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Introduction
In today’s current healthcare climate, health insurers must evolve beyond traditional measurement approaches to achieve 
meaningful advancements in quality performance. The key to this transformation lies in leveraging talent as a strategic 
driver. This edition of our Industry Pulse looks at how forward-thinking talent strategies in healthcare are turning quality into 
a proactive, revenue-oriented function, aligning financial goals and deepening provider engagement to support long-term, 
sustainable outcomes. 

Quality performance in health insurance has long been viewed through the lens of compliance and reporting. However, 
industry trends suggest that a paradigm shift is occurring, aligning quality initiatives with P&L oriented outcomes. This 
shift paves the way for a fresh approach: leveraging talent strategically to integrate quality and provider engagement with 
enterprise success. 
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Trend #1 
Reframing Quality as a Profitability Driver, Not a Reporting Obligation

Historically, quality performance in health plans has been centered on a tick box exercise of reporting data in standardized 
quality metrics. However, leading insurers are now recognizing that quality must be reframed as a profit and loss (P&L) 
function rather than just a compliance and regulatory requirement.

Key Considerations

By integrating quality into the P&L framework, insurers can transition from a cost-center approach to a revenue-driving 
strategy that benefits both members and the business.

Financial Alignment 
 

Quality advancements are 
directly linked to bottom-line 

impact, and therefore requires 
a reframed mindset. This 

includes cost savings from 
improved patient outcomes and 

boosted profitability through 
superior Star Ratings and risk 

adjustment strategies.

Data-Driven Decision 
Making 

 
Organizations must use 
advanced analytics to 

correlate quality improvements 
with financial performance, 

demonstrating ROI on quality 
investments. 

Strategic Talent 
Deployment 

 
Leaders in quality must possess 

financial acumen to drive 
initiatives that are both clinically 

effective and commercially 
robust. 
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Trend #2 
Reactive Silo to Broad Based Strategy: Embedding Quality Across the Enterprise

In many health plans, quality is often seen as a siloed function where performance is managed reactively. To drive 
sustainable improvements and meet long-term goals, quality must be embedded as a core pillar that proactively shapes 
operational and strategic decision-making.

Key Considerations

When quality becomes a cross-functional program rather than a compliance-driven, siloed task, insurers can create lasting 
positive influence in member outcomes and company financial performance.

Integration Across 
Departments 

 
Quality must be weaved in 
with network management, 
operations, product, and 

finance to create a consolidated 
strategy for advancement.

Proactive Strategy 
Implementation 

 
Shifting from a reactive 

approach to a forward-looking 
model means not solving issues 
after they arise, but anticipating 

and mitigating quality risks 
before they impact health  

plan performance.  

Leadership Buy-In 
 

Establishing quality as a core 
pillar in the organization’s 

strategy ensures that all levels 
of leadership prioritize quality-
driven initiatives. Many leading 
health insurers are now directly 
tying executive compensation 

to quality outcomes.
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Trend #3 
Engaging Providers as Co-Owners of Performance Outcomes

One of the most significant challenges in improving quality is that providers control many of the metrics, while health 
insurers are held accountable for performance. Misalignment can lead to gaps in care, inefficient resource utilization, 
and suboptimal member results.

Key Considerations

Provider engagement is the focal point of quality improvement. Health plans that invest in provider engagement talent and 
infrastructure will see more significant quality gains.

Strategic Provider 
Partnerships 

 
Health plans must collaborate 

with providers through 
shared incentives, real-time 
data sharing, and combined 
performance improvement 

programs.

Investment in Provider-
Facing Talent 

 
Dedicated teams responsible 

for provider engagement - 
including medical directors and 
quality liaisons - are critical to 
upgrade efforts at the provider 

level.

Technology and Data 
Integration 

 
Leveraging technology 

solutions that offer providers 
actionable insights can lead 

to increased compliance with 
care guidelines and enhanced 

patient management.
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Trend #4 
Driving Impact Through Enterprise-Minded Quality Talent

To drive quality advancement and differentiation, health insurers must redefine the talent scope of those responsible for 
quality and provider engagement.

Key Considerations

Through hiring quality leaders with an outcomes-based profile and fostering a culture of enterprise-wide accountability, 
health insurers can transform quality into a key revenue driver. 

Enterprise-Level Mindset

Quality leaders should possess 
cross-functional expertise, 

understanding the intersection 
of quality, finance, operations, 

and provider relations.

P&L Literacy 
 

Leadership must be equipped 
with financial acumen to lead 

quality initiatives that contribute 
to the organization’s bottom 

line.

Agility and Innovation 
 

The ability to adapt to evolving 
regulatory landscapes and 

implement innovative strategies 
is essential to maintain a 
competitive advantage.
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Our Approach
The healthcare industry is undergoing a profound transformation, where quality and provider engagement are no longer 
just compliance exercises, but strategic tools. To stay ahead of the curve, health insurers must leverage talent as a 
differentiator, embedding financial and operational expertise into their quality roles and strategies. 

01. Evaluate  
Talent Gaps:

Assess current leadership to identify gaps in P&L 
understanding and provider engagement capabilities.

Next Steps for Health Insurers

02. Develop Cross-Functional 
Quality Programs:

Align quality initiatives with enterprise objectives and 
executive compensation, ensuring collaboration and 
integration across departments. 

03. Invest in Provider 
Engagement Infrastructure:

Expand provider-facing engagement teams and technology 
to encourage shared quality improvements.

04. Measure Impact Beyond 
Metrics:

Evaluate how quality initiatives contribute to financial 
performance, long-term sustainability and health outcomes.

By implementing these strategies, health insurers can position themselves as leaders in quality-driven, financially 
sustainable, affordable healthcare. 

Through our Strategic Intelligence services, Marlin Hawk analyzes the talent market, assessing how different organizations 
shape and structure their companies and functions to ensure maximum success. Through identifying critical gaps, 
delivering data-rich information about the market, and looking to adjacent market-leading organizations, businesses can 
remain competitive in terms of talent, business models and organizational structures. 
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About Marlin Hawk
Marlin Hawk is a global leadership advisory firm specializing in executive search, strategic intelligence, and interim 
management. For over 20 years, we’ve empowered our clients with data and insights to make diverse, inclusive and 
impactful leadership decisions. One globally connected team, we are headquartered in London with offices in New York, 
Denver, Toronto, Chicago, Amsterdam, Dubai, Singapore and Hong Kong. Unconstrained by a one-size-fits-all approach to 
both clients and candidates, we build relationships with care and attention to detail, while delivering at pace.

Our talent solutions help leaders respond to the rapid transformations taking 
place across healthcare. 

01 Executive Search
Build sustainable and diverse 
leadership teams for long-
term success

4 - 6 Weeks

Greg Rodarte
Partner 
Denver 
grodarte@marlinhawk.com

02 Talent Analysis
Advise on the talent 
strategies and structures to 
help bring next generation 
talent on board

2 - 4 Weeks

03 Structural Analysis
Ensure the organizational 
structure is fit for purpose 
and aligned with business 
needs

8 - 10 Weeks

04 Compensation Analysis
Benchmark reward strategies 
to ensure competitiveness 
and alignment with market 
standard

2 - 4 Weeks

Executive Assessment

12 - 14 Weeks

Talent Pipelining

Up to 18 Months

Succession Planning

Olivia Westbrook-Gold
Principal 
Denver 
owestbrook-gold@marlinhawk.com
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