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ANNOTATION

The objective of the doctoral thesis is to research the contributions of
interim CFOs to organisation success in small and medium-sized companies in
theoretical literature, by analytical exploration of previous studies, and based on
empirical evidence from research studies. With this, the present research aims
to derive recommendations for managers and provide future fields of research
for scientists.

There is a significant association between contribution supportive CFO
skillset, interim manager skillset, organization agility and organization success
measured as company’s success, project success, and CFO’s value contributions.

In the first section, the fundamental theories on successful interim manage-
ment in the CFO role in small and medium-sized companies and influencing
factors are discussed. In conclusion, the interrelations of interim management
capabilities and organizational capabilities with organizational and project suc-
cess are highlighted.

In the second section, an in-depth content analysis of previous studies on
the interim manager and organization-supportive capabilities has resulted in an
overview of the most important influencing factors from the organization, the
top management team and the CEOQ, and the influencing factors from the CFO,
his/her personality, and his/her role in value creation.

Deduced from these backgrounds, the research model opens chapter three.
By using quantitative and qualitative methods, empirical evidence is gained
through a survey of international interim CFOs from 31 countries, based on
civil and political freedom.

The thesis shows the dependencies of the interim manager and organizational
capabilities on added-value of an interim assignment, with the interim manager
in the CFO role.

Keywords: interim management, CFO, value creation, success factors.
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INTRODUCTION

Topicality

The ideal CFO is either seen as a glorified “bean counter” or as a superhero.
Expectations are high and seem to be overwhelming. CFO should manage an
efficient finance organisation and give business insights to manage performance
and strategy. Those heroes are given the name “Value Integrators” or “Performance
Accelerators” as they outperform others in optimising performance, providing
calculable insights, covering risk management and supporting rational decision-
making. The CFO working as interim manager in an interim assignment in
small and medium-sized businesses has not been researched yet. As 60% of
interim projects in German-speaking countries in Europe take place in small
and medium-sized organisations (100-999 employees) and roughly 40% of all
interim projects are related to the finance, controlling and accounting and the
General Management area, the necessity for more intensive research becomes
evident. What especially remains to be explored are the contributions the
Interim CFO can make during his/her assignment. Working as an Interim CFO
inside a small and medium-sized company will create much pressure as it is
“management with a constrained duration, in which a manager is appointed
from outside the organisation to perform an assignment for a limited period,
after which the manager will leave the organisation”. The question is what valuable
contributions can be made within the limited time or how one researcher
phrased it, in “.. little more than a blip on the timeline (of changes) of the
organisation”. The purpose of the study is to prove that there is a significant
association between contribution supportive CFO Skillset, Interim Manager
Skillset, organisation agility and organisation success measured as Company’s
success, Project success, and CFOs’ value contributions within the limited time
they have their assignment.

Research object

The role of Chief financial officers working as interim managers in small
and medium-sized companies.

Research subject

Contributions to organisation success of chief financial officers working as
interim managers.

Purpose

The study aims to examine and show influence of Interim CFO, and the
organisation’s agility on company success, project success, and CFO value
contribution in small and medium-sized companies.



Tasks

1. To analyse and explore the theoretical concepts of success factors for interim
management, the CFO role in general with a particular focus on organiza-
tional capabilities and small and medium-sized companies to compare the
different contemporary views about the topic.

2. To perform an in-depth content analysis regarding interim managers
and organizational capabilities supportive of successful interim project
outcomes in previous, similar studies to result in a defined and condensed
value-adding profile.

3. To develop a conceptual model and, building upon this, a statistical model
to measure the impact of Interim CFOs and the organisation’s agility on
organisation success.

4. To assess and discuss the different measurement approaches applicable to
project success, company success and CFO value contributions in order to
develop an appropriate research design.

5. To examine the impact of organizational capability and the interim CFO
skillset on the success of an interim assignment empirically and to collect
data from interim managers with experience as interim CFOs.

6. To analyse the results with statistical methods and structure the data to
make predictions and explanations from the analysed results.

7. To derive managerial implications for business managers and leaders
important to comprehend for any further enhancement of interim CFO
performance in small and medium-sized companies.

8. To develop recommendations for future research areas to scientists and to
recommend possible directions to practitioners, universities and institu-
tions in order to increase the success of interim management assignments
in small and medium-sized companies.

Hypothesis and research questions
The primary hypothesis of this dissertation is phrased as follows:

Hypothesis

There is a significant association between contribution supportive CFO
Skillset, Interim Manager Skillset, organisation agility and organisation success
measured as

1. Company’s success,

2. Project success,

3. CFO’s value contributions.

Based on the relevance, the following research questions arise:

1. What are the contribution supportive Interim CFOs skillsets that are sup-
portive to organization success? Are there certain supportive Interim CFOs
skillsets that contribute more to organization success than others?



2. What are the contribution supportive organisation abilities enhancing or-
ganisation success? Are there certain supportive organisation abilities that
contribute more to organisation success than others?

3. Are there relationships between the time to achieve the first tangible results
and the success of the project? Is the time to achieve the first results related
to the length of the project?

4. Are the influences on company success different for projects that last up to
12 months and those that last longer than 12 months?

5. Are there relations between the basic state of the organisation and the
change management activities in the interim project?

6. To what extent are change management activities included in projects?

7. How do different roles affect organisation success?

8. To what extent the fit to the Top Management Team influences the organ-
isation success? To what extent does the Interim CFO-CEO relationship
influence the organization success?

9. How are the CFO value contributions related to the organisation’s success?
To what extent do the different contributions have influence on the organi-
sation’s success?

10. Are there differences between Interim CFOs of certain countries that are
relevant for organisation success?

The essence of these research questions is:
What valuable contributions can an interim CFO make in the short time
span available for the success of a small and medium-sized company?

Theses presented for defense

Aligned with the main hypothesis and the research questions mentioned
above, the following additional propositions have been developed as a basis for
all research and analysis:

Proposition 1: For Interim CFO’s there is a particular profile of the interim
project arrangement that has a positive influence on company
success.

Proposition 2: Having a good relationship with the CEO and Top Management
Team are critical success factors for Interim CFO’s to be suc-
cessful in the project, for the company, and for the CFO value
contributions.

Proposition 3: As Organisation agility is important in order to achieve project
and company success, it is important for Interim CFO’s to assess
the company’s agility at an early stage and discuss any deficits
identified with the client.

Content and structure of the dissertation

In the first part of the thesis, the main aspects of interim management,
the CFO role based on a review of theoretical literature is described. The basic



terminology is clarified, and Interim Management’s topic is brought together
with the role of CFO in small and medium-sized businesses. This part provides
a literature review on interim management fundamentals and the CFO role in
small and medium-sized companies. It looks at the different types of interim
management usage and the CFO’s primary tasks in small and medium-sized
companies and the role as an interim CFO. The central part focuses on the
theoretical perspectives of interim management. It shows the main differences
between interim management to consulting and project management. For the
CFO role, it looks at the most critical tasks and areas (s)he can contribute to.
Finally, the essence of practical interim management approaches is compared.
The section evaluates different interim management success approaches in
the CFO role: the project success, the company’s success, and the CFO value
contributions.

The second part of the thesis looks into influencing factors for the success
of Interim Management in the CFO role in small and medium-sized businesses.
This part aims to highlight success factors to get an extensive basis of contri-
bution supportive aspects of interim management. The influencing factors for
interim management success are classified into factors from the organisation,
the geographical location, its basic state, from the Interim CFO, the top man-
agement team and the CEO, the particular relation between CEO and CFO, the
Interim manager’s personality and his skill-set, and the factors related to the
limited time. A summary of influential factors is carved out.

In the third part of the thesis, the approach to an empirical investigation in
different regions of the world is given. The research method and the research
methodology are explained. The conceptional model is described; the variables
and measurement constructs are outlined. After that, the investigation object and
the population are depicted. The description of the questionnaire and method
of data acquisition for the final study is followed by descriptive statistics of the
participants and the outcome and results of the interim management assignments.
Afterwards, the results regarding the main hypothesis are statistically described
and comprehensively explained. The results of the research questions follow this
section. The thesis ends with conclusions that summarize the main results and
recommendations for scientists and interim managers and providers.

Methodology

Using scientific databases, primary literature on Interim Management,
Management, Change, Systems theory, dynamic capabilities, and the CFO role,
as well as contemporary scientific research encapsulating comparable earlier
research on the topic under investigation are embedded in this dissertation.
This dissertation includes secondary and primary research methods. It was
elaborated using various qualitative methods (content analysis) and quantitative
methods (survey questionnaires, grouping, comparisons, rankings, frequency
analysis, descriptive statistics analysis, correlation analysis, cluster analysis).



Novelty
Scientific novelty

1. Developing a conceptual model for interim managers’ relationship, the CFO
role in small and medium-sized companies and organizational capabilities
and their impact on successful interim management.

2. Empirical findings from 31 countries and Interim CFOs in small and
medium-sized companies confirm that Interim CFOs add value to an
organisation by offering their CFO value contributions.

3. Empirical evidence about using Interim CFOs in small and medium-sized
companies when hired as a transformational leader, the interim CFO’s
central role in mobilizing change and making change happen.

Practical novelty

1. Evaluated and condensed Interim CFO and organizational capabilities pro-
files in small and medium-sized companies supportive to interim project
outcomes derived from the results that can be recommended to managers.

2. International insights on the perception of Interim CFOs in small and me-
dium-sized companies and organizational capabilities as influencing factors
for interim management outcomes from business experts providing a rich
fundament for future fields of research.

Research limitations

This thesis does not address such issues as the overall influence of interim
management on company success. It only deals with the aspects of Interim
CFOs in small and medium-sized companies and organizational capabilities
and their impact on interim project outcomes. Neither the theoretical, nor the
analytical, nor the empirical part analyses other aspects of interim management
(process, marketing, organizational, or service innovation) in detail. Moreover,
this thesis is limited to small and medium-sized companies. It focuses mainly
on Interim Managers in free countries and only includes minimal insights from
other nations. It encompasses the period from 2016 to 2020 and discloses the
author’s point of view.

The approbation of results of research

The approbation of results of the research was presented and discussed in
seven scientific publications and eight international scientific conferences (in
Riga, Vienna, Berlin, Hamburg, and London (online)).

Author’s scientific publications in reviewed publications

1. Schechowiz, R. Organizational capabilities as a success factor of Interim
Management: How firm’s capabilities influence projects of Interim CFOs
in medium-sized companies. Proceedings of IAC 2018 in Vienna, Austria,



ISBN 978-80-88203-06-3, pp. 404-420, available from https://edocs.tib.eu/
files/e01ew18/1038699045.pdf.

Schechowiz, R. Interim CFOs in medium-sized companies: Cooperation
between CEO and CFO, Roles and Success Factors. Proceedings of 10th
International Scientific Conference “New challenges of Economic and
Business Development - 2018, Riga, Latvia, ISBN 978-9934-18-344-7,
pp. 600-614. Available from https://www.bvef.lu.lv/fileadmin/user_upload/
lu_portal/projekti/bvef/konferences/evf_conf2018/Proceedings_2018.pdf.
Indexed in web of science database

Schechowiz, R. Interim CFOs in medium-sized companies: Relations
between CFO value contributions and organizations success. Proceedings
of 221th ISER International Conference, Hamburg, Germany - 2019, ISBN
978-93-89469-23-3, pp. 5-9.

Schechowiz, R./Sumilo, E. Interim CFOs in medium-sized companies:
Literature overview, conceptual approach, and empirical study. International
Journal of Business and Economic Affairs (IJBEA) 4 (2), pp. 58-76 (2019),
ISSN: 2519-9986.

Schechowiz, R. Interim CFOs In Medium-Sized Companies: Relations
Between CEO/Top Management Team Fit and Organizations Success.
Proceedings | Research Track of the 12% Biannual CER Comparative
European Research Conference, International Scientific Conference for
PhD students of EU countries, October 28-30, 2019 | London, ISBN 978-1-
9993071-5-8, pp. 23-25.

Schechowiz, R. Interim CFOs in medium-sized companies: Relations be-
tween CFO value contributions and Organizations success. International
Journal of Management and Applied Science (IJMAS), ISSN: 2394-7926,
Volume 5, Issue 12, Dec. 2019, pp. 1-5.

Schechowiz, R. Interim CFOs in medium-sized companies: Relations be-
tween CEO/Top Management Team Fit and Organization’s Success. Journal
of Business and Economics (JBE), ISSN: 2155-7950, May 2020, Volume 11,
No. 5, pp. 556-560.

Author’s presentations in scientific conferences

1.

Schechowiz, R. Interim CFOs in medium-sized companies. International
Conference on Challenges and Opportunities in Business, Economics and
Social Sciences. Organised by Berlin International Research Cluster Berlin
CBES Conference December 2, 2017, Berlin, Germany.

Schechowiz. R. Interim CFOs in medium-sized companies: Cooperation be-
tween CEO and CFO, Roles and Success Factors. 10" International Scientific
Conference “New challenges of Economic and Business Development” —
2018: Productivity and Economic Growth. Organised by the Faculty of
Business, Management and Economics, University of Latvia, May 10-12,
2018, Riga, Latvia.
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Schechowiz, R. Organizational capabilities as a success factor of Interim
Management: How firm’s capabilities influence projects of Interim CFOs
in medium-sized companies. Academic conference IAC-MEM in Vienna,
July 6-7, 2018, Vienna, Austria.

Schechowiz, R. Contribution of Interim CFOs in medium-sized compa-
nies: research model. 77" Annual Scientific Conference of the University
of Latvia at the session “Impact of Globalization to National Economies
and Business”. Organised by the Faculty of Business, Management and
Economics, University of Latvia, January 24, 2019, Riga, Latvia.
Schechowiz, R. Interim CFOs in medium-sized companies: a pilot study
on influential factors. 11" International Scientific Conference “New chal-
lenges of Economic and Business Development - 2019: Productivity and
Economic Growth. Organised by the Faculty of Business, Management and
Economics, University of Latvia, May 16-18, 2019, Riga, Latvia.
Schechowiz, R. Contributions of Interim CFOs in medium-sized compa-
nies. 11" International Scientific Conference “New challenges of Economic
and Business Development - 2019: Productivity and Economic Growth.
Organised by the Faculty of Business, Management and Economics,
University of Latvia, May 16-18, 2019, Riga, Latvia.

Schechowiz, R. Interim CFOs in medium-sized companies: Relations be-
tween CFO value contributions and organizations success. ISER International
Conference on Advances in Business Management and Information Science
(ICABMIS-2019), Hamburg, Germany, September 3-4, 2019.

Schechowiz, R. Interim CFOs in medium-sized companies: Relations
between CEO/Top Management Team Fit and Organization’s success.
CER 2019 - Comparative European Research, 12 International Scientific
Conference for PhD students of EU countries, online-conference, London,
United Kingdom, Oct 28-30, 2019.
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1 THEORETICAL ASPECTS OF INTERIM
MANAGEMENT AND THE CFO

Interim Management - Interim Manager as a profession

Interim periods are those where factual or personal prerequisites for final
solutions are missing'. Uffmann states that Interim Management stands for the
temporary external procurement of entrepreneurial services or other services,
the delegation of entrepreneurial tasks and the management tasks to third
parties®. The different length of service is a key feature in distinguishing between
management and interim management. In terms of the time limit of the activity,
interim management is similar to temporary work. However, the only thing they
have in common is the time limit of the work assignment; the interim manager
takes over management activities®.

Ribbert already in 1995 recognized that the main success factors of an
interim assignment lie within the capabilities of the interim manager and the
company. The shaping of those determinants in a specific situation are the main
success factors®. Interim management is in Europe a particular segment of the
labor market and is not widespread®.

The main advantages of Interim Management are that Interim Managers are
task-focused and result-oriented. Speed, experience, objectivity, and flexibility
the Interim Manager brings into the organisation play a significant role, rather
than other factors, such as, to simplify changes, be cost-effective, and reduce
the number of employees or being overqualified or payment by performance.

' H. Oswald, Krisenfall im Management: Die Interimslosung (Ziirich: Verl. Moderne Industrie,

1989), pp. 17-18.

K. Uffmann, “Interim Management in Zeiten Nachhaltiger Unternehmensfithrung?

Blick Auf Ein Relativ Unbekanntes Phanomen Am Beispiel Des Nachfolgeprozesses Von

Familienunternehmen,” Zeitschrift fiir Unternehmens- und Gesellschaftsrecht/ZGR 2 (2013),

p. 314 an overview of different definitions are mentioned in J. Fues, Management auf Zeit

in Deutschland: Strategische Ansitze zur Professionalisierung, 1. Aufl., Gabler Research

Schriften zur Unternehmensentwicklung (Wiesbaden: Gabler, 2010), Zugl.: Eichstitt,

Ingolstadt, Univ., Diss., 2009, p. 215.

* K. Frank, Interim Management - rent a head: Management auf Zeit; Handbuch fiir Manager,
Berater, Klienten (Ratingen: Sadler, 1995), p. 9.

¢ S. Ribbert, Interim-Management durch externe Fiihrungskrdifte: Eine Analyse der Einsatz-
gebiete, Erfolgsdeterminanten und Gestaltungsmoglichkeiten, Reihe: Personal-Management
Bd. 6 (Bergisch Gladbach, Kéln: Eul, 1995), Zugl.: Miinster (Westfalen), Univ., Diss., 1994,
pp. 100-135.

° I Mandl and I. Biletta, “Overview of New Forms of Employment: 2018 Update,” Working
conditions / Eurofound EF/18/050 (EU-Japan Symposium on Future of work: new forms
of employment; European Foundation for the Improvement of Living and Working
Conditions, Luxembourg, [2018]), p. 7.
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Other significant advantages come with the act of hiring; the contract can be
concluded and terminated®.

There is also a range of reservations for interim management. Following
Bloemer, the lack of understanding of the company is mentioned, followed by
acceptance problems, costs and training time. Further mentioned are the lack
of continuity, knowledge transfer, the short planning horizon of the interim
manager and the loss of know-how’.

Lengsfeld/Miiller highlight that there is only limited knowledge about
the success factors of interim management®. Woods et al. claim that there is
minimal development of performance indicators at the individual level of the
interim manager®. To elaborate these is part of this work.

Terminology and Typology of Interim Management

Interim Management can be used in different modes. In a simple mode, the
usage is connected with stopgap or instrumental resourcing and a manager’s
role similar to conventional forms of temporary work. In a formal mode, the
usage is connected to a functional resource need and a technical specialist role.
In a sophisticated mode, the usage is connected with transitional stopgap needs
and a transformational managerial role: the ability to get beyond the problems of
an organisation and get it on a different track'. In each case, the specific interim
manager fit to the interim project in the organisation has to be characterized.

This work is guided by Heinrich’s definition of interim management
whereby this is described as the ex-ante temporary assignment of an external,
independent and permanent legally independent specialist or manager based on
a freelance service or work contract. The interim manager is equipped with the
appropriate authority to issue instructions and implement management tasks'".
From experience and based on interim management providers publications,
the restriction “permanent” is not necessary, as interim managers also change

¢ D. Kablitz, “Lernen aus Erfahrungen mit Interim Management auflerhalb Deutschlands,”
in Interim Management: Den Unternehmenswandel erfolgreich gestalten - mit Managern auf
Zeit, ed. H. Grof8 and R. Bohnert (Miinchen: Vahlen, 2007), p. 327. Created by the author.

7 V. Bloemer, Interim Management - Top-Krifte auf Zeit: Aufgaben, Auswahl, Kosten (Stuttgart:
Metropolitan, 2003), p. 46 She refers to a study of Handelshochschule Leipzig/Management
Angels GmbH, Interimsmanagement Report 2001, Leipzig 2001.

& S. Lengsfeld and D. M. Miiller, “Einsatz Von Interim-Managern Im Controllingbereich Von

Klein- Und Mittelunternehmen (KMU),” WiSt - Wirtschaftswissenschaftliches Studium 46,

no. 5 (2017), p. 12.

S. A. Woods et al, “Effective Interim Leadership and Management: Development of

a Cyclical Model of Interim Assignments,” Journal of Organizational Effectiveness: People

and Performance 7, no. 2 (2020), p. 183.

' D. Goss and J. Bridson, “Understanding Interim Management,” Human Resource Manage-

ment Journal 8, no. 4 (1998), p. 40.

C. Heinrich, Interim Management aus Sicht des Prinzipal-Agenten-Ansatzes: Eine theoretische

und empirische Analyse (Wiesbaden: Springer Fachmedien Wiesbaden, 2017), p. 13.
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to permanent positions'?. Interim Management is nowadays an established
profession and a knowledge-based management service. Interim Managers also
switch to permanent roles and back to temporary roles.
As a summary, three basic types of tasks and roles in interim management
can be distinguished:
1. the bridging of vacancies (also called stopgap resourcing) and interim
times as managerial temporary workers.
2. any kind of project management as an applied consultant, who also
implements the projects, and
3. the role of a transformational leader in change situations according to
the current state of the organisation.

The success in interim management assignments - what makes interim
managers successful

Many authors have considered the aspects of being a successful interim
manager. The Personal Characteristics of Successful Interim Managers are
education, broad experience, management experience, communication skills,
strategic view/action-driven, result orientation, hands-on mentality, leadership
skills, knowledge transfer, social skills, sense for politics, physical and mental
health, financial stability, independence, and passion.

Interim Managers are well-educated, experienced managers with a lot of
leadership experience. They are familiar with change situations.

Interim managers and their influence on the success
of the company

According to Malik “Management is the transformation of resources into
a benefit”?. This statement applies equally to interim management. The ability
to achieve operationally valuable results within the shortest possible time
represents the most significant added value of interim management '*. Only a few
researchers tried to empirically prove the influence of interim management on
a company’s success.

12 AIMP, “14. AIMP Providerumfrage 2019: Marktvolumen - Trends - Projektstrukturen” (2019),
http://www.aimp.de/fileadmin/data/ AIMP_Umfragen/AIMP_PROVIDERUMFRAGE _
2019_4-2019.pdf, p. 22 They report that although the proportion of interim managers who
are taken on in permanent positions has fallen from 16 percent over the years since 2006, it
will still be 6 percent in the year 2018.

3 E Malik, Management [kindle ebook]: Das A und O des Handwerks, 2., komplett iiberarb.
und erw. Aufl,, Management / Fredmund Malik; Bd. 1 (Frankfurt am Main: Campus-Verlag,
2013).

!4 Executives Online, Interim Management Report 2017 (2017), accessed November 27, 2018,
https://www.vgsd.de/wp-content/uploads/2017/04/EO-Interim-Management-Report-
2017.pdf, p. 8.
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The interim management’s core advantage is that interim managers can fill
gaps, beitas arepresentative or if necessary knowledge is missing'” '¢. They remove
quantitative and qualitative bottlenecks'” and accelerate remediation processes'.
They have a positive influence on the financial flexibility of companies, which
positively relates to company performance. If the interim project lasts less than
one year, the running time is too short to evaluate the Interim Manager’s work.
There can also be a time-lag between what the Interim Manager has done and
what a key performance indicator shows. Only in production, sales or logistics
results can be measured more easily".

Customers of interim management assess the success of the interim manager
based on the value contribution provided during the project. The organisation
must pursue this value-contribution®. Several studies have reported that
eight out of ten interim managers have generated more than twice their fee
for their clients*. Others report that almost 86% of interim mandates pay off
for their clients® In contrast, some author goes so far as to say that the issue
of contribution to the company’s success in operating companies is open for
discussion®.

' M. Minto, “Interim Management as a Value Generator, Journal of Medical Marketing 6,
no. 2 (2006), p. 152.

'© M. Faber, U. Zumpe, and C. Kerscher, Erfolgreiche Einsitze von Interim-Managern im
Personalwesen: Erfahrungsberichte von externen Personalprofis, ihren Auftraggebern und
Vermittlern, essentials (Wiesbaden: Springer Gabler, 2017). doi:10.1007/978-3-658-15631-2,
p- 49.

'7°]. Bruns, Interim-Management Deployments in an Innovation Context, 1. Aufl. (Muenchen,
Mering: Hampp, 2006), Zugl.: Tallinn, Univ,, Diss., 2005, p. 166.

'8 A. Lau, “Interim CFO Als Beschleuniger: Zeit Ist Geld - Und in Der Sanierung Knapp”

(2016),  http://hanse-interimmanagement.de/wp-content/uploads/sites/5/2015/06/2016_

DDIM_Fruehling Interim-CFO-Unternehmenssanierung_Projektwissen.pdf, p. 33.

R. Kabst, W. Thost, and R. Isidor, Interim Management: Auf dem Weg zur Selbstverstind-

lichkeit, 1. Aufl., Praxisreihe Unternehmensfithrung & Personal (Diisseldorf: Fachverl. der

Verlagsgruppe Handelsblatt, 2010), pp. 164-165.

J. Vorst, “Interim Management and the Transfer Value of Interim Management Results Seen

from the Client’s Perspective” (Eindhoven University of Technology, 2009), accessed No-

vember 28, 2016, http://joopvorst.com/downloads/2009%20Interim%20management%20
and%20the%20transfer%20value%200f%20interim%20management%20results%20
seen%20from%20the%20client’s%20perspective.%20Proefschrift.pdf.

Ludwig Heuse GmbH interim-management.de, “Interim Management in Deutschland

2013, www.interim-management.de, p. 12; Ludwig Heuse GmbH interim-management.de,

“Interim Management in Deutschland 2014, www.interim-management.de, p. 10.

J. Felfe and E. Holste, “Interim Leadership Personalities: 2. FUHRUNGSSTUDIE HEL-

MUT-SCHMIDT-UNIVERSITAT Executive Summary” (Arbeits-, Organisations- und

Wirtschaftspsychologie, Helmut-Schmidt-Universitit. Universitit der Bundeswehr, 2017),

accessed February 26, 2017, https://www.ddim.de/wp-content/uploads/2017/02/2017-

03-10-F%C3%BChrungsstudie-Interim-Leadership-Personalities_ AIMP-Version.pdf, p. 8.

2 Tbid. p. 171.
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Looking at the various interim scenarios of the different researchers, the
contributions to success seem to appear on three different levels:

1. The success of the project (whatever the specific project expectations of

the assignment have been).

2. 'The contribution in the specific area of expertise (the role success) on
this occasion adding value through knowledge, technical emphasis, and
area-specific management practices.

3. The influence on the overall financial success of the company.

The various aspects of success will have different degrees of intensity,
depending on the specific application. Whereas in a pure illness replacement, the
focus will be more on the professional performance of the respective position.
In a crisis mission, the focus will be on improving its success. When introducing
a new ERP system, the focus will be more on project success.

In conclusion, it can be stated that interim management, except for Interim
CEOs, seems to have a positive influence on the performance of the company.
What it looks like for Interim CFOs, remains unexplored.

The challenges of the Chief Financial Officer

The CFO is one of the members of the top management of a company
and is responsible for the entire financial area. The tasks of a Chief Financial
Officer include the administration of financial resources, accounting including
planning, management and control, and the company’s financial and liquidity
planning. The Chief Financial Officer ensures that the management and other
managers have a transparent overview of the company’s financial situation.

In 2011 the ICAEW paper analysed 261 studies regarding the finance
function®. They consolidated the findings of the studies relating to the role of
the finance department. The activities, where the finance function’s tasks got
rated ‘high importance’ are Financial Information, General Management and
control; Regulatory and Strategy got the highest ‘high importance ratings’ Other
issues like Risk Management, Enterprise-wide IT, Finance Systems and People
Management follow. Other tasks like Tax, Transaction processing, Mergers and
acquisition, internal auditing, investor relations, legal, investment appraisal were
rated as less critical”. The tasks have been evaluated based on averages. In a
specific situation, the priorities can somewhat be different, especially when we
look into small and medium-sized businesses.

The role of the CFO has changed in recent years. More often, (s)he takes
care of control and strategy. (S)he has a role as the CEO’s business partner. In

# P. Smith and R. Payne, “The Finance Function: A Framework for Analysis: Finance Direction
Initiative” ICAEW, 2011), https://www.icaew.com/-/media/corporate/files/technical/business-
and-financial-management/finance-direction/finance-function-a-framework-for-analysis.
ashx.

» Ibid., p. 44 Created by the author.
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the past, (s)he was more focused on accounting and completion of accounts®.
Following Stephen M. Bragg, the responsibilities of a CFO, targets varying by
the company, include the following tasks:

«  Pursue shareholder value

o Construct reliable control systems

+ Understand and mitigate risk

« Link performance measures to strategy

o Encourage efficiency improvements everywhere

o Clean up the accounting and finance functions

+ Install shared services

« Examine outsourcing possibilities

o Allocate resources

o Encourage innovation®.

After the CEO, the CFO is the most crucial executive identified as the
initiator of a transformation®. The study revealed new areas of responsibility
of the CFO. These include the development of new sources of income, the
reduction of total costs, the exchange of knowledge and experience across all
corporate divisions, CEO consulting, the increase in enterprise value, and the
control of the entire company’s digitisation®. Parmenter sums up that all CFOs
need to make permanent improvements to the organisation®. Just as people are
different, so are the different companies’ requirements, and size is a significant
factor. The companies vary according to strategic orientation, ambitions, precise
job requirements, size and the composition of the existing teams, including
CEO.

The CFO Role in small and medium-sized businesses
Medium-sized companies

Deloitte defines owner-managed, and manager-managed companies with
owner influence with a sales volume starting at roughly 50 Mio € and employees

% M. ]. Rapp, and A. Wullenkord, Unternehmenssteuerung durch den Finanzvorstand (CFO)
[kindle ebook]: Praxishandbuch operativer Kernaufgaben, 2., iiberarb. u. erw. Aufl. 2014
(Wiesbaden: Springer Gabler, 2014). doi:10.1007/978-3-658-04104-5.

¥ S. M. Bragg, The New CFO Financial Leadership Manual, 2., Auflage (New York, NY: John
Wiley & Sons, 2011).

% McKinsey, “The New CFO Mandate: Prioritize, Transform, Repeat” (2018), https://www.
mckinsey.com/business-functions/strategy-and-corporate-finance/our-insights/the-new-
cfo-mandate-prioritize-transform-repeat, p. 4.

» M. Thomiak, “CFO Reimagined | CFO Research Germany | Accenture” (2018), https://
www.accenture.com/_acnmedia/pdf-86/accenture-cfo-research-germany.pdf.

¥ D. Parmenter, Winning CFOs: Implementing and Applying Better Practices, Wiley Corporate
F&A v.19 (Hoboken, N.J: Wiley, 2011). doi:10.1002/9781118269152, http://site.ebrary.com/
lib/academiccompletetitles/home.action.
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up to 3.000%". This work will follow Deloitte’s broader view but includes also
smaller companies with sales of less than 50 Mio. €, as smaller companies
represent an important market for interim management.

Requirements and tasks of the CFO in medium-sized businesses

Ensuring an efficient finance department and making the company’s
financial focus a priority are essential tasks. Once these are ensured, added value
can be created through other activities.

The CFO must be a holistic finance professional with a strong technical
foundation complemented by a sharp commercial and analytical mind. As the
organizational structure in small and medium-sized organisations is somewhat
different from larger organisations, a look into professional requirements and
tasks is needed. In medium-sized businesses, essential business knowledge,
controlling knowledge, and completed university studies are the CFO’s most
crucial profession requirements. The CFO should be a generalist with practical
experience, having Financial literacy and methodological skills. Accounting
skills and IT skills matter least>. As the CFO needs to interact with different
departments, it is essential for his/her acceptance to understand the company’s
business and how value is created. In medium-sized businesses controlling,
financing and strategy and planning are the most critical tasks of a CFO*.

Current research highlights that juggling too many responsibilities is the
biggest challenge for CFOs*. To achieve excellence in the finance function,
accounting must be further automated through standardised processes and
robot-supported process automation. The processes for monthly, quarterly and
annual financial statements require being optimised, and the information from
these has to be available only a few days after the end of the period. Regular
reporting needs to be carried out as self-service reporting or business intelligence
in real-time and made available for access independent of location and device.
Forecasting and budgeting processes must be automated to a greater extent by
integrated systems so that the more rapidly changing environmental conditions
can be created regularly without excessive time requirements. Controllers
develop into accepted business partners who deal with strategic issues, scenarios,
performance improvements, and business development simulations.

! Deloitte & Touche GmbH Wirtschaftspriifungsgesellschaft, Die Zukunft Des CFO Im
Mittelstand (2009), accessed December 25, 2016, https://www2.deloitte.com/content/dam/
Deloitte/de/Documents/Mittelstand/Die-Zukunft-des-CFO-im-Mittelstand.pdf.

2 Ibid. p. 11.

3 Ibid. p. 16.

* Netsuite Brainyard, “State of the CFO Role: White Paper,” https://www.netsuite.com/portal/
assets/pdf/wp-brainyard-state-of-the-cfo-role-in-2019.pdf, p. 3.
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The Interim CFO

Companies usually hire an interim CFO if they need someone for a limited
time to immediately replace a manager who is sick or gone or someone who
is working on a specific project. The interim manager requires experience as a
CFO. Communication skills, technological know-how, and extensive experience
in accounting and finance and in-depth knowledge in the areas of cash
management and treasury are essential. Experiences from difficult situations are
also valuable®. Interim CFOs bring new knowledge into the organisation which
strengthen the organisation’s skill-set. When used in Small and Medium-sized
Companies, which represents 60% of all projects®, additional difficulties are
arising because of the current deficits in the CFO area:

o The financial sector often has a poor image in the management com-

mittee.

o The CFO sees himself as a victim of the high level of organizational
complexity.

o The expectations of the CFO rise. The CFO area does not get developed
due to high expenditures of resources.

o The demands on the CFO’s professional expertise grow, for example, in
the field of financing and financial transactions.

o The controlling function is underdeveloped in many SMB, and the
relevant information for decision support is often confusing to retrieve,
too.

« Delegation is underdeveloped.

o Operational processes require a too high proportion of the time budget
of the CFO.

«  Personal development has a low priority in the financial sector?.

In the course of internationalisation, the demands on controlling are also
increasing for small and medium-sized companies. Change processes due to
acquisitions and restructuring are on the agenda. These changes come with the
lack of internal know-how on the implementation of international accounting
standards or the conversion of systems®. The reason for hiring an interim CFO
is often caused by a change situation that needs to be managed, or projects

% R. Myers, “CFOs for Hire,” Journal of Accountancy 195, no. 4 (2003).

% AIMP, “11. AIMP-Providerumfrage 2016: Marktvolumen - Trends - Projektstrukturen”
(2016), http://www.aimp.de/wp-content/uploads/ AIMP_PROVIDERUMFRAGE_2016_
FOR_SITE.pdf.

7 Deloitte & Touche GmbH Wirtschaftsprifungsgesellschaft, Die Zukunft Des CFO Im
Mittelstand (2009), accessed December 25, 2016, https://www?2.deloitte.com/content/dam/
Deloitte/de/Documents/Mittelstand/Die-Zukunft-des-CFO-im-Mittelstand.pdf, p. 19.

*# F Aarts and D. Zimmer, “Interims-Manager Als Externe Spezialisten Im Controlling,” in
Controller Magazin, vol. 34, ed. K. Eiselmeyer (Verlag fiir Controllingwissen AG, 2009).
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for specialist and management expertise are missing®. Krehbiel summarizes the
decisive advantages an interim CFO can offer:

1. Gain time for the organisation to recruit a permanent CFO

2. Keeping the financial ship on course to avoid a backlog of tasks

3. A new perspective on the state of an organisation’s finances and the

CFO position’s roles and responsibilities®.

For Interim CFOs, there is demand from the market. The tasks (s)he is
hired for can be highly specific or more congruent to the CFOs general role.
As there is always some aspect to be improved, change will be a constant factor
in interim projects for CFOs. Experience from the same industry facilitate
entry and provide the basis for rapid understanding and acceptance within
the company. In an SME-environment with its limited resources, a hands-on
approach, and not having to rely on others’ support will be an advantage. As the
interim CFO needs to be an accepted business partner to the CEO, he needs to
build trust early on. So the personality and the specific fit of the Interim CFO
plays an important role.

¥ Treuenfels Personalberatung, Berufsbild: Interim Manager CFO (undated), accessed
January 19, 2020, https://treuenfels.com/job-glossar/interim-manager-cfo/.

0 B. Krehbiel, Understanding the Permanent Reward in Interim CFO Roles (2019), accessed Ja-
nuary 19, 2020, https://www.hfma.org/topics/leadership/article/understanding-permanent-
reward-interim-cfo-roles.html similar (2017).
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2 FACTORS INFLUENCING ORGANISATION
SUCCESS WORKING AS INTERIM CFOS IN INTERIM
MANAGEMENT ASSIGNMENTS IN SMALL
AND MEDIUM-SIZED COMPANIES

To work out the factors that influence success in interim management
assignments working as Interim CFOs in small and medium-sized companies,
a look into the system’s main elements is provided. The influencing success
factors in interim management assignments are classified into factors from the
organisation, those of the Interim Manager and those from the cooperation
between Top Management Team, CEO and CFO. After reflecting on limited time,
a summary of the most influential factors for success in interim management
assignments is carved out.

Influencing factors from the organisation
The capabilities of the organisation as influential factors

In a changing environment, it is significant to have an appropriate strategy.
However, doing more of what is already present is more comfortable than
developing something new. As markets become more global, new competition
emerges, and the organisation has to adjust their practices. Change can
come in a technological, organizational or strategic form. It is the essence
of being managerial to create, adapt and use change. Organizational agilities
are powerful dynamic capabilities for organizations in order to achieve
a sustainable competitive edge. Agile companies continuously sense competitive
action opportunities and provide the necessary knowledge and resources to
take advantage of them*. Goldman et al. point out that agility is the ability
to respond quickly to unexpected changes in the markets*. The opposite of
agility is the concept of inertia, which refers to a relatively slow adaptation
of a company to its changing environment®. Agile management ensures that
the right things are processed at the right time in organizational structures.
Customer orientation, employee focus, trust, result orientation, the delegation
of decisions, transparency, self-controlling teams and the will for continuous
improvement are the main focus.

1 V. Sambamurthy, A. Bharadwaj, and V. Grover, “Shaping Agility Through Digital Options:
Reconceptualizing the Role of Information Technology in Contemporary Firms,” MIS
Quarterly 27, no. 2 (2003), p. 238.

# S, L. Goldman, R. N. Nagel, and K. Preiss, Agile Competitors and Virtual Organizations:
Strategies for Enriching the Customer (New York: Van Nostrand Reinhold, 1995), p. 166.

# M. T. Hannan and J. Freeman, “Structural Inertia and Organizational Change,” American
Sociological Review 49, no. 2 (1984), p. 151.
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Managing involves resolving problems. Problems are usual in the
transformation from one lifecycle stage to the next. Depending on the life-cycle,
there happen pathological or abnormal problems. Abnormal problems seem to
be solved but reappear. If they regularly reappear, they become pathological and
threatening for the organisation. Understanding their causes helps management
to prevent a crisis*.

A company can only generate value if it has created value potentials
beforehand. A company has to be steered long-term without neglecting short-
term issues®. The CFO’s planning, forecasting, and controlling activities help
the organisation understand whether it is headed towards the desired direction.
Systems thinking is an area for seeing the “structures” that underlie complex
situations and discriminating high from low influence change®*. With their
external view, interim Manager needs to evaluate the compelling context of
the organisation’s system in a short time. It is vital to focus on a few essential
measures and lead the organisation towards solving central problems.

Depending on the organisation’s situation and basic state, more short-term
or long-term aspects need to be reflected. A profit and loss source analysis
based on accounting and other available data, which regularly provide the basis
for optimisation considerations, is at the beginning of the project. Through
interviews with the CEO, the Top Management Team members, and the
employees, the interim manager finds out where the leading causes of problems.
To implement the necessary changes in practice, the interim manager needs
to know how agile the company is, which strengths and weaknesses exist in
the people, processes, products and services. Through his/her knowledge, (s)he
supports the company’s learning process and can increase entrepreneurial
knowledge through his/her experience. If process improvements are necessary,
(s)he recognises disturbances and eliminates them. In the change processes, he/
she acts as an additional resource and as a reinforcer. In his/her field of expertise,
he/she brings new impulses and knowledge from his/her broad experience.

The interim CFO has to move the organisation’s action patterns from
reacting to anticipatory interactions. Since his/her time is limited, he/she
concentrates on a few crucial topics and removes bottlenecks that stand in the
way of success. Early success indicates that the right one has been chosen. All
activities need to be in line with the customer’s expectations. The organisation
agility restricts how quick and easy changes for the organisation’s improvement
can be implemented during an interim assignment.

“ 1. Adizes, “Defining Normal and Abnormal Problems in Disintegrating Systems,” Perfor-
mance Improvement 43, no. 10 (2004), p. 37.

* M. Schwaninger, Intelligent Organizations: Powerful Models for Systemic Management, 2nd
ed. (Berlin, Heidelberg: Springer Berlin Heidelberg, 2009). doi:10.1007/978-3-540-85162-2,
pp. 46-81.

“ P. M. Senge, The Fifth Discipline: The Art and Practice of the Learning Organization, 1.
Currency paperback ed. (New York, NY: Currency Doubleday, 1994), p. 54.
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The basic states of the organisation and the influence of the country

Businesses can be in various primary states: Start-Up, Turnaround,
Restructuring, Stabilizing of Success*. The top management and its team’s role
is to implement the necessary changes to lead the company to stabilize success
permanently.

The interim manager must recognize the current status of the company.
Depending on any current crisis’s progress, the pressure to act increases and
the scope for action decreases. In the event of strategic crises, the company’s
potential for success is initially at risk. In a success crisis, specific performance
targets relating to sales and profit are no longer achieved. If the company’s
obligations can no longer be met, the liquidity crisis is reached and can end with
insolvency. As the crisis intensifies, there is less time to implement appropriate
changes, or they have to be implemented more hurriedly and radically*.

Since there are different areas of focus in every situation in the company,
the interim manager must be adequately selected with the relevant experience
in similar situations. An experienced interim manager knows his strengths and
weaknesses and knows which projects he can most effectively contribute to. The
basic state will influence the ease and speed of necessary change activities in
interim assignments.

The country of the organisation

Countries can be classified according to the degree of freedom to conduct
business. Freedom describes the ability to act or change without constraint.
Economic freedom is about individual autonomy in the acquisition or use of
economic goods and resources. Individuals know best their needs and desires for
a self-determined life*. Restrictions on freedom characterise partly free or non-
free countries. Differences in performance between countries and organisations
can be explained, among other factors, by different management practices™.

Managers in certain countries have to deal with certain challenges that do
not exist in other countries. These challenges will also have an impact on the
success of the interim assignments.

¥ M. Watkins, Die entscheidenden 90 Tage: So meistern Sie jede neue Managementaufgabe,
Limitierte Sonderausg, Handelsblatt Bd. 1 (Frankfurt, M., New York, NY: Campus-Verl,,
2009), p. 69.

*# U. Krystek, and R. Moldenhauer, Handbuch Krisen- Und Restrukturierungsmanagement:
Generelle Konzepte, Spezialprobleme, Praxisberichte (Stuttgart: Kohlhammer Verlag, 2007),
p. 36.

# T. Miller, A. B. Kim, and J. M. Roberts, 2020 Index of Economic Freedom (Washington, DC:
The Heritage Foundation, 2020), p. 12.

% N. Bloom and J. van Reenen, “Why Do Management Practices Differ Across Firms and
Countries?” Journal of Economic Perspectives 24, no. 1 (2010), p. 222.
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The organisation’s top management team and its CEO

CEO and CFO are part of the Top Management Team. The Top Management
Team (TMT) characteristics instead rather explain organizational success
than the conventional view of one individual executive®. Managerial skills
of the TMT have a strong influence on the organisation’s performance. That
effect is higher than the effect of industry sector, company size and age, and
environmental uncertainty. Skills to manage people are more important than
intellectual abilities*>. The CEO and the CFO set the tone from the top on how
cooperation will be organised. The CFO must be an excellent fit for the TMT
to be successful. When he/she understands the most pressing issues along the
value chain, he/she can provide valuable advice and earn the TMT’s respect.
A CFO needs to be selected based on the current corporate strategy, the skills
and the temperament of the CEO, the composition of the senior management
team, the finance organisation’s capabilities, and organizational and reporting
structures®. In his/her role, when having an excellent fit to the CEO, the CFO is
in a position to look at the CEO’s weaknesses and try to remedy them. A good
relationship is essential to be successful in such sensitive matters.

Influencing factors from the Interim CFO
The interim Manager’s personality and his/her skill-set

Value Creation of the Interim Manager is influenced by factors attributable
to the different skill sets the manager has. A manager can make contributions in
different areas depending on the manager and the organisation. Looking at the
manager’s role, the question is, what makes managers successful. Part of his/her
ability to be successful lies in his/her personality. Success itself can be measured
differently, by looking at a specific project result or the outcome for the whole
organisation, which is affected by compound influences. The time for interim
manager to make contributions is quite limited.

“Performance of individual employees can be defined as their work-related
behaviours™*. The impact of General Mental Ability on job performance is
accepted. People who are mentally more capable can gain and use more business

' N. Bloom and J. van Reenen, “Why Do Management Practices Differ Across Firms and
Countries?” Journal of Economic Perspectives 24, no. 1 (2010), p. 334.

52 §. Stashevsky, A. Carmeli, and A. Tishler, “The Relative Importance of the Top Management
Team’s Managerial Skills,” International Journal of Manpower 27, no. 1 (2006), p. 9.

3 A. Agrawai, J. Goldie, and B. Huyett, “Today’s CFO: Which Profile Best Suits Your
Company?,” McKinseyerCompany Januar (2013), accessed November 13, 2017.

* A. Krausert, Performance Management for Different Employee Groups: A Contribution to
Employment Systems Theory, Contributions to Management Science (Heidelberg: Physica-
Verlag HD, 2009). doi:10.1007/978-3-7908-2197-0, p. 170.
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knowledge, which leads to higher performance. They are also more efficient to
prioritise and adapt their knowledge to changing business situations™.

Bach et al. have found out that Interim Managers (IMs) differ significantly
regarding the Big Five personality dimensions to Line Managers®. The Interim
Manager is less neurotic, more extroverted, more open to experience, less
agreeable and more conscientious than line managers®. From their perspective,
personality is why interim managers can only temporarily stay in a company,
as employees tend to feel more comfortable around people with a high value
for agreeableness®. Interim Managers “enjoy getting results in a short space of
time, they are assertive, often over-qualified for the role, they are not interested
in playing politics, they focus on the job and can take the initiative from day
one of the assignment”™.

The Big Five are considered internationally as the universal standard model
in personality research today. Therefore, the better the Big Five personality
dimensions of the Interim CFO are, the better the preconditions will be for the
performance of the interim assignment.

The Interim CFO as a leader and manager

A manager in a CFO role needs to contribute, especially in his area of
expertise. CFOs can make contributions to the organisations development
in questions of strategy and operational performance. To achieve that, he/
she needs to assess whether the organisation fully satisfies the needs of its
customers. The CFO also needs to have a close relationship as a trusted advisor
to the CEO and the leadership team. In directing the whole enterprise towards
a performance for customers, improving business processes, he/she aligns the
different departments to work together®. In his role of improving performance,
the CFO also needs to challenge the finance function regarding efficiency and
competitive cost structures.

Figure 2-1 shows how the value of the CFO increases with his commercial
skills.

% A. Krausert, Performance Management for Different Employee Groups: A Contribution to
Employment Systems Theory, Contributions to Management Science (Heidelberg: Physica-
Verlag HD, 2009). doi:10.1007/978-3-7908-2197-0, p. 171.

* N. Bach et al, “Unterscheiden sich Interim Manager von Linienmanagern?
Personlichkeitseigenschaften von Restrukturierungsexperten,” Die Betriebswirtschaft 69,
no. 1 (2009), p. 31.

57 Ibid. pp. 35-36.

5 Tbid. p. 42.

% PA Consulting Group, “Interim Managers - How Effective Are They? New Research from
PA Consulting Group Suggests They Are a Breed Apart,” Leadership & Organization Deve-
lopment Journal 20, no. 1 (1999).

€ A. Spanyi, “How to Be a Transformational CFO,” Strategic Finance, 2011, pp. 29-31.
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Figure 2-1. Accountants’ roles in effective decision making®'

There is a continuum towards achieving impact and value creation when
moving out of the comfort zone into the field where value is created. CFOs need
to fix the basics of data capture, reporting, and analysis to reach insight, which is
valuable for real decisions. Through that, they gain influence and create impact®2.
Initially, there is a need for a technical skill to obtain the necessary data and
create basic and advanced reports. To be able to make differentiated analysis,
which creates meaningful insights, that lead to decisions, the commercial skills
become more critical. Having some valuable information will lead to more
influence and finally, to the desired impact. The value of the different services
increases as the CFO moves to the right scale of the graphic. The value creation
of the finance function goes along the company’s value chain.

The main elements which lead to value for the shareholders are the
customers, the products, the processes, the resources, and the suppliers. The
finance function needs to rethink whether the organisation does the right things
and optimises operational value creation®. The collection of useful data, KPI
and OKR to steer the company builds the foundation to improve the CFO’s Role
as a valued business partner.

The CFO can take different roles in adding value to the company and
creating value by generating strategies, enabling value by business partnering
with senior management in decision making and explaining the organizational
performance, preserving value by reducing risk and by implementing internal

¢ CIMA, Finance Transformation: A Missed Opportunity for SMEs? (2011), accessed
July 10, 2017, p. 27 Created by the author.

© Ibid. p. 27.

¢ B. Foged, H. Fynsk, and A. Liu-Lindberg, Create Value as a Finance Business Partner:
Transforming the Finance Function into a Profit Centre, 1. udgave (Rungsted: Foged, 2018),
Pp. 281-349.
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control systems, reporting value by delivering relevant and useful information
to management®*.

Influencing Factors from the cooperation between CEO and CFO

Personal and organizational aspects of the cooperation between CFO
and CEO create the environment, leading to a successful implementation of
the corporate strategy and the company’s success. The CFO needs to act as the
most important change agent of the CEO and improve processes, employees
and company standards. No issue is more important than the fact that the CEO
and CFO use the same language and understand each other as is not possible
to solve differences on that personal level through organizational measures. The
CEO-CFO relationship affects the whole organisation®. Besides the more tech-
nical skills of the job, new CFOs must fit the organisation’s CEO, management
team, and organizational culture. The CFO needs to achieve that the CEO leans
on him for strategic insight®.

Different personality types of CEOs require different personality types of
CFOs. The relationship to the CEO “can make or break” the CFO’s job®. It was
found out that for those CFOs, who reported a stable CEO relationship, it was
only a slight difference whether the CFO’s tenure was below or above two years.
The difference, whether the CFO was internally promoted or externally hired,
also played no significant role®. So, from this perspective, an Interim CFO has
no disadvantage.

When the CEO is the one who hired the Interim CFO his power to confront
the CEO with “unpleasant truths” is weaker, compared to a situation where the
advisory board is the contracting authority. The more independence from the
income of the current project the interim manager has, the more “unpleasant
truths” can and should be stated.

¢ International Federation of Accountants, “THE ROLE and EXPECTATIONS of a CFO:
A Global Debate on Preparing Accountants for Finance Leadership Discussion Paper” (Dis-
cussion Paper, 2013), https://www.ifac.org/system/files/publications/files/Role%200f%20
the%20CFO.pdf, p. 6.

¢ C. Goseke, “Zum Rollenwandel Des CFO Und Den Erfolgsfaktoren Fiir Die Zusammenarbeit
Zwischen CEO Und CFO;” Controlling & Management 52, no. 6 (2008), pp. 383-84.

% J. D. McCool, “A Road Map for Successful Leadership Searches,” www.businessfinancemag.
com Summer (2010), p. 32.

¢ M. B. Findlay, What a CEO Needs from a CFO: CFOeBook: Successfully Navigate the CEO-
CFO Relationship, from Landing the CFO Job to Keeping Your CEO Impressed., with the
assistance of June R. Caitlin Hegarty (CFO Publishing, LLC., 2013), p. 5.

¢ J. Fisher, Leadership Squared: The Power of Industry-Leading CFO-CEO Relationships (2017),
accessed November 21, 2017, http://www.russellreynolds.com/insights/thought-leadership/
leadership-squared-the-power-of-industry-leading-cfo-ceo-relationships, p. 3.
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The basis for a stable relationship is trust. How the CFO makes promises to
the CEO and keeps them, directly affects the ability to build trust®. The CEO
and the CFO are allies in value creation’. In the best case, the CFO takes over
important activities of the CEO and leads them to success. Doing so relieves
the CEO of his extensive tasks and at the same time shows him that he has an
adequate partner in the CFO. For an Interim CFO gaining trust from the CEO
is a key requirement to be successful. When there is no trust, then the necessary
information will not be available to advise on the decision-making process, the
influence will be limited.

Experienced Interim CFOs have a position of independence and are espe-
cially valuable in crises where a change in the organisation’s strategy is needed.
Guiding the organisation to success is a core function of the Interim CFO. To
measure the progress financially is indispensable. A good CFO gains the CEO’s
perspective, brings solutions instead of additional problems, delivers concrete
action plans that boost sales in addition to cost reductions, and takes some of
the CEO’s work off his hands. The CFO thus protects the CEO from failure and
becomes a trusted advisor. The actual relation between CEO and Interim CFO
will impact the success of interim management assignments.

Limited Time

Interim assignments typically range from small short-term projects of about
three to six months to longer-term assignments that can last from 12 to 24
months. 72% of assignments have a duration of up to 12 months”. Siems, who
refers to interim positions in the executive management, states that deficits and
weaknesses will be uncovered in less than 15 days, leading to specific efficiency
projects to be implemented by the employees’>. However, from Sommer’s

¥ J. Warlock, “Building Trust Between Family and Non-Family CFOs: The Breakdown in
Trust Between Family and Non-Family C-Suite Executives Can Be Turned Around and
Repaired, Rebuilt and Maintained,” financial executive, July/August (2010), p. 62.

" EY, Partnering for Performance: Part 5: The CFO and the Chief Ececutive Officer (2015),
accessed November 14, 2017, http://www.ey.com/gl/en/issues/managing-finance/ey-cfo-
program-partnering-for-performance-the-cfo-and-the-ceo-driving-and-enabling, p. 3.

71 EO Executives Online, INTERIM MANAGEMENT REPORT 2019 (2019), accessed Decem-
ber 25, 2019, https://www.ddim.de/wp-content/uploads/2019/06/Interim-Management-Re-
port-2019-de.pdf, p. 12.

72 H. Siems, “Effizienz-Steigerung Mit Und Durch Interims-Kapazitit,” in Effizienz-Steigerung
Durch Moderation Projektmanagement Und Sanierungsprojekte Professionell Durchfiihren;
Mit Tabellen Und Checklisten // Effizienz-Steigerung Durch Moderation: Projektmanagement
Und Sanierungsprojekte Professionell Durchfiihren; Mit Tabellen Und Checklisten, ed.
D. E. Reschke and R. Michel, 2., durchges. Aufl., Heidelberger Fachbiicher fiir Praxis und
Studium (Heidelberg: Sauer, 2000), p. 187.

28



perspective in Interim Management, 30 days seems to be the upper limit of
success in a project”.

As the Interim Manager is generally overqualified for the specific role and
has much experience from different organisations, (s)he uses her/his knowledge
base to get a grip of the situation and deliver short-term value. To achieve
specific goals in her/his limited time, the interim manager must concentrate
on the most critical issues and change course. After understanding the business
model and the business strategy, these may be recurring problems or tasks
already identified during the classification of the assignment’s order. On the way
to delivering results, it is essential to get regular feedback from the client. The
length of the project will affect the success of the interim assignment.

Summary of influential success factors working as Interim CFO
in interim assignments in small and medium-sized companies

Derived from the literature study, outlined in the previous sections, the
most important influencing factors for interim management’s success working
as Interim CFO were discovered. Figure 2-2 shows the main influential factors.

Limited Time

(Organisational g Asedm R

( ational '\ ( Manager
\\?pablllllm / S skillset

-

Coopcration
between
TMT/CEO and CFO

Factors from
the interim
CFO

the
organisation

Success in Interim

Management assignments
working as Interim CFO in
small-and medium-sized

Figure 2-2. Influential factors for success in Interim Management Assignments
working as Interim CFO™

Many different aspects play a significant role in interim management
assignments working as Interim CFO in small- and medium-sized companies.
An essential role is played by the organisation, the development of the economic
status of the country, the flexibility of its capabilities, the Top Management
Team, the CEO, and the basic state of the organisation, the interim manager,

7> H. Sommer, “Interim Management: The First 30 Days” (2014), http://expertdirectory.s-ge.
com/data/files/companytransfer_contribution_modell_2014_EN.pdf, p. 1.
7 Created by the author.

29



with his/her personality and skillset, his/her CFO capabilities. An important
role for success is the CFO’s relation to the Top Management Team and the
CEO, especially the quality of cooperation between the CEO and CFO. All
these aspects are governed by the fact that the interim assignment is limited in
time and shall provide results. The challenge is to measure the outcomes of the
different aspects.
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3 INTERIM CFOS IN SMALL AND MEDIUM-SIZED
COMPANIES AND THE FACTORS FOR SUCCESS -
AN EMPIRICAL STUDY IN DIFFERENT REGIONS
OF THE FREE WORLD

3.1 Research model and research methodology

A conceptional research model for research

Based on interim management literature, the conceptual model to investigate
the contribution of Interim CFOs in small and medium-sized companies on
organisation success was developed. On the one hand, it considered the skill sets
of the interim manager, his/her professional skills as CFO and his/her interim
management expertise, and on the other hand the skills of the company. As the
world is changing faster and faster, and the adjustments interim project will bring
about must be made promptly, corporate agility was chosen as a necessary form
of corporate capability in the fast-moving world. The individual situation of the
company is considered with the help of the basic state concept. In the following
sections, the empirical study undertaken in order to gain deep understanding of
the topic and answer the research questions, as well as to verify the hypothesis,
is described. In Figure 3-1, the conceptual model of the research is explained.

cause variables effect variables

\ organisation success
| CFO skill set |
contribution ‘ project
N supportive ‘ success
Interim CFOs ;
" skill sets |
Intenm Manager skill set 1
company's
I success
organization agility d
contribution ‘
. supportive ‘
organzations CFO's value
basic state of . agility contributions
organization
\
\

Figure 3-1. Conceptional research model

7> Created by the author. Adopted from R. Sharma and S. Jones, “CFO of the Future: Strategic
Contributor or Value Adder?,” JAMAR Vol. 8, No. 1 (2010).
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As outlined in chapter 1 page 14, the contributions of interim management
to organisation success appear on three different levels. The model shows how
the organisation’s success, consisting of project success, company success, and
the CFO’s value contribution, which is the contribution in the specific area of
expertise, depends on the Interim Managers skill sets as Interim Manager and as
CFO, and on the agility of the organisation and its primary organizational state.
The basic model used was adopted from Sharma/Jones™, who investigated the
CFOs activities regarding value creation and expanded on measuring the effects
on the success of Interim CFO in small and medium-sized businesses.

3.2 Methods and Data

The purpose of this research is to get a deeper understanding of the con-
tribution supportive Interim CFOs skill set and the contribution supportive
organisation agility on organisation success.

The initial draft of the questionnaire was tested with experts who have
experience working as Interim CFOs. The general feedback from experts was
positive. A pilot study was executed to find out if the study is feasible. The survey
software used for the online-questionnaire was developed using Questionpro
(www.questionpro.com). The questionnaire was provided online in an English
and a German version and contained 37 questions. The survey took place from
December 2018 to March 2019. 255 responses were collected.

Gender and Age of Interim CFOs: Men represented a higher proportion of
the sample (91%; n = 233) than women (9%, n = 22). 12% of the respondents
were younger than 40 years, 26% were between 41 and 50 years old, 47% of
respondents were between 51 and 60 years old, and 15% were older than 60. The
age structure is in line with previous empirical findings and meets expectations.

Hierarchical Level and responsibility in the interim project: 61% of the
participants acted as Managing Directors, 26% as Business Managers, 10%
as Controllers, and 3% as Project Managers. The high level reflects that
the participants work in CFO or Senior finance roles. 94% of participants
had managerial responsibility, 84% budget responsibility, and 58% profit
responsibility. The high levels of responsibility reflect that the participants work
in CFO or Senior finance roles.

Company size, geographical location, industries and basic states of the
organisation of the interim assignments: 25.1% of the projects took place in
organisations with less than 50 employees, 37.3% in organisations with 50 to
250 employees, 18% had between 251 and 500 employees, 12.2% had employees
between 501 to 1000, 7.5% had between 1001 to 3000 employees. In general,
only small and medium-sized companies were examined. The geographical

76 R. Sharma and S. Jones, “CFO of the Future: Strategic Contributor or Value Adder?,” JAMAR
Vol. 8, No. 1 (2010).

32



distribution of the 255 respondents covered 31 free countries”. The study included
the main industry sectors. 15% were Start-ups, 19% were in a Turnaround
situation, 40% were in a Restructuring phase, and 26% were Stabilising success.
All phases of an organizational lifecycle were covered. Thus 59% of the projects
took place in phases of crises (Turnaround and Restructuring).

Length of interim projects and first results: 66% of the projects lasted up to 12
months, 24% lasted between 12 and 24 months, and 10% of the projects lasted
more than 24 months. The operating duration is in line with other surveys. Two
thirds of the participants reported having achieved tangible results within four
weeks. Showing first success in the early phase of a new interim management
project is important for the success of the projects.

Results regarding company success: the majority of assignments (n = 228,
89%) had a positive or very positive effect on process improvements, followed
by cost reductions (n = 190, 75%), and working capital improvements (n =
177, 69%). Debt optimization (n = 131, 51%), Return on sales improvements
(n = 120, 47%), and fixed assets optimization (n = 99, 39%) were less affected
by the interim project. Interim CFOs focus on their area of expertise during
their assignments: Process improvements, Cost reductions, and Working capital
optimisations.

Results regarding project success: the majority of assignments delivered
a positive or very positive quality (n = 233, 91%), stakeholder satisfaction
(n =230, 90%), and achieved positive or very positive Top Management support
(n =203, 80%). The aspects of Time (n = 198, 78%) and Cost (n = 197, 77%)
were rated slightly lower regarding positive or very positive outcomes. When the
quality of work is high, and the stakeholders are satisfied, the time and cost of
interim projects recede into the background and are less important.

Results regarding CFO Value Contributions: when we look where the
Interim CFOs have been rather effective to very effective, specific differences
become visible. “Delivering relevant and useful information to management”
(n =220, 86%), “Effective financial planning and analysis” (n = 215, 84%), and
“improving business processes” (n = 215, 84%) are the top 3 critical tasks where
the interim CFOs in their assignments have been rather effective to very effective.
Interesting to see is that Interim CFOs are less active regarding customer-
centric activities like “directing the whole enterprise towards performance for
customers” (n = 172, 67%) and “assessing whether the whole enterprise fully
satisfies the needs of its customers” (n = 153, 60%). That could be the case as in
medium-sized companies those soft figures may not be available. As customer
expectations should have the highest priority for companies, this critical aspect
is not sufficiently considered in interim projects.

77 Freedom House©, Freedom in the World 2018 (2018), accessed April 2, 2019, https://
freedomhouse.org/report/freedom-world/freedom-world-2018.

33



Results regarding hypothesis

The hypotheses have been tested with ANCOVA as three continuous vari-
ables (CFO Skillset, Interim Manager Skillset, Organisation Agility). A nominal
scaled group variable with four expressions (Basic State of the organisation)
is also included in the model. ANCOVA integrates mean value comparisons
(= ANOVA) and regression into a common model. We are primarily interested
in the regression output (influence of the continuous variables (CFO Skillset,
Interim Manager Skillset and Organisation Agility) on the dependent variables),
but there is also the group variable Basic State of the organisation (nominal scaled
variable) with four values, hence the modelling via ANCOVA. The models are
calculated in SPSS 24.0.0.2 for Windows with procedure UNIANOVA. P values
below 0.05 are interpreted as significant. Figure 3-2 shows the statistical model.

Statistical Model

[Controlling Knowledge

|Generalist Index
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| Practices valuing human resources A ‘model 2 Project Success
> Orpanisations agility | model 3 CFO Value Contribution

e ive practices
[Pratices of value creation for Basic Statc of the organisation

Figure 3-2. Statistical Model”

The model in figure 3-2 shows how the organisation’s success, consisting
of project success, company success, and the CFO’s value contribution depends
on the Interim Managers skill sets as Interim Manager and as CFO, and on
the agility of the organisation, which is moderated by its basic organizational
state. The model used has been adopted from Sharma/Jones ” and extended
for measuring the contribution of Interim CFO in small and medium-sized
businesses.

78 Created by the author.

7 R. Sharma and S. Jones, “CFO of the Future: Strategic Contributor or Value Adder?,” JAMAR
Vol. 8, No. 1 (2010).
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3.3 Summary of the hypotheses tests

Table 1-1 shows how the different cause variables influence the organisation
success.

Table 1-1
Summary of the Hypotheses tests®
Hypothesis Interaction: CFO Interim Manager Organisation
Basic State of the Skillset Skill-set Agility
organisation
H, Company Not relevant Not Not confirmed  Confirmed
Success confirmed
H, Project Success Not Not confirmed  Partly
confirmed confirmed
Start-Up Confirmed
Turnaround Not
confirmed
Restructuring Not
confirmed
Stabilising Confirmed
Success
H. CFO Not relevant Confirmed  Not confirmed  Not confirmed

Value Contribution

The hypothesis that there is a significant association between contribution
supportive CFO Skillset, Interim Manager Skillset, organisation agility and
organisation success measured as Company’s success, Project success, and
CFO’s value contributions can be only partly confirmed. The role of the
interim CFO as a value creator in a company can be confirmed. However, his/
her impact is limited. It is limited to the CFO value contributions that make
up the core of the CFO role. The interim CFO’s different skill sets seem to
play only a subordinate role regarding project and company success. This
confirms earlier research, which stated that an interim manager’s experience
and features did not influence company success®. Earlier research mentioned
that there exists a time lag between measure and impact. Company success
is determined by the organisation agility, rather than the Interim CFO.

8 Created by the author.

8t A. Mayr, Der Beitrag von Interim Management zum Unternehmenserfolg: Eine theoretische
und praktische Analyse (Wiesbaden, s.l. Springer Fachmedien Wiesbaden, 2017).
doi:10.1007/978-3-658-17792-8, pp. 371-75.
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The research question four “Are the influences on company success different for
projects that last up to 12 months and those that last longer than 12 months?”
shows that Interim CFOs will impact company success the more, except for
“Return on sales improvement’, the longer the interim project lasts.

3.4 Summary of results regarding
research questions

The assumed connections between certain aspects of an interim management
assignment were tested.

Despite indications in literature, the contribution supportive Interim CFO’s
skill-set only partly contributes to the organisation’s success. Having worked as
Controller before, experience (permanent or temporary), in the same industry,
the big five personality index shows no significant correlations to organisation
success. Having a good relationship with the CEO and the Top Management
Team is strongly recommended to achieve success in an interim assignment.

The organisational agility is highly significant to be successful in an interim
project. The interim manager needs the capabilities of the organisation where
the assignment takes place.

The length of the project does not influence project success. The longer an
interim project lasts, the longer it takes to get the first tangible results. If the
interim manager delivers a good project, the length of the project is unimportant.
Interim CFO projects which last longer than twelve months have a more positive
impact on company success, except for “Return on sales improvement’.

The more the company is in a crisis, the more change management activities
need to be carried out. Steadying change shows the lowest level of all change
management activities, as that phase possibly falls when the interim manager
has already left the organisation. Change management is typically involved
in interim assignments for Interim CFOs. If the Interim CFO is used as
a Transformational Leader, (s)he influences company success.

To achieve success in an interim project, it is essential to be an excellent
fit for the CEO and the Top Management Team. That effect was shown for the
Company Success (weak to moderate), the Project success (moderate to strong),
and the CFO value contributions (weak to moderate).

The more result-oriented CFO value contributions have a positive effect
on company success. In contrast, those which are related to relationships and
involvement have a positive effect on project success.

The study sets aside national borders to delimit groups of individuals.
Instead, it reflects economic freedom from the Heritage Foundation data and
civil and political freedom from the Freedom House to include certain countries’
individuals into the survey. In a cluster analysis (hierarchical cluster analysis,
Ward, squared Euclidean distance), the 31 countries were grouped into similar
groups according to the criteria (F = Free country). The cluster analysis showed
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a clear separation into two groups: Group 2 with high values on all variables,
group 1 with low values. Regarding Company Success, the CFO skillset and
Interim Manager Skillset influences are quite similar for the two clusters. As
for the whole sample, the influence of the Interim Manager’s skillset plays
a subordinate role. The differences are robust only for Organisation agility, with
a positive influence on cluster 1 (low), but no influence on cluster 2 (high). In
less developed environments, the organisation’s fitness (agility) needs to be in
better shape as its market environment offers fewer opportunities. As 69% of the
projects in cluster two (high) last up to 12 months, most projects are too short
to see visible results in the company success. The influence of Organisation
agility is more upscaled on Project Success in both clusters.
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CONCLUSIONS AND RECOMMENDATIONS

Based on the research, the author concludes that:

Interim CFO can provide added value in an organisation by offering their
CFO value contributions.

For the interim CFO, it is essential to have a good relationship with the
CEO and the Top Management Team, based on trust and acceptance.

As Interim CFOs are interim executives, they often play a transformational
role in which they mobilise change.

The Interim CFOs big five personalities are lower on Extraversion but
higher on conscientiousness than other Interim Managers. The scores for
Agreeableness, Openness, and Neurocitizm were comparable. That lower
value for Extraversion stems from being number two, at the CEO’s side, in
an organisation. The higher value for Conscientiousness could be driven by
the CFO role, which drives a need to be organised.

The central hypotheses were only partially confirmed:

The role of the interim CFO as a value creator in a company can be con-
firmed. However, his/her impact is limited. It is limited to the CFO value
contributions that make up the core of the CFO role. The most important
contributions are “delivering relevant and useful information to man-
agement”, “Effective financial planning and analysis”, and “to improve the
business processes”. The interim CFO had a positive influence on process
improvements, cost reductions, and working capital improvements, thus
contributing to the organisations well-being. The quality and stakeholder
satisfaction, surrounded by top management support were the most critical
aspects of project success. The interim CFO’s different skill sets seem to
play only a subordinate role regarding project and company success. Earlier
research mentioned that there exists a time lag between measure and impact.
Especially for projects that last less than one year, it is too short to evaluate an
Interim CFO’s work. In this research, 66% of projects lasted up to 12 months,
so the majority falls in that time frame. Company success is determined by
the organisation agility, rather than the Interim CFO. Nevertheless, Interim
CFOs will the more impact company success, except for “Return on sales
improvements”, depending on the length of the interim project.

Having a good relationship with the CEO and the Top Management Team
is strongly recommended for Interim CFOs to succeed. It has a strong in-
fluence on project success and has a supportive effect on company success
and CFO value contributions. Experience in the same industry, either per-
manent or temporary, has no influence. Being a generalist has a supportive
impact on company success. This holds for the experience gained from
interim projects, and the power the Interim CFO has gotten from his/her
client, which influences the CFO value contributions.
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10.

11.

12.

13.

14.

The organisation agility mostly drives the success of an interim project. All
components of organisation agility have a significant effect on project suc-
cess. The organisation’s agility does not influence company success. As the
interim CFO mainly drives the CFO value contributions, the organisation
agility makes no difference.

. The longer an interim project lasts, the longer it takes to provide tangible

results. The length of an interim project does not influence project success.
If the Interim Manager delivers a good project, the length of the project is
of minor importance.

The length of a project significantly correlates to the company success.
The longer the interim project lasts, the more Interim CFOs will impact
company success, except for “Return on sales improvements”

In Turnaround and Restructuring situations, the interim CFO in more
than 90% of cases was involved in change activities. Stabilising Success and
Startup score lower, but still, more than 70% of cases involve change. Of all
change phases, steadying change shows the lowest levels of all change man-
agement activities. That phase possibly falls at a time where some interim
managers have already left the organisation.

If the interim CFO has a role as a transformational leader, (s)he is almost
always involved in change management activities and often mobilizes
change. If their role is more the role of a managerial temporary worker or
a consultant, they are involved in change management activities in about
three-quarters of the cases. In most cases, an interim CFO will be confront-
ed with extensive change activities.

When the interim CFO acts as a transformational leader in his/her role,
this will impact company success. Transformational leadership develops
leadership at all levels of the organisation. Transformational leaders try to
change their employees™ values, make sense and motivate them to achieve
a common, overall goal.

To achieve organisation success, it is essential to be a good fit for the
CEO and the Top Management Team, especially for project support. This
confirms the aspect that project success is dependent on Top Management
support also as Interim CFO.

It is suggested that the generation of strategies, the direction of the whole
enterprise towards a performance for customers, the integration of risk
management with strategy, an efficient finance functions, and the creation
of advanced management systems supports company success within an
interim management assignment. These are the areas an Interim CFO
should have the focus on in his/her activities. Regarding the success of
the interim project, business partnering with senior management, which
leads to being a stakeholder of the decision-making process, is the most
influential contribution.
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15.

16.

The sample was split into two clusters. As for the whole sample, the influ-
ence of the interim manager’s skillsets plays a subordinate role. In countries
with a lower developmental status in the three indices, organizational agility
is more essential to achieve company success than in other countries.

The central research question “What valuable contributions can an interim
CFO make, in the short period of the the time available, for the success of
a small and medium-sized company?” was answered as follows:

Two thirds of Interim CFOs achieve tangible results within four weeks. The
most prominent achievements are related to process improvements, cost re-
ductions, and working capital improvements. Being a generalist with power
(reflecting who hired the Interim Manager, the hierarchical level, and the
scope of responsibilities) positively influences company success. If an inter-
im CFO may have a full effect, (s)he positively influences the success of the
company. The longer a project lasts, the longer an Interim CFO has time to
provide the first tangible results. The problem in evaluating results because
of the time-lag between what the Interim Manager has done and what a
key performance indicator shows can be applied for Interim CFO projects.
Nevertheless, Interim CFOs will impact company success the more, except
for “Return on sales improvements”, the longer the interim project lasts.
Eight out of ten Interim CFOs achieve at least definite project success.
The most important aspects were quality, stakeholder satisfaction, and top
management support. Quality is a matter of course, which is a prerequisite
for an interim CFO. The level of organizational agility primarily drives
project success. Organisation agility supports change processes, gives high
weight to the human factor. As the Interim Manager is a new partner for
the system, good cooperation practices to partners inside and outside the
organisation make the assignment easier.

Almost 80% of Interim CFOs are at least rather effective in delivering
their CFO value contributions. Key contributions are: Delivering relevant
and useful information to management, effective financial planning and
analysis, and improving business processes. In activities regarding custom-
er-centricity Interim CFOs could be more effective. As customers and their
contentment should stay in the centre of all organisation activities, Interim
CFO should look at whether the organisation is customer-focused, which
could also increase their influence on the improvement of return on sales.
Change is a constant factor in Interim CFO projects. Just under 60% of
projects take place in organisations facing a crisis. Moreover, crisis drives
the need for change. The Interim CFOs role has a primary emphasis on
implementing change. When in the project, his/her role is the transforma-
tional leader’s role, practically always change management activities take
place, with an additional focus on mobilising change.

Having a good relationship with the CEO and the top management team
are the critical success factors for success, either in the project, for the
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17.

company, or the CFO value contributions. It is suggested that the generation
of strategies, the direction of the whole enterprise towards a performance
for customers, the integration of risk management with strategy, an efficient
finance functions, and the creation of advanced management systems sup-
ports company success within an interim management assignment. These
are the areas an Interim CFO should have the focus on in his/her activities.
Regarding the interim project’s success, business partnering with senior
management, which leads to being stakeholder, is the most influential con-
tribution. Being accepted as a business partner is crucial to being a sparring
partner for the CEO and the Top Management team.

The two respondent clusters, which reflect the framework for action in which
the Interim CFO is active showed, that organisation agility is essential to
achieve company success in countries with a lower developmental status.
Drawing on interim management, the CFO role, and organisation agility,
it is suggested that the influences of the different contribution supporting
aspects must be separated. An Interim CFO with a supportive skillset can
deliver valuable CFO value contributions. His/her experiences as an Interim
Manager do not seem to be that important. His/her skill-set did not show
significance to organisation success. (S)he has only a brief appearance in
the life cycle of the company. More important for a successful interim
project is the organisation agility. The higher the organisation agility, the
better will the project and company success of the interim management
project be. Therefore, a recommendation is to assess the company’s agility
at a decidedly early stage and discuss any deficits identified with the client.
This approach avoids disappointment during the project if specific changes
are not feasible due to a lack of corporate agility. Otherwise the success of
the interim project might be endangered.

The sample size and the breadth show that the diverse business situations,
industries, and application areas are well represented. Thus, a reasonable
basis has been created to investigate the connection between interim CFO
and organizational success. Positive is that just under 90% of respondents
worked on a business manager or managing director level and had just
under 95% managerial responsibility. If someone spends more than 20
minutes answering a survey, they are interested in the scientific dispute
of the topic. It has been possible to validate the research question. The
research has confirmed that Interim Management also in an Interim CFO
role can add value to an organisation. Organisation Agility plays a signif-
icant role in an organisation to succeed or even recover better in a crisis.
There only exist a few research projects which reflect the clients view in
assessing the influence of Interim Management on organisation success.
Assessing their view on Interim CFO projects could even shed more light
on that subject. Moreover, possible differences between countries are
largely neglected. Subsequent studies in respect to Interim CFOs from
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other countries could define potential differences, which might require
additional research.

Recommendations to Interim CFOs and interim management providers

1.

To integrate the findings from this research into the way they act within
their interim assignments.

To address the issue of customer-centricity more often in the interim as-
signment.

To make an organizational audit on organizational agility early in the project
to avoid hurdles within the interim assignments’ change activities as interim
CFO.

To better cover the fit for the purpose between the organisation’s basic state,
the organizational needs, and the Interim CFO.

To evaluate the Top Management Team fit and CEO fit when proposing
Interim CFOs for different assignments.

To communicate about failed interim projects and the lessons learned from
them.

Recommendations to scientists interested in the subject of the CFO role in
interim management

1.
2.

10.
11.

12.

13.

To investigate the impact of Interim CFOs from the client’s perspective.

To investigate the impact of Interim CFOs on non-financial company suc-
cess factors.

To investigate the impact of organisation agility on different roles in interim
management, especially other C-level roles.

To investigate the impact of Interim CFOs in organisations with more than
3,000 employees.

To develop more recommendations for Interim CFOs by further investigat-
ing the aspects of person-organisation fit and its influence on outcomes.
To investigate the specific aspects of CEO and Top Management Team fit in
interim assignments.

To investigate the influence of CFO personality on organisation success.
To investigate, which factors lead to different lengths of interim CFO as-
signments.

To investigate the factors to achieve the first tangible results in interim CFO
assignments.

To investigate the reasons why interim CFOs switch to permanent roles.
To investigate, why interim CFOs focus less on activities leading the organ-
isation to increased customer orientation.

To investigate interim management success in other Interim roles through
the lens of the interim success triangle.

To investigate the reasons for failed projects and terminated interim CFO
assignments to learn from the causes.
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ANOTACIJA

Promocijas darba mérkis ir izpétit pieaicinato finansu vaditaju ieguldijumu
organizacijas panakumos mazos un vidéjos uznémumos, izmantojot teorétisko
literataru, iepriek$éjo pétijjumu analitisko izpéti un pétijumu empiriskos pieradi-
jumus. Tadéjadi §i pétijuma meérkis ir gt ieteikumus vaditajiem un nodrosinat
zinatniekiem turpmakas izpétes jomas.

Pastav butiska saistiba starp finansu vaditaju ieguldijumu veicino$o pras-
mju kopumu, pagaidu vaditaju prasmju kopumu, organizacijas dinamiskumu
un organizacijas panakumiem, ko méra ki uzpémuma panakumus, projekta
panakumus un finansu vaditaju ieguldijjumu vértibas radisana.

Pirmaja nodala izklastitas fundamentalas teorijas par veiksmigu pagaidu
vadibu finan$u vaditaja loma mazos un vidéjos uznémumos un ietekméjosajiem
faktoriem. Nosléguma ir uzsvérta pagaidu vadibas spéju un organizacijas spéju
mijiedarbiba ar organizaciju un projektu panakumiem.

Otraja nodala padzilinata ieprieks$éjo pétjjumu kontentanalize par pagaidu
vaditaju un organizaciju veicino$ajam spéjam, ta noslédzas ar parskatu par
svarigakajiem no organizacijas, augstakas vadibas komandas un generaldirektora
atkarigajiem ietekméjosajiem faktoriem un no finansu vaditaja, vina personibas
un lomas vértibu radiSana atkarigajiem ietekméjosajiem faktoriem.

Uz minéto apsvérumu pamata izveidotais pétijuma modelis ievada treso
nodalu. Empiriskie pieradijumi iegati, izmantojot kvantitativas un kvalitativas
metodes, balstoties uz pilsonisko un politisko brivibu, starptautiskaja limeni
aptaujajot pieaicinatos finansu vaditajus no 31 valsts.

Darbs parada pieaicinata vaditaja un organizacijas spéju atkaribu no pagaidu
finansu vaditaja pieaicinasanas pievienotas vértibas, ar pagaidu pieaicinato
vaditaju finansu vaditaja loma.

Atslégas vardi: pagaidu vadiba, finan$u vaditajs, vértibas radi$ana, veiksmes
faktori.
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IEVADS

Aktualitate

Ideals finansu vaditajs tiek uztverts vai nu ka glorificéts pedants, vai ari
ka supervaronis. Ceribas ir lielas, pat visaptvero$as. Lai parvalditu sniegumu
un stratégiju, no finan$u vaditajiem tiek sagaidits, ka vini nodrosinas efektivu
finandu organizaciju un parskatu par uznéméjdarbibu. Siem varoniem tiek
pieskirts apziméjums “vértibu integrétaji” vai “darbibas paatrinataji’, jo vini lauj
uzlabot optimizaciju, nodro$ina ar skaitliem pamatotas atzinas, uznemas riska
parvaldibu un veicina racionalu lémumu pienemsanu. Galveno finansu vaditaju
ietekme, kuri strada ka pagaidu vaditaji mazajos un vidéjos uznémumos, lidz
$im nav pétita. Ta ka 60% pagaidu projektu Eiropas vaciski runajo$ajas valstis
gada tiek realizéti mazajas un vidéja lieluma organizacijas (100-999 darbinieki)
un aptuveni 40% no visiem pagaidu projektiem ir saistiti ar finansu, kontroles
un gramatvedibas, ki ari visparéjas vadibas jomu, ir skaidri saprotama in-
tensivakas izpétes nepiecieS$amiba. Jo Ipasi vairak ir jaizpéta, kada ir pagaidu
finan$u vaditaja darbibas ietekme amata pienakumu pildiSanas laika. Pagaidu
finansu vaditaja darbs maza vai vidéja uznpémuma izraisa lielu ietekmi, jo ta
ir “vadiba uz ierobezotu laiku, ja vaditajs tiek pieaicinats no arienes, lai veiktu
savu uzdevumu ierobezotu laiku, péc kura beigam vaditajs atstaj organizaciju”.
Jautajums ir, kadu vértigu ietekmi var panakt ierobezota laika vai, ka to formu-
1&jis kads pétnieks, stradajot tur nelielu laiku, esot “.. nedaudz vairak par punktu
organizacijas (izmainu) grafika” Pétjjuma mérkis ir pieradit, ka pastav nozimiga
sakariba starp ieguldijumu veicino$o galvena finan$u vaditaja prasmju kopumu,
pagaidu vaditaja prasmju kopumu, organizacijas dinamiskumu un organizacijas
panakumiem, ko novérté ka uznémuma panakumus, projekta panakumus un
galvena finansu vaditdja ieguldijumu vértiba ierobezotaja laika, kad finansu
vaditajs pilda savus pienakumus.

PétTjuma objekts

Galveno finansu vaditaju, ka pagaidu vaditaju loma mazajos un vidéjos
uznemumos.
PétTjuma priekSmets

Galveno finansu vaditaju ieguldjjums organizacijas panakumos, stradajot
pagaidu vaditaju amatos.

Méerkis
Pétijjuma meérkis ir noteikt un izpétit pagaidu galveno finan$u vaditaju, ka
arl organizacijas dinamiskuma ietekmi uz uzpémuma panakumiem, projektu

panakumiem un galveno finan$u vaditagju vértibas ieguldjjumu mazajos un
vidéjos uznémumos.
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Uzdevumi

1.

Analizét un izpétit pagaidu vadibas panakumu faktoru teorétiskas kon-
cepcijas, galvena finansu vaditaja lomu kopuma, ipasu uzmanibu pievérsot
organizacijas spéjam un maziem un vidéjiem uzpémumiem, salidzinot
dazados musdienu uzskatus par $o tému.

Veikt padzilinatu agraku, lidzigu pétjjumu kontentanalizi attieciba uz pa-
gaidu vaditajiem un organizacijas spéjam, kas veicina veiksmigus terminéto
projektu rezultatus, lai iegiitu definétu un koncentrétu pievienotas vértibas
raksturojumu.

Izstradat konceptualo modeli un, pamatojoties uz $o modeli izveidot statis-
tikas modeli, lai novértétu pagaidu galveno finansu vaditaju un organizacijas
dinamiskuma ietekmi uz organizacijas panakumiem.

Atbilstosa pétijjuma projekta izstradei novértét un apspriest dazadas noveér-
téSanas pieejas attieciba uz projekta panakumiem, uzpémuma panakumiem
un galvena finansu vaditaja ieguldjjumu.

Empiriski izpétit organizacijas spéju un pagaidu finansu vaditaju prasmju
kopuma ietekmi uz panakumiem pagaidu amatd un apkopot datus, kas
iegiti no pagaidu vaditajiem, kuriem ir pieredze ki pagaidu galvenajiem
finansu vaditajiem.

Ar statistikas metodém analizét rezultatus un strukturét datus, lai uz to
pamata izstradatu prognozes un skaidrojumus.

Iegiit ieteikumus vadibai biznesa vaditajiem un lideriem, kurus ir svarigi
saprast, lai turpmak uzlabotu galvena pagaidu finansu vaditaja sniegumu
mazajos un vidéjos uzpémumos.

Izstradat ieteikumus zinatniekiem par turpmakajam pétniecibas jomam un
ieteikt jerosinajumus praktikiem, universitatém un institiicijam, lai mazajos
un vidéjos uznémumos veicinatu pagaidu vadibas panakumus.

Hipotéze un pétijuma jautajumi

Sis disertacijas galvena hipotéze ir formuléta $adi:

Hipotéze

Pastav butiska saistiba starp sniegumu veicino$o galveno finan$u vaditaju

prasmju kopumu, pagaidu vaditaju prasmju kopumu, organizacijas dinamiskumu
un organizacijas panakumiem, ko novérté ka

a) uznémuma panakumus,
b) projekta panakumus,
c) finan$u vaditaju ieguldijumu vértibas radiSana.

Pamatojoties uz nozimigumu, noteikti $adi izpétes jautajumi:

L.

Kadas ir ieguldijumu veicinos$as pagaidu finan$u vaditaju prasmes, kas vei-
cina organizaciju panakumus? Vai ir konkrétas veicino$as pagaidu finansu
vaditaju prasmes, kas vairak sekmé organizaciju panakumus neka citas?
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10.

Kadas ir ieguldijumu veicino$as organizacijas spéjas, kas atbalsta organiza-
cijas panakumus? Vai ir noteiktas veicino$as organizacijas spéjas, kas vairak
veicina organizaciju panakumus neka citas?

Vai pastav saikne starp laiku, kas nepiecie$ams, lai sasniegtu pirmos taus-
tamos rezultatus, un projekta panakumiem? Vai laiks, kas nepiecie$ams, lai
sasniegtu pirmos rezultatus, ir saistits ar projekta ilgumu?

Vai ietekme uz uznémuma panakumiem ir at$kiriga projektiem, kas ilgst
lidz 12 ménesiem, un tiem, kas ilgst vairak par 12 ménesiem?

Vai pagaidu projekta pastav sakaribas starp organizacijas pamatstavokli un
izmainu parvaldibas darbibam?

Cik liela meéra projektos ir ieklautas izmainu parvaldibas darbibas?

Ka dazadas lomas ietekmé organizacijas panakumus?

Cik liela meéra finan$u vaditaja atbilstiba augstakas vadibas komandai
ietekmé organizacijas panakumus? Cik liela méra organizacijas finansu pa-
nakumus jetekmeé pagaidu finansu vaditaja un generaldirektora attiecibas?
Ka finan$u vaditaju ieguldijums vértiba ir saistits ar organizacijas panaku-
miem? Cik liela ir dazadu ieguldijjumu ietekme uz organizacijas panaku-
miem?

Vai pastav organizacijas panakumiem svarigas at$kiribas starp noteiktu
valstu pagaidu finansu vaditajiem?

So pétijumu jautijumu biitiba ir:

Kadu vertigu ieguldijumu islaiciga pieejama laika posma var sniegt pagai-

du finansu vaditajs, lai mazs vai videéja lieluma uznémums gitu panakumus?

Pieradisanai formulétas tezes

Saskana ar iepriek$ minéto galveno hipotézi un pétniecibas jautajumiem ka

visu pétljumu un analizes pamats ir izstradati $adi papildu pienémumi:
1. piepémums. Pagaidu galvenajam finansu vaditdjam ir konkrétas prasmes, ka

organizét pagaidu projektus, kuri pozitivi ietekmé uznémuma
panakumus.

2. pienémums. Labas attiecibas ar generaldirektoru un augstakas vadibas ko-

mandu ir iz8kirosi veiksmes faktori, lai pagaidu finansu vaditajs
varétu veiksmigi darboties projekta, lai §1 darbiba labveligi
ietekmétu uzpémumu un finan$u vaditaja vértibas ieguldijumu.

3. pienémums: Ta ka, lai gitu panakumus projektd un uznémuma, svarigs ir

organizacijas dinamiskums, pagaidu finansu vaditajiem ir svarigi
agrina stadija noveértét uznémuma dinamiskumu un apspriest ar
klientu visas konstatétas nepilnibas.

Promocijas darba saturs un struktiira

Darba pirmaja nodala, balstoties uz teorétiskas literatiras parskatu, iz-

klastiti galvenie pagaidu vadibas aspekti, raksturota galveno finan$u vaditaju
loma. Paskaidrota pamata terminologija, un pagaidu vadibas téma apvienota ar
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finanu vaditaja lomu mazajos un vidéjos uznémumos. Saja nodala piedavats
literatiiras apskats par pagaidu vadibas pamatiem un finansu vaditaja lomu ma-
zos un vidéjos uznémumos. Taja aplukoti dazadi pagaidu vadibas izmanto$anas
veidi un finansu vaditaja galvenie uzdevumi mazajos un vidéjos uznpémumos,
ka ari pagaidu finansu vaditdja loma. Centrala dala veltita pagaidu vadibas
teorétiskajam perspektivam. Paraditas pagaidu vadibas galvenas atskiribas no
konsultacijam un projektu vadibas. Attieciba uz finansu vaditajiem izskatiti vis-
svarigakie uzdevumi un jomas, kuras vini var dot savu ieguldijumu. Visbeidzot,
salidzinata pagaidu vadibas praktisko pieeju butiba. Nodala vértétas dazadas
pagaidu vadibas panakumu pieejas finansu vaditaju loma: projekta panakumi,
uznémuma panakumi un finansu vaditaja ieguldijums vértiba.

Darba otraja dala aplakoti finansu vaditaju pagaidu vadibas panakumus
ietekméjosie faktori mazajos un vidéjos uznémumos. Sis dalas mérkis ir izpé-
tit veiksmes faktorus, lai ieglitu plasu pagaidu vadibas ieguldijjumu veicinoso
aspektu bazi. Pagaidu vadibas panakumu ietekmes faktori tiek iedaliti organi-
zacijas, geografiskas atra$anas vietas, pamatstavokla faktoros, pagaidu galvena
finansu vaditaja, augstakas vadibas komandas un generaldirektora atbilstibas,
attiecibu starp generaldirektoru un finansu vaditaju faktoros, pagaidu vaditaja
personibas un prasmju kopuma faktoros un faktoros, kas saistiti ar ierobezoto
laiku. Izveidots ietekmes faktoru kopsavilkums.

Darba tresaja dala ir piedavats apskats par empiriskas izpétes pieejam da-
zados pasaules regionos. Izskaidrota izpétes metode un pétijuma metodologija.
Ir izklastits koncepcijas modelis; aplakoti mainigie un novértésanas sistéma.
Péc tam aplikots izpétes objekts un kopa. Galvena pétijuma aptaujas apraks-
tam un datu iegi$anas metodei seko apraksto$a statistika par dalibniekiem un
pagaidu vadibas uzdevumu rezultitiem un ietekmi. Péc tam rezultati attieciba
uz galveno hipotézi tiek statistiski aprakstiti un vispusigi izskaidroti. Sai nodalai
seko rezultati attieciba uz pétijuma jautajumiem. Darbu noslédz secinajumi, kas
apkopo galvenos rezultatus un ieteikumus zinatniekiem, pagaidu vaditajiem un
pakalpojumu sniedzéjiem.

Metodologija

Izmantojot zinatniskas datubazes, $aja disertacija ir aplikota primara litera-
tara par pagaidu vadibu, parvaldibu, parmainam, sistému teoriju, dinamiskajam
spéjam un finansu vaditaja lomu, ka ari masdienu zinatniskie pétijumi, kas ietver
salidzinamus agrakos pétijumus par izpétes tému. Saja disertacija ir ieklautas
sekundaras un primaras pétijumu metodes. Ta izstradata, izmantojot dazadas
kvalitativas metodes (kontentanalize) un kvantitativas metodes (aptaujas, grupé-
$ana, salidzinajumi, klasifikacija, biezuma analize, apraksto$a statistikas analize,
korelacijas analize, klasteru analize).
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Novitate

Zinatniska novitate

1. Konceptuala modela izstrade par pagaidu vaditaju attiecibam, finan$u va-
ditaja lomu mazajos un vidéjos uzpémumos un organizacijas spéjam un to
ietekmi uz veiksmigu pagaidu vadibu.

2. Empiriski pagaidu finansu galveno vaditaju atzinumi mazos un vidéjos
uznémumos no 31 valsts apstiprina, ka pagaidu galvenie finan$u vaditaji
organizacijai rada pievienoto vértibu, piedavajot savu finansu vaditaja iegul-
dijumu.

3. Empiriski pieradijumi par pagaidu galveno finansu vaditaju pieaicinasanu
mazos un vidéjos uznémumos, pienemot darba par transformacijas va-
ditaju, pagaidu finan$u vaditaja galveno lomu parmainu mobilizé$ana un
parmainu isteno$ana.

Praktiska novitate

1. No rezultatiem iegiti izvértéti un koncentréti mazo un vidéjo uznémumu
pagaidu galveno finansu vaditaju un organizacijas spéju raksturojumi, kas
veicina pagaidu projekta rezultatu sasnieg$anu, kurus var ieteikt vaditajiem.

2. Starptautisku biznesa ekspertu atzinas par pagaidu galveno finansu vaditaju
uztveri mazos un vidéjos uznémumos un organizacijas spéjas ka pagaidu
vadibas rezultatus ietekméjosi faktori, kas nodrosina bagatigu pamatu turp-
makajam pétniecibas jomam.

Pétijuma ierobeZojumi
Saja darba nav aplitkoti tadi jautadjumi ka pagaidu vadibas kopéja ietekme

uz uznémuma panakumiem. Taja aplakoti tikai mazo un vidéjo uzpémumu
pagaidu galveno finansu vaditdju un organizacijas spéju aspekti un to ietekme
uz pagaidu projekta rezultatiem. Ne teorétiskaja, ne analitiskaja, ne empiriskaja
dala nav detalizéti analizéti citi pagaidu vadibas aspekti (process, marketings,
organizacijas vai pakalpojumu inovacijas). Turklat §i disertacija attiecas tikai uz
maziem un vidéjiem uznémumiem. Ta galvenokart pievérsas pagaidu vaditajiem
brivas valstis un ietver tikai minimalu ieskatu par citam valstim. Ta aptver laika
posmu no 2016. gada lidz 2020. gadam un atklaj autora viedokli.

PétTjuma rezultatu aprobacija

Pétijuma rezultati prezentéti un apspriesti septinas zinatniskas publikaci-
jas un astonas starptautiskajas zinatniskajas konferencés (Riga, Viné, Berling,
Hamburga un Londona (tie$saisté)).

Autora zinatniskas publikacijas recenzétos izdevumos

1. Schechowiz, R. Organizational capabilities as a success factor of Interim
Management: How firm’s capabilities influence projects of Interim CFOs
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in medium-sized companies. Proceedings of IAC 2018, Viné, Austrija,
ISBN 978-80-88203-06-3, 404.-420. lpp., pieejams https://edocs.tib.eu/files/
e01ew18/1038699045.pdf.

Schechowiz, R. Interim CFOs in medium-sized companies: Cooperation
between CEO and CFO, Roles and Success Factors. Proceedings of 10th
International Scientific Conference “New challenges of Economic and
Business Development — 2018, Riga, Latvija, ISBN 978-9934-18-344-7, 600.-
614. lpp. Pieejams https://www.bvef.lu.lv/fileadmin/user_upload/lu_portal/
projekti/bvef/konferences/evf_conf2018/Proceedings_2018.pdf.  Indekséts
Web of Science datubazé.

Schechowiz, R. Interim CFOs in medium-sized companies: Relations
between CFO value contributions and organisations success. Proceedings
of 221th ISER International Conference, Hamburga, Vacija - 2019, ISBN
978-93-89469-23-3, 5.-9. lpp.

Schechowiz, R., Sumilo, E. Interim CFOs in medium-sized companies:
Literature overview, conceptual approach, and empirical study. International
Journal of Business and Economic Affairs (IJBEA) 4 (2), 58.-76. Ipp. (2019),
ISSN 2519-9986.

Schechowiz, R. Interim CFOs In Medium-Sized Companies: Relations
Between CEO/Top Management Team Fit and Organisations Success.
Proceedings | Research Track of the 12th Biannual CER Comparative
European Research Conference, International Scientific Conference for
PhD students of EU countries, October 28-30, 2019, Londona, ISBN 978-
1-9993071-5-8. 23.-25. Ipp.

Schechowiz, R. Interim CFOs in medium-sized companies: Relations be-
tween CFO value contributions and Organisations success. International
Journal of Management and Applied Science (IJMAS), ISSN: 2394-7926,
5. s&j., Nr. 12, 2019. gada decembris. 1.-5. lpp.

Schechowiz, R. Interim CFOs in medium-sized companies: Relations be-
tween CEO/Top Management Team Fit and Organisations Success. Journal
of Business and Economics (JBE), ISSN: 2155-7950, 2020. gada maijs,
11. séjums, Nr. 5, 556.-560. lpp.

Autora uzstasanas zinatniskajas konferencés

L.

Schechowiz, R. Interim CFOs in medium-sized companies. International
Conference on Challenges and Opportunities in Business, Economics and
Social Sciences. Organised by Berlin International Research Cluster Berlin
CBES Conference December 2, 2017, Berlin, Germany.

Schechowiz. R. Interim CFOs in medium-sized companies: Cooperation be-
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1. PAGAIDU VADIBAS TEORETISKIE ASPEKTI
UN FINANSU VADITAJI

Pagaidu vadiba — pagaidu vaditajs ka profesija

Pagaidu vadiba ir nepieciesama tad, ja nepastav faktiskie vai personigie
priek$noteikumi galigajiem risinajumiem’. Ufmans norada, ka pagaidu vadiba
nozimé uznémeéjdarbibas vai citu pakalpojumu aréju pagaidu iepirkumu, uzneé-
méjdarbibas un vadibas uzdevumu delegésanu tresajam personam? Lai noskirtu
vadibu no pagaidu vadibas, galvena iezime ir atskirigais darba periods. Darbibas
laika ierobezojuma zina pagaidu vadiba ir lidziga pagaidu darbam. Tomeér
vienigais, kas abiem ir kopigs, ir darba pildiSanas laika ierobeZzojums; pagaidu
vaditajs parnem vadibas darbibas’.

Riberts jau 1995. gada atzina, ka galvenie pagaidu norikojuma veiksmes
faktori ir pagaidu vaditaja prasmes un uznémuma spéjas. So faktoru nosacijumi
konkréta situacija ir galvenie veiksmes faktori’. Pagaidu vadiba Eiropa ir ipass
darba tirgus segments, un ta nav plasi izplatita’.

Pagaidu vadibas galvenas prieksrocibas ir tadas, ka pagaidu vaditaji ir
orientéti uz uzdevumiem un rezultatu. Butiska loma ir atrumam, pieredzei,
objektivitatei un dinamiskumam, ko pagaidu vaditajs var piedavat organizacijai,
citi faktori - parmainu vienkar$o$ana, rentabilitates veicina$ana, darbinieku
skaita samazina$ana un parak augsta kvalifikacija, samaksa saskana ar sniegumu

' H. Oswald, Krisenfall im Management: Die Interimslosung (Ziirich: Verl. Moderne Industrie,

1989), pp. 17-18.

K. Uffmann, “Interim Management in Zeiten Nachhaltiger Unternehmensfithrung?

Blick Auf Ein Relativ Unbekanntes Phanomen Am Beispiel Des Nachfolgeprozesses Von

Familienunternehmen,” Zeitschrift fiir Unternehmens- und Gesellschaftsrecht/ZGR 2 (2013),

p. 314, dazadu definiciju parskatu ir minéjis J. Fues, Management auf Zeit in Deutschland:

Strategische Ansdtze zur Professionalisierung, 1. Aufl, Gabler Research Schriften zur

Unternehmensentwicklung (Wiesbaden: Gabler, 2010), Zugl.: Eichstitt, Ingolstadt, Univ,,

Diss., 2009, p. 215.

* K. Frank, Interim Management - rent a head: Management auf Zeit; Handbuch fiir Manager,
Berater, Klienten (Ratingen: Sadler, 1995), p. 9.

¢ S. Ribbert, Interim-Management durch externe Fiihrungskrdifte: Eine Analyse der Einsatz-
gebiete, Erfolgsdeterminanten und Gestaltungsmoglichkeiten, Reihe: Personal-Management
Bd. 6 (Bergisch Gladbach, Kéln: Eul, 1995), Zugl.: Miinster (Westfalen), Univ., Diss., 1994,
pp. 100-135.

° I Mandl and I. Biletta, “Overview of New Forms of Employment: 2018 Update,” Working
conditions / Eurofound EF/18/050 (EU-Japan Symposium on Future of work: new forms
of employment; European Foundation for the Improvement of Living and Working
Conditions, Luxembourg, [2018]), p. 7.
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nav tik nozimigi. Citas nozimigas prieksrocibas ir saistitas ar pienemsanu darba;
ligumam var paredzét sakuma un beigu datumu®.

Attieciba uz pagaidu vadibu pastav arl virkne atrunu. Bloemers $aja zina
norada izpratnes trakumu par uzpémumu, kam seko atzi$anas problémas,
izmaksas un apmacibas laiks. Talak minéti nepartrauktibas triakums, zinaganu
parnese, pagaidu vaditdja isais planosanas periods un zinatibas zaudésana’.

Lengsfelds un Miillers uzsver, ka pastav tikai ierobeZotas zinasanas par
pagaidu vaditaju veiksmes faktoriem®. Woods apgalvo, ka pagaidu vaditajs in-
dividuala limeni tikai minimali ietekmé darbibas raditajus’®. To detalizéta izpéte
ir dala no $i darba.

Pagaidu vadibas terminologija un tipologija

Pagaidu vadibu var izmantot dazados veidos. Vienkarsa veida tas ir aizvie-
totajs, kuru pienem darba, vadoties no praktiskas nepieciesamibas, un vaditaja
loma ir lidziga tai, kas pastav parastajos pagaidu darba veidos. Oficialaja rezima
$ada specialista pieaicinasana ir saistita ar funkcionalo resursu nepieciesamibu
un tehniska specialista lomu. Viedaja rezima $ada specialista pieaicinasana ir
saistita ar aizvieto$anas vajadzibam parejas perioda un parveidojosu vadibas
lomu: spéju parvarét organizacijas problémas un dot tai citu ievirzi'®. Katra no
$iem gadijumiem ir jaraksturo pagaidu vaditajs, kas piemérots organizacijas
pagaidu projektam.

Si disertacija pamatojas uz Heinriha pagaidu vadibas definiciju, kura nora-
dits, ka $ada veida darbs ir aréja, neatkariga un pastaviga juridiski neatkariga
specialista vai vaditaja ex-ante pagaidu iecel$ana, pamatojoties uz arstata pakal-
pojumu vai darba ligumu. Pagaidu vaditajam nodrosina atbilstosas pilnvaras dot
rikojumus un istenot parvaldibas uzdevumus'’. No pieredzes un, pamatojoties
uz pagaidu parvaldibas pakalpojumu sniedzéju publikacijam, ierobezojums
“pastavigs” nav nepiecie$ams, jo pagaidu vaditaji var vélak ienemt ari pastavigus

¢ D. Kablitz, “Lernen aus Erfahrungen mit Interim Management auflerhalb Deutschlands,”
in Interim Management: Den Unternehmenswandel erfolgreich gestalten - mit Managern auf
Zeit, ed. H. Grof8 and R. Bohnert (Miinchen: Vahlen, 2007), p. 327. Izveidojis autors.

7 V. Bloemer, Interim Management — Top-Krifte auf Zeit: Aufgaben, Auswahl, Kosten (Stutt-
gart: Metropolitan, 2003), p. 46. Vina atsaucas uz pétijumu Handelshochschule Leipzig /
Management Angels GmbH, Interimsmanagement Report 2001, Leipzig 2001.

& S. Lengsfeld and D. M. Miiller, “Einsatz Von Interim-Managern Im Controllingbereich Von

Klein- Und Mittelunternehmen (KMU),” WiSt - Wirtschaftswissenschaftliches Studium 46,

no. 5 (2017), p. 12.

S. A. Woods et al, “Effective Interim Leadership and Management: Development of

a Cyclical Model of Interim Assignments,” Journal of Organizational Effectiveness: People

and Performance 7, no. 2 (2020), p. 183.

' D. Goss and J. Bridson, “Understanding Interim Management,” Human Resource Manage-

ment Journal 8, no. 4 (1998), p. 40.

C. Heinrich, Interim Management aus Sicht des Prinzipal-Agenten-Ansatzes: Eine theoretische

und empirische Analyse (Wiesbaden: Springer Fachmedien Wiesbaden, 2017), p. 13.
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amatus'?. Pagaidu vadiba misdienas ir atzita profesija un uz zinaganam balstits
vadibas pakalpojums. Pagaidu vaditaji ari pariet uz pastavigam lomam un atkal
atpakal uz pagaidu lomam.
Apkopojot noradito, pagaidu parvaldiba var izgkirt tris pamata uzdevumu
veidus un lomas:
1) vakancu aizpildiSana (saukta ari par aizvietojo$u resursu izmantosanu),
pagaidu ligumu un pagaidu vaditaju izmantosana,
2) jebkura veida projektu vadiba praktiska konsultanta loma, kur$ ari
isteno $o projektu, un
3) transformacijas lidera loma parmainu situacijas atbilstosi organizacijas
padreizéjam stavoklim.

Panakumi pagaidu vadibas uzdevumos - kas padara pagaidu vaditajus
veiksmigus

Veiksmiga pagaidu vaditaja raksturojumus ir centusies piedavat daudzi
autori. Veiksmigo pagaidu vaditaju personiskas ipasibas ir izglitiba, plasa pie-
redze, vadibas pieredze, komunikacijas prasmes, stratégisks / uz darbibu vérsts
redz&jums, orientéSanas uz rezultatu, praktiska mentalitate, lidera iemanas,
zinasanu parnese, socialas prasmes, politikas izpratne, fiziska un gariga veseliba,
finansiala stabilitate, neatkariba un aizrautiba.

Pagaidu vaditaji ir labi izglitoti, pieredzé&jusi vaditaji ar lielu vadibas piere-
dzi. Vini parzina parmainu situacijas.

Pagaidu vaditaji un vinu ietekme uz uznémuma panakumiem

Ka norada Maliks, “vadiba ir resursu parveido$ana par ieguvumu”®. Sis
apgalvojums vienlidz attiecas arl uz pagaidu vadibu. Spé&ja sasniegt vertigus
darbibas rezultatus péc iespéjas isaka laika ir pagaidu vadibas visbutiskaka
pievienota vértiba'. Tikai dazi pétnieki ir méginajusi empiriski pieradit pagaidu
vadibas jetekmi uz uznémuma panakumiem.

2 AIMP, “14. AIMP Providerumfrage 2019: Marktvolumen - Trends - Projektstrukturen”
(2019), http://www.aimp.de/fileadmin/data/AIMP_Umfragen/AIMP_PROVIDERUMFRA-
GE_2019_4-2019.pdf, p. 22. Zinots, ka, lai gan pagaidu vaditaju Ipatsvars, kas pienemti
pastavigos amatos, kop$ 2006. gada ir no 16 procentiem samazinajies, 2018. gada tas
joprojam ir 6 procenti.

3 E Malik, Management [kindle ebook]: Das A und O des Handwerks, 2., komplett iiberarb.
und erw. Aufl,, Management / Fredmund Malik; Bd. 1 (Frankfurt am Main: Campus-Verlag,
2013).

!4 Executives Online, Interim Management Report 2017 (2017), skatits 2018. gada 27. novembri,
https://www.vgsd.de/wp-content/uploads/2017/04/EO-Interim-Management-Report-2017.
pdf, p. 8.
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Pagaidu vadibas galvena prieksrociba ir ta, ka pagaidu vaditaji var novérst
nepilnibas, gan parstavot uznémumu, gan, ja uznémumam triakst zinasanu' ‘.
Tie novér$ kvantitativos un kvalitativos traikumus'” un paatrina trakumu novér-
$anas procesus'®. Tie pozitivi ietekmé uznémumu finansialo elastibu, kas pozitivi
ietekmé uznémuma darbibu. Ja pagaidu projekts ilgst mazak neka gadu, darbibas
laiks ir parak iss, lai novértétu pagaidu vaditaja darbu. Var bt ari laika nobide
starp to, ko pagaidu vaditajs ir paveicis, un to, ko parada galvenie darbibas
raditaji. Tikai razosana, pardo$ana vai logistika rezultatus izmeérit ir vieglak®.

Pagaidu vadibas klienti novérté pagaidu vaditaja panakumus, pamatojoties
uz projekta laika sniegto ieguldijumu. Organizacijai ir jacensas saglabat o uz
vértibam orientéto pieeju®. Vairakos pétijumos noradits, ka astoni no desmit
pagaidu vaditajiem nesusi klientiem vairak neka divas reizes lielaku pelnu par
to atlidzibu, kas tiem samaksata®'. Citos pétijumos savukart noradits, ka gandriz
86% no pagaidu amatiem klientiem atmaksajas?. Turpretl kads autors nonak
pat tik talu, ka apgalvo, ka jautajums par ieguldijumu uznpémuma panakumos
stradajosajos uznémumos ir atklats?.

' M. Minto, “Interim Management as a Value Generator, Journal of Medical Marketing 6,
no. 2 (2006), p. 152.

'© M. Faber, U. Zumpe, and C. Kerscher, Erfolgreiche Einsitze von Interim-Managern im
Personalwesen: Erfahrungsberichte von externen Personalprofis, ihren Auftraggebern und
Vermittlern, essentials (Wiesbaden: Springer Gabler, 2017). doi:10.1007/978-3-658-15631-2,
p- 49.

'7°]. Bruns, Interim-Management Deployments in an Innovation Context, 1. Aufl. (Muenchen,
Mering: Hampp, 2006), Zugl.: Tallinn, Univ,, Diss., 2005, p. 166.

'8 A. Lau, “Interim CFO Als Beschleuniger: Zeit Ist Geld - Und in Der Sanierung Knapp”

(2016),  http://hanse-interimmanagement.de/wp-content/uploads/sites/5/2015/06/2016_

DDIM_Fruehling Interim-CFO-Unternehmenssanierung_Projektwissen.pdf, p. 33.

R. Kabst, W. Thost, and R. Isidor, Interim Management: Auf dem Weg zur Selbstverstind-

lichkeit, 1. Aufl., Praxisreihe Unternehmensfithrung & Personal (Diisseldorf: Fachverl. der

Verlagsgruppe Handelsblatt, 2010), pp. 164-165.

J. Vorst, “Interim Management and the Transfer Value of Interim Management Results Seen

from the Client's Perspective” (Eindhoven University of Technology, 2009), accessed No-

vember 28, 2016, http://joopvorst.com/downloads/2009%20Interim%20management%20
and%20the%20transfer%20value%200f%20interim%20management%20results%20
seen%20from%20the%20client’s%20perspective.%20Proefschrift.pdf.

Ludwig Heuse GmbH interim-management.de, “Interim Management in Deutschland

2013, www.interim-management.de, p. 12; Ludwig Heuse GmbH interim-management.de,

“Interim Management in Deutschland 2014, www.interim-management.de, p. 10.

J. Felfe and E. Holste, “Interim Leadership Personalities: 2. FUHRUNGSSTUDIE HELMUT-

SCHMIDT-UNIVERSITAT Executive Summary” (Arbeits-, Organisations- und Wirt-

schaftspsychologie, Helmut-Schmidt-Universitét. Universitit der Bundeswehr, 2017), skatits

2017. gada 26. februari, https://www.ddim.de/wp-content/uploads/2017/02/2017-03-10-

F%C3%BChrungsstudie-Interim-Leadership-Personalities_ AIMP-Version.pdf, p. 8.

# Ibid. 171. Ipp.
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Aplikojot dazadu pétnieku piedavatos dazados pagaidu scenarijus, $kiet, ka
ieguldijums panakumos iedalams tris dazados limenos:

1. Projektu panakumi (neatkarigi no ta, kas ticis sagaidits no konkréta

projekta attieciba uz atbilstoso vaditaju).

2. Ieguldijums konkrétaja kompetences joma (lomas panakumi) $aja gadi-
juma pievienojot vértibu, izmantojot zinasanas, tehniskas zina$anas un
konkrétajai jomai atbilsto$u vadibas praksi.

3. letekme uz uzpémuma visparéjiem finansu panakumiem.

Dazadiem panakumu aspektiem atkariba no konkréta pielietojuma ir at-
$kiriga intensitates pakape. Pieméram, aizstajot vaditaju tikai uz slimibas laiku,
galvena uzmaniba tiek pievérsta attieciga amata profesionalajai izpildei. Krizes
misija galvena uzmaniba tiek pievérsta misijas panakumu uzlabog$anai. Ieviesot
jaunu uzpémuma vadibas sistému, lieldka uzmaniba tiek pievérsta projekta
panakumiem.

Nosléguma var apgalvot, ka pagaidu vaditaji, iznemot generaldirektorus
pagaidu amatos, pozitivi ietekmé uznémuma darbibu. Vai tas notiek, pieaicinot
pagaidu finansu vaditajus, lidz $im nav pétits.

Galvena finanSu vaditaja izaicinajumi

Finansu vaditaja amats ir viens no uznémuma augstakas vadibas amatiem un
$is vaditajs ir atbildigs par visu finan$u jomu. Galvena finansu vaditaja uzdevu-
mos ietilpst finansu resursu administré$ana, gramatvediba, ieskaitot planosanu,
vadibu un kontroli, ka ari uzpémuma finansu un likviditates planos$ana. Finansu
vaditajs nodrosina, ka augstakajai vadibai un citiem vaditajiem ir nodrosinats
parredzams parskats par uznémuma finansialo situaciju.

2011. gada ICAEW (Anglijas un Velsas Zvérinato gramatvezu institita)
dokumenta tika analizéts 261 pétijjums par finansu funkcijam®. Institata lidz-
stradnieki apkopoja pétljumu secindjumus par finan$u nodalas lomu. Darbibas
jomas, kurds finansu funkcijas uzdevumi tika novértéti ka “loti svarigi” ir
finansu informacija, un visparéja vadiba un kontrole, regulatoraja un strateé-
gijas joma tika ieguati visaugstakie novértéjumi “arkartigi svarigi”. Talak seko
citas jomas, piemeéram, riska parvaldiba, uznémuma méroga informacijas un
tehnologiju nodro$inajums, finandu sisttmas un cilvéku vadiba. Citas jomas,
pieméram, nodokli, darjjumu apstrade, apvieno$anas un parnemsana, iekséjais
audits, attiecibas ar investoriem, juridiska joma, investiciju apléses novértétas ka
mazak kritiskas®. Uzdevumi ir novértéti, pamatojoties uz vidéjiem raditajiem.
Konkréta situacija prioritates var nedaudz atskirties, it ipasi, ja aplikojam mazos
un vidéjos uznémumus.

# P. Smith and R. Payne, “The Finance Function: A Framework for Analysis: Finance Direction
Initiative” (ICAEW, 2011), https://www.icaew.com/-/media/corporate/files/technical/
business-and-financial-management/finance-direction/finance-function-a-framework-for-
analysis.ashx.

# Ibid., 44. Ipp. Autora izveidots.
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Pédéjos gados finan$u vaditaja loma ir mainijusies. Biezak jarapéjas par
kontroli un stratégiju. Vinam/vinai ir generaldirektora biznesa partnera loma.
Agrak vin$/vina vairak pievérsas gramatvedibai un uzskaitei®. Saskana ar
Stephen M. Bragg, finansu vaditaja pienakumi, kuru meérki atskiras atkariba no
uznémuma, ietver $adus uzdevumus:

o Uzturét akcionaru kapitalu

o Izveidot uzticamas vadibas sistémas

o  Saprast un mazinat risku

o  Sasaistit darbibas raditajus ar stratégiju

+  Veicinat visaptvero$us efektivitates uzlabojumus

o  Sakartot gramatvedibas un finan$u funkcijas

o Ieviest koplietojamos pakalpojumus

o  Parbaudit arpakalpojumu iespéjas

o  Pieskirt resursus

o Veicinat inovacijas”.

Péc generaldirektora finan$u vaditajs ir vissvarigakais vaditajs, kas tiek
uztverts ka transformacijas ierosinatajs®. Pétijuma noteiktas jaunas finansu
vaditaja atbildibas jomas. Tas ietver jaunu ienakumu avotu izstradi, kopéjo iz-
maksu samazinasanu, zina$anu un pieredzes apmainu visas uznémuma nodalas,
generaldirektora konsulté$anu, uznémuma vértibas palielina§anu un visa uzneé-
muma digitalizacijas vadibu®. Parmenters rezumé, ka visiem finansu vaditajiem
ir javeic pastavigi organizacijas uzlabojumi®. Tapat ka cilvéki ir atskirigi, atski-
ras arl dazadu uzpémumu prasibas, un lielums ir batisks faktors. Uzpémumi
atskiras péc stratégiskas orientacijas, ambicijam, preciziem darba pienakumiem,
lieluma un eso$o komandu sastava, ieskaitot generaldirektorus.

Finan3u vaditaju loma mazajos un vidéjos uznémumos
Vidéja lieluma uznémumi

Deloitte iz8kir pasnieku parvalditus un vaditaju parvalditus uzpémumus ar
ipasnieku ietekmi un pardosanas apjomu sakot no aptuveni 50 miljoniem eiro

% M. J. Rapp, and A. Wullenkord, Unternehmenssteuerung durch den Finanzvorstand (CFO)
[kindle ebook]: Praxishandbuch operativer Kernaufgaben, 2., iiberarb. u. erw. Aufl. 2014
(Wiesbaden: Springer Gabler, 2014). doi:10.1007/978-3-658-04104-5.

¥ S. M. Bragg, The New CFO Financial Leadership Manual, 2., Auflage (New York, NY: John
Wiley & Sons, 2011).

% McKinsey, “The New CFO Mandate: Prioritize, Transform, Repeat” (2018), https://www.
mckinsey.com/business-functions/strategy-and-corporate-finance/our-insights/the-new-
cfo-mandate-prioritize-transform-repeat, p. 4.

» M. Thomiak, “CFO Reimagined | CFO Research Germany | Accenture” (2018), https://
www.accenture.com/_acnmedia/pdf-86/accenture-cfo-research-germany.pdf.

¥ D. Parmenter, Winning CFOs: Implementing and Applying Better Practices, Wiley Corporate
F&A v. 19 (Hoboken, N.J: Wiley, 2011). doi:10.1002/9781118269152, http://site.ebrary.com/
lib/academiccompletetitles/home.action.
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un lidz 3000 darbiniekiem®. Saja darba sekots Deloitte plasakajam viedoklim,
tacu taja ieklauti arl mazaki uznémumi, kuru pardosanas apjoms ir mazaks par
50 miljoniem eiro, jo mazaki uznémumi parstav nozimigu pagaidu parvaldibas
tirgu.

Prasibas finansu vaditajam un finan$u vaditaja uzdevumi vidéjos
uznémumos

Nozimigi uzdevumi ir efektivas finansu dalas nodro$inasana un uznémuma
finans$u uzmanibas centra noteik$ana par prioritati. Kad tas ir nodrosinats, var
radit pievienoto vértibu, izmantojot citas darbibas.

Finan$u vaditagjam jabat harmoniskam finan$u profesionalim ar spécigu
tehnisko pamatu, ko papildina asa komerciala un analitiska domasana. Ta ka
organizacijas struktiira mazas un vidéjas organizacijas nedaudz atskiras no liela-
kam organizacijam, ir nepiecie$ams izpétit profesionalas prasibas un uzdevumus.
Vidéja lieluma uznémumos butiskakas biznesa zinasanas, zinasanu kontrole un
pabeigtas studijas universitaté ir finansu vaditaja vissvarigakas profesijas prasi-
bas. Finan$u vaditajam jabut ar plasam zinasanam un ar praktisku pieredzi, ar
finangu pratibu un metodologiskam prasmém. Gramatvedibas prasmes un IT
prasmes ir mazak svarigas®. Ta ka finansu vaditajam ir jasadarbojas ar dazadam
nodalam, vinam/vinai ir svarigi saprast uznpémuma biznesu un ka tiek radita
vértiba. Vidéja lieluma uznémumos kontrole, finansu vadiba, stratégija un pla-
no$ana ir vissvarigakie finansu vaditaja uzdevumi®.

Pagreizéjie pétijumi uzsver, ka Zonglésana ar parak daudziem pienakumiem
ir lielakais izaicindgjums finansu vaditajiem®. Lai sasniegtu izcilibu finan$u dar-
biba, gramatvediba ir jaturpina automatizét, izmantojot standartizétus procesus
un robotu atbalstitu procesu automatizaciju. Ir japilnveido ménesa, ceturkspa
un gada finan$u parskatu procesi, un informacijai no tiem ir jabuat pieejamai ti-
kai dazas dienas péc perioda beigam. Regulari zinojumi javeic ka pasu zinojumi
vai uznémeéjdarbibas analitika reallaika un jadara pieejami piekluvei neatkarigi
no atrasanas vietas un ierices. Prognozésanas un budzeta veido$anas procesi
lielaka méra jaautomatizé ar integrétu sistému palidzibu, lai regulari varétu radit
straujak mainigus vides apstaklus bez parmeériga laika patérina. Kontrolieri klast
par atzitiem biznesa partneriem, kuri nodarbojas ar stratégiskiem jautdjumiem,
scenarijiem, veiktspé&jas uzlabojumiem un biznesa attistibas modelésanu.

! Deloitte & Touche GmbH Wirtschaftspriifungsgesellschaft, Die Zukunft Des CFO Im
Mittelstand (2009), skatits 2016. gada 25. decembri, https://www2.deloitte.com/content/
dam/Deloitte/de/Documents/Mittelstand/Die- Zukunft-des-CFO-im-Mittelstand.pdf.

32 Ibid. 11. Ipp.

* Ibid. 16. Ipp.

** Netsuite Brainyard, “State of the CFO Role: White Paper,” https://www.netsuite.com/portal/
assets/pdf/wp-brainyard-state-of-the-cfo-role-in-2019.pdf, p. 3.
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Pagaidu finanSu vaditajs

Uzpémumi parasti noalgo pagaidu finansu vaditaju, ja tiem uz ierobezotu
laiku nepiecieS$ams kads, kas nekavéjoties nomaina saslimu$u vai aizgajusu
vaditaju vai kadu, kur$ strada pie konkréta projekta. Pagaidu vaditajam jabut
pieredzei finan$u vaditaja amata. Svarigas ir komunikacijas prasmes, tehnolo-
giskas zina$anas un plasa pieredze gramatvediba un finansés, ka ari padzilinatas
zinasanas skaidras naudas un finansu parvaldibas joma. Vertiga ir ari ricibas
pieredze sarezgitas situacijas®. Pagaidu finansu vaditaji ienes organizacija jaunas
zina$anas, kas stiprina organizaciju prasmju kopumu. Ja to izmanto mazos un
vid&jos uznémumos, kas veido 60% no visiem projektiem’, papildu gritibas
rodas pasreizéjo trakumu dé] attieciba uz finansu vaditaju jomu:

o  Finansu sektoram direktoru padome bieZi ir slikts téls.

o Finansu vaditajs sevi uzskata par upuri augsta limena organizacijas
sarezgitibas dél.

o Prasibas finan$u vaditajiem arvien vairak pieaug. Galveno finansu
vaditaju joma netiek attistita lielas resursu ietilpibas dél.

o  Pieaug prasibas finansu vaditaju profesionalajam zinaganam, pieméram,
finansésanas un finan$u darjjumu joma.

« Kontrolgjosa funkcija daudzos mazajos un vidéjos uznémumos ir ne-
pietiekami attistita, un lémumu pienemsanai butiska informacija biezi
vien ir arl gruti ieglstama.

o Delegésana nav pietickami attistita.

o Darbibas procesiem ir nepiecieS$ama parak liela finansu vaditaju laika
dala.

o Personibas attistibai finan$u nozaré ir zema prioritate®.

Internacionalizacijas gaitd prasibas pret kontroli pieaug arl mazajos un

vidéjos uznémumos. Darba kartiba ir parmainu procesi, kas saistiti ar iegadi
un parstrukturésanu. Sis parmainas ir saistitas ar iek$éjas zinatibas trikumu par
starptautisko gramatvedibas standartu ievieSanu vai sistémas parveido$anu®.
Pagaidu finan$u vaditaja pienemsanas iemeslu bieZi izraisa parmainu situacija,
kas japarvalda, vai tas, ka trakst projektu, lai uzlabotu specializétas un vadibas

% R. Myers, “CFOs for Hire,” Journal of Accountancy 195, no. 4 (2003).

% AIMP, “11. AIMP-Providerumfrage 2016: Marktvolumen - Trends - Projektstrukturen”
(2016), http://www.aimp.de/wp-content/uploads/ AIMP_PROVIDERUMFRAGE_2016_
FOR_SITE.pdf.

7 Deloitte & Touche GmbH Wirtschaftsprifungsgesellschaft, Die Zukunft Des CFO Im
Mittelstand (2009), skatits 2016. gada 25. decembri, https://www2.deloitte.com/content/
dam/Deloitte/de/Documents/Mittelstand/Die-Zukunft-des-CFO-im-Mittelstand.pdf, p. 19.

*# F Aarts and D. Zimmer, “Interims-Manager Als Externe Spezialisten Im Controlling,” in
Controller Magazin, vol. 34, ed. K. Eiselmeyer (Verlag fiir Controllingwissen AG, 2009).
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kompetences®. Krehbiels apkopo izskirosas prieksrocibas, ko var piedavat pa-
gaidu finansu vaditajs $adi:

o Laika iegi$ana organizacijai, lai pienemtu darba pastavigu finansu

vaditaju.

o Uzpémuma finansu kursa uzturésana, lai izvairitos no uzdevumu izpil-

des kavésanas.

o Jauns ieskats par organizacijas finan$u stavokli un finansu vaditaja lomu

un atbildibu®.

Pagaidu finansu vaditaji darba tirgi ir pieprasiti. Uzdevumi, kuru veiksanai
vin$/vina tiek pienemti darba, var bt loti specifiski vai vairak atbilst finansu
vaditaju visparéjai lomai. Ta ka vienmér ir jauzlabo kads aspekts, nemainigs
faktors finan$u vaditaju pagaidu projektos ir parmainas. Taja pasa nozaré guta
pieredze atvieglo darba uzsak$anu un nodro$ina pamatu atrai atzi$anai un
sapratnei uznémuma. MVU vidé ar ierobezotiem resursiem priek$rociba ir
praktiska pieeja un tas, ka nav nepiecieSamibas palauties uz citu atbalstu. Ta ka
pagaidu finan$u vaditajam ir jabut atzitam generaldirektora biznesa partnerim,
vinam/vinai uzticibu jasak veidot uzreiz. Tapéc svariga loma ir pagaidu finansu
vaditaja personibai un konkrétajai piemérotibai.

% Treuenfels Personalberatung, Berufsbild: Interim Manager CFO (undated), skatits 2020. gada
19. janvari, https://treuenfels.com/job-glossar/interim-manager-cfo/.

0 B. Krehbiel, Understanding the Permanent Reward in Interim CFO Roles (2019), accessed Ja-
nuary 19, 2020, https://www.hfma.org/topics/leadership/article/understanding-permanent-
reward-interim-cfo-roles.htmllidzigi (2017).
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2. FAKTORI, KAS IETEKME PAGAIDU FINANSU
VADITAJU ORGANIZACIJAS PANAKUMUS MAZOS
UN VIDEJOS UZNEMUMOS

Lai noskaidrotu faktorus, kas ietekmé pagaidu finanu vaditaju panaku-
mus mazos un vidéjos uznémumos, tiek apskatiti sistémas galvenie elementi.
Ietekméjosie veiksmes faktori pagaidu vadibas amatos tiek iedaliti organizacijas,
pagaidu vaditaja un augstakas vadibas komandas, generaldirektora un finansu
vaditaja sadarbibas faktoros. Nemot véra ierobezoto darbibas laiku, piedavats
kopsavilkums par faktoriem ar vislielako ietekmi uz panakumiem pagaidu va-
dibas amatos.

Organizacijas ietekméjoSie faktori
Organizacijas spéjas ka ietekmeéjosie faktori

Mainiga vidé ir svarigi, lai tiktu izmantota piemérota stratégija. Tomér
értak ir darit vairak no ta, kas jau ir, neka attistit kaut ko jaunu. Tirgiem klastot
globalakiem, rodas jauna konkurence, un organizacijai ir japielago sava prakse.
Parmainas var notikt ka tehnologiskas, organizacijas vai stratégiskas izmainas.
Vadibas batiba ir parmainu radi$ana, pielago$ana un izmanto$ana. Organizacijas
dinamiskums ir spécigas dinamiskas spéjas, kas organizicijam nepieciesa-
mas, lai sasniegtu ilgstoSu konkurétspéju. Dinamiski uznémumi nepartraukti
apzina konkurences iespéjas un ieglst nepiecieSamas zinasanas un resursus,
lai tas izmantotu*. Goldmans norada, ka dinamiskums ir spéja atri reagét uz
negaiditam izmainam tirgos*. Dinamiskuma pretstats ir inerces jédziens, kas
attiecas uz saméra lénu uznémuma pielagosanos mainigajai videi*. Dinamiska
vadiba nodrogina, ka organizacijas struktaras pareizas lietas tiek organizétas
istaja laika. Galvena uzmaniba tiek pievérsta orientacijai uz klientu, darbinieku
spéjai koncentréties uz galveno mérki, tas centra ir uzticé$anas, orienté$anas
uz rezultatu, lémumu delegéSana, parredzamiba, paskontroléjosas komandas un
griba nepartraukti pilnveidoties.

Vadibai ir jaatrisina problémas. Problémas ir raksturigas, parejot no viena
dzives cikla posma uz nakamo. Atkariba no dzives cikla var rasties patologiskas
vai arkartas problémas. Kad $kiet, ka arkartas problémas ir atrisinatas, tas atkal

1 V. Sambamurthy, A. Bharadwaj, and V. Grover, “Shaping Agility Through Digital Options:
Reconceptualizing the Role of Information Technology in Contemporary Firms,” MIS
Quarterly 27, no. 2 (2003), p. 238.

# S, L. Goldman, R. N. Nagel, and K. Preiss, Agile Competitors and Virtual Organizations:
Strategies for Enriching the Customer (New York: Van Nostrand Reinhold, 1995), p. 166.

# M. T. Hannan and J. Freeman, “Structural Inertia and Organizational Change,” American
Sociological Review 49, no. 2 (1984), p. 151.
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paradas. Ja tas paradas regulari, tad kltst patologiskas un izraisa draudus orga-
nizacijai. To célonu izpratne palidz vadibai noveérst krizi* .

Uznémums var radit vértibu tikai tad, ja tas ieprieks ir radijis vértibas
potencialu. Uznémums ir javada ilgtermina, neaizmirstot par istermina jauta-
jumiem®. Finan$u vaditaja plano$anas, prognozésanas un kontroles darbibas
palidz organizacijai saprast, vai ta virzas vélamaja virziena. Sistémiska domasana
ir joma, lai redzétu “struktaras’, kas ir sarezgitu situaciju pamata un atskirtu
spécigas ietekmes parmainas no vajas ietekmes parmainam*. Nemot véra vinu
skatu no arienes, pagaidu vaditajiem isa laika janovérté organizacijas sistémas
konteksts. Ir svarigi koncentréties uz daziem butiskiem pasakumiem un vadit
organizaciju galveno problému risinasana.

Atkariba no situacijas organizacija un tas pamatstavokla, ir japievers vai-
rak uzmanibas istermina vai ilgtermina aspektiem. Projekta sakuma ir javeic
pelnas un zaudéumu avotu analize, kuras pamata ir gramatvedibas un citi
pieejamie dati, kas regulari dod pamatu optimizacijas apsvérumiem. Intervijas
ar generaldirektoru, augstakas vadibas komandas locekliem un darbiniekiem
pagaidu vaditajs noskaidro, kadi ir galveno problému céloni. Lai ieviestu
nepiecieSamas izmainas praksé, pagaidu vaditajam jazina, cik uzpémums ir
dinamisks, kadas ir cilvéku, procesu, produktu un pakalpojumu stipras un vajas
puses. Izmantojot savas zinaSanas, vin$/vina stiprina uznémuma maciSanas
procesu un ar savu pieredzi var uzlabot zinasanas par uzpéméjdarbibu. Ja ir
nepiecieSami procesa uzlabojumi, vins/vina atpazist traucéklus un tos novers.
Parmainu procesos pagaidu vaditajs darbojas ka papildu resurss un pastiprinoss
faktors. Saja prasmju joma vin$/vina, vadoties no savas plasas pieredzes, nodro-
$§ina jaunus stimulus un zinasanas.

Pagaidu finanSu vaditdgjam organizacijas darbibas modeli ir japarorienté
no reagé$anas darbibam uz apsteidzo$u mijiedarbibu. Ta ka pagaidu vaditaja
darbibas laiks ir ierobezots, vin$/vina pievérsas dazam izskiro$am témam un
novér§ nepilnibas, kas kavé panakumus. Pirmie panakumi liecina, ka ticis
izvéléts atbilstoss vaditajs. Visam darbibam jaatbilst tam, ko sagaida klients.
Organizacijas dinamiskums ierobezo to, cik atri un viegli pagaidu darbibas laika
var tikt ieviestas izmainas organizacijas uzlabo$anai.

“ 1. Adizes, “Defining Normal and Abnormal Problems in Disintegrating Systems,”
Performance Improvement 43, no. 10 (2004), p. 37.

* M. Schwaninger, Intelligent Organizations: Powerful Models for Systemic Management, 2nd
ed. (Berlin, Heidelberg: Springer Berlin Heidelberg, 2009). doi:10.1007/978-3-540-85162-2,
pp. 46-81.

“ P. M. Senge, The Fifth Discipline: The Art and Practice of the Learning Organization, 1.
Currency paperback ed. (New York, NY: Currency Doubleday, 1994), p. 54.
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Organizacijas pamatstavokli un valsts ietekme

Uznémumi var but dazados primarajos stavoklos: uznémeéjdarbibas uzsak-
$ana, parmainas, parstrukturé$ana, panakumu stabilizésana®. Augstakas vadibas
un tas komandas uzdevums ir ieviest nepiecie$amas izmainas, lai uznémums
varétu pastavigi stabilizét panakumus.

Pagaidu vaditajam jarékinas ar uznémuma pasreizéjo statusu. Atkariba no
eso$as krizes stadijas palielinas nepiecieSamiba rikoties un samazinas ricibas
iespéjas. Stratégisku krizu gadijuma sakotnéji tiek apdraudéts uznémuma
veiksmes potencials. Panakumu krizes laika vairs netiek sasniegti konkréti
darbibas mérki, kas saistiti ar pardosanu un pelnu. Ja uznémuma saistibas vairs
nav izpildamas, ir sasniegta likviditates krize, kas var beigties ar maksatnespéju.
Krizei pastiprinoties, ir mazak laika atbilsto$u izmainu ievie$anai, vai ari tas
jaisteno steidzamaka karta un radikalak®.

Ta ka uznémuma katra situacija pastav dazadas koncentré$anas jomas, ir
jaizvelas pagaidu vaditajs ar atbilsto$u pieredzi lidzigas situacijas. Pieredzéjis
pagaidu vaditajs zina savas stipras un vajas puses un zina, kados projektos vins
var visefektivak piedalities. Uznémuma pamata stavoklis ietekmé nepieciesamo
izmainu darbibu vieglumu un atrumu pagaidu amata.

Organizacijas valsts

Valstis var klasificét péc uznémeéjdarbibas brivibas pakapes. Briviba raksturo
spéju rikoties vai mainities bez ierobezojumiem. Ekonomiska briviba ir saistita
ar individualu autonomiju ekonomikai svarigu pre¢u un resursu ieguvé vai
izmanto$ana. Individi vislabak zina savas vajadzibas un vélmes péc tadas dzives,
kuru vini var izvéléties pasi*®. Brivibas ierobezojumi raksturigi daléji brivam vai
nebrivam valstim. Darbibas rezultatu atskiribas starp valstim un organizacijam
cita starpa skaidrojamas ar atskirigu vadibas praksi®.

Dazu valstu vaditijiem ir jasaskaras ar noteiktiem izaicindgjumiem, kas
citas valstis nepastav. Sie izaicinajumi ietekmé ari darba panakumus, stradajot
pagaidu amatos.

¥ M. Watkins, Die entscheidenden 90 Tage: So meistern Sie jede neue Managementaufgabe,
Limitierte Sonderausg, Handelsblatt Bd. 1 (Frankfurt, M., New York, NY: Campus-Verl,,
2009), p. 69.

*# U. Krystek, and R. Moldenhauer, Handbuch Krisen- Und Restrukturierungsmanagement:
Generelle Konzepte, Spezialprobleme, Praxisberichte (Stuttgart: Kohlhammer Verlag, 2007),
p. 36.

# T. Miller, A. B. Kim, and J. M. Roberts, 2020 Index of Economic Freedom (Washington, DC:
The Heritage Foundation, 2020), p. 12.

% N. Bloom and J. van Reenen, “Why Do Management Practices Differ Across Firms and
Countries?,” Journal of Economic Perspectives 24, no. 1 (2010), p. 222.
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Organizacijas augstakas vadibas komanda
un tas generaldirektors

Generaldirektors un finansu vaditajs ir dala no augstakas vadibas komandas.
Augstakas vadibas komandas (AVK) raksturojums izskaidro organizacijas pana-
kumus labak, neka atseviska vaditaja uzskati®. AVK vadibas prasmém ir liela
ietekme uz organizacijas sniegumu. Si ietekme ir lielaka par nozares, uznémuma
lieluma un vecuma, ka ari vides nenoteiktibas ietekmi. Prasmes vadit cilvékus ir
svarigakas par intelektualajam spéjam® . Generaldirektors un finan$u vaditajs no
augsas nosaka, ka tiks organizéta sadarbiba. Lai AVK gatu panakumus, finan$u
vaditajam jabut nevainojami piemérotam vadibas komandai. Izprotot vértibu
kédes aktualakas problémas, vin$/vina var sniegt vértigus padomus un iegit
AVK cienu. Finansu vaditajs ir jaizvélas, pamatojoties uz pasreizéjo korpora-
tivo stratégiju, generaldirektora prasmém un temperamentu, augstakas vadibas
komandas sastavu, finan$u organizacijas spéjam, ka arl organizacijas un parska-
tu struktiram®. Sava loma, ja vin$/vina ir lieliski piemérots(a) generaldirektora
prasibam, finansu vaditajs spéj noteikt generaldirektora vajas vietas un méginat
trakumus novérst. Lai gatu panakumus tik sensitivos jautajumos, ir batiskas
labas attiecibas.

Pagaidu galvena finanSu vaditaja ietekmes faktori
Pagaidu vaditaja personiba un prasmju kopums

Pagaidu vaditaja vértibas radiSanu ietekme faktori, kas attiecinami uz vadi-
tajam piemito$ajiem dazadiem prasmju kopumiem. Vaditajs var dot ieguldijjumu
dazadas jomas un ir atkarigs no organizacijas vaditdja un pasas organizacijas.
Aplikojot vaditaja lomu, rodas jautajums, kas padara vaditajus veiksmigus. Dala
vaditaja sp&ju gt panakumus slépjas vina/ vinas personiba. Pagus panakumus
var novertét atskirigi, aplakojot konkrétu projekta rezultatu vai ietekmi uz visu
organizaciju kopuma, kas ir visu ieguldijumu summa. Laiks, kura pagaidu vadi-
tajs sniedz savu ieguldijumu, ir diezgan ierobezots.

“Atsevisku darbinieku sniegumu var definét ka vinu ar darbu saistito uz-
vedibu™*. Visparejo garigo spéju ietekme uz darba rezultatiem ir passaprotama.
Cilveki, kuri ir garigi apdavinataki, var iegit un izmantot vairak uznémeéjdarbibas

' N. Bloom and J. van Reenen, “Why Do Management Practices Differ Across Firms and
Countries?,” Journal of Economic Perspectives 24, no. 1 (2010), pp. 334.

52 §. Stashevsky, A. Carmeli, and A. Tishler, “The Relative Importance of the Top Management
Team’s Managerial Skills,” International Journal of Manpower 27, no. 1 (2006), p. 9.

3 A. Agrawai, J. Goldie, and B. Huyett, “Today’s CFO: Which Profile Best Suits Your Compa-
ny?,” McKinseyé~Company Januar (2013), accessed November 13, 2017.

* A. Krausert, Performance Management for Different Employee Groups: A Contribution to
Employment Systems Theory, Contributions to Management Science (Heidelberg: Physica-
Verlag HD, 2009). doi:10.1007/978-3-7908-2197-0, p. 170.
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zina$anu, kas palidz panakt augstaku sniegumu. Vini ari efektivak nosaka prio-
ritates un pielago savas zinaSanas mainigajam uznéméjdarbibas situacijam®.
Bahs et al. noskaidroja, ka pagaidu vaditaji (PV) butiski atskiras attieciba uz
piecam galvenajam personibas rakstura iezimém, salidzinot ar tie$ajiem vadi-
tajiem®. Pagaidu vaditajs ir mazak neirotisks, ekstravertaks, atvértaks pieredzei,
mazak labveligs un apzinigaks neka tiesie vaditaji*’. No vinu viedokla personiba
ir iemesls, kapéc pagaidu vaditaji var tikai Islaicigi uzturéties uznémuma, jo
darbinieki médz justies értak, ja vaditaji ir labveligaki®®. Pagaidu vaditajiem
“patik gut rezultatus isa laika posma, vini ir parliecinosi, bieZi ir parak kvalificéti
$ai lomai, vinus neinteresé politiskas spéles, vini koncentréjas uz darbu un var
uznemties iniciativu jau no pirmas darba dienas™.

Musdienas par universalu personibas izpétes standarta modeli tiek uzskatits
lielais ipasibu piecinieks. Tatad, jo atbilsto$akas personibas “liela piecinieka’
iezImém ir pagaidu finansu vaditaja rakstura Ipasibas, jo labaki biis prieksnotei-
kumi pagaidu uzdevuma veik$anai.

Pagaidu finans$u vaditajs ka vaditajs un lideris

Vaditajam, kur$ pilda finansu vaditaja pienakumus, ir janodrosina ieguldi-
jums, jo ipasi savas kompetences joma. Finan$u vaditaji var dot ieguldijjumu
organizacijas attistiba stratégijas un darbibas rezultatu jautajumos. Lai to panak-
tu, viniem janoverté, vai organizacija pilniba apmierina savu klientu vajadzibas.
Finansu vaditajam ir jastrada ciesa kontakta ka uzticamam generaldirektora un
vadibas komandas padomniekam. Virzot visu uznémumu uz snieguma nodro-
$§inaganu klientiem, uzlabojot biznesa procesus, finansu vaditajs saskano dazadu
nodalu sadarbibu®. Veicot darbibas uzlabo$anas uzdevumu, finanu vaditajam
attieciba uz efektivitati un konkurétspéjigam izmaksu struktaram ir japarbauda
ari finansu funkcija.

2.-1. attéla paradits, ka finansu vaditaja vértiba pieaug lidz ar vina komercijas
prasmem.

> A. Krausert, Performance Management for Different Employee Groups: A Contribution to
Employment Systems Theory, Contributions to Management Science (Heidelberg: Physica-
Verlag HD, 2009). doi:10.1007/978-3-7908-2197-0, p. 171.

* N. Bach et al., “Unterscheiden sich Interim Manager von Linienmanagern? Personlich-
keitseigenschaften von Restrukturierungsexperten,” Die Betriebswirtschaft 69, No. 1 (2009),
p- 31.

%7 Ibid. 35.-36. Ipp.

8 Ibid. 42. Ipp.

% PA Consulting Group, “Interim Managers - How Effective Are They? New Research from
PA Consulting Group Suggests They Are a Breed Apart,” Leadership & Organization Deve-
lopment Journal 20, no. 1 (1999).

€ A. Spanyi, “How to Be a Transformational CFO,” Strategic Finance, 2011, pp. 29-31.
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Datu Faktiskais
vaki Atskaites Analize Tdejas lemums Tetekme Rezultats
Komforta zona Vertiba
\

2.-1. attéls. GramatveZu loma efektiva Iéemumu pienemsana®'

Noklastot no komforta zonas vidé, kura tiek radita vértiba, pastav nepar-
traukta tiek$anas uz ietekmes un vértibas radi$anu. Lai gutu ieskatu, kas ir vér-
tigs realiem lémumiem, finans$u vaditajiem ir janosaka datu ieguves, zinosanas
un analizes pamati. To darot, vini iegaist ietekmi un rada ietekmi®. Sakotnéji,
lai iegiitu nepiecieSamos datus un izveidotu pamata un papildu zinojumus, ir
nepiecieS$amas tehniskas prasmes. Lai varétu veikt diferencétu analizi, kas rada
nozimigu ieskatu, kas lauj pienemt lémumus, svarigakas klast komercijas pras-
mes. Vértigas informacijas iegtiSana radis lielaku ietekmi un, visbeidzot, vélamo
ietekmi. Dazadu pakalpojumu vértiba palielinas, kad finan$u vaditajs pariet uz
pareizo léemumu pienemsanas meérogu. Finansu funkcijas vértibas radisana tiek
saskanota ar uznémuma vértibu kédi.

Galvenie elementi, kas lauj radit vértibu akcionariem, ir klienti, produkti,
procesi, resursi un piegadataji. Finansu vaditajam ir jaapsver, vai organizacija
rikojas pareizi un sava darbiba optimizé vértibas radisanu®. Noderigu datu,
galveno darbibas raditdgju un rezultatu raditaju vaksana, kas nepiecie$ama, lai
vaditu uznémumu, veido pamatu, lai uzlabotu finan$u vaditaja ka atzinigi no-
vértéta biznesa partnera lomu.

Finansu vaditajs var uznemties dazadas lomas, pievienojot vértibu uzpému-
mam un radot vértibu, veidojot stratégijas, nodros$inot vértibu, veidojot lietisko
partneribu ar augstako vadibu lémumu pienems$ana un izskaidrojot organiza-
cijas sniegumu, saglabajot vértibu ar riska samazinasanas palidzibu un ievieSot

' CIMA, Finance Transformation: A Missed Opportunity for SMEs? (2011), skatits 2017. gada
10. julija, 27. Ipp. Izveidojis autors.

¢ Tbid. 27. Ipp.

¢ B. Foged, H. Fynsk, and A. Liu-Lindberg, Create Value as a Finance Business Partner:
Transforming the Finance Function into a Profit Centre, 1. udgave (Rungsted: Foged, 2018),
Pp. 281-349.
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iekséjas kontroles sistémas, zinojot par vértibu, sniedzot atbilstosu un noderigu
informaciju vadibai®.

Faktori, kas ietekmé sadarbibu starp generaldirektoru
un galveno finansu vaditaju

Finandu vaditdja un generaldirektora sadarbibas personigie un organiza-
cijas aspekti rada vidi, kas sekmé uzpémuma stratégijas veiksmigu istenosanu
un uznémuma panakumus. Finan$u vaditajam ir jarikojas ka generaldirektora
galvenajam parmainu veicinatdjam un jauzlabo procesi, darbinieku snie-
gums un uznémuma standarti. Neviens jautajums nav svarigaks par faktu,
ka generaldirektors un finansu vaditajs atrod kopigu valodu un saprot viens
otru, jo atrisinat domstarpibas ar organizacijas pasakumiem $aja personiskaja
limeni nav iespéjams. Generaldirektora un finansu vaditdja attiecibas ietekmé
visu organizaciju®. Papildus darba tehniskajam prasmém, jaunajiem finansu
vaditajiem ir jaatbilst organizacijas generaldirektoram, vadibas komandai un or-
ganizacijas kultarai. Finan$u vaditajam japanak, lai stratégiska ieskata iegtiSanai
generaldirektors sekotu vina rekomendacijam®.

Dazadiem generaldirektoru personibas tipiem atbilst dazadi finansu vaditaju
personibas tipi. Attiecibas ar generaldirektoru “var sakartot vai izjaukt” finansu
vaditaja darbu® . Noskaidrots, ka tiem finan$u vaditajiem, kuri zino par stabilam
attiecibam ar generaldirektoru, bijusi tikai neliela atskiriba, vai finan$u vaditaja
pilnvaru laiks bijis mazaks vai lielaks par diviem gadiem. Nozimigas lomas nav
bijis ari tam, vai finan$u vaditajs ticis paaugstinats amata vai pienemts darba no
arienes®. Tapéc no $i viedokla pagaidu galvena finansu vaditaja pienemsanai
darba nav nekadu trikumu.

Ja pagaidu galveno finan$u vaditaju darba ir pienémis generaldirektors,
vinam ir gratak pazinot generaldirektoram “nepatikamas patiesibas’, salidzinot
ar situaciju, kad ligumslédzéja puse ir bijusi konsultativa padome. Jo pagaidu

¢ International Federation of Accountants, “THE ROLE and EXPECTATIONS of a CFO:
A Global Debate on Preparing Accountants for Finance Leadership Discussion Paper” (Dis-
cussion Paper, 2013), https://www.ifac.org/system/files/publications/files/Role%200f%20
the%20CFO.pdf, p. 6.

¢ C. Goseke, “Zum Rollenwandel Des CFO Und Den Erfolgsfaktoren Fiir Die Zusammenarbeit
Zwischen CEO Und CFO;” Controlling & Management 52, no. 6 (2008), pp. 383-84.

% J. D. McCool, “A Road Map for Successful Leadership Searches,” www.businessfinancemag.
com Summer (2010), p. 32.

¢ M. B. Findlay, What a CEO Needs from a CFO: CFOeBook: Successfully Navigate the CEO-

CFO Relationship, from Landing the CFO Job to Keeping Your CEO Impressed., with the

assistance of June R. Caitlin Hegarty (CFO Publishing, LLC., 2013), p. 5.

J. Fisher, Leadership Squared: The Power of Industry-Leading CFO-CEO Relationships (2017),

accessed November 21, 2017, http://www.russellreynolds.com/insights/thought-leadership/

leadership-squared-the-power-of-industry-leading-cfo-ceo-relationships, p. 3.
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vaditajs ir mazak atkarigs no pasreizéja projekta ienakumiem, jo vairak vins var
un vinam vajag teikt “nepatikamas patiesibas”

Stabilu attiecibu pamats ir uzticé$anas. Tas, ka finansu vaditajs dod general-
direktoram solijumus un tos pilda, tie$a veida ietekmé spéju veidot uzticibu®.
Vértibas radiSana generaldirektors un finan$u vaditajs ir sabiedrotie”. Labakaja
gadijuma finans$u vaditajs parnem svarigas generaldirektora darbibas un novirza
tas uz panakumu gasanu. Sada riciba atbrivo generaldirektoru no apjomigajiem
uzdevumiem un vienlaikus parada, ka vinam ir uzticams partneris finansu vadi-
taja persona. Pagaidu finans$u vaditajam generaldirektora uzticé$anas ir galvena
prasiba panakumu gii$ana. Ja nav uzticéSanas, informacija, kas nepiecieSama,
lai sniegtu padomu lémumu pienemsanas procesa, nav pieejama, ietekme bus
ierobezota.

Pieredzéjusi pagaidu finansu vaditaji ir neatkarigi un ipasi vértigi krizés,
kad ir nepiecieSamas izmainas organizacijas stratégija. Organizacijas vadi$ana uz
panakumiem ir pagaidu finansu vaditaja pamatfunkcija. Attistibu nepiecieSams
noveértét finansiali. Labs finan$u vaditajs nem véra generaldirektora redzéjumu,
papildu problému vieta piedava risinajumus, ka ari konkrétus ricibas planus,
kas papildus izmaksu samazinajumam palielina pardo$anas apjomus un atbrivo
generaldirektoru no daziem veicamajiem darbiem. Tadéjadi finansu vaditajs
pasarga generaldirektoru no neveiksmém un klast par uzticamu padomdevéju.
Faktiskas attiecibas starp generaldirektoru un pagaidu finansu vaditaju ietekmé
pagaidu vadibas uzdevumu izpildes panakumus.

lerobeZotais laika periods

Pagaidu darba ligumi parasti var biit no maziem istermina projektiem, kas
ilgst apmeéram tris lidz seSus ménesus, lidz ilgaka termina ligumiem, kas var
ilgt no 12 lidz 24 ménesiem. 72% gadijumu darba ilgums ir lidz 12 ménesiem™.
Siems, atsaucoties uz pagaidu vadibas amatiem, norada, ka nepilnibas un traku-
mi tiek atklati mazak neka 15 dienu laika, ka rezultata darbinieki iesaistas ipasos

¥ J. Warlock, “Building Trust Between Family and Non-Family CFOs: The Breakdown in
Trust Between Family and Non-Family C-Suite Executives Can Be Turned Around and
Repaired, Rebuilt and Maintained,” financial executive, July/August (2010), p. 62.

" EY, Partnering for Performance: Part 5: The CFO and the Chief Ececutive Officer (2015),
skatits 2017. gada 14. novembri, http://www.ey.com/gl/en/issues/managing-finance/ey-cfo-
program-partnering-for-performance-the-cfo-and-the-ceo-driving-and-enabling, p. 3.

I EO Executives Online, INTERIM MANAGEMENT REPORT 2019 (2019), skatits
2019. gada 25. decembri, https://www.ddim.de/wp-content/uploads/2019/06/Interim-
Management-Report-2019-de.pdf, p. 12.
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efektivitates projektos”. Tomér no Zommera viedokla pagaidu vadiba 30 dienas,
$kiet, ir projekta panakumu augséja robeza™.

Ta ka pagaidu vaditajs parasti ir pat parak kvalificéts konkrétajam ama-
tam un vinam/vinai ir liela darba pieredze dazadas organizacijas, vins / vina
izmanto savu zinasanu bazi, lai izprastu situaciju un raditu vértibu isa laika. Lai
ierobezota laika sasniegtu konkrétus mérkus, pagaidu vaditajam jakoncentréjas
uz vissvarigakajiem jautdgjumiem un jamaina uzpémuma kurss. Péc tam, kad ir
izprasts biznesa modelis un biznesa stratégija, tas var but atkartotas problémas
vaj uzdevumi, kas jau ir noteikti pasttijuma uzdevumu klasificésanas laika.
Cela uz rezultatu sasniegSanu ir svarigi regulari sanemt atsauksmes no klienta.
Projekta ilgums ietekmé panakumus pagaidu amata.

Panakumus ietekméjoso faktoru kopsavilkums, stradajot par pagaidu
galveno finanSu vadTtaju mazos un vidéjos uznémumos

Pamatojoties uz iepriek$éjas nodalas aprakstito literatiiras izpéti, tika atklati
pagaidu vadibas panakumus visvairak ietekméjosie faktori, stradajot pagaidu
finansu vaditaja amata. 2.-2. attéla paraditi galvenie ietekméjosie faktori.

IerobeZots laiks

Sadarbiba starp AVK,
GD un GFV

g~
7 sabtea 5
| komanda/gener |

\
\gdimkmg 2

Organizacijas
faktori

I
/ Organizacijas \
‘\ pamatstavoklis |

Galvena finan3u vaditaja

panakumu faktori pagaidu
finan3u direktora amata

mazos un vidgjos

2.-2. attéls. Pagaidu vadibas panakumus visvairak ietekméjosie faktori, stradajot
pagaidu galvena finansu vaditaja amata”™

72 H. Siems, “Effizienz-Steigerung Mit Und Durch Interims-Kapazitit,” in Effizienz-Steigerung
Durch Moderation Projektmanagement Und Sanierungsprojekte Professionell Durchfiihren;
Mit Tabellen Und Checklisten // Effizienz-Steigerung Durch Moderation: Projektmanagement
Und Sanierungsprojekte Professionell Durchfiihren; Mit Tabellen Und Checklisten, ed.
D. E. Reschke and R. Michel, 2., durchges. Aufl., Heidelberger Fachbiicher fir Praxis und
Studium (Heidelberg: Sauer, 2000), p. 187.

7> H. Sommer, “Interim Management: The First 30 Days” (2014), http://expertdirectory.s-ge.
com/data/files/companytransfer_contribution_modell_2014_EN.pdf, p. 1.
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Stradajot galvena pagaidu finan$u vaditdja amata mazos un vidéjos uznpeé-
mumos, nozimiga loma ir dazadiem aspektiem. Butiska loma ir organizacijai,
valsts ekonomikas attistibas limenim, spéju dinamiskumam, augstakas vadibas
komandai, generaldirektoram un organizacijas pamatstavoklim, pagaidu vadi-
tajam ar savu personibu un prasmeém, finansu vaditaja prasmém. Svariga loma
panakumu gtsana ir finansu vaditaja sadarbibai ar augstakas vadibas komandu
un generaldirektoru, ipasi generaldirektora un finansu vaditaja sadarbibas kvali-
tatei. Visi $ie aspekti ir paklauti tam, ka pagaidu amata pildiSanas laiks ir ierobe-
zots un ir japanak rezultatus. Uzdevums ir novértét dazadu aspektu rezultatus.
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3. PAGAIDU GALVENIE FINANSU VADITAJI MAZAJOS
UN VIDEJOS UZNEMUMOS UN PANAKUMU FAKTORI -
EMPIRISKAIS PETI)JUMS DAZADOS
BRIVAS PASAULES REGIONOS

3.1. Pétijuma modelis un pétijuma metodologija

Konceptualais pétrjuma modelis

Lai izpétitu mazo un vidéjo uznémumu pagaidu galvenad finansu vaditaja
ieguldijumu organizacijas panakumos, pamatojoties uz pagaidu vadibas literata-
ru izstradats konceptualais modelis. No vienas puses, taja nemtas véra pagaidu
vaditaja prasmju kopas, finan$u vaditaja profesionalas prasmes un zinasanas par
pagaidu vadibu un, no otras puses, uznémuma spéjas. Ta ka pasaule mainas arvien
straujak, un pagaidu projekta piedavatas korekcijas javeic nekavéjoties, uznémuma
dinamiskums strauji mainigaja pasaulé ticis izvéléts ka nepiecieSama uznémuma
spéju forma. Uznémuma individuala situacija izskatita ar pamatstavokla jédziena
palidzibu. Turpmakajas nodalas izklastits veiktais empiriskais pétijums, lai gatu
padzilinatu izpratni par tému, atbildétu uz pétijuma jautajumiem un parbauditu
hipotézi. 3.-1. attéla ir paskaidrots pétijuma konceptualais modelis.

Neatkarigie mainigie Atkarigie mainigie

organizacijas panakumi

GFV prasmju kopa
\ ieguldijumu projekta
veicinosa panakumi
pagaidu GFV
Pagaidu vaditaja prasmju . prasmju kopa
kopa
uznémuma
panakumi
organizacijas dinamiskums
\ ieguldijumu
veicinosais
organizacijas GFV
dinamiskums ieguldijums
organizacijas pamatstavoklis

3.-1. attels. Pétijuma konceptualais modelis™

7> Izveidojis autors. Aizgits no R. Sharma un S. Jones, “CFO of the Future: Strategic
Contributor or Value Adder?,” JAMAR Vol. 8, No. 1 (2010).
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Ka paradits 1. nodala 58. lpp., pagaidu vaditaju ieguldijums organizacijas
panakumos izpauzas trijos limenos. Modelis parada, ka organizacijas panakumi,
kas sastav no projekta panakumiem, uznpémuma panakumiem un finansu va-
ditaja ieguldijuma veértiba, proti, konkrétaja specialo zina$anu joma, ir atkarigi
no pagaidu vaditaju prasmju kopuma ka pagaidu vaditajiem un finansu vadita-
jiem, ka arl no uznémuma dinamiskuma un ta primara organizacijas stavokla.
Izmantotais pamatmodelis tika parnemts no Sharma/Jones’, kuri pétija finansu
vaditaja darbibas saistiba ar vértibas radi$anu un paplasinats, lai novértétu ietek-
mi uz pagaidu finan$u vaditaja panakumiem mazajos un vidéjos uznémumos.

3.2. Metodes un dati

Si pétijuma meérkis ir iegat dzilaku izpratni par ieguldijumu veicino$o pa-
gaidu galveno finansu vaditaju prasmju kopuma, ka ari ar organizacijas panaku-
miem saistita organizacijas dinamiskuma ietekmi uz organizacijas panakumiem.

Aptaujas sakotnéjais projekts tika parbaudits, konsultéjoties ar ekspertiem,
kuriem ir pieredze pagaidu finan$u vaditagju amatos. Ekspertu visparéjas at-
sauksmes bija pozitivas. Lai noskaidrotu, vai pétijums ir Istenojams, tika veikts
pilotpétijums. Aptaujas programmatiira, kas izmantota tie$saistes aptauja, tika
izstradata, izmantojot Questionpro (www.questionpro.com). Aptauja tika veikta
tieSsaisté anglu un vacu valoda, un tas anketa bija 37 jautajumi. Aptauja notika
no 2018. gada decembra lidz 2019. gada martam. Tika iesttitas 255 atbildes.

Pagaidu finansu vaditaju dzimums un vecums. Virie$i parstavéja lielaku
izlases dalu (91%; n = 233) neka sievietes (9%, n = 22). 12% respondentu bija
jaunaki par 40 gadiem, 26% bija vecuma no 41 lidz 50 gadiem, 47% respondentu
bija vecuma no 51 lidz 60 gadiem un 15% bija vecaki par 60 gadiem. Vecuma
struktira atbilst agrakajiem empiriskajiem secinajumiem un sagaidamajiem
rezultatiem.

Pilotprojekta respondentu hierarhiskais limenis un atbildiba: 61% dalibnieku
darbojas ka generaldirektori, 26% - ka uznémuma vaditaji, 10% - ka kontrolieri
un 3% - ka projektu vaditaji. Augstais limenis atspogulo to, ka dalibnieki strada
finan$u vaditaju vai augstaka limena finansu vaditaju amatos. 94% dalibnieku ir
atbildigi par vadibu, 84% - par budzetu un 58% - par pelnu. Augstais atbildibas
limenis atspogulo to, ka dalibnieki strada finan$u vaditaju vai augstaka limena
finansu vaditaju amatos.

Uznemuma lielums, geografiska atrasands vieta, nozares un organizaciju
pamatstavokli, kuros darbojas pagaidu amatos stradajosie respondenti: 25,1%
projektu tika veikti organizacijas ar mazak neka 50 darbiniekiem, 37,3% - or-
ganizacijas ar 50 lidz 250 darbiniekiem, 18% - no 251 lidz 500 darbiniekiem,
12,2% - no 501 lidz 1000 darbiniekiem, 7,5% — no 1001 lidz 3000 darbiniekiem.

76 R. Sharma un S. Jones, “CFO of the Future: Strategic Contributor or Value Adder?” JAMAR
Vol. 8, No. 1 (2010).
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Kopuma tika apsekoti tikai mazie un vidéjie uznémumi. 255 respondentu geo-
grafiskais sadalijums aptver 31 brivu valsti””. Pétijjums ietver galvenas riipnie-
cibas nozares. 15% bija jaunizveidoti uznémumi, 19% bija izaugsmes fazé péc
krizes, 40% bija parstrukturé$anas fazé un 26% bija panakumu stabilizésanas
faze. Tika ieklauti visi organizacijas dzives cikla posmi. Tatad 59% projektu tika
izpilditi uznémumos, kas atrodas dazadas krizes fazés (izaugsme péc krizes un
parstrukturésana).

Pagaidu projektu ilgums un pirmie rezultati: 66% projektu ilgusi lidz 12
meénesiem, 24% ilgu$i no 12 lidz 24 ménesiem un 10% projektu ilgusdi vairak
neka 24 ménesus. Darbibas ilgums atbilst citiem apsekojumiem. Divas treSdalas
dalibnieku pazinoja, ka ¢etru nedélu laika vini ir sasniegusi taustamus rezulta-
tus. Pirmo panakumu paradi$anas jauna pagaidu parvaldibas projekta agrinaja
posma ir svariga projekta panakumiem.

Rezultati attieciba uz projekta pandkumiem: lielakajai dalai norikojumu
pagaidu amatos (n = 228, 89%) bija pozitiva vai loti pozitiva ietekme uz procesa
uzlabojumiem, kam sekoja izmaksu samazinajumi (n = 190, 75%) un apgroza-
ma kapitala palielinaganas (n = 177, 69%). Pagaidu projekts mazak ietekméja
parada optimizaciju (n = 131, 51%), pelnas no pardosanas uzlabojumus (n =
120, 47%) un pamatlidzeklu optimizaciju (n = 99, 39%). Pagaidu finansu vaditaji
uzdevumu laika koncentréjas uz savu kompetences jomu: procesu uzlabo$ana,
izmaksu samazinasana un apgrozama kapitala optimizacija.

Rezultati attieciba uz projekta pandkumiem: lielaka dala uzdevumu lavusi
panakt pozitivu vai loti pozitivu kvalitati (n = 233, 91%), ieintereséto personu
apmierinatibu (n = 230, 90%) un pozitivu vai loti pozitivu augstakas vadibas
atbalstu (n = 203, 80%). Laika (n = 198, 78%) un izmaksu (n = 197, 77%) aspekti
attieciba uz porzitiviem vai loti pozitiviem rezultatiem tika vértéti nedaudz ze-
mak. Ja darba kvalitate ir augsta un ieinteresétas puses ir apmierinatas, pagaidu
projekta laiks un izmaksas atkapjas otraja plana un ir mazak svarigi.

Rezultati attieciba uz finan$u vaditaju ieguldijumu veértiba: apskatot, kur
pagaidu finansu vaditajs ir bijis pietiekami efektivs vai loti efektivs, klast re-
dzamas specifiskas atSkiribas. “Atbilstigas un noderigas informacijas sniegSana
vadibai” (n = 220, 86%), “efektiva finansu planosana un analize” (n = 215, 84%)
un “biznesa procesu uzlabosana” (n = 215, 84%) ir 3 galvenie vissvarigakie
uzdevumi, kuru izpildé pagaidu finan$u vaditaji ir bijusi diezgan efektivi vai Joti
efektivi. Interesanti, ka pagaidu finan$u vaditaji ir bijusi mazak aktivi attieciba
uz darbibam, kas vérstas uz klientu, pieméram, “visas uznémuma darbibas vir-
zi$ana klientu interesés” (n = 172, 67%) un “novértésana, vai visa uznémuma
darbiba pilniba apmierina klientu vajadzibas” (n = 153, 60%). Ta tas varétu bit,
piemeéram, vidéjos uznémumos; Sie atvasinatie dati ne vienmeér ir pieejami. Ta

77 Freedom House©, Freedom in the World 2018 (2018), skatits 2019. gada 2. aprili, https://
freedomhouse.org/report/freedom-world/freedom-world-2018.
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ka klientu vélmeém jabut uznémumu visaugstakajai prioritatei, pagaidu projektos
§is arkartigi svarigais aspekts netiek pietiekami nemts véra.

Rezultati attieciba uz hipotézi

Hipotézes parbauditas ar ANCOVA ka tris nepartrauktie mainigie (finansu
vaditagju prasmju kopa, pagaidu vaditaja prasmju kopa, organizacijas dina-
miskums). Modeli ietilpst nominalais mérogotais grupas mainigais ar ¢etram
izteiksmém (organizacijas pamatstavoklis). ANCOVA integré vid&jo vértibu
salidzindjumus (= ANOVA) un regresiju kopéja modeli. Seit interesi galvenokart
izraisa regresijas rezultats (nepartraukto mainigo finan$u vaditaju prasmju ko-
pas, pagaidu vaditaja prasmju kopas un organizacijas dinamiskuma) ietekme uz
atkarigajiem mainigajiem), bet modeli ieklauts ir ari grupas mainigais organi-
zacijas pamatstavoklis (nominalas skalas mainigais) ar etriem posteniem, tadé]
veikta ari modelé$ana, izmantojot ANCOVA. Modeli tiek aprékinati ar SPSS
24.0.0.2 operétajsistémai Windows ar procediru UNIANOVA. P vértibas zem
0,05 tiek interpretétas ka nozimigas. 3-2. attéla paradits statistiskais modelis.

Statistiskais modelis

[ZinaSanas par kontroli

[Erudicijas indekss

[Universittes izglitiba

GFV prasmju kopa \

[Picredze taja pasa nozare

Saskaga ar generaldircktoru un augstikas
vadibas komandu

["Liela piecinieka personiba™ N A
[Picredze pagaidu vaditaja amata

_—— Projekta panakumi
[Pieredze taja pasa nozare /v GV ieguldijums vértiba
|Pagaidu vaditsja pilnvaru indekss L~ e

Y

pd

|Picredze darba ar pa g Atkarigais mainigais:
s 1. modelis. Uzpémuma panakumi
[Cilvekresursu novérteianas picredze 4 2. modelis. Projekta panakumi
Organizicijas dinamiskums | 3. modelis. GVF icguldijums vértiba

[ prakse
Picredze vértibu radian klicntiem Organizcijas pamatstavoklis

3.-2. attels. Statistiskais modelis™
Modelis 3.-2. attéla parada, ka organizacijas panakumi, kas sastav no pro-
jekta panakumiem, uznémuma panakumiem un finan$u vaditaja ieguldijuma

vértiba, ir atkarigi no pagaidu vaditaju prasmju kopam ka pagaidu vaditajam
un ka finan$u vaditajam, un no organizacijas dinamiskuma, kas ir atkarigs no

78 Izveidojis autors.
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organizacijas pamatstavokla. Izmantotais modelis ir parnemts no Sharma/Jones™
un paplasinats, lai noteiktu pagaidu finan$u vaditaja ieguldjjumu mazajos un
vidéjos uznémumos.

3.3. Hipotézu parbaudisanas kopsavilkums

1. tabula paradits, ka dazadi kauzalie mainigie ietekmé organizacijas

panakumus.
1. tabula
Hipotézu parbauzu kopsavilkums®

Hipotéze Mijiedarbiba:  Finansu vaditaja Pagaidu vaditaja Organizacijas
Organizacijas  prasmju kopums prasmju kopums dinamiskums
pamatstavoklis

H, Uzpémuma Neattiecas Nav apstiprinats Nav apstiprinats Apstiprinats

panakumi

H, Projekta Nav apstiprinats Nav apstiprinats Daléji

panakumi apstiprinats
Darbibas Apstiprinats
uzsaksana
Atveselo$anas Nav apstiprinats
péc krizes
Parstruk- Nav apstiprinats
turésana
Panakumu Apstiprinats
nostiprina$ana

H, Finans$u vaditajs Neattiecas Apstiprinats Nav apstiprinats Nav apstiprinats

Ieguldijums vértiba

Tikai daléji var apstiprinat hipotézi, ka pastav nozimiga sakariba starp
finansu vaditaja ieguldjjumu veicino$o prasmju kopumu, pagaidu vaditaja
prasmju kopumu, organizacijas dinamiskumu un organizacijas panakumiem,
ko méra ki uznémuma panakumus, projekta panakumus un finansu vaditaja
ieguldijjumu. Var apstiprinat pagaidu finansu vaditaja ka vértibas raditaja lomu
uznémuma. Tomér §1 ietekme ir ierobeZota. Tas attiecas tikai uz finan$u vadi-
taja ieguldijumu, kas ir finangu vaditaja galvenais uzdevums. Skiet, ka pagaidu
finansu vaditaja dazadajam prasmju kopam ir tikai pakartota loma attieciba uz
projekta un uzpémuma panakumiem. Tas apstiprina iepriekséjos pétijumus,

7 R. Sharma and S. Jones, “CFO of the Future: Strategic Contributor or Value Adder?,” JAMAR
Vol. 8, No. 1 (2010).

8 Jzveidojis autors.
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kuros noradits, ka pagaidu vaditaja pieredze un ipasibas neietekmé uznémuma
panakumus®. Iepriek$gjos pétijjumos tika minéts, ka starp darbibu un ietek-
mi pastav laika nobide. Uznémuma panakumus drizak nosaka organizacijas
dinamiskums, nevis pagaidu finansu vaditajs. Ceturtais pétijuma jautdjums
“Vaj jetekme uz uznémuma panakumiem ir at$kiriga projektos, kas ilgst lidz
12 ménesiem, un tiem, kas ilgst ilgak par 12 ménesiem?” parada, ka pagaidu fi-
nansu vaditaji ilgakos pagaidu projektos vairak ietekmé uznémuma panakumus,
iznemot “atdevi no tirdzniecibas paplasinaganas’.

3.4. Rezultatu kopsavilkums par pétijumu jautajumiem

Tika parbauditas pienemtas sakaribas starp konkrétiem pagaidu vadibas
amata aspektiem.

Neskatoties uz noradém literatiira, pagaidu finan$u vaditja prasmju
kopa, kas veicina ieguldijumu, tikai daléji ietekmé organizacijas panakumus.
Tepriekséjais darbs galvena gramatveza — analitika amata, (pastaviga vai pagaidu
darba) pieredze taja pasa nozaré, liela piecinieka personibas iezimju indekss
neuzrada butiskas korelacijas ar organizacijas panakumiem. Lai gitu panaku-
mus pagaidu darba, ir loti ieteicamas labas attiecibas ar generaldirektoru un
augstakas vadibas komandu.

Lai gatu panakumus pagaidu projekta, loti nozimigs ir organizacijas di-
namiskums. Pagaidu vaditajam ir nepiecieSamas tas organizacijas spéjas, kura
vin$/vina strada.

Projekta ilgums projekta panakumus neietekmeé. Jo ilgak turpinas pagaidu
projekts, jo ilgaks laiks ir nepiecieSams, lai gatu pirmos taustamos rezultatus.
Ja pagaidu vaditajs piedava labu projektu, projekta garumam nav nozimes.
Pagaidu finansu vaditiju projektiem, kas ilgst ilgak par divpadsmit ménesiem,
ir pozitivaka ietekme uz uznémuma panakumiem, iznemot “pardosanas atdeves
uzlabosanos”

Jo ilgak uzpémums ir krizé, jo vairak parmainu vadibas darbibu javeic.
Zemako visu parmainu parvaldibas darbibu limeni uzrada parmainu stabiliza-
cija, jo §i faze, iespéjams, notiek laika posma, kad pagaidu vaditajs jau pametis
organizaciju. Parmainu vadiba parasti ir saistita ar pagaidu finan$u vaditaju
darbibu pagaidu amatos. Ja pagaidu finansu vaditajs tiek uzaicinats ka transfor-
macijas vaditajs, vina/vinas darbiba ietekmé uznémuma panakumus.

Lai gatu panakumus pagaidu projekta, ir svarigi, lai tas butu nevainojami
pielagots generaldirektoram un augstakas vadibas komandai. Si ietekme (no va-
jas lidz mérenai) pieradita attieciba uz uzpémuma panakumiem, (no vidéjas lidz

81 A. Mayr, Der Beitrag von Interim Management zum Unternehmenserfolg: Eine theoretische
und praktische Analyse (Wiesbaden, s.l. Springer Fachmedien Wiesbaden, 2017).
doi:10.1007/978-3-658-17792-8, pp. 371-75.
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spécigai) attieciba uz projekta panakumiem un (no vajas lidz mérenai) attieciba
uz finansu vaditaju ieguldijumu vértiba.

Labak uz rezultatu orientétie finansu vaditaju ieguldijumi vértiba pozitivi
ietekmé uznpémuma panakumus. Turpreti tie, kas saistiti ar attiecibam un iesais-
tiSanos, pozitivi ietekmé projekta panakumus.

Nosakot personu grupas, valstu robezas pétjjuma véra nav nemtas. Ta vieta
pétijums, lai aptauja ieklautu noteiktu valstu personas, pamatojas uz Heritage
Foundation datiem par ekonomisko brivibu un Freedom House datiem par pil-
sonisko un politisko brivibu. Klasteru analizé (izmantojot hierarhisko klasteru
analizi, Vorda metodi, Eiklida attaluma kvadrata metodi) 31 valsts tika grupéta
lidzigas grupas péc kritérijiem (F = briva valsts). Klasteru analize paradija
skaidru iedaljjumu divas grupas: otraja grupa ar augstam vértibam visiem
mainigajiem, pirmaja grupa — ar zemam vértibam. Attieciba uz uznémuma
panakumiem finansu vaditaju prasmju kopas un pagaidu vaditdja prasmju
kopas ietekme abam kopam ir diezgan lidziga. Attieciba uz visu izlasi pagaidu
vaditaja prasmju kopas ietekmei ir sekundara loma. Atskiribas ir spécigas tikai
organizacijas dinamiskumam, ar pozitivu ietekmi 1. klasteram (zems), bet bez
ietekmes uz 2. klasteru (augsts). Mazak attistitas vidés organizacijas pieméroti-
bai (dinamiskumam) jabut labakai, jo tam tirgus vide piedava mazak iespéju. Ta
ka 69% otra klastera (augsts) projektu ilgums ir lidz 12 meénesiem, lielaka dala
projektu ir parak isi, lai pamanitu redzamus rezultatus uznémuma panakumos.
Organizacijas dinamiskuma ietekme abas kopas ir lielaka attieciba uz projektu
panakumiem.
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SECINAJUMI UN PRIEKSLIKUMI

Pamatojoties uz pétijumu, autors secina, ka:

Pagaidu finan$u vaditajs var palielinat organizacijas pievienoto veértibu,
piedavajot savu pagaidu galvena finansu vaditaja ieguldijjumu.

Pagaidu galvenajam finansu vaditajam ir butiskas labas attiecibas, kas pa-
matojas uz uzticibu un atzi$anu, ar generaldirektoru un augstakas vadibas
komandu.

Ta ka pagaidu galvenie finans$u vaditaji ir pagaidu vaditaji, tiem biezi ir
parveidojosa loma, kura vini veicina parmainas.

Apskatot liela piecinieka personibas iezimes, pagaidu finansu vaditaju
ipasibas ir mazak izteiktas ekstraversijas zina, bet vairak izteiktas attieciba
uz apzinigumu neka citiem pagaidu vaditajiem. Labvéliguma, atvértibas un
uztraukuma raditaji ir lidzigi. Si zemaka ekstraversijas vértiba izriet no ta,
ka pagaidu galvenajiem finan$u vaditajiem ir otra galvena loma organizacija
péc generaldirektoriem. Lielaku apziniguma veértibu var izskaidrot ar galve-
no finansu vaditaju lomu, kas veicina organizé$anas limeni.

Galvenas hipotézes tika apstiprinatas tikai daléji:

Var apstiprinat pagaidu galvena finansu vaditaja ka vértibas raditaja lomu
uznémuma. Tomeér §i ietekme ir ierobeZota. Tas attiecas tikai uz finansu vadi-
taja ieguldijumu, kas ir galvena finansu vaditaja lomas pamata. Vissvarigakais
ieguldijums ir “butiskas un noderigas informacijas nodrosinasana vadibai’,
“efektiva finans$u planosana un analize” un “biznesa procesu uzlabosana”
Pagaidu galvenajam finan$u vaditajam ir pozitiva ietekme uz procesu
uzlabojumiem, izmaksu samazina$anu un apgrozama kapitala uzlabosanu,
tadéjadi veicinot organizacijas labklajibu. Kvalitate un ieintereséto personu
apmierinatiba, ko pastiprina augstakas vadibas atbalsts, ir vissvarigakie pro-
jekta panakumu aspekti. Pagaidu finansu vaditaja dazadajam prasmju kopam
ir tikai pakartota loma attieciba uz projekta un uzpémuma panakumiem.
Iepriek$gjos pétijumos noradits, ka starp pasakumu un ta ietekmi pastav
laika nobide. Ipasi projektiem, kas ilgst mazak neka gadu, laika periods ir
par isu, lai novértétu pagaidu galvena finansu vaditaja darbu. Saja pétijuma
66% projektu bija ar terminu lidz 12 ménesiem, tapéc lielaka dala atbilst
minétajam laika posmam. Uzpémuma panakumus nosaka organizacijas
dinamiskums, nevis pagaidu finan$u vaditajs. Neskatoties uz to, galvenie
pagaidu finansu vaditaji vairak ietekmé uznémuma panakumus, iznemot
“atdevi no pardo$anas uzlabojumiem’, ja pagaidu projekts turpinas ilgak.
Lai galvenie finan$u vaditaji gatu panakumus, tiek loti ieteikts uzturét
labas attiecibas ar generaldirektoru un augstakas vadibas komandu. Tas loti
ietekmé projekta panakumus un veicina uznémumu panakumus un finan$u
vaditaja ieguldijjumu vertiba. Pastavigai vai islaicigai pieredzei taja pasa
nozaré nav ietekmes. Labvéliga ietekme uz uznémuma panakumiem ir tam,
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10.

11.

12.

13.

14.

ka pagaidu finan$u vaditdgjam ir plasas zinasanas. Tas attiecas uz pieredzi,
kas gtita pagaidu projektos un klientu pieskirtajam pilnvaram, kas ietekmé
finangu vaditaja ieguldijumu vértiba.

. Pagaidu projekta panakumus galvenokart veicina organizacijas dinamis-

kums. visiem organizacijas dinamiskuma komponentiem ir butiska ietekme
uz projekta pandkumiem. Organizacijas dinamiskums neietekmé uznému-
ma panakumus. Ta ka pagaidu galvenais finansu vaditajs galvenokart censas
veikt ieguldijumu vértiba, organizacijas dinamiskumam nav ietekmes.

. Jo ilgaks ir pagaidu projekts, jo vairak laika nepiecieSams taustamu rezultatu

nodro$inasanai. Pagaidu projekta ilgums neietekmé projekta panakumus. Ja pa-
gaidu vaditajs nodrosina labu projektu, projekta ilgumam ir otrskiriga nozime.

. Projekta ilgums butiski korelé ar uznémuma panakumiem. Jo ilgak pagaidu

projekts turpinas, jo vairak pagaidu finan$u vaditaji ietekmé uznémuma
panakumus, iznemot “atdevi no pardo$anas uzlabojumiem”

Uznémumam atveselojoties no krizes, ka ari parstrukturésanas situacijas
pagaidu galvenais finansu vaditajs vairak neka 90% gadijumu ir iesaistits
parmainu darbibas. Panakumu stabilizacijas fazé un attistibas sakuma $ie
raditaji ir zemaki, bet tomér vairak neka 70% gadijumos darbs ir saistits ar
parmainam. No visam parmainu fazém vienmeérigu parmainu fazé parmai-
nu vadibas darbibu limenis ir viszemakais. Si faze, iespéjams, iestajas laika,
kad dazi pagaidu vaditaji jau organizaciju ir pametusi.

Ja pagaidu finan$u vaditajiem ir transformacijas lideru loma, vini gandriz
vienmeér ir iesaistiti parmainu vadibas darbibas un biezi mobilizé parmainas.
Ja vinu loma ir vairak pagaidu vaditaja vai konsultanta loma, vini apméram
tris ceturtdalas gadijumu ir iesaistiti parmainu vadibas darbibas. Vairuma
gadijumu pagaidu finan$u vaditaji saskaras ar nepiecieSamibu veikt plasas
parmainu darbibas.

Ja pagaidu finansu vaditajs sava loma darbojas ka transformacijas lideris, tas
ietekmé uznémuma panakumus. Transformativa vadiba attista lideribu visos
organizacijas limenos. Transforméjosi lideri cen$as mainit savu darbinieku
vértibas, pieskirt tam jégu un motiveét vinus sasniegt kopéju, visparéju merki.
Lai gatu panakumus organizacija, ipasi projektu atbalstam, ir svariga laba
saprasanas ar generaldirektoru un augstakas vadibas komandu. Tas apstip-
rina, ka arl pagaidu galvenajiem finan$u vaditajiem projektu panakumi ir
atkarigi no augstakas vadibas atbalsta.

Tiek konstatéts, ka uznémuma panakumus, pildot pagaidu vaditaja uzde-
vumus, atbalsta stratégiju generésana, visa uznémuma virziba uz sniegumu
klientiem, riska parvaldibas integracija ar stratégiju, efektivas finansu
funkcijas un modernu vadibas sistému izveide. Sis ir jomas, kuram pagaidu
galvenajam finan$u vaditajam sava darbiba japievér§ galvena uzmaniba.
Attieciba uz pagaidu projekta panakumiem ieguldijums ar vislielako ietek-
mi ir biznesa partneriba ar augstako vadibu, kas lauj iesaistities [émumu
pienemsanas procesos.
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15.

16.

Izlase tika sadalita divas grupas. Attieciba uz visu izlasi pagaidu vaditaja
prasmju kopas ietekmei ir sekundara loma. Valstis ar zemaku triju indeksu
attistibas limeni neka citas valstis organizacijas dinamiskumam ir batiskaka
loma uznémuma panakumu sasnieg$ana.

Uz galveno pétjjumu jautajumu “Kadu veértigu ieguldijjumu islaiciga pieeja-
ma laika posma var sniegt pagaidu galvenais finansu vaditajs, lai mazs vai
vidéja lieluma uznémums gatu panakumus?” atbildeéts sadi:

Divas tre$dalas pagaidu finan$u vaditaju cetru nedélu laika sasniedz
taustamus rezultatus. Labakie sasniegumi ir saistiti ar procesu uzlaboga-
nu, izmaksu samazina$anu un apgrozama kapitala palielinasanu. Plasas
zina$anas apvienojuma ar pilnvaram (atspogulojot to, kur$ pienémis darba
pagaidu vaditaju, hierarhisko limeni un piendkumu apjomu) pozitivi ie-
tekmé uzpémuma panakumus. Ja pagaidu finan$u vaditajam ir pilnvértiga
ietekme, tas pozitivi ietekmé uznémuma panakumus. Jo ilgaks ir projekts,
jo vairak pagaidu finansu vaditajam ir laika, lai sasniegtu pirmos taustamos
rezultatus. Probléma ir rezultatus novértét, jo pastav laika nobide starp
pagaidu vaditdja paveikto un to, ko uzrada galvenie darbibas raditaji, ko var
attiecinat ari uz pagaidu finansu vaditaju projektiem.

Neskatoties uz to, jo ilgak pagaidu projekts turpinas, jo vairak pagaidu
finansu vaditaji ietekmé uznémuma panakumus, iznemot “atdevi no pardo-
$anas uzlabojumiem”

Astoni no desmit pagaidu finan$u vaditajiem gast vismaz zinamus pro-
jekta panakumus. Vissvarigakie aspekti ir kvalitate, ieintereséto personu
apmierinatiba un augstakas vadibas atbalsts. Kvalitate ir passaprotama lieta,
kas ir pagaidu finansu vaditaja darba priek$noteikums. Organizacijas dina-
miskuma limenis galvenokart veicina projekta panakumus. Organizacijas
dinamiskums veicina parmainu procesus, pieskir lielu svaru cilvéciskajam
faktoram. Ta ka pagaidu vaditajs sistéma ir jauns partneris, uzdevumu iz-
pildi atvieglo laba sadarbibas prakse ar partneriem organizacijas ieksiené un
arpus tas. Gandriz 80% pagaidu finansu vaditaju veic savus finansu vaditaja
pienakumus vismaz pietiekami efektivi. Galvenie ieguldijumi ir $adi: batiskas
un noderigas informacijas sniegsana vadibai, efektiva finansu planosana un
analize, ka arT biznesa procesu uzlabosana. Darbibas, kas saistitas ar orien-
tésanos uz klientiem, pagaidu finan$u vaditaji varétu but efektivaki. Ta ka
klientiem un vinu apmierinatibai japaliek visu organizacijas darbibu centra,
pagaidu finansu vaditdjam jaseko lidzi tam, lai organizacija butu vérsta uz
klientiem, kas varétu palielinat ari vinu ietekmi uz pardosanas atdeves uzla-
bosanos. Parmainas pagaidu finansu vaditaju projektos ir pastavigs faktors.
Nedaudz mazak neka 60% projektu notiek organizacijas, kuras saskaras ar
krizi. Turklat krize rada nepiecie$amibu péc parmainam. Finansu vaditaju
pagaidu loma galvenokart akcentéjas uz parmainu ieviesanu. Projekta, vinu
loma ir parveidojosa lidera loma, praktiski vienmér notiek parmainu va-
dibas darbibas, papildus koncentréjoties uz parmainu mobilizésanu. Labas
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17.

attiecibas ar generaldirektoru un augstakas vadibas komandu ir izskirosie
veiksmes faktori, lai giitu pandkumus vai nu projekta, vai uznémuma, vai
nodrosinot finan$u vaditaja ieguldijumu. Uznémuma panakumus pagaidu
vadibas amata stimulé stratégiju generé$ana, visa uznémuma virziba uz
sniegumu klientiem, riska parvaldibas integracija ar stratégiju, efektivas
finan$u funkcijas un modernu vadibas sistému izveide. Sis ir jomas, ku-
ram pagaidu finan$u vaditajam sava darbiba japievér§ galvena uzmaniba.
Runajot par pagaidu projekta panakumiem, visietekmigakais ieguldijums ir
biznesa partneriba ar augstako vadibu, kas lauj to iesaistit ka ieinteresétas
personas. Ir svarigi, lai pagaidu finansu vaditaju ka partneri uztvertu gan
generaldirektors, gan augstaka vadibas komanda.

Divas respondentu kopas, kas atspogulo darbibas pamatprincipus, kuros
darbojas pagaidu finansu vaditajs, parada, ka, lai sasniegtu uznémuma
panakumus valstis ar zemaku attistibas limeni, ir butisks organizacijas
dinamiskums.

Attieciba uz pagaidu vadibu, finansu vaditaja lomu un organizacijas di-
namiskumu, tiek ierosinats noskirt dazadu ieguldijjumu veicino$o aspektu
ietekmi. Pagaidu finan$u vaditajs ar veicinasanas prasmém var sniegt
nozimigu ieguldijjumu vértiba. Var pienemt, ka vina/vinas pagaidu vadi-
taja(s) pieredze nav tik svariga. Vina/vinas prasmju kopums nav uzradijis
nozimigumu organizacijas panakumiem. Uznémuma dzives cikla pagaidu
finansu vaditaja klatbatne ir tikai uz isu laiku. Veiksmigam pagaidu pro-
jektam svarigaks ir organizacijas dinamiskums. Jo augstaks ir organizacijas
dinamiskuma limenis, jo lielaki buis pagaidu vadibas projekta un uznémuma
panakumi. Tapéc ir ieteicams péc iespéjas agrak novértét uznémuma dina-
miskumu un apspriest ar klientu visus konstatétos trikumus. Si pieeja lauj
izvairities no vil$anas projekta laika, ja uznémuma dinamiskuma trakuma
dé] nav iespéjams veikt nepiecie$amas izmainas. Citadi butu apdraudéti
pagaidu projekta panakumi.

Izlases lielums un tvérums liecina, ka dazadas uznémeéjdarbibas situacijas,
nozares un pielietojuma jomas ir labi parstavétas. Tadéjadi ir izveidots
sapratigs pamats, lai izpétitu saikni starp pagaidu finan$u vaditaju un
organizacijas panakumiem. Pozitivi ir tas, ka nedaudz mazak ka 90%
respondentu stradajusi uznémuma vaditaja vai generaldirektora limeni ar
nedaudz mazaku par 95% vadibas atbildibu. Ja kadam nepiecie$ams vairak
par 20 minatém, lai atbildétu uz aptaujas jautdjumiem, vinu interesé témas
zinatniska apsprie$ana. Uz pétjjuma jautdgjumu ir atbildéts apstiprinosi.
Pétijuma ir apstiprinajies, ka pagaidu vaditdjs arl pagaidu galvena finansu
vaditaja loma var pievienot organizacijai vértibu. Organizacijas dinamisku-
mam ir nozimiga loma organizacija, lai gatu panakumus vai pat krizes laika
labak atgatos. Pastav tikai dazi pétijumu projekti, kas atspogulo klientu
viedokli, novértéjot pagaidu vadibas ietekmi uz organizacijas panakumiem.
Noveértéjot vinu viedokli par finansu vaditaja pagaidu projektiem, varétu gut
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vél lielaku skaidribu par $o tému. Turklat lielda meéra tiek atstatas novarta
iesp&jamas atskiribas starp valstim. Turpmakajos pétijjumos par citu valstu
pagaidu finan$u vaditajiem varétu noteikt potencialas atskiribas, kam varétu
bat nepiecie$ami papildu pétjjumi.

Ieteikumi pagaidu finansu vaditajiem un pagaidu vadibas
nodro$inatajiem

1.
2.
3.

6.

Integrét §1 pétijuma secinajumus sava darbiba pagaidu amatos.

Pagaidu amatos biezak pievérsties tam, lai uzmanibas centra batu klienti.
Lai izvairitos no $kérsliem pagaidu uzdevumu pildisanas laika attieciba uz
parmainam, pildot pagaidu finansu vaditaja pienakumus, veikt organizacijas
auditu attieciba uz organizacijas dinamiskumu projekta sakuma.

. Labak saskanot mérka atbilstibu organizacijas pamatstavoklim, organizaci-

jas vajadzibam un pagaidu finan$u vaditajam.

. Novértét augstakas vadibas komandas un generaldirektora piemérotibu,

piedavajot pagaidu finansu vaditajus dazadiem uzdevumiem.
Zinot par neveiksmigiem pagaidu projektiem un no tiem giitas atzinas.

Ieteikumi zinatniekiem, kuri péta finansu vaditaju lomu pagaidu vadiba

1.
2.

10.

11.

12.

13.

Izpétit pagaidu finansu vaditaju ietekmi no klientu viedokla.
Izpétit pagaidu finan$u vaditaju ietekmi uz nefinan$u uznémumu veiksmes
faktoriem.

. Izpétit organizacijas dinamiskuma ietekmi uz dazadam lomam pagaidu

vadib3, ipasi uz citam C limena lomam.

. Izpétit pagaidu finan$u vaditaju ietekmi organizacijas, kuras strada vairak

neka 3000 darbinieku.

. Izstradat vairak ieteikumu pagaidu finansu vaditajiem, talak izpétot atbilsti-

bas aspektus starp personibu un organizaciju un to ietekmi uz rezultatiem.

. Izpétit generaldirektora un augstakas vadibas komandas atbilstibas aspektus

pagaidu amatu pienakumu pildisanas laika.

. Izpétit finansu vaditaja personibas ietekmi uz organizacijas panakumiem.
. Izpétit, kadi faktori nosaka atskirigu finansu vaditaju pagaidu amatu izpildes

ilgumu.

. Izpeétit faktorus, kas nosaka laiku lidz pirmo taustamo rezultatu sasnieg$anai

pagaidu finansu vaditaju amatos.

Izpétit iemeslus, kapéc pagaidu finansu vaditaji pariet uz pastavigiem ama-
tiem.

Izpeétit, kapéc pagaidu finan$u vaditaji mazak pievér$as darbibam, kas lauj
organizacijai vairak orientéties uz klientu.

Izpétit pagaidu vadibas panakumus citas pagaidu lomas, izmantojot pagaidu
panakumu trijstari.

Izpétit projektu neveiksmju un finansu vaditaju pagaidu darba partrauksa-
nas iemeslus, lai gatu atzinas no minétas informacijas.
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