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Why Can’t | Hire Anyone To Test My Al?

Introduction

If you are responsible in any way for hiring people to test your Al systems, then you are in
a unique position. You sit at the point where the industry is breaking, and you are one of
the few people who can actually influence how it changes. Not the whole world, just a
small but important part of it that is currently dysfunctional.

You feel the pressure from leadership, the confusion from HR, the uncertainty inside your
ownteams, and therisingfailuresin the systemsyou are supposed to trust. And yet, when
you try to hire someone who can actually test your Al, the candidates you need never
seem to appear. The roles are open, the need is urgent, the risks are growing, and the
hiring pipeline collapses long before a CV reaches your desk.

Look at any job board and you will see hundreds of roles that look like they should solve
your problem.

They appear under a chaotic mix of titles, including:
¢ Al Safety Analyst
¢ LLM Evaluator
¢ Al Red Team Specialist
¢ Al Product Specialist
¢ Al Content Reviewer
* Model Evaluation Contractor
¢ Al Annotator » Al Quality Analyst
¢ Al Operations Analyst
* Al UX Researcher
* Prompt Engineer

¢ Al Behaviour Analyst
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These are all testing roles. Every one of them. But none of them are written in a way that
helps you hire the person you actually need.

It is not because the talent does not exist. It is not because the work is too advanced. It
is not because the market is empty. It is not because the salaries are too low.

The truth is simpler and more frustrating: the industry has no shared language, no
standard job titles, no agreed-upon skills, and no recognised methodology for Al
behavioural testing. You are trying to hire into a category that has not been defined.

Section 1 - The Main Problems

The Role Does Not Exist.

The role does not exist in any meaningful way You are trying to hire for a category that has
not been defined. There is no standard job title, no agreed skill set, no recognised
qualification, and no shared understanding of what Al behavioural testing actually is. HR
cannot classify it. Recruiters cannot filter for it. Candidates cannot find it. The role
collapses before it reaches the market.

Human Resources

HR cannot write the job description HR is not the enemy. They are simply operating blind.
They do not know what the work is, what the skills are, or how to describe them. So, they
fall back on generic corporate language, mismatched keywords, and irrelevant
requirements. The result is a job description that attracts the wrong people and repels
the right ones.

Recruiters

Recruiters do not understand the work Recruiters are trained to match keywords, not
capabilities. They cannot evaluate behavioural reasoning, adversarial thinking, model
interrogation, or failure-mode analysis. They do not know the difference between
annotation work and behavioural testing. They cannot tell a red teamer from a content
reviewer. So, the wrong CVs get pushed forward, and the right ones never make it through.
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The Skills

The skills are invisible The people who can do this work rarely have job titles that reflect
it. They come from psychology, linguistics, UX research, philosophy, QA, security, writing,
analysis, or entirely unrelated fields. They do not have the keywords HR is searching for.
They do not have the titles recruiters expect. They do not have the certificates that
corporate systems require. They are invisible to your pipeline.

The Jobs Market

The market is flooded with the wrong candidates The only visible “Al testing” roles are the
low-paid online testing mills. These jobs attract huge numbers of applicants, but the work
is shallow, repetitive, and disconnected from real behavioural testing. These candidates
flood your pipeline, but they do not have the skills you need. They have been trained to
click boxes, not interrogate systems.

The Job Descriptions

The people who understand the problem are not writing the roles The people inside your
organisation who know what is going wrong with your Al systems are not the ones writing
the job descriptions. They are not consulted. They are not involved. They are not asked
what skills are required. The role is defined by people who do not understand the work,
and the result is a job posting that cannot succeed.

No Standard Methodology

There is no methodology to hire against Without a recognised behavioural testing
methodology, you cannot evaluate candidates even when you find them. You cannot test
their reasoning. You cannot measure their approach. You cannot compare their results.
You cannot validate their skill. You cannot justify the hire. You are trying to hire into a
vacuum.

Corporate Inertia

Corporate inertia blocks everything Large organisations move slowly. They rely on
established categories, established roles, established processes. Al behavioural testing
does not fit into any of them. It is new, undefined, and uncomfortable. So, the system
rejects it. Not intentionally. Just structurally.
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Pressure From Leadership

Leadership pressure makes it worse You are expected to deliver results, reduce risk, and
keep systems safe. But you are not given the tools, the language, or the hiring structure
to do it. You are responsible for outcomes without being given the means to achieve
them. This creates pressure, frustration, and a sense that you are failing, even though the
system is failing you.

The Industry Is Lagging

The industry is behind the curve Al is moving faster than the hiring structures that support
it. Faster than HR. Faster than recruitment. Faster than corporate governance. Faster
than job classification systems. Faster than universities. Faster than regulators. You are
trying to hire for a future role using past-era tools.

Section 2 - You have The Power To Fix Things

If you want to fix your hiring problem, you have to change the way you hire. The system
you are using cannot produce the candidates you need, because it was never designed
for this kind of work. You cannot rely on formal qualifications, legacy job families, or
corporate templates. None of them map to Al behavioural testing. They filter out the
people who can do the work and elevate the people who cannot.

Hire People Who Can Think

You need people who can think, observe, analyse, question, and push a system until it
reveals what it does under pressure. You need people who can hold a conversation with
an Al for hours and still notice the subtle shifts in tone, reasoning, confidence, and
behaviour. You need people who can see patterns, spot contradictions, and recognise
when a model is drifting, collapsing, or masking uncertainty. These are not formal
gualifications. These are cognitive traits.

Define The Roll

To hire the right people, you must define the role in a way that reflects the work. What
does the tester actually do? They run structured behavioural evaluations. They
interrogate the system. They map failure modes. They test under real workflow
conditions. They observe how the model behaves when it is tired, stressed, overloaded,
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confused, or pushed into edge cases. They look for the cracks that only appearin
long-form interaction.

LLM INQUISITOR METHODOLOGY

If you do not know how to define that work, then you need a methodology. Without one,
you cannot describe the role, you cannot evaluate candidates, and you cannot justify the
hire. A structured testing methodology such as the LLM Inquisitor Methodology gives you
the framework you are missing. It may be the only freely available methodology for Al
behavioural testing under real workflow conditions that exists right now. Read the quick
start guide and the practitioner guide. You will quickly understand what you are testing
for and the kinds of people you need to hire.

Don’t Chase Unicorns

Once you understand the work, rewrite the job ad. Drop the corporate language. Remove
the irrelevant requirements. Stop asking for degrees that have nothing to do with the job.
Stop demanding five years of experience in a field that did not exist two years ago. The
cultural disconnect between hiring and applying is growing wider every day. Applicants
feel overwhelmed, undervalued, and shut out by meaningless jargon and impossible
checklists.

Rewrite The Job Ad.

Be reasonable. Be open. Admit the problem. Say what you actually need. Say what the
work really is. Say that you are looking for people who can think, observe, analyse, and
test behaviour under real conditions. Say that you are using a structured methodology.
Say that you are building something new.

Cause & Effect

If you do that, the right applicants will appear. Not because the market suddenly
changed, but because someone finally spoke clearly enough for them to recognise
themselves in the role. They will flood in relieved that someone noticed the problem and
cared enough to fix it.
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Conclusion

It’s not necessarily anyone’s fault; it’s the system we have. Most people inside large
organisations are operating like rigid components in a machine. They do their part, they
follow the process, they stay inside the lane that was assigned to them, and they are not
encouraged to step outside it. Not because they lack intelligence or initiative, but
because the structure does not reward it. The system is built to maintain stability, not to
recognise insight. It produces compliance, not curiosity.

This is why your hiring pipeline is broken. Everyone involved is doing their job exactly as
the system expects, but the system itselfis outdated. HR follows the template. Recruiters
follow the keywords. Leadership follows the reporting structure. Candidates follow the
application process. Every cog turns. Every box is ticked. And yet the outcome is failure,
because the work you are trying to hire for does not fit inside the machine.

Al behavioural testing requires people who can think independently, observe deeply, and
operate outside rigid boundaries. But the hiring process is designed to filter for
conformity. It selects for people who look correct on paper, not people who can actually
do the work. It rewards the safe choice, not the right one. It screens out the unusual, the
interdisciplinary, the analytical, the people who notice things others miss. The very
people you need.

This is why you cannot hire anyone. Not because the talent is missing, but because the
system is not built to recognise it.

Links:

Inquisitor Labs Homepage:

https://assimilatedhuman.github.io/inquisitor-labs/index.html

-Document Ends-

© William Argo



