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ABOUT THIS GUIDE

There have been significant changes to compensatiuon during the first half of
2022. We've updated our Compensation Guide to reflect the current demands in
the marketplace. The compensation ranges included reflect insights gained from

thousands of companies and candidates across the U.S. 
 

Our seasoned Recruiters understand the marketplace, offering real-time insight
and the most up-to-date information on competitive compensation. 

 
Contact us for additional information about your specific region and position.

 
TurningPoint Executive Search

760.434.5401
turningpointexecsearch.com



SALES

*Note: New Business professionals ("Hunters") earn a slightly lower salary and a much higher commission compared to Account Managers ("Farmers")

Client Success

Sales Manager (Overseeing 1 - 4)

Sales Director (Overseeing 5 - 15)

6 - 13 Years

9 - 17 Years

10 - 22 Years

8 - 19 YearsSales Operations/Enablement 

$190k - $275k

$215k - $310k

$170k - $300k

$175k - $275k

JOB TITLE AVERAGE TENURE SALARY RANGE OTE

1 - 3 Years $90k - $150kSales Junior Level (Inside or Outside) $64k - $84k

8 - 15 Years $200k - $350kSenior Sales (non-mgmt,
Inside or Outside) $121k - $175k

$155k - $250k

$155k - $178k

0 - 1 Years $60k - $100kSales Entry Level $46k - $56k

$180k - $240k

$145k - $270k

$195k - $315k

$275k - $475k

VP Sales

CRO / CSO

12 - 23 Years

15+ Years

$285k - $450k

$350k - $590k

8 - 15 YearsSenior Business Development /
Account Management $175k - $255k$135k - $190k



10 - 20%

MARKETING

$58k - $79k

$81k - $122k

$123k - $165k

$123k - $190k

$137k - $183k

0 - 1 Years

1 - 3 Years

3 - 8 Years

$46k - $56k

$127k - $170k

$173k - $269k

5 - 10%

5 - 10%

10 - 15%

$99k - $195k

7 - 15 Years

9 - 18 Years

10 - 19 Years

12 - 22 Years

12 - 22 Years

8 - 25 Years

Marketing Entry Level

Marketing Junior Level

Marketing- Social Media/ Digital/
Research  (non-mgmt)

Marketing - Customer/Brand
(non-mgmt)

Senior Marketing  
(non-specialized, non-mgmt)

Marketing Product Development

Marketing Manager (Overseeing 1 - 4)

Marketing Director (Overseeing 5 - 15)

PR/ Communications 

10 - 20%

10 - 25%

15 - 30%

10 - 20%

10 - 20%

$231k - $315k13 - 30 YearsVP Marketing 20 - 40%

$302k - $434k18+ YearsChief Marketing Officer 20 - 40%

JOB TITLE AVERAGE TENURE SALARY RANGE BONUS



OPERATIONS & LEADERSHIP

*Note: Equity component is based on company structure and was present in less than 30% of President roles and approximately 60% of CEO roles

JOB TITLE AVERAGE TENURE BONUS

Operations Manager (Overseeing 1 - 4) 8 - 15 Years 10 - 20%$115k - $145k

Operations Director (Overseeing 5 - 15) 12 - 21 Years 10 - 20%$155k - $250k

VP Operations/ COO 15 - 31 Years 20 - 50%$220k - $520k

Operations Junior 4 - 9 Years 5 - 10%$74k - $158k

President 18 - 35 Years 50 - 100% +
equity 0.5 - 5%$250k - $550k

CEO 18 - 35 Years 50 - 100% +
equity 1 - 5%$310k - $650k

SALARY RANGE

Logistics Supply Chain (non-mgmt) 4 - 9 Years 5 - 10%$70k - $125k

Logistcs Supply Chain Manager
(Overseeing 1 - 4) 8 - 15 Years 10 - 20%$104k - $150k

Logisitcs Supply Chain Director
(Overseeing 5 - 15) 12- 21 Years 10 - 20%$160k - $250k



SALES

Inside Sales

Sales Enablement

Customer Success

Sales Operations

Sales Engineer

Channel Sales

Chief Revenue Officer

Chief Customer Officer

 

MARKETING

Director of Growth Marketing

Demand Generation

Marketing Data Scientist

Customer Experience

Leaders

SEO Digital Marketing

Social Media Manager

OPERATIONS &
LEADERSHIP
Demand Planner

Supply Chain Leader

Chief Experience Officer

Chief Diversity Officer

VP Customer Journey

Remote Work Officer

Operations Research Analysis

Operations Manager

JOBS IN DEMAND



CURRENTS TRENDS

The Great Resignation... Now Comes with Great Expectations

While The Great Resignation is no longer making headlines, it's still very real. One in five employees
plans to quit their jobs in 2022. However, you won't be able to lure them away without offering a
significant increase in compensation, hybrid working, job fulfillment, and personal autonomy.
Unsurprisingly, compensation remains the predominant factor in an employee's decision to look
elsewhere. (PwC's Global Workforce Hopes and Fears Survey, March 2022.)

Workers with specialized training are in high demand - and they know it, confidently asking for pay
raises or promotions in the next 12 months. We've witnessed top-performing Sales Leaders ask for a
20% increase in compensation and receive offers of up to 40%.

Employees are feeling empowered and willing to press hiring managers to meet their demands,
testing the market to find the limit. This should be a wake-up call, motivating employers to tailor their
hiring strategy to the current expectations of their employees.

SUPPLY & DEMAND

OF EMPLOYEES PLAN TO ASK FOR A RAISE 33%
20% OF EMPLOYEES PLAN TO SWITCH JOBS 



Many employees want more from their jobs – and are getting it. They are taking this opportunity to
demand increased compensation and benefits, as well as "pre-pandemic perks" such as hybrid
employment. Employees have had a taste of working remotely, and they are unwilling to go back to
the way things were. Employers need to get on board. We've seen clients unable to fill open positions
because of an unwillingness to change with the times, such as keeping in-office requirements.

Employees who are dissatisfied with their current employer's culture are ready and willing to walk
away for a more inclusive and accepting environment. In today's politically and socially hot climate,
employers need to provide training to ensure a safe workplace where employees feel safe and heard.
Some job seekers are specifically seeking companies that have a clear social or political stance. 

Employers need to be cautious and remember that their employees can make or break an
organization's growth. Keeping their finger on the evolving needs and expectations of their workforce
will go a long way to retaining happy and satisified employees.

ATTRACTING & RETAINING EMPLOYEES

CURRENTS TRENDS



COUNTEROFFERS

CURRENTS TRENDS

In such a tight market, companies are going to greater lengths to keep their employees. 

In previous years, we've seen
counter-offers to top performers
in the 10% range. In the last two
quarters, we've seen counter-
offers ranging from 20-40%. 

There is usually more than one
reason your employee wants to
leave and more money may not
be the answer. When considering
a counter-offer, be sure to ask for
ALL the reasons why they want to
make a change. 

We've seen an emerging trend of
off-cycle bonuses to stave off
defections. Apple's $180,000
bonus to top performers is
extreme, but the sentiment holds
true for companies of all sizes:
Show your appreciation and keep
your employees.

9 MONTHS
OF EMPLOYEES LEAVE

AFTER ACCEPTING A
COUNTEROFFER

80%

OFFERING THE BIG BUCKS ASK WHY GET AHEAD OF THE PROBLEM



KEYS TO RETAINING TOP TALENT

CURRENTS TRENDS

 
.

 
Look at your high-

performers to ensure their
compensation is
competitive and

compelling enough to keep
them.

Schedule "career
conversations" with your

team to discuss career goals
and your vision for their

future with the organization.
Be open to supporting their
desire to move to a different

department, team, or role
within your company.

Proactively discuss your
employees' job satisfaction.

Consider implementing
new policies and practical

training to improve
company culture.



When it comes to compensation, there is a threshold for
what companies can reasonably offer. We believe we've
reached that threshold.

If we've learned anything over the last 3 years, it's this:
Don't take your employees for granted. Leaders need to
take a proactive approach to raising compensation by
reviewing current levels and making adjustments where
appropriate. To align with new-hire pay levels and
inflation, companies need to have a compensation
strategy in place that may include off-cycle bonuses or
adjustments to base salaries.

The changing employee landscape and demographics
require employers to embrace company culture and
operational changes such as hybrid work, DEI strategies,
and policies that improve job satisfaction. Employees
don't want lip service when it comes to diversity and
inclusion efforts. They want to see leaders actively
engage in initiatives that will make a significant
difference in DEI within the workplace. 

More than ever, meaning matters. Being well-
compensated and appreciated is important to
employees, however, personal fulfillment and meaning
are just as critical.

LOOKING AHEAD



TurningPoint Executive Search | turningpointexecsearch.com | 760-434-5401

WHY TURNINGPOINT?

Our expert Recruiters understand the
kind of people you need: decision-
makers, forward-thinkers, leaders who
can enhance your unique culture.

KNOWLEDGABLE
Combining in-depth research, direct
recruiting, and comprehensive in-
person screening, our seasoned
recruiters have a proven track record
of finding and placing top talent.

EXPERIENCED
Leveraging our collaborative,
partner-oriented mindset,
guarantees our clients a high-touch,
candid, and efficient experience. 

PERSONALIZED


