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Foreword
This guide has been created to help employers build fair, inclusive recruitment processes. Beyond the CV is not about lowering standards; it is about recognising potential alongside experience and ensuring every applicant has a fair opportunity to succeed.

Why Inclusive Recruitment Matters
Recruitment is about more than filling a vacancy, it is about finding the best person for the role.

Every organisation wants to attract talented, committed and capable people. However, traditional recruitment processes can unintentionally narrow the talent pool by placing too much emphasis on employment history, job titles or continuous career progression, rather than considering the qualities and potential of the individual.
Inclusive recruitment is about ensuring every applicant has a fair opportunity to demonstrate what they can bring to an organisation. It encourages employers to consider the whole person, recognising that valuable skills are often developed outside of traditional career paths.
Career breaks, frequent relocations, caring responsibilities, military service, volunteering, entrepreneurship or changes in profession should not automatically be viewed as disadvantages. In many cases, these experiences develop qualities that employers actively seek, including resilience, adaptability, leadership, communication, problem-solving and emotional intelligence.
By creating recruitment processes that are fair, transparent and inclusive, organisations benefit from a wider and more diverse talent pool, allowing them to identify exceptional candidates who may otherwise have been overlooked.
Inclusive recruitment does not mean lowering standards or recruiting based on circumstance. Appointments should always be made on merit. Instead, it means ensuring that merit is assessed fairly, recognising potential alongside qualifications and experience.
Organisations that embrace inclusive recruitment often experience significant long-term benefits, including:
· Access to a wider talent pool. 
· Increased innovation through diverse perspectives. 
· Improved employee engagement and retention. 
· Stronger organisational culture. 
· Enhanced reputation as an employer of choice. 
· Better representation of the communities they serve. 
· Greater adaptability in an ever-changing workplace. 
· Increased employee loyalty and commitment. 

Beyond the CV encourages employers to move away from asking, "Does this person's career look traditional?" and instead ask, "Does this person have the skills, values and potential to succeed in our organisation?"
When recruitment focuses on capability rather than assumptions, organisations don't just create fairer opportunities, they make better hiring decisions.
Joanne's Perspective
"Throughout my career I've met people whose CVs would have been easy to overlook. Military spouses who had rebuilt their careers after every posting. Veterans whose leadership experience wasn't immediately obvious because it was written in military language. Parents returning to work after raising children. Career changers who brought fresh ideas and different perspectives.

When I looked beyond the CV, I didn't see gaps or frequent moves. I saw resilience, adaptability and determination. Time and time again, those qualities proved to be some of the strongest predictors of success. That's why Beyond the CV exists. Not to change who employers recruit, but to encourage them to recognise talent that may already be right in front of them."
Looking Beyond the CV
A CV is an important recruitment tool, but it is only one part of a person's story. It provides a snapshot of someone's employment history, qualifications and professional achievements. What it cannot fully capture are the qualities, experiences and personal attributes that often determine how successful someone will be in a role.

Resilience, adaptability, leadership, emotional intelligence, communication, commitment and determination are rarely listed under a job title. Instead, they are developed through real-life experiences, overcoming challenges, adapting to change, supporting others and continuing to grow despite setbacks.
For many people, particularly those with non-traditional career journeys, the most valuable experiences they have gained may never appear on a CV at all.
A military spouse who has rebuilt a career after multiple relocations has demonstrated adaptability, resilience and the ability to quickly integrate into new environments.
A veteran has often led teams, managed risk, made decisions under pressure and developed exceptional planning and organisational skills.
A parent returning to work may have strengthened their time management, communication, negotiation and problem-solving abilities whilst balancing family responsibilities.
A volunteer may have gained leadership experience, managed budgets, organised events or supported vulnerable people, despite never receiving a salary for those contributions.
Someone changing careers brings fresh perspectives, transferable skills and a willingness to learn that can often become one of an organisation's greatest strengths.
These experiences may not fit neatly into a traditional CV, but they are no less valuable.
Looking beyond the CV means taking the time to understand the context behind someone's career journey. It means recognising that employment gaps, multiple employers or unconventional career paths are not necessarily indicators of capability or commitment. In many cases, they reflect circumstances beyond an individual's control or experiences that have strengthened their character and professional abilities.
This approach does not ask employers to ignore qualifications or experience. Instead, it encourages them to ask broader questions:
· What skills has this person developed throughout their journey? 
· What challenges have they overcome? 
· How have those experiences prepared them for this role? 
· What potential could they bring to our organisation? 

When employers consider these questions alongside a candidate's qualifications and experience, they gain a far more complete picture of the individual sitting in front of them.
Beyond the CV is about recognising that people are more than the sum of the roles listed on a piece of paper. Every career journey is different, and every journey has value.
Joanne's Perspective
"I've interviewed people whose CVs looked fragmented at first glance. Some had worked for several employers in a short period, others had career gaps or had changed professions entirely. If I'd judged them purely on what was written on paper, I might never have invited them to interview.

But once I listened to their stories, everything changed. Those career moves represented military postings, family commitments, resilience, personal growth and determination—not a lack of commitment. Some of the most capable people I've met have had the least conventional careers.
Beyond the CV is about taking that extra step. Not because everyone should be hired, but because everyone deserves the opportunity to be understood before assumptions are made."
Writing Inclusive Job Adverts
A job advert is often the very first interaction a potential candidate has with your organisation. The language you use, the requirements you set and the way you describe the role all influence who decides to apply.

An inclusive job advert doesn't lower expectations or compromise on quality. Instead, it removes unnecessary barriers that may discourage talented individuals from applying.
Many people choose not to submit an application because they assume they don't meet every requirement listed in an advert. This is particularly true for individuals with non-traditional career journeys, career changers, military spouses, veterans, parents returning to work and those re-entering employment after a break.
The goal of a job advert should be to attract the best possible candidates, not just those whose career history perfectly matches a checklist.
Focus on Essential Skills
Before publishing a vacancy, ask yourself:

Is every requirement genuinely essential to perform this role?
Sometimes organisations include qualifications, years of experience or industry-specific backgrounds simply because previous employees possessed them, rather than because they are necessary.

Instead of asking for:
❌ Five years' experience in a similar role.
Consider:
✔ Relevant experience or transferable skills will be considered.

Instead of:
❌ Must have worked within our industry.
Consider:
✔ Experience from other sectors with transferable skills is welcomed.
This simple change immediately broadens your talent pool without lowering standards.
Use Clear, Inclusive Language
Avoid overly complicated or corporate language that may unintentionally exclude applicants.

Write in plain English, clearly explaining:
· What the role involves. 
· What success looks like. 
· Which skills are essential. 
· Which skills can be learned. 
· What support and training will be provided. 

Remember that job adverts should encourage people to apply, not make them feel they need to be perfect before they do.
Be Honest About Flexible Working
If flexible, hybrid or remote working is available, say so.

Many talented applicants, particularly military spouses, carers, parents and people with disabilities, actively seek employers who understand that flexibility can enable them to perform at their very best.
If flexibility is not possible because of the nature of the role, be transparent about this too. Honesty helps applicants make informed decisions and builds trust from the outset.
Avoid Unnecessary Barriers
Review every requirement and ask yourself whether it is genuinely needed.

For example:
· Does the role really require a university degree? 
· Is a specific industry background essential? 
· Could equivalent experience be accepted? 
· Could training be provided after appointment? 

Removing unnecessary requirements allows more people to demonstrate their potential without compromising the quality of recruitment.
Encourage Transferable Skills
Many applicants possess valuable skills developed outside traditional employment.

These may have been gained through:
· Military service. 
· Supporting a military family. 
· Volunteering. 
· Running a business. 
· Caring responsibilities. 
· Community leadership. 
· Education or retraining. 
· Career changes. 
Make it clear that your organisation values these experiences and welcomes applications from candidates with diverse career journeys.
Encourage Applications
Research consistently shows that many candidates, particularly women and individuals from underrepresented groups, are less likely to apply unless they believe they meet every requirement listed in a job advert.

Consider including a statement such as:
"If you're excited about this opportunity but don't meet every requirement, we'd still encourage you to apply. We're interested in your potential, transferable skills and what you could bring to our team."
A simple sentence like this can significantly widen your applicant pool.
A Checklist Before You Advertise
Before publishing your advert, ask yourself:

· Have we clearly explained the purpose of the role? 
· Are all the listed requirements genuinely essential? 
· Have we avoided unnecessary jargon? 
· Have we welcomed transferable skills? 
· Have we explained our approach to flexible working? 
· Would someone with a non-traditional career path feel encouraged to apply? 
· Does this advert reflect our commitment to the Beyond the CV Charter? 

If the answer to these questions is yes, you are already taking meaningful steps towards fairer and more inclusive recruitment.
Joanne's Perspective
"One of the biggest lessons I've learned as a business owner is that the perfect CV doesn't always lead to the perfect employee. Some of the most capable people I've met wouldn't have applied for a traditional job advert because they assumed they didn't tick every box.

When I advertised specifically welcoming military spouses, I expected a handful of applications. Instead, I received over 120 in a single day. It wasn't because I'd lowered the standard. it was because I'd removed a barrier. Those applicants hadn't suddenly become more capable overnight; they simply felt that someone was finally willing to see beyond their employment history.
Writing an inclusive job advert isn't about changing who you recruit. It's about ensuring talented people don't rule themselves out before they've even had the chance to tell you their story."
Reducing Bias
Every recruiter, hiring manager and business owner wants to make the best possible recruitment decision. However, all of us carry unconscious biases. These are natural mental shortcuts that help us process information quickly, but they can also lead us to make assumptions that are not based on evidence.

In recruitment, unconscious bias can influence how we interpret a CV, assess an interview or compare candidates. It may affect who we invite to interview, the questions we ask or the conclusions we reach before a candidate has had the opportunity to demonstrate their abilities.
The purpose of reducing bias is not to remove human judgement from recruitment—it is to ensure that judgement is based on evidence rather than assumption.
Recognise Common Assumptions
Many candidates with non-traditional career journeys face assumptions that are never intended to be unfair but can nevertheless limit opportunities.

For example:
· Frequent job changes may be interpreted as a lack of commitment, when they may simply reflect military postings, fixed-term contracts or career progression. 
· Career gaps may raise concerns about motivation or experience, when they may represent caring responsibilities, illness, further education or voluntary work. 
· Career changers may be viewed as inexperienced, despite bringing valuable transferable skills and fresh perspectives. 
· Older applicants may be assumed to be less adaptable, while younger applicants may be assumed to lack commitment or experience. 
· Military experience may not be fully understood, leading employers to overlook highly transferable leadership, planning and organisational skills. 

These assumptions are rarely intentional but recognising them is the first step towards making fairer decisions.
Use Structured Interviews
One of the most effective ways to reduce bias is to ensure every candidate is assessed using the same framework.

Structured interviews help employers compare candidates consistently by asking each applicant the same core questions and assessing their responses against predetermined criteria.
This approach helps ensure decisions are based on evidence rather than personal impressions or unconscious preferences.
Where appropriate:
· Ask every candidate the same core competency questions. 
· Allow additional questions to explore individual experiences. 
· Record interview notes objectively. 
· Assess responses against agreed scoring criteria. 

Consistency creates fairness.
Score Evidence, Not Assumptions
Where possible, develop a simple scoring system before interviews begin.

For example, assess candidates against criteria such as:
· Technical knowledge 
· Communication skills 
· Problem-solving 
· Teamwork 
· Leadership 
· Adaptability 
· Motivation 
· Cultural contribution 

Score what the candidate demonstrates during the recruitment process, not assumptions based on their CV or career history.
Give Candidates the Opportunity to Explain
A CV provides limited context. Rather than making assumptions, create opportunities for candidates to explain their experiences.

Instead of thinking: "They've had four jobs in six years."
Ask: "Can you tell us about your career journey and what influenced those moves?"
Instead of focusing on: "There's a two-year employment gap."
Consider asking: "What were you doing during this period, and what skills or experiences did you gain?"
These conversations often reveal strengths that would otherwise remain hidden.
Value Different Career Journeys
Not every successful employee follows the same path. Some people progress steadily within one organisation. Others develop their skills through varied roles, different industries or life experiences. Neither approach is inherently better. Inclusive recruitment recognises that there are many different routes to becoming an exceptional employee.
Create Diverse Perspectives
Where possible, involve more than one person in recruitment decisions. Different perspectives can help challenge assumptions and reduce the impact of individual bias. Even within smaller organisations, discussing candidates openly against agreed criteria can lead to more balanced and objective decisions.

Reflect on Your Recruitment Decisions
After every recruitment process, take time to reflect.
Ask yourself:
· Did we assess every candidate consistently? 
· Did we make assumptions about anyone's career journey? 
· Were we influenced by employment gaps or job titles? 
· Did we recognise transferable skills? 
· Did we focus on evidence rather than first impressions? 
· Would another hiring manager have reached the same conclusion using our scoring criteria? 

Continuous reflection helps organisations improve their recruitment processes over time.
A Practical Checklist
Before making a recruitment decision, ask yourself:
· Have we assessed all candidates against the same criteria? 
· Have we recognised transferable skills? 
· Have we given candidates the opportunity to explain career gaps or changes? 
· Have we challenged any assumptions we may have made? 
· Are we appointing the person who best meets the needs of the role based on evidence? 

If the answer is yes, you are taking important steps towards reducing bias and creating a fairer recruitment process.
Joanne's Perspective
"One of the questions I ask myself before making any recruitment decision is, 'What assumptions am I making about this person that aren't actually supported by evidence?'

It's surprisingly easy to look at a CV and create a story in your mind before you've even spoken to the candidate. A career gap becomes a lack of ambition. Several employers become a lack of commitment. A different career path becomes a lack of experience.
Then you sit down and have a conversation, and suddenly the story changes. The career gap was spent caring for a loved one. The job changes were caused by military postings. The career change brought years of transferable skills that another candidate didn't have.
Reducing bias doesn't mean ignoring differences. It means understanding them. The best recruitment decisions are made when we replace assumptions with curiosity and give every candidate the opportunity to tell their story."
Recognising Transferable Skills
One of the greatest opportunities for employers is recognising skills that have been developed outside traditional career paths.

Transferable skills are the knowledge, behaviours and personal qualities that can be applied across different roles, industries and working environments. While technical skills can often be taught through training and experience, transferable skills are frequently developed over many years through work, life experiences and personal challenges.
These skills are often what enable individuals to adapt quickly, work effectively with others, solve problems and contribute positively to an organisation.
Unfortunately, because transferable skills are not always obvious from a CV, they can be overlooked during recruitment. An applicant who has never worked in your industry may still possess exactly the qualities your organisation needs to succeed.
Beyond the CV encourages employers to look beyond job titles and ask a different question:
"What skills has this person developed, and how could those skills benefit our organisation?"
When employers begin recruiting in this way, they often discover exceptional candidates who may previously have been overlooked.
Transferable Skills Can Be Developed Anywhere
People develop valuable workplace skills through many different experiences, including:

· Military service. 
· Supporting a military family. 
· Volunteering. 
· Caring responsibilities. 
· Running a business. 
· Community leadership. 
· Education and further study. 
· Career changes. 
· Sporting achievements. 
· Charity work. 
· Life experiences that have required resilience and adaptability. 

Every experience has the potential to develop skills that are valuable in the workplace.

Looking Beyond Job Titles
Two applicants may have very different career histories but possess remarkably similar skills. For example, a military spouse who has managed multiple relocations, supported a family through deployments and rebuilt their career several times has likely developed exceptional organisation, planning, communication and problem-solving skills.

A volunteer coordinating fundraising events may have experience managing budgets, leading teams, organising projects and communicating with stakeholders.
A parent returning to work may have strengthened their ability to prioritise competing demands, manage time effectively, negotiate, communicate and remain calm under pressure.
A career changer often brings fresh perspectives, a willingness to learn and experience from another sector that can encourage innovation within an organisation.
The skills are real, even if the job title doesn't immediately suggest them.
Examples of Transferable Skills
Military Spouses
Often demonstrate:
· Adaptability. 
· Organisation. 
· Resilience. 
· Time management. 
· Communication. 
· Independence. 
· Problem-solving. 
· Building relationships quickly. 
· Working in changing environments. 

Veterans
Often demonstrate:
· Leadership. 
· Teamwork. 
· Planning and organisation. 
· Decision-making under pressure. 
· Risk management. 
· Accountability. 
· Discipline. 
· Communication. 
· Project management. 

Volunteers
Often demonstrate:
· Leadership. 
· Event management. 
· Budget management. 
· Community engagement. 
· Public speaking. 
· Fundraising. 
· Team coordination. 

Career Changers
Often demonstrate:
· Fresh perspectives. 
· Transferable technical knowledge. 
· Curiosity. 
· Problem-solving. 
· Adaptability. 
· A willingness to learn. 
· Innovation. 

Ask Better Questions
Rather than asking: "Have they done this exact job before?" Consider asking:

· Have they demonstrated the skills needed to succeed? 
· How quickly could they learn the technical aspects of the role? 
· What different perspective could they bring to our organisation? 
· Have they already demonstrated resilience, adaptability and commitment through their career journey? 

Sometimes the candidate who appears less experienced on paper becomes the highest-performing employee because of the qualities they bring beyond technical knowledge.
Skills Can Be Taught—Attitude Is Harder to Develop
Many technical competencies can be learned through training, mentoring and experience. Qualities such as integrity, resilience, emotional intelligence, curiosity, adaptability and a positive attitude are often much harder to teach.

Recruiting for both potential and attitude, alongside experience, creates stronger, more resilient teams and supports long-term organisational success.
Joanne's Perspective
"When I recruited for JB Property Law, I deliberately looked beyond legal experience. I knew I could teach property law and the technical aspects of the role, but I couldn't teach resilience, integrity, empathy or a genuine willingness to learn.
Some of the strongest candidates I met had never worked in a law firm. Others had career journeys that looked unconventional on paper. What they all had in common was the attitude, adaptability and commitment to succeed.
One of the biggest lessons I've learned as a business owner is this: technical skills can often be developed, but character is built over a lifetime. Beyond the CV is about recognising that the experiences people gain throughout their lives often become their greatest professional strengths."
Supporting Military Spouses
Military spouses are one of the most resilient, adaptable and resourceful groups within the workforce. Yet they also face some of the greatest barriers to building long-term careers.

Unlike many employees, military spouses rarely have complete control over where they live or when they move. Every new posting can mean leaving behind a job, rebuilding professional networks and starting again in an unfamiliar location. Some will repeat this process several times throughout their career, often sacrificing their own professional ambitions to support their family's service.
As a result, many military spouses have CVs that appear unconventional. They may have worked for several employers in a relatively short period, experienced career gaps during relocations or accepted roles below their level of qualification simply to remain in employment.
These career journeys are not a reflection of a lack of commitment or ability. They are often evidence of exceptional resilience, flexibility and determination.
Looking Beyond Frequent Moves
One of the most common assumptions made during recruitment is that multiple employers suggest someone is unlikely to stay in a role. For military spouses, this is rarely the case. Frequent changes of employment are usually the result of military postings rather than personal choice. Many military spouses remain with employers for as long as they are able before relocating to support their serving partner.

When stability is available, many become loyal, committed and long-serving employees.
Rather than asking: "Why have they moved jobs so often?"
Consider asking: "What has enabled them to successfully rebuild their career so many times?"
The answer often reveals qualities that organisations actively seek.
Recruitment Without Assumptions
Military spouses should be assessed in exactly the same way as every other candidate. Fairly and on merit. However, fair assessment also means recognising the context behind a CV.
Rather than viewing relocations or career gaps as weaknesses, employers should consider the experiences and strengths those circumstances may have developed.
A military spouse should never be expected to justify supporting their family's service.
Instead, they should be given the opportunity to demonstrate the skills, knowledge and potential they bring to the role.
The Benefits for Employers
Organisations that actively recruit military spouses often gain employees who are:

· Highly adaptable. 
· Quick to learn. 
· Comfortable with change. 
· Loyal and committed. 
· Strong communicators. 
· Organised and proactive. 
· Experienced in working independently. 
· Resilient under pressure. 

These qualities are valuable in almost every workplace and often contribute to high-performing teams.
Joanne's Perspective
"Beyond the CV was inspired by my own experiences as a military spouse. I've lived the reality of packing up a home, rebuilding a career and trying to explain to employers why my CV didn't follow the traditional path they expected.

I've heard military spouses describe themselves as a 'flight risk' simply because they supported their partner's service. Yet those same people had demonstrated remarkable resilience, organisation and determination. Qualities that many employers actively seek.
When I advertised a flexible remote role specifically welcoming military spouses, I received 121 applications in just one day. It wasn't because those people suddenly became more talented overnight. It was because, for perhaps the first time, they felt that an employer understood their journey and was prepared to judge them on their potential rather than their postcode history.
That's why Beyond the CV exists. Not to ask employers to give military spouses special treatment, but to encourage them to recognise the exceptional talent that has too often been overlooked."
Supporting Veterans
Leaving the Armed Forces is one of the most significant career transitions an individual can experience.

Every year, thousands of highly skilled men and women leave military service and begin the journey into civilian employment. Whilst many transition successfully, others face challenges that have little to do with their ability and much more to do with translating military experience into language that civilian employers recognise.
A veteran's CV may contain unfamiliar job titles, military terminology or experiences that do not immediately align with traditional civilian roles. As a result, employers may unintentionally overlook candidates whose skills, leadership and professional experience would make them exceptional employees.
Beyond the CV encourages employers to look beyond military job titles and instead focus on the capabilities, behaviours and qualities developed through service.
Military Experience Is Professional Experience
Military service is often one of the most demanding and rewarding careers an individual can undertake. These skills have often been developed in highly challenging environments where teamwork, professionalism and accountability are essential. Whilst the terminology may differ, the underlying competencies are recognised and valued across countless industries.

Looking Beyond Military Language
Many veterans understandably describe their experience using military terminology. Civilian recruiters may not immediately recognise the responsibilities behind roles such as:

· Platoon Commander 
· Company Sergeant Major 
· Section Commander 

Rather than focusing on the title itself, consider asking: "Can you tell us about your responsibilities and what that role involved?"
Often, employers discover experience managing people, overseeing projects, planning operations, training teams, managing budgets or maintaining complex equipment.
The role title may be unfamiliar, but the skills certainly are not.
Leadership at Every Level
Leadership within the Armed Forces begins early and develops continuously throughout an individual's career.

Veterans are often experienced in:
· Leading diverse teams. 
· Coaching and mentoring others. 
· Managing conflict. 
· Supporting colleagues. 
· Making decisions under pressure. 
· Taking responsibility for outcomes. 
· Maintaining high professional standards. 

These leadership qualities are valuable regardless of whether a candidate is applying for a management position or an entry-level role.
Resilience and Adaptability
Military life demands resilience. Veterans regularly work in unfamiliar environments, adapt to changing circumstances and solve complex problems with limited resources.
They are accustomed to:
· Working under pressure. 
· Learning new skills quickly. 
· Remaining calm during uncertainty. 
· Supporting colleagues. 
· Maintaining professionalism in challenging situations. 

These experiences often create employees who are confident, dependable and capable of responding positively to change.
Supporting a Successful Transition
The transition from military to civilian employment can be challenging, not because veterans lack ability, but because recruitment processes are often unfamiliar. Employers can support veterans by:

· Encouraging them to explain military experience in civilian terms. 
· Focusing on competencies rather than military job titles. 
· Asking open questions about responsibilities and achievements. 
· Recognising transferable skills. 
· Providing appropriate onboarding and mentoring where needed. 

Sometimes a simple conversation is all that is needed for an employer to recognise the depth of experience a veteran brings.

The Benefits for Employers
Employers who recruit veterans frequently gain individuals who are:
· Reliable and accountable. 
· Strong communicators. 
· Effective team players. 
· Calm under pressure. 
· Highly organised. 
· Adaptable. 
· Solution-focused. 
· Committed to continuous improvement. 
· Comfortable leading others. 
· Resilient during periods of change. 

These qualities contribute to stronger teams, improved organisational culture and long-term success.
Joanne's Perspective
"As the wife of an Army veteran, I've had the privilege of seeing first-hand the professionalism, resilience and leadership that military service develops. I've also seen how frustrating it can be when those qualities aren't immediately recognised outside the Armed Forces.

A veteran's CV might include military terminology that seems unfamiliar, but behind those job titles are people who have led teams, managed complex operations, solved problems under pressure and taken responsibility in situations where the consequences genuinely mattered.
One of the simplest things an employer can do is ask, 'Tell me about what you actually did.' That single question can transform how a candidate's experience is understood.
Beyond the CV isn't about giving veterans an advantage. It's about ensuring that the remarkable skills they've already earned are recognised and valued in civilian employment."
Flexible Working
Flexible working has become one of the most significant developments in the modern workplace. Advances in technology, changing employee expectations and evolving ways of working have demonstrated that many roles can be performed successfully without employees being tied to a traditional office environment or fixed working hours.

For many organisations, flexible working is no longer simply an employee benefit, it is a strategic advantage.
By embracing flexibility where it is practical to do so, employers can attract a wider range of talented candidates, improve employee wellbeing, increase retention and build a more engaged and productive workforce.
Beyond the CV encourages employers to consider flexibility wherever operationally possible, recognising that great people do not always fit into traditional working patterns.
Flexible Working Is About Trust
Flexible working is often misunderstood as reducing expectations or allowing employees to work less. In reality, successful flexible working is built on trust, accountability and clear expectations. Employees should continue to meet the same professional standards, objectives and performance expectations as any other member of the team.

The difference is that organisations focus on what employees achieve, rather than where or when they complete their work, provided business needs continue to be met.
The most effective organisations measure outcomes, productivity and quality, not simply time spent sitting at a desk.
Flexibility Benefits Everyone
Although flexible working can be life-changing for military spouses, parents, carers and individuals with disabilities or long-term health conditions, its benefits extend much further.
Many employees value flexibility because it allows them to:
· Balance work with family responsibilities. 
· Manage caring commitments. 
· Reduce lengthy commutes. 
· Improve wellbeing. 
· Increase productivity. 
· Continue working after relocation. 
· Remain in employment during life changes. 

Offering flexibility creates opportunities for talented people who may otherwise feel excluded from the recruitment process.
Different Types of Flexible Working
Flexible working looks different in every organisation. Examples include:

· Remote working. 
· Hybrid working. 
· Flexible start and finish times. 
· Compressed working hours. 
· Part-time working. 
· Job sharing. 
· Annualised hours. 
· Flexible shift patterns. 
· Temporary adjustments during significant life events.

Not every option will be suitable for every role, but every employer should ask whether greater flexibility is possible before deciding it is not.
Focus on Outcomes, Not Presenteeism
For many years, workplace culture measured commitment by visibility. The first person to arrive, the last to leave and those seen sitting at their desk were often viewed as the most committed employees.

Modern workplaces increasingly recognise that this approach does not always reflect performance.
An employee working flexibly may achieve more in six productive hours than another achieves during eight hours in the office.
Successful organisations focus on:
· Quality of work. 
· Meeting objectives. 
· Customer outcomes. 
· Collaboration. 
· Professional standards. 
· Reliability. 
· Communication. 

These measures provide a much more accurate picture of performance than physical presence alone.
Creating a Flexible Working Culture
Offering flexible working is only the first step. Organisations should also create a culture where employees feel comfortable discussing flexible arrangements without fear that it will affect career progression or opportunities. Managers play an important role by:
· Setting clear expectations. 
· Maintaining regular communication. 
· Supporting wellbeing. 
· Measuring performance consistently. 
· Leading by example. 

A culture of trust benefits both employers and employees.
Joanne's Perspective
"As both a business owner and a military spouse, I've learned that flexibility isn't about lowering standards. It's about removing barriers that prevent talented people from contributing.

When I recruited for JB Property Law, I deliberately built roles around flexibility. I wasn't looking for people who could sit in an office from nine until five. I was looking for capable, committed people who could deliver exceptional work
Flexible working isn't the future of work. It's already here. The organisations that embrace it thoughtfully won't just support more people; they'll gain access to an incredible pool of talent that others continue to overlook."
Final Thoughts
Every recruitment decision has the potential to change someone's future. For the individual, it can represent a new beginning, renewed confidence or the opportunity to build a career that may previously have felt out of reach. For an organisation, it can mean welcoming someone whose unique experiences, perspective and determination strengthen the business in ways that may never have been expected.

Throughout this guide, we have explored one simple but powerful idea: a CV tells only part of a person's story.
Employment history, qualifications and previous roles are important, but they rarely reveal the qualities that define exceptional employees. Resilience developed through overcoming challenges. Adaptability gained from navigating change. Leadership demonstrated outside traditional management roles. Commitment shown through supporting others, rebuilding careers or refusing to give up despite setbacks.
These are the qualities that often make the greatest difference in the workplace, yet they are the hardest to capture on a piece of paper.
Beyond the CV is not about asking employers to compromise on quality or appoint candidates because of their circumstances. Recruitment should always be based on merit.
Instead, it is about ensuring that merit is recognised fairly. It is about creating recruitment processes that are curious rather than judgemental. Processes that seek to understand before making assumptions. Processes that recognise potential alongside experience and character alongside qualifications.
When organisations embrace this approach, everyone benefits.
Employers gain access to wider talent pools, stronger teams and diverse perspectives. Employees feel valued for who they are, not simply where they have worked. Communities benefit when opportunities become more accessible and inclusive.
Every organisation has the ability to make small changes that can have a lasting impact. A more inclusive job advert. A better interview question. A willingness to understand a career gap rather than dismiss it. A flexible working policy that opens the door to talent previously beyond reach.
Individually, these changes may seem small.
Collectively, they have the power to transform recruitment.
That is the vision behind Beyond the CV.
Not a campaign.
Not a one-off initiative.
But a movement that encourages employers across the United Kingdom to recognise people for their potential, value lived experience and create opportunities based on ability rather than assumption.
Together, we can build workplaces where resilience is recognised, adaptability is celebrated and every individual has the opportunity to be seen for more than what is written on a CV.
Because the most impressive part of someone's career is often not what appears on their CV it's everything they had to overcome to achieve it.
Joanne's Final Reflection
"Beyond the CV started with one simple question: 'What if we looked at people differently?'
As a business owner, I've seen how much talent can be missed when recruitment focuses only on employment history. As a military spouse, I've experienced how quickly assumptions can be made simply because life hasn't followed a traditional path.
This movement isn't about asking for special treatment. It's about asking for fair consideration. It's about recognising that behind every CV is a person with experiences, challenges and strengths that deserve to be understood.
If this guide encourages just one employer to pause before dismissing an application, ask one extra question during an interview, or recognise the potential in someone they might previously have overlooked, then Beyond the CV has already begun to make a difference.
My hope is that one day, employers won't need reminding to look beyond the CV it will simply be how recruitment is done.
Because people are more than their postcode history. They are more than career gaps. They are more than job titles.
They are their potential. 

