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c l i n i cal trial staffing 
A  T E M P O R A R Y  S O L U T I O N

the days of temps
as low-wage, low-status secre t a r i e s

without benefits have passed.
Now highly specialized — and often highly paid — scientists and oth-
ers involved in clinical re s e a rch are joining the temp world. Their skills
a re valued to such a degree that the organizations that employ them
often offer medical benefits, paid time off, and re t i rement options.

Contract workers — from clinical re s e a rch associates, biostatisti-
cians, medical writers, study coordinators, programmers, and re g u l a t o-
ry affairs personnel — are sought after by pharmaceutical, biotechnol-
o g y, medical-device companies, and contract re s e a rch org a n i z a t i o n s .
Companies look toward these types of arrangements as a way to avoid
the human re s o u rce costs of full-time workers and, more import a n t l y,
to meet their staffing needs for certain projects — both short and long-
t e rm — that need trained people who can produce from day one.

“ We don’t consider ourselves a temp agency,” says Ellen Maynard ,
VP of business development, client relations at ClinForce. “We are a

B Y  D E N I S E  M Y S H K O

Pre s s u re to find a q u a l i f i e d, reliable co nt ra ctor 
combined with fears over employ m e nt laws 

mean that rather than taking on indepe n d e nts 

companies are starting to t u rn to staffing org a n i z ations 
t h at screen and eva l u ate te m po ra ry and long-te rm assignment wo rkers 

f rom across the clinica l - re s e a rch spe ct ru m .

NICK DEMLING

Using freelancers 

allows companies 

to get expertise for the

particular area that 

they need it in.



niche staffing organization. The caliber and
the type of candidate that we supply is very
specific to the client’s needs. These are trained,
experienced clinical re s e a rch associates.”

A c c o rding to a CenterWatch analysis, 80%
of participants say there has been an increase in
the number of professionals becoming consul-
tants, and 59% believe there will continue to
be an increase in the hiring of these pro f e s s i o n-
als in the next two years. The surv e y, which was
conducted this spring, analyzed two market
segments: project management functions at
p h a rma, biotech, medical device, CROs, and
executive re c ruiters; and study conduct func-
tions at sites, including site management org a-
nizations and academic re s e a rch centers. 

the employ m e nt landsca pe
The nature of employment is changing,

with millions of workers no longer in tradi-
tional work arrangements. These individuals
a re part of the workforce that includes tempo-
r a ry, part-time, contract, and other nonstan-
d a rd work arrangements — a subdivision
often re f e rred to as “contingent” work.

Whether called contingent, flexible, alter-
native,, or nonstandard, the portion of the
American workforce engaged in nonperm a-
nent or less than full-time employment con-
stitutes anywhere from 5% to 30% of the

w o r k f o rce, depending on the type of work
a rrangements that are included. The contin-
gent workforce comprises many categories of
workers, ranging from highly paid manage-
ment consultants to low-paid service sector
workers. (See box below. )

The Bureau of Labor Statistics defines con-
tingent workers as people who do not expect
their jobs to last or who re p o rt that their jobs
a re temporary. 

Most experts say the contingent and altern a-
tive segment of the workforce is gro w i n g .
American staffing companies employed 11.7%
m o re people across all industries in the first
q u a rter of this year than in the same period last
y e a r, according to data from the American
S t a ffing Association. The ASA, whose members
p rovide temporary help, contract labor, and per-
manent placement services, does not bre a k
down data by industry, however. 

One company that relies heavily on con-
tract workers is Applied Biotech Inc. At any
given time, contract and temp workers consti-
tute about 25% of the company’s workforc e ,
says Gail Jones, human re s o u rce manager. The
company uses contract workers for a variety of
positions — from administrative and clerical
work to production, assembly, and ware h o u s e
work to lab tech and chemist level work —
and for a variety of reasons — to fill in for
vacation and medical leaves, for short - t e rm
p rojects, and for temp-to-hire positions.

“ We have trouble finding employees with
enough experience,” she says. “With all the col-
leges in the San Diego area, there are plenty of
college students and graduates. That’s great for
lab technicians and even for some chemist posi-
tions. Sometimes, though, we need to find
someone with at least five years of experience.”

benefits and draw b a c k s
In the CenterWatch surv e y, 75% of re s p o n-

dents say there are benefits to working with
contractors compared with full-time staff ,

C L I N I C A L T R I A L s t a ff i n g

ELLEN MAY N A R D

If we can understand

what companies are

looking for, what their

needs are, and the

timelines involved, 

we can be part of 

their solution.

U.S. Wo r k f o rce by Category of Wo r k e r

Ag e n cy te m p s 0 . 9 %

Di re ct - h i re te m p s 2 . 5 %

O n - call wo rkers and day labo re r s 1 . 7 %

Co nt ra ct co m p a ny wo rke r s 0 . 6 %

I n d e pe n d e nt co nt ra cto r s 6 . 3 %

Se l f - e m p l oyed wo rke r s 4 . 8 %

St a n d a rd part-time wo rke r s 1 3 . 2 %

Total of co nt i n g e nt wo rke r s 2 9 . 9 %

So u rce :Ge n e ral Ac co u nting Of f i ce rev i ew of Bu reau of La bor St atistics dat a , Wa s h i n g to n ,D. C . For more info rm at i o n , visit gao. g ov.

Ed i tor's note : The info rm ation co ntained in this chart is the most up-to - d ate data (1999) available from the GAO ; the study was 
commissioned on behalf of Co n g re s s.

Pe rce ntage of Total Wo rk fo rce
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including the ability to hire on an as-needed
basis; flexibility; no human re s o u rce issues; no
training or benefits re q u i red; and being able to
h i re a person for a specific project or time.

“Using freelancers allows companies to
extend their areas of expertise to meet their
clients’ needs,” says Gregg Berkowitz, princi-
pal and president at PharMed Staffing LLC.

O rganizations also can determine whether
a person is a good fit for the company, says
James C. Wa l k e r, president and CEO of
Octagon Research Solutions Inc., a develop-
ment partnering organization that uses con-
tract workers. 

“ We can’t aff o rd to have a high turn o v e r, so
using contract workers enables us to find out
how well we work with those people,” Mr.
Walker says. “It’s worked well over the past few
years because some people just haven’t worked
out and we’ve been able to let them go.”

The project-based nature of the pharm a
and biotech industry means staffing needs
v a ry, says Chris Jock, general manager of Kelly
Scientific Resources. “Companies don’t want
to be straddled with what is perceived as a
fixed cost,” he says. 

M r. Jock says that contract workers can
account for upwards of 10% to 15% of a phar-
ma company’s workforce. “For some projects, it
could account for almost 25% to 30% or more ,
depending on whether there is outsourc i n g .”

M r. Walker notes that Octagon employs

almost 70 people. “For a small company,
employee turnover is pretty costly,” he explains,
adding that contractors offer the company flex-
i b i l i t y. “We use them if we feel there is an
immediate need but we’re
not sure whether there will
be follow-on work. Bring-
ing somebody in on a con-
tract basis allows us to
gauge work flow while
avoiding hiring costs.”

As biotech companies
g ro w, they are starting to
use more services from
s t a ffing organizations, says
Nicholas Demling, dire c-
tor of business develop-
ment at MedFocus. “Companies are using
s t a ffing organizations across the board, includ-
ing to fill positions in the areas of stats, data
management, and CRAs,” he says. “Biotechs
often work with limited capital from venture
capitalists, especially as they start to move out
of the re s e a rch stages and into the clinic. These
e m e rging companies usually outsource their
data management, their statistics, and their
p rogramming to a CRO. They then tend to
rely on staff i n g f i rms for project CRAs or
regional CRAs.”

But while hiring independent contractors
allows for greater staffing flexibility, this is by
no means a cheap option. Ty p i c a l l y, contrac-

tors are highly skilled and highly paid, mean-
ing sponsors are likely to pay a premium to
h i re these individuals. 

“ T h e re certainly is a premium for cert a i n
positions, such as biostatisti-
cians and clinical re s e a rc h
monitoring,” Mr. Jock says.
“Those positions tend to
command higher wages
because it takes more to
re c ruit those individuals. On
top of wages, those individu-
als are given a higher level of
benefits to attract them to
work with a staffing compa-
n y. It is really driven more on
what it takes to find, re c ru i t ,

q u a l i f y, retain, and maintain those individuals.”

w h o’s the bo s s ?
Working with contract workers, however,

does present some challenges. In fact, compa-
nies throughout many industries are taking a
critical look at their use of independent work-
ers because of concerns about coemployment
issues. 

In a well-publicized case in 2000, Micro s o f t
settled a suit brought by temporary workers for
$97 million after the IRS determined that the
company had misclassified temporary workers.
The company agreed to pay overdue employee
withholding taxes and to compensate the inde-
pendent contractors for overtime pay. 

“Several clients who use consultants have
t u rned to us to help them deal with the coem-
ployment issue by moving these consultants
on to our payroll rather than theirs,” says
David Hands, principal and managing part n e r
of MedFocus. “Coemployment has definitely
been identified by the larger pharm a c e u t i c a l
companies as an issue, though not yet by the
smaller biotech companies.”

Ms. Maynard agrees that how companies
use consultants has become a cause for con-
c e rn. “Because of the Supreme Court decision
in the Microsoft case, coemployment is a re a l
issue,” Ms. Maynard says. 

Using staffing companies can limit the
e x p o s u re to companies, she says. “Because
these workers are ClinForce employees and
because we take out their taxes and we pay
their benefits, they are far removed fro m
employee status at the pharmaceutical compa-
n y,” she says. “We’ve worked long and hard to
make sure that we’re compliant.”

Not everyone agrees, however, that the use
of independents is decreasing because of coem-
ployment issues. “All of the people we have in
our network stay busy,” Susan L. Coultas, pre s-
ident and cofounder, InfoQuest Clinical Net-
work Inc. 

Ms. Coultas says one of the big issues is
whether a company has the right to contro l
the details of a workers’ perf o rmance. 

Whether someone is an employee or an indepe n d e nt co nt ra ctor is an impo rt a nt ques-

t i o n .The answer dete rmines a co m p a ny’s liability to pay and withhold Fe d e ral income tax,

Social Se c u ri ty and Me d i ca re taxe s, and Fe d e ral unemploy m e nt tax.

In genera l , someone who pe rfo rms serv i ces for a co m p a ny is an employee if a co m p a ny

can co nt rol what will be done and how it will be done.

The co u rts have co n s i d e red many facts in deciding whether a wo rker is an indepe n d e nt

co nt ra ctor or an employe e.These fall into three main cate g o ri e s :

B E H AV I O RAL CO N T RO L . A business has a ri g ht to dire ct and co nt rol an employe e’s

be h av i o r. These include when, w h e re, and how to wo rk ;w h at tools or equipment to use;

w h at wo rkers to hire or to assist with the wo rk ;w h e re to purchase supplies and serv i ce s ;

w h at wo rk must be pe rfo rmed by a specified individual;and what order or sequence to fo l-

l ow.

FINANCIAL CO N T RO L . A business has a ri g ht to co nt rol the business aspe cts of a wo rk-

e r’s job, including the exte nt to which the wo rker has unreimbursed ex pe n s e s ; the exte nt of

a wo rke r’s inve s t m e nt ;the exte nt to which a wo rker makes serv i ces available to the re l eva nt

m a rke t ;h ow a business pays wo rke r s ; and the exte nt to which a wo rker can re a l i ze a pro f i t

or loss.

TYPE OF RELAT I O N S H I P. An employe e / e m p l oyer re l ationship can be dete rmined by:

w ri t ten co nt ra cts describing the re l ationship the parties intended to cre ate ; whether the

wo rker is provided with employe e - ty pe be n e f i t s ; the pe rm a n e n cy of the re l at i o n s h i p ;a n d

h ow inte g ral the serv i ces are to the principal act i v i ty.

Employee o r Independent Contractor
ACCORDING TO THE INTERNAL REVENUE SERV I C E

THE NATURE OF 

E M P L O Y M E N T

is changing, 

with millions of 

workers no longer 

in traditional work 

a r r a n g e m e n t s .
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“Most sponsor companies are accustomed
to having employees whose daily activities are
in their direct control rather than independent
contractors,” she says. “In addition, many of

our members have established their own com-
panies so the liability for the sponsor company
is not quite so high.”

Still, coemployment remains a gray are a ,

M r. Hands says. “One question that arises is:
a re these consultants or contractors being
t reated like employees while they are on site?”
he says. “That’s a big issue since the Micro s o f t

C L I N I C A L T R I A L s t a ff i n g

Ac co rding to Gregg Be rkow i t z ,founder and pre s i d e nt of Ph a r Me d

Staffing LLC ,f re e l a n ce personnel play an eve r - g rowing role in the suc-

cess of the medical co m m u n i cations industry. The ve ry nat u re of

p h a rm a ce u t i ca l - s u p po rted education and marketing effo rts co nt i n-

ues to re q u i re an evolving and spe c i a l i zed fre e l a n ce co m m u n i ty.

Tod ay, c l i e nts not only are more demanding then ever but also

i n c reasingly co s t - co n s c i e n ce. Budgets at medical co m m u n i cat i o n s

companies are similarly co n s t ra i n e d, meaning only a limited numbe r

of full-time personnel can be hired to meet ant i c i p ated business pro-

j e ct s. Ye t, the quest for new business is a full-time and essential pur-

s u i t.Th i s, in turn ,c re ates a need for ex pe ri e n ce d, re l i a b l e, and quality

f re e l a n ce help.

The medical co m m u n i cations industry is one industry that ca p i-

t a l i zes on fre e l a n cer wo rke r s. Fre e l a n ce personnel are co s t - e f fe ct i ve,

re l i eving an org a n i z ation of the financial and log i s t i cal co m m i t m e nt s

of additional full-time staff, p a rt i c u l a rly when only pro j e ct assistance

is needed or ant i c i p ate d.

In addition, f re e l a n ce wri ters often spe c i a l i ze in particular pro j e ct

a reas (monog ra p h , slide ki t s, e tc.) and tend to have more exte n s i ve

ex pe rtise in particular thera peutic are a s. While most fre e l a n ce meet-

ing planners cover all aspe cts of onsite eve nt s, some spe c i a l i ze in the

p re-planning or logistics phase. So,d e pending on the need,the med-

i cal co m m u n i cation org a n i z ation can select the fre e l a n cer with the

most applicable ex pe rtise to meet the particular client pro j e ct need.

Trying to identify appro p ri ate fre e l a n cers can be a cumbe r s o m e,

time co n s u m i n g,and exhausting process for medical co m m u n i cat i o n

f i rm s. He re are a few tips for success in helping to sort through the

pool of fre e l a n cers and find the ones who can really provide value to

an org a n i z at i o n :

PHONE SCREENS: Try not to rush a co nve r s ation just to hear the

f re e l a n cer mention the key capabilities needed for a job. A 15-minute

phone co nve r s ation should allow the re c ru i ter to get enough info r-

m ation and build a ra p po rt with a person to dete rmine if that pe r s o n

would be a good fit. Ma ke small talk about nonwo rk issues. Pe o p l e

o ften provide be t ter insight into their qualities and can reveal a lot

m o re about themselves when talking about eve ryd ay things.

THE “X ” FAC TO R : Th e re are some exce l l e nt fre e l a n ce pe r s o n n e l

with outstanding re s u m e s, re fe re n ce s, and samples. Un fo rt u n ate l y,

sometimes with that gre at skill set may come with “c h a l l e n g i n g” pe r-

s o n a l i ty tra i t s. A client may change his mind and a pro j e ct needs to

t a ke on a new dire ction in a moment’s notice. Pe rh a p s, the gre ate s t

qualities a fre e l a n cer can have, besides ski l l ,a re flex i b i l i ty and a will-

ingness to wo rk with a client and acco m m od ate changes in timelines

or deadlines.

S TA RT SMALL: It’s a good idea to give a person a small,p re l i m i n a ry

p ro j e ct to test the wate r s. Late r, o f fer the fre e l a n cer wo rk on big pro-

j e cts to test additional abilities. This method enables an employer to

eva l u ate how the person fits, h ow he or she wo rk s, and how to be s t

wo rk with that pe r s o n .

BRING THEM IN: The best time to talk to fre e l a n cers is when the

co m p a ny doe s n’t need them. When a person isn’t under the gun to

find someone as soon as po s s i b l e, it is easier to eva l u ate a fre e l a n ce r’s

capabilities and po te ntial fit within the org a n i z at i o n .When an oppo r-

t u n i ty does ari s e, the co m p a ny alre a dy has taken the oppo rt u n i ty to

s peak with that individual and fo rm u l ate an unhurried and unbiased

o p i n i o n .

WORK WITH AN AG E N C Y: If an org a n i z ation does not have the

time and/or re s o u rces to find fre e l a n cers itself, it should co n s i d e r

wo rking with an appro p ri ate fre e l a n ce agency that spe c i a l i zes in its

field or need.These org a n i z ations offer a va l u a b l e, ext ra level of secu-

ri ty in helping to find qualified fre e l a n ce r s.Th ey should be thoro u g h-

ly scre e n e d, eva l u ate d, and te s ted by the agency. While there are no

g u a ra nte e s, a reputable agency will increase an org a n i z at i o n’s ability

to provide quality and timely outco m e s. Most fre e l a n ce co m p a n i e s

a re built around a business model that only charges a fee if the client

uses someone the agency has re co m m e n d e d.

Fo l l owing these suggestions will hopefully help make the task of

finding a qualified fre e l a n cer that much easier.

So u rce :Ph a r Med Staffing LLC ,New Yo rk .For more info rm at i o n , visit pharm e d-

s t a f f i n g. co m .

Working with the F reelance Community

GREGG BERKOWITZ

F reelance personnel 

play an ever- g rowing 

role in the success 

of the medical 

communications 

i n d u s t r y.
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ruling. Many of our large pharm a c e u t i c a l
clients have limited the tenure of our consul-
tants, no matter how good they are, to avoid
u n c e rt a i n t y. ”

Classifying workers correctly is import a n t
not just from a tax perspective, but also fro m
a labor law perspective. Employees are pro-
tected under the Fair Labor Standards Act,
which provides standards for worker wages,
hours, overtime, and minimum wage.

The Department of Labor has tried to clar-
ify current laws. In general, an employee, as
distinguished from an independent contractor,
is one who “follows the usual path of an
employee” and is dependent on the business
that he or she serves. 

A c c o rding to Daniel Perlman, CEO and
p resident of ReSearch Pharmaceutical Serv i c e s
Inc., using staffing organizations may not
completely shield pharmaceutical companies
f rom liability, especially if a staffing company
is using independent contractors. 

“It is an issue for pharmaceutical compa-
nies to monitor and control contractor re l a-
tionships,” Mr. Perlman says. “Each company
has its own rules about the use of contractors.
Go to five diff e rent pharmaceutical companies
and each will have a diff e rent set of rules for
c o e m p l o y m e n t . ”

For a small co m p a ny,
t u rn over is pre t ty co s t l y.
We use co nt ra ctors if we
feel there is a small initial

need but we’re not sure
a bout fo l l ow-on wo rk .

Bringing somebody in on
a co nt ra ct basis allows us

not to incur any hiri n g
costs and gauge the 

wo rk flow.

JAMES WA L K E R

S H E L LY CA RO LA N

The benefit of using 
a serv i ce versus hiri n g
staff is that co m p a n i e s
can keep pro j e cts on
s c h e d u l e.Th e re are a lot
of things  — such as
staffing up, t ra i n i n g,
e m p l oyee management,
the screening and
ve ri f i cation of ca n d i d ate s
— that are not
n e ce s s a rily ex pe n s i ve but
can take a lot of time.

▲ Ri g ht now, the pharm a ce u t i ca l
i n d u s t ry is loo king to cut co s t s.
Companies are now we i g h i n g
be tween hiring co nt ra ct staff and
running trials inte rnally or
o u t s o u rcing them co m p l e tely 
to a CRO.

▼ The goal of using a co nt ra ctor is to
b ring someone in who can prov i d e
i n s t a nt success to the pro j e ct without
human re s o u rce co m m i t m e nt. It
m i g ht be cheaper to hire in most
s i t u at i o n s, but companies would be
missing the oppo rt u n i ty to bri n g
s o m e body in who is going to have
i n s t a nt succe s s.

D AVID HANDS

DAN PERLMAN
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Being flexible is key for
o v e rcoming some of the
issues related to coemploy-
ment, says Christine Ve r
Straate, VP of business
development, Pharm a P ro s
Corp., which uses contract
and independent workers to
extend their team and sup-
p o rt key projects. “Our con-
sultants can work their own
hours,” she says. “They use their own equip-
ment. In our case, we’re very flexible and we’re
not dictating hours. But once committed to a
p roject, they are responsible for meeting their
deliverables and producing top-quality work.”

best pra ct i ce s
M r. Walker cautions that companies need

to be careful about who they select to conduct
employee searches. “We’ve had more success

finding people on our own,
only because we’ve had
some good re f e rences fro m
our own employees. It is
really hard to find quality
people, even through org a-
nizations that have a big
database of contractors.”

Some staffing org a n i z a-
tions don’t assess the con-
tractors as well as they

should, he cautions. “We’ve run into a lot of
people who don’t listen to the job re q u i re m e n t s
and the description of the type of person we’re
looking for,” Mr. Walker says. “I know right
away that we’ve chosen the wrong re c ruiter if I
get 10 resumes that day. If it was that easy to
find somebody, I wouldn’t need a re c ru i t e r. ”

Those on the re c ruitment side, however, say
that if a company truly enters into a part n e r-
ship with a staffing organization, it can facili-
tate the process of finding the right contractor. 

M r. Berkowitz agrees. “The most impor-
tant thing is for the staffing organizations to
understand the dynamics of a company —
how it conducts business, what its business
philosophy is, and how it likes to work with
f reelance personnel,” he says. “Once the
s t a ffing organization understands this critical
i n f o rmation, then it can begin to determ i n e
how to satisfy particular clients’ needs and
who would be a good fit.” 

Communication is especially critical when
working with a staffing organization, says
Shelly Carolan, senior VP, lab support, with
On Assignment Inc. “The better the commu-
nication between the technical re s o u rces of the
agency and the technical re s o u rces of compa-
n y, the better fit companies will have right off
the bat,” she says. ✦

Ph a rm a Vo i ce we l comes co m m e nts about this

a rt i c l e.E-mail us at fe e d b a c k @ p h a rm avo i ce. co m .

Experts on this topic
GREGG BERKOW I T Z . Principal and 

p re s i d e nt, Ph a r Med Staffing LLC , New Yo rk ;

Ph a r Med Staffing ident i f i e s, s c re e n s,

i nte rv i ews, and eva l u ates po te ntial 

f re e l a n ce personnel with ex pe ri e n ce in 

m e d i cal educat i o n ,co m m u n i cat i o n s, and 

a dve rtising re l ated to the pharm a ce u t i ca l

i n d u s t ry. For more info rm at i o n ,v i s i t

p h a rm e d s t a f f i n g. co m .

S H E L LY CA RO LA N . Senior V P, lab 

s u p po rt, On As s i g n m e nt Inc. , Ca l a b a s a s,

Ca l i f. ; On As s i g n m e nt provides healthca re

and science staffing pro fessionals to 

leading healthca re institutions and

re s e a rch firm s. For more info rm at i o n , visit 

o n a s s i g n m e nt. co m .

SUSAN L. CO U LTA S . Pre s i d e nt and

co fo u n d e r, I n fo Quest Cl i n i cal Ne two rk Inc. ,

Bu rl e s o n ,Tex a s ;I n fo Quest Cl i n i cal Ne two rk

is a netwo rk of indepe n d e nt clinica l

re s e a rch pro fessionals providing a full-

s pe ct rum of clinical re s e a rch serv i ces to

p h a rm a ce u t i ca l ,m e d i ca l - d ev i ce, and 

b i o l ogic co m p a n i e s. For more info rm at i o n ,

visit infoq u e s tc l i n i ca l . co m .

N I C H O LAS DEMLING. Di re cto r, b u s i n e s s

d eve l o p m e nt, Me d Foc u s, Des Pl a i n e s, Il l . ;

Me d Focus offers clinical re s e a rch co nt ra ct

consulting and staffing to the 

p h a rm a ce u t i ca l ,b i o te c h n o l ogy, and 

and clinica l - re s e a rch org a n i z at i o n s. Fo r

m o re info rm at i o n , visit clinfo rce. co m .

DANIEL PERLMAN. CEO and pre s i d e nt,

Re Se a rch Ph a rm a ce u t i cal Se rv i ces Inc. ,

Plymouth Me e t i n g, Pa . ; RPS provides 

c u s to m i zed solutions to assist co m p a n i e s

with the management and execution of

their dru g - d eve l o p m e nt prog rams as we l l

as spe c i a l i zed staffing arra n g e m e nt s. Fo r

m o re info rm at i o n ,visit rp s we b. co m .

CHRISTINE VER STRA AT E. VP of business

d eve l o p m e nt, Ph a rm a Pros Co rp. ,

Ca m b ri d g e, Ma s s. ; Ph a rm a Pros is a clinica l

s e rv i ces org a n i z ation that offers ex pe rt

p rod u cts and serv i ces focused on the

i m p l e m e nt ation and inte g ration of clinica l

te c h n o l ogy with optimal business 

p roce s s e s, t raining and suppo rt to the

p h a rm a ,b i o te c h ,d ev i ce, and CRO 

co m p a n i e s. For more info rm at i o n ,v i s i t

p h a rm a p ro s. co m .

JAMES C. WA L K E R .Pre s i d e nt and CEO,

Octagon Re s e a rch Solutions Inc. , King of

Pru s s i a , Pa . ; Octagon Re s e a rch offers a suite

of re g u l ato ry elect ronic submissions,

re g u l ato ry affairs, c l i n i cal data 

m a n a g e m e nt, s t at i s t i ca l ,and info rm ation 

te c h n o l ogy serv i ces to the life - s c i e n ce s

i n d u s t ry. For more info rm at i o n ,v i s i t

oct a g o n re s e a rc h . co m .

m e d i ca l - d ev i ce industri e s. For more 

i n fo rm at i o n ,visit medfoc u s. co m .

D AVID HANDS. Principal and managing 

p a rt n e r, Me d Foc u s, Des Pl a i n e s, Il l . ;Me d Foc u s

o f fers clinical re s e a rch co nt ra ct consulting and

staffing to the pharm a ce u t i ca l ,b i o te c h n o l ogy,

and medica l - d ev i ce industri e s. For more 

i n fo rm at i o n , visit medfoc u s. co m .

CHRIS JOCK. Ge n e ral manager, Kelly Scient i f i c

Re s o u rce s,Troy, Mi c h . ; Kelly Scientific Re s o u rce s

( K S R ) , the scientific business unit of Kelly 

Se rv i ce s, p rovides scientific staffing serv i ces on

a te m po ra ry, p ro j e ct, and full-time basis to a

b road spe ct rum of industri e s. For more 

i n fo rm at i o n ,visit ke l l ys c i e nt i f i c. co m .

GAIL JONES. Human re s o u rce manager,

Applied Bi o tech Inc. , San Di e g o ; Ap p l i e d

Bi o tech is a deve l o pe r, m a n u f a ct u re r, and 

m a rke ter of po i nt - o f - ca re, rapid diagnostic

tests and is a subsidiary of Apog e nt 

Te c h n o l ogies Inc. , which manufact u res 

l a bo rato ry, l i fe - s c i e n ce s, and diagnostic 

p rod u ct s. For more info rm at i o n , visit 

a b i a pog e nt. co m .

ELLEN MAY N A R D. V P, business deve l o p m e nt,

c l i e nt re l at i o n s, Cl i n Fo rce, Mo rri s tow n ,N . J . ;

Cl i n Fo rce, with headquarters in Re s e a rch 

Triangle Pa rk ,N . C . ,p rovides co nt ra ct staffing

and dire ct hire re c ru i t m e nt serv i ces for 

p h a rm a ce u t i ca l ,b i o te c h n o l ogy, d ev i ce, C RO,

THE INDUSTRY

c u r rently is being 

especially careful about 

the use of independent 

workers. But in the future ,

companies will likely start 

to employ longer-term 

c o n t r a c t o r s .


