


What Am I Worth? 

What Should I Pay?

The questions, “what am I worth in today’s market?” and “what is the typical salary range for that type of candidate?” are probably the two most common questions I am asked, and they are never easy to answer.  There are many factors that both organizations and individuals have to consider when determining an appropriate salary level, and no two organizations or individuals calculate such factors exactly the same way.  

As an individual, something to consider is the value you are able to provide potential employers.  What is the “liquidity” or “transferability” of your experience and skill set, that is, how often do organizations search for candidates with your skills (do you get a lot of calls from recruiters)?  Also, how long are you willing to wait for the right opportunity?   Are you willing to relocate for a new opportunity?  

As an organization, either the availability, or lack, of desired candidates for a position can have a huge impact on the salary ranges they offer.  Also, the attractiveness of the position to potential candidates can have an effect on the salary range.  In many cases, a “desired” candidate profile may have to be transformed into a “qualified” candidate profile (to account for the difference between wants and needs) in order to fill an open position.  In addition to the tangible components of a compensation package (e.g., salary, benefits, bonuses), employers also have to consider intangibles such as long-term opportunity, and quality and balance of life issues as part of the “total package” they are offering.  

Salaries can be very subjective.  Instead of just asking what salary is desired, I often ask candidates to consider the lifestyle and long-term opportunities they desire, and what level of disposable income is required to make it possible.  Disposable income is the amount left after all of your basic needs have been met, taking into account the value of an organization’s benefits, such as insurance and retirement matching.  

It is important to note that an individual’s personal financial requirements, including debt, are not the responsibility of the employer, and probably won’t be taken into consideration when determining a salary range for a position – unless, in rare situations, the employer feels an seemingly irreplaceable individual’s financial situation might negatively affect their integrity and/or loyalty.  An individual can’t expect to demand a higher salary just because they have financial obligations – it is only their skills, experience, salary history, and the potential value they will provide, that they can rely upon when negotiating compensation.

I often ask employers, how does this position affect the organization’s ability to achieve its objectives, and how much is that truly worth?  As the saying goes, you get what you pay for…

Some of the factors companies consider when determining a salary range:

· The value they place on the work to be performed.  (Keep in mind the organization generally sets a pay range based upon a position, not an individual.)

· The amount of any “premiums” they are willing to pay in order to attract, hire and retain an individual to perform the work.  (An aspect of this is the cost that may be incurred if they were to make a bad hire, or were unable to retain a qualified employee.)

· The experience level of a candidate

· Salary history (the rule of thumb is that a candidate can expect a 5% to 15% increase to leave one employer or situation for another)

· The salaries of current employees performing similar tasks

· Internal budget constraints (this is where the size of an organization can come into consideration)

To complicate things further – the windows of opportunity are constantly opening and closing.  If a candidate absolutely had to find a new opportunity today, he may have very limited opportunities available to him.  The opposite can be true for organizations in search of a candidate – if they needed someone today, there may be a limited number of desired or qualified candidates willing to consider such an opportunity.  Unfortunately, there are times when opportunities and candidates can be considered commodities - much like gas prices, up one day, down the next. 

When a candidate asks me “what am I worth?,” or an employer asks “what is the typical salary range for that type of candidate?,” I generally offer them a range.  However, I can’t help but suggest that they take the time to determine what is truly important to them in the grand scheme of things, and then determine what impact their desired salary, or salary ranges offered, has on that vision.  As someone once said – if you like doing what it is you do, then you are never really working.   

Con sen ti o  \kən-‘sen-shē-o\ 

[Latin]: join/share in sensation/feeling; be in agreement/harmony; be of same mind

Consentio Search Group is a management search consulting firm that focuses on 

accounting and finance professionals in Austin, Texas.  In addition to direct-hire services, 

we offer contract, temporary and temp-to-hire services.  

www.consentiosearch.com
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