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Negotiating Your Worth

Most employees assume they’ll automatically get paid what they're worth. But salaries wages
rarely scale on their own. Roles stretch, responsibilities grow, and many professionals find
their salary standing still.

In 2026, that gap feels wider and more dangerous. Hiring has slowed across many sectors,
but companies still need to retain the people with critical skills. Replacing a mid-career
employee can take months and cost up to twice their annual pay once lost productivity is
factored in.

That pressure creates room for pay talks. Salary negotiation matters more now. Employers
know that keeping proven talent costs less, especially when skills in Al, data, or cybersecurity
are in short supply. The World Economic Forum predicts that 59% of workers will need
retraining or redeployment this decade, and 87% of companies already report skills gaps.

Negotiating well means understanding your market value salary, seeing the full
compensation package, not just base pay, and knowing how to ask for a raise in a way that
shows business impact.

Key Takeaways From This Post

* Research your market value salary using LinkedIn, Glassdoor, and sector-specific data
before entering negotiations; facts turn personal requests into business conversations

+ Think beyond base pay when negotiating health insurance, pensions, flexibility, and
training budgets, which can add thousands to your total compensation package annually

« Build a quantified business case showing measurable results (cost savings, revenue
growth, risk reduction) that demonstrate your value and the high cost of replacing
specialised talent

* Navigate tight budgets smartly by leveraging 2026 market realities 87% of companies
report skills gaps, making retention of proven talent more cost-effective than lengthy
replacement searches

* Have alternatives ready if salary is locked, request clear timelines for review, specific
performance milestones, or negotiate non-salary benefits that improve your package
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Understanding Your Worth in the 2026 Market
Do you really know what your skills are worth?
Most candidates don't.

They dive into negotiations with a focus on what they want or need, rather than what the
market would pay for their skills. Managers respond better to facts than feelings. A clear
picture of your value sets the tone for the whole discussion.

Salary data is easier to find than it once was. LinkedIn, Glassdoor, Payscale, recruiters, and
many other sites publish annual reports with ranges by role, location, and seniority. Look
beyond the headline average. Understand the median (the middle point of pay in your field),
the range (entry to experienced), and what's considered competitive for your experience and
skills.

Remember, markets look different depending on where you work.

In the UK, recruiting has slowed, yet 80% of companies say they cannot fill skilled jobs. Only a
small share (about 4%) plans to raise pay above inflation.

Skills shape leverage everywhere. Data, cybersecurity and Al remain scarce and well paid.
Many people, especially women and minorities, still underestimate their value and ask for less
than the market would bear. Evidence changes that.

Before you start a salary negotiation, know the market value of your role. Facts turn a
personal request into a business conversation.

Beyond Base Salary: Understanding Total Compensation

Pay is only part of what you earn. The rest often matters as much, especially when salary
budgets are tight. Knowing the whole compensation package gives you more to work with
when you ask for change.

Start with the obvious: base pay and bonus. Then look at what adds value over time. In the
UK, pensions can be significant. Private health cover is a top priority for many, even in the UK.
Surveys show that around 51% of UK professionals value it when deciding on which role to
take.

Flexibility has become its own currency. Two-thirds of workers say they would trade a pay
raise for better working patterns.

Skills date quickly, so ongoing development is worth pursuing. If salary bands in a job feel
locked, other benefits might not be. Employers who want to keep skilled staff often move on
flexibility, learning support, or pensions. Seeing the whole package prevents the discussion
from being about just one number.

Timing Your Negotiation Strategically

When you ask for a change in pay, it can matter. A well-timed request lands very differently
from one made in a busy or uncertain moment.
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Annual reviews are the obvious window. They're designed for performance discussions and
often tie into budget cycles. Finishing a major project or taking on new responsibilities can
also create a natural opening. Your impact is fresh in your manager’s mind, and the business
can see the return on what you've done. Some people wait for strong company results or a
leadership change that expands their role. Those moments can bring more flexibility.

There are also times when asking backfires. Pay talks rarely go well just after a mistake or
during a cost-cutting drive. Avoid weeks when your manager is overloaded or focused on
crisis issues; your request may be dismissed before it's fully heard.

Preparation starts long before you ask. Track results and feedback as you go. Collect data on
your market value salary and any updates to your role. This groundwork makes the eventual
conversation factual rather than reactive.

Building Your Business Case

A raise is easier to secure when the conversation feels relevant to the business, not a
personal need. Show what you deliver and what it would cost to lose.

Start with impact. Where have you saved money, won work, improved a process, or reduced
risk? Numbers help. “Cut delivery delays by 20%,” “saved £50,000 through a supplier change,”
or “kept a key client from leaving” land better than broad claims about working hard.

If your job is harder to measure, use other proof: stabilising a troubled project, mentoring
juniors, taking on extra responsibility when teams shrank. Keep evidence as it happens.

Connect your results to what the business values most: growth, profit, customer trust, or risk
control. Managers respond when the return is obvious. Skills shortages make your case
stronger. Replacing a hard-to-find employee with specific skills is too costly.

If you work in areas like data, Al or cybersecurity, say so. These abilities remain rare and
valuable. Show that keeping you avoids risk and delay.

Be ready for pushback. Budgets and salary bands can be rigid. Calm, fact-based answers
focused on cost, impact and retention keep the discussion professional and on value.

The Negotiation Conversation: Tactics and Techniques

A pay discussion works best when it's treated as a planned talk, not a surprise. Ask for time to
meet. Say you'd like to review your compensation package. Give space for a real
conversation.

Go in ready. Have a clear list of what you've delivered, proof of impact, and the market data
you've gathered. Decide on the number or package you want. Know the point where you
would pause or accept other options.

Open with respect. Thank your manager for their time. Then share what you've achieved and
how your role compares in the market. Keep it about business value, the results you bring, the
cost to replace, and the skills you hold. Avoid mentioning personal living costs. Facts carry
more weight.



Use simple tactics:
e Aim slightly higher than your target, but stay reasonable.
e Have data from the market to build your case
» Ask directly rather than giving wide ranges

If salary cannot move, shift the conversation. Ask about bonuses, training budgets, extra
leave, flexible work, or equity. Whatever is agreed should be put in writing, so it is not
forgotten.

Leveraging the 2026 Market Realities

If your job has shifted into work that’'s hard to staff, say it. Technology has taken routine tasks,
but not judgment, strategy, or the ability to lead through change. Show where you've stepped
into higher-value work or learned new tools as your role evolved.

Development can also be part of the deal. Many companies will fund training or certification
when base pay is harder to move. Asking for skill investment alongside pay keeps the
conversation balanced and practical.

Special Considerations for Different Situations
Pay talks don't look the same everywhere. How you ask should fit the rules where you work.

» Fixed pay bands: Some roles have strict salary steps. Focus on what can move: extra
leave, flexible hours, study support, or wellbeing benefits. Ask when the next step up is
possible.

» Startups: Cash can be limited, but equity is common. Check how shares could work, what
the company is worth, and what growth could mean for you. Decide if a lower salary
balances the risk and possible upside.

« Remote work: Some managers still question productivity. Show clear results and reliability.
If salary is fixed, ask for stronger flexibility or clear performance goals that could lead to a
review.

» Confidence gaps: Many people, especially women and minorities, ask for less than the
market would support. Preparation helps. Know your rate, gather proof, and practise with
someone you trust.

¢ In the UK, private health and pensions carry weight.

Shaping the conversation to fit your setting keeps it practical and easier for a manager to
support.

What to Do If Salary Negotiation Fails

Sometimes the reply is simple: there’s no room in the budget right now. It does not have to
end the conversation.

e Ask when you can revisit pay: Pin down a date, like after a project closes, at the next review
cycle, or once financial results land. A clear timeline stops the issue from drifting.

e Find out what would change their answer: Ask what results, skills, or milestones would
justify a raise. Knowing the target helps you plan.

e Look beyond salary: If cash is locked, talk about other value. Extra leave, training, flexible
hours, or a one-off bonus can all improve your total compensation.



e Check the bigger picture: If no one is getting increases, it may be a company constraint
rather than a reflection of your worth.

» Decide if it's time to explore outside: When pay stays well below market, and there’s no
plan to change it, start preparing. External moves take time, so plan and consider
speaking to recruiters early

A "no” today can still lead to progress. The goal is clarity: know what’s possible, what isn’t, and
what steps could open doors later.

Knowing Your Value, and Asking for It

Talking about money is rarely easy. Skipping the conversation, though, can hold a career
back. Knowing what the market pays for your skills and how your compensation package is
built gives you a steady place to start.

Budgets may be tight this year, yet skilled people still matter. Replacing someone
experienced costs time, money, and momentum. When you can show the results, you deliver
and what similar roles pay, you give your manager clear reasons to keep you.

Compensation is more than base pay. Health cover, pensions or retirement plans, flexibility,
and development all add value. Keep notes on what you achieve. Bring them when the timing
is right.

If the answer is no, find out why and when the conversation could return. If there is no plan
to review or close the gap, it may be time to look elsewhere, calmly and on your own timeline.

Salary negotiation is part of managing a career. With preparation and respect, it keeps your
pay in line with the work you do and the value you bring.



A little about Sarah Bishop and Recruit Recruit Ltd

_

Whether you're a sole trader hiring your first team member, a VC-backed startup needing to scale fast,
or a corporate looking for top-tier C-suite talent, one thing stays true:

Your business grows when your people grow.
I help founders, CEOs and business leaders build brilliant teams through:

¢ Recruitment: finding and placing the right people for the right roles or embedding a talent team into
growing businesses

» Sales & Leadership Training: developing high-performing teams that sell, lead and deliver

e Speaking & EmCeeing: energising events and conferences with insight, humour and practical
takeaways

e Coaching: supporting leaders to grow confidently, communicate better, and build culture that sticks

Over the years, I've supported businesses at every stage, from bedroom startups to scale-ups and
established firms navigating change. What they all have in common? A vision to grow and the ambition

to get the right people on board to make it happen.

I bring no-nonsense advice, energy, empathy and results, whether I'm:

Hiring a game-changing leadership role

Training a founder-led team to sell with confidence

e Speaking on stage about team-building, fearless follow-up, or people strategy
Coaching a business owner through their first ever hire

So, let’s talk If:

e You're ready to grow and want to hire with confidence

* You need training or coaching to get more from your team (or yourself!)

e You're planning an event and want a speaker or EmCee who brings both energy and value

Drop me a message or connect - let’s build something brilliant together.

Now - #1Bestseller on Amazon -
Scale Up!: The Founders’ Guide to Accelerating Growth by Building Dream Teams by Sarah Bishop



https://www.amazon.co.uk/dp/1068188707/
https://www.amazon.co.uk/dp/1068188707/

