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INTRO 

At 9:43 on a Tuesday evening, an online job application 
asks you a simple question: "How many years of experience 
do you have in our industry?" The dropdown menu offers 
several options, beginning with zero. You stare at the 
screen. You've spent twelve years coordinating complicated 
operations, managing suppliers, resolving expensive 
mistakes, and keeping entire projects moving when the 
original schedule became a work of speculative fiction. The 
position you're applying for involves many of those same 
responsibilities. Unfortunately, the company operates in 
renewable energy, while your experience comes from food 
distribution. You select zero. With one click, twelve years of 
professional competence apparently disappear. Somewhere 
inside the recruitment software, a tiny imaginary official 
stamps your career with the words "WRONG DEPARTMENT 
OF HUMAN EXPERIENCE." 

That is the peculiar frustration of changing industries after 
you've already built a career. You're not trying to convince 
someone to hire you without experience. You have plenty of 
experience. The problem is that yours arrives wearing the 
wrong uniform. Your résumé describes employers, products, 
systems, and responsibilities that make perfect sense to 
people in your current field. To someone outside it, the same 
document may look like a detailed account of a distant 
civilization. You know you've accomplished difficult things, 
but explaining why those accomplishments matter in another 
industry suddenly feels like defending a doctoral thesis on 
the transferable properties of Tuesday afternoon meetings. 



6 

The temptation is to start over. Perhaps you need another 
degree, a prestigious certification, or an entry-level position 
that pays considerably less than your current job. Perhaps 
you should erase half your professional history, replace 
familiar terminology with fashionable business language, and 
describe yourself as an enthusiastic beginner. Before long, a 
capable professional can become convinced that changing 
industries requires the career equivalent of wiping a 
computer and reinstalling the operating system. The trouble 
is that your mortgage, family responsibilities, and 
accumulated expertise don't disappear merely because 
you've developed an interest in a different sector. Nor 
should they have to. 

Here's an important distinction: an industry is the 
environment in which you work, but it isn't the complete 
description of what you can do. A person who has managed 
complicated supplier relationships understands something 
about negotiation, conflicting priorities, commercial 
decisions, and maintaining cooperation when circumstances 
change. Those abilities may matter in several sectors. 
However, they won't automatically make that person 
qualified for every purchasing role in every industry. 
Specialized regulations, technical knowledge, customer 
behavior, and operational risks can differ substantially. A 
convincing career transition requires identifying both sides 
of that equation: what you already know how to do and what 
you genuinely need to learn. 

And that is where the usual career-change advice often 
becomes spectacularly unhelpful. You're told to follow your 
passion, embrace uncertainty, reinvent yourself, and never 
let fear stand in your way. Lovely. But what if your passion 
doesn't cover the electricity bill? What if you're forty-six, 
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have two children, and can't afford to spend a year 
collecting unpaid experience? What if you're perfectly willing 
to learn something new but have no intention of pretending 
that your previous fifteen years were an extended coffee 
break? Inspiration can provide a useful spark. It cannot, 
unfortunately, negotiate your salary or explain to a hiring 
manager why your previous accomplishments are relevant. 

Employers have their own concerns. When someone hires 
a candidate from a familiar industry, they can often make 
reasonable assumptions about the person's background. A 
candidate from elsewhere introduces additional questions. 
How much training will be necessary? Can this person 
recognize the problems that experienced employees take for 
granted? Will their established working habits suit the new 
environment? These concerns aren't always fair or 
accurately assessed, but they can be legitimate. Your task 
isn't to demand that recruiters recognize hidden potential 
through supernatural intuition. It's to make your experience 
understandable, demonstrate where it applies, and 
acknowledge the gaps that still matter. 

Consider a hypothetical professional who has spent years 
coordinating community programs for a public library 
network and wants to move into customer onboarding at a 
business software company. She knows how to organize 
complicated schedules, guide people through unfamiliar 
procedures, respond to complaints, and communicate with 
audiences who have very different levels of knowledge. 
Those are useful foundations. But she'll also need to 
understand subscription services, implementation 
processes, customer objectives, and the tools used by the 
prospective employer. Calling herself an expert in software 
onboarding would be dishonest. Calling herself completely 
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inexperienced would overlook much of what she already 
brings. The challenge is to describe the middle ground 
precisely enough that another person can see its value. 

This book is about navigating that middle ground without 
turning yourself into a walking collection of motivational 
slogans. You'll learn to examine your professional 
experience from the perspective of problems solved, 
decisions made, and results achieved, rather than relying 
exclusively on job titles and industry labels. You'll 
understand why a résumé that worked beautifully in your 
previous field might communicate almost nothing useful to a 
different employer. You'll explore how to investigate 
unfamiliar roles, recognize meaningful skill gaps, develop 
evidence of your capabilities, and explain your transition in 
language that sounds like an actual human being rather than 
a corporate mission statement assembled during a power 
outage. 

There's also the question of whether the new industry will 
give you what you hope it will. A sector can look fascinating 
from the outside while offering daily responsibilities you 
wouldn't enjoy at all. The products might be exciting, the 
companies prestigious, and the offices suspiciously well 
furnished. Yet the actual position could involve the same 
frustrating tasks you're trying to escape, now accompanied 
by unfamiliar software and a different vocabulary for urgent 
emails. Understanding what you want to change matters just 
as much as knowing where you want to go. Sometimes the 
right move is to change industries while keeping your 
professional function. Sometimes it's to change functions 
without leaving your current sector. And occasionally, after 
proper investigation, the right decision is to remain where 
you are for now. 
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None of these choices should be treated as a moral test 
of ambition. You don't have to resign dramatically, sacrifice 
your savings, or announce a personal transformation to 
everyone you've ever met. A careful transition may happen 
gradually, alongside your current employment and existing 
responsibilities. It might involve a limited project, relevant 
training, conversations with people who perform the work, or 
applications to roles that bridge familiar abilities with new 
demands. Some transitions will require more substantial 
retraining or a temporary reduction in earnings. The 
important thing is to understand those costs before 
committing to them, rather than discovering halfway through 
that your inspirational career plan has accidentally become a 
household financial emergency. 

You should also expect imperfect outcomes. Some 
employers will prefer candidates with direct industry 
experience. Some interviews won't go well. You may 
discover that a role requires qualifications you cannot 
reasonably obtain right now, or that an attractive offer 
carries working conditions you don't want. Even after 
moving successfully, you might spend several months 
asking questions that would have seemed embarrassingly 
basic in your old job. None of this automatically means the 
transition was misguided. The useful question is what each 
experience tells you about your preparation, your choices, 
and your next reasonable action. 

Before doing anything dramatic, try one small change in 
perspective. Think of a difficult professional problem you 
handled successfully and describe it without mentioning 
your job title, employer, or industry. Explain what was 
happening, what you were responsible for, what you actually 
did, and what happened afterward. Notice which parts of 
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that explanation depend on specialized industry knowledge 
and which reveal abilities that could matter elsewhere. You 
don't need a polished résumé statement yet. You're simply 
beginning to separate your professional capabilities from the 
setting in which you developed them. 

Your previous career isn't an embarrassing draft that 
needs to be deleted before the next one can begin. It 
contains experience, judgment, lessons, successes, 
mistakes, and skills acquired through real responsibilities. 
Some of them will travel well. Others will need adapting, and 
a few may remain useful only in the place you learned them. 
That's perfectly reasonable. Changing industries doesn't 
require pretending every previous achievement applies 
everywhere. 

Your résumé may still be convinced that you belong in 
your old industry forever. Fortunately, it is a document, not 
your legal guardian. You can revise what it communicates, 
develop what you're missing, and make a thoughtful 
decision about where your experience takes you next. 

You are allowed to change direction without pretending 
you've never traveled anywhere before. 
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Chapter 1 - You Are Not Your Industry, 
Even If Your Résumé Thinks You Are 

At a networking event, someone asks what you do for a 
living. You answer, "I work in the entertainment industry." 
The other person smiles and asks whether you've met 
anyone famous. You explain that you manage live event 
operations, coordinate technical crews, negotiate supplier 
arrangements, and make sure complicated productions 
happen on schedule. They nod politely, then ask whether 
you can get them backstage passes. You could explain that 
your professional expertise involves budgets, logistics, 
contingency planning, and managing people who 
occasionally disagree about the meaning of the word 
"urgent." But apparently, once you've mentioned 
entertainment, your entire career becomes an elaborate 
mechanism for obtaining celebrity photographs. 

This is what industry labels do. They offer convenient 
shortcuts for describing someone's professional life, but 
they can also conceal the actual work. We become 
accustomed to introducing ourselves through the sector that 
employs us, the products our company sells, or the title 
printed beneath our name. Over time, those labels begin to 
feel inseparable from our capabilities. Someone who works 
in insurance becomes an insurance person. Someone who 
works in hospitality becomes a hospitality person. The 
distinction seems harmless until that person considers 
changing fields and suddenly discovers that their experience 
appears to belong to their employer rather than themselves. 

The problem becomes especially noticeable after a 
successful career. You may have spent years solving 
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problems, developing judgment, improving processes, and 
taking responsibility for results. Yet the moment you look 
outside your industry, you start describing yourself as 
inexperienced. You compare your knowledge of an 
unfamiliar sector with the expertise you've developed in 
your current one. Naturally, the comparison is 
uncomfortable. You're effectively measuring your first day in 
a hypothetical new job against your tenth year in a familiar 
one, then wondering why the beginner looks less 
impressive. It's an efficient method of discouraging yourself, 
although not a particularly useful method of assessing 
professional potential. 

Before deciding that your career has permanently 
attached itself to one industry, you need to understand what 
your experience actually contains. 

The difference between where you worked and what you 
learned 

Consider a fictional professional named Rebecca, who 
has spent eleven years managing touring theater 
productions. She's coordinated venue arrangements, 
technical equipment, transportation, temporary staff, and 
schedules that change whenever a performer becomes ill or 
a truck encounters unexpected problems. She understands 
contractual deadlines, handles difficult suppliers, and can 
reorganize an entire day's activities without announcing a 
state of national emergency. Nevertheless, when she 
considers moving into operations management for a 
company launching outdoor recreation products, she sees 
one enormous obstacle: she's a theater professional, not a 
consumer products professional. 

Rebecca's conclusion confuses the setting of her 
experience with the abilities she developed there. Her 
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industry provided the environment, but much of her work 
involved organizing interdependent activities under financial 
and time constraints. Those abilities could be relevant to 
product launches involving deliveries, contractors, 
promotional events, and coordination across multiple 
locations. She would still need to understand the new 
company's products, commercial priorities, distribution 
processes, and expectations. But she wouldn't be learning 
how to coordinate people for the first time. She has already 
spent years discovering what happens when five 
departments assume the other four are responsible for the 
same deadline. 

To see this distinction clearly, separate your professional 
history into four elements: the industry, your organizational 
role, the activities you performed, and the capabilities those 
activities required. Your industry describes the business 
environment. Your role establishes your position and 
responsibilities. Your activities reveal what you actually did. 
Your capabilities explain how you were able to do it. The first 
two elements may be closely associated with your previous 
field, while the others may have applications elsewhere. This 
doesn't make every skill universally transferable. It gives you 
a more accurate way to investigate which parts of your 
experience might be useful in another setting. 

Job titles can be particularly misleading because 
organizations use them inconsistently. A project coordinator 
in one company may independently manage substantial 
budgets and several contractors. Someone with the same 
title elsewhere might primarily schedule meetings and 
maintain documentation. Likewise, an operations manager at 
a small business may handle responsibilities divided among 
several departments in a larger organization. A title provides 
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a useful starting point, but it doesn't reveal enough about 
independence, complexity, or accountability to establish 
professional equivalence. If you judge your future 
exclusively by job titles, you may reject appropriate 
opportunities while pursuing others that require skills you 
haven't developed. 

Stop describing your job like an employee handbook 

Many professionals struggle to identify their transferable 
capabilities because they've spent years describing work in 
the language of their employer. Ask them what they do, and 
they reproduce their formal job description almost perfectly. 
They are responsible for operational excellence, stakeholder 
coordination, process compliance, and the achievement of 
strategic objectives. These phrases sound respectable, but 
together they reveal approximately as much as a weather 
forecast announcing that conditions will occur outdoors. 

The solution is to examine the actual decisions behind 
those descriptions. When Rebecca says she managed 
production logistics, what did that involve? Perhaps she 
negotiated delivery windows with venues, identified 
dependencies between technical installations, and 
rearranged staffing when equipment arrived late. When she 
says she managed stakeholders, which people disagreed, 
what were they disagreeing about, and how did she resolve 
the issue? When she mentions risk management, what risks 
did she recognize early enough to prevent serious 
disruption? These details expose abilities that the original job 
description hides. 

This examination should include ordinary work, not only 
exceptional achievements. Some of your strongest 
professional capabilities may appear in situations you no 
longer consider remarkable. Perhaps colleagues routinely 
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ask you to clarify complicated instructions. Maybe you can 
recognize when an apparently minor delay will affect several 
teams. Perhaps you know how to challenge an unrealistic 
deadline without turning the conversation into an argument 
about everyone's commitment to excellence. These abilities 
can become so familiar that you assume any competent 
adult possesses them. Unfortunately, organizational life 
provides regular evidence to the contrary. 

However, familiarity alone doesn't establish transferable 
expertise. You must understand how independently you can 
perform an activity and under what conditions. Someone 
who occasionally contributes to budget discussions doesn't 
necessarily possess the same financial planning skills as a 
person accountable for a multimillion-dollar operating 
budget. Similarly, assisting with a recruitment process isn't 
equivalent to designing and managing the entire hiring 
function. Honest distinctions make your professional profile 
stronger because they help you identify roles where your 
capabilities are relevant at the appropriate level. 

What travels well, and what needs rebuilding 

It helps to think of professional experience as containing 
different kinds of knowledge. Some abilities are broadly 
useful across settings: organizing work, communicating 
decisions, evaluating alternatives, negotiating expectations, 
or identifying the causes of recurring problems. Others are 
highly dependent on specialized systems, regulations, 
technical methods, or market conditions. Between these 
groups lies an important middle category: skills that remain 
useful but must be adapted before they produce reliable 
results in a new environment. 

Rebecca knows how to coordinate deliveries for touring 
productions. That doesn't automatically qualify her to 
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manage international inventory planning for a product 
manufacturer. She may understand scheduling, 
dependencies, supplier communication, and disruption 
management, but she could lack knowledge of forecasting 
methods, inventory economics, purchasing systems, and 
production lead times. Calling the two jobs identical would 
be misleading. Calling them completely unrelated would 
overlook genuine similarities. A sensible transition examines 
which responsibilities overlap and which demand additional 
preparation. 

Context matters because the consequences of decisions 
can change. A scheduling error during a promotional event 
might create inconvenience and additional costs. In a highly 
regulated manufacturing environment, a poorly controlled 
change could have much more serious consequences. A 
professional who is excellent at making quick adjustments in 
one setting must understand when similar improvisation 
would be inappropriate elsewhere. Transferable competence 
isn't permission to ignore the rules of a new profession. It is 
a foundation on which relevant new knowledge can be built. 

There's another distinction worth making: knowing how to 
perform an activity and knowing how to judge its quality. 
You might be able to create a project schedule in almost any 
industry, but recognizing whether that schedule is realistic 
requires understanding the work being scheduled. 
Experienced professionals often possess excellent general 
methods alongside deep contextual judgment. When 
changing industries, the methods may be immediately 
valuable, while the judgment must gradually be rebuilt. 
Accepting that difference helps you avoid both exaggerated 
confidence and unnecessary self-doubt. 
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This is particularly important when examining senior 
positions. Having managed a team in one field doesn't 
automatically make you ready to lead specialists in another. 
You may possess strong people-management capabilities 
while lacking sufficient technical knowledge to evaluate 
certain decisions without expert support. Some employers 
can accommodate this arrangement because specialist 
expertise is distributed across the team. Others need a 
manager capable of making independent technical 
judgments from the beginning. Neither situation can be 
assessed reliably from the word "manager" alone. 

Your professional identity can be larger than your last 
position 

For many people, the emotional difficulty of changing 
industries goes deeper than understanding skills. A familiar 
professional identity provides status, confidence, and 
belonging. You know the terminology, understand the 
personalities, and can recognize a flawed proposal before 
the presenter reaches slide four. People seek your opinion 
because they know your history. Moving elsewhere 
threatens some of that comfort. You may temporarily 
become the person asking introductory questions instead of 
providing authoritative answers. 

That loss of familiarity can feel like losing professional 
value, especially if you've worked hard to become respected 
in your field. Yet expertise isn't an all-or-nothing possession. 
You can be highly experienced in organizing complex 
operations and relatively inexperienced in a particular 
market. You can be an effective negotiator who doesn't yet 
understand the purchasing practices of a new customer 
group. These statements don't contradict one another. They 
describe the different dimensions of professional 
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competence more accurately than the simple labels 
"experienced" and "inexperienced." 

One practical way to broaden your identity is to describe 
the kind of responsibility you handle rather than the industry 
that currently employs you. Instead of saying, "I'm a theater 
operations manager," Rebecca might explain, "I coordinate 
time-sensitive projects involving multiple contractors, 
locations, and operational dependencies." The second 
description doesn't replace her actual job title or conceal her 
background. It identifies a capability that someone outside 
theater can understand. She can then explain the context 
and provide evidence from her work. 

Don't turn this into an exercise in making yourself sound 
qualified for absolutely everything. Statements such as "I 
solve business challenges and deliver transformational 
results" can apply to so many people that they identify 
almost nobody. Specificity matters. What kinds of problems 
do you solve? What decisions are you trusted to make? How 
complicated are the situations you handle? What happens 
when you do your work well? Your answers should make it 
easier for another person to imagine you performing 
recognizable activities, not merely admire your collection of 
impressive nouns. 

You can test the usefulness of a professional description 
by sharing it with someone unfamiliar with your industry. Ask 
what responsibilities they imagine you performing. If their 
interpretation differs dramatically from reality, explain the 
missing context and refine the description. The aim isn't to 
create the perfect sentence for every possible employer. It's 
to learn how to describe your abilities without depending on 
shared industry knowledge. 

Don't discard the experience that makes you different 
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There is a subtle danger in trying to escape an industry 
label: you may begin treating everything associated with 
your previous field as something to hide. That would be a 
mistake. Industry-specific knowledge can remain valuable 
even after you move. It may give you insight into a customer 
group, supplier network, operational constraint, or problem 
that employees with more conventional backgrounds haven't 
encountered. The usefulness of that perspective depends 
on the new role, but it shouldn't be dismissed automatically. 

Rebecca's theater background, for instance, might help 
an outdoor equipment company coordinate temporary 
product demonstrations and launches involving unfamiliar 
venues or contractors. Her ability to anticipate last-minute 
disruption could be useful in those situations. Other aspects 
of her theatrical experience might have little relevance to 
manufacturing or inventory decisions. She doesn't need to 
pretend otherwise. The objective is to preserve what 
matters, adapt what can be adapted, and learn what remains 
unfamiliar. 

The same principle protects you from the opposite 
temptation: assuming that because one successful career 
transition is possible, every transition should be easy. Some 
changes require formal qualifications, supervised practice, 
or years of specialized training. A realistic assessment may 
reveal that your preferred role is currently beyond reach. 
That finding doesn't diminish your previous career. It helps 
you choose whether further preparation is worthwhile, 
whether an adjacent role would be more appropriate, or 
whether a different direction better suits your 
circumstances. 

Your career history is neither a prison sentence nor a 
universal license to practice any profession that catches 
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your attention. It is a collection of experiences from which 
you can identify capabilities, limitations, and possibilities. 
Once you understand that distinction, unfamiliar industries 
become easier to evaluate without pretending that their 
differences don't exist. 

Rebecca can remain proud of her work in theater while 
exploring operations roles elsewhere. She doesn't have to 
renounce her previous profession, and she certainly doesn't 
have to introduce herself as a beginner at life. She needs to 
understand which responsibilities she already handles 
competently and which new demands she's willing and able 
to learn. 

Your résumé may still insist on introducing you through 
your former industry's vocabulary. That's understandable. It 
was written to describe where you've been. But your 
professional abilities aren't owned by the companies that 
helped you develop them. You can carry those abilities into 
another setting, provided you're willing to discover where 
they fit and where they don't. 

And if someone insists that eleven years in theater can 
only prepare a person for more theater, they may be 
surprised to learn that deadlines, budgets, difficult suppliers, 
and people disagreeing about priorities have somehow 
managed to establish themselves in several other industries 
as well. 
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Chapter 2 - Why Recruiters Notice the 
Wrong Industry Before They Notice the 

Right Skills 

A hiring manager has forty-five minutes before her next 
meeting and a folder containing applications for a customer 
operations position. One candidate has spent six years 
working for a competing furniture subscription company. 
Another has managed customer disruption and service 
recovery at a major airport. Both have experience handling 
complaints, coordinating specialist teams, and making 
decisions when customers need answers faster than the 
organization can provide them. Yet the first résumé 
immediately feels familiar. The second requires 
interpretation. What does airport passenger support have to 
do with furniture subscriptions? Quite a lot, potentially. But 
the hiring manager has several other applications to review, 
a vacancy that's been open too long, and a departmental 
budget that won't become more generous merely because 
she discovers an interesting candidate. 

This scenario reveals an uncomfortable truth about 
recruitment: being capable of performing a job and making 
that capability easy to recognize are separate challenges. 
Employers rarely have the opportunity to investigate every 
applicant's entire professional history. They need to identify 
promising candidates using incomplete information, limited 
time, and requirements that may not have been perfectly 
defined. Industry experience provides an easy signal of 
familiarity. It doesn't guarantee competence, but it can 
reduce the number of questions a recruiter feels they need 
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to ask. When you come from another field, more of those 
questions remain unanswered. 

That doesn't mean recruiters are necessarily lazy, 
incompetent, or secretly committed to keeping industries 
genetically pure. Some make excellent judgments; others 
rely too heavily on familiar backgrounds. Different 
organizations also have different levels of tolerance for 
training and uncertainty. Your challenge is to understand 
what the employer is trying to establish and provide relevant 
evidence before an unfamiliar industry label becomes the 
dominant feature of your application. Complaining that 
nobody appreciates transferable skills may be emotionally 
satisfying. Unfortunately, outrage has not yet become a 
widely recognized qualification for customer operations 
management. 

Employers aren't only buying skills. They're accepting 
uncertainty. 

Imagine you're responsible for hiring someone who must 
handle customer escalations, coordinate service partners, 
and make decisions affecting hundreds of active 
agreements. The vacancy is already increasing pressure on 
your team. You have enough money to employ one person, 
and several colleagues are depending on that decision. A 
candidate from your own sector might understand the 
common customer complaints, contractual arrangements, 
and operational systems. A candidate from elsewhere might 
have stronger general management abilities but require 
more time to learn the business. Which person would you 
choose? 

There isn't enough information to answer responsibly. 
The familiar candidate may have weak judgment or poor 
communication skills. The outsider may learn quickly and 
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bring valuable experience with complicated service 
situations. But the employer has to make the decision before 
observing either person doing the job. Recruitment therefore 
involves predicting future performance from imperfect 
evidence. Familiar experience is one way to reduce 
uncertainty, even though it can sometimes become an 
unreliable shortcut. 

An employer considering someone from another industry 
may have three practical concerns. First, can this person 
perform the essential responsibilities? Second, how much 
support will they require before becoming productive? Third, 
do they understand the position well enough to remain 
interested once the novelty disappears? These concerns 
overlap but aren't identical. You might already possess most 
of the necessary capabilities while still requiring substantial 
orientation. Alternatively, you might be genuinely 
enthusiastic about the industry but lack a skill the employer 
cannot afford to teach. Understanding the difference helps 
you respond to the actual concern rather than offering the 
same declaration of enthusiasm to every question. 

Consider Daniel, the airport customer operations 
professional in our opening example. He's accustomed to 
resolving situations involving delayed journeys, conflicting 
passenger needs, disrupted schedules, and several 
departments with different responsibilities. He now wants to 
join a furniture subscription company that provides rented 
furnishings to residential and commercial customers. His 
previous experience could be useful when deliveries fail, 
items require replacement, or clients dispute service 
arrangements. But he doesn't yet understand the company's 
contracts, delivery model, damage policies, or customer 
expectations. A hiring manager has legitimate reasons to 
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investigate those gaps. Daniel's job is to demonstrate how 
much of the role he can already perform, without pretending 
the remaining differences are imaginary. 

The job description contains more than one kind of 
requirement 

Recruitment advertisements tend to present qualifications 
in a format that makes everything look equally important. 
Five years of industry experience may appear alongside 
spreadsheet proficiency, communication skills, familiarity 
with specific software, and the ability to remain calm under 
pressure. The list can resemble an employer attempting to 
order a replacement employee from a catalog, complete with 
all original accessories and preferably no need for 
installation. 

In practice, requirements can serve different purposes. 
Some identify capabilities necessary to perform the job 
safely or independently from the beginning. Others describe 
knowledge that would make onboarding easier. Some reflect 
preferences based on previous successful hires. 
Occasionally, requirements survive because nobody has 
reviewed the advertisement since the position was last filled. 
You shouldn't assume that every listed qualification is 
negotiable, but neither should you assume all of them 
represent identical obstacles. 

The useful question is what would happen if the selected 
candidate lacked a particular requirement. If the person 
would be unable to perform an essential task, meet a 
mandatory professional qualification, or make a critical 
decision responsibly, the gap may be decisive. If they would 
need a few weeks to understand the company's terminology 
or internal procedures, the employer might have greater 


