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Negotiate a Tech Job Offer: Salary, Level,
Bonus and Benefits

Build a market-backed compensation case, protect your leverage, negotiate the entire offer—
not just base salary—and know when the package is strong enough to accept.

Build a market-backed compensation case, protect your leverage, negotiate the entire

offer—not just base salary—and know when the package is strong enough to accept.

Do not negotiate from gratitude; negotiate from evidence

A job offer is a business proposal. Treat it that way. Before you counter, build a one-page market
packet with the exact role, level, location or remote policy, years and type of experience, scarce skills,
scope of responsibility and two independent compensation references. The Bureau of Labor Statistics
reported a $133,080 median annual wage for software developers in May 2024, but a national median
is not your number; industry, geography, level and company type can move compensation materially.
CareerOneStop lets you compare occupation wages by location. Use those tools to establish a
defensible range, then add role-specific evidence from live postings that disclose compensation. Your
objective is not to prove you deserve the highest number on the internet. It is to show that your

counter sits inside a credible market and matches the work they are asking you to own.

For Black professionals, this evidence-first approach is especially useful because it removes as much
subjectivity as possible from the conversation. Do not build your case around personal expenses,
loyalty, how badly you want the role or what you were paid before. Build it around market value and
expected contribution. The sentence is: “Based on the scope we discussed, the market data for this role
and the experience I’m bringing in X and Y, I’d be comfortable signing at $____ base.” Calm, specific

and easy for a recruiter to carry back internally.



Negotiate the level before you fight over dollars

Two offers with the same salary can have very different long-term value if one places you a level
lower. Ask what level the role is, what scope differentiates that level from the one above it, who owns
promotion decisions, and what evidence is normally required to advance. If the company cannot move
salary much, a correct level or title can improve your future pay band, bonus target, equity grant and
resume signal. Do not demand an inflated title that the work does not support; that can backfire.
Instead, compare the written responsibilities to the company’s stated leveling expectations and ask for

alignment.

Ask these questions before accepting: What decisions can I make without approval? Am I expected to
lead projects or people? What size systems, revenue, customer base or risk do I own? What does
success at 90 days and one year look like? What is the next level and typical review cycle? If the
recruiter says “titles don’t matter here,” get the internal level anyway. Internal levels often matter even

when public titles are casual.

Build a total-compensation worksheet

Put every recurring and one-time component into one worksheet: base salary; annual target bonus and
how often it actually pays near target; signing bonus; commission if applicable; equity; retirement
match; health-plan employee cost; HSA contribution; paid time off; remote or commuting costs;
education budget; on-call burden; severance; and any relocation repayment clause. Do not add equity
at the company’s preferred fantasy value. Guide 20 explains how to evaluate options, strike price,
vesting, dilution and fully diluted ownership. Keep equity as a separate scenario until you understand

it.

Then calculate first-year guaranteed cash, first-year target cash, and recurring target cash after sign-on
disappears. A $20,000 signing bonus can make Year 1 look excellent while leaving Years 2—4 weak. A
higher base compounds through raises, bonus percentages and future salary negotiations. This is why

base salary is normally the first lever, but it is not the only lever.

Use a two-counter strategy, not endless haggling

Counter once with your preferred package and a small number of prioritized levers. Example: “I’m
excited about the role. If we can get base to $155,000 and the signing bonus to $15,000, I’m ready to
move forward.” If base is constrained, make a second structured trade: higher sign-on, earlier
compensation review, additional PTO, remote flexibility, professional-development money or equity
—only if those terms matter to you. Do not send a shopping list of ten demands. Recruiters need a

clean approval request.



Never invent another offer. If you have one, state the actual decision deadline and comparable
economics without drama. If you do not, your leverage is the strength of your fit and your willingness

to decline a weak package. A fake competing offer can destroy trust and sometimes the offer itself.

Ask the questions that reveal hidden downside

Before signing, ask whether the bonus is discretionary or formula-based; whether the role has
mandatory on-call or after-hours work; how often employees at this level are promoted; whether
remote status can be revoked; what happens to sign-on or relocation money if you leave early;
whether there is a noncompete, nonsolicit, invention-assignment or moonlighting restriction; and
when benefits begin. Restrictions can have legal consequences, so get professional review when the

language affects outside businesses, intellectual property or future employment.

For sales and variable-pay roles, ask for the written compensation plan, quota, ramp period, territory,
crediting rules, accelerators, clawbacks and percentage of current reps at or above quota. Never

negotiate a variable plan using only the on-target-earnings headline.

Your 48-hour negotiation plan

Hour 1: thank them and request the complete written offer. Hours 2—4: build the market packet and
total-comp worksheet. Same day: list your must-have, preferred and tradable terms. Day 2: call the
recruiter rather than launching a long email argument. State enthusiasm, give one evidence-backed
counter and stop talking. After the call, summarize any agreed changes in writing. Do not resign from
your current job or stop other interviews until the offer, contingencies and start date are sufficiently

clear.

Your walk-away test is simple: Does the job improve your skills, scope, compensation or strategic
position enough to justify the risk and restrictions? A negotiation is successful when you make the best

decision—not merely when the employer moves a number.



—— SOURCE DESK

Research behind this guide

Use the primary and authoritative sources below to verify current rules, prices,
eligibility and program details before acting. Terms can change.

U.S. Bureau of Labor Statistics — Software Developers
CareerOneStop — Salary Finder

CareerOneStop — Compare Salaries

U.S. Department of Labor — Wage and Hour Division

EEOC — Equal Pay / Compensation Discrimination

Important: This guide is educational information, not individualized legal, tax, investment, employment,
security or compliance advice. For decisions with material legal or financial consequences, use a qualified
professional who can review your facts.
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https://www.bls.gov/ooh/computer-and-information-technology/software-developers.htm
https://www.careeronestop.org/Toolkit/Wages/find-salary.aspx
https://www.careeronestop.org/Toolkit/Wages/compare-salaries.aspx
https://www.dol.gov/agencies/whd
https://www.eeoc.gov/equal-paycompensation-discrimination
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