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Introduction
The last few years have seen a fundamental change in business. 
Technology has disrupted established markets and increased 
the pace of change. Strategy was thought of in 5 or 10 year time 
frames. Now 3 years can be an eternity in some industries. Think 
about the fact that the 1st iPhone was introduced on June 29, 2007. 
That’s less than 10 years ago and think about how business has 
changed. Entire industries have been upended and new companies 
that didn’t exist are commanding market caps exceeding $50bn. 
Think Uber!

Along with this, how businesses think about market evolution, 
strategy, competitive threats and just the way of doing business 
has had to change. If you are in an old world company, you need to 
change how you approach business and address strategic issues 
otherwise you will be on the losing end of disruption.

Along with the change at an industry level, technology and societal 
changes have resulted in people wanting to work differently. 
Especially those that are highly qualified and have specific 
expertise. Technology allows them to not be tied to a career in a 
single organization but brings them to multiple companies to sell 
their expertise on their terms – work the hours they want, work 
how they want and work with whom they want. We call this Talent 
On-Demand.

This is a good news bad news scenario for companies. Talent is 
now harder to bring into traditional roles, but the good news is that 
you can now get very specific expertise for your specific issue when 
you need it and only when you need it. This gives your increased 
flexibility, agility and real expertise to solve your core business 
problems.

This book explores this growing phenomena, how companies have 
leveraged Talent on-Demand for real results and how to work with 
& choose the right talent.
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 The Growth of Talent 
on Demand



8 9

1
Are executives the new 
temporary workforce?
We’ve all heard of or even have friends, acquaintances, family 
members who have resorted to temping or contract work as a 
result of being laid off while they find the next full time opportunity. 
And it’s not just blue collar or administrative roles, but includes 
senior executives and management consultants from the top tier 
firms. They’ve become Independent Consultants!

While for many this was “forced on them” and consider this is a 
temporary gig, an interesting trend has started to evolve. Many 
executives and management consultants voluntarily decided to 
become Independent Consultants, turning down permanent roles 
and making a career of independent consulting. Even many of 
those who were “forced into” it have decided to stay with it.

HBR, Fortune and others have picked up on this trend in the last 
couple of years. Reviewing these articles and through conversations 
with a growing number of friends and associates who are pursuing 
this, it seems the key reasons come down to:

• Freedom from endless meetings and administrative tasks that 
distract from the real work;

• Control over your own destiny;
• Work on projects that interest you;
• Flexible work schedule so you can have a life outside work and 

pursue other interests;
• Work 8-9 months a year and make close to the money you 

made working full time;

Companies are coming out of the recession having downsized 
and being reluctant to hire up in an anemic growth environment. 
They’ve become used to having lean teams. But, they have a 
backlog of strategic projects that couldn’t be completed and new 
projects are cropping up as they pursue growth. But they don’t want 
to hire ahead of the curve. And, hiring a management consulting
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firm is out of the question as they watch all discretionary spend. 
Consulting firms aren’t cheap. Just having a major firm complete 
a preliminary phase before anything is even accomplished can 
cost many hundreds of thousands of dollars. They are turning to 
independent consultants to fill the gap. A McKinsey study from 
2011 indicated that 58% of companies are planning to hire more 
temporary resources going forward.

For the company there are distinct advantages:

• Significant savings to hiring a consulting firm;
• Typically get a more experienced resource. Consulting teams 

are rampant with inexperienced junior staff learning on your 
dime;

• Can hire an issue specific resource that has exactly the 
experience you need to solve; 

And even if they are looking to hire full time, many companies prefer 
to “test drive” for high profile positions, hire someone on a contract 
basis and if there’s a fit then make it permanent. This works both 
ways. We’ve all worked in places where the job wasn’t quite what 
we expected, or the culture really isn’t great – you just take on a 
contract position, “test drive” the company and decide if you really 
want to be there long term. A win-win for everyone. This is a trend 
we at IQ Workforce see continuing and growing. We think that we 
are at the early stages here and we’ll continue to see a fundamental 
change in how companies hire, how talented, high value individuals 
want to work and a disruption in management consulting.

11
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2
Talent on Demand – The Uberization 
of Executive Talent
The “on-demand economy”, the “sharing economy” or Uberization. 
The fact that we have these terms for describing phenomena 
that didn’t exist a few years ago makes this a real and growing 
occurrence powered by the ubiquity of the web and the growing 
prevalence of smartphones. Just yesterday, I used office space for 
90 minutes from Breather – an on-demand office and conference 
space that you pay $25-$35 per hour. Brilliant! Can you image what 
a seminal moment it was when Apple introduced the first iPhone 
and forever changed how we go about our daily lives.

While the web and smartphones are enabling these trends, there 
are underlying forces at work both from the supply and demand 
side. This is all about specialization that allows for the perfect 
alignment of need and utility from the demand side – you only 
use what you need, and not pay the “overhead” for things you 
don’t want and from a supply side, companies can manage asset 
utilization (and availability) to optimize ROI. Thomas Malone from 
MIT’s Sloan School says that computer technology is producing 
and age of hyper-specialization.

This trend is also apparent and growing in the labor market. Yes, we 
always had temp labor but the new phenomena here is the ability 
to tap into highly qualified talent as and when needed.

• A McKinsey study claims that 55% of companies are more 
likely to use “Talent on Tap”

• The market for “Talent on Tap” is growing by 20% annually in 
Europe, a market more developed due to their difficult labor 
laws

• Venture firms have increased investment in the on-demand 
economy, from $200MM in 2009 to $1.6Bn in 2013, investing in 
117 companies   (Source: Crunchbase)

From the company perspective, tight budgets, very specific 
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expertise needs and shifting resource needs has led to a growing 
need. Companies are looking for real expertise in specific issues 
and are reluctant to just bring in smart people who’ll figure it out. 
They have an issue, they find an expert to help solve. And then for 
the next issue, bring in someone with expertise in that.

Satisfying this demand has resulted in the growth of companies 
like mine, IQ Workforce that match industry and issue specific 
Talent on Tap with a client’s needs. We only see the Talent on 
Demand market growing further.

15

 Impact of Talent 
On-Demand
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3
How to Create a Sustainable 
Strategic Organization
It’s possible that our economy may never return to “normal,” Tyler 
Cowen, an economics professor at George Mason University, 
recently wrote in the New York Times. While some economists 
believe the slow wage growth and low labor participation we’re 
now seeing are temporary conditions, Cowen argues that they’re 
more indicative of structural dysfunction and fragility. If that’s the 
case, he says, the economy may be experiencing a “reset.” 

Put another way: The economy has fundamentally changed and 
we’re now operating in what McKinsey has called a “new normal.” 

While I do think we’re seeing a shift in how businesses function, 
I’m not sure the future is as grim as Cowen fears. To be sure, the 
Great Recession made a dramatic impact on the economy, but 
over the last several decades we’ve also seen rapid advances 
in technology, increased globalization and competition, and a 
complete transformation of the way we communicate with one 
another.

And, while we’ve shifted from an industrial to a knowledge economy, 
the workforce has developed capabilities that enable businesses 
to be more nimble than they’ve ever been. The new normal that 
Cowen sees as a concern may, in fact, offer much promise.

The new normal makes it more important for organizations to create 
sustainable structures.

One thing’s certain: Today’s economy requires that organizations 
develop structures that support sustainable growth. Companies 
must make sure they’re flexible enough to pivot quickly when 
business realities change or they’re challenged by swifter, more 
aggressive competition.

If your organization hasn’t made this transition yet, what must you 
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do to “reset” and adapt to new circumstances? From my point of 
view, the sustainable organization has three qualities. 

1.   Strategic Flexibility

First, organizations must embrace the idea of working in a 
marketplace that is not only dynamic, but frenetic. Spurred by 
technology, consumer behaviors are changing rapidly, continuously 
generating new demands along with a steady stream of emerging 
opportunities. Your strategy team must constantly be on the 
lookout for new trends and new markets – and be able to pivot 
quickly to take advantage of them. 

You may have 80 percent of the expertise in-house, but often the 20 
percent you’re missing is the linchpin.

2.   Talent Alignment

When a new opportunity is identified, your team may have 80 percent 
of the expertise it needs to meet it. While in many cases, that may 
be enough, chances are the 20 percent you’re missing contains 
the linchpin. Sustainable organizations recognize that they need 
instant talent to fill knowledge and experience gaps. Talent on 
demand is a cost-effective way to bring in that expertise. If you 
know where to look, plenty of seasoned executives are available 
who can bring you the experience and knowledge necessary to 
take you where you want to go. 

3.   Operational Excellence

Finally, sustainable organizations keep a close eye on the processes, 
systems and tools needed to keep pace with changes in strategy 
and growth. As companies shift into higher gears and reach new 
levels of business needs, they’ll require professionals who’ve had 
experience running operations that can meet their demands. (This 
is a common problem for successful entrepreneurs, as I discussed 
in a previous post.) 

The keys to winning today are foresight and flexibility. Sustainable 
strategic organizations evidence both. To remain relevant and 
profitable in today’s dynamic business environment, they embrace 
the need for frequent shifts in strategy. They bring in the right 
people with the right expertise, whenever and wherever they need

19

them.

Yes, we may be in the middle of a great “reset.” But the opportunities 
for smart organizations and experienced independent consultants 
are many.
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4
Think Hiring a McKinsey Consultant 
is Only for the Fortune 500? Think 
Again!
The top tier management consulting firms like McKinsey, BCG and 
Bain, among others do great work. These firms have smart, talented 
consultants and tried and tested methodologies, frameworks and 
processes that allow them to deliver consistently good work that 
delivers results for their clients. Yes, we’ve all heard the jokes and 
negatives about consultants, but these firms endure and that’s 
because of the consistent value they deliver to their clients.

Talent like that doesn’t come cheap. It’s hard bringing in top tier 
consulting firms for less than $150K-$200K a week. So it isn’t 
surprising that this is a case of haves and have-nots, with the 
large Fortune 500 being able to bring in the top tier and smaller 
companies looking for a more affordable solution or not even 
entertaining the idea of hiring consultants due to the costs.

There are small boutique firms out there that do good work and are 
more affordable, but there’s an alternative that allows companies 
to get talent from McKinsey, Bain, BCG and not pay for the overhead 
associated with these firms. Not only can you bring this level of 
talent in for projects, but you can also have them play interim roles 
to take an idea to execution, giving them more of a vested interest 
in your success.

Over the last few years, the market for independent consultants 
has exploded, driven in part by the recession and in part by former 
consultants and executives looking for a better work life balance. 
A large number of these independent consultants were schooled at 
firms like BCG, Bain and McKinsey so they bring the methodologies, 
approaches and knowledge base of the big firms without all the 
overhead. And in many cases, you end up with a consultant who 
has deeper experience in the specific issues you are dealing with, 
rather than a team of junior consultants who are learning on the
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job.

Networks and marketplaces of Independent Consultants have 
started to develop. These networks vet, list and do all the “legwork” 
associated with finding the consultants. Companies can then look 
for the consultant that has the best fit, along both objective factors, 
such as experience, cost and softer factors, such as, cultural fit to 
find the consultant that can deliver top tier consulting at a fraction 
of the cost.

With the expansion of the On-demand economy, we expect to see 
continued expansion in the market for Independent Consultants, a 
phenomena we call The Uberization of Talent.

23
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5
Can You Trust Your Strategic 
Initiatives to Independent 
Consultants?
The recent recession and anemic growth we are seeing has had 
fundamental and long lasting effects on how business is being 
done and how it will be done going forward. Companies have 
scaled back on staff and have learned how to operate as lean 
organizations. And with growth continuing to be anemic, it’s 
unlikely that companies will be staffing up to pre-recession levels 
any time soon, if at all.

Within this environment companies are learning to “flex up and 
down” – hiring staff on a temporary basis for short term project 
needs. Now there’s nothing new in companies hiring temp staff, 
but the traditional model has been to hire IT and administrative 
staff this way. What’s new is that they are now doing this to address 
key strategic projects and they are bringing in senior executives 
to work on these projects or fill in interim management roles. A 
McKinsey study from 2011 says that 58% of companies are more 
likely to use Independent Consultants.

This makes sense on so many levels. Traditionally, the alternative 
was hiring a major consulting firm to do the work. The knock 
against consulting firms has always been that they staff too 
many junior analysts who are learning on the job with limited time 
from the partner on the project. And if you retain one of the name 
firms, you are probably spending between $500K – $1MM on 
Phase 1 which includes an analysis of the situation and high level 
recommendations that can’t be implemented without a follow on 
project. Hiring an Independent Consultant not only costs a fraction 
of this but you tend to get much more senior executives who have 
actually dealt with the strategic issue you are facing. We like to 
call this Issue Specific Talent. You also tend to get more honest, 
pragmatic advice since many Independent Consultants have been 
operators before. And they tend to have consulting experience too.
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There are 2 key issues with this model, both of which are 
addressable. The first is finding the right person. You could use your 
recruiting team to find the right person for you but this isn’t their 
core competency since they are used to recruiting full time talent 
and as such do not have the experience in vetting project success. 
The 2nd is specific to losing the structure and oversight provided 
by a consulting firm. The consulting pyramid that includes a senior 
manager and partner ensures that you get the structure, analyses 
and QA necessary to get the initiative successfully completed.

Intermediary firms are starting to fill the void here. Etonian is one 
such firm that addresses the need for interim CFOs and finance 
staff, while Axiom does this in the legal field. A couple of firms, have 
begun focusing on the strategy and business side. They have built 
networks of Independent Consultants from which clients can find 
qualified resources, addressing the staffing side of the equation. 
IQ Workforce is addressing both the sourcing side and the project 
side by not only having a certified network of qualified Independent 
Consultants but also providing project structuring and on-going 
project oversight and QA.

The “flex” staffing model for strategic initiatives is not only here to 
stay but it’s going to become more prevalent. The key to success is 
finding a partner who can find you exactly the right person or team 
for your initiative and takes a personal stake in your success by 
providing project oversight and QA on an on-going basis.

27
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6
New Initiative, No Headcount, No 
Worries
We all have examples of initiatives or new revenue ideas that we 
believed in that just didn’t work out. As a former Chief Strategy 
Officer and General Manager, I’ve had my fair share. While some 
ideas probably never should have seen the light of day, many others 
are probably good ideas that failed due to a lack of organizational 
support, typically a lack of resources or dedicated headcount. 
We’ve all been there.

The challenge in most corporations is that there is a fear of hiring 
incremental headcount ahead of revenue, and in an environment 
where getting approval for additional headcount is near impossible, 
leaders have to make choices of whether to eliminate existing 
positions to fund new positions or ask existing staff to take on the 
new initiative within their existing responsibilities. And of course 
we all have extra bandwidth to devote to something new!

With these choices, it’s no surprise that too many companies are 
forced into incrementally improving existing businesses rather 
than taking a risk on a new initiative and jeopardizing their existing 
business. And even if existing staff take on the new initiative, is it a 
surprise that the business doesn’t deliver to expectations?

Companies need to keep developing and testing a series of 
initiatives continuously and launching the most promising. The 
only way you will get a good enough read on the initiatives and 
pick the winners is to make sure you dedicate resources to the 
initiatives. But how do you do that when finance just won’t approve 
the budget?

We recently worked with a client who is launching two new 
initiatives and while they have confidence that both are likely to be 
successful, they have been reluctant to hire staff to manage these 
initiatives. With one of them they actually had existing staff take it 
on as part of their current responsibilities but made no progress. 
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Instead they have now decided to bring in 2 independent 
consultants on a contract basis to drive the initiatives forward and 
acting essentially as employees on payroll. Their plan is to convert 
these independent consultants to FT roles if the initiative takes off.

There are real advantages with this approach – no need to hire 
headcount without knowing that this is a viable business they 
want to sink resources and time into, plus they get to try out the 
consultants to see if there is a fit to join their team on a permanent 
basis. Think of it as an extended interview. Typically the budget 
comes out of discretionary funds which finance is likely to approve 
since it isn’t a permanent spend.

Key success factors:

• Thoroughly vet the candidate. Conduct a full interview process 
because success will hinge on this person

• Integrate the consultants into your organization
• Be realistic about timeframe for the initiative
• Clearly define what success looks like – both quantitatively 

and qualitatively
• Work with the consultant as if they were your employee

There have been fundamental changes in the market for talent, 
companies are reluctant to hire until they are sure that the position 
is “permanent” and talent is becoming more transitory as they work 
on what they want, when they want. It’s a phenomenon we call “The 
Unberization of Talent”, or Talent On-Demand.

31
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7
Speed, Flexibility Are Keys to 
Success for the New Corporate 
Strategy Department
Today’s corporate strategy department is always on the lookout for 
potential game-changers, and has to be prepared to move quickly 
to outflank competitors, both traditional and disruptive. Otherwise, 
their business will lose competitive edge and market share.

These groups are expected to lead a company’s growth through 
innovation and competitive expansion, a tough proposition in the 
best of times. Once, your prime competitor might be a large, slow-
moving brick-and-mortar company. Today, your entire approach 
could be disrupted by a young mother working from a laptop on her 
kitchen table.

For example, take the case of Research in Motion, whose BlackBerry 
dominated the market for mobile phones. Confident that its 
customers valued security above all else, RIM initially dismissed 
the threat of smartphones. By the time it recognized the market’s 
shift, Apple and Samsung had disrupted the space and captured 
the lion’s share of buyers. With a loyal user base and a strong 
hold in the enterprise market, RIM had a shot at a comeback, but 
repeated delays in developing its own smartphone pushed it from 
its spot as an industry leader to a secondary player whose survival 
is questionable.

With technology evolving ever more quickly and globalization 
constantly expanding the competitive landscape, corporate 
strategy departments need to operate quickly and flexibly. They 
must embed these qualities into everything they do, so that they 
can innovate, grow, and own both existing and new markets. How 
do they do it?

Accept change as the norm. Let’s admit it: The days of the five-year 
strategic plan are over. Companies need a long-term goal and a
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vision for getting there – while understanding that the market is in 
constant motion and so is their strategy. Be willing to consider new 
options and new possibilities frequently, and be ready to adapt to 
new realities quickly.

Build escape routes into your strategy. While you can’t predict the 
future, you can plan for it. So build the potential for change into 
your strategies. Create alternate scenarios and contingency plans 
for each aspect of your approach. And don’t be afraid to rewrite the 
plans completely.

Create a nimble infrastructure. Set up your team and processes 
so that options can be swapped at a moment’s notice. Evaluate 
your company’s resources and in-house talent. Do you know who 
can be shifted into a new position quickly? Where are the strengths 
and the weaknesses in your execution process? Do you have 
tools, databases, and external resources that can be activated 
immediately?

Test drive your ideas. Many companies choose to experiment 
before fully committing to new ideas. It’s a more aggressive way 
of conducting market research, and it helps answer fundamental 
questions before requiring a full commitment to a new strategy. 
Is there really a market for this product? Can you build the right 
capabilities to make it work? How far off are your cost projections? 
If the test shows promise, you’re ahead because you’ve already 
started to build the foundation. If it fails, it fails with minimal 
investment.

Rent, don’t buy. Corporate strategy departments often look to their 
own executives to lead initiatives. But your in-house talent may 
not have the bandwidth or the expertise to develop new product 
lines or open new divisions. While the impulse is often to hire a full-
time leader to oversee a test or launch, often it makes more sense 
to “rent” your talent. A senior independent consultant with deep 
experience with just the types of projects you’re about to execute 
can be a cost- and time-effective solution. Drawing on their years 
of experience, they’re not afraid to make decisions and take action. 
With no learning curve required, independent consultants can be 
smart hires.

Plan for emergencies. Agile corporate strategy departments are 
comfortable with Murphy’s Law. Something is going to go wrong. 
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New regulations can create short-term, high priority projects and 
put long-term strategies at risk. A new executive turns out to be a 
bad fit, but the initiative he was brought in to lead can’t be slowed 
or halted. This makes having a steady pipeline of talent on-demand 
a smart move.

The world isn’t going to slow down. But by building speed and 
flexibility into your plan, team and resources, you’ll have the tools 
and abilities you need to deal with rapid change and disruption. 
You can get on with what corporate strategy departments do best: 
create growth for your organization.
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 Maximizing 
Success
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8
How to Evaluate an Independent 
Consultant
The independent consultant industry is expected to grow as 
companies seek to cut costs, streamline operations and look 
for real expertise to support their business goals. This growth 
means that there are plenty of cost-effective options for expert 
independent resources that provide long-term value for your 
business. And as the market for independent consultants, or Talent 
On-Demand grows, finding exactly the right consultant for your 
situation becomes all the more difficult and critical.

To ensure a successful outcome, each consultant should be 
evaluated against 6 key criteria:

1.   Industry Experience

The global consulting industry is exploding, with over $430 billion 
in revenue generated in 2014. Businesses obviously see value 
in using an independent strategy consultant for strategy, due 
diligence, market analysis, operations, etc. However, finding a 
consultant with the right industry experience isn’t always easy. 

First, ask yourself whether it’s really necessary that a consultant 
has experience in your specific industry or whether you want 
someone with an external perspective to help you understand your 
company’s challenges in a new light. Remember, someone with 
experience in retail and sales can take that experience and help 
a medical device company more effectively sell their products, so 
it’s also important to keep in mind consulting skills that apply to a 
broad range of industries. Weigh the benefits and disadvantages of 
industry experience for your company, and you’ll have a better idea 
of what you need.

2.   Issue-Specific Knowledge

The question here is whether you want someone who has already 
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tackled a similar issue before or are you looking for someone 
who has the capability to come to a solution even if they haven’t 
addressed the specific issue before. The advantage of Issue 
Specific Talent, someone who has done it before is the speed to 
get to a solution, the challenge is you may get a solution similar 
to what’s been done before. There are obvious ways to mitigate 
against this even with the Issue Specific Talent, including working 
with someone who has approached the same issue differently in 
different situations, someone who is an open minded thinker, etc.

3.   Operating or Consulting Experience

You’ll also want to evaluate whether you need a consultant 
who actually has hands on experience in delivering results in a 
corporate role or a consultant who can look at a specific problem 
and provide you with a solution. Sometimes you might even want 
both skill sets. All of this depends on the issue at hand and your 
action orientation.

4.   Seniority & Experience Level

The overall experience level of a consultant and their seniority will 
definitely impact cost. However, you need to determine how much 
experience your organization needs to establish a credible solution 
that you’re confident in. To do this, evaluate your consultant’s long-
term track record and don’t be afraid to ask how their seniority can 
help you obtain a better result.

5. Motivation

You ultimately want to work with a consultant who is interested in 
more than just the money. You want someone who loves tackling a 
difficult problem and finding an ingenious solution that transforms 
a company for the better. Review your consultant’s previous work 
and references, and you’ll be able to ascertain whether they’re 
someone who just works for a living or someone who approaches 
their work with a curiosity and enthusiastic approach. Selecting 
a consultant who loves his or her craft will pay off big for your 
business.

6. Culture Fit

Working with an independent consultant can often be difficult if it

41

isn’t a good cultural fit. Some consultants can come off as arrogant 
or act as if their solution is the only one that makes any sense.A 
consultant’s problem-solving capabilities is important, but you 
should also evaluate whether they can communicate effectively 
and work with your existing staff in a productive manner. As the 
client, your own company culture should come first, and the right 
consultant should be able to work around it and adapt quickly.

Ultimately, by doing the right research on a consultant and 
understanding your business needs, you should find an independent 
consultant that’s right for you. Think about using the above criteria 
during your own evaluation process, and you’ll see the difference.
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9
5 Questions to Ask Yourself Before 
Engaging Talent On-Demand
In the Uber economy, hiring has become increasingly flexible and 
given businesses more options for bringing in talent. But each 
hiring situation is unique. For example, how do you decide when an 
interim executive makes more sense than a permanent hire?

Ask yourself these five questions to get clarity on the best approach 
for your situation.

1.   Can I wait to hire?

The most common reasons for using talent-on-demand are to 
replace a departing executive or to bring in expertise for a new 
corporate initiative. The hiring process for a new executive can 
extend to months, and few companies can operate without 
someone in a senior position for that long. Likewise, you may not 
want to put your initiative on the back burner if your competition 
is moving quickly. When time is critical, talent-on-demand is a valid 
option.

Hiring talent-on-demand allows you to “try before you buy.”

2.   Are you willing to consider contract-for-hire? 

If your goal is to get a project off the ground, an interim hire with 
startup expertise probably makes sense. But when you’re replacing 
an outgoing executive, talent on-demand allows you to “try before 
you buy.” This can reduce the time it takes to make a permanent 
hire, while at the same time allowing you to bridge the management 
gap.

3.   What projects will she work on? 

The decision to use talent on-demand should be approached 
strategically. While an interim executive won’t handle all of the
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previous executive’s responsibilities, she’ll allow you to maintain 
momentum by focusing on a limited number of high-priority 
projects.

4.   What skills does he need? 

Like any executive, your interim solution needs leadership skills. 
Look for experienced talent who are good at strategic thinking, 
team building, and communication. Then, match expertise to the 
project. What do you want the interim executive to achieve during 
his tenure? Is it to reorganize the department? Then change-
management skills are a requirement. Launching a new initiative? 
Experience bringing new products to market is essential.

Working with a talent-on-demand agency ensures you get talent with 
precisely the skills and expertise to match your needs.

5.   Should I work with an agency or find talent on my own?

Most companies take a multi-pronged approach to building 
their talent pipeline. Executives work their own networks while 
HR recruits directly or engages a recruiting agency. But with the 
emergence of independent consultant marketplaces, businesses 
now have access to a unique collection of talent. These networks 
offer thousands of professionals with both industry- and issue-
specific skills. Plus, working with talent-on-demand experts offers 
cost savings. They can help you find the right fit for your situation 
as well as handle payroll and paperwork.

Hiring talent on-demand can be an effective solution to managing 
changes in your business. By considering these questions before 
you hire, you’ll save time, streamline your process and sustain your 
company’s momentum.
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10
How to Tell If An Executive On-
Demand Will Fit Your Culture
Because an executive on-demand’s role is temporary, you may not 
think that cultural fit would be an important consideration when 
choosing the right candidate. But it is.

That may seem counter-intuitive, but think about it: An executive 
on-demand is joining your firm to perform a defined task. How 
effectively they work toward their goals will depend on their ability 
to quickly develop relationships, understand how things get done, 
and align their approach with your strategies.

With that said, here are five points to help you decide whether a 
candidate for an on-demand role will fit with your organization.

1.   How They Treat People.

A leader whose style doesn’t mesh with an established team’s may do 
more harm than good.

Get a sense of how the candidate behaves toward staff members. 
This is especially critical if they’re going to lead a well-established 
team that’s used to approaching its work in a particular way. If your 
company’s culture is hard-charging, for example, an aggressive 
manager may do just fine. But if it favors discussion and consensus, 
a leader who’s constantly pushing and criticizing may do more 
harm than good.

2.   How Do They View Teamwork?

Your executive on-demand will also work closely with the leaders of 
other departments. They have to be able to discuss strategies and 
resolve challenges in a way that keeps their project moving and 
builds good working relationships. Independent-minded managers 
who prefer to keep their own counsel won’t fit in with an executive 
team that’s used to consulting one another on big decisions. 
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3.   The Organization’s Values

Make sure the candidate’s views on company values align with yours.

The fast-food restaurant Popeyes believes in the notion of “servant 
leadership,” where managers encourage their subordinates to think 
on their own, and support them as they do. Amazon’s culture, on 
the other hand, is competitive, data-driven, and demanding. Both 
are successful businesses, so obviously each has a culture that 
works for them. But an executive who thrives in the world of servant 
leadership may not fare so well with the take-no-prisoners approach 
favored by Amazon. Question candidates closely to get a sense of 
the type of values they believe are important in an organization, 
and make sure those beliefs line up appropriately.

3.   Alignment With Goals and Strategies

For a business to succeed, its leaders have to believe in the course 
they’re pursuing. An executive charged with spearheading an effort 
to develop a new regional market won’t be very effective if they 
don’t think the market is viable. When interviewing candidates, 
probe to make sure they’re on board with your vision. And be sure 
to make them back up their arguments. You don’t want to hire 
someone who’s just spouting what they think you want to hear.

4.   Speed of Adaptability

It’s important that executives on-demand get up to speed quickly. 
You can get a sense of how prepared they are by quizzing them on 
their knowledge about your organization – including its values, its 
goals, its history and the challenges it faces. Candidates who’ve 
studied your company’s operations, market position and growth 
strategies are more likely to deliver results in a reasonable amount 
of time.

Identifying the right executive on-demand requires you to 
weigh considerations ranging from their proven experience to 
their demonstrated skills. Because of the temporary nature 
of their assignment, it’s tempting to give short-shrift to softer 
considerations, like cultural fit. That would be a mistake, though, 
so take the time to make sure the fit is indeed there.
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To have a conversation and learn more about 
Talent On-Demand - please visit 
http://www.IQWorkforce.com



IQ Workforce is a leader in providing talent on-
demand for the strategy, operations and analytics 
communities.  We have built an extensive network of 
top-tier professionals that are looking for independent 
consulting projects, interim management and contract-
to-hire positions.

Corry Prohens Imtiaz Patel
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