result that can be measured/defined (objectively or 

otherwise) 

Support A result for which there is support in the organisation 

 

Soft product A result in the area of the behaviour and competencies of 

employees 

Hard product A result in the area of the strategy, systems and structure 

of the organisation 

Clarity Clarity about the existing and/or new situation and/or 

creating an image that inspires confidence 
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Creating conditions Creating conditions for the next phase and/or the starting 

position of the successor 

Improvements An improvement of the existing situation, making 

situations manageable, and problem solving 

Intermediate result A landmark result 

 

Table 4.14 

 

As concerns the question of how the constrained duration of the deployment of interim 

management affects clients' actions, aside from a few elaborations on previously discovered 

sensitising concepts, the following difference emerges from the comparison to the previous 

cases: 

 The client‟s awareness that interim management is special. This holds especially true 

when the assignment is being formulated. 

 The client‟s feedback to and involvement of the interim management agency. The 

concept of „agency‟ can therefore be considered a new provisional sensitising concept. 

From these six cases, in relation to the second research question, formulated provisionally 

and openly to allow for alterations, the following sensitising concepts can be generated. In 

this overview, the changes compared to the previous five cases are printed in bold, 

underlined italics. 

Research question 2 

How does the constrained duration of the deployment of interim management affect clients' actions? 

Agency Involving the interim management agency in the 

interim management process 

Reflection Reflecting on and involving others in the organisation to 

make sense of the course of the interim management 

process 

Intervention Actively intervening in the interim management process 

and/or ending the interim manager‟s deployment 

Giving elbow room Giving the interim manager room in the execution of the 

interim management process to engage with new 

developments and adapt the assignment accordingly 

Tool The deployment of interim management as a tool to 

achieve a goal 

Acceptance The creation of acceptance of the deployment of the 

interim manager and the issues handed to him 

Control Maintaining grip on the execution of the interim 

management process 
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Specifying Making it clear what needs to be achieved 

 

Coordination Coordinating the contents of the interim management 

process 

Division of roles Assigning the role of the interim manager and determining 

his own role 

Communication Communication with the interim manager 

 

Table 4.15 

 

As concerns the question of what actions clients take to promote durable interim 

management results, aside from a few elaborations on previously discovered sensitising 

concepts, the following differences emerge from the comparison to the previous cases: 

 Specifically mentioning the achievement of durability of the interim management result in 

the interim management assignment as a means for achieving durability. The concept of 

„mentioning‟ can therefore be considered a new provisional sensitising concept. 

From these six cases, in relation to the third research question, formulated provisionally and 

openly to allow for alterations, the following sensitising concepts can be generated. In this 

overview, the changes compared to the previous five cases are printed in bold, underlined 

italics. 

Research question 3 

What actions do clients take to promote durable interim management results? 

Mentioning Mentioning the achievement of durability in the 

(formulation of) the assignment 

Responsibility Making the interim manager (jointly) responsible for 

achieving a durable interim management result 

Training Making it possible for the interim manager‟s successor to 

be trained by the interim manager 

Successor The appointment of a regular successor to the interim 

manager 

Continuation Continuing the achieved results after the conclusion of the 

interim management process 

Anchoring Anchoring the interim management assignment and its 

results in the organisation 

Clienthood Taking responsibility for the achievement of a durable 

interim management result 

Sensemaking Making sense of the deployment of interim management 

and of the results it achieves 

Table 4.16 
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 Analysis of case 7: Healthcare out of control 

 

Case description 

 

The assignment took place in an organisation that provides healthcare from a number of 

different facilities. For a period of nine months, the interim manager filled the position of 

acting director of finances and control. The organisation is in dire straits both financially and 

policy-wise. In the short term, a number of problems have to be solved, and a number of 

control instruments and processes have to be developed and implemented. The interim 

manager is placed alongside the regular controller. During the execution of the assignment, 

close cooperation is called for with the regular controller, the acting general manager, and 

the various clinic managers. 

The interim manager‟s assignment reads: 

 The solution of a number of problems in the organisation. 

 The introduction of a planning and control cycle in the short term. 

 The generation of reliable management information. 

 Anchoring all control elements in the organisation and providing building blocks for same. 

The client in this case is the acting general manager. 

 

 

What does the durability of interim management results mean to clients? 

 

This client puts the achievement of durable interim management results in the perspective 

that the interim manager‟s successor inevitably assigns his own meaning to these results. 

“But then someone else shows up, well and he, and that‟s inevitable of course, he takes 

another look at things and it may well happen that he says gosh: well, I see things a little 

differently. Well, that‟s an ongoing process, of course.” So the client connects durable interim 

management results to the creation of favourable conditions, but without any guarantees that 

the successor will continue down the path chosen by his predecessor. Durability of interim 

management results is therefore considered by the client in terms of “how the successor - 

the permanent successor carries on with it”. In this case, the durability of interim 

management results is also directly tied to the creation of a number of specific conditions that 

will allow the organisation to make it through the current financial crisis. In this process, the 

focus is on things like creating a perspicacious system of providing financial information and 

asset planning, finding a solution to the current invoicing problems, and involving and 

improving communications with the (financial) managers in the various facilities. “Look, he 
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may have pulled things out of the quagmire, which is quite a feat in itself, but still, then things 

were only fixed up. He did sort of start at the „shoe box‟ level.” Nevertheless, the client is not 

satisfied with the quality of the service provided by the interim manager involved. “He was a, 

he was kind of an opportunist”. For that reason and others, the client attributes the 

achievement of real, actual improvements to the interim manager‟s successor, “his 

permanent successor, that‟s the guy who managed to bring us real improvements”. Without 

referring to this specific case, the client offers a more general description of durability of 

interim management results. He connects the durability of interim management results to the 

fact that a “point of no return” has been passed. This is the point at which a result becomes 

irreversible and at which “things have changed to such a degree that they can‟t automatically 

lapse into the old situation”. This point of no return is characterised, he believes, by two 

criteria. Firstly, he names the existence of robust support among the people involved. “It 

tastes such that the people who have to deal with it experience it as a welcome change or at 

least accept the fact that a change has come.” The second criteria is that an irreversible point 

be passed in a formal sense, meaning that “when you‟re talking about the organisation, the 

organisation is simply different and that all the players have been appointed. When you‟re 

talking about the processes, that they have changed and actually been implemented. Where, 

considering the financial results, they are such that there is no gloss and that there is real, 

structural profitability”. Of these two criteria, the client designates the existence of robust 

support among the people involved to be the most important. “So that the people who stay 

are convinced of the correctness of the change realised by the interim manager, that‟s the 

most important thing, really. Because if you don‟t have that, everyone is going to do their 

damnedest to reverse the change.” 

 

How does the constrained duration of the deployment of interim management affect clients' 

actions? 

 

In view of the tough financial situation the organisation is in, this client felt the need to 

temporarily place a heavyweight interim controller alongside the current head of finance and 

control. The organisation was “actually technically bankrupt, the management information 

was poor and there was a head of finance and control; well, he was a young accountant who 

was really getting in over his head, but had been brought on board pretty recently”. The client 

himself carries final responsibility in the organisation on the basis of an interim assignment53 

and needed, for what he wanted to accomplish in the organisation, an interim manager for 

finance and control “who could take a hint, as it were”. In that sense, the constrained duration 

                                                
53

 Though he is himself an interim manager, this client has been a client multiple times. 
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of the deployment of interim management can be understood in this case as a management 

tool. There is pressure from the Board of Supervisory Directors, including from its president, 

who is an accountant himself, to maintain the current head of finance and control and to 

allow him a voice in the selection of the interim manager. “So it was not like I could say: Well, 

that guy is too lightweight and „upsadaisy!‟ I‟m replacing him.” Therefore, in order to garner 

acceptance for the deployment of interim management, this client chooses to place the 

interim manager alongside the current head of finance and control. The selection of an 

interim manager passes problematically, partially because, in the eyes of the client, the 

current head of finances turns down the better candidate. With an eye to ensuring 

acceptance, the client yields his position and accepts the choice of the regular head. “So 

there was a candidate I thought was better, of whom [the regular head] said during the 

evaluation: I absolutely do not want that one. That means it‟s time to pause and consider. I 

mean: do I really want to force the issue? I think that would have been possible if I‟d wanted 

to do so, except that we would have automatically created a problem in the cooperation 

between [the regular head] and that interim manager.” That leads to something that happens 

quite often, according to this client, which is that not the best candidate, but “the candidate 

that fits best with the situation as it is now” gets selected. He points out in that context that, in 

his opinion, many clients are reluctant to “take in a very forceful interim manager who will 

solve the problem, but will make the people who are already in place say: „yeah, that‟s never 

gonna happen!‟ There are, I think, few managers, and I am not one of them, who will then 

push that through. You will always find someone that makes you think: well, he can do this 

too, and apparently he does fit in.” The interim manager is given an assignment with a clear 

specification of the results to be attained, but it was also “the kind of assignment that says, 

well, wait and see what comes your way and handle that”. This combines with the selection 

of an interim manager in whom the client does not have complete confidence and the client‟s 

perception of opportunistic behaviour on the part of the interim manager to make for 

laborious cooperation between the two. This client does not appear capable of achieving any 

improvements on this front. “My contact with the man was fairly intensive, there were great 

financial difficulties after all, so that always went well. The man was always easy to get a 

hold of and was always accommodating, so there was no shortage of contact. I was always 

trying to pin him down on specifics and only marginally successful at it. That meant I had to 

be very careful myself. That is to say, I always have to be very careful and I adapted my style 

slightly to this man.” That is how this client lost control of the execution of the interim 

management assignment, in which “there were situations where it, well, let‟s say things just 

sort of happened” and “a certain powerless feeling did creep up on me”. For a variety of 

reasons, this client elects not to intervene decisively to restore the situation to his control. 

“Actually, I just sort of muddled on with him throughout that whole period. He didn‟t really 
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disappoint all that horrifically, but there was a sort of permanent mild disappointment. It was 

one of those latent, low key affairs that are extremely annoying. If only he‟d done something 

completely wrong just once, then I could have said: „Hey, get out‟, then I could have 

explained that to everyone. The supervisory directors weren‟t dissatisfied with the reports 

either, because they really were better than before.” The client is somewhat wary of the 

possible effects a decisive intervention will have on the organisation. Those people would 

then say “why should we still listen to this man. Of course it was the financial guy, wasn‟t it?”. 

The consideration of what decisive intervention might mean in terms of personal risk also 

plays an important role in the client‟s deliberations. “Look, of course I‟m not going to shout 

from the rooftops that I am unhappy about the man, that wouldn‟t be in my best interest” and 

“Of course I sold them this guy with all the bells and whistles: Now here‟s someone coming in 

who‟s really going to help you out! And he kind of did. And then I have to find a way to 

explain why I sent the man packing and I won‟t find a replacement just like that because 

they‟re a scarce item, these financial people”. In the end, this client opts for a solution 

whereby he moves up the interim manager‟s succession date. In this way he arranges a 

more or less natural end to the interim management assignment. “I did choose to expedite 

the search for a successor as soon as that was justified. The consideration ran along lines of: 

I‟m not going to be able to change this man, so I‟ll just have to muddle along, so to speak, or 

I‟ll have to stop and find someone else”. Later, the client realises that concerning the interim 

manager, he “may have been a little too lenient” but that there had also been a mismatch. 

Not only was the person of the interim manager poorly matched to the client, but so was the 

profile. “I actually didn‟t think he was much of a manager, and that was funny in a way 

because that may have been the trap. I had in fact placed him alongside the organisation, 

outside of the management structure, so I was never able to confront him.” When this client 

reflects on this conclusion, he reaches two findings. Firstly, that the expectations surrounding 

the contents and results of interim management processes often don‟t become clear until 

later on. “Of course you never know what will float to the surface, I certainly didn‟t. It‟s kind of 

funny how it works out: at the end of the assignment you‟re better able to determine who you 

really should have had from the very beginning.” Secondly, this client comes to conclude 

“how tricky it is to safeguard the quality of an assignment like that in your role as a client and 

how tricky it is to measure and to secure all of it”. 

 

What actions do clients take to promote durable interim management results? 

 

To achieve a durable interim management result, this client undertakes the necessary 

actions to make sense of the interim manager‟s deployment. “In the first place, I did an 

enormous amount of promotion for the guy ... I am always the cornerstone of the financial 
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position and this was no exception.” This client also assigns a great deal of value to the 

timely search for a regular successor for the interim manager. This is separate from the 

earlier finding that this client eventually resolves his difficulties in interacting with the interim 

manager by expediting the appointment of a successor. When he appoints a successor, to 

promote the achievement of a durable interim management results, he sets the condition that 

the successor continue along the same lines as the interim manager. “So then you have to 

be exceptionally clear as client in saying: this is what has been achieved so far and whether 

you like it or not, that‟s what you‟re going to move forward with!” In this assignment, the client 

improves the durability of the achieved results by eventually deciding to set aside the current 

head of finance and control. “But then we gave the [person] who was there a lower position 

explicitly in that process. So that cleared the way for someone to properly become the boss, 

a manager of finance and control and with a little more responsibility” and “he did continue to 

build on what the interim manager had achieved by then”. In this interim management 

assignment, the period of transfer from the interim manager to his regular successor is short. 

The client did “keep an eye on that, insofar as there were any crucial points”. 

 

What does this case teach us compared to the preceding cases? 

 

As concerns the question of what the durability of interim management results mean to 

clients, aside from a few elaborations on previously discovered sensitising concepts, the 

following differences emerge from the comparison to the previous cases: 

 That durability of interim management can be placed in the perspective that there will 

inevitably be another - the successor - who will make sense of the achieved results from 

his own perspective. 

 That the durability of interim management results can be connected to passing a point of 

no return. The existence of support for the achieved results amongst the people involved 

constitutes a central precondition for attaining and surpassing this point of no return. The 

concept of a point of no return can therefore be considered a new provisional sensitising 

concept. 

From these seven cases, in relation to the first research question, formulated provisionally 

and openly to allow for alterations, the following sensitising concepts can be generated. In 

this overview, the changes compared to the previous six cases are printed in bold, 

underlined italics. 
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Research question 1 

What does the durability of interim management results mean to clients? 

Point of no return Reaching a point where a situation is reached that has 

an irreversible nature 

Satisfaction A satisfied feeling about the situation or result that has 

been achieved 

Definability A result that can be measured/defined (objectively or 

otherwise) 

Support A result for which there is support in the organisation 

 

Soft product A result in the area of the behaviour and competencies of 

employees 

Hard product A result in the area of the strategy, systems and structure 

of the organisation 

Clarity Clarity about the existing and/or new situation and/or 

creating an image that inspires confidence 

Creating conditions Creating conditions for the next phase and/or the starting 

position of the successor 

Improvements An improvement of the existing situation, making 

situations manageable, and problem solving 

Intermediate result A landmark result 

 

Table 4.17 

 

As concerns the question of how the constrained duration of the deployment of interim 

management affects clients' actions, aside from a few elaborations on previously discovered 

sensitising concepts, the following difference emerges from the comparison to the previous 

cases: 

 That the durability of interim management results can be connected to the existence of 

clear and definite expectations on the subject in the mind of the client. The concept of 

„expectations‟ can therefore be considered a new and provisional sensitising concept. 

From these seven cases, in relation to the second research question, formulated 

provisionally and openly to allow for alterations, the following sensitising concepts can be 

generated. In this overview, the changes compared to the previous six cases are printed in 

bold, underlined italics. 

 

 

 



Chapter 4 - Empirical study and data analysis 

page 187 

Research question 2 

How does the constrained duration of the deployment of interim management affect clients' actions? 

Expectations The formulation of expectations of the interim 

management process, from its results and of the 

durability of interim management results 

Agency Involving the interim management agency in the interim 

management process 

Reflection Reflecting on and involving others in the organisation to 

make sense of the course of the interim management 

process 

Intervention Actively intervening in the interim management process 

and/or ending the interim manager‟s deployment 

Giving elbow room Giving the interim manager room in the execution of the 

interim management process to engage with new 

developments and adapt the assignment accordingly 

Tool The deployment of interim management as a tool to 

achieve a goal 

Acceptance The creation of acceptance of the deployment of the 

interim manager and the issues handed to him 

Control Maintaining grip on the execution of the interim 

management process 

Specifying Making it clear what needs to be achieved 

 

Coordination Coordinating the contents of the interim management 

process 

Division of roles Assigning the role of the interim manager and determining 

his own role 

Communication Communication with the interim manager 

 

Table 4.18 

 

As concerns the question of what actions clients take to promote durable interim 

management results, no real differences arise from the comparison to the preceding cases. 

From these seven cases, in relation to the third research question, formulated provisionally 

and openly to allow for alterations, the following sensitising concepts can be generated. 
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Research question 3 

What actions do clients take to promote durable interim management results? 

Mentioning Mentioning the achievement of durability in the 

(formulation of) the assignment 

Responsibility Making the interim manager (jointly) responsible for 

achieving a durable interim management result 

Training Making it possible for the interim manager‟s successor to 

be trained by the interim manager 

Successor The appointment of a regular successor to the interim 

manager 

Continuation Continuing the achieved results after the conclusion of the 

interim management process 

Anchoring Anchoring the interim management assignment and its 

results in the organisation 

Clienthood Taking responsibility for the achievement of a durable 

interim management result 

Sensemaking Making sense of the deployment of interim management 

and of the results it achieves 

Table 4.19 
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 Analysis of case 8: Municipal P&C cycle 

 

Case description 

 

A number of interim managers work in the organisation where this case takes place. As well, the 

organisation had made frequent use of interim management in the recent past. Therefore, the client in 

this case not only reflects on this specific interim management assignment, but also involves 

experiences from the other (ongoing and concluded) assignments. 

 

The assignment took place in the municipal organisation of a municipality of approximately 

27.000 residents. The interim manager filled the position of acting financial controller for a 

period of 14 months. The planning and control (P&C) cycle of this organisation was 

developed by an external party and is technically in reasonably good order. There is not yet 

sufficient interaction between the management and the organisation to enable the SMART 

formulation of managerial wishes. Because of that, there is too much room for interpreting 

things, which has a knock-on effect that causes less efficient coordination and work planning. 

The direction of this process is in the hands of the financial experts, when it should be 

primarily in the hands of the managers with integral responsibility54. They often experience 

this cycle as a burden rather than a privilege. People can‟t see enough of the big picture and 

do not experience the cycle as a streamlined process but rather as a matter of constantly 

switching between running and standing still. In many cases, managers receive directive 

information that does not meet their needs. 

The interim manager‟s assignment reads: 

 To develop and formulate a practical and „inspiring‟ vision on P&C that is clearly 

coordinated with the vision of the management and organisation and can be assured of 

support from everyone involved. 

 To ensure that based on this vision, all parties develop a functional understanding of the 

P&C cycle and to enable them, in the broadest sense of the word, to contribute effectively 

and efficiently to the process, based on their own roles. 

 To ensure that the P&C tools are comprehensible and manageable and limit themselves, 

within the confines of the existing rules and regulations and while maintaining the current 

level of quality, as much as possible to what works in practice and contributes to the 

realisation of the formulated objectives. 

 To shape the P&C process in such a way as to ensure that everyone involved receives 

the maximum amount of relevant information with the minimum amount of effort. 

                                                
54

 Managers responsible for both output and the means of producing that output. 
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 To ensure that over the course of the assignment, as improvements and alterations are 

implemented, the continuity of the existing P&C process remains safeguarded. 

 To indicate what, if anything, the place, position, and role of a controller in the 

organisation should be. 

The client in this case is the municipality‟s chief administrative officer. 

 

 

What does the durability of interim management results mean to clients? 

 

The execution of this interim management assignment is unequivocally labelled a failure by 

this client. For that reason, he cannot supply any specific examples involving the durability of 

interim management results from this case. In the organisation, which he leads in its entirety 

as senior civil servant, a number of other interim management assignments have been 

executed and a new interim management assignment was recently started. This enables him 

to indicate, outside of this specific case, how he defines durable interim management results 

in those other interim management assignments. One example of a durable interim 

management result mentioned by the client was putting the support department on the map 

by realising an improvement in the experienced performance of that department. “So that 

other departments will say: now we have support and a valuable partner where we won‟t 

have to shop around five times for the same suggestion, but who will instead handle the 

entire problem for us all in one go”. In the same vein, this client connects the achievement of 

a durable interim management result to providing the people involved in the department with 

a sense of identity. “I hope that with the new support department, he will leave us something 

at the end that will have his people in particular saying: he‟s getting a bunch of flowers from 

us because he deserves it for giving us our identity”. This client also sees the achievement of 

adjustments to the structure of the organisation as durable interim management results. This 

client does not believe it‟s realistic to expect enduring changes to the culture of the 

organisation, “because it‟s a process of many years” and “the culture survives anything”. 

 

How does the constrained duration of the deployment of interim management affect clients' 

actions? 

 

In this municipal organisation, after a reorganisation and downsizing of management forced 

on them by the municipal council, the planning and control cycle designed by an external 

consultancy firm has to be implemented. The implementation and administration of this P&C 

cycle will be housed in the newly formed support department. “That should be done by the 

new head of support, but that man or woman will be handling finance, P&O, internal services, 
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ICT, a service desk and all of the upcoming developments. You can‟t implement a P&C cycle 

that was completely designed by an outsider on top of all that”. To realise the implementation 

of this P&C cycle, on which the council is applying considerable pressure, interim 

management is brought in. The interim manager must “pave the way, trailblazer” and “make 

things workable and comprehensible, so that people just might start to enjoy using the new 

cycle”. The client provides the interim manager with a somewhat vaguely formulated set of 

qualitative demands which the implementation of the P&C must meet. “What I want; the 

maxim is maximal information with minimal effort. It may not be accurate, but you still have to 

take that as your starting point. And it does have to be written down real quick and written 

down in such a way, with pictures if possible, that even the youngest clerk gets it, but that 

council members get it, too, that the aldermen get it and that all of them are motivated by it”. 

In that way, the deployment of interim management is considered by this client as a tool that 

people use on a temporary basis. The interim manager is given elbow room by the client at 

the beginning of the assignment “so you give yourself a month‟s respite in the beginning; 

logical. I mean, you‟re not stepping onto a moving train, you‟re stepping into a number of 

pictures, you‟re stepping into the little book by that [consultancy agency], and you start 

talking to people, to the mayor and aldermen and the head of the support department.” Aside 

from this specific case, this „management tool‟ aspect of interim management shows itself in 

the fact that there is frequent use of external labour (read: more interim management). 

“We‟re swamped in one-off money. So the aldermen say: you can have any sack of money 

you want to hire external staff. It doesn‟t matter, as long as there are results.” For the 

selection of the interim manager who will implement the P&C cycle, this client forms a “pretty 

extensive team” that makes its choice under “naturally rather high pressure” from six interim 

managers, “because you wouldn‟t conduct multiple job interviews as though you were 

appointing someone permanently”. This client‟s expectations of a match with the interim 

manager are clear to the extent that “we did aim strongly for the fact that: someone has to 

have played this game before”. As concerns the interim manager as a person, the 

expectations are less explicit. “It may sound a little off, but we‟ll see how things develop, 

because it was all new to us, too.” and “compared to all the others, we had most in common 

with him”. After some time has passed, it becomes clear that the match with this interim 

manager was a poor one and results fail to materialise. From a number of directions, 

remarks about the interim manager‟s performance come to the ears of the client. “The mayor 

had critical questions from time to time along the lines of: I never see him. And the alderman 

for finance, who had only been in office a month, he had pretty much the same story.” 

Concerning these signals, the client often communicates with the external accountant, in 

which he also involves the negative experiences of this client. The client makes several 

attempts at arriving at some improvement and putting the process back on track, including 
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attempts through communicating with the interim manager. The client initially puts aside the 

remark by the mayor and aldermen about managing the interim manager, but when shortly 

after that the external accountant indicates “you have to just give this up, because this is 

heading for a dead end”, this client prematurely ends the assignment inside of a week. This 

client attributes the failure of this assignment to a bad match with the interim manager, 

among other things. The interim manager was accustomed to leading people: “But this was 

more of a development job and especially also an influence job”. The long wait before the 

intervention is attributed by this client to a tragic circumstance in the personal life of the 

interim manager as well as to the culture in the organisation. “Yes, we‟re pretty soft here, 

why don‟t I call it that, and then you think: Okay, let‟s have a do-over - and so adjust the 

course again” and “A certain kind of politeness or something. It‟s not done, is it? We‟re going 

through some developments now, though, to act a little more forcefully and such. I can see 

that starting to happen, to myself as well, by the way.” When the client reflects further on his 

role as the client in this case, he indicates: “I am very... I‟m very dissatisfied with my own 

role. I should have given him a swift kick in the rear much sooner. Sorry about that. [...] The 

fact that I saw too few results or that I was doing too much managing myself should have 

made me see: this isn‟t it! [...] But anyway, in that sense I‟ve learned from the experience and 

I‟m thinking: I am never going to do this again! Look, in retrospect I really do understand why 

I handled things the way I did and that also means I should by all means have taken action 

even sooner. I can‟t see anything take shape; how can that be, and I simply want a story 

from you within the month about what‟s coming up and what isn‟t. That‟s what was lacking.” 

What the client would have liked to have seen from the interim management agency, but 

implicitly should have undertaken himself as well, is the maintenance of mutual 

communication about the progress of the execution of interim management assignments. “If 

necessary, call the client every month to ask how things are going and to catch any 

hesitation” and “That may sound like weakness from my end, but I mean, I‟m always at a bit 

of distance in my position. That‟s proven quite tricky as well”. 

 

What actions do clients take to promote durable interim management results? 

 

As has been mentioned in the answer to question number one, the execution of the interim 

management assignment in this case is considered a failure by the client. For that reason, 

this client cannot answer the question of what actions he took to promote the durability of 

interim management results in this case. He does, however, answer the question of what 

actions he will be taking in the execution of the interim management assignment that is 

currently underway in the organisation. These actions target two aspects. In the first place he 

has had it included in the wording of the assignment that “one of the assignments is to think 
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along with the management over the course of things about the profile and the substance of 

the definitive new department head. It‟s not an absolute guarantee, and everyone knows it, 

but we cannot afford a second failure”. This means that this client “Ensures that he [the 

interim manager] is involved at least in the formulation of the profile and, if need be, the 

recruitment as well.” In the second place, the client intends to specifically steer at the 

achievement of the desired result and its durability. “I‟m just going to talk to him [the interim 

manager] and work through a list of things that absolutely have to be achieved. The same 

goes for a list of items of interest that I have noticed and that others have noticed and that I 

see as changed behaviour.” 

 

What does this case teach us compared to the preceding cases? 

 

As concerns the question of what the durability of interim management results means to 

clients, aside from a few elaborations on previously discovered sensitising concepts, the 

following difference emerges from the comparison to the previous cases: 

 That durability of interim management can be connected to providing a department with a 

sense of identity. In that sense, providing a sense of identity can be seen as an 

expansion on the previously discovered sensitising concept of „clarity‟. 

From these eight cases, in relation to the first research question, formulated provisionally and 

openly to allow for alterations, the following sensitising concepts can be generated. In this 

overview, the changes compared to the previous seven cases are printed in bold, underlined 

italics. 

 

Research question 1 

What does the durability of interim management results mean to clients? 

Point of no return Reaching a point where a situation is reached that has an 

irreversible nature 

Satisfaction A satisfied feeling about the situation or result that has 

been achieved 

Definability A result that can be measured/defined (objectively or 

otherwise) 

Support A result for which there is support in the organisation 

 

Soft product A result in the area of the behaviour and competencies of 

employees 

Hard product A result in the area of the strategy, systems and structure 

of the organisation 
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Clarity Clarity about the existing and/or new situation and/or 

creating an image that inspires confidence and/or giving 

a department a sense of identity 

Creating conditions Creating conditions for the next phase and/or the starting 

position of the successor 

Improvements An improvement of the existing situation, making 

situations manageable, and problem solving 

Intermediate result A landmark result 

 

Table 4.20 

 

As concerns the question of how the constrained duration of the deployment of interim 

management affects clients' actions, aside from a few elaborations on previously discovered 

sensitising concepts, the following difference emerges from the comparison to the previous 

cases: 

 That the sensitising concept of „acceptance‟ can be taken to mean the demand by clients 

that the interim manager to be deployed be appropriate in terms of both the personal and 

the substantial aspects of the deployment of interim management. This expansion has 

been seen in a few of the preceding cases, in case 4 about the ICT service centre, for 

instance, but is recognised much stronger in this case. 

From these eight cases, in relation to the second research question, formulated provisionally 

and openly to allow for alterations, the following sensitising concepts can be generated. In 

this overview, the changes compared to the previous seven cases are printed in bold, 

underlined italics. 

 

 

Research question 2 

How does the constrained duration of the deployment of interim management affect clients' actions? 

Expectations The formulation of expectations of the interim 

management process, from its results and of the durability 

of interim management results 

Agency Involving the interim management agency in the interim 

management process 

Reflection Reflecting on and involving others in the organisation to 

make sense of the course of the interim management 

process 

Intervention Actively intervening in the interim management process 

and/or ending the interim manager‟s deployment 
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Giving elbow room Giving the interim manager room in the execution of the 

interim management process to engage with new 

developments and adapt the assignment accordingly 

Tool The deployment of interim management as a tool to 

achieve a goal 

Acceptance The creation of acceptance of the deployment of the 

interim manager and the issues handed to him, as well as 

his approach 

Control Maintaining grip on the execution of the interim 

management process 

Specifying Making it clear what needs to be achieved 

 

Coordination Coordinating the contents of the interim management 

process 

Division of roles Assigning the role of the interim manager and determining 

his own role 

Communication Communication with the interim manager 

 

Table 4.21 

 

As concerns the question of what actions clients take to promote durable interim 

management results, aside from a few elaborations on previously discovered sensitising 

concepts, the following difference emerges from the comparison to the previous cases: 

 The inclusion in the formulation of the assignment of providing a contribution to the 

drafting of a profile for the interim manager‟s successor and to that successor‟s 

recruitment. 

From these eight cases, in relation to the third research question, formulated provisionally 

and openly to allow for alterations, the following sensitising concepts can be generated. In 

this overview, the changes compared to the previous seven cases are printed in bold, 

underlined italics. 

Research question 3 

What actions do clients take to promote durable interim management results? 

Mentioning Mentioning the achievement of durability in the 

(formulation of) the assignment 

Responsibility Making the interim manager (jointly) responsible for 

achieving a durable interim management result and/or 

contributing to the drafting of a profile for the interim 

manager’s successor and to his recruitment 
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Training Making it possible for the interim manager‟s successor to 

be trained by the interim manager 

Successor The appointment of a regular successor to the interim 

manager 

Continuation Continuing the achieved results after the conclusion of the 

interim management process 

Anchoring Anchoring the interim management assignment and its 

results in the organisation 

Clienthood Taking responsibility for the achievement of a durable 

interim management result 

Sensemaking Making sense of the deployment of interim management 

and of the results it achieves 

Table 4.22 

 

 

4.2.4 Complete overview of the discovered sensitising concepts 

 

Below, an overview is provided of the sensitising concepts discovered in the two groups of 

four cases. In chapter five, these sensitising concepts will be used in concert with the 

knowledge that was garnered from the literature study to arrive at answers to the research 

questions. 

 

 

Complete overview of discovered sensitising concepts 

Research question 1 

What does the durability of interim management results mean to clients? 

Point of no return Reaching a point where a situation is reached that has an 

irreversible nature 

Satisfaction A satisfied feeling about the situation or result that has 

been achieved 

Definability A result that can be measured/defined (objectively or 

otherwise) 

Support A result for which there is support in the organisation 

 

Soft product A result in the area of the behaviour and competencies of 

employees 

Hard product A result in the area of the strategy, systems and structure 

of the organisation 
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Clarity Clarity about the existing and/or new situation and/or 

creating an image that inspires confidence and/or giving a 

department a sense of identity 

Creating conditions Creating conditions for the next phase and/or the starting 

position of the successor 

Improvements An improvement of the existing situation, making 

situations manageable, and problem solving 

Intermediate result A landmark result 

 

Research question 2 

How does the constrained duration of the deployment of interim management affect clients' actions? 

Expectations The formulation of expectations of the interim 

management process, from its results and of the durability 

of interim management results 

Agency Involving the interim management agency in the interim 

management process 

Reflection Reflecting on and involving others in the organisation to 

make sense of the course of the interim management 

process 

Intervention Actively intervening in the interim management process 

and/or ending the interim manager‟s deployment 

Giving elbow room Giving the interim manager room in the execution of the 

interim management process to engage with new 

developments and adapt the assignment accordingly 

Tool The deployment of interim management as a tool to 

achieve a goal 

Acceptance The creation of acceptance of the deployment of the 

interim manager and the issues handed to him, as well as 

his approach 

Control Maintaining grip on the execution of the interim 

management process 

Specifying Making it clear what needs to be achieved 

 

Coordination Coordinating the contents of the interim management 

process 

Division of roles Assigning the role of the interim manager and determining 

his own role 

Communication Communication with the interim manager 

 



Chapter 4 - Empirical study and data analysis 

page 198 

Research question 3 

What actions do clients take to promote durable interim management results? 

Mentioning Mentioning the achievement of durability in the 

(formulation of) the assignment 

Responsibility Making the interim manager (jointly) responsible for 

achieving a durable interim management result and/or 

contributing to the drafting of a profile for the interim 

manager‟s successor and to his recruitment 

Training Making it possible for the interim manager‟s successor to 

be trained by the interim manager 

Successor The appointment of a regular successor to the interim 

manager 

Continuation Continuing the achieved results after the conclusion of the 

interim management process 

Anchoring Anchoring the interim management assignment and its 

results in the organisation 

Clienthood Taking responsibility for the achievement of a durable 

interim management result 

Sensemaking Making sense of the deployment of interim management 

and of the results it achieves 

Table 4.23 

 

The sensitising concepts mentioned here may occur singly or in combination with one 

another - complementing and fortifying each other - and are susceptible to elaboration in 

later research. In chapter five, these sensitising concepts will be used, together with the 

knowledge garnered from the literature study, to arrive at answers to the research questions. 

During this process, the concept of durability will be changed into that of transfer value. 
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Chapter 5   

Results of the study, conclusions, suggestions and 

reflection 

 

In this closing chapter, I present the results of the study and the conclusions that may be 

drawn from them. In this chapter, I also introduce and motivate the concept of the transfer 

value of interim management results. I also make a few suggestions for further research. I 

will close the chapter with a reflection on (the conduction of) the study. 

 

5.1 Results of the study 

 

I will summarise the most important results of this study along the lines of the two objectives 

of this study: 

1. To contribute to the development of a body of knowledge on the subject of interim 

management. 

2. To garner insight into the problem of securing interim management results. 

The implication that attends the achievement of the first objective: to contribute to the 

development of a body of knowledge on the subject of interim management, is that not 

everything that is discovered or indicated in that pursuit will be applied to the achievement of 

the study‟s second objective. 

 

5.1.1 Objective 1: Contribution to ‘body of knowledge’ 

 

Because no well-founded picture of interim management has been created, interim 

management was compared, in the first part of the literature study, to those things from 

which it differs, namely consultancy and regular management. This showed that the 

differences between interim management and consultancy have become less pronounced, 

which makes it increasingly difficult to make a clear distinction between the two fields. The 

comparison to regular management yields three differences that might be considered 

defining characteristics of interim management. They are: 

 The difference between the reasons for recruiting an interim manager and those for 

recruiting a regular manager. 

 The difference between the roles interim managers and regular managers play. 

 The difference between the duration of interim management and regular management. 

Interim management is by nature far more temporary than regular management. 
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When these three defining characteristics of interim management are considered in relation 

to each other, it can be concluded that the reasons for deploying interim managers into 

organisations and the division of roles may be considered derived characteristics. They 

follow naturally from the aspect of temporariness. The reasons for deploying interim 

management are not uniquely „interim‟ and could equally be tackled by regular management. 

Still, because of a number of situationally determined factors, it is often considered better 

temporarily to employ the services of someone „from the outside‟. The division of roles in the 

hierarchy between regular managers does not differ essentially from the one between client 

and interim manager. In regular management, too, one manager will assign tasks and 

responsibilities to another manager who is lower down in the hierarchy. As a consequence, it 

can be concluded that the temporary nature of interim management is the only defining 

characteristic of interim management that distinguishes it from regular management. On the 

basis of the literature and the abovementioned, interim management can now be defined as 

follows: 

 

Management with a constrained duration, in which a manager is appointed from outside the 

organisation to perform an assignment for a limited period of time, after which the manager 

will leave the organisation. 

 

The second part of the literature study contained an examination of the problems 

surrounding the securing of interim management results. After it became clear what people 

generally take the securing of interim management results to mean, the securing of interim 

management results was researched on the basis of four themes. The themes are derived 

from the results of the first part of the literature study. These themes are the constrained 

duration, expectations, organisational context, and organisational changes. The themes were 

derived from the results of the first part of the literature study, in which the following 

conclusions were reached: 

 temporariness constitutes the defining aspect of interim management, 

 interim management is a service process whose results are inherently difficult to measure 

objectively, which causes the people involved to refer to their own expectations, 

 the organisational context exerts a powerful influence over the achievement of interim 

management results, 

 change is a persistent theme occurring in all the many forms in which interim 

management is made available to the market. 

 

The results of the literature study point to a fundamentally different image of the securing of 

interim management results from the one that has long been accepted. The (classical) 
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mechanical idea of securing something by screwing it into place at some point and expecting 

it to stay in place and continue functioning after the interim manager‟s departure is changing 

into the attainment of an intermediate result that creates the conditions necessary for 

continued (desirable) development. This makes the concept of securing interim management 

results as it has long been understood problematic. Securing in the classical meaning 

prevents further development because the results are expected to be carved in stone. It has 

also become clear that the defining aspect - the constrained duration of interim management 

- harbours a paradox. After all, this constrained duration is its strength when it comes to 

achieving interim management results, but when it comes to achieving durable results, it is a 

weakness! On the basis of these observations, the concept of securing has been converted 

into the concept of durability in the study. In that context, durability was defined as follows: 

 

The durability of interim management results is the degree to which the achieved interim 

management results remain valuable to the client. 

 

 

5.1.2 Objective 2: Insight into problem of securing (durability) 

 

In this paragraph, I shall integrate the sensitising concepts developed for each research 

question in the empirical study into a coherent whole and so arrive at answers to the three 

research questions. In doing so, I will create a link with the results of the literature study and 

shall delineate clear differences, developments, and new insights. I will use generalisations 

throughout this presentation. That is to say that I will not refer to one or more specific cases. 

For brevity‟s sake, I refer readers to paragraphs 4.2.1 and 4.2.3 for this. The sensitising 

concepts mentioned here may occur singly or in combination with one another - 

complementing and fortifying each other - and are susceptible to elaboration in later 

research. 

 

In answering the research questions, I am confronted with my dual capacity as researcher 

and practising interim manager. This dual capacity might lead to a bias in answering the 

research questions. For that reason, the second, third, and fourth researcher were asked to 

(also) compare my answers to the research questions to their own assessments of the 

results of the empirical study. The findings of the second, third, and fourth researchers on 

this issue are included in appendices 3 and 4 in the form of reports. 
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Research question 1 

What does the durability of interim management results mean to clients? 

 

 Results of the empirical study 

 

Durability of interim management is seen by clients as the arrival at a point or a situation in 

which a problem has been solved or an issue has been handled. One characteristic of these 

results is that they are mostly aimed at the attainment of short-term improvements. For the 

client and the interim manager‟s successor, this means that a solid and safe point of 

departure has been created. The „old hurts‟ will have been cleared away and all of the 

conditions will have been created for the interim manager‟s successor to function well. In 

this, a distinction can be made between reaching an intermediate result and passing a point 

of no return. An intermediate result is seen by clients as reaching a result or situation that 

can clearly be marked, such as when a problem has been clearly resolved. Within a process 

of change, for instance, this means that a landmark point has been reached at the moment 

where one phase transitions into the next phase of the process of change. Reaching an 

intermediate result does not go as far as passing a „point of no return‟. With an intermediate 

result, a complete or partial relapse into the old situation is possible, whereas in cases 

involving the passing of a „point of no return‟, a result or situation is experienced in which a 

return to the old situation cannot take place. Clients also connect the constrained duration of 

the deployment of interim management to the achievement of a durable result when it 

provides a temporary substitute for a regular management position. This is because it keeps 

parts of the organisation from being cast adrift and organisational changes from grinding to a 

halt. In situations wherein the deployment of interim management is connected to 

substituting in a regular management position, clients connect the existence of a sense of 

satisfaction about the progression through the interim management process and/or the 

results that have been achieved and/or the new situation to the existence of a durable interim 

management result. This is because there is no clearly identifiable end result in play other 

than temporarily filling the management position. Furthermore, the durability of interim 

management results is also connected to the organisation‟s ability to internalise the 

(learning) experiences that were accumulated in processes and projects during the interim 

management period. Besides that, clients link the durability of interim management results to 

making explicit, in document form, the way a result has been brought about or a situation has 

been reached and what considerations and decisions were made during the process. The 

interim manager leaves again and it is therefore important for the durability of the achieved 

results that the „learning history‟ be specified so that people can refer back to it and build 
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upon it. Connecting the specification of the „learning history‟ happens especially in interim 

management assignments in which, by means of a project, a result of a technical nature 

must (also) be achieved. It turns out that in achieving a durable interim management result in 

the area of the so-called soft organisational variables (skills, staff, style, and shared values), 

the constrained duration of the deployment of interim management constitutes an barrier. 

Interim management results are mostly considered durable by clients if they have been 

internalised by the employees and even more so when they have been specified in 

document form. In this context, they name things like: reports of performance interviews, 

education plans, procedural descriptions that employees have to abide by, evaluations, and 

transfer documents written by interim managers. Clients also connect the durability of these 

„soft‟ interim management results to what they observe in terms of changes in employee 

behaviour. As concerns the so-called hard organisational variables (strategy, structure, and 

systems), clients point in this context to the existence of things like process descriptions, 

organisational charts, policy documents, reports, analyses, meeting reports, development of 

standardised letters, charts, and transfer documents from interim managers to successors. 

Clients connect a number of conditional characteristics to a durable interim management 

result. In the first place, this is the existence of robust support for the achieved results 

amongst the employees involved and (other) management. The existence of this support is 

considered by clients to be the most vital conditional characteristic of a durable interim 

management result. In the eyes of clients, a durable interim management result cannot exist 

without this support! Along those same lines, clients connect the durability of the achieved 

results to the fact that they must fit into the existing vision of the organisation concerning the 

results, situation, and future to be achieved. 

 

 Reference to the literature 

 

As mentioned earlier, durability of interim management is seen by clients in these cases as 

the creation of conditions for further development. Although leads can be found in the 

literature to support this interpretation, the literature predominantly assumes a more 

mechanical image of securing (the durability of) interim management results (Boon and 

Devos 1993, Koppens and Veenma 2003, Reijniers 2002-2003, Van Hout et al. 2004). The 

results of the empirical study proffer an elaboration on the results of my earlier research 

(Vorst 2007b-2008) which also described the development of the nature of the durability of 

interim management results from a mechanical process to a process that creates favourable 

conditions. The cases show that clients, for the most part, connect the durability of interim 

management results to the existence of robust support for those results within the 

organisation. The achievement of more sweeping results through the realisation of 
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innovations is explicitly excluded from the interim manager‟s domain by clients. Innovations 

are expected to originate within one‟s own, regular organisation. This is contrary to the 

constrained duration of interim management often described in the literature and its 

perceived function as a crowbar, wielded forthrightly to tackle problems and issues that have 

been stuck for a while, to strike down sacred cows and to initiate changes in organisations 

(De Dreu 1988, Wichard 1994, Geerding and Ten Koppel 1994, Maas et al. 2001, Lendering 

et al. 2002, Reijniers 2002, Koppens and Veenma 2003, Van Gelder 2005). A point often 

raised in the literature on interim management is the fact that, many times, the problem or 

issue at hand only becomes clear during the execution of the interim management 

assignment (Geerding and Ten Koppel 1994, Wichard 1994, Senior 2000, Ramondt 2004). 

This is often seen by interim managers as a complication that attends the execution of many 

of their interim management assignments. The research makes it clear that clients also 

deploy interim management precisely because they want to create clarity about problems 

and issues. They consider the creation of such clarity to be a potential durable interim 

management result, meaning that on this issue, the results of this study and the literature do 

not directly contradict each other. What becomes clear is that interim managers and clients 

assign different meanings to clarity about the problem or issue at hand in the context of the 

execution of interim management assignments.  

 

Below is an overview of the sensitising concepts generated from the empirical study that 

address the first research question. 

 

 

Research question 1 

What does the durability of interim management results mean to clients? 

Point of no return Reaching a point where a situation is reached that has an 

irreversible nature 

Satisfaction A satisfied feeling about the situation or result that has 

been achieved 

Definability A result that can be measured/defined (objectively or 

otherwise) 

Support A result for which there is support in the organisation 

 

Soft product A result in the area of the behaviour and competencies of 

employees 

Hard product A result in the area of the strategy, systems and structure 

of the organisation 
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Clarity Clarity about the existing and/or new situation and/or 

creating an image that inspires confidence and/or giving a 

department a sense of identity 

Creating conditions Creating conditions for the next phase and/or the starting 

position of the successor 

Improvements An improvement of the existing situation, making 

situations manageable, and problem solving 

Intermediate result A landmark result 

 

Table 5.1 

 

 

Research question 2 

How does the constrained duration of the deployment of interim management affect clients' actions? 

 

 Results of the empirical study 

 

In all of the cases, there is a dominant and consistent overall picture wherein clients see the 

constrained duration of the deployment of interim management as a „management tool‟. With 

this „tool‟, they are able, to varying degrees, to fill management positions, solve problems, 

and tackle issues in the organisation. This distinguishes the constrained duration of the 

deployment of interim management from regular management. The constrained duration of 

interim management is deployed for a specific cause, whereas a regular manager is 

recruited to fit a functional profile and appointed to create continuity and continue the growth 

of the organisation. Clients attach considerable import to making their expectations explicit. 

In principle, they have norms concerning the deployment of interim management, the 

process they are about to go through and the results that are to be achieved. This is inspired 

to a considerable degree by the fact that during the constrained duration of the deployment 

of interim management, people work towards a set of specified goals and because the 

deployment of interim management is considered costly compared to regular management. 

That‟s why, compared to regular management as well, the substantive aspect of the 

expectations is dominant over the relational aspect. In the group of less successful and failed 

assignments, it turns out that clients in particular also formulate their expectations 

retrospectively. Influenced by their negative experiences, they exchange their initial norms 

for estimates that run along lines of: „If I had known all this beforehand, then I would have 

been better off determining what I needed from the very start‟. In the other assignments, the 

only part of the assignment that clients make explicit retrospectively is the part that relates to 

the day-to-day performance of management duties. They connect this to the sensitising 
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concept (mentioned in the answer to research question 1) of „satisfaction‟. Clients attach 

great importance to the formulation of a clear and concrete assignment, which is considered 

by clients to be a basic precondition for a successful interim management process. Clients 

also attach great importance to an explicitly formulated plan of action. What this achieves is 

that the constrained duration of the deployment of interim management is deployed in a 

focused manner on the specified objectives. Clients use this plan of action as a guideline to 

help them follow the execution of the assignment and check that the agreed-upon results are 

being achieved. Attention to the plan of action tends to slacken when, in the eyes of the 

client, the interim management process is ticking over nicely. In the case of problematically 

progressing interim management assignments, on the other hand, clients often fall back on 

this plan of action. Clients don‟t just specify the contents of the interim management 

assignment at the outset; they also adjust them at regular intervals throughout the interim 

management process. Clients usually specify “What” should be done or achieved and, as a 

rule, leave the “How” to the „expertise‟ of the interim manager. The constrained duration of 

the deployment of interim management causes clients to attempt to optimise that deployment 

for the attainment of certain specific goals. One of the ways they do that is by more or less 

permanently maintaining open lines of communication with the interim manager about the 

way the interim management process is progressing. This communication often takes place 

in recurrent bilateral meetings between client and interim manager and in most cases takes 

place in a „friendly hierarchical atmosphere‟. Communication about the way the durability of 

the achieved results may be achieved isn‟t usually addressed until the final stages of the 

interim management assignment. In the execution of interim management assignments, 

clients usually leave little room for tackling other problems and/or expanding the contents of 

the assignment. However, if the interim manager in question shows more quality and/or 

knowledge than expected during the execution of the assignment, clients are usually willing 

to leave some room for the formulation of additional assignments. This is usually done 

verbally, without further contractual registration. The client‟s focus, however, has been and 

will remain on optimising the interim manager‟s deployment for the realisation of the original 

objectives. Clients take actions to achieve acceptance of the interim manager‟s person, the 

problems and issues handed to him, and the methods he uses amongst the employees 

involved and other management. They do this in order to prevent any resistance that might 

stand in the way of achieving results from the constrained duration of the deployment of 

interim management from arising. For that reason, as interim manager and organisation are 

being matched, clients specifically aim to have the interim manager‟s personality and 

professional experience mesh with the reigning culture and work domain of the organisation 

as closely as possible. Clients do this in the first place by basing their initial selection from 

the résumés of the available interim managers on this criteria. After this initial selection, the 
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people directly involved in the execution of the assignment are often invited by the clients to 

take part in the process of final selection of an interim manager. In that sense, it turns out 

there is little difference between the procedure of appointing an interim manager and that of 

appointing a regular one. As the assignment is being executed, clients closely monitor the 

interim manager‟s methods to ensure that they do not conflict too badly with the 

organisation‟s culture and the methods accepted as normal therein. If, during the execution 

of the interim management assignment, the interim manager‟s methods (might) cause 

unacceptable levels of resistance, the interim manager will be called to task by the client. If 

rigorous action must be taken as part of the execution of the assignment (in the area of 

personnel, for instance) clients formulate the specific wish of being informed of these actions 

beforehand. Within the constrained duration of the deployment of interim management, there 

is a fairly strict and asymmetrical division of roles between clients and interim managers. As 

a rule, clients assign interim managers the role of the expert who is coming to solve the 

problem or address the issue. This also holds true for those situations in which the interim 

management assignment also consists of performing the duties of daily management. The 

temporary performance of these daily management duties is considered by clients to be the 

solution to a problem. It does appear that as the „performance of daily management duties‟ 

part of an interim management assignment grows, a division of roles develops that does not 

depart from what is usual in regular management. Within this division of roles, clients take 

action to support the interim manager. These actions mostly consist of providing the interim 

manager with information and advice, keeping the environment under control, and taking 

care of communication within the organisation. These supporting actions by clients should 

therefore be interpreted, from a technical standpoint, as aimed at achieving the specified 

results within the constrained duration of the deployment of interim management. Clients 

mostly communicate at the substantive level. Because interim managers have not been 

heard in this study, comments about their communication can only be made on the basis of 

the clients‟ reactions in the interviews. From those reactions, a strong suspicion arises that 

interim managers also communicate mostly on the substantive level. Clients take actions to 

solve the problems with communication, but in doing so, they stay focused on 

communication at the substantive level. This constitutes a significant cause for the failure of 

unsuccessful interim management processes. In the cases that are progressing 

problematically, clients gradually exchange the communication with the interim manager for 

exercising control on the interim management process. In this way, they intend to acquire 

and retain some grip on the execution of the interim management process and the goals to 

be achieved. During this process, clients discuss images, thoughts, and opinions about what 

they experience and any interventions that may be needed with others in the organisation. 

They use this reflection to make sense of the problems that developed in the execution of the 
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interim management assignment. They rarely involve the relevant interim management 

agency in this process. They blame themselves, in a retrospective judgement, for not 

investing more in their connection with the interim management agency in question. Clients 

move to intervene in the execution of the interim management assignment if, within the 

constrained duration of the deployment of interim management, results fail to materialise 

soon enough, or at all. They also move to intervene if the interim manager‟s approach 

conflicts too strongly with their norms in this area. Generally, they will first take actions for a 

while that are aimed at clarifying the assignment and intensifying and improving their 

communication with the interim manager. As mentioned earlier, clients mostly keep to 

communicating on the substantive level during this process. If clear improvements fail to 

materialise, they scale up their actions to the level at which they regain control over and grip 

on the interim management process. When these actions don‟t lead to satisfactory results, 

clients move on to dictating to the interim manager what needs to be done and how it‟s to be 

done. If that doesn‟t work either, they move on to actions aimed at ending the deployment of 

the interim manager in question. In rare cases the possibility is considered of exchanging the 

interim manager for another, but clients seldom follow through on that idea. In all cases, 

there is a consistent picture of clients waiting for a long time and hesitating to end the 

deployment of the interim manager in question. It is important to remember in this context 

that the clients in this study spoke on the subject retrospectively and that they could not, in 

the reality of the moment, reasonably be expected to comprehend the future course of the 

execution of the interim management assignment. One of the possible causes for their 

reticence is the effect their interventions could have on the continuity of the performance of 

the management function and/or the tackling of the specific issue or problem at which the 

constrained duration deployment of interim management was targeted. Their estimation of 

what such interventions might mean in terms of personal risk also plays an important role. 

Prematurely ending the interim management assignment is therefore often delayed for a very 

long time and not seldom charmingly disguised as starting the search for a regular successor 

a little early. 

 

 Reference to the literature 

 

Clients consider the deployment of interim management to be a management tool with a 

constrained duration. With it, people work towards specified goals during the constrained 

duration of the deployment of interim management. This goes beyond the development 

described by Boon (2005) by which interim management has developed into “a broadly 

applicable and widely accepted” management instrument. It also goes beyond Witvliet‟s 

(2005) observation about the impact the deployment of interim management has on the 
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achievement of change in organisations. They base themselves on scientific research done 

within the circle of interim managers and as a consequence reflect the way interim managers 

regard the developments in the deployment of interim management. It turns out that clients 

are much further along in this development than the literature indicates. They view the 

constrained duration deployment of interim management as a „tool in the hands of the client‟. 

They feel that this allows them to quickly provide additional management capacity or specific 

knowledge for a period of constrained duration. The observation that the constrained 

duration of the deployment of interim management is considered a management tool by 

clients adds further definition to the results of my earlier research (Vorst 2007b-2008). In it, I 

painted a picture in which the interim manager, until then some kind of sorcerer, exorcising 

crises and transmogrifying organisations, changed into a “hire manager at the „management 

plus‟ level”. Clients attach great importance to the formulation of a clear and concrete 

assignment, which is considered by clients to be a basic precondition for a successful interim 

management process. In the literature, on the other hand, it is often pointed out that 

assignments tend to be vaguely and ambiguously put and only become clear over the course 

of the assignment‟s execution (Maas et al. 2001, Ramondt 2004, Van Gelder 2005 , Witvliet 

2005). In the same spirit as their demand for a clear and concrete assignment formulation, 

clients in all of the cases consider a highly specific plan of action important. This chafes 

somewhat with the literature, which de-emphasises the effects of plans of action (Wichard 

1994, Senior 2000, Van Hout et al. 2004, Ramondt 2004, Witvliet 2005) and points out that 

the drafting of such a plan is often skipped (Wichard 1994, Senior 2000, Van Hout et al. 

2004, Van „t Hof 2007). Although the clients featured in the cases of this study leave little 

room for expansion of the original assignments, the literature specifically states that interim 

managers are often confronted with supplementary or additional questions from their clients 

(Geerding and Ten Koppel 1994). Interim management is a service process. The literature 

indicates that in service processes (especially in long-running service processes, of which 

interim management is an example), the relational aspect of interaction between those 

involved is more important than its substantive aspect. The literature also describes how 

clients in long-running service processes tend to harbour expectations of chance rather than 

normative expectations about the quality of service and the results to be achieved. This study 

shows, in sharp contrast with the literature, that in spite of the relatively long duration of the 

service process, clients and interim managers do not primarily dwell on the relational aspect, 

but rather the substantive aspect of the service. Clients make their normative expectations 

about the interim management process and the results to be achieved explicit beforehand 

and, contrary to the literature‟s description of the process, hang on to those expectations 

throughout the process. Only in the less successful or failed cases and in the successful 

cases involving substitution do clients retrospectively reflect on their expectations. Whereas 
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the literature describing the division of roles between the client and the interim manager 

points out that the interim manager is commonly in the controlling/expert role, the case 

studies show the exact opposite. Clients not only specify the contents of the assignment, but 

also watch over its execution to ensure that what was agreed upon is delivered and that the 

interim manager‟s approach does not become too discordant with the organisation‟s culture. 

From this, it also appears that one of the characteristics of service processes, namely the 

shared responsibility for the production of the service (Weggeman and Lammers 2006, 

Geurts et al. 2006), hardly ever occurs. The literature often points out the careless way the 

recruitment and appointment of interim managers by clients often takes place (De Dreu 

1988, Intermediair 2005, Koppens and Veenma 2003, Reijniers 2006). This study does not 

quite show the contrary, but it does show that clients often act with great procedural care in 

the final selection of a candidate with an eye to achieving acceptance of the interim manager 

by the organisation. The problems surrounding the intervention by clients in the execution or 

premature conclusion of interim management assignments has, as of yet, barely been 

explored in the literature. The results of this study constitute a first look at these problems. 

 

Below is an overview of the sensitising concepts generated from the empirical study that 

address the second research question. 

Research question 2 

How does the constrained duration of the deployment of interim management affect clients' actions? 

Expectations The formulation of expectations of the interim 

management process, from its results and of the durability 

of interim management results 

Agency Involving the interim management agency in the interim 

management process 

Reflection Reflecting on and involving others in the organisation to 

make sense of the course of the interim management 

process 

Intervention Actively intervening in the interim management process 

and/or ending the interim manager‟s deployment 

Giving elbow room Giving the interim manager room in the execution of the 

interim management process to engage with new 

developments and adapt the assignment accordingly 

Tool The deployment of interim management as a tool to 

achieve a goal 

Acceptance The creation of acceptance of the deployment of the 

interim manager and the issues handed to him, as well as 

his approach 
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Control Maintaining grip on the execution of the interim 

management process 

Specifying Making it clear what needs to be achieved 

 

Coordination Coordinating the contents of the interim management 

process 

Division of roles Assigning the role of the interim manager and determining 

his own role 

Communication Communication with the interim manager 

 

Table 5.2 

 

 

Research question 3 

What actions do clients take to promote durable interim management results? 

 

 Results of the empirical study 

 

In all the cases, there is a consistent image of clients indicating that they feel responsible for 

the deployment of interim management, the results to be achieved and the durability of those 

results. By making sense of the deployment of interim management, clients ensure that 

people in the organisation accept this deployment and the results achieved by it. Clients work 

on sensemaking by, among other things, sharing the vision that is at the basis of the 

deployment of interim management, but also by indicating the necessity of doing something 

about a certain problem and by celebrating intermediate results. Through sensemaking, 

clients want to remove any resistance to the deployment of interim management and the 

achieved results or at least reduce that resistance as much as possible. It has been touched 

on before that clients find a clearly and concretely formulated assignment important. Clients 

see an action for themselves in that process by including the durability of the achieved 

results in the assignment formulation. In practice, however, what often occurs is that 

mentioning the achievement of durability only happens towards the end of the assignment, 

verbally, and at the interim manager‟s instigation. Clients take actions to anchor the 

execution of the interim management assignment in the organisation, both horizontally and 

vertically. By doing so, they try to place the localised effects of the deployment of interim 

management into a broader organisational context. One of the ways they do this is by 

involving other departments, management teams, and higher hierarchical levels in the 

decision-making process concerning the deployment of interim management and the interim 
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management results to be achieved. This creates a sensemaking process that is shared by 

the different social levels in the organisation and commits the social levels involved to the 

achieved results. Clients consider the achievement of durability of the interim management 

results to be a part of a process in which the organisation itself must actively ensure that 

these results are carried into the future. They see the appointment of a regular successor as 

one of the most important actions they can take in that context. To that end, clients can take 

actions that are aimed at using the interim manager‟s knowledge in the process of 

recruitment and selection. Examples of those types of actions include asking the interim 

manager to make a contribution to the drafting of a profile for the regular successor and to 

the selection process. In this way, the client makes the interim manager implicitly responsible 

for the quality of his successor. In appointing a regular manager, clients take care that this 

successor will stay on the course set during the period of interim management. They 

specifically instruct the interim manager‟s successor to do so. The training and introduction of 

the successor by the interim manager is considered by clients to be an action that not only 

gives the successor an initial leg up, but also promotes the durability of the interim 

management results. The actions the clients indicate they have taken to promote durable 

interim management results over the course of this study seem to be dominated by the 

phenomenon of „the wish is father of the thought‟. Clients do feel responsible for the 

achievement of transfer value from interim management results, but they usually fail to attach 

any actual plans or actions to that responsibility. 

 

 Reference to the literature 

 

As concerns the actions taken by clients in order to promote durable interim management 

results, the literature repeatedly points out the importance of the appointment of a successor 

to the interim manager. It also points to the importance of staying on the path embarked 

upon by the interim manager and the role therein and responsibility therefor of the client, as 

well as the training of the successor by the interim manager (De Roo, 1996, Daniëls 1999, 

Witvliet 2005, Van „t Hof 2007). The findings of this study confirm those statements. Clients 

take actions that are aimed at helping the organisation to make sense of the deployment of 

interim management. They also take actions that increase acceptance of this deployment 

and the results it yields. This fits with the abovementioned conclusion that in order to achieve 

durable interim management results, the interim manager‟s person, his way of doing things, 

and the results he aims to achieve must not conflict with the organisation‟s existing 

sensemaking processes. This constitutes an elaboration on that abovementioned conclusion. 
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Below is an overview of the sensitising concepts generated from the empirical study that 

address the third research question. 

 

Research question 3 

What actions do clients take to promote durable interim management results? 

Mentioning Mentioning the achievement of durability in the 

(formulation of) the assignment 

Responsibility Making the interim manager (jointly) responsible for 

achieving a durable interim management result and/or 

contributing to the drafting of a profile for the interim 

manager‟s successor and to his recruitment 

Training Making it possible for the interim manager‟s successor to 

be trained by the interim manager 

Successor The appointment of a regular successor to the interim 

manager 

Continuation Continuing the achieved results after the conclusion of the 

interim management process 

Anchoring Anchoring the interim management assignment and its 

results in the organisation 

Clienthood Taking responsibility for the achievement of a durable 

interim management result 

Sensemaking Making sense of the deployment of interim management 

and of the results it achieves 

Table 5.3 

 

 

5.3 Conclusions 

 

The following is a list, organised by research question, of the most important conclusions that 

may be drawn from the empirical study. 

 

What does the durability of interim management results mean to clients? 

 

 Clients connect the durability of interim management results to the existence of robust 

support for those results within the organisation. The existence of this support is 

considered by clients to be the most vital conditional characteristic of a durable interim 

management result. In the eyes of clients, a durable interim management result cannot 

exist without this support! This is contrary to the constrained duration of interim 
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management often described in the literature and its perceived function as a crowbar, 

wielded forthrightly to tackle problems and issues that have been stuck for a while, to 

strike down sacred cows and to initiate changes in organisations 

 

 A point often raised in the literature on interim management is the fact that, many times, 

the problem or issue at hand only becomes clear during the execution of the interim 

management assignment. This is often seen by interim managers as a complication that 

attends the execution of many of their interim management assignments. The research 

makes it clear that clients also deploy interim management precisely because they want 

to create clarity about problems and issues. They consider the creation of such clarity to 

be potential durable interim management results, meaning that on this issue, the results 

of this study and the literature do not directly contradict each other. What becomes clear 

is that interim managers and clients assign different meanings to clarity about the 

problem or issue at hand in the context of the execution of interim management 

assignments. 

 

 Clients also connect the constrained duration of the deployment of interim management 

to the achievement of a durable result when it provides a temporary substitute for a 

regular management position. This is because it keeps parts of the organisation from 

being cast adrift and organisational changes from grinding to a halt. In the literature, 

securing (durability) is not often similarly linked to this daily management substitution. 

 

 Clients often link the durability of interim management results to making those results 

explicit in documents. It turns out that in achieving a durable interim management result 

in the area of the so-called soft organisational variables (skills, staff, style, and shared 

values), the constrained duration of the deployment of interim management constitutes a 

barrier. Interim management results are mostly considered durable by clients if they have 

been internalised by the employees and even more so if they have been specified in 

document form. 

 

 Durability of interim management is seen by clients as the arrival at a point or a situation 

in which a problem has been solved or an issue has been handled. One characteristic of 

these results is that they are mostly aimed at the attainment of short-term improvements. 

For the client and the interim manager‟s successor, this means that a solid and safe point 

of departure has been created. The „old hurts‟ will have been cleared away and all of the 

conditions will have been created for the interim manager‟s successor to function well. 

Although some support for this interpretation exists in the literature, the literature 



Chapter 5 - Results, conclusions, suggestions and reflection 

page 215 

predominantly assumes a more mechanical picture of securing something by screwing it 

into place at some point and expecting it to stay in place and continue functioning after 

the interim manager‟s departure. 

 

How does the constrained duration of the deployment of interim management affect 

clients' actions? 

 

 The literature indicates, almost without exception, that the constrained duration of the 

deployment of interim management constitutes a validation of interim management and 

an important precondition for its function. The study shows that this precondition is 

undergoing a strong devaluation. Clients (as well as interim managers) must use 

additional means, quite aside from the constrained duration, to achieve a durable interim 

management result. The study shows that acceptance in the organisation of the 

deployment of interim management, the interim manager personally, the issues he works 

on and his way of doing things are important preconditions for the achievement of a 

durable interim management result. 

 

 Clients consider the deployment of interim management to be a management tool with a 

constrained duration. With it, people work towards specified goals during the constrained 

duration of the deployment of interim management. This highlights the trend indicated in 

the literature, which is that interim management is losing its identity as a tool for unique 

circumstances and is gaining broader applicability in organisations. It turns out that 

clients are much further along in this development than the literature indicates. They view 

the constrained duration deployment of interim management as a „tool in the hands of the 

client‟. They feel that this allows them to quickly provide additional management capacity 

or specific knowledge for a period of constrained duration. 

 

 Clients attach great importance to the formulation of a clear and concrete assignment, 

which they consider to be a basic precondition for a successful interim management 

process. In the literature, on the other hand, it is often pointed out that assignments tend 

to be vaguely and ambiguously put and only become clear over the course of the 

assignment‟s execution. 

 

 Clients attach great importance to an explicitly formulated plan of action. What this 

achieves is that the constrained duration of the deployment of interim management is 

deployed in a focused manner to achieve specific objectives. Clients use this plan of 

action as a guideline to help them follow the execution of the assignment and check that 
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the agreed-upon results are being achieved. This chafes somewhat with the literature, 

which de-emphasises the effects of plans of action and points out that the drafting of 

such a plan is often skipped. Although the clients featured in the cases of this study leave 

little room for expansion of the original assignments, the literature specifically states that 

interim managers are often confronted with supplementary or additional questions from 

their clients. 

 

 Interim management is a service process. The literature indicates that in service 

processes (especially in long-running service processes, of which interim management is 

an example), the relational aspect of interaction between those involved is more 

important than its substantive aspect. The literature also describes how clients in long-

running service processes tend to harbour expectations of chance rather than normative 

expectations about the quality of service and the results to be achieved. This study 

shows, in sharp contrast with the literature, that in spite of the relatively long duration of 

the service process, clients and interim managers do not primarily dwell on the relational 

aspect, but rather the substantive aspect of the service. This is prompted to an important 

degree by the fact that during the constrained duration of the deployment of interim 

management people work towards specified goals and because the deployment of 

interim management is seen as expensive compared to regular management. Clients 

make their normative expectations about the interim management process and the 

results to be achieved explicit beforehand and, contrary to the literature‟s description of 

the process, hang on to those expectations throughout the process. 

 

 Whereas the literature on the division of roles between clients and interim managers 

points out that the interim manager often has the role of managing expert, the research 

shows just the opposite. Clients not only specify the substance of the assignment, they 

also monitor quite closely, as the assignment is executed, that the interim manager 

delivers everything that was agreed upon and that the way the interim manager goes 

about it does not conflict with the organisation‟s culture. The constrained duration of the 

deployment of interim management causes clients to attempt to optimise that deployment 

for the attainment of certain specific goals. One of the ways they do that is by more or 

less permanently maintaining open lines of communication with the interim manager 

about the way the interim management process is progressing. This communication often 

takes place in recurrent bilateral meetings between client and interim manager and in 

most cases takes place in a „friendly hierarchical atmosphere‟. In this manner, clients 

direct the interim management process more than they do the interim managers. Clients, 

then, do not place the service provider/interim manager into a complementary, coordinate 
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position, but rather in a subordinate one. From this, it also appears that one of the 

characteristics of service processes, namely the shared responsibility for the production 

of the service (Weggeman and Lammers 2006, Geurts et al. 2006), hardly ever occurs. 

 

 In the literature, attention is often directed at the careless way in which clients conduct 

the recruitment and appointment of interim managers. This study does not quite show the 

contrary, but it does show that clients often act with great procedural care in the final 

selection of a candidate with an eye to achieving acceptance of the interim manager by 

the organisation. 

 

 It has been indicated before that clients take on more of a managing role. It turns out that 

in interim management processes that progress problematically, they struggle with this 

role. Clients wait for a long time before executing interventions in the way the interim 

management process is executed, such as prematurely concluding the interim 

management assignment. One of the possible causes for their reticence is the effect 

such interventions could have on the continuity of the performance of the management 

function and/or the tackling of the specific issue or problem at which the constrained 

duration deployment of interim management was targeted. Their estimation of what such 

interventions might mean in terms of personal risk also plays an important role. 

Prematurely ending the interim management assignment is therefore often delayed for a 

very long time and not seldom charmingly disguised as starting the search for a regular 

successor a little early. The problems surrounding the intervention by clients in the 

execution or premature conclusion of interim management assignments has, as of yet, 

barely been explored in the literature. The results of this study constitute a first look at 

these problems. 

 

What actions do clients take to promote durable interim management results? 

 

 As concerns the actions taken by clients in order to promote durable interim management 

results, the literature repeatedly points out the importance of the appointment of a 

successor to the interim manager. It also points to the importance of staying on the path 

embarked upon by the interim manager and the role therein and responsibility therefor of 

the client, as well as the training of the successor by the interim manager. The findings of 

this study confirm those statements. 

 

 Clients take actions that are aimed at helping the organisation to make sense of the 

deployment of interim management. They also take actions that increase acceptance of 
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this deployment and the results it yields. This fits with the abovementioned conclusion 

that in order to achieve durable interim management results, the interim manager‟s 

person, his way of doing things, and the results he aims to achieve must not conflict with 

the organisation‟s existing sensemaking processes. This constitutes an elaboration on 

that abovementioned conclusion. 

 

 The actions the clients indicate they have taken to promote durable interim management 

results over the course of this study seem to be dominated by the phenomenon of „the 

wish is father of the thought‟. Clients do feel responsible for the achievement of transfer 

value from interim management results, but they usually fail to attach any actual plans or 

actions to that responsibility. 

 

Final conclusions 

 

 At the end of chapter two, it was concluded that the concept of securing (within the 

framework of this study) is no longer suited to the modern-day nature of the deployment 

of interim management. This has led to the replacement of the concept of securing by the 

concept of durability of interim management results because that concept better 

represents the client‟s intentions. The results of the empirical study and the conclusions 

that may be drawn from them show that clients connect the success of interim managers 

to the added value they provide the organisation. The organisation carries this added 

value forward. This value is generally determined at the time of the interim management 

assignment‟s conclusion. On the basis of this insight it has been determined that the 

transfer value of interim management (the third analytical iteration of the concept) is best 

suited to the expression of the ideas previously encapsulated in the securing and the 

durability of interim management results. The transfer value of interim management 

results has been defined as follows: 

 

The transfer value of interim management results is the degree to which the achieved 

interim management results are valuable to the client. 

 

In this definition, the differences between it and the definition of the durability of interim 

management results are printed in bold. Replacing the word remain in the definition of 

durability with are indicates that the value of the achieved interim management results 

should be determined in a very specific timeframe - the here and now. The concept of 

value should here be understood in a qualitative sense because to measure and quantify 

this transfer value objectively is next to impossible. 
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 As indicated before, clients specifically steer towards attaining and preserving 

acceptance in the organisation for the person of the interim manager, the things he works 

on, the way he performs his duties, and the results he is to achieve. That means that the 

deployment of interim management and the results to be achieved run the risk of 

becoming the result of a compromise between what is objectively the best course of 

action and what the organisation is willing to accept. In this way, clients hinder the 

process of breaking through the self-referential behaviour in organisations when it is that 

specific breakthrough that people hope to achieve by appointing an interim manager. 

 

 The communication between clients and interim managers has proven problematic. 

Clients mostly communicate at the substantive level. Because interim managers have not 

been heard in this study, comments about their communication can only be made on the 

basis of the clients‟ reactions in the interviews. From those reactions, a strong suspicion 

arises that interim managers also communicate mostly on the substantive level. The 

literature indicates that the quality of service processes (interim management being one 

example) is mostly dependent on control of the social processes between the customer 

(client) and the service provider (interim manager). These social processes are 

connected more to the relational aspect than to the substantive aspect of communication 

between the two. Clients pay little attention to this relational aspect. This constitutes a 

significant cause for the failure of unsuccessful interim management processes. 

 

 In this study, two groups of interim management assignments were examined: successful 

ones and failed ones. There is a high degree of convergence in the opinions of clients 

about the factors affecting the success or failure of interim management assignments. 

 

 The results of the empirical study often contrast sharply with the literature in the area of 

interim management. Because interim management is used much more frequently in the 

Netherlands than it is in other countries, there is a great deal of Dutch literature on the 

subject and the results of this study have mostly been compared to that literature55. One 

explanation for the contrast mentioned before is the fact that the literature was written for 

the most part from the perspective of the interim manager. In this study, the clients have 

spoken, and their stories make up the proverbial other side of the coin. This has created 

new knowledge and this new knowledge constitutes an interesting counterbalance to the 
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one-sided approach to interim management found in the literature, especially the Dutch 

literature. Also, the insights gained in this study into the problems surrounding the 

achievement of transfer value can help clients as well as interim managers achieve that 

value. 

 

5.4 Suggestions for further research 

 

 The results of this study offer no end of avenues for further research. In the first place, it 

is important that the sensitising concepts discovered, catalogued and described in this 

study be delved into more deeply. Besides that, it is important that they be expanded 

upon and that these sensitising concepts be tested to destruction through empirical 

means. Further research might uncover more about the causal links between the different 

sensitising concepts and the degree to which they influence each other. 

 

 Further research into the way clients experience the interim management process, what 

points in the process trouble them and how their troubles might be alleviated would not 

go amiss. This is because the study I conducted, like the one I conducted earlier (Vorst 

2007-2008a)56, is one of very few studies in which the client takes centre stage in the 

interim management process. In the organisation in which interim management is 

deployed, many people and parts of organisations are involved, each of whom has their 

own way of looking at and making sense of the deployment of interim management and 

the transfer value of interim management results. In that context, it is important that 

research be done about the roles and positions of the other people involved in the 

organisation in which interim management is being deployed and how they perceive the 

achievement of transfer value. Further theorising from the client‟s perspective will offer 

some counterbalance to the one-sided attention the literature on interim management 

has so far given to the position of the interim manager. 

 

 The study shows that clients struggle with handling interim management assignments 

that are not progressing well in their judgement. It would therefore be useful to develop 

knowledge that will grant more insight into this issue and to develop intervention models 

with which clients could intervene sooner and more effectively. Further research into 

patterns of communication between clients and interim managers and how these can 

best be designed is of great importance. After all, in all of the interim management 
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assignments that were less successful or failures, the existence of communication 

problems proved to be one of the more important causes, if not the most important cause 

of the assignment‟s failure. 

 

 Being client to an interim manager is not always easy. You hire someone from the 

outside who is at the same, but often at a higher level of working and thinking. This point 

alone is enough to create the usual tension between client and interim manager. Besides, 

results must be achieved within a relatively short time span and the deployment of interim 

management is considered costly. Precisely the one client in this study who is an interim 

manager as well indicates “how tricky it is to monitor the quality of an assignment like that 

in your role as client and how tricky it is to measure and secure it all”. It is important 

therefore that further research be conducted into the aspects that make clients become 

good clients and - considering the increasing deployment of interim management in 

organisations - stay good clients as well. 

 

5.5  Reflection 

 

At the end of the study, I will briefly reflect on the conduction of this study. Exhaustiveness is 

not the aim here. Only those experiences that were especially meaningful to the researcher 

will be included57. 

 

In the first place, what struck me about both groups of cases and all of the interviews is that 

the clients told their stories with a great deal of circumlocution. They each needed a run-up, 

as it were, and during the subsequent conversation, they came to an opinion on certain 

aspects connected to the deployment of interim management and the subject of this study. In 

the interviews, a great deal of reflecting was also done on other interim management 

assignments in which the interviewee had been involved, as a client or indirectly. The clients 

I interviewed took their time for the interviews and told their stories candidly. This created the 

idea in the researcher‟s mind that the clients, especially those involved in the second group 

of cases, were glad of the opportunity to tell their story in a confidential context for once.  

 

Clients spoke primarily on the subject of how they experienced the progression of the interim 

management process. Statements about what the durability of interim management results 

means to them (research question 1) and what actions they take to promote the durability of 

interim management results (research question 3) were clearly of secondary concern and 
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often circular in nature. Their statements about what actions clients take to promote the 

durability of interim management results were characterised besides by a high degree of 

non-specificity, which indicated to me that, to a considerable degree, „the wish was father to 

the thought‟. At the end of the interviews, clients indicated that they had experienced the 

interviews as pleasant, not least because the interviews impelled them to have a good think 

about the deployment of interim management: „which they barely got round to in the course 

of daily affairs‟.  

 

During the execution of this study, I have been „attacked‟ at many seminars and 

presentations for interim managers along lines of: „there‟s no way this can be true, our idea 

about things is very different‟. When I then emphasised once more that I was only repeating 

the attitudes, the opinions, and the perceptions of our clients (i.e. our customers), more often 

than not, people refused to listen. They often got hung up on telling their own success stories 

and indicating how everything was supposed to be. I say this here only to underscore the fact 

that interim managers‟ competencies of reflecting on the results of their own work and 

making sense of the client‟s wishes have proven to be, generally speaking, poorly 

developed.  

 

As has been discussed many times before, the results of this study conflict strongly with the 

literature on interim management in a number of key areas. One important cause of this is 

that the literature was created primarily from the perspective of the interim manager. In this 

study, the clients have spoken. This begs the question of whether the attitudes, opinions and 

perceptions of clients are as thoroughly one-sided as the ones voiced by interim managers 

and whether perhaps the truth lies somewhere in between. I certainly do not rule that out. In 

fact, I think it highly probable! Science is not benefited by the discovery of more of the same, 

however. It benefits from the discovery of new points of view. What has been achieved in this 

study is that concerning the dominance in the science on interim management from the 

supplier‟s side of interim management, a counterpoint has been introduced. From the 

confrontation between those opposites, point and counterpoint, eventually a new balance 

and further new knowledge will develop. The creation of a counterbalance and the 

consequent confrontation between the two opposites is of great importance to the 

development of the science and to the practice of interim management. Besides which, the 

insights this study offers into the problems surrounding the achievement of transfer value can 

help clients as well as interim managers realise that transfer value. 

Joop Vorst, 

Leiden, July 2009. 
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Appendix 2 - Example of the method used in 

analysing the stories (Chapter 4) 

 

 

Categorisation scheme 

Durability Consists of text fragments from which it can be deduced what the 

durability of interim management results means to clients. 

Constrained duration Consists of text fragments from which it can be deduced how the 

constrained duration of the deployment of interim management 

affects clients‟ actions. 

Actions Consists of text fragments from which it can be deduced what 

actions clients take to promote durable interim management 

results. 

 

Example of a section of text in which themes and possible sensitising concepts have 

been marked and provided with comments. Taken from case 7: Healthcare out of 

control. 

 

Erm... erm a part of the assignment he ehm handled very well, especially concerning that project, he 

really got that moving again, so that part of the assignment was executed well, I think. The part erm... 

yeah, also... erm, insofar as I have... any criticism about it it‟s erm... It‟s also moving again, let‟s say, 

relationally, with the outside world. That is very important, because we were hanging from a thread. 

That‟s turned into a pretty sturdy rope [creating conditions] but with all kinds of stories, that if you 

really look: but what‟s going on substantially then, erm, I‟ve said this, we‟re still stuck with that project, 

and all kinds of things have been agreed on, but what, exactly, is it we agreed... Then it turns out 

erm... Then they have no answers for me. [clarity] 

Who has no answers? 

Well, him! (the interim manager is emphatically indicated here) But also the people who are still there 

now, huh. At some point the agreement becomes: deliver such a thing and that‟s going to cost so 

much in investments and if you ask later on: OK, so what is it exactly? Yeah, we don‟t know that. 

[measurability] Then how do you know where that amount comes from? Yeah, I don‟t really know 

that either, an estimate, yes. [measurability] 

Great that we have a name again. Great that we have a position again. That‟s all fantastic, but how 

about a bit of substance. [clarity] And erm... erm, you figure that erm... I... I figured that out pretty late, 

but of course that‟s because of, well what parts of the process should I be checking and what can you 

leave up to your people? [clienthood] 

But how do you see your division of roles in that process? You say you figured it out late. 
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... Erm... yes, my division of roles, the division of roles is of course on a strategic level and erm... in- in 

certain erm, erm, steering committees with stakeholders... play a part. discussing things here 

internally, including the quality of the work, and others come in on that as well, erm, but I have that job, 

[division of roles] that‟s not right either. You have to, if you give people a position, you have to let 

them have it and you have to give them room to erm do it their way and then erm, also sort of to- to 

learn at it or to make mistakes at it. [division of roles] 

But was there a chain of reporting, that the interim manager reported once in a while? 

Yeah, sure, sure, sure. Yes, yes and that erm about the things saw wrong... [unintelligible] 

And you discussed that? 

Yes. [coordination] 

And yet you never had the feeling that you had some grip on it, is what I‟m hearing. 

Yes. I did initially and increasingly, I didn‟t. [control ‘perhaps refine into grip on the process‟] And then at 

some point, that kind of switches around. Then you think: well! Erm... and then something else comes 

into play, erm, that is that you start trying to, trying to redirect things and then it seems, or let me put it 

differently. [control] Erm... Whatever I do then, I also get some other people in and I say: am I looking 

at this the wrong way, am I seeing it too black-and-white or something? [reflection „possible new 

sensitising concept‟] Still, when people I know and trust and with... the same come out with the same 

feelings. That makes me think: hah! So I did get it right. [reflection] And that happens quite a lot. 

 

Example of a section of text in which, in a later step, the interpretations of the first and 

second researcher have been incorporated. Taken from case 7: Healthcare out of 

control. 

 

Erm... erm a part of the assignment he ehm handled 

very well, especially concerning that project, he really 

got that moving again, so that part of the assignment 

was executed well, I think. The part erm... yeah, 

also... erm, insofar as I have... any criticism about it 

it‟s erm... It‟s also moving again, let‟s say, relationally, 

with the outside world. That is very important, 

because we were hanging from a thread. That‟s 

turned into a pretty sturdy rope [creating conditions] 

but with all kinds of stories, that if you really look: but 

what‟s going on substantially then, erm, I‟ve said this, 

we‟re still stuck with that project, and all kinds of 

things have been agreed on, but what, exactly, is it we 

agreed... Then it turns out erm... Then they have no 

answers for me. [clarity] 

 

Durability is connected to the creation of a 

trustworthy image for the outside which 

creates favourable conditions. 

 

 

 

 

Durability is connected to the existence of 

clarity. The lack of clarity is seen in this 

fragment specifically as an indication of the 

lack of durability. 

Who has no answers?  
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Well, him! (the interim manager is emphatically 

indicated here) But also the people who are still there 

now, huh. At some point the agreement becomes: 

deliver such a thing and that‟s going to cost so much 

in investments and if you ask later on: OK, so what is 

it exactly? Yeah, we don‟t know that. [measurability] 

Then how do you know where that amount comes 

from? Yeah, I don‟t really know that either, an 

estimate, yes. [measurability] 

Great that we have a name again. Great that we have 

a position again. That‟s all fantastic, but how about a 

bit of substance. [clarity] 

Durability is also connected to measurability 

in terms of finances. 

 

 

 

The outside image is a part of durability, but 

a fragile part. In the end, durability is linked 

more to a tangible result. 

(comment: Expansion of sensitising concept measurable 

and tangible) 

And erm... erm, you figure that erm... I... I figured that 

out pretty late, but of course that‟s because of, well 

what parts of the process should I checking and what 

can you leave up to your people? [clienthood] 

ODG is apparently not all that aware of what 

clienthood demands of him. 

But how do you see your division of roles in that 

process? You say you figured it out late. 

... Erm... yes, my division of roles, the division of roles 

is of course on a strategic level and erm... in- in 

certain erm, erm, steering committees with 

stakeholders... play a part. discussing things here 

internally, including the quality of the work, and others 

come in on that as well, erm, but I have that job, 

[division of roles] that‟s not right either. You have to, 

if you give people a position, you have to let them 

have it and you have to give them room to erm do it 

their way and then erm, also sort of to- to learn at it or 

to make mistakes at it. [division of roles] 

 

 

Asymmetrical division of roles. Paints a 

general picture, but it‟s unclear whether his 

also applies to TGH‟s deployment? 

But was there a chain of reporting, that the interim 

manager reported once in a while? 

Yeah, sure, sure, sure. Yes, yes and that erm about 

the things saw wrong... [unintelligible] 

And you discussed that? 

Yes. [coordination] 

 

 

Coordination only goes on when things 

threaten to go wrong. „We don‟t understand 

each other anymore‟ 

And yet you never had the feeling that you had some 

grip on it, is what I‟m hearing. 

Yes. I did initially and increasingly, I didn‟t. [control 

‘perhaps refine into grip on the process’] And then at some 

point, that kind of switches around. Then you think: 

 

A possible refinement of the sensitising 

concept of control into retaining grip on 

becomes clear here. (comment: Enter change into 

table of sensitising concepts) 
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well! Erm... and then something else comes into play, 

erm, that is that you start trying to, trying to redirect 

things and then it seems, or let me put it differently. 

[control] Erm... Whatever I do then, I also get some 

other people in and I say: am I looking at this the 

wrong way, am I seeing it too black-and-white or 

something? [reflection. „possible new sensitising 

concept’] Still, when people I know and trust and with... 

the same come out with the same feelings. That 

makes me think: hah! so I did get it right. [reflection] 

And that happens quite a lot. 

Control transitions into directions, the action 

of regaining grip on the process. 

Also a new sensitising concept. ODG seeks 

help, uses his environment to reflect on the 

progress of the IM process. Seems like a 

typical sensitising concept for assignments 

that are in trouble. By reflecting in his familiar 

environment, he makes the situation he finds 

himself in comprehensible again. Note the 

point mentioned before about self-referential 

behaviour. 
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Appendix 3 - Second researcher’s report 

 

Nieuwe Wetering, 19 February 2009 

 

To: Mr. J.L.H. Vorst DBA 

From: J. Daamen MBA 

 

Dear mister Vorst, dear Joop, 

 

In this letter, I report my findings as „second researcher‟ on a number of parts of your PhD 

thesis that were presented to me for my appraisal. Firstly, I will address the 

operationalisation of the „focused‟ texts. Then I will address the balanced use of quotations in 

the researcher‟s final report. I will close this letter with some information about myself for the 

benefit of the readers of this thesis. 

 

1 - Questions and assignment 

 

1.1 The questions asked of the „second researcher‟ concern the operationalisation of four 

consecutive phases of the „focused‟ texts: 

a) Do the „focused‟ texts form a complete and consistent picture of the original case 

study texts? 

b) Have the „sensitising concepts‟ been consistently ascribed to the focused texts? 

c) Do the findings as worded in the interpretations follow logically from the focused 

texts? 

d) Do the findings as worded in the (draft) analyses follow logically from the focused 

texts? 

 

1.2 These questions were operationalised identically in a sequential process. For this 

purpose, I present an overview of this process below. 

1. The first and second researcher have each read each story separately. 

2. After the first researcher selected the fragments from each text that he believed to 

be relevant based on the three themes that were derived from the research 

questions (durability, constrained duration, and translation into actions), the 

second researcher checked that the correct sections of text were selected, that no 

relevant sections of text were overlooked, and that the correct sections of text 

were matched to the correct themes. 

3. Agreement was then reached between the first and second researcher on the 

selections made and their placement with the correct themes. 

4. The first researcher applied any discussed alterations and presented the text thus 

revised to the second researcher for evaluation. Thereafter, the first and second 

researcher reached an agreement on this revised text 

5. From the second researched case onward, for each of the three themes 

previously mentioned, the first researcher composed a list of „sensitising 

concepts‟. 

6. The second researcher checked to what degree these „sensitising concepts‟ were 

consistently assigned to the focused texts. The alterations applied to this list 
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throughout the entire process of analysis were always discussed between the first 

and second researchers. 

7. The first researcher formulated his first interpretation of each case in an initial 

analysis. 

8. The second researcher compared these interpretations with his own, checking as 

he did so to what degree these interpretations follow logically from the „focused‟ 

texts. 

9. The first and second researchers compared their interpretations in mutual debate 

and arrived at a mutually shared interpretation. 

10. The first researcher processed the alterations to the initial analysis into a 

preliminary analysis. 

11. The second researcher carefully read this preliminary analysis and his comments 

were incorporated by the first researcher into an analysis draft. 

 

After this, the analyses were presented to the third and fourth researchers for their 

evaluation. The first researcher incorporated the commentaries that came from their 

evaluations into a final analysis of each case. Based on that, the first researcher drafted a list 

of sensitising concepts. 

 

12. The second researcher carefully read and evaluated this overall list. 

13. The first and second researcher discussed the contents of the provisional list and 

reached a consensus on its contents. 

 

2 - Use of quotations 

 

In my opinion the „presentation of evidence‟ that is put forward by the first researcher is not 

only illustrated, but certainly also strengthened by the use of quotations from the interviews. 

With regard to usage of quotations from the interviews in terms of balance in the first 

researcher‟s final report, I hereby state that this was done in a balanced fashion and that the 

length of the quotations is in accordance with the way they are presented. 

 

3 - Second researcher’s personal information 

 

1980-1999 Director and Commissioner in various organisations for logistical services 

1999-present Freelance organisational advisor and interim manager in both the profit and 

  non-profit sectors 

2006  MBA degree 

2008-present DBA student 

 

I wish you luck in the conclusion of your PhD. 

 

Kind regards, 

 

John Daamen
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Appendix 4 - Third researchers’ report 

 

To: Mr. J. Vorst 

 

From: drs. E.J.C. Baeten 

Management consultant and interim manager, established in Nieuwegein 

 

G.M. Rikhof, 

Head of Project Management and Support, sector Municipality Development and 

Management, Municipality of Nieuwegein 

 

Nieuwegein, 7 March 2009 

 

Dear mister Vorst, 

 

In this letter, we answer your question of whether the findings set down in the course of your 

PhD study into the coherent understanding, in a scientific sense, of what clienthood of interim 

management is or should be, flow logically from the research material. 

We will also briefly give our view on the use of the quotations from the interviews in terms of 

balance in the researcher‟s final report. See point 4 - conclusions for this. 

 

To that end, the following. 

 

1 - General 

1.1 There is no scientifically underpinned theory on the effectiveness of clienthood of 

interim management (in The Netherlands) readily available. This characterises the 

structure and execution of the study. 

1.2 The research questions were created based on a definition of interim management 

clienthood, to which three concrete questions were linked. 

1.3 These questions are answered on the basis of interviews with the clients of interim 

managers. 

1.4 Since there is no scientifically underpinned theory on the effectiveness of clienthood 

of interim management readily available, the chosen way forward is to inventory 

clients‟ subjective views of the reality of the effectiveness of this interim management 

clienthood by means of three concrete research questions, to define differences and 
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similarities between them, and to provide them with a verifiable scientific foundation 

and thereby arrive at a basis for the creation of further scientific theory. 

1.5 Each time, the interviews are an elaboration on the three research questions phased 

into parts, reflecting on the factual course of the interim manager‟s assignment. The 

interviews were transcribed verbatim. By means of the use of colours, it was then 

indicated in these reports which of the research questions was under discussion and 

what answer the client being interviewed proffered to the question in hand. In this 

way, insight is provided into an initial categorisation. 

1.6 This categorisation is the basis for a number of processing steps resulting in a 

focused text that includes the researcher‟s processing. All of this results in a 

document for each interview in which the researcher answers the three research 

questions in the case study by summarising, interpretatively and factually, based on 

the acquired research materials. 

 

2 - Questions and assignment 

2.1 The question asked of the “third researcher” is: “Do the findings as formulated in the 

analyses follow logically from the research materials?” 

2.2 This question was operationalised as follows. From each interview, we have randomly 

selected three answers relating to the essence of the research questions. That‟s one 

answer from the interview for each of the three research questions. In the description 

of each case, we checked whether this answer was factually processed by the 

researcher and whether this was done to a sufficient degree to qualify as logical. 

2.3 This approach was chosen because: 

 A second researcher examined in detail the correctness of the processing method 

applied to the cases in relation to the question of whether the results of that 

method were included in the material that was presented to us for evaluation. 

 A random testing approach to the materials processed by the first and second 

researchers constitutes an additional test to facilitate judgement on the matter of 

whether the processing of the research material in the described findings is 

complete, logical, and consistent. 

 

3 - Findings 

[Throughout the following section, reference will be made to specific pages for each of the 

cited quotations. They bear no relation to this document. Instead, they refer to the original 

research material and preliminary analyses. It is safe, in the current context, to ignore them.] 
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 Case 1 - Civil Affairs 

The elements in the text of the interview. 

Section: Durability 

 

 

Page 2, second paragraph: 

Interim management can be a sort of short term 

solution in the form of an analysis. 

 

Same paragraph: 

Interim management has to then create the 

conditions. 

Included in the final case description: What 

the durability of interim management results 

means to clients. 

 

Page 2, final line: 

Results achieved by the deployment of interim 

management results are not just a “kind of short 

term solution in the form of an analysis”, but must 

also create the conditions for future improvement. 

 

Evaluation: Approved. 

 

The elements in the text of the interview. 

Section: Constrained duration 

 

 

 

Page 9, final paragraph: 

We always have work meetings and we work 

along the lines of what we agreed upon. So those 

action points lead to a number of actions. We deal 

with them somewhat pragmatically. Sometimes I 

do something that‟s in the plan and sometimes my 

interim manager does it. 

Included in the final case description: How the 

constrained duration of the deployment of 

interim management affects clients' actions. 

 

Page 3: 

During the interim management process, and 

especially at its beginning, the client frequently 

consults with the interim manager about the 

progress of the assignment and about any 

deviations from the plan of action. 

 

Page 4: 

It is noteworthy that he often speaks in terms of: 

my interim manager. 

 

Evaluation: Approved. 

 

The elements in the text of the interview. 

Section: Clients’ actions 

 

 

Page 5, second paragraph: 

I also support the manager if possible to ensure 

that he can achieve his results and call him to task 

on that result. 

 

 

Included in the final case description: What 

actions clients take to promote durable interim 

management results. 

 

 

Not found in the processing of the text... 

 

Evaluation: We have determined that this is 

included in the text as an implicit supposition. (see 

the statements under point 2.2.) 
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Page 5, third paragraph, start of text: 

Oh well, I can outlast this, so I‟ll just duck out and 

come back later. 

Page 6, first paragraph: 

And of course, as the one who is the client, must 

be accountable that things can work out that way. 

 

Page 5, bottom of page: 

“Oh well, I can outlast this, so I‟ll just duck out and 

come back later” and “of course, as the client, I 

must be accountable for the fact that things can 

work out that way”. 

 

Evaluation: Approved. 

 

 Case 2 - Starting Point 

The elements in the text of the interview. 

Section: Durability 

 

 

Page 8, third paragraph: 

The new insight is that we, as an organisation, 

have chosen a central theme and we ask 

ourselves the question of how we, as an 

organisation, can arrange those customer 

logistics. 

Included in the final case description: What 

the durability of interim management results 

means to clients. 

 

Page 2, second paragraph: 

That places the realisation of durable interim 

management results into the flow of organisational 

development, in which you work on a procedural 

level much more than on a substantive level. 

Comment: 

The question is whether this is a good 

representation in all the nuances. In the text 

above, a judgement is implicitly indicated, 

whereas in the interpretation of the original 

statement, equality of substantive and procedural 

problems is assumed. This comment is, however, 

being made in the margins, meaning that it is of 

limited relevance. 

 

Evaluation: Approved, with due consideration of 

the abovementioned. (see also the statements 

under point 2.2.) 

 

The elements in the text of the interview. 

Section: Constrained duration 

 

Page 16: 

In the middle period, these jobs all have to be 

handled and completed. The importance of interim 

work lies in the fact that the interimmer thinks 

Included in the final case description: How the 

constrained duration of the deployment of 

interim management affects clients' actions. 

Page 4: 

The deployment of interim management in this 

case looks to be somewhat mechanical, in the 

sense that this deployment is being used by the 
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along (in concept structures) and unleashes 

analyses upon it from his expertise as well as 

giving advice. But on the other hand also takes 

work out of your hands. 

organisation and the client as a kind of tool, which 

is at their disposal for a limited time. In the use of 

this tool you have to keep an open mind towards 

the expert advice of an interimmer. 

 

Evaluation: Approved in principle, although it 

seems a somewhat broad interpretation. (see the 

statements under point 2.2.) 

 

The elements in the text of the interview. 

Section: Clients’ actions 

 

 

Page 2: 

I think initially, that with the organisation, the client 

is where the main responsibility/final responsibility 

for securing the results lies. 

Included in the final case description: What 

actions clients take to promote durable interim 

management results. 

 

Page 5: 

This makes the members of the management 

team co-responsible for the interim management 

results, and additionally creates the conditions for 

the durability of those achieved interim 

management results. 

 

Evaluation: Approved, with once again the 

comment concerning the broad interpretation. As 

you yourself indicate that the responsibility of the 

ODG is dominant and the ODG has final 

responsibility. (see the statements under point 

2.2.) 

 

 Case 3 - Home care 

The elements in the text of the interview. 

Section: Durability 

 

 

Page 6: 

Strategy change: different management structure 

and connection to other home care organisations. 

Included in the final case description: What 

the durability of interim management results 

means to clients. 

 

Page 1: 

This client primarily considers achieving a 

situation that creates favourable conditions for 

further development of the organisation a durable 

interim management result. 

 

Evaluation: Approved. 
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The elements in the text of the interview. 

Section: Constrained duration 

 

 

 

Page 13, second paragraph: 

We have a problem as an organisation and as a 

remedy we deployed the interim manager. He has 

to solve the problem for us. 

Included in the final case description: How the 

constrained duration of the deployment of 

interim management affects clients' actions. 

 

Page 3, top of the chapter: 

The constrained duration of the deployment of 

interim management is explicitly deployed by this 

client in this case as a management tool. He uses 

it as such not only to make it through a period 

during which there is a vacuum in management, 

but also to achieve some improvements. 

 

Evaluation: Approved. 

 

The elements in the text of the interview. 

Section: Clients’ actions 

 

 

Page 3, second paragraph: 

We have a number of problems for which we‟ve 

invited the IM-er. I have to ensure that the 

problems are resolved. If that is the case, then I 

can retake my responsibility and get on with 

things. 

Included in the final case description: What 

actions clients take to promote durable interim 

management results. 

 

Page 5 high and page 6 low: 

My own role? Look; We‟re having some problems 

for which we‟ve invited the interim manager and 

once they are resolved I can take my up own 

responsibilities again and carry on with them. 

 

Evaluation: Approved. 

 

 Case 4: ICT service centre 

The elements in the text of the interview. 

Section: Durability 

 

 

Page 4, third paragraph: 

The transfer is secured through documentation, 

progress reports, and actual transfer. 

Included in the final case description: What 

the durability of interim management results 

means to clients. 

 

Page 2: 

Making the interim management results durable is 

seen on the one hand in a simple piece of 

documentation, progress reports that were 

provided over the course of the assignment, and 

on the other hand there‟s a piece of actual 

transfer in the work. Some training, I mean. 

 

Evaluation: Approved. 
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The elements in the text of the interview. 

Section: Constrained duration 

 

 

 

Page 14: 

The cooperation is going very well. As people we 

get along very well. That just makes it pleasant. 

His approach and mine don‟t differ much. So we 

don‟t need much coordinating. 

Included in the final case description: How the 

constrained duration of the deployment of 

interim management affects clients' actions. 

 

Page 4: 

The fact that client and interim manager match 

well contributes to an important degree to 

maximising the constrained duration of the 

employment of the interim manager involved. As 

people, I think we also get along very well, etc. 

 

Evaluation: Approved. 

 

The elements in the text of the interview. 

Section: Clients’ actions 

 

 

Page 5, first paragraph: 

I think securing is something that stands at the 

beginning of the assignment. The interimmer 

should really just demand that what he does will 

not be lost later on. 

Included in the final case description: What 

actions clients take to promote durable interim 

management results. 

 

Page 4: 

To achieve a durable interim management result, 

a claim is filed with the interim manager. 

 

Evaluation: Approved. 

 

 Case 5 - The advocacy group 

The elements in the text of the interview. 

Section: Durability 

 

 

Page 2, second block (third stroke selection 

on- question 1): 

Well, there he was, with pictures in which 

everyone who had a spot would pretty much keep 

his spot, in which everyone who didn‟t function 

was treated with kid gloves. You should be taking 

this chance to set down a good and logical 

structure. 

Included in the final case description: What 

the durability of interim management results 

means to clients. 

 

Page 2, at the bottom: 

 

The client primarily blames this phenomenon on 

the attitude of the interim manager, who comes in 

from the outside, but really did a lot to confirm 

everyone‟s roles, positions and culture. 

 

Evaluation: Approved. 
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The elements in the text of the interview. 

Section: Constrained duration 

 

 

Page 6, second block (third stroke selection 

on- question 1): 

That will probably some tension between what 

people in the management team thought and what 

the managers, the people of that organisation 

thought. Especially that cultural aspect didn‟t 

appeal to them. I mean someone gentle, a people 

person. 

Included in the final case description: How the 

constrained duration of the deployment of 

interim management affects clients' actions. 

 

Page 4, first paragraph, lower half of page: 

 

The cultural aspect in particular naturally didn‟t 

appeal to them. They wanted a gentle sort of 

person: a people person. 

 

 

 

Evaluation: Approved. 

 

The elements in the text of the interview. 

Section: Clients’ actions 

 

 

Page 2, third stroke selection on question 3: 

Behind the interim manager, I see the 

organisation he has to lead. That plays an 

important role. And I don‟t want to be directing 

that solo. That needs to be placed within the 

management context. 

Included in the final case description: What 

actions clients take to promote durable 

interim management results. 

 

Page 6, First part of the final paragraph: 

Behind the interim manager, I see the 

organisation he has to lead. That plays an 

important role. And I don‟t want to be directing 

that solo. That needs to be placed within the 

management context. 

 

Evaluation: Approved. 

 

 Case 6 - Public Affairs 

The elements in the text of the interview. 

Section: Durability 

 

 

Page 6, third block: 

But when I talk to people in our organisation who 

have been confronted with a few interimmers, 

they hate that too. And they‟re thinking now: 

Yeah, he‟s here for now, but a year from now, 

he‟s gonna be gone again. So what am I 

supposed to do with that. Can I count on someone 

like that? 

Included in the final case description: What 

the durability of interim management results 

means to clients. 

 

It‟s about the attitude of employees here, in the 

shape of scepticism about interim management as 

a means for change. 

 

 

 

Evaluation: We were unable to find this factor in 

the text. 
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The elements in the text of the interview. 

Section: Constrained duration 

 

 

Page 18, selection on question 2, first 

paragraph: 

The result was simply not achieved. One cause 

for this was the inability to get through to people 

and to figure out, I expect this from someone 

who‟s closer to people than I am as a client, what 

the problem is and why it isn‟t working. 

Included in the final case description: How the 

constrained duration of the deployment of 

interim management affects clients' actions. 

 

Page 3, final paragraph: 

 

Later, the client starts to realise that the context 

within which the assignment is to be performed 

has been inadequately specified in the interim 

manager‟s assignment description: “What we‟ve 

not provided enough of is an idea of the problems 

with the employees themselves”. 

 

Evaluation: Approved. 

 

The elements in the text of the interview. 

Section: Clients’ actions 

 

 

Page 1, low and page 2, high: 

We made some clear agreements then: We‟ll 

contract it out, that‟s new as well, you have to 

contract everything out, and in the end we did find 

someone from the same organisation, whom we 

felt was most suitable to what we had in mind. He 

is also best able to continue what his predecessor 

had set in motion. 

Included in the final case description: What 

actions clients take to promote durable interim 

management results. 

 

 

The character of what arises from the interview is 

well presented in our opinion, but is difficult, 

barring a rare element, to relate factually to the 

interview report (see the statements under point 

2.2.) As an interimmer, you have two functions: to 

wit, you‟re an effecter of change and you‟re 

responsible for the management of ongoing 

concerns. And this might have received more 

attention in the text. The client should be more 

aware of that tension, especially concerning the 

question of what actions one takes to arrive at 

durable interim management results. 

 

Evaluation: Approved the broad interpretation 

(see the statements under point 2.2.) 
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 Case 7 - Healthcare out of control 

The elements in the text of the interview. 

Section: Durability 

 

 

Page 5, third block: 

Well, it‟s important actually, that those people, the 

other people, really started working differently, 

and say so, too: Hey, this does work better. So 

that the people who stay are convinced by the 

change realised by the interim manager. Because 

if you don‟t have that, then everyone will do their 

best to reverse the change. 

Included in the final case description: What 

the durability of interim management results 

means to clients. 

 

Page 2, bottom of page: 

Of these two criteria, the client designates the 

existence of robust support among the people 

involved to be the most important. So that the 

people who stay are convinced... etc. 

 

 

 

Evaluation: Approved. 

 

The elements in the text of the interview. 

Section: Constrained duration 

 

 

Page 9, third block, third stroke, version 

08.02.2009-03-03: 

 

Well, in the first place, some things did go well, 

right? It didn‟t go well enough, but it still went well, 

but it took too long, but it got there in the end. 

Well, some things did. So my personal risk. Look, 

because I‟m not going to shout from the rooftops 

that I am unhappy about the man. That wouldn‟t 

be in my best interest 

Included in the final case description: How the 

constrained duration of the deployment of 

interim management affects clients' actions. 

 

Page 4: 

 

 

The consideration of what decisive intervention 

might mean in terms of personal risk also plays an 

important role in the client‟s deliberations 

 

 

 

 

Evaluation: Approved. 

 

The elements in the text of the interview. 

Section: Clients’ actions 

 

 

Page 4, centre of block 2: 

Well, in the first place, I did an enormous amount 

of promotion for the guy. I‟ve actually pretty much 

kept doing that. 

Included in the final case description: What 

actions clients take to promote durable interim 

management results. 

 

Page 5: 

In the first place, I did an enormous amount of 

promotion for the guy 

Evaluation: Approved. 
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 Case 8 - Municipal P&C cycle 

The elements in the text of the interview. 

Section: Durability 

 

 

Page 6: 

Because it‟s a long-term process to pull it out of 

the wall first, because culture survives anything, 

doesn‟t it? 

Included in the final case description: What 

the durability of interim management results 

means to clients. 

 

Page 2, bottom of page: 

This client does not believe it‟s realistic to expect 

enduring changes to the culture of the 

organisation, “because it‟s a process of many 

years” and “the culture survives anything”. 

 

Evaluation: Approved. 

 

The elements in the text of the interview. 

Section: Constrained duration 

 

 

Page 3, block 2, centre of the text: 

A very small fat man. Compared to all the others, 

we thought we had the best connection with him. 

Included in the final case description: How the 

constrained duration of the deployment of 

interim management affects clients' actions. 

 

Page 3, seventh line down: 

compared to all the others, we had most in 

common with him 

 

Evaluation: Approved. 

 

The elements in the text of the interview. 

Section: Clients’ actions 

 

Page 2, second block: 

I‟m just going to talk to him [the interim manager] 

and work through a list of things that absolutely 

have to be achieved. The same goes for a list of 

items of interest that I have noticed and that 

others have noticed and that I want to see in 

terms of changed behaviour. 

Included in the final case description: What 

actions clients take to promote durable interim 

management results. 

Page 5, last section: 

In the second place, the client intends to 

specifically steer at the achievement of the 

desired result and its durability: I‟m just going to 

talk to him... etc. 

 

Evaluation: Approved. 
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4 – Conclusions 

 

Our conclusion is that the reporting of the interviews and their processing in the various steps 

leaves a systematic, thorough, and consistent impression. We base this on our selective 

verification in each case that the statements from the interviews can actually be found in the 

research report. 

 

Two remarks from us on the abovementioned 

We understand that the degree to which clients have thought their interim management 

clienthood through and have been able to put it into words properly is important to the quality 

of the research material. In two of the cases, it turns out that the statements are sometimes 

at such a level, that it becomes difficult to follow, in a one-to-one relation, your justified 

attempts to make them concrete by means of your questions and diagrams. We have 

marked those occurrences in the report of our findings with the words “broad interpretation” 

and relate this to the stated factual processing as formulated in point 2.2 of this report. 

 

In one case, number 6, in the part on durability, specifically, we could not make a direct or 

indirect link between the statement and the processing in our random sampling. 

 

Concerning the use of the quotations from the interviews in the researcher‟s final report in 

terms of balance, we report the following. Considering the type of study and the methodology 

used therein, the garnishing of statements with typifying quotations from the interviews to 

accentuate these statements is entirely appropriate. In our judgement, this was done in a 

balanced manner, meaning that the quotations are in fact an illustration of what the 

researcher is asserting or attempting to make clear by use of the quotations included with the 

text and that it is done in such a way as to support the evidence. We feel that the quantity 

and size of the quotations are appropriate to the style of reasoning. 

 

We wish you the best of luck in concluding your PhD. 

 

Kind regards, 

 

Ernest Baeten,  Gerard Rikhof. 
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Summary 

Interim management and the transfer value of interim management 

results seen from the client's perspective 

 

 

The deployment of interim management in organisations has skyrocketed in the Netherlands 

in recent decades. Even so, there is no clear picture in the literature of what interim 

management is or of what its effects might be. Existing publications mostly address certain 

aspects of interim management and the number of scientific studies is limited. Additionally, 

the scientific value of many existing publications is debatable. It is also remarkable that 

interim management is usually approached from the perspective of the suppliers of interim 

management. The customer, the user of interim management, hardly gets a word in. 

Moreover, there is doubt, both in theory and in practice, about the value of the deployment of 

interim management in organisations as a consequence of the commonly experienced lack 

of lasting, secured results. 

 

This study has the following two objectives: 

1. To contribute to the development of a body of knowledge on the subject of interim 

management. 

2. To garner insight into the problem of securing interim management results. 

The implication that attends the achievement of the first objective is that not everything that is 

discovered or indicated in that pursuit will be applied to the achievement of the study‟s 

second objective. The field of inquiry for this study comprises interim management deployed 

in local government and healthcare in the Netherlands at the middle management level, 

performed by self-employed interim managers and with the aim of effecting organisational 

change. The empirical research will be conducted from the perspective of the interim 

manager‟s client. 

 

Because no well-founded picture of interim management has been created, interim 

management was compared, in the first part of the literature study, to those things from 

which it differs, namely consultancy and regular management. This showed that the 

differences between interim management and consultancy have become less pronounced, 

which makes it increasingly difficult to make a clear distinction between the two fields. The 

comparison to regular management yields three differences that might be considered 

defining characteristics of interim management.  
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They are: 

 The difference between the reasons for recruiting an interim manager and those for 

recruiting a regular manager. 

 The difference between the roles interim managers and regular managers play. 

 The difference between the duration of interim management and regular management. 

Interim management is by nature far more temporary than regular management. 

When these three defining characteristics of interim management are considered in relation 

to each other, it can be concluded that the reasons for deploying interim managers into 

organisations and the division of roles may be considered derived characteristics. They 

follow naturally from the aspect of temporariness. The reasons for deploying interim 

management are not uniquely „interim‟ and could equally be tackled by regular management. 

Still, because of a number of situationally determined factors, it is often considered better 

temporarily to employ the services of someone „from the outside‟. The division of roles in the 

hierarchy between regular managers does not differ essentially from the one between client 

and interim manager. In regular management, too, one manager will assign tasks and 

responsibilities to another manager who is lower down in the hierarchy. As a consequence, it 

can be concluded that the temporary nature of interim management is the only defining 

characteristic of interim management that distinguishes it from regular management. On the 

basis of the literature and the abovementioned, interim management can now be defined as 

follows: 

 

Management with a constrained duration, in which a manager is appointed from outside the 

organisation to perform an assignment for a limited period of time, after which the manager 

will leave the organisation. 

 

The second part of the literature study contained an examination of the problems 

surrounding the securing of interim management results. After it became clear what people 

generally take the securing of interim management results to mean, the securing of interim 

management results was researched on the basis of four themes. These themes are: 

constrained duration, expectations, organisational context, and organisational change. They 

are derived from the results of the first part of the literature study. More importantly, those 

results also pointed to a fundamentally different image of the securing of interim 

management results from the one that has long been accepted. The (classical) mechanical 

idea of securing something by screwing it into place at some point and expecting it to stay in 

place and continue functioning after the interim manager‟s departure is changing into the 

attainment of an intermediate result that creates the conditions necessary for continued 

(desirable) development. This makes the concept of securing interim management results as 
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it has long been understood problematic. Securing in the classical meaning prevents further 

development because the results are expected to be carved in stone. It has also become 

clear that the defining aspect - the constrained duration of interim management - harbours a 

paradox. After all, this constrained duration is its strength when it comes to achieving interim 

management results, but when it comes to achieving durable results, it is a weakness! 

On the basis of these observations, the concept of securing has been converted into the 

concept of durability in the study. In that context, durability was defined as follows: 

 

The durability of interim management results is the degree to which the achieved interim 

management results remain valuable to the client. 

 

The empirical study was aimed at the achievement of the second objective of this study. 

Initially, there was a search for sensitising concepts and patterns of action that may serve, 

alongside the knowledge gleaned from the literature study, as an interpretational framework 

for the achievement of this study‟s second objective: gaining insight into the problems 

surrounding the securing of interim management results. In compliance with the 

aforementioned demarcation of the empirical domain, this will focus on the client. Within 

organisations in which interim management assignments are executed, the concept of client 

is open to multiple interpretations. “Client” is defined in this study as: 

 

The individual in the client organisation who formulates the interim manager's assignment, 

authorises him to perform the assignment, has the power to dismiss him from the 

assignment, and to whom the interim manager gives account on the execution of the 

assignment. 

 

Because the constrained duration is the most important defining characteristic of interim 

management, it is important to gain more insight into the influence of this constrained 

duration of interim management on the actions of clients. To achieve these goals, the 

following research questions were used as guidelines: 

1. What does the durability of interim management results mean to clients? 

2. How does the constrained duration of the deployment of interim management affect 

clients' actions? 

3. What actions do clients take to promote durable interim management results? 

For the execution of the empirical study, the choice was made, after careful deliberation and 

comparison of the various options, to take an explorative approach and use a socially 

constructivist perspective. For the design of the empirical study, grounded theory 

methodology was used, as formulated by Strauss and Corbin (1998). Grounded theory is an 

approach in which a phenomenon is investigated by a process of exploration and in which 
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new insights develop by means of constantly making comparisons. A central consideration in 

the socially constructivist research perspective combined with the application of grounded 

theory is the question of how open-mindedly a researcher can regard the world. This 

constitutes a problem in this study because the researcher is also a practising interim 

manager and so inevitably takes all manner of ideas and opinions into the research. For that 

reason, much attention was given to putting aside these ideas and opinions as much as 

possible. One of the ways this was accomplished is by strictly and methodically following the 

principles of grounded theory and by involving independent second, third, and fourth 

researchers. These independent researchers arrived at their own interpretations of the 

research materials. The interpretations of the first and subsequent researchers have 

developed, through an iterative process, into a common, shared interpretation. Eight interim 

management assignments were studied in the empirical study. The cases are divided equally 

between local government and the healthcare sector. The first group of four interim 

management assignments consists of assignments that could be considered successful. In 

the second group, four interim management assignments were examined that were 

considered less successful or failed. The application of the qualifiers successful, less 

successful, or failed was left entirely up to the client involved. In the empirical study, a 

number of sensitising concepts and patterns of action were discovered, catalogued, and 

described that promise answers to the three research questions. The following is a list, 

organised by research question, of the study‟s most important conclusions. 

 

What does the durability of interim management results mean to clients? 

 

 Clients connect the durability of interim management results to the existence of robust 

support for those results within the organisation. The existence of this support is 

considered by clients to be the most vital conditional characteristic of a durable interim 

management result. In the eyes of clients, a durable interim management result cannot 

exist without this support! This is contrary to the constrained duration of interim 

management often described in the literature and its perceived function as a crowbar, 

wielded forthrightly to tackle problems and issues that have been stuck for a while, to 

strike down sacred cows and to initiate changes in organisations 

 

 A point often raised in the literature on interim management is the fact that, many times, 

the problem or issue at hand only becomes clear during the execution of the interim 

management assignment. This is often seen by interim managers as a complication that 

attends the execution of many of their interim management assignments.  

The research makes it clear that clients also deploy interim management precisely 

because they want to create clarity about problems and issues. They consider the 
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creation of such clarity to be potential durable interim management results, meaning that 

on this issue, the results of this study and the literature do not directly contradict each 

other. What becomes clear is that interim managers and clients assign different 

meanings to clarity about the problem or issue at hand in the context of the execution of 

interim management assignments. 

 

 Clients also connect the constrained duration of the deployment of interim management 

to the achievement of a durable result when it provides a temporary substitute for a 

regular management position. This is because it keeps parts of the organisation from 

being cast adrift and organisational changes from grinding to a halt. In the literature, 

securing (durability) is not often similarly linked to this daily management substitution. 

 

 Clients often link the durability of interim management results to making those results 

explicit in documents. It turns out that in achieving a durable interim management result 

in the area of the so-called soft organisational variables (skills, staff, style, and shared 

values), the constrained duration of the deployment of interim management constitutes a 

barrier. Interim management results are mostly considered durable by clients if they have 

been internalised by the employees and even more so when if have been specified in 

document form. 

 

 Durability of interim management is seen by clients as the arrival at a point or a situation 

in which a problem has been solved or an issue has been handled. One characteristic of 

these results is that they are mostly aimed at the attainment of short-term improvements. 

For the client and the interim manager‟s successor, this means that a solid and safe point 

of departure has been created. The „old hurts‟ will have been cleared away and all of the 

conditions will have been created for the interim manager‟s successor to function well. 

Although some support for this interpretation exists in the literature, the literature 

predominantly assumes a more mechanical picture of securing something by screwing it 

into place at some point and expecting it to stay in place and continue functioning after 

the interim manager‟s departure. 

 

How does the constrained duration of the deployment of interim management affect 

clients' actions? 

 

 The literature indicates, almost without exception, that the constrained duration of the 

deployment of interim management constitutes a validation of interim management and 

an important precondition for its function. The study shows that this precondition is 
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undergoing a strong devaluation. Clients (as well as interim managers) must use 

additional means, quite aside from the constrained duration, to achieve a durable interim 

management result. The study shows that acceptance in the organisation of the 

deployment of interim management, the interim manager personally, the issues he works 

on and his way of doing things are important preconditions for the achievement of a 

durable interim management result. 

 

 Clients consider the deployment of interim management to be a management tool with a 

constrained duration. With it, people work towards specified goals during the constrained 

duration of the deployment of interim management. This highlights the trend indicated in 

the literature, which is that interim management is losing its identity as a tool for unique 

circumstances and is gaining broader applicability in organisations. It turns out that 

clients are much further along in this development than the literature indicates. They view 

the constrained duration deployment of interim management as a „tool in the hands of the 

client‟. They feel that this allows them to quickly provide additional management capacity 

or specific knowledge for a period of constrained duration. 

 

 Clients attach great importance to the formulation of a clear and concrete assignment, 

which is considered by clients to be a basic precondition for a successful interim 

management process. In the literature, on the other hand, it is often pointed out that 

assignments tend to be vaguely and ambiguously put and only become clear over the 

course of the assignment‟s execution. 

 

 Clients attach great importance to an explicitly formulated plan of action. What this 

achieves is that the constrained duration of the deployment of interim management is 

deployed in a focused manner to achieve specific objectives. Clients use this plan of 

action as a guideline to help them follow the execution of the assignment and check that 

the agreed-upon results are being achieved. This chafes somewhat with the literature, 

which de-emphasises the effects of plans of action and points out that the drafting of 

such a plan is often skipped. Although the clients featured in the cases of this study leave 

little room for expansion of the original assignments, the literature specifically states that 

interim managers are often confronted with supplementary or additional questions from 

their clients. 

 

 Interim management is a service process. The literature indicates that in service 

processes (especially in long-running service processes, of which interim management is 

an example), the relational aspect of interaction between those involved is more 
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important than its substantive aspect. The literature also describes how clients in long-

running service processes tend to harbour expectations of chance rather than normative 

expectations about the quality of service and the results to be achieved. This study 

shows, in sharp contrast with the literature, that in spite of the relatively long duration of 

the service process, clients and interim managers do not primarily dwell on the relational 

aspect, but rather the substantive aspect of the service. This is prompted to an important 

degree by the fact that during the constrained duration of the deployment of interim 

management people work towards specified goals and because the deployment of 

interim management is seen as expensive compared to regular management. Clients 

make their normative expectations about the interim management process and the 

results to be achieved explicit beforehand and, contrary to the literature‟s description of 

the process, hang on to those expectations throughout the process. 

 

 Whereas the literature on the division of roles between clients and interim managers 

points out that the interim manager often has the role of managing expert, the research 

shows just the opposite. Clients not only specify the substance of the assignment, they 

also monitor quite closely, as the assignment is executed, that the interim manager 

delivers everything that was agreed upon and that the way the interim manager goes 

about it does not conflict with the organisation‟s culture. The constrained duration of the 

deployment of interim management causes clients to attempt to optimise that deployment 

for the attainment of certain specific goals. One of the ways they do that is by more or 

less permanently maintaining open lines of communication with the interim manager 

about the way the interim management process is progressing. This communication often 

takes place in recurrent bilateral meetings between client and interim manager and in 

most cases takes place in a „friendly hierarchical atmosphere‟. In this manner, clients 

direct the interim management process more than they do the interim managers. Clients, 

then, do not place the service provider / interim manager into a complementary, 

coordinate position, but rather in a subordinate one. From this, it also appears that one of 

the characteristics of service processes, namely the shared responsibility for the 

production of the service (Weggeman and Lammers 2006, Geurts et al. 2006), hardly 

ever occurs.  

 

 In the literature, attention is often directed at the careless way in which clients conduct 

the recruitment and appointment of interim managers. This study does not quite show the 

contrary, but it does show that clients often act with great procedural care in the final 

selection of a candidate with an eye to achieving acceptance of the interim manager by 

the organisation. 
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 It has been indicated before that clients take on more of a managing role. It turns out that 

in interim management processes that progress problematically, they struggle with this 

role. Clients wait for a long time before executing interventions in the way the interim 

management process is executed, such as prematurely concluding the interim 

management assignment. One of the possible causes for their reticence is the effect 

such interventions could have on the continuity of the performance of the management 

function and/or the tackling of the specific issue or problem at which the constrained 

duration deployment of interim management was targeted. Their estimation of what such 

interventions might mean in terms of personal risk also plays an important role. 

Prematurely ending the interim management assignment is therefore often delayed for a 

very long time and not seldom charmingly disguised as starting the search for a regular 

successor a little early. The problems surrounding the intervention by clients in the 

execution or premature conclusion of interim management assignments has, as of yet, 

barely been explored in the literature. The results of this study constitute a first look at 

these problems. 

 

What actions do clients take to promote durable interim management results? 

 

 As concerns the actions taken by clients in order to promote durable interim management 

results, the literature repeatedly points out the importance of the appointment of a 

successor to the interim manager. It also points to the importance of staying on the path 

embarked upon by the interim manager and the role therein and responsibility therefor of 

the client, as well as the training of the successor by the interim manager. The findings of 

this study confirm those statements. 

 

 Clients take actions that are aimed at helping the organisation to make sense of the 

deployment of interim management. They also take actions that increase acceptance of 

this deployment and the results it yields. This fits with the abovementioned conclusion 

that in order to achieve durable interim management results, the interim manager‟s 

person, his way of doing things, and the results he aims to achieve must not conflict with 

the organisation‟s existing sensemaking processes. This constitutes an elaboration on 

that abovementioned conclusion. 

 

 The actions the clients indicate they have taken to promote durable interim management 

results over the course of this study seem to be dominated by the phenomenon of „the 

wish is father of the thought‟. Clients do feel responsible for the achievement of transfer 
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value from interim management results, but they usually fail to attach any actual plans or 

actions to that responsibility. 

 

Final conclusions 

 

 At the end of chapter two, it was concluded that the concept of securing (within the 

framework of this study) is no longer suited to the modern-day nature of the deployment 

of interim management. This has led to the replacement of the concept of securing by the 

concept of durability of interim management results because that concept better 

represents the client‟s intentions. The results of the empirical study and the conclusions 

that may be drawn from them show that clients connect the success of interim managers 

to the added value they provide the organisation. The organisation carries this added 

value forward. This value is generally determined at the time of the interim management 

assignment‟s conclusion. On the basis of this insight it has been determined that the 

transfer value of interim management (the third analytical iteration of the concept) is best 

suited to the expression of the ideas previously encapsulated in the securing and the 

durability of interim management results. The transfer value of interim management 

results has been defined as follows: 

 

The transfer value of interim management results is the degree to which the achieved 

interim management results are valuable to the client. 

 

In this definition, the differences between it and the definition of the durability of interim 

management results are printed in bold. Replacing the word remain in the definition of 

durability with are indicates that the value of the achieved interim management results 

should be determined in a very specific timeframe - the here and now. The concept of 

value should here be understood in a qualitative sense because to measure and quantify 

this transfer value objectively is next to impossible. 

 

 As indicated before, clients specifically steer towards attaining and preserving 

acceptance in the organisation for the person of the interim manager, the things he works 

on, the way he performs his duties, and the results he is to achieve. That means that the 

deployment of interim management and the results to be achieved run the risk of 

becoming the result of a compromise between what is objectively the best course of 

action and what the organisation is willing to accept. In this way, clients hinder the 

process of breaking through the self-referential behaviour in organisations when it is that 

specific breakthrough that people hope to achieve by appointing an interim manager. 
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 The communication between clients and interim managers has proven problematic. 

Clients mostly communicate at the substantive level. Because interim managers have not 

been heard in this study, comments about their communication can only be made on the 

basis of the clients‟ reactions in the interviews. From those reactions, a strong suspicion 

arises that interim managers also communicate mostly on the substantive level. The 

literature indicates that the quality of service processes (interim management being one 

example) is mostly dependent on control of the social processes between the customer 

(client) and the service provider (interim manager). These social processes are 

connected more to the relational aspect than to the substantive aspect of communication 

between the two. Clients pay little attention to this relational aspect. This constitutes a 

significant cause for the failure of unsuccessful interim management processes. 

 

 In this study, two groups of interim management assignments were examined: successful 

ones and failed ones. There is a high degree of convergence in the opinions of clients 

about the factors affecting the success or failure of interim management assignments. 

 

 The results of the empirical study often contrast sharply with the literature in the area of 

interim management. Because interim management is used much more frequently in the 

Netherlands than it is in other countries, there is a great deal of Dutch literature on the 

subject and the results of this study have mostly been compared to that literature58. One 

explanation for the contrast mentioned before is the fact that the literature was written for 

the most part from the perspective of the interim manager. In this study, the clients have 

spoken, and their stories make up the proverbial other side of the coin. This has created 

new knowledge and this new knowledge constitutes an interesting counterbalance to the 

one-sided approach to interim management found in the literature, especially the Dutch 

literature. Also, the insights gained in this study into the problems surrounding the 

achievement of transfer value can help clients as well as interim managers achieve that 

value. 

 

Joop Vorst, July 2009. 

                                                

58
 Including Banning and Klep, Boon, Burger, De Dreu, Eyck-van Heslinga, Geerding and Ten Koppel, Van t‟ Hof, Van Hout, 

Koppens and Veenma, Maas, Ramondt, Reijniers, Schaveling, Schriever, Senior, Vorst, Wichard, Wiel, and Witvliet. Most of the 
authors mentioned have also published work in collaboration with other authors on interim management who may or may not 
have been mentioned in this footnote. 
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Samenvatting 

Interim management and the transfer value of interim management 

results seen from the client's perspective 

 

 

De inzet van interim-management binnen organisaties heeft in Nederland de laatste 

decennia een hoge vlucht genomen. In de literatuur bestaat echter geen goed beeld over wat 

interim-management is en wat de effecten ervan kunnen zijn. Bestaande publicaties 

behandelen vooral bepaalde aspecten van interim-management en het aantal 

wetenschappelijke studies is beperkt. Ook de wetenschappelijke waarde van veel bestaande 

publicaties is discutabel. Opvallend is ook dat interim-management in de literatuur 

voornamelijk wordt benaderd vanuit het perspectief van de aanbieders van interim-

management. De klant, de gebruiker van interim-management, komt nauwelijks aan het 

woord. Bovendien wordt zowel in de praktijk als in de theorie getwijfeld aan de waarde van 

de inzet van interim-management in organisaties, als gevolg van het vaak ervaren gebrek 

aan blijvende, geborgde resultaten. 

 

Dit onderzoek heeft de volgende twee doelstellingen: 

1. Het leveren van een bijdrage aan de ontwikkeling van een „body of knowledge‟ op het 

gebied van interim-management. 

2. Het verkrijgen van inzicht in de problematiek van de borging van interim-

managementresultaten. 

De implicatie die verbonden is aan het bereiken van de eerste doelstelling, is dat niet alles 

van wat wordt ontdekt of wordt aangegeven, wordt gebruikt voor het bereiken van de tweede 

doelstelling. Als onderzoeksdomein is gekozen voor interim-management op middle-

managementniveau binnen de lokale overheid en zorgsector in Nederland, dat wordt 

uitgevoerd door zelfstandig gevestigde interim-managers en waarbij een bijdrage aan 

organisatieveranderingen wordt geleverd. Het empirisch onderzoek vindt plaats vanuit het 

perspectief van de opdrachtgever van de interim-manager. 

 

Omdat er geen sprake is van een goed gefundeerd beeld van interim-management is 

interim-management in het eerste deel van het literatuuronderzoek vergeleken met waar het 

van afwijkt, namelijk organisatieadvies en regulier management. Daarbij blijkt dat het verschil 

met organisatieadvies vager is geworden. Dat maakt het steeds moeilijker een helder 

onderscheid tussen beide domeinen te maken. De vergelijking met regulier management 
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levert drie verschillen op die zouden kunnen worden aangemerkt als definiërende kenmerken 

van interim-management. Dit zijn: 

 Het verschil in aanleiding voor de werving van een interim-manager versus een reguliere 

manager. 

 Het verschil in rollen tussen een interim-manager en een reguliere manager. 

 De van regulier management afwijkende tijdelijkheid van interim-management. 

Als deze drie definiërende kenmerken van interim-management in relatie tot elkaar worden 

bezien, kan worden vastgesteld dat de aanleiding voor de inzet van interim-management in 

organisaties en de rolverdeling beschouwd kunnen worden als afgeleide kenmerken. Zij 

vloeien namelijk voort uit het aspect tijdelijkheid. De aanleidingen voor de inzet van interim-

management zijn op zich niet uniek en zouden ook kunnen worden opgepakt door regulier 

management. Maar door een aantal situationeel afhankelijke factoren wordt het vaak beter 

geacht hiervoor iemand op tijdelijke basis „van buiten‟ in te schakelen. De verdeling van 

taken en bevoegdheden in de hiërarchie tussen reguliere managers verschilt niet wezenlijk 

van de situatie tussen opdrachtgever en interim-manager. Ook binnen het reguliere 

management wijst een hoger geplaatste manager taken en verantwoordelijkheden toe aan 

een lager geplaatste manager. Bijgevolg kan worden geconcludeerd dat de tijdelijkheid van 

interim-management het enige definiërende kenmerk van interim-management is waarmee 

het zich onderscheidt van regulier management. Mede op basis van de literatuur kan interim-

management nu als volgt gedefinieerd worden: 

 

Tijdgelimiteerd management waarbij een manager van buiten de organisatie wordt 

aangesteld voor het uitvoeren van een in de tijd begrensde opdracht, waarna die manager 

de organisatie verlaat. 

 

In het tweede deel van het literatuuronderzoek is de problematiek van de borging van 

interim-managementresultaten onderzocht. Nadat duidelijk is geworden wat over het 

algemeen onder borging van interim-managementresultaten wordt verstaan, is borging van 

interim-managementresultaten onderzocht aan de hand van vier thema‟s. Deze thema‟s zijn: 

tijdgelimiteerdheid, verwachtingen, organisatiecontext en organisatieveranderingen. De 

thema‟s zijn afgeleid van de uitkomsten van het eerste deel van het literatuuronderzoek. Die 

uitkomsten wijzen bovendien op een fundamenteel ander beeld van de borging van interim-

managementresultaten dan lange tijd gebruikelijk was. Het (klassieke) mechanische beeld 

van borging als iets wat op enig moment wordt „vastgeschroefd‟, gefixeerd en zelfstandig na 

het vertrek van de interim-manager stand houdt, verandert in het bereiken van een meer 

voorwaardenscheppend, tussentijds resultaat. Daarmee wordt het begrip borging van 

interim-managementresultaten zoals het lang is begrepen een problematisch begrip. Borging 
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in de klassieke betekenis belet namelijk verdere ontwikkeling omdat de bereikte resultaten 

worden geacht vast te worden gezet. Ook is duidelijk geworden dat het definiërende aspect - 

de tijdgelimiteerdheid van interim-management - een paradox in zich bergt. Deze 

tijdgelimiteerdheid vormt immers aan de ene kant de kracht voor het bereiken van interim-

managementresultaten, maar aan de andere kant ook juist de zwakte bij het bereiken van de 

borging van die resultaten! Op basis van deze vaststellingen is in het onderzoek het begrip 

borging vervangen door duurzaamheid. Hierbij is duurzaamheid als volgt gedefinieerd: 

 

Onder duurzaamheid van interim-managementresultaten wordt verstaan de mate waarin 

voor een opdrachtgever de bereikte interim-managementresultaten van waarde blijven. 

 

Het empirisch onderzoek heeft zich gericht op het bereiken van de tweede doelstelling van 

dit onderzoek. Eerst is gezocht naar attenderende begrippen (sensitizing concepts) en 

actiepatronen die, naast de kennis die is verkregen uit het literatuuronderzoek, als 

interpretatiekader kunnen dienen voor het bereiken van de tweede doelstelling van dit 

onderzoek: Het verkrijgen van inzicht in de problematiek van de borging van interim-

managementresultaten. Hierbij is overeenkomstig de eerder gegeven afbakening van het 

empirische domein de aandacht gericht op de opdrachtgever. Het begrip opdrachtgever 

vormt binnen organisaties waarin interim-managementopdrachten worden uitgevoerd een 

multi interpretabel begrip. Opdrachtgever is in dit onderzoek gedefinieerd als: 

 

De persoon die vanuit de klantorganisatie de opdracht formuleert, die de interim-manager 

aanstelt - hem autoriseert voor de uitvoering van de opdracht - hem ontslag uit de opdracht 

kan verlenen en waaraan de interim-manager verantwoording over de uitvoering van de 

opdracht aflegt. 

 

Omdat tijdgelimiteerdheid hét definiërende aspect van interim-management is, is het van 

belang ook meer begrip te krijgen over de invloed van tijdgelimiteerdheid van interim-

management op de acties van opdrachtgevers. Daarvoor zijn de volgende drie 

onderzoeksvragen leidend geweest: 

1. Wat wordt vanuit het perspectief van opdrachtgevers verstaan onder een duurzaam 

interim-managementresultaat? 

2. Wat is de invloed van de tijdgelimiteerdheid van de inzet van interim-management op de 

acties van opdrachtgevers? 

3. Welke acties ondernemen opdrachtgevers ten behoeve van het bevorderen van 

duurzame interim-managementresultaten? 
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Voor de uitvoering van het empirisch onderzoek is, na afweging en vergelijking van 

verschillende mogelijkheden, gekozen voor een exploratieve aanpak en een sociaal 

constructivistisch perspectief. Voor de invulling van het empirisch onderzoek is gebruik 

gemaakt van de grounded theory methodologie zoals geformuleerd door Strauss en Corbin 

(1998). De grounded theory is een benadering waarbij al explorerend een verschijnsel wordt 

onderzocht en waarbij door middel van het constant maken van vergelijkingen, inzichten 

ontstaan. Centraal punt binnen een sociaal constructivistisch onderzoeksperspectief 

gecombineerd met de toepassing van de grounded theory is de vraag hoe onbevangen een 

onderzoeker naar de wereld kan kijken. Dit vormde in dit onderzoek een probleem omdat de 

onderzoeker ook praktiserend interim-manager is en daardoor onvermijdelijk allerlei beelden 

en meningen in het onderzoek meeneemt. Daarom is ook veel aandacht gegeven aan het 

zoveel als mogelijk buiten het onderzoek sluiten van deze beelden en meningen. Dit is 

ondermeer gedaan door de principes van de grounded theory strikt en methodisch te volgen 

en door het betrekken van onafhankelijke tweede, derde en vierde onderzoekers bij het 

onderzoek. Deze onafhankelijke onderzoekers zijn tot eigen interpretaties van het 

onderzoeksmateriaal gekomen. In een iteratief proces hebben de interpretaties van de 

eerste en de andere onderzoekers zich ontwikkeld tot een gezamenlijke, gedeelde 

interpretatie. In het empirisch onderzoek zijn acht interim-managementopdrachten 

onderzocht. De casussen zijn gelijk verdeeld over de lokale overheid en de zorgsector. De 

eerste groep van vier interim-managementopdrachten bestaat uit opdrachten die kunnen 

worden aangemerkt als succesvol. In de tweede groep zijn vier interim-

managementopdrachten onderzocht die als minder succesvol of als mislukt zijn aangemerkt. 

De kwalificatie succesvol of minder succesvol of mislukt is overgelaten aan de betreffende 

opdrachtgever. In het empirisch onderzoek zijn een aantal attenderende begrippen en 

actiepatronen ontdekt, geïnventariseerd en beschreven die zicht geven op de beantwoording 

van de drie onderzoeksvragen. Onderstaand worden aan de hand van die drie vragen de 

belangrijkste conclusies genoemd, die uit het empirisch onderzoek getrokken zijn. 

 

Wat wordt vanuit het perspectief van opdrachtgevers verstaan onder een duurzaam 

interim-managementresultaat? 

 Opdrachtgevers verbinden duurzaamheid van interim-managementresultaten met het 

bestaan van een robuust draagvlak voor deze resultaten binnen de organisatie. Het 

bestaan van dit draagvlak wordt door opdrachtgevers gezien als hét cruciale 

voorwaardelijke kenmerk van een duurzaam interim-managementresultaat. Zonder dit 

draagvlak kan, in de ogen van opdrachtgevers, een duurzaam interim-

managementresultaat niet bestaan! Dit conflicteert met de vaak in de literatuur 

aangegeven tijdgelimiteerdheid van de inzet van interim-management en met zijn 
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gepercipieerde functie als breekijzer om lang vastzittende problemen en vraagstukken 

daadkrachtig aan te pakken, „heilige huisjes‟ omver te werpen en veranderingen in 

organisaties in gang te zetten. 

 In de interim-managementliteratuur wordt vaak gewezen op het punt dat pas tijdens de 

uitvoering van de interim-managementopdracht duidelijkheid ontstaat over het probleem 

of vraagstuk. Dit wordt door interim-managers nogal eens gezien als een complicatie die 

kleeft aan de uitvoering van hun opdrachten. Het onderzoek maakt duidelijk dat 

opdrachtgevers ook interim-management inschakelen om problemen of vraagstukken 

duidelijk te krijgen. Het opheffen van dergelijke onduidelijkheden wordt door hen gezien 

als een potentieel duurzaam interim-managementresultaat. Op dit punt is niet zo zeer 

sprake van een verschil tussen de uitkomsten van dit onderzoek en de literatuur. Wat 

duidelijk wordt is dat interim-managers en opdrachtgevers, in relatie tot de uitvoering van 

interim-managementopdracht, onduidelijkheid over het probleem of vraagstuk waaraan 

gewerkt wordt een andere betekenis geven. 

 Door opdrachtgevers wordt de tijdgelimiteerde inzet van interim-management bij het 

vervangen van een reguliere managementpositie verbonden aan het bereiken van een 

duurzaam resultaat. Dit omdat hiermee wordt voorkomen dat organisatieonderdelen 

stuurloos worden en organisatieveranderingen stil komen te liggen. In de literatuur wordt 

borging (duurzaamheid) niet vaak verbonden aan het vervullen van deze dagelijkse 

managementfunctie. 

 Duurzaamheid van interim-managementresultaten wordt door opdrachtgevers vaak 

verbonden aan explicitering van deze resultaten in documenten. Voor het bereiken van 

een duurzaam interim-managementresultaat op het gebied van de zogenoemde zachte 

organisatievariabelen (skills, staff, style en shared values), blijkt dat de tijdgelimiteerdheid 

van de inzet van interim-management een barrière vormt. Interim-managementresultaten 

worden door opdrachtgevers vooral als duurzaam beschouwd als die door medewerkers 

zijn geïnternaliseerd en nog meer als ze zijn geëxpliciteerd in documentaire vormen. 

 Duurzaamheid van interim-managementresultaten wordt door opdrachtgevers gezien als 

het bereiken van een punt of een situatie waarin een probleem is opgelost en/of een 

vraagstuk is aangepakt. Een kenmerk van deze resultaten is dat ze vooral gericht zijn op 

het bereiken van verbeteringen op de korte termijn. Voor de opdrachtgever en opvolger 

van de interim-manager betekent dit dat er een solide en veilige vertrekbasis is 

gecreëerd. Hierbij is het „oud zeer‟ opgeruimd en zijn er verdere voorwaarden geschapen 

voor het goed kunnen functioneren van de opvolger van de interim-manager.  
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Hoewel in de literatuur aanknopingspunten voor deze interpretatie te vinden zijn, gaat de 

literatuur dominant uit van een meer mechanisch beeld van borging (duurzaamheid) van 

interim-managementresultaten, van iets dat op enig moment wordt „vastgeschroefd‟, 

gefixeerd en zelfstandig na het vertrek van de interim-manager stand houdt. 

 

Wat is de invloed van de tijdgelimiteerdheid van de inzet van interim-management op 

de acties van opdrachtgevers? 

 

 In de literatuur wordt vrijwel zonder uitzondering aangegeven dat de tijdgelimiteerdheid 

van de inzet van interim-management een legitimatie is en een belangrijke voorwaarde 

vormt voor het functioneren ervan. Uit het onderzoek blijkt dat deze voorwaarde aan een 

sterke devaluatie onderhevig is. Opdrachtgevers (en interim-managers) moeten zich ook 

van andere middelen dan de tijdgelimiteerdheid bedienen voor het bereiken van een 

duurzaam interim-managementresultaat. Uit het onderzoek blijkt dat acceptatie in de 

organisatie van de inzet van interim-management, de persoon van de interim-manager, 

de zaken waaraan hij werkt en de werkwijze van de interim-manager belangrijke 

voorwaarden zijn voor het bereiken van een duurzaam interim-managementresultaat. 

 

 Opdrachtgevers zien de inzet van interim-management als een tijdgelimiteerd 

managementgereedschap. Hierbij wordt binnen de tijdgelimiteerde inzet van interim-

management gericht naar gespecificeerde doelen toegewerkt. Daarmee wordt de in de 

literatuur aangegeven trend onderstreept, namelijk dat interim-management zijn karakter 

als instrument in unieke omstandigheden verliest en plaats maakt voor een bredere 

inzetbaarheid in organisaties. Opdrachtgevers blijken meer op deze trend vooruit te lopen 

dan in de literatuur wordt verondersteld. Zij zien de tijdgelimiteerde inzet van interim-

management als een „gereedschap in handen van de opdrachtgever‟. Hiermee zien zij 

zichzelf in staat om snel voor een tijdgelimiteerde periode te voorzien in ontbrekende 

managementcapaciteit of in bepaalde kennis. 

 

 Door opdrachtgevers wordt veel belang gehecht aan het formuleren van een heldere en 

concrete opdracht. Dat wordt door opdrachtgevers gezien als een basisvoorwaarde voor 

een succesvol interim-managementproces. In de literatuur wordt daarentegen vaak 

gewezen op het feit dat opdrachtformuleringen vaag en ambigu zijn gesteld en pas 

gedurende de uitvoering van de opdracht helder worden. 

 

 Door opdrachtgevers wordt veel waarde gehecht aan een geëxpliciteerd plan van 

aanpak. Daarmee wordt bereikt dat de tijdgelimiteerde inzet van interim-management 
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gefocust wordt ingezet op het bereiken van gespecificeerde doelen. Dit plan van aanpak 

gebruiken opdrachtgevers ook als leidraad om binnen de tijdgelimiteerde inzet de 

uitvoering van de opdracht te volgen en om te controleren of de afgesproken resultaten 

worden behaald. Dit staat op gespannen voet met de literatuur, waarin de effecten van 

een dergelijk plan worden gerelativeerd én waarin wordt aangegeven dat het opstellen 

van een plan van aanpak nogal eens achterwege wordt gelaten. Daar waar in de 

casussen in dit onderzoek opdrachtgevers weinig ruimte laten voor uitbreidingen van de 

opdrachtinhoud wordt er in de literatuur juist op gewezen dat interim-managers vaak 

geconfronteerd worden met aanvullende of extra vragen van hun opdrachtgevers. 

 

 Interim-management is een proces van dienstverlening. De literatuur geeft aan dat bij 

dienstverleningsprocessen (zeker bij langdurige dienstverleningsprocessen waarvan 

interim-management een voorbeeld is) het betrekkingsaspect tussen actoren zwaarder 

weegt dan het inhoudsaspect daarvan. Daarbij hanteren klanten, zo geeft de literatuur 

aan, bij langdurige dienstverleningsprocessen ook eerder kansverwachtingen dan 

normverwachtingen over de kwaliteit van de dienstverlening en de te bereiken resultaten. 

Uit dit onderzoek blijkt, dat in afwijking van de literatuur, opdrachtgevers en interim-

managers, ondanks de relatief lange duur van de dienstverlening, niet primair aandacht 

schenken aan het betrekkingsaspect maar vooral bezig zijn met het inhoudsaspect van 

de dienstverlening. Dit wordt in belangrijke mate ingegeven omdat binnen de 

tijdgelimiteerde inzet van interim-management gericht naar gespecificeerde doelen wordt 

toegewerkt én omdat men de inzet van interim-management, in vergelijking met regulier 

management, als kostbaar beschouwt. Opdrachtgevers expliciteren daarbij vooraf hun 

normverwachtingen over het interim-managementproces en de te bereiken resultaten en 

houden, in afwijking van wat de literatuur aangeeft, gedurende het proces aan deze 

normverachtingen vast. 

 Daar waar in de literatuur over de rolverdeling tussen de opdrachtgever en de interim-

manager wordt gewezen op het feit dat de interim-manager veelal in de sturende – 

expertrol zit, blijkt uit dit onderzoek juist het tegenovergestelde. Opdrachtgevers 

specificeren niet alleen de inhoud van de opdracht maar bewaken gedurende de 

uitvoering nauwlettend dat er wordt geleverd wat is afgesproken én of de aanpak van de 

interim-manager niet conflicteert met de cultuur van de organisatie. De tijdgelimiteerdheid 

van de inzet van interim-management maakt ook dat opdrachtgevers de inzet hiervan 

voor het behalen van de bepaalde concrete doelen proberen te maximaliseren. Zij doen 

dat onder andere door het min of meer permanent afstemmen met de interim-manager 

over de voortgang van het interim-managementproces. Deze afstemming vindt vaak 

plaats in periodieke bilaterale overleggen tussen opdrachtgever en interim-manager en 
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vindt in de meeste gevallen plaats in een „vriendelijk hiërarchische sfeer‟. Daarmee 

sturen opdrachtgevers meer het interim-managementproces dan de interim-managers. 

Opdrachtgevers plaatsen de dienstverlenende interim-manager dus niet in een aan hen 

complementaire, nevengeschikte positie maar in een ondergeschikte. Daarmee blijkt ook 

één van de kenmerken van dienstverleningsprocessen, namelijk de gezamenlijke 

verantwoordelijkheid voor de productie van de dienst (Weggeman en Lammers 2006, 

Geurts e.a. 2006), in dit verband niet zo vaak voor te komen. 

 

 In de literatuur wordt vaak gewezen op de onzorgvuldige wijze waarop de werving en 

aanstelling van interim-managers door opdrachtgevers plaatsvindt. Uit dit onderzoek blijkt 

niet zozeer het tegendeel maar wél dat opdrachtgevers in de laatste fase van de selectie 

procedureel vaak wel zorgvuldig handelen. Dit met het oog op het bereiken van 

acceptatie van de interim-manager door de organisatie. 

 

 Eerder is aangegeven dat opdrachtgevers in een meer sturende rol zitten. In 

problematisch verlopende interim-managementprocessen blijken zij te worstelen met 

deze rol. Opdrachtgevers wachten hierbij lang met het plegen van interventies die 

ingrijpen in de uitvoering van het interim-managementproces zoals het voortijdig 

beëindigen van de interim-managementopdracht. Wat hen remt zijn de mogelijk 

negatieve effecten die deze interventies hebben op de continuïteit van de vervulling van 

de managementfunctie of op het aanpakken van het specifieke vraagstuk of probleem 

waarop de tijdsgelimiteerde inzet van interim-management is gericht. Ook de inschatting 

van het persoonlijk afbreukrisico als gevolg van de interventie, speelt hierin een 

belangrijke rol. Het voortijdig beëindigen van de interim-managementopdracht wordt dan 

ook lang uitgesteld en niet zelden charmant verpakt in het wat eerder gaan zoeken naar 

een reguliere opvolger. De problematiek van het door opdrachtgevers interveniëren in de 

uitvoering van- of het voortijdig beëindigen van interim-managementopdrachten is nog 

nauwelijks geadresseerd in de literatuur. De uitkomsten van dit onderzoek geven een 

eerste beeld van deze problematiek. 

 

Welke acties ondernemen opdrachtgevers ten behoeve van het bevorderen van 

duurzame interim-managementresultaten? 

 

 In de literatuur wordt ten aanzien van de acties die opdrachtgevers ondernemen om een 

duurzaam interim-managementresultaat te bevorderen veelvuldig gewezen op het belang 

van het aanstellen van een opvolger van de interim-manager. Daarnaast wordt ook vaak 

gewezen op het vasthouden van de door de interim-manager ingezette lijn, de rol van de 
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opdrachtgever daarbij en het inwerken van de opvolger door de interim-manager. Het 

onderzoek bevestigt dit beeld. 

 

 Opdrachtgevers ondernemen acties die gericht zijn op het geven van betekenis in de 

organisatie aan de inzet van interim-management. Ook ondernemen zij acties om de 

acceptatie van deze inzet en de bereikte resultaten te vergroten. Dit past binnen de 

eerder gemelde bevinding dat voor het bereiken van duurzame interim-

managementresultaten de inzet van interim-management, de persoon van de interim-

manager, de aanpak en de te bereiken resultaten niet mogen conflicteren met de 

bestaande betekenisgeving binnen de organisatie. Dit is een aanvulling op de eerder 

genoemde bevinding. 

 

 De acties die opdrachtgevers aangeven in dit onderzoek te ondernemen voor het 

bevorderen van duurzame interim-managementresultaten lijken beheerst te worden door 

het fenomeen „de wens is de vader van de gedachte‟. Opdrachtgevers voelen zich wel 

verantwoordelijk voor het bereiken van duurzame interim-managementresultaten, maar 

het ontbreekt veelal aan een concrete invulling van die verantwoordelijkheid. 

 

Eindconclusies 

 

 Aan het einde van hoofdstuk twee is geconcludeerd dat het begrip borging (binnen het 

kader van het onderzoek) niet meer past bij het hedendaagse karakter van de inzet van 

interim-management. Dat heeft er toe geleid dat het begrip borging vervangen is door het 

begrip duurzaamheid van interim-managementresultaten, omdat dat begrip de intentie 

van de opdrachtgever beter weergeeft. De uitkomsten van en de conclusies die 

getrokken kunnen worden uit het empirisch onderzoek geven aan dat opdrachtgevers het 

succes van interim-managers verbinden aan de door hen bereikte toegevoegde waarde 

aan de organisatie. Met deze toegevoegde waarde gaat men in de organisatie verder. 

Deze waarde wordt doorgaans bepaald op het moment dat de interim-

managementopdracht afgerond wordt. Op basis van dit inzicht is – in derde orde – 

vastgesteld dat overdrachtswaarde van interim-managementresultaten een begrip is dat 

de lading nog beter dekt dan duurzaamheid van interim-managamantresultaten. De 

overdrachtswaarde van interim-managementresultaten is als volgt gedefinieerd: 

 

Onder overdrachtswaarde van interim-managementresultaten wordt verstaan de mate 

waarin voor een opdrachtgever de bereikte interim-managementresultaten 

van waarde zijn. 
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In deze definitie zijn de verschillen met de definitie van duurzaamheid van interim-

managementresultaten vet gedrukt. Door het vervangen van het woord blijven uit de 

definitie van duurzaamheid door het woord zijn, wordt aangegeven dat de waarde van 

de bereikte interim-managementresultaten in de tijd – in het hier en nu – bepaalt dient te 

worden. Hierbij dient het begrip waarde begrepen te worden in kwalitatieve zin. Dit 

omdat het objectief kwantificeren en meetbaar maken van deze overdrachtswaarde 

nauwelijks mogelijk is. 

 

 Zoals eerder aangegeven sturen opdrachtgevers nadrukkelijk op het bereiken en in 

standhouden van acceptatie binnen de organisatie voor de persoon van de interim-

manager, de zaken waar hij aan werkt, de wijze waarop hij zijn werk uitvoert en de te 

bereiken resultaten. Daarmee lopen de inzet van interim-management en de te bereiken 

resultaten de kans om het resultaat te worden van een compromis tussen wat objectief 

gezien het beste is wat zou moeten gebeuren en de acceptatie daarvan in de 

organisatie. Opdrachtgevers belemmeren op die manier het doorbreken van het 

zelfreferentiële gedrag in organisaties, terwijl op een dergelijke doorbraak juist vaak 

gehoopt wordt met het aanstellen van een interim-manager. 

 

 De communicatie tussen opdrachtgever en interim-manager blijkt problematisch. 

Opdrachtgevers communiceren vooral op inhoudsniveau. Omdat in dit onderzoek 

interim-managers niet aan het woord zijn gekomen, kan over de communicatie alleen 

iets gezegd worden op basis van de reacties van opdrachtgevers in de interviews. 

Daaruit kan een sterk vermoeden worden afgeleid dat ook interim-managers vooral 

communiceren op het inhoudsniveau. In de literatuur wordt aangegeven dat kwaliteit van 

dienstverleningsprocessen (interim-management is daar een voorbeeld van) vooral 

afhangt van het beheersen van sociale processen tussen de klant (opdrachtgever) en de 

dienstverlener (interim-manager). Deze sociale processen zijn niet zo zeer aan het 

inhoudsaspect van de communicatie verbonden maar aan het betrekkingsaspect van de 

communicatie. Aan dit betrekkingsaspect wordt, in ieder geval, door opdrachtgevers 

weinig aandacht besteed. Dit vormt dan ook een belangrijke oorzaak van het falen van 

interim-managementprocessen. 

 

 In dit onderzoek zijn twee voor de opdrachtgever sterk uiteenlopende groepen van 

interim-managementopdrachten onderzocht: succesvolle en mislukte. De meningen van 

opdrachtgevers over succes- en faalfactoren voor interim-managementopdrachten, 

blijken in hoge mate convergent te zijn. 
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 De uitkomsten van het empirisch onderzoek staan vaak in een scherp contrast met de 

literatuur op het gebied van interim-management. Omdat in vergelijking tot andere landen 

interim-management in Nederland veel vaker wordt toegepast, is er ook veel 

Nederlandstalige literatuur over en de uitkomsten van dit onderzoek zijn voornamelijk met 

die literatuur vergeleken59 Een verklaring voor het genoemde contrast is gelegen in het 

feit dat de literatuur grotendeels tot stand is gekomen vanuit het perspectief van de 

interim-manager. In dit onderzoek hebben opdrachtgevers gesproken en hun verhalen 

vormen de andere kant van de medaille. Hierdoor is nieuwe kennis ontstaan en deze 

nieuwe kennis vormt een belangwekkend tegenwicht voor de eenzijdige benadering van 

interim-management in met name de Nederlandse literatuur. Daarnaast kan het in dit 

onderzoek verkregen inzicht in de problematiek van het bereiken van overdrachtswaarde 

opdrachtgevers én interim-managers helpen om deze waarde te bereiken. 

 

Joop Vorst, juli 2009. 

 

                                                

59
 (O.a. Banning en Klep, Boon, Burger, De Dreu, Eyck-van Heslinga, Geerding en Ten Koppel, Van t‟ Hof, Van Hout, Koppens 

en Veenma, Maas, Ramondt, Reijniers, Schaveling, Schriever, Senior, Vorst, Wichard, Wiel, en Witvliet. De meeste van de 
genoemde auteurs hebben ook in combinatie met andere ,al dan niet op deze plaats genoemde, auteurs over interim-
management gepubliceerd). 
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