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1. INTRODUCTION

In an economic environment characterised by increasing volatility, shorter innovation cycles and
accelerated structural change, companies are facing increasingly frequent and complex transition
periods.

Faced with these challenges, interim management has become an essential strategic tool, allowing
organizations to quickly access specific skills and high-level expertise to effectively manage these
critical phases.

This white paper aims to present in a comprehensive way what interim management is, through an
in-depth analysis of its principles, applications and benefits.

In particular, we will examine concrete cases where this approach has been successfulin resolving
complex situations and achieving specific objectives in various organizational contexts.

Whether you are a company director, a member of a board of directors, a human resources
professional ora managerinterested in this career path, this document will provide you with the keys
to understanding and effectively using interim management as a lever for performance and
transformation.
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2. DEFINITION AND FUNDAMENTAL PRINCIPLES

2.1. What is interim management?
Interim management refers to the practice of calling on an experienced manager or executive,
usually external to the organization, for a specific period of time, in order to resolve a specific
situation or to support the company during a phase of significant change.

This approach is clearly different from consulting, traditional temporary work or permanent
recruitment by its operational nature, its defined temporality and its orientation towards concrete
results. The interim manager does not just recommend actions; He implements them, assumes real
managerial responsibilities and is directly accountable for the results obtained.

Interim management is distinguished by its flexibility and efficiency, allowing companies to
immediately benefit from highly specialized skills without the constraints of permanent hiring.

Interim managers are often experts in their field, with proven experience in managing complex
projects and implementing meaningful change.

2.2. Why is it Crucial in the Digital and IT Professions
The digital and IT sectors are characterized by rapid and constant technological change. Companies
often need to integrate new technologies, develop specialized skills, and adapt their operating
models in record time. Interim management offers the flexibility to respond to these challenges
quickly and effectively.

2.3. Distinguishing features
Interim management is based on several fundamental principles that make it a unique solution:

o Defined timeframe : The assignment is always limited in time, usually from 3 to 18 months,
with clear and measurable objectives.

o Targeted expertise : The interim manager brings specific expertise that corresponds
precisely to the needs of the company for this particular period.

o Immediate operationality : Selected for their experience, the interim manager is quickly
operational and does not need a long integration period.

e Clear mandate : The mission is framed by a specific mandate that defines objectives,
means, duration and indicators of success.

¢ Independence : Not being involved in internal power games, the interim manager can make
difficult but necessary decisions without fearing for his or her career within the organization.

o Transfer of skills : In addition to achieving immediate objectives, the interim manager
ensures a transfer of know-how to the teams in place.
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2.4. History and evolution
Born in the United States and the United Kingdom in the 1970s and 1980s, interim management
gradually developed in continental Europe from the 1990s onwards. In France, this practice was
really structured in the 2000s, with the appearance of specialized firms that play the role of
intermediaries between companies and interim managers.

Today, the French interim management market is estimated at more than €500 million, with an
average annual growth of 10 to 15% over the last five years. This expansion reflects the growing
relevance of this solution to today's business challenges.

3. THE PROFILE OF THE INTERIM MANAGER

3.1. Background and experience
The typical interim manager typically has the following characteristics:

e 45to65yearsold

e 1510 30 years of professional experience

e Acareer path including management positions (CEO, CFO, COO, etc...)

e Experience in different organizational contexts (large companies, SMEs, mid-caps, startups)
¢ In-depth sector or functional expertise

e Previous experience in managing complex situations or crises

3.2. Technical and Behavioural Skills
In addition to business expertise, the interim manager is distinguished by specific behavioural skills:

o Adaptability : Ability to integrate quickly into new environments and to understand
organizational issues.

e Leadership : Ability to mobilize teams without the legitimacy of seniority.

¢ Communication : Excellence in communication with all stakeholders, from the operational
to the board of directors.

o Crisis management : Composure and efficiency in tense or urgent situations.

o Decision-making : Ability to make quick decisions based on sometimes incomplete
information.

o Results-oriented : Constant focus on the objectives to be achieved in the allotted time.

o Emotionalintelligence : Understanding human dynamics, motivating teams and managing
resistance to change.

o Skills transfer : Ability to train and develop existing teams.

3.3. Motivations and career paths
Interim managers generally choose this career path for several reasons:

e The diversity of challenges and environments

e Professionalindependence

e Promoting their expertise

e The tangible and measurable impact of their actions

e The adrenaline of dealing with complex situations

o Flexibility in managing their careers
This career choice is often part of a career path after a long experience in a company, offering a
stimulating alternative to a permanent or retired position.
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4. WHEN TO CALL ON AN INTERIM MANAGER

Typical situations

Inter

4.1

4.5

im management is particularly suitable for the following contexts:

. Crisis situations
Financial Hardship Requiring Redress
Sudden departure of a key leader
Crisis of governance
Industrial accidents or major quality problems
Significant social conflicts

. Transformation phases
Organizational restructuring
Digital Transformation
Business Process Redesign
International expansion
Change of business model

. Exceptional operations
Mergers and acquisitions (preparation and integration)
Divestitures of activities
IPO
Fundraising
Creation of a new entity or business line

. Managerial transitions
Transfer of a family business
Interim period between two permanent officers
Coaching a new, inexperienced leader
Preparing an estate

. The expected benefits

The use of interim management has several significant advantages:

Immediately available expertise : Rapid access to high-level skills without the delays of
traditional recruitment.

Objectivity and fresh perspective : External perspective not influenced by history or
internal politics.

Flexibility : Adjustment of the duration and scope of the mission according to changing
needs.

Cost control : Time-bound spending with a measurable return on investment.

Acceptability of changes : Greater ease of getting difficult decisions accepted when they
come from a temporary external party.

Skills transfer : Increasing the skills of internal teams during the mission.
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e Risk reduction
recruitment.

4.6. Cost-benefit analysis

Although the daily cost of an interim manager is generally high (1,000 to 3,000 euros per day
depending on the level of expertise and the complexity of the mission), the cost-benefit analysis
must take into account:

e Absence of payroll taxes and severance pay

e Limited duration of the commitment

e Direct and rapid impact on performance

e The opportunity cost of not acting or acting too slowly
e The value of transferring skills to teams

e Lack of recruitment and onboarding costs

In most cases, this analysis reveals a significant return on investment, especially in situations where

the financial or strategic stakes are high.
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5. THE IMPLEMENTATION PROCESS

5.1. Identification of the need
The first step is to precisely define:

e The current situation and its challenges

e Specific objectives of the mission

e Skills and experience required

e The scope of action and the level of authority
e Estimated time and intermediate milestones
e Performance indicators

This phase is crucial because it determines the relevance of using an interim manager rather than
other solutions (internal promotion, recruitment, consulting, etc.).

5.2. Manager selection
The search for the ideal candidate can be carried out via:

e Firms specialising in interim management
e Dedicated platforms

e Professional networks

¢ Recommendations

Selection criteria typically include:

¢ Alignment of industry and functional experience

e Pastachievements in similar contexts

e Soft skills and cultural compatibility with the organization
e Immediate availability

e Verifiable references

5.3. Contracting
The contractual framework must specify:

e Detailed and measurable objectives

e The exact scope of the mission

e Theresources made available

e The duration and conditions of possible extension
e Reporting methods

¢ Remuneration and invoicing conditions

e Confidentiality and non-competition clauses

e Early termination conditions

This formalization is essential to avoid misunderstandings and ensure the alignment of
expectations.

5.4. Integration and Getting Started
Even if rapid operationality is a characteristic of interim management, an accelerated integration
phase is necessary:

e Formal presentation to teams and stakeholders
e Accesstorelevantinformation and systems
e Identification of internal and external key stakeholders
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e Definition of communication and reporting methods
e Initial diagnoses

This phase should not exceed a few days to a week.

5.5. Steering and monitoring
During the mission, regular monitoring is essential:

o Weekly progress updates with the internal sponsor

e Formalized monthly reporting on agreed indicators

o Possible adjustment of priorities according to the evolution of the situation
e Appropriate communication with stakeholders

5.6. Transfer and Closure
The final phase of the mission should be planned from the start:

e Documentation of actions taken and processes implemented
o Training of the teams that will take over

¢ Identification of residual risks and actions to be taken

e Formaltransfer of responsibilities

e Mission report and evaluation of results achieved

A gradual exit plan can sometimes be preferable to a sudden departure, with a decreasing presence
over a few weeks.
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6. CASE STUDIES

6.1. Case 1: Recovery of an industrial SME in difficulty
Context: Anindustrial company with 120 employees, specializing in the manufacture of mechanical
components for the automotive industry, is experiencing a major crisis following the loss of a
customer representing 40% of its turnover. The company has been accumulating losses for two
quarters and is facing growing cash flow pressures. The historical leader, founder of the company,
seems overwhelmed by the situation.

Problems:

e Critical cash flow (less than 45 days of operation)
e Production overcapacity

o Lack of trade diversification

e Deteriorating social climate

e Loosely structured family governance

Intervention: An interim manager specialising in the recovery of industrial companies has been
appointed for a 9-month assignment as interim Managing Director.

Actions:

¢ Implementation of rigorous cash management and renegotiation of deadlines with creditors

e Restructuring plan with a 30% reduction in the workforce and a focus on profitable
production lines

e Accelerated diversification of the clientele with an approach to new sectors (aeronautics,
medical)

e Redesign of the sales organization with recruitment of an experienced sales director

e Establishment of a structured governance with the creation of a management committee

¢ Negotiating and securing bank financing to support the transformation

Results:

e Return to financial equilibrium after 6 months

e Diversification of the customer portfolio (no customers >15% of turnover)
e Operating margin improvement of 3 points

e Social restructuring carried out without major conflict

e Professionalization of governance

e Recruitment of a new permanent CEO with a successful transition

Key success factors:

e Legitimacy of the external expert to make difficult decisions

e Transparent communication with all stakeholders

e Balanced approach between emergency measures and structural transformation

¢ Involvement of the founder in strategic decisions despite his operational withdrawal
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6.2. Case 2: Digital transformation of a service company
Context: A B2B services company in the vocational training sector (250 employees, €40M turnover)
is facing a disruption of its market with the emergence of digital platforms and new low-cost
competitors. After several years of growth, the company saw its turnover stagnate and its margins
erode.

Problems:

o Traditional business model threatened by digitalization
e Limited in-house digital skills

e Resistance to change from historical trainers

e Outdated information system

e Lack of a coherent data strategy

Intervention: An interim manager with dual expertise in digital transformation and professional
training is recruited for a 12-month mission as Chief Digital Officer.

Actions:

o Development of a comprehensive digital strategy aligned with the company's vision
o Creation of a proprietary LMS (Learning Management System) platform

e Digitization of 60% of the training catalog in blended learning format

e Setting up a digital team (recruitment and skills development)

¢ Redesign of content creation and animation processes

e Implementation of a data-driven approach to personalize the offer

e Cultural Transformation and Internal Training Program

Results:

e Successful launch of the new digital offer generating 25% of turnover after 18 months
e 5-pointincrease in operating margin on digital training

e Expansion of the customer base with acquisition of new segments

e Geographical expansion without additional structural costs

e Company valuation increased by 40% (external valuation)

¢ Organization that has become attractive to digital talent

Key success factors:

e Progressive approach allowing for quick wins

e Stronginvolvement of operational staff in the design of new offers

e Intensive training of historical trainers

e Communication on complementarity rather than replacing face-to-face work
e Setting up clear metrics to measure success

6.3. Case 3: Managing an estate within a family business
Context: A family-owned specialist distribution company (€70 million in turnover, 180 employees),
in the third generation, is facing the retirement of the main manager without a clearly identified
successor. Three family heirs hold positions in the company, but none has the profile or experience
necessary to take over the general management immediately.
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Problems:

e Lack of succession planning

¢ Tensions between the family branches over future governance
e Risk of decision paralysis

e Concern of employees, customers and suppliers

o Need to modernize certain functions (finance, IT, logistics)

Intervention: An interim manager specialising in family businesses is mandated for an 18-month
mission as Managing Director with two main objectives: to ensure operational continuity and to
prepare the succession.

Actions:

¢ In-depth diagnosis of the organization and available skills

e Implementation of a governance system that clearly separates the operational and the
shareholder.

e Creation of a family council separate from the board of directors

e Accelerated Development Program for Potential Family Members

¢ Recruitment of experienced managers for key functions

¢ Information Systems and Process Modernization

o Development of a 5-year strategic plan validated by all parties

Results:

o |dentification and preparation of a family successor for the general management
e Growth maintained during the transition period (+8%)

e Shareholders' agreement clarifying the rules of future governance

e Strengthening the management team with a mix of internal and external talent

e Modernization of key systems and processes

e Succession crisis avoided with preservation of family harmony

Key success factors:

¢ Neutrality of the interim manager with regard to the different family branches
e Clear separation of family issues and business decisions

e Individualized support for family members

e Transparency in the evaluation and decision-making processes

e Respect for family values and history

6.4. Case 4: Preparation for the IPO
Context: A fast-growing technology company (B2B SaaS, €50M turnover, 40% annual growth) is
considering an IPO on Euronext Growth to finance its international expansion and potential
acquisitions. The management team, composed mainly of founders and technical profiles, lacks
experience in financial markets and reporting.

Problems:

¢ Financial systems that are not sufficiently robust to market requirements

e Lackof reporting history in line with listed company standards

e Governance to be strengthened (specialized committees, independent directors)
o Non-existent financial communication

e Unreliable forecasting process
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Intervention: An interim manager with experience as CFO of listed companies and IPOs in the
technology sector is recruited for a 10-month assignment.

Actions:

e Upgrading accounting and financial systems

¢ Implementation of IFRS-compliant financial reporting

e Structuring of the finance function with strategic recruitments

e Development of the detailed business plan for the IPO

e Coordination with banks, auditors and market authorities

e Preparation of introductory documents (background document, prospectus)
e Training of managers on the requirements of financial communication

e Overhaul of governance with the creation of specialized committees

Results:

e Successful IPO with a valuation 15% higher than initial estimates
e €80Mraised to finance the development plan

e Establishment of a robust financial organization

e Recruitment of a permanent CFO with a smooth transition

o Reliability of forecasting and reporting processes

e Governance aligned with market best practices

Key success factors:

e Specific expertise of the manager in technology IPOs

e Maintaining business agility despite formalizing processes

e Personalized support for founders in their new posture

e Careful planning on a tight schedule

e Clear communication on the challenges of the transformation

6.5. Case 5: Post-merger integration
Context: Following the acquisition of its main competitor, an industrial services group (€400 million
in turnover) must integrate a significant size entity (€250 million in turnover) with complementary
geographical locations but very different corporate cultures. The firstis a traditional family business,
the second is the subsidiary of an international group with highly formalized processes.

Problems:

o Divergent corporate cultures

¢ Non-compatible information systems

e Duplication in support functions and middle management
e Partially competing client portfolios

e Synergies announced to the markets to be realized quickly
e Strong concern of the employees of the acquired entity

Intervention: An interim manager specialized in post-merger integration is appointed Integration
Officer for a 12-month mission, reporting directly to the CEO of the group.

Actions:

o Development of a detailed integration plan with identification of quick wins
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o Establishment of a governance structure dedicated to integration

e Comprehensive audit of both organizations and identification of best practices
e Cultural Transformation Program with Blended Workshops

o Rationalization of support functions (finance, HR, IT, purchasing)

e Harmonization of information systems with phased migration plan

o Redesign of the integrated sales offer and training of sales teams

e Intensive internal and external communication plan

Results:

e Achievement of 90% of the planned synergies in the first year

e Retention of 95% of key customers and 85% of critical talent

e Successful unification of information systems on time

o Emergence of acommon culture that preserves the strengths of each entity

e Acceleration of growth thanks to cross-selling (+12% vs. +8% target)

e Reduction in operational costs by 15% compared to the sum of the two structures

Key success factors:

e Balanced approach between the cultures of the two organizations

e Transparent communication on difficult decisions (restructuring)

¢ Involvement of operational managers in the definition of the integration plan
e Steady pace to limit the period of uncertainty

e Focus on customer experience during the transition

6.6. Case 6: Recovery of an Agile digital project in peril
Business context

MédiaSanté, a company specialising in the development of digital solutions for the medical sector,
launched an ambitious project 8 months ago: the creation of a collaborative platform allowing
healthcare professionals to share and analyse anonymised patient data. This project, called
MedShare, represents a major strategic challenge for the company, with an initial budget of 2.5
million euros and an expected delivery time of 12 months.

The problematic situation
After 8 months of development, the project is showing alarming signs:

e Significant delay on schedule (only 30% of features have been delivered)
e Budget overrun of 40%

e Worrying turnover within the technical team (4 departures in 6 months)

e Poorcommunication between technical and business teams

e General demotivation and loss of confidence among stakeholders

The Agile approach initially adopted is only partially and inconsistently applied. Rituals are poorly
respected, technical debt accumulates, and deliveries are of insufficient quality. Faced with this
critical situation, the management decided to call on an interim manager specialized in Agile
methodologies.

The intervention of the interim manager

Marie Lenoir, interim manager with 15 years of experience in the management of complex digital
projects and certified Scrum Master and SAFe Agilist, is mandated for a 6-month mission. His
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mission: to turn the project around, restore an effective Agile dynamic and ensure delivery within an
acceptable timeframe.

Phase 1: Diagnosis (2 weeks)
Marie begins with a phase of immersion and in-depth analysis:

e One-on-one interviews with each member of the project team

e Analysis of existing processes, documentation and deliverables
e Audit of Agile practices in place

e Mapping of stakeholders and their expectations

It identifies the main problems:

e Lack of aclearly identified and trained Product Owner

e Breakdown of inadequate user stories (too broad, unclear acceptance criteria)
e Uncontrolled technical debt

e Lack of transparency on actual progress

e [Insufficient technical expertise in some key areas

Phase 2: Action Plan and Reorganization (1 month)
Marie develops a recovery plan that she presents to management and the team:
1. Restructuring of roles and responsibilities

o Appointment and training of a dedicated Product Owner
o Setting up a complete Scrum team with clearly defined roles
o Temporary integration of two external senior developers to fill technical gaps

2. Revision of the methodological approach

o Product Backlog overhaul with strict reprioritization
o Introduction of shorter sprints (2 weeks instead of 4)
o Implementation of rigorous and effective Agile ceremonies

3. Improved quality and reduced technical debt

o Introduction of DevOps practices (continuous integration, automated testing)
o Definition of quality standards and precise "Definition of Done"
o Allocation of 20% of the time of each sprint to the reduction of technical debt

4. Strengthening communication and transparency

o Agile dashboard accessible to all stakeholders
o Bi-monthly feature demos
o Co-creation workshops with end-users
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Phase 3: Implementation and stabilization (3 months)
Marie oversees the implementation of the recovery plan:
1. Initial results

o After 2 sprints (1 month), the team returns to a regular delivery rhythm
o The quality of deliverables improves significantly
o Theteam's morale gradually rose

2. Continuous adjustments

o Adapt processes based on team feedback
o Continuing education on missing technical skills
o One-on-one coaching of key team members

3. Change management

o Regular communication with management on progress
o Increasing end-userinvolvement in testing
o Recognition of team successes to boost motivation

Phase 4: Transfer of skills and exit (2 months)
1. Preparing for the transition

o ldentification of an internal project manager to take over
o Documentation of the processes putin place
o In-depth training of the in-house team

2. Decreasing support

o Gradualreduction of Mary's direct involvement
o Remote Sprint Supervision
o Ad hoc intervention on blocking points

3. Assessment and recommendations

o Presentation of a detailed report to management
o Recommendations for the sustainability of good practices
o Continuous improvement plan for the next 6 months

Results
After 6 months of intervention by the interim manager:

o Delivery of the project with a delay of only 2 months compared to the initial revised schedule
e Control of the budget with an additional 15% overrun (compared to 40% initially)

e Stabilized team with no departures during the intervention period

o Customer satisfaction measured at 8.5/10 during the first user feedback

o Agile team maturity increased from 2.1 to 3.8/5 depending on the assessment model used

e Successful transfer of skills to the internal team
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Key success factors

1. Dual expertise of the interim manager: technical skills in the medical field and in-depth
mastery of Agile methods

2. Pragmatic and adaptive approach: application of Agile principles without dogmatism,
adapted to the specific context

3. Focuson people: special attention to team dynamics and skills development

4. Transparency and communication: building trust with all stakeholders

5. Planned skills transfer: preparation for the exit from the start of the mission

Lessons Learned
6. Theimportance of athorough diagnosis before any corrective action
7. The need to involve management in the redefinition of project objectives and constraints
8. The balance to be found between methodological rigour and flexibility
9. The Crucial Role of the Product Owner in the Success of an Agile Project
10. The importance of proactively dealing with technical debt
11. The value of transparent communication even in difficult situations

Conclusion

This case study illustrates how an interim manager specializing in Agile methodologies can quickly
turn around a projectin difficulty. Marie Lenoir's temporary intervention not only saved the MedShare
project but also established effective Agile practices within MédiaSanté in the long term.

The success of this mission is based on a combination of technical expertise, change management
skills and a structured approach to skills transfer. Interim management thus appears to be a solution
particularly suited to crisis situations in Agile projects, offering an external perspective, in-depth
expertise and a capacity for rapid action.

6.7. Case 7: Artificial Intelligence and Automation Project
Context and Issues
A medium-sized industrial company (800 employees, turnover of 250 million euros) wants to
optimize its production processes by integrating Artificial Intelligence (Al) and automation solutions.
The goal is to reduce operational costs by 25%, improve product quality by 30%, and optimize
production line efficiency by increasing productivity by 40%. However, the company does not have
the in-house skills necessary to carry out this complex technological project.

Problematic
How do you ensure a smooth and efficient transition to automated, Al-driven production without
disrupting ongoing operations and ensuring rapid adoption by teams?

Solution: Use of Interim Management

To meet this challenge, the company calls on an interim manager specialized in digital
transformation and Al. His role is to steer the implementation of the project, support the change and
structure the organization to ensure successful adoption.

Missions of the Interim Manager
1. Audit and Initial Diagnosis

o Analysis of current processes and business needs.
o ldentify opportunities and risks related to Al and automation.
o Definition of a strategic roadmap with a detailed schedule over 18 months.
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2. Solution Selection and Implementation

Identification of the most suitable technologies with a budget of 5 million euros.
Management of calls for tenders and selection of technological partners.
Coordination of the development and integration phases, with a 35% reduction in
production time.

3. Change Management and Team Support

Raising awareness and training of 500 employees in new technologies.
Implemented a change management plan to facilitate buy-in, reducing internal
resistance by 50%.

Introducing new ways of working and monitoring performance.

4. Steering and Monitoring of Results

o

Definition of performance indicators (KPIs): reduction of product defects by 20%,
increase in production line efficiency by 15%.

Adjustments and optimizations of automated processes.

Transmission of skills to internal teams to guarantee the sustainability of the project.

Results and Benefits
Thanks to the intervention of the interim manager, the company was able to:

e Reduce production costs by 20% by automating certain repetitive tasks.

e Improve product quality by 30% with better Al-driven control.

e Accelerate production times by 25% while maintaining a high level of flexibility.

e Increase the company's profitability by 10% in the first year.

o Promote employee buy-in through effective support and progressive skills development.

Conclusion

Interim management has proven to be a strategic lever for the success of this digital transformation.
It ensured a smooth transition, minimized risk, and maximized the benefits of Al and automation.
This temporary and expert management model is particularly suitable for companies wishing to
innovate quickly without disrupting their activity.
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6.8. Case 8: Interim Management for a Cybersecurity Project
Context and Issues

A financial services company (1,200 employees, turnover of €500 million) wants to strengthen the
security of its information systems in the face of the increase in cyberattacks. The goal s to reduce
cybersecurity incidents by 60%, ensure compliance with regulations (GDPR, ISO 27001) and secure
sensitive customer data. However, the company does not have the necessary in-house skills to carry
out this strategic and urgent project.

Problematic

How do you ensure a quick and effective transition to a hardened cybersecurity system without
disrupting ongoing operations and ensuring successful adoption by teams?

Solution: Use of Interim Management

To meet this challenge, the company calls on an interim manager specialized in cybersecurity and
risk management. His role is to steer the implementation of the project, strengthen the company's
defenses and support the teams in the adoption of new security practices.

Missions of the Interim Manager
1. Audit and Initial Diagnosis

o Assessment of current cyber vulnerabilities and risks.
Identification of areas for improvement and definition of a strategic roadmap with a
detailed 12-month schedule.

o Regulatory compliance and compliance recommendations.

2. Solution Selection and Implementation

o Establishmentof aSOC (Security Operations Center) with abudget of 8 million euros.
Deployment of advanced protection solutions (SIEM, MFA, data encryption).
Coordination of technology partners and integration of solutions, reducing
implementation times by 50%.

3. Change Management and Team Support

o Awareness and training of 900 employees in cybersecurity best practices.
o Development of incident response protocols and regular penetration testing.
o 70% reduction in human error through tailored training and phishing simulations.

4. Steering and Monitoring of Results

o Defined performance indicators (KPls): Reduced security breaches by 60%,
increased compliance to 95%.

o Continuous monitoring and adjustments to cybersecurity protocols.
Transmission of skills to internal teams to guarantee the sustainability of the security
system.

Example: Securing a Cloud after a Cyberattack

As a result of a ransomware attack, the company suffered a compromise of its data stored in the
cloud, resulting in services being unavailable for 48 hours. The interim manager has set up a quick
and effective response:
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e Containment and recovery: Isolate infected systems, restore data from secure backups,
and implement new redundant backup solutions.

o Strengthen access controls: Implement mandatory multi-factor authentication (MFA) and
strict access privilege management.

o Deploy advanced monitoring solutions: Integrate SIEM tools to detect suspicious activity
in real time and improve incident response.

e Training and awareness: Enhanced training sessions for IT teams and employees on
detecting phishing attempts and securing access.

o Results: In less than six months, the company reduced its exposure to cyberattacks by 80%
and improved the resilience of its cloud infrastructure.

Results and Benefits
Thanks to the intervention of the interim manager, the company was able to:

e Reduce cybersecurity incidents by 60% in less than a year.

e Achieve a 95% compliance rate with current regulations.

e Secure customer data, reducing the risk of critical information leaks.

e Improve IT resiliency by reducing response time to cyberattacks by 50%.
o Raise awareness and empower all employees, minimizing internal risks.

Conclusion

Interim management has proven to be a strategic lever for securing information systems. It ensured
a quick and efficient transition, minimized risk, and optimized cybersecurity performance. This
temporary and expert management model is particularly suitable for companies wishing to quickly
strengthen their security without disrupting their business.

6.9. Case 9: Interim Management for a Response to a Cybersecurity RFP
Context and Issues

A financial services company (1,200 employees, turnover of €500 million) wants to strengthen the
security of its information systems in the face of the increase in cyberattacks. To do this, it launched
a Request for Proposal (RFP) to select a service provider capable of implementing a robust
cybersecurity solution that complies with regulations (GDPR, ISO 27001). However, the RFP
response process requires specialized expertise and rigorous management to maximize the
chances of success.

Problematic

How to effectively structure a response to a cybersecurity RFP while ensuring a competitive proposal
that complies with the client's requirements?

Solution: Use of Interim Management

The company calls on an interim manager specialized in IT project management and cybersecurity
to lead the response to the RFP and coordinate the various stakeholders. Its role is to develop a
convincing, technically sound and financially optimised proposal.

Missions of the Interim Manager

1. Analysis of the Specifications and Definition of the Strategy
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o Detailed study of the technical, legal and budgetary requirements of the RFP.
o ldentification of key differentiating points to stand out from the competition.
o Development of aresponse strategy adapted to the specific needs of the client.

2. Team Coordination and Offer Set-up

Mobilization of internal and external experts to design an optimal technical solution.
Definition of a cybersecurity architecture integrating a SOC (Security Operations
Center) with a budget of 8 million euros.

o Deployment of advanced technologies: SIEM, MFA, data encryption, identity and
access management (IAM).

3. Proposal Writing and Optimization

o Drafting of the technical and commercial file, highlighting the added value of the

offer.
o Structuring a detailed deployment plan with an optimized implementation schedule.
Carrying out a risk analysis and continuity plan to reassure the client.

4. Presentation and Defense of the Proposal

Preparation of the teams for the oral defense and negotiation sessions.
Simulation of questions and answers to anticipate objections and respond to them

effectively.
o Optimization of pricing to maximize profitability while remaining competitive.

Example: Winning Response to an RFP for Securing a Cloud After a Cyberattack

A banking customer issued an RFP to secure its cloud infrastructure after suffering a major
cyberattack. Thanks to the intervention of the interim manager, the company was able to:

e Develop an innovative technical proposition including strong authentication, network
segmentation and continuous monitoring solutions.
e Optimize implementation times, reducing the estimated initial deployment time from12to 9

months.
e Highlight a clear return on investment, demonstrating a 70% reduction in security incidents

in less than a year.
e Win the contract against 5 competitors, thanks to a differentiating approach and a

convincing proof of concept.
Results and Benefits
Thanks to the intervention of the interim manager, the company was able to:

e Increase its success rate in cybersecurity tenders by 40%.

e Improve the structuring of its RFP responses, reducing proposal preparation time by 30%.
e Securing a strategic contract of 15 million euros with a large bank account.

¢ Demonstrate expertise and ability to effectively respond to complex cybersecurity needs.

Conclusion

Interim management has proven to be a key asset in maximizing the chances of success in
cybersecurity RFP responses. His intervention ensured a structured, convincing and competitive
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proposal, while optimizing the company's internal resources. This model is particularly suitable for
companies wishing to win strategic contracts without disrupting their day-to-day operations.

6.10. Case 10: Response to a Human Resources RFP
Context and Issues

An international company (5,000 employees, turnover of €2 billion) wants to outsource part of its
human resources management to improve process efficiency, reduce costs and comply with new
labour regulations. It launched a Request for Proposal (RFP) to select a service provider capable of
optimizing the management of recruitment, training and payroll while guaranteeing a smooth
transition.

Problematic

How do you effectively structure aresponse to a human resources RFP while ensuring a competitive
proposition, aligned with business needs and industry best practices?

Solution: Use of Interim Management

The company calls on an interim manager specialized in human resources management and digital
transformation to lead the response to the RFP and coordinate the stakeholders. His role is to
develop a compelling proposal, focused on improving HR efficiency and reducing costs.

Missions of the Interim Manager
1. Analysis of the Specifications and Definition of the Strategy

Study of the technical, financial and organizational requirements of the RFP.
Identification of optimization levers to offer a differentiating HR solution.

Definition of a strategy focused on the digitalization and automation of HR
processes.

2. Team Coordination and Offer Set-up

Mobilization of HR, IT and financial experts to build a coherent offer.

o Proposal for an integrated management platform (HRIS) with a budget of 5 million
euros.

o Deployed artificialintelligence tools to automate applicant management and reduce
time to hire by 40%.

3. Proposal Writing and Optimization

o Drafting of the technical and commercial file highlighting the 25% cost reduction in
three years.

o Structuring a transition plan to ensure continuity of service without disruption to
employees.

o Proposal of a training plan to support the transformation of HR teams.

4. Presentation and Defense of the Proposal

o Preparation of the teams for the oral defense and negotiation sessions.
o Simulation of questions and answers to anticipate objections and demonstrate the
added value of the offer.
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o Optimization of the budget and return on investment to strengthen the attractiveness
of the offer.

Example: Winning Response to an RFP for Payroll Optimization

A large industrial group has launched an RFP to modernize and outsource the payroll management
of its 10,000 employees. Thanks to the intervention of the interim manager, the company was able
to:

o Automate 80% of payroll processes, reducing processing errors by 60%.

¢ Implement a secure cloud solution, guaranteeing 100% compliance with social legislation.

e Reduce payroll costs by 30% by centralizing operations and eliminating administrative
duplication.

e Win the contract against 7 competitors, thanks to an optimised financial proposal and a
reassuring transition plan.

Results and Benefits
Thanks to the intervention of the interim manager, the company was able to:

e Increase your success rate in HR calls for tenders by 50%.

e Reduce RFP response preparation time by 35%.

e Securing a €20 million contract with a multinational.

e Optimize your HR processes, improving employee satisfaction and team productivity.

Conclusion

Interim management has proven to be a strategic lever for maximizing the chances of success in
responding to human resources RFPs. His intervention made it possible to ensure a convincing,
technically successful and financially attractive proposal, while guaranteeing an efficient and
controlled transition for the company.

7. KEY SUCCESS FACTORS
The analysis of the many interim management missions carried outin recent years makes it possible
to identify several determining factors for their success:

1. A precise definition of the mission

Success starts with a clear expression of goals, scope, and expectations. The more specific the
mandate, the higher the probability of success. This clarity also makes it possible to select the most
suitable profile and establish relevant performance indicators.

2. Choosing the right profile

Beyond technical skills, the adequacy between the manager's leadership style, the company's
culture and the nature of the situation is essential. A restructuring requires a different profile than a
digital transformation or an IPO preparation.

3. Governance support

The explicit support of governance bodies (board of directors, shareholders) is crucial, especially
when difficult decisions have to be made. This support must be visible and constant throughout the
mission.
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4. Integration and internal acceptance

Despite its temporary nature, the interim manager must be fully integrated into the organization. Its
legitimacy depends on how it is presented and positioned internally. Clear communication about its
role and the reasons for its presence is essential.

5. Autonomy of action

The interim manager must have the authority and the necessary means to carry out his or her
mission. The limits of its decision-making authority must be clearly established, but too great a
restriction of its autonomy compromises its ability to achieve results.

6. Timing management

Transition missions generally have a strong time constraint. The ability to prioritize actions, identify
high-impact levers, and maintain a sustained pace is critical to achieving goals within the allotted
timeframe.

7. Transfer of skills

A successful mission is not limited to achieving operational or financial objectives; It also includes
the transfer of skills to the internal teams that will ensure continuity after the departure of the interim
manager.

8. Preparing for the release

The exit phase must be planned from the beginning of the mission. Whether it is to prepare for the
arrival of a permanent replacement, to train an internal successor or simply to ensure the
sustainability of the actions undertaken, this final transition is as important as the start-up.

8. CHALLENGES AND LIMITATIONS
Despite its many advantages, interim management has certain limitations and challenges that
should be anticipated:
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Intrinsic limits

Timeframe : Some deep transformations require more time than the standard duration of a
transition mission.

Continuity : There is a risk that the changes put in place will not last after the departure of
the interim manager.

Internal acceptance : The resistance of teams to a leader perceived as "passing through"
can limit the effectiveness of the intervention.

Sector knowledge : In some very specific sectors, the time needed to gain a detailed
understanding of the issues can reduce the period of effective action.

Apparent cost : The high daily rate can be a psychological barrier, although the overall cost
is generally lower than that of permanent recruitment.

Specific challenges

Balancing rapid action with sustainable change : How to reconcile the urgency of
achieving short-term results with the need to engage in structural transformations that will
bear fruit in the long term.

Leadership Transfer : How to ensure a smooth transition of power and responsibilities to
permanent teams.

Performance measurement : How to objectively assess the contribution of the interim
manager, especially in complex situations where many factors come into play.

Cultural integration : How to enable the manager to be quickly effective while respecting
the culture and values of the organization.

Managing Expectations : How to Avoid the "Savior" Syndrome and Set Ambitious Goals

9. THE FUTURE OF INTERIM MANAGEMENT

Interim management, after having experienced constant growth in recent decades, continues to
evolve to meet the new challenges of organizations. Several major trends are emerging for the future
of this practice.

Changing market and needs

The interim management market is currently undergoing several significant changes:

Democratization : Initially reserved for large companies and crisis situations, interim
management is gradually being extended to SMEs and mid-caps, with formulas adapted to
their means and specificities.

Sector specialisation : There is a growing demand for interim managers with in-depth
expertise in specific sectors (health, emerging technologies, social and solidarity economy,
etc.).

Preventive missions : Beyond crisis situations, companies are increasingly calling on
interim managers in order to anticipate and prepare for future transformations.

Internationalization : Cross-border assignments are multiplying, requiring managers
capable of operating effectively in multicultural and multi-country contexts.

Functional management : The demand for functional experts (CIO, HRD, CFO, etc.) is
growing faster than that for general management profiles.

Impact of the transformations in the world of work
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The major changes in the world of work are having a profound impact on interim management:

Digitalization : Digital transformation is now at the heart of many missions, forcing interim
managers to master these issues regardless of their primary specialty.

Remote work : Distributed team management and remote leadership skills are becoming
essential, with some assignments even being conducted partially remotely.

Organizational agility : The ability to implement agile ways of working and transform
hierarchical organizations into more agile structures is increasingly in demand.

CSR and sustainability : The environmental, social and governance dimensions are
gradually being integrated into the mandates entrusted to interim managers.

Talent management : Faced with the challenges of recruitment and retention, talent
attraction and development skills are becoming strategic.

Innovations in practices

The interim management sector itself is experiencing significant innovations:

Transition teams : For complex transformations, we observe the emergence of missions no
longer entrusted to an individual but to a team of complementary interim managers.

Digital platforms : Intermediation between companies and interim managers is becoming
digital, with platforms facilitating matching and offering real-time monitoring of
assignments.

Hybridization of models : The boundaries between consulting, interim management and
coaching are blurring, giving rise to hybrid offers adapted to specific needs.

Continuous training : Interim managers invest more in their own development, particularly
in digital skills, transformational leadership and change management.

Communities of practice : Interim managers are structured into networks of mutual aid and
sharing of experiences, contributing to the professionalization of the activity.

Future prospects and challenges

In the coming years, several challenges and opportunities will arise:

Professional regulation : A more formal structuring of the profession, potentially with
recognized certifications or quality standards, could emerge.

Artificial intelligence : Al will impact interim management on two levels: as a subject of
missions (transformation of the company by Al) and as a decision-making tool for managers
themselves.

Knowledge economy : The ability to manage, value and protect the intangible capital of
organizations will become a major distinguishing skill.

New career models : Interim management could become a standard chapter in career
paths, rather than an alternative path at the end of a career.

Specialization in ecological transitions : The decarbonization of companies and their
adaptation to environmental constraints will create a specific need for transitional expertise.
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Interim management therefore has every chance of continuing to grow, by continuously adapting to
changes in the economic, technological and societal context. Its ability to provide targeted and
effective responses to organizational challenges gives it a lasting place in the managerial landscape.
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10. CONCLUSION
At the end of this in-depth exploration of interim management, several major lessons emerge for
companies and professionals.

Summary of key points
Interim management represents a distinctive managerial approach, characterized by:

e Atemporary but high-impact intervention

e Targeted expertise that meets a specific need

e Results-oriented with clearly defined objectives

¢ Independence that allows them to initiate changes that are sometimes difficult
o Flexibility adapted to the constraints and changes of the organization

o Atransfer of skills ensuring the sustainability of actions

The case studies presented illustrate the diversity of situations where this approach can create
significant value: turnarounds of distressed companies, strategic transformations, exceptional
transactions, or delicate managerial transitions.

Strategic Value

Beyond the resolution of specific problems, interim management offers several strategic
advantages:

e Acceleration of change : By concentrating expertise and authority in a clear and time-
limited mandate, interim management makes it possible to drive transformations at a pace
that an organization could not support with its internal resources alone.

o Objectivity and taking a step back : Freed from internal career issues and historical biases,
the interim manager brings a fresh perspective and an ability to question the "established
truths" of the organization.

e Catalyst for innovation : The varied experience of the interim manager often allows him to
import innovative practices observed in other contexts, thus enriching the organization with
approaches that he would not have spontaneously explored.

¢ Organizational Development : Beyond business outcomes, a successful transition mission
builds internal capacity and the organization's resilience to future challenges.

Practical recommendations
For companies considering interim management, we recommend that:

1. Clarify objectives : Define precisely what would constitute a successful mission, with
measurable indicators.

2. Involve stakeholders : Involve internal teams in the definition of the need and the selection
of the manager.

3. Prepare for integration : Anticipate potential resistance and plan for appropriate
communication.

4. Ensure strong sponsorship : Designate a high-levelinternal sponsorto support the mission.

5. Planforthe post-mission : Think from the outset about the sustainability of the actions and
the transition to a stabilized situation.
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For professionals wishing to move towards interim management, we suggest to:

Future prospects

Interim management, far from being a simple short-term solution, is asserting itself as a sustainable
strategic lever in an economic world characterized by accelerating cycles, increasing complexity
and the imperative of agility.

Its future development will probably involve increased professionalisation, finer specialisation and
closerintegration with other approaches to supporting organisations. Demand is expected to remain
strong, particularly in the context of digital transformation, ecological transition and sectoral
reconfigurations.

Ultimately, interim management is much more than a response to exceptional situations: it
embodies a new conception of leadership, adapted to a world where change has become the norm
rather than the exception. Its ability to combine cutting-edge expertise, operational pragmatism and
strategic vision makes it a relevant model for navigating the complexities of the contemporary
economic world.
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11. APPENDICES, RESOURCES AND BIBLIOGRAPHY
Methodology for evaluating an interim management mission

To measure the success of an interim management mission, we propose an evaluation grid
structured around five dimensions:

1. Achievement of explicit objectives

¢ Achievement of quantitative targets set out in the Terms of Reference
e Timeliness

e Compliance with Mission Budget Constraints

o Delivery of agreed deliverables

2. Organizational impact

e Process and system improvement

e Skills development of internal teams

e Clarification of roles and responsibilities
e Strengthening governance

3. Transfer and sustainability

e Quality of the documentation produced

o Training of the teams that will take over

e Robustness of the solutions implemented

e Internal adherence to the changes introduced

4. Value created

e Direct financial impact (cost reduction, increased revenue)

e Strategic value (competitive positioning, new opportunities)

o Organizational capital (new capabilities, increased resilience)
o Valuation of the company (if applicable)

5. Conduct of the mission

e Quality of communication with stakeholders
e Management of allocated resources

e Ability to adapt to changing contexts

e Leadership and exemplarity

This grid can be adapted according to the specific nature of each mission and supplemented by
personalised indicators.

Selection process for an interim manager

The choice of the right interim manager is crucial for the success of the mission. We recommend a
five-step process:

1. Precise definition of the need

e Analysis of the current situation

e Formulation of specific objectives
e Identification of required skills

e Definition of scope and authority
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2. Candidate Search

e Consultation of specialized practices

e Use of dedicated platforms

e Enabling professional networks

e Publication of an engagement description

3. Pre-selection

¢ Analysis of careers and achievements
o Reference checks

e Sector Adequacy Assessment

e Availability Review and Flexibility

4. In-depth interviews

e Understanding of the mission and issues
Proposed methodological approach
Comparable experiences

Cultural and relational compatibility

5. Formalization of the mandate

¢ Detailed and measurable objectives
e Deadlines and milestones

e Resources allocated

e Reporting and evaluation methods

A rigorous process significantly reduces the risk of failure and maximizes the return on investment
of the mission.

Legal and contractual framework
Interim management is part of a specific legal framework that must be mastered:
Possible contractual forms

e Assignment contract via a specialized firm

o Direct service contract (if the manager is self-employed)

o Fixed-term contracts under common law

o Fixed-term contract with a defined purpose (18 to 36 months)
o Portage salarial

Contractual points of attention

o Precise definition of the scope and objectives

e Conditions for modifying or extending the mission

e Enhanced confidentiality clauses

¢ Intellectual property of deliverables

e Early termination conditions

e Post-contractual obligations (non-competition, etc.)
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Tax and social aspects

¢ Distinction between the provision of services and disguised employment
e VAT applicable according to status

e Occupationalrisk coverage

o Professional liability

Itis recommended that contracts be validated by a specialized legal advisor, especially for sensitive
assignments.

Resources and bibliographical references
Reference works

e Martin, J. (2022). Interim management: Advanced theory and practices. Editions
Organisation.

e Durand, S. & Legrand, P. (2023). Temporary Leadership: The art of creating a lasting impact.
Dunod.

e Anderson, K. (2021). Interim Management in a VUCA World. Harvard Business Review Press.

e Collective (2024). Barometer of Interim Management in Europe. LMIA Publications.

Professional Associations

France Transition — French Association of Interim Managers
European Interim Management Association (EIM)

Interim Management Association (IMA)

Global Interim Executive Alliance (GIEA)

Specialized platforms

e Transition Leaders
Executives Online
InterimPool
e Senior Management Worldwide
Market research

e "The European Interim Management Market 2024" — Deloitte
o "Interim Management Trends and Perspectives 2023-2027" — McKinsey
¢ "Interim Management and Digital Transformation" — Gartner (2023)

These resources will allow professionals and companies to deepen their understanding of interim
management and its best practices.

Testimonials
On the business side

Marie L., CEO of an industrial mid-sized company: "Calling on an interim manager was the best
decision we made during our restructuring. His outside perspective and experience have enabled us
to avoid several pitfalls and significantly accelerate our transformation. Three years later, we
continue to benefit from the processes he putin place.”
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Thomas D., Chairman of the Board of Directors of a distribution group: "Our interim manager has
succeeded in six months what we have been trying to do for three years. His legitimacy, his expertise
and above all his lack of internal political stakes allowed him to take the necessary decisions that no
one dared to make internally."

Sophie M., HR Director of a service company: "What impressed me the most was the ability of the
interim manager to transfer his or her skills to our teams. It has not only solved our immediate
problem, it has made us stronger and more self-reliant for the future."

On the side of interim managers

Philippe R., interim manager specialising in turnaround: "After 25 years in the company, including
15in general management positions, | chose interim management for the diversity of challenges and
the concrete impact we can have. Each mission is a new adventure that pushes you to give the best
of yourself."

Isabelle V., interim manager in finance: "What makes the difference in this job is the ability to
combine technical expertise and emotional intelligence. You have to solve complex problems and
get teams on board at the same time."

Jean-Marc L., interim manager in digital transformation: "The key to success is knowing when to
push for change and when to respect the company's DNA. Finding this balance requires both
humility to understand what makes the value of the organization and courage to shake up certain
habits."

These testimonies illustrate the wealth of experience and the added value of interim management,
both for organizations and for the professionals who carry out this activity.

End of document
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