
Introduction
Everyone agrees that the only constant in healthcare is change, but what changes are most vexing to whom? 
How are today’s nursing leaders facing the issues of developing exceptional leadership teams and ensuring 
optimal staffing to deliver care? What resources do they need to meet the pressures of improving both quality 
metrics and the bottom line? 

Kirby Bates Associates (KBA) and Healthcare Workforce Logistics (HWL) are members of the Jackson Healthcare 
family of companies with a shared mission to improve the delivery of patient care and the lives of everyone we 
touch. KBA contributes to this mission by developing exceptional nursing leadership teams through Executive 
Search, Interim Leadership, Coaching, and Consulting Services. HWL contributes to this mission through a 
vendor-neutral Total Talent Acquisition solution. Together we are highly committed to helping nursing leaders to 
be successful in providing the best possible patient care at the lowest possible cost.
To better understand the nursing leadership and workforce challenges that today’s healthcare organizations face, 
we conducted a survey to elicit feedback from nursing leaders attending the Association of California Nurse 
Leaders (ACNL) 2019 Conference. 
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of interim leaders having 20 years or greater 
experience in permanent leadership before 
serving as an interim and 86% holding a 
Master’s Degree or higher.

interim leaders related to their interim 
 included, in priority order: (1) 

Organization not fully utilizing their skill and 
experience (2) Inadequate client organizational 
support during their engagement, and, (3) 
No guarantee of employment. It also showed 
that a key driver in not considering an interim 
assignment is the geographic location of the 

Given the results of the survey, it is evident 

credentials, experience, and talent to 
 There may be opportunity for 

client organizations to explore greater use of 
interim leaders and to better utilize the talent 
of interim leaders for enhanced achievement of 
the organizational agenda.

What is the top nursing workforce challenge in California?

18.6%
32.56%

18.6%
16.28%

A Quality and skill set
B Getting nurses licensed in California
C High turnover
D New grad transition
E Baby boomer retirements
F Finding foreign language speakers

2.33%
11.63%



Insights on hospital leadership 
and staffing 
The Healthcare Leadership and Staffing Survey was 
distributed via email to 530 nursing leaders and 
achieved an 8.5% return rate (n=45). 

In terms of leadership team development, respondents 
were enthusiastic about opportunities to gain 
personal, professional, and organizational insights to 
better equip them for success.

Interim nursing leaders are well-known to ease 
transitions after the planned or unplanned departure 
of key leaders. Over 80% of respondents reported 
using interim nursing leaders sometimes or more 
often. Likewise, respondents reported that experience 
in a similar role and a successful track record of interim 
leaders are most important factors in selecting an 
interim leader, with experience in a similar organization 
and cultural fit as the next most important attributes. 

What are the most important factors 
that you consider in selecting an 
interim nursing leader?

Does your organization use outside 
coaching for nursing leaders?

Similarly, the vast majority of respondents, 
84%, reported relying on the expertise of 
retained executive search consultants to
 identify and recruit new nursing leaders 
at the Director and CNO/CNE levels.

In assessing the development of internal 
leadership talent, the survey showed that 
the majority of nurse leaders do not currently 
engage in outside coaching and they expressed 
concern about a lack of opportunities for 
leadership coaching from an external coach. 
In fact, 64% of respondents reported a strong 
interest to partner with an outside leadership 
coaching provider. 

Sixty-four percent of respondents reported that outside 
consulting would be useful to their organization.

Over 79% of those identified the most helpful type of 
assessments would be: 

- an assessment of organizational structure and 
leadership roles

- an assessment of productivity and staffing levels.

A Experience in a similar leadership role
B Successful track record as an interim   
    nursing leader
C Experience in a similar organization
D Cultural fit
E Experience in a specific clinical specialty
F Cost of the Interim Leader (Salary,   
    Housing, Travel)
G Educational credentials

A Sometimes (25–49% of the time)
B Occasionally (5 – 24% of the time)
C Never
D Most of the time (75–100 % of the time)
E Often (50–74% of the time)
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In considering healthcare workforce issues, respondents reported broad use of contingent labor such as 
travel nurses and per diem workers to supplement their workforces, but only half of these reported 
accessing solutions such as Vendor Management Software (VMS), Managed Service Provider (MSP) 
or Recruitment Process Outsourcing (RPO). Only 18% reported being “very satisfied” with their current vendor.

A Reducing price/controlling costs
B Improving quality
C Reducing utilization of outside agencies
D Improving fill rates

Which of the following is the top priority for your organization’s 
contingent workforce program in 2019?

31.71%

31.71%

12.2%

24.39%

No, we do not 
utilize temporary labor.

Yes, for the 
entire organization.

Yes, for certain service lines 
or geographies.

33.33%

30.77%

20.51%

15.38%

Do you currently partner with workforce solutions providers, such as Vendor 
Management Software (VMS), Managed Service Provider (MSP) or 

Recruitment Process Outsourcing (RPO)?

No, but would be interested in 
learning more about how this could 

benefit my organization.



Conclusion
The results of this survey of California nursing leaders underscore their 
commitment to achieving high-quality patient care and containing costs. The 
nurse leaders stated willingness to engage professional consultants and coaches 
to gain insights and learn new strategies to improve personal, professional, and 
organizational effectiveness.

distributed to 1459 leaders  and achieved a 
27% return rate (N= 391). The results of this 
survey show there are three factors that are 
most important to interim leaders in making 
a decision to accept an interim position. They 
are, in priority order, (1) Availability of interim 
positions that provide professional challenge, 
(2) Salary, and (3) Flexibility to determine when 
and where the interim will accept a position. 
It also showed that a key driver in deciding to 
pursue a position is the availability of interim 
positions within a certain desired geography.

This survey also showed the overall tenure 
and the educational preparation of interim 

 with 42% 
of interim leaders having 20 years or greater 
experience in permanent leadership before 
serving as an interim and 86% holding a 
Master’s Degree or higher.

interim leaders related to their interim 
engagements  included, in priority order: (1) 
Organization not fully utilizing their skill and 
experience (2) Inadequate client organizational 
support during their engagement, and, (3) 
No guarantee of employment. It also showed 
that a key driver in not considering an interim 
assignment is the geographic location of the 
assignment.

Given the results of the survey, it is evident 

credentials, experience, and talent to 
organizations.  There may be opportunity for 
client organizations to explore greater use of 
interim leaders and to better utilize the talent 
of interim leaders for enhanced achievement of 
the organizational agenda.

65%

51%

53%

A. Availability of interim positions that provide professional challenge

B. Salary

C. Flexibility to determine when and where I will accept a position

D. Availability of interim positions within a certain desired geography

65%

WHAT, IF ANY, WERE DISSATISFIERS IN 
WORKING AS AN INTERIM LEADER?

30%

42%

35%

26%

A. Organization not fully utilizing skill and expertise of interim

B. Inadequate client organizational support during the engagement

C. Not being guaranteed employment

D. Geography of assignment

EDUCATIONAL CREDENTIALS
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2%

13%

73%
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Assessment of 
organizational
structure and 
leadership roles

Assessment and 
recommendations 
for productivity 
and staffing levels

Assessment and 
recommendations in
Emergency Services

Assessment and 
recommendations in 

Perioperative Services

Assessment of staffing 
and scheduling 

procedures and roles

Assessment and 
introduction of system-wide 

Internal Resource Pools

Would any of the following consulting services 
be helpful to your organization? 
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31.03%

3.45%

3.45%

6.9%

6.9%




