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Introduction

Enablement is a career path that allows professionals to be at the forefront of driving 
strategic change in organizations. From accelerating sales rep productivity to helping leaders 
connect the dots between strategy and action in the field, enablement plays a critical role in 
empowering revenue teams to excel. 

As organizations continue to navigate economic uncertainty, it is more important than ever 
for enablement practitioners to solidify their seat at the table and carve out a trajectory for 
the continued growth and advancement of enablement as a career. Creating a supportive, 
inclusive, and empowering space for enablement to thrive is crucial for continued high 
performance and organizational health. This research brief explores the sales enablement 
practitioner experience—especially focusing on key areas such as compensation, career 
development, and DE&I—to empower practitioners to pave the way for their own success. 

ABOUT THE RESEARCH
Quantitative data in this research brief was collected from a survey conducted between July 
and August 2022, generating over 100 survey responses from sales enablement professionals. 
The respondent demographics include 90% from North America, 9% EMEA, 1% APAC, 61% 
female, 38% male, and 1% non-binary. Their roles range from enablement specialists, to 
managers and directors of enablement, to vice presidents of enablement.

Get out of your comfort zone  
and learn, grow, take a new class. 
Join a network. Surround yourself 
with allies and mentors. Find your 
passion, and surround yourself  
with people that share that passion.  
You want to be that person that 
people want on their team. You’ve 
got to build confidence, show what 
you’re capable of, and that will help 
you grow.

– Jen Scandariato, Global Head of TTS Digital 
Technology, PMO, Citigroup

“
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SATISFACTION WITH SALARIES
With the high level of impact sales enablement 
professionals have on an organization, they deserve to be 
compensated appropriately. While the research shows that 
many practitioners (71%) are satisfied with their salaries, 
it also reveals some disparities impacting the fairness of 
compensation. For example, 64% of women agree that  
they are fairly compensated compared to 82% of men— 
a staggering 18-percentage-point difference.

I feel I am fairly compensated for the value my efforts add to the business:

Ensuring 
Enablement is Fairly 
Compensated

71% 64% 82%

All respondents
Women Men
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64%

58%Women

Men $120,000

$100,000

64%

58%Women

Men $230,000

$160,000

SALES ENABLEMENT SALARIES
Without considering external factors (e.g. region or 
currency), the annual base salaries across the middle 50% 
of respondents in each role start at $70k per year, and  
go as high as $320k per year.

Based on the data, men are more likely to fall above 
the median salary for sales enablement manager roles 
than women. For example, the median salary for male 
enablement program managers is $20,000 higher than 
women in that role. For male managers and senior 
managers of enablement, the median salary is $70,000 
higher than women in the same positions. It is important  
to note that the majority (61%) of the respondents are 
female, while less than half (38%) are male. 

Median base salary range across respondents

Gender disparities  
Median salary for enablement program managers

Median salary for managers/sr. managers of enablement

$0 $160K $320K

VP of enablement:
$220k–$320k

Director/Sr. director of enablement:
$160k–$220k

Manager/Sr. manager of enablement:
$140k–$220k

Enablement program manager:
$100k–$150k

Enablement coordinator:
$70k–$150k

For managers and senior managers, the disparity 
between men’s and women’s salaries is

$70k

The median range above displays the 25th-75th percentile range of salaries for all respondents while 
the median salary below displays the 50th percentile or median value of salaries by gender.



The data also reveals that enablement salaries increase with years of 
experience in the field. The median salary for enablement program 
managers is $40,000 more for professionals with six to eight years of 
experience compared to those with three to five years of experience.

Ensuring that enablement employees are being fairly compensated 
for their jobs is vital to improving engagement levels and reducing 
turnover which can also help practitioners feel more motivated 
in their work. For instance, when practitioners feel that they are 
compensated fairly for their work, they are 31% more likely to be 
engaged in their roles.
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Number of years of enablement experience 

64%

58%6–8 years

3–5 years $100,000

$140,000
Median salary

 31% MORE LIKELY

for practitioners to be engaged in their roles when they feel that 
they are compensated fairly for their work.



THE IMPACT OF BURNOUT
The research uncovered that practitioners work an average of 45 
hours per week. Indeed, over half (51%) reportedly have experienced 
a high level of burnout this year. Enablement is burning the candle 
at both ends. For practitioners to succeed long-term, organizations 
can implement different ways to support their employees—including 
realistically prioritizing workloads, providing supplemental 
resources, and clarifying roles and responsibilities. 51% 

of practitioners reportedly have experienced a high level 
of burnout this year.

How would you rate the level of challenge that burnout 
has presented to your performance?

Not challenging

Somewhat challenging

Extremely challenging 51%

30%

19%

What are the key causes of burnout for sales 
enablement practitioners?

Lack of leadership 
buy-in Lack of recognition

Unclear roles and 
success metrics

Balancing too many 
projects at once

Understaffing and 
insufficient resources Changing priorities

7 Compensation, Career Pathing, and DE&I in Enablement
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THE IMPORTANCE OF NEGOTIATION
A key business skill that can empower practitioners to advocate  
for what they deserve is negotiation. Many employees struggle with 
negotiating appropriately and as a result, they may miss out on  
the income or opportunities that they deserve. 

Only 32% of all respondents are very confident in their ability to 
negotiate their salary. When looking at gender differences, 18% of 
female respondents indicated that they are confident in their ability 
to negotiate their salaries compared to 54% of male respondents.

Having crucial conversations around compensation can be difficult; 
however, it can open doors for enablement and fuel a sense of 
empowerment. Practitioners that can confidently negotiate their 
compensation, for example, are six times more likely to report being 
fairly compensated.

When asked about their main challenges to negotiating a salary, 
nearly half (45%) of respondents highlighted the difficulty in 
measuring the impact of their enablement efforts. Being able to 
report on progress using data-driven insights is crucial to effectively 
justifying the value of enablement. Showing leaders how the 
work that enablement has done has moved the needle on priority 
initiatives is key to gaining their trust. This can also significantly 
benefit practitioners in negotiating compensation and promotions.

Do you agree with this statement: I can confidently negotiate my 
salary for new roles and/or promotional opportunities?

Strongly agree - 32%

Somewhat agree - 29%

Neither agree nor disagree - 19%

Somewhat disagree - 14%

Strongly disagree - 6%

32%

29%

19%

14%

6%

18%
of women surveyed are confident in negotiating salaries, 
compared to 54% of the men.

1

2

3

4

5

Available budget: 53%

Difficulty measuring impact of efforts: 45%

Mentors to advocate on your behalf: 33%

Executive buy-in: 30%

Lack of tools and resources to help with negotiating: 29%

What are the main challenges you face when it comes to 
negotiating your salary?
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When practitioners are coached on these types of business skills and 
have a mentor to support them, they are more likely to successfully 
negotiate their salary. In fact, they are 65% more likely to negotiate 
confidently when provided business skills coaching and 23% more 
likely when provided mentorship programs. However, only 36% of 
organizations currently provide business skills coaching—meaning 
that 64% of companies are not adequately preparing their employees 
with the resources they need for their professional development. 

 65% MORE LIKELY

to confidently negotiate 
salaries if practitioners  
are provided business 
skills coaching.

 23% MORE LIKELY

to confidently  
negotiate salaries if 
organizations provide 
mentorship programs.

Factors that make respondents more confident negotiating salaries:

Which of the following resources does your organization provide 
to support your development and satisfaction?

0% 30% 60%

Mentorship program

Business skills coaching

Employee recognition
program

Learning/career
development opportunities

Educational programs
to promote DE&I 52%

51%

40%

36%

29%

I invite every sales enablement practitioner to take a 
moment to consider: what are you working on, how are 
you establishing priorities, and how are you measuring 
success of those initiatives, to make sure that data-driven 
enablement has a seat at the table and becomes a highly 
respected business partner within the org.

– Kristen McCrae McMullan, Global Sales Enablement Team Leader, ProServe, 
Amazon Web Services

“
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PAVING THE ENABLEMENT CAREER PATH

Curating a Career 
Path for Enablement 
to Thrive

A core pillar of growth and development in sales enablement 
is having a clear career ladder for employees to climb. Of the 
practitioners surveyed, 62% believe that there is a clear career 
path for enablement at their organizations. Outlining the career 
map for enablement and defining roles and responsibilities for 
each position can create a more transparent path that will allow 
enablement professionals to achieve their personal career goals.

Understanding what is needed to progress to the next level in one’s 
career journey is also important to appropriately communicate 
impact and increase promotion potential. When respondents listed 
various factors that influenced their promotions, some common 
themes surfaced:

• Articulating metrics achieved and value added to the business
• Leading the team and creating a positive work environment
• Bringing new ideas to the table
• Managing stakeholders effectively

By improving leadership competencies and using data to measure 
personal progress, enablement employees can communicate the 
value they bring to the business and better prepare themselves for 
performance reviews.

When organizations promote enablement roles, they are more likely 
to retain their enablement talent. Organizations that promoted 
an enablement employee in the last year report 6-percentage-
point lower enablement team turnover than companies where 
practitioners received their last promotion over a year ago.

62% agreed that they know what their 
career path in enablement looks like.
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SALES ENABLEMENT INVESTMENT
As organizations navigate looming economic uncertainty, many 
companies may seek to reduce enablement’s budget to minimize costs. 
However, a strong enablement function will be critical to support 
revenue teams and overcome an economic downturn, especially as 
buyers’ objections grow. 

Investing in the enablement budget is necessary to develop a 
powerhouse team of practitioners that can empower revenue teams  
to succeed. However, 33% of respondents stated that they are dissatisfied 
with the enablement budget they have to achieve their goals. Not only 
can investment in enablement help grow revenue for the business, it can 
also ensure employees are cared for and content in their roles so that the 
enablement function thrives. When given the proper tools and resources 
to do their jobs effectively, practitioners are three times more likely to be 
satisfied in their roles.

How satisfied are you with the organizational budget provided 
to achieve enablement goals?

0% 20% 40%

Not satisfied

Somewhat satisfied

Very satisfied

Extremely satisfied 16%

28%

23%

33%

Sales enablement budget versus revenue

Re
ve

nu
e

Budget

$90M

$45M

$0M
$10K $20K $30K $40K $50K $60K

Every additional $10,000 invested in sales enablement 
is correlated with an increase in revenue of 

$60,000 

We’re motivating the team by giving them foundations 
for mastery and success through a very clear roadmap 
for leveling up and providing the enablement and talent 
development solutions to actually get there. It’s the full 
scope of what we need to do to empower our employee 
success and to drive a meaningful sales culture.

– Devon McDermott, Head of Enablement, Dandy

“
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Impact when organizations have an employee 
recognition program:

17% MORE LIKELY

to have highly engaged 
enablement employees.

13% MORE LIKELY

to have highly engaged 
sales reps.

to report a lower level of burnout when 
practitioners are recognized and appreciated 
for their contributions.

to have high enablement team engagement 
when enablement is recognized as a 
strategic lever in the business.

54%
MORE LIKELY

123%
MORE LIKELY

When organizations provide mentorship programs that practitioners 
can participate in, the likelihood that respondents will be very 
satisfied in their roles increases by

67%

THE VALUE OF MENTORSHIP
Creating a mentorship program is an effective way to support career 
development and increase engagement across the organization.  
In fact, 84% of respondents believe that serving as a mentor increases 
their job satisfaction. 

RECOGNIZING YOUR EMPLOYEES
Another effective way to boost employee satisfaction is by 
acknowledging great work and effort. Companies that celebrate 
their employees’ accomplishments report lower burnout and  
higher engagement.

When practitioners are recognized and appreciated for their 
contributions, enablement is 54% more likely to report a lower level 
of burnout. Similarly, when enablement is recognized as a strategic 
lever in the business, organizations are 123% more likely to have 
high enablement team engagement. 

Be a mentor, find a mentor, and remember a 
mentor doesn’t have to be someone you know 
well. It can be somebody you’ve had a certain 
acquaintance with. It can be somebody in your 
industry or on LinkedIn that you have a lot  
of respect for.

–Shannon Hempel, Director of Sales Enablement, CommercelQ

“
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Creating a Diverse 
and Inclusive Space 
for Enablement

IMPACT OF DE&I ON THE BUSINESS
Creating an organization that is composed of a variety of people from 
different races, ethnicities, genders, and backgrounds is extremely important 
in making employees feel like they belong and empowering teams to do their 
best work. Organizations that focus on diversity, equity, and inclusion (DE&I) 
as an evergreen business initiative report higher employee engagement.  

Impact when organizations focus on DE&I as an ongoing priority:

24% MORE LIKELY

to have high enablement 
engagement.

25% MORE LIKELY

to have high rep engagement.



Cultivating inclusivity also encourages employee engagement, 
morale, and retention. When enablement members state that 
they have an equal opportunity to grow, succeed, and voice 
their opinions, organizations are 88% more likely to have high 
enablement engagement. They also report a 6-percentage-point 
decrease in enablement turnover.

By investing in DE&I programs, employees can feel seen and 
more connected to their teams—resulting in greater satisfaction 
in their work. 

Impact when organizations have DE&I programs:

17% MORE LIKELY

for enablement employees 
to be satisfied in their roles.

20% MORE LIKELY

for sales reps to be satisfied 
in their roles.

When respondents strongly agree that they have equal 
opportunity to grow, succeed, and voice their opinions:

The likelihood that they will have high enablement 
engagement increases by 88%

They report 6-percentage-point lower enablement 
team turnover



REPRESENTATION IN ENABLEMENT
Having a focus on DE&I can also pave the way for underrepresented 
groups to advance in their careers in enablement. Of the respondents, 
69% agree that their enablement teams are composed of people 
from diverse backgrounds, highlighting that there is still work to do 
to create more equitable career opportunities in enablement. When 
organizations encourage representation, create more awareness 
through education, and show the results of DE&I investments, they 
create space for underrepresented communities to thrive in their 
enablement careers. 

[One] thing that can derail a D&I program is the actual lack of focus on inclusion. If they’re feeling 
inclusion, they feel like they’re being treated as an insider, that they’re allowed to retain their 
uniqueness, and that they’re able to express themselves authentically. The risk of getting that wrong 
is that you have issues with lower engagement of employees, which impacts productivity and the 
realization of any of your strategic imperatives.

– Sharon Ehrlich, Global Sales Enablement Director, Webhelp

“

Do you agree with this statement: The enablement function at  
my organization is composed of people from various backgrounds, 
including race, ethnicity, gender, age, etc.?

Somewhat agree and 
strongly agree - 69%

Somewhat disagree and 
strongly disagree - 18%

Neither agree nor 
disagree - 13%

69%

18%

13%
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Conclusion
Organizations that prioritize their employees’ well-being, support them with the resources they need, and empower 
them to bring their best selves to work have the highest rates of employee satisfaction. Especially when approaching 
an economic downturn, it is important for companies to invest in the success of their enablement functions to continue 
powering a strong revenue engine to weather the storm and prepare for long-term growth. 

Here are three key strategies to take charge of your career as an enablement leader and carve out a path toward success:

When practitioners can accelerate their own career advancement and continue providing value to businesses, they can 
showcase that enablement is a necessity for any business and earn their seat at the table.

TRANSPARENCY CAREER DEVELOPMENT DE&I INITIATIVES

Be transparent when communicating 
impact and expectations. Use data-driven 
insights to convey enablement’s impact on 
the business, and leverage that information 
to support an argument for negotiating 
a budget or compensation increase. 
Advocate for realistic expectations around 
workloads and deadlines to avoid burnout 
and deliver high quality results.

Continually develop enablement 
competencies and career maps. 
Participate in professional groups to 
network, find potential mentors, and 
exchange knowledge with enablement 
leaders. Initiate crucial conversations with 
leadership on defining clear career paths 
for enablement, and work with people 
managers to outline what that looks like 
for individuals on their teams.

Invest in DE&I initiatives to foster 
inclusion and engagement. Work with 
human resources to obtain diverse 
applicant pools and ensure greater 
representation from marginalized groups in 
the enablement community. Create space 
for people to feel comfortable sharing 
their opinions and ideas through feedback 
sessions and mentorship programs.
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