
Asking for a Raise
A how-to guide for one of life’s 

most difficult conversations



Agenda
● Compensation Philosophy and Base-Pay 
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● Possible Outcomes & how to handle the 
next steps

● Recap & Reminders



What is A
Compensation philosophy

A standard, structured approach for determining the 
total compensation offered to current & future employees.



What are some Common
Compensation philosophies?

1. Pay with the competition
2. Be a leader in the market
3. Lag in the market 
4. Variable pay



Compensation philosophy

Strategic plans
Business 

objectives

Talent retention

Competitive 
Analysis 

hR strategies Talent acquisition

Labor 
marketplace

Budget/Size
Base Pay & total 
compensation



Compensation 
philosophy

BASE-pAY 
sTRUCTURE

-Explains the “why”

-Includes total compensation
       
-Aligns with strategic objectives

-Used to guide decision making

-The specific allowed ranges 
based on pay grades (min & max)

-Usually will be calculated based 
on performance and tenure

-Should align with Compensation 
Philosophy



Base Pay Structure
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Market Research
The process of comparing what external 
sources (aka the market) are paying for 
similar roles.

Gives companies the ability to answer 
questions such as:

Are we fairly priced?
Are we at risk to lose talent?
What is an acceptable range?
How does the market data compare to our 
compensation philosophy?
What can we afford?

Sources:

● Trusted online data
● Consulting companies
● Wage Data from Bureau of Labor 
● Third party surveys

Based on:

● Job description + skills
● Years of experience
● Size of company
● Location / Area



min mid max

25th 50th 75th

Range - what are the minimum, maximum, and median wages?
Percentile - what is the wage distribution?



Base Pay Structure
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Internal Benchmarking
The process of comparing what the 
company itself is paying for similar roles. 

This answers questions such as:

What does our distribution look like?
Why are there differences? 
How much variation should we allow?
How does this compare to the market data?
Where do we want to position ourselves?

This helps quantify:

● Pay grades / bands
● Degree of overlap
● Approved ranges
● Starting salary for new hires
● Future human capital costs 

(budgeting)



Base Pay Structure

Company 
Performance

Market 
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Company Performance

Measured by:

● Profitability
● YOY Growth*
● Results vs. Objectives
● Expansion

*Historical & Future-Looking



Base Pay Structure

Individual 
Performance

Market 
Research
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Company 
performance



Individual Performance

Usually measured once/year in 
annual review meetings

Can be measured by:

Time in Role/with the Company  
Overall Performance (Results vs. Obj)
Behavior / Disciplinary Actions
Current Pay vs. Market/Internal

min mid max

25th 50th 75th



Base Pay Structure

Market 
research
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Conversation Checklists

Preparation

Execution&



Consider This… min mid max

25th 50th 75th

If you answered yes to all of these 
questions you may be ready for:

The Conversation 

Have you added valuable contributions 
above of your expectations?

Have you considered the other ways you are 
being compensated (vacation, flexibility, insurance…)

Is the company & your department 
performing well overall?

Are you void of any current write-ups or 
performance action plans?

Are you below the 75th percentile of your 
job’s pay scale?



The worst thing 

they can say 

is “no”. 



Preparation Checklist

❏ Decide your asking price
❏ Schedule a meeting with HR / Manager
❏ Build your case 

❏ Quantify your Contributions
❏ Results vs. Job Expectations
❏ Justify the Amount

❏ Prepare for Response



Execution Checklist
“I wanted to meet with you today to go over 
my current compensation. 

As you know, I’ve recently been asked to 
take on additional tasks (X,Y,Z)

I’ve done some research on where I’m at, 
pay-wise, and this is what I’ve found… 

I’m asking that you consider increasing my 
base pay to $xxx because ….”

❏ State your purpose
❏ Quantify your results
❏ Show your Homework
❏ Specific Amount
❏ Share your reasoning 



Conversation Dos & Don’ts

Don’t

● Use your feelings as justification 
● Act entitled 
● Make it a pity party 
● Make demands/give ultimatums
● Drag it on; make your point, and then 

give them time to digest 

Do

● Talk yourself up
● Give specifics
● Explain your thought-process 
● Use data when you can
● Keep it short, sweet, and positive



Possible Outcomes

What to Do 
Next&



Possible Outcomes (& how to handle them)

They Say 
“YES”

They Say 
“No”

They Say 
“Not NOW”

They Make A
Counter-Offer
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If They Say “YES”

Do These Things:

● Your Happy Dance! 

● Say “thank you” & express your gratitude

● Use this as a platform to express your interest 
in growing your career

DOn’t:

Ask for more

Start slacking

Beat yourself up for not 
asking sooner



Possible Outcomes

They Make a 
counter Offer

They Say 
“No”

They Say 
“Not NOW”

They Say 
“Yes”



If They make a counter-offer

Do These Things:

● Express your gratitude

● Ask for breakdown or explanation

DOn’t:
Ask for an 

exception/negotiation

Argue with their 
explanation
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If They Say “Not Now”

Do These Things:

● Ask for feedback on what you can do to 
improve 

● Ask when it would be okay for you to follow 
up and revisit the subject

● Let them know you may have to look for 
other options

DOn’t:
Become negative or start 

under-performing

Demand immediate action

Over-analyze the situation



Possible Outcomes
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If They Say “No”

Do These Things:

● Stay positive & celebrate yourself for being 
brave enough to ASK

● Thank them for their time/consideration

● Ask for feedback

● Inquire on timing to revisit the subject 

● Let them know you may have to look for 
other options

DOn’t:
Argue

Give excuses regarding their 
feedback

Let your emotions get the 
best of you



Regardless of the outcome...

Don’t take it personally 

Don’t let the response affect your performance 

Don’t share your private conversation with others

Do remain positive & thank them for their time



Just to Recap…
The compensation philosophy looks different for 
different companies; don’t be afraid to ask your HR 
team for specifics.

There are many ways you are compensated in your 
role outside of just your base pay.

Do your homework - consideration & preparation will 
help you feel more confident & be taken more 
seriously.

It’s okay to have a conversation about your pay. The 
worst they can say is “no”.
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