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Highlights

The overall view is that the market is hardening but significantly less than the permanent

recruitment market with specialist Interim Managers increasing their daily rates.

Utilisation is beginning to harden. 51% of all Interim Managers were on assignment at 30/9/01,

down from 57% at 30/6/01 but up from 46% at 30/4/01.

Average daily rates are up for all categories of Interim Managers except General Managers and

Finance professionals, who represent 43% of the total and account for the drop in the average to

£480 at 30/9/01, which is down from £494 at 30/6/01 and down from £504 at 30/4/01.

Constant is the volume of business sourced through Intermediaries/Agencies at 22% of the market.

(This can also be expressed as 42% of all those Interims actually on assignment at 30/9/01.)

Interim Management Providers are not increasing their share of the market.
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The Research

1 Introduction

We have carried out quantitative Interim Management Market Research exercises for over ten years. From the

beginning of 2001, however, we started something new.

We call them Snapshot Surveys. From 1/1/01 until 30/6/01 we conducted them every two months and after this we

changed it to every three months.
We believe that the Snapshot Surveys are unique. Our aim is to create a continuous and immediate picture of what is

happening in the Interim Management market and to plot the trends. We want to put knowledge back into a market

that affords us a living.

2 Method of Approach

Of the 5254 Interim Managers registered on our database at 30/9/01, 4576 have email addresses to which we sent our

questionnaire. We received 865 responses within 10 days (a 19% response) The questionnaire asked the following

questions:-

Q1: Were you on assignment at 30 09 2001? 

Q2: Regarding Q1, if so was it Part-time / Full-time ?

Q3: Regarding Q1, if so at what daily rate? 

Q4: Regarding Q1, how did you find the assignment? 

Q5: What is your professional discipline? 

We asked for the questions to be completed on line and emailed back to us by pressing “Submit”. These went directly

into an Access database with immediate and automatic analysis capabilities.

One of the features that emerged very early in the development of the Snapshot Survey was the need to differentiate

between full-time and part-time Interim Management assignments. Part-time work (being anything less than five days

on a continuing basis) was clearly a significant figure. We publish these figures in this Report. The Interim

Management Providers’ attitude to part-time assignments is slightly opaque. The general perception is that all or most

of the market consists of full-time work and that the Providers’ strong preference is for this approach. The market

reality is that immediacy and flexibility dictates how much time is required and this may be part-time or full-time.

Providers who offer only full-time Interims are doing a disservice to their clients. There is also a corresponding

pressure in that Interims who accept one part-time assignment find themselves having to fill their time with additional

part-time assignments in building their portfolio of professional activities. To this extent, Interims themselves may be

shoehorning full-time assignments into part-time. This, however, seems mostly to work satisfactorily.

Analysis of F/T and P/T Interim Management Assignments

	 
	F/T (%)
	P/T (%)

	30/09/01 
	67.8
	32.2

	30/06/01 
	63.1
	36.9


We present the Russam GMS Interim Manager Database as industry standard and the analysis of Professional

Disciplines of those returning the forms compares closely with our Executive Database (and has done every time this

Research has been published).

	 
	F/T (%)
	P/T (%)
	RGMS Database (10/01)

	General Mgt
	21
	26
	24

	Finance
	22
	16
	19

	Sales/Mktg
	12
	21
	20

	Prod/Engineering
	8
	5
	10

	Purch/Distrib
	7
	3
	6

	IT
	10
	7
	11

	HR
	12
	9
	10

	Other
	8
	13
	 

	 
	100%
	100%
	100%


How this Report is assessed depends much on how industry standard it is viewed. Some Providers position

themselves at different but distinct levels in the market ranging from senior Director level (which tends to be a smaller

and relatively static population) to a more middle management level (which reflects a larger and very fluid population)

whilst others cover the breadth of the market as does the Russam GMS database.

3 How busy were Interim Managers at 30/9/01?

% of Interim Managers on assignment

	 
	All
	F/T (%)
	P/T (%)

	30/09/01 
	51
	34.20%
	16.80%

	30/06/01 
	57
	36.00%
	21.00%


4 How does this break down over professional disciplines?

Interim Managers on assignment at 30/09//01 can be analysed over Professional Disciplines as follows:-

	 
	30/09/01 
	30/06/01 

	 
	F/T (%)
	P/T (%)
	F/T (%)
	P/T (%)

	General Mgt
	20
	27
	18
	22

	Finance
	23
	16
	19
	14

	Sales/Mktg
	12
	20
	16
	22

	Prod/Engineering
	8
	4
	6
	6

	Purch/Distrib
	7
	3
	5
	4

	IT
	10
	7
	14
	8

	HR
	12
	9
	8
	8

	Other
	8
	14
	14
	16

	Total
	100%
	100%
	100%
	100%


We do not know what the utilisation pattern for a typical year looks like. Our expectation is that January starts low

because many businesses have been wanting to finish projects etc by Christmas and increases gradually into the

Spring, dropping off in July and August and then rising again as businesses come back from holidays in September.

Our Research figures seemed to be bearing this out until this survey showed a decrease. Our view is that the

decrease should really be measured against what it should have been and not against the previous quarter.
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5 What daily rates did Interim Managers achieve in the quarter to 30/9/01?

The average daily rate of all Interim Managers on assignment at the end of September 01 and in each professional

discipline is as follows:-

	 
	30/09/01 
	30/06/01 
	30/04/01 

	 
	F/T
	P/T
	F/T
	P/T
	F/T

	ALL
	480
	487
	494
	494
	504

	General Mgt
	476
	491
	522
	491
	510

	Finance
	440
	476
	470
	485
	476

	Sales/Mktg
	494
	499
	480
	508
	489

	Prod/Engineering
	405
	402
	363
	351
	349

	Purch/Distrib
	419
	313
	395
	419
	447

	IT
	637
	608
	610
	562
	620

	HR
	477
	551
	450
	456
	509

	Other
	491
	430
	502
	550
	522


We are seeing a gradual decline in the total daily rate, which reflects decreases in rates for General Managers and

Finance professionals (the majority in numbers) and “Other” offset by an increase in all the others. Reasons not

known!

These rates are the rates achieved by Interim Managers irrespective of whether they are working through an

Intermediary of directly to the client. Interim Managers’ daily rates introduced to clients by Providers are likely to be

higher but we do not know by how much. Gross margins of between 20% and 30% on charge out rate would give

figures of £600 (Gross margin of £120) and £686 (Gross margin of £206). There is some anecdotal evidence,

however, that suggests that Interims work for less when introduced by an Intermediary but we do not know

to what extent this happens.

6 How did Interim Managers get their work?

This is how Interim Managers sourced their work..

Full-time Assignments

	 
	Thru Self
	Provider
	Other
	Not Spec

	TOTAL  (865)
	234
	191 (22%)
	39
	401

	General Mgt (215)
	72
	23 (11%)
	10
	110

	Finance (153)
	38
	52 (34%)
	4
	59

	Sales/Mktg (124)
	45
	20 (16%)
	2
	57

	Prod/Engineering (51)
	18
	11 (22%)
	3
	19

	Purch/Distrib (46)
	8
	16 (35%)
	2
	20

	IT (94)
	9
	29 (31%)
	5
	51

	HR (82)
	15
	30 (37%)
	5
	32

	Other (100)
	29
	10 (10%)
	8
	53
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The Providers’ share of the market can be expressed either as:

a % of the total number of Interim Managers in the market – 22%

OR

as a % of those actually on assignment - 42%

It must seem odd to many that Intermediaries have not increased their share of the market. Whilst they have been

marketing hard and increasingly more professionally, the presumption must be that so have Interim Managers

themselves. The message must be that if the majority of Interims are not going to get assignments through

Intermediaries, then they must needs do it themselves and the better they get the less they need Intermediaries.

However, the argument against this may well lie in the figure of 42%, being the proportion of those actually on

assignment who resourced them through Intermediaries. It will be interesting to see what happens!

Interim Management: Today and Tomorrow

7 The Interim Management Market

The fourth quarter of 2001 is a time of great uncertainty and change. The nature of the economic and business

downturn is difficult to read and anticipate. As difficult to read is the impact on the Interim Management market.

In the downturn in the early nineties – which actually pre-dates some of the current Interim Management Providers –

Interim Management volumes fell sharply. The current downturn is, by many accounts, different. Certainly, there are

many differences in the fundamentals of the economy, the business landscape and in the current state of development

of the Interim Management sector.

The permanent recruitment market has fallen and a common view is that the contract market follows this about six to

nine months later. Many Providers have been informally reporting “flat” trading conditions from about the end of the

summer, which follows several years of good growth. Many express optimism for the near future. Some are quietly

cautious.

Assuming a controllable situation post 11/9/01, this is what we think:-

The downturn will be patchy in terms of sectors, areas and companies.

“Outsourcing” in a broad sense is an established business process and

organisations will more readily buy in services rather than set up their own capabilities.

Interim Management is a better recognised resource with more predictable,

reliable and manageable outcomes.

Organisations, stripped of the corporate fat of yesteryear, will be cautious

and selective but will, in large part, not retrench.

Emerging from this will be a more discerning and demanding use of Interim Managers who will need to deliver quality

work and quickly and have the right professional profile for the task. Providers will need to get close to their clients,

react almost instantaneously by finding the best Interim Managers and ensuring the assignment goes well and

charging modestly and transparently for their services.

Official definition – The Interim Management Association.

Unlike many of our competitors, The Russam GMS view is that Interim Management is about senior people doing

important work on anything other than a permanent payroll basis and where immediacy and flexibility are the drivers.

This, therefore, includes Management Consultancy. Clearly, in a downturn, few new initiatives are going to be

developed but the more progressive companies are going to want to find ways of moving forward and Interim

Managers have to be prime candidates.

What the Russam GMS Snapshot Survey does not show is the size of the Interim Management market.

Anecdotal evidence points to the top thirty Providers probably accounting for most of the work done through

Intermediaries/ Agencies. There are many more providers but with small turnovers.

Based on this and on our own informal observations and with limited external corroboration, we think the Interim

Management Intermediary sector probably looks like this:-

	Turnover
	No of Firms
	Total
	No of IMs per firm
	Total

	£10m
	3
	£30m
	95
	285

	£5m
	5
	£25m
	48
	240

	£3m
	10
	£30m
	28
	280

	£2m
	7
	£14m
	19
	133

	£1m
	5
	£5m
	10
	50

	All
	30
	£104m
	 
	988


This assumes that each Interim Manager is charged out at £600 per day for an average of 175 days per annum.

However you flex these figures and assuming Providers outside the top thirty contribute volume, the Intermediary

market is probably worth between £100m and £125m with between 900 and 1,200 Interims out on assignment

at any one time.

This Report points to 22% as the part of the total market going through Intermediaries and this would suggest a total

market size of between £470m and £570m with between 4,500 and 5,500 Interim Managers in the market and reflecting

the definition of Interim Management at the beginning of this section.

8 Guidelines for CEOs : Getting the best out of Interim Management!

Already, we are seeing changes. The mainstream applications of Interim Management are well known. But, now,

(Autumn 2001), we are seeing astute CEOs using Interim Managers in a more focussed way. Here are some examples:-

Bringing in an Interim Manager creates the opportunity to see what ought to happen next when senior executives

leave. Abolish, merge, downgrade, possibly upgrade, divide, outsource the position – these are all options that can

often best be assessed from the inside, particularly by an overqualified, apolitical and neutral executive with good role

and sector experience and keen to deliver value.

In theory, permanent appointments should now be easier to make as demand has gone down and supply has gone

up. Part of the reality is that candidates in work are going to be that much more cautious about moving and selection

times, paradoxically, are often getting longer. Keeping the position open until this happens (and not knowing when it

will happen) is a easy decision that may be the wrong one. The damage done by empty spaces often does not show for

some time. The already established trend of reluctance to relocate is likely to accelerate.

Quick win consultancy projects with practical and more predictable outcomes as opposed to the more judgemental

strategic projects are now being increasingly awarded to Interims. Combining implementation with diagnosis calls for

levels of business maturity and proven track records not now comfortably associated with mainstream Management

Consultancy firms and their attendant high costs.

Increasingly, divisions or parts of businesses may be candidates for closure or sale. Often, bringing in Interims is

the only viable option. As an interesting refinement, Interims are often now drivers of MBI initiatives, notwithstanding

current difficulties in raising money.

Mentoring/shadowing fast-track but inexperienced executives in new roles, sometimes on a part-time basis, are

now being seen more often.

Some CEOs are now approaching the cost aspects of interim assignments by making them part-time (ie; Getting

five days value into four days work.) A tricky balance! But it can work well for all parties.

Rather like golf, which is a basically simple game made complicated at the insistence of the players, Interim

Management can often fall into the same category. Here’s how to avoid it:

1 Invest time in understanding the Interim Management market. Knowledge pays.

2 Select two providers to work with you. They need to be specialists, have substance,

a track record and some passion.

3 Let them get close to you so that they understand your sector, your business, your ethics,

your values, your culture and your people. If they invest sufficient time and effort they

will be determined to get every introduction right – all the time.

4 Make sure that your two Providers are different from each other. Fishing in the same

pond will not give you a choice.

5 Understand their operating methods. Those who promote the concept of a small,

well validated database of proven Interims have a good case – but it is very easy

to finish up hiring who they happen to have available at the time rather than the best

Interim for the task. An equally compelling alternative is the Provider who does the

widest possible search for each assignment. (Ask to see how they handle the searches

– including a comprehensive and virile database, Internet capabilities and networking

facilities.) This involves more work for the Provider but it gives you the best choice.

Choice is vital.

6 Ensure that a detailed brief is prepared and agreed. A brief consists of a Job (Assignment)

Description, an Ideal Candidate Profile and comprehensive information about the

organisation. Well prepared Interims always impress. It also helps with induction.

7 Agree a delivery timetable to suit you – not the Provider.

8 Include your Provider in the interviews with Interims.

9 Ask to see the Interview Notes of shortlisted Interims.

10 Think seriously about telephoning personally for references, though this is an important

part of the service from your Provider.

11 As soon as possible after the start of the assignment, re-confirm in writing with the

Interim the deliverables – there must be no room for misunderstanding.

You need to get exactly what you pay for. Time must not be wasted.

12 Insist on formal and regular reviews.

9 A Message to Interim Managers: Cranking up your career!

1 You need to decide on your professional product – the more focused it is, the better.

2 You need to be good at what you do. This means putting in time and effort to keep your

skills sharp and up to date. It is not easy for Independents to handle Continuing

Professional Education effectively but it is very important and it is an investment that

delivers. CPE is not only about technical skills. It also includes a myriad of

management, business and interpersonal issues that imperceptibly add

to effectiveness.

3 Marketing is a numbers game. It needs to be systematic and continuous and it needs

to be professional. If your material and presentation is not of the highest standard, you

will always come second. Most of your work is likely to come from other than

Intermediaries and networking is the key.

4 Networking is now a skill. With opportunities becoming fewer, you need to be

thought of first.

5 Resist the temptation to take on work outside your mainstream skill areas.

You will be the loser. So will your client. So will your Provider, if there is one.

6 Do not take on work at silly fee rates unless there is some compensating benefit.

Although rates are hardening, clients should always pay fairly.


