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Executive summary
Salaries have increased across the board
Between 2021 and 2022, the average salary across all job categories,
and nearly all seniority levels, increased by an average of 4.6%
Revenue positions have increased by 5.4% across all seniority
level
Technology and product roles have increased by 3.3% across all
seniority level
HR and Talent Acquisition by 7% across all seniority levels

Continued demand for Technology and 

Product positions
Technology & Product roles remain highly competitive and salaries
continue to show a substantial increase. Salaries for (Front- Backendand Full-Stack) developer roles have increased on average 4.3%
between 2021 and 2022 across all seniority levels. The highest base
salaries for all seniority levels were observed in the Technology and
Product department. 

Junior (1) Product Manager €3.962 (2) DevOps €3.940 (3) Back-end
developer €3.656 

Medior (1) Product Manager €4.838 (2) Full Stack Developer €4.778
(3) DevOps €4.723  

Senior (1) Data Engineer €7.029 (2) Full Stack Developer €6.441  
(3) Product Manager €6.216
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Sales and HR among the most competitive positions

External environment drives uncertainty

The demand for sales positions has accelerated and these roles have
become the most competitive in the market along with Technology &
Product positions. Salaries for Sales Development Representatives and
Account Executives have increased on average by 11.8% between
2021 and 2022. Considering variable salary constitutes 30-50% of ontarget compensation, sales can be the highest earning position in the
marketplace. Demand for HR and Talent Acquisition positions has
substantially grown between 2021 and 2022, representing a salary
increase of 7% yoy. between 2021 and 2022.

The impact of external factors may not be ‘priced in’ to the data as the
data was collected in Q2 2022. Labour markets have become more
volatile and over the course of the last months the dynamics for certain
roles have changed. This may have a stimulating or detracting effect on
the salary developments of certain roles. Early observations indicate
that especially Talent Acquisition and Sales positions have decreased in
demand in Q3. It is expected that HR, Technology, Product and
Customer Success roles will continue to remain in high demand even
during an economic slowdown.

Relative high increase for Junior and Medior salaries
The salaries for Junior- and Medior roles are rising relatively faster than
their Senior counterparts, especially in Sales and Talent Acquisition.
Salaries for SDR’s have increased by 11.5% for Junior positions and
17.75% for Medior positions. While salaries for Talent Business Partners
have increased by 9.1% for Junior positions and 6.14% for Medior
positions. This trend may be explained by the vast growth of the
ecosystem and severe shortage of qualified (senior) talent available,
which has forced businesses to invest in young professionals.
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Introduction

An updated Amsterdam salary benchmark

Improving employee experience

Working with scaleups and talent across Europe, we’ve received

Stand out from the crowd and attract the right talent. At RocketX, we

numerous requests to benchmark salaries to provide an understanding

believe the company's purpose, journey and offering should be aligned

of fair compensation. We believe in the power of transparency for both

with that of the individual. When the ‘why’ aligns, several factors

employers and employees. Especially in today’s turbulent labour

determine to which extent talent contributes to the company’s offering,

market, it’s all the more important to stay informed about how this

such as scope of responsibilities, working environment, financial

impacts salaries.



compensation and secondary benefits. With this increased competition,
companies are approaching talent acquisition like customer acquisition.

In 2021, we launched the first edition of the Salary Benchmark Report in

RocketX believes that talent acquisition is just a small part of the end-to-

the Netherlands which was well-received by both scaleups and talent. In

end journey, and requires a multi-disciplinary approach. Our approach

the meantime, we’ve launched a similar report for Berlin and Munich.

envisions talent moving through the talent journey which includes

We’ve now repeated our research in Amsterdam to provide a

employer branding, talent marketing, HR operations, compensation,

benchmark on salary evolution and compare Amsterdam with other

and talent retention.

major tech hubs.
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Transparency for employers and employees
Purpose
Why

personal

Salary

Journey

We’re in this together

Offering

If you’d like to discuss topics regarding talent acquisition, development
and retention, or if you would like to exchange insights on salary
benchmarking, we are happy to get in touch.

company

benefits

By sharing this wealth of knowledge as a free resource, we aim to give
both employers and employees an understanding of salary ranges and
realistic compensation. With this information, we hope that companies
can review and optimise their salary structure, facilitate performance
reviews and communicate to candidates: how an offer compares to
industry benchmarks. Secondly, we hope our insights on relevant HR
topics serve as an inspiration for professionals in the field, helping them
to design clearer policies on these topics.

We want everybody to benefit from this report and your input is highly
valued. Please let us know if you have any tips, recommendations, or
would otherwise like to contribute to this report for any of the
subsequent editions.
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Leave your details here if you want to participate in
the 2023 version for Amsterdam.

Leave your details

Disclaimer
This report provides an indication of compensation based on the available information to us. RocketX
Group holds no responsibility for the use of this information. The information may be used, but the
source must always be mentioned in the communication, including a referral to this link.

7

Methodology
8

In this chapter we’ll discuss the methods of data gathering,
definitions, limitations, and the sample used to provide the proper
context of this research. The sample is concentrated in companies
with 20-150 employees, ranging from Seed up to Series B 

funding stages.

Distribution in investment stage
Bootstrapped

20.59%

Seed

35.29%

Methods of data gathering

Series A

23.53%

The Salary Benchmarks were compiled from data provided under
confidentiality by Dutch-based scaleups, in the greater Amsterdam
Region, commonly known as ‘de Randstad’. This region consists of
Amsterdam, Utrecht, the Hague & Rotterdam. 



Series B

23.53%

The following data gathering methods were used:

Structured interviews
We’ve performed in-depth interviews combined with surveys to 

retrieve data among 62 Dutch scaleups, amounting to a total of 

2.951 employees.

Distribution in scaleup size
20 - 50 employees

55.88%

51 - 100 employees

26.47%

101 - 150 employees

17.65%
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Distribution in business model

Talent survey

We’ve conducted a survey amongst 2.416 talents over the last 9 months
(Co) Founder

20.59%

Head of People

41.18%

to ask their salary, components to salary, and benefit preferences. 



The benchmarks were built up in an iterative way, where data was
continuously gathered until the benchmarks did not change anymore Head of Operations

5.88%

confirming that data saturation was reached.

People Operations

HR Manager

8.82%

Significant outliers have

been removed from the data set.

23.53%

Distribution in business model

SaaS

41.18%

Platforms

29.41%

Digital Services

17.65%

Marketplace

11.76%
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Definitions
In order to clarify the framework that is used to describe the research in

Drivers of price

the Salary Benchmarks chapter, we will provide definitions on the most

The job market is determined to a large extent by the dynamics of

important terms and factors.

demand and supply. The key criteria that define salaries are years
of experience, education, unique skills, (local) scarcity and the
maturity of the respective company. For this report, experience is

Salary
In the introduction, we described how salary is an important factor
to create alignment between a company and its talent. It’s

the only driver of price that is considered. Within the results for a
specific role, qualitative support may be provided by our experts if
that is considered relevant.

important to also understand what components salary consists of
and what factors influence salary levels. 



experience

+

There are typically three main components of compensation:
base salary, bonus and secondary compensation & benefits. The
base salary is the main salary component and is typically paid out
every month. The bonus component is based upon individual
and/or team performance. Secondary compensation and benefits
are rewards that are agreed upon within the organisation on top of
a salary, which are not just financially motivated. Secondary
compensation and benefits are mostly company-wide policies,

Education

Salary components

base

+
Unique skills

variable

+
Scarcity

secondary

& benefits

+
company maturity

but can also differ based on personal circumstances.
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Base salary

Individual vs leadership roles

For the salaries listed in this report, only base compensation is
considered on a monthly basis. The exact definition used is:

Individual roles are classified as ‘Junior’, ‘Medior’ and ‘Senior’
levels, with starter roles excluded. If not stated differently, Junior
represents 1-3 years relevant professional working experience,
Medior 4-7 years and Senior 7+ years.



Full-time gross monthly base salary excluding, bonus, stocks
options and other benefits
Excluding holiday pay
All indicated salaries are rounded and denominated to
hundreds
The results are specified by department and role.

Scaleup
ur definition of a scaleup is a growth stage company, growing
>25% year on year with a team of over 20 employees, and €1M 

in turnover.
O

Leadership roles come in many shapes and forms, depending on
the structure, maturity of the organisation and the level of
responsibility. C-suite and senior management roles typically are
highly incentivized with equity and the scope and compensation
of these roles are highly arbitrary. Therefore, these roles are left
out of scope. The highest level management that we’ve been able
to gather significant data on, with regards to base salary, are
heads-of-level roles. These results are listed in the ‘Heads of’
department section. Individual contributers roles:
Level of seniority

Work experience

Starter

Excluded

Junior

1-3 years

Medior

4-7 years

Senior

7+ years
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Limitations
Several limitations were identified which are listed below.
The data is segmented to years of relevant experience only. Other
criteria that determine the level of salaries - such as unique skills,
education or company maturity - are left out of scope.
There is no differentiation based on company characteristics such
as geographic location, funding raised, industry, or business
model.
In this edition, a different sample of companies was surveyed
which limits the reliability of the year-over-year benchmark.
The data was collected in Q2 2022. Considering the rapidly
changing external environment, some results may be positively or
negatively effected.

13
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Amsterdam’s
flourishing 

ecosystem

Over the last years, Amsterdam’s scaleup ecosystem has thrived,

highest H1 after the record year 2021. Its international climate, talent

stimulated by a strong digital infrastructure, entrepreneurial ecosystems

pools and attractive living environment also make Amsterdam the city of

and increased access to capital thanks to strategic lobbying from

choice for European HQs for the likes of Netflix, Uber and Tesla. 



organisations like Techleap and the Dutch Startup Association.
Combined with tax stimulus rulings for expats, multinational and high-

Recently, funding levels have dropped as a result of global economic

growth corporations setting up shop in the Netherlands, this has

volatility in line with global trends. It’s unclear how this uncertainty will

resulted in a thriving, albeit competitive talent market. Overall, scaleups

impact funding levels and Amsterdam as a tech hub moving forward, or

have created 35,000 more jobs in the last 3 years, doubling their growth

what its implications will be for the talent ecosystem.

rate of the 3 years prior, according to Dealroom.

Amsterdam compounds its status as a European

Amsterdam

(TQ, TNW, B Amsterdam)

Utrecht

(Utrecht Inc., Utrecht Tech Community, Holland Startup)

tech hub

Amsterdam is leading the charge within the Netherlands: the combined
value of Amsterdam’s scaleup ecosystem has already grown from €10B
in 2015 to €100B in 2020, driven by leaders like Adyen and TakeAway.
Over the last couple of years, Amsterdam has consistently ranked as a

Rotterdam

(Port XL, CIC, Erasmus Centre of Entrepreneurship,
Cambridge Innovation Centre, Erasmus University)

top-3 tech hub in continental Europe, competing with Berlin, Paris and
London. In 2022, Amsterdam was listed as the 2nd most valuable tech

Y

(

hub of Europe (after London) by enterprise value, valued at €227B (incl.

Delft

!

ES

Delft, Delft University of Technology,

Aerospace Innovation Hub Delft)

Adyen & TakeAway). The rise of Amsterdam as a tech hub is partly

driven by a healthy VC- and investment environment, with investments
having exceeded over half a billion this year (€698M in H1 ‘22), the 2nd

The Hague

4

(The Hague Tech, Apollo 1

, The Hague Humanity Hub)
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Salary
benchmarks
16

Revenue

Sales & business

Customer success &

development

RevOps

Marketing

The salary results are
divided per domain,

Product & Technology

and by department
Technology

Product

Operations

HR & People

Back-office & Operations

Department Heads

Marketing

Sales

For future reports, we’d like to hear what type of roles you’d like to see
included and receive available data.
Tech

HR / People

Finance

Have your say
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Revenue
Domain

The Revenue domain is a cluster of functions that
predominantly contributes to revenue generation
within scale-ups. The following department and
functions are described as follows:
Topics covered

Marketing
Growth Marketer
Content Marketer
Product Marketer
Visual Design

Sales
Sales Development Representative
Account Executive

Customer Success
Revenue Operations

18

Department

Marketing
The marketing department aims to position and
promote the brand to prospective customers to drive
demand and generate leads. Although marketing
tends to focus on top-of-funnel, modern marketeers
have a full-funnel (acquisition, retention, up- and
cross-sell) perspective.  


Growth Marketer
Content Marketer
Product Marketer
Visual Design

26 |
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Marketing

Growth Marketer

A Growth Marketer, otherwise known as a Growth Hacker or a Digital

Average

Junior

Medior

Senior

3.100

4.000

4.800

Marketer, is responsible for finding and managing the right channels to
reach (potential) customers and to continuously optimise traffic,

vs 2021

3.33%

2.56%

2.13%

vs Berlin 2022

3.33%

2.56%

7.69%

engagement and conversion through experimentation. The growth
marketer is typically responsible for setting up and managing (paid)
campaigns. 


Range

2.700 - 3.300

3.200 - 5.000

3.800 - 6.300

Base salaries for Growth Marketers have increased for Junior (+3.3%),
Medior (+2.6%) and Senior (+2.1%) in 2022 compared to 2021.
Compared to Berlin, base salaries are higher for Junior (+3.3%) and
Medior (+2.6%) and lower for Senior (-7.7%) roles.

Our observation


This is a highly sought after profile and it’s not easy to find quality candidates with a
strong data-driven and a ‘full-funnel’ mindset. Typically, one specialises in one or a few
key skills like Search Engine Advertising (SEA) or Conversion Rate Optimization
(CRO) focused on acquisition. Specialists or ‘t-shaped’ profiles are the most sought
after and therefore priciest.
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Marketing

Content marketer
A Content Marketer is responsible for developing the content strategy
based on the defined ideal customer profile and target persona’s within
the decision-making unit. They decide the right messaging and medium
for each stage of the customer buyer journey, creating valuable content
such as case studies, blogs, emails etc. Content is shared through
relevant channels with the aim to create visibility to attract and convert
prospects into customers. 



Average

Junior

Medior

Senior

2.700

3.600

4.300

vs 2021

1.89%

0.00%

2.38%

vs Berlin 2022

6.90%

5.26%

12.24%

Range

2.700 - 3.300

3.200 - 4.100

3.100 - 5.300

Base salaries for Content Marketers have increased for Junior (+1.9%),
and Senior (+2.4%) roles in 2022 compared to 2021, with no change
observed in Medior roles. Compared to Berlin, base salaries are lower
for Junior (-6.9%), Medior (-5.3%) and Senior (-12.2%) roles.
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marketing

Product marketer
A Product Marketer is a relatively new role. The Product Marketer is
responsible for developing effective marketing strategies to promote
products and its features to an organisation’s target audience. Their
duties include studying the company’s products, locating key features
that will attract customers, drafting go-to-market strategies and creating
marketing campaigns for products. 



Junior

Medior

Senior

Average

2.600

4.100

5.600

vs 2021

n/a

n/a

n/a

10.34%

2.38%

1.82%

vs Berlin 2022

Range

2.200 - 3.100

2.800 - 5.000

5.000 - 6.800

Additionally, they focus on market research to establish the right pricing
strategy, guiding sales teams and developing the right messaging and
market positioning. Overall, they can be seen as the ‘voice of the
customer’ within the company, and the key link between the product and
the marketing team. 


Since Product Marketer roles were not yet included in the 2021 

version, a comparison is not applicable between 2021 and 2022.
Compared to Berlin, Product Marketer roles in the Netherlands base
salaries are lower for Junior (-10.3%) and Medior (-2.4%) roles. Senior
(+1.8%) roles are higher.
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marketing

Visual Design
A Visual Designer is responsible for bringing a brand’s vision to life.They
ensure that all content assets are aesthetically pleasing and in line with
brand guidelines. This includes illustrations, digital images as well as
website design - ensuring a company’s visual identity is recognisable
and stands out from competition. Within this category, there are also
different kinds of profiles that can be identified, such as motion design. 



Average
vs 2021
vs Berlin 2022
Range

Junior

Medior

Senior

2.500

3.300

4.300

4.17%

3.13%

0.00%

10.71%

13.16%

10.42%

2.100 - 3.100

2.500 - 4.000

4.000 - 4.850

Base salaries for Visual Designers have increased for Junior (+4.2%),
and Medior (+3.1%) roles in 2022 compared to 2021, with no change
observed in Senior roles. Compared to Berlin, base salaries are lower
for Junior (-10.7%), Medior (-13.2%) and Senior (-10.4%) roles.

23

Department

Sales & Business Development
The sales department is dedicated to selling a
business's product or service to customers. Their
objective is to meet the company’s revenue goals by
increasing client acquisition and retention. Their
objectives are typically measured through product
sales, subscriptions and services.

Sales Development Reps
Account Executive (AE)

Generous bonus structures
Unlike other roles, sales employees typically earn a bonus on top of
base pay as a means to incentivise growth. Bonus structures vary
across organisations, depending on the business model, industry and
culture of the company. Typically, we see schemes where the variable
salary is 20-50% of on-target earnings (OTE). Metrics differ across
functions; for Sales Development Reps (SDR) it may be linked to a
number of demos booked, for Account Executives (AE) the number of
deals and contracted value while for Customer Success (CS) it’s
customer lifetime value or customer retention rates. For all sales roles,
salaries also differ based on whether the focus is on SME, Mid-market,
or Enterprise sales.
24

Sales & Business Development

Sales Development Reps
Depending on the business and distribution model, SDRs are
responsible for following up on marketing qualified leads and performing
outbound sales prospecting. An SDR’s main function is to identify a
prospect's challenges to qualify whether it’s a fit with the proposition
according to the ‘Budget, Authority, Need and Timeline’ (BANT)
framework. Consequently, the aim is to motivate the lead to schedule a
demo or other next steps. Aside from this, SDRs are also an important
source of knowledge when it comes to customer and market insights.


As the listed salary is base salaries only and SDRs earn a significant
variable compensation (typically between 20-50% of OTE), SDRs are
one of the highest paid and most competitive Junior and Medior
positions on the market.


Base salaries for SDRs have increased for Junior (+12.5%), and Medior
(+22.5%) roles in 2022 compared to 2021. Compared to Berlin, base
salaries are lower for Junior (-12.9%), and Medior (-8.1%) roles. No
change has been observed in Senior roles due to data limitations
because of the nature of the role.

Average

Junior

Medior

Senior

2.700

3.700

n/a

vs 2021

12.51%

22.49%

n/a

vs Berlin 2022

12.90%

8.13%

n/a

Range

2.100 - 3.900

2.500 - 5.200

n/a

Our observation


This role is characterised by relatively short cycles as employees either develop into
an AE role within 12-24 months or leave to join as AE with another company. SDRs
earn a significant variable compensation (typically between 20-50% of OTE) making
it one of the highest paid and most competitive Junior and Medior positions on the
market. It is to be seen what the impact of macroeconomic volatility will be on the
demand for this position.

25

Sales & Business Development

Account executive (AE)
An AE works (together with an SDR) to cover the full sales cycle. The
AE is responsible for the mid-to-bottom-of-funnel sales process; having
a discovery call, giving the prospect a product demo, delivering the
proposal, negotiating and eventually closing the deal.


Base salaries for AEs have increased for Junior (+10.7%), Medior
(+5.1%), and Senior (+7.7%) roles in 2022 compared to 2021.
Compared to Berlin, base salaries are lower for Junior (-8.8%), Medior
(-6.7%), and Senior (-1.8%) roles.

Average

vs 2021

vs Berlin 2022

Range

Junior

Medior

Senior

3.100

4.200

5.600

10.71%

5.09%

7.69%

8.82%

6.67%

1.75%

2.700 - 3.600

3.200 - 4.800

4.500 - 7.300

Our observation


In line with the steep growth in SDR salaries, AE roles are seeing similar growth. As the
listed salary is base salaries only and AE’s earn a significant variable compensation
(typically between 20-50% of OTE), AE’s are amongst the highest paid and most
competitive individual contributor roles on the market. It is to be seen what the impact
of macroeconomic volatility will be on the demand for this position.
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Customer Success
Department

Within the Revenue domain, the Customer Success
team is responsible for ensuring that customers
achieve success by using the product or service,
with the goal to increase retention and identify up
and cross-sell opportunities.

(CS)

Customer Success (CS)

26 |
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Customer Success

customer Success (CS)

Average

The importance of Customer Success is growing as it’s become a key

Junior

Medior

Senior

2.900

4.300

5.400

practice within tech-driven organisations, specifically SaaS business
vs 2021

0.00%

2.83%

3.85%

vs Berlin 2022

9.38%

4.88%

0.00%

models. This role seeks to maintain close customer relationships while
operating on the Venn diagram of marketing, sales and product
development in order to increase retention and identify up- and crosssell opportunities.


Range

2.400 - 3.300

3.500 - 4.700

4.200 - 7.300

Not to be confused with customer service, which is more 

transactional in nature and involves servicing inbound customer
requests or complaints. 



Base salaries for Customer Success have increased for Medior
(+2.8%), and Senior (+3.9%) roles in 2022 compared to 2021, with no
change observed in Junior roles. Compared to Berlin, base salaries are

Our observation


lower for Junior (-9.4%), while Medior roles are higher (+4.9%), with no
change observed in Senior roles.

Customer Success typically earn a significant bonus on top of base salary, often tied to
(long-term) value metrics like Customer Lifetime Value

(CLV) and retention rates. It is

expected that the demand for this position will remain stable and potentially increase
as companies shift focus to retention and expansion of existing customers.
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Revenue Operations
Department

As part of the Revenue domain, Revenue
Operations (RevOps) is a B2B function that
focusses on strengthening and supporting the
Revenue domain to help teams make decisions that
grow the business.

(RevOps)

Revenue Operations (RevOps)

26 |
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Revenue Operations

Revenue Operations (RevOps)

Average

RevOps is a modern and in-demand role category. This team seeks to

Junior

Medior

Senior

3.050

4.000

5.077

align sales, marketing and customer success operations to enable
vs 2021

8.20%

2.50%

11.36%

vs Berlin 2022

0.00%

2.83%

3.85%

seamless customer journey across the entire customer lifecycle, with
the goal to drive growth through efficiency and keep all teams
accountable to the end goal: driving revenue as efficiently as possible.



Base salaries for RevOps have increased for Junior (+8.2%), Medior

Range

2.800 - 3.200

4.000 - 4.500

4.784 - 6.500

(+2.5%), and Senior (+11.4%) roles in 2022 compared to 2021.
Compared to Berlin, base salaries are higher for Medior (+2.8%), and
Senior (+3.9%) roles, with no change observed in Junior roles.

Our observation



We expect an uptake in demand for RevOps professionals as the complexity of
marketing, sales and customer success increases (with the maturity of organisations)
and companies are increasingly prioritising efficient growth.
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Product & 

Technology
Domain

The Product & Technology domain is a cluster of
functions that focusses on the development of a
company’s product and/or technological offering.
The following department and functions are
described as follows:

Product
Product Manager
UI/UX Designer
Solutions Engineer

Technology
Front-End Developer
Back-End Developer
Full-Stack Developer
DevOps
Data Scientist
Data Engineer

31

Department

Product
The product arm of a business is responsible for the

Product Manager

product planning and execution throughout the

UI/UX Designer

product life cycle. This includes designing, gathering

Solutions Engineer

and prioritising product and customer requirements.
It also includes defining the product vision whilst
working closely with engineering, sales, and
marketing to ensure revenue and customer
satisfaction goals are met. In this section, we include
the following roles:

32

Product

Product Manager
The Product Manager holds the central position between the customer
and product development teams, responsible for the development
cycle. As members of the product development team, they’re
responsible for defining user stories, overseeing the product backlog
and streamlining the execution of program priorities to ensure each
product delivers the maximum value to the user. 


Base salaries for Product Managers have increased for Junior (+2.6%),
and Senior (+5.1%) roles in 2022 compared to 2021, with no change
observed in Medior roles. Compared to Berlin, base salaries are higher
for Junior (+2.6%) roles, but are lower for Medior (-17.2%), and Senior
(-3.1%) roles.

Average

Junior

Medior

Senior

3.900

4.800

6.200

vs 2021

2.63%

0.00%

5.08%

vs Berlin 2022

2.63%

17.24%

3.13%

Range

3.000 - 5.300

3.500 - 6.700

4.500 - 10.800

Our observation


For this role, the highest observation for base salary was registered, for individual
contributor roles, at €10.800. Product Management, including customer experience,
has grown in importance as it takes a critical role within the buyer's journey.

33

Product

UI/UX designer
A User Interface/User Experience (UI/UX) designer's job includes
creating user-friendly interfaces that enable customers to navigate a
business’ digital products and understand how to use them. Through  

Average

Base salaries for UI/UX Designers have increased for Junior (+3.0%),

Medior

Senior

3.400

4.300

5.300

vs 2021

3.03%

2.38%

1.89%

vs Berlin 2022

3.03%

0.00%

19.40%

A-B testing, their goal is to increase the conversion rate of the audience
visiting either landing pages or websites. 



Junior

Range

2.800 - 4.000

3.400 - 5.500

4.800 - 6.500

Medior (+2.4%), and Senior (+1.9%) roles in 2022 compared to 2021.
Compared to Berlin, base salaries are higher for Junior (+3.0%) roles,
but lower for Senior (-19.4%) roles, with no change observed in 

Medior roles.
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Product

Solutions Engineer
A Solution Engineer’s job is to be the bridge between the commercial
aspect and technical requirements of a client or prospect. Solution
Engineers have significant technical expertise and capabilities but are
also able to identify the needs and wants of those prospects and clients
through pre- and post-sales communication, therefore translating
technical requirements into value-led proposals and helping to close
deals. A common background for Solutions Engineers is computer
science and programming, usually starting as a Technical Architect
within the company. 



Junior

Medior

Senior

Average

2.900

3.600

4.400

vs 2021

n/a

n/a

n/a

vs Berlin 2022

n/a

n/a

n/a

2.800 - 3.200

3.000 - 4.600

4.100 - 4.800

Range

Since Solution Engineer roles were not yet included in the 2021 

Dutch version, as well as the 2022 Berlin version, a comparison is 

not applicable.
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Department

Technology
The technology or engineering department builds
and maintains the software and technical
infrastructure and takes care of the technical
systems overall. The key difference between salaries
in these domains is determined by what skills &
languages individual developers master and the
respective supply and demand in the market. 

Roles include:

Front-End Developer
Back-End Developer
Full-Stack Developer
DevOps
Data Scientist
Data Engineer

26 |
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Technology

Front-End developer

A Front-End Developer ensures that visitors to a company’s website
have a pleasant experience and can easily interact with the product.
This is achieved through the combination of design, technology and
programming to code the interface of the application while taking care of
continuous optimisation.


Base salaries for Front-End Developers have increased for Junior
(+6.1%), Medior (+2.4%), and Senior (+3.3%) roles in 2022 compared
to 2021. Compared to Berlin, base salaries are lower for Junior (-7.7%)
and Medior (-10.4%) roles, but higher for Senior (+8.8%) roles.

Average

Junior

Medior

Senior

3.500

4.300

6.200

vs 2021

6.06%

2.38%

3.33%

vs Berlin 2022

7.69%

10.42%

8.77%

Range

2.700 - 4.800

3.000 - 6.000

5.200 - 8.000
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Technology

Back-End Developer
Back-End Developers build and maintain the technology that powers
the back-end of the application or infrastructure, for example the
database. They also usually write the web services and API’s used by

Average

Medior

Senior

3.600

4.400

6.200

vs 2021

2.86%

2.33%

3.33%

vs Berlin 2022

7.69%

12.00%

6.90%

front-end and mobile application developers.


Base salaries for Back-End Developers have increased for Junior
(+2.9%), Medior (+2.3%), and Senior (+3.3%) roles in 2022 compared

Junior

Range

3.200 - 4.800

3.300 - 5.800

5.000 - 6.900

to 2021. Compared to Berlin, base salaries are lower for Junior (-7.7%)
roles, and Medior (-12.0%) roles, but higher for Senior (+6.9%) roles.
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Technology

Full-Stack Developer
Full-Stack Developers are responsible for managing the back-end and
front-end development of the software or (web) application. 


Base salaries for Full-Stack Developers have increased for Medior
(+4.4%), and Senior (+6.7%) roles in 2022 compared to 2021, with no
change in Junior roles due to data limitations. Compared to Berlin, base
salaries are lower for Junior (-26.2%) roles, and Medior (-7.7%) roles,
but higher for Senior (+4.9%) roles.

Junior

Medior

Senior

Average

3.100

4.800

6.400

vs 2021

n/a

vs Berlin 2022

Range

26.19%

2.800 - 3.500

4.35%

6.67%

-7.69%

4.92%

3.700 - 5.900

5.500 - 8.000
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Technology

DevOps
DevOps looks to speed up and automate aspects of a business’
processes when it comes to developing, testing and releasing software
and constant updates. A DevOps Engineer oversees this process,
introducing processes, tools, and methodologies to balance needs
throughout the software development life cycle, from coding and
deployment to maintenance and updates.



Average

vs 2021

vs Berlin 2022

Range

Junior

Medior

Senior

3.800

4.700

6.000

2.70%
n/a

3.300 - 4.500

2.17%

0.00%

18.97%

14.29%

3.400 - 6.100

4.800 - 7.600

Base salaries for DevOps Engineers have increased for Junior (+2.7%),
and Medior (+2.2%) roles in 2022 compared to 2021, with no change
observed in Senior roles. Compared to Berlin, base salaries are lower
for Medior (-19.0%) roles, and Senior (-14.3%) roles, with no data in
Junior roles due to data limitations.

40

Technology

Data Scientist
A Data Scientist extracts, analyses and interprets masses of data from
various sources. They use methods such as data mining, artificial
intelligence, and machine learning tools in order to make the data
accessible to companies and other organisations who can then
interpret the results and create actionable plans.


Base salaries for Data Scientists have increased for Junior (+3.1%),
and Medior (+7.0%) roles in 2022 compared to 2021, with no change
observed in Senior roles. Compared to Berlin, base salaries are higher
for Junior (+6.5%) and Medior (+7.0%) roles, but lower for Senior
(-8.6%) roles.

Average

Junior

Medior

Senior

3.300

4.600

5.300

vs 2021

3.13%

6.98%

0.00%

vs Berlin 2022

6.45%

6.98%

8.62%

Range

2.800 - 4.000

3.700 - 5.800

4.000 - 7.500
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Technology

Data Engineer
Data Engineers are responsible for finding trends in data sets and
developing algorithms to help make sure that raw data is more useful to
a business. They’ll build systems that collect, manage, and convert that
data into information that Data Scientists and Business Analysts can
use and interpret.


Base salaries for Data Engineers have increased for Junior (+2.9%),
and Medior (+2.2%) roles, but decreased for Senior (-1.4%) roles in
2022 compared to 2021. Compared to Berlin, base salaries are lower
for Junior (-10.0%) and Medior (-14.8%) roles, but higher for Senior
(+11.1%) roles.

Average

vs 2021

vs Berlin 2022

Range

Junior

Medior

Senior

3.600

4.600

7.000

2.86%

2.22%

1.41%

10.04%

14.81%

11.11%

3.500 - 3.800

4.100 - 5.700

6.500 - 7.500
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Operations
Domain

The Operations department is a cluster of
functions that makes sure the business is running
smoothly and includes HR, Finance, Legal &
Business Operations.

HR & People
HR manager
Talent Business Partner (TBP)

Other
Legal Counsel
Finance
Business Operations
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HR & people

HR Manager

The Human Resources (HR) department is responsible for 


Average

Junior

Medior

Senior

2.900

3.800

4.500

managing the employee lifecycle, from recruitment to retirement and
covering everything in between – including training, benefits, discipline

vs 2021

11.54%

15.15%

7.14%

3.57%

2.70%

13.46%

and payroll.


vs Berlin 2022

Base salaries for HR managers have increased for Junior (+11.5%),
Medior (+15.2%) and Senior (+7.1%) roles in 2022 compared to 2021.

Range

2.400 - 3.400

3.200 - 4.500

3.500 - 6.000

Compared to Berlin, base salaries are higher for Junior (+3.6%) and
Medior (+2.7%) roles, but lower for Senior (-13.5%) roles.
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HR & people

Talent Business Partner (TBP)
TBPs or Recruiters are responsible for sourcing and screening relevant
candidates while managing the candidate interview experience. They
operate as the face of the company towards talent instead of
customers. There are a lot of transferable skills and traits between sales
and recruitment.


Base salaries for TBPs have increased for Junior (+10.3%), Medior
(+5.4%) and Senior (+4.4%) roles in 2022 compared to 2021.
Compared to Berlin, base salaries are lower for Junior (-3.0%), Medior
(-7.1%), and Senior (-9.4%) roles.

Average

vs 2021

vs Berlin 2022

Range

Junior

Medior

Senior

3.200

3.900

4.800

10.34%

5.41%

4.35%

3.03%

7.14%

9.43%

2.600 - 3.600

2.800 - 4.600

3.200 - 5.900

Our observation


We observe a steep increase in demand over the past years for Talent Business
Partners. This may have been one of the most competitive roles over the years. This
role is however very sensitive to changes in the external environment and early signals
indicate that demand has dropped significantly over the last months as companies are
rationalising their hiring needs. Interestingly enough, a bonus component is not
common despite the similarities of the role with sales.

45

Operations

Legal Counsel
An in-house Legal Counsel is responsible for managing legal risks and
challenges, drafting and reviewing contracts, templates and
frameworks, as well as advising management on strategic questions
from a legal point of view and assisting the founders during investment
rounds. In a scaleup, a Legal Counsel will typically work as a generalist,
handling day-to-day issues on a wide range of topics such as IP, data
protection, employment law, company law, contract negotiations and
product or service deliveries, and consulting with expert counsel outside
of the organisation on more complex matters.


Since legal counsel roles were not yet included in the 2021 

Dutch version, as well as the 2022 Berlin version, a comparison is 

not applicable.

Junior

Medior

Senior

Average

3.300

4.100

6.300

vs 2021

n/a

n/a

n/a

vs Berlin 2022

n/a

n/a

n/a

2.800 - 4.400

3.600 - 5.000

4.500 - 8.500

Range

Our observation


The cost of hiring an in-house Legal Counsel as opposed to only relying on external
counsel can typically be defended once a scaleup reaches between 50 and 100
employees, but both the time of hiring and the level of seniority needed will normally be
decided by the complexity of the company’s offering and the industry in which it
operates.
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Operations

Finance
The finance department takes care of all accounting, bookkeeping and
financial affairs. Most scaleups work with general Finance Managers,
whereas others have their own in-house Accountants. However, this is
usually something only for later-stage scaleups. In earlier stages,
financial experts, and managers are, again, typically employed on a
freelance basis.



Junior

Medior

Senior

Average

3.300

4.400

5.200

vs 2021

n/a

n/a

n/a

vs Berlin 2022

Range

0.00%

2.700 - 4.400

7.32%

3.700 - 5.300

0.00%

4.200 - 6.200

Since finance roles were not yet included in the 2021 Dutch version, a
comparison of 2021 and 2022 is not applicable. Base salaries for
Finance, compared to Berlin, are higher for Medior (+7.3%) roles, with
no change observed in Junior and Senior roles.
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Operations

Business Operations
Business Operations Managers work cross-departmentally in
organisations to streamline and organise processes. Alignment is key to
efficiently running or scaling any business (especially sales
organisations) and Business Operations Managers are essential in
creating the cross-team alignment that allows predictable, systematic
growth. In some organisations, the Business Operations Manager is
responsible for budgeting and financing growth projects, whereas in
other organisations the role is more about critical thinking and
leadership skills to help create frameworks for teams.



Junior

Medior

Senior

Average

3.000

3.900

5.900

vs 2021

n/a

n/a

n/a

vs Berlin 2022

Range

11.11%

2.200 - 4.100

2.50%

2.800 - 5.000

15.69%

3.300 - 8.400

Since Business Operations roles were not yet included in the 2021
Dutch version, a comparison of 2021 and 2022 is not applicable. Base
salaries for Business Operations, compared to Berlin, are higher for
Junior (+11.1%) and Senior (+15.7%) roles, but lower for Medior
(-2.5%) roles.
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Domain

Department Heads
Aside from the individual contributor roles, we’ve

Head of Marketing

also benchmarked the salaries for the heads of the
departments, including the following roles:

Head of Sales

Head of Tech

Head of HR

Head of Finance
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Department heads

Head of Marketing
The Head of Marketing oversees all activities of the marketing
department, including branding, content, growth, design and most of
the time also product marketing. Leaders in this role work closely with
sales and marketing teams with a focus on acquisition, development
and retention. 


The Head of Marketing ensures a strong brand message across all
channels and seeks to continuously optimise performance through
structured experiments and data from customer feedback and
behaviour. The scope of the role and the team greatly depends on
whether the scaleup is B2B or B2C focused. 



Senior
Average

6.700

vs 2021

n/a

vs Berlin 2022

Range

11.84%

4.500 - 10.600

Base salaries range from €4.500 to €10.600, with an average of €6.700.
The average is 11.8% lower compared to Berlin.
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Department heads

Head of Sales
The Head of Sales oversees all activities of the sales department and
works closely together with the marketing and customer success
department to drive revenue and increase customer lifetime value. 


Leaders in this role function as an important source of customer
intelligence to optimise propositions and streamline customer journeys.
The ideal profile for this role greatly depends on the industry, business
model and customer profile such as SME’s, mid-market or Enterprise.
Compensation consists of a base salary, a bonus component and
typically some form of equity.



Senior
Average

6.800

vs 2021 n/a
vs Berlin 2022
Range

12.82%

4.500 - 10.000

Base salaries range from €4.500 to €10.000, with an average of
€6.800. Base salaries for Head of Sales, compared to Berlin, are 

lower (-12.8%).
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Department heads

Head of Product & Technology
The Head of Product & Technology is responsible for supervising the
technological functions of the company. Their team consists of
Developers, UI/UX Designers, Data Scientists and Data Engineers,
DevOps Engineers and Product Managers. Leaders in this role are
responsible for managing the team that is developing and maintaining
technology infrastructure for efficient business processes and product
development based on customer needs.  



Senior
Average

7.300

vs 2021 n/a
vs Berlin 2022
Range

14.15%

4.300 - 10.800

Base salaries range from €4.300 to €10.800, with an average of €7.300.
Base salaries for Head of Tech, compared to Berlin, are lower (-14.2%).

52

Department heads

Head of HR
The Head of HR oversees all personnel-related matters in the company,
including hiring, talent development, compensation plans, employee
retention and company policies. The Head of HR is often leading a team
of HR Managers, and Talent Business Partners. Additionally, the Head
of HR is responsible for implementing functional HR management
systems to keep track of employee satisfaction and personal
development.



Senior
Average

6.000

vs 2021

n/a

vs Berlin 2022

Range

3.23%

5.000 - 10.000

Base salaries range from €5.000 to €10.000, with an average of
€6.000. Base salaries for Head of HR, compared to Berlin, are 

lower (-3.2%).
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Department heads

Head of Finance

The Head of Finance is responsible for the entire organisation’s

Senior

Average

7.000

finances to ensure the company is compliant and that its financial
position is clear to decision-makers. This includes overseeing and

vs 2021

n/a

approving budgets, forecasting financial performance, and risk
management. The Head of Finance often leads an internal team of

vs Berlin 2022

16.67%

Finance Managers, and Accountants, although this is more relevant for
later-stage scaleups. Finally, the Head of Finance is responsible for

Range

4.000 - 9.000

signalling funding needs and cost reduction possibilities.



Base salaries range from €4.000 to €9.000, with an average of 

€7.000. Base salaries for Head of Finance, compared to Berlin, are
lower (-16.7%).
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Other HR topics
Next to gathering quantitative data on salary ranges
among Amsterdam-based scaleups, we’ve
conducted in-depth interviews with a wide range of
HR professionals to discover their biggest
challenges and pain points in the end-to-end talent
journey
and how they approach these topics.
Topics covered

Bonus Structures
Employee Stock Options Plans
Secondary Compensations & Benefits
Workplace
Gender Diversity
International Employees

55

Bonus Structures
We’ve asked HR leaders within the companies that participated
which segments of their workforce are incentivised with a bonus
component as part of their total compensation.
A big chunk of the companies that were interviewed have bonus plans
for sales and teams within the Revenue domain, both based on
individual and team performance (38.5%). On the contrary, one third of
companies don’t have a bonus plan at all (34.6%). A small fraction of
companies offer bonuses to leadership only (7.7%), with 19.2% of
companies offering a company-based performance bonus to all
employees by the end of the year.


Compared to Berlin, there’s some significant difference. While only
38.5% of companies in Amsterdam have bonus structures for sales
roles, 63.2% of Berlin scaleups have bonus structures in place for sales
roles. On the other hand, 19.2% of Amsterdam scaleups offer
company-performance bonuses to everyone, while Berlin scaleups only
offer this in 5.3% of the sample.

% of Scaleups Providing a Bonus
Sales
Leadership only

38.46%
7.69%

Everyone

19.23%

No One

34.62%

Our observation


It’s interesting to observe that Amsterdam based scaleups are more conservative in
bonus schemes for sales than Berlin based scaleups. We observe that in Berlin
bonus constitutes 30-50% of total compensation while for Amsterdam based
scaleups this is typically 20-30%. It’s also noteworthy that none of the scaleups
provide a bonus to talent acquisition roles. Which is surprising as this role is very
similar in nature as to sales.
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Employee Stock Options Plans
We’ve asked HR leaders within the participating companies to
which extent they offer employee stock options in order to
incentivize employee motivation and participation.
In 23.3% of the cases, stock options are only given to key roles, but the
majority of companies (56.7%) give employee stock options to all
employees. A minority of companies give no stock options to
employees (16.7%) and a selected few give stock options to leadership
only (10%). 



% of Scaleups Providing ESOP’s
Leadership only

3.30%

Everyone

56.70%

No One

16.70%

Key roles

23.30%

In comparison to Berlin scaleups, where only 29.2% of companies have
employee stock options in place for everyone, 56.7% of Amsterdam
scaleups give employee stock options to everyone within the company.
There is also a significant difference between the amount of Berlin
scaleups having no employee stock options in place (25.0%) and
Amsterdam scaleups (only 16.7%).

Our observation


It is evident that employee stock options are an important part of total rewards for
scaleups in Amsterdam. This presumably allows early stage companies to be
competitive in the labour market as companies in this maturity stage find it difficult to
compete on salary with the more established tech brands.
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Workplace
We’ve asked HR leaders within the participating companies which
workplace policies they are currently practising, specifically with
regards to remote, hybrid or office working.
As a result of the COVID-19 pandemic, companies have been changing
their policies regularly. We see that these work policies have remained in
place after COVID-19 related measures were gradually lifted, creating a
long-lasting change in the work environment. 

 

We have categorised the different ways of working according to 

the following:

Fully remote

Everyone works from anywhere, and the
company doesn’t have an office

Remote First

Everyone works from anywhere in the world
permanently, and the company provides coworking
spaces for collaborations

Work From
Anywhere

Companies have a policy in which employees can
work a certain amount of weeks and/or months from
anywhere in the world

HYBRID

Companies have a hybrid policy in which
employees are expected to work from the office a #
of days per week, mostly on ‘team’- or set days.
Next to that, employees are free to work from home

Office First

Everyone is expected to be in the office
as much as possible
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We see that only a fraction of participating scaleups work fully remote
(2.0%). We see the biggest portion of companies having flexible
policies, such as hybrid (54.0%), remote first (11.8%), and work from
anywhere (9.8%).


Comparing the results to Berlin, we see that the biggest difference in
work from anywhere policies, where 42.3% of Berlin scaleups facilitate
it, against 9.8% of Amsterdam scaleups. The next major difference is
between office first policies in Amsterdam (21.6% of participants) and
Berlin (7.7%). Concluding, there are no significant differences between
fully remote and remote first policies.

% of workplace policies
Fully Remote
Remote First
Work From Anywhere

1.96%
11.76%
9.80%

Hybrid

54.00%

Office First

21.57%

Hiring remotely comes with opportunities and
challenges. Want to know how to tackle these? 


Check out the report we’ve created together with Deel, a payroll solution that provides
tech-enabled infrastructure for hiring and paying a global workforce.

Read the report
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Gender Diversity
We’ve asked HR leaders within the participating companies to what
extent they are gender diverse.
The results show that the majority of Amsterdam based scale-ups are
dominated by male. Only in 20.8% of participating scale-ups, there are
more than 50% women in the workforce. With 58.3% of scale-ups
having between 25-49% women in the workforce, 20.8% of scale-ups
have less than 24% women in the workforce. 



% of women in the workforce
0-24%

20.80%

25-49%

56.70%

50-74%

16.70%

75-100%

0.00%

Compared to Berlin, the only significant difference is that Amsterdam
scale-ups only have 20.8% of scale-ups with 50% or more women in
the workforce, whereas in Berlin, the percentage with 50% or more
women in the workforce lays at 35.3%. On the other hand, Amsterdam
scale-ups have less than 25.0% women in the workforce on 20.8% of
the occasions, whereas in Berlin this number is at 23.5% of the
participating scale-ups.
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International employees
Participating scaleups were also asked about international
employees, specifically with regards to the % of non-native (Dutch)
speaking employees at the company. The results below show the %
of companies that are either between 0-24%, 25-49%, 50-74%, or
75-100% non-native speakers in the workforce.
We see that 60.9% of the participating companies have at least 25%
non-native Dutch speakers in the workforce, with only a small portion of
39.1% not having more than 25% non-native Dutch speakers. Next to
that, more than a third of companies (34.8%) have at least 50% nonnative speakers in the workforce. 



% non-Dutch speaking in the workforce
0-24%

39.10%

25-49%

26.10%

50-74%

26.10%

75-100%

8.70%

We see a big difference between Berlin and Amsterdam scaleups when
it comes to international diversity and non-native speakers within the
workforce. In 76.1% of participating scaleups in Berlin, at least 50% of
the workforce was non-native, whereas in only 34.8% of the companies
in Amsterdam this is the case. Next to that, only 9.5% of Berlin
companies have less than 25% non-native speakers, compared to
39.1% in Amsterdam scaleups.
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About
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RocketX is building the leading scaleup ecosystem,
allowing exceptional scaleups to compete and scale
more effectively across Europe. We believe access
to the best talent, smart capital and a strong revenue
engine are the most important ingredients to
supercharge scaleups.

We help ambitious scaleups to attract,
develop and retain the right talent.
We help ambitious scaleups with
fundraising throughout the entire
growth journey.
Develop, retain and acquire the right
customers to achieve the next stage of
growth for ambitious scaleups.

RocketX
is
made
up of four labels

We help you design, implement and
procure the right tech stack.
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Of course, this is just a benchmark report. In the end,
every business is unique and needs a tailored salary
framework. Building a salary policy for your company
as early as possible is essential, as it is fundamental

to talent development and effective scaling.

Interested to learn how to do this effectively? Book
an introductory call with us to discuss your situation!
Book a call

64

