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Why This Exists?

In the webinar, we discussed why strong performance does not automatically translate into advancement —
especially for first-generation professionals.

Many of you asked:
e How do I actually prepare for this conversation?
e Howdo I know if I'm ready?
e How do I avoid underselling myself?
e  What do I say when I get pushback?

This guide answers those questions with structure.

Not confidence tips.
Not scripts to memorize.
A preparation system.
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The Core Shift

Self-advocacy is not about being more assertive.
It’s about reducing ambiguity in how your contribution is interpreted.
Negotiation is a translation exercise:

e  From effort — impact
e From loyalty — leverage
e  From readiness — business case

If you do not make the case in business terms, the organization will fill in the gaps for you.

The following steps convert that shift into a structured preparation process.
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Step 1: Separate Effort From Impact

List your major contributions from the last 12 months.
Now filter them through these lenses:

Revenue generated

Costs reduced

Risk mitigated

Efficiency improved
Relationships strengthened

Strategic initiatives supported

If you cannot tie your work to one of these categories, you are describing activity — not business impact.

That distinction matters in negotiation.

© Michelle Y. Hoover, First-Gen Rising



https://www.michelleyhoover.com/

Step 2: Identify Scope Creep

Many first-generation professionals:

Take on unofficial responsibilities
Act as informal coordinators across teams

Solve operational gaps without being asked

Expand beyond their job description without documenting it

Use the model below to assess your work in the last 6-9 months.

Original role scope Actual current scope

Example: e  Designed new onboarding checklist
e  Manage client onboarding process adopted across the team
e  Coordinate internal handoffs e  Escalation point for complex client
e  Track delivery timelines implementations

e  Training two new hires informally
e  Representing team in
cross-functional planning meetings

The delta between original and actual is part of your case.

If it is not documented, it does not exist in compensation decisions.
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Step 3: Negotiation is a Year-Round Practice

Most people start preparing for negotiation two weeks before the conversation.

By then, you are reconstructing memory.

Strong self-advocacy is built on tracked evidence, not recall.

Throughout the year, you should be documenting data points that feel ordinary in the moment but compound

into leverage later.

Focus on these aspects of your work:

1. Decision Proximity

Track when you are:

Pulled into higher-level conversations
Asked for input on strategy
Looping in cross-functional
stakeholders

e  Trusted with sensitive information

These are signals that your judgment is
trusted at a higher level.

They are not “just part of the job.”

They indicate scope expansion and trust
capital.

2. Problem-Solving
Escalations

Document when:

e A project was off track and you
stabilized it

e Aclient or internal partner escalated
something to you

®  You resolved a conflict others
avoided

®  You stepped into ambiguity without
formal authority

These moments often go undocumented
because they feel routine.

In evaluation terms, they demonstrate
leadership under uncertainty.
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3. Informal Influence

Track:

Who seeks your advice
When colleagues defer to your
expertise

e  When you shape a decision without
owning the title

e  When your recommendations are

adopted

Influence without title is often invisible in
formal review documents — unless you name
it.

5. Metrics Drift

Track the metrics that matter in your
organization:

Revenue
Retention
Efficiency

Client satisfaction
Risk reduction

Delivery timelines

When those numbers improve and you
contribute meaningfully, capture that link in
real time.

Do not rely on end-of-year dashboards to tell
your story.

4. Invisible Coordination
Labor

First-generation professionals often perform
informal coordination work that is unnamed,
unscoped, and unrewarded, including:

e  Reconciling conflicting assumptions
across functions or levels

e  Informally onboarding others into
norms, processes, or decision logic

e  Absorbing relational or procedural
friction so work does not stall

This work increases trust, speed, and delivery
quality. It often substitutes for missing systems,
unclear roles, or weak management.

Because it is informal and undocumented, it is
rarely credited, and if it is not tracked, it remains
invisible at review time.

Why This Matters

Negotiation conversations often feel
emotional because they rely on memory.

Evidence changes the tone.

Instead of:
“I feel like I've been doing more.”

You can say:

“In the past 9 months, I've taken on X
additional scope, led Y initiative, and
contributed to Z measurable outcome.”

That shifts the conversation from subjective
to evidence-based.
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Step 4: Build the Business Case, Not the Personal Case

Awvoid: Instead, structure your case as:
o  “I've worked really hard” e Expanded scope
e  “I've been here along time.” e  Measurable impact
e “Ineedaraise” e  Alignment with next-level criteria

Advancement decisions are budget and risk decisions.

Frame accordingly.
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Step 5: Prepare for Three Common Responses

“Now Isn’t the
Right Time”

Ask:

What would make it the
right time?

What specific criteria are
missing?

When can we revisit this?

Translate delay into
criteria.

“You’re Doing
Great, Keep It Up”

Translate praise into
criteria:

What would move me
from strong performer to
promotion-ready?

What would you need to
see in the next 3-6
months?
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“We Don’t Have
Budget”

Clarify:

Is this a performance
issue or a timing issue?

When is the next
compensation review
window?

What milestones should I
hit before then?
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Step 6: Decide Your Risk Tolerance

For many first-generation professionals, Before initiating the conversation, clarify your
negotiation carries layered risk: objective — what strategy are you using?

e  Testing readiness — Clarifying whether

e  Financial stability pressure - -
you are viewed as promotion-ready

e  Concern about reputational impact .. . .
P P e  Requesting immediate change — Asking

. ) for compensation or title adjustment now
e Lack of informal sponsorship

e  Gathering criteria for a timeline —
Defining what must happen before
advancement

Each approach is strategic, but they carry different levels of risk and urgency.
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From Individual Strategy to Organizational System

In last week’s session, a participant asked:

“What strategies or approaches can a first-generation professional take when trying to advocate for oneself in
negotiations?”

This guide is a structured response.

Self-advocacy in negotiation is not about being more assertive.
It is about reducing ambiguity in how your contribution is evaluated.

When you separate effort from impact, document expanded scope, and build a business case instead of a personal

one, the conversation shifts from impression to evidence.
That is an individual strategy. It improves your position in the system.

But negotiation outcomes are also shaped by how organizations define readiness, evaluate scope expansion, and
interpret performance signals. When criteria are unclear, professionals carry more of the translation burden —
especially those without informal access to advancement norms.

This is where preparation meets infrastructure.
In my work with corporations, law firms, and nonprofit institutions, we extend this framework into:

Advancement-readiness workshops for first-generation and high-potential cohorts
Manager calibration labs on promotion and scope evaluation
Promotion-criteria clarity sessions

Internal mobility and retention strategy engagements
The goal is not stronger individual tactics.
It is clearer standards, stronger advancement discipline, and more accurate promotion decisions.

If this guide sharpened how you approach your own negotiation, it can also be applied at the team or institutional
level.
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