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If I had to select one quality, one personal characteristic that I regard as 

being most highly correlated with success, whatever the field, I would 

pick the trait of persistence.  

 

The will to endure to the end, to get knocked down seventy times and 

get up off the floor saying, "Here comes number seventy-one!" 

 

Richard M. DeVos 
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An Introduction from Hilary Husbands, co-Chairman IIM 

 

ñThe IIM annual survey has grown in reputation, in part due to its 

independence within and wide reach throughout the Interim community and 

partly too, to the exceptional response from this community.    

 

This year, many interesting stories lie behind the findings: some bring new 

insights into old debates, such as the drop in day rates achieved by some of 

the more experienced interim managers. Is currency of CPD a factor? 

Some bring new factors into the equation, such as the greater percentage 

of provider- led assignments, than traditional wisdom has suggested.  Is 

there a desire for clients to put an extra layer of due diligence into selection, 

despite the premium paid?   

 

Our sincere thanks go out to everyone who has participated.  We hope you 

find a nugget which is particularly relevant to your situation and supports 

your business development.ò 

 

 

 
 

Hilary Husbands 

co-Chairman 

 

Institute of Interim 

Management 

 

 

  

An Introduction from Ad van der Rest, co-Chairman IIM 

 

ñThe 6th Annual Interim Management Survey 2011, devised by the Institute 

of Interim Management collected feedback from 1,530 members of the 

Interim Management community. Those surveyed were predominantly 

Interim Managers, but also included Service Providers and Consultants. 

The data was collected during May and June 2011 via a range of online 

sources, and primarily the IIMôs own óInterim Management ï IIMô group on 

LinkedIn with around 5,000 interim management community members. 

 

We expect a statistical significance of + 2% with a 95% confidence for most 

of key questions, though where data has been filtered, this falls to + 3-4%. 

 

Aside of the metrics, I am totally delighted at the number of people in the 

interim community who have embraced this yearôs survey.  

 

At the Institute of Interim Managementôs 10
th
 Anniversary celebrations 

event in April 2011, we called for the end of the fragmentation that had 

dogged the interim community during 2008-2010. That anniversary event 

collected together over 100 interim managers, interim providers and other 

organisational attendees who would not until recent times have been in the 

same room together. We wish to continue that boldness for collaboration in 

this yearôs survey. 

 

We welcome a range of contributions to the survey from the óTop 5ô Leading 

Providers, the IMA, IIM Affiliates and Partner organisations and leading 

interim managers from the IIM community.ò 

 

 
Ad van der Rest 

Co-Chairman 

& survey author 

 

Institute of Interim 

Management 

 

http://www.linkedin.com/groups?about=&gid=2339933
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About the Institute of Interim Management 

 

The Institute of Interim Management (IIM) has supported the interim management 

community since 2001 and is run by a volunteer team of seasoned Interim Managers. 

 

To become an individual interim management member, see: Joining the IIM 

To become an IIM Affiliate organisation, see: Affiliate members 

 

 

IIM website: www.iim.org.uk 
 

The Institute of Interim Managementôs website acts as a resource platform on interim management. 

Many of the articles and guides are available to be used by the interim management community. 

Further items constitute an IIM member reference source on interim management. 

 

www.iim.org.uk 

 

 
 

 

ñInterim Management ï IIMò on LinkedIn 
 

The Instituteôs LinkedIn group, óInterim Management ï IIMô: 

óThe voice of the interim management communityô, acts as one of 

the Instituteôs ówindowsô onto the Interim community, sharing Interim  

thought leadership and assistance as part of its support to the Interim  

community as a whole.  

 

With over 5,000 members, it is the largest LinkedIn group specifically dedicated to interim 

management. http://www.linkedin.com/groups?gid=2339933 

 

 

IIM on Twitter: @InterimMgt_IIM 
 

The Institute of Interim Management tweets about issues of interest to 

Interims, interim service providers (recruiters) and clients of Interim 

Managers. Please follow us on Twitter. 

 

    http://www.twitter.com/interimmgt_iim 

  

http://www.iim.org.uk/signup-to-the-iim/
http://www.iim.org.uk/providers-home-page/affiliate-provider-package/
http://www.iim.org.uk/
http://www.linkedin.com/groups?gid=2339933
http://www.linkedin.com/groups?gid=2339933
http://www.twitter.com/interimmgt_iim
http://www.iim.org.uk
http://www.twitter.com/interimmgt_iim
http://www.iim.org.uk
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About our Survey 

 

Of the 1,530 people who completed the survey, the lionôs share were Interim Managers (73%), or 

were planning to become an Interim Manager (7%). The remainder were split between Consultants 

(16%), Service Providers (3%) and a few Clients (1%).  

 

Survey completion 

was up 138% from 

642 people 

completing the 

summer survey in 

2010 to 1530 in 2011.  

 

A very pleasing result. 

 

Much of the detailed 

survey information 

came from the 1,105 

interim managers 

surveyed. 

 

 

 

  

Our independent adjudicators 
 

The IIM asked two independent ñguruôsò from the interim community to act as independent 

adjudicators to the survey; One, ex-IIM and one ex-IMA Director (neither are current IIM members 

or affiliates). They had full access and insight into the Survey Monkey tool, the voting and analysis; 

 

 ñIôm very happy to confirm my view that it is a solid, transparent and robust 

survey. I have had access to the raw data and the findings spreadsheet 

from the start.  It is very good to see such a large response and some very 

interesting findings as well as ones I expected.ò (Martin Dorchester) 

 

ñThe IIM team has continued to collect, ratify and collate the data for the 

survey results in a clear, open and professional way. I have been involved 

in overseeing the raw data at a variety of stages in the process and along 

with others have cross checked responses when necessary. I feel very 

comfortable saying that, yet again, Ad and the team have created the most 

exhaustive, realistic and honest view of the interim management sector in 

the UK possible. I was very proud to be asked to be an adjudicator for this 

yearôs survey and have been extremely interested in the results. The 

information in the report will allow those involved in the interim management 

community to see in a snapshot where things are going well and what can 

be done to improve the current model for Interim managers themselves, 

their clients and service providers. ñ (Tarquin Bennett-Coles) 

 
Martin Dorchester 

 Managing Director 

Business Solutions Ltd 

 
Tarquin Bennett-Coles 

Principal Consultant, 

Coulter Partners 
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About the interim managers who completed the survey 
 

The following data about Interim Managers was collected only from the 1,100+ interim managers & 

executives surveyed. 

 

Interim manager gender split 

 

24% of the Interim 

Managers surveyed 

are female. 

 

This is an increase 

from 20% in 2010. It 

should be born in 

mind that gender 

splits are usually 

variable across 

different interim 

management surveys. 

 

 

 

 

 

 

Interim manager age split by decade age 

 

Nearly half the Interim 

Managers surveyed 

(48%) were in the age 

range 50-59. 

 

This proportion is 

virtually unchanged 

from 2010. 

 

The average age for 

an interim manager is 

52.8. 
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19%

35%22%

24% CEO/MD/GM

Director

Manager

Project Manager

Other

Interim manager working location 

 

 

More interim managers live in the South East (34%) than in any other region, with London (18%) in 

second place. London is an interim work magnet. 36% of interim manager work in the capital but only 

18% live there. 7% of interim managers are working internationally, while retaining home locations in 

the UK. 

 

Interim manager operational level 

 

Most interim 

managers operate at a 

Director or Executive 

level (54%). 

 

Most remaining 

interims (46%) 

operate at a Line or 

Project Management 

level. 
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Interim manager functional assignments 

 

When we surveyed functional appointments last year, interim managers said that their activities were 

not exclusively characterised by one function. Allowing multiple selection this year has led to the 

activity of Change Management becoming the most common (19%), with Project Management (11%) 

and Board/General Management (10%) also popular. The most dominant business functions utilising 

interim managers are Human Resources (10%), Finance (9%) and Procurement (9%). 

 

 

Interim manager sector assignments                               

 

64% of Interim Managers 

are working in the Private 

sector just as they were in 

2010. The 32% of interim 

managers working in the 

Public Sector in 2010 fell to 

29% in 2011. The Not-for-

profit and Charity sectors 

appear to be picking up 

some of these newly 

available interim managers 

with the proportion allocated 

to this sector growing from 

4% to 7%. 
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Interim manager industry assignments                                      

 

Interim managers work across a range of industry sectors. Public sector is the largest óindustryô (13%) 

Technology/IT/Telecoms, Manufacturing and Financial Services (each 9%) were the most dominant 

sectors using interim managers. 

 

     

  

The interim management landscape 

 

ñThe interim management landscape remains fascinating. There is still 

much healthy debate on what an Interim Manager is and even what they 

should be called however we are gradually moving on from this as the 

interim management proposition becomes more focused. 

Educating the market could still be a factor but I believe the quality of an 

individual interim manager and the sector they operate in are far bigger 

factors in determining success. It is excellent to see interim managers 

reporting that they operate across a range of sectors.  

Interim Service Providers see life differently as they gravitate to/ have 

strengths in certain markets. Gender imbalance is very disappointing and 

we are still heavily reliant on London & the South East to make our money.  

A lot of firms profess to providing interims and the market remains refracted 

but those that give the sector a voice, the IIM / IMA etc. are cooperating 

more ï which is very positive.  I would like to see the statistic for those in 

assignment rising next year and I am optimistic all round. We are seeing a 

more focused proposition and a market that is well into recovery.ò 

 

 

 
 

Doug Baird 

Managing Director 

Interim Partners 
 

 

 
 

 

http://www.interimpartners.com/for-interim-executives
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Prospective interim managers 
 

The next set of questions was asked of those individuals considering taking up interim management. 

 

Why are you considering 'Interim Management'? 

 

Whilst 22% of 

prospective Interims 

cite the ending of 

employment as a 

trigger, 70% give 

óprofessional and 

lifestyeô choices as 

the principal driver.  

 

Variety (34%) and 

flexibility (20%)were 

the popular choices. 

 

 

 

 

 

 

Where do you expect to source assignments? 

 

Prospective Interims 

predominantly see 

Interim Service 

Providers as the 

source of their first 

assignment (51%) 

dropping somewhat 

from last yearôs 

expectation. 

 

 

 

 

 

 

 

 

The expectation of working through a new direct contract is very optimistic (17%) compared to actual 

experience in the market (6%). 
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Prospective interim managers through crisis 

 

ñOur survey shows that over 1 in 5 prospective interim managers are 

considering the interim profession either as a career change following an 

enforced redundancy or as a stepping stone back into employment. 

 

Having the thought process thrust upon the individual through job loss is 

part of what remains a very distressing process for the person concerned, 

even if suffered previously!  

 

Where interim work is being considered as a real career change, but 

prompted by a redundancy,  this position throws the individual into a difficult 

place to take potentially far reaching decisions for themselves and their 

families and at a point when time and money may be in short supply. 

 

Some may be fortunate and obtain outplacement support from their 

organisations but this opportunity is far from universal. As a profession, we 

should support those who are trying to decide if the interim lifestyle, the 

approach, the demands, the exposure and the lack of corporate support are 

desired or detested. With IIM support of courseò. 

  

 

 

 
 

Tony Evans 

Director IIM 

 

 

 

  

Prospective interim managers through lifestyle choice 
 

ñThat 70% of prospective interim managers are considering the profession 

because of lifestyle and workstyle choices, even in tough times, shows the 

appeal, to many, of interim management. 

 

However, interim management is not a óport in a stormô (the real interim 

managers are sailing into the storm). For those who have the personalities 

and agility to suit, interim management can be a deeply stimulating career. 

For some new interim managers, their permanent CVôs are a record of 

repeatedly ógetting boredô and so what may have been a liability in óperm 

worldô becomes much less of a problem. 

 

To not mislead those who may be considering interim as a ósafe optionô, it 

bears repeating the ódefinitionô of what interim managers & executives do: 

 

Interim managers bring well qualified skills and expertise to bear at short 

notice, without the overheads and shackles associated with employment. 

They consult, plan, advise, implement, and embed the lessons, then exit, 

handling a range of key strategic and tactical interventions. As businesses 

in their own right, they offer independent expertise, free of company politics, 

and take responsibility for delivering results, not just offering advice.ò 

 

 

 

 
 

Ad van der Rest 

co-Chairman IIM 

 

 

http://www.iim.org.uk/interims/about-interim-management/
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Interim management assignment status 

 

What proportion of interim managers are currently on assignment? 

 

 

60% of interim 

managers report 

being óon assignmentô. 

 

This is the first upward 

reversal the IIM has 

seen after a 

succession of poor óon 

assignmentô figures. 

 

So the interim 

management 

óupturnô starts here. 

 

 

 

 

 

This represents a 

definite improvement 

on 2010, when only 

53% reported being 

on assignment in Half 

1 and only 51% in the 

second half of 2010. 
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Assignment status by region - % on assignment 

 

We filtered the interim managers reporting that they were óon assignmentô, by home location. 

 

Those regions with the most interim assignments (London and the South East) are among the 

locations that have a lesser proportion (though still the majority) on assignment. We conclude that 

those regions are experiencing the most competition as a result of a number of interim managers 

commuting to London & the South East for work. 

 

Assignment status by sector - % on assignment 

 

We filtered on sector. 

The proportion óon 

assignmentô in 

Charity/NFP has 

suffered, as many 

Public Sector interims 

have migrated there.  

 

Private Sector is 

recovering quite 

strongly. Even Public 

Sector shows a slight 

recovery, though 

many have left to 

move to other 

opportunities.
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 Assignment status by function - % on assignment 

 

Comparing 

assignment status by 

discipline with last 

year, we find that 

Project Management, 

Procurement, Change 

Management, HR, 

Operations and 

Finance are 

recovering most 

strongly (although 

Operations and 

Finance were 

particularly poor last 

year, and remain at 

the back of the pack). 

 

 

 

 

 

 

 

 

 

 

What was the duration of your last assignment? 

 

The median  

assignment length is 

7.2 months which is a  

nudge up on last 

yearôs 7.1 month 

median. 

 

There appears to be 

an increase in the 

number of interim 

managers on long 

assignments. 
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If you are off-assignment, for how long has this lasted (in months)? 

 

Average assignment 

gaps have fallen. 

The average 

assignment gap 

(median) is now 2.6 

months, down from 

median gaps of 4.1 

months in H2 2010 

and 3.9 months in H1 

2010. 

 

 

 

 

 

 

 

We are reporting median figures, because we have discovered that there is a significant ótailô of 

interim managers who were remaining off-assignment for an extended period of time. These were 

distorting the mean average months gap. Going forward we shall quote median assignment gap data, 

which is less prone to the skewing caused by extreme values. 

 

The other new finding 

is when you measure 

the median gap of 

interims off-

assignment 

(combining their 

current gap and prior 

gap) and compare 

them with the most 

recent assignment 

gap of interims 

currently on 

assignment, there is a 

contrasting 2.9 month 

median gap for those 

off assignment, 2.0 

month median gap for 

those now on 

assignment. 
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The perhaps unsurprising conclusion is that regularly working interim managers have shorter 

gaps, whilst longer gaps increasingly hamper a return to assignment. We appear to have a ótwo-

speedô community.  

 

Assignment gaps from 2010 to 2011 

 

Pleasingly, and most 

importantly, an 

increasing number of 

interim managers are 

experiencing 

assignment gaps  of 

less than 3 months. 

 

 <3 month gaps:  

2010 ï 36% 

2011 ï 46% 

 

 

 

 

 

 

 

  

Interim managers in and out of assignment 
 

ñThe marked improvement of interims on assignment compared 

 with 2010 is encouraging and the upward trend across all private  

sector groups demonstrates that confidence is growing.  

The provider community began to see this trend through H2 2010, though it 

has taken a few months longer to be felt by the interim world at large. Those 

who have maintained balanced portfolios are best positioned to capitalise ï 

providing not only for growth markets but also finding new ways to drive 

growth in established sectors. Just as the figures demonstrate here, Iôm 

pleased that our public sector teams are still delivering improved results on 

2010.  

Yes, itôs hard fought with austerity measures but, refreshingly, weôve seen a 

new found determination by interims and providers to equip clients with 

robust business cases to justify spend. Increasing collaboration between 

interims and providers will likely prove the key both to securing assignments 

and also to reducing the gaps between them.  

Understanding what your Provider can do on your behalf proactively is a 

good start point. Understanding what you can do together is an even better 

one.ò 

 

 

 
 

Darren Tolhurst 

UK Managing Director 

Practicus 

 

 

 
 

 

http://www.practicus.com/uk/
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Reasons for the last interim management assignment 

 

 

The most common 

reasons behind 

Interim assignments 

were Specialist skills 

(33%) and Change 

Management 

activities (31%). 

 

The classic ógapô 

assignment achieves 

third place (15%). 

 

 

 

 

 

 

 

Proportion of the time delivering assignments away from home 

 

 

44% of interim 

managers donôt travel 

away from home to 

deliver their 

assignments. 

 

Of  those that do 

(56% at least 20% of 

the time) are most 

likely to be away from 

home 80-100% of 

their working time. 
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How many interim managers work part time? 

 

 

23% of interim 

managers work part 

time, 4 days per week 

on average or less. 

 

This is mostly  

4-day part-time 

working. 

 

Only 8% of interim 

managers work 3 

days or less per 

week. 

 

 

 

 

 

How many interim managers conduct portfolio working? 

 

Only 15% of interim 

managers actively 

service more than one 

concurrent client. 

 

Portfolio working is 

often discussed by 

interim managers, but 

in practice, it is still 

rare. 
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Routes to market 
 

What proportions of assignments are sourced directly  

rather than via Service Providers? 

 

Service Provider 

assignment 

placement is 

traditionally thought of 

as 40% of the market, 

or less. 

 

However the Provider 

percentage has 

hardly moved over 

the last 3 surveys: 

 

2010 H1: 51% 

2010 H2: 50% 

2011 H1: 49% 

 

 

 

How does the direct vs. Service Provider split break down? 

 

 

33% of interim managers source work directly (80-100% direct). 

33% of interim managers source work predominantly via Service Providers (80-100% Provider). 

 

34% fluctuate in sourcing work  from  direct and Provider sources. 
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What are the proportions of interim management routes to market? 

 

Looking at the detail 

of the direct routes, 

past clients are the 

main source at 23% 

followed by the ever 

important ónetworkô  at 

16%, followed by 

online sources and 

new direct clients 

(both 6%). 

 

 

 

 

 

 

 

Who contacts whom within the routes to market? 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The detailed breakdowns are interesting:  

 

80% of Provider assignments are where the interim manager is contacted by a Provider. 

Similarly, 90% of past Client assignments rely resulted from being contacted by the Client. 

Social media and job agents remain a miniscule route to market (1% each) despite the current hype. 

Most of the small ónew clientô pool, comes from being found, rather than as a result of interim 

managers actively seeking new clients. 
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How do the Service Provider assignment placements arise? 

 

Knowing the 

consultant ahead of 

time gives you a 

seven-fold 

advantage compared 

to lodging your CV on 

a database. 

 

76% of placements 

occur where the 

interim manager is 

already known to the 

consultant. 

 

 

 

 

 

How are Service Provider relationships established? 

 

The most popular way 

to establish a service 

provider relationship 

is through an 

assignment 

application 

(successful or not) 

and then actively 

maintaining the 

relationship (40%). 

 

Other routes are 

formal registration 

(28%) and referral/ 

networking (31%). 
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How many Service Providers are interim managers actively registered with? 

 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

'Actively' means that Providers are periodically updated with the interim managerôs assignment status 

and CV. 

 

The median  number of active Providers that an interim is registered with is 6. 

 

 

  

Interim manager / service provider relationships 
 

ñMost interims have mixed opinions of working with the service provider 

community. But wherever you sit in the debate, one thing that this and the 

previous IIM surveys show is that half of all assignments arrive through 

ISPs. Thatôs quite a lot more than some imagine. 

 

And we are catalysts in 80% of the work; i.e. we call you. So, unless youôre 

one of the few lucky enough to not need work from an intermediary, what do 

you need to do? 

 

First, registering your details with lots of agencies but not going any further 

is a bad idea; better to aim for fewer, deeper relationships.  

 

This survey makes it clear that more than three-quarters of successful 

placements are with interims already known to the agency consultant. So it 

pays to invest time working out which agencies provide the kind of work you 

seek, and then building good relationships with the right people.  

 

Thereôs no magic formula for how many is right or when/how to 

communicate; it will vary with each circumstance. But one thing is clear: 

being passive is a strategy few can afford.ò 

 

 

 

 
 

Steve Dengel 

Executive Director 

 BIE Interim  

Executive Ltd 

 

 

 

http://www.bieinterim.co.uk/
http://www.bieinterim.co.uk/
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How do direct client assignments arise? 

 

The majority of direct 

assignments (78%) 

occur where the clienr 

already knows the 

interim manager.  

 

Referral is a more 

powerful way than 

online mechanisms. 

for getting 

assignments with new 

clients.  

 

 

 

 

 

 

How important are different internet routes to market? 

 

Interim managers 

correctly recognise 

the importance of 

searching for 

assignments (4% 

route to market); 

 

Posting CVs and 

Profiles account for 

1% route to market 

each. 

 

Of course once 

posted, CVôs/profiles 

work for you unaided. 
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What are the best online interim job sites? 

 

Interim managers cast over 7,000 unique votes for their favourite interim management job sites, from 

a list of over 150 sites (yes really) suggested by interims. 

 

The categories were:  ¶ Best sites to search for posted jobs 

¶ Best sites for automated Job Alerts 

¶ Best sites to have your CV on  

¶ Best sites to have your profile on 

 

Overall ótop 10ô leading internet sites for interim management assignments: 

 

 

 

 

 

  

Interim online job search 
 

ñClientsô interim requirements are best served when they (via providers or 

directly) access the broadest pools of talent. This means attracting 

candidates online, via search marketing, advertising and social media.   

 

Online channels continue to evolve as a means of connecting interim 

managers with opportunities. Today, we see social media sites like LinkedIn 

and Xing playing an increasing role.  Executives Onlineôs report 

ñFundamental Shift or Flash-in-the-Pan: The Role of Social Networking 

Sites in Recruitmentò found that the percentage of executives who report 

finding a job via social media doubled year-on-year.  Weôve built our 

business around using these methods to develop a large, diverse, 

international Talent Bank via which all EO recruiters execute a 

comprehensive search, fast, on every brief.  

 

It runs contrary to the traditional ñsmall benchò approach many providers 

take, working with a small number of interims they know well, over and 

over.  We believe, however, that going broad to find people with exactly the 

right experience serves the client best.  It also means interim managers 

who actually have this experience will hear about them from us, every time.ò 

 

 

 

 
 

Anne Beitel 

Managing Director 

Executives Online 

 

No. Site Votes 

1 LinkedIn 1426 

2 Exec Appointments 814 

3 Jobsite 466 

4 JobServe 415 

5 Monster 432 

6 Executives Online 291 

7 GAAP Web 335 

8 Changeboard 296 

9 Total Jobs 192 

10 Executives on the Web 157 

http://www.executivesonline.co.uk/interim_management
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The best online sites to search for interim jobs 

 

The following sites are voted as best for searching for jobs: 

 

Search for jobs                                                       Use of óJob alertsô 

 

No. Site Votes 
 

No. Site Votes 

1 Exec Appointments 263 
 

1 Exec Appointments 302 

2 LinkedIn 147 
 

2 Jobsite 137 

3 Jobsite 130 
 

3 JobServe 110 

4 JobServe 129 
 

4 Total Jobs 96 

5 Total Jobs 89 
 

5 Executives Online 95 

6 Executives Online 82 
 

6 LinkedIn 81 

7 Changeboard 80 
 

7 Changeboard 77 

8 GAAP Web 76 
 

8 Executives on the web 63 

9 Monster 57 
 

9 GAAP Web 61 

10 Executives on the Web 38 
 

10 Monster 59 

 

 

The best online sites to post your CV and Profile 

 

The following sites are voted as best for posting your CV and loading your online profile: 

 

Posting your CV                                                      Posting your online Profile 

 

No. Site Votes 
 

No. Site Votes 

1 LinkedIn 393 
 

1 LinkedIn 805 

2 Jobsite 199 
 

2 Exec Appointments 96 

3 Monster 155 
 

3 Monster 63 

4 Exec Appointments 153 
 

4 Executives Online 62 

5 JobServe 124 
 

5 JobServe 52 

6 Executives Online 89 
 

6 Total Jobs 51 

7 GAAP Web 78 
 

7 GAAP Web 34 

8 Executives on the Web 59 
 

8 Executives on the Web 31 

9 Changeboard 53 
 

9 Changeboard 30 

10 Reed 33 
 

10 Own website 29 
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Fees and day-rates 
 

Whatôs the óheadlineô day-rate? 

 

Day rates were up for 

the first half of 2011 

which is the first time 

we have seen that for 

a while. The average 

rate reaches £638 

per day, exceeding 

the average rate for 

2009. 

 

Both average óbestô 

and óworstô rates 

improved from 2010 

and matched or 

exceeded the 2009 

rates. 

 

The mean is affected by a high-rate ótailô on the distribution. Median day rates are: 

£500 (low), £600 (typical) and £700 (highest). 

 

Day rate segmented by rate earned 

 

Day rates are close to normally distributed from £100 to £1,500+. 66% of day rates fall between 

£400 and £799. The average, day-rate has skewed upward from 2010 with day-rates up to £500 

reducing and day-rates from £600 (in the main) increasing. 
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Day rates segmented by function 
 

Segmented by 

function, day rates are 

recovering in most 

areas. 

 

Procurement and IT 

appear to be more 

sluggish in their 

recovery, though 

Procurement did 

improve more last 

year, against the 

trend. 
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59% 61%
55% 58%

78%

60%

0%

10%
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40%
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80%

90%

£1-399 £400-599 £600-799 £800-999 £1,000+ Average

Does taking a lower day-rate increase your chances of working? 
 

Perhaps the intuitive thought would be that taking a cheaper day-rate would mean you are more 

ƭƛƪŜƭȅ ǘƻ ōŜ Ψƻƴ ŀǎǎƛƎƴƳŜƴǘΩΣ ǿƛǘƘ ǘƘŜ ǇŜǊŎŜƴǘŀƎŜ ƻŦ ƛƴǘŜǊƛƳ ƳŀƴŀƎŜǊǎ ƻƴ-assignment sliding down as 

the rates go up. The data does not back up that hypothesis:  

 

¢ƘŜ ǇŜǊŎŜƴǘŀƎŜ Ψƻƴ-

ŀǎǎƛƎƴƳŜƴǘΩ ŘƻŜǎ ƴƻǘ 

significantly fluctuate 

between rates of £0-

£999. In fact the most 

ǎǳŎŎŜǎǎŦǳƭ ƎǊƻǳǇ Ψƻƴ-

ŀǎǎƛƎƴƳŜƴǘΩ ŀǊŜ ǘƘŜ 

£1,000+ group who 

are justifying higher 

rates by selling a 

service that 

businesses clearly 

want to buy. 

 

 

The conclusion:  There is no compelling reason to cut rates to get work.  

Negotiate your value with courage and confidence. 

 

 

  

Do interim managers need to accept any old rate? 

 

ñWith recent longer assignment gaps and Redundant Senior Managers 

taking lower rates, it is understandable that interim managers might have 

crumbled in the face of a tough rate negotiation. Work is work, but at what 

price, when Corporation Tax and other costs eat away at your business. 

 

With the market starting to improve, interim managers may reassert their 

confidence. That doesnôt mean an arrogant stance, but what it does mean is 

that interim managers may again respect their own value and have a haggle 

to the extent of their negotiation skills and their business needs. 

 

Of course the purchase of an interim manager for assignment, is a price-

sensitive investment, but that does not mean that the first low-price offered 

must be snapped-up out of fear. 

 

And a re-emerging interim confidence helps us all. 

 

See the IIMôs Guide to Fees and Day Rates.ò 

 

 

 

 
 

Ad van der Rest 

co-Chairman IIM 

 

http://www.iim.org.uk/articles/fees-and-day-rates/
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What are the óheadlineô days billed? 

 

The average days 

billed over a year 

before, shows an 

increase of 16%.  

 

This brings billed 

days back to the 2009 

number after a tough 

2010. 

 

 

 

 

 

 

 

 

 

What is the range of days billed? 

 

An average of 158 

days billed equates to 

about 7.3 months of 

ófull-onô working, as 

opposed to 6.5 

months the prior year, 

on average (and back 

to the 7.25 average in 

2009) 
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Day rates segmented by years of Interim experience 

 

Day-rates are 

increasing, consistent 

with the length of 

Interim experience. 

 

Except for a slight 

drop for the 20+ years 

group. 

 

 

 

  

 

 

 

 

 

 

Billed days segmented by Interim experience 

 

Similar to the day-

rates,  more 

established Interims 

have suffered on 

billing days during the 

last year, whilst less 

experienced interim 

managers have 

improved their billed 

days. 
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Interim management and gender 

 

Day rates and billed days segmented by gender 

 

This improvement in billings 

and bookings does appear 

to be skewing towards 

males.   

 

Female interim managers 

were already at these levels 

of working last year, and so 

the general improvement in 

the working trend is down to 

the male interim managers 

having ócaught upô. 

 

 

 
 

 In our survey, the gender 

day rate differs by 13%. 

 

This is consistent with 2010 

H1: 12% difference 

2010 H2: 11% difference 

 

Last year, female interim 

managers billed 14% more 

days than male interims on 

average, to make up for it, 

but that has changed this 

year: 

 

 

 
 

We checked whether the 

differential was due to the 

interim was being directly 

placed or via Provider. 

 

Female interim rates appear 

almost indistinguishable 

whether direct or via 

provider (<1% better direct). 

 

Male interims have an 

improved average rate 

going direct, by some 7.5%. 
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Billed days segmented by gender 

 

Male interim 

managers had been 

trailing female 

interims in terms of 

days billed, but the 

men appear in 2011 

to have caught up. 

 

On top of that, men 

are charging 13% 

higher day rates on 

average.  

 

  

  

 

 

 

  

Interim management and gender 
 

ñThe statistics revealed by this yearôs survey perhaps raise more questions 

than answers. Does the differential in rate between male and female interim 

managers with female interim managerôs earning on average 13% less 

demonstrate an inherent sexism in the system or that women can be more 

pragmatic?  

 

The days billed had dropped for female interim managers significantly in the 

previous two years perhaps signalling a greater willingness to accept part 

time roles? However these conclusions may not be borne out by the 

improvement in numbers working which is stated as óskewing towards  

malesô.  

 

Prompted by these results we performed a similar exercise. Here at Odgers 

Interim, we have the same percentage of female to male workers (24%) as 

the percentage of female respondents to the survey, however we have no 

differential in pay rates between our male and female workers, perhaps if 

Odgers Interim negotiate for you it may well result in a more equitable rate.ò 

 

 

 

 
 

Annie Braviner 

Partner 

Healthcare 

Odgers Interim 

 

 

 

 

 

 

 

http://www.odgersinterim.com/
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Interim management businesses 
 

Interim Management experience (measuring year started trading) 

 

 

The length of Interim Management experience shows not only the increasing numbers of people 

becoming interim managers in recent years, but also the steady growth of óInterim Managementô as 

an activity. 2000 saw a step-change increase, as did 2007, just before economic decline, which 

steadily took the number of interim managers joining the industry with it. The median average length 

óinterim management experienceô is 7 years (2004 incorporation). 

 

What type of Interim business do you have? 

 

The business model 

of  choice  for the 

interim managers 

surveyed is clear and 

dominant: 

 

A Limited Company 

(92%) 
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Is your Interim business VAT registered? 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Similarly, 90% of Interims are VAT registered (including óflat-rateô) 

 

In our survey, there was a striking preference for a Limited Company, VAT registered model. 

 

 

  

Why are so many interim managers incorporated? 
 

ñSimple ï more control, more security and better planning opportunities. 

 

When incorporating and going Limited most savings come from National 

Insurance and the Flat Rate VAT scheme (FRS). The FRS is a government 

incentive to help simplify taxes. It means VAT registered companies charge 

VAT at one rate but pay back at a lower rate, they do however lose the 

ability to claim VAT back on most purchases but as few Interim Managers 

buy much stock or raw materials, most benefit from the scheme.  

 

One of the other major differences between going Limited and umbrella/sole 

trader is the opportunity for tax planning. When working through an 

umbrella company or as a sole trader everything you earn in a tax year is 

taxed in the tax year. However, through a Limited Company you can choose 

when to take the profits from your company. 

 

Working through your own Limited Company is more complex than working 

through an umbrella company, you will need an accountant and 

administration-wise interim managers tell us they spend approximately 15 - 

20 minutes a month, more in the first few months. Anecdotally, we see very 

few independents return to using an umbrella company after going Limited. 

 

As always we would advise speaking to an expert before taking the plunge 

and forming a Limited Company.ò 

 

 

 

 
 

Simon Dolan 

Managing Director 

SJD Accountancy 
 

 

http://www.sjdaccountancy.com/
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What level of Professional Indemnity Insurance do you have? 

 

The most common PI 

cover is £1,000,000 

 

Over the last year, an 

additional 8% of 

interim managers are 

either taking the risk 

and not renewing 

their PII , or are new 

interim managers not 

taking out PII in the 

first place. 

 

 

 

 

How much do you pay for your Professional Indemnity Insurance? 

 

72% of Interims pay 

less than £500 for 

typically £1,000,000 

of PI cover (see chart 

above). 
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From which professional organisation do you get discounted PI insurance? 

 

The variety of 

discounted PII 

vendors is this year 

topped by the CIPD. 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

  

A case for Professional Indemnity Insurance 
 

ñOf particular concern is the increase in the number of Interim Managers 

operating without Professional Indemnity cover. [12% in 2011, up from 4% 

in 2010]. 

Evidence shows that the compensation culture is affecting us all and that 

the Professional Contractor & Interim Manager, particularly those with 

Limited Company status can be exposed to a number of forms of litigation. 

The courts have decided that anyone offering their professional services 

does not escape their liability for negligent acts even if the company is 

wound up if it can be proven they are one and the same. We endorse the 

purchase of policies to provide indemnity to the individual. 

As the largest insurer of recruitment agencies in the UK we have found 

increasingly that the agencies and the end user clients are 

increasingly requesting evidence from the Interim Managers that they have 

their own Professional Indemnity Insurance. 

The cost of Professional insurance has reduced over the years to recognise 

the relatively low exposure and starts from as little as £160 plus tax 

annually. In addition the policy can be used to satisfy the provisions of 

IR35.ò 

 

 

 

 
 

Andrew Prescott 

Director 

Dallas Kirkland 

 

 

 

  

http://www.dallaskirkland.com/
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Service Providers 
 

The IIM is uniquely placed as an independent organisation, to oversee a comprehensive poll of 

Interim Management Service Providers, while maintaining objectivity.  

 

210 Service Providers were voted upon, gathering 16,147 unique votes from the 1,105 Interim 

Managers completing the survey. The rating scale runs from óGreatô to óGoodô to óOKô to óPoorô to 

óRubbishô, gaining a score from 5 (Great) to 1 (Rubbish) accordingly. The ñTop 40ò ñLeading 

Providersò and a further 60 ñQuality Providersò, in combination make up the IIMôs ñTop 100ò list. 

 

This year, interim managers had the option to remove providers from the list by voting ñNot IMò those 

Providers that they felt did not properly offer an interim management service, being too focused on 

temporary/contract work and consultancy. As a result, 67 of the Providers voted ñNot IMò have been 

removed from the IIMôs 210 Providers list, which is now 143 Providers in total. 

 

The following scatter diagram shows all the Providers by score (1.67 to 4.23) and by number of votes 

(15 to 356). The trend line does show a gentle rating increase in line with Provider size, but that is not 

a universal relationship. 

 

We have applied a Bayesian average on the scoring to fairly compare niche consultancies and major 

players with similar average scores but vastly different vote numbers. This has slightly affected the 

ranking of the niche firms and consultancies with good average scores but lesser vote numbers. 

 

For more information, see the Interim Managersô guide to Service Providers 2011 
 

 

Just to be clear, this list is not a commercial endorsement by the IIM of any Service Provider. 

Similarly, non-inclusion is not intended as a slight. The bar was a high one, and itôs only a survey. 

  

http://en.wikipedia.org/wiki/Bayesian_average
http://www.iim.org.uk/articles/providers-guide-2011/
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IIM Interim Survey 2011 - Leading Service Providers (1-20) 
 

    
 

Ranking LY Leading Providers 2011 (Top 40) Rating Votes  

1 (1) Veredus 4.229 305 

      

2 (4) BIE 4.120 328 

      

3 (5) Odgers Interim 4.082 356 
      

4 (3) Interim Partners 3.994 254 

      

5 (7) Green Park 3.970 299 

      

6 (10) Alium Partners 3.840 286 

      

7 (13) Penna Interim 3.836 259 

      

8 (19) Boyden Interim Management 3.832 261 

      

9 (12) Practicus 3.786 167 

      

10 (31) Russam GMS 3.711 258 

      

11 (24) Impact Executives 3.693 184 

      

12 (new) Capita Resourcing Interim Mgt. 3.679 227 

      

13 (6) Gatenby Sanderson 3.649 259 

      

14 (40) Executives Online 3.615 243 

      

15 (24) Brooklands Executives 3.606 175 

      

16 (new) Eton Bridge Partners 3.590 85 

      

17 (22) Morgan Law 3.505 116 

      

18 (29) Heidrick & Struggles 3.496 132 
      

19 (14) * Langley Search & Selection 3.488 93 

      

20 (90) Badenoch & Clark 3.482 292 

      
 

Ï To balance óstatistical significanceô we have applied a Bayesian average to take into account vote numbers.  

This has dropped the ranking of niche firms and consultancies with good average scores but lesser vote numbers. 

http://en.wikipedia.org/wiki/Bayesian_average

