
A  B O O K  O N  C A R E E R  P L A N N I N G

More Than
a Job

A Practical Guide to Planning Your Career
and Managing Your Growth in a Changing World

Abbas Al-Humaid



A  B O O K  O N  C A R E E R  P L A N N I N G

More Than a Job

A Practical Guide to Planning Your Career
and Managing Your Growth in a Changing World

Abbas Al-Humaid

2026 Edition
Muscat, Sultanate of Oman



Copyright and Publication Details

More Than a Job: A Practical Guide to Planning Your Career and Managing Your
Growth in a Changing World.

By Abbas Al-Humaid. © 2026 Abbas Ali Mahmood, who writes as 
Abbas Al-Humaid. All rights reserved.

Authorised English edition, 2026, Muscat, Sultanate of Oman. Translated from 
Akbar min Wazifa, the Arabic original published in 2026. This book develops the
career dimension of the author’s Arabic book Sculpt Your Life (Sinaat al-Hayat)
and retains the core of the six-step planning method presented in his How to Plan
Your Career Path (Kayfa Tukhattit Tariqak al-Mihani), with reorganised chapters
and updated examples and references.

Use and Distribution Rights
Brief quotations are permitted for research, review and teaching, provided that the
author, book title and source are acknowledged. This book may not, in whole or
in part, be modified, abridged, translated, republished in another edition or
exploited commercially without the written permission of the copyright holder.

Where an official electronic edition is made available for free distribution, the
terms published with that edition apply. Please consult the author’s official website
to confirm approved editions and any updates or corrections.

Online Library and Contact
The author’s online library: https://abbasalhumaid.com/library/

For comments and corrections, please use the contact page on the official website.

https://abbasalhumaid.com/library/
https://abbasalhumaid.com/library/
https://abbasalhumaid.com/library/


Contents

Copyright and Publication Details 3
List of Figures 6
Foreword to the Previous Edition 7
How to Use This Book 10
Introduction: Your Career Is More Than Your Job 13

Part One Understand Where You Stand 17

Chapter 1 Why Do We Work? 18
Chapter 2 Understand Where You Stand 30

Part Two Understand the World of Work 45

Chapter 3 How Is the Labour Market Changing? 46
Chapter 4 Artificial Intelligence and the Future of Professions

and Skills
60

Chapter 5 Forms of Work and Sources of Income 73

Part Three Plan Your Career Path 89

Chapter 6 Define Your Career Goal 90
Chapter 7 What Does Your Profession Require? 106
Chapter 8 Test Your Options Before You Commit 122
Chapter 9 Plan Your Career Path in Six Steps 137
Chapter 10 Examples and Applications 157

Part Four Manage Your Professional Growth 181

Chapter 11 Put Your Plan into Practice 182
Chapter 12 Develop Your Capabilities and Demonstrate

Your Competence
197

4



Chapter 13 Market Yourself and Expand Your Opportunities 213
Chapter 14 Manage Your Work Portfolio and Sources of Income 229
Chapter 15 Balance Your Work and Your Life 245

Conclusion: Your Career Plan on One Page 259
My Career Plan on One Page:
The Combined Template

261

Practical Appendices 262
Appendix A: Worksheets 263

A1 Where You Stand 265
A2 Career Goal Card 266
A3 Professional Requirements and Qualification Pathway 267
A4 Information Verification Log 268
A5 Testing a Career Option 269
A6 Capabilities and Requirements for Closing Gaps 270
A7 Path Stages and Review 271
A8 Implementation Plan for the Coming Period 272
A9 Evidence of Competence Card 273
A10 Marketing Your Capabilities and

Following Up Opportunities
274

A11 Reviewing an Activity in Your Work Portfolio 275
A12 Balance and the Decision to Adjust 276
A13 Preparing for a Change in Income 277

Appendix B: Glossary 279
Appendix C: Consulting Sources and
Updating Information

284

Appendix D: A Completed Example from Starting Point
to Review

287

References and Sources 305
About the Author 328

Contents More Than a Job

5



List of Figures

Figure 1 Map of the Book 11
Figure 2 Three Psychological Needs and Meaning alongside Them 21
Figure 3 Profession, Job and Source of Income 25
Figure 4 A Picture of Where You Stand 42
Figure 5 Five Interacting Factors That Change Demand for Professions 49
Figure 6 Changing Demand within a Profession 53
Figure 7 A Job Is a Collection of Tasks 62
Figure 8 Several Ways to Practise a Profession 74
Figure 9 Considerations in Choosing a Career Goal 95
Figure 10 Three Separate Questions about Professional Requirements 107
Figure 11 A Clear Direction and a Tested Route 130
Figure 12 Four Possible Decisions after Testing an Option 134
Figure 13 The Six Steps in One Cycle 139
Figure 14 Professional Development Paths 141
Figure 15 From Plan to Implementation 183
Figure 16 Layla’s Ninety-Day Implementation Example 193
Figure 17 Learning That Changes Performance 200
Figure 18 Linking Capability to Evidence and Opportunity 218
Figure 19 Questions for Reviewing an Activity in Your Work Portfolio 239
Figure 20 Amount Remaining per Hour in Huda’s Example 240
Figure 21 Balance Begins with Understanding the Cause of the Burden 250

6



S C U LP T  YO U R  L I F E

Foreword
to the Previous Edition

By Dr Mostafa Abu Saad

This foreword was written for the previous edition of the book, 
Sculpt Your Life (Sinaat al-Hayat, in Arabic). Dated 26 May 2023, it is

reproduced here in full, translated from the original Arabic.

One principle of a good life is that the older we grow, the greater our abil­
ity to change our lives and improve their quality. This runs counter to the
worn-out belief that change becomes harder with time, a belief reinforced
by discouraging convictions and examples.

You are responsible for your life, your decisions and the consequences of
your choices. This is a divine truth affirmed by the Holy Qur’an, which
places choices in human hands in every area of life, including belief and
disbelief.
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These  are  the  principles  we  need  as  we  begin  the  process  of  change,
improvement and continuing development.

We then need a comprehensive approach to this journey of development,
with guidance through coherent, consistent and complementary steps that
accompany us towards our intended goal and desired purpose.

Sculpt Your Life is the title of a work, a blog and a book by a distinguished
and creative author who has accumulated experience, skills and knowledge
through years of work, contribution, diligence and productivity in writ­
ing, mentoring, training and consultancy. In this work of knowledge and
learning, the esteemed Abbas Al-Humaid, may God protect him, has cre­
ated a practical guide that accompanies us step by step towards the ulti­
mate goal: being able to shape our lives ourselves, with our own hands, so
that we do not leave them in the hands of others to manipulate in an age
when minds, souls and tastes are subject to manipulation.

The author begins this journey with the most important step, the founda­
tion for change and the development of knowledge and skills: developing
the self.  This means understanding our goals in life, how we develop as
people and what influences us, so that we can build a rational understand­
ing of the human self.

He then takes us on a journey to face life and its future challenges with
insight and reason, defining our career paths and showing how to under­
stand  and  master  them  through  practical  examples.  His  work  brings
together  experience,  knowledge,  a  firm understanding of  reality  and its
mechanisms,  and an  informed,  insightful  anticipation of  a  professional
future that is developing at tremendous speed.

Foreword to the Previous Edition More Than a Job
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May God grant my dear, creative brother Abbas Al-Humaid success in his
contributions to knowledge, make his efforts and learning beneficial, and
preserve  his  good  name  and  influence  through  knowledge  from which
people benefit.

God knows the intention behind this endeavour.

Dr Mostafa Abu Saad

Kuwait: 6 Dhu al-Qa’dah 1444 AH, corresponding to 26 May 2023.

Foreword to the Previous Edition More Than a Job
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How to Use This Book

You do not have to read this book from beginning to end as you would a
novel, although its sequence is deliberate. Read in the way that suits your
stage, and use the exercises to make clearer decisions, rather than treating
them as assignments to finish in a single day.

Part One helps you understand where you stand professionally in terms of
your qualifications, experience, skills and resources. Part Two explains how
work opportunities change and how they are affected by technology, occu­
pational standards, different forms of work and ways of earning income.

Part Three is the heart of the book. It takes you through defining a career
goal, understanding professional requirements, testing options and apply­
ing the six-step planning method. Part Four covers implementation, devel­
oping capabilities,  demonstrating competence,  expanding opportunities,
and managing professional activities and sources of income.

Appendix A contains  thirteen worksheets,  followed by a  glossary and a
guide to checking sources. Appendix D provides a completed example that
brings  the  worksheets  together  around a  single  decision.  Use  what  you
need and return to the chapter that explains it. Some of the organisations
and qualifications featured in the examples are connected with my profes­
sional work. I explain those connections in the disclosure at the end of the
book so that you can read the examples in context.

10



Figure 1 Map of the Book

Read in sequence or begin with the part that answers your current question,
then return to the chapter that explains the tool.

Monetary examples use Omani rials. The names and cases presented in the
chapters are fictional teaching examples, unless expressly identified as real
experiences. Their purpose is to explain decisions, rather than describe par­
ticular individuals. For qualifications and conditions of practice, consult
the competent authorities.

At each stage,  ask yourself:  What has  become clearer?  What step can I
begin? What information should I verify before committing?

Part One

Understand
Where You

Stand

Chapters 1–2

Part Two

Understand
the World of

Work

Chapters 3–5

Part Three

Plan Your
Career Path

Chapters 6–10

Part Four

Manage Your
Professional

Growth

Chapters 11–15

At the heart of the book: the six-step planning method

Appendices
A: Thirteen worksheets • B: Glossary

C: Consulting sources • D: Completed example

How to Use This Book More Than a Job
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Where Should You Begin?
Choose the situation closest to yours and begin with one worksheet that
addresses  your  current  question.  These  are  entry  points  into the  book;
return to its overall sequence whenever you need the wider picture.

You are starting out,
or your goal is
unclear

Read Chapters 2 and 6, then begin with A1 and 
A2. Record what you have and a provisional goal
to review.

Your goal is clear and
you are looking for a
route

Begin with Chapter 7 and A3. Identify the main
requirement and what you need to verify.

You want to change
your job or
profession

Begin with Chapter 8 and A5. Choose an
important assumption and a small experiment to
test it.

You have lost your
income or fear a
disruption

Begin with Chapter 14 and A13. Take stock of
your cash and commitments, then return to 
Chapter 13 when looking for opportunities.

You have a plan but
its implementation
has stalled

Begin with Chapter 11 and A8. Identify the
obstacle and the first action. If your
commitments compete for time, consult 
Chapter 15 and A12.

The  full  six  steps  appear  in  Chapter   9,  and  terms  are  explained  in
Appendix B. From each worksheet you can open its completed example,
then return to the blank worksheet.

In the electronic edition, click the book title at the top of the explanatory
pages  to  return  to  the  contents.  Keep  a  blank  copy  of  the  worksheets
before  completing them, then save your answers  and reopen the file  to
check that they remain there.

How to Use This Book More Than a Job
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Introduction

Your Career Is More Than Your Job

When someone asks, ‘What do you do?’, you usually name your job or the
organisation you work for. You might say that you are an accountant in a
company, an engineer in a government organisation, or a manager in an
institution. This is a natural answer, but it tells only part of your career
story.

The profession you practise is not necessarily the job you hold, and your
job is not necessarily your only source of income. You may lose your job
while  retaining  your  profession,  move  to  another  organisation  without
changing your specialism, practise independently or combine several pro­
fessional activities. Simple as these distinctions may seem, they can change
how you view your future and plan for it.

Consider someone who has spent twenty years in one organisation. They
may have risen through its ranks, gained extensive experience and earned a
good income, without giving much thought to what they could do if they
had to leave. Outside it, they may discover that much of their experience is
tied to a  particular  workplace and that  their  options are  narrower than
they imagined.

By contrast,  someone else may have begun in a modest job but made a
point of developing knowledge and skills, gaining experience useful in dif­
ferent kinds of work and exploring opportunities inside and outside the
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organisation. Over the years, options opened up that were unavailable at
the start.

The difference between them is not necessarily intelligence, qualifications
or  effort.  The  first  may  work  harder  than  the  second.  Circumstances
beyond their control may also affect their options. Even so, how each views
their career and the decisions made along the way remain matters they can
reconsider.

This is where career planning matters.

Work occupies a large part of our lives, and its effects extend well beyond
income. It influences our families, relationships, time, health and future
opportunities. Our careers therefore deserve thought and care proportion­
ate to their importance, rather than being left to take shape through cir­
cumstances alone.

This becomes more important as professions, skills and working methods
change. What you learnt yesterday may need updating today. Some tasks
that once required a large team may become possible with readily available
digital  tools.  At  the same time,  demand for  certain kinds  of  work may
decline, while opportunities emerge that were unfamiliar a few years ago.1

The spread of artificial intelligence has made these changes more visible in
our working lives. I do not believe we should greet them with fear or rush
after every new technology without thought. It is more useful to under­
stand what is changing in our work, how it affects the profession we prac­
tise or hope to enter, and what we need to learn to maintain and improve
our ability to deliver.

It is important to distinguish planning from trying to predict the future.
Nobody knows with certainty what the labour market will look like in
ten  years,  and  nobody  can  guarantee  a  particular  job,  whatever  their

Introduction More Than a Job
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qualifications and  experience.  But  we  can  make  better  decisions  by
understanding our capabilities, studying available opportunities, prepar­
ing for risks and reviewing our plans as circumstances change.

I remember that in 1994 I was working in a modestly paid job and was not
yet proficient in English. The opportunities I hoped for were not clear to
me, but I continued learning and gaining experience. In the years that fol­
lowed,  I  moved  through  audit,  consultancy  and  organisational  change
work,  eventually  taking on advisory and leadership responsibilities  with
government bodies. I do not offer my experience as a path everyone should
repeat;  circumstances and opportunities differed at each stage. It taught
me, however, that a current job does not define all the capabilities a person
can build. The important question is not simply where I work today, but
what I am learning and practising to widen my options tomorrow.

This experience led me to write about career planning in How to Plan Your
Career  Path,  and later  to  broaden the  discussion in  Sculpt  Your  Life.  I
return to the subject here, retaining the foundations of the method and its
six steps, while developing its applications in the light of changes in the
world of work and the knowledge that experience has added.

I have reconsidered some of my earlier judgements. A job is not inherently
a constraint, independent work does not suit everyone, and management
need  not  be  the  ultimate  destination  for  every  specialist.  A  university
degree is an important route, but it is not the only route in every profes­
sion.  I  retain the method while  giving requirements,  opportunities  and
resources greater weight in choosing a route.

Your  route  to  professional  qualification  may  begin  with  a  university
degree, a professional qualification or specialist training. You may also have
work experience and need to demonstrate what you have learnt from it.
The reference versions of Omani occupational standards examined in this

Introduction More Than a Job
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book  include  roles  with  several  routes  to  qualification  and  others  for
which a university qualification alone is insufficient. Start, therefore, with
the  profession  you  want  to  practise,  understand  its  requirements  and
choose a route that suits you.2,3

A stable job may be your best option, or independent work or a combina­
tion of professional activities may suit you. Choose what fits your capabili­
ties and circumstances at each stage.

We begin by understanding what you want from work and the capabilities,
experience and resources you have today. We then examine the labour mar­
ket and its changes. Next, we define a suitable career goal, identify profes­
sional requirements, test options and map a path towards it. Finally, we
learn how to implement and review our plan, develop our capabilities and
put them to use in suitable opportunities.

We will use a practical method supported by examples and tools for plan­
ning your own path.  No single career path suits  everyone,  and no plan
copied from someone else’s life can guarantee success.

I hope you will read with your own circumstances in mind, rather than
treating the book as general information about professions. Pause at the
examples,  compare them with your situation and try the tools  yourself.
You may find that your current goal is appropriate and that you simply
need  a  clearer  route  towards  it.  Or  you  may  see  other  options  worth
exploring, or decide that it is time to reconsider your whole path.

Either way, you will have taken an important step: seeing your career as a
path you can consciously help shape and develop, rather than merely a suc­
cession of jobs and circumstances that happen to you.

Introduction More Than a Job
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Understand
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Your career is more than your job, and
your professional future deserves a plan.
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C H A P T E R  1

Why Do We Work?

Why does one person leave work exhausted yet satisfied with what
they have achieved, while another leaves equally tired without that
feeling? Hours alone do not explain the difference. The nature and
meaning of the work, how it is done and the relationships around it
also matter.

What makes us feel this difference?

It may lie in the task itself, the working environment or the appreciation
and respect we receive. It may also involve income, security and opportuni­
ties to learn and progress.

Work is  not  simply  time exchanged for  pay,  although pay  is  one  of  its
strongest motivations. It also occupies a large part of our lives, shaping our
relationships, choices and ability to build the future we want for ourselves
and our families. Before planning a career, it is worth asking why we work
at all and what we want from it.

Earning a Living and What Else?
Your first  answer may be that  you work to earn a  living and provide a
decent  life  for  yourself  and  your  family.  That  is  natural.  An  adequate
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income is  a  necessity that many people cannot set aside when choosing
their work.

We need food, housing, healthcare and education, as well as the means to
meet our obligations and prepare for the future. At some stages, we may
have to accept work we do not particularly enjoy because it provides the
income we need. There is no shame in this. We cannot ask someone strug­
gling to meet their family’s needs to put professional passion before life’s
necessities.

But suppose you had enough income to meet your needs. Would you stop
working entirely, or seek another activity through which to use your capa­
bilities and feel a sense of achievement?

The answer varies between people and between stages of life. Some may
want  to  devote  themselves  to  their  families,  interests  or  communities,
while others prefer to continue practising their profession even when they
no longer need the income it provides.

What matters here is that the need for money, important as it is, does not
explain everything we seek from work.  We also  want  to  feel  capable  of
achievement, to know that our knowledge and learning have value, to have
some choice in what we do, and to enjoy professional relationships built
on respect and cooperation. Many of us also like to see how our work ben­
efits other people.

These motivations are compatible with wanting a good income. Financial
ambition can coexist with love of a profession and a desire for mastery and
contribution. Indeed, fair and stable income can bring peace of mind and
help us focus on our work.

Chapter 1: Why Do We Work? More Than a Job
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The difficulty lies not in working for money, but in making it the sole mea­
sure of work’s value and overlooking our needs for growth, respect, auton­
omy and meaning.

What Makes Us Enjoy Our Work?
Researchers in psychology and management have explored why some peo­
ple are more engaged with their work than others, even when jobs and
circumstances are similar. An important body of research concerns  self-
determination theory,  developed  by  psychologists  Edward  Deci  and
Richard Ryan.

The theory distinguishes between forms of motivation and identifies three
basic  psychological  needs:  competence,  autonomy  and  relatedness.  A
research review published in 2017 indicates  that meeting these needs at
work  is  associated  with  motivation  that  people  personally  accept  and
value, greater satisfaction and psychological well-being, and better perfor­
mance. These factors do not explain all of a person’s success or satisfaction,
but they help us understand part of the experience of work.4

Competence and Mastery
There is satisfaction in finishing a difficult task and feeling that you have
done it well. It may be even more satisfying to realise that you can now do
something you could not do a year or two ago.

An  accountant  learning  to  analyse  financial  statements,  an  engineer
improving  their  ability  to  design  more  efficient  systems  and  a  teacher
improving teaching methods may each find an additional reason for pride
in their work as their capabilities grow. This involves more than knowl­
edge: it means using knowledge and turning it into tangible results.

Chapter 1: Why Do We Work? More Than a Job
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Figure 2 Three Psychological Needs and Meaning alongside Them

Competence, autonomy and relatedness are the three basic psychological needs
discussed in self-determination theory. Meaning and contribution form a
question alongside them: what value do we offer through our work?

People may therefore become bored when they perform the same tasks for
years  without  suitable  opportunities  to  learn  and  develop.  Professional
growth does not necessarily mean promotion into management. A special­
ist may prefer to deepen expertise and become a recognised authority with­
out wanting to manage a team or organisation.

Put simply, professional growth means becoming more capable of doing
your chosen work and having more opportunities to use that ability.

Three basic psychological needs

Work

Competence
and mastery

Autonomy Relatedness

Meaning and
contribution
alongside them

Chapter 1: Why Do We Work? More Than a Job
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Autonomy and Freedom of Choice
Imagine working in an organisation that specifies the results required but
gives  you reasonable  freedom over  how to achieve  them.  Now imagine
doing the same work somewhere that  monitors  every step and requires
prior approval for even a small decision. Your salary may be identical, yet
your experience of work may be very different.

In this theory, autonomy means feeling that you act willingly and with con­
viction, rather than under pressure you do not endorse. Room for initiative
and decisions may support it, but autonomy does not mean working with­
out management or rules. People may willingly follow instructions whose
purpose they understand and accept.4

Such autonomy can exist in a job within a large organisation and be lack­
ing  in  independent  work  if  the  person  is  constantly  subject  to  clients’
demands. We should not assume that self-employment always brings free­
dom or that a job inherently removes it.

Relationships and Belonging
Your work may be interesting and your pay adequate, yet you feel uncom­
fortable because of poor relationships with your manager or colleagues.
Conversely, you may enjoy demanding work because you trust the people
around you and feel they appreciate your efforts.

We do not work in isolation. Even in professions dominated by individual
work, we deal with clients, colleagues and partners. Good professional rela­
tionships support knowledge sharing, problem solving and learning from
others, as well as a sense of belonging.

This helps explain why someone may hesitate to leave a job despite receiv­
ing a financially better offer. They are comparing more than two salaries;

Chapter 1: Why Do We Work? More Than a Job
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they are also considering a familiar environment and a team characterised
by respect and cooperation.

Meaning and Contribution
Alongside  these  needs,  another  question  shapes  our  relationship  with
work: what value do we contribute through it?

A doctor may find meaning in relieving patients’  suffering, a teacher in
helping students learn, an engineer in constructing a safe building and an
accountant in safeguarding an organisation’s funds and financial informa­
tion. People may find the same meaning in work that others consider sim­
ple but that provides a service people need.

You do not have to work for a charity or in a profession with an obvious
social  mission for your work to be useful.  Society needs many kinds of
work and professions, each helping to meet people’s needs.

Work has an important place in life, but it cannot replace family, relation­
ships  and everything  else  that  gives  life  meaning.  Family,  service  to  the
community or other activities may provide important things a profession
cannot. Choosing suitable work therefore means seeking a reasonable fit
with our capabilities, circumstances and goals, rather than an ideal job that
fulfils every desire.

We may have to choose between benefits that cannot all  be available at
once: a higher-paying job with longer hours, or one offering better learning
but  lower  initial  pay.  This  is  where  career  planning  proves  its  value:  it
enables you to understand what you want, see what is available and choose
what suits your present stage.

Chapter 1: Why Do We Work? More Than a Job
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Work, Jobs, Professions and Sources of Income
Ask someone about their profession and they may name their employer or
job  title.  We  commonly  use  ‘work’,  ‘job’,  ‘profession’  and  ‘source  of
income’ as though they mean the same thing. They describe different con­
cepts,  however, and distinguishing them helps us understand our career
options.

Work is an activity in which we expend effort to achieve a result or provide
a  benefit.  It  may  be  paid  or  unpaid,  as  in  some  voluntary  and  family
activities.

A profession  is  a  field  of  practice  based  on knowledge,  experience  and
skills,  such  as  accounting,  engineering,  teaching,  design  or  consultancy.
Depending on the profession and the rules governing it, you may practise
in different organisations or provide independent services. Being able to do
the work does not, by itself,  mean that you have met the conditions of
practice: some professions require a particular qualification or licence.3

A job is the specific role you perform within an employment relationship,
together with its responsibilities, authority and obligations. If you work as
an accountant in a company, accounting is your profession, while ‘finan­
cial accountant’ or ‘accounts manager’ is your job title. You may move to
another job while remaining in the same profession.

A source of income is how you receive money: a salary, fees for a service,
profits from a business, returns from assets and investments, or another
source.

Your job, profession and income source may coincide in one activity. Take
an engineer employed by an engineering company: if  that salary is  their
only income, profession, job and source of income are all  linked to the
same work. This relationship need not remain the same throughout life.

Chapter 1: Why Do We Work? More Than a Job
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You may lose your job without losing the knowledge and experience built
in your profession, although moving to other work requires meeting its
requirements. You may remain in a stable job while learning a skill  that
later opens a different field. You may earn additional income through an
activity not directly related to your job. Conversely, someone may have sev­
eral income streams that all depend on one client or activity, leaving them
exposed to risks they have overlooked.

These distinctions are more than definitions. They help you discover the
options you have and those you can build for the future.

Figure 3 Profession, Job and Source of Income

They may coincide in one activity. A job may change while the profession
remains, or income sources may multiply.

Profession
Field of practice

Job
Role in an employment

relationship

Source of income
Salary, fees or returns

Work: effort to achieve a result or provide a benefit

Chapter 1: Why Do We Work? More Than a Job
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Your Job Can Change While 
Your Profession Remains
Consider a woman who specialised in human resources management and
became a recruitment specialist in a company. She enjoyed her field and
hoped to gain broader experience that would later enable her to provide
human resources consultancy services.

At that stage, her job was recruitment specialist, her profession was human
resources management, and her source of income was her monthly salary.
Years  later,  changes  in  family  circumstances  required  her  to  move  to
another city, making it impossible to continue in her previous job.

Did this  end her  career  or  erase  the knowledge and experience she had
gained?

Of course not. What she had learnt and practised did not disappear when
she  left  the  company.  She  might  find another  job,  perform some tasks
remotely or provide specific independent services if she were qualified and
both the regulations and her circumstances allowed. She might also take a
break from paid work and later  return to  her  profession,  updating her
knowledge and rebuilding professional relationships.

Her situation reminds us that a change of job does not erase experience.
The next step is to identify where you can use what you have learnt and
what you need in order to continue your career.

The same applies to people working in accounting, engineering, marketing
and other fields. Their general knowledge and skills do not disappear when
they leave an organisation, although they must still protect its information
and respect its rights. The more readily a person can use their capabilities
in different environments, the wider their options when seeking work.

Chapter 1: Why Do We Work? More Than a Job
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We should  therefore  think  beyond  obtaining  a  desired  job  to  building
knowledge and experience that help us continue and adapt when circum­
stances change.

A Job Is Not the Whole Purpose of a Career
Jobs  offer  advantages  we  should  not  dismiss.  They  may  provide  stable
income, learning opportunities,  useful  professional  relationships and an
environment in which to gain experience and progress in responsibility. A
job may be the best option for someone starting out or needing greater
financial security, and may remain the best option throughout life.

Others may prefer independent practice, starting a business or combining
employment with other professional activities. No single choice is right for
everyone.

Independent work may offer more freedom to choose clients and projects,
but  can  involve  fluctuating  income,  difficulty  securing  work  and  addi­
tional administrative and financial responsibilities. Employment may pro­
vide more regular income while restricting certain choices according to the
organisation and employment terms.

Even diversifying income is  not always appropriate.  Spreading time and
effort across activities may weaken performance in a core profession, par­
ticularly when someone is still building experience or has substantial com­
mitments outside work.

I am therefore not asking you to leave your job, start a business or seek
extra income simply because others do. I invite you to take a wider view of
your career and see a job as one available means of pursuing your goals,
rather than the entire path.
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The best step today may be to keep your job and improve your perfor­
mance, move to another organisation, learn a new specialism or test a small
activity that prepares for a future opportunity. The right decision depends
on your capabilities, needs, market opportunities and stage of life.

What Do You Want from Work?
Let me return to the question we began with: why do you work?

Income and stability may be your first priorities now. Or you may have
achieved reasonable financial security and become more interested in a spe­
cialism you enjoy, greater autonomy or more time for your family. These
priorities can change throughout life.

What suits you at  twenty-five may differ from what suits you at forty or
sixty, because your experience, capabilities, needs and circumstances have
changed. Professional success should not therefore be treated as a single
position everyone must reach or a fixed level of income and fame.

For one person, success may mean becoming a chief executive; for another,
a respected specialist; for a third, establishing a business or earning an ade­
quate income while keeping enough time for family and other interests.

What  matters  is  to  base  your  choice  on an informed understanding of
yourself and your circumstances, rather than imitation or a popular image
of success. Knowing what you want does not give you control over every
circumstance, but it helps you compare options and decide what deserves
your time and effort.
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Practical Reflection on Why I Work
Before the next chapter, take a few minutes to answer the following
questions. Write clear answers for yourself, without trying to produce
ideal ones.

◆ What  is  your  current  profession?  What  job  or  activities  do  you
undertake, and how are they related?

◆ What are your sources of income, and how far do you depend on a
single organisation or activity?

◆ Which three things matter most in your work today: income, stabil­
ity,  learning,  autonomy,  relationships,  contribution or  something
else?

◆ Does your present work meet these priorities reasonably well? What
would you like to develop or change?

You do not need to map your entire career now. It is enough to under­
stand more clearly what you want from work. In the next chapter, we
examine the other side of the picture: the knowledge, experience, skills
and resources you already have, and the work that suits you.
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C H A P T E R  2

Understand
Where You Stand

After  many  years  in  a  particular  kind  of  work,  its  details  can
become part of daily life. You know what is expected and how to
handle the problems you encounter. During those years, you may
have gained professional qualifications, been promoted or moved
between organisations.

But if you decided today to change your career, seek a better opportunity
or begin independent work, would you know precisely which capabilities
and experience equip you for it? Could you identify what you truly do
well and what needs development?

The answer may seem easy. You have a university or professional qualifica­
tion and ten years’ experience. You communicate well, work in a team and
take responsibility.  You might add that you are ambitious, hardworking
and able to learn anything.

These answers tell us too little about your actual capabilities or the options
that suit you. What do you know and what can you do? What work have
you completed successfully? Which skills can you use in another environ­
ment?  What  circumstances  should  you  consider  before  making  a  new
career decision?
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If you are starting out and have not worked yet, begin with your studies,
training projects and any volunteering. Describe the task, your contribu­
tion and what you achieved, identifying it as study, training or volunteer­
ing.  You  do  not  need  to  call  it  employment  experience  to  use  it  in
understanding your capabilities.

These questions are the starting point for understanding where you stand
professionally. The aim is not to label yourself a success or a failure, or to
measure your worth as a person by your position at work. It is to under­
stand the capabilities and resources you have today, and the options your
circumstances allow, so that you can plan where you want to go.

What We Assume about Ourselves 
and What We Actually Know
We all naturally have a view of our abilities, strengths and weaknesses. We
know what we studied,  the work we have done and the experiences we
have had. Yet our self-knowledge may be incomplete.

You may think you communicate well  because you enjoy talking,  while
finding it difficult to listen or persuade. You may believe you lack leader­
ship skills  because you have never  held a  management position,  despite
repeatedly coordinating a  team or helping colleagues  complete  a  shared
task.

You  may  overlook  valuable  experience  gained  at  work  because  it  has
become familiar. The reverse can also happen: you may assume that mas­
tering routine tasks  equips  you for  greater  responsibilities  that  differ  in
nature and requirements.
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Ask what you can actually do, rather than simply what you think you do
well.  Support your judgement with clear examples and experiences,  and
seek feedback from people who know your performance.

If you believe you negotiate well, ask: In what situations have I negotiated?
What did I achieve? Did I play the main role in the outcome or contribute
as a team member? If you believe you have strong leadership skills, con­
sider the teams or projects you led, the difficulties you faced and the conse­
quences of your decisions.

You do not need a number for every skill; some capabilities are difficult to
measure  precisely.  Real  examples  make  your  self-assessment clearer  and
later help you present your experience when applying for a job or offering
services to a client.

What Professional Capabilities Do You Have?
Our ability to do professional work depends on several elements working
together, especially knowledge and qualifications, practical experience, and
skills.  In  How to Plan Your Career Path,  I  used these three elements to
examine what enables us to perform well. They remain a useful starting
point, provided we do not assume that one replaces the others.24

Your Qualifications and What You Have Learnt
You may  hold  academic,  professional,  technical  or  vocational  qualifica­
tions. Your knowledge also includes what you have gained through train­
ing, reading,  self-directed learning and practice. Do not equate a course
attendance certificate with a qualification that involves assessed learning.
Record each according to its name and nature.5

You may  have  studied  accounting  at  university  or  taken  a  professional
route combining learning and practice, then developed knowledge of tools
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relevant  to  your  work.  The  Oman  Qualifications  Framework  (OQF)
includes  academic,  technological,  professional,  and  technical/vocational
pathways.  A professional  pathway is  not  merely  a  fallback for  someone
unable to enter university. Even so, qualification type alone does not tell us
everything you can achieve.5

Someone may hold a  project  management qualification without having
managed a complex project. Another person may have extensive practical
experience but need updated knowledge or new methods to manage more
complex projects.

It helps to consider your qualifications from two perspectives: what did
you learn, and what can you use at work today? You may have studied a
subject years ago without practising it since, while mastering a different
skill through a short programme followed by sustained practice.

Do more than list certificates. Identify the knowledge gained, your com­
mand of it and the work in which you used it. Record the awarding body
and the recognition status you can verify, rather than relying on promo­
tional descriptions. If a framework level is stated, record the framework’s
name  too;  level  numbers  do  not  automatically  correspond  between
countries.5

Your Experience and Achievements
Professional experience is more than years spent in a job or organisation.
Two people may work in the same field for ten years. One undertakes var­
ied work, assumes increasing responsibility and learns from complex prob­
lems;  the  other  spends  most  of  those  years  repeating  the  same  tasks
without greatly broadening their experience.
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Both  have  ten  years  of  service,  but  their  actual  experience  may  differ.
Examine yours in terms of the nature, variety and difficulty of the work,
the responsibilities you assumed and the results you achieved.

In accounting, for example, stating ten years of experience is insufficient.
Did you prepare accounts or financial reports, analyse results, prepare bud­
gets or manage cash flows? Did you supervise a team or improve a proce­
dure? The same questions apply in other professions.

Deep experience in one specialism may be more valuable than superficial
experience across many areas, while varied experience may be necessary for
broader responsibilities. We cannot judge which is more appropriate with­
out knowing the work we want to do.

Distinguish the responsibility assigned to you from the result you helped
achieve. You may have managed a department for years, but what did you
learn, improve or help resolve?

Achievements might include developing a procedure that reduced errors,
improving customer service, training colleagues or completing a troubled
project. They need not all be exceptional. Much everyday work produces
useful results even when it attracts little attention.

Do not claim sole credit for a team’s achievements or assume that every
improvement during your tenure resulted directly from your efforts. The
more accurately you describe your experience, the better you can under­
stand its professional value.

Skills You Can Use Well
You may know a great deal about a subject and have experience in it, but
your  practical  performance  also  depends  on  the  skills  you  can  use
effectively.
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Knowing English  does  not  necessarily  mean you can negotiate  in  it  or
write a good professional report.  Knowing management principles does
not mean you can manage a team. Someone may be an expert in a special­
ism yet struggle to explain it or deliver a convincing presentation.

There are specialist skills, such as preparing financial statements, designing
buildings, analysing data, programming applications and operating equip­
ment. There are also broader skills useful across professions, such as com­
munication, negotiation, problem solving, analysis, organisation, teamwork
and learning.

Transferable skills matter when considering a change of profession. Years
in customer service may prepare someone for another field requiring an
understanding of needs and complaint handling.  A specialist  entering a
new field may benefit from organisational and analytical skills, while still
needing additional specialist knowledge.

A common mistake is to use broad descriptions that do not specify what
we can do.  ‘I  am good with computers’  tells  us  little.  Can you prepare
spreadsheet reports, analyse data, design presentations or use a specialist
system? These are different capabilities.

The more precisely you identify your skills,  the easier it  becomes to see
what you can build on and what you need to learn. You need not excel at
everything. Nobody does, and professions do not all require the same level
of every skill.

What Can You Demonstrate and What 
Are You Authorised to Practise?
You may perform well without having evidence you can readily show oth­
ers. You may also be able to demonstrate your ability while still needing to
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meet formal conditions of practice. These are three distinct matters: capa­
bility, evidence of capability, and compliance with conditions of practice.
Your account of where you stand should cover all three without confusing
them.

Work demonstrating your experience may be held in organisational files
you have no right to copy or  show. Record your role  and results  accu­
rately,  and  seek  evidence  you  are  permitted  to  use,  such  as  a  detailed
employment  reference,  a  performance  appraisal  or  an  authorised  work
sample  stripped  of  sensitive  data.  Documenting  competence  must  not
breach confidentiality.

Record  your  licences  or  classification  certificates,  their  issuing  bodies,
validity dates and the roles or activities they cover.  If you do not know
whether a procedure applies to your profession, write ‘verification needed’
rather than assuming that you are exempt or that you must comply. Hold­
ing a recognised qualification, or having it assigned a framework level, is
not the same as receiving a licence to practise.5,3

Some workplace learning may be recognised when entering a programme
or completing a qualification. The Omani framework explains that credit
is awarded for learning demonstrated through assessment, rather than sim­
ply for years of experience. This recognition differs from transitional prac­
titioner  pathways  for  licensing  existing  practitioners;  each  has  its  own
purpose and procedures.5,6

For  now,  record  your  present  position,  available  evidence  and  missing
information.  We  will  examine  professional  requirements  in  Chapter  7,
after defining a career goal.
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What Kind of Work Suits You?
Understanding your capabilities matters, but it is insufficient for choosing
a suitable career. You may perform work competently without enjoying it
or finding its environment and conditions suitable.

Someone may communicate and persuade well yet dislike meeting dozens
of  clients  daily.  Another  may  excel  at  analysis  and  research  but  dislike
spending most of the day writing office reports. There is no contradiction.
Having an ability  does  not  necessarily  mean wanting to  use  it  as  one’s
lifelong work.

Consider the activities you enjoy and the environments in which you per­
form best. Do you prefer direct contact with people or individual work
requiring  prolonged  concentration?  Fieldwork  or  office  work?  Analysis
and reflection or implementation and immediate results? Clear procedures
or greater room for initiative and experimentation?

You may prefer a mixture, and preferences can change over time. Distin­
guish an activity you enjoy occasionally from work you can do consistently.

You may love travel but not want a job that keeps you away from family
most of the month. You may enjoy giving an occasional lecture without
wanting training to become your daily work. You may like the idea of start­
ing a business but dislike the marketing, client follow-up and payment col­
lection it could require.

Do not  base  a  decision on an attractive  image  of  a  profession without
understanding  its  everyday  work.  A  later  chapter  explains  how  to  test
career options before committing. For now, begin identifying what  suits
you and what does not.
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Your Professional Values 
and What You Will Not Sacrifice
We all have values and considerations that influence career decisions, even
when we have not articulated them. One person may prioritise stability,
another autonomy. Contribution and community service may be essential
to a third, while someone else particularly values learning and specialisation.

You may  reject  well-paid  work  because  it  conflicts  with  your  values  or
beliefs, or requires activities you find ethically uncomfortable. Lasting pro­
fessional satisfaction is difficult when you repeatedly have to violate core
values, however good the income or prestigious the position.

Distinguish  values  from preferences.  Honesty,  integrity  and  respect  for
others’ rights should not be sacrificed for career gains. Preferring a particu­
lar  city,  flexible  hours  or  individual  work involves  considerations whose
importance may vary with circumstances.

When considering priorities, distinguish the values and commitments you
will not compromise from preferences you can weigh against one another.
A career choice may not offer every advantage you want. Clear boundaries
help you decide which trade-offs you can accept.

Your Resources and Circumstances 
Are Part of Where You Stand
You may have the ability and desire to study a new specialism but financial
obligations  prevent  full-time  study.  A  good  opportunity  may  be  in
another city that your family cannot move to. Extensive experience may be
useful in independent work, while you still lack the relationships or client
base needed to secure enough work to meet your needs.
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The issue is not necessarily capability, but available resources and circum­
stances.  Assessing your position should therefore include available time,
finances,  family  obligations,  location,  health,  professional  relationships
and anything else affecting your options.

This does not mean turning circumstances into excuses for abandoning
ambition. It means treating them as realities to consider when planning.
Someone supporting a family dependent on their income may be unable
to bear the risks another person can take at the start of a career without
comparable obligations.

Not every circumstance is fixed. You may save to create financial security,
organise time to learn a skill or build relationships that reveal new oppor­
tunities. Obligations, health and location can change, widening or narrow­
ing options.

Know your circumstances as they are, rather than as you wish them to be.
Distinguish what you can change from what you need to adapt to.

How Can You Check Your Assessment?
After identifying your qualifications, experience, skills, preferences and cir­
cumstances, do not rely entirely on your own judgement. Feedback from
managers, colleagues or clients may reveal aspects of your performance you
have  overlooked,  including  weaknesses  in  a  skill  you  thought  you  had
mastered.

Choose people who know your work well and whose honesty and judge­
ment you trust. A broad question such as ‘What do you think of my abili­
ties?’  may  invite  politeness  or  a  general  impression.  Ask  about  specific
work and situations: Which tasks do I do well? In what kinds of projects
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was I most effective? Which skill could I develop to improve my perfor­
mance? Can you give an example?

Compare what you hear with what you know about your performance.
You need not accept every comment. Others can misjudge us, and their
opinions may reflect the relationship or their  limited knowledge of our
work. Repeated feedback from several people, or feedback supported by
clear examples, deserves reflection.

Reviewing previous work, trying a new task or obtaining a specialist pro­
fessional assessment may help where the need is clear. If using interest or
aptitude tests, ask what they measure and whether they are appropriate for
you. Consider results alongside your work, experience and specialist feed­
back. Do not treat one test as a final verdict on which profession suits you.

Treat this assessment of your career position as a picture you can correct
and develop, rather than a fixed judgement on your personality or future.

An Example of Experience beyond the Job Title
In our example, Yusuf has worked in a company’s purchasing department
for ten years and holds a professional purchasing qualification. His first
description of his  position is:  ‘I  am a purchasing officer with ten years’
experience. I deal well with suppliers and prepare purchase orders.’

This is accurate but incomplete. Reviewing his work, he finds that he has
helped negotiate various contracts, compared supplier quotations, helped
improve purchasing procedures and worked with several departments to
identify and meet their needs.

He discovers that he knows a great deal about evaluating suppliers, moni­
toring contracts and handling problems that arise in carrying them out,
which goes well beyond issuing purchase orders. He also recognises that he
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has never held full responsibility for a large department and has limited
experience with some data analysis tools.

Considering  the  activities  he  enjoys,  he  finds  negotiation  and  problem
solving more satisfying than routine tasks. He supports a family, cannot
currently afford a significant fall in income and would prefer not to move
to another city.

When collecting evidence,  he  finds  that  his  employment  certificate  lists
only his title and service dates, without explaining the tasks performed. He
records the need for a more detailed account of his responsibilities and for
verification of his qualification’s status and any relevant regulatory require­
ments. He assumes neither that his experience is unrecognised nor that a
title alone demonstrates competence.

What Can We Conclude?

It is not yet time to choose his next job. He may need better information
about the market and each option’s requirements. We now understand his
position  more  clearly:  his  experience  and  available  evidence,  preferred
work, outstanding checks and obligations to consider.

We have not needed to label him successful or unsuccessful, or to rank his
capabilities  against  those of others.  We have moved from describing his
current job to understanding more fully what he has and can build on.
This is what I invite you to do for yourself.

Your Career Position Card
Set aside time to prepare a brief card summarising where you stand, with
supporting evidence in a separate file. This is not a CV. A CV introduces
your qualifications and experience to others;  this  card helps you under­
stand your own position more accurately.
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Figure 4 A Picture of Where You Stand

Qualifications, experience and skills are inseparable from values, resources,
circumstances and evidence.

Answer the following questions briefly, supporting each answer with an
example or information where possible.

◆ Present position: What is your profession? What job or activities do
you undertake? What responsibilities do you actually hold?

◆ Qualifications  and  knowledge: What  academic,  professional  and
technical  qualifications  do you hold?  Who awarded them,  and what
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recognition status have you verified? What knowledge from them can
you use today?

◆ Experience and achievements: What work have you done, and what
results have you contributed to? Which certificates, assessments or per­
mitted work samples show what your role was?

◆ Skills: Which skills can you actually use well? What situations or work
support this assessment, and what have you not yet tested?

◆ Regulatory position: Which licences  or  classification certificates  do
you hold? What are their scope, duration and issuing authority? Which
requirements affecting your current work still need checking?

◆ Preferences  and  values: Which  work  and  environments  suit  you?
What are you unwilling to sacrifice?

◆ Resources and circumstances: What time, money and relationships
are available? Which obligations and constraints affect your options?

◆ Outstanding checks: What remains unknown about your capabilities,
documents or regulatory position? Which source or qualified person
can help verify it?

Instead of  ‘I  am good at  management’,  describe the management work
performed and what you achieved. Rather than simply writing ‘ten years’
experience’, explain its nature and what you learnt.

If some answers are unclear, do not rush to fill the gaps. You may need to
revisit earlier work, ask someone who knows your performance or try a
new task to get a clearer picture of what you can do.

Keep this card. We will  return to it when defining your career goal and
planning  the  route  towards  it.  We  will  not  yet  compare  capabilities  in
detail with the requirements of a goal you have not defined. That comes
later in the planning method.
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Self-Knowledge Is Only the Beginning
This review may reveal that you have more experience than you realised,
that some skills need more development than you expected, or that you
enjoy a  different kind of work from your usual  tasks.  Each discovery is
useful.

Knowing  strengths  helps  you  use  them,  and  recognising  development
needs gives you a chance to address them. Your present position is not the
ultimate  limit  of  your  potential.  Knowledge  can  expand,  skills  can  be
learnt, experience grows through practice and circumstances may change.

Conversely, some knowledge and skills may lose value or need updating as
work  changes.  Understanding  where  you  stand  means  identifying  your
starting point, rather than looking for permanent limits to your capabilities.

This  part  has  examined what  we  want  from work  and the  capabilities,
resources, preferences and circumstances we bring to it. That alone is not
enough to plan for the future. We may have strong skills  in a declining
field,  or  capabilities  suited  to  new  opportunities  we  do  not  yet  know
about.

Having understood our position, we need to look at the world of work
around us. The next part explores labour market changes and the opportu­
nities and risks they create, so that later we can connect our capabilities
with the choices available in practice.
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PA R T  T W O

Understand
the World of Work

First, we examine how the labour market changes, how technology and
conditions of practice affect professions and skills, and the options for working
and earning income. In Part Three, we then define a career goal, establish its

requirements, test options and map a suitable route towards it.
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C H A P T E R  3

How Is the
Labour Market Changing?

Choosing  a  specialism  has  consequences  lasting  years,  while  the
labour market keeps changing. You may begin studying a promising
field and graduate to find fiercer competition or employers seeking
skills different from those required a few years earlier.

Graduate numbers,  the nature of work and the tools used may change,
while opportunities may move to another sector or region. One advertise­
ment or one person’s experience cannot establish a specialism’s future.

Before deciding that years of study were wasted, investigate why opportu­
nities are hard to reach. Is it the type of jobs offered, a missing skill, or the
scale or location of demand?

This affects more than new graduates. Someone may spend years in a sta­
ble profession and discover declining demand for some services or chang­
ing  responsibilities.  Another  may  find  their  experience  sought  in  fields
they never considered. Such shifts are part of the labour market. Alongside
the capabilities and interests examined in Part One, you need to under­
stand the environment in which you will use them.
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The Labour Market Extends 
beyond Advertised Jobs
‘Labour market’ may bring to mind recruitment advertisements, jobseek­
ers  and vacancies.  It  is  broader:  the  environment  where  people  seeking
work meet organisations and individuals needing their services. Employ­
ment opportunities, wages, working conditions, required skills, and associ­
ated rights and obligations take shape within it.

Supply and demand matter. When employers increasingly need a skill that
few can provide, those possessing it may enjoy better access to work and
stronger  negotiating positions.  When applicants  outnumber opportuni­
ties,  competition may intensify,  leaving some waiting or accepting work
that does not meet all their aspirations.

The relationship is  not  always  simple.  An organisation may struggle  to
find an engineer, accountant or specialist technician meeting its require­
ments despite many jobseekers holding qualifications in that field. Candi­
dates may indeed be qualified, but find the wages, conditions or location
unsuitable.  Residence,  licensing  or  recruitment  requirements  may  also
obstruct access to otherwise suitable opportunities.

High unemployment and shortages of certain skills can therefore coexist.
Skills mismatch may explain part of this, but not every instance of unem­
ployment. The economy may simply create too few opportunities; avail­
able work may be poorly paid or unsuitable; or particular groups may face
barriers to participation.

International Labour Organization (ILO) reports help explain this distinc­
tion. Employment and Social Trends 2026 estimated that global unemploy­
ment would remain close to 4.9% in  20267,  while warning that a stable
rate does not necessarily mean better-quality jobs or the disappearance of
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the wider gap between those wanting work and those able to obtain it. A
global  estimate  should not  be treated as  a  description of  any particular
national market.

Read  figures  in  context.  Which  jobs  increased?  In  which  sector?  For
whom, and under what conditions? This is more accurate than judging an
entire market by one indicator.

What Changes Demand for Professions?
The labour market responds to economic, technological, demographic and
regulatory factors that interact with one another.1 One may dominate at a
particular time, and another may then become more influential. You do
not need to study them as an economist would, but understanding their
broad effects helps you see where your profession may be heading.

Economic Changes
Growing investment in a sector may increase demand for engineers, tech­
nicians, accountants, administrators and others. Slowing activity or fewer
projects  may  lead  organisations  to  stop  recruiting,  reorganise  work  or
reduce costs.

A city undertaking major developments will naturally need more design,
construction,  supervision  and support  services.  Once  projects  are  com­
pleted, demand for some activities may fall while opportunities emerge in
operating, maintaining and managing the facilities. Economic activity has
not necessarily stopped; its nature and required skills have changed.

Economic changes may also affect wages, stability and employers’ capacity
to train and recruit. Understanding your sector is therefore as important as
understanding your job within an organisation.
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Figure 5 Five Interacting Factors
That Change Demand for Professions

These factors interact: one may dominate at one stage, then another becomes
more influential.

Technological Development
Technology can make work faster  and cheaper,  reducing time spent on
formerly manual tasks.  It  may also enable organisations to provide new
services,  reach  new  markets  or  create  previously  unfamiliar  jobs  and
specialisms.8
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Consider accounting. Computer systems now perform many previously
manual operations, without removing the need for accounting knowledge,
analysis  or  professional  judgement.  Some  tasks  have  changed,  making
expertise in systems, data and controls more important in particular roles.

Artificial intelligence has extended the range of work technology can sup­
port. Tasks may change rapidly while professions remain and practitioners’
responsibilities evolve. Chapter 4 discusses this in detail.

Demographic and Social Changes
Societies’ needs change with population size, age and ways of life. Coun­
tries with increasing proportions of older people may need more health­
care, long-term care and related services. Those with many young people
entering the labour market face the challenge of providing enough oppor­
tunities and suitable skills.1

Changes  in  consumption,  housing,  travel  and  education  can  increase
demand for  some services  and reduce  it  for  others.  Effects  may  extend
beyond directly related professions into management, technology, trans­
port, maintenance, accounting and other fields.

Laws and Public Policies
Changes to regulations or new safety, data protection, financial oversight
or environmental requirements may increase demand for particular exper­
tise. Government policies and projects may expand opportunities in a sec­
tor or change the conditions for practising or entering a profession.

Announcing a plan does not, by itself, create jobs. Follow its implementa­
tion and read the requirements in force for your target profession.
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International Trade and Economic Relations
An organisation may buy services from another country, sell to different
markets and collaborate with geographically dispersed teams. This expands
opportunities  in  some  professions  while  widening  competition.  Trade
policies,  transport  and  energy  costs,  and  supply-chain disruptions  can
affect activity and demand for workers.

Some work can be provided across borders; other work depends on loca­
tion or local licensing. Understand your profession’s market before relying
on distant opportunities you cannot access.

When Competence Becomes 
an Explicit Requirement for Practice
Many countries are making professional requirements clearer: what should
practitioners know, what must they be able to do, and how should they
demonstrate competence? Alongside experience and market demand, this
affects  the  choice  of  qualifications  and  opportunities  for  mobility  and
advancement.

Oman illustrates this direction. In May 2025, it launched a national strat­
egy for occupational standards. Sector skills units are describing roles in
several  fields,  including  energy  and  minerals,  manufacturing,  logistics,
engineering, information technology, and accounting and finance. The sys­
tem exists and is expanding. Standards have been developed and approved
for  specific  occupations,  and  requirements  for  classification  or  practice
have begun applying to some groups while work to cover other roles con­
tinues. Details vary by occupation and competent authority.74,9,10,78

The lesson for readers in Oman and elsewhere is to begin with the profes­
sion and work they want to practise, then compare accepted qualification
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pathways. Depending on country and role, these may involve university,
professional  or  technical  education,  experience,  assessment  or  licensing.
Do not choose a certificate before understanding what you will need it for.

In some energy and industrial work, for example, operational skills, safety
and practical experience take precedence, while financial and administra­
tive roles have different requirements. Find the approved description and
standard for your profession rather than importing another profession’s
conditions.75,77

During 2025 and 2026, Oman began enforcing specific classification or
licensing requirements for a  number of occupations,  including some in
engineering, accounting, logistics, and energy and minerals. This illustrates
the career implications of standards; it is not a legal rule presumed to apply
to every reader in every country.72,73,76,79

Such  regulation  may  provide  clearer  ways  to  demonstrate  competence
while increasing the importance of preparation for assessment and compe­
tition. Review both conditions of practice and demand. Meeting condi­
tions of practice does not itself create a job.

Include  qualification  requirements  and  conditions  of  practice  in  your
understanding of the labour market, alongside demand, job characteristics
and returns. Chapter 7 explains how to read these requirements and com­
pare routes into a profession.

Does Every Profession 
Follow the Same Life Cycle?
In  How to  Plan  Your  Career  Path,  I  discussed  a  profession’s  life  cycle:
demand for particular work may grow, stabilise or decline. This remains
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useful for understanding some changes,  provided it  is  not treated as an
inevitable law followed identically by all professions.

Demand for some tasks may fall while demand for others within the same
profession rises. A skill  or service may return to growth because of new
technology or economic change. Some professions retain their names for
years while changing considerably from within.

Figure 6 Changing Demand within a Profession

A qualitative illustration of changing demand. Some tasks may decline,
others grow, and demand may return. This is not an inevitable law for

every profession.

An organisation once relied on several employees to enter data and prepare
regular reports. A new system can automate much of that work. Manual
data entry may decline, while the organisation may need people to review

Time

Demand
Emergence Growth Stability Decline

Traditional path Renewed growth
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information,  identify  errors  and  analyse  results.  The  organisation  may
remove some jobs and redesign others, or use the released time to expand
services.

Do more than ask, ‘Will my profession disappear?’ Ask which tasks will
change, what work employers will still need, and what knowledge will help
you perform better.

The World Economic Forum’s Future of Jobs Report 2025 found that par­
ticipating employers expected around 39% of workers’ core skills to change
by 2030. This estimate concerns changing skills, rather than the share of
jobs disappearing,  and is  not  a  certain outcome for  every profession or
country.1

Keeping a job title is insufficient to preserve professional value. You may
remain in the same profession for years while its tools, tasks and required
capabilities change.

Look beyond Demand Figures 
for a Suitable Opportunity
When exploring specialisms or jobs,  you may ask which professions are
most in demand. This is useful but insufficient. High demand does not
mean a profession fits your capabilities and interests or offers opportuni­
ties where you can work.

A growing sector may also receive large numbers of university and institute
graduates.  Demand  can  remain  high  while  entry-level  competition  is
intense. Another field may offer fewer opportunities but also have fewer
suitable candidates.
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Employers may require extensive experience that new graduates find diffi­
cult to acquire, even when jobs are frequently advertised in the field. Most
vacancies may also be in a city or country you cannot move to.

Opportunities differ in quality. A flourishing sector may offer many jobs
that are poorly paid or have few opportunities for advancement, while a
lower-paying job today may provide experience to build on later. This does
not make lower pay inherently better; financial commitments may make
stable income an unavoidable priority.

Consider income after costs, the responsibilities involved, stability, oppor­
tunities to learn and advance, rights and obligations, and how the work fits
your family, health and other parts of life. The importance of these factors
may change from one stage to another.

Professional Markets Differ
A global report may show growing demand for a specialism while few rele­
vant jobs exist in your country. Conversely, a locally sought profession may
not appear among the fastest-growing fields globally.

Each  country’s  labour  market  reflects  its  economy,  sectors,  population,
laws and projects. Even within one country, opportunities differ between
cities, large and small organisations, and public and private sectors.

Distinguish the market you can work in today, markets you can realistically
move to, and markets that may become accessible after developing capabil­
ities and meeting requirements. Not every opportunity you see online is a
practical option. Remote work does not always remove residence, licens­
ing, tax or contracting constraints.
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How Can You Read the Labour Market 
without Being an Economist?
You need not study economics to understand your profession’s market.
Gather relevant information, learn how to interpret it and compare differ­
ent sources.

Examine advertised opportunities  and task descriptions in organisations
of interest, looking beyond job titles. Where an occupational standard or
official guide exists,  read its performance and qualification requirements
and  its  conditions  of  practice,  distinguishing  them  from  employers’
preferences.

Review official employment and economic data, professional reports, sec­
tor  studies  and relevant  projects.  Do not  assume that  every announced
project immediately creates jobs or that repeated advertisements prove a
major shortage. Advertisements may be duplicated, may seek replacements
for departing staff, or may set requirements that are difficult to meet.

Talk to practitioners and those recruiting them. Avoid relying on one per­
son’s experience; organisations, sectors and regions differ. Gather several
views and distinguish information supported by data and experience from
predictions and opinions.

Record the date and source of each piece of information. Ask what it tells
you about a market you can enter and what still needs checking. The aim is
to build a practical  picture that helps you choose,  rather than seek cer­
tainty about a future nobody can know.
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Should Sara Leave Her Specialism?
In this teaching example, Sara graduated in civil engineering several years
ago and works for a contractor. She has gained sound experience in moni­
toring project implementation and supervising some engineering work. As
new projects slow in her region, she fears for her entire specialism and con­
siders moving to a completely different field.

She first explores alternatives within her existing experience. Civil engineer­
ing includes more than new construction: project management, mainte­
nance,  building  rehabilitation,  quality,  safety  and  other  activities.  She
investigates actual demand in accessible markets and the requirements and
skills involved.

Some options are close to Sara’s experience; others require costly learning
or relocation. She may discover limited local opportunities and that reloca­
tion  would  not  suit  her  family.  What  matters  is  examining  alternatives
rather than deciding from fear alone.

Sara has moved from a sweeping judgement about her profession’s future
to a more precise understanding of options, advantages and risks. She need
not abandon her experience because of discouraging news, nor assume that
remaining in her current job is necessarily best.
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Practical Reflection on Your Profession’s Market
Choose a profession or field of interest, whether your current one or a
possible alternative, and write provisional answers to these questions.

1. Where  are  the  opportunities?  Which  organisations,  sectors  and
regions need this work?

2. What do they require? Which skills, experience and qualifications
are  needed?  Which  assessment  or  licensing  conditions  actually
apply to the role?

3. How strong is the competition? How well do the working condi­
tions and income fit your circumstances?

4. What is changing? Are there new technologies, projects, standards
or  decisions?  Which  have  been  approved,  and  which  are  being
implemented?

5. What can you realistically access today, and what requires further
preparation?

Use official data, professional reports, job advertisements and discus­
sions with experienced people, recording each date. Where information
is insufficient, mark it for verification rather than filling the gap with an
unsupported prediction.

Read the Direction without 
Claiming to Know the Future
Lists of ‘most sought-after professions’ can attract us, and headlines about
disappearing jobs can frighten us. A promising profession is not necessarily
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suitable  for  you,  and  declining  demand for  some  of  its  tasks  does  not
necessarily mean it has no future.

Follow changes affecting your field, understand their causes and limits, and
develop  capabilities  that  help  you  respond.  You  do  not  need  to  know
exactly what the labour market will look like in ten years. Aim to be better
prepared for change and able to reconsider your options as new informa­
tion emerges.

One major change deserving attention is artificial intelligence’s effect on
tasks and skills. This is the next chapter’s subject.
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C H A P T E R  4

Artificial Intelligence and the
Future of Professions and Skills

Before your next working day, consider the tasks ahead. You may
read many messages, prepare a report, analyse information, answer
clients’  questions,  attend  a  meeting  and  decide  how to  resolve  a
problem. How many can AI tools help with today? How many may
be done differently in the coming years?

You may  find that  some work  that  took  hours  can  now be  completed
faster. Work once requiring specialist expertise may become easier, while
other tasks still  require your understanding, professional judgement and
ability to deal with people. Does this threaten your job, or help you do it
better?

There is no single answer for every profession. AI may reduce demand for
some work, transform other jobs and open new opportunities. Outcomes
depend on more than technical capability: costs, laws, organisational deci­
sions and workers’ readiness also matter. Neither outright fear nor exces­
sive enthusiasm helps much. Understanding the changes and what we can
do is more useful.
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What Is New about Artificial Intelligence?
Using tools is nothing new. Machines and computers changed many activi­
ties before AI became widespread. What differs now is technology’s ability
to help with language, information and tasks that usually involve analysis.
Understanding the limits of the results it produces has therefore become
part of doing our work well.

In some applications, AI can recognise patterns, analyse data, make predic­
tions  and  help  solve  problems.  Generative  AI  can  create  text,  images,
audio, software and other content in response to users’ instructions.

You can ask a tool to draft a letter, summarise a report, organise informa­
tion or suggest an initial project concept, and receive a quick result. Many
tools  require  no  advanced  technical  expertise;  people  can  interact  with
them in ordinary language.

Ease of use can conceal errors. A polished-looking report may contain inac­
curacies;  a  suggested  solution  may  ignore  circumstances  not  provided.
Generated software may need testing, and a quotation may be attributed
to a source that never contained it.

Producing an answer and judging whether it is accurate and suitable are
different abilities. People who understand the work, know what results are
needed and can evaluate a tool’s output therefore have an important role.14

A Job Consists of Many Tasks
We describe people as accountants, engineers, teachers or human resources
managers. Yet each job contains different tasks, varying in nature and in
how AI can be used to perform them.
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Accountants  collect  data,  record  transactions,  prepare  reports,  analyse
results  and  discuss  information  with  management.  Teachers  prepare
lessons, explain, set questions, monitor progress and respond to different
abilities.  Human resources managers may screen applications,  interview,
prepare policies and resolve employee problems.

Figure 7 A Job Is a Collection of Tasks

An illustration of differences between tasks. A tool’s capability does not, by
itself, justify approving its output.

AI may accelerate some data collection, drafting and summarising, while
other tasks require context, direct communication and responsibility for
decisions affecting others’ rights. Technology may assist with these too, but
that does not mean it can perform them independently and safely in every
situation.

Distinguish three things: technical ability to perform a task, practical feasi­
bility within an organisation, and effects on staffing needs. A task may be
technically automatable while an employer prohibits a particular tool for
confidentiality, quality or legal reasons. The tool may be allowed, but the

Collect data Organise
information

Analyse
results

Make
decisions

Assistance with some tasks Professional judgement and review

Responsibility does not transfer to the tool
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organisation  may  still  need  an  employee  to  review the  results  and take
responsibility for approving them.

Time savings may reduce the number of jobs needed, or enable an organi­
sation to  expand services  without  reducing staff.  A successful  technical
demonstration alone cannot establish which outcome will follow.

A May 2025 study by the ILO and Poland’s NASK institute helps explain
this. It estimated that one in four workers globally was in an occupation
with some tasks exposed to generative AI capabilities, and judged job trans­
formation more  likely  than complete  replacement.  The figure  describes
potential exposure among workers, not the proportion of occupations clas­
sified or the number of jobs actually lost.15

How Might Your Work Change?
AI may perform some tasks instead of you. Software may automate some
repetitive data entry, the transfer of information between systems or regu­
lar  reporting  through  fixed  templates.  These  tasks  may  take  less  time,
affecting jobs that depend heavily on them.

AI may help you perform better. Doctors can use tools to review informa­
tion or patterns in tests;  engineers  can analyse designs;  accountants  can
organise data and draft reports. That assistance does not remove the need
for verification or automatically transfer professional responsibility to the
tool.

It may change responsibilities.  An accountant previously occupied with
gathering data may focus more on checking it, interpreting results and dis­
cussing implications. Part of customer service work may shift from routine
questions towards complex cases and quality monitoring.
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AI may open up new activities.  Lower costs of providing some services
may enable small organisations to offer services they could not previously
afford,  while  tools  may  help  independent  professionals  undertake  a
broader range of work. Easier market entry may also intensify competition
and put pressure on the prices of some services. Greater output does not
necessarily produce a proportionate increase in income.

Stanford University’s  2026 AI Index Report presents  varied findings on
productivity and labour markets. Some studies found clear gains in struc­
tured work with measurable outputs, while results were weaker or mixed
in tasks involving complex reasoning or high uncertainty.16

Are Specialists Safer?
Some assume that AI threatens only simple work and that advanced quali­
fications or long experience guarantee protection. This is not universally
true.  Technology can handle  language,  information and analytical  tasks
that form an important part of the work of lawyers, accountants, program­
mers, analysts and administrators.8

Some activities requiring physical presence, manual skill or direct human
interaction may be less exposed to generative AI, while remaining subject
to other automation and technological effects.

The Organisation for Economic Co-operation and Development (OECD)
report  Skills  in  the  AI  Age,  published in  July  2026,  stresses  differences
across  sectors,  regions  and  skill  levels.  A  profession  requiring  advanced
qualifications may be highly exposed to particular AI capabilities without
its practitioners being entirely replaced.8

Consider translation. Tools translate rapidly and can be useful for many
texts.  Contracts,  medical  reports  and  literary  works  may  still  require
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specialist knowledge,  understanding  of  intent  and  careful  review.  This
does not leave the translation market unchanged: demand for some tradi­
tional work may fall while other work shifts towards review and specialist
adaptation.

In programming,  AI may help write  portions of  code and detect  some
errors. Designing an integrated system, understanding users and ensuring
security and quality may involve responsibilities beyond writing code. In
education, tools may prepare varied activities, questions and explanations.
Teachers still need to understand their students, guide them and monitor
their progress.

Do not judge a profession’s future by one of its tasks. A profession is a
changing collection of activities  whose value and nature may alter  even
when its name remains.

Starting a Career Today
Students and new graduates should consider how experience is built. In
many professions, new entrants begin with relatively simple work before
taking on greater responsibility: accountants review documents, program­
mers write small sections of software and analysts collect information and
prepare summaries.

Such work provides learning and experience, as well as income and insight
into an organisation. If some of these tasks become automated, employers
may offer fewer entry-level jobs or expect different capabilities from new
candidates. Tools may also help learners undertake tasks that were initially
difficult for them.

Stanford’s  2026 report  recorded signs of  changing recruitment patterns
for some younger workers in AI-exposed US jobs. These do not establish
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technology as the sole cause, and findings from one market cannot be gen­
eralised to every country and sector.16

I advise new entrants to combine learning with actual practice. A tool can
help produce a good report but does not automatically replace what you
learn  by  examining  data  yourself,  discovering  an  error  and  discussing
results with someone more experienced. Using technology for every step
without understanding may deliver acceptable results today without build­
ing tomorrow’s capability.

Which Skills Should You Develop?
Must you learn programming and AI model development to protect your
future? Not necessarily. Just as using a computer well does not require you
to manufacture it, most professions do not require you to develop AI sys­
tems. They may, however, require you to understand relevant tools, use
them and review their results.

Professional Knowledge Comes before the Tool
A tool may draft a financial report, but how will you judge its figures and
analysis  without  understanding  accounting?  It  may  propose  a  contract
amendment, but how will you understand its effect without knowing the
relevant legal rules?

Specialist knowledge remains foundational. Professional advantage comes
from more than speed with a tool: it involves asking the right question,
identifying  necessary  information  and  evaluating  the  response.  Deep
expertise may become more important where errors are costly or circum­
stances complex and changing.
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Understanding Tools and Their Limits
Ignoring tools that could improve important parts of your work is unwise.
Learn when to use them, what information to provide,  how to express
your requirements  clearly  and how to review the  results.  You may also
need to understand how they connect to your organisation’s systems with­
out compromising organisational or client information.

Memorising  application names  matters  less  than testing  whether  a  tool
genuinely  improves  your  work  in  terms  of  time,  quality,  cost  and risk.
Tools change quickly.

Thinking and Professional Judgement
A tool may suggest many solutions, but it may not know everything rele­
vant to the decision. It may favour the highest return while overlooking
legal restrictions or effects on customers and employees. Data may be cor­
rect while the conclusion rests on a mistaken assumption.

Analysing  information,  understanding  causes,  comparing  options  and
assessing risk remain valuable. This view should not rest on assuming that
machines will never improve at reasoning, but on the fact that responsibil­
ity for professional decisions also involves law, ethics and accountability,
not technical capability alone.

Communication and Continuing Learning
A correct answer is  not enough in many activities.  Consultants need to
understand clients’ problems, teachers their students’ difficulties, and man­
agers people’s differing needs. Trust, listening, negotiation and collabora­
tion remain important even when technology helps organise information.

You also need to learn and adapt. New tools may appear every few months,
but learning them all is impractical. Follow what relates to your profession,
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learn what adds real benefit and test it  in practice. Continuing learning
means acquiring suitable skills when you need them, rather than attending
courses endlessly.

Does AI Give You a Competitive Advantage?
It may initially. Ability with a new tool may be rare today and common­
place tomorrow. An additional advantage can become a basic requirement.

An experienced consultant may use AI to analyse client data and prepare
drafts. Their advantage lies not simply in having the tool, but in under­
standing  the  organisation,  diagnosing  problems,  working  with  relevant
people and offering workable solutions. Meanwhile, someone less experi­
enced may perform tasks  that  previously  demanded greater  effort  from
specialists.

Ask what value you provide, how tools can increase it and which services
others  can  now deliver  more  easily.  These  questions  matter  more  than
identifying this month’s most popular application.

Responsibility Does Not End 
with Pressing a Button
An AI answer can sound convincing despite incorrect information or an
invented reference.  Non-specialists may struggle to detect errors in confi­
dent, coherent text. Users may rely excessively on tools or disclose sensitive
data without considering the consequences.

The US National Institute of Standards and Technology’s 2024 generative
AI risk management framework addresses inaccurate information, privacy
violations, bias and inappropriate reliance on outputs.14
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Using  a  tool  to  draft  a  general  message  or  suggest  an  initial  idea  may
involve limited risks. Using it to prepare financial data, legal documents or
medical information, or a decision affecting other people’s rights, calls for
greater verification and review.

Do not enter confidential client information, your organisation’s contracts
or other sensitive data into a public tool without confirming that this is
permitted  and  that  suitable  safeguards,  agreements  and  policies  are  in
place. A tool suitable for personal use may not be approved for workplace
information.

My practical advice is simple: the more consequential a decision or costly
an error, the greater the need for independent checks and appropriate pro­
fessional review. AI assists your work; it cannot take over your responsibil­
ity to others.

Review the Standard as Well as the Tool
When working methods change, review the competence and responsibility
your  role  requires.  Oman’s  Accountant  standard,  for  example,  goes
beyond entering transactions.  It  covers  justifying accounting treatment,
checking records and documents, correcting errors and documenting the
corrections, and referring matters beyond the practitioner’s authority to a
higher  level.  These  are  performance  requirements,  not  merely  skills  in
using software.3

Using AI to prepare an entry or report does not remove your responsibility
to understand and verify it. New methods may reveal needs for additional
knowledge or  different  controls.  Consult  the  standard in  force  and the
competent  authority’s  announcements;  tasks  sometimes  change  faster
than their documentation. Distinguish present requirements from future
preparation.

Chapter 4: Artificial Intelligence and the Future of Professions and Skills More Than a Job

69



Do not use a tool to produce evidence of competence implying that you
did work you did not do. In training or professional assessment, follow the
rules on using tools and disclose your real contribution. The purpose is to
learn the work and accept responsibility for it, rather than obtain a result
you cannot explain.

How Maryam’s Work Changes
In our example, Maryam has worked for eight years in an organisation’s
human resources department, partly in recruitment. She spent consider­
able  time  preparing  job  descriptions,  writing  messages,  arranging  inter­
views and summarising initial information. Her employer then introduced
approved tools to assist with some activities.

Initially, she feared that her experience would matter less. As she reviewed
the changes, she found that preparing some drafts and organising informa­
tion had become faster. The time saved could help her communicate with
departments, understand their needs, improve interviews and monitor the
quality of decisions.

She also recognised that applicant assessment should not rely on unchecked
automated outputs, because these may be affected by incomplete data or
hidden  bias.  She  needed  to  review  selection  criteria,  protect  applicants’
information and ensure appropriate procedures and accountability.

Maryam began learning relevant tools  while  developing her expertise  in
assessing competence and analysing the organisation’s skills needs. Was her
job permanently secure? Nobody could say. She was, however, better able
to understand and prepare for change than if she had continued perform­
ing the old tasks in the same way.
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Practical Reflection on Your Work Tasks
To  put  this  discussion  to  use,  take  a  short  time  to  answer  these
questions.

1. What are your five main tasks in a typical working week or month?

2. Which could an approved AI tool help with today, and what are the
limits of that help?

3. What errors and risks are possible? Which requirements in the stan­
dard or workplace policies must you continue to meet,  and who
reviews and approves the result?

4. What knowledge or skill should you develop to benefit from tech­
nology without relying on it in ways that weaken your expertise?

5. What small, low-risk task could you use to test a tool and compare
quality, time and cost before and after use?

Keep this review connected to your career and retain its  findings.  It
may reveal areas in which you can develop, tasks on which you should
rely less for your future work, or opportunities to use your experience
in a new way.

Do Not Plan for an Unchanging Job
You may remain an accountant,  engineer,  teacher  or  manager  for  years
while  your  activities,  tools  and required skills  change  considerably.  You
need not change profession whenever a new technology emerges or aban­
don accumulated experience. Deepening your specialism and learning to
practise more effectively may be best.
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Other changes may reveal a related field, a different service or a reason to
reconsider your path. Do not assume the world will remain unchanged, or
let fear of an uncertain future lead your decisions.

You need not predict everything technology will do in ten years. Under­
stand developments in your profession, learn what you need and retain the
ability  to  adapt  and decide.  This  leads  to  another  question:  if  working
methods  change,  should  we  always  practise  our  profession  and  earn
income in the same way? Chapter 5 explores this.
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C H A P T E R  5

Forms of Work
and Sources of Income

Professional independence sounds attractive when described in terms
of flexible time and the possibility of higher income. Moving from a
fixed salary to an activity  whose risks  you bear,  however,  changes
more than the workplace. It involves commitments, demand, clients
and available time.

Before moving, ask: Do I have a service someone wants and will pay for?
Can I test it on a small scale? Which commitments will be affected? Then
consider whether you can experiment while remaining employed, if your
circumstances and workplace rules permit.

You may practise the same profession through employment, independent
services, training or a business, but each brings different contracts, costs
and responsibilities.  Begin by asking what you want to offer and which
commitments you can manage.

One Profession Can Offer Several Ways to Work
In How to Plan Your Career Path, I discussed a ‘work portfolio’: using pro­
fessional knowledge across different activities rather than confining every
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option to one job. The idea remains useful, but we need to apply it with a
broader perspective and greater care.24

Depending on qualifications, experience and applicable rules, an accoun­
tant  may work for  an organisation,  provide some independent services,
train others in a subject they know well or establish a licensed specialist
practice. A designer may work for a company, deliver projects directly to
clients, develop digital products to sell or establish a business working with
a team.

Figure 8 Several Ways to Practise a Profession

Available routes vary with capability, conditions of practice, resources
and opportunities.
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You may undertake one activity for a period, move between activities at
different stages or combine some where feasible and suitable. Before com­
paring them, distinguish the working relationship, the method of working
and the way income is earned.

The working relationship concerns whether you are an employee, an inde­
pendent service provider or a business owner. The way you work concerns
whether you operate from the organisation’s premises, home, a client’s site
or online. The way you earn income concerns whether you receive a salary,
fees, profits or returns on an asset you own.

These  arrangements  can  combine  in  different  ways.  An  employee  may
work from home, an independent professional at a client’s site, and a shop
owner online. Remote work is not necessarily self-employment, and work­
ing through a digital platform does not, by itself, determine whether some­
one  is  an  employee  or  an  independent  contractor.  The  relationship
depends on the actual working arrangements, the contract and applicable
law.17

Regular Income and Opportunities 
to Grow through Employment
Employment in a public or private organisation suits many people. It may
offer  regular  income,  employment  benefits,  opportunities  to  learn  and
progress, and contact with colleagues from different specialisms and with
varied experience.

Early in your career, a job can help you learn from experienced people and
understand  systems  and  procedures.  You  can  gradually  take  on  more
responsibility  without  having  to  manage  every  aspect  of  an  activity
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yourself. Later, employment may offer the chance to lead a large project or
undertake specialist work beyond an individual’s resources.

Jobs differ: full-time, part-time or fixed-term arrangements involve varying
rights,  obligations  and  stability.  Growth  opportunities  also  vary.  One
organisation may provide  new responsibilities  and good training,  while
another job involves years of repetitive tasks with insufficient development.

Judge a job by more than its salary and title. Higher pay may be worth­
while, but it may also involve longer hours, higher living costs or responsi­
bilities unsuited to your circumstances. A job that pays less at first may
provide experience that opens wider opportunities later, if you can afford
the difference in income.

Do not regard employment as inferior to entrepreneurship. It can provide
stability,  specialisation,  achievement and influence,  and remain the  best
route to your career goals throughout life.

Independent Work as a Service for Clients
You may have a skill that enables you to provide services directly to others
without becoming their employee. Designers deliver projects, translators
translate  documents,  programmers  develop  applications  and  technical
experts provide defined services under professional and regulatory condi­
tions. This is broadly what we mean by independent work.

It may offer choice over projects, clients and hours, and experience across
organisations. Freedom is not unlimited: independent professionals must
find clients,  negotiate,  define  scope,  collect  payment  and  manage  com­
plaints and deadlines.

Income may fluctuate, with periods of insufficient work. Charging more
per hour than an employee receives does not, by itself, mean you earn a
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better return. Independent professionals may have to pay for tools, soft­
ware, marketing, administration, insurance, fees and applicable taxes. They
also spend unpaid time finding and communicating with clients. Employ­
ment benefits belong in the comparison too.

Independent work may suit someone with a  sought-after skill, sufficient
experience to deliver well and the ability to manage clients and commit­
ments.  Someone still  early  in learning the profession may need broader
practice or professional supervision, especially where mistakes are costly.

Using Experience in Training and Consultancy
In How to Plan Your Career Path, I considered training and consultancy as
activities some professionals can add to their work. Years in accounting,
engineering, marketing or human resources can generate knowledge useful
to others.24

Experience  and  the  ability  to  train  others  are  different.  An  excellent
accountant may struggle to explain concepts, design learning activities or
lead  discussion.  Training  requires  knowledge  and  experience  alongside
teaching and facilitation skills appropriate to learners.

For your first independent assignment, begin with a small service you can
explain and deliver.  Who needs it?  What result  will  you provide? How
long will it take? Discuss actual needs with potential clients and prepare a
sample that does not breach the confidentiality of previous work. Calcu­
late costs and define the scope before setting a price. Verify the conditions
of practice and contracting, and test demand before investing heavily in an
activity whose buyers you have not identified.

Consultancy likewise involves more than telling clients what you know. It
requires  understanding problems,  analysing causes,  comparing solutions
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and recommending workable actions. Specialist experience, analysis, com­
munication, project management and adherence to professional standards
may be needed.

Certificates  alone  do  not  guarantee  success  in  training  or  consultancy,
although  some  qualifications  and  licences  are  required  in  certain  cases.
Marketing these services, building a professional reputation and attracting
clients usually take time and effort. This is not necessarily an easy route to
high income.

These activities may deepen your knowledge and broaden your experience,
but taking on too much can spread your time and attention too thinly.
Include them in a considered plan rather than accepting every apparently
rewarding opportunity.

Running Your Own Business Involves 
More than Professional Practice
Someone may move from personally providing services to establishing an
organisation delivering products or services with others. An independent
designer  might  establish  a  design  company,  employ  specialists  and  take
responsibility for management and business development.

Your responsibility then extends beyond the quality of your own work to
clients, staff, operations, costs, contracts and financial results. This is a sub­
stantial difference. Excellent specialists may not yet be able to manage a
business; someone who markets their own services well may lack the skills
to manage cash flow, assure quality or build a team.

Not  every  business  needs  substantial  initial  capital,  but  every  business
requires  suitable  resources  and  brings  commitments.  Digital  tools  may
reduce costs without eliminating the costs of marketing, customer service,
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supply and legal compliance. A website or commercial  registration does
not guarantee demand or profit.

A successful, stable business may develop value beyond its owner’s current
earnings through clients, reputation, systems and future earning capacity.
This is not automatic, and a new business is not an asset with guaranteed
value.

Do not establish a business merely to escape employment. Ask whether
you actually  want  to  manage  a  commercial  activity  and have  a  testable
opportunity, suitable capabilities and resources. Deep specialisation in an
appropriate  job  may  be  better  than  a  business  you  cannot  manage
competently.

Remote Work and Digital Platforms
The internet and digital platforms have helped people reach employers and
clients beyond their local area. Working remotely, whether from home or
another location, describes how work is performed. It is not a profession
or a source of income in itself.

A remote worker may be an employee, an independent professional work­
ing on client projects, or a business owner operating online. Rights and
obligations depend on the contract, law and activity, rather than the loca­
tion of the computer alone.

Platforms may connect  clients  with programmers,  designers,  translators
and other providers, or organise transport, delivery and local work. Their
roles differ. Some help providers reach clients and receive payment; others
help set working conditions, rate workers or organise their operations.

The  platform economy has  opened earning  opportunities  while  raising
concerns about income stability, social protection, rights and transparent
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work management. The joint OECD, ILO and EU handbook published
in 2023 stresses distinguishing types of platform work rather than assum­
ing one employment relationship applies to all.17

In June 2026, the International Labour Conference adopted the Decent
Work  in  the  Platform Economy Convention,  No.  193.  This  important
development in international standards does not automatically make its
provisions effective everywhere. Application depends on ratification, entry
into force and national legislation.18

Understand a platform’s terms before making it a main income source. A
platform  may  charge  fees  and  change  its  policies  or  the  way  it  ranks
providers, and competition may be intense. Providing work online does
not remove local legal, confidentiality, licensing or information protection
obligations.

E-commerce Is a Sales Channel 
Rather than a Recipe for Success
Selling through an online shop or selling digital products internationally
are forms of e-commerce. Statistical authorities define e-commerce as buy­
ing or selling goods and services over electronic networks through methods
designed  for  placing  or  receiving  orders,  whether  or  not  payment  and
delivery occur electronically.19

A customer might  order  a  printed book online  for  physical  delivery  or
immediately obtain a digital product.  E-commerce may reach wider mar­
kets than a physical shop, but still requires understanding customers, pric­
ing, quality, returns, shipping, marketing and applicable taxes or fees.

Online shops are not always easy or cheap to establish, and customers do
not  arrive  automatically.  Nor  are  e-commerce and  independent  work
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mutually exclusive. The former describes how an order is placed; the latter
describes the provider’s relationship with a client. An independent transla­
tor may sell services through an online ordering system, so both descrip­
tions apply to the same activity.19

Income Sources beyond Salaries and Fees
We have considered several ways of working. Income may take the form of
a salary, fees for independent services or business profits. It may also come
from an asset, an investment or a contract licensing the use of a product or
creative work.

Some people  use  the  terms  ‘active’  and  ‘passive’  income to  distinguish
earnings directly dependent on continuing work from returns that may
continue without repeating a task daily. ‘Passive’ can mislead if it suggests
income without effort, cost or risk.

A book may generate sales income after writing ends, but still needs pub­
lishing, marketing and perhaps revision and new editions. Software may
earn revenue  but  require  maintenance  and face  falling  demand.  Rental
property  may  need  management  and  maintenance  and  face  vacancy  or
losses.

Financial  investment  differs  from  professional  practice  even  when  it
becomes a major income source. Risks vary with asset, time horizon and
market.  Diversification  may  reduce  some  risks  without  guaranteeing
against  loss.20 This book does not offer investment recommendations; it
explains the breadth of income sources and their requirements and risks.

Before being attracted by ‘money while you sleep’, understand the capital,
time  and expertise  involved  and the  possibility  of  losses  or  interrupted
revenue.
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Deliberate Variety in Your Work Portfolio, 
Not Constant Busyness
Your work portfolio consists of the professional activities and services you
undertake through employment, independent work or a business. It may
contain  one  activity  or  several  related  to  your  capabilities.  Sources  of
income are broader: they may include returns from assets and investments
that do not depend on direct professional work.

An information systems specialist with sufficient experience and necessary
approvals to deliver a training programme in a specific area might combine
a job with training. Consultancy or a digital product might follow if capa­
bilities and opportunities permit.

Doing different kinds of work may bring you into contact with new clients
and organisations, develop your knowledge and add to your income. Suc­
cess in one activity may strengthen another: training helps you organise
knowledge, while practice provides real examples for training.

Effects  are  not  always  positive.  Additional  activity  may  consume  time,
weaken job performance, relationships or health, yield too little to justify
effort, or expose you to conflicts of interest or conflicts with your contrac­
tual obligations.

Several income streams do not make you immune to risk. All may depend
on one declining sector,  client  or  platform able  to alter  its  terms.  Your
main income may be relatively stable while an additional activity requires
you to take on greater financial obligations.

A  portfolio  is  not  an  invitation  to  maximise  the  number  of  activities.
Focusing on one job for years to build expertise may be best before explor­
ing alternatives. Independent work from the outset may suit someone else.
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Chapter 14 discusses practical portfolio management after we have defined
goals and paths.

Extra Income Is Not Always a Gain
Someone  earning  a  thousand rials  monthly  from an additional  activity
may seem to have found an excellent opportunity. The picture changes if it
costs seven hundred rials, takes dozens of unpaid hours or produces highly
variable revenue.

Distinguish  gross  revenue  from net  returns  after  costs,  accounting  for
time, effort, risks and obligations. High service fees may be accompanied
by unpaid marketing, administration and collection time.

Consider professional growth too. A small,  low-revenue project may pro­
vide learning and test a new path, while a lucrative activity may pull your
skills  in  too  many  directions  or  weaken  your  main  work.  Immediate
income needs may outweigh distant learning benefits. There is no univer­
sal rule: understand your purpose to assess value fairly.

Do not consider expected returns separately from the limits of the work
you can responsibly provide. Mastering some tasks does not qualify you
for every service in a profession, and a commercial opportunity does not
remove conditions of practice.

A Professional Licence 
Does Not Authorise Every Activity
Distinguish qualification for a role, a licence to practise where required,
and meeting the conditions for providing the service on your own account
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or  through  an  establishment.  These  may  coincide  or  involve  separate
procedures.

An accountant who meets the licensing requirements for a role within an
organisation does not automatically have the right to open an indepen­
dent practice or offer external audit services. They must check the scope of
the  licence,  the  service  requirements  and  the  approvals  needed  for  the
business  or  working  arrangement.  The  occupational  map  itself  distin­
guishes accounting and audit roles; meeting one role’s standard does not
automatically establish eligibility for every role in the sector.9,3

Before  combining  employment  with  another  activity,  review  contracts,
confidentiality, conflicts of interest and use of organisational information
and resources.  Check registration, professional and commercial  permits,
residence and work conditions as applicable. Another person’s experience
is not permission for you; profession, contract and legal status may differ.

In Oman, Article 17 of the Labour Law provides for working patterns,
including part-time and remote work, to be regulated by ministerial deci­
sion. Ministerial Decision 13/2025 regulates part-time work, and Ministe­
rial Decision 523/2025 regulates remote work. The latter confines remote
work  to  workers  located  within  Oman and  prohibits  an  establishment
from contracting with a worker outside Oman to perform remote work
for it. This concerns the employment relationship governed by that deci­
sion. Independent cross-border services require examination of their appli­
cable rules and cannot be judged from this provision alone.11,12,21

The part-time work decision limits  employment under its  provisions to
Omanis. Equality between nationals and expatriates in competence stan­
dards for covered professions does not imply identical access to every work­
ing arrangement or permit. These distinct matters must each be examined
separately.12,10
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Begin with  two connected questions:  Can I  provide  this  service  to  the
required quality? Have I met the conditions for providing it in this capac­
ity  and manner?  Chapter  7 examines  professional  qualification require­
ments. Here, we consider the boundaries of practice when comparing ways
of working.

Should Rashid Leave His Job?
Suppose Rashid has twelve years’ experience in supply-chain management,
a reasonable salary,  a family to support and financial  commitments.  He
feels that opportunities to develop within his organisation are becoming
limited.

A friend running a small business asks for help reviewing purchasing pro­
cedures. Rashid offers useful ideas and sees potential to use his experience
outside employment. His friend suggests a consultancy business. Rashid
likes the idea but does not rush.

He  reviews  his  experience  and  investigates  demand,  fees  and  costs.  He
speaks  to  practitioners  in  the  market  and  checks  the  qualification  and
licensing requirements for the service, if  it  is  covered by them, then the
conditions  for  practising  independently,  his  employment  contract  and
possible conflicts with his employer’s interests. He then considers whether
he can find clients and cope with a period of insufficient income.

Rashid may find that offering limited services alongside his job is a suitable
option, if permitted. He may conclude that moving first to a job that gives
him broader consultancy experience is  a  better fit.  Or he may find that
demand is weak and that staying in his job and developing his expertise is
better for now.

Chapter 5: Forms of Work and Sources of Income More Than a Job

85



The best  decision  depends  on  the  details.  Rashid  neither  assumes  that
independent  work is  better  nor  rejects  it  simply  because  it  is  risky.  He
weighs the options against his capabilities, circumstances and goals before
making a consequential career and financial decision.

Practical Reflection on Your Options
Return to your  Chapter 2 worksheet and choose two or three poten­
tially  suitable  activities:  your  current  job,  another  job,  independent
work,  an  additional  activity  or  a  small  business.  Give  provisional
answers to these questions.

1. What value would each option provide to a client or employer?

2. Which  skills  and  experience  do  you  have,  and  what  needs
development?

3. How would you earn income? What costs,  risks  and obligations
accompany it?

4. Does it fit your time, resources and circumstances? Which licens­
ing,  practice  and  contractual  conditions  apply  to  you  in  this
capacity?

5. What information or approvals still need to be confirmed? Which
competent authority is responsible for them, and when did you last
check?

Do not rush to leave a job or start a business. We are broadening under­
standing of options, rather than selecting a final goal before gathering
necessary information.
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More Than One Job
Employment may be your best option today, independent work may suit
you years later, and you may find opportunities in training, consultancy or
a business of your own at another stage. Developing deep expertise in one
activity may be more useful than combining several.

Remember

Your profession may offer several ways to work. Options
and income sources may change as experience grows and
circumstances shift. The aim is not to undertake every­
thing, but to understand the choices you can
make thoughtfully.

Part One examined our capabilities and what we want from work. This
part considered the labour market, AI’s effects on professions and skills,
and forms of work and income. We now reach the central question: which
career goal should I choose, and how do I map a route towards it?
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PA R T  T H R E E

Plan Your
Career Path

This is the purpose of Part Three. We define a goal, examine professional
requirements, test options and combine them into a path using the six-step
method. Defining the career goal remains the first step; requirements and

tested alternatives help you choose a realistic route towards it.
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C H A P T E R  6

Define Your Career Goal

‘Which qualification would you recommend?’

This may be your first question when considering your professional
future.  You may compare  a  university  programme with a  profes­
sional qualification or seek a course to improve job prospects.

But there is a more fundamental question: what work do you want to be
able and qualified to do, and to build your future around?

Choosing qualifications is difficult without knowing their intended pur­
pose. You may invest time and money in a good qualification, then find it
does not serve your desired work or address your main need.

The same can happen when changing jobs. Higher pay may persuade you
to accept a new job without considering the experience you will gain or
whether it brings you closer to your preferred field.

Our method therefore  begins  with a  career  goal.  What  you have learnt
about  your  capabilities,  circumstances,  the  labour  market  and  ways  of
working now needs to become a clear choice on which you can build.

In  Chapter  10,  Ali  wants  to  move  from  production-line operation  into
industrial maintenance. His immediate goal is learning permitted preventive
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maintenance tasks  under  supervision,  then finding practice  suited to his
time  and  resources.  The  same  steps  serve  an  accountant  or  consultant,
although work requirements differ.

You need not settle your entire future now. Begin with a goal based on cur­
rent knowledge,  then refine it  as  you understand requirements and test
related options. You need a reasonably justified direction, rather than an
irreversible decision.

From a General Wish to a Career Goal
‘I  want  to  succeed’,  ‘I  want  better  income’  and ‘I  want  autonomy’  are
understandable wishes, but do not specify what to learn or practise.

Higher income may come through advancing within a specialism, chang­
ing employer,  providing independent services or establishing a business.
Each route has requirements and costs.

A career goal  describes the position you seek in terms of the work you
want to perform, responsibility you wish to assume and environment in
which you want to work.

Instead of ‘I want to develop in accounting’, say, ‘I want to move from
recording daily transactions to preparing financial  reports and analysing
results in a manufacturing organisation.’

Instead of ‘I want my own business’, identify the service, intended clients
and responsibility you would take.

The goal need not be managerial. You might become a technician specialis­
ing in maintaining a particular type of equipment, a specialist translator or
a designer offering a defined service. You may want broader responsibilities
within your profession rather than a change of profession.
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A useful goal helps distinguish opportunities that serve your purpose from
those that do so less directly.

Goal-setting research offers a useful basis. Edwin Locke and Gary Latham’s
2002 review presented evidence that specific, challenging goals can direct
effort and improve task performance. Commitment, ability and feedback
also matter. This does not establish that writing a career goal guarantees
employment. The evidence concerns task performance and the conditions
for improving it, rather than guaranteed career outcomes.22

My practical  conclusion is  straightforward:  knowing what  you want  to
achieve gives you a clearer basis for choosing what to learn, what work to
accept and what experience to seek.

Choose Your Work before 
Your Qualification Pathway
Education matters in itself, and you may study for knowledge or research.
When your purpose is professional, ask what study will add to your ability
to practise the intended work.

A bachelor’s degree, a master’s degree or a professional qualification can be
a  legitimate  educational  goal,  but  it  does  not  necessarily  describe  your
career  goal.  We  still  need  to  know  what  you  want  to  do  with  the
knowledge.

This distinction matters particularly when several qualification  pathways
lead to one role.

The  reference  versions  of  Omani  standards  illustrate  this.  The  Strategy
Analyst  standard offers a professional pathway beginning with a General
Education Diploma and a professional qualification containing specified
units, alongside a university pathway. By contrast, the Accountant standard
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adds a specialist international financial reporting qualification to the bache­
lor’s  degree  within  its  university  pathway.  Neither  ‘I  need  a  university
degree’ nor ‘I do not need one’ can be applied indiscriminately to every pro­
fession and route. [2, p. 3] [3, p. 3]

Identify the role first,  read its requirements, then examine which  routes
meet them.

Do not replace the search for the highest qualification with a search for the
easiest licence. The purpose is to qualify for suitable work you can perform
well and have a reasonable chance of practising, rather than acquire a doc­
ument with minimal effort.

A longer route may suit you better if it provides knowledge you need for
longer-term goals. Targeted further learning may be more useful than a full
programme repeating what you know. We will compare routes later. For
now, do not let an available programme choose your profession for you.

Begin with what you want to practise, then choose what helps you
practise it.

Identify the Role beyond Its Title
You may want to become a ‘manager’, but of what, at which level and with
what responsibilities?

‘Working  in  strategy’  covers  different  roles.  Gathering  and  organising
information differs from interpreting it and proposing alternatives. Lead­
ing  an  analytical  team  differs  from  leading  an  organisation’s  strategic
direction.

Omani standards show this distinction. The Strategy Analyst standard cov­
ers information gathering and organisation, routine quantitative  analysis,
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performance  indicator  monitoring  and preliminary  reports.  The  Senior
Strategy  Analyst  standard  moves  towards  reviewing  and  interpreting
analysis,  scenario  analysis and  recommendations  to  management,  while
final decisions remain with higher authority. [2, p. 2] [23, p. 2]

Picture  the  working  day  you  want,  rather  than  only  the  title  on  your
business card.

Do you want to deepen your analytical work or lead a team? To perform
the work yourself or take responsibility for results delivered by others? Do
you enjoy dealing with clients and negotiating with them, or do you prefer
a technical specialism?

These questions reveal whether you want the work itself or are attracted to
its status and public image.

An occupational map can show how a role relates to others, but it is not a
ladder you must climb to the top. The Strategy Analyst standard shows
both vertical  progression and horizontal  movement to related analytical
roles when the requirements are met. Both are career possibilities; one does
not automatically mean success, nor the other decline. [2, p. 4]

At this stage, we need not detail every standard unit or licensing condition.
Clarify  the  intended  role,  then  examine  its  requirements  in  the  next
chapter.

What Should Guide Your Choice?
In How to Plan Your Career Path, I based goal selection on four considera­
tions: personal factors, present and future labour market characteristics,
monitoring changes and reviewing the goal, and flexibility. These remain
a  useful  foundation,  supported  by  newly  available  information  and
standards.24
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Figure 9 Considerations in Choosing a Career Goal

Consider these together and review them as information and
circumstances change.

Personal Factors in Choosing Work and Qualifying for It
Return to your Career Position Card from Chapter 2. We will use what
you learnt to inform this decision; there is no need to assess yourself again.

Consider capabilities,  interests,  values,  available time and resources,  and
their relationship to the intended work.

Personal factors
Capabilities, values
and circumstances

Labour market
Demand and access

Monitor changes
Review goal
and route

Goal flexibility
Suitable

alternatives
Career goal
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You may communicate well without wanting most working hours spent
selling  and  negotiating.  You  may  enjoy  interpreting  figures  more  than
recording  and  checking  them.  You  may  seek  independence  but  dislike
managing clients, collecting payments and marketing.

Present capabilities are not final limits on ambition. A skill you lack today
may be learnable. Do not, however, ignore the learning and practice your
goal requires or whether you are prepared to undertake them.

Consider your values and obligations early.  If  a  goal  requires relocation
you cannot manage, or conflicts with a fundamental responsibility, that
affects your choice. It is not a minor detail to leave until after studying.

The choice is not always acceptance or rejection. A goal may fit at a later
stage, in another form or in another environment.

Labour Market Characteristics 
and Opportunities to Use Your Capability
Connect  the  market  information  gathered  with  your  specific  intended
goal.

Knowing that a sector is growing is not enough. Does it offer opportuni­
ties for your intended role, at a level you can reach and in a location you
can access?

Suppose  an  appealing  specialism  offers  good  opportunities,  but  they
require experience that is difficult to gain through organisations you can
access. You need to consider how you could gain that experience, as well as
how much you want the work.

Distinguish a recognised qualification pathway from employment oppor­
tunities after qualifying. An accepted route to qualification does not, by
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itself,  show that jobs will  follow. Even when the requirements are clear,
you still need to ask who needs this role and how you can reach them.

Do  not  replace  missing  information  with  optimistic  promises  or  pes­
simistic judgements. Record what you know, what you do not know and
what you need to check. A goal that needs further research is not necessar­
ily a poor choice, but it is not yet a sound basis for a major commitment.

Monitoring Changes in the Reasons for Your Choice
You may choose a goal because you enjoy the work, have a good founda­
tion for qualifying for it and see suitable opportunities. Any of these rea­
sons may later change.

Review the underlying reason rather than automatically changing the goal.

If an opportunity is delayed, the goal may remain suitable while the route
needs  adjustment.  The  problem  may  concern  one  employer  or  region
rather than the whole profession.

If technology changes tasks, has the work’s essence changed or merely its
tools?  Changed  family  circumstances  may  require  another  location  or
working arrangement without abandoning your specialism.

Review your goal after an important change or at an appropriate sched­
uled time. Do not avoid the question for years, or choose your future anew
after every difficult working day.

Goal Flexibility and the Other Options Your Route Creates
Being willing to change a goal is different from actually being able to move
to another one.

In the original  method, flexibility means how far a goal  shares required
knowledge,  experience  and  skills  with  other  goals.  Building  capabilities
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useful  in  related  activities  creates  more  options  when  change  becomes
necessary.24

If your route develops data analysis, reporting, operational understanding
and communication with departments, investigate other roles using these
capabilities and the requirements for moving into them.

This is not a reason to choose a vague goal, avoid specialisation or reject a
demanding profession that requires a long commitment. Deep specialisa­
tion may be exactly what you want. Understand from the outset which
options your route opens up and which it narrows.

Shared skills do not make movement between roles automatically permit­
ted or easy. Treat it as a possibility whose requirements need investigation,
rather than a predetermined conclusion.

When Should You Begin Defining a Career Goal?
I recommend exploring professions before making study or employment
decisions, in ways suited to the person’s age.

The early school years should involve discovery: seeing different kinds of
work, talking with practitioners and trying activities that reveal interests.
Children should not have to choose a profession for life or make an early
decision they cannot revise.

In  my previous  book,  I  recounted  the  story  of  an  eleven-year-old who
attended one of my lectures with his  father and then asked me to help
define his career goal. I was initially surprised, but he insisted. Across two
meetings, we discussed options until he provisionally favoured computer
networks, understanding that he could change his choice.24
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I later learnt that he had found a trainer and bought second-hand equip­
ment to practise with, using his savings and help from his parents. When I
met  his  trainer  about  seven  months  later,  he  told  me  about  the  boy’s
progress and his completion of two training programmes in the field.24

The point is not that every child should choose at that age or expect simi­
lar results. The story reminds me of the value of opportunities to ask and
experiment, and of guidance that broadens choices rather than deciding
children’s futures for them.

The OECD’s 2025 report on teenagers’ career readiness likewise stresses
guidance and contact with employers and practitioners. It describes associ­
ations  between  career-development activities  and  better  transitions  to
work. These findings support structured exploration, rather than proving
that children must settle on careers early.25

If you have already spent years working, do not begin with ‘Why have I left
it so late?’ Begin with what you can do from your present position.

You might set  a  new goal  as  you specialise,  respond to changes in your
work,  return after  a  break or  seek  arrangements  that  suit  your  circum­
stances. Assess the decision against your present resources and desired out­
comes, rather than comparing your age with someone else’s.

A new goal need not be a higher position. You may choose less responsibil­
ity,  deeper  expertise  or  more  family  time  while  maintaining  adequate
income. Clarity of choice matters more than upward movement through
titles.

Long-Term Ambition and a Goal for This Stage
You may aspire to lead strategy in a large organisation, establish a specialist
practice or reach advanced technical competence.
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Such ambition guides choices but may be distant from today’s decision.

Distinguish your longer-term ambition from the goal you are pursuing in
the next stage.

Someone who aspires to strategic leadership may currently seek an analyti­
cal role or a project that broadens their experience. Someone hoping to
establish a technical services business may first need to master a specialism
and practise competently before managing an organisation.

This focuses current effort without reducing ambition.

Distinguish  the  desired  outcome  from  actions  you  can  directly  take.
Employment requires another party’s decision; you can build capabilities,
meet requirements, improve work and apply for suitable opportunities.

This distinction helps you recognise progress even when the outcome is
delayed, without abandoning your goal of employment.

Make an initial  estimate of  the time you will  need,  based on what you
know. Do not promise yourself a leadership role within a fixed number of
years without understanding the experience required and how you could
gain it. We will return to timing when building the path; you may need
more time or an intermediate stage.

If you know very little about a field, your immediate goal may be to dis­
cover whether it suits you before committing to a qualification pathway.
Do not write a profession’s name in the goal  field just to complete the
worksheet.

When Several Goals Appeal
You may enjoy analysis, training, consultancy and business management
simultaneously. Choosing a direction need not erase all other interests.
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I would not recommend starting all of them at once as equally important
goals.

Identify which work you most want now and which could follow later.
Specialist experience may come first, with training or consultancy added
after the necessary capabilities develop.

If goals are far apart, collecting qualifications in every field will not resolve
uncertainty. Retain a preferred goal and one serious alternative, identifying
the  information  needed  to  compare  them.  Chapter   8 covers  testing
options.

You need not  remove every  doubt before  choosing.  At  the  outset,  it  is
enough to be able to explain your preference and what might lead you to
revise it.

Without a clear reason to prefer one, you need information or a chance to
try the options, rather than more enthusiasm.

From Wanting a Master’s Degree 
to a Clear Career Goal
Layla holds a bachelor’s degree in business administration and has spent
six years in administrative coordination at a service organisation. Her work
includes following up departmental reports, organising meetings and col­
lecting performance data.

She has begun to consider a master’s degree because she wants to ‘advance
professionally’, without defining what that advancement would involve.

Reviewing the tasks she enjoys, she finds that she prefers analysing service
delays,  comparing  results  and  explaining  data  to  organising  correspon­
dence and appointments.
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Possible directions include operational management, performance analysis
and planning, or another field building on administrative experience.

Her immediate need is to identify the work she wants to take responsibility
for, rather than choose a university.

She includes Strategy Analyst among her possible goals. The Omani stan­
dard  describes  gathering  information,  working  with  data,  monitoring
indicators and preparing preliminary reports. These overlap with some of
her  current  work,  but  that  does  not  establish  that  she  meets  the  full
standard. [2, p. 2]

She wants  to maintain income and cannot currently  undertake lengthy
full-time study. Her main interest is analysis rather than managing a large
team.

She therefore formulates a provisional goal.

‘I  want  to  move  into  a  Strategy  Analyst  role  in  a  service  organisation,
analysing performance information, preparing reports and monitoring ini­
tiatives, while keeping my current job as I qualify and prioritising internal
opportunities.’

This specifies what Layla will investigate and prepare for. It does not estab­
lish that a vacancy exists, that she is eligible for a licence, or how long the
move will take.

She may later discover a need for further professional learning or practice
in tasks she has not performed before. Her experience may fit another role
better, or available opportunities may not suit her circumstances. She can
then revise the goal or route.

A master’s  degree  is  no  longer  her  automatic  next  step.  She  will  assess
whether it serves this goal or a longer-term ambition, and compare it with
other available routes.
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She has moved from choosing study to identifying work she wants to qual­
ify for. Study remains an option, now in its proper place.

This hypothetical case illustrates how to reason through a decision; it does
not determine anyone’s eligibility or recommend a qualification. Layla’s
example continues through later chapters as we explore the requirements,
test her choice and build a plan.

Write a Goal You Can Review

A PRACTICAL IDEA

After  considering these  issues,  express  your  goal  in  one or  two sen­
tences.  Seek  wording  that  helps  decisions,  rather  than  an  inspiring
phrase for publication.

Include the role or work, main responsibilities, suitable environment
or practice arrangement,  and a provisional timeframe if  information
permits.

‘A successful manager’ does not specify what you will manage. ‘A pro­
fessional qualification’ does not specify where you will use it. A clear
account of the role and its responsibilities makes it easier to investigate
the requirements.

Keep  the  goal  brief  and  explain  it  in  a  separate  card,  such  as  the
following.

This card organises thinking rather than giving a final suitability score.
Use worksheet A2 in Appendix A to complete it.
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Card 1 Provisional Career Goal

What to record What it should clarify

My provisional
career goal

The role or work I want to practise, rather than
only a qualification title.

Intended
responsibilities

Main results I want to be capable of delivering,
and the associated level of autonomy or
supervision.

Reasons for
choosing

Connections with capabilities, interests, values
and what I want from my career.

Market and working
arrangement

Where, for which employers or clients, and
through which provisional working arrangement?

Stage and timeframe An immediate goal or distant ambition? What is
the initial time estimate, if possible?

Outstanding checks Missing information about requirements,
opportunities or access.

Reasons to review Significant changes or information that might lead
to adjustment or an alternative.

If the official role title is unknown, describe the work and find the closest
title.  If  duration is  unknown, record ‘not yet  estimated’  rather  than an
arbitrary number.  If  comparing two goals,  record your uncertainty and
what would resolve it.

Record  the  source  describing  the  role:  an  occupational  standard,  a  job
description or information from a practitioner. Note its date, and set an
early review date if standards in your sector are expanding quickly. A role
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with no published standard today may become subject to one, or to a spe­
cific procedure, while you are working through your plan.

Do not write what you think others want to hear. The card is for your
decisions about time, effort and resources.

A Clear Goal You Can Reconsider
You may finish with one suitable goal, two alternatives needing compari­
son, or the discovery that your previous ‘goal’ was simply a wish for higher
pay, another certificate or escape from unpleasant work.

Each result clarifies the decision you need to make.

Do not plan years of work and learning without knowing your destina­
tion,  or  refuse  to  reconsider  a  chosen  goal  whatever  new  information
emerges.

A career goal does not test your powers of prediction. It sets a direction
you can pursue, investigate and adjust when you have reason to do so.

Keep your goal card beside your earlier Career Position Card. You now
have an initial  picture  of  what  you possess  and where you want to go.
Comparing  them accurately  requires  understanding actual  role  require­
ments, accepted qualification pathways, and the distinction between prac­
tice and recruitment conditions.
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C H A P T E R  7

What Does Your
Profession Require?

After defining a goal, you may ask others about the route. One rec­
ommends a bachelor’s degree, another a professional qualification,
and a third says existing experience may suffice if you can demon­
strate competence.

How do you know which advice applies?

The disagreement need not mean that someone is wrong. Each person may
have  a  different  role,  level  of  responsibility  or  qualification  pathway  in
mind,  and  the  conditions  of  that  pathway  may  not  be  available  to
everyone.

Beyond asking  which  certificate  you  need,  ask  what  your  chosen  work
requires, which routes are accepted and how to establish that you have met
the requirements.

You defined your direction in the previous chapter. Now you need accu­
rate information before setting a timetable and committing to the costs of
your plan.

We use the versions of Omani National Occupational Standards identified
in the references to learn how to read requirements and qualification path­
ways. Each reference describes its version, the approval status that could be
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documented and how to request it. How a standard applies to your role
must still be confirmed with the competent authority before enrolment or
payment.  As  the  system expands  and  procedures  develop,  the  practical
question remains: what does my role require, and how do I show that I
meet those requirements?

Three Questions That Must Be 
Answered Separately

Figure 10 Three Separate Questions
about Professional Requirements

Distinguish performance requirements, qualification requirements and
conditions of practice, and the requirements of the specific opportunity.

For financial analysis or any specialist profession, seek answers to three sep­
arate questions.

Performance
What must I be

able to do?

Qualification
and practice

Which conditions
apply to me?

Opportunity
What does the

employer
require?

One answer does not settle the other two
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First Question: What Must You Be Able to Do?

This concerns actual competence. Can you analyse the required informa­
tion,  use  appropriate  tools,  explain findings  and recognise  the  limits  of
your conclusions?

Second Question: What Are the Qualification and
Practice Conditions?

This concerns requirements established by the competent authority where
practice is regulated or licensed. They may include qualifications, experi­
ence, assessment or other conditions in the approved pathway.

Third Question: What Does This Particular Opportunity Require?

An employer may require experience in its sector, the ability to work in
two languages or familiarity with its systems. Distinguish conditions essen­
tial for appointment from preferences used to compare candidates.

The Corporate Finance Analyst example separates practitioners’ work and
supervision boundaries from qualification requirements and conditions of
practice. Jobseekers must additionally understand employers’ expectations
concerning skills, experience and role fit. [26, pp. 2–3]

These distinctions prevent two mistakes: assuming skill exempts you from
requirements, or assuming the required documents replace the ability to
do the work and compete for opportunities.

Keep performance requirements, conditions of practice and opportunity
requirements separate. Do not generalise one employer’s advertisement to
all  practitioners  or  treat  a  binding  regulatory  condition  as  an  optional
preference.
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Read the Occupational Map to Locate the Role
An occupational map places a profession in context by showing its roles,
levels and possible moves between them.

The map is not your personal career path. It describes roles and their rela­
tionships; your path depends on your choices, the resources you have and
the opportunities you can access.

Oman’s Accounting, Finance and Auditing sector map shows an account­
ing route beginning with Assistant Accountant, followed by Accountant
and more advanced roles. The Accountant standard also identifies move­
ment into related areas such as cost accounting or financial reporting when
the requirements for the destination role are met. [9, p. 1] [3, p. 4]

For energy, manufacturing or logistics, seek the technical role description
and standard  where  these  are  available.  Operational  and safety  require­
ments, along with conditions of practice, differ from those of some office
professions. Read each in context rather than transferring conditions from
another example.75,76,77

How Does This Help?

If you want to move to a higher role, do not stop at its position on the
map; examine how its  responsibilities  differ from those of your current
role.  For  a  lateral  move,  investigate  what  the  roles  share  and  what
distinguishes them.

The Corporate Finance Analyst standard (Omani Level 5) describes work
under  technical  supervision,  including  models  based  on  organisational
templates and assistance with investment appraisal and valuation informa­
tion.  The Senior  Corporate  Finance Analyst  standard (Omani  Level  6)
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includes more advanced analysis and supervision of analysts, while senior
management retains approval of major decisions. [26, p. 2] [27, p. 2]

Progression changes more than a title: it changes work, autonomy, respon­
sibility, knowledge and required performance.

You need not choose the map’s highest role. Deeper specialisation, related
work or a defined service with greater independence may be your goal. Use
the map to broaden understanding rather than judge your ambition or
worth.

From a Role Description 
to Understandable Requirements
An occupational standard may initially seem lengthy and complex, con­
taining a role description, conditions, units, performance criteria, knowl­
edge and skills.

Rather  than memorising  everything,  identify  the  question answered by
each component.

The role description explains the purpose and main responsibilities of the
role. Its scope defines the limits of your responsibility and what belongs to
others. Performance criteria specify what you must do; knowledge require­
ments explain what you must understand to do it.

Preparing analysis for management involves more than producing a gen­
eral report. You need appropriate information, checks on its accuracy, a
clear analytical approach and results or recommendations that fall  within
your role.

The Strategy Analyst  unit  ‘Support  Strategic  Analysis’  requires,  among
other things, recording information sources and dates, referring conflicting
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information to the supervisor, organising information within the selected
framework  and preparing  preliminary  outputs  for  review.  Selecting  the
framework,  interpreting the analysis  and making strategic recommenda­
tions remain the supervisor’s responsibility. [2, p. 5]

Understanding the role’s boundaries is part of qualifying for it. A junior
analyst demonstrates competence by performing their own responsibilities
to standard and recognising when review or escalation is  needed, rather
than assuming a manager’s duties.

Turn standard wording into questions about observable work. For ‘pre­
pares reports well’, ask which report, for whom, containing what informa­
tion and meeting which acceptance criteria.

Do not reduce a profession to technical skills. The Accountant standard
combines specialist units with ethics, professional independence, commu­
nication and professional development. These are part of the work, rather
than decorative CV additions. [3, p. 4]

This gives a clearer picture than ‘qualification, experience and computer
skills’:  you  understand  the  work,  its  underlying  knowledge  and  your
responsibility limits.

Different Routes May Lead to a Profession
Once you understand the role, examine its qualification pathways. Read
each as a set of connected conditions, rather than a menu of convenient
items.

The Omani standards used here show that academic study is not the only
route to some roles. Professional pathways can be entry routes in their own
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right  for  newcomers,  rather  than exceptions  for  those  unable  to  attend
university.

These  examples  do  not  mean  bachelor’s  degrees  are  unnecessary  every­
where or every professional certificate replaces them. Read the specific pro­
fession and pathway.

A Professional Pathway without a Bachelor’s Degree
The reference Strategy Analyst  standard provides  a  pathway combining
the General Education Diploma with the Chartered Management Insti­
tute (CMI) Level  5 Diploma in Management and Leadership,  with the
specified strategic pathway and units. This version states that previous pro­
fessional experience is not required for initial licensing. [2, p. 3]

This  opens  an  option  for  non-graduates,  but  not  every  programme
labelled ‘Management and Leadership’ meets the condition. The specified
units cover operational planning, decisions based on data, project manage­
ment, finance and other areas.

Check the diploma’s version, units and awarding body, and whether the
programme you intend to join is accepted for that pathway, rather than its
title alone.

Some leadership roles may allow advanced professional pathways accompa­
nied by specified experience and responsibilities. The qualification is one
element, rather than automatic access to a higher-level role. [28, pp. 3–4]

A University Pathway Requiring Additional Learning
In the reference Accountant standard, the university pathway comprises a
relevant bachelor’s degree in addition to one of the specified international
financial reporting qualifications. The professional pathway combines the
General Education Diploma with a listed professional alternative and one
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to two years of operational accounting experience or equivalent supervised
practical training. [3, p. 3]

The words ‘in addition to’ change the decision. Stopping at the bachelor’s
degree may lead someone to overlook another required component.

Read each pathway’s  own conditions.  One may require  experience  not
stated in another, although both lead to the same role.

The reference Assistant Accountant/Clerk standard lists a relevant bache­
lor’s degree as a direct entry pathway, without the same specialist addition
required for Accountant. ‘A bachelor’s degree is insufficient’ is therefore
not a universal rule. [6, p. 3]

Read the Conditions as Written
Small words matter: ‘and’, ‘or’, ‘in addition to’ and ‘where required’ distin­
guish alternatives from cumulative conditions.

The  university  pathway  for  Strategy  Analyst  provides  for  competence
assessment  ‘where  required’.  If  this  is  your  route,  ask  the  competent
authority when that condition applies before planning. [2, p. 3]

Ask  the  competent  authority  to  clarify  ambiguity  or  unclear  cross-
references. Do not base an expensive decision on guesswork.

What Does a Qualification Level Tell You?
Comparing qualifications by level numbers alone is tempting. Identify the
framework and what it measures.

The  Oman  Qualifications  Framework  (OQF)  uses  two  measures:  level
expresses  learning  complexity  and  depth,  including  responsibility  and
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autonomy;  credit  expresses  learning  volume.  Qualifications  at  the  same
level may therefore differ in volume, specialism and purpose. [5, pp. 12–13]

Level  numbers  may  differ  across  frameworks.  In  May  2026,  CMI
announced alignment of its Level 7 Strategic Management and Leader­
ship qualification with Omani Level 9, following alignment of its Level 5
Management and Leadership qualification with Omani Level 6.  A for­
eign Level 7 should not automatically be treated as Omani Level 7.29

Also distinguish the level of your qualification from the level assigned to
your professional role.

Using a higher qualification to enter a role does not change the qualifica­
tion’s level. Holding an advanced-level role does not automatically confer
an academic award at that level.

Do not  assume a  high-level  programme suits  your  profession.  Examine
content,  learning  volume,  assessment  and  relationship  to  role  require­
ments. Level aids comparison but cannot replace understanding what you
will learn.

What Can Be Recognised from Your Experience?
After years of practice, you may already have learnt some of what a pro­
gramme or standard requires. Must you begin again?

Not necessarily, but distinguish two different matters.

Recognition of prior learning concerns learning previously achieved. The
Omani framework states that credit is not awarded for experience itself,
but for  learning derived from it  and demonstrated through assessment.
Ten years’ employment is insufficient: demonstrate what you learnt and
how it corresponds to required learning outcomes. [5, pp. 104–105]
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This can reduce repeated study, but the amount recognised and evidence
required  depend  on  the  arrangements  of  the  institution  or  body  con­
cerned. Experience does not automatically earn credit, and procedures dif­
fer between institutions.

The  reference  Accountant  standard  provides  a  transitional  practitioner
pathway for  those already in the role  when the system is  implemented.
Passing a competence test covering performance and knowledge leads to a
full licence without an additional qualification. [3, p. 3]

This does not award a university degree for experience or automatically
create a route for every newcomer. It is a licensing pathway for the group
identified in the text, under its procedures.

Working within an organisation does not necessarily mean practising the
specified role. Years in a finance department do not establish that you have
performed the accountant’s duties described in the standard. Examine the
work actually done, rather than the department’s name.

Organise  your  evidence  around specific  work:  what  you achieved,  your
role, who can verify it and what shows the level of your performance. Pro­
tect confidentiality and ask which forms of evidence are accepted before
submitting them. Guidance on assessing prior learning, published through
the ILO, explains that the evidence needed depends on the competence
and circumstances; no single format fits every assessment. This is general
guidance, not an Omani licensing procedure.30

Do not pay for a full course simply because providing evidence of your
experience takes effort. Equally, your experience may not cover everything
and you may need new learning. Examine both possibilities.
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Verify the Whole Route before Enrolling
Finding a qualification in an accepted licensing pathway does not yet tell
you how you can obtain it.

Check the requirements for programme admission, examination eligibility,
the award itself and its use in a licence application. These may involve dif­
ferent stages.

Ask providers which document you receive and who awards it. Is it the
qualification in the pathway, an attendance certificate or preparation for
another body’s examination? Does it include the required units?

‘Accredited’ alone is insufficient. By whom, and for what purpose? Does
accreditation concern the institution, programme, qualification or accep­
tance in a particular professional pathway?

The Omani framework describes the National Register of Qualifications
as a database of qualifications listed on or aligned to the framework. It pro­
vides a reference for checking qualification status; it does not grant every
holder a licence to practise. Confirm completed listing or alignment; an
application or scheduled process is not completion. [5, pp. 12, 56–57]

This does not diminish the value of training that leads to no qualification.
A short course may teach a skill you need. Before paying, understand its
benefits and limits rather than relying on unproven claims of recognition
or eligibility.

Where  several  routes  are  accepted,  compare  depth,  practical  experience,
future options and total cost alongside duration. We will weigh these when
testing options and building the path.
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Where Can You Find a Reliable Answer?
Begin with the authority  responsible  for  the profession in the country
where you intend to work. Obtain the occupational standard or the regis­
tration  and  licensing  requirements.  Then  ask  awarding  bodies  about
qualifications,  and  employers  you  hope  to  work  for  about  their  job
requirements.

Practitioners and training providers can explain, but their explanations do
not replace the text governing acceptance. Request the document name,
version and date, and retain evidence of the answer.

In Oman, consult your sector’s skills unit, Ministry of Labour announce­
ments and the relevant regulator. Sector units develop maps and standards,
analyse skills needs and conduct assessment work within their remit. Some,
such as the Energy and Minerals sector skills unit and the Manufacturing
sector  skills  unit,  provide  portals  covering  standards,  qualification  pro­
grammes  and  competence  certificates.  Consult  these  before  relying  on
training advertisements. [13, p. 4]75,77

Standard approval differs from launching related assessment and licensing
procedures.  The system’s  introductory presentation lists  approved stan­
dards and describes gradual implementation according to each standard’s
readiness. Ask what is in force for your role when applying, rather than
only the system’s general direction. [10, pp. 18–19]

This  concerns  nationals  as  well  as  expatriates.  The  same  presentation
states that both are assessed against the same competence standard. This
does not remove differences in labour market entry, Omanisation or per­
mits;  the  Labour  Law  contains  conditions  specific  to  non-Omani
employment. [10, p. 12]11
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For  independent  services,  investigate  the  requirements  for  running  the
activity as well as your personal qualification. Oman’s government portal,
for example,  provides a separate Financial  Services Authority service for
licensing accounting and auditing offices. Meeting the requirements of a
role does not replace the requirements for establishing a business or pro­
viding a service.31

If you find no published national standard, gather job descriptions from
relevant employers, consult professional references and practitioners, and
follow the sector unit’s updates. Not finding a standard today does not
mean that none exists or that there are no conditions of practice. Distin­
guish what you infer from advertisements or expert opinion from what
approved standards and official procedures establish.

How Layla Reads Her Goal’s Requirements
Let us return to Layla and her interest in strategic analysis. Before seeking a
diploma, she examines the role and its qualification pathway, comparing
them with what she knows and can demonstrate.

Her  goal  is  clearer,  but  she  has  not  decided that  a  master’s  or  another
diploma is necessary.

The standard’s units cover strategic analysis, data, performance indicators,
reporting and initiative monitoring, alongside ethics, communication and
professional development. [2, p. 3]

Some of the work is familiar,  but familiarity does not establish that she
meets the requirements. She lists the requirements without assuming that
she can already meet each one.
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She then examines the licensing pathways. Business administration is one
of the specialisms listed in the university pathway, with competence assess­
ment ‘where required’.  Before adding another qualification,  she records
the need to verify whether her qualification is accepted and which proce­
dure applies. [2, p. 3]

She does not assume six years in administrative coordination automatically
place her among existing Strategy Analyst practitioners. Actual duties and
conditions for the transitional practitioner pathway require verification.

She separates the national standard from a target employer’s requirements.
If the employer prefers service-sector experience and familiarity with a par­
ticular analysis tool, she records these as requirements or preferences for
that opportunity, without attributing them to the whole standard.

What Does She Have after This Review?

She has neither a new job nor a decision about study. She does, however,
have a clearer understanding of what she needs to know and be able to do,
which route may apply and which questions remain unanswered.

This is important progress: the next step begins with specific information
she can test and build on, rather than the broad question ‘Which course is
best?’

Record the Requirements for Your Career Goal
Gather  this  chapter’s  findings  in  your  Career  Goal  Requirements  card
(Card  2);  you  can  complete  worksheet  A3 in  Appendix  A.  The  card
describes the goal’s requirements; Chapter 9 connects them to your capa­
bilities and what remains to be completed.
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Card 2 Career Goal Requirements

Aspect What to record

Intended role Title, code if available, sector, level and intended
market.

Work and
responsibilities

Main tasks and boundaries of autonomy,
supervision and responsibility.

Knowledge and skills What must be understood and performed, based
on the standard or references used.

Qualification
pathways

Accepted alternatives and all the connected
conditions that belong to each pathway.

Experience and
assessment

Experience type and duration where stated,
assessment or evidence required, and the group to
which each condition applies.

Practice conditions Required licence or registration, competent
authority, scope and renewal where specified.

Opportunity
requirements

Employer or client conditions and selection
preferences, separate from general professional
requirements.

Source and
unresolved matters

Reference name, version and date, and questions
requiring the competent authority’s answer.

Do not guess. Write ‘not yet verified’ when that is the case, and identify
who can answer.

Do not decide equivalence yourself when the text says ‘or equivalent’. Do
not  invent  the  number  of  hours  required  for  renewal  if  this  will  be
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specified later, or set a target date for reaching your goal based on experi­
ence whose acceptance is uncertain.

You do not have to wait until everything is known. This record separates
information you can act on now from matters that still need checking, so
that you can focus your effort.

From Understanding Conditions 
to Testing the Route
You now have three connected records: your current position, provisional
goal and goal requirements.

You may discover a route you did not know about, or that your present
qualification covers a substantial part of what you need. Alternatively, you
may need more learning or experience than you expected.

Do not rush to reject the goal or commit to a route. An accepted pathway
is not necessarily suitable or feasible in your circumstances.

Next, test your options: does the work suit you, are admission and learning
feasible,  and  can  you  gain  the  required  experience?  What  can  you  try
before committing substantial time and money?

Chapter   8 addresses  these  questions:  ‘Test  Your  Options  Before  You
Commit’.
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C H A P T E R  8

Test Your Options
Before You Commit

Before  paying  for  a  year-long  programme,  leaving  a  job  to  work
independently or moving to another city for work, ask what you can
verify now. What would you otherwise discover only after making a
commitment that is difficult to reverse?

You may have an apparently suitable goal, understand requirements and
know a recognised route. Role descriptions and qualification lists still leave
questions unanswered.

Will you enjoy the actual work, including repetitive details and tasks that do
not appear in its attractive image? Can learning and practice fit your com­
mitments? Can you obtain required experience and later an opportunity to
use it?

You need not answer every question about the future. Examine assump­
tions  underpinning  the  decision,  especially  those  whose  failure  would
waste substantial time or money.

Before turning requirements into a long plan, test options through limited
experiments:  practitioner  discussions,  workplace  visits,  training  tasks  or
admission checks. The purpose is a  better-informed decision, rather than
delay.

122



Begin with a Question 
That Could Change Your Decision
A new profession can raise many questions. They need not all be tested
together.

Start with an uncertain assumption on which your choice depends.

If explaining ideas to colleagues attracts you to training, ask whether you
also enjoy preparing material, designing exercises and working with learn­
ers at different levels.

If you plan to study for a professional qualification while working, you
may already like the profession but be unsure how much time you can give
to study and practice. Testing whether you can sustain that commitment is
more useful than another motivational lecture about the field’s future.

If  the  route  requires  supervised  practice  and  you  know  no  placement
provider, investigate before paying all programme fees.

Choose a test that addresses the question that matters, rather than
simply choosing an easy activity.

Reading about a  profession may inform you without showing whether
you can gain access to training. A technical task may reveal your ability
without showing whether clients would pay for the service.

Some  career-design programmes use small experiments for this purpose.
Stanford’s published ENGR311B course description includes prototyping
and testing assumptions before building on them. This illustrates an edu­
cational exploration method, rather than proving that brief experiments
guarantee good choices or success.32
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Before each experiment, write ‘I want to know whether I can...’ or ‘I am
still unsure about...’. Ask what evidence would strengthen confidence and
what might justify adjustment.

The experiment then answers a consequential question rather than merely
adding an activity to your schedule.

Understand Work as It Is Practised
You may be drawn to the image of a profession without knowing much
about its reality. Seeing a trainer before an engaged audience does not show
you the hours of preparation and marking. Seeing a business owner cele­
brate a  new contract  does not reveal  the rejected proposals  and unpaid
invoices that came before it.

Ask about ordinary working days as well as the best moments.

Ask a practitioner to describe a recent week: time-consuming tasks, prob­
lems encountered and responsibilities hidden by the title.

Ask what they wish they had known before entering the profession. Fre­
quent  travel,  deadlines,  client  objections  or  the  time  needed  to  gain
enough experience for independent practice may otherwise be overlooked.

This relates to a ‘realistic job preview’. The US Office of Personnel Man­
agement explains that presenting both positive and difficult aspects helps
applicants assess fit. It should do more than promote the organisation and
is not the same as a conventional selection test.33

Seek several perspectives: a recent entrant, an experienced practitioner and
perhaps someone who has left. Their views are not equally authoritative
on every subject, but each may reveal something the others miss.
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Understand the context. Success in a large organisation does not mean that
a smaller one offers the same opportunities;  frustration with a manager
does not condemn an entire profession.

Use  organised  workplace  visits  to  observe  and  ask.  An  OECD  job-
shadowing guide  explains  how visits  and  career  conversations  help  stu­
dents  explore  assumptions  about  work.  It  focuses  on  young  people;
adapting the idea for later career changes is my suggestion, subject to con­
text and feasibility.34

Do  not  demand  confidential  information  or  access  to  situations  you
should not attend. A sanitised example or comparable training case may
suffice.

If a visit is impossible, request a practical remote explanation or follow a
complete task through published materials. Get closer to real work while
recognising what remains outside your observation.

Try Part of the Work and Seek Feedback
Talking about work helps you understand it, but trying a task may reveal
something different.

For analysis, work with a dataset and prepare a clear summary. For design,
respond to a  brief  that  specifies  the  audience,  purpose  and constraints,
rather  than choosing every detail  yourself.  For training,  prepare a  short
explanation and an exercise, then examine what the participants learnt.

Choose  a  task  resembling  the  intended  work,  rather  than  an  activity
sharing only its name.

Work sample tests involve tasks resembling those performed in a job. The
US Office of Personnel Management explains that using them in selection
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is appropriate when applicants are expected to have the required compe­
tence on entry. Judging applicants beforehand on skills they are meant to
learn after selection may be inappropriate.35

This matters when testing yourself too. Do not test yourself against a pro­
fessional’s standard before you have learnt the work, then conclude from
early difficulties that the profession does not suit you.

As a beginner, obtain suitable instruction, try a limited task, seek feedback
and try again.  You are exploring the work,  what you need to learn and
whether you want to continue, rather than proving complete mastery.

If you already claim a skill, choose a task that genuinely tests it. Avoid mak­
ing every condition easy or claiming credit for a difficult part of the work
that someone else performed.

Agree  review criteria  beforehand.  In  a  report,  accuracy  and clear,  well-
supported conclusions  may  matter  more  than  attractive  formatting;  a
design’s fit with its purpose may matter more than the designer’s liking for
it.

Beyond ‘Is this good?’, ask for strengths, errors and what should be done
differently.

Apply the feedback. A revised attempt may reveal more than the first, par­
ticularly if you can explain what changed and why.

If using AI, distinguish testing unaided ability from ability with a tool.
Both are useful but different. Record the tool’s contribution, your review
and what you can explain and defend.

Good output alone does not establish learning when you cannot explain
how it was produced.
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Test the Qualification Route Too
A profession may suit you while your selected route does not fit present
circumstances.

Evening classes may fit employment while assignments and projects exceed
available  time.  Tuition  may  be  affordable  while  examination,  travel  or
equipment costs have been overlooked.

Having identified route conditions, now examine feasibility.

Request a clear timetable, learning and assessment descriptions, and sam­
ple tasks where available. Read material at the intended level and attempt a
comparable assignment to understand the effort.

Try fitting a period of study into your schedule as though you were already
enrolled. Do not base your conclusions on an unusually quiet week. Test a
normal working rhythm, allowing for rest and unavoidable responsibilities.

If difficulty arises, identify its source: study language, missing foundational
knowledge, scheduling or less available time than expected.

Another  programme  or  slower  pace  may  solve  the  problem  without
abandoning the goal.

Above all, test whether you can gain the required experience. The profes­
sional pathway in the Accountant standard used here includes one to two
years of operational accounting experience or equivalent supervised practi­
cal training alongside the qualification. Finding a course does not establish
that you can access this practical component. [3, p. 3]

Ask who provides the practice, what the entry conditions are, which work
is permitted, what documentation is needed and who decides whether it is
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accepted.  General  promises  of  ‘training  assistance’  do  not  guarantee  a
placement or accepted experience.

If admission or qualification recognition is unclear, submit documents to
the decision-making body and request a case-specific response. Distinguish
preliminary guidance from formal acceptance, and programme admission
from acceptance for the licensing pathway.

Testing a route means examining potential barriers to completion,
rather than beginning it in full.

Can You Reach an Opportunity 
to Use What You Learn?
Chapter 3 examined the market generally. Now ask how you personally
can reach a suitable opportunity.

For internal moves, prepare a clear proposal before speaking to the relevant
manager. Ask about existing roles, expected openings and what you need
to become a serious candidate.

You might gain permission for a small project, temporary shadowing or a
supervised  additional  task.  You  may  instead  learn  that  no  vacancy  is
expected.

This does not settle your future,  but prevents reliance on an unverified
internal move.

For a move to another organisation, investigate how people in comparable
circumstances entered the field, what their first experience involved, who
enabled them to practise and what employers actually required.
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For independent work or a business, ask a different question: will people
pay for a service that meets a need you have identified?

The US Small  Business  Administration recommends studying demand,
alternatives,  prices  and  customer  location,  including  direct  customer
research rather than sector information alone.36

Ask potential clients about an actual problem: how they addressed it, what
disappointed them and whether they spent money or time on it. This is
more useful than asking whether your idea sounds attractive.

Show a model of the service or product, making clear that it is only a pro­
totype,  and observe  whether  the  discussion moves  towards  scope,  price
and timing. Politeness is not a purchase request, and one order is not stable
income.

Before a paid trial, verify the conditions of practice and contracting. Do
not claim capabilities you lack, or use clients’ money or data to experiment
with work you cannot responsibly deliver.

The aim is not proof of business success, but sufficient reasons to investi­
gate more seriously.

Keep the Experiment Limited and Clear
Define the activity, time, money and expected output before starting.

‘I will try consultancy’ is broad. Investigating a specific problem, conduct­
ing an analysis as a training exercise using available information, and asking
an expert to review it creates an experiment with clear limits.
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Figure 11 A Clear Direction and a Tested Route

A clear goal is not enough on its own. Test the route and its limits before
making a commitment that is hard to reverse.

Not every test is a project. A test may end as soon as you confirm that you
do  not  meet  an  admission  requirement  you  cannot  currently  fulfil.
Another may need two or three attempts because performance develops
through practice.

Check more carefully when decisions involve larger commitments and are
harder to reverse. Attending a short workshop differs from leaving employ­
ment; relocating differs from making a brief workplace visit.

Protect everyone’s rights. Agree on the purpose, duration, supervision and
each  person’s  contribution,  and  make  clear  whether  the  arrangement
involves learning, assessment or payment. I do not recommend indefinite

Starting point

Clear destination

Tested route: a limited step, then review
Untested route: detours and higher cost
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work under a vague ‘trial’ label, or using that label to bypass practice or
confidentiality requirements.

Where  the  work carries  risks,  use  simulation,  observation or  structured
training within authorised limits. You do not need to undertake work you
are  not  qualified  to  practise  in  order  to  decide  whether  to  pursue
qualification.

Circumstances  may  prevent  a  lengthy  trial  before  accepting  urgently
needed paid work. Gather decisive information where possible and con­
tinue exploring after joining. Testing improves decisions within real cir­
cumstances; it should not become another barrier to necessary work.

One Experiment Should Not Decide Your Future
Succeeding at a task may convince you that a profession is a perfect fit;
struggling with it may lead you to conclude that you are unsuited to it.
Pause before either conclusion.

First ask what you actually tested.

Praise for one report concerns that report. Did you also test repeated deliv­
ery, revisions and reasonable deadlines?

If you made an error, ask what caused it. Do you need further learning?
Was  the  task  beyond  your  current  level?  Did  you  misunderstand  the
instructions? Or did you discover a dislike of something that  makes up
much of the work?

Separate profession from environment. One supervisor may be unsuitable
while the work remains appropriate. Enjoying a supportive team does not
prove you want the same tasks independently.
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Do not dismiss unwelcome feedback merely because it contradicts expec­
tations.  Request  examples,  compare  observations  and  seek  a  testable
explanation.

Nor should one person’s opinion determine your choice, especially if they
have seen only limited examples of your performance.

For  significant  decisions,  combine  practitioner  information,  your  own
work, verified route conditions and available opportunities. One kind of
evidence may be insufficient. You may enjoy work without current access,
or meet requirements without liking its daily reality.

Compare  options  on  reasonably  similar  terms.  Do  not  compare  an
exhausting practical experience in one field with an advertising image of
another.

Layla Tests Her Choice
Layla, our hypothetical case, has chosen the goal of moving from adminis­
trative coordination into a Strategy Analyst role. She has gathered informa­
tion about the role’s requirements and qualification pathways.

Two questions remain: does actual analytical work suit her, and can she
acquire missing capabilities while keeping her job?

She speaks to the planning manager in her organisation, and they agree on
a small training task using  purpose-made fictional data: organise  service-
performance information, check consistency and draft a report for an ana­
lyst’s review.

This draws on the Strategy Analyst standard’s requirements for organising
information under supervision, reviewing outputs and drafting.  We use
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those requirements to construct a hypothetical experiment; its results are
part of our example, not findings reported by the standard. [2, p. 5]

Layla expected to spend most of her time preparing charts and explaining
results. Instead, she discovers that much of the task involves checking data,
clarifying indicator definitions and asking about missing information.

Her first draft compares two periods without checking whether they are
comparable or explaining material differences. The reviewer identifies the
problem and asks  her  to  revise  the  comparison,  making clear  what  the
information supports and what it does not.

She revises the report. This does not make her a professional analyst, but
clarifies  what  reliable  reporting demands.  She also enjoys  tracing differ­
ences in data even when no attractive chart or quick conclusion results.

When she tests her study schedule, she finds that work and family commit­
ments  leave  fewer  hours  than  she  expected.  She  explores  a  slower  pace
instead of immediately choosing intensive study.

The  planning  manager  confirms that  he  cannot  promise  her  a  vacancy
now, although appropriate tasks may help her develop experience within
the organisation’s limits.

What Does She Decide?

She  retains  the  preferred  goal  but  revises  her  expectations  about  how
quickly she can reach it. She no longer relies on a guaranteed internal move
or capacity for intensive study. She distinguishes learning needs, opportu­
nity checks and actions possible without leaving employment.

The experiment gives no certainty about the future, but changes
decisions that might otherwise rest on inaccurate assumptions.
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Decide Whether to Proceed or Change Course
Exploration should not continue indefinitely.  Set  a  review date and ask
whether you know enough for the next step.

Figure 12 Four Possible Decisions after Testing an Option

Set a review date, then choose the decision the evidence supports, rather than
the cost you have already paid.

Proceed when the work suits you, the route is feasible and the remaining
uncertainty is manageable.

Adjust  the  route  while  retaining  the  goal:  another  programme,  slower
pace, experience first, or another employer or market.

Postpone when there is a real current obstacle that could change. Specify
what needs to change, rather than leaving the goal suspended without a
reason.

After
the test

Proceed

The work suits
you and the route

is feasible

Adjust the
route

Keep the goal;
change the route

Postpone

The obstacle is
real but may

change

Exclude the
option

The work is
unsuitable or its
cost is too high
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Exclude  an  option  when  the  work  does  not  suit  you  or  its  costs  and
requirements conflict with the life you want.

Do not continue solely because you have already paid or told others about
your  choice.  Consider  the  remaining  costs  and  benefits,  and  how you
could use what you have already learnt. Equally, do not abandon a suitable
goal because of the difficulties normally expected at the beginning.

Explain the decision: what did you learn, and how does it change the next
step?

Career Option Test Card
Use worksheet A5 in Appendix A to record an important experiment, and
repeat it as necessary. Avoid scores that imply a precise percentage of suit­
ability. Record what you have learnt and decided rather than presenting a
psychological verdict.

Card 3 Testing a Career Option

What to record What it explains

Option being tested Profession, role, qualification pathway or working
arrangement under consideration.

Decisive question Which uncertainty might change my decision?

Experiment or
verification

What I will do, with whom, and within which
time, cost and responsibility limits.

Decision criteria in
advance

Evidence for proceeding, adjusting, postponing or
excluding, specified before testing.

What actually
happened

Work completed, feedback received and
information verified.
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What to record What it explains

Limits of the finding What was not tested and what cannot properly be
inferred.

Decision and next
step

Proceed, adjust, postpone or exclude, explaining
why and what follows.

Keep copies of the work and feedback where permitted, rather than relying
only on a general impression. These records can help you learn and plan,
but you should not present an exploratory exercise as an accredited profes­
sional assessment unless it is one.

If a major question remains unanswered, identify another test. You may
need another organisation, a more realistic task or an official answer that a
practitioner or trainer is not authorised to give.

From Testing a Choice to Building the Path
We began with a provisional goal, examined requirements and now have
evidence about suitability and access.

You may retain the goal, adjust its scope or choose another route. You now
rely on more than an attractive title, available programme or another per­
son’s experience.

Testing continues as new information and opportunities emerge. You nev­
ertheless have a firmer basis for planning.

Chapter 9 brings this work together within the original six-step method:
define the career goal, identify its requirements and your present capabili­
ties, determine what still needs to be completed, map your development
path, and review it as circumstances change.
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C H A P T E R  9

Plan Your Career Path
in Six Steps

You may gain a qualification, master an advanced tool and move to a
better  job,  only  to  find years  later  that  these  choices  did little  to
bring you closer to your intended work.

The learning was useful and income may have improved, but the choices
did not form a clear route towards your goal.

Career planning connects where you want to go with what you need to
acquire along the way. It arranges learning, experience and transitions to
suit your circumstances, while leaving room for review. This is what distin­
guishes it from developing isolated capabilities.

We now combine the provisional goal, requirements and option tests from
earlier chapters into one method: what comes first, what follows and how
to monitor progress.

The method first appeared in  How to Plan Your Career Path. Its six con­
nected steps begin with defining a goal and end with monitoring changes,
evaluation and adjustment. The table summarises each step’s purpose and
suggested practical output.24
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Table 1 The Six Steps and Their Outputs

Step Output

1. Define your career goal A clear direction specifying the role or
work you want to practise.

2. Identify required
professional and managerial
capability

A documented account of qualifications,
experience, skills and associated conditions
of practice.

3. Identify your existing
capabilities

A picture of relevant requirements already
met and what you can demonstrate.

4. Identify the requirements
for closing the gaps

Missing elements and chosen ways to
complete them, beyond merely listing
deficiencies.

5. Define your professional
development path

Connected learning, practice and transition
stages suited to time and resources.

6. Monitor changes, evaluate
and adjust

Review of progress and circumstances,
with decisions to continue or amend parts
of the plan.

We will use the records you have already prepared, focusing on how they
connect rather than repeating every earlier discussion. Layla’s hypothetical
case continues here, before the next chapter presents fuller examples of dif­
ferent starting points and goals.
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Figure 13 The Six Steps in One Cycle

Step Six returns you to whichever step has an output that needs adjusting,
rather than necessarily to the beginning.
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Professional
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6
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Six connected steps
Review returns you to the

output that needs adjusting.
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Step One: Define Your Career Goal
Review your goal card in light of what you learnt from researching the
requirements and testing your options.

Does  it  still  suit  you? Is  the  role  clearer?  Have expectations  of  time or
working environment changed?

An initial interest in strategy may become a preference for analysis and per­
formance monitoring rather than organisational leadership. An intended
independent practice may give way to gaining broader experience within
an established organisation first.

Write the goal on which this plan will rest, distinguishing it from longer-
term ambition.

Layla’s goal for this stage remains a move from administrative coordination
to a Strategy Analyst role in a service organisation. She wants to keep her
income while qualifying and would prefer an internal move if a suitable
opening arises, without assuming a vacancy will exist.

This differs from ‘obtaining a master’s degree’, a possible educational goal,
and ‘becoming a strategy manager’, perhaps a later ambition. The present
plan needs a nearer destination whose requirements can be defined and
pursued.

Do not wait for every doubt to disappear. Give clear reasons and record
what  still  needs  checking.  Prioritise  questions  capable  of  changing  the
entire goal before major commitments; do not let details resolvable along
the way block all action.

The output is a specific goal you are willing to pursue, with reasons
for choosing it and possible grounds for reviewing it.
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Step Two: Identify Required 
Professional and Managerial Capability
The original method considers three components of required capability:
qualifications, experience and skills.  The aim is to identify what helps a
person perform the role with mastery and distinction, rather than stop­
ping at a qualification name or job title.24

Return to your  Chapter 7 requirements card and examine these compo­
nents through the actual work.

Figure 14 Professional Development Paths

Learning, practice and evidence support the intended role. Growth can be
specialist or managerial; qualification titles alone do not determine it.

Required
capability

Specialist depth
Deeper expertise within a field

Managerial responsibility
Lead and coordinate
as the role requires

Qualifications Experience Skills
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For qualifications,  identify  what  your chosen pathway requires  and the
knowledge you need behind the qualification. For experience, specify the
work you should  have  practised  and your  level  of  responsibility,  rather
than simply the years of service. For skills, describe what you must be able
to do and the degree of autonomy or supervision required.

If  your goal  includes  leading a  team or  activity,  include the  managerial
capabilities it requires. Technical mastery does not automatically prepare
you to manage other practitioners.  Equally,  do not impose every senior
management requirement on an entry-level role.

To keep the list practical, distinguish what is required for qualification and
practice, what you need to perform well, and what would improve your fit
for a particular opportunity or support later growth.

Important knowledge may require no separate certificate. An employer’s
sector-experience requirement  may  not  be  a  national  rule.  Additional
learning for a distant ambition may not be necessary for the current move.

Keep these distinct so that planning does not become a race to collect every
possible qualification.

Retain each accepted pathway’s conditions. Do not combine alternative
qualifications as if all were compulsory, or assemble fragments of different
pathways into an unaccepted pathway.

In Layla’s case, the Strategy Analyst standard describes analytical support,
handling data, monitoring performance indicators, preparing preliminary
reports and monitoring initiatives, alongside ethics, communication and
professional  development.  These are more useful  areas  to examine than
‘studying strategy’. [2, p. 3]

The  university  pathway  in  the  version  used  lists  a  bachelor’s  degree  in
business  administration among its  specialisms,  provides  for  competence
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assessment  where  required,  and  does  not  require  previous  professional
experience for initial licensing. Layla therefore treats a master’s degree and
additional experience as development options or requirements of particu­
lar  employers,  rather  than  stated  national  conditions  for  this  role.  She
must still verify how the pathway applies to her qualification and circum­
stances,  and  understand  the  expectations  of  employers  she  hopes  to
approach. [2, p. 3]

Do not let  licensing conditions alone mark the limit  of  your ambition.
Where they apply, they are part of the route; your professional purpose is
to be able to do work that others need, compete for it and sustain it.

The output is a role-related requirements list identifying each
item’s source and whether it is mandatory, performance-related or
specific to an opportunity.

Step Three: Identify Your Existing Capabilities
Did we not do this in Chapter 2?

That  chapter  established  your  general  position  before  choosing  a  goal.
Now examine it against a specific goal: the relevant qualifications, experi­
ence and skills you possess, as the original method’s third step requires.24

Match goal requirements with previous learning, practice and work rather
than rewriting your history.

For  analytical  reporting,  coordinating  reports  between  departments  is
insufficient. What did you personally do: verify data, make comparisons,
write conclusions and explain findings?
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You may possess more capability than your title suggests. Someone with­
out an analytical title may have done substantial analysis. Examine actual
work rather than inferring ability or inability from titles.

Distinguish capability supported by adequate evidence, partial or assisted
performance, requirements confirmed as unmet, and areas not yet tested.
These categories help organise your assessment; they are not official grades
of competence.

A  lack  of  evidence  does  not  automatically  mean  a  lack  of  capability.
Review previous work or perform a task under observation. For a manda­
tory  qualification or  licence,  however,  confidence  in  your  ability  is  not
enough to demonstrate compliance.

Layla has experience coordinating departmental reports, organising work
and following up tasks.  Her experiment showed that she needed to pay
more attention to comparability and data consistency, and that she could
improve her draft after feedback.

This begins an assessment of some of her capabilities; it does not establish
that she meets the whole standard. One task does not necessarily reveal her
ability to monitor initiatives or meet every reporting requirement.

She records the performance she knows about and leaves other areas for
verification.  She  describes  her  qualification  and  years  in  administration
accurately, without claiming duties she has not performed.

The output is a specific picture of your existing capabilities relevant
to the goal, with supporting evidence and the limits of what you
know about them.
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Step Four: Identify the Requirements 
for Closing the Gaps
Place goal requirements beside what you actually possess.

Do more than write ‘improve analysis’ or ‘gain experience’. The original
method requires identifying what will close the gap, including appropriate
qualifications, their conditions, whether you can realistically gain admis­
sion and the alternatives available.24

Diagnosis and treatment are different.

If you lack foundations, you may need structured learning. If you under­
stand the subject in theory but cannot yet apply it, practice and feedback
may help more than further lectures.

When you perform well but lack evidence, first look for acceptable ways to
document and assess your work, rather than relearning everything.

If the obstacle is an unmet formal condition, identify how to satisfy it. If
you lack access to employment or a training placement, do not automati­
cally treat that as a skill deficiency to be remedied by another course.

These situations can overlap without requiring identical solutions.

The  following  partial  comparison  guides  Layla’s  learning  and  practice
rather than providing an official assessment.

One row recommends verification before training. Checking the position
may reveal competence she already has or a learning need that was previ­
ously unclear.
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Table 2 From Requirements to Closing Gaps in Layla’s Case

Requirement Known position What is needed

Suggested
evidence of
progress

Check data
before
comparison

The experiment
revealed
insufficient
attention to
comparability
between periods.

Learn how to check
data, apply the
checks to varied
cases and have the
work reviewed.

Valid
comparisons
whose basis and
limits she can
explain.

Prepare a clear
preliminary
report

Experience
collecting reports,
but limited
experience
preparing
analytical content.

Write practice
reports and revise
after specialist
feedback.

Samples showing
the difference
between first
drafts and
improved work.

Monitor
initiatives

Performance not
yet examined.

Try an appropriate
task or review
relevant past work.

Clearer
assessment of
strengths and
development
needs.

Meet
qualification
requirements
and conditions
of practice

Degree specialism
listed in the
university
pathway;
applicable
procedure
unresolved.

Verify with the
competent
authority, then
complete
confirmed
requirements.

A documented
answer on
eligibility and the
applicable
procedure.

Reach a suitable
role

No promised
internal vacancy.

Investigate internal
and external
opportunities
against capabilities
and circumstances.

Specific
opportunities for
application when
requirements are
met.
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Avoid turning the  comparison into an overall  percentage,  as  in  ‘I  meet
most items, so I am qualified’. A single item may be a mandatory condi­
tion that no other skill can make up for. Optional improvements should
not delay an opportunity whose requirements you meet.

Choose What Addresses the Cause
For new learning, specify what you should be able to do afterwards, then
compare ways to acquire it.

A full qualification may be mandatory or provide the breadth of learning
you need. A targeted programme may address a skill when no particular
qualification is compulsory. Structured practice at work may be an impor­
tant part of the solution.

Begin with the need,  then choose the means.  An attractive programme
should not determine which gap you address.

Use what you learnt while testing options: Can you gain admission? Is the
content appropriate? Is the required practice available? Can you afford the
time and cost?

Specify how you will  know that the learning has helped. Completing a
reporting course alone does not demonstrate reporting competence. Iden­
tify work that can be reviewed or a requirement whose completion can be
verified.

Prioritise Your Needs
You cannot address everything at once. Give priority to barriers to entry
and prerequisites  for  later  learning or  practice.  Then consider  improve­
ments that help you perform better or become more suitable for a particu­
lar opportunity.
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A foundational skill  may be a practical prerequisite for learning a more
advanced  topic,  even  if  it  does  not  appear  in  admission  requirements.
Checking  qualification  recognition  may  matter  more  than  beginning
study whose acceptance is unknown.

Defer distant ambitions’ needs to an appropriate stage. You need not mas­
ter  everything before starting;  know what is  needed now and what can
follow.

The output is a list of what you need to complete: learning, practice, evi­
dence, procedures or a search for an opportunity, with a reason for each. It
is more than a list of course names.

Step Five: Define Your 
Professional Development Path
You know your destination, its requirements, your existing capabilities and
what is missing. Now arrange these into a realistic path you can follow.

The original fifth step distributes  gap-closing requirements across stages
suited to circumstances, resources and needs.24

A list alone does not specify when to learn, where to practise, prerequisites
or how to maintain enough income to continue.

Connect the Stages
Work  backwards  from the  goal  to  its  immediate  prerequisite,  then  ask
what that prerequisite requires. Continue until you reach a step you can
begin from your current position.
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If a role requires particular project experience, how will you access those
projects? Through your current job or an intermediate one? What would
qualify you for that job?

This does not reorder the method. It clarifies relationships between stages
within Step Five.

Some stages must follow one another; others can overlap. You can learn a
concept and apply it under appropriate supervision rather than postpone
all practice. You must still verify whether that practice will count towards a
qualification or licence; including it in your own plan does not make it
accepted.

Elapsed time alone does not complete a stage.  Six months of repetition
may not supply required experience. Link stages to work, responsibilities
and  learning  outcomes  while  respecting  expressly  required  experience
durations.

Combine Learning Work and Income
One person must remain employed while studying; another can study full-
time briefly. Moving to related work may be better than remaining where
new learning cannot be practised.

There is no universal answer, but the plan should explain how you will
support yourself while progressing along the path.

Include  learning  and assessment  fees,  tools,  travel  and  any  income you
would lose by reducing your working hours or leaving a job. Plan around
the time you actually have, rather than time you hope to find.

Full-time  work,  intensive  study  and  family  obligations  do  not  become
compatible through effort alone. You may need a slower pace, another pro­
gramme or deferred lower priorities.
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An interim job may provide  income or  experience  without  being  your
final  goal.  Specify  its  purpose,  intended  outcomes  and  review  point.
Interim work is not inherently a diversion, but without a clear purpose it
may continue for a long time without planned progress.

Estimate Time from Requirements
Describe  near-term  stages  in  more  detail,  while  keeping  distant  ones
broader and more open to revision.

You may be able to determine when a known programme starts and how
much time you will  devote  to  it.  You cannot  set  a  date  for  joining  an
organisation that has not selected you, or guarantee a promotion after a
fixed number of years.

Distinguish the date by which you aim to be ready from the timing of an
opportunity controlled by others.

Do not choose the duration first and compress every requirement into it.
Estimate the time from the learning, experience and procedures required
and the time available, then review it. If the route takes longer than you
can  sustain,  seek  a  suitable  alternative  or  an  interim  goal  rather  than
shorten an essential requirement on paper.

An Illustrative Path for Layla
Suppose Layla sets an initial one-year horizon for improving her readiness
and seeking  a  move  while  remaining  employed.  If  verification  reveals  a
requirement that needs more time, she revises the timetable accordingly.

Layla need not wait until month seven to apply if a suitable opportunity
appears earlier and she qualifies. Nor does month twelve guarantee a move.
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Table 3 An Initial Path for Developing Layla’s Readiness

Planning
period Stage purpose Main activities

Basis for the next
step

Month 1 Confirm route
requirements and
missing elements.

Verify the applicable
pathway, complete
capability review and
arrange suitable
learning and practice.

Clear requirements
and a judgement of
whether they are
feasible within her
time and resources.

Months 2–3 Address core data
and reporting
gaps.

Targeted learning,
limited applications
and specialist review;
continue checking
opportunities.

Demonstrable
improvement in
new work, beyond
course completion.

Months 4–6 Extend practice
and demonstrate
performance in
connected tasks.

Appropriate
authorised, supervised
work; document
contribution and
learning; complete
confirmed procedures.

Known
capabilities,
remaining
requirements and
readiness for
specific
opportunities.

Months 7–12 Pursue transition
and adjust to
opportunities.

Apply for roles whose
conditions are met, use
feedback and continue
developing without
abandoning present
income on uncertain
expectations.

A suitable
opportunity, a
defined remaining
need or a decision
to revise route or
duration.

The stages combine verification, learning, practice, evidence and opportu­
nity searches. These support rather than replace one another.
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After entering the role, she may deepen her expertise and consider a higher
or  related  role.  She  does  not  need  to  decide  now  which  year  she  will
become a strategy manager or head of strategy. That can be considered as
her practice develops and her preferences become clearer.

Keep an Alternative for a Likely Obstacle
You need not prepare ten plans, but know what to do if a critical element
stalls.

What accepted alternative exists if internal practice is unavailable? If inten­
sive  study  is  unmanageable,  is  another  route  possible?  If  transition  is
delayed, how can development continue without exhausting resources?

Choose an alternative that addresses a specific obstacle, rather than a new
profession for every possibility.  You may be able to keep the goal  while
changing the provider, timing or learning method.

An occupational map is not your promotion timetable. It shows possible
roles and moves that depend on requirements and opportunities.  Even
moving  between  roles  at  the  same  level  requires  you  to  meet  the
requirements of the new role. [2, p. 4]

The output is a path showing what you will develop at each stage,
what you need to implement it and how you will know you are
ready for the next stage.

Step Six: Monitor Changes, Evaluate and Adjust
Review appears last in the explanation but begins with implementation
and continues throughout.
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The original method calls for monitoring internal and external changes,
evaluating the path, performance and realism of the plan, and adjusting
the goal or route accordingly. Review is part of planning, not merely an
emergency response when it fails.24

Set appropriate regular reviews, perhaps every three months, with earlier
review after significant changes. This suggested frequency can vary with
route length and stage.

Review three connected matters, beyond whether you completed the writ­
ten tasks.

What did you complete? Learning, tasks, responses received, assessments
or documents? This checks your activities and commitments.

What can you now do? Can you perform work you could not do before?
Has the quality of your performance improved? Can you explain the result
and demonstrate it in another task? This examines the effect on your capa­
bility, rather than the number of courses completed.

What  has  changed in  your  opportunities  and circumstances?  Are  there
new openings, role requirements or tools? Do your time and resources still
support the plan, and does the goal still reflect what you want?

You may have completed a programme while still struggling to apply what
you learnt.  Simply  marking it  ‘complete’  is  not  enough.  Your readiness
may also improve without a vacancy appearing; that does not automati­
cally call for another qualification you do not need.

Address the Cause as Well as the Symptom
Suppose that after month three, Layla’s comparisons and reporting have
improved but her reviewer is no longer available.
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Pushing the timetable back by a month does not replace an important part
of her learning and practice.

She  needs  to  find  alternative  supervision  or  arrange  work  that  can  be
reviewed in another way. If she cannot, she should reassess the next stage,
rather than record experience she has not gained or treat more course con­
tent as a full substitute.

If a suitable role appears earlier and Layla meets its conditions, she need
not  wait.  She  can  reorganise  the  plan  around  that  opportunity  while
retaining the development she will need after moving.

If broader practice reveals a preference for project monitoring rather than
strategic  analysis,  reconsider  the  goal.  Renaming  courses  is  insufficient:
examine the new role and requirements and compare afresh.

Review  takes  you  back  to  whichever  element  needs  revision:  the  goal,
requirements,  assessment  of  your  capabilities,  ways  of  meeting  require­
ments or sequence of stages.

Difficulty does not always mean a wrong goal; nor should every goal sur­
vive  contrary  evidence.  Base  decisions  on learning,  remaining costs  and
attainable options.

After each review, record what changed, your decision, the reasons for it
and the next review date. Otherwise, the written plan may describe a route
you no longer follow.

What Does the Completed Plan Look Like?
A concise plan supported by evidence is  sufficient.  You do not need to
reproduce standards and job descriptions. Use worksheets  A6 and  A7 in
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Appendix A, then summarise the plan in the combined template after the
conclusion.

Begin  with  your  present  goal,  show its  requirements  and  your  existing
capabilities, and specify how you will fill the gaps. Arrange the stages of
learning, practice and transition, then finish with review dates and possible
adjustments.

For each activity, ask which gap it addresses and what it enables afterwards.

Without a clear connection, an activity may be useful but not a priority. If
one stage cannot lead to the next,  a  qualification,  practice opportunity,
resource or outside decision may be missing.

Include actions you can take,  rather than only actions you hope others
will  take.  ‘Obtain  a  good  job’  is  a  desired  result.  Researching  suitable
opportunities, meeting requirements, providing evidence of capability and
applying are activities you can organise and monitor.

Completing  activities  is  not  the  whole  purpose.  You want  to  use  your
capabilities in valuable work and move towards your goal. If many com­
pleted activities bring no improvement in capability or access to opportu­
nities, review the plan.

One Method and Different Paths
These steps can serve a school-leaver, a university graduate completing pro­
fessional  requirements,  a  practitioner  demonstrating  experience  or  an
employee planning a change of specialism.

Starting  requirements,  routes,  duration  and  intermediate  opportunities
differ. Destinations may be employment, deeper specialisation or indepen­
dent work. The method does not prescribe one route or title.
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The previous book likewise emphasised that paths differ with goals, capa­
bilities, circumstances and markets; no one route is right for everyone.24

What unites these cases is a clear connection between the goal, its require­
ments, present capabilities, what still needs to be completed and ongoing
review.

A good plan helps you identify the next step, why it matters and
what you will learn before choosing what follows, rather than
writing the whole future in advance.

Chapter  10 applies  the  six  steps  to  varied  cases,  showing how different
starting points change routes and how to compare pathways without los­
ing the goal or ignoring reality.
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C H A P T E R  1 0

Examples and Applications

Five people begin from different positions: a qualification that needs
practical application, experience that is partly transferable, an alter­
native professional pathway, years of practice that need supporting
evidence, and technical work requiring a gradual transition under
supervision. We examine how the six steps help each person make a
suitable choice.

Should all five take the same programme and expect the same result?

The steps show why not. Goals determine needs, existing capabilities reveal
gaps,  and circumstances  affect  how and when those  gaps  can be  filled.
Wanting the same profession as someone else does not mean you can copy
their plan.

In How to Plan Your Career Path, I presented four kinds of case: advancing
within one’s  university specialism, changing specialism, being unable to
complete university, and planning after years of work. We retain this variety
while rebuilding examples around competence, qualification and practice
pathways, including professional pathways for non-university entrants.24

These are hypothetical teaching cases. The qualification conditions repre­
sent my reading of the reference versions cited. The periods suggested are
planning tools, not official timetables or promised outcomes.
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We begin  with  roles  having  detailed  reference  standards,  then  consider
technical  work  through  its  description  and  workplace  procedures.  The
purpose is learning to plan in varied circumstances.

Example One: Fatima Moves 
from a Degree into Practice
Fatima has completed a bachelor’s degree in accounting and wants relevant
work. Her academic knowledge is sound, but her brief training in review­
ing invoices and recording transactions did not cover the full accounting
cycle.

Unable to find the opportunity she wants, she considers a master’s degree.
She also needs an income and cannot devote further years to study without
understanding how it would help her.

Before choosing study, we return to Step One.

1. Define Your Career Goal
Fatima’s current goal is not ‘obtaining a higher qualification’, but to work
as  an  accountant  who  can  carry  out  the  accounting  cycle  and  prepare
reports  within the  role’s  responsibilities.  She  may specialise  in  financial
reporting later.

A master’s degree remains a possibility for later. The immediate question is
what  will  enable  her  to  enter  the  role  and  perform  to  the  required
standard.

A later ambition may require broader study, but the present plan should
not try to carry every future need at once.
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2. Identify Required Professional and Managerial Capability
She  reads  the  reference  Omani  Level  5  Accountant  standard.  It  covers
transaction analysis and treatment, adjustments and closing, and prepara­
tion of financial statements, with responsibility for accuracy and clear lim­
its of authority. This is broader than entering information into accounting
software. [3, pp. 2, 4, 6]

The university pathway adds a specified international financial reporting
qualification to the relevant degree. The listed options for this qualification
include  the  Certificate  in  International  Financial  Reporting  (CertIFR),
awarded by the Association of Chartered Certified Accountants (ACCA).
She does not need every listed option; it is enough to meet the pathway that
applies to her, following its procedures. [3, p. 3]

To perform well, she needs to apply accounting knowledge, check docu­
ments  and  balances,  and  prepare  understandable  reports.  She  defers
advanced management qualifications because she is not yet aiming to man­
age a finance department.

3. Identify Your Existing Capabilities
Her university work and training show accounting foundations and basic
spreadsheet  skills.  She  still  needs  practice  in  connecting  transactions  to
financial statements.

Her CV overstates some experience: ‘report preparation’ meant collecting
data reviewed by others.

This experience remains useful, but she needs to describe it accurately. It
does not yet demonstrate that she can prepare and check reports.

She records that the acceptance of her degree needs verification and that
she does not yet hold the additional specialist qualification.
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4. Identify the Requirements for Closing the Gaps
Different gaps need different responses.

Table 4 Meeting Fatima’s Requirements

Missing element Appropriate response in this case

Specialist qualification in the
pathway

Choose an accepted alternative after
checking its requirements and fit.

Limited practice in adjustments,
closing and preparing statements

Connected exercises followed by
structured practice and specialist
review.

Limited spreadsheet use Learn relevant functions and apply
them to training data.

Difficulty explaining results Prepare and discuss short reports,
revising after feedback.

Unclear entry opportunities Find employers and roles accepting her
present level or providing appropriate
training.

Suppose  she  selects  CertIFR after  comparing  the  alternatives.  ACCA
describes it as an introduction to international financial reporting and rec­
ommends a relevant educational or professional background. Candidates
can  take  the  course  with  assessment  or  the  assessment  alone.  Fatima
chooses according to what she needs to learn, while distinguishing course
attendance from the award of the qualification.37,38

The specialist qualification addresses part of the need; it does not replace
practical development or constitute the whole plan.
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5. Define Your Professional Development Path
Fatima sets an initial review point at six months to assess her progress.

She  verifies  the  route,  selects  suitable  learning  and  budgets  time  and
money. Study and application run alongside a search for structured train­
ing or suitable work whose conditions she meets.

An integrated accounting case helps her connect documents, transactions,
adjustments, closing and reports, rather than study each in isolation.

Temporary administrative work may fund progress without being a diver­
sion. She assigns it a clear income purpose while retaining time for qualifi­
cation  and  applications.  If  it  absorbs  all  available  time,  she  revises the
plan’s pace.

She  applies  when  necessary  conditions  are  met,  without  automatically
waiting  six  months.  A  suitable  opportunity  may  arrive  earlier  or  take
longer.

Financial reporting specialisation remains a later goal whose requirements
she explores after broader practice.

6. Monitor Changes, Evaluate and Adjust
Suppose she completes the specialist qualification but an employer’s prac­
tical exercise reveals difficulty reconciling an account balance with support­
ing documents.

This reveals a problem in applying and checking her knowledge; it does
not automatically mean she needs another certificate. She practises the spe­
cific task and asks for a review of new work.

If the problem is a shortage of opportunities she can access, rather than her
performance,  she  broadens her  search across  employers  and sectors  and

Chapter 10: Examples and Applications More Than a Job

161



improves how she presents her capabilities.  More study is not the auto­
matic answer to a lack of vacancies.

Fatima learns that her next step is determined not by qualification
level alone, but by what is preventing her from doing the work
she wants.

Example Two: Salim Changes Specialism 
while Building on Experience
Salim has six years of experience as an engineer in manufacturing, where he
has helped estimate project requirements, compare equipment offers and
monitor some costs.

He increasingly wants to understand financial decisions: why is one invest­
ment  chosen  over  another,  and  how  do  a  project’s  cost  and  expected
returns affect the decision?

He wants to move into corporate finance but fears losing the value of his
studies and experience and having to start from zero. His commitments do
not allow a large, sudden reduction in income.

1. Define Your Career Goal
After exploring the work and trying a practice task, he aims for a Corpo­
rate Finance Analyst role, preferably in manufacturing where his project
knowledge can help.

He  does  not  initially  target  Finance  Director;  current  experience  alone
does not qualify him to lead finance. He retains longer-term analytical and
investment ambitions if practice confirms suitability.
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His engineering background helps  him choose  a  working environment,
but  does  not  establish  that  he  meets  all  the  requirements  of  the  new
profession.

2. Identify Required Professional and Managerial Capability
The Level  5  Corporate  Finance  Analyst  standard  covers  basic  financial
models, investment appraisal support and valuation inputs under techni­
cal supervision. It does not authorise independent approval of valuations
or major decisions. [26, p. 2]

Engineering is not among the specialisms named in the academic pathway.
Having a degree does not, by itself, establish that he will be accepted.

The professional pathway begins with the General Education Diploma or
equivalent and includes alternatives such as passing Level I of the Char­
tered Financial Analyst (CFA) Program. Being unable to use the academic
pathway does not rule out the professional pathway. [26, pp. 2–3]

Suppose he explores this option. He checks the awarding body’s own condi­
tions, not only the local standard: CFA Institute accepts a bachelor’s degree
as one way to meet the CFA Program’s educational eligibility requirements;
registration, identification, language and other conditions also apply. The
programme’s requirements and local professional  requirements must each
be met.39

3. Identify Your Existing Capabilities
Salim understands equipment and operating costs, has experience gather­
ing  technical  information  and  discussing  matters  with  suppliers,  and
works well with numbers.

These strengths do not demonstrate that he can build integrated financial
models, analyse financial statements or understand the effects of financing.
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He separates existing capability from new learning needs.

Table 5 What Salim’s Experience Supports
and What It Does Not Establish on Its Own

Existing
experience Foundation to build on

What this alone does
not establish

Industrial projects Understanding technical
and operational
assumptions.

Independent financial
valuation capability.

Equipment cost
comparisons

Organising alternatives
and checking some
inputs.

Knowledge of all cash-
flow and financing
components.

Spreadsheet use Readiness to learn
financial modelling.

Building and checking
a correct model.

Technical team
communication

Gathering information
and explaining needs.

Interpreting financial
results for
management.

This  recognises  the value of  his  experience while  making clear  where it
helps and where he needs to develop new capability.

4. Identify the Requirements for Closing the Gaps
Salim builds accounting and finance foundations before modelling projects
related to his experience.

Passing examinations is not the only goal. The standard requires practical
models and outputs for review. He needs to apply what he learns under
specialist supervision and explain the assumptions and results, rather than
simply fill in templates. [26, pp. 3, 5–6]
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His plan also allows for the CFA Program’s Practical Skills Module, which,
as specified by the awarding body, must be completed to receive examina­
tion  results.  Completing  it  does  not  demonstrate  every  competency
required by the local role.40

He describes achievement accurately: ‘Passed CFA Program Level I’, rather
than claiming the CFA qualification or placing the designation after his
name. Passing one level does not confer full professional status under CFA
Institute guidance.41

5. Define Your Professional Development Path
Salim connects learning, practice and transition. He does not need to fin­
ish one completely before beginning another.

Table 6 Suggested Stages for Salim

Stage Intended work
Condition for
progression

Confirm the
route

Verify eligibility, compare
qualification alternatives
and test time and cost.

A route he can complete,
rather than simply enrol
in.

Build
foundations
and apply them

Study required content,
prepare practice models
and review them.

Explain models and
identify basic errors.

Move closer to
practice

Take part in suitable tasks
within permitted authority
and complete qualification
requirements.

Evidence of capability
and compliance with 
target-role conditions.
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Stage Intended work
Condition for
progression

Transition Seek an internal or external
corporate finance role.

Responsibilities, income
and supervision suited to
his circumstances.

Later
progression

Gain actual experience,
then examine higher-role
requirements.

Meeting the new role’s
requirements, not
merely the passage of
time.

Salim first  explores structured collaboration with his  employer’s  finance
team, so that he can preserve his income while learning the work. He can­
not assume that this will be available. If it is not, he needs a clear alternative
for gaining practical experience before moving.

For the Senior Corporate Finance Analyst role,  he consults the relevant
standard. Its professional pathway specifies three elements: a Level 5 Cor­
porate  Finance  Analyst  licence  or  a  recognised  equivalent  qualification
foundation; a specialist  qualification chosen from the listed alternatives,
which include passing CFA Program Level II; and at least three years of
relevant Level 5 or equivalent experience. His years in engineering do not
automatically replace that experience; he needs to examine what he did and
whether it will be accepted. [27, p. 3]

6. Monitor Changes, Evaluate and Adjust
Through practice, he may discover that he enjoys the economics of indus­
trial projects without wanting to leave the technical environment.

He may then seek roles combining technical knowledge and financial anal­
ysis rather than any available finance job.
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If an offer would require a drop in income he cannot afford, accepting it is
not proof of courage, nor is declining it proof of weak ambition. He com­
pares alternatives and may continue developing from his present position
until a better move becomes possible.

His previous experience retains its value, even though it does not
automatically qualify him for the new profession. It helps him
choose a route and identify where his background can be useful.

Example Three: Maha Takes 
a Professional Pathway without a Degree
Maha completed the General  Education Diploma but financial  circum­
stances  prevented  university.  She  helps  organise  activities  and  maintain
simple data, enjoying spreadsheets and comparing results.

She had assumed that her only choices were work with little prospect of
advancement or waiting until she could attend university. She then discov­
ered a professional pathway to the Strategy Analyst role.

This gives her an option worth exploring. It does not mean that the route
is short or easy, or that she can complete it by paying fees alone.

1. Define Your Career Goal
Maha’s goal is to qualify for an entry-level Strategy Analyst role involving
data, reporting and performance monitoring.

She chooses after practitioner conversations and a data-summary exercise,
rather than simply because a programme accepts non-graduates. The work
seems worth further learning.
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Senior strategic management remains a distant possibility rather than her
starting measure of success.

2. Identify Required Professional and Managerial Capability
The reference Strategy Analyst standard’s professional pathway combines
the General Education Diploma with the CMI Level 5 Diploma in Man­
agement and Leadership, its strategic pathway and six specified units. Pre­
vious  professional  experience is  not  required for  initial  licensing in this
version. [2, p. 3]

A bachelor’s degree is not required in this route, but the approved diploma
and specified units are. An attendance certificate or smaller qualification
cannot substitute. CMI’s Certificate, Diploma and Extended Diploma at
this level are distinct qualifications, not different names for one product.42

Maha  separates  professional  requirements  from  programme  admission,
asking the approved centre about eligibility, learning, assessment and prac­
tical assignments. The absence of a prior-experience requirement for initial
licensing does not by itself establish her readiness for study.

3. Identify Your Existing Capabilities
She has the General Education Diploma, basic skills in organising data and
a willingness to learn. She does not yet have experience in organisational
planning or an understanding of how to develop indicators or use infor­
mation in operational planning.

Suppose a readiness review shows that she needs to strengthen her profes­
sional  writing  and  spreadsheet  skills  before  taking  on  more  complex
projects.

These do not exclude her from the profession. They add time and cost to
the route.
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She  must  contribute  to  family  expenses.  She  cannot  build  a  plan  that
assumes full-time study unless it is actually feasible for her.

4. Identify the Requirements for Closing the Gaps
Maha identifies three areas she needs to complete.

First, she needs to be ready to learn, with skills in writing, practical numer­
acy and the use of basic tools. Second, she needs to complete the required
qualification, its content and assessments. Third, she needs to apply what
she learns in tasks resembling the role’s work.

Readiness is a practical issue. If she struggles to understand instructions or
write reports,  an intensive programme may be unmanageable for her at
present.

Suppose she sets aside a preparatory period to improve these areas, after
which the centre reviews her readiness to enrol. This arrangement belongs
to our hypothetical case; it is not an additional condition in the national
standard.

From the  outset,  she  looks  for  suitable  ways  to  apply  what  she  learns,
through structured educational projects or permitted training. She does
not call  volunteering or simple assistance ‘strategic experience’  until  she
has examined what she actually did.

5. Define Your Professional Development Path
Maha wants to understand the overall path without assigning a fixed age to
every promotion.
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Table 7 Suggested Stages for Maha

Stage Purpose What to verify

Before
enrolment

Readiness and
appropriate programme
choice.

Admission, required
units, assessment, cost and
time.

During
qualification

Build and apply
knowledge in connected
work.

Reporting and analytical
quality, and performance
without excessive
assistance.

After
completing
requirements

Apply through
applicable licensing
procedures and seek an
entry opportunity.

Actual compliance;
distinguish qualification,
licence and appointment.

After entering
practice

Broaden experience and
choose growth direction.

Tasks, supervision,
learning and later
opportunities.

She agrees with her family on study time she can sustain. Necessary paid
work affects the pace of study, so her timetable cannot assume uninter­
rupted intensive work and study throughout the week.

While learning, she begins to explore suitable employers and roles, without
claiming that she has met requirements she has not yet completed.

She examines progression stage by stage. The reference standard shows a
route to Senior Strategy Analyst and then to management and leadership
roles, as well as lateral moves once their requirements are met. These possi­
bilities will help when she reviews her future direction. [2, p. 4]
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The reference Strategy Manager standard provides a CMI Level 7 Diploma
pathway with a specified route and units, plus at least five years of relevant
strategic experience. [43, pp. 3–4]

6. Monitor Changes, Evaluate and Adjust
If learning progresses but application proves harder, she reviews her meth­
ods of learning and practice before further commitment. Completing the
qualification’s units is not enough if she cannot put what she has learnt
into practice.

If she finds it difficult to interpret information and draw conclusions, she
needs to strengthen those skills and apply them again. A course in presen­
tation design alone will not solve the problem.

If opportunities to enter the profession prove harder to find than expected
after qualifying, she should review the employers she is targeting, the work
she can demonstrate and the actual job conditions. Recognition of a path­
way does not oblige employers to hire.

Later university study may serve a new goal without rejecting the profes­
sional pathway. Nor is a bachelor’s necessary merely because others began
with one.

The professional pathway is a route to learning, practice and
advancement, rather than an inferior substitute for one supposedly
universal path.

Example Four: Nasir Rebuilds 
His Path after Years of Work
Nasir is forty-seven, holds the General Education Diploma and has eigh­
teen years of accounting experience. He knows how his employer works
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and handles parts of transaction recording, adjustments and closing, but
has not deliberately planned his development.

Licensing requirements make him fear starting university from the begin­
ning. He also worries that experience valued only by his present manager
leaves few secure external options.

We begin with his goal and actual work, rather than age or absence of a
degree.

1. Define Your Career Goal
Nasir wants to strengthen his ability to perform the full Accountant role,
demonstrate competence and meet the conditions of practice. These will
support his ability to continue working, advance or move to another role.

A licence is part of this, alongside making experience understandable and
useful beyond his employer’s specific procedures.

He need not become Finance Director for planning to matter. Good spe­
cialisation and stability may suit him better than unwanted management.

2. Identify Required Professional and Managerial Capability
He reads the same Accountant standard as Fatima. Long experience does
not  reduce  performance  requirements,  but  the  applicable  qualification
pathway may differ.

The reference standard offers those already practising when the system is
implemented  a  transitional  competence  test.  Passing  it  leads  to  a  full
licence without another qualification. [3, p. 3]

For  this  example,  assume  the  authority  confirms  Nasir’s  existing-
practitioner status and eligibility. Service length alone does not establish
this, and the transitional pathway does not extend to first-time entrants.
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He therefore begins by understanding the assessment and identifying the
capabilities he has and those he lacks, rather than automatically enrolling
for a bachelor’s degree.

3. Identify Your Existing Capabilities
He gathers accurate descriptions of his work, samples he is permitted to
use  while  protecting  confidential  information,  and  evidence  of  his
responsibility for that work.

He distinguishes work he prepared himself from work reviewed or approved
by others. Collecting data for financial statements does not justify claiming
that he prepared statements that another accountant produced.

Review reveals strengths in adjustments and monitoring balances. It also
shows that his knowledge of some accounting treatments is tied to estab­
lished company practice,  and that  he  needs  to  explain  their  underlying
basis more fully.

Experience with only one system does not invalidate his expertise, but it
matters when he considers other opportunities.

4. Identify the Requirements for Closing the Gaps
Despite sharing a target role, Nasir and Fatima have different needs.

Nasir chooses learning targeted at the gaps identified and applies it to cases
that do not simply repeat his employer’s work. He asks for a review that
shows whether he can explain the accounting treatment and make appro­
priate decisions within the limits of his role.

Chapter 10: Examples and Applications More Than a Job

173



Table 8 One Goal and Two Starting Points

Aspect Fatima in Example One Nasir in This Example

Chosen
route

University pathway plus
the required specialist
qualification.

Transitional competence
assessment, after eligibility
confirmation.

Strength Relatively recent academic
foundations.

Long practice in defined work.

Main need Broader application that
connects the parts of the
accounting cycle.

Check the breadth of
competence, address gaps and
demonstrate performance.

Mistake to
avoid

Assuming a degree proves
every practical capability.

Assuming years of service
prove that all requirements are
met.

He considers additional qualifications in relation to a future goal, rather
than assuming they are mandatory for the present assessment route.

5. Define Your Professional Development Path
He first verifies applicable dates and procedures, arranging learning, practice
and assessment around them while preserving income and responsibilities.

Suppose he begins with a period of review and targeted learning alongside
his work, followed by a readiness check. There is no universal duration:
some gaps may be small, while others take longer to address.

He does more than memorise likely questions. He aims to perform and
explain the work across different cases, rather than pass a test of familiar
tasks without understanding them.
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After meeting conditions of practice, development continues through sys­
tems, documented achievements, broader work and continuing professional
development.  The  Accountant  standard  requires  ongoing  development,
with hours and activities determined by the competent authority. [3, p. 3]

A personal licence does not automatically make independent services or an
office a viable addition to his plan. As Chapter 5 explained, he must sepa­
rately investigate their requirements and viability.

6. Monitor Changes, Evaluate and Adjust
Suppose post-learning review shows better reporting but difficulty with an
unfamiliar case.

This does not erase eighteen years’ experience. He identifies and addresses
the need the case revealed, then follows the competent authority’s proce­
dures on assessment, dates and the options available to him.

He does not assume that postponement, reassessment or continuation of a
temporary status are automatic rights; he bases his decision on the proce­
dure that applies to him.

We do not assume the assessment outcome before the requirements are
completed. Nasir now understands what he needs to complete, instead of
responding with general fear or confidence that has not been tested.

Example Five: Ali Moves from 
Equipment Operation to Industrial Maintenance
Ali operates a production line and holds a technical operations qualifica­
tion.  He  recognises  equipment  sounds  and  performance  changes  and
wants maintenance work.  He can study three hours weekly but cannot
afford a long programme and knows no expert to shadow outside work.
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Assume his workplace provides the job description for its Assistant Main­
tenance  Technician  role,  together  with  training  and  safety  procedures.
These are organisational requirements in the example; we do not present
them as a national standard.

1. Define Your Career Goal
Ali’s immediate goal is to perform the preventive maintenance tasks per­
mitted for an assistant technician, under the maintenance supervisor. He
postpones complex fault diagnosis and independent work until he under­
stands the requirements and gains the necessary practical experience.

2. Identify Required Professional and Managerial Capability
He reads the job description, equipment instructions and workplace pro­
cedure.  He  needs  to  understand  the  maintenance  plan,  read  operating
data, record observations and use specified tools within his authority. He
asks  what  training,  assessment  and  authorisation  are  required  before
touching equipment or performing any task.

He distinguishes reading from observation,  practice and verified perfor­
mance. Energy isolation and work on hazardous components remain the
responsibility  of  authorised  personnel;  they  are  not  opportunities  for
unsupervised learning during shutdowns.

3. Identify Your Existing Capabilities
He understands how the production line behaves and can read and record
its indicators. His ability to read maintenance diagrams and use mainte­
nance  tools  has  not  been  tested.  He  records  evidence  of  his  operating
knowledge and leaves those maintenance skills as ‘not assessed’, rather than
treating a lack of assessment as a lack of ability.
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4. Identify the Requirements for Closing the Gaps
He begins with available material from the equipment manufacturer, then
requests  review  of  a  practice  maintenance  log  prepared  using  non-
confidential data.  He  next  needs  an  opportunity  at  the  workplace  to
observe a  permitted task and then perform it  with the supervision and
authorisation required there. He does not buy a course in the hope that it
will automatically grant this authority.

5. Define Your Professional Development Path
During the first four weeks, he studies equipment documents and prepares
a practice log. He asks the maintenance supervisor for twenty minutes to
review the log, rather than for open-ended mentoring that would be hard
to commit to. If workplace training is possible, the supervisor specifies the
tasks, observation and acceptance criteria beforehand.

If such training is unavailable, he continues learning in safe ways and seeks
assistant work or structured training elsewhere, comparing costs and con­
ditions. He records the lack of access to practice as an obstacle rather than
counting study time as experience.

6. Monitor Changes, Evaluate and Adjust
After four weeks,  he can explain log sections and relate observations to
instructions,  but  practice  remains  unavailable.  He  records  knowledge
progress and keeps practical tasks ‘not assessed’, reviewing training oppor­
tunities monthly while retaining income.

Despite his effort, the move may be delayed. He now understands which
actions he can take and which depend on an opportunity, permission or
assessment. He can make more precise, less costly requests without claim­
ing experience he has not gained.
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What Changed between Cases?
The same steps produced different useful first actions.

Fatima needed the specialist qualification and practical application; Salim
needed new knowledge while drawing on transferable experience;  Maha
needed a complete professional pathway; Nasir needed assessment of his
experience; and Ali needed safe, gradual practice that theory alone could
not replace.

These differences do not rank people. Suitable plans begin with individu­
als, goals and requirements rather than one programme for everyone.

What needs attention may be knowledge to develop, an ability to demon­
strate, a procedure to complete or the absence of suitable opportunities in
the market. Each calls for a different response. This makes the plan per­
sonal even when the steps are the same.

Calling everything ‘development needs’ may lead to years of useful courses
that fail to address the actual next-step obstacle.

To use these examples in your own profession, do not start by
copying Fatima’s qualification, Maha’s plan or Nasir’s experience.
Start by describing the work you want, then ask what it requires
and what you already have.

You  may  work  in  energy,  manufacturing,  logistics,  a  technical  trade,
healthcare, design or independent services, rather than accounting, finance
or strategy. Each role has its own conditions.

Transfer the planning method, rather than the examples’ requirements.

Identify the role or service you intend to pursue and its requirements in a
market you can access. Compare them with your capabilities, distinguish
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needs for learning, practice, evidence and procedures, and put them in an
order that suits your circumstances.

For lifting and handling in energy,  for  example,  seek relevant technical
standards, safety and assessment requirements rather than management
or finance certificates simply because they appear in this book’s examples.
For manufacturing or transport and logistics, consult the relevant bodies.
The  qualification  pathway  differs  while  the  planning  method  remains
applicable.75,76,77

If no national standard is available to you, distinguish regulatory require­
ments, employer or client conditions, and specialist advice. An opinion is
not an official condition, and the absence of an available standard does not
mean there are no conditions of practice.

Independent  work requires  you to  find clients,  define your  service  and
manage commitments, as well as perform the technical work. Returning
after a break means checking which parts of your experience remain useful
and which need updating. Do not assume either that you must start from
nothing or that your readiness is unchanged.

Make realistic estimates of time and cost. People learn at different speeds,
and some can study full-time while others need to keep earning. A slower
plan you can sustain is better than a fast one you cannot carry out.

Your Turn to Write a Plan and Test Its Connections
Choose one goal to work on now, and use the worksheets you completed
in earlier chapters. You need connected answers rather than a long file.

After writing down your goal, requirements, capabilities, gaps, stages and
review arrangements, read your plan and look for three problems.
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First, look for an activity whose purpose is unclear, perhaps an attractive
qualification or a course recommended by a friend. Which requirement
does it address, and what will it enable you to do?

Second, look for a stage you do not know how to reach: ‘gain experience’
without  knowing  where,  or  ‘move  jobs’  without  knowing  what  would
qualify you. These are not all details you can leave until later; some need
investigation now.

Third,  check  for  a  hoped-for  result  presented  as  guaranteed.  Review
expected  dates  for  appointment  or  promotion  and  projected  income.
Identify what you can commit to doing, what depends on someone else’s
decision and what needs an alternative if it is delayed.

Ask someone who knows the profession and market to test your assump­
tions, rather than make your choices for you. Are the requirements correct
and the sequence feasible? Are any conditions missing or opportunities
still unverified?

Return to the relevant step when feedback reveals a need: correct require­
ments, reassess capability or change learning method. You need not restart
everything each time.

The examples’ value lies in reasoned decisions, connected stages and
revisable plans, rather than names or chosen professions.
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PA R T  F O U R

Manage Your
Professional Growth

This brings us to the end of Part Three. You now have a clearer goal, an
understanding of its requirements and a method for building the route
towards it. Part Four turns to managing implementation, beginning with 

Chapter 11, ‘Put Your Plan into Practice’.
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Chapter 12 Develop Your Capabilities and Demonstrate
Your Competence

197

Chapter 13 Market Yourself and Expand Your Opportunities 213

Chapter 14 Manage Your Work Portfolio and Sources of Income 229

Chapter 15 Balance Your Work and Your Life 245
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C H A P T E R  1 1

Put Your Plan into Practice

You have planned learning and practice and arranged stages towards
your goal. Then ordinary life returns: unfinished work, family, mes­
sages, appointments and unexpected demands.

Weeks pass with little of the plan begun.

Was the plan unsuitable, or did you not give it the attention it needed? Per­
haps you wanted to act but never specified when, how to begin or whose
help you needed.

We now move from building a path to managing implementation.

The stages you planned may extend over several years. Here, we focus on
the coming period:  finding space  in  your week and checking that  your
effort serves the goal.

This puts the six steps into practice, with ongoing review, rather than leav­
ing your plan as a document you revisit only when you feel anxious.

The question is no longer ‘Which route will I choose?’ but ‘Which
work will I begin with, and how will I keep it going?’
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Figure 15 From Plan to Implementation

Choose What to Complete Next
Your plan may include a year-long qualification, several years of experience
and a career move whose timing depends on opportunities. You do not
need to turn that whole journey into a daily schedule at the outset.

Take the nearest stage and identify what to accomplish in a period you can
monitor.

Ninety  days  can  be  an  initial  period  for  implementation,  shortened  or
extended to fit work, study and assessment dates.

1
Choose What to Complete Next
The nearest stage, rather than the whole journey

2 Turn a Priority into an Action You Can Begin

3 Give the Work a Realistic Place in Your Week

4 Agree the Help You Need

5
Monitor Work without Becoming Absorbed in Monitoring
Distinguish busyness from progress

6
Find the Cause When Implementation Stalls
Fix the cause, not just the symptom
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What matters is ending the period with something clear: knowledge you
have gained, work you can now perform, a requirement you have resolved
or a career step you have taken.

If your plan includes developing your ability to prepare reports, do not set­
tle for writing ‘I will focus on reports over the coming months’. Specify
what you want to be able to do and what work will reveal your progress.

This might involve preparing a report from defined data, checking consis­
tency, presenting understandable findings and revising the report after spe­
cialist review. The number of reports and the time needed depend on your
current level and the task.

To clarify which qualification pathway applies to you, prepare the docu­
ments, send a clear enquiry, follow it up and record what the answer means
for  your  plan.  Reading  a  programme advertisement  does  not  settle  the
question.

Do not open every part of the plan at once. Choose one main priority and
the actions needed to support it. If weak professional writing is preventing
you from preparing reports, address it before learning an advanced presen­
tation tool that you cannot yet use to present good content.

Removing an obstacle may matter more than another certificate.

Ask what completing the priority will enable next. If unclear, reconsider its
connection to the path.

Turn a Priority into an Action You Can Begin
Knowing a need differs from knowing what to do when  sitting down to
work.
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‘Develop data  analysis  knowledge’  gives  direction.  ‘Review the  training
dataset, identify missing values and list questions to resolve before analysis’
specifies tonight’s work.

You need not  divide  everything into dozens  of  details.  Clarify  the  next
action and output.

For ‘find a supervisor’, identify whom you will ask, what help you need
and what material you will show. Instead of ‘sort out my study arrange­
ments’, identify the question that needs an answer, the document you are
missing and the date by which you will act.

Separate your action from another person’s decision. Sending a complete
application is achievable; approval is not yours to determine. Record them
separately so sending does not imply full completion, and waiting does not
erase your effort.

Define what completion means. Is a practice report complete when you
finish writing it, or only after review and correction?

Choose  a  simple  completion criterion that  suits  the  purpose:  complete
documents, correct calculations, understandable conclusions or key feed­
back that has been addressed.

This  helps  you avoid leaving work unfinished simply  because  you have
spent time on it, or endlessly polishing details after the purpose has been
met.

Do not replace requirements set by an awarding body, assessor or employer
with an easier personal criterion. Use your criterion to organise implemen­
tation, not to declare that you have met a requirement you have not met.
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Give the Work a Realistic Place in Your Week
Open your actual schedule after specifying the work.

What time remains after employment, travel, family and rest? Which peri­
ods suit new learning, and which suit messages or documents?

Do not plan around an ideal week unlike your life.

You may discover that you can sustain four hours a week, not the ten you
wrote down in a burst of enthusiasm. That is information to use, not to
brush aside with ‘I’ll work harder’.

Allocate learning, application, review and follow-up time around the pri­
ority. Leave room for corrections or underestimated tasks.

When estimating time, use your experience of similar work. How long did
the previous  report  take?  How many attempts  were  needed? Have you
allowed for preparing data and waiting for feedback, or only for writing?

Roger Buehler, Dale Griffin and Michael Ross’s 1994 experiments found
optimistic  completion  estimates  for  academic  and  other  tasks.  In  one
experiment, prompting participants to connect their estimates with rele­
vant  past  experience  helped  eliminate  the  bias  within  that  experiment.
This supports using actual records rather than imagining how this attempt
will proceed.44

That does not justify doubling every estimate or adding a fixed percentage
to every task.  Learn from your own estimates:  a  task that  usually  takes
three hours should not be given one hour without an explanation.

Distinguish  working  time  from waiting  time.  Preparing  an  application
may take half an hour, while the reply takes days. If other work depends on
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that reply, send the application early and use the waiting period for tasks
you can complete independently.

If a formal deadline is too close for the time you have available, seek an
early solution: adjust other work, choose a different pace if permitted or
request a suitable arrangement. Do not leave the conflict until  the  final
days.

Connect Action with a Clear Situation
Even scheduled time may go unused if you have to decide how to begin
every time.

Instead  of  ‘study  when  possible’,  specify  a  situation  and  action:  ‘After
Monday evening commitments, I will open the training case and work on
the part already selected.’

For expected events, you could write: ‘When feedback arrives, I will iden­
tify the revisions and schedule them for the next suitable work session,
rather than only read the message.’

Peter  Gollwitzer  and  Paschal  Sheeran  call  these  ‘implementation  inten­
tions’: linking a situation to an intended response in an ‘if this, then that’
form. Their 2006 research review found positive effects on goal attainment
in the studies reviewed. Wording alone cannot make up for missing knowl­
edge, time or resources.45

The application I suggest is  simple:  do not leave yourself  to choose the
topic, prepare materials and set the time afresh at every session. End each
session knowing what you will start with next time.

After disruption, reschedule realistically rather than add tasks automati­
cally to an already full weekend.
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If a particular time slot is repeatedly interrupted, review the timing rather
than assume that you lack motivation.

Agree the Help You Need
Plans may require specialist review, managerial permission, practice oppor­
tunities or outside information.

Do not leave help as an unspoken assumption.

‘A colleague will review my work’ needs discussion. Their willingness to
help may not extend to the time you expect. They may review the techni­
cal side, but they are not the body authorised to accredit your experience
or decide your eligibility.

Make a specific request that the other person can clearly accept or decline.
For example: ‘I am working on improving my reports. Could you review a
short report every two weeks during this period, focusing on comparison
accuracy and clear conclusions?’

This is easier than an open-ended request to help develop your career.

For practice within your organisation, agree on the task, its limits, when it
will be done and who will review it. Do not neglect your main duties in
the name of personal development or use information or authority you are
not permitted to use.

Brian Blume and colleagues’ review of how training transfers to the work­
place  found  that  supportive  environments  were  associated  with  better
transfer, with results varying by skill type and how it was measured. Learn­
ing depends partly on the conditions that allow us to use it.46

My practical conclusion is that, alongside the content you will learn, you
should look for a suitable place to practise and a suitable person to review
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your  work.  Do not  wait  until  programme completion  to  discover  that
application or feedback is unavailable.

Simulation or training data may serve some learning purposes when real
practice is inaccessible, without becoming recognised professional experi­
ence or replacing mandatory supervision.

Keep ownership of your plan: prepare the work, clarify your questions, fol­
low up on what was agreed and apply the feedback. Mentors and reviewers
help identify what needs improving.

Monitor Work 
without Becoming Absorbed in Monitoring
A page, calendar and organised work folder may suffice; a complex system
is unnecessary.

Keep track of work in progress, items awaiting a response or review, com­
pleted work and the next action.

Do not spend excessive time switching between applications and  colour-
coding schedules before doing the task. Choose a method that is easy to
understand and use.

Benjamin Harkin and colleagues’ 2016 meta-analysis found that progress-
monitoring interventions  improved  goal  attainment  on  average  across
included  experiments,  with  larger  effects  when  progress  was  actually
recorded. This supports monitoring without prescribing one system for
everyone or every career.47

Update your records briefly each week. Look at the work you actually pro­
duced and the feedback you received before deciding on the next action.
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Record  follow-up dates for pending reviews. Feedback may mean that a
task needs reopening. If a task no longer serves the goal, mark it as can­
celled rather than leave it permanently overdue.

Do not use the record to put yourself on trial. Its purpose is to show you
what is happening and to stop work slipping away between intention and
action.

Compare  estimated  and  actual  time  for  some  key  tasks.  You  need  not
record every minute,  but you may discover that one part takes twice as
long as expected, or that most delay comes from waiting for review rather
than doing the work yourself.

Use these findings to improve next week’s schedule rather than repeat it
expecting different results.

Distinguish Busyness from Progress
A week spent following content, reading advertisements, comparing pro­
grammes  and attending  meetings  may  feel  like  development.  What  has
actually changed in your capabilities or your path?

Assess activities against their purpose.

After a lesson on report preparation, look for progress in your ability to
use what you learnt. After submitting documents to an authority, the next
step is  to  learn the  outcome or  supply  what  has  been requested.  After
researching opportunities, ask whether you now know suitable organisa­
tions and roles you can pursue.

Not every activity needs to produce a job, certificate or income. Correcting
your understanding, discovering a problem with a route or ruling out an
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unsuitable  programme  can  matter.  Be  clear  about  what  the  activity
contributed.

Three reports repeating one error demonstrate practice rather than correc­
tion. The next report, in which you stop to understand and correct the
error, may help more than several more prepared in the same way.

Equally,  recognise  improved  performance  and  completed  requirements
even when the final opportunity has not appeared. Record what you have
achieved  and  what  remains  outstanding,  without  presenting  one  as  a
promise of the other.

Keep  evidence  of  what  changed  over  the  period:  initial  and  improved
work, feedback you addressed or requirements you clarified. This gives you
more to work with than a general feeling of effort or failure.

Find the Cause When Implementation Stalls
Before adding more hours or changing your goal, ask why the work stalled
even though you had set aside time for it.

A task that is too large may need to be divided into meaningful smaller
steps. If you lack foundational understanding, you may need explanation
and practice before returning to the larger task.

Missing data or permission requires  follow-up or an appropriate alterna­
tive, rather than more lectures.

Commitments exceeding available time require fewer simultaneous tasks, a
slower  learning  pace  or  postponed  lower  priorities,  rather  than  a  more
crowded schedule.

In Sculpt Your Life, I stressed that we do not act in isolation or control all
our circumstances; the world around us affects the results of our efforts.
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That remains important during implementation. Take responsibility for
what you can do, without attributing every delay to personal  failure or
treating every circumstance outside your control as a reason to stop.48

Changing  dates  affects  dependencies.  If  assessment  or  an  application
depends  on  delayed  work,  contact  the  body  concerned  early.  External
deadlines do not change with your spreadsheet.

Do not turn resuming your plan after a break into a major project. Return
to what you have actually achieved, decide what remains useful and choose
the next piece of work. You may need to revise something you have forgot­
ten, but you do not necessarily start from zero.

Return to Step One if  new information changes whether the goal suits
you. If the obstacle is the learning method or sequence, adjust that with­
out discarding the whole plan.

A useful adjustment addresses the cause of difficulty, not just the
way the schedule looks.

Layla Turns a One-Year Plan 
into Ninety Days of Work
Let us return to Layla, who plans to move from administrative coordina­
tion to a Strategy Analyst role. In Chapter 9, we set out an initial one-year
route for her, whose first three months combine confirming the route’s
requirements with addressing core gaps in data and reporting.

We now set out the start of this hypothetical example in more detail, using
suggested  timing  and  resources  that  can  be  revised  as  implementation
develops.
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Figure 16 Layla’s Ninety-Day Implementation Example

A visual summary of hypothetical timing, rather than qualification
conditions or a guaranteed career outcome.

Her priority for the period is to improve her ability to prepare preliminary
reports from organised data, have her work reviewed and follow up unre­
solved qualification procedures.

She does not add further goals to the same period, such as learning several
tools or joining another management programme. She keeps those options
for when a real need emerges.

1 Days 1–15
Prepare task and data

2 Days 16–45
Learn and prepare first report

3 Days 46–75
Apply and improve with new data

4 Days 76–90
Review and choose next step
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She allocates four hours a week for learning, application and follow-up at
times she can manage. Her reviewer agrees to a limited scope of help, so she
does not assume it will be available whenever she needs it.

Period Main work Review before proceeding

Days 1–15 Prepare task and training
data, agree review, organise
time and send case-specific
enquiries.

Is the task ready to begin?
Are the limits of available
help and the questions still
awaiting answers clear?

Days 16–45 Learn data checking,
prepare an initial report
and revise after feedback.

Can she explain
comparisons, recognise
information limits and
correct errors?

Days 46–75 Use another dataset for a
new report with less help,
continuing necessary 
follow-up.

Does improvement transfer
to new work, beyond
correcting the first example?

Days 76–90 Review achievements and
obstacles, document
capability and choose the
next priority.

What is reasonably
established? What needs
learning, practice or an
official answer?

She ends each session by recording what she completed and where to start
next. She includes questions about unclear data so that she does not have
to reconstruct the problems later.

Suppose  work  pressure  causes  two  missed  sessions  in  month  two.  She
keeps essential data checking and corrections while deferring cosmetic pre­
sentation improvements, instead of overloading every evening.
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Most  of  the  feedback  concerns  explaining  differences,  not  formatting
tables. She therefore redirects her time to that need instead of continuing
general lessons simply because she has started them.

If a response about her qualification pathway takes longer than expected,
she records that the matter is still pending and follows it up appropriately.
She  continues  learning  activities  that  do  not  depend on that  response,
without acting as though she has received acceptance that has not arrived.

The purpose of this period is more limited than completing all qualifica­
tion requirements or securing a job.

Ask what she can now do, what the reviewer confirmed, which require­
ment was resolved and what remains. These determine the next stage.

In this way, she learns from the ninety days, instead of treating them as
another date on an unchanged plan.

Your First Implementation Card
Use A8 in the appendix for a brief card drawn from the career path, rather
than a disconnected implementation plan.

This card helps you organise work. It need not be lengthy, and it is not an
accredited assessment.

What to record What it should clarify

Period priority Which part of the path comes first, and why?

Main actions What you will actually do and the first action you
can begin.

Evidence of
completion

Which output, improvement or requirement will
you review to know what has been achieved?
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What to record What it should clarify

Time and resources Working times, available hours, costs and tools.

Help and waiting People needed, agreed assistance and pending
responses or procedures.

Review and
adjustment

Review dates and reasons for earlier review or
route change.

Keep  professional  details  and  qualification  pathways  in  earlier  records.
Include only current implementation needs, referring to sources or official
answers rather than copying everything.

Schedule the first action and review. Do not wait until you have finished
reading this book to take a clear step you can carry out now.

Implementation That Builds the Next Step
At the start, you do not need to complete as many things as possible. You
need to complete what makes the next step possible, and to know what it
has added to your capability or to the clarity of your route.

A small beginning may be regular study, a carefully reviewed report, agreed
practice  or  a  verified  requirement.  Connected  to  a  clear  goal  and  used
thoughtfully, it contributes to growth.

As the  work continues,  a  question arises  that  a  timetable  alone cannot
answer: how do you choose learning and practice that truly build capabil­
ity and demonstrate what you have learnt?

Chapter 12 explores developing capabilities and demonstrating competence.

Chapter 11: Put Your Plan into Practice More Than a Job

196



C H A P T E R  1 2

Develop Your Capabilities and
Demonstrate Your Competence

You finish training, receive a certificate and feel that you understand
the subject. When asked to apply it to a slightly different case, you
hesitate. Where should you begin? What information do you need,
and how will you check the result?

Was the programme useless?

Not necessarily. You may have gained valuable knowledge without practis­
ing its use enough. Or you may have learnt a particular sequence of steps
without understanding when they apply or need changing. You may also
perform the work well without knowing how to present convincing evi­
dence of your ability.

Now that  we  have  organised  implementation,  we  can  examine  what  it
should produce: capability you can use and evidence of what you do well.

Begin  with  a  capability  you have  already identified as  needing develop­
ment, rather than choosing your goals again or reanalysing every gap. How
will you learn, practise, confirm your progress and demonstrate it?
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Specify What You Want to Be Able to Do
Before choosing educational material or a programme, return to the work
you want to master.

‘Develop data analysis’ is broad. ‘Check consistency, make valid compar­
isons and report the findings and their limits’ describes work you can learn,
practise and assess.

‘Develop communication’ may mean reporting, explaining to clients, facil­
itating discussion or giving colleagues feedback. One programme may not
address all these different activities.

Specify what you need to perform, under which conditions and with what
assistance or supervision. Complete independence is not required for every
capability: your role may be to prepare work for specialist review, while
approval rests at a higher level.

In the Strategy Analyst standard used in this book, the tasks include docu­
menting information sources and dates, referring conflicting information
to the supervisor, and reviewing and revising preliminary outputs in the
light of feedback. The standard leaves some interpretation and recommen­
dations  with  the  supervisor.  A junior  analyst’s  competence  is  therefore
measured by mastery of what lies within the role, not by the ability to go
beyond it.2

Distinguish between three states: understanding an explanation, applying
it in a task, and using it in a different case while recognising its limits. I
offer these not as official accreditation levels but as questions to help you
see what you need to develop.

If  you understand the explanation but cannot begin the task,  you may
need guided practice.  If  you succeed only with the same example,  try a
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different case. If you can complete the work but cannot explain it, review
the basis for your decisions.

Do not equate finishing the learning material with completing
your learning.

Choose Learning Methods According to the Need
A full qualification may be mandatory or supply broad foundations. Tar­
geted learning may address a specific performance issue. Practice or review,
rather than more content, may be the missing element.

Identify the need before choosing the method.

If you do not understand the principles underlying the work, learning to
operate a tool that performs it may not be enough. If you know the princi­
ples but struggle to apply them, seek a programme or arrangement that lets
you carry out and discuss  tasks,  rather  than more lectures  on the same
topic.

If you already do the work well but need to demonstrate your learning or
meet a formal requirement, examine the accepted ways of providing evi­
dence  or  meeting  that  requirement  before  studying  the  same  material
again. Chapter 7 discussed the conditions of those routes. The point here
is  to  avoid  treating  more  learning  as  the  automatic  answer  to  every
obstacle.

Combine structured foundations, references as needed, training exercises,
supervised practice and review.
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Figure 17 Learning That Changes Performance

Capability becomes visible through practice, improvement and evidence,
respecting role boundaries and employers’ rights.

I see no benefit in requiring everyone to follow fixed percentages for learn­
ing from work, from others and from formal study. Ask where the need
lies, what addresses it and which requirements cannot be bypassed.

Prioritise  what  you  need  at  this  stage,  while  keeping  your  foundations
strong enough to understand the work. You should be able to do more
than follow a short set of instructions.

Specialisation  need  not  mean  narrow understanding.  Ongoing  learning
need not mean constantly moving from one course to the next.

Capability
with evidence

Learn

Apply

Seek
feedback

Improve
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Assess the Learning Experience 
beyond the Platform
Compare actual learning provision in face-to-face and online programmes
rather than declaring either universally better.

Will you only watch an explanation, or will you perform tasks? Will some­
one review your application of the learning, or will you receive only a brief
automated answer? Can you ask questions when you do not understand?
What happens if you complete an assignment incorrectly?

Recorded content may suit a specific topic you can apply and verify your­
self.  Other  topics  need  discussion  or  supervision.  Equipment-based or
observed skills require provision for practice, beyond explanation.

Where  possible,  I  suggest  requesting  sample  lessons,  assignments  and
review methods.  These  may  reveal  more  about  the  learning  experience
than programme titles.

Check the starting level. A good programme may assume knowledge you
do not yet have, or repeat too much material you already know. Its quality
and its suitability for you are different questions.

Separate the quality of learning from formal recognition. Free material can
be useful without providing a document accepted for licensing. Where a
specific qualification is required, similar content will not substitute for it.
Check each purpose separately.

Consider  time,  costs,  tools,  opportunities  to  apply  what  you learn and
access to review. The cheapest option is not always the most suitable, and
the most expensive does not necessarily offer the deepest learning. Be clear
about how it will meet your need.
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Learn in Ways That Reveal Understanding
Watching a clear demonstration differs from performing it yourself.

I suggest that, after completing a manageable section, you explain the idea
in your own words or answer a question without immediately consulting
the source. Then check what you forgot or misunderstood.

Henry Roediger and Jeffrey Karpicke’s two 2006 experiments compared
rereading texts with retrieval tests. Rereading produced better results on a
test taken very shortly afterwards, but prior retrieval led to better retention
on delayed tests. These findings concern learning from texts and memory;
they  do  not  establish  that  retrieval  alone  is  enough  for  professional
mastery.49

In practice, I suggest making recall part of your learning. After a lesson on
cost analysis, for example, explain why one item belongs in a comparison
and another does not. After reading a professional procedure, describe its
purpose and the error it is intended to prevent.

Then apply what you have learnt. Use a worked example if needed, making
sure you understand each step. Try a similar task next, then vary some ele­
ments so that you move beyond imitation.

Understanding does not require memorising everything. Real work may
involve references,  procedures and tables.  Know when to consult  them,
select applicable material and verify use, rather than replace them with fal­
lible memory.

Return to your learning at separate times rather than concentrate it in one
long session. Nicholas Cepeda and colleagues’ 2006 review of distributed
practice  in  verbal  recall  found  a  relationship  between  the  spacing  of
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learning and  the  intended  period  of  retention.  No single  interval  suits
every topic and learner.50

Use the principle flexibly: return to the subject later, apply it to another
case and check what you still understand and what needs review.

Make Feedback Change the Next Attempt
‘Good’ or ‘needs improvement’ leaves the next action unclear.

Ask where the error occurred, why it is an error and what you should have
paid attention to. Then try making the correction yourself.

If a report compares two dissimilar periods without explaining the differ­
ence, better fonts and colours will not fix it. Understand the basis of the
comparison, then correct the work.

A reviewer who corrects everything may improve the report without teach­
ing  you  how  to  prevent  the  errors.  Ask  for  an  explanation,  make  the
changes yourself and show that you understand them.

Benedikt Wisniewski and colleagues’ 2020 review found that the effects of
feedback on student learning varied with its type and content. Feedback
that explained errors  and how to improve was more helpful  than some
forms that provided less information. Not every comment improves per­
formance; what it says and how it is used matter.51

Do not ask for review of everything in every attempt. It may be better to
focus first on accuracy, then on clarity of presentation, and later on speed
once understanding is secure. The order depends on the task and the con­
sequences of error.
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Accepting  review  does  not  mean  following  anyone  unquestioningly.
Choose knowledgeable reviewers and ask for the basis of their feedback.
Personal taste differs from binding professional conditions.

Resolve conflicting feedback by returning to the purpose of the task and
its  requirements.  Record unresolved matters  and consult  someone with
the appropriate authority or expertise, rather than changing direction with
every opinion.

Build Experience beyond Repetition
Repeating a narrow range of tasks may make you faster without preparing
you for different information or circumstances.

Judge experience through breadth of cases and depth of understanding as
well as duration.

You can encounter variety within one specialism: routine cases, incomplete
information and matters that need referral to a specialist. Learning to dis­
tinguish them is part of that experience.

Even when you begin with a limited task, understand how it fits into the
whole.  Checking  a  document  differs  from  understanding  its  effect  on
reporting; preparing a table differs from understanding how it informs a
decision.

Follow work from the  initial  request  to  the  outcome within your  role.
Why was  it  requested? Who uses  it?  What  changes  after  review? What
problems arise when it is put into use?

If your job limits exposure, discuss a defined contribution or another work
stage  with  your  manager.  Changing  employer  is  not  the  only  way  to
broaden experience, and staying years does not guarantee growth.
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For communication, negotiation and supervision, reading alone is insuffi­
cient. Choose appropriate practice and review: explain a decision, listen
before  suggesting  solutions  or  agree  a  result  and  responsibility  with  a
colleague.

Begin at a suitable level of responsibility. Learning does not justify unsafe
work or exceeding your authority. Training cases and simulation can come
before  real  responsibility,  while  formal  requirements  for  training  and
assessment remain with the competent authorities.

Use AI without Removing Yourself from Learning
A tool may quickly solve a problem. Are you then more capable of han­
dling a similar one?

This differs from output quality or speed.

In a Turkish  secondary-school mathematics field experiment published
by Hamsa Bastani and colleagues in 2025, performance improved while
AI assistance was available. Students using the version without the experi­
ment’s  educational  safeguards  performed  worse  after  assistance  was
removed.  A  safeguarded  version  based  on  hints  reduced  this  negative
effect, without a statistically significant advantage over the control group
on the independent test. The findings concern two designs in a particular
educational  setting;  they  do  not  show  that  every  use  of  AI  weakens
learning.52

My practical conclusion for professional learning is not to let a tool do the
part of the work you are trying to learn, then treat its output as evidence of
your mastery.
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Try first, then ask for a hint or explanation where you get stuck. Request
additional practice cases or questions that check your understanding, and
verify important content with reliable sources or specialists. Your prompts
are not a substitute for tested instructional design.

Occasionally try a limited task without your usual assistance, so that you
can distinguish your own ability from work done for you. Also test how
well you work with assistance and check its outputs. These are different
capabilities worth developing.

The point is to understand your learning, the tool’s contribution and your
responsibility for comprehension and review, rather than reject tools.

Follow assessment instructions and disclose assistance where required. Do
not present work done for you as evidence of a personal capability you
have not tested.

Distinguish Improvement 
from Demonstrated Competence
Your  trainer  may  notice  that  you  have  improved  considerably.  That  is
encouraging, but it does not by itself answer another question: have you
reached the level required to do the work?

Improvement  compares  you  with  your  past  performance;  competence
assessment compares you with specified requirements. Major progress can
coexist with an essential gap.

Use feedback on your learning to identify what needs improving, then ver­
ify your performance under the task’s required conditions. An approved
assessment may involve new work, explanations of your decisions, ques­
tions or observed tasks.
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An arbitrary number of exercises does not establish competence. Some skills
require varied cases or defined performance and supervision conditions.

Competence does not mean perfection in every circumstance. Meet the
requirements of your intended role,  including recognising when to seek
assistance or refer a matter to a higher level.

Knowing  your  professional  limits  is  not  a  weakness  to  hide;  it  should
appear clearly in how you describe what you do well.

Gather Evidence of What You Can Do
How can someone who has never worked with you judge your capability?

For me, mastery is connected with trustworthiness. The words of the Holy
Qur’an,  ‘Indeed,  the  best  one  you can hire  is  the  strong and trustwor­
thy’ (Al-Qasas 28:26),  remind me that employers and clients need both
ability  and  honesty  in  accepting  responsibility.  Documenting  achieve­
ments therefore requires accurate attribution.

Qualifications  and  experience  may  be  supplemented  by  work  showing
your contribution, assistance received and verifiable results.

Select  evidence  that  answers  a  specific  question  about  your  capability,
rather than storing every document you encounter.

Australian  Skills  Quality  Authority  guidance  offers  a  useful  example:
judgements of competence depend on evidence being relevant to what is
assessed, sufficient, attributable to the learner and reflective of current abil­
ity.  I  use these principles to explain how to build evidence,  rather than
present them as Omani legal requirements or replacements for your asses­
sor’s instructions.53
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A report may demonstrate writing and analysis without proving that you
led the team collecting its data. An employment letter may confirm service
dates, while further evidence is still needed of the duties you performed. A
successful  project’s  final  appearance  alone  cannot  reveal  each  person’s
contribution.

Attach a brief explanation of the task, your contribution, who reviewed
the work and how it was verified.

Organise this using the following card and worksheet A9 in the appendix.

Element What to explain

Capability and
requirement

Work to demonstrate and the requirement or
criterion used, including number and source
where available.

Task and conditions Real or training work, scope and constraints.

Personal
contribution

Your work distinguished from team, supervisor or
tool contributions.

Available evidence Shareable work, observed performance, records or
a knowledgeable witness.

Review and
improvement

Main feedback and resulting revisions.

Date and evidential
limits

Completion date, what is established and what is
not.

Sharing permission Permitted disclosure and needs for permission,
protection or replacement with a training
example.
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This  is  a  card I  propose for  organising evidence,  rather  than an official
accreditation form. Follow the assessor’s requirements when preparing an
evidence file for a specific purpose.

Respect confidentiality and ownership. Having contributed to work does
not authorise you to copy organisational files to personal accounts,  and
removing names may not make disclosure permissible. Ask what permis­
sions and forms of evidence are accepted. Possibilities may include a veri­
fied  description  from  your  supervisor,  observation  or  an  alternative
assessment.

If you used hypothetical or simulated data, say so. If the work was a team
effort, specify your role. Exaggeration weakens good evidence.

Make Recognition of Learning Part of the Route
Evidence may help you avoid repeating what you have already learnt, but
an evidence file does not automatically secure recognition.

The  Oman  Qualifications  Framework  (OQF)  document  explains  that
credit is awarded not for experience itself but for the learning derived from
it and demonstrated through assessment. Evidence is a means of making
and examining an application; it does not convert years of service directly
into a qualification.5

Before  moving  programmes,  check  credit  transfer.  The  receiving  body
must verify content and level suitability. Short certificates do not automat­
ically combine into a complete qualification.5

Professional practice has other pathways, discussed earlier in Chapter 7. In
the reference Accountant standard, the transitional practitioner pathway
allows eligible existing practitioners to take a competence assessment and,
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if  they  pass,  obtain  a  licence  without  an  additional  qualification.  Its
defined group and procedures do not automatically include everyone with
an evidence file.3

Ask early what the evidence is for and whether it will be accepted, rather
than prepare an evidence file that misses the requirements.

Build capability, document learning and seek recognition through
an applicable pathway. Documentation cannot replace learning;
repeated learning should not replace checking possible recognition.

Ahmad Learns Diagnosis 
Rather than Repeating a Solution
Suppose Ahmad works in a maintenance team and wants to improve his
fault diagnosis within the limits of his role. His training introduced the
system’s components and demonstrated the steps to follow.

On a new exercise, he immediately suggests the previous solution without
explaining why it fits.

Rather  than  concluding  that  Ahmad  gained  nothing  from  the  pro­
gramme, the supervisor asks what information he relied on. It emerges that
he noticed a superficial similarity without checking some of the informa­
tion that distinguished the two cases.

They agree to work with safe training equipment, within the permitted
supervision and instructions. Ahmad begins by describing what he knows
about the case and what still needs checking, then explains why he is taking
his  next  step.  After  applying  it,  they  review  what  was  right  and  what
needed adjusting.
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A later case differs significantly. It requires him to use the checking method
rather than recall the previous answer.

A brief log records the information he examined, his contribution and the
limits of his authority. This gives him concrete work to discuss, rather than
only an attendance record.

Suppose his performance improves on routine cases, but he still needs help
when information conflicts. He records this clearly and continues practis­
ing that area rather than claiming the ability to diagnose every fault.

What learning has added here is not a number of memorised steps but a
better understanding of what to check, when a solution fits and when to
refer the matter to the supervisor. His evidence shows progress and its lim­
its; it does not give him additional authorisation or a licence.

Maintain Your Capability 
after Qualification or Licensing
After  receiving  a  qualification  or  licence,  you may  do  work  that  leaves
some  of  your  learning  unused,  while  tools  and  standards  continue  to
change. Receiving the document does not end the need to learn.

After  new  responsibilities  or  major  changes,  ask  what  needs  updating,
which  abilities  remain  usable  and  what  evidence  best  reflects  current
capability.

A qualification does not lose all its value simply because it was awarded
years ago. Targeted updating, renewed practice or learning in a new area
may be enough.

Where continuing professional development is required, follow the com­
petent authority’s rules. The reference Accountant standard, for example,
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requires ongoing development and leaves the required hours and eligible
activities to the responsible unit. We cannot infer one number for every
profession.3

Record changes in your performance alongside any required attendance or
hours. A short period of learning may correct a major error, while a long
programme may still need further application.

Preserve foundations while updating. Advanced tools do not always com­
pensate for weak understanding. Choose updates that serve your responsi­
bilities and your path, not simply what everyone is talking about.

From Demonstrated Capability to Opportunity
Choose  one  capability  you  are  developing  and  return  to  your  learning
materials and practice work. Can you show what you have learnt, what
you have done, how you reviewed it and where you still need help?

If not, identify missing understanding, practice, review, evidence or recog­
nition procedure before automatically adding a certificate.

Seek  understandable,  verifiable  claims  rather  than  a  huge  evidence  file.
Two  well-documented pieces  may  show  more  than  dozens  of  general
documents.

Even  when  you  can  document  your  capability,  you  still  need  to  reach
employers and clients who need it. Honest, clear presentation and profes­
sional relationships help you put that capability to use.

Chapter 13 turns to marketing yourself and expanding opportunities.
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C H A P T E R  1 3

Market Yourself and Expand
Your Opportunities

You may have  good experience  and perform well,  yet  struggle  to
explain your contribution to employers or prospective clients. If you
only list qualifications and years of service, others must work out for
themselves how you could be useful.

Conversely, attractive claims may promise more than you can deliver. They
may attract attention while drawing you towards unsuitable responsibilities.

Alongside real capability, you need clear communication that reaches the
people who need it.

Having developed your capability and gathered evidence, you can now use
them in  introductions,  applications  and  professional  relationships  that
help you put your work into practice.

This  applies  to  permanent,  temporary  and  independent  work,  as  I
intended in the discussion of marketing capabilities in Sculpt Your Life.48

Marketing yourself  does  not  mean turning your life  into advertising or
becoming known to everyone. It means helping the relevant people under­
stand your capability, the evidence for it and how it fits their needs.

Limited opportunities do not automatically imply poor professional mar­
keting.  Demand,  conditions  of  practice  and  market  access  also  matter.
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Marketing  is  part  of  career  management,  not  an  explanation  for  every
outcome.

Begin with Those Who Need Your Capability
Identify your audience before deciding how to present yourself.

An employer recruiting an accountant and a small-business owner seeking
a defined accounting service need different information, even if you can
serve both.

The employer needs to understand how you fit the team and what respon­
sibility you can take. The client needs to understand the service, the inputs
it requires and the limits of your commitment.

Begin with the work needed.

Read the role, understand the organisation and clarify the purpose of the
service.  A  short  advertisement  or  website  does  not  reveal  the  whole
problem.

Select relevant experience. For a role in cost monitoring, evidence of that
work matters  more  than unrelated experience  included for  its  apparent
prestige.

Organise truthful information according to its relevance, rather than hide
or alter your experience.

Instead of ‘an ambitious professional with extensive experience and out­
standing results’,  explain the  work you do well:  ‘I  monitor  purchasing,
compare supplier quotations, check adherence to delivery schedules and
prepare reports that help management follow up overdue orders.’
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The second statement claims less, yet gives the reader a picture they can
discuss and verify. If you have documented effects of this work, add them
to the extent the evidence allows.

A brief introduction should connect the work you do well, the people it
benefits and the evidence you can provide.

Explain  naturally  for  the  situation  rather  than  memorise  an  artificial
sentence.

If you are starting out, describe your learning, practical applications, the
responsibilities you could reasonably take at the outset and the supervision
you need. Do not claim expertise you have not yet acquired.

Write a CV for a Specific Opportunity
A CV should help the reader assess your fit for the opportunity concisely.
It  should  not  record  everything  in  your  life  or  every  course  you  have
attended.

Guidance  from  Harvard’s  Mignone  Center  for  Career  Success  recom­
mends specific, clear, factual language,  role-relevant ordering and reverse
chronology within experience sections. It also recognises national differ­
ences. We draw on its principles of clarity and accuracy without turning
one format into a rule for every reader.54

Provide accurate contact details and make relevant experience, qualifica­
tions and skills easy to find. Experienced practitioners may lead with their
work; new entrants with learning and practical applications. Do not hide a
suitable  professional  qualification  because  you  lack  a  degree,  or  invent
experience because yours is limited.
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Show your introduction to someone unfamiliar with your work. Do they
understand which problems you address and what evidence supports your
claims? If  not,  simplify  it  and add a  specific example rather  than more
titles.

Describe  contributions  beyond  general  duties.  Replace  ‘responsible  for
reports’ with report types, purpose and checks performed.58

I am reminded here of Joseph’s words, peace be upon him: ‘I am a trust­
worthy guardian, knowledgeable’  (Yusuf 12:55).  They remind us of the
value of making our trustworthiness and knowledge clear when we offer
ourselves for a responsibility we can bear. Honest description of mastery is
appropriate; claims beyond it are not.

Use measurable results you can explain and prove, without inventing per­
centages for every contribution. Improved procedures, detected errors and
practical guides may be valuable without a number.

Distinguish the team’s work from your own contribution. ‘Contributed
to...’ is not a weak phrase when it describes your role accurately. Explain
the part you were responsible for rather than claim the entire result.

If you are changing careers, explain how your previous experience connects
to the new role. Do not erase your history or assume the reader will see its
relevance.  Customer-service experience  may  help  you understand needs
and complaints, but it does not demonstrate every task in the new field.

Describe career breaks truthfully, with enough context to explain the time­
line.  Do  not  invent  jobs  or  include  unnecessary  private  details.  Study,
training projects and volunteering should be described as what they were.
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Make Your File Clear and Readable
Use  familiar  headings,  readable  text  that  software  can  extract,  and  the
requested file format.

A visually attractive design may not suit every application system. Green­
house documentation, for example,  identifies images,  columns, complex
tables and contact details in boxes or headers as possible parsing obstacles.
Failed parsing may require manual entry; the documentation does not say
every unparsed CV is automatically rejected.55

Do not become preoccupied with alleged tricks for bypassing recruitment
systems. Use accurate terms for work you have actually performed, check
the fields imported from your file and correct them if the system allows.

Do not add skills from the advertisement merely to repeat its keywords, or
change a previous job title to match the new role. You can explain how
your responsibilities relate to the role while keeping your title and the facts
as they are.

Before sending, read the file as though you did not know its author. Is it
clear what they can do? Could you explain every statement if asked? Do
the contact and work-sample links you included work?

Select Evidence That Supports the Decision
Do not send all evidence to every organisation.

Choose samples that answer the organisation’s question. A reporting role
needs an appropriate report and an explanation of your contribution. For
a  team-leadership role, a good report is not enough unless you also show
the leadership responsibilities you have held.
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Figure 18 Linking Capability to Evidence and Opportunity

Choose evidence that answers the organisation’s question, and make your role
and the extent of your contribution clear.

A brief explanation of the task and your contribution should make the evi­
dence understandable without lengthy commentary.

A training sample can show readiness,  particularly early in a career,  but
must not be presented as paid client work.

Protect confidential past work. Use authorised material or agreed verifica­
tion methods.  An independently prepared  fictional-data sample may be
appropriate if identified as such.

Ask your referees for permission and explain the opportunity, so that they
can speak from their actual experience of you.

Capability

Employer or
client needEvidence

Suitable opportunity
Introduction and evidence

that fit the need
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Evidence selection helps others see relevant capability rather than
exaggerating your image.

Broaden Your Relationships 
without Treating People as Means
You may know someone from a study programme, a past project or a pro­
fessional association, then lose touch because you no longer work together.
A practitioner  in  a  related  field  may have  no job to  offer  you,  yet  can
explain a route or point you to a suitable organisation.

Build relationships around learning, exchanging information and making
useful  contributions,  rather  than only asking for  jobs.  Respect  people’s
time and boundaries.

Karthik Rajkumar and colleagues’  2022 Science study used randomised
LinkedIn connection-recommendation experiments  to  examine  ties  and
job mobility. Weaker ties could support transitions, but the effects were
non-linear and varied according to how ties were measured and the indus­
try. The study does not show that indiscriminate networking guarantees
jobs or that close relationships lack value.56

Look beyond daily colleagues to practitioners in related roles and organisa­
tions. Learn from their work and contribute what you can.

With a  limited network,  begin from a real  context:  classmates,  trainers,
professional  events  or  relevant  discussions.  Avoid  elaborate  messages
implying familiarity that does not exist.

State  your  purpose.  An  exploratory  conversation  should  not  turn  into
unexpected pressure to find you a job. If you are asking about a known
vacancy, say so and ask about the appropriate process.
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When requesting a referral, provide enough information for the person to
decide whether they can help. Do not ask them to endorse experience they
have not seen, or use their name without consent.

Relationships provide access to information and help you introduce your
capabilities. They do not justify bypassing eligibility requirements or con­
cealing material facts.

Reciprocity need not be immediate. Thank people, let them know later
how their help was useful, and contribute when you can. Avoid treating
every conversation as a transaction.

Do Not Wait until You Leave Your Organisation 
to Make Your Capabilities Known
Your nearest opportunity may be with your present employer.

Discuss intended roles, show relevant work and ask about missing require­
ments rather than assume your interest is obvious.

Present shared results clearly, acknowledging the team and your part. Nei­
ther hide effort through modesty nor compete to claim all credit.

Propose  tasks  with clear  limits  that  broaden your  experience  and show
your performance. Avoid taking on indefinite responsibilities based only
on  vague  hopes  of  promotion;  clarify  the  learning,  commitments  and
review arrangements.

Make Your Digital Presence Clear and Useful
Choose LinkedIn, a portfolio page or a specialist community according to
your audience. You do not need to be present everywhere.
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Clarify field, capabilities, relevant experience and contact methods, keep­
ing profiles, CV and interviews consistent.

Distinguish current work from intended direction. Interest and prepara­
tion do not justify using a target title as though you already held it.

If you choose to publish content, base it on knowledge you can explain: a
training  problem,  a  commonly  confused  professional  distinction  or  an
experience you are permitted to share.

Publishing daily  or  appearing in  videos  is  not  a  requirement.  Maintain
quality without using up the time you need to develop the capability you
are presenting.

Look beyond likes. Does your presence help people understand your work,
lead to useful discussions or create suitable opportunities? A specialist con­
tribution with limited engagement may serve you better than unrelated
content that goes viral.

AI can help organise your ideas and edit a CV, starting from your own
facts. Harvard recommends checking accuracy and being able to explain
every line, while avoiding the entry of personal data or private organisa­
tional information.57

Reject invented achievements or inflated leadership. Do not let polished
language obscure what you want to say: you are the one who will speak to
the employer or client and explain what was written.

Move from General Introductions 
to Purposeful Contact
A good CV may still be accompanied by a message that fails to explain why
you are contacting that particular person or organisation.
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A short cover letter should identify the opportunity, explain why you are
relevant and what evidence supports that, and state what you are sending
or requesting.

Harvard guidance recommends connecting experience to the specific role
without repeating the CV verbatim. Use this for honest, direct writing.54

Suppose Fatima, from the examples in Chapter 10, now meets the require­
ments  for  a  particular  opportunity.  After  adapting  the  wording  to  her
actual circumstances, she might write:

‘I am applying for your advertised Accountant position. My attached CV
sets out my qualifications and the practical applications I have completed
in adjustments, closing and reporting. I am interested in the opportunity
to work across the accounting cycle and would welcome a discussion of
what I could contribute and what you expect from someone entering the
role.’

The message connects contribution with organisational need while mak­
ing her early practice stage clear.

For employers without advertised vacancies,  state interest  and contribu­
tion and ask about application channels or suitable openings rather than
assume a role exists or ask them to invent one.

Follow the stated timeline. If none is given, make a polite enquiry after a
reasonable interval, rather than sending repeated messages through every
channel.

Keep a simple log of applications and actions. You may not know why no
reply has arrived, so avoid drawing a sweeping conclusion about yourself
or the organisation from silence alone.
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Make the Interview a Conversation about Work
Prepare truthful examples matched to requirements rather than memorise
ideal-sounding answers.

The US Office of Personnel Management describes a structured interview
as a way to assess  job-related competencies through questions about past
behaviour  or  hypothetical  situations,  using  standardised  questions  and
scoring.  Prepare  to explain what  you did and how you thought,  rather
than focus only on the impression you create.59

Briefly describe the situation, its requirements, your actions, the known
results and what you learnt. Do not jump from a shared problem to a suc­
cessful outcome without explaining your part.

Acknowledge work you have not done. You can mention related experi­
ence and explain what you know and what you would need to learn, with­
out presenting what you might be able to do as experience you  already
have.

For hypothetical questions, clarify missing information and assumptions.
Recognising when to verify may matter more than speed.

For practical assessments, clarify the purpose, boundaries, time and per­
mitted  tools.  Do  not  use  hidden,  unauthorised  assistance  or  present
someone else’s work as your own.

If an assignment is large or vague, ask whether it is a limited assessment
sample or work intended for actual use, and what outputs are required. Do
not assume every broad request is exploitation, but resolve ambiguity that
prevents an informed commitment.

The interview is also your opportunity to understand the role. Ask what
will be expected of you at the outset, how performance is reviewed, what
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supervision is  available and which problems the team wants to address.
Compare the answers with your goal and circumstances.

Do not pursue an opportunity whose reality you do not
understand or requirements you cannot meet.

When the Opportunity Is a Client Service
Clients first need to know that you understand the request, what you will
provide and how completion is judged, rather than your whole CV.

Listen before proposing a solution. Ask what the client wants to change,
what they have tried and what constraints they face. Do not make a defini­
tive diagnosis of an organisation from a short description.

Offer work within your capability and the practice you are authorised to
undertake. Define what you will deliver, what is excluded, the information
or cooperation required, and the arrangements for review and revisions.

If the request is too broad, agree on a narrower scope, arrange specialist
collaboration transparently or decline. Winning a contract is not a gain if
you cannot deliver what you have promised.

A limited first task agreed in advance can help, but proving your ability
should not become a demand for indefinite free work. Use permitted sam­
ples, training cases or a first stage with clear limits.  Chapter 14 addresses
pricing, time management and risks across activities as part of managing
your work portfolio.

Do  not  promise  outcomes  that  are  only  partly  within  your  influence.
Good design does not guarantee sales; recommendations do not guarantee
implementation. Commit to work, quality and scope you can deliver, and
explain what depends on others.
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Clear agreements about delivery and review are part of honest presentation
from the outset. They are more than administrative details to address after
marketing.

Huda Clarifies Her Service 
Rather than Expanding Promises
Huda  designs  print  and  digital  materials  and  wants  more  independent
work. Assume relevant conditions of practice have been verified.

She used to describe herself as able to deliver ‘all creative and marketing
solutions’. She showed varied work, but some people who contacted her
did not know which service to ask for.

After  reviewing  what  she  did  well  and  which  services  she  wanted  to
expand, she chose to focus her initial introduction on a specific service:
organising information and designing professional reports and presenta­
tions. She kept her other skills while making her offer closer to a  defined
need.

Two samples  she is  authorised to share  distinguish the original  content
from her work in reorganising and designing it, and identify the authors’
or clients’  contributions.  She claims no research or analysis  she did not
perform.

She contacts suitable organisations with a clear service description and per­
mitted sample links, without generic flattery.

One organisation shows interest but also asks about managing its  social-
media accounts. She explains that it is a different service outside her cur­
rent offer rather than accepting through fear of losing the client.
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Another asks her to redesign a complete report for free before deciding.
She suggests reviewing her samples or agreeing a limited first stage. They
decline, and no assignment follows.

A third potential client discusses a specific report, the materials to be sup­
plied and the number of revision rounds. For this example, suppose they
reach an agreement and work begins.

Her  clearer  introduction  helps  recipients  understand  the  service  and
moves discussions towards work she can deliver. It also helps her decline
unsuitable requests without making inflated claims.

The value of this start will depend on the quality of her delivery and how
she handles feedback, not on the elegance of her message alone.

Protect Trust while Seeking Opportunities
Trust  extends  from presentation to  responses,  questions  and reliability.
Correct errors, report changed deadlines early and seek only genuine refer­
ences or reviews.

Verify the organisation or person offering an opportunity before sharing
sensitive information or paying money.

The  US  Federal  Trade  Commission  warns  of  people  impersonating
recruiters  and  using  apparently  official  invitations  and  offers  to  obtain
applicants’ data or money. Verify the organisation through independent
contact channels, rather than relying only on those supplied by the person
who contacted you. These are documented patterns of fraud, not a judge­
ment on every unexpected approach.60

Pause  when  a  supposedly  guaranteed  job  requires  urgent  payment,  or
when  financial  data  is  requested  before  the  person’s  identity  and  the
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opportunity  are  clear.  Check  genuine  assessment  or  qualification  fees
directly with authorised bodies; these are different from paying for a prom­
ise of employment.

Do not publish identity documents or client data to prove that you are
serious. Share necessary information through appropriate,  verified chan­
nels and at the appropriate time.

Monitor Opportunity Quality 
beyond Message Counts
Review where the process stalls, without treating your observations as a
final diagnosis.

If you receive no replies, check the fit between you and the opportunity,
the clarity of your CV and the application channels. Do not assume the
explanation is formatting alone.

If interviews do not lead to offers, review how you explain your experience,
the requirements and any gaps. There may also be factors you cannot see,
such as another candidate being a closer fit.

If clients praise your work but do not reach an agreement, check the actual
need, who has decision-making authority and the scope. Cutting prices or
adding free work does not resolve every hesitation.

Use the feedback you receive while recognising that some of it is partial.
Make changes you have a reason to make and observe their effect, rather
than rewriting how you present yourself after every rejection.

Choose  one  suitable  opportunity:  a  job,  an  internal  move  or  a  service
offer.  Use  A10 to identify the need,  evidence,  message and next action.
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Pursue a defined opportunity rather than simply increasing the volume of
applications.

Good professional marketing makes your capability clear to the
people who need it. Delivery then substantiates your claims.

As opportunities expand, you may have employment, a small project and
additional training or services to consider. The question becomes what to
choose,  what  to  decline  and  how  to  prevent  multiple  activities  from
spreading your capabilities too thinly.

Chapter 14 addresses managing your work portfolio and income sources.
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C H A P T E R  1 4

Manage Your Work Portfolio
and Sources of Income

A small  activity  alongside  your job may lead to more requests,  a
project, training work or a digital product. Each opportunity may
seem worthwhile on its own, yet together they can leave you work­
ing  more  without  knowing  whether  your  income  or  career  has
improved.

Independent professionals may accept a variety of requests to avoid miss­
ing  opportunities,  only  to  discover  that  they  have  underestimated  the
hours,  taken  on  competing  deadlines  or  earned  good  revenue  without
receiving cash in time to meet their obligations.

The question is how to choose work that deserves your time, manage the
relationships between your activities and understand what each contrib­
utes to your income, capability and future opportunities.

Chapter 5 introduced different forms of work and sources of income. We
now turn to deciding what to retain, develop, postpone or stop.

A single activity may be your best choice. Whether you focus or diversify,
make a deliberate choice rather than reacting to every offer.
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Distinguish Your Work Portfolio 
from Your Portfolio of Work Samples
In  How to  Plan Your Career Path,  I  used the term ‘work portfolio’  for
income-generating activities and services, including employment, training,
consultancy and running your own business.24

A portfolio of work samples shows what you have completed, as discussed
in  Chapter 13.  Your work portfolio,  as used here,  comprises the profes­
sional activities you undertake and manage.

Your sources of income may extend beyond your work portfolio to assets
or  investments  that  require  no  direct  professional  activity.  We  need  to
understand how that income affects your choices, although this book is
not a guide to choosing investments.

Your  portfolio  may  consist  of  one  activity,  several  related  services  or
employment alongside another permitted activity. Its maturity is not mea­
sured by the number of activities it contains.

A  designer  serving  several  clients  need  not  become  a  trainer  and  shop
owner to progress. An employee who deepens their expertise may be mak­
ing as thoughtful a choice as a colleague who takes on additional work.

Assess how well your activities fit your goals as a whole, whether you can
deliver them and what they return after costs and commitments.

Know Why You Retain Each Activity
Before adding work, identify its purpose in your path.

It may provide income you need now, build experience, let you test a tran­
sition or help you develop a future service or product.
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Different purposes need different measures.

A service that brings a good financial return but adds little to your experi­
ence can still fund learning or help you meet obligations.

A project with a modest return may give you practice you need. Be clear,
however, about what you intend to learn and how much time and money
you  can  afford  to  spend.  Calling  something  a  ‘learning  opportunity’
should  not  indefinitely  justify  exhausting  work  that  fails  to  meet  your
expectations.

I suggest distinguishing what you rely on now, what you are building for
the future and what you are testing temporarily.

Activities you rely on need continuity and quality. Those you are develop­
ing need resources and review points.  Experiments need clear questions
and  decision  dates,  so  that  they  do  not  quietly  become  permanent
commitments.

Voluntary professional work may give you a sense of purpose or allow you
to serve others without providing substantial income. Record it as such,
rather than relying on payment that no one has agreed to make.

Do activities support one another and your goal, or merely answer others’
requests?

A good reason for accepting an assignment once is not
automatically a reason to continue it for years.

Look for Complementarity without Assuming It
In How to Plan Your Career Path, I linked developing professional capabil­
ity with the possibility of using it in training, consultancy and other work.
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Activities can support one another, but this is a possibility to test, not a
guaranteed result of combining them.24

Preparing a training programme may help you organise your knowledge.
Participants’ questions may reveal areas that need greater depth, while var­
ied practice may broaden your understanding of work problems.

Results may differ if you spend time preparing material outside your spe­
cialism, accept work you cannot review properly or allow activity deadlines
to prevent you from meeting your main responsibilities.

Check what you are actually learning, what you can transfer between activ­
ities and how the combination affects your main work.

Conflicts extend beyond time.

In Oman, for example, Article 67 of the Labour Law includes duties con­
cerning confidentiality and the protection of work tools and documents. It
also prohibits workers, during the term of their contract, from undertak­
ing an activity similar to their employer’s in any capacity. For workers cov­
ered by this law, carrying out the activity outside working hours does not
automatically make it permissible.11

Check the applicable law, your contract and relevant professional policies.
Where the position is unclear, seek clarification from a competent author­
ity or obtain legal advice. General consent from a manager does not replace
compliance with the law.

A personal licence does not authorise every service or the establishment of
any business.  Oman’s  government  portal,  for  example,  offers  a  separate
Financial Services Authority service for licensing accounting and auditing
offices.  This  illustrates  the distinction between an individual’s  qualifica­
tion and the requirements for the activity they wish to undertake.31
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Check  for  client  conflicts  as  well:  reviewing  work  you  helped  prepare,
using one party’s information for another, or accepting work subject to
contractual or professional restrictions.

You may need to decline profitable work, separate assignments or refer part
of the work elsewhere. A financial return does not remove a conflict.

Look beyond the Fee to Calculate the Return
When comparing two activities, you may be drawn to the one with the
higher fee. But the contract value alone does not tell you how much will
remain.

Identify the costs of tools, materials, assistance, platform and transfer fees,
travel,  preparation  and  review.  Then  consider  shared  subscriptions,
accounting, licences and any other applicable overheads.

The US Small Business Administration recommends analysing the compo­
nents of your business using revenue and cost records, and distinguishing
the recording of a transaction from the receipt of cash. The accounting
and tax rules that apply to you still depend on your jurisdiction.61

Count  the  time spent  on communication,  proposals,  preparation,  revi­
sions  and collecting  payment,  as  well  as  the  hours  spent  delivering the
work.

For an initial comparison, divide the amount remaining after direct deliv­
ery costs by all the hours associated with the work. The result is neither
guaranteed hourly pay nor final profit: shared expenses and other obliga­
tions still have to be met.
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Use other measures too. Work with a lower initial return may help you
build  a  specialism or  service,  while  work  with  a  higher  return  may  be
unpredictable or difficult to collect payment for.

As  Australian  government  guidance  explains,  pricing  also  depends  on
value, customers and their willingness to pay. Spending more of your own
time on a service does not guarantee that the market will accept a higher
price.62

You  may  need  to  improve  delivery,  narrow  the  scope,  clarify  what  is
included and what costs extra, or stop a service that cannot earn a suitable
return.  Otherwise,  you  may  unknowingly  subsidise  it  from your  other
activities.

Accepting a project can take time away from developing your specialism or
serving existing clients. This opportunity cost matters even though it does
not appear on an invoice.

Monitor When Cash Arrives
You may have profitable work, yet receive the money too late to meet your
needs. Even after receiving a large advance, you may still have delivery costs
and obligations to meet.

Forecast how much cash will come in and go out, and when. Revenue and
profit figures alone do not tell you this.

Australian government guidance explains that cash-flow monitoring helps
identify payment cycles, forecast shortages and surpluses, and prepare for
obligations. It also stresses separating forecast figures from actual figures
and making assumptions clear.63
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Distinguish contracted work from hoped-for work. An enquiry is not an
agreed assignment; an invoice is not available cash.

Record the payments you must make,  including  non-monthly expenses
that are easy to forget. Test what would happen if a major receipt were
delayed or demand weakened. Which payments could you postpone, and
which would still have to be made?

Do not choose a  financial  reserve from one universal  number you hear
from others. Base it on your obligations, income volatility, the time you
may need to replace lost income and the resources you can access. If the sit­
uation is complex, seek specialist help to understand it.

Keep separate records for your personal finances and those of your activity.
Australian guidance explains how this helps with tracking and reporting,
while  requirements  for  a  separate  bank account vary by legal  form and
jurisdiction.64

Record personal withdrawals and retain the cash needed for delivery costs,
fees, taxes and amounts owed to others.

Taking on more assignments will not solve a cash shortage if you
must pay delivery costs before receiving the fees.

Have You Diversified Risks or Merely Names?
Employment,  training and independent  projects  in  one sector  give  you
three forms of income. But what happens if spending in that sector falls?

All three may be affected together. Different labels do not necessarily mean
less exposure to risk.
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You  may  have  several  clients,  yet  most  of  their  work  may  reach  you
through a single intermediary; varied services may all depend on your per­
sonal availability at the same time.

This is not a reason to enter unfamiliar fields simply to be different. Deep
specialisation may still be your best choice. Identify the common causes
that could disrupt several sources of income at once.

Check your dependence on particular clients, sectors or intermediaries, the
concentration of  deadlines  and the activities  that  require  your personal
presence. Match your response to the source of the risk.

You may be able to respond by broadening your client base within your
specialism, adjusting deadlines, arranging legitimate collaboration or build­
ing the financial capacity to get through quieter periods. You do not neces­
sarily need another profession.

If you hold investments alongside your work, assess their risks separately.
US Securities and Exchange Commission guidance connects asset alloca­
tion with time horizon and risk tolerance, and notes that several funds may
still be concentrated in the same holdings or sector. The useful distinction
here is between the number of investments and their sources of risk; it is
not a recommendation for a particular investment.20

Money from selling an asset is not recurring income from work, and an
expected return is not cash you have received. Distinguish earnings from
work, withdrawals from your resources and expected investment returns.

Calculate Your Capacity to Deliver
Your  average  working  hours  may  look  manageable  even  when  several
deadlines fall in the same week.
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Preparing training, completing a client’s report and meeting fixed dead­
lines in your job can create a conflict even when the monthly total looks
acceptable.

Before accepting work, examine the actual dates for preparation, review
and delivery. Allow for the possibility that something will need a second
attempt.

If you need help, confirm that it  is  available before committing. Decide
what  you  will  delegate,  what  the  contracts  and  confidentiality  require­
ments permit, who will review the result and how the arrangement will
affect costs.

Finding someone to do part of a task does not remove the time needed for
coordination and review. Equally, you need not do everything yourself if
suitable collaboration can improve quality and serve the work. The right
arrangement  depends  on  the  task  and  your  ability  to  manage  the
collaboration.

Agree a realistic scope and deadlines, and make explicit arrangements for
additional requests and their cost.  Adjusting the terms before accepting
work is better than apologising for a delay afterwards.

The next chapter addresses health, family and rest. Not all time outside
employment is available to sell.

Before relying on independent work in place of employment, examine cash
flow over several periods, rather than only the best month. Include fixed
and seasonal expenses, obligations that will transfer to you and what you
could withstand if a client paid late or demand fell. If you have debts or
high essential expenses, make a plan for managing them part of the deci­
sion, with specialist help where needed.
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Are You Building a Product 
or Adding an Obligation?
A book,  guide,  programme or  template  can  let  you  use  your  expertise
repeatedly without recreating a service from scratch each time.

Start with users’ needs, the quality of the product and your rights to use
and resell the material.

The World Intellectual Property Organization (WIPO) explains that eco­
nomic rights let rightsholders authorise use of a work or earn returns in
ways provided by law. Ownership of rights in work created during employ­
ment varies with legislation and applicable arrangements. Do not assume
that material you created for an employer or client is yours to sell simply
because you made it yourself.65

For products you own or are authorised to sell, calculate the costs of prepa­
ration, testing, marketing, updates and user support. Before selling, clarify
whether you are selling a copy or granting usage rights, and whether you
are promising support or updates.

The  possibility  of  repeated  sales  does  not  guarantee  buyers  or  a  large
income. Test demand and costs, then expand as the evidence justifies.

Building  a  team  or  business  also  brings  management  responsibilities
beyond providing your own service: allocating duties, maintaining quality,
controlling costs and managing clients.

I do not see this as the inevitable destination of independent work. You
may  prefer  to  remain  a  specialist  providing  a  limited  amount  of  high-
quality work, or you may decide later to build a business. Choose a form
of work you want to manage and can sustain, rather than seeking to escape
hands-on work at any cost.
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Figure 19 Questions for Reviewing an Activity in Your Work Portfolio

Huda Reviews Her Activities
Huda now introduces herself as a report and presentation designer. She
still accepts a variety of small design assignments and is considering digital
templates to sell.

She reviews one month of work using figures intended to illustrate the
comparison, rather than represent market prices.

Why keep this
activity?

Does it
complement my
other activities?

What does it add
after costs?

When does the
money actually

arrive?

Have I
diversified risks,
or only names?

Can I deliver?

Am I building a
product or
adding an

obligation?

An activity in my
work portfolio
Seven questions

before expanding or
reducing
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Figure 20 Amount Remaining per Hour in Huda’s Example

Illustrative figures for this example, before shared expenses and other
obligations. These are not market prices.

She records fees for completed work, direct costs and all associated hours,
including proposals, communication, revisions and follow-up.

Item
Report and
presentation design

Assorted
small designs

Fees for completed work 900 rials 500 rials

Direct costs 180 rials 100 rials

Remaining after direct costs 720 rials 400 rials

Associated hours 36 hours 40 hours

Remaining per hour before
shared expenses and other
obligations

20 rials 10 rials

Report and presentation
design 20

Assorted small designs 10

Rials per hour
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Small  designs  had  seemed  easy  to  fit  between  larger  assignments.  Her
records reveal that communication and revisions took more time than she
expected.

One month cannot establish a general rule: clients, prices and the difficulty
of  assignments  vary.  It  does,  however,  give  her  a  reason  to  review  her
assumptions rather than dismiss evidence that challenges them.

Suppose  her  shared  expenses  are  120  rials.  After  direct  costs  and  these
shared expenses, 1,000 rials remain from the month’s fees. This is not her
final return: further obligations may apply, and the amount also includes
payment for her own labour.

She has collected all the fees for report design, but only 200 rials of the fees
for small designs, leaving 300 rials outstanding.

She  has  therefore  received 1,100 rials  in  cash.  After  paying  400 rials  in
direct and shared expenses, the net cash movement for these items is 700
rials,  rather  than  1,000.  The  amount  earned  differs  from  the  amount
received.

She  wants  to  specialise  in  report  design  and  needs  time  to  learn  and
improve  her  samples.  In  this  example,  she  does  not  abandon  all  small
designs. She narrows what she accepts, clarifies revision limits and reviews
prices for requests that take up a great deal of time.

She keeps digital templates as an experiment with clear limits on time and
budget,  instead  of  relying  on  expected  sales  income  to  cover  personal
expenses before any sales occur.

One client provides much of her report design work. The higher return
therefore does not justify immediately dropping other client relationships.
She looks for suitable additional clients and monitors repeat demand.

Chapter 14: Manage Your Work Portfolio and Sources of Income More Than a Job

241



Her portfolio is now clearer, although not necessarily more diversified. She
can see which activities develop her specialism, which consume her time,
where payments are delayed and which activities she is still testing.

When Should You Expand or Reduce?
I  suggest  returning to your portfolio at  suitable intervals  and reviewing
each activity in relation to the whole, not in isolation.

Expansion may be appropriate when demand recurs, returns remain ade­
quate after costs and you can maintain quality and meet deadlines while
satisfying the conditions of practice.

An activity that is worthwhile may still need a narrower scope, clients who
are a better fit, clearer agreements or help with delivery.

You can choose to keep a successful activity small. You do not have to turn
it into a larger business.

Stopping an activity may reflect changed priorities, a learning purpose you
have fulfilled or a poor fit with the next stage of your career. It need not
mean personal failure.

Honour your existing commitments. Declining new work is different from
arranging to complete, or agreeing to end, work you have already promised.

If you are considering leaving employment, or are already without it, use
A13 to examine your obligations, available cash, the periods ahead and the
effects  of  disruption.  Appendix  D distinguishes  money  earned,  money
received and money available to spend.

The Australian Securities and Investments Commission (ASIC), through
Moneysmart, highlights the volatility of income from self-employment, the
importance of separating business and personal finances, and preparation
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for quiet periods. We use these financial considerations without transfer­
ring Australian rights or rules to another country.66

Your review may lead you to a permitted gradual transition, a decision to
wait  or  a  choice  to remain employed while  developing your specialism.
Leaving employment is not the outcome to pursue regardless of what the
evidence shows.

A Worksheet for Reviewing Your Portfolio
List your current activities and those you are testing. Use  A11 to record
brief answers.

Aspect What to establish

Purpose Do you rely on it for income, is it building a
future capability or opportunity, or are you testing
it temporarily?

Returns and costs What are the fees or revenue, the delivery and
related costs, and when will you be paid?

Time and
commitment

How much total time does it need, when do its
deadlines cluster and how does it affect your other
work?

Complementarity
and risks

What does it add to your career, on whom or what
does it depend and what conflicts could arise?

Practice conditions Do you meet the relevant requirements, contracts
and permissions, and what still needs checking?

Next decision Will you continue, adjust, test, reduce or stop?
Why, and when will you review it?
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Use the  worksheet  to  support  decisions,  rather  than assign final  scores.
Record information you still need to check instead of filling the gaps with
reassuring predictions.

Can you deliver all the work in your portfolio? Do the income and devel­
opment opportunities justify the costs? Which activity would you decline
to make room for a more important opportunity?

More Than a Job does not mean having as many jobs as possible. It means
looking beyond your present role and choosing how to use your capabili­
ties without treating busyness as an end in itself.

Beyond professional  value,  returns and commitments lies  a  wider ques­
tion: what place should work occupy in your life, and what should you
protect from its demands?

The final chapter explores the balance between work and life.
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C H A P T E R  1 5

Balance Your Work
and Your Life

After  a  long day,  you return home thinking about an unfinished
report, an unanswered message and an approaching deadline. You
close the computer, but work continues in your mind. When you
have free time, you remember your studies or an opportunity you
fear missing.

You may be serious about building your future and conscientious in your
responsibilities.  But does professional growth leave you room to live, or
does every step add a commitment without easing what you already carry?

In Sculpt Your Life, I devoted the final chapter to balancing work with the
rest of life so that work would not take it over. This remains part of career
planning itself, rather than advice added after employment, learning and
projects have filled the schedule.48

Work is part of life. It provides a livelihood and opportunities to learn and
serve  others.  Its  value  does  not  justify  endlessly  postponing your  other
needs and responsibilities.

Consider what career decisions preserve as well as what they add.
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Balance Changes with Life Stages
Balance does not mean giving equal time to work, family, rest and learning,
or making every day the same.

Study, a major project or family circumstances may call for different uses
of your time at different stages.

Distinguish a period of extra effort with clear limits from a lasting arrange­
ment that repeatedly pushes essential needs aside.

If you are preparing for examinations, identify when that period will end,
what you will  reduce during it  and what you will  restore afterwards.  If
work pressure is meant to be temporary, what actually makes it so? Does it
have  an  end  date  or  an  agreed  change,  or  will  it  be  followed  by  more
pressure of the same kind?

Calling a period exceptional does not automatically justify its costs. Assess
the  demands  and  your  capacity  to  meet  them  while  protecting  safety,
rights and obligations you cannot set aside.

In practice, balance means knowing your priorities now, the essentials you
need to preserve and how you will review your choices.

Predictable hours suit some people; others prefer greater flexibility, even if
their  days  vary.  Someone  may  accept  frequent  travel  at  one  stage  and
reconsider  it  when  responsibilities  change.  These  choices  need  not  be
judged by the same measure.

Balance should not become another standard of perfection. Disruption,
changed dates and requests for help are part of life. The aim is to notice
disruption before it becomes a permanent arrangement.
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Examine the Demands of Your Actual Week
The hours you spend in paid work do not describe all  the  demands on
your time.

Travel, study, clients, preparation, household work, care and waiting for
possible requests all take up time in your life, though in different ways.

Before adding a commitment, examine a real week. Where does your time
go? Which activities are repeatedly interrupted? Which plans work only if
nothing unexpected happens?

The aim is to identify what you have overlooked, rather than record every
minute. An evening you allocate to study may already be needed for care.
A rest day you assign to a project may already carry responsibilities outside
work.

Add together your paid working hours across activities. Include travel, care
and learning when assessing the overall  demands on you, while keeping
these distinct from legal definitions of working time.

A 2021 joint analysis by the World Health Organization (WHO) and the
International Labour Organization (ILO) associated working 55 or more
hours a week with higher risks of stroke and of death from ischaemic heart
disease, compared with working  35–40 hours. This concerns risk across
population groups, rather than predicting an individual’s  outcome, and
does not mean every schedule below 55 hours is safe.67

Getting through a crowded week does not show that you can sustain the
same pattern for years. Look for repeated loss of sleep, postponed health­
care and neglected responsibilities. Consider what needs to change in the
work itself, rather than relying only on your endurance.
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Do Not Leave What Matters to Leftover Time
If you allocate time to work first, you may leave nothing for the other pri­
orities you say matter.

I suggest first identifying what you need to preserve at this stage: adequate
sleep and rest, necessary healthcare, family duties, worship, relationships
and interests. You do not have to turn all of these into productivity goals
or performance indicators.

Recall Salman  al-Farisi’s advice to Abu al-Darda: ‘Your Lord has a right
over you, your self has a right over you, and your family has a right over
you; give each their due.’ The Prophet, peace and blessings be upon him,
affirmed, ‘Salman has spoken the truth’ (Sahih al-Bukhari, 1968). The les­
son concerns preserving essential rights rather than dividing hours equally.

As circumstances permit, arrange work and learning around these obliga­
tions.  You may need negotiation and cooperation as  well  as  changes  to
your calendar.

You need not turn every hobby into a business, every meeting into net­
working or every quiet moment into an opportunity to consume educa­
tional content. Reading, walking and spending time with loved ones do
not need to produce a career return.

Rest is not a reward you deserve only after completing every task. The list
may never end, so give rest a clear place in your arrangements rather than
wait for free time that may never come.

Being physically  present with your family is  different from giving them
your attention. If you are there in person but checking messages through­
out, discuss what you could change. One solution may be set times when
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you do not follow up non-urgent work, with clear arrangements for any­
thing that genuinely needs a response.

Do not assume that people without dependent children need no time out­
side work. They may have responsibilities or needs their colleagues do not
see, and their need for a life beyond employment does not depend on a
family-based justification.

The aim is to make room for work alongside meaningful
commitments, rather than treating those commitments as things
that can always be cancelled.

Organisational Overload Needs 
More than Personal Scheduling
Good organisation cannot always overcome excessive demands, competing
priorities or responsibility without resources and authority.

Getting up earlier or using a better application is not enough to remedy
these problems.

WHO identifies  excessive  workload,  understaffing,  limited  control  over
work, unclear roles and conflicting home and work demands as risks that
may affect mental health. It recommends organisational measures address­
ing working conditions themselves,  rather  than relying only on helping
individuals cope.68

Make the demands clear enough to discuss: the tasks, deadlines, dependen­
cies and conflicts.

Instead of saying only ‘I am very busy’, explain:
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‘Two tasks are due this week, and this new assignment needs additional
review time.  I  can meet  the proposed date  if  part  of  the other  work is
deferred or support is available. Which priority should we adopt?’

Figure 21 Balance Begins with Understanding
the Cause of the Burden

Review working conditions and other obligations together, then choose what
can be changed or discussed.

This makes the decision needed visible, rather than leaving you to carry
incompatible commitments in silence.

Possible  solutions  include  removing  unnecessary  steps,  changing  dates,
redistributing duties  or  providing training and support.  Make the  time
needed for quality explicit.

Source of
pressure

Personal arrangements

Time, boundaries and support

Organisational workload

Priorities, resources and
responsibilities

Useful adjustment addresses the cause
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A  full  schedule  does  not  make  safety  requirements  or  binding  rights
optional.

Rights  concerning  working  time,  rest  and  leave  vary  by  country  and
employment relationship. Check the rules that apply to you, rather than
inferring your rights or obligations from those of colleagues under another
system.11

Persistent conflicts or issues concerning rights may require help from HR,
labour authorities or qualified advisers.  People differ in their bargaining
power, and dialogue alone cannot resolve every workplace problem.

If you are a manager, consider the pressure your decisions create. Do you
change  priorities  without  cancelling  earlier  ones,  or  rely  on  employees
being constantly available? Do not ask your team to find balance while
building plans that depend on their time outside work.

Make the End of Work Clear
The end of the working day may be clear while the end of communication
is not. Is a late message for information only, or does it require an immedi­
ate reply? What counts as urgent? Who responds when you are off work?

Discuss arrangements suited to the role. On-call duties and services that
operate continuously differ from work that requires no response outside
working hours.

Agree contact times, response expectations and handovers. Do not aban­
don agreed channels without making arrangements, or treat every notifica­
tion as urgent.

In  independent  work,  make  communication  expectations  part  of  the
agreement  with  the  client.  Clarify  when  you  respond,  how  revisions
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should be sent and what requires a new deadline. Do not promise constant
availability if you cannot provide it.

At the end of the day, record unfinished work and the next action. Where
possible,  leave it  until  its  agreed time.  This  can help you organise  your
work, but it does not guarantee that thoughts about it will stop.

Johannes Wendsche and Andrea  Lohmann-Haislah’s  2017  meta-analysis
found associations between psychological  detachment outside work and
better sleep, less fatigue and other indicators of recovery, although results
varied between studies. These associations do not prove that switching off
a phone alone produces the effects, or that every thought about work out­
side working hours is harmful.69

The aim is to give attention to what you are doing now, rather than judge
every  work-related thought. You may enjoy thinking about a work prob­
lem; that differs from being continually required to monitor work with no
chance to disconnect.

Before taking leave, prepare handovers, contact arrangements and any per­
mitted exceptions. Other people’s dependence on you should not become
a permanent reason to avoid arranging cover or transferring knowledge.

Choose Flexibility That Addresses Your Need
Working from home may suit  you,  but it  is  not another name for bal­
ance.  First  identify  the  problem  you  want  to  address:  commuting,  an
unstable schedule, long hours or difficulty finding uninterrupted time to
concentrate.

Different start times, predictable shifts, less travel or some days working
from home may help. No arrangement suits every role.
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A randomised trial involving 1,612 employees at a Chinese travel-technology
company in 2021–2022, published in Nature in 2024, found that working
from home two days a week improved job satisfaction and reduced attrition
without reducing performance ratings on the measures used. It  concerns
one specific arrangement in one organisation, rather than proving that every
form of remote work produces the same result.70

Test the arrangement and review its effects. Agree how work will be deliv­
ered, how you will communicate and how performance will be reviewed.
Flexibility should not spread work across the whole day.

For fieldwork and services that require physical presence, better handovers,
predictable  schedules  or  shared  call-out  duties  may  help  more  than
working from home.

Being at home does not automatically make it possible to work fully and
provide continuous care at the same time. Discuss feasible commitments
and the help needed, rather than assuming that you can fulfil two roles
requiring attention without assistance.

Consider Those Affected by Career Decisions
A promotion, programme or project may fit your own hours while trans­
ferring responsibilities to others. Who will carry them, and how will family
life change?

Do not take family support for granted. Discuss costs as well as benefits,
how long the arrangement will last, which responsibilities will be reallo­
cated,  what  help  is  actually  available  and  when  you  will  review  the
agreement.

Care and household work are real responsibilities, not a gap to be filled
automatically  by  whoever  earns  less.  Share  them  fairly  according  to
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capacity and circumstances, rather than basing one person’s development
on another’s unlimited workload.

Preparing for an examination is different from travelling regularly for years.
A promise to ‘make it up later’ cannot address both situations in the same
way.

Family discussion should inform a decision that is still open, rather than
endorse one you have already settled. It may reveal overlooked costs or less
exhausting alternatives.

If  you live alone, you still  need to consider your relationships,  appoint­
ments and self-care. The absence of obligations visible to others should not
be a reason to accept every extra assignment.

Before Accepting Greater Responsibility
A promotion may advance your career, but examine what comes with it.

What will change, and what will stop? Will your authority and resources
match your responsibilities, or will management duties simply be added to
all your previous tasks?

Check  the  expectations  for  travel,  shifts  and  contact  outside  working
hours. Higher pay and a title alone do not establish whether the role suits
your present stage of life.

If the learning required exceeds your capacity, adjust the pace: you might
continue in your specialism while deferring a management step, or choose
an intermediate stage. You need not abandon development altogether.

The existence of an upward professional pathway does not oblige you to
follow it. The standards and maps we have used explain the route and its
requirements; your life informs how far you choose to go.
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Do not give up income you need solely because another activity seems less
demanding. Use the comparison you prepared in Chapter 14 and identify
changes  that  protect  essential  needs  without  taking  risks  you  have  not
assessed.

Low pay and unavoidable obligations may make long hours necessary, with
no quick way to reduce them. Build better options gradually, rather than
blaming someone who cannot afford to rest.

When Is More than Scheduling Needed?
A difficult day is different from persistent symptoms that interfere with
sleep,  work  or  life.  Those  symptoms  deserve  more  than  changes  to  a
calendar.

WHO’s International Classification of Diseases describes burnout as an
occupational  phenomenon resulting from chronic workplace stress  that
has not been successfully managed. It is characterised by exhaustion, men­
tal distance or negativity towards work, and reduced professional efficacy.
It is not classified as a separate medical condition, and the term should not
be applied to experiences in other areas of life.71

Do not diagnose yourself from this description or assume that all distress is
related to work. Persistent symptoms that affect your life call  for assess­
ment by a health professional alongside changes at work.

Seeking help does not show that you lack competence. You also need not
wait for a diagnosis before discussing obvious overload or unsafe conditions.

If you cannot leave immediately, identify what you can reduce or change
and what support, rights or health arrangements are available. Develop an
option for transition if conditions remain unsuitable. Aim to reduce harm
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and widen your choices  without making a  sudden decision you cannot
afford.

Adil Reorganises His Responsibilities
Adil is a maintenance supervisor in an organisation that runs shifts. He
wants to take on greater responsibility, is pursuing additional learning and
handles some of his father’s affairs. He believes that proving his compe­
tence requires answering work calls at any hour.

When  he  reviews  the  calls,  he  finds  genuine  faults  alongside  requests
caused by incomplete handovers. Unplanned call-outs have also led him to
cancel family appointments.

He maintains the availability his role requires, while collecting examples to
discuss with his manager.

The employer cannot add staff immediately, but improves handovers, des­
ignates who responds outside normal hours and clarifies when Adil must
be contacted.

Emergencies still occur, but the response depends less on whoever can be
relied on to answer every call.

Adil also postpones one of two optional programmes, choosing the one
that  serves  his  current  priority.  He  does  not  postpone  mandatory
requirements.

With his family, he agrees appointments he can realistically keep and alter­
natives for emergencies. He avoids both unlimited promises and the auto­
matic cancellation of every plan because he works shifts.
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A review may show fewer calls caused by missing information, while sea­
sonal pressure remains. He discusses further changes and reassesses whether
taking on greater responsibility is right for him now.

His response combines changes to workplace arrangements, fewer optional
commitments and agreement with his family. It does not assume that all
pressure will disappear.

The solution was neither to learn to do everything faster nor to give up his
ambition.

A Final Review of Your Path
Before  adding  another  goal,  use  these  questions  or  A12 to  review  the
effects on your life.

Review area Practical question

Overall
commitments

What am I actually carrying, including overlooked
time and effort?

Repeated
postponements

Which rest, healthcare, responsibilities or
relationships rarely find space?

Work boundaries Are contact, response, supervision and handover
arrangements clear?

Cause of pressure Does the issue concern personal organisation,
organisational resources or decisions, or a need for
other support?

Next step Which commitment’s timing or scope will change,
what needs discussion and when will results be
reviewed?
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Choose one feasible change that will make a difference, rather than com­
piling another ideal list. You might agree priorities, clarify responses out­
side  working  hours,  take  fewer  optional  courses  at  once  or  protect  a
recurring appointment.

Check whether the change addresses the cause, passes the burden to some­
one else, can be sustained or requires a wider decision.

Revising an unsuitable goal puts Step Six into practice. It keeps the plan
connected to reality rather than rejecting the method.

A Career You Can Sustain
This book aims to help you understand yourself and the world of work,
choose meaningful goals, build the capabilities you need and find ways to
use them, demonstrate them and manage the returns they bring.

Do not let professional success indefinitely postpone the life you work for.

Greater  responsibility,  deeper  expertise,  independent  work  or  stable
employment may suit different years of your life.  Keep asking whether
your path allows you to do good work,  fulfil  important commitments
outside  it  and continue  sustainably,  with  a  clear  understanding  of  the
costs.

The aim is neither to work less at any price nor to work more to prove your
worth. Understand which efforts are worthwhile, what is enough for now
and what you need to preserve as you progress.

Your career is more than your job, and your life is broader than
your work.

The conclusion brings your choices  and next  steps into a  concise  plan,
keeping this understanding in view as you implement and review it.
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Conclusion

Your Career Plan on One Page

Before closing the book, return to what you wanted to change. The answer
may be clearer, or the question itself may have changed. Do not let your
reading end with ideas you agree with but keep putting off acting on.

Take what you have learnt and write a plan you can return to. You do not
need a long file or to settle every detail of your future now. You need a pro­
visional direction with clear reasons for choosing it, a practical next action
and a way to recognise what has been achieved and what needs review.

You may stay in your current job with a clearer sense of what you want to
learn in it, choose a professional pathway you did not know about, find
that  your  experience  needs  demonstrating  more  than  it  needs  further
study, postpone a costly project or revise an unsuitable goal. A plan is valu­
able when it leads to choices you can explain and act on; it need not trans­
form your present life.

The following template brings together the six steps: your preferred goal,
its requirements, your existing capabilities, the gaps to close, the stages of
your path and review. Choosing the goal remains the first step. The work
you intend to do, rather than the programmes available, provides the basis
for your plan.

The  one  page  is  a  summary  of  your  decision,  not  a  substitute  for  the
research supporting it. Keep sources, conditions, capability evidence and
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calculations in the supporting worksheets. If an answer is unclear, record
what you need to know and who can help, rather than fill the gap with a
reassuring answer unsupported by evidence.

Preparing  the  page  may  reveal  a  vague  goal  or  a  stage  that  assumes  an
unverified opportunity.  Return to the  part  that  needs  work.  If  you are
unsure the profession suits you, test an aspect of it.  If  the route to the
qualification is unclear, resolve what affects your decision before paying a
substantial cost. Give actions that do not depend on that answer a realistic
place in your schedule.

Include the time and money you will spend and what you want to preserve
outside  work.  It  is  inaccurate  to  call  a  route  feasible  while  relying  on
resources you do not have or shifting obligations to others without agree­
ment. Fewer simultaneous activities or a slower stage may be what enables
you to continue.

Choose one clear action: make an official enquiry, arrange for someone to
review a piece of your work, start a practice exercise or discuss an internal
opportunity. Specify when you will act, how it should help and when you
will review it. You need not change your life in a day; connect your direc­
tion with daily actions.

The appendices provide fillable worksheets you can save as dated copies, a
glossary and guidance on sources. Use them to help you think, rather than
to seek scores or final judgements about your capability. Keep the work of
filling in forms connected to decisions.

Begin where you are, with information you can verify and actions
you can take. Your career extends beyond one job, yet you build it
through specific actions and decisions that you review along
the way.

Conclusion More Than a Job
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T H E  C O M B I N E D  T E M P L AT E

My Career Plan on One Page

A revisable summary of the six steps. Use Appendix A for detail and evidence.

Plan date Planning horizon Start date

1 My career goal
The role or work I seek, and why:

2 Required capability
Main requirements, applicable
conditions of practice and verification
source:

3 What I have
Relevant qualifications, experience,
skills and evidence:

4 Closing the gaps
Learning, practice, evidence or
procedures needed, in priority order:

5 My development path
Nearest stage, first action and date,
required time, money and help:

6 Review and adjustment
What to measure or observe, review date and reasons to change route:

What I preserve outside work, and limits imposed by resources or circumstances:
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Practical Appendices

These appendices put the chapter tools into practical worksheets. They do
not introduce a new method. Use them to record decisions and evidence
that you can return to easily.

Complete the worksheets and save or print them, making extra copies as
needed. Use separate dated copies for different goals or options so that you
can  track  changes.  Keep  entries  brief  and  attach  further  detail  where
needed, so that printed copies remain clear.

The  method  begins  with  your  career  goal.  The  Career  Position  Card
(Chapter 2) helps you choose that goal; you return to it in Step Three to
compare your capabilities with the requirements. Having more worksheets
does not add steps to the method.

Use whichever worksheet addresses your present question. You need not
finish them all before taking action. Avoid guessing merely to make a plan
look complete. Official assessment or licensing forms take precedence.

Store your worksheets and evidence in a way that protects their confiden­
tiality.  Omit  identity  or  client  information  that  the  decision  does  not
require.  When  discussing  your  plan,  share  only  what  is  useful  for  the
review and what you are permitted to disclose.
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Appendix A: Worksheets

Choose the worksheet you need from this guide. Each links to the chapters
that explain it. Summarise your findings in ‘My Career Plan on One Page’.

These worksheets were created for this book from its practical tools to sup­
port personal planning and review. Appendix D contains completed exam­
ples of all thirteen, along with a summary plan and calculations.

Table 9 Guide to the Worksheets
and the Chapters That Explain Them

Worksheet
Chapters that
explain its use Page

A1 Where You Stand 1, 2 265

A2 Career Goal Card 6 266

A3 Professional Requirements and
Qualification Pathway

7, 9 267

A4 Information Verification Log 3, 7 268

A5 Testing a Career Option 8 269

A6 Capabilities and Requirements for
Closing Gaps

9 270

A7 Path Stages and Review 9, 10 271
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Worksheet
Chapters that
explain its use Page

A8 Implementation Plan for the Coming
Period

11 272

A9 Evidence of Competence Card 12, 13 273

A10 Marketing Your Capabilities and
Following Up Opportunities

13 274

A11 Reviewing an Activity in Your Work
Portfolio

14 275

A12 Balance and the Decision to Adjust 15 276

A13 Preparing for a Change in Income 14 277

After a review, keep your summary and supporting worksheets together.
Update the elements that have changed and record why.

Appendix A: Worksheets More Than a Job
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WO R K S H E E T  A 1

Where You Stand

Build an initial picture of your circumstances. Your title or salary does not measure
your worth as a person. Assess gaps only after defining a goal to compare

yourself against.

Date Version Name or code

1 Current work
Profession or activities, actual responsibilities and income sources:

2 Learning
and qualifications

Learning, qualifications and verified
recognition status:

3 Experience and skills

Achievements or capabilities, with
suitable examples or evidence:

4 Practice and evidence
Licences, scope and validity if applicable;
documentation needed:

5 Priorities
What I want from work, what suits me
and what I will not sacrifice:

6 Resources and constraints
Available time, money and help; responsibilities and constraints:

Uncertainties in my self-assessment, and who can help examine them:

Explanations: Chapter 1 • Chapter 2 • Completed example
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WO R K S H E E T  A 2

Career Goal Card

Step One. Choose the work or role you intend to pursue, rather than a
qualification alone. Your goal may remain provisional while you test it.

Date Version Name or code

1 Goal for this stage
Intended work and main responsibilities:

2 Reasons for choosing

Connections with capabilities,
interests, values and circumstances:

3 Market and working
arrangement

Where, for whom and through which
provisional arrangement?

4 Time horizon
Initial duration and basis, or why it
cannot yet be estimated:

5 Unresolved matters
Information or assumptions that
might change my choice, and
verification method:

6 Alternative and review
A serious alternative if needed, and reasons to revise the goal or route:

An attractive title does not establish whether a role suits you. Check its
requirements and how you can enter it before making a major commitment.

Explanation: Chapter 6 • Completed example
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WO R K S H E E T  A 3

Professional Requirements
and Qualification Pathway

Step Two. Use a separate sheet for each alternative route, so that you do not
mistakenly add together requirements that belong to different routes.

Date Version Name or code

1 Role and market
Title, code and level if available; intended country or market:

2 Performance
and responsibility

Main work, knowledge, skills and
supervision or autonomy boundaries:

3 Qualification pathway

Qualifications, experience, assessment
and procedures as stated:

4 Practice and opportunity
Regulator’s conditions, followed
separately by employer requirements or
preferences:

5 Route to the qualification
Admission, study, examination and
award conditions, and decision-maker:

6 Source and questions
Source name, version and date; points requiring clarification:

Do not decide for yourself whether a qualification is equivalent or whether a
transitional practitioner pathway applies to you. Record the competent authority’s 

answer in A4.

Explanations: Chapter 7 • Chapter 9 • Completed example
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WO R K S H E E T  A 4

Information Verification Log

Distinguish official text from training providers’ explanations, practitioners’
opinions and your own expectations. Keep a separate record for each issue that

could affect your decision.
Date Version Name or code

1 Issue and decision
What must I know, and which decision depends on it?

2 Authority and source
Responsible body, document or page
title, link or storage location:

3 Version and scope
Issue or effective date if stated; role,
group and intended market:

4 What the source says
Accurate summary or short excerpt
preserving conditions, alternatives and
limitations:

5 What it does not establish
Outstanding questions; opinions or
expectations rather than confirmed
rules:

6 Status and decision
Confirmed for this scope / conditional / conflicting / unresolved; decision effect and
recheck date:

Access or response date: Storage location:

Explanations: Chapter 3 • Chapter 7 • Completed example
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WO R K S H E E T  A 5

Testing a Career Option

Test a question that matters to your decision through a limited, safe and
permitted activity. One experiment does not provide a final verdict on

a profession.
Date Version Name or code

1 Option and question
Option tested and uncertain underlying assumption:

2 Experiment
Task, meeting or verification, and
participants or reviewers:

3 Commitment limits
Time, money and permitted data,
authority and assistance:

4 Decision criteria
in advance

Proceed if...; adjust if...; stop or
postpone if...; evidence to examine:

5 Result and limits

Actual events, feedback and untested
matters:

6 Decision
Proceed / adjust / postpone / exclude; reason, next action and date:

An exploratory experiment is not an accredited assessment of competence unless it
forms part of an approved procedure that grants it that status.

Explanation: Chapter 8 • Completed example
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WO R K S H E E T  A 6

Capabilities and Requirements
for Closing Gaps

Compare the requirements with your capabilities and identify how to close the
gaps. ‘Not met’ means there is evidence that a requirement has not been satisfied.

‘Not assessed’ means the judgement is still incomplete.
Date Version Name or code

Goal for this comparison:

◇

Requirement and
source
Performance / condition /
preference:

◇

Existing capability and
evidence
Evidenced / partial / not
met / not assessed:

◇

Action needed to close
the gap
Learning / practice /
evidence / procedure:

Priority for closing gaps and reason:

How will I know the response helped?

Do not combine items into an overall percentage that conceals a mandatory
condition. The obstacle may be a lack of opportunity, rather than a deficiency that

more study will address.

Explanation: Chapter 9 • Completed example
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WO R K S H E E T  A 7

Path Stages and Review

Steps Five and Six. Connect each stage with evidence of readiness for the next.
Reaching a date does not, by itself, mean you have gained the required experience.

Date Version Name or code

Goal for this stage:

◇

Stage and
duration
Stage: ……
Duration: ……

◇

Learning and
practice

◇

Resources and readiness
evidence

Alternative if
stalled

Likely obstacle and changes to provider, time or method:

Review date Completed work, capability improvement and changed
opportunities or circumstances:

Adjustment
decision

What changes, why and implications for later stages:

Distinguish your target dates for readiness from appointment and promotion decisions
made by others.

Explanations: Chapter 9 • Chapter 10 • Completed example
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WO R K S H E E T  A 8

Implementation Plan
for the Coming Period

Use ninety days, or another period that suits your situation. A timetable
organises the work; it does not shorten formal requirements or guarantee results.

Date Version Name or code

Period from: to: Priority:

◇

Action and date
◇

Output or completion evidence
◇

Help or pending item

Actual resources Weekly time, cost and commitments incompatible with this
priority:

First action What I will begin, when and preparation required:

Review Date, achievements, reasons for difficulty and adjustments:

Separate submitting a request or completing a task from a decision you await from
another party. Do not record correspondence as approval that has not been granted.

Explanation: Chapter 11 • Completed example
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WO R K S H E E T  A 9

Evidence of Competence Card

Use one card for each piece of evidence. Define your contribution and its limits,
and protect confidential information and ownership rights.

Date Version Name or code

1 Capability and requirement
Capability to be demonstrated; requirement or performance criterion, number and
source where available:

2 Task and conditions
Real or training work, purpose, scope
and date:

3 My contribution
My work, and contributions by team,
supervisor or tool:

4 Evidence and review
Reviewable material, who examined it
and feedback addressed:

5 Evidential limits
What the work currently establishes,
what it does not and further practice
needed:

6 Sharing permission
Permission or accepted presentation method, secure storage or training alternative:

The apparent quality of an output alone proves neither your contribution nor your
understanding. Follow the official assessor’s instructions where applicable.

Explanations: Chapter 12 • Chapter 13 • Completed example
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WO R K S H E E T  A 1 0

Marketing Your Capabilities
and Following Up Opportunities

Begin with employer or client needs, then select relevant experience. Use only
claims you can explain and demonstrate.

Date Version Name or code

Opportunity and
audience

Role or service, intended organisation and understood need:

Value and evidence Contribution, relevant evidence and limits of experience and
responsibility:

Initial contact Message or application channel, attachment and sending
date:

◇

Follow-up and date
◇

Response or information
◇

Next decision

Verify the organisation and communication channel before sharing sensitive
information. Do not draw firm conclusions about your ability or the market from

the absence of a reply alone.

Explanation: Chapter 13 • Completed example
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WO R K S H E E T  A 1 1

Reviewing an Activity
in Your Work Portfolio

Use a separate sheet for each activity and compare them over the same period.
Distinguish forecasts from actual figures, and revenue from cash received.

Date Version Name or code

1 Activity and purpose
Name; income foundation / future development / temporary experiment; period:

2 Returns and collection
Completed work value: ........
Cash received: ........
Outstanding: ........

3 Costs and payments
Direct costs: ........
Share of common costs and basis: ........
Amount paid: ........

4 Time and commitment

Delivery, preparation, communication
and review hours; conflicting deadlines:

5 Complementarity
and risks

Career contribution, client or sector
dependence and conditions of practice:

6 Decision
Continue / develop / test / reduce / stop; reason and consequences:

This is not a financial statement or tax calculation. Check omitted costs and obligations
before treating the remaining amount as spendable profit.

Explanation: Chapter 14 • Completed example
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WO R K S H E E T  A 1 2

Balance and the Decision to Adjust

Review the plan’s effect on your life, rather than simply counting tasks.
Addressing the cause may require an organisational decision or support, as well

as personal organisation.
Date Version Name or code

1 Actual commitments
Work, study, travel, care and other responsibilities in a normal week:

2 What I preserve
Rest, care, responsibilities and
relationships I will not endlessly
postpone:

3 Conflict
What repeatedly stalls? When? What
cause can I describe?

4 Discussion or support
Arrangements needed with family,
manager or appropriate authority:

5 Feasible change
What I will reduce, redistribute or
clarify, and effects on others:

6 Review of results
Date, improvements, remaining issues and next action or help:

This worksheet is not a diagnostic tool. Persistent symptoms that affect your life call
for assessment by a health professional, as Chapter 15 explains.

Explanation: Chapter 15 • Completed example
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WO R K S H E E T  A 1 3

Preparing for a Change in Income

Gather information before changing a source of income, or after losing it. Choose
periods that reflect when your obligations fall due and record your assumptions.

Date Version Name or code

1 Decision and period
What changes in my income, when and which decision needs review?

2 Essential obligations
Living costs, debt, care and seasonal
payments, with amounts and dates:

3 Available cash
Exclude others’ money, restricted funds
and uncollected amounts; record
business payments in their periods:

4 Work and transition costs
Fixed and variable payments; benefits or
expenses changing when leaving
employment:

5 Income and certainty
Contracted or hoped-for, receipt dates
and client or intermediary dependence:

6 Decision threshold and alternative
When to postpone or reduce; alternative income or support and review date:

Recalculate when an important assumption changes. The worksheet helps you organise
the decision; it does not prescribe a financial reserve that suits everyone.

Explanation: Chapter 14 • Completed example
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A13 — Cash Flow Projection
Enter the amounts for each period and calculate the balances yourself; the fields do
not calculate automatically. Make another copy to test a more conservative 
assumption.

◇

Item
◇

Period 1
◇

Period 2
◇

Period 3

Opening cash

Expected
receipts

Essential
payments

Business
payments

Closing cash

Closing cash = opening cash + receipts − essential payments − business payments.
Carry closing cash into the next opening balance. Track restricted funds separately and
do not subtract their payments again if already excluded from opening cash. Do not

treat a non-cash expense as money leaving the account.

Disruption test: make another copy assuming that your largest receipt is delayed or
demand disappears. When would you first be unable to meet an essential obligation,
and what would you do before that point?
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Appendix B: Glossary

These practical definitions reflect how the book uses each term and link to
fuller explanations. They are not independent legal definitions or substi­
tutes for the competent authorities’ wording where usage differs or a spe­
cific procedure is being applied.

Career and Work
Career: A  person’s  journey  through  work,  learning  and  professional
choices  over  time,  connected  with  circumstances  and  the  rest  of  life.
(Chapter 1)

Career path: A sequence of choices about learning, experience, work and
transitions. It may involve deeper specialisation or a change of field, as well
as managerial promotion. (Chapter 9)

Career goal: The work or role you intend to pursue, defined through its
responsibilities and working environment and open to review. (Chapter 6)

Work: Effort directed towards a result or benefit, paid or unpaid according
to context. (Chapter 1)

Profession: A field of practice based on knowledge, experience and skills.
It can be pursued through different jobs or forms of work, subject to its
requirements. (Chapter 1)
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Job: A specific role within an employment relationship or organisation,
carrying responsibilities and obligations, rather than the entire profession.
(Chapter 1)

Source of income: How money is received, including salary, fees, profits
or returns.  Not every source corresponds to direct  professional  activity.
(Chapter 5)

Independent work and remote work: Independent work describes pro­
viding services  outside the usual  employment relationship,  according to
the  actual  arrangement.  Remote  work  describes  where  or  how work  is
done. Neither necessarily implies the other. (Chapter 5)

Learning and Professional Capability
Professional and managerial capability: The qualifications, knowledge,
experience and skills needed for a role, including the managerial capability
appropriate to its responsibilities. (Chapter 9)

Experience: Work a person has performed, responsibilities they have car­
ried and learning gained from tasks and situations. It is more than years of
service without regard to the nature of practice. (Chapter 2)

Skill: Ability to perform specific work to the required level, whether spe­
cialist or transferable. (Chapter 2)

Qualification: Formal recognition of assessed learning under an awarding
body’s requirements, usually documented by a certificate or other docu­
ment. Examine its type, content, level and purpose of recognition, rather
than its title alone. (Chapter 7)5

Appendix B: Glossary More Than a Job
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Professional qualification: A qualification linked to a professional field.
Where  the  requirements  accept  it,  it  may  form  part  of  a  qualifying
pathway in its own right, rather than a mere formal addition to a university
degree. (Chapter 7)

Professional  competence: The  actual  ability  to  meet  a  role’s  require­
ments,  supported  by  evidence  that  allows  that  ability  to  be  examined.
Titles,  impressions  and  improvement  alone  do  not  establish  that  the
requirements have been met. (Chapter 12)

Occupational  standard: A  structured  description  of  the  performance,
knowledge, skills and limits of responsibility for a role. It must be read in
light  of  its  version,  scope  and  the  authority  governing  its  application.
(Chapter 7)

Qualifications Frameworks, Recognition 
and Conditions of Practice
Occupational map: A description of roles, levels and possible transitions
within a sector. It is not a list of vacancies or a promise of promotion for
an individual. (Chapter 7)

Oman  Qualifications  Framework  (OQF): A  reference  for  describing,
comparing and classifying qualifications by learning outcomes and level,
with  recognition  and  progression  arrangements  described  in  its  source.
(Chapter 7)5

Level and credit: Level describes the complexity, depth, autonomy and
responsibility of learning outcomes. Credit describes the volume of learn­
ing within the framework. Qualifications at the same level are not necessar­
ily identical or related to the same profession. (Chapter 7)5

Appendix B: Glossary More Than a Job
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Listing and alignment: In Oman’s framework, listing concerns the assess­
ment of an Omani qualification, while alignment concerns the assessment
of a foreign or international qualification against the framework. Neither
is equivalent to professional licensing. (Chapter 7)5

Recognition of prior learning: Assessment of  learning gained through
previous  study  or  practice  under  the  relevant  procedure.  It  recognises
learning that can be demonstrated, rather than years of experience alone.
(Chapter 12)5

Transitional practitioner pathway: Arrangements in some standards for
people already practising when the system is introduced, subject to stated
conditions and procedures. They do not automatically apply to newcom­
ers or other professions. (Chapter 7)3

Licence to practise: Authorisation issued by the competent authority for
a covered role, subject to stated conditions and a defined scope. It is dis­
tinct from a qualification certificate and does not guarantee employment
or authorise every independent activity. (Chapter 7)

Evidence and Results in Career Planning
Requirements for closing gaps: The learning, practice, evidence or pro­
cedures needed to address differences between a goal’s requirements and
your  existing  capabilities.  Identifying  these  involves  more  than  naming
deficiencies or courses. (Chapter 9)

Option testing: A limited experiment or check that answers an important
question about a choice before you make a larger commitment. Record
both  the  results  and  the  limits  of  what  you  can  infer  from  them.
(Chapter 8)

Appendix B: Glossary More Than a Job
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Goal flexibility: The extent to which a career goal shares with nearby goals
the capabilities your route builds, allowing you to explore alternatives as
circumstances  change.  It  does  not  mean  that  moving  between  them is
automatic. (Chapter 6)

Implementation plan: Near-term actions, dates, resources and completion
evidence drawn from the wider  career  path.  Ninety  days  is  a  suggested
period for organising implementation and can be adjusted. (Chapter 11)

Evidence of  competence: Work,  observations  or  records  that  support
assessment of a  specific capability,  with the person’s  contribution, date,
conditions and permission to disclose made clear. (Chapter 12)

Work portfolio: The professional activities and services you undertake and
manage.  It  may  contain  just  one  activity.  Your  sources  of  income may
extend beyond it. (Chapter 14)

Portfolio  of  work  samples: Selected  outputs  demonstrating  capability
or  past  contribution,  distinct  from  the  activities  currently  managed.
(Chapter 13)

Revenue and collection: Fees may be earned before payment is received.
The value of completed work differs from cash received, and neither auto­
matically represents final profit. (Chapter 14)

Cash  flow: The  amounts  and  timing  of  cash  receipts  and  payments.
Reviewing cash flow involves distinguishing actual figures from forecasts
and considering the obligations to be met. (Chapter 14)

Review and adjustment: Examining  progress,  capability,  opportunities
and  circumstances,  then  changing  whichever  element  needs  to  change.
Review begins with implementation; it does not wait until the end of the
path. (Chapter 9)

Appendix B: Glossary More Than a Job
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Appendix C:
Consulting Sources

and Updating Information

Some inputs to your plan are principles explored throughout the book;
others require checks against current sources when you make a decision.
The reasoning remains useful, but the conditions of a programme, profes­
sional  procedure  or  job opportunity  are  not  fixed once and for  all,  for
every time and situation.

Begin with the relevant citation, then check the version, date, approval sta­
tus and scope. If the full document is not available, request it by title and
code from the body named in the reference. Keep evidence of the version
and the procedure that applies.

The following groups offer direct routes to the sources,  including pub­
lished sector skills unit portals. Coverage continues to expand. Check cur­
rent sources for the particular role, rather than assuming this list includes
everything issued in Oman.

The Framework, Qualification Levels 
and Recognition of Prior Learning
References: [5]

Discussed in Chapters 7 and 12
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Omani Occupational Standards Used in Examples
References: [2], [3], [6], [9], [10], [13], [23], [26], [27], [28], [43]

Discussed in Chapters 7 and 10

Rules for Employment and Business Activities
References: [10], [11], [12], [21], [31]

Discussed in Chapters 3, 5, 7 and 14

Professional Qualifications Used in Examples
References: [29], [37], [38], [39], [40], [41], [42]

Discussed in Chapters 7 and 10

Portfolio Management and Personal Business Finances
References: [20], [61], [62], [63], [64], [65], [66]

Discussed in Chapter 14

Health, Working Conditions and Boundaries
References: [67], [68], [69], [70], [71]

Discussed in Chapter 15

Before enrolling or entering a contract, use  A4 to record your question,
the competent  authority,  the  source,  the  date  you consulted it  and the
actual answer. Distinguish admission to study from examination eligibility
and the award of the qualification, and distinguish all of these from the
conditions  of  practice  and  employment.  Clarify  unknowns  that  could
affect your decision before incurring substantial costs.
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The examples and time periods are planning suggestions, rather than offi­
cial qualification schedules. Referring to a programme or institution is not
a recommendation to buy its services without comparing your needs and
the alternatives.

The book provides a method. Your personal plan remains connected to
information you verify and review as needed.

Appendix C: Consulting Sources and Updating Information More Than a Job
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Appendix D:
A Completed Example

from Starting Point to Review

Huda after Losing Her Job
We now extend Huda’s case from Chapters 13-14. After losing her design
job, her care responsibilities leave her twenty-eight hours a week for work,
learning and searching for opportunities.  She has no regular  mentor or
budget for a long programme.

Names, figures, briefs and responses are fictional. We assume that Huda
meets the requirements for offering her service in her market; this does not
describe any particular country’s system. Clients X, Y and Z are illustrative
labels.

In the first week, she lists her commitments, prepares a sample using mate­
rial she is authorised to use, offers a clearly defined service and applies for
suitable  jobs.  At  the  end  of  the  month,  she  records  completed  work,
receipts and expenses separately from her plans.

The  worksheets  are  dated  at  the  end  of  month   1  and  look  ahead  to
months 2 to 4. They retain the figures from the main example and add
personal needs and available cash. Take from the case its way of linking
information to decisions, and choose figures and periods that reflect your
own situation.
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Summary Plan
Date: end of month 1 • Horizon: months 2–4 • Implementation starts:
beginning of month 2.

1. Goal I aim to earn income from report and
presentation design over the next three months
while seeking suitable employment. I have not
made a final decision to remain independent.

2. Required capability I turn client content into clear reports; manage
templates, figures and final versions; agree scope,
revisions and delivery in writing. Sources for
assessing performance: the brief and checklist.

3. What I have Design experience, two permitted samples and
one month’s paid trial. Numerical checking and 
revision-scope management need strengthening.

4. Closing gaps I use a checklist, a weekly practice task and a
colleague’s review of a specific point if available. I
do not commit to a long programme until the
need and affordability are clear.

5. Path I deliver and collect first, then improve report-
design services, contact more clients and apply for
jobs. Work, learning and searches together stay
within 28 hours weekly.

6. Review I check cash and deadlines weekly and results
monthly. I check whether business receipts, net
of business payments, reach at least 600 rials in
two of the next three months. If demand falters, I
prioritise alternative income over expansion.

Appendix D: A Completed Example More Than a Job
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What I protect outside work: care and rest. I do not fund training from
money set aside for living costs, and I do not accept deliveries beyond my
weekly capacity.

A1 — Where You Stand
Date: end of month 1 • Version: 1 • Name or code: H • Blank worksheet

Current work I lost my design job. I completed report and
presentation designs and small design
assignments for three clients this month. No
current salary; the job search continues.

Learning and
qualifications

Design software knowledge and short courses,
recorded without unverified professional
recognition claims.

Experience and skills Templates and text/image organisation. One
practice sample and one authorised, edited
sample of previous work. I need to improve figure
checking and the way I bring revisions to a close.

Practice and evidence The case assumes that I meet the requirements
for offering the service in my market. I store the
evidence separately and recheck before
undertaking different activities.
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Priorities Income from work related to my experience,
deadlines compatible with care responsibilities
and clearer specialisation in report design.
Suitable employment is an acceptable alternative.

Resources and
constraints

28 hours a week for work, learning and searches.
Cash at month-end: 2,400 rials after the
payments recorded in A13. No regular mentor or
budget for a long programme.

Uncertainty: accuracy under deadline pressure. Test this with a checklist, a
revision log and a colleague’s review of a specific point if available.

A2 — Career Goal Card
Date: end of month 1 • Version: 1 • Name or code: H • Blank worksheet

Goal for this stage I provide clearly defined report and presentation
design services to earn income while searching for
jobs. I review whether this suits me during
months 2–4.

Reasons for choosing Builds on my experience and samples, with
manageable gaps to close. Compatibility with
care responsibilities matters more than
maximising orders.

Market and working
arrangement

Organisations needing regular reports and
presentations. Limited independent work now;
suitable employment where conditions fit.
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Time horizon A three-month review period because liquidity
and demand have not yet proved stable. I do not
expect guaranteed income at the end of it.

Unresolved matters Will demand recur beyond Client X? Can I keep
revisions within scope without reducing quality?
I track proposals, acceptances and hours.

Alternative and
review

I apply now for suitable jobs and temporary
work. I review the plan weekly if cash falls below
my decision threshold or collection is delayed.

A3 — Professional Requirements 
and Qualification Pathway
Date: end of month 1 • Version: 1 • Name or code: H • Blank worksheet

Role and market Report and presentation design in a market
where Huda meets the business requirements.
No national code or level is assumed.

Performance and
responsibility

Organise content, use consistent templates,
match supplied figures and prepare presentation
and delivery files. The content owner is
responsible for its accuracy; clarify contradictions
rather than invent data.

Qualification pathway For this fictional opportunity: sample review and
the ability to deliver; the client has not required a
particular qualification. This is a condition for
purchasing the service, not a general rule for the
profession.
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Practice and
opportunity

Compliance with market requirements is
assumed. The client’s requirements are separate: a
clear report, an editable file, the agreed deadline
and two rounds of revisions within scope.

Route to the
qualification

No new qualification is required for this
assignment. If a target job requires one, I check
its conditions, admission requirements and cost
before adding it to the plan.

Source and questions Fictional brief X/1, version 1, beginning of
month 1. Open question: are there accessibility or
visual-identity requirements that have not been
specified?

A4 — Information Verification Log
Date: end of month 1 • Version: 1 • Name or code: H • Blank worksheet

Issue and decision Does the price include rewriting content? This
affects time commitments as well as file design.

Authority and source Client X’s authorised representative; brief and
clarification message in folder X/1, both fictional
case materials.

Version and scope Version 1, received before the work in month 1.
Applies to one 12-page report only, not to other
contracts.
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What the source says The client supplies the final content. My role is
design, consistent presentation and matching
figures, with two rounds of revisions within
scope.

What it does not
establish

Neither a monthly repeat requirement nor
permission to publish has been established. I
record neither without agreement.

Status and decision Confirmed for this assignment; repeat work and
publication remain unresolved. I accept the
defined scope and recheck any additions. I retain
the dated response from week 1.

A5 — Testing a Career Option
Date: end of month 1 • Version: 1 • Name or code: H • Blank worksheet

Option and question Can I complete a limited report design to a
suitable standard within the time available before
expanding? Test organisation and revision
control.

Experiment An eight-page practice sample using material I am
authorised to use, self-checked and, if possible,
reviewed on one specific point by a former
colleague.

Commitment limits Before the first contract: six hours, no new fees
and no client data. If no reviewer is available, I
record that self-review provides weaker evidence.
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Decision criteria in
advance

I proceed if it is completed within six hours with
figures matching the source. I adjust if it takes
longer or contains errors. I defer contracting if a
material error remains unresolved or I cannot
deliver.

Result and limits Took seven hours. A copying error was identified
and corrected. This tests one small sample, not
my ability to manage every client request.

Decision I adjust before expanding: I use a checklist, begin
with a design-only contract based on final
content and allow time for review. I retest on
another task within a week.

The  criteria  were  recorded  before  the  experiment  at  the  beginning  of
month 1; the results were added afterwards. The test changed how Huda
began, without cancelling her goal for this stage.
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A6 — Capabilities and Requirements 
for Closing Gaps
Date: end of month 1 • Version: 1 • Name or code: H • Blank worksheet

Requirement and
source

Existing
capability and
evidence

Action needed to close the
gap

Clear template
organisation; brief
X/1

Evidenced: eight-
page sample and
assignment
sample.

Retain version and checklist;
continue practice.

Figure matching;
checklist

Partial: a copying
error occurred and
was corrected.

Independently check each
figure before delivery, then
retest.

Two revision
rounds; brief

Not met in first
draft: scope was
open-ended.

Confirm the specified terms
in writing before the task;
completed in week 1.

Accessibility for
specific needs;
client enquiry

Not assessed:
client has not
specified needs.

Clarify the needs, then learn
the requirements or obtain
qualified help before making
a promise.

Goal for this  comparison: accurate reports  with a clear scope.  Prioritise
accuracy and scope before volume. Look for subsequent deliveries without
numerical  discrepancies  and  with  revisions  kept  within  the  agreement.
The recorded status reflects the initial  check; later corrective actions are
dated.
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A7 — Path Stages and Review
Date: end of month 1 • Version: 1 • Name or code: H • Blank worksheet

Stage 1: month 1 Learning and practice: a checklist, a limited trial
and agreed work. Evidence: samples, hours and
invoices. Resources: existing tools. Actual fees:
1,400 rials; receipts: 1,100 rials.

Stage 2: month 2 Planned: refine the report scope, follow up the
outstanding 300 rials, send two tailored proposals
to new clients and apply for suitable jobs.
Evidence: responses, contracts and receipts, rather
than message counts alone.

Stage 3: months 3–4 Planned: assess whether demand recurs and
where it comes from, and the cash remaining. I
expand where justified, combine suitable
employment with permitted services or rely less
on independent work.

Alternative if stalled Without a reviewer, I use a checklist and a smaller
task, and record that verification is weaker.
Without demand, I prioritise alternative income
over developing templates to sell.

Review date Weekly cash and deadlines; monthly performance
and demand. First review one week into month 2.

Adjustment decision At the end of month 1, I narrow the scope of
small designs and defer expansion into templates.
I preserve client relationships until the effects on
payment collection and income are understood.
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Path goal:  test  the  contribution of  report-design services  to  my income
while continuing job searches within the time available.

A8 — Implementation Plan for the Coming Period
Date: end of month 1 • Version: 1 • Name or code: H • Blank worksheet

Action and date Week 1 of month 2: follow up the outstanding
300 rials and confirm payment dates. Output:
dated responses. Responsible: Huda; receipt of
payment still depends on clients.

Action and date Weeks 1–2: refine proposal template and revision
boundaries and check a new sample. Output:
version, checklist and actual hours. Responsible:
Huda.

Action and date During the month: two tailored proposals to new
clients and two suitable job applications. Output:
a log of submissions, follow-ups and responses.
These numbers are commitments to action, not
predictions of acceptance.

Actual resources About 19 hours a week delivering work at the
previous month’s rate, four for learning and three
for seeking income: 26 in total, plus two in
reserve. No budget for a new course; more
delivery work requires a schedule adjustment.
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First action First morning: review receivables, send agreed
reminders and record responses and follow-up
dates.

Review End of week 1: review receipts and deadlines
against available time. Recalculate cash
immediately if a client has payment difficulties; a
promise is not a receipt.

Implementation  period:  month  2.  Priority:  collect  payments  and  meet
existing commitments, then develop the service and search for additional
income.

A9 — Evidence of Competence Card
Date: end of month 1 • Version: 1 • Name or code: H • Blank worksheet

Capability and
requirement

Report organisation and figure matching,
assessed against the clarity and accuracy checklist
items linked to brief X/1. No national
occupational standard number applies in this
case.

Task and conditions Actual month 1 design using final client content.
I keep the original private and share an edited
copy only with permission. Until then, I use the
practice sample.

My contribution The template, page layout and figure matching.
The client supplied the content and analysis,
which I do not claim as my own. No automated
figure generation was used in this task.
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Evidence and review Brief, versions, matching checklist and acceptance
message. The trial’s copying error was corrected
before actual delivery.

Evidential limits Shows report organisation within a defined
scope, not authorship of the analysis, expertise in
client finances or competence in every
accessibility requirement.

Sharing permission No general permission to publish. I share only
authorised, edited versions. Until permission is
granted, I use a practice example made with
material I am allowed to use.

A10 — Marketing Your Capabilities 
and Following Up Opportunities
Date: end of month 1 • Version: 1 • Name or code: H • Blank worksheet

Opportunity and
audience

A new client who needs a written report
presented clearly. Clarify the page count, deadline
and required file format before quoting.

Value and evidence Organised reports and presentations from client
content, with defined revisions. I attach an
explicitly labelled practice sample without
claiming its analysis.

Initial contact Tailored message in week 1 of month 2: state the
need as understood, provide a sample link and
request a brief. Status: planned.
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First follow-up After five working days without a response, send
one appropriate follow-up. No response or
decision has yet occurred, so neither is recorded as
acceptance.

Second follow-up On receiving a brief, I check the scope, time and
conditions, then quote or decline. If there is no
response after follow-up, I close the enquiry for
now and pursue another opportunity.

Job follow-up I submit two applications for suitable jobs in
month 2, using permitted samples. I record the
advertisement, conditions and date. Interviews
and appointment are outcomes that have not yet
occurred.

A11 — Reviewing an Activity in Your Work Portfolio
Date: end of month 1 • Version: 1 • Name or code: H • Blank worksheet

Activity and purpose Both design services provide current income in
month 1, with a planned focus on reports. Digital
templates remain a deferred experiment.

Returns and
collection

Value of completed work: 1,400 rials; receipts:
1,100 rials; outstanding: 300 rials. Enquiries and
proposals are neither revenue nor cash.

Costs and payments Direct costs of 280 rials and shared costs of 120
rials across the activity; actual payments: 400
rials. I do not allocate shared costs between the
two services on this sheet. Cash remaining before
living costs: 700 rials.
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Time and
commitment

76 hours in the month: 36 for reports and 40 for
small designs, including preparation,
communication, review and collecting payment.
The average is 19 hours a week over four weeks;
check peak deadlines separately.

Complementarity and
risks

Assume Client X provides all report design fees:
900 of 1,400 rials, about 64% of the value of
completed work. Two other clients provide the
rest. Having several clients does not remove this
concentration.

Decision I develop report design, control the scope of small
designs and seek more clients and jobs. One
month does not establish stable income, and
templates not yet launched cannot fund the plan.

Comparison: (900 − 180) ÷ 36 = 20 rials per hour; (500 − 100) ÷ 40 = 10.
Neither  figure  deducts  shared  costs,  other  obligations  or  payment for
Huda’s own work.

A12 — Balance and the Decision to Adjust
Date: end of month 1 • Version: 1 • Name or code: H • Blank worksheet

Actual commitments After care, daily living and rest, 28 hours a week
remain for work, learning and searches. The plan
uses 26 and keeps two in reserve.

What I preserve Care commitments and time for rest. I do not
treat whole nights as spare time for making up
work hours, and I do not promise clients time I
cannot provide.
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Conflict Small-design requests and revisions may cluster
before delivery. Monthly averages conceal two
consecutive crowded days.

Discussion or
support

I clarify communication times with clients and
agree feasible care arrangements, without
assuming that others will provide free help they
have not offered.

Feasible change I specify two revision rounds and delivery days. If
hours rise, I defer templates and adjust new
orders while honouring existing contracts.

Review of results Two weeks into month 2: review actual hours,
delays and effects on care and rest. Persistent
conflict calls for a narrower scope or greater
priority for suitable employment.

A13 — Preparing for a Change in Income
Date: end of month 1 • Version: 1 • Name or code: H • Blank worksheet

Decision and period No salary after job loss. I review the sustainability
of income from independent work in
months 2–4 while seeking employment now.

Essential obligations 600 rials monthly for living, care and existing
instalments. Assume no additional seasonal
payments during the test horizon.
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Available cash Opening cash, month 1: 2,300 + receipts 1,100 −
business payments 400 − essentials 600 = 2,400.
I exclude the 300 outstanding and assume no
client or restricted funds in this balance.

Work and transition
costs

Previous direct costs have been paid. I assume
that monthly costs of 120 rials continue even
without demand, with no additional purchases or
fees. I recalculate if new commitments are made.

Income and certainty The test below assumes no new cash receipts,
including no payment of the outstanding 300
rials. There are no confirmed new contracts in
this scenario. Dependence on Client X prompts a
search for other clients and income.

Decision threshold
and alternative

Personal threshold for urgent review: 1,200 rials
of available cash, chosen as two months’ essential
costs, not a rule for readers. The disruption test
shows cash falling below it at the end of month 3.
I begin seeking alternatives now and review
weekly.

Disruption Test with No New Orders or Collection

Item in rials Month 2 Month 3 Month 4

Cash at start of month 2,400 1,680 960

Receipts 0 0 0

Essential payments 600 600 600

Business payments 120 120 120

Cash at end of month 1,680 960 240
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This stress test does not predict zero income. It assumes no new tasks, so
no direct costs for them arise, but monthly costs of 120 rials remain. Recal­
culate  if  costs  are  cancelled  or  living  expenses  change.  Track  restricted
funds received in advance for delivery, and the related payments, separately
without deducting them twice. If the scenario continues into month 5,
240 rials remain against payments of 720 rials: a shortfall of 480 rials.

What Does Huda Decide?
Huda does not buy a long programme or treat one month’s work as a sta­
ble replacement for her salary. She retains report design, controls the scope
of small designs, follows up payments and begins seeking jobs and addi­
tional clients. She sets a weekly cash review, because waiting until the end
of the three months could make alternatives harder.

At the end of the period, she will check whether business receipts, net of
business payments, reached at least 600 rials in two of the three months,
whether demand came from more than one client and whether delivery
was possible within the available time. These are indicators she chose for
this stage, not a scientific test of business success. If they are not met, she
adjusts how much she relies on independent work before expanding it.

Your figures, periods and route may differ completely. What is worth carry­
ing over is the approach: state assumptions, separate what has happened
from what is expected, link evidence to requirements and review decisions
before resources are exhausted.
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References and Sources

The numbers in the text link to these references. Repeated citations use the
same number, with their specific uses and limitations made clear. Hypotheti­
cal examples, planning periods and practical suggestions are not research find­
ings or official requirements unless expressly identified and sourced as such.

The accounting and strategy examples use the versions specified below. Some
files contain no approval date, so the description of the version is kept separate
from the documented approval status of the occupational standard. The  in-
principle approvals  mentioned  are  conditional  on  completing  the  package
requirements.  Request  the approved versions and current procedures from
the sector skills unit before relying on them.

Listing or aligning a qualification is distinct from licensing. A licence does not
authorise every activity or guarantee employment. The training programmes
and qualifications mentioned are not presented as a commercial recommenda­
tion of any particular provider. Sources from other countries retain their juris­
dictional scope; their legal rules must not be applied to Oman or elsewhere
without verification.

The source review for this edition closed on 15 October 2026, using available
sources and the reference versions identified here. Documents and procedures
may change afterwards. Each personal decision should therefore rest on infor­
mation that the reader verifies at the time it is made.
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[1] World Economic Forum (2025). The Future of Jobs Report 2025.
World Economic Forum (2025). The Future of Jobs Report 2025.

Relevant sections: ‘Drivers of labour-market transformation’ and ‘Skills outlook’.
The 39% figure estimates the share of skills expected to change or become out­
dated during 2025–2030, not the share of jobs lost. The estimates reflect partici­
pating employers and do not automatically apply to every country or profession.
Drivers of labour-market transformation: original text ↗
Skills outlook: original text ↗

[2] Accounting, Finance and Auditing Sector Skills Unit. National
Occupational Standard for Strategy Analyst, Omani Level 5, version 01.
Strategy Analyst - AS-NOS0101.

Version  used:  01;  no  approval  date  within  the  file.  Documented  status:  in-
principle approval to begin implementation, 29 July 2026, conditional on com­
pleting package requirements. Relevant pages: role p. 2; qualification and licensing
pathways, units and no prior-experience requirement p. 3; mobility p. 4; the strate­
gic analysis support unit and its performance criteria pp. 5–8.
Request the approved version from the unit using reference AS-NOS0101 ↗

[3] Accounting, Finance and Auditing Sector Skills Unit. National
Occupational Standard for Accountant, Omani Level 5, version 01.
Accountant - AC-NOS0102.

Version used: 01; no approval date within the file. Used to explain the role and its
pathways; request the approved version and procedures from the unit. Pages 2–4
in PDF order cover the role, qualification, licensing, transitional assessment and
continuing development. Pages  6–8 cover performance, verification, documenta­
tion and limits of responsibility. In some places, the printed page number is one
less than the PDF page number.
Request the approved version from the unit using reference AC-NOS0102 ↗
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[4] Deci, Edward; Olafsen, Anja; and Ryan, Richard (2017). Self-
Determination Theory in Work Organizations: The State of a Science.
Self-Determination Theory in Work Organizations: The State of a Science.
Annual Review of Organizational Psychology and Organizational Behavior, 4, 
19–43.

Basis for the three psychological needs and motivation discussion in Chapter 1.
Open the cited source ↗

[5] Oman Authority for Academic Accreditation and Quality Assurance
of Education (2022). Oman Qualifications Framework Document.
August 2022.
Version used: Arabic, August 2022. Pages 5–13 cover purpose, pathways, the regis­
ter,  level  and credit;  pp.  56–58 cover listing and alignment;  pp.  102–105 cover
credit  accumulation,  transfer,  bridging  and  recognition  of  prior  learning;
pp.   122–124 cover  terminology.  Recognition  concerns  demonstrated  learning,
rather than years of experience alone. Obtain current procedures from the Oman
Authority for Quality Assurance of Education.
Contact the authority for the framework document and current procedures ↗

[6] Accounting, Finance and Auditing Sector Skills Unit. National
Occupational Standard for Assistant Accountant/Clerk, Omani Level 4,
version 01.
Assistant Accountant / Clerk - AC-NOS0101.

Version  used:  01;  no  approval  date  within  the  file.  Documented  status:  in-
principle approval to begin implementation, 22 July 2026, conditional on com­
pleting  package  requirements.  Pages  2–4 cover  two  entry  routes,  transitional
assessment,  temporary  licensing  and  continuing  development,  including  direct
entry with a relevant bachelor’s degree.
Request the approved version from the unit using reference AC-NOS0101 ↗
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[7] International Labour Organization (2026). Employment and Social
Trends 2026. 14 January 2026.
Employment and Social Trends 2026.

Global unemployment estimate for 2026 and the limits of what it indicates about
job quality.
Open the cited source ↗

[8] Organisation for Economic Co-operation and Development (2026).
Skills in the AI Age. OECD Artificial Intelligence Papers, No. 60,
8 July 2026.
Skills in the AI Age. OECD Artificial Intelligence Papers, No. 60.

Especially  pp.  17–20:  exposure,  task  transformation  and  complementary  skills.
High exposure does not mean imminent automation.
Open the cited source ↗

[9] Ministry of Labour; Accounting, Finance and Auditing Sector Skills
Unit. National Occupational Map for the Sector. One page.
Occupational Map - Accounting, Finance & Audit.

One-page  version held  by  the  author,  without  visible  version number  or  date.
Used for roles  and vertical  and horizontal  movement;  request  the  current map
from the unit.
Request the current occupational map from the unit ↗

[10] Accounting, Finance and Auditing Sector Skills Unit (2026). From
Managing Jobs to Managing Competencies: Introduction to the
National System Linking Employment with Skills. In Arabic.
Version used: introductory presentation, 2026, held by the author. Page 3 covers
sector units; pp. 11–12 cover the system’s application to both nationals and expa­
triates;  pp.   18–19 cover  the  development  of  standards  approval  and  phased
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implementation. The presentation explains the structure and direction of the sys­
tem. Request updated material and procedures for the specific role from the unit.
Contact the sector skills unit ↗

[11] Sultanate of Oman (2023). Labour Law issued by Royal
Decree 53/2023, text published by the Ministry of Labour. In Arabic.
Relevant provisions: Article 2, scope; Article 17, working arrangements; Article 18,
the right to work and its conditions; Article 26, referral and comparison of Omani
candidates;  Articles  27–29,  employment  of  non-Omanis;  Article  67,  employee
obligations;  Articles  70–72 and  77–78,  working time,  overtime,  rest  and leave.
Observe the scope and exceptions rather than applying one group’s conditions to
everyone.
Open the cited source ↗

[12] Ministry of Labour, Oman (2025). Ministerial Decision 13/2025
Regulating Part-Time Work. In Arabic.
Article 3(1) limits this arrangement to Omanis. Published in Official Gazette 1580,
19 January 2025; reproduced by Qanoon.om.
Open the cited source ↗

[13] Ministry of Labour, Directorate General of Training. Guide to
Establishing and Licensing Sector Skills Units, version 1, no visible date.
In Arabic.
Procedural guide, version 1, held by the author. File-order pp. 4 and 14–16 corre­
spond to printed pp. 3 and 13–15: functions, standards, apprenticeship, recogni­
tion  of  prior  learning,  assessment  and  quality  assurance.  Request  the  current
version from the Ministry.
Request the Sector Skills Units Guide from the Ministry of Labour ↗
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[14] Autio, Chloe, et al.; US National Institute of Standards and
Technology (2024). Artificial Intelligence Risk Management Framework:
Generative Artificial Intelligence Profile. NIST AI 600–1, July 2024.
Artificial Intelligence Risk Management Framework: Generative Artificial Intelli­
gence Profile.

Sections 2.2, 2.4, 2.6 and 2.7: confabulation, privacy, bias and human interaction.
Voluntary risk-management guidance, not Omani law.
Open the cited source ↗

[15] Gmyrek, Pawel, et al.; ILO and NASK (2025). Generative AI and
Jobs: A Refined Global Index of Occupational Exposure. Working
Paper 140, May 2025.
Generative AI and Jobs: A Refined Global Index of Occupational Exposure.

Potential exposure of tasks and jobs, not a measure of actual job losses or a guaran­
tee of continued employment.
Open the cited source ↗

[16] Stanford Institute for Human-Centered Artificial Intelligence
(2026). The 2026 AI Index Report, Chapter 4: Economy.
The 2026 AI Index Report - Economy.

Labour-market and productivity sections: varied task findings and indicators spe­
cific to groups and markets.
Open the cited source ↗

[17] OECD, ILO and European Union (2023). Handbook on Measuring
Digital Platform Employment and Work.
Handbook on Measuring Digital Platform Employment and Work.

Conceptual  framework  and executive  summary:  varied  work  forms,  rights  and
protection.
Open the cited source ↗
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[18] International Labour Organization (2026). Decent Work in the
Platform Economy Convention, 2026, No. 193. Adopted 12 June 2026.
Decent Work in the Platform Economy Convention, 2026 (No. 193).

Text published on 15 June. Adoption does not mean that the Convention auto­
matically enters into force everywhere.
Open the cited source ↗

[19] United Nations Conference on Trade and Development (UNCTAD)
(2025). E-commerce. SDG Pulse 2025 glossary.
UNCTAD SDG Pulse 2025 - E-commerce.

Defined by ordering method, without requiring electronic payment or delivery.
Open the cited source ↗

[20] US Securities and Exchange Commission, Investor.gov. Asset
Allocation and Diversification. No visible date.
US Securities and Exchange Commission, Investor.gov. Asset Allocation and
Diversification.

Relevant points: time horizon and risk tolerance; overlapping holdings and sectors
despite the use of multiple funds; and the limits of diversification in preventing
loss.  This  reference provides  general  explanation,  not  a  recommendation of  an
investment asset.
Open the cited source ↗

[21] Ministry of Labour, Oman (2025). Ministerial Decision 523/2025
Regulating Remote Work. In Arabic.
Article 2 covers geographical scope; other provisions govern the relationship and
the parties’ obligations. Text reproduced by Qanoon.om. Do not apply the rules
for this employment relationship to all contracts for independent services.
Open the cited source ↗
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[22] Locke, Edwin; and Latham, Gary (2002). Goal Setting and Task
Motivation.
Locke, E. A., & Latham, G. P. (2002). Building a practically useful theory of goal
setting and task motivation: A 35-year odyssey. American Psychologist, 57(9), 
705–717. DOI: 10.1037/0003-066X.57.9.705.

The research findings are used to explain what can be inferred about task perfor­
mance and the limits of those inferences, not as a guarantee of employment or of
outcomes across an entire career.
Open the cited source ↗

[23] Accounting, Finance and Auditing Sector Skills Unit. National
Occupational Standard for Senior Strategy Analyst, version 01, Omani
Level 6.
Senior Strategy Analyst - AS-NOS0102. Version 01.

Version  used:  01;  no  approval  date  within  the  file.  Documented  status:  in-
principle approval to begin implementation, 29 July 2026, conditional on com­
pleting  package  requirements.  Role  and  authority  limits  p.   2;  qualification
pathways p. 3.
Request the approved version from the unit using reference AS-NOS0102 ↗

[24] Abbas Al-Humaid (2017). Kayfa Tukhattit Tariqak al-Mihani
[How to Plan Your Career Path: An Introduction to Developing Your
Work Portfolio]. Third edition, July 2017. In Arabic; section titles cited
below are translated.
Source: the author’s copy of the third edition (2017). The edition identifies the
author as Abbas Ali Mahmood. Relevant sections: ‘Defining the Career Goal’,
‘Flexibility of the Career Goal’, ‘Career Path Planning Methodology’, ‘Develop
Your Work Portfolio’, ‘Examples and Applications’, and the account of early
exploration. Sections are cited by name to avoid differences in pagination after
reflow. Relationships between portfolio activities are presented as possibilities to
examine, not as guaranteed complementarity.
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https://pubmed.ncbi.nlm.nih.gov/12237980/
https://ssu-oacpa.org/


[25] Organisation for Economic Co-operation and Development
(OECD) (2025). The State of Global Teenage Career Preparation.
20 May 2025.
OECD (2025). The State of Global Teenage Career Preparation. OECD Publish­
ing. DOI: 10.1787/d5f8e3f2-en.

Supports  discussion  of  exploration,  guidance  and  the  associations  found  in
research.  It  does not justify fixing a  child’s  career  early or guarantee individual
results.
Open the cited source ↗

[26] Accounting, Finance and Auditing Sector Skills Unit. National
Occupational Standard for Corporate Finance Analyst, version 01,
Omani Level 5.
Corporate Finance Analyst - AF-NOS0501. Version 01.

Version  used:  01;  no  approval  date  within  the  file.  Documented  status:  in-
principle approval to begin implementation, 22 July 2026, conditional on com­
pleting package requirements. Role and limits p. 2; licensing pathways and units
p. 3; mobility p. 4.
Request the approved version from the unit using reference AF-NOS0501 ↗

[27] Accounting, Finance and Auditing Sector Skills Unit. National
Occupational Standard for Senior Corporate Finance Analyst,
version 01, Omani Level 6.
Senior Corporate Finance Analyst - AF-NOS0502. Version 01.

Version  used:  01;  no  approval  date  within  the  file.  Documented  status:  in-
principle approval to begin implementation, 22 July 2026, conditional on com­
pleting  package  requirements.  Responsibilities  and  limits  p.   2;  licensing,
experience and assessment p. 3.
Request the approved version from the unit using reference AF-NOS0502 ↗
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https://www.oecd.org/en/publications/the-state-of-global-teenage-career-preparation_d5f8e3f2-en/full-report.html
https://ssu-oacpa.org/
https://ssu-oacpa.org/


[28] Accounting, Finance and Auditing Sector Skills Unit. National
Occupational Standard for Chief Strategy Officer, version 01, Omani
Level 10.
Chief Strategy Officer - AS-NOS0106. Version 01.

Version  used:  01;  no  approval  date  within  the  file.  Documented  status:  in-
principle approval to begin implementation, 29 July 2026, conditional on com­
pleting package requirements. Qualifications and experience p. 3; additional units
for the CMI Level 7 Diploma route p. 4.
Request the approved version from the unit using reference AS-NOS0106 ↗

[29] Chartered Management Institute (2026). Announcement of Level 7
Qualification Alignment with the Oman Qualifications Framework.
May 2026.
CMI (2026). CMI Level 7 qualification aligned to national framework.

The announcement applies to the named qualifications. It does not establish that
the same level number means the same thing across frameworks, or that every pro­
gramme carrying the same level number has been aligned.
Open the cited source ↗

[30] Arthur, John (2009). RPL Assessor Kit: Informal/Workplace
Evidence. Published through the ILO, 1 November 2009.
Arthur, J. (2009). RPL assessor kit: Informal/workplace evidence. International
Labour Organization.

Guidance on the nature and variety of evidence, not an Omani licensing proce­
dure or proof that a particular type of evidence is accepted in every case.
Open the cited source ↗

[31] Financial Services Authority, Oman. Get New License for
Accounting and Auditing Office. GOV.OM.
Get New License for Accounting and Auditing Office.
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https://ssu-oacpa.org/
https://www.managers.org.uk/community/regional-networks/regional-news/cmi-level-7-qualification-aligned-to-national-framework/
https://www.ilo.org/publications/rpl-assessor-kit-informalworkplace-evidence


Shows that licensing an office is separate from qualifying an individual. The condi­
tions do not apply indiscriminately to every financial role or independent activity.
Open the cited source ↗

[32] Stanford University. ENGR311B: Designing the Professional,
course description.
Stanford University. ENGR311B - Designing the Professional. Stanford Bulletin,
course record 2023561.

Educational use of prototypes and assumption tests, rather than a study proving
guaranteed career effects.
Open the cited source ↗

[33] US Office of Personnel Management. Realistic Job Previews.
US Office of Personnel Management. Realistic Job Previews.

Presenting both the positive and difficult aspects of a job to help applicants assess
whether it suits them.
Open the cited source ↗

[34] Organisation for Economic Co-operation and Development
(OECD) (2022). Job Shadowing: A Guide to Delivering an Effective
Career Development Activity. 17 November 2022.
OECD (2022). Job shadowing: A guide to delivering an effective career develop­
ment activity. OECD Education Policy Perspectives, No. 62. DOI:
10.1787/614f4e25-en.

The guide focuses on young people. Adapting the activity for a later career change
is the author’s practical suggestion.
Open the cited source ↗
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https://gov.om/en/w/get-new-license-for-accounting-and-auditing-office
https://bulletin.stanford.edu/courses/2023561
https://www.opm.gov/policy-data-oversight/assessment-and-selection/other-assessment-methods/realistic-job-previews/
https://www.oecd.org/en/publications/job-shadowing_614f4e25-en.html


[35] US Office of Personnel Management. Work Samples and
Simulations.
US Office of Personnel Management. Work Samples and Simulations.

Distinguishes competencies expected at entry from skills  learnt afterwards. The
book’s educational experiments are not accredited assessments.
Open the cited source ↗

[36] US Small Business Administration. Market Research and
Competitive Analysis.
US Small Business Administration. Market Research and Competitive Analysis.

Used to  frame questions  about  demand,  alternatives,  prices  and direct  contact
with customers, without return estimates or commercial promises.
Open the cited source ↗

[37] Association of Chartered Certified Accountants (ACCA).
Certificate in International Financial Reporting (CertIFR): Who Is It
For?
ACCA. Certificate in International Financial Reporting (CertIFR) - Who is it
for?

Used to explain the qualification and the recommended background; it does not
determine individual eligibility for a local licence.
Open the cited source ↗

[38] Association of Chartered Certified Accountants (ACCA).
Certificate in International Financial Reporting (CertIFR): Apply Now.
ACCA. Certificate in International Financial Reporting (CertIFR) - Apply now.

Course-plus-assessment and assessment-only options. Check conditions and costs
with the awarding body at registration.
Open the cited source ↗
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https://www.opm.gov/policy-data-oversight/assessment-and-selection/other-assessment-methods/work-samples-and-simulations/
https://www.sba.gov/business-guide/plan-your-business/market-research-competitive-analysis
https://www.accaglobal.com/an/en/qualifications/glance/certifr/who.html
https://www.accaglobal.com/middle-east/en/qualifications/glance/certifr/apply-now.html


[39] CFA Institute. CFA Program Policies and Entry Requirements.
CFA Institute. CFA Program Policies.

A bachelor’s  degree  is  one route  to  meeting the  educational  eligibility  require­
ments. Other programme requirements and local conditions for practice remain
separate.
Open the cited source ↗

[40] CFA Institute. Practical Skills Modules.
CFA Institute. Practical Skills Modules.

Completing the required practical skills module is a condition for receiving exami­
nation results  under Institute  policy.  It  does  not,  by itself,  demonstrate  all  the
competencies in the local standard.
Open the cited source ↗

[41] CFA Institute. Guidelines on Describing Achievements and Using
Professional Designations.
CFA Institute. Share Your Achievement.

Passing one programme level does not confer the CFA designation or full profes­
sional status.
Open the cited source ↗

[42] Chartered Management Institute. Level 5 Management and
Leadership Qualifications.
CMI. Level 5 Management and Leadership - Qualification Library.

The library contains different types of qualification; they are not interchangeable
merely because their subject names or level numbers are similar.
Open the cited source ↗
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https://www.cfainstitute.org/programs/cfa-program/policies
https://www.cfainstitute.org/programs/cfa-program/candidate-resources/practical-skills-modules
https://www.cfainstitute.org/programs/candidate-resources/share-achievement
https://www.managers.org.uk/education-and-learning/qualifications/qualification-library/level-5-management-and-leadership/


[43] Accounting, Finance and Auditing Sector Skills Unit. National
Occupational Standard for Strategy Manager, version 01, Omani Level 7.
Strategy Manager - AS-NOS0103. Version 01.

Version  used:  01;  no  approval  date  within  the  file.  Documented  status:  in-
principle approval  to  begin  implementation,  29   July   2026,  conditional  on
completing package  requirements.  Relevant  qualifications  and  experience  p.  3;
CMI Level 7 Diploma required units p. 4.
Request the approved version from the unit using reference AS-NOS0103 ↗

[44] Buehler, Griffin and Ross (1994). Time Estimates and the Planning
Fallacy.
Buehler, R., Griffin, D., & Ross, M. (1994). Exploring the “Planning Fallacy”:
Why People Underestimate Their Task Completion Times. Journal of Personality
and Social Psychology, 67(3), 366–381. DOI: 10.1037/0022-3514.67.3.366.

Examines estimates of task completion time and the experiment linking estimates
to previous experience. It does not provide a universal allowance for extra time.
Open the cited source ↗

[45] Gollwitzer and Sheeran (2006). Implementation Intentions and
Goal Achievement.
Gollwitzer, P. M., & Sheeran, P. (2006). Implementation Intentions and Goal
Achievement: A Meta-analysis of Effects and Processes. Advances in Experimental
Social Psychology, 38, 69–119. DOI: 10.1016/S0065-2601(06)38002-1.

Relevant points: linking a situation and a response in advance, and the limits of
translating the review’s findings into recommendations for organising work.
Open the cited source ↗

[46] Blume et al. (2010). Transfer of Training.
Blume, B. D., Ford, J. K., Baldwin, T. T., & Huang, J. L. (2010). Transfer of Train­
ing: A Meta-Analytic Review. Journal of Management, 36(4), 1065–1105. DOI:
10.1177/0149206309352880.
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https://ssu-oacpa.org/
https://web.mit.edu/curhan/www/docs/Articles/biases/67_J_Personality_and_Social_Psychology_366,_1994.pdf
https://www.socmot.uni-konstanz.de/sites/default/files/06_Gollwitzer_Sheeran_Implementation_Intentions_And_Goal.pdf


Relevant points: the association between a supportive environment and the trans­
fer of learning, and differences in findings according to the skill and how it is mea­
sured. The volume is dated 2010; first online publication was in 2009.
Open the cited source ↗

[47] Harkin et al. (2016). Progress Monitoring and Goal Attainment.
Harkin, B., et al. (2016). Does Monitoring Goal Progress Promote Goal Attain­
ment? A Meta-Analysis of the Experimental Evidence. Psychological Bulletin,
142(2), 198–229. DOI: 10.1037/bul0000025.

Relevant points: the effects of interventions that encourage progress monitoring,
and the importance of actually recording progress. The study does not prescribe a
single monitoring tool for everyone.
Open the cited source ↗

[48] Abbas Al-Humaid. Sinaat al-Hayat [Sculpt Your Life]. In Arabic.
Author’s retained copy.
Used to trace the development of the author’s thinking on career planning, work
portfolios, professional marketing and balance. External facts are checked against
the sources identified here.
Author’s library and approved electronic editions ↗

[49] Roediger and Karpicke (2006). Retrieval and Retention.
Roediger, H. L., III, & Karpicke, J. D. (2006). Test-Enhanced Learning: Taking
Memory Tests Improves Long-Term Retention. Psychological Science, 17(3), 
249–255. DOI: 10.1111/j.1467-9280.2006.01693.x.

Used to compare rereading and retrieval in learning from text, while distinguish­
ing memory from professional mastery.
Open the cited source ↗
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https://journals.sagepub.com/doi/abs/10.1177/0149206309352880
https://eprints.whiterose.ac.uk/id/eprint/91437/
https://abbasalhumaid.com/library/
https://doi.org/10.1111/j.1467-9280.2006.01693.x


[50] Cepeda et al. (2006). Distributed Practice in Verbal Recall.
Cepeda, N. J., Pashler, H., Vul, E., Wixted, J. T., & Rohrer, D. (2006). Distrib­
uted Practice in Verbal Recall Tasks: A Review and Quantitative Synthesis. Psy­
chological Bulletin, 132(3), 354–380. DOI: 10.1037/0033-2909.132.3.354.

Relevant points:  how the interval  between study sessions relates  to the desired
retention period; no single review schedule is prescribed.
Open the cited source ↗

[51] Wisniewski, Zierer and Hattie (2020). Educational Feedback Effects.
Wisniewski, B., Zierer, K., & Hattie, J. (2020). The Power of Feedback Revisited:
A Meta-Analysis of Educational Feedback Research. Frontiers in Psychology, 10,
3087. DOI: 10.3389/fpsyg.2019.03087.

Feedback effects vary with informational content. Published in 2020 despite 2019
in the DOI.
Open the cited source ↗

[52] Bastani et al. (2025). AI and Independent Mathematics Learning.
Bastani, H., et al. (2025). Generative AI without guardrails can harm learning:
Evidence from high school mathematics. Proceedings of the National Academy of
Sciences, 122(26), e2422633122. DOI: 10.1073/pnas.2422633122.

A school experiment in Turkey that distinguishes performance with the tool from
performance after it is withdrawn. Its findings are not generalised to every tool or
profession.
Open the cited source ↗

[53] Australian Skills Quality Authority. Assessment Practice Guide.
Australian Skills Quality Authority. Assessment Practice Guide. Practice Guides
for the 2025 Standards for Registered Training Organisations.

Validity, sufficiency, authenticity and currency of evidence. Used as an Australian
reference example, rather than as a statement of Omani legal requirements.
Open the cited source ↗
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https://doi.org/10.1037/0033-2909.132.3.354
https://www.frontiersin.org/journals/psychology/articles/10.3389/fpsyg.2019.03087/full
https://doi.org/10.1073/pnas.2422633122
https://www.asqa.gov.au/for-providers/standards-for-RTOs/practice-guides/quality-area-1-training-and-assessment/assessment-practice-guide


[54] Harvard University, Mignone Center for Career Success. Resumes
and Cover Letters.
Harvard University, Mignone Center for Career Success. HES: Create Impactful
Resumes and Cover Letters.

Clear  language,  specific  facts,  experience  ordering  and  differences  between
national conventions.
Open the cited source ↗

[55] Greenhouse. Unsuccessful Resume Parsing.
Greenhouse Support. Unsuccessful resume parse.

Formatting, images and columns can affect how a CV is parsed and may require
information to be entered manually.  This does not establish that such CVs are
automatically rejected in every system.
Open the cited source ↗

[56] Rajkumar et al. (2022). Weak Professional Ties and Job Mobility.
Rajkumar, K., Saint-Jacques, G., Bojinov, I., Brynjolfsson, E., & Aral, S. (2022). A
causal test of the strength of weak ties. Science, 377(6612), 1304–1310. DOI:
10.1126/science.abl4476.

Experiments  involving  LinkedIn recommendations,  with  non-linear effects  and
differences by measure and industry. The number of connections alone guarantees
no outcome.
Open the cited source ↗

[57] Harvard University, Mignone Center for Career Success. AI for
Resumes and Cover Letters.
Harvard University, Mignone Center for Career Success. AI for Resumes and
Cover Letters.
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https://careerservices.fas.harvard.edu/resources/hes-create-impactful-resumes-and-cover-letters/
https://support.greenhouse.io/hc/en-us/articles/200989175-Unsuccessful-resume-parse
https://doi.org/10.1126/science.abl4476


Relevant  points:  using  the  tool  for  revision,  checking  accuracy,  being  able  to
explain the text, and avoiding the entry of personal data or private organisational
information.
Open the cited source ↗

[58] Harvard University, Mignone Center for Career Success. Guide to
Creating a Strong Resume.
Harvard University, Mignone Center for Career Success. Harvard College Guide
to Creating a Strong Resume.

Concise factual CVs and relevant achievements,  rather than a source for  cover-
letter writing advice.
Open the cited source ↗

[59] US Office of Personnel Management. What Is a Structured
Interview?
US Office of Personnel Management. What is a structured interview?

Assessing  job-related competencies  through questions  about  past  experience  or
hypothetical situations, with standardised questions and scoring.
Open the cited source ↗

[60] US Federal Trade Commission (2023). Recruiter Impersonation
and Fake Jobs.
Federal Trade Commission (2023). Scammers impersonate well-known compa­
nies, recruit for fake jobs on LinkedIn and other job platforms.

Relevant point: independently verify the organisation before providing sensitive
information or paying money. This is a warning about patterns of fraud, not a
judgement on every unexpected contact.
Open the cited source ↗

[61] US Small Business Administration. Manage Your Finances.
US Small Business Administration. Manage your business - Manage your finances.
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https://careerservices.fas.harvard.edu/ai-resumes-and-cover-letters/
https://careerservices.fas.harvard.edu/resources/create-a-strong-resume/
https://www.opm.gov/frequently-asked-questions/assessment-policy-faq/structured-interviews/what-is-a-structured-interview/
https://consumer.ftc.gov/consumer-alerts/2023/08/scammers-impersonate-well-known-companies-recruit-fake-jobs-linkedin-other-job-platforms


Analysis of business activities, income and expenses, and the distinction between
income earned and cash received. US accounting and tax rules do not automati­
cally apply elsewhere.
Open the cited source ↗

[62] Australian Government, business.gov.au. Cash Flow Improvement
and Pricing.
Australian Government, business.gov.au. Improve your cash flow.

Used to consider price, costs, the value of a service and customers’  willingness to
pay.
Open the cited source ↗

[63] Australian Government, business.gov.au. Set Up a Cash Flow
Statement.
Australian Government, business.gov.au. Set up a cash flow statement.

Used to examine payment cycles,  forecasts,  differences  between actual  and esti­
mated figures, and the assumptions behind them.
Open the cited source ↗

[64] Australian Government, business.gov.au. Separate Personal and
Business Finances.
Australian Government, business.gov.au. Set up your business bank account.

Used to explain how separating personal and business finances supports the moni­
toring of income and expenses. It does not establish a universal requirement for
separate accounts across legal forms and countries.
Open the cited source ↗

[65] World Intellectual Property Organization. Frequently Asked
Questions about Copyright.
World Intellectual Property Organization. Frequently Asked Questions: Copy­
right.
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https://www.sba.gov/counseling/manage-your-business/
https://business.gov.au/finance/cash-flow/improve-your-cash-flow
https://business.gov.au/finance/cash-flow/set-up-a-cash-flow-statement
https://business.gov.au/finance/set-up-your-finances/set-up-your-business-bank-account


Relevant points: economic rights, and differences in the ownership of works cre­
ated during employment according to applicable law and arrangements.
Open the cited source ↗

[66] Australian Securities and Investments Commission (ASIC),
Moneysmart. Self-Employment.
Australian Securities and Investments Commission, Moneysmart. Self-
employment.

Variable income, financial separation and quiet periods, without extending Aus­
tralian rights or rules to other countries.
Open the cited source ↗

[67] World Health Organization and International Labour Organization
(2021). Long Working Hours and Heart Disease and Stroke Risks.
World Health Organization & International Labour Organization (2021, May 17).
Long working hours increasing deaths from heart disease and stroke: WHO, ILO.

Comparison of working 55 or more hours a week with  35–40 hours. These are
population findings, not individual safety thresholds or a diagnosis.
Open the cited source ↗

[68] World Health Organization (2026). Mental Health at Work.
World Health Organization (2026, September 15). Mental health at work.

Used to examine workload, unclear roles, limited control and conflicting demands,
and the need for organisational interventions that address working conditions.
Open the cited source ↗

[69] Wendsche and Lohmann-Haislah (2017). Detachment from Work.
Wendsche, J., & Lohmann-Haislah, A. (2017). A Meta-Analysis on Antecedents
and Outcomes of Detachment from Work. Frontiers in Psychology, 7, 2072. DOI:
10.3389/fpsyg.2016.02072.
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https://www.wipo.int/en/web/copyright/faq-copyright
https://moneysmart.gov.au/work-and-tax/self-employment
https://www.who.int/news/item/17-05-2021-long-working-hours-increasing-deaths-from-heart-disease-and-stroke-who-ilo
https://www.who.int/news-room/fact-sheets/detail/mental-health-at-work


Associations with sleep, exhaustion and recovery vary across studies and do not
establish a causal benefit of switching off phones alone.
Open the cited source ↗

[70] Bloom, Han and Liang (2024). Hybrid Work, Retention and
Performance.
Bloom, N., Han, R., & Liang, J. (2024). Hybrid working from home improves
retention without damaging performance. Nature, 630, 920–925. DOI: 10.1038/
s41586-024-07500-2.

A  trial  involving  1,612  employees  at  a  Chinese  travel-technology company  in
2021–2022, with two days a week working from home. Its findings are not gener­
alised to all professions or remote working arrangements.
Open the cited source ↗

[71] World Health Organization. Burnout as an Occupational
Phenomenon.
World Health Organization. Burn-out an “occupational phenomenon”: Interna­
tional Classification of Diseases.

Definition,  three  dimensions  and scope.  The description is  not  a  tool  for  self-
diagnosis, and burnout is not classified as a separate medical condition.
Open the cited source ↗

[72] Ministry of Labour, Oman (2025). Mandatory Professional
Classification Certificates for Covered Accounting, Finance and
Auditing Titles from 1 September 2025.
Ministry of Labour announcement, 15 July 2025, reported by Oman Observer.

July 2025 announcement as reported in Omani media. Covers specified roles for
nationals and expatriates, linking certification to  work-permit issue and renewal.
Distinguish this existing procedure from subsequently approved national occupa­
tional standards.
Open the cited source ↗
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https://www.frontiersin.org/journals/psychology/articles/10.3389/fpsyg.2016.02072/full
https://www.nature.com/articles/s41586-024-07500-2
https://www.who.int/standards/classifications/frequently-asked-questions/burn-out-an-occupational-phenomenon
https://www.omanobserver.om/article/1173509/oman/labour/mol-clarifies-on-professional-classification-certificate-for-accounting-jobs


[73] Ministry of Labour, Oman (2025). Engineering Professional
Accreditation Requirement from 1 August 2025. In Arabic.
Ministry of Labour announcement, 15 June 2025, as reported by Atheer.

The  announcement  links  covered  engineers’  work-permit issue  and  renewal  to
accreditation under the Oman Society of Engineers system from 1 August 2025.
Procedures differ from accounting, finance and auditing.
Open the cited source ↗

[74] Oman News Agency (2025). Ministry of Labour Launches National
Occupational Standards Strategy.
Oman News Agency, 26 May 2025. National Occupational Standards Strategy.

Official announcement of  cross-sector standards development, the role of sector
skills units and expanded occupational coverage, without a binding timetable for
every role.
Open the cited source ↗

[75] Energy and Minerals Sector Skills Unit, Oman Energy Association
(OPAL). Official Standards and Skills Certification Portal.
Energy and Minerals Sector Skills Unit - OPAL, official portal.

Used for energy and minerals  standards and  skills-certificate examples and  role-
specific assessment requirements.
Open the cited source ↗

[76] Ministry of Transport, Communications and Information
Technology, Oman. Omanisation and Professional Licensing in
Transport and Logistics.
Ministry of Transport, Communications and Information Technology - Omaniza­
tion in Transport and Logistics.

Development of sector licensing for targeted occupations, including nationals and
expatriates within its scope, while their work-permit conditions differ.
Open the cited source ↗
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https://www.atheer.om/2025/06/15/092351/
https://www.omannews.gov.om/topics/ar/3/show/451299/ona
https://emssu.opaloman.om/
https://www.mtcit.gov.om/ar/3/8/73/434


[77] Sector Skills Unit of Manufacturing, Oman. Official Website and
Functions.
Sector Skills Unit of Manufacturing (SSUM).

A unit licensed by the Ministry of Labour to develop national occupational stan­
dards and training- and  assessment-related outputs in the manufacturing sector;
this is not an announcement that every industrial occupation is licensed.
Open the cited source ↗

[78] Abbas Al-Humaid (2026). Transition to a Knowledge Economy in
Oman: White Paper 2026. October 2026. In Arabic.
Knowledge Economy in Oman 2026 - White Paper, author’s reference edition.

The white paper discusses the development of occupational standards and men­
tions the preparation of more than sixty new packages alongside standards in the
earlier format. We use it to describe the direction of development; package counts
do not establish how many standards are in force or how many occupations have
begun to require licensing.

[79] Ministry of Labour, Oman (2025–2026). Compliance Grace Period
for Targeted Energy and Minerals Occupational Licences.
Ministry of Labour notice as reported by Times of Oman, 8 December 2025.

For covered occupations in the energy and minerals sector, 1 June 2026 was desig­
nated as the end of the grace period and the date from which a professional licence
would be required for the issue or renewal of a work permit. The reference reflects
the scope of the announcement when it was issued.
Open the cited source ↗
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https://ssum.om/ar/
https://m.timesofoman.com/article/165938-ministry-of-labour-grants-grace-period-for-energy-sector-professional-licensing-until-june-2026


About the Author

Abbas Al-Humaid is an Omani author, management and strategy consul­
tant, and a member of Oman’s State Council. His writing and work focus
on helping people build capability, choose their direction and turn what
they learn into valuable work.  More Than a Job extends this interest and
distils  a  career  that  began  with  on-the-job  training  and  expanded  into
organisational leadership, founding businesses and professional education.

His career spans more than thirty years. He worked at the Central Bank
of Oman and international professional firms, led Mazars and Baker Tilly
in Oman, and served as Chief Strategy Officer at The Zubair Corpora­
tion. Through consultancy and organisational development projects, he
designed structures,  roles,  development pathways and performance sys­
tems,  gaining  insight  into  organisations’  requirements  and  ways  to
develop their employees’ capabilities.

He founded businesses in consultancy and executive education, led leader­
ship development and entrepreneur mentoring programmes and gave lec­
tures on career planning for young people. His work also included designing
programmes, qualifications and assessment tools,  and  contributing in his
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personal capacity to an occupational map, national standards and qualifica­
tion dossiers. He therefore approaches learning as a way to build capability,
paying attention to the evidence that demonstrates it and the limits of what
that evidence establishes.

His background combines university education, professional qualification
and workplace learning, with international credentials in accounting, con­
sultancy and management: CPA, CFE, CMC and CMgr.

He began publishing his method in How to Plan Your Career Path in 2008,
expanded it in Sculpt Your Life and develops it here as work, qualifications
and standards change. The book helps readers choose a suitable direction,
examine requirements, build demonstrable capability and review choices
against opportunities, resources and obligations.

His publications include Strategic Management Process and his study of
Oman’s  transition  to  a  knowledge  economy.  His  electronic  works  are
freely available through his online library, and he invites readers to test, dis­
cuss and correct the ideas they present.
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Professional Disclosure 
and Independence of Opinion
The author is Founder and CEO of Merit Academy and Vice-Chair of the
Board of the Accounting, Finance and Auditing Sector Skills Unit. The
Academy offers some of the qualifications included in the book’s exam­
ples. These examples are presented for explanation and comparison; they
do not recommend purchasing a programme or guarantee a  licence or a
job.

The opinions and interpretations in this book are the author’s own and do
not necessarily reflect the position of the State Council, the Ministry of
Labour, the Accounting, Finance and Auditing Sector Skills Unit or the
awarding bodies. Current official procedures remain authoritative for each
profession and case.

Author’s publications and approved electronic editions: 
https://abbasalhumaid.com/library/
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A B O U T  T H E  B O O K

This book is about more than finding a job. It is about building
a career with greater impact, a clearer direction and a closer fit

with your capabilities and values.

Abbas Al-Humaid takes you on a practical journey to
understand the changing world of work, define your career goal,
build your path deliberately, develop your capabilities and make

decisions with confidence and flexibility.

More Than a Job is a practical guide for anyone who wants
to see their career as an ongoing project, rather than a

passing stage.

Abbas Al-Humaid is an Omani author, management and strategy
consultant, and a member of Oman’s State Council. He began publishing
his method in How to Plan Your Career Path in 2008, expanded it in Sculpt
Your Life, and develops it here in light of changes in work, qualifications and

occupational standards.

abbasalhumaid.com/library
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