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How Much Should an Interim Talent be Paid?

Determining the right pay for interim talent requires considering several factors. Here's a
breakdown of the key elements that influence interim talent compensation:
 

1. Role and Responsibilities:

Level of the position: Interim executives (C-suite, VP) command higher rates than
interim managers or specialists.
Scope of responsibilities: Broader responsibilities and decision-making authority
warrant higher pay.
Technical expertise and specialized skills: Highly specialized skills that are in demand
(e.g., turnaround management, specific industry knowledge, niche technologies) will
command premium rates.
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Industry: Some industries (e.g., technology, finance) tend to pay higher rates for talent
due to the overall compensation structures in those sectors.

2. Experience and Qualifications:

Years of experience: More experienced professionals typically command higher rates.
Proven track record: A successful history of delivering results in similar roles and
situations justifies a higher rate.
Certifications and education: Relevant certifications and advanced degrees can
increase earning potential.

3. Project Scope and Duration:

Project complexity: More complex projects requiring greater problem-solving and
strategic thinking command higher rates.
Project duration: Shorter-term projects might have higher hourly or daily rates to
compensate for the limited engagement. Longer-term projects might offer slightly lower
rates with greater stability.
Urgency: If the role needs to be filled immediately, you might need to offer a higher rate
to attract qualified candidates quickly.

4. Location:

Cost of living: Rates will be higher in areas with a higher cost of living.
Local market rates: Research the typical rates for interim professionals in your specific
geographic area.

5. Market Demand:

Supply and demand: If there's high demand for interim talent with specific skills and
limited supply, rates will be driven up.
Economic conditions: During economic downturns, the demand for interim talent might
increase, potentially impacting rates.

6. Employment Model:

Independent Contractor (1099): Independent contractors typically receive higher
hourly/daily rates than W-2 employees because they are responsible for their own taxes,
benefits (health insurance, retirement), and business expenses.



W-2 Employee (through an agency): When the interim talent is employed by an
agency, the agency covers payroll taxes, benefits, and other employment-related costs.
This generally results in a lower hourly rate for the interim professional compared to
independent contractors.
Full-time Equivalent (FTE) vs. Hourly/Daily: Determine if you need someone full-time
or just for a certain number of hours or days per week.

7. Negotiation:

Negotiating skills: Both the hiring organization and the interim professional should be
prepared to negotiate the rate.
Value proposition: The interim professional should clearly articulate the value they bring
to the organization and how their skills and experience will help achieve specific goals.
Budget constraints: The hiring organization needs to be transparent about its budget
limitations.

How to Determine a Fair Rate:

1. Research:
Industry salary surveys: Consult industry-specific salary surveys for comparable
roles.
Interim talent agencies: Contact interim talent agencies to get an idea of current
market rates.
Online resources: Use online salary databases and resources to research typical
rates for similar positions.
LinkedIn: Look at profiles of interim professionals with similar experience to see
their backgrounds.

2. Define the Scope: Clearly define the roles, responsibilities, and expectations for the
interim position.

3. Consider All Costs: Remember to factor in the cost of benefits, taxes, and other
expenses if you are considering a W-2 arrangement.

4. Be Flexible: Be prepared to negotiate and adjust the rate based on the candidate's
qualifications and the project requirements.

5. Get Quotes from Multiple Candidates/Agencies: Compare rates and qualifications
from several sources to ensure you're getting a competitive price for the best talent.

General Rate Ranges (Illustrative):
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Keep in mind these are very general ranges and can vary significantly based on the factors
listed above:

Interim Executive (C-suite): $1,000−$3,000+\$1,000 - \$3,000+$1,000−$3,000+ per
day
Interim VP/Director: $800−$2,000+\$800 - \$2,000+$800−$2,000+ per day
Interim Manager: $500−$1,200+\$500 - \$1,200+$500−$1,200+ per day
Interim Specialist: $400−$1,000+\$400 - \$1,000+$400−$1,000+ per day

Example Scenario:

Let's say you need an interim CFO for a 6-month project to help with financial restructuring.
The company is located in a major metropolitan area with a high cost of living. You would likely
need to pay a rate on the higher end of the "Interim Executive" range, possibly $1,800−
$3,000+\$1,800 - \$3,000+$1,800−$3,000+ per day, depending on the CFO's experience and
the complexity of the restructuring.
 
Key takeaway: There's no one-size-fits-all answer to how much to pay interim talent.
Thorough research, clear role definition, and careful consideration of all the factors outlined
above are essential to arriving at a fair and competitive rate.


