Risks of Over-Defining Hiring
in Manufacturing Leadership

1. Getting a Smaller, More
Expensive Talent Pool

Every qualification added narrows the
candidate pool and increases
compensation leverage for the few who
qualify. Strong leaders with adjacent
experience self-select out, while
candidates who check every box know

their value and negotiate accordingly.

2. Overlooking High-
Potential Leaders

Rigid requirements eliminate executives
from adjacent industries who solve
problems, build teams, and adapt but
don't check every box. A checklist built
on exact experience overlooks the
leadership skills and fresh perspectives

that actually drive results.

3. Compounding Sameness
Over Time

Organizations that fill leadership roles
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from a narrow template get predictable
results, the same approaches,
assumptions, and ideas. As
manufacturing changes through
automation and Al, sameness in
leadership becomes a competitive

liability over time.

4. Optimizing for the Past

A job description built around past
success risks missing leaders who have
already navigated digital transformation
and automation. Hiring criteria should
reflect where the business needs to go
over the next five years, not where it has
already been.

5. Slowing Organizational
Growth

When searches take longer, projects
stall. When leadership thinks alike,
innovation slows. When hiring optimizes
for the past, the company falls behind.
Over-defined criteria compounds all
three problems, and the cumulative

growth cost adds up fast.
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