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The refarence chedks on your first
choice job candidate wera all positive, =0
viou want to make an offer before ancther
company snaps up this hot prospect But
wviour employment ad simply said the salkary
would be “competiive” and the candi-
date's cover letter said her salary require-
miants ware ‘negotiable” s finally tima to
discuss a specific dollar figure. To get
some irsight about how to Fandle this sen-
sitive negotiation, | spoke to Deb Petars,
whio has workad in the high tech, medical
device, and manufacturing industries and
is currently teaching a courss on compean-
gation for the Human Resources
Management Certificate  Program  at
LICSE Extension.

CLHow showld a hidng manager wok
with the HR Department fo ensure a
saary offer is aporopniae?

AHR nescls o bring in walid nurmbars
— such as recognized, reputable sakary
survey data from a firm like Culpapper,
Racffordd, or Marcer — but sometimes hir-
irng managers may have salary data from
their profassional network that HR wioukl-
n't have. There may also be anecdotal
information from former emplovees who
left for other companies. You can put all
that together so vou know what tha job is
wiorth on the labor market before the
recruitment process aver starts.

Q.F & manager wanis o biing in a new
ampioves at higherthan the vsual gartng
saan; doos the manager nead fo ba con-
cerned abouwt infernal inequities?

Alf amanager believes the company is
underpaying awhoke group of peoplain a
particular job, the manager shouk] work
with HR to address that larger issue, and
rat simply take care of the new person. To
evaluate the naw hire, | ook at prior appli-

cable expariance, currant salary, kength of
fime in current job. Is the applicant ina hot
fiekd, or one where talent is scarce? What
does she bring to the table that cur com-
party can't live without? Ther might ba a
grong casa for paying this individual a
higher =zalary, but its important to look at
the big pictura, People will talk about the
galary decisions you make—California law
protects emplovess’ rights o discuss
salares among temsalves. | like to
remirl managers, “Whatever you pay this
person, yvoull have o live with it and the
consequences” If the parson turms out o
ba a mediocre pafomer, as a practical
miattar you're not going to lower the base
salary

Q. What are some cammon pifals br
managers whan negotialing a saiary with
a new hire?

AMeqlecting to find out what's driving
the candidate’s job search, assuming that
a candidate will ba lurad by a high salary
when what matters most to that parson
may b2 a flexible schedule or the opport-
nity o work for a high-profile fim. s also
important for the manager to keap in mind
the organization's pay philcsophy—if your
company's policy is to pay markst salaries,
its hard to argue that you shoukd be a pay
keader for a single job, And if you decide
that what the person will bring to the
organization s worth daparting wour
established phicsophy, be preparsd to
deal with imternal politics and possible
furmchvar,

Hiring managars nesd to ask them-
gabves: Am | reprasanting the company's
intarast or my own? And did | treat this
candidate—and the rest of my team—the
wary | would want to ba reatad?
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