YV VECTOR

THE HIRING
STANDARD

An evidenced-based hiring framework built
for CDMOs and CROS

PART 2: WHY SMART LEADERS HIRE
THE WRONG PEOPLE

Developed by
Neil Kelly, CEO & Founder
Jenny Downing, Head of Clinical Operations and Delivery



In Part 1 of The Hiring Standard, we
established a simple but uncomfortable
truth: in pharma outsourcing, execution
is the product. Predictability under
pressure is what sponsors buy, what
investors price, and what differentiates
strong operators from fragile ones.

And predictability is not a systems
output. Itis a leadership output.

Which means hiring decisions are not
administrative. They are structural risk
decisions.

If leadership stability determines
whether a CDMO site absorbs stress or
drifts... If clinical delivery discipline
determines whether a CRO maintains
sponsor confidence or slowly erodes it...

Then the next logical question is
unavoidable: Why do experienced
leadership teams still get these
decisions wrong?
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Welcome to The Hiring Standard

Part 2: Why Smart Leaders Hire the Wrong People

Part 2 examines the decision mechanics
behind executive mis-hires. Not
incompetence. Not lack of intelligence.
But cognitive shortcuts, chemistry bias,
consensus pressure, and conversational
interviews that feel rigorous but are
structurally uncalibrated.

And that is where volatility begins.

In this chapter, we break down how thin
slicing, confirmation bias, and
unstructured evaluation quietly distort
decision quality, and why replacing
chemistry with disciplined evidence is
not about slowing hiring down, but about
stabilising execution before drift starts.

If Part 1 established that execution is
engineered, Part 2 explains why hiring
must be engineered too.

Neil Kelly
CEO

Jenny Downing
Head of Clinical Operations
and Delivery
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Part 2: Why Smart Leaders Hire
the Wrong People

Most executive hiring failures in pharma
outsourcing are not caused by a lack of
intelligence. They are caused by a lack
of evaluation discipline.

The uncomfortable truth is that many
leadership teams still hire like it's 1998:
e Chemistry-led interviews
e Unstructured conversations
e Resume-driven assumptions
e Panel consensus without
independent scoring

In a regulated outsourcing business, this
is not “old school.” It is structural risk.

Because the hiring environment rewards
the wrong signals and punishes the
traits that actually stabilise execution.

The First 10 Minutes Trap

Most hiring decisions are shaped in the first

5-10 minutes. Not because leaders are
careless but because the brain is built to
decide quickly.

You meet someone. You feel something.
You decide.

Then you spend the rest of the process
collecting evidence to justify the decision
you already made.

That's thin slicing.

Thin slicing is efficient in social life; but it is
expensive in leadership hiring.
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What Thin Slicing Rewards
(And Why It's Misleading)

In senior interviews, thin slicing tends to
reward:

« Confidence (even when unearned)

* Fluency (even when shallow)

e Presence (even when performative)

 Pedigree (even when context-
inappropriate)

 Familiarity (even when biased)

 Narrative skill (even when
disconnected from outcomes)

None of these are irrelevant. But none of
these are proof.

They are proxies; and proxies dre
dangerous when the environment is
regulated, client-facing, and high
consequence.

Pharma outsourcing punishes leaders
who are strong storytellers but weak
operators.

It also punishes leaders who can
“manage up” but cannot stabilise teams
when pressure rises.
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CDMO Failure Pattern: The
Narrator Hired to Run a

Control System

The CDMO mis-hire pattern is
predictable.

A leadership team meets a candidate
who is:

e Confident

e Fast

e Well-branded

e Comfortable in the room

They interpret that as competence.

But the job is not to be impressive. The
job is to keep a site in control under

stress.
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In CDMOs, execution leadership is
measured through behaviours that
rarely show up in conversational
interviews:

e How quickly they escalate risk

e How they protect investigation depth
when pressure rises

e How they balance compliance and
throughput without “either/or”
thinking

e How they stabilise teams during audit
pressure

e How they communicate with
sponsors when the truth is
uncomfortable

The mis-hire often looks like this:
The candidate talks about quality
culture.

But they normalise weak investigations.

They talk about operational excellence.
But they avoid conflict with sponsors.

They talk about accountability.
But they manage optics rather than
systems.

The result is drift. Not immediately.

But inevitably.
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CRO Failure Pattern: Polish
Without Escalation Ownership

In CRO hiring, the trap is different, but
equally damaging.

The room rewards:

e Sponsor language

e Commercial polish

e Presentation confidence

The CRO mis-hire pattern looks like this:

The leader can reassure sponsors.
But they delay escalation.

They can present a dashboard.
But they can't recover a timeline.

They can speak fluently about clinical
operations.

But they can’t sequence risk mitigation
under pressure.
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Sponsors don't leave after one issue.

They leave after repeated patterns of
late visibility and reactive governance.

This is why the CRO leader who “sounds
good” can be more dangerous than the
CRO leader who is blunt.

Blunt leaders surface risk early.
Polished leaders sometimes hide it too
long.
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The Confirmation Bias Engine:
What Evidence Actually Says

The Confirmation Bias Engine

Once a leadership team likes a
candidate, the interview process often
becomes a confirmation engine.

It follows a predictable sequence:

1.First impression forms quickly.

2.The team interprets evidence
through that impression.

3.Contradictory signals are discounted.

4.The group moves toward consensus.

5.Dissent becomes socially costly.

6.The final decision feels “aligned.”

This is not rational evaluation.
Itis social reinforcement.

And social reinforcement is exactly how

mis-hires get hired into critical roles.
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Evidence Integration: What the
Selection Science Actually Says

Structured interview research published
in Industrial & Organisational Psychology
continues to demonstrate higher
predictive validity than unstructured
interviews.

Work sample research continues to
demonstrate that scenario-based
assessment increases predictive
accuracy, particularly in roles requiring
complex judgment under pressure.

This is not theoretical. The evidence base
is clear:

Unstructured interviews reward narrative.

Structured evaluation rewards
capability.

If your hiring process is primarily
conversational, you are selecting for the
ability to perform in an interview, not the
ability to deliver in a regulated operating
system.
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From Volatility to Control: The
Economics of Evidenced-
Based Hiring

Financial Translation: Why this Failure What “Good” Looks Like: The
Mode is So Expensive Evidenced-Based Evaluation Standard

If you want to reduce mis-hire risk, you

Baseline hiring cost guidance (including ; )
need to replace chemistry with structure.

U.S. Department of Labor benchmarks)

suggests mis-hires carry immediate Evidence-based evaluation has five
cost exposure. requirements:

'I) OUTCOME DEFINITION
Define measurable 12-month outcomes
before you interview.

But in pharma outsourcing, the multiplier
effects are what matter:

¢ Ramp time is long. 2) FAILURE MODE MAPPING
* Sponsor relationships are fragile. Define how this leader could fail in this
context.

¢ Quality events are binary in impact.

e High performers leave early when 3) STRUCTURED INTERVIEWS

leadership is weak. Map questions to outcomes and failure
« Drift creates rework, firefighting, and modes.
governance burden.
4) WORK SAMPLES [ SCENARIOS

This is why mis-hiring a Site Head, Force thinking under pressure to show

_ s o ) itself.
Quality leader, or senior clinical delivery
leader is not a staffing error. 5) INDEPENDENT SCORING +
CALIBRATION

It is an execution volatility event. Score independently before discussion.

Calibrate on evidence, not consensus.

And volatility is what sponsors and This does not remove judgment.
investors price. It disciplines judgment.
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Implications for Talent

Architecture

This is why we treat executive hiring in
outsourcing as arisk discipline, not a
relationship exercise.

For business-critical roles, we deploy
structured executive search built around
outcomes, failure modes, and scenarios.

For scale events, we deploy RPO
infrastructure that installs structured
interviews, scoring, and calibration at
velocity.

In other words: We don't hire faster by
lowering standards.

We hire faster by building a system that

makes standards repeatable.

Conclusion: From Discipline to
Architecture

Part 2 has made one point clear:
mis-hires are rarely accidents. They are
the predictable outcome of unstructured
evaluation in high-consequence
environments.

When instinct replaces structure,
volatility follows.

When consensus replaces calibration,
drift begins.

When narrative replaces evidence,
execution risk is installed quietly.
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But correcting bias alone is not enough.

Even disciplined evaluation can fail if it is
applied without understanding the type
of risk involved.

Because not all hiring risk is the same.
Some roles concentrate execution risk in
a single decision. Others multiply risk
gradually through scale and
inconsistency.

The intervention required is different.

In Part 3, we distinguish between
concentrated execution risk and scale-
induced systemic risk, and explain why
treating them as one problem leads to
the wrong solution.

Precision where risk concentrates.
Infrastructure where risk multiplies.

That distinction is where hiring becomes
operating model design.
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Driving the Future of Science
Through Talent

We solve your current and future recruitment challenges by swiftly identifying critical
talent and enhancing your in-house capabilities, while future-proofing your in-house
recruitment capabilities.

At Vector, we understand that Our mission is to support our clients in
building exceptional teams isn't just building and developing the high
about finding the right individuals— performing teams needed to improve
it's about harnessing the power of patients’ lives and get cutting edge
collective expertise and cutting- science to market faster.

edge technology. Our flexible
solutions seamlessly blend the art of
human connection with the
precision of the latest innovations,
empowering our clients to assemble
market-leading teams that drive
unparalleled success.

What truly sets us apart, however, is Vector has built teams
our ability to liberate leadership and organisations across
teams from the complexities of .

talent acquisition. Drawing upon our the Globe, supporting
extensive experience as global TA leaders to create the
leaders, we deliver actionable .

insights and solutions with the teams reqU|red to meet
agility of an agency and the their business goals.

strategic foresight of a global
consulting firm.

For more information, contact:

Neil Kelly
CEO & Founder
neil@vectorta.com

Jenny Downing Hiring smarter and faster

Head of Clinical Operations and Delivery in Pharma Services
jenny@vectorta.com

www.vectorta.com
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