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Compensation for business continuity professionals has been on the rise since 2003. In fact, 2006 showed the highest increases in compensation for full-time, permanent employees (FTEs), with an average of 7 percent. Last year also marked the first time that average total compensation surpassed $100,000 for FTEs. Independent contractors also have also enjoyed sizeable increases, but they have yet to match 2000 and 2001 earning highs.
However, many companies remain unsure about what to pay BC professionals. Typically, HR departments rely on compensation research that is not specific to business continuity.  They tend to classify business continuity as either a program management or an IT function. But continuity professionals provide much more than program management or IT expertise. Smart HR representatives, who research continuity-specific compensation, will save time and, potentially, the grief of having multiple offers declined.
Unfortunately there is no clear formula for determining compensations. Obvious factors, including years of experience, job title, degree, certification, IT expertise, and previous positions, are part of the equation. Location, travel requirements, and work history also play a part. The most challenging factors to quantify are often the most important. How well you do your job is more relevant than long you have done it, but the former is far more difficult to measure.

On the Rise

Increased visibility and awareness of business continuity are directly effecting both the evolving BC career path and compensation growth. Due to recent business interruptions and events, the continuity profession top of mind. It is also better understood than ever.

Corporate executives are connecting potential risks, as well as regulation and compliance issues, with business continuity. And many corporations are utilizing continuity programs as marketing tools. Executive management now realizes it is critical to staff business continuity roles with the right people.

Who are the “right people”?  They’re the ones who can develop a robust program, roll it out enterprise-wide, communicate program strengths and needs to executives, and train everyone within the company on program functions. Preferred candidates are well-known within the continuity community through published articles and public speaking engagements. Other sought after qualities include strategic planning expertise and the ability to thin outside the box. The “right people” get the best jobs and take home the most money.

Trend Spotting
If a top job in business continuity is your goal, you’ll need to keep on top of the latest trends to hone your competitive edge. To increase their marketability, some candidates are obtaining multiple certifications, as well as completing or obtaining additional degrees. An increasing number of universities offer degree programs in business continuity, and those who earn such degrees command higher salaries.
Another trend in BC hiring is the continued move away from information technology. The need for enterprise programs driven by the business is at an all-time high. This trend has changed the expertise hiring managers are seeking from new employees. Previously, BC professionals were focused on disaster recovery and protecting and recovering data.  Now, executive management prefers that employees have a broad understanding of IT coupled with an even stronger understanding of program management, business process re-engineering, and risk compliance. This is especially true for VP/ Director level positions. Additionally, professionals with solid business and IT skills are on average enjoying higher increases in compensation as they move up within organizations.
The continuity profession will continue to evolve as visibility increases worldwide.  Tomorrow’s BC professional will need increased expertise in order to maintain marketability, especially with a new generation entering the profession and challenging current views. Those professionals who maintain marketability and remain active within the field will be more attractive to potential employers and will, on average, earn more too.
Cheyene Haase is president of BC Management.  She can be reached at (949) 250-8172 ext. 204 or via e-mail at chaase@bcmanagement.com. All compensation data in this article is from BC Management’s Compensation Survey. See www.bcmanagemen.com for complete results. 
Sidebar 1:
Adding It Up 
What determines compensation for business continuity professionals? A combination of the following factors:
Quantitative Factors 

· Years of field and work experience

· Job title and reporting structure

· Certification

· Advanced degree
· IT expertise

· Previous career

· Competency knowledge
Intangible Factors

· Program management skills
· Leadership capabilities

· Staff management experience
Other Factors

· Geography

· Travel

· Work history
Sidebar 2:

	Full-time Permanent Employees
	
	Independent Contractors

	Year
	Average Total Comp
	
	Year
	Average Total Comp

	2001
	$86,148 
	
	2001
	$129,704 

	2002
	$84,182 
	
	2002
	$101,538 

	2003
	$87,327 
	
	2003
	$106,942 

	2004
	$89,289 
	
	2004
	$109,433 

	2005
	$93,798 
	
	2005
	$122,704 

	2006
	$100,496 
	
	2006
	$126,066 


