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This book exists because of a pattern we've seen too many times over fifteen years of writing CVs professionally:
genuinely capable, qualified people quietly losing out on roles they were well suited for — not because they lacked
the experience, but because nobody had ever properly explained how hiring actually works from the other side of
the desk.

Most career advice available online falls into one of two camps. It's either so generic it could apply to anyone ("be

confident," "tailor your CV," "prepare for the interview") without ever explaining the mechanics behind the advice,
or it's written by people who've never actually sat on the hiring side of the table and are guessing at what
recruiters and hiring managers are really thinking. Neither is particularly useful when you're the one about to

submit an application that matters, or walk into an interview room with real stakes attached.

This book is different in one specific way: everything in it comes from the actual, unglamorous mechanics of how
CVs get read, how shortlisting decisions get made, and how interviews really get assessed — not theory, not
guesswork, but the patterns that show up consistently when you've spent years working directly with both job

seekers and the hiring processes they're trying to get through.

You don't need to read it cover to cover in order, though it's built to work that way if you do. If you're mid-
application-process right now and need something specific, the chapters stand reasonably well on their own — go
straight to Chapter 6 if you're bracing for a hard interview question, or Chapter 7 if an offer just landed and you're
not sure how to handle the number. But if you have the time, reading it in sequence builds a genuinely coherent
picture: how your CV gets read, what the person reading it is actually deciding, how to write it so it proves what
matters, how to carry that same substance into the interview, how to defend it when it's questioned, and how to

close the process well once an offer is on the table.

One thing this book won't do is promise you a guaranteed outcome. No CV, no interview technique, and no book
can guarantee a specific job offer — anyone who tells you otherwise is selling something. What this book can do is
make sure that when you don't get arole, it's because of genuine competition or fit, not because your CV buried
your actual value under vague language, or because you walked into an interview without understanding what

was really being assessed. That's a realistic, achievable goal, and it's the one this book is written to help you meet.

Good luck with it. You've almost certainly got more evidence for your case than your current CV is giving you

credit for — the rest of this book is about finding it and presenting it properly.
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CHAPTER 01

How HR Actually

Reads a CV
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Every job seeker has been told the same statistic at some point — recruiters spend six seconds on your CV. Most
people hear that and panic, or dismiss it as marketing nonsense from a CV writing company trying to sell urgency:.
Neither reaction is quite right. The number itself matters less than what it reveals about the mechanics of hiring,
and once you understand those mechanics, the six seconds stop being a threat and start being something you can

design for.

Here is what's actually happening on the other side of the desk.
The recruiter is not reading. They're scanning for permission to reject.

This sounds harsh, but it's the single most useful thing you can understand about the hiring process. A recruiter or
hiring manager working through eighty applications for one role is not sitting down to appreciate your career
story. They are looking for a fast, defensible reason to move your CV into the "no" pile, because that's the only way

they get through the stack before lunch.

This isn't cynicism about the people doing the hiring — most of them are decent, overworked, and would
genuinely love to find the right person quickly. It's a description of the constraint they're operating under. A hiring
manager at a mid-sized UK firm might have a full-time job that has nothing to do with recruitment, plus forty CVs
to get through before a Thursday deadline, plus three other candidates already scheduled for interview. Your CV is

not being read in a quiet room with a cup of tea. It's being triaged.

Once you accept that the first pass is a triage, not a read, the advice about formatting, structure and clarity stops
feeling like fussy pedantry and starts feeling like what it actually is: risk management. Every awkward paragraph,
every unclear job title, every date that doesn't quite add up gives the reader a reason to stop early. Your job in the

first six seconds isn't to impress. It's to give them nothing to trip over.

What actually gets scanned, in order

If you watch someone experienced scan a CV — and after years of doing this professionally, the pattern is
remarkably consistent — they are not reading top to bottom like a novel. They are hunting for four things, roughly

in this order:

Your mostrecentjob title and employer. This tells them, in about half a second, whether you're plausibly in the
right ballpark for the role. If you're applying for a marketing manager position and your last title was "Junior
Marketing Executive,” that's not disqualifying, but it reframes everything that follows. The reader now reads the
rest of the CV looking for evidence of readiness to step up, rather than evidence of competence at the level

advertised.

How long you stayed in your last two or three roles. Unfair or not, tenure gets read as a proxy for reliability
and cultural fit. A string of eight-month stints raises a question mark, even if every single departure had a perfectly

good reason behind it (a redundancy, a fixed-term contract ending, a relocation). The CV rarely gets the chance to
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explain that context in the first pass — the pattern alone does the damage. This is one of the most common things
to address when reformatting a CV: not hiding gaps or short stints, but framing them so the pattern doesn't read as

ared flag before the story gets a chance to land.

Whether the layout signals competence. This is the part candidates underestimate the most. A cluttered,
inconsistent, or overly creative layout doesn't just look unprofessional — it actively suggests that the person's day-
to-day work might be similarly disorganised. For most commercial roles, a clean, conventional structure isn't
boring. It's a small piece of evidence that you can produce clear, well-organised documents, which is a skill most

jobs actually require.

One or two numbers. Not because recruiters are obsessed with statistics, but because a number is the fastest
possible proof that something actually happened. "Managed a team" tells the reader nothing. "Managed a team of
six across two sites" tells them scale. "Reduced processing time by 30%" tells them impact. In a six-second scan, a
number is the single most efficient piece of information you can put in front of someone, because it doesn't require

interpretation.

Everything else on the page — your personal statement, your list of responsibilities, your hobbies — gets read
later; if it gets read at all. That's not a reason to neglect those sections. It's a reason to make sure the four things

above are unmissable before you worry about the rest.

The applicant tracking system is not the villain you've been told about

There's a persistent myth in job-seeking circles that ATS software is some kind of ruthless robotic gatekeeper
rejecting qualified candidates by the thousand over a missing keyword. The reality is less dramatic and more useful

to understand.

Most applicant tracking systems used by UK employers and recruitment agencies are, fundamentally, searchable
databases. When a recruiter opens a requisition, they don't sit and read every single application in the order it
arrived — they search and filter, the same way you'd search an inbox. They might search for a required
qualification, a specific piece of software, a job title, or alocation. Your CV needs to contain the language they're

likely to search for, in a format the system can actually parse and display correctly.

Where CVs genuinely go wrong with ATS software is almost always structural, not conceptual: text boxes, tables,
and multi-column layouts that look sleek in Word or Canva but scramble into nonsense when the system extracts
the text — a "2019-2022" date might end up floating in the wrong place entirely, disconnected from the job it
belongs to. Headers and footers that get ignored completely, meaning if your contact details live in a header, some
systems won't register them at all. Unusual section titles — calling your work history "My Professional Journey"
instead of "Work Experience" — that stop the software recognising what kind of content it's looking at. Scanned
images or CVs saved as flattened PDFs from unusual design tools, which some older systems still can't read as text
atall.
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None of this means your CV needs to be plain to the point of dullness. It means the structure underneath the design
needs to be clean: standard section headings, a single column, dates and job titles that sit together as normal text,
not as decorative elements. This is the entire premise behind formatting a CV properly rather than just making it

"look nice" — the two goals usually align, but when they don't, function has to win.

The part nobody tells you: the second read is completely different

Here's something that rarely gets explained to job seekers, and it changes how you should think about writing your
CV. The six-second scan and the proper read are two different events, often performed by two different people, for
two different purposes. The scan is triage — usually done by a recruiter, an HR coordinator, or increasingly a piece
of software, and its only job is to build a shortlist. But if you make that shortlist, your CV gets read again, properly
this time, usually by the actual hiring manager; and often with a very different question in mind. The scanner was
asking, "Is there any reason to say no?" The hiring manager reading your shortlisted CV before an interview is

asking something closer to, "What do [ want to ask this person, and what am [ hoping they can do for my team?"

This is why a CV that's optimised purely for the scan — heavy on keywords, light on genuine substance — often
underperforms at the next stage. It gets you through the door, and then the interviewer has nothing to dig into, no
interesting detail to build a conversation around, no evidence beneath the buzzwords. The CVs that perform best
across both stages have a clear, scannable structure on the surface, but real substance underneath it: specific
projects, specific outcomes, specific decisions you made and why. The formatting earns you the six seconds. The

content has to earn everything after that.

What this means for how you should actually write yours

Understanding this two-stage process changes the practical advice in a useful way. It's not simply "use more
keywords" or "make it look clean,” though both matter. It's that every section of your CV is doing one of two jobs,

and you should know which job it's doing.

Your job title, your employer names, your dates, and your layout exist to survive the six-second scan. They need to
be immediately legible, conventionally structured, and free of anything that creates a moment of confusion. Your
bullet points, your achievements, and the specific detail behind each role exist to reward the second, slower read
— the one that happens once someone has already decided you're worth a proper look. That's where the numbers,

the context, and the "here's exactly what I did and what changed because of it" detail needs to live.

Most CVs that don't get results have this backwards. They spend all their effort on a beautifully written personal
statement and vague, adjective-heavy bullet points ("dynamic self-starter with a passion for excellence"), while the
structural basics — job titles buried mid-paragraph, dates that don't align, section headings that need to be worked

out — actively work against the six-second scan they were never designed to survive.

Get the structure right first. Then make the substance worth the second read. That order matters more than almost

anything else in this book, and it's the foundation everything in the following chapters builds on.
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CHAPTER 02

Getting Inside the

Employer's Head
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Most career advice treats the employer as a kind of exam board — a fixed set of criteria you either meet or don't.
Tick enough boxes and you pass. [t's a comforting way to think about hiring, because it makes the process feel
objective and controllable. It's also wrong, and believing it will lead you to write a CV and sit through an interview

that misses what's actually being decided.

Hiring is not an exam. It's a risk assessment, performed by a person who will personally answer for the outcome if

they get it wrong,

Every hire is a bet the hiring manager is personally exposed to

Think about what actually happens when a manager decides to hire you. They are putting their own judgement on
the line, in front of their boss, their team, and often a finance director asking why headcount costs went up this
quarter. If you turn out to be brilliant, they get a small amount of quiet credit. If you turn out to be a poor fit — if
you're slow to ramp up, difficult to manage, or gone within six months — that reflects on them directly. They

approved it. They vouched for you.

This asymmetry explains almost every seemingly irrational thing that happens in hiring. It explains why a hiring
manager will sometimes choose the "safe," slightly less impressive candidate over the flashier one with a patchier
history. It explains why unexplained gaps and short stints get scrutinised so heavily — not because employers are
heartless about redundancies or family circumstances, but because an unexplained pattern is exactly the kind of
thing that looks bad in hindsight if the hire doesn't work out. And it explains why so much of the hiring process,
from the CV stage through to the final interview, is really just an extended exercise in the hiring manager trying to
answer one private question: if | recommend this person and it goes wrong, will I be able to say I had good reason

to believe it would go right?

Once you see hiring this way, a lot of your job as a candidate becomes obvious. You are not just trying to
demonstrate that you can do the job. You are trying to give the hiring manager enough evidence, delivered clearly

enough, that recommending you feels like the safe, defensible decision — not the gamble.

The three questions behind every hiring decision

Strip away the specific competencies of any given role, and every hiring manager is really trying to answer three

questions about you, usually in this order.

Can you actually do this job, based on evidence rather than claims? This is the most literal one, and the one
candidates spend the most energy on — listing skills, qualifications, software, years of experience. It matters, but
it's rarely the deciding factor on its own, because most shortlisted candidates for a given role can broadly do the
job on paper. The evidence that moves the needle here is specific and recent: not "experienced in project
management" but "delivered a systems migration across three departments on time and under budget." The

difference between a claim and evidence is almost always specificity.
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Will you fit how this team actually operates? This is where a huge number of technically qualified candidates
get rejected, and it's the one most CVs do nothing to address, because it's hard to prove fit on a document at all. A
hiring manager is quietly asking whether you'll mesh with the pace of the team, the level of autonomy they expect
people to work with, the communication style of the office. You can't fake this convincingly, and trying to guess
exactly what a specific team wants and performing it is usually transparent and off-putting. What you can do is be
honestly, clearly yourself in a way that lets the right employers self-select — and this matters more at interview

stage than on the CV, which is why Chapter 5 spends real time on how interviewers actually assess this.

Will hiring you solve a problem, or create one? This is the question underneath the question, and it's the one
experienced hiring managers are most conscious of, even if they'd never phrase it this bluntly. Every open role
exists because something isn't working — a gap in capacity, a project that needs driving forward, a department
that's about to lose someone critical. The candidate who gets hired is very often the one who most clearly
demonstrates they understand what problem the role exists to solve, and who has evidence of solving something
similar before. This is why generic CVs that could apply to any company in the sector routinely lose out to CVs that
clearly speak to the specific challenges implied by the job advert — even when the generic candidate is objectively

more experienced.

Why "impact” beats "responsibility” every time

If there's one shift in thinking that changes a CV more than any other, it's the move from describing what you were

responsible for to describing what changed because you were there.

"Responsible for managing client accounts” describes a job description, not a person. Every single person who held
that job title had the same responsibility. It tells the hiring manager nothing about whether you were good at it,
mediocre at it, or actively struggling with it. Compare that to: "Grew a portfolio of 40 client accounts to 65 over
eighteen months, with zero client losses during a period of company-wide price increases." That single sentence
proves competence, initiative, and resilience under a specific, named pressure — without using any of those

words.

This is the difference between a duty and an achievement, and it's worth being precise about, because a lot of
candidates think they're already doing this when they're not. A duty describes an ongoing responsibility. An
achievement describes a specific, bounded outcome — something with a before and an after, ideally with a number
attached to the gap between them. "Managed the social media accounts” is a duty. "Grew Instagram engagement by
140% over one quarter by shifting posting strategy toward short-form video" is an achievement, even though it's

describing the same underlying job.

Not every line on a CV can be an achievement — some context and duty-description is necessary to explain the
shape of the role before you get to what you did with it. But a CV where every bullet point is a duty and none are
achievements is, to a hiring manager, functionally indistinguishable from every other CV for that job title. It gives
them nothing to differentiate you on, which means the decision falls back to less favourable signals: your most

recent employer's brand recognition, your job title, or simply who applied first.
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Reading between the lines of a job advert

Job adverts are written under their own constraints — usually by someone in HR working from a template,
sometimes by the hiring manager directly, often stitched together from an old advert for a similar role. They're
rarely a perfectly accurate description of what will actually get someone hired, but they're the best clue you have,

and most candidates read them far too passively.

The essential skill here is separating the requirements that are genuinely load-bearing from the ones that are
aspirational or copy-pasted boilerplate. A phrase like "5+ years of experience” is often a soft filter rather than a
hard rule — plenty of people with four years of unusually strong, relevant experience get hired over someone with
six years of unremarkable experience. But a phrase buried in the second paragraph, like "will need to manage
stakeholder relationships across multiple departments during a period of significant change,” is usually a direct
signal about the actual problem the role exists to solve, dropped in by someone who knows exactly why they're
hiring. That sentence deserves more attention in your CV and cover letter than the generic bullet-pointed list of

desirable skills above it.

A useful habit: read the advert once for the obvious requirements, then read it again specifically looking for
language that hints at why now — why this role exists at this particular moment. Growth, restructuring, a
departure, a new system being implemented, a new market being entered. Whatever that underlying reason is, it's
usually the real job, and speaking to it directly — even briefly — signals that you've understood the brief rather

than just pattern-matched your CV against the job title.

The comparison you're actually being judged against

One final piece of the employer's mindset that's easy to forget: you are never being judged in isolation. You are
being judged relative to whoever else applied for the same role, in the same batch, read by the same tired hiring

manager on the same Tuesday afternoon.

This matters practically, because it means the goal isn't to write a CV that's objectively "good" in some abstract
sense. It's to write one that reads more clearly, more specifically, and more relevantly than the other CVsit's sitting
alongside in the pile — most of which, statistically, will be full of vague duty-lists, unexplained gaps, and generic
personal statements about being a "hardworking team player." You don't need to be perfect. You need to be the CV
that gives the hiring manager the clearest, fastest, most defensible reason to say yes, sitting next to a stack of CVs

that mostly don't.

That's a much more achievable target than perfection — and it's the standard the rest of this book is written to

help you meet.
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CHAPTER 03

Writing a CV That

Proves Impact
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Knowing that achievements beat duties, and that hiring managers are assessing risk rather than ticking boxes, is
only useful once you can translate it into actual sentences on an actual page. This chapter is the practical one —
how to take a job you did, however ordinary it felt at the time, and write it in a way that proves you were good at

it.

Start by mining, not writing

The single biggest reason people struggle to write strong CV content isn't a writing problem. It's a memory
problem. Most people, asked to describe their last role, default to the job description they were handed on day one
— because that's what's easiest to recall under pressure, sitting at a laptop with a blank document open. The actual
texture of what you did, the specific problems you solved, the moments things went well or badly and you adapted

— that detail is still in your head, but it doesn't surface on demand. It has to be dug out.

Before writing a single bullet point, it's worth spending fifteen minutes on a different exercise entirely: for each
role, write down answers to these prompts in rough, ugly, unedited form. What was the state of things when you
started — what was broken, missing, or underdeveloped? What did you specifically do about it, as opposed to
what your team or department did? What changed by the time you left, or by the time you're writing this — and is
there any way to put a number on that change, even a rough one? What did you get complimented on, asked to

repeat, or asked to train others in?

That last question is worth taking seriously. The things colleagues and managers noticed and commented on are
often the clearest external signal of where your actual value was, and they're routinely left off CVs because they

didn't feel like "achievements" at the time — they felt like just doing the job.

The structure that turns a task into an achievement

Once you have the raw material, the actual sentence structure is simple, and it's the same structure used across

most well-written CVs, cover letters and interview answers, because it works: context, action, result.

Context is the brief setup — what situation you were in. Action is what you specifically did. Result is what changed,
ideally quantified. You don't write these as three separate sentences on a CV — that would be far too long — you
compress them into a single, tight bullet point, usually leading with the action and result, with context folded in

only where it's needed to make the achievement make sense.

Take a genuinely unglamorous example: someone working in an admin role who improved how invoices were
processed. Written as a duty: "Responsible for processing supplier invoices." Written with context, action and
result compressed into one line: "Redesigned the supplier invoice process, cutting average processing time from
nine days to three and reducing late-payment queries by roughly a third." Same job. Same person. Completely
different impression, because the second version proves initiative and quantifiable impact instead of just naming a

task.
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This works for almost any role, including ones that feel too junior or too routine to have "achievements" at all. A
retail assistant who consistently hit upselling targets, a warehouse operative who suggested a layout change that
reduced picking time, a graduate who built a spreadsheet that automated a report three colleagues used weekly —
all of these are achievements in exactly the same structural sense as a director's strategic turnaround, just at a

different scale. Scale matters far less than most candidates assume. Specificity matters more.

What to do when you genuinely don't have a number

A fair objection to all of this: not every role produces neat, quantifiable outcomes. A teacher doesn't have a
revenue figure. A support worker doesn't have a conversion rate. Plenty of good candidates freeze at this point and
default back to vague duty-language because they don't want to invent statistics that don't exist — which is the
right instinct. Never fabricate a number. A CV that gets caught out on a made-up statistic at interview does far more

damage than a CV with no numbers at all.

But "quantify everything" isn't really the underlying principle — proving impact is. Numbers are just the fastest
way to do that when they're genuinely available. When they're not, you can still prove impact through scale, scope,

and specificity instead.

Scale: how many people, cases, students, or sites were affected by what you did. "Supported a caseload of 30
vulnerable adults” gives shape even without a success metric attached. Scope: what you were trusted with that
others weren't. "Selected to lead the department's transition to a new reporting system" implies competence and
trust without a single digit. Specificity: naming the actual thing you did rather than the category it belongs to.
"Introduced a weekly check-in structure that reduced missed deadlines within the team" is concrete and checkable

in a way that "improved team communication" never will be, even with no number attached to either.

If you genuinely can't find scale, scope, or specificity for a particular duty, that's often a sign it doesn't belong as its
own bullet point — it belongs folded into context for a stronger point nearby, or left out entirely. Not every task

you performed needs to appear on your CV. Only the ones that say something about how well you performed it.

Tailoring without rewriting from scratch every time

The advice to "tailor your CV for every application” is correct and also routinely misunderstood as meaning you

should rewrite the whole document each time, which is exhausting enough that most people quietly give up on it
after the second application. The more sustainable approach is to build one strong, comprehensive master CV —

genuinely your best version, with every achievement you've mined properly written up — and then tailor by

selection and emphasis rather than by rewriting from a blank page.

For any given application, the real tailoring work is threefold. Which achievements from your master document
are most relevant to this specific role, and should be moved higher or given more space. Which language in the job
advert should be echoed in your own phrasing, not as keyword stuffing, but because using the employer's own

terms for things (their name for a certification, their term for a process, their specific software) signals fluency in
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their world. And which of your bullet points, however strong, are simply irrelevant to this particular role and
should be trimmed or shortened, because a CV that's equally detailed about everything you've ever done reads as

unfocused, even when every individual line is well written.

This is roughly twenty minutes of editing per application once the master CV exists, not two hours of rewriting —
and it produces a far more targeted document than most candidates manage even when they do put in the two

hours, because selection and emphasis matter more than fresh prose.

The personal statement problem

Most personal statements are the weakest part of the CV, and they're weak for a predictable reason: they're written

last, under time pressure, summarising a document the candidate has just finished writing and is slightly sick of

looking at. The result is usually three lines of adjectives — "dynamic," "results-driven,” "passionate about
excellence" — that could be copy-pasted onto literally any CV in the pile, which means they do no work at all in the

six-second scan.

A personal statement earns its place on the page by doing one specific job: telling the reader, before they've read
anything else, exactly what kind of candidate they're looking at and why this role makes sense for them right now.
That means naming your actual specialism or level rather than generic enthusiasm — "a finance manager with six
years' experience in SME turnaround environments" rather than "a highly motivated finance professional." It
means including your single strongest, most relevant piece of evidence, compressed to a phrase — not the full
achievement, just enough to make the reader want to find the detail further down the page. And it means, where
relevant, briefly addressing the "why this move" question directly, especially for career changers or anyone whose
next step isn't the obvious continuation of their last job title — because if you don't answer that question, the

hiring manager will guess, and the guess is rarely as flattering as the truth.

Three or four sentences is usually enough. It should read like it was written specifically for this document, by a
specific person, about a specific stage of their career — not assembled from a bank of interchangeable career-
summary phrases. If you could delete a candidate's name from your personal statement and paste it onto someone

else's CV without anyone noticing, it isn't doing its job yet.

CVProWrite - The Hiring Room 17



CHAPTER 04

Playing the Longer

Game
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Most of the advice in this book so far has been about winning a single application. This chapter is about something
slightly different: making sure that when you win it, it actually moves you forward, and that the CV and choices

you're making now don't quietly box you into a corner five years from now.

It's entirely possible to be excellent at getting hired and still end up stuck — taking whatever role comes next

because it's available, rather than because it's the right next step. This chapter is about avoiding that.

Every role is either a step, a plateau, or a detour

Before applying to anything, it's worth being honest with yourself about which of these three categories a role falls

into, because the answer should change how much effort you put in and how you frame your application.

A step role clearly builds toward something — more responsibility, a skill you're missing, exposure to a function or
sector you want to move into eventually. A plateau role is comfortable and pays the bills but doesn't meaningfully

change your trajectory either way; sometimes that's exactly the right call for a season of life, and there's no shame
in choosing stability deliberately. A detour role takes you sideways or backwards against your actual goals, usually

taken out of financial pressure or simple availability rather than strategy.

None of these are inherently wrong choices — sometimes a detour is the only realistic option, and that's fine. What
matters is knowing which one you're making, on purpose, rather than drifting into it and being surprised three
years later that your CV doesn't tell a coherent story. Hiring managers and recruiters can generally tell the
difference between a candidate whose career has a discernible logic to it, even with some non-linear moves, and a
candidate whose CV reads as a series of unrelated jobs taken because they were going. The first is far easier to hire,

because their next move is predictable and their motivation is legible.

The gap between your current title and your target title

A useful exercise, whether you're planning your next move or your next five moves, is to write down your current
job title and the title you actually want to hold in three to five years, then honestly list what sits in the gap between

them.

Usually the gap is some combination of three things: a skill or qualification you don't yet have, a scope of
responsibility you haven't yet been trusted with (managing people, owning a budget, running a project end to end),
and visibility — simply not yet being known, internally or in your sector, as someone who does the thing you want
to be hired to do next. Most people focus disproportionately on the first (more courses, more certifications) and

neglect the second and third, which are usually the bigger blockers.

Scope is closable inside a role you already have, often faster than people assume, simply by asking for it.
Volunteering to lead a project nobody else wants, offering to mentor a junior colleague, asking your manager

directly what it would take to be considered for the next band up — these conversations feel uncomfortable to
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initiate, and most people avoid them for months or years longer than necessary, which is precisely why the people

who do initiate them tend to move faster than their equally capable peers.

Visibility is closable through smaller, consistent actions rather than a single dramatic move: being the person who
writes up the useful summary after a meeting, contributing visibly in the forums or channels your industry
actually pays attention to, making sure your manager and their manager both know what you're working toward,
not just what you're working on. None of this requires arrogance or self-promotion that feels unnatural — it
requires making your work and your ambitions legible to the people positioned to help you close the gap, instead

of assuming good work speaks entirely for itself. It rarely does, on its own, quickly enough.

Lateral moves are underrated

There's a common assumption that career growth should look like a straight staircase — each move a step up in
title or salary from the last. In practice, some of the most valuable moves in a career are lateral: a move into a
different function, a different industry, or a different kind of organisation, taken at the same level or occasionally

even a small step down in seniority, specifically to acquire something the straight-line path doesn't offer.

A marketing executive who moves laterally into a sales role for eighteen months, then returns to marketing, often
becomes a significantly stronger marketing leader than one who climbed the marketing ladder without
interruption — because they now understand the commercial pressures marketing exists to support, from the
inside. A candidate moving from a large corporate into a small, fast-growing company at a similar title often gains
far broader exposure to functions they'd never have touched in a bigger, more siloed organisation, which becomes

valuable evidence of range later.

The risk with lateral moves is entirely about how they're framed, both on the CV and at interview. A lateral move
framed as "couldn't get promoted, so moved sideways instead" reads as a setback. The identical move framed as
"deliberately moved into X to build Y capability before returning to a leadership track” reads as strategic. The
move itself doesn't determine which story gets told — you do, and it's worth deciding on that framing before you

make the move, not scrambling to explain it afterward.

What "career growth" actually costs, and deciding if you want to pay it

It's worth saying plainly, because career advice often skips it: consistently climbing does have real costs, and it's
entirely legitimate to decide, at any point, that you don't want to keep paying them. More responsibility usually
means more hours, more stress, more people-management (which not everyone enjoys or is suited to, regardless of
how capable they are technically), and often less time spent doing the specific, hands-on work that drew you to

the field in the first place.

Plenty of highly capable people make a deliberate, well-reasoned choice to stop climbing at a certain level and
become excellent, deeply specialised individual contributors instead — and increasingly, well-run organisations

build genuine senior individual-contributor tracks precisely because they've learned that forcing every capable
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person into people-management produces bad managers and loses good specialists. If that's the right choice for
you, it deserves to be made on purpose, and your CV and interview answers should reflect that choice confidently
rather than apologetically. "I've chosen to specialise rather than move into management, and here's the depth

that's given me" is a strong, legitimate answer — not something to hide or explain away.

The goal of this chapter isn't to push everyone toward relentless upward mobility. It's to make sure that whichever
direction you're actually choosing — up, sideways, or deliberately staying put — you're choosing it, and your CV

tells that story coherently, rather than reading as a career that happened to you rather than one you steered.

Building the evidence before you need it

The final piece of playing the longer game is one most people only learn the hard way: the evidence for your next
move needs to exist before you start looking for it, which means it needs to be built during the role you're

currently in, not reconstructed from memory when you eventually update your CV.

This is a simple habit, worth building now regardless of whether you're job-hunting this year or not. Keep a
running note — a document, a notes app, whatever's frictionless enough that you'll actually maintain it — and add
to it whenever something noteworthy happens at work. A project that went well and why. A number you hit or
beat. A piece of positive feedback, quoted directly if you can. A problem you solved that nobody else had managed

to. Thirty seconds, once every week or two, is enough to maintain it.

Two years later; when you do sit down to update your CV or prepare for an unexpected opportunity, the difference
between having this running note and not having it is the difference between a CV built from sharp, specific, real
detail and one built from a strained attempt to remember what you did eighteen months ago. Chapter 3 covered
how to turn raw material into strong CV content. This is how you make sure the raw material still exists when you

need it.
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Getting Inside the
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If the CV's job is to earn you a seat in the room, the interview's job is to answer the questions a document simply
can't. Are you who your CV suggests you are? Can you think clearly under mild pressure? Would working with you
actually feel the way the hiring manager hopes it will? This chapter is about understanding what's really being

assessed in an interview — because most candidates prepare for the wrong exam.

The interview is not a test of your memory

A huge amount of interview anxiety comes from treating it like a school exam — a fixed set of correct answers you
need to recall under pressure. This framing does you no favours, because it's not actually what's happening. An
interviewer is not checking whether you can produce the textbook-correct response to “tell me about a time you
dealt with conflict." They're watching how you think, how you structure an answer under mild social pressure,
and whether the story you tell holds together and sounds like a real thing that happened to a real person, rather

than a rehearsed script.

This distinction matters practically. Over-rehearsed answers — memorised word for word, delivered with the
same rhythm regardless of how the question was actually phrased — often perform worse than answers that are
well-prepared in substance but delivered conversationally, because interviewers can usually tell the difference,
and a robotic delivery undermines exactly the "would I want to work with this person” assessment that's running

underneath the surface the whole time.

The better preparation goal is not memorising answers. It's having a clear, honestly-examined set of stories and
examples in your head — the same raw material from Chapter 3's mining exercise — that you can pull from and

shape to fit whatever's actually being asked, in your own words, each time.

What's actually being scored, question by question

Every interview question, however it's phrased, is usually doing one of three jobs. Recognising which job a

question is doing helps you answer the right thing, rather than the literal words of the question.

Some questions are testing competence directly — "walk me through how you'd approach X" or "tell me about a
time you did Y." These want the content from Chapter 3: context, action, result, delivered clearly and specifically.
The mistake here is usually vagueness — describing what a team did rather than what you specifically did, or

describing a general approach rather than a specific real example.

Some questions are testing self-awareness — "what's a weakness of yours," "tell me about a time something went

wrong," "what feedback have you received that surprised you." These are not trick questions designed to catch you
out. They're testing whether you have an honest, examined relationship with your own performance, because
candidates who can't discuss a genuine weakness or mistake convincingly are read — correctly, most of the time
— as either not self-aware or not being straight with the interviewer, both of which are worse signals than the

weakness itself would have been.
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Some questions are testing fit and motivation — "why this role," "why are you leaving your current job," "where do
you see yourself in a few years." These are assessing whether your presence in the room reflects genuine, thought-
through motivation, or whether you're simply applying broadly and would take any offer that came in. Vague or

generic answers here ("I'm looking for a new challenge,” "I want to grow professionally") are the single most
common way strong candidates undersell themselves at this stage, because they're true of literally everyone and

prove nothing about why this specific role, at this specific company, makes sense for this specific person.

Structuring an answer so it actually lands

The STAR framework — Situation, Task, Action, Result — gets recommended so often it's become a cliché, and like
most clichés, it's repeated because it's genuinely useful, not because career advisors have run out of other things to

say. The failure mode isn't the framework. It's how mechanically people apply it.

The most common mistake is spending too long on Situation and Task and rushing Action and Result — the two
parts that actually demonstrate you did something impressive. A candidate might spend ninety seconds setting the
scene ("so at my previous company, we had this system where...") and then compress the actual point of the story
into a single rushed sentence at the end. Reverse that ratio. The setup should be as brief as it can be while still
making sense — often two sentences is plenty — and the majority of your answer should live in what you

specifically did and what changed as a result.

The second common mistake is answering in the passive, collective voice throughout — "we decided," "we
implemented,” "we managed to." Interviewers are trying to assess you individually, and an answer that never
separates your contribution from the team's leaves them unable to do that, which either makes them ask a
frustrated follow-up question ("okay, but what did you specifically do?") or, more often, simply mark the answer
down as unclear evidence. It's not arrogant to say "I proposed,” "I built," "I decided" when that's what actually
happened, even within a team effort — it's necessary information the interviewer needs and can't get any other

way.

Reading the interviewer, not just answering the question

Interviews are conversations, not questionnaires, and paying attention to how the interviewer is responding — not

just what they're asking — gives you real-time information most candidates ignore entirely.

If an interviewer's body language or tone shifts to more engaged when you mention a particular project, that's
useful information: they've just told you, without saying it directly, what they actually care about for this role. It's
worth briefly returning to that thread later if a natural opportunity arises, rather than mentally filing it and moving
on. If an interviewer seems to be rushing through your answer or checking notes while you're still talking, that's a
signal you've gone on too long and lost their attention — the correct response is to wrap up your current point

more quickly than planned, not to power through the rest of a longer prepared answer regardless.
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Equally, the questions an interviewer asks reveal what they're actually worried about, which is often more useful
than the question's literal content. A hiring manager who keeps circling back to questions about working
independently is very possibly worried, based on something in your CV or your answers so far, about whether you
need a lot of oversight. That's worth addressing head-on rather than hoping it goes away — a direct, confident
answer about how you manage autonomy usually resolves the concern far more effectively than ignoring the

pattern and hoping they don't ask it more directly later.

The questions you ask back matter more than most candidates think

Nearly every interview ends with some version of "do you have any questions for us?" — and a shocking number
of well-prepared candidates undo a strong interview in the final two minutes by asking nothing, or asking

something generic enough to signal they hadn't thought about it ("what's the culture like here?").

This moment is doing real work, whether candidates treat it that way or not. It's your last chance to demonstrate
the same qualities the rest of the interview was assessing — genuine engagement with the specific role and
company, and the kind of thinking that would make you good at the job. A strong question usually does one of two
things: it digs into something specific that came up earlier in the conversation ("you mentioned the team's about to
take on the new reporting system — what does that transition actually look like for whoever's in this role?"), or it
asks something that only someone seriously considering the role and thinking practically about doing it well

would think to ask ("what does success in this role look like at the six-month mark?").

Avoid questions whose answers are easily found on the company website — it signals you didn't do basic
homework. And it's entirely appropriate to ask one question about the team or the manager's own working style;
understanding who you'd actually be working for is a legitimate part of deciding whether to accept an offer, and
asking it thoughtfully rarely counts against you. The candidates who leave the strongest final impression are
usually the ones whose closing questions make the interviewer think, even briefly, "that's a good question" —

because that reaction is itself evidence of exactly the kind of colleague they're trying to identify.
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CHAPTER 06

Defending Your CV
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Every CV has at least one thing on it that invites a harder question — a gap, a short stint, a career change, a title that
dropped rather than rose. This chapter is about that moment specifically: not how to write around a weak point on
paper, but how to sit across from someone who's just asked you about it directly and answer in a way that closes

the question instead of deepening it.

The instinct to over-explain is the thing working against you

Almost everyone's natural response to being asked about a gap or an awkward pattern in their history is the same:
apologise, then explain at length, adding detail after detail as if enough context will eventually make the

interviewer feel better about it. This instinct is understandable and almost always counterproductive.

Over-explaining does two damaging things at once. It signals, through sheer volume of justification, that you
yourself are not entirely at peace with whatever happened — and interviewers read hesitation and over-
justification as evidence that there's more to the story than what's being said, even when there genuinely isn't. And
practically, it keeps the uncomfortable topic in the room for far longer than necessary, giving the interviewer more
material to form follow-up questions from, when your actual goal is to answer clearly, confidently, and move the

conversation back to your strengths as quickly as is natural.

The better structure, for almost any difficult question, is short and has three parts: a brief, factual explanation with
no excessive justification, a brief statement of what you did with that period or situation, and a bridge back to why
it's not a concern going forward. Practice this shape until it feels natural, because the difference between a
confident thirty-second answer and an anxious two-minute one is often the entire difference in how the moment

lands.

Handling employment gaps

A gap on a CV is one of the most over-worried-about issues in job seeking, largely because candidates assume it
reads far worse to the interviewer than it typically does. Redundancies, caring responsibilities, health issues,
further study, extended travel, a genuinely difficult job market in a particular sector — these are all common,
unremarkable reasons that most experienced interviewers have heard many times before and don't automatically

hold against a candidate, provided the answer is delivered without excessive apology or vagueness.

What actually raises concern isn't the gap itself. It's an answer that feels evasive, or a gap with no evidence that the
time was used purposefully in any way. "I took some time off" followed by an uncomfortable pause invites more
questions than "I stepped back for eight months after being made redundant during a company restructure — I
used the time to complete a project management certification and did some freelance consulting alongside the job
search, and I'm glad to be back in a full-time role now." The second answer is barely longer; but it's factual,
unapologetic, and gives the interviewer something concrete rather than an implied story they're left to fill in

themselves.
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If the gap genuinely wasn't used productively — sometimes life simply doesn't allow for a tidy narrative of self-
improvement during a hard stretch — it's still better to be plainly honest about that than to manufacture a version
that sounds impressive but feels evasive under any follow-up questioning. "It was a genuinely difficult period for
personal reasons, and I'm in a strong position to focus fully on work now" is a complete, respectable answer. You
are not obligated to disclose private details to justify a gap, and a reasonable interviewer won't push for them —

but you do need to answer the question that was actually asked, briefly and directly, rather than deflecting entirely.

"Why did you leave?" and "why are you leaving?"

This question, in either tense, is trying to establish two things: whether you left (or are leaving) for reasons that
reflect badly on you, and whether your account of the departure is consistent and doesn't contradict what a
reference might later say. Both of these are easier to satisfy than most candidates assume, provided the answer is

honest and framed forward rather than backward.

The version to avoid is a litany of complaints about a previous employer — a difficult manager, being overlooked
for promotion, colleagues who were hard to work with. Even when every word is true, and even when the
interviewer might privately sympathise, this kind of answer reads as a risk signal, because the interviewer's brain
does a quiet, automatic calculation: if this role doesn't work out perfectly, is this how they'll describe us in their
next interview? Complaining about a past employer, however justified, makes you look like a future liability

regardless of the facts.

The stronger version reframes the same underlying reality around what you were moving toward, not what you
were moving away from. Redundancy becomes "the department was restructured and my role was affected, which
pushed me to look for a role with more long-term stability in a growing team." A difficult manager becomes, if it
needs mentioning at all, "I realised I wanted more autonomy in how I approached my work than that particular
structure allowed for." A role that simply wasn't a good fit becomes "I learned a lot about what I do and don't want
from a role, which is part of why this opportunity looks like a strong match.” None of these are dishonest. They're
the same true events, told with the emphasis on what you learned and where you're headed, rather than on

grievance.

When an interviewer challenges a specific claim

Occasionally an interviewer pushes back directly on something you've said — questioning whether a number is
realistic, asking a detailed technical follow-up that probes whether you genuinely did what you claimed, or simply
saying "that seems like a big claim for someone at your level." This moment tests something specific: whether your
CV was built on real substance or on inflated language, and it's exactly why Chapter 3's advice against fabricating
numbers matters so much. If everything on your CV is true and you genuinely did the work, you can answer any

follow-up question about it, in as much detail as they want, because the detail actually exists.
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The wrong response to a challenge is defensiveness — repeating the original claim more insistently, or getting
visibly flustered. The right response is to welcome the follow-up as an opportunity to prove the claim with more
specificity, not less: "Sure — the way we got there was..." followed by genuine operational detail that only someone
who actually did the work would know. This is often the moment a strong candidate most clearly separates
themselves from a weaker one who padded their CV, because the padding becomes obvious the instant it's asked to

bear any real weight.

If you're challenged on something and the honest answer involves a caveat — the number was a team result you
contributed significantly to, rather than one you achieved entirely solo, for instance — say that plainly rather than
letting an overstated claim stand uncorrected. "To be precise, that was a team target [ was one of three people
driving, and my specific contribution was..." is a stronger answer than doubling down on a version that oversells
your individual role, because it demonstrates exactly the kind of honesty under pressure that the challenge was

designed to test for in the first place.

The mindset that makes all of this easier

Underneath every technique in this chapter is a single shift in mindset that does more work than any individual
script: you are not on trial, and the interviewer is not your adversary. In almost every case, they want to hire
someone — the role costs them time and money to leave open, and a good hire genuinely makes their working life
easier. A tough question is not usually an attempt to catch you out. It's usually a genuine attempt to resolve a real,

reasonable concern so they can feel comfortable saying yes.

Answered from that mindset — as information the interviewer needs in order to hire you, rather than an
accusation you need to survive — even the hardest questions in this chapter become far easier to answer well,
because you're no longer performing defence. You're just being straightforwardly, confidently honest about a

career that, like everyone else's, has some untidy partsin it.
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CHAPTER 07

The Offer and the

Money Conversation
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By the time salary comes up in earnest, most of the hard work is already done — you've made the shortlist,
survived the interview, and the employer has decided, at least provisionally, that they want you. Yet this is the stage
where a lot of candidates undo real value, either by negotiating badly or by not negotiating at all. This chapter is

about closing the process as well as you opened it.

Why so many people leave money on the table

The most common reason candidates under-negotiate isn't a lack of information about market rates — it's
discomfort. Asking for more money feels, to a lot of people, uncomfortably close to seeming greedy or difficult,
especially in the UK, where discussing money openly still carries more social awkwardness than it does in some
other job markets. That discomfort is understandable, but it's worth naming clearly so you can recognise it as a
feeling rather than a fact: a reasonable, well-evidenced negotiation is not greedy, and a competent employer does
not think less of a candidate for having one. Most experienced hiring managers expect it, budget for it, and are

mildly surprised when a strong candidate simply accepts the first number without any conversation at all.

The second reason is a fear that negotiating will cause the offer to be withdrawn entirely. This fear is wildly
disproportionate to the actual risk. An employer who has already decided you're the right person for the role, after
a full interview process, is very rarely going to walk away over a reasonable, professionally handled negotiation.
Rescinded offers over negotiation attempts happen, but they are the exception, and they're almost always the
result of how the negotiation was handled — aggressive, ultimatum-based, or wildly out of touch with the market

— rather than the simple fact that a negotiation happened at all.

Do the research before the number comes up, not after

The single biggest lever in any salary conversation is knowing, with real confidence, what the role is actually
worth in the current market — not what you personally need to cover your bills, which is a completely different

number and one that carries no weight in a negotiation, however real the underlying pressure is.

Useful sources for this research include salary data from recruitment agencies who specialise in your sector (many
publish annual salary guides freely), genuine conversations with people in similar roles at similar-sized companies,
and job adverts for comparable roles that do list a salary band, which are increasingly common in the UK following
growing pay-transparency expectations. Triangulating two or three sources gives you a defensible range, and a
defensible range is worth far more in a negotiation than a single number you're not sure how to back up if asked

where it came from.

It's also worth researching the specific employer, not just the role, where you can. A well-funded, fast-growing
company in a competitive hiring market has more room to move than a small, tightly-budgeted organisation in a
sector under financial pressure. This doesn't mean you should ask for less from the latter — but it should inform

how you read their response and how much flexibility you build into your own approach.
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When the question comes early: handling "what's your salary
expectation?”

This question often arrives earlier in the process than candidates would like — sometimes in the very first
screening call, before you've had a chance to properly assess whether the role is even right for you. Handling it
well means avoiding two traps: naming a number so low you undersell yourself before negotiations have even

begun, and naming a number so vague or evasive that it reads as unprepared or unwilling to engage honestly.

The generally strongest approach is to give a researched range rather than a single figure, anchored slightly above
the midpoint of what you believe the role should pay, with a brief note that you're flexible depending on the full
package and the scope of the role. Something like: "Based on my research for similar roles at this level, I'd be
looking in the region of X to Y, though I'm open to discussing that further once I understand the full scope and
package." This gives the employer useful information, signals you've done your homework, and leaves room to
move in either direction as the conversation develops, without boxing yourself into a number before you've even

had the interview.

If you're asked directly for your current salary — a question that's becoming less common and is now restricted or
discouraged in parts of the UK precisely because it tends to anchor offers to historic pay rather than the value of
the new role — you're generally not obligated to disclose it, and it's entirely reasonable to redirect: "I'd prefer to
focus on the value of this role and what's appropriate for it, rather than my current package, which reflects a

different scope of responsibility."

Negotiating the actual offer

Once a formal offer arrives, you're in the strongest position you'll ever occupy in this specific negotiation — the
employer has committed time and internal approval to choosing you specifically, and starting the search again
from scratch is expensive and slow for them. This is the moment to negotiate properly, even if you're genuinely
happy with the number, because a modest, well-reasoned counter is standard practice and rarely damages the

relationship, provided it's handled with basic professionalism.

The mechanics matter here. Take the offer in writing if it isn't already, and take a short amount of time before
responding — "thank you, I'm really pleased, could I take a day or two to review the full details" is a completely
normal and expected response, not a red flag. Respond with a specific, justified counter rather than a vague request
for "more" — "Based on my research and the scope we discussed, | was hoping for closer to X — is there flexibility
there?" gives the employer something concrete to respond to, rather than an open-ended negotiation with no

anchor.

It's also worth remembering that salary is only one part of the package, and sometimes the part with the least
flexibility, particularly in organisations with fixed pay bands. Start date, annual leave, remote or flexible working

arrangements, a signing bonus, an earlier salary review than the standard annual cycle, professional development
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budget, or a higher starting point on a bonus or commission structure can all be genuinely valuable and are
sometimes easier for an employer to move on than the base number itself, because they don't set the same kind of

internal precedent that a base salary increase does.

Knowing when to stop, and when to walk

A negotiation has a natural end point, and pushing past it usually costs more goodwill than it gains in value. If an
employer has moved once, explained clearly that they've reached the top of what's available for the role, and the
number is genuinely close to your researched range, further pushing rarely produces more money and does risk
souring the start of the relationship before it's even begun. Recognising that point and accepting gracefully — "that

works well for me, thank you for considering it" — closes the process as well as it started.

Occasionally, after negotiation, the final number simply doesn't meet what you need, and that's a legitimate reason
to decline an offer, provided it's done professionally and without burning the relationship — recruiters and hiring
managers move between companies, and a graceful decline today can easily become a warm reintroduction to a
different, better-paying role at the same person's next company eighteen months later. "Thank you again for the
offer and for a genuinely positive process — after careful consideration, the compensation isn't quite where I need
it to be to make the move, but I'd welcome staying in touch” leaves the door open in a way that a silent

disappearance or an ungracious refusal never does.

The money conversation is, in the end, just another part of the same overall process this entire book has been
about: presenting yourself clearly, backing claims with evidence, and handling a slightly uncomfortable moment
with calm, prepared confidence rather than either aggression or avoidance. Get that combination right here, and

you finish the process exactly as strongly as you started it.
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CHAPTER 08

The Toolkit
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Everything so far in this book has been about understanding the reasoning behind good CVs and strong interviews
— the why. This final chapter is deliberately different. It's the reference section: the checklists to run through
before you hit send on an application, before you walk into an interview, and the honest audit to run against your

current CV right now, today, before you read another word.

Use this chapter the way you'd use it in real life — not read once and forgotten, but returned to every time you're

about to apply for something that actually matters to you.

The CV audit: eleven questions to ask your current CV

Pull up your CV and go through these honestly. Most CVs fail at least three or four of these on a first pass, and that's

completely normal — it's what this checklist is for.

Does your most recent job title and employer appear in the first third of the page, immediately legible, with no
need to hunt for it? Can a reader tell, within six seconds, roughly what level and specialism you operate at, without
reading a single bullet point? Does every bullet point describe an outcome or an achievement, rather than simply
naming a duty or responsibility? Is there at least one specific, checkable number; scale, or scope reference in each
of your last two roles? Would every claim on this CV survive a direct, detailed follow-up question at interview,
with no exaggeration you'd need to walk back? Is the formatting a single column, with standard section headings,
that would parse cleanly through applicant tracking software with no tables or text boxes hiding key information?
Are your dates consistent in format and easy to scan down the page at a glance? If there's a gap or an unusual
pattern anywhere in your history, does the surrounding context give a reader enough to not feel suspicious,
without over-explaining? Does your personal statement say something specific about you, or could it be pasted
onto a colleague's CV without anyone noticing the difference? Is the document free of spelling and grammar errors
— genuinely proofread, ideally by someone other than you, since it's notoriously hard to catch your own errors in
a document you've read fifteen times? And finally: if you handed this CV to someone who has never met you,
would they be able to accurately describe what you do and what you're good at, in one sentence, after reading it

once?

If the honest answer to several of these is no, that's not a reason to panic — it's simply the most common starting

point, and Chapters 1 through 3 give you the tools to work through each one properly.

Red flags that quietly cost interviews

Some CV problems are subtle enough that candidates genuinely don't realise they're doing damage. These are the

ones worth checking for specifically, because they rarely get flagged in casual feedback from friends or family.

An email address that looks unprofessional or dated — anything with a nickname, a birth year from decades ago,
or a domain that signals you haven't updated basic details in years. A CV longer than two pages for anyone below
senior management level, or a one-page CV for someone with fifteen years of relevant experience that's clearly

been compressed to the point of losing useful detail. Job titles that have been informally upgraded from what
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actually appeared on the employment contract — this is easily checked by a background reference and, if caught,
damages trust far more than the honest, lesser title ever would have. A personal statement or skills section that

lists soft skills as isolated words — "team player," "excellent communicator” — with no evidence attached
anywhere on the page to back them up. Inconsistent tense, particularly mixing past and present tense for the same
role, which reads as sloppy even when the content itself is strong. And a functional or skills-based CV format that
hides your actual work history — increasingly viewed with suspicion by experienced recruiters, because it's most

often used, correctly or not, as a technique to obscure a patchy history rather than to genuinely highlight skills.

The pre-interview checklist
In the seventy-two hours before an interview, work through this rather than generically "revising."

Re-read the job advert slowly and identify the two or three requirements that seem most central to why the role
exists, using the "why now" reading approach from Chapter 2. Prepare three to five strong stories from your career,
mined using the Chapter 3 method, flexible enough to be reshaped to answer several different possible questions
rather than rigidly tied to one exact question each. Research the specific interviewer if their name has been shared
— agenuine, brief look at their professional background often surfaces something worth a natural mention, and at
minimum helps the conversation feel less like a conversation with a stranger. Prepare honest, specific answers for
the two hardest questions your own CV invites — you know what they are better than anyone, because you wrote
the document — using the short, three-part structure from Chapter 6. Prepare three genuine questions to ask back,
at least one of which references something specific from your research into the company or role, following the
guidance in Chapter 5. And do a basic logistics check the night before: confirm the format (video link tested, or the
address and journey time if in person), confirm what to bring, and get a proper night's sleep rather than a final late

cram session, which rarely adds much and often costs you sharpness the next morning.

The thirty-second gut check before you apply

Before submitting any application, run this final check. Does this CV, as it stands right now, speak specifically to
this role — not your career in general, but this specific job advert? Have you removed or shortened anything
genuinely irrelevant to this particular application, even if it's impressive in isolation? Is your most relevant, most
senior, most specific achievement visible without scrolling or turning a page? And honestly: if you were the hiring

manager, reading this CV cold, alongside thirty others, for this exact role — would you shortlist it?

If the answer to that last question is an honest yes, send it. If it's a hesitant maybe, that hesitation is worth listening
to — it usually means there's a further ten minutes of editing that would move it from adequate to genuinely
strong, and that ten minutes is very often the difference between an application that gets an interview and one that

quietly disappears into a pile of thirty similar ones.
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A closing word

Every technique in this book comes back to the same underlying idea: hiring is a human process, run by busy, risk-
averse people trying to make a good decision quickly, and your job is to make that decision easy for them — with
genuine evidence, clearly presented, honestly defended. None of it requires becoming someone you're not. It
requires taking the real substance of your career seriously enough to present it properly, and having the confidence

to defend it plainly when it's questioned.

That's the whole method. The rest is practice.
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CLOSING

A Final Note
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If you've read this far, you now understand more about how hiring actually works than the overwhelming
majority of people you're competing against for your next role. That alone is a real advantage — most candidates

never stop to think about the process from the other side of the desk at all.

Knowing the method and having the time, distance, and objectivity to apply it to your own career are two different
things, though. It's a strange, well-documented quirk of writing about yourself: the same person who can spot a
vague, duty-listing bullet point on someone else's CV in about two seconds often can't see the identical problem on

their own, because it's hard to be objective about your own career from the inside.

That's the entire reason CVProWrite exists. For over fifteen years, our team of more than thirty dedicated CV
professionals has worked directly with graduates, professionals and senior executives across the UK, applying
exactly the thinking in this book to real CVs, real interviews, and real career decisions — written by humans, for

humans, never generated from a template.

If you'd rather have a professional apply everything in this book to your own CV directly, rather than doing the

editing alone, that's exactly what we do:

CV Writing Services

A CV built from a proper conversation about your experience, structured around your target role and written in

clear, achievement-led language.

CV Formatting Services

Already have strong content but a layout that isn't doing it justice? We restructure it into a clean, ATS-friendly

document.

Cover Letters & LinkedIn Profiles

So every part of your professional story reads as one consistent, credible narrative.

We offer a free initial consultation, unlimited revisions until you're genuinely happy with the result, and a typical

draft turnaround of 48 hours.

Phone / WhatsApp: +44 7476 556344
Email: hello@cvprowrite.co.uk

Web: cvprowrite.co.uk

Whatever you decide — whether that's applying this book yourself or bringing in a professional to do it with you
— we wish you a genuinely successful search. You've got more evidence for your case than you think. Go and

present it properly.
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