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FOREWORD

In a rapidly evolving African economic environment, where transformation has become a
constant, companies, public institutions, and international organizations are facing increasingly
complex challenges. These challenges demand rapid, concrete, and expert responses—often
beyond the internal capacities available in the short term.

It is in this context that Interim Management emerges as an agile and effective solution. This
model, already well established internationally, is now gaining full relevance in Africa, where it
stands out as a pragmatic lever to address challenges such as restructuring, crisis management,
professionalization of support functions, or the implementation of strategic projects.

For several years, Actiss Africa has been supporting public and private organizations across the
African continent through successful transitions thanks to Interim Management. Our conviction
is simple: Africa has the talent and resources needed to drive its own transformations—provided
it relies on flexible, structured, and results-oriented mechanisms. Interim Management is one of
these mechanisms.

Through this white paper, we aim to share our experience, methods, and beliefs. We first
present our understanding of Interim Management, along with the role and profile of the
Interim Manager, a key player in mission success. We then explore the African Interim
Management market and its evolution, followed by the key issues and future prospects of the
profession on the Continent. Finally, we conclude with Actiss Africa’s expertise as a pioneer and
leading player in Interim Management in Africa.

Our ambition is to contribute—through the dissemination of these practices—to a deeper
understanding of the potential of Interim Management in Africa and to the development of
managerial ecosystems that are more efficient, more responsible, and more resilient.

The Actiss Africa Team
contact@actissafrica.com

This document is the exclusive property of Actiss Africa.
For any questions or concerns regarding its content, please contact
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Understanding Interim

Management

What is Interim Management?

Interim Management is a highly operational and tactical solution that involves addressing a
specific challenge within an organization by assigning an experienced Interim Manager on a full-
time basis, for a defined period, and with a clear objective. The assignment may involve taking
charge of a key company function or managing a strategic project. In all cases, it concerns a
challenge related to transformation, continuity, crisis management, or performance
improvement.

It is fundamentally a tailor-made solution, as each assignment requires specific expertise and
relevant experience in the sector and business area of the organization in which the Interim
Manager operates. The limited duration of an Interim Management assignment underscores its
precise and targeted nature.
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Understanding Interim Management

How does it work?

Interim Management is based on a structured, results-oriented approach. The Interim
Management Company (IMC) is mandated to achieve specific operational objectives defined
in collaboration with the client, whether it involves turning around a business, leading a
transformation project, managing a crisis, or providing managerial continuity.

In practice, the IMC develops, in consultation with the client, a detailed action plan that
translates objectives into operational steps. It selects and assigns an Interim Manager with
the necessary experience and skills to successfully carry out the assignment. The Manager
works within the organization, takes responsibility for the project or function, leads the
teams, and implements the identified levers of change. Throughout the assignment, the
Manager is continuously supported and supervised by the IMC, which ensures strategic
oversight, mission coherence, and guaranteed results.

Thus, Interim Management operates with a dual logic of efficiency and security: efficiency,
because the Manager takes immediate action on the ground; security, because the IMC
provides the framework, methodology, and continuity.

How long do the assignments last?

An Interim Management assignment typically lasts between 3 and 18 months, depending on
the nature of the challenge to be addressed.

Assignments shorter than 3 months are usually considered ad hoc support, closer to
consulting than to true managerial transition.

Beyond 18 months, the assignment tends to align more with long-term recruitment,
involving different objectives.

The effectiveness of Interim Management relies on a temporal balance: the assignment
must be long enough to produce measurable impact, yet short enough to maintain the pace
and intensity that characterize Interim Management.

Who is it for?

Interim Management is designed for companies, institutions, and investors facing
exceptional situations: transformation, rapid growth, crisis, managerial vacancy, or the need
for targeted expertise. It is particularly well suited to organizations that need to act quickly
but do not wish—or are not able—to hire immediately.

It is also intended for those seeking high-level expertise to lead a critical project or navigate
a key milestone.
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Understanding Interim Management

How much does it cost?

The cost of an Interim Management assignment includes two components: the fees of the
Interim Manager and the remuneration for the added value provided by the Interim
Management Company (IMC), which identifies the Manager, assumes legal responsibility,
oversees the assignment, and ensures the quality of service delivered.

In Africa, the overall cost of an assignment typically ranges between €5,000 and €25,000 per
month, depending on the complexity of the assignment, its duration, and the seniority of the
profile involved.

More than an expense, Interim Management represents a strategic investment. Its cost
should not be assessed in isolation but rather compared with alternative solutions: internal
recruitment, traditional consulting, or inaction—which can carry hidden costs that are often
much higher.

Interim Management thus offers a measurable return on investment, thanks to its unique
combination of speed, efficiency, and lasting impact on organizational performance.

How are the assignments carried out?

An Interim Management assignment is based on a tripartite alliance between three key
actors: the Client, the Interim Manager, and the Interim Management Company (IMC). Each
plays a complementary and essential role in the success of the assignment.

* The Client defines the objectives, priorities, and expected results. They remain the
ultimate decision-maker and the guarantor of the strategic framework.

* The Interim Manager operates on the ground with impact, leadership, and
responsiveness. They implement the defined actions, mobilize teams, and oversee
operational execution.

* The Interim Management Company (IMC) selects the Manager, frames, and supervises
the assignment. Acting as a true conductor, it ensures coherence, methodology, and
overall performance of the arrangement.

This three-tiered organization guarantees speed of execution, methodological rigor, and
results security, which are the pillars of effective Interim Management.
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Understanding Interim Management

How are IMCs organised?

In Africa, Interim Management is still in its early stages. There are no dedicated institutions
for the profession, but the practice is rapidly developing thanks to specialized players such as
Actiss Africa, who help structure the market and promote international standards.

In France, two major institutions shape the profession:

* France Transition, the Federation of Interim Management, which brings together leading
firms and managers and publishes a benchmark barometer of the sector.

* IFMT (Institut de Formation au Management de Transition), the first training organization
dedicated to experienced managers.

In Germany, the associations AIMP and DDIM provide professional guidance and oversight.

In the United Kingdom and the United States, Interim Management is widely practiced
through professional networks and specialized firms, often referred to as Interim
Management or Interim Executive Management.

There is also an international alliance, IXPA (International Executive Provider Alliance), which
forms a global network of specialized Interim Management firms present on all five
continents. It brings together leading players who share the same standards of excellence,
ethics, and quality of service.

These institutions and networks contribute to the structuring and international recognition of
a profession that is rapidly expanding.
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The Specifics of Interim

Management

Interim Management stands out from other management or consulting solutions due to its
speed of action, flexibility, and results orientation.

Where internal solutions may lack experience or availability, and traditional consulting is often
limited to providing recommendations, Interim Management directly intervenes in operations
with an experienced manager who is immediately operational and fully dedicated to the
assignment.
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The Specifics of Interim Management

Interim Management vs. other similar
solutions

Some more traditional solutions may appear similar to Interim Management. However, even
though they generally address the same needs, they operate differently and do not achieve

the same results.

The image below illustrates the fundamental differences between Interim Management and

other similar solutions.

Consultant

Freelance

external

Integration
within the
company

individual
Methodology

Team

INTERIM MANAGEMENT

Executive
interim

Exceptional situation

replacement

Interim Management vs. Executive
Interim (1/2)
Interim Management involves taking charge of a company situation by urgently assigning an
on-site Interim Manager and driving the recovery or transformation actions needed to resolve

or change the situation as quickly as possible.

Executive interim also provides specific skills to companies with an urgent need.

In both cases, there is urgency and delegation of a qualified professional.

However, today, urgency is found across all areas of the company: all recruitments are urgent,

all consulting assignments are urgent, all M&A operations are urgent, all strategic reviews are

urgent...
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The Specifics of Interim Management

Interim (2/2)

Interim Management vs. Executive

What remains as a common feature is the delegation of a professional profile. However, the

objectives of this delegation differ. In executive interim, the goal is to replace someone, fill a

role, or provide additional resources to handle a temporary workload. Interim Management,

on the other hand, introduces a notion of transformation, setting a new direction, and

improvement.Thus, executive interim can be considered part of HR management, while

Interim Management falls within the scope of strategic implementation.

The differences between these two solutions do not stop there. The tools, processes, and

terminology can be very different. Below is a comparison table highlighting several aspects:

Executive Interim

Interim Management

Usual Stakeholders

HR

Directions, boards

Replacement, additional

Transformation,

hall
Challenges resource turnaround
Manager Expert Leader, Executive
Process Same as recruitment Same as strategic
consulting
Value added Continuity, support Repositioning, new
resource direction
Candidate Manager
Biography
cv )
Expertise Leadership
Some Keywords SaIF;r Soft Skills
Y Assignment
Need
Recruitment Challenge
Feasibility
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The Specifics of Interim Management

Assignment with vs. without an IMC (1/2)

Interim Management assignments are generally carried out with the support of Interim
Management Companies (IMCs). Their presence makes a real difference compared to situations

where the Interim Manager works alone.

IMCs provide a link to the market

All IMCs deliver significant added value: market connectivity. They have a structured commercial
approach capable of detecting and qualifying assignment opportunities far more effectively and
in much greater numbers than independent managers could achieve.

In a way, independent managers “outsource” their commercial approach to IMCs, while clients
“outsource” the search for the right manager to meet their specific needs.

At a minimum, this represents a dual essential added value: connecting the right profiles to the

right needs.

They provide legal and financial security

An IMC also provides legal and financial security for both parties. The assignment contract
established between the client company and the IMC frames the relationship with both
flexibility and rigor:

* For the company: a commercial contract adapted to the context of Interim Management, far

more flexible than a standard employment contract.

* For the manager: contractual and financial structuring provided by the IMC, which secures the

assignment and allows the manager to focus on the core task—the mission itself.

Mission oversight: the real difference
The major added value of an IMC lies in its ability to manage and oversee the assignment. This is
where the difference between a simple placement and true support comes into play. An IMC

does not merely identify a competent manager—it commits to the success of the assignment.
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The Specifics of Interim Management

Assignment with vs. without an IMC (/2)

It ensures that:
* Operations progress at the right pace,
* The action plan remains coherent,

* Deviations are analyzed and corrected in time.

In other words, the IMC orchestrates the assignment, both before and

during its execution, to guarantee coherence and effectiveness.

Engaging a manager alone is finding a way; engaging an IMC is giving

yourself the best chance to achieve your objectives.
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The Specifics of Interim Management

Interim Management in times of crisis or
turnaround

A crisis within a company occurs when an event, situation, or trend becomes exceptional and
unmanageable, escapes usual management methods, and may have a major impact on the life

of the company—or part of the company.

Examples include a company facing exponential revenue growth (two- or even three-digit
increases), leading to organizational breakdown. Conversely, it may suffer the loss of a major
contract, a sharp decline in revenues, and a resulting threat to its survival. Other situations
include information systems failures overwhelming the IT department, prolonged strikes
blocking warehouses, or the delivery of defective products. The list of situations requiring

temporary external support—a “firefighter” —is long.

Interim Management has several characteristics that make it particularly legitimate to take

charge of crisis situations:
* The rapid mobilization of an Interim Manager,
* The seniority and overqualification of Interim Managers,

* Close oversight of the assignment by the Interim Management Company (IMC), enabling the

IMC Partner—Interim Manager tandem to operate at maximum effectiveness,

* Extensive experience in dealing with complex and critical situations.

Let us consider a commonly encountered crisis scenario: company turnaround.

In such cases, Interim Management typically involves:

* Bringing in an external company that temporarily takes control of all or part of the
organization,

* Implementing a project-based governance and steering framework,

* Building a clear roadmap to exit the crisis,

* Assigning a full-time Interim Manager within the company to lead the restructuring project.
This manager may take full leadership of the company or work alongside the existing

executive—who is often highly receptive to such support due to fatigue and pressure.

Chapter 2: The Specifics of Interim Management



The Specifics of Interim Management

...In change Management

Change management is a broad field. Much has been written about change
management methodologies, often based on consulting and training approaches that
provide tools enabling existing managers to lead change themselves. However, the true
contribution of Interim Management lies in ACTION, which is essential to initiate and

drive change.

Interim Management is therefore, by nature, a powerful lever for change
management. Where change often generates uncertainty and resistance, the Interim
Manager acts as a catalyst: translating strategy into concrete actions, uniting teams,

and ensuring the operational implementation of transformations.

Unlike a purely consultative approach, Interim Management combines strategic
thinking and execution. The Manager operates at the heart of the organization, leads
existing teams, and evolves practices while preserving business continuity. Their
legitimacy stems from experience, neutrality, and the ability to deliver rapid results. In
doing so, they facilitate not only change itself, but also long-term employee buy-in and

the adoption of new ways of working.

Interim Management is therefore far more than a crisis management tool: it is a
transformation accelerator, turning the intention to change into measurable and

sustainable reality.
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The Specifics of Interim Management

...at every stage of a company’s life

For a long time, Interim Management was seen as a solution designed primarily for
emergency situations. In reality, its scope is far broader. It applies to all stages of a
company’s life, whether during growth, transformation, crisis, or simply to ensure

continuity.

The changes that have taken place in the corporate world in recent years—digitalization
and globalization in particular—have accelerated every aspect of business life.
Companies now face increasingly rapid and radical changes in their environment. At the
same time, digitalization makes them more visible, while also making their competitors

more visible, forcing them to adapt continuously.

This is precisely where Interim Management becomes essential:

* To take immediate ownership of operational challenges that have now become
urgent and for which no internal resources are available: implementing reliable
financial and operational reporting, restoring the performance of a logistics
platform, pivoting a commercial activity toward a new market or country, turning
around a subsidiary, and more.

* To access high-level resources very quickly. Today, companies may need to appoint a
CFO in two weeks rather than six months—and not necessarily for life, but

sometimes for just a few months.

In this context, Interim Management becomes a true MANAGEMENT MODE, embedded

in the way organizations operate and adapt.
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The typical profile of an Interim Manager

Through their temporary, full-time position within teams, as well as their seniority and

experience, the Interim Manager is the true driver of change management.

Key characteristics of an Interim Manager What the Interim Manager brings

v'  Leader, senior profile (15+ vyears of | Fully focused on achieving results, the Interim
experience), Manager acts on several levels:

v" Results-oriented, * Organizational: proposes and implements

. . the necessary technical and organizational
Overqualified for the assignment/role, )
restructuring,

v' Able to communicate clearly and o o
) ) . | * Process: takes responsibility for defining
concisely to explain changes, their ) )
) new business processes, through mapping
rationale, and the expected outcomes, )
current and target operating models,

v"  Capable of motivating teams by giving .

. o , . * Managerial: ensures that the

meaning to each individual’s actions, ] ]

transformation is accepted by teams by

v/ Attentive to teams: listens, demonstrates addressing and overcoming resistance to
how to do things, and provides ongoing change.

support.

What makes a “good” Interim Manager?

All Interim Management assignments—particularly in Africa—share a number of common
challenges: speed of adaptation, achievement of results, pragmatism (the famous “hands-on”
approach), and effective communication. An Interim Manager must therefore, at a minimum, be

adaptable, results-oriented, pragmatic (or even highly practical), and a strong communicator.

In addition, the Interim Manager assigned to a mission is, by definition, a subject-matter expert:
an HR Director when the challenges are HR-related, a CFO when they are financial, and so on.

This brings us closer to the right profile.

Ultimately, however, the most suitable Interim Manager is above all the one who is able to

address the real underlying issues, beyond appearances.
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What are the differences between an Interim Manager and a
permanent employee?

Interim Managers and permanent employees may sometimes hold similar positions, but their
roles, objectives, and operating frameworks are fundamentally different.

The Interim Manager operates in a specific and temporary context: transformation, turnaround,
emergency replacement, or leadership of a strategic project. Their objective is clear and
measurable: to deliver results within a short timeframe. They act with full independence,
without internal career considerations, and focus exclusively on the assignment and its
operational success.

By contrast, a permanent employee is part of the organization for the long term. They contribute
to stability and continuity, integrate into the company’s culture and internal processes, and
develop a long-term vision of their role.

As such, the Interim Manager brings transformational energy, high-level experience, and
strategic neutrality, which are often essential during critical periods. Permanent employees, on

the other hand, embody sustainability and long-term development.

How does an Interim Manager integrate into the company?

Remember, one of the key qualities of a good Interim Manager is adaptability. Their integration
is therefore faster because individuals who can adapt easily fit into different environments.
Additionally, selected managers are overqualified for the challenges they take on. With a deep
understanding of their field and a strong grasp of the company’s situation and stakes—often
from previous similar experiences—they can devote more energy, attention, and listening to
existing teams to facilitate integration. Integration of the manager should therefore not be an
issue. On the contrary, their departure can sometimes be felt as a loss by teams that have
“adopted” them. Typically, when an Interim Management assignment exists, there are high
stakes, strong expectations, and sometimes tensions or discomfort. Interim Management is
primarily seen as a solution to these challenges and problems. As a result, teams that are eager
for solutions often make every effort to welcome the Interim Manager warmly and support their

integration.
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Market size in Africa

Unfortunately, there are no clear data on the Interim Management market in Africa. One could even

say that there is not yet a fully established market. However, it is expected to develop.

In France, 25 years ago, the market was similarly in its infancy. Today, it is approaching one billion

euros. There is no reason why a similar evolution could not occur across the African continent.

Players: Actiss Africa is actively contributing to the emergence of this market, with over 50
assignments in Africa since 2017. The number of Interim Management players on the continent

remains limited. “Pure players” are fewer than ten, with five currently identified by Actiss Africa.

Clients: The African market is traditionally composed of early adopters, including several subsidiaries
of Western groups that already use Interim Management elsewhere in the world. There are also

purely African early adopters, which is a positive sign for market growth.

Outlook: While formal statistics on Interim Management in Africa do not yet exist, one can
anticipate a development similar to that observed in Europe. Early adopters will embrace the
practice first, soon followed by early followers, until the solution gradually becomes a standard

governance tool, with only a small minority remaining resistant.

Referring to the historical trajectory of the European market, one can estimate steady growth:
approximately 1,000 assignments by 2030, 3,000 by 2035, and eventually reaching around 10,000
assignments. This trend reflects a broader underlying pattern: Interim Management is poised to

become a key lever for performance and transformation of companies in Africa.

. Estim number of
Horizon ! at.Ed umber o Market phase
assignments

Adoption by early adopters

2030 ~1 000
and early followers

2035 ~3 000 Wide dlf_fu5|on and market
structuring

Long term ~10 000 Maturity and long-term

establishment
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Functions covered and types of assignments
Our experience shows that Interim Managers operate across a very broad spectrum: from
taking responsibility for a key function within the Executive Committee to leading cross-

functional strategic projects.

> Executive functions

* General Management: temporary leadership of a company.

* Financial functions: CFO, management control, accounting management.

* Industrial and production functions: industrial management, production, quality.

* Human Resources: HR Director, recruitment, labor relations, HR development.

* Supply Chain and procurement: industrial logistics, supply chain management.

* Commercial and client functions: Commercial Director, sales management, sales
administration.

* Specialized support functions: IT Director, communication, legal (compliance, digital

transformation, regulatory issues).

> Strategic project management

Beyond operational roles, Interim Managers are also engaged in cross-functional projects:

* Internal projects: mergers/acquisitions, opening of subsidiaries, setting up a Shared
Services Center (SSC), supply chain reorganization.

*  External Projects: managing a project for a client of our client, to catch up on delays or

accelerate its success

o

\
Transformation Assignments )
/

Crisis / ( 1M
__——//

Relay / Growth
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Why Interim Management will grow in Africa?

Because it provides a structural response to ongoing transformations

Interim Management has grown at a strong pace in recent years, approximately +15%
per year globally. This growth reflects a fundamental need of companies: flexibility. It

also reflects a structural shift in management and organizational practices.

Acceleration of managerial processes

Digital technology, the web, and artificial intelligence have profoundly transformed
the pace of decision-making and organizational change. Twenty years ago, a
strategic reorientation required a full diagnostic, a comprehensive review, and the
construction of a two- to three-year business plan. Today, some companies can
pivot 180 degrees in just a few months. Likewise, implementing an ERP, once a
two-year project, can now be completed in a few weeks thanks to SaaS solutions.
This acceleration forces organizations to transform more quickly and more

frequently than their permanent teams can manage.

Scarcity of permanent teams

Permanent teams, the holders of a company’s DNA, are becoming smaller, while
reliance on contractors, freelancers, and subcontractors is increasing. Traditional
recruitment timelines—often six months—are no longer compatible with the pace
of business. Interim Management offers an immediate and operational solution: a
leadership role can be filled in two weeks—the time it would take for a

conventional recruitment process—or even for a longer term if the need persists.

A solution for continuous adaptation

Beyond reactivity, Interim Management addresses a major strategic challenge: the
continuous transformation of companies. Internal teams, focused on day-to-day
operations, do not always have the resources or latitude to manage deep
organizational changes. The Interim Manager brings skills, experience, and
immediate availability, ensuring that the company can adapt quickly and
effectively.

A forward-looking solution

Interim Management is not just a temporary fix; it is a structural response to
ongoing transformations. In a world where speed and adaptability are critical
drivers of competitiveness, it becomes a key tool to ensure performance,

resilience, and continuous organizational transformation.
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Why Interim Management maximizes results?

In practice, Interim Management stands out quickly from other solutions due to its
immediate and measurable effectiveness. In often complex contexts—operational
emergencies, strategic transformations, or managerial crises—it enables concrete results
to be achieved in a short period of time. Yet beyond speed, it is the quality of the results
that defines its strength.

Here’s why this approach sustainably maximizes organizational performance:

Focus on weak links

IMCs mobilize Interim Managers who concentrate their efforts on the system’s points of
fragility. The first reflex in an Interim Management assignment is not to rebuild
everything, but to target high-impact levers—those that determine turnaround or
transformation. This precise diagnosis, free from internal biases, allows efforts to be
allocated where they generate the most value.

Action centered on leadership and teams

The Interim Manager’s work goes beyond processes and tools. They act primarily on
leadership, team mobilization, and execution. As a leader, the Interim Manager functions
as a catalyst: restoring confidence, providing direction and purpose, and getting teams
moving again.

A fresh, objective and unbiased perspective

Because the arrangement is external to the company and deploys a manager who
immediately immerses themselves in the environment, it provides a neutral and clear-
sighted view of the situation. The Interim Manager is not influenced by office politics,
habits, or internal resistance. This distance enables sound decisions based on facts and
objectives, rather than personal or historical considerations.

A clear vision of what to do and how to do it

With their operational experience, the IMC and the Interim Manager in charge of the
assighnment do not stop at diagnosis: they know how to translate vision into an
actionable plan. They define priorities, map the roadmap and mobilize teams around a
shared trajectory.

The VMA method developed by Actiss Africa (Vision — Mobilization — Action) perfectly
illustrates this approach: clarity of vision, methodological rigor, and speed of execution
converge to produce maximum results within a controlled timeframe.
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Interim Management to address the shortage of
experienced managers in Africa

Despite strong ambitions and major strategic projects across the continent, companies often
struggle to attract experienced leaders capable of acting immediately. The causes of these
difficulties are well identified in practice:

A limited local talent pool for certain strategic roles

Africa has many talented professionals, and a strong new generation is emerging. However, for
highly specialized or top executive positions, profiles with proven, high-level experience remain
scarce.

Recruitment timelines that are often too long

Between role definition, sourcing, selection, and negotiation, recruiting a senior executive can
take several months. In many situations, companies do not have that luxury: action is required
within weeks to avoid performance losses, operational disruptions, or project delays.

A gap between expectations and offers

Experienced executives, whether based locally or internationally, expect clearly defined scopes,
objectives, and resources aligned with the mission. When one of these elements is missing, the
attractiveness of the role decreases, further extending recruitment timelines.

Interim Management as a pragmatic response

Interim Management offers a pragmatic answer to this challenge by activating four key levers:

* Rapid deployment: operational executives can be mobilized within days.

* Immediate impact: managers intervene because they have already faced and resolved similar
situations (restructuring, business launch, turnaround, organizational change, etc.). They are
effective from day one.

* Flexibility: assignments are time-bound, allowing companies to address a specific need
without rushing into a permanent hire.

» Skills transfer: beyond achieving set objectives, the Interim Manager prepares internal teams
to take over, ensuring continuity after the assignment ends.

On a continent where growth opportunities are significant, but where windows of opportunity
are narrow and reaction time is critical, Interim Management should not be seen solely as an
emergency solution. It is above all a strategic lever to overcome critical milestones, secure key
projects, manage transformation phases, and strengthen internal capabilities.

The real challenge is not simply to fill a position, but to secure the company’s trajectory at a
decisive moment. That is precisely the value delivered by Interim Management.
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Will digital technology and Artificial Intelligence
make Interim Management disappear?

The question is legitimate — and above all forward-looking. Rather than a disappearance, we
may instead witness a gradual integration of artificial intelligence into Interim Management.

In particular, it is becoming clear that certain behaviors typically observed during interim
management assignments could be modeled and digitized. If raw behavioral data were fed into
an Al system, could we not expect, in return, actionable recommendations or decision-making
guidance?

At the same time, we will increasingly interact with so-called “digital natives”, generations Y and
Z, decision-makers and teams whose behaviors differ from those of senior generations: more
fragmented attention, multitasking, a certain degree of immaturity, significantly broader access
to knowledge, but not necessarily stronger analytical skills.

What will remain?

What will remain is what is neither digitizable nor fully modelable: the human relationship:
* Understanding complex issues,

* The pleasure of working together.

I"

This reality applies to many so-called “intellectual” professions : lawyers, consultants, experts. In
Interim Management, however, the specificity of the market lies in the understanding of a
company’s operational challenges, which requires taking into account all dimensions of human
action: organization, processes, management, and psychology as well.

Finally, the pleasure of working together and achieving results collectively does not seem easily
digitizable. Better still, the pleasure of working should remain the preserve of humans.

As is often the case with major technological disruptions, the real question is when the shift
toward a new way of working will take place.
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Will digital technology and Artificial Intelligence
make Interim Management disappear?

They will eliminate or reduce certain obvious functions such as intermediation and candidate
sourcing. They will transform others, such as mission steering, automated reporting, remote
supervision, and may even introduce artificial intelligence by modeling certain managerial
behaviors.

But the human relationship will remain. At least in the short term, human intervention will
remain necessary to understand business challenges, which are by nature complex because they
combine several dimensions of management, such as organization, processes, and emotional
dynamics.

More specifically, will digital technology make Interim Management Firms disappear?

This is a legitimate question they may currently be asking themselves. But we do not believe this
will happen.

What is certain, however, is that digital technology and Al will transform the way Interim
Management is practiced today. Some methods and practices will simply disappear, just as film
photography, mechanical fuel pumps, or typewriters have disappeared or nearly so.

Online intermediation platforms that connect companies on one side and freelancers on the
other are becoming increasingly numerous. They host thousands—or even millions—of CVs. As a
result, many freelancers no longer need to go through intermediary firms, since they can offer
their services directly via these platforms.

Similarly, companies in need of specific skills now conduct direct online searches, either through
databases (particularly social networks) or via intelligent search engines. Here again, there is no
need for an intermediary firm to find a manager.

In conclusion, the “temporary staffing” aspect of Interim Management—consisting solely of
placing senior executives in companies for a defined period—will increasingly escape traditional
executive interim and staffing firms. This is a positive development, as with the widespread use of
the internet, it is no longer clear what added value a pure intermediation firm provides.

These tools will also transform other aspects of the profession.

Interim Management Firms oversee and steer the missions entrusted to them. It is easy to
imagine that part of this steering will become increasingly automated, increasingly digitized, and
increasingly Al-driven.

Since the Covid crisis, it has become clear that mission steering can be carried out effectively at a
distance. This allows for more frequent touchpoints during assignments by eliminating travel
time. It also makes it possible to conduct more missions outside major urban centers. We are
already witnessing—and will continue to see—greater use of home office arrangements by
interim managers.
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Actiss Africa

Actiss Africa is a pure player in Interim Management, a pioneer and
leader of this profession in Africa.

A reference player in Interim Management in Africa

Founded in 2017 as a spin-off of Actiss Partners (established in 2004), Actiss Africa has
established itself as a leading Interim Management firm on the African continent. Its mission is
to support companies, public institutions, and investors during phases of transformation,
turnaround, or structuring by rapidly providing the right managerial expertise.

A pan-African presence with an international footprint

Headquartered in Abidjan, Casablanca, Dakar, and Paris, Actiss Africa operates across West,
Central, and North Africa, with the ambition of covering the entire continent.As a member of the
international IXPA network (a global network of Interim Management firms), Actiss Africa also
leverages a worldwide community of managers and partners, ensuring rapid, flexible, and
multicultural intervention capabilities for its clients.

Expertise built on experience and results

With more than 300 missions carried out in Africa and Europe, Actiss Africa provides its clients
with experienced Interim Managers capable of stepping into general management, finance,
operations, or functional leadership roles.What they all share is the ability to deliver measurable
results within a limited timeframe, while sustainably strengthening organizations.

An active contribution to structuring the profession

Actiss Africa is a founding member of France Transition, a board member of the Interim
Management Training Institute (IFMT), and an accredited training provider in this field. Through
these commitments, the firm actively contributes to the development of a demanding, ethical,
and professionalized Interim Management practice, adapted to African realities.

A unique methodology: the VMA approach

At the heart of every assignment, Actiss Africa deploys its proprietary VMA methodology —
Vision, Mobilisation, Action.

This approach combines:

* aclear vision of the challenges and objectives,

* rapid mobilisation of key resources,

* swift, focused action aimed at delivering results.
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Actiss Africa

Summary of the Actiss Africa approach

1- Selection of managers

who meet the 2 —Vision — Mobilisation — 3 —Design and
requirements of the Action (VMA) to address implementation of a
a the client’s challenges sustainable solution

assignment

The VMA Approach

It is a methodology developed and refined over the course of assignments by Actiss Africa: VMA —
Vision — Mobilisation — Action.

VISION: At the start of the assignment, the focus is on listening, engaging in dialogue, and encouraging
reflection. Teams are involved from the very beginning of the transformation process. Even more
importantly, they become true drivers of change by helping define the objectives to be achieved.

MOBILISATION: The Interim Manager brings people together, gives meaning to the action, and charts
the course forward. They play a genuine leadership role. Leading by example is key: the Interim
Manager embodies change through their actions. They do not merely advocate change—they
demonstrate it.

ACTION: Because it is action that truly drives transformation. The Interim Manager must act and
enable others to act. They set teams in motion through close, hands-on involvement. Too many
transformation projects fail due to a lack of execution: too much time spent in training sessions or
seminars, not enough time in the field. By contrast, the Interim Manager is engaged in daily action,
working side by side with teams to embed change sustainably.

In summary, Actiss Africa’s VMA methodology can be summed up as: “You learn to walk by walking,”
or “You jump into the deep end... and learn to swim!”

Organisation of assignments

Assignment
e Understand the client’s needs governance «Once the objectives have been
and strategic challenges achieved, the Interim Manager
* Identify several qualified e The IMF oversees the Interim does not overstay
profiles Manager’s assignment *They ensure effective
e Select the most suitable Interim « Close, continuous steering !(nowledge and skills transfer to
Manager for the assignment. throughout the mission internal teams

eThe IMF acts as the guarantor of
the assignment’s success

Assignment End-of-assignment
procurement process management
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Actiss Africa

Actiss Africa Interim Managers

The Interim Managers deployed across Africa primarily come from:

* A proven talent pool:
An internal pool of experienced managers, built through numerous successful assignments. These
individuals are already familiar with Actiss Africa’s operational standards and expectations.

* Arich database:
When the internal pool is not sufficient, a database of over 3,000 qualified profiles is consulted. These

candidates, often directly in contact with Actiss Africa, are carefully monitored and rigorously
assessed.

* The power of our network:

Relationships with professional Interim Manager associations, notably alumni of IFMT (Institute for
Interim Management Training), provide access to exclusive talent. The network is frequently leveraged
to identify highly specific profiles for targeted needs.
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Our footprint in Africa

Actiss Africa has established itself not only as a pioneer but also as a leading reference in
Interim Management across Africa. With over 50 assignments carried out on the continent, our
team consistently demonstrates its ability to deliver tangible results within controlled
timelines.

Our presence in Abidjan, Dakar, and Casablanca provides a strategic position to support
organizations in their projects, quickly mobilizing the best Interim Managers across Africa and
beyond. Thanks to this regional presence and an in-depth understanding of African economic,
cultural, and managerial realities, we can operate across the continent, adapting our
approaches to local specificities.

Actiss Africa also serves as the African representative of the international IXPA network, which
brings together leading Interim Management firms worldwide. This affiliation allows us to
leverage international expertise while offering our African clients privileged access to world-
class practices and standards.

Believing that sustainable transformation of African organizations is built at the intersection of
local dynamics and international standards, our footprint in Africa reflects a presence deeply
rooted locally yet globally connected.

Our approach on the Continent

Our approach to Interim Management in Africa is based on dual proximity: with local decision-
makers and with international players present in or investing in the continent.

Being present on the ground ourselves, African leaders naturally become our primary points of
contact. We maintain ongoing dialogue with them to understand their specific challenges,
operational constraints, and growth ambitions.

At the same time, we also support international groups with operations, subsidiaries, or
partnerships in Africa. Our role is to facilitate their integration into local ecosystems and to
secure their transitional phases.

This blended approach, rooted both in the field and in close collaboration with stakeholders,

makes Actiss Africa an actor deeply connected to local realities while engaging with all types of
players across the continent.
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Selected business cases of Actiss Africa

Interim General Manager
Context
An international industrial company, present on three continents, manufactures high-precision mechanical
parts for the automotive, aerospace, and energy sectors. Its plant in Tunisia is entirely dedicated to
automotive clients.

Challenges

The General Manager of the Tunisian site had left, leaving local management on an interim basis without a
legal representative on-site. Certain sensitive matters, including a customs dispute, required the presence of
a corporate officer. While a recruitment was underway, an Interim General Manager was needed to:

* Manage the customs case with support from the group and local lawyers

* Provide HR support

* Fully assume site management once the site director had to return to Europe

The assignment

Initially, the Interim Manager worked alongside the site director. After the director’s departure, they

assumed full General Manager responsibilities.

The customs case was resolved very quickly, faster than expected. However, the Interim Manager also faced

the imminent quality audit of a tier-1 client, strategic for the site’s future. From the outset, the Interim

Manager launched and accelerated several strategic initiatives to improve quality, organization, and factory

processes.

» Safety and organization: Implemented a 5S program, created an HSE procedures matrix, and clarified
responsibilities. Result: 272 days without a workplace accident (as of April 30, 2025). High attendance,
with unavailability reduced to 5% and absenteeism limited to 1%.

* Internal communication: Strengthened structure through monthly management meetings, regular check-
ins with department heads, follow-up meetings on projects and post-audit action plans, and
management reviews.

* Operations: Complete procedure revision, replacements handled through internal mobility,
reorganization of teams according to workload. This allowed a reduction of over 30 staff without
impacting performance. Internalization of preventive maintenance reduced costs, with 100% execution
and 80% equipment availability. The Interim Manager also supported the launch of a new e-mobility
product project.

» Performance indicators: Production Master Plan compliance: 100%; Customer service rate (OTD): 100%;
Revenue: 100% achieved; Zero customer returns; PPM within targets; Three continuous improvement
projects launched each month.

* Cost optimization: The Contingency Plan launched in July 2024 generated significant savings in
consumables, transport, overtime, maintenance, slow-moving stock, personnel transport, and external
services.

* Audits: Three external audits (IATF, environmental and safety standards, strategic client) and one internal
QHSE audit were successfully passed. Minor non-conformities were corrected and closed before the end
of the assignment.

Finally, the Interim Manager strengthened team cohesion, a key lever for success.

Results

The Tunisian site is now consolidated as a plant dedicated to automotive subcontracting. Quality
certifications have been maintained, teams are structured and mobilized, industrial processes are efficient,

and sensitive matters have been addressed. The plant is fully operational.

Assignment carried out from April 2024 to January 2025.
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Selected business cases of Actiss Africa

Interim Human Resources Director

Context

A large international group, based in Europe, faced significant transformation and structuring challenges. Its
Group Human Resources Department was fully engaged in high-impact strategic projects and no longer had
the capacity to effectively manage HR operations in the West Africa sub-region (7 countries, with a hub in
Abidjan).

To ensure continuity and effective HR management in the region, the Group recently appointed a high-
potential local HR Director. However, her tenure was recent and her experience limited. At the same time,
the Group’s expectations were pressing: the HR function needed to be structured, professionalized, and
support operational growth.

In this context, Actiss Africa was asked to deploy an Interim Management assignment to support the
regional HR Director. The objective: co-manage HR functions, accelerate organizational development, and
strengthen the managerial maturity of the new director.

The assignment
Entrusted to an experienced Interim Manager, the mission focused on three main areas:

* HR Strategy Structuring

Identify the target: a complete, relevant, and high-performing HR organization. For each key area—
recruitment, personnel administration and payroll, HR development, labor relations—diagnostics were
conducted and pragmatic action plans implemented. Emphasis was placed on retention rates, contract
management, employer branding, and compensation structure. These initiatives were managed as projects
in close collaboration between the Interim Manager and the regional HR Director.

* Team Development and Support

The assignment assessed competencies, organized, and trained central and regional HR teams. Targeted
actions included individual and group coaching, 360° evaluations, and career management. Particular
attention was given to team cohesion and dynamics, considered essential levers for transformation.

* HR Process Optimization

Special focus was placed on reviewing and securing key processes, particularly payroll and social
management control, with a view to efficiency, compliance, and transparency. Throughout the mission, a
pragmatic and operational method guided collaboration: “/ do, then | show you, then you do, finally you are
autonomous.”

This approach enabled the regional HR Director to gain confidence, mastery, and leadership.

Results

The strategic HR plan for the region was finalized, the target organization validated, and key processes
reviewed and optimized. On this solid foundation, the HR Director now has all the levers to accelerate
transformation and make HR a driver of performance and cohesion for the Group.

Assignment carried out from August 2022 to January 2023.
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Selected business cases of Actiss Africa

Interim Sales Director (1/2)
Context

WOODIN is a brand of the VLISCO Group, a company specializing in the production and sale of fashion
fabrics for clothing. Woodin is primarily distributed in Africa.

Alongside Vlisco, the Group’s high-end brand, and Uniwax, the standard brand, Woodin represents the
premium, youthful, “trendy” segment of the Group.

However, sales are struggling. They are made through multiple channels: wholesalers, retail, web, and
institutional clients. The latter two channels are still in their infancy. Wholesaler sales are declining, and
retail is not picking up.

The strategy for the Woodin General Manager is to make the brand the Group’s star product—the one
driving growth and representing sales for the coming years—repositioning the Group at the forefront of a
fluctuating market with evolving consumer habits.

Retail and Web channels are seen as the most relevant for this pivot. However, the wholesaler channel,
though declining, still represents the majority of sales and must not be neglected. The institutional channel
also needs to be explored. While critical, the Web channel falls under another function within the Group.

The assignment

Actiss Africa intervened to:

* Structure Woodin’s Retail channel

* Consolidate Woodin’s Wholesaler channel
* Explore the Institutional channel

The Actiss Africa mission began in April 2022 with the structuring of the Retail segment:

* Establishment of a dedicated organization with the appointment of a Retail Manager

* Mobilization of retail teams, store managers, and sales staff around collective and individual objectives
* Implementation of processes: contracts, targets

* Actions on stock levels

* Management of results through KPls

From September, the mission focused on consolidating the Wholesaler channel:

* Re-contacting all segment actors—wholesalers, markets, and fairs—in Abidjan and across the country
* Implementation of processes to boost sales: challenges, objectives, contracts

* Stock clearance actions

* Focus on export (Mali, Ghana, DRC...)

*  Management of results through KPls

In parallel, initial contacts were made with actors in the Institutional channel (Orange, Ministries...).
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Selected business cases of Actiss Africa

Interim Sales Director (2/2)

Results

The sales channels are now structured and can be further developed by an emerging team.
Stock levels have returned to reasonable proportions, both internally and with wholesalers and retail points,
thanks to combined clearance and sales actions.

The product offering is now organized around collections, with the launch of the CONFIANCE collection in
May 2022 marking the brand’s best performance to date.

Thanks to the combined effects of the Actiss Africa mission and an aggressive product creation strategy,
Woodin is the only brand within the Group showing growth, positioning it as the Group’s star brand. This

enables Vlisco to pivot and reposition itself competitively in changing, volatile, and highly competitive
markets.

Assignment carried out from April to December 2022.
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Selected business cases of Actiss Africa

Interim Project Manager

Context

A multinational company in the technology and energy sector, active across Africa, was engaged to build a
data center for a West African government. Although the project was technically well advanced, it was
critically behind schedule. National authorities set a delivery deadline of December 2, 2021, beyond which
only non-blocking reservations would be accepted.

Faced with this challenge, the contractor called on Actiss Africa to take over operational project
management, particularly ensuring the management of internal and external teams on-site.

The assignment

Initially, the Interim Manager deployed by Actiss Africa revised the Gantt chart, clearly structuring the
project’s components (masonry, energy, air conditioning, water, IT...).

Very quickly, the mission’s focus became human and organizational. While internal teams collaborated
effectively, subcontractors were disorganized, with poorly mobilized personnel often committed elsewhere.

The Interim Manager engaged in intensive on-site management, with extended hours including weekends.

He also accelerated procurement processes by directly addressing the relevant teams when announced
deadlines risked compromising the set objectives.

Through rigorous oversight and monitoring of the Gantt chart, tasks gradually reached 80% and then 100%
completion, with partial verification for each subcontracted component.

Results

The data center was completed by the end of November, within the required timeframe. While the final
acceptance was slightly delayed due to pending client decisions (particularly concerning IT equipment), the
portion under the client’s responsibility was fully delivered, with only minor non-blocking reservations.
Actiss Africa enabled this previously struggling project to get back on track and be completed in three

months, demonstrating its ability to manage critical projects in urgent contexts.

Assignment carried out from August to December 2021.
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