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ABOUT THIS GUIDE
This Compensation Guide reflects the current demands in the
marketplace based on our nationwide searches throughout 2022
and insights gained from thousands of companies and candidates. 

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



HOW TO USE THIS GUIDE

This guide will provide you
with the compensation
information you need to
competitively attract and
retain top talent. These
latest recruiting trends and
labor market insights will
help you execute your
hiring strategy for 2023.

WHY USE A GUIDE

WHAT YOU NEED TO KNOW

Across the United States, laws
are already in place around
pay transparency, requiring
employers to provide salary
information to job candidates.
In some states, including
California, companies must
include salary ranges on the
job postings. One-fifth of all
U.S. workers are now covered
under pay transparency laws. 

ABOUT THE DATA

We have compared this
year's salary ranges with
2022's compensation
numbers. The changes
indicated reflect the
increase in the midpoint of
each range.



JOB TITLE AVERAGE TENURE SALARY RANGE BONUS CHANGE

Marketing Entry Level 0 - 1 Years $46k - $56k 5 - 10% 4%

 Marketing Junior Level 1 - 3 Years $58k - $79k 5 - 10% 4.5%

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

3 - 8 Years $81k - $135k 10 - 15% 6.4%

Marketing Customer/Brand
 (non-mgmt)

7 - 15 Years $123k - $165k 10 - 20% 4%

Senior Marketing
(non-specialized, non-mgmt)

9 - 18 Years $127k - $170k 10 - 20% 5%

PR/ Communications 8 - 25 Years $95k - $185k 10 - 20% 4%

Marketing Product Development 12 - 22 Years $123k - $190k 10 - 20% 7.5%

Marketing Manager 
(Overseeing 1 -  4)

 10 - 19 Years $140k - $185k 10 - 20% 4%

Marketing Director 
(Overseeing 5 -  15)

12 - 22 Years $173k - $269k 10 - 25% 8%

VP Marketing 13 - 30 Years $231k - $315k 20 - 30% 7%

Chief Marketing Officer 18+ Years $302k - $434k 20 - 40% 10%

MARKETING COMPENSATION



JOB TITLE AVERAGE TENURE SALARY RANGE OTE CHANGE

Sales Entry Level 0 - 1 Years $46k - $56k $60k - $100k 8%

Sales Junior Level 
(Inside or Outside - "Hunter")

1 - 3 Years $64k - $84k $95k - $170k 5.7%

Sales 
(non-mgmt, Inside or Outside - "Hunter")

4 - 9 Years $80k - $120k $150k - $250k 16%

Senior Sales 
(non-mgmt, Inside or Outside - "Hunter")

10 - 15 Years $125k - $185k $200k - $350k 19%

Senior Account Management 10 - 15 Years $140k - $195k $175k - $255k 10%

Sales Operations / Enablement / 
Client Success

 10 - 20 Years $145k - $270k $170k - $300k 12%

Sales Manager 
(Overseeing 1 -  4)

6 - 13 Years $145k - $185k $200k - $295k 17%

Sales Director 
(Overseeing 5 -  15)

9 - 17 Years $165k - $250k $215k - $310k 17%

VP Sales 
(Overseeing 10+)

12 - 23 Years $195k - $315k $285k - $450k 10%

CRO / CSO 15+ Years $275k - $475k $350k - $590k 18%

SALES COMPENSATION



JOB TITLE AVERAGE TENURE SALARY RANGE BONUS CHANGE

Operations
(non-management)

4 - 9 Years $80k - $165k 5 - 15% 7.5%

Operations Manager 
(Overseeing 1 - 4)

 8- 15 Years $125k - $165k 10 - 20% 9.6%

Operations Director 
(Overseeing 5 -  15)

12 - 21 Years $155k - $250k 15 - 25% 14%

Logistics Supply Chain
(non-management)

4 - 9 Years $75k - $130k 5 - 15% 8%

Logistics Supply Chain Manager 
(Overseeing 1 -  4)

 8- 15 Years $114k - $162k 10 - 20% 11%

Logistics Supply Chain Director 
(Overseeing 5 -  15)

12 - 21 Years $160k - $250k 15 - 25% 12%

VP Operations/ COO 15 - 31 Years $180k - $450k 20 - 50% 7.5%

President 18 - 35 Years $225k - $550k
50 - 75% +

equity 0.5 - 5%
8.5%

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

equity 2 - 5%
0%

OPERATIONS & LEADERSHIP COMPENSATION



SALES

Sales Manager

Sales Enablement

Customer Success

Sales Operations

Sales Engineer

Chief Revenue Officer

Chief Customer Officer

Chief Growth Officer

 

MARKETING

PR/Communications 

SEO Digital Marketing

Demand Generation

Marketing Data Scientist

Director of Brand Experience 

Director of Growth Marketing

Vice President Marketing

OPERATIONS &
LEADERSHIP

Human Resources

Project Management

Supply Chain Leader

Director of Operations

VP Customer Journey

Chief Diversity Officer

Chief Growth Officer

Chief Strategy Officer

JOBS IN DEMAND



CURRENT TRENDS

Hiring is even more unpredictable today than in recent years. While supply remains low, demand is
inconsistent, especially within specific industries such as fintech and the gig economy. Companies are
struggling to find the ideal balance between hiring, firing, freezing, upskilling, and shuffling employees.

SUPPLY & DEMAND

HIRING 
The red-hot U.S. job market of 2022, capped off with a whopping 223,000 jobs added in December
alone. Despite fears of an economic downturn, payrolls and wages blew past expectations. On average,
wages were up 5.1% on a year-over-year basis,  The dynamic U.S. economy and continued job expansion
have not solved the supply-demand imbalance.  

FIRING
Q4 saw a surge in layoffs in some of the largest companies, specifically within the tech sector in
response to overly-aggressive hiring during the pandemic. Even after accounting for the recent layoffs,
many companies entered 2023 with a higher headcount than pre-covid. In spite of these layoffs, the
supply of highly-skilled, in-demand talent largely remains the same.

FREEZING
IIn the small to mid-size sector, hiring for some companies remains strong, while others have paused.
Rather than a knee-jerk reaction to a dynamic economy, the response from these employers has been a
to place a temporary freeze their hiring efforts as they watch Q1 unfold. Retention is the priority with this
"wait and see" approach.

SHUFFLING
Employers are making calculated and creative staffing decisions. Rather than rushing to fill a vacant
critical function with a new hire, they are redeploying existing talent to handle the workload. In some
cases, these organizations are hiring short-term and interim employees to complete the work. 



As the hiring market remains tight, job seekers continue to expect increased compensation, benefits,
soft perks, and a remote work option. Company culture also remains a priority for many job seekers.
They are explicitly seeking organizations with a clear social or political stance. Employers unwilling to
change with the times are finding it challenging to fill open positions.

Retention has become more important than ever. Employers want to make the most of their recruiting
investments. They recognize that demonstrated talent is an asset worth hanging onto, making
upskilling and reskilling a priority when the needs of the organization change. Additionally, employers
are leaving the door open, opting to rehire previous employees. A positive offboarding experience
provides a path for these "boomerang" employees.

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

ATTRACTING & RETAINING EMPLOYEES

CURRENT TRENDS



TOP TRENDS

REMOTE WORK
There's no going back -

Remote work is here to stay.
While fully remote positions

have declined slightly,
employees value the work/life

balance of working from
home, citing that this

flexibility leads to increased
happiness and higher

productivity. Not offering a
hybrid option will dramatically

decrease your talent pool.

In this tight labor market,
there is strategic value in

expanding and diversifying
the talent pool.

Organizations must become
more comfortable assessing
candidates on their ability to

perform in the role rather
than prior industry

experience. 

When interviewing and
assessing young

professionals, managers need
to recognize that due to the
pandemic, Gen Z has missed
out on developing many soft
skills. Employers may need to

offer additional training in
certain skills, such as

networking and speaking
confidently in crowds.

NONTRADITIONAL PIPELINES HIRING GEN Z

KEYS TO RECRUITING TOP TALENT

53%
24%

EXPECT A HYBRID ARRANGEMENT

EXPECT TO WORK EXCLUSIVELY REMOTELY
*GALLUP, March 2022



KEYS TO RETAINING TOP TALENT

 
.

 

 
Look at your high-

performers to ensure their
compensation is
competitive and

compelling enough to keep
them.

UPSKILLING
Focusing on internal talent

mobility provides
opportunities for existing
employees while meeting

evolving organizational
needs.

 

EMPLOYEE CARE
Burnout, exhaustion, and
career insecurity were all
heightened during the

pandemic and have
negatively impacted

performance. Mental health
and self-care should remain

a top priority.

4-DAY WORK WEEK
 Giving your employees more

free time while preserving
their earning potential

inspires them to be more
productive. Employee
satisfaction increases

retention, productivity, and
morale. 

TOP TRENDS
74 percent of employees are willing to

leave their current job due to a lack of skill
building and career mobility opportunities



LOOKING AHEAD

When it comes to compensation, there is a threshold for what companies can reasonably offer. We
believe we've reached that threshold, and expectations for 30%-50% increases in compensation are no
longer realistic. However, the ratio of available talent to open positions remains very tight, forcing
employers to remain up-to-date and competitive on salary levels. To lure passive candidates away from
their comfortable and secure jobs, employers may need to continue offering 10%-20% increases in base
salaries. This mixed message has catapulted retention to the top of the priority list for 2023.

The balance of power has begun to shift, putting employer and employee on a more even footing. A
less aggressive job market gives employers a unique opportunity to focus on employee growth and
satisfaction, as well as retention. Leaders should use this time to proactively align their current
employees' compensation with new hires and actively seek opportunities to offer skill-building and
career mobility. 

The increased focus on employee care has ushered in the use of technology to encourage employees
to prioritize their mental and physical health. A potential drawback of company sponsored use of AI
and wearables could create a privacy issue by giving employers access to employee private
information. 

With retention being Priority #1 in 2023 and the expectation of hybrid work, employers must be
especially vigilant about protecting their employees. Burnout is inevitable without clearly defined
boundaries between work and personal time. 

In this unstable and tight job market, keeping your top talent happy matters. 



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 RECRUITERS

HIRE WITH CONFIDENCE
When you hire through our firm, you can be confident your new talent will be with you for
the long haul. More than 90% of our placements are still with our clients 2 years later.

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

PERSONALIZED SEARCH

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

WHY TURNINGPOINT?
Our team will tailor your search from start to finish. Whether you are seeking to fill a challenging Sales,
Marketing, Operations, or Executive Leadership position, our targeted recruiting process delivers the best talent.

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


