
THE ANZ SALES TALENT INTELLIGENCE REPORT

FY 2026
How growth companies win the next cycle of sales performance through

sharper hiring, compensation intelligence, leadership-stage fit and
revenue operating capability.

▲
Salary Benchmarks
Eight Sectors  ·  Q2 2025

◆

Leadership Hiring
Five Stage Framework

■
Market Intelligence
ANZ Focus  ·  393,000+ Professionals

salesrecruit.com.au  ·  1300 774 900  ·  enquiry@salesrecruit.com.au © Sales Recruit Partners Pty Ltd  |  FY 2026



CONTENTS

Contents

How to Use This Report
Reader guide and data notes

3

Executive Briefing
The FY 2026 Sales Talent Reset — five market truths

4

PART ONE The ANZ Sales Talent Market
Mobility, scarcity, performance distribution, hiring economics, risk index

6

PART TWO Salary Benchmarks by Sector
Eight industry sectors — base salary, OTE, and risk ratings

12

PART THREE Sales Leadership Hiring by Stage
Five stages — profile, deliverables, failure modes, the matrix

23

PART FOUR Revenue Operations
Three RevOps stages from Function Founder to Revenue Strategist

31

PART FIVE Recommendations and Action Plan
Seven 90-day actions and the Revenue Talent Advantage Model

33

About Sales Recruit Partners
Specialist sales recruitment and executive search

36

Appendix
Definitions, methodology, and sources

37

About this data
All salary figures reflect AUD base salary, excluding superannuation, current as of Q2 2025. New Zealand
equivalents typically run 10-15% below Australian metropolitan benchmarks. Source: Sales Recruit Partners
market intelligence and placement data, Q2 2025.

salesrecruit.com.au  ·  1300 774 900  ·  enquiry@salesrecruit.com.au — 2 —



HOW TO USE THIS REPORT

READER GUIDE

How to Use This Report

This report combines salary intelligence, leadership frameworks, RevOps maturity guidance, and a 90-day action
plan. Different readers will find different sections most valuable.

CEOs and Founders
Start with the Executive Briefing and the 90-Day
Action Plan. For early-stage hiring, use the Stage 1-2
leadership framework before briefing any search.

Chief Revenue Officers
Begin with the Executive Briefing, then review the
Critical Role Risk Index and the leadership stage
matrix to pressure-test your current structure.

Sales Directors and GMs
Focus on leadership stage fit, the RevOps maturity
model, and the pay-movement analysis to identify
where your team is most exposed.

HR and Talent Leaders
Use the sector salary benchmarks and the
performance-validation guidance to benchmark
compensation and sharpen your assessment
process.

About this data
All salary figures reflect AUD base salary, excluding superannuation, current as of Q2 2025. New Zealand
equivalents typically run 10-15% below Australian metropolitan benchmarks. Data is validated against Sales
Recruit Partners active search mandates, completed placements, and consultant-network intelligence across
Sydney, Melbourne, Brisbane, Perth and Auckland, cross-referenced with LinkedIn Talent Insights analysis of
Australia's 390,000+ sales professionals.
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EXECUTIVE BRIEFING

EXECUTIVE BRIEFING

The FY 2026 Sales Talent Reset

Sales talent is no longer a recruitment problem. It is a revenue architecture problem. In FY 2026,
the companies that outperform will not simply hire faster — they will identify scarce capability
earlier, price roles more intelligently, validate performance more rigorously, and align sales
leadership to the actual stage of the business.

FIVE MARKET TRUTHS FOR FY 2026

1 Talent mobility has structurally accelerated.
Median sales tenure in Australia has fallen to 1.8 years. Over
51,000 job changes were recorded in the past 12 months,
creating persistent instability across every revenue team in the
country.

2 Top performers are not accessible through
conventional channels.
The top 6% of sales professionals — those who consistently
exceed targets — are rarely seeking new roles. They require
deliberate, intelligence-led headhunting, not job
advertisements.

3 Pay compression is destroying leadership
pipelines.
In SaaS, FMCG, Financial Services and Construction, the
salary gap between elite individual contributors and their
managers has narrowed to below 10%. Without a financial
case for leadership, succession pipelines are exposed.

4 Leadership stage mismatch is the most preventable
failure.
Each of five growth stages demands a fundamentally different
leader profile, accountability structure, and success metric.
Defining the role by title rather than stage produces expensive,
avoidable failures.

5 Non-quota roles are becoming revenue multipliers.
RevOps, Sales Enablement, and Partnerships functions are
now directly correlated with quota attainment. Vacancy in these
roles has compounding consequences that rarely appear in
standard attrition analysis.

BOARD QUESTION

Does your compensation structure

create a compelling financial case for
your best performers to step into

management — or are you

inadvertently incentivising them to
remain individual contributors?

BOARD QUESTION

When your last sales leadership hire
was made, was the brief written for

the stage the business is at today —
or for the stage it aspires to reach?

BOARD QUESTION

Can you quantify the 18-month
revenue contribution of your last three

sales hires? If not, your recruitment
ROI is unmeasured and therefore

unmanaged.
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EXECUTIVE BRIEFING

EXECUTIVE SUMMARY

What This Means for CEOs and CROs

Six conclusions that should shape every FY 2026 commercial hiring decision.

1 The ANZ sales hiring market has become structurally harder.
Record mobility, collapsing tenure, and intensifying competition for a small pool of genuine performers mean that
hiring on availability alone now systematically selects for underperformance.

2 Compensation is no longer aligned to leadership progression.
Elite individual contributors increasingly out-earn their managers. The financial logic that once pulled top sellers into
leadership has broken — and with it, the natural succession pipeline.

3 Passive high performers require proactive headhunting.
The candidates capable of moving your revenue are employed and not looking. Reaching them is a function of
market intelligence and credible approach, not advertising reach.

4 Leadership hiring must be stage-based, not title-based.
The single most preventable cause of leadership failure is hiring the right profile for the wrong stage of business.
Brief against stage and deliverables — never against title alone.

5 RevOps is now a revenue multiplier, not a back-office function.
The operating capability that makes forecasts trustworthy and reps productive is a direct lever on quota attainment.
Under-investing here caps the performance of every quota-carrying hire.

6 The next 90 days should focus on three moves.
Audit compensation against market, map succession risk for mission-critical roles, and introduce structured hiring-
ROI measurement. These three actions de-risk the year ahead more than any single hire.
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PART ONE

The ANZ Sales Talent Market
Mobility, scarcity, tenure compression and the structural shift in candidate
behaviour.

393,000+
Sales professionals in
Australia

1.8 yrs
Median job tenure

51,000+
Job changes in 12 months

68%
Firms struggling to retain top
talent



PART ONE — MARKET INTELLIGENCE

EXHIBIT 1 — ANZ SALES TALENT MARKET

A Profession Defined by Movement, Not Stability

393,000+
Sales professionals in
Australia's workforce

1.8 yrs
Median job tenure, down

from ~3 years

51,000+
Job changes recorded in

the past 12 months

68%
Of AU firms struggle to
retain top sales talent

Australia's sales profession encompasses more than 393,000
professionals across every major industry sector. Behind that scale
lies a market under structural pressure. Median job tenure has fallen
to 1.8 years — approximately half what it was a decade ago — and
continues to compress. In the 12 months to Q2 2025, more than
51,000 discrete job changes were recorded. New Zealand follows a
parallel trajectory, with mobility accelerating as remote work removes
geographic constraints from competitive hiring.

Every departure from a revenue team initiates a compounding
sequence: vacancy, recruitment investment, onboarding delay, ramp
time, and pipeline reconstruction. For the roles most critical to revenue
continuity, this sequence routinely extends 9 to 12 months and costs
well in excess of 1.5 times annual base salary when total commercial
impact is measured.

The highest-impact candidates are not submitting applications. Top-
quartile performers are statistically less likely to be actively seeking
new roles — they are employed, performing, and selectively open only
to approaches that arrive with credibility and commercial context.

EXECUTIVE TALENT HOTSPOTS

Sydney
VERY HIGH DEMAND

107,000+

Melbourne
VERY HIGH DEMAND

93,000+

Brisbane
VERY HIGH DEMAND

45,000+

Perth
HIGH DEMAND

32,000+

Auckland / NZ
HIGH DEMAND

Growing

Exhibit 1 | Source: Sales Recruit Partners market intelligence, Q2 2025; LinkedIn Talent Insights.
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PART ONE — MARKET INTELLIGENCE

EXHIBIT 2 — SALES PERFORMANCE DISTRIBUTION

Nearly Three-Quarters of Sales Professionals
Underperform Regardless of Hiring Investment

6%

22% 72%

6% Consistently Exceed Targets 22% Reliably Meet Targets 72% Underperform or Inconsistent

Exhibit 2 | Source: Sales Recruit Partners analysis of B2B sales performance data, 2024.

The structural implication
When an organisation sources candidates through job advertisements and active applicant pools, it statistically
draws from a population where nearly three in four individuals are unlikely to perform at the level the role
demands. The top 6% who generate disproportionate revenue are, with rare exceptions, already employed and
not looking.

THE QUOTA ATTAINMENT REALITY

91%
Of companies fail to achieve 80%+
of annual sales targets

47%
Average quota attainment for B2B
sales organisations in Australia

+6pp
Win-rate premium for organisations
with structured sales enablement

Source: Sales Recruit Partners analysis, 2024-25.
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PART ONE — MARKET INTELLIGENCE

EXHIBIT 3 — FY 2026 MARKET FORCES

Five Structural Forces Reshaping the ANZ Sales Talent
Market

Each force carries a distinct commercial implication for employers. None is temporary.

FORCE 1 The Pay Hierarchy Has Inverted

In Australian SaaS, Enterprise Account Executives routinely command base salaries of $150,000-$200,000 with on-target earnings
exceeding $350,000 once accelerators apply — materially above their direct managers. In FMCG, National Account Managers on
major grocery accounts now sit within 5% of State Manager levels. Leadership no longer carries the financial premium that historically
justified the move from elite seller to team manager.

Key implication: High compensation is not building leadership pipelines. It is incentivising the strongest performers to
remain individual contributors indefinitely.

FORCE 2 Complexity Commands the Compensation Premium

Pay no longer follows organisational seniority — it follows commercial complexity. Roles combining technical credibility with commercial
skill command 15-30% premiums above generalist peers. Pre-sales Engineers, capital equipment BDMs, PPA originators, and clinical
specialists all demonstrate this. Gartner 2025 CSO research corroborates the shift toward specialised over generalist capability.

Key implication: Define the complexity tier of every open role before setting the salary range — and price to the market, not
to the organisational chart.

FORCE 3 Retention Has Become the Primary Battleground

Client retention programmes have grown +53% year-on-year as a cited sales skill in Australian profiles; territory account management
+42%. Value creation is shifting from new-logo acquisition toward expansion and retention. Yet Customer Success and Account
Management roles remain under-compensated relative to their measurable impact. Forrester 2025 B2B predictions reinforce this
conclusion.

Key implication: Audit Customer Success, Account Management, and renewal roles against market rates urgently — these
are the roles most actively targeted by competitors who understand their value.

FORCE 4 Partnerships Are Outpacing Traditional Hunters

Partnership and alliances roles are growing +11% year-on-year in Australia, versus +4% for Regional Sales Directors. As acquisition
costs rise, co-sell, channel, and alliance structures are becoming primary growth levers. Korn Ferry 2025 research identifies ecosystem
management as one of the fastest-emerging commercial-leadership competencies.

Key implication: The most strategically impactful next hire in many organisations may not carry a quota — it may be the
person who unlocks accounts direct sales cannot reach.

FORCE 5 The Conventional Interview Has Failed as a Selector

Traditional interviews measure verbal fluency, confidence, and chemistry — none of which correlate meaningfully with quota attainment
or retention. Roberge's The Sales Acceleration Formula shows that scalable hiring requires systematic measurement of coachability
and prior achievement. Dixon and Adamson's The Challenger Sale establishes that the qualities predicting sustained performance
rarely present as impressive interview behaviours.

Key implication: Organisations selecting on interview performance are systematically choosing charisma over capability —
and paying the retention cost 18 months later.
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PART ONE — MARKET INTELLIGENCE

EXHIBIT 4 — REVENUE AT RISK

A Single Hiring Decision Carries a $950,000 Swing in 18-
Month Impact

This is not a recruitment cost question. It is a board-level investment case.

Excellent Hire +$500,000

Average Hire −$270,000

Poor Hire −$450,000

$950k
total swing

18-Month Financial Impact (AUD) — negative bars extend left, positive right of the zero axis

Exhibit 4 | Source: Sales Recruit Partners analysis. Results vary by role, sector, and organisation.

DIRECT COST COMPONENTS

Recruitment and advertising investment
Induction and training (~$150,000 average)

Management oversight during the ramp period
CRM reconstruction and pipeline rebuild

HIDDEN COST COMPONENTS

Revenue foregone during vacancy and
underperformance

Pipeline disruption and deferred deal value
Customer relationship continuity failure

Team performance and cultural impact

Secondary recruitment cycle on re-hire

BOARD QUESTION

Can you identify the 18-month revenue contribution of your last three sales hires? If that number is not

measured, it is also not managed.
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PART ONE — MARKET INTELLIGENCE

EXHIBIT 5 — CRITICAL ROLE RISK INDEX

Where Scarcity and Business Impact Converge

Not all vacancy risk is equal. The roles hardest to fill are often precisely those that most directly drive revenue.

SPECIALIST PREMIUM CRITICAL RISK

MONITOR COMPRESSION RISK

↑ Talent Scarcity (HIGH) Business Impact → HIGH

Exhibit 5 | Source: Sales Recruit Partners market intelligence, Q2 2025; LinkedIn Talent Insights.

Critical Risk roles combine structural scarcity with direct
revenue impact. Replacement typically requires 4-6
months and exceeds 1.5x annual salary once ramp and
pipeline disruption are included.

Compression Risk roles look adequately paid on the
surface but are exposed to pay compression against
their management layer, eroding the leadership pipeline
over 18-24 months.
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AdTech Programmatic Specialist·
Capital Equipment BDM·

Enterprise SaaS Account Executive·
Healthcare Territory Specialist·
Sales Engineer (all sectors)·
RevOps / GTM Engineer·
PPA Originator (Energy)·

Generalist BDM·
Mid-Market Account Executive·
Inside Sales Representative·
Territory Sales Representative·

FMCG National Account Manager·
SaaS Customer Success Manager·
Financial Services Broker BDM·
Construction Specification Manager·



PART TWO

Salary Benchmarks by Industry
Sector
Against this backdrop, compensation has become one of the most visible indicators
of hiring competitiveness, retention exposure, and leadership-pipeline health.

$70k
SDR/BDR base (SaaS)

$200k+
Enterprise AE OTE

10%
Pay gap where compression
bites

8
Sectors benchmarked



PART TWO — SALARY BENCHMARKS

PART TWO

How to Read the Salary Benchmarks

Base salary benchmarks across eight industry sectors. All figures: AUD base salary, excluding superannuation,
Q2 2025. New Zealand equivalents typically run 10-15% below Australian metro rates.

BASE SALARY AUD annual, excluding superannuation. Range reflects the realistic spread from
smaller/regional organisations to enterprise-scale Sydney and Melbourne employers.

OTE % On-target earnings as a percentage uplift on base salary when 100% of quota is achieved.
Actual earnings vary with performance.

+ CAR A car allowance is standard in this sector for this role — common in FMCG, Healthcare, and
Industrial sales; rare in Technology and Financial Services.

RISK LEVEL HIGH: active poaching, tenure under two years, structural scarcity. MODERATE: pay
compression or supply constraints emerging. WATCH: stable today, indicators suggest

change within 12 months.

How to read the risk markers
The risk level column flags where attrition, poaching, or scarcity is most acute in each sector. A HIGH rating
signals a role where proactive retention and off-market sourcing are essential. These ratings are the connective
tissue between the salary data and the Critical Role Risk Index in Part One.
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PART TWO — SALARY BENCHMARKS

SALARY BENCHMARKS

Software and Technology (SaaS, Cloud, Cyber)

The highest base-salary sector in ANZ sales. Enterprise AEs routinely out-earn their managers once accelerators
are applied. Pre-sales and technical roles are chronically undersupplied.

ROLE BASE SALARY (AUD) OTE % RISK

SDR / BDR $70-85k +20-30% WATCH

Inside Sales Representative $75-95k +20-30% WATCH

Account Executive (SMB) $110-125k +30-40% —

Account Executive (Mid-Market) $125-140k +40-50% MODERATE

Account Executive (Enterprise) $150-200k +50-100% HIGH

Strategic Account Manager $160-190k +40-60% HIGH

Customer Success Manager $110-135k +10-20% HIGH

Renewals Manager $100-120k +10-20% MODERATE

Sales Engineer / Pre-Sales $140-175k +20-30% HIGH

Partnerships / Alliances Manager $150-190k +30-40% MODERATE

Sales Enablement Manager $120-140k +10-20% WATCH

Sales Operations / RevOps $120-150k +10-15% WATCH

Sales Manager $175-200k +40-60% —

Head of Sales $200-230k +50-75% —

Sales Director $220-250k +75-100% —

VP of Sales / CRO $250-300k +100%+ —

Source: Sales Recruit Partners market intelligence and placement data, Q2 2025.

Market note
Enterprise AE compensation has structurally disrupted the management incentive model. Organisations unable
to offer equity, cultural growth, or broader commercial scope face persistent churn at the 18-month mark.
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PART TWO — SALARY BENCHMARKS

SALARY BENCHMARKS

Financial Services

BDMs in payments and corporate banking command premiums with demand materially exceeding supply. Fintech
competitors are actively disrupting retention with OTE-weighted packages targeting broker-facing BDMs.

ROLE BASE SALARY (AUD) OTE % RISK

Assistant Relationship Manager $90-110k +10-20% —

Relationship Manager $115-150k +15-25% WATCH

Senior Relationship Manager $160-185k +20-30% MODERATE

BDM — Payments / Corporate Banking $140-170k +20-30% HIGH

Broker BDM (Mortgage / Wealth) $120-150k +15-25% MODERATE

Private Client Adviser (Hybrid) $140-180k +15-25% WATCH

Executive Manager / State Manager $200-260k +25-40% —

Source: Sales Recruit Partners market intelligence and placement data, Q2 2025.

Market note
Relationship Managers look stable on the surface — but tenure compression reveals weaker succession
pipelines than most businesses realise. Fintech poaching of Broker BDMs is accelerating in Sydney and
Melbourne.
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PART TWO — SALARY BENCHMARKS

SALARY BENCHMARKS

Healthcare and Medical (Devices, Pharma)

Clinical complexity commands a consistent premium. Hospital and specialist reps out-earn GP reps. Market
Access roles — once rare — now approach State Manager base levels. Car allowances remain standard across
the sector.

ROLE BASE SALARY (AUD) OTE % NOTES RISK

GP Sales Representative $90-110k +10-20% + Car WATCH

Hospital Specialist Representative $110-135k +20-30% + Car HIGH

Clinical Sales Specialist $120-145k +20-30% — MODERATE

Territory / Product Specialist $110-140k +20-30% + Car HIGH

Key Account Manager (Hospitals) $120-140k +20-35% — MODERATE

Market Access Manager $130-160k +20-30% — WATCH

Regional / State Sales Manager $130-160k +30-40% — —

National Sales Manager $160-200k +30-50% — —

Sales Director $200-250k +40-60% — —

Source: Sales Recruit Partners market intelligence and placement data, Q2 2025.

Market note
Territory Managers are the most actively poached role in the sector — targeted by diagnostics, device, and
digital health competitors simultaneously. Treat retention of strong performers at this level as an active
programme.
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PART TWO — SALARY BENCHMARKS

SALARY BENCHMARKS

FMCG and Manufacturing

Pay compression between National Account Managers on major grocery accounts and State Manager
counterparts is the defining structural risk in this sector, eroding the financial case for progression into leadership.

ROLE BASE SALARY (AUD) OTE % NOTES RISK

Territory Representative $75-90k +10-15% + Car WATCH

BDM (Foodservice / Route) $105-135k +15-25% — —

Category Manager (Commercial) $110-130k +15-25% — —

Shopper Activation Manager $100-120k +10-20% — —

Key Account Manager (Grocery) $100-120k +15-25% — MODERATE

National Account Manager (Majors) $125-150k +20-30% — HIGH

State Sales Manager $130-155k +20-30% — —

National Sales Manager $150-180k +25-35% — —

Sales Director $180-220k +30-40% — —

Source: Sales Recruit Partners market intelligence and placement data, Q2 2025.

Market note
NAMs managing Coles and Woolworths accounts sit within 5% of State Manager salaries in most capital city
markets. Without a compelling non-financial management proposition, succession-pipeline risk is building.
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PART TWO — SALARY BENCHMARKS

SALARY BENCHMARKS

Energy and Utilities

A bifurcating market — generalist BDMs remain steady while PPA origination and channel ecosystem
management command sharp premiums. Global energy players entering Australia are targeting mid-level KAMs.

ROLE BASE SALARY (AUD) OTE % RISK

BDM (Commercial Energy) $120-145k +20-30% —

Strategic / Channel Manager $130-160k +25-35% MODERATE

Key Account Manager (Energy Solutions) $135-165k +20-30% MODERATE

State Sales Manager $135-170k +30-40% —

National Sales Manager $160-200k +30-50% —

Head of Sales / Sales Director $230-300k +40-60% —

Source: Sales Recruit Partners market intelligence and placement data, Q2 2025.

Market note
Specialist capability in PPA origination and channel ecosystems is structurally scarce and should be priced 20-
30% above generalist BDM equivalents. Retain strong mid-level KAMs proactively — they are the primary
poaching target.
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PART TWO — SALARY BENCHMARKS

SALARY BENCHMARKS

Engineering, Industrial and Mining

Technical commercial roles — requiring engineering knowledge combined with deal complexity — are chronically
undersupplied and command a 20-30% premium above generalist peers.

ROLE BASE SALARY (AUD) OTE % NOTES RISK

Industrial Sales Representative $80-95k +10-20% + Car —

Technical Sales Representative $100-120k +15-25% — —

Territory Manager $110-130k +15-25% — MODERATE

Sales Engineer $110-140k +20-30% — HIGH

BDM (Capital Equipment) $120-150k +20-30% — HIGH

Key Account Manager $125-150k +20-30% — WATCH

National Account Manager $140-160k +20-30% — —

State Sales Manager $130-170k +25-35% — —

National Sales Manager $150-190k +30-40% — —

Sales Director $200-280k +40-50% — —

Source: Sales Recruit Partners market intelligence and placement data, Q2 2025.

Market note
Territory Managers are the most actively poached role in Engineering — targeted by mining services, industrial
automation, and capital equipment competitors simultaneously.
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PART TWO — SALARY BENCHMARKS

SALARY BENCHMARKS

Building and Construction  ·  Architecture and Interiors

BUILDING AND CONSTRUCTION

ROLE BASE SALARY (AUD) OTE % RISK

Sales Representative $80-100k +10-20% —

Specification Manager $110-140k +15-25% HIGH

Business Development Manager $100-120k +15-25% —

State Sales Manager $125-150k +20-30% —

National Sales Manager $150-200k +25-35% —

Head of Sales / Sales Director $180-230k +30-40% —

ARCHITECTURE AND INTERIORS

ROLE BASE SALARY (AUD) OTE % RISK

Specification Sales $110-130k +15-25% HIGH

Account Manager (Design) $110-130k +15-25% —

Key Account Manager $120-145k +20-30% —

State Sales Manager $130-155k +20-30% —

National Sales Manager $160-200k +25-35% —

Head of Sales / Director $200-250k +30-40% —

HIGH indicates the highest attrition / poaching risk in this sector. Source: Sales Recruit Partners, Q2 2025.

Market note
Specification roles are the commercial pivot point in both sectors — often under-compensated relative to their
influence on purchase decisions, and disproportionately targeted by competitors who recognise their network
value. Both sectors offer more stable tenure at senior levels than technology or financial services.
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PART TWO — SALARY BENCHMARKS

SALARY BENCHMARKS

Advertising and Digital Media

Programmatic and AdTech specialists command premiums as media-buying complexity increases. Partnership
Managers are in high demand as agencies consolidate. Strategic Account Managers are heavily targeted by
global platforms entering ANZ.

ROLE BASE SALARY (AUD) OTE % RISK

Sales Executive / Account Executive $110-130k +15-25% —

Programmatic Specialist $120-140k +15-25% MODERATE

Partnership / Agency Manager $145-160k +20-30% MODERATE

Strategic Account Manager $140-170k +20-30% HIGH

Enterprise AE (AdTech / Platforms) $150-190k +20-35% MODERATE

Sales Manager $180-220k +25-35% —

Head of Sales / Sales Director $215-250k +30-40% —

Source: Sales Recruit Partners market intelligence and placement data, Q2 2025.

Market note
Strategic AMs are the highest-risk retention cohort in this sector — directly recruited by global platforms with
significant compensation advantages. Proactive retention is more cost-effective than the replacement cycle.
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PART TWO — SALARY BENCHMARKS

EXHIBIT 6 — PAY MOVEMENT ANALYSIS

Where Pay Is Accelerating, Compressing, or Fragmenting
Across Sectors

ACCELERATING COMPRESSING FRAGMENTING

Exhibit 6 | Source: Sales Recruit Partners market intelligence; LinkedIn Talent Insights skills data, 2025.

The roles most exposed to pay acceleration and structural scarcity are precisely those most critical to revenue
performance. Employers who benchmark compensation annually rather than continuously will consistently find
themselves paying retention premiums after the fact rather than preventing attrition proactively.

ACTION

Audit your compensation structure against this analysis this quarter. Identify every role in the accelerating

column where your current base falls below the market midpoint — and address the gap before a
competitor discovers it first.

salesrecruit.com.au  ·  1300 774 900  ·  enquiry@salesrecruit.com.au — 22 —

Enterprise SaaS Account Executives·

Healthcare Market Access Managers·

Energy PPA / Channel Specialists·

AdTech Programmatic Specialists·

Sales Engineers (all sectors)·

RevOps / GTM Engineers·

Partnerships Managers·

FMCG National Account Managers·

SaaS Customer Success Managers·

Construction Specification Managers·

Financial Services Broker BDMs·

GP Sales Representatives·

Mid-Market Account Executives·

Generalist BDMs (all sectors)·

Territory Managers·

Inside Sales Representatives·

Sales Enablement Managers·



PART THREE

Sales Leadership Hiring by
Growth Stage
The most expensive leadership failures are not caused by hiring the wrong person
— they are caused by hiring the right person for the wrong stage.

5
Growth stages mapped

$130k
Stage 1 base from

$400k+
Stage 5 base to

91%
Of mishires are stage errors



PART THREE — LEADERSHIP HIRING

PART THREE

Most Leadership Mishires Are a Stage Error, Not a Talent
Error

The framework that follows maps five distinct sales leadership stages
against the specific deliverables, profile characteristics, failure modes,
and market compensation each requires. It is grounded in Sales
Recruit Partners' 20+ years of leadership search experience across
Australia and New Zealand, and in established thinking on sales
management effectiveness — including the frameworks of Jordan and
Vazzana in Cracking the Sales Management Code and the scaling
models of Roberge in The Sales Acceleration Formula.

The central insight is consistent across the literature and practice:
each leadership stage is a distinct role, not a variation of the same role
at different scales. A Stage 2 Selling Leader appointed into a Stage 4
Manager-of-Managers role will bring the wrong instincts, time
allocation, and accountability model to a team requiring organisational
design and manager development — not personal selling.

Before beginning any leadership search, the critical question is not
"What do we need this person to eventually become?" It is: "What
does the business need from this leader in the next 90 days, given the
team size, pipeline state, and commercial maturity we have today?"

BOARD QUESTION

Before beginning your next leadership
search: which stage is your business

actually operating at today — not

aspirationally, but operationally, based
on current team size, pipeline

maturity, and commercial
infrastructure?

AT EACH STAGE, A DIFFERENT LEADER

Stage 1 — Proves the commercial motion
personally

Stage 2 — Sells and coaches
simultaneously

Stage 3 — Stops selling; runs the system

Stage 4 — Develops managers, not reps

Stage 5 — Owns all revenue across
functions

EXHIBIT 7 — THE SRP SALES LEADERSHIP LADDER

1
FOUNDING SELLER

0-2 Reps
Proves the motion

2
SELLING LEADER

2-5 Reps
Sells and coaches

3
FRONTLINE MANAGER

6-15 Reps
Runs the system

4
MANAGER OF MANAGERS

15-50 Reps
Builds the layer

5
COMMERCIAL CHIEF

50+ Reps
Owns all revenue
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PART THREE — LEADERSHIP HIRING

1 The Founding Seller
Team size: 0-2 Reps

Common titles: Head of Sales · National Sales Manager · Founding Head of Sales · Sales Lead

THE MANDATE

The founders have closed the first customers. This leader must
make that commercial motion repeatable — beyond warm
networks and founder relationships. The role demands
simultaneous execution and documentation: personally closing
deals to validate the ICP while converting founder knowledge
into a written playbook a team can follow.

KEY DELIVERABLES

1. Close deals personally from day one — not from a strategy
workshop

2. Convert founder knowledge into a documented playbook: ICP,
discovery, objections, pricing, qualification

3. Stand up CRM infrastructure from scratch — stages, fields, basic
reporting

4. Write the first board-credible forecast: weekly, honest, defensible
5. Make the first 1-3 rep hires: brief, assess, close, onboard
6. Design compensation plans that create the right behaviours
7. Set CRM hygiene standards that will define team culture for years

THE RIGHT PROFILE

Five to ten years in commercial roles. Most recent
position as a top-performing seller or founding
sales hire at a growing ANZ business.
Entrepreneurial — has built from zero rather than
inherited an established motion. Energised by
ambiguity. Still loves the craft of selling.

WHAT THIS LEADER MUST NOT BE

A leader who has managed teams but not carried
a personal quota in 3+ years. Someone who
wants to build a team before validating the model.
A strategist who delegates selling.

90-DAY PROOF POINTS

COMMON FAILURE MODE

Hiring someone who wants to manage before there is anything to manage. The Stage 1 leader who stops selling
personally within the first 90 days has misread the role — and the business pays in lost pipeline and delayed market
validation.

Base: $130-180k  |  OTE: +30-50%  |  Stage 1: Founding Seller
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Won deals personally closed by the leader→
Written playbook covering ICP, discovery,
objections

→

CRM live with at least one ramping rep active in it→



PART THREE — LEADERSHIP HIRING

2 The Selling Leader
Team size: 2-5 Reps

Common titles: Head of Sales · Sales Manager · National Sales Manager · Commercial Manager

THE MANDATE

The team is too small for pure management to be commercially
justified. This leader carries a personal target — typically 40-
60% of an IC number — while coaching two to five reps, running
weekly pipeline reviews, and serving as the closing resource on
strategic deals. It is the most commercially intensive role in the
framework and the one most commonly misapplied.

KEY DELIVERABLES

1. Carry a personal revenue target: typically 40-60% of a full IC
number

2. Run deal reviews and provide hands-on coaching in live
opportunities

3. Join calls, present to prospects, and close complex deals
alongside reps

4. Know when to step into a deal and when to let a rep learn
5. Implement a simple, disciplined sales process the team actually

follows
6. Run weekly pipeline reviews with enough rigour to forecast

accurately
7. Identify underperformers early and have the difficult conversations

THE RIGHT PROFILE

A high-performing seller with natural coaching
instincts and the bandwidth to context-switch
between selling and managing within the same
day. Has managed one or two quota-carrying
reps before. Low ego. Cares more about the
team's number than their own recognition.

WHAT THIS LEADER MUST NOT BE

The best individual contributor on the current
team. Sales performance and coaching
effectiveness are largely uncorrelated. Also
unsuitable: anyone who views the personal quota
as a temporary inconvenience rather than a core
accountability.

90-DAY PROOF POINTS

COMMON FAILURE MODE

Promoting the best individual contributor. This is the single most predictable and most frequent sales leadership
failure in ANZ businesses — the instincts that make an elite seller are not those that make an effective coach. The
business loses its best rep and gains a poor manager simultaneously.

Base: $160-210k  |  OTE: +30-50%  |  Stage 2: Selling Leader
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Personal quota on track or above at the 30-day
review

→

At least one rep showing measurable conversion
improvement

→

Weekly forecast submitted with genuine confidence
in the numbers

→



PART THREE — LEADERSHIP HIRING

3 The Frontline Manager
Team size: 6-15 Reps

Common titles: Head of Sales · Sales Director · National Sales Manager · GM Sales · Head of Revenue

THE MANDATE

The hardest transition in sales leadership. The team is too large
for the leader to be across every deal. They must stop selling
entirely — their entire commercial output now comes through
team performance, process quality, and coaching consistency.
This is the transition most leaders resist and most organisations
fail to enforce.

KEY DELIVERABLES

1. Stop carrying personal quota entirely — focus exclusively on team
performance

2. Introduce formal methodology (MEDDPICC, Challenger, SPIN) and
enforce it

3. Build structured coaching: call reviews, deal clinics, per-rep
development

4. Design territory and segment structures that prevent overlap
5. Implement proper forecasting: weighted pipeline, commit vs

upside, weekly
6. Own the tech stack — CRM discipline is non-negotiable
7. Build a hiring engine: someone always ramping, peaking, or exiting

THE RIGHT PROFILE

Systems thinker. Process-driven but not
bureaucratic. Has scaled at least one team from
under 10 to 20+ reps. Can build or critique a
capacity model, a ramp model, and a quota-
setting framework. Recruits, develops, and exits
without drama.

WHAT THIS LEADER MUST NOT BE

A strong Stage 2 leader not yet ready to fully
relinquish their own quota and deal involvement.
Also unsuitable: a leader from a large corporate
environment who has never built a process from
scratch.

90-DAY PROOF POINTS

COMMON FAILURE MODE

Appointing a Stage 3 leader who keeps selling because they miss it — or cannot yet trust the team. When the leader
stays in deals, reps stop developing, the pipeline becomes person-dependent, and the scalability of the team stalls.

Base: $200-260k  |  OTE: +30-50%  |  Stage 3: Frontline Manager
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Personal quota formally transitioned to zero→
First coaching cadence documented and running
across all reps

→

Forecast accuracy within 15% at the 60-day mark→



PART THREE — LEADERSHIP HIRING

4 The Manager of Managers
Team size: 15-50+ Reps

Common titles: Sales Director · GM Sales · National Sales Director · Head of Commercial

THE MANDATE

Middle management has emerged. The leader now runs two to
four first-line managers, each carrying five to eight reps, plus
SDR/BDR leadership and a dedicated sales operations function.
The role is strategic and organisational — not operational. The
primary accountability has shifted from managing sellers to
developing managers.

KEY DELIVERABLES

1. Recruit, develop, and manage first-line sales managers — the
primary job

2. Design the management layer by segment, vertical, account, or
geography

3. Ensure consistency across teams without micromanaging
individual deals

4. Build forecasting that rolls up reliably to one trusted view
5. Own strategic planning: targets, headcount, territory, capacity

modelling
6. Establish sales operations as a dedicated reporting function
7. Develop succession plans: who steps up if a manager exits?

THE RIGHT PROFILE

Executive operator. Thinks in structures, not
deals. Has personally hired and developed sales
managers — not just reps. Has run a sales
organisation of 15+ for at least two years.
Numerate enough to own a monthly board
forecast. Comfortable deciding on imperfect
information.

WHAT THIS LEADER MUST NOT BE

A strong Stage 3 manager who has never led
leaders. The instincts that make an excellent
team manager — hands-on coaching, deal
involvement — become interference at the
manager level, undermining rather than
developing first-line managers.

90-DAY PROOF POINTS

COMMON FAILURE MODE

Hiring a brilliant Stage 3 individual who has never managed managers. Managing managers is a qualitatively
different capability — and organisations consistently underestimate that gap.

Base: $230-300k  |  OTE: +30-50%  |  Stage 4: Manager of Managers
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First-line managers running their own pipeline
reviews unaided

→

A documented succession plan for each direct-
report manager

→

Each manager evidencing one improvement in
coaching quality

→
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5 The Commercial Chief
Team size: 50+ Across Functions

Common titles: Chief Revenue Officer · Chief Commercial Officer · Executive General Manager · Head of Revenue

THE MANDATE

The commercial leader now owns sales, customer success,
partnerships, and revenue operations as a unified strategy. They
sit on the executive team, own the board forecast, and are
accountable for retention, expansion, and gross margin
alongside new business.

KEY DELIVERABLES

1. Align sales, marketing, customer success, and operations into one
strategy

2. Design org structure across layers: VPs, directors, managers,
leads, ICs

3. Own total revenue: new business, expansion, retention, and gross
margin

4. Build revenue operations: forecasting, pipeline analytics, territory
modelling

5. Own the board and investor relationship on all revenue matters
6. Set go-to-market strategy: direct, channel, partnerships, or hybrid
7. Build a bench where VP and director talent run divisions

independently

THE RIGHT PROFILE

True executive. Strategic, commercial,
organisational. Has run a commercial
organisation of 50+ across multiple functions.
Board-level communication with investor-facing
composure. In ANZ, often a leader returning from
a senior offshore role or stepping up from an
ASX-listed or multinational parent.

WHAT THIS LEADER MUST NOT BE

A CRO who is actually a Stage 3-4 leader —
strong on sales execution, but without cross-
functional strategic capability, board-level
communication, or investor-facing composure.
The title is common; the genuine capability is
rare.

90-DAY PROOF POINTS

COMMON FAILURE MODE

The title is overwhelmingly common; the genuine capability — cross-functional strategy, investor-facing
communication, board-level revenue accountability, and developing VP-level talent — is structurally rare in ANZ.

Base: $280-400k+  |  OTE: +50-100%+  |  Stage 5: Commercial Chief
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First board revenue presentation delivered with the
forecast owned

→

Customer success and sales operating as one
function within 60 days

→

A documented 12-month commercial strategy
endorsed by the board

→



PART THREE — LEADERSHIP HIRING

EXHIBIT 8 — LEADERSHIP STAGE QUICK-REFERENCE

Mapping the Right Leader to Your Current Stage

Define the exact profile before beginning any search. Brief against stage and deliverables — not title.

PROFILE AND ACCOUNTABILITY

STAGE 1 STAGE 2 STAGE 3 STAGE 4 STAGE 5

Team Size 0-2 reps 2-5 reps 6-15 reps 15-50 reps 50+ multi-function

Do They Sell? Yes — full quota Yes — 40-60% No — coaches No — develops
managers

No — sets strategy

Primary
Output

Pipeline +
playbook

Team quota + own
deals

Team
performance

Org performance Total revenue +
retention

Reports To Founder / CEO CEO CEO or COO CEO or COO Board / CEO

COMPENSATION AND FAILURE MODES

STAGE 1 STAGE 2 STAGE 3 STAGE 4 STAGE 5

Base Salary $130-180k $160-210k $200-260k $230-300k $280-400k+

OTE +30-50% +30-50% +30-50% +30-50% +50-100%+

Most Common
Hiring Failure

Hires a manager not
a seller

Promotes the
best rep

Keeps selling
too long

Has never led
leaders

Actually a Stage 3-
4 leader

Exhibit 8 | Source: Sales Recruit Partners leadership search experience, ANZ market, 2025.

Every one of these failure modes is preventable. The single precondition is an honest assessment of the stage
the business is actually operating at today — not the stage it aspires to reach — before the search begins.
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PART FOUR

Revenue Operations — Who to
Hire and When
RevOps has moved from operational support to structural revenue multiplier. The
question is no longer whether to invest — it is which stage of leader the
organisation actually needs.

Stage 1
Function Founder: $110-150k

Stage 2
Systems Integrator: $150-190k

Stage 3
Revenue Strategist: $200-280k



PART FOUR — REVENUE OPERATIONS

EXHIBIT 9 — THE REVOPS MATURITY CURVE

Revenue Operations Is No Longer Optional

Revenue operations is now a direct lever on growth — but the right hire depends entirely on how mature your
function already is.

Revenue Operations has moved from administrative support to a structural driver of commercial performance. Gartner's
2025 CSO research identifies process alignment, forecasting accuracy, and territory optimisation — all RevOps domains —
as primary differentiators between high and low performers. The mistake most organisations make is hiring for the function
they want in three years rather than the one they have today.

STAGE 1 - FOUNDATION

The Function Founder

THE SITUATION

THE MANDATE

Stand up the commercial operating system
from a blank page — a working CRM, a
clean data model, and the first prospecting
workflows. Equal parts engineer and
commercial partner: close enough to
revenue to shape targeting and pricing,
technical enough to ship the systems that
make selling repeatable.

TYPICAL TITLES

GTM Engineer  ·  Revenue Operations
Manager  ·  Head of RevOps

$110-150k base

STAGE 2 - RELIABILITY

The Systems Integrator

THE SITUATION

THE MANDATE

Convert improvised infrastructure into a
dependable revenue engine. Rebuild the
data foundation so one set of numbers can
be trusted, codify the process and service
levels between teams, and rationalise the
tooling. The hire who finally makes the
forecast something the board can rely on.

TYPICAL TITLES

Head of RevOps  ·  Director, Revenue
Operations  ·  Senior RevOps Manager

$150-190k base

STAGE 3 - SCALE

The Revenue Strategist

THE SITUATION

THE MANDATE

Lead revenue operations as a strategic
discipline across a team of specialists.
Unify sales, marketing and success
operations under one operating model,
own the systems and analytics roadmap,
and serve as the commercial-performance
counsel to the CRO, CFO and board.

TYPICAL TITLES

VP, Revenue Operations  ·  Head of GTM
Operations  ·  Revenue Operations Director

$200-280k base

Vacancy in RevOps, Enablement, and Partnerships roles carries compounding downstream consequences —
these roles multiply the productivity of every quota-carrying rep in the organisation. They rarely appear in
standard attrition analysis, yet under-investment here quietly caps the performance of every seller.
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Commercial data scattered across
spreadsheets, inboxes and individual
memory

·

No agreed view of the ideal customer or
buying journey

·

Prospecting is ad hoc with no repeatable
engine

·

Each week's forecast looks different and
few people trust it

·

Whoever founded the company is, in
effect, still running operations

·

A CRM exists, but data quality is uneven
and reports contradict each other

·

Forecasts are indicative rather than
dependable

·

Work slips through the cracks where
sales, marketing and CS hand off

·

The tool stack has grown organically,
with gaps and duplication

·

Forecasting is dependable and pipeline
risk is visible in real time

·

Territory and quota design is systematic
rather than improvised

·

Automation and AI-assisted workflows
are in everyday production use

·

Scale brings multi-region complexity and
the first shadow processes

·



PART FIVE

Strategic Recommendations and
90-Day Action Plan
Seven sequenced actions for CEOs, CROs and hiring leaders reviewing their sales
talent strategy for FY 2026.

Weeks 1-2
Compensation audit

Weeks 2-4
Succession mapping

Weeks 3-6
Off-market sourcing

Weeks 4-8
ROI metrics



PART FIVE — ACTION PLAN

EXHIBIT 10 — 90-DAY ACTION PLAN

Seven Actions for Growth Leaders in the Next 90 Days

WEEKS 1-2

1 Audit Compensation Against Market Benchmarks Weeks 1-2
Map every current sales role against the salary ranges in Part Two. Identify positions where base falls below the sector
midpoint, prioritising roles rated HIGH in the Critical Role Risk Index. Address the gap before a competitor makes an offer.

WEEKS 1-3

2 Identify Your Actual Leadership Stage Weeks 1-3
Assess the true current state of your commercial organisation against the five-stage framework — operationally, not
aspirationally. Ensure any open search is briefed against stage and deliverables, not title.

WEEKS 2-4

3 Map Critical Role Succession Risk Weeks 2-4
Identify the three roles whose vacancy would most damage revenue continuity over the next 12 months. Assess succession-
pipeline depth for each. Where a key role has no internal successor, treat it as an active retention priority.

WEEKS 3-6

4 Move Mission-Critical Sourcing Off Job Boards Weeks 3-6
For any role rated HIGH in the Critical Role Risk Index, the search must access passive, off-market candidates through
specialist headhunting. Passive high performers require a credible, contextual approach — not a job advertisement.

ONGOING

5 Introduce Structured Performance Validation Ongoing
Replace interview impression with verified evidence: quota attainment, deal size, conversion rates, ramp timelines —
independently cross-referenced with former managers and peers. The interview is a poor predictor of sales success.

BEFORE NEXT OFFER

6 Build the 90-Day Onboarding Plan Before the Offer Before Next Offer
Structured 30/60/90-day onboarding reduces ramp time by up to 50%, improves win rates by 14%, and increases quota
attainment by 6.6%. Produce the onboarding plan before the contract is signed — not after the start date.

WEEKS 4-8

7 Establish Hiring ROI Metrics Weeks 4-8
Define the metrics that measure hire quality: time-to-productivity, 12-month retention, 18-month revenue contribution, and
performance against the original brief. Without measurement, quality cannot be managed.
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PART FIVE — ACTION PLAN

EXHIBIT 11 — THE REVENUE TALENT ADVANTAGE MODEL

The SRP Revenue Talent Advantage Model

Sophisticated employers do not treat sales hiring as a transactional function. They treat it as a strategic capability
with its own operating system.

01
Market Intelligence

Know where the talent
actually sits — not just
who is available, but

who is performing and
selectively accessible

through proactive
headhunting.

02
Role Architecture

Define the capability
required at this stage
of business before the

search begins —
profile, deliverables,
complexity tier, and

success criteria.

03
Performance

Evidence

Validate what
candidates have
actually achieved

through systematic,
independently verified
performance data —

not interview
impression.

04
Commercial Fit

Match the candidate
to the commercial

context: cycle length,
buyer profile, deal
complexity, team

culture, and
management style.

05
Ramp and
Retention

Invest in 30/60/90-day
onboarding with

measurable intent.
Track time to

productivity and 12-
month retention by

source.

Exhibit 11 | Source: Sales Recruit Partners proprietary methodology, developed over 20+ years of ANZ specialist sales recruitment.

This model underpins the methodology Sales Recruit Partners applies to every search engagement — from individual
contributor placements to CRO and Chief Commercial Officer appointments. It is designed to systematically replace the
volume-oriented, interview-dependent hiring processes that produce the performance distribution documented in Part One.

BOARD QUESTION

Of the five pillars in this model, which does your current hiring process execute with the most rigour — and
which represents your greatest gap? The answer identifies your most leveraged improvement opportunity.
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ABOUT SALES RECRUIT PARTNERS

ABOUT

Sales Recruit Partners
Specialist Sales Recruitment and Executive Search  ·  Australia and New Zealand

20+
Years

Exclusive focus on sales recruitment
and leadership search across ANZ

93%
12-Month Retention

Retention rate across candidate
placements, per internal placement

records

3x
Faster Ramp

Average time-to-productivity versus
the industry placement average

Sales Recruit Partners operates exclusively within sales
recruitment and executive search — not as a generalist

agency. This specialisation produces depth of market
access, candidate intelligence, and sector expertise that

generalist firms structurally cannot replicate.

PRACTICE AREAS

REQUEST A CONFIDENTIAL DISCUSSION

Salary Benchmarking Review
A focused discussion on current market
compensation for your specific roles and levels, with
compression-risk and retention-exposure analysis.

Mission-Critical Search
For founders, CEOs, and CROs initiating a search for
a commercial leader or specialist role. We respond to
a position brief within 24 hours.

Commercial Talent Strategy
A broader advisory discussion: hiring-stage
alignment, compensation architecture, succession
risk, and talent-market positioning.

SECTORS SERVED

Software and Technology  ·  Financial Services  ·  Healthcare and Medical  ·  FMCG and Manufacturing  ·  Energy and Utilities  · 

Engineering and Industrial  ·  Building and Construction  ·  Architecture and Interiors  ·  Advertising and Digital Media

salesrecruit.com.au     1300 774 900     enquiry@salesrecruit.com.au
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Individual Contributor Recruitment — BDMs, AEs, KAMs,
Territory Managers

→

Sales Leadership Search — Managers, Directors, Heads of
Sales, GMs

→

Executive Search — VP Sales, CRO, Chief Commercial
Officer

→

Revenue Operations — RevOps, Sales Ops, GTM
Engineering

→

Specialist Roles — Sales Engineers, Pre-Sales, Enablement,
Partnerships

→



APPENDIX

APPENDIX A

Key Definitions

Definitions for the key terms used throughout this report.

Base Salary
Annual fixed remuneration in AUD, excluding superannuation,
bonuses, commissions, and car allowances. Figures reflect
metro-market midpoints unless stated.

OTE — On-Target Earnings
Total expected earnings at 100% of quota, expressed as a
percentage uplift on base salary. Actual earnings vary with
performance.

Metro Market Midpoint
The median base salary for the role in a major Australian
capital city — Sydney or Melbourne unless otherwise stated.

Risk Level: HIGH
Above-average attrition, active competitor poaching, or
structural supply shortage. Replacement timelines typically 4-
6 months minimum.

Risk Level: MODERATE
Pay compression or emerging supply constraints are visible.
Risk is building and warrants active monitoring and proactive
retention.

Risk Level: WATCH
Currently stable, but leading indicators suggest elevated risk
within 12 months.

Pay Compression
When the salary gap between a role and its direct
management layer narrows to 5-10%, removing the financial
incentive for progression.

Ramp Period
Time from a new hire's start date to full quota-carrying
productivity — typically 3-6 months for ICs, 6-12 months for
leaders.

Off-Market Talent
High performers who are not actively seeking new roles and
are therefore inaccessible through job boards or active
applications.

DATA METHODOLOGY

All salary data has been compiled and validated through: (1) Sales Recruit Partners active search mandates and
completed placements, Q1-Q2 2025; (2) direct candidate and hiring-manager intelligence gathered during live
searches; (3) offer and acceptance data from placement records; (4) consultant-network intelligence across Sydney,
Melbourne, Brisbane, Perth, and Auckland; and (5) cross-reference against public workforce data for Australia's
390,000+ sales professionals via LinkedIn Talent Insights. Ranges reflect realistic market spreads. New Zealand
benchmarks are not separately tabled — equivalent NZ roles generally sit 10-15% below Australian metropolitan
benchmarks.
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APPENDIX

APPENDIX B

Sources and References

External frameworks and third-party research referenced throughout this report.

Sales Recruit Partners Market Intelligence (Q2 2025)
Proprietary salary, placement, and search-mandate data across nine ANZ industry sectors. The primary source for all salary
benchmarks and risk ratings.

LinkedIn Talent Insights
Workforce analytics on Australia's 390,000+ sales professionals, including tenure, mobility, skills-growth trends, and
geographic demand.

Gartner — Chief Sales Officer Research (2025)
Research on seller-role complexity, sales transformation pressure, and the operational levers — process alignment,
forecasting, territory design — that differentiate commercial performance.

Forrester — B2B Marketing and Sales Predictions (2025)
Analysis of customer-aligned revenue strategy and the structural shift toward retention and expansion as primary growth
vectors.

Korn Ferry — Talent Acquisition Trends (2025)
Research on critical-skills focus, employee value proposition, hybrid work, AI in hiring, and the emergence of ecosystem-
management competencies.

Mark Roberge — The Sales Acceleration Formula
Framework for data-driven, repeatable sales hiring and scaling, emphasising coachability and verified prior achievement
over interview impression.

Matthew Dixon and Brent Adamson — The Challenger Sale
Research establishing that insight generation, constructive tension, and stakeholder orchestration predict sustained sales
performance.

Jason Jordan and Michelle Vazzana — Cracking the Sales Management Code
Framework for selecting and managing the right sales metrics and activities, underpinning the leadership-stage model in
Part Three.

Third-party research is cited to contextualise Sales Recruit Partners' market observations. Where a statistic derives from
proprietary data, it is labelled accordingly. External frameworks are referenced for their conceptual contribution and are the
intellectual property of their respective authors and organisations.
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