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INTRODUCTION

2019 AUSTRALIA SALARY GUIDE

The Morgan McKinley 2019 Salary Guide is a 
comprehensive resource that covers the latest 
remuneration and recruitment insights and salary figures 
from the past 12 months across Strategy & Innovation, 
Analytics, Accounting & Finance, IT, Risk & Compliance, 
Government and IT & Business Transformation in 
Australia.

Our guide is beneficial for both employers and job 
seekers as it outlines the expected salary bands for roles 
within specific sectors and provides insights on what the 
expert teams at Morgan McKinley foresee happening in 
their industries over the coming year.

“2018 saw a large focus on automation, data, and digital 
transformation, with a number of our disciplines seeing 
the flow on effects in demand in these areas. Now more 
than ever it is becoming more important for businesses 
to keep up with the digital transformation game, and 
securing the right talent in order to assist with this will 
be key” writes Louise Langridge, APAC joint-managing 
director of Morgan McKinley Australia.

“The Royal Commission without a doubt disrupted the 
Australian market, highlighting how much Australia was 
behind in areas such as data privacy and governance. 
As well as this we can expect technology to continue 
to shake up the market across all our disciplines, with 
consumer behaviours driving the need for the customer 
journey and experience to be at the forefront of many 
business decisions.”

“All of this has caused a further increase in the demand 
for agile candidates with wider transferrable skill sets 
as business units become more interconnected and 
interdependent.”

“Here at Morgan McKinley while we have seen increases 
in jobs across most of our markets (due to technology 
and digital transformation), the power of choice is 
shifting to the candidates with workplace flexibility 
and other benefits being big draw cards in order for 
our clients to attract the best talent. At the same time 
companies are now recognising the need to offer their 
own people internal opportunities to develop should 
they wish to retain their key talent.”

With up-to-date market insight, employment trends and 
relevant commentary from our specialist recruitment 
consultants and discipline directors, we hope that you 
find our Salary Guide valuable throughout 2019. Please 
do not hesitate to contact our expert consultants who 
will be more than happy to assist you with your hiring 
and career needs.
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ANALYTICS 

Throughout 2018 we have seen the analytics market 
continue to grow steadily, encouragingly this is not 
just down to established teams growing, but also due 
to a wider adoption of analytics. Top levels have begun 
to recognise the value of analytics and invested in this 
heavily. This can be easily demonstrated by the 10% 
increase in roles across the analytics team here at 
Morgan McKinley for the year.

2018 was the year of the job seeker. With an increased 
demand for data and analytics in its various forms, top 
talent were able to choose from a plethora of high-
quality opportunities. The year once again saw the 
average salaries of most roles increase across the board, 
giving job seekers the desire to move and be a bit more 
selective in the process. Hiring managers in 2018 would 
have found the market a frustrating and fickle place, 
with candidates likely to have multiple processes ‘on 
the go’, all offering something special in order to attract 
top talent. Above and beyond salary, we found that 
workplace flexibility and a companies’ commitment to 
new technology were the best draw cards.

From an industry trend perspective, the worlds of 
finance and analytics are becoming more closely aligned. 
During an event Morgan McKinley hosted in the last 
quarter (which directly addressed this trend) we found 
that the appetite from the office of the chief financial 
officer seemed to be growing for implementing analytics 
and automated reporting solutions. So watch this space!

There have been three distinct roles that have been the 
most in demand over 2018, all with their own skill set 
requirements:

• Data Governance Specialist: This role really took 
centre stage throughout 2018, this comes as 
scrutiny over  data privacy and quality came to the 
forefront in Europe, initially with the introduction 
of General Data Protection Regulation (GDPR). 
Looking a bit closer to home the Royal Commission 
identified some gaps in Australia’s ability to store 
and manage data. Hiring a specialist in this space 
has become increasingly important. 

 
• Business Intelligence Analyst: This role is an 

excellent utility role. Someone who can pull 
data sets from different source systems, run 
some analysis, and present clear and insightful 
recommendations is an extremely valuable asset for 
a business looking for return on investment. 

 

• Data Scientist: Although this term is somewhat 
ambiguous, the role is nevertheless one of the top 
in demand. Ideally this person will have experience 
working with R or Python, and will come from a 
statistical background. Combine this with a strong 
business acumen and communication skills, this is 
the unicorn you hear so much about. 

Gender equality is something that has been discussed 
at length in analytics. Over the past three years here in 
Sydney, there has been an increased focus on ensuring 
that there is a more fair representation and this has 
resulted in us filling 52% of our roles with female 
candidates.

The workplace culture is also shifting to allow people to 
work with flexibility - this is becoming a key requirement 
for a lot of candidates. Companies that shun this 
practice will start to find it difficult to attract top talent 
in 2019.

In the year to come, we expect to see the analytics 
market grow further. The number of companies building 
out analytics functions will continue to increase and 
the demand for top analytical talent will remain at an 
all-time high. 

We expect the top three roles for 2019 to stay the same. 
If the trends follow, as have previous years with the large 
blue chips leading the way in analytics, then it stands 
to reason that the the evolving analytics teams in SME 
businesses will follow the Data Governance and chief 
data officer path. 

We would advise clients wanting to attract talent 
in 2019 to build a strong culture within your team, 
demonstrate in the interview the desire of the chief 
data officer to drive analytics from the top down, and 
above all else talk about the technology available in the 
business and the willingness to invest.

Our advice to candidates is to be realistic - definitely 
hold out for the right role and business, but do not hold 
out for the perfect data science role. This does not exist 
outside of research. Try to understand the balance and 
find a manager or leader that you believe in.

ANALYTICS ROLES AND REMUNERATION
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ANALYTICS SALARIES

Note: Salaries in  Australian Dollar ($)

All figures shown are in Australian Dollar ($). All amounts are base salary excluding super.

ANALYTICS

ANALYTICS SALARIES (PER ANNUM)

ROLE LOW HIGH AVERAGE
 

Data Architect 150,000 180,000 160,000

Business Intelligence Manager 130,000 180,000 155,000

Data Scientist 110,000 180,000 140,000

Data Engineer 110,000 160,000 130,000

Analytics Manager 130,000 190,000 170,000

Campaigns Analyst 90,000 125,000 105,000

Data Governance Specialist 130,000 170,000 150,000

Head of Data Governance 220,000 270,000 250,000

Insight Analyst/Predictive Modeller 110,000 135,000 125,000

Head of Data Science 170,000 250,000 190,000

Head of Analytics 180,000 250,000 200,000

BI Analyst 90,000 130,000 110,000

BI Developer 90,000 140,000 120,000

 

ANALYTICS 
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ANALYTICS CONTRACT RATES

ROLE LOW HIGH AVERAGE
 

BI Developer 450 700 600

Data Architect 850 1,300 1,000

Data Scientist 600 1,000 750

Big Data Architect 850 1,300 1,000

Data Engineer 600 1,000 750

Data Governance Specialist 600 850 700

Insight Analyst/Predictive Modeller 550 900 700

BI Analyst 450 700 600

 

ANALYTICS SALARIES

ANALYTICS 

Note: Salaries in  Australian Dollar ($)
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ACCOUNTING  &  FINANCE

2018 was the year of automation and visualisation 
for finance. Commercial functions focused on the 
introduction of data visualisation tools such as Tableau 
and Qlikview as the Australian market turned its eye 
to the ever-developing lovechild of analytics and 
finance; financial planning and analysis (FP & A). 
IFRS was on everybody’s mind as well, with 9, 15 and 
16 dominating the technical accounting space and 
affecting every industry, from retail to construction. 
With the changes hitting revenue recognition, leasing, 
and financial instruments, it was rare to see a company 
not have to make small changes, and this drove the 
need for technical consultants from chartered firms, 
either consulting or contracting. Companies sought out 
independent contractors who could provide continued 
support as an alternative to paying for consultants from 
the Big 4 or professional firms.

We saw a clear increase in jobs available, up 28% 
increase from 2017 and this ran consistently across the 
year. Interestingly we saw a conversely lower number 
of job seekers. In the first half of the year, job seekers 
registered with us dropped 31%; however there was an 
astounding rise in numbers in the second half of the year 
- up 104% compared to the second half of 2017. 
There was a distinct struggle for many businesses 
throughout the first half of the year to ensure they 
were finding appropriate skill sets for the more niche 
development areas within their finance teams, as 
evidenced by the statistics.

The healthcare, property and construction industries 
continued to flourish in 2018, alongside a spike 
from energy as an emerging market, with a focus on 
renewable resources resulting in a big influx of job 
opportunities, whilst the retail market key driver this 
year was a focus on the end-user customer experience as 
to improve sales both online and in-store, especially as 
foot traffic drops to make way for online shopping.

We found the following to be the most popular 
roles and trends over 2018:

• $150,000+ roles in commercial business partnering 
and newly created finance business partner roles 
with the capacity to deliver information through an 
operational and strategic lens.

• $80,000 - $130,000 IFRS technical accountants on 
both temporary and permanent basis to consult and 
assist with major changes in 6, 15 & 16.

• Second or third movers from the Big 4, including 
Australian returners circa $120,000+ looking to 
move into junior finance manager or analyst roles.

• Commercial analysts with multisystem and BI tool 
knowledge to aid in the data visualisation journey.

As mentioned previously, new IFRS regulations lead 
to a renewed focus in technical accounting roles, and 
increased the need for strong candidates in both the 
contracting and permanent spaces, with a passion 
for financial control and Governance, whereas last 
year these roles had been quiet due to the drive for 
commercial insights to build businesses.

Within the retail space, Amazon’s announcements of 
food and pantry markets have driven supermarkets to 
shake up their strategies, as technological advancements 
also push delivery capabilities and times down further 
and increase competition. Within aviation and oil/
gas industries, the issues in the later half of the year in 
Saudi Arabia caused hiring freezes, paused new bids and 
contract signings and created general disruption as fuel 
prices went through the roof.

ACCOUNTING AND FINANCE ROLES AND REMUNERATION COMMERCE AND INDUSTRY (C&I)   
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ACCOUNTING  &  FINANCE

There has been plenty of movement in media across the 
year, with acquisitions from JCDecaux and Ooh!Media, 
suggesting that companies are looking at alternate 
ways to increase their market share. Alongside this, 
the $4 billion merger between Fairfax and Channel 9 is 
expected to create new opportunities in the market.

The trend of acquisition has flowed across a majority 
of industries this year, with large acquisitions and sales 
happening across the heavy industries with companies 
in rail, engineering, transport and utilities all making 
major changes to their structures following merger 
and acquisition transactions between Downer, UGL, 
Caterpillar, Spotless, and more.

We are still of the view that the market is very good 
for executive and senior accounting and finance roles. 
After so many years of cost-cutting, most corporates are 
recognising the need to offer their own people internal 
opportunities to develop, as well as seeing the value in 
bringing in outside talent on a regular basis; people who 
can add value and bring in fresh thinking and particular 
skills. 

The salaries have not moved in the last year for 
permanent candidates and, in fact, we have seen 
companies reducing overall salary packages for senior 
roles when replacing them. There has been more 
flexibility in the contracting space where more niche 
project-based or strategy-based skill sets are required. 
Companies are more likely to flex on a daily or hourly 
rate salary that falls into CAPEX than a permanent 
salary that falls into OPEX and requires more sign off.

At the senior level candidates are looking for more 
autonomy and broader mandates, as well as the 
opportunity to implement change. This has resulted in 
senior finance professionals moving from mid-sized and 
large companies into SME’s and start-up organisations 
for more of an entrepreneurial approach. 

Finance will continue to grow and develop in 2019, to 
encompass a multi-disciplinary, multi-faceted approach 
to information sharing that can benefit the business 
by incorporating elements of accounting, analytics, 
computer science, operations, commercial, sales, 
marketing and more. 

The pathways to finance as a career, and as a means 
to delivering numbers to the business, are becoming 
more abundant, and the Australian finance market has, 
throughout this year, finally begun to see the value in 
diversifying it’s teams to really understand and interpret 
financial information. Now the first round of IFRS 16 
reporting has been dealt with, we predict the need for 
technical specialists will quieten down again until the 
updates to IFRS 14 and 17, which are not yet endorsed 
for the next year.

Our advice to job seekers in the coming year is; think 
carefully about whether you have upskilled enough 
in your current role or your own time to pursue your 
next career move. This is particularly important for 
permanent candidates looking to make a long term 
move, who have had a number of years within one 
organisation and may not have consciously upskilled 
recently. With data visualisation and strategic insights 
driving business in the commercial space, and an 
increased need for advanced systems skills, if you feel 
you are not up to scratch, then consider taking online 
courses, or approaching your manager to look at projects 
or upskilling opportunities. 

Contractors are advised to consider the sorts of skills, 
both soft and technical, they feel they wish to build, and 
focus their short term or project-based opportunities 
around bringing those elements into their toolkit. 
With the flexibility on hiring practices for contractors 
increasing, and people using it as an opportunity 
to broaden their horizons, this is the perfect way to 
diversify and ensure you are at the forefront of new 
trends.

Our advice to hiring managers in the coming year; 
consider benchmarking salaries externally with your 
newly created roles. Internal benchmarking has been 
an issue we have come up against repeatedly this year 
whilst trying to secure top talent for companies who 
are basing new positions on roles already existing that 
do not have the capacity to complete the desired task 
at hand. It undermines the potential worth of the new 
employee to your business and often means settling for 
a candidate who is unimpressed with remuneration, or 
who does not have the exact skills you are after.

ACCOUNTING AND FINANCE ROLES AND REMUNERATION COMMERCE AND INDUSTRY (C&I)   
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ACCOUNTING  &  FINANCE

Financial Services has had an incredibly busy year, with 
the Royal Commission driving strong demand across 
most role types as internal staff are seconded onto 
projects and they backfill their roles, or companies hire 
directly in the market for project work. In addition we 
have seen very strong demand in financial reporting with 
IFRS changes driving the need for experienced financial 
reporting accountants at all levels.

In addition to this a lot of companies have been looking 
to improve their finance business partnering teams, 
increasing size, scope and roles within these teams. We 
have seen an increase in the amount of data specialists 
within the management reporting teams to cope with 
the volume and size of the data these teams are having 
to analyse and interpret. We see all of this continuing 
into 2019, making for a busy year ahead.

We found the following to be the most popular 
roles and trends over 2018:

• Financial Reporting: We have seen demand at 
all levels, from accountants through to senior 
management which is being driven by changes to 
IFRS and the Royal Commission.

• Regulatory Reporting: We have recorded steady 
demand within regulatory reporting throughout the 
year.

• Finance Business Partner: As systems and processes 
continue to improve, the business is looking 
for more insight, analysis, and interpretation of 
the numbers as to really add value to business 
outcomes.

• Project Finance: With several acquisitions, de-
mergers and all the Royal Commission changes, we 
have seen demand for accountants with project and 
change management experience.

The large financial services companies in Australia will 
often look to hire at a similar, if not, the same time. This 
hiring by the big finance teams in the industry drives 
change across the whole market. In addition we have 
seen demand from FinTech’s as they either start up 
or continue to grow. The FinTech businesses normally 
focus on financial reporting in the early stages of their 
business, with management reporting and decision 
support coming at a later stage of maturity.

There is no doubt that the Royal Commission has 
affected the accounting market within financial services. 
We have experienced approximately 66% growth in new 
jobs registered year on year in our final quarter, and a 
56% increase in candidates registered with us year on 
year. This points to a buoyant market and substantially 
increased demand overall - we have seen competition 
for good candidates increase with this demand, with 
companies looking to move their recruitment processes 
quickly in order to secure the right talent.

Financial services companies have led the way in 
terms of some of their employee benefits and policies, 
with examples being in flexibility and paternity leave. 
However, we find that this depends on the application 
from the leadership team within their business 
unit. Policies are the start, however application and 
engagement is the key to making them effective.

It is likely to be a slow start in January with a lot of 
people either still on summer/school holidays or using 
the time to catch up after the Christmas break. We really 
see the market kick back into life after Australia Day at 
the end of January. In saying that quarter one has been 
one of our busiest quarters of the year over the past 
three years, and we are expecting the same again this 
year with high demand in the market for experienced 
financial professionals (as mentioned above).

Whilst it is hard to predict a full year we are optimistic 
about the year ahead within accounting financial 
services. We have seen strong demand to close out 2018, 
and see this continuing in 2019 which is great news for 
both job seekers and companies looking to hire.

ACCOUNTING AND FINANCE ROLES AND REMUNERATION FINANCIAL SERVICES   
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All figures shown are in Australian Dollar ($). All amounts are base salary excluding super.

ACCOUNTING & FINANCE - COMMERCE & INDUSTRY

ACCOUNTING & FINANCE SALARIES IN COMMERCE & INDUSTRY (PER ANNUM)

ACCOUNTING

ROLE LOW HIGH AVERAGE
 

Assistant Accountant 60,000 80,000 70,000

Senior Accountant 100,000 120,000 110,000

Group Accountant 90,000 110,000 100,000

Accounts Payable Clerk 50,000 65,000 55,000

Accounts Payable Manager 75,000 110,000 90,000

Accounts Receivable Clerk 50,000 65,000 55,000

Accounts Receivable Manager 75,000 110,000 90,000

Corporate Accountant 90,000 130,000 120,000

Financial Accountant 70,000 100,000 90,000

Senior Financial Accountant 100,000 130,000 110,000

Management Accountant 70,000 110,000 90,000

Senior Management Accountant 100,000 130,000 110,000

Project Accountant 70,000 100,000 90,000

 

ACCOUNTING & FINANCE SALARIES IN COMMERCE & INDUSTRY (PER ANNUM)

ACCOUNTING  &  FINANCE

Note: Salaries in  Australian Dollar ($)
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COMMERCE & INDUSTRY SALARIES

FINANCIAL / BUSINESS ANALYSIS

ROLE LOW HIGH AVERAGE
 

Business Analyst 80,000 110,000 100,000

Senior Business Analyst 110,000 130,000 120,000

Financial Analyst 90,000 110,000 100,000

Senior Financial Analyst 110,000 130,000 120,000

Financial Planning and Analysis
Analyst

90,000 110,000 100,000

Senior Financial Planning and
Analysis Analyst

110,000 130,000 120,000

Financial Planning and Analysis
Manager

140,000 180,000 160,000

Head of Financial Planning and
Analysis

180,000 250,000 200,000

Commercial Analyst 100,000 120,000 110,000

Senior Commercial Analyst 120,000 140,000 130,000

Commercial Manager 150,000 200,000 170,000

Head of Commercial Finance 200,000 300,000 240,000

 

ACCOUNTING  &  FINANCE

Note: Salaries in  Australian Dollar ($)
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COMMERCE & INDUSTRY SALARIES

FINANCIAL MANAGEMENT

ROLE LOW HIGH AVERAGE
 

Finance Manager 120,000 160,000 140,000

Financial Controller 150,000 220,000 180,000

Chief Financial Officer / Finance
Director (SME)

180,000 250,000 200,000

Chief Financial Officer / Finance
Director (Large/MN)

220,000 400,000 300,000

 

CREDIT MANAGEMENT

ROLE LOW HIGH AVERAGE
 

Credit Controller 60,000 80,000 70,000

Credit Manager 90,000 120,000 100,000

 

INTERNAL AUDIT

ROLE LOW HIGH AVERAGE
 

Internal Auditor 65,000 80,000 75,000

Senior Internal Auditor 80,000 110,000 90,000

Internal Audit Manager 110,000 140,000 120,000

 

ACCOUNTING  &  FINANCE

Note: Salaries in  Australian Dollar ($)
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COMMERCE & INDUSTRY SALARIES

PAYROLL

ROLE LOW HIGH AVERAGE
 

Payroll Clerk / Officer 60,000 75,000 65,000

Payroll Manager 80,000 120,000 100,000

 

TAX

ROLE LOW HIGH AVERAGE
 

Tax Accountant 75,000 100,000 90,000

Senior Tax Accountant 90,000 130,000 120,000

Tax Manager 130,000 200,000 150,000

Head of Tax 180,000 250,000 220,000

 

TREASURY

ROLE LOW HIGH AVERAGE
 

Treasury Accountant 75,000 100,000 90,000

Treasury Manager 120,000 150,000 130,000

 

ACCOUNTING  &  FINANCE

Note: Salaries in  Australian Dollar ($)
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COMMERCE & INDUSTRY SALARIES

ACCOUNTING & FINANCE CONTRACT RATES IN COMMERCE & INDUSTRY (PER DAY)

ACCOUNTING

ROLE LOW HIGH AVERAGE
 

Assistant Accountant 250 300 280

Accountant 320 400 360

Senior Accountant 400 480 440

Group Accountant 400 480 450

Accounts Payable Clerk 200 240 240

Accounts Payable Manager 320 400 330

Accounts Receivable Clerk 200 240 240

Accounts Receivable Manager 320 400 330

Corporate Accountant 360 400 360

Financial Accountant 360 380 360

Senior Financial Accountant 360 450 420

Management Accountant 320 400 360

Senior Management Accountant 360 450 440

Project Accountant 330 390 350

 

ACCOUNTING  &  FINANCE

Note: Salaries in  Australian Dollar ($)
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COMMERCE & INDUSTRY SALARIES

FINANCIAL / BUSINESS ANALYSIS

ROLE LOW HIGH AVERAGE
 

Business Analyst 390 440 420

Senior Business Analyst 460 520 500

Financial Analyst 390 440 420

Senior Financial Analyst 460 520 490

Financial Planning and Analysis
Manager

520 600 550

Commercial Analyst 380 440 420

Commercial Manager 520 600 550

 

FINANCIAL MANAGEMENT

ROLE LOW HIGH AVERAGE
 

Finance Manager 470 560 520

Financial Controller 520 720 600

Chief Financial Officer / Finance
Director (SME)

720 1,100 850

Chief Financial Officer / Finance
Director (Large/MN)

1,200 2,000 1,400

 

ACCOUNTING  &  FINANCE

Note: Salaries in  Australian Dollar ($)



18

COMMERCE & INDUSTRY SALARIES

CREDIT MANAGEMENT

ROLE LOW HIGH AVERAGE
 

Credit Controller 260 320 280

Credit Manager 320 400 360

 

INTERNAL AUDIT

ROLE LOW HIGH AVERAGE
 

Internal Auditor 260 320 280

Senior Internal Auditor 320 440 360

Internal Audit Manager 440 560 480

 

PAYROLL

ROLE LOW HIGH AVERAGE
 

Payroll Clerk/Officer 240 300 260

Payroll Manager 320 480 400

 

ACCOUNTING  &  FINANCE

Note: Salaries in  Australian Dollar ($)
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COMMERCE & INDUSTRY SALARIES 

TAX

ROLE LOW HIGH AVERAGE
 

Tax Accountant 350 400 380

Senior Tax Accountant 360 520 480

Tax Manager 520 800 600

Head of Tax 720 1,000 850

 

TREASURY

ROLE LOW HIGH AVERAGE
 

Treasury Accountant 300 400 350

Treasury Manager 480 520 500

  

ACCOUNTING  &  FINANCE

Note: Salaries in  Australian Dollar ($)
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FINANCIAL SERVICES SALARIES 

ACCOUNTING  &  FINANCE

All figures shown are in Australian Dollar ($). All amounts are base salary excluding super.

ACCOUNTING & FINANCE - FINANCIAL SERVICES

ACCOUNTING & FINANCE SALARIES IN FINANCIAL SERVICES (PER ANNUM)

FINANCIAL REPORTING

ROLE LOW HIGH AVERAGE
 

Financial Accountant 90,000 110,000 100,000

Senior Financial Accountant 110,000 130,000 110,000

Financial Accounting Manager 130,000 150,000 130,000

Senior Financial Accounting Manager 140,000 170,000 150,000

Regulatory Accountant 100,000 110,000 100,000

Senior Regulatory Accountant 120,000 140,000 120,000

Regulatory Accounting Manager 130,000 160,000 130,000

Senior Regulatory Accounting
Manager

140,000 170,000 160,000

Product Control 100,000 120,000 110,000

Product Control Manager 120,000 140,000 130,000

Senior Product Control Manager 140,000 170,000 160,000

Head of Product Control 180,000 200,000 200,000

 

Note: Salaries in  Australian Dollar ($)
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ACCOUNTING  &  FINANCE

FINANCIAL SERVICES SALARIES 

MANAGEMENT REPORTING

ROLE LOW HIGH AVERAGE
 

Financial Planning and Analysis
Analyst

80,000 110,000 95,000

Financial Planning and Analysis
Manager

120,000 140,000 130,000

Financial Planning and Analysis
Senior Manager

140,000 170,000 160,000

Head of Financial Planning and
Analysis

180,000 250,000 220,000

Finance Business Partner / Decision
Support

140,000 180,000 160,000

Senior Finance Business Partner /
Decision Support

150,000 220,000 170,000

Head of Finance Business Partnering /
Decision Support

180,000 280,000 220,000

 

SENIOR FINANCE

ROLE LOW HIGH AVERAGE
 

Financial Controller 180,000 220,000 200,000

Finance Director / General Manager
of Finance

220,000 300,000 250,000

Chief Financial Officer (SME) 260,000 400,000 300,000

Chief Financial Officer (Divisional) 400,000 650,000 500,000

 

Note: Salaries in  Australian Dollar ($)
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ACCOUNTING  &  FINANCE

FINANCIAL SERVICES SALARIES

INTERNAL AUDIT

ROLE LOW HIGH AVERAGE
 

Internal Auditor 90,000 100,000 90,000

Senior Internal Auditor 100,000 130,000 100,000

Internal Audit Manager 120,000 140,000 120,000

Senior Internal Audit Manager 140,000 150,000 140,000

Head of Internal Audit 220,000 250,000 220,000

 

Note: Salaries in  Australian Dollar ($)
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ACCOUNTING  &  FINANCE

FINANCIAL SERVICES SALARIES

ACCOUNTING & FINANCE CONTRACT RATES IN FINANCIAL SERVICES (PER DAY)

MANAGEMENT REPORTING

ROLE LOW HIGH AVERAGE
 

Financial Planning and Analysis
Analyst

400 550 500

Financial Planning and Analysis
Manager

550 650 650

Financial Planning and Analysis
Senior Manager

600 800 750

Head of Financial Planning and
Analysis

800 1,100 1,000

Finance Business Partner / Decision
Support

500 650 650

Senior Finance Business Partner /
Decsion Support

650 1,000 900

Head of Finance Business Partnering /
Decision Support

900 1,300 1,100

 

Note: Salaries in  Australian Dollar ($)
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ACCOUNTING  &  FINANCE

FINANCIAL SERVICES SALARIES

SENIOR FINANCE

ROLE LOW HIGH AVERAGE
 

Financial Controller 800 1,000 1,000

Finance Director / General Manager
of Finance

900 1,500 1,100

Chief Financial Officer (SME) 1,200 2,000 1,800

Chief Financial Officer (Divisional) 2,000 5,000 4,000

 

Note: Salaries in  Australian Dollar ($)
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BUSINESS ANALYSIS

2018 marked a big year in the world of IT & Business 
Transformation as organisations continued to transform. 
We have seen some large pieces of work happening 
across most sectors, however, Financial Services has 
definitely taken the charge for a number of reasons. All 
of this has made being a Business Analyst a lot more 
exciting! 

Financial Services 
  
During the second half of 2018, there were more 
announcements around financial services organisations 
selling or de-merging parts of their business. The 
complexity of separating processes and technologies 
has been no mean feat and has seen organisations build 
teams into the hundreds to ensure this is done within 
the set timeframes. This has resulted in some of the 
largest programs of work that the Sydney market has 
seen for a number of years. 
  
Additionally, the on-going fall out of the Royal 
Commission has seen a continued demand within the 
regulatory space, something that will continue for 
the foreseeable future. We are also anticipating this 
to impact the Commerce & Industry space with work 
coming out of the Aged Care Royal Commission.

Commerce & Industry

This takes us nicely onto the Commerce & Industry 
area. Within C&I, in addition to the Aged Care Royal 
Commission, there is a continued focus on cost out 
initiatives and a further push for many organisations to 
improve/automate processes and explore robotics.

We are seeing an increased demand for fixed-term 
contracts or permanent employees as organisations 
push for more stable and structured teams whilst also 
retaining their IP. The need for contractors will always be 
there due to the nature of transformation, however, is 
not generally their first choice.

Across the market, there has been on-going high 
demand for Business Analysts with experience in:

• Regulatory, risk and compliance
• Wealth management
• Process improvement

For the majority of projects and programs, Business 
Analysts makes up a large amount of the headcount, 
which has naturally meant the demand for high calibre 
business analyst professionals has been greater than 
ever. This has pushed the day rates up and made the 
market extremely competitive, meaning that many 
people are getting multiple job offers at any one time.

Advice to Hiring Managers

As a client looking to hire business analysts , it is 
important to make sure the salaries that are being 
offered are competitive with the market. This is 
especially the case when bringing on contract staff. Also 
be sure to look at the duration of the contract on offer. 
With the market being so buoyant, many contractors are 
now holding out for longer-term contracts.  

Longer term contracts and options around remote or 
flexible working for contractors are additional tools that 
organisations are using to secure and retain talent. We 
are predicting more of the same in 2019 meaning it will 
be another busy year ahead for the team here at Morgan 
McKinley.

Advice to Jobseekers

If you are a business analyst/project professional looking 
for a role in the transformation space, it is important 
to be clear about how you are going to add true value 
to the project/program/company you are joining. It is 
also important to remain flexible as even though there 
is increased demand for high calibre business analysts, 
clients/organisations are wanting professionals who 
have experience working in the same domain or on 
similar projects / programs.

BUSINESS ANALYSIS SALARIES ROLES AND REMUNERATION 



27

All figures shown are in Australian Dollar ($). All amounts are base salary excluding super.

BUSINESS ANALYSIS

BUSINESS ANALYSIS SALARIES (PER ANNUM)

ROLE LOW HIGH AVERAGE

Business Process Analyst 80,000 150,000 130,000

Business Analyst Manager 130,000 170,000 150,000

Lead Business Analyst 130,000 150,000 140,000

Senior Business Analyst 110,000 150,000 130,000

Business Analyst 80,000 120,000 110,000

Project Officers / Coordinators 70,000 130,000 100,000

 

BUSINESS ANALYSIS CONTRACT RATES (PER DAY)

ROLE LOW HIGH AVERAGE
 

Business Process Analyst 700 900 800

Business Analyst Manager 900 1,100 1,000

Lead Business Analyst 800 1,050 950

Senior Business Analyst 700 1,000 850

Business Analyst 600 800 750

Project Officers / Coordinators 500 750 650

 

Note: Salaries in  Australian Dollar ($)

BUSINESS ANALYSIS

BUSINESS ANALYSIS SALARIES ROLES AND REMUNERATION 
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COMPLIANCE 

Compliance professionals remain in high demand 
to design and automate compliance and ethics for 
organisations across the board. Chief compliance 
officers in 2018 were looking for technologies to 
harness compliance and were working in tandem with 
compliance managers relying on their interpersonal skills 
to uplift their compliance culture. 

A companies compliance culture is going to depend 
on their compliance managers’ interpersonal skills, 
therefore soft skills remain paramount.

Corporate compliance is tracking against a couple of 
major trends. Firstly, the companies adoption to the 
compliance ethics, policies and regulations in order to 
guide their companies activities. Secondly, managing 
their internal technologies that will, in turn, provide 
them the control and manage and promote compliance. 
Hiring managers are working hard to make both of these 
strategies work for them.

The most popular roles and skills in compliance have 
been in an advisory capacity. In addition to this, roles 
that harness technologies, for example, compliance 
advisory experience in a digital world, have emerged in 
particular demand for 2018. Experience that is highly 
regarded and not so common in the Australian market is 
compliance experience exposed to third-party vendors, 
supplier management and digital risk. 

Now more than ever organisations are inclined to invest 
more in their compliance team, to in turn promote a 
compliance corporate culture. Due to recent regulatory 
reforms, having an ethical company culture has been 
recognised and praised, saving organisations money and 
their reputations, and in turn allowing them to perform 
better in the market place. Companies have realised that 
the compliance functions are not just a cost function, 
but are also a cost-saving function. They want to be 
educated on how to uplift their compliance culture. 
Therefore this is pushing up the demand for compliance 
professionals.

Compliance is definitely evolving and will advance 
corporate culture. As time passes and more resources 
are applied to compliance teams, more opportunities 
will arise for compliance professionals. 2019 will 
be a winner for compliance professionals who can 
practically apply compliance standards and regulations 
to business functions that promote sustainable growth 
and exemplify to senior management on how this will 
make money for the organisation. Bonuses and financial 
incentives will be tied to compliance improvements 
for organisations, something that has never been done 
before.

New technologies will be the way of the future. 
Compliance professionals who embrace, use and 
apply this to promote a compliance culture will be the 
winners. More work will be done on compliance data to 
manage and maximise benefits; as we have seen in other 
risk areas.

Lastly, a trend we may see is that compliance will need 
to continue to audit their own functions and not rely on 
their internal audit function.

Our advice to clients and hiring managers will be to 
really utilise their internal reporting to exemplify and 
influence the senior leadership team to provide budget 
for compliance professionals that can help them uplift 
their compliance culture, using the view of saving the 
company money and positively increasing company 
reputation.

To job seekers in the market, it is vital to remain current 
with gaining exposures to technology and tools that will 
help to control, manage and uplift compliance. This will 
help you break barriers within the business, for example, 
in vendor management; in order to use technologies to 
bring together various functions and ensure they are 
compliant.

Compliance professionals that have brought together 
technological capabilities as well as met the business’ 
needs will rock in 2019!

COMPLIANCE SALARIES ROLES AND REMUNERATION 
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COMPLIANCE 

All figures shown are in Australian Dollar ($). All amounts are base salary excluding super.

COMPLIANCE

COMPLIANCE SALARIES (PER ANNUM)

COMMERCE AND INDUSTRY

ROLE LOW HIGH AVERAGE
 

Compliance Analyst 70,000 90,000 80,000

Senior Compliance Analyst 80,000 100,000 90,000

Compliance Manager 100,000 135,000 120,000

Senior Compliance Manager 130,000 160,000 145,000

Compliance Advisor 130,000 160,000 145,000

Head of Compliance 170,000 230,000 200,000

 

RETAIL AND WEALTH

ROLE LOW HIGH AVERAGE
 

Compliance Analyst 75,000 95,000 85,000

Senior Compliance Analyst 80,000 100,000 90,000

Compliance Manager 115,000 160,000 140,000

Senior Compliance Manager 130,000 170,000 150,000

Compliance Advisor 130,000 160,000 145,000

Head of Compliance 180,000 240,000 200,000

 

COMPLIANCE SALARIES ROLES AND REMUNERATION 
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COMPLIANCE SALARIES

COMPLIANCE 

REGULATORY CHANGE

ROLE LOW HIGH AVERAGE
 

Compliance Analyst 75,000 90,000 80,000

Senior Compliance Analyst 80,000 95,000 85,000

Compliance Manager 110,000 170,000 140,000

Senior Compliance Manager 140,000 210,000 175,000

Compliance Advisor 130,000 160,000 145,000

Head of Compliance 220,000 260,000 240,000

 

INVESTMENT BANKING

ROLE LOW HIGH AVERAGE
 

Compliance Analyst 90,000 110,000 100,000

Senior Compliance Analyst 90,000 110,000 100,000

Compliance Manager 120,000 170,000 145,000

Senior Compliance Manager 160,000 190,000 175,000

Head of Compliance 250,000 400,000 320,000

 

Note: Salaries in  Australian Dollar ($)



32

COMPLIANCE SALARIES

COMPLIANCE 

FINANCIAL CRIME

ROLE LOW HIGH AVERAGE
 

Compliance Analyst 70,000 90,000 80,000

Senior Compliance Analyst 80,000 95,000 85,000

Compliance Manager 100,000 150,000 125,000

Senior Compliance Manager 150,000 180,000 165,000

Head of Compliance 200,000 250,000 225,000

Head of Anti Money Laundering 200,000 250,000 225,000

 

COMPLIANCE CONTRACT RATES (PER DAY)

ROLE LOW HIGH AVERAGE
 

Compliance Analyst 350 500 400

Senior Compliance Analyst 400 550 450

Compliance Manager 550 700 600

Senior Compliance Manager 650 1,000 800

Head of Compliance n/a 1,200 1,200

 

Note: Salaries in  Australian Dollar ($)
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COMPLIANCE SALARIES

COMPLIANCE 

FINANCIAL CRIME

ROLE LOW HIGH AVERAGE
 

Compliance Analyst 350 500 400

Senior Compliance Analyst 400 550 450

Compliance Manager 600 700 650

Senior Compliance Manager 700 1,000 850

Head of Compliance n/a 1,200 1,200

 

REGULATORY PROJECTS

ROLE LOW HIGH AVERAGE
 

Compliance Analyst 450 550 500

Senior Compliance Analyst 400 550 450

Compliance Manager 600 700 650

Senior Compliance Manager 700 1,000 900

Head of Compliance n/a 1,200 1,200

 

Note: Salaries in  Australian Dollar ($)
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GOVERNMENT

The NSW Government is committed to making NSW 
an even stronger state in which all citizens have access 
to first-class services. They remain the major employer 
for the state with 9.8% of all NSW employed people 
working in the NSW public sector. Now in our second 
full year supporting the state government with their 
contract recruitment needs across the finance, business 
transformation, IT and analytics and specialist roles, 
we have seen 300% growth in requirements over this 
period.

Our candidate pool continues to grow as more people, 
who may not have been interested in the state 
government as an employer in the past, are seeing 
interesting/challenging projects, competitive rates and 
inspiring leaders as a drawcard to pursue opportunities.

Competition for talent is key across the sector, with 
hiring managers who identify talent needing to be in 
a position to move swiftly and decisively as there are 
so many high profile/big budget projects underway 
across the state, all competing for the same skills and 
experience.

Early 2019 will see a State Election for NSW, the 
outcome of which will certainly shape the plan for 
the next four years for many departments, while key 
clients such as Education, Transport and our university 
clients already have their business plans in place, 
budgets approved and two to four year projects in train. 
Whatever the outcome we can be assured that the skills 
in demand will continue to be linked with successful 
project delivery, business analysis, project/program 
management and change, combined with data analytics.

Demand remains consistently strong across the business 
transformation skill sets. Project and program managers, 
business analysts and change professionals are able to 
secure long term contract opportunities, working on 
projects that will have real impact on the people and 
infrastructure of NSW.  

In the second half of 2018 we saw a real uplift in the 
requirement for project and change professionals across 
all departments and universities.  With both large scale 
”whole of business” transformation programs underway 
as well as those smaller pieces of work (usually focussed 
on the better use of technology to drive business 
success), the war for talent remained constant.

Daily rates have remained competitive across the sector 
- NSW Government departments were certainly able to 
compete with their counterparts across commerce and 
industry in order to secure key talent.

Diversity is celebrated across the NSW Government 
with 65% of employees being female, 3.3% identifying 
as Aboriginal and Torres Strait Islander and also 18% of 
employees speak English as a second language.  Here at 
Morgan McKinley these statistics have been mirrored in 
regards to the candidates we have seen shortlisted and 
selected for roles across the sector. 
Technology plays a huge part in much of the work our 
contractors undertake across the NSW Government 
portfolio, whether it is implementing a new ‘best in 
class’ solution, or building the business case to go to the 
market to source this. Benefits such as flexible working 
hours and environments are always a consideration 
where the requirements of the role allow. 

We continue to follow the discussion around the casual 
working in Australia and the findings of the Fair Work 
Commission, ensuring we are best placed to advise 
our contractors on what impact (if any) any changes 
will have to them and their engagement with Morgan 
McKinley.

The one thing we know is that NSW will head to the 
polls on the 23rd March 2019. The impact of this on the 
demand for talent will be dependent on the outcome 
of the election and the platforms and commitments 
on which the election is won.  Major infrastructure and 
education commitments scheduled to be completed 
over the next three to five years, will of course continue 
whatever the outcome, ensuring the demand for these 
key skills continues.

NSW GOVERNMENT SALARIES ROLES AND REMUNERATION 
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All figures shown are in Australian Dollar ($). All amounts are daily contract rates excluding super.

GOVERNMENT

GOVERNMENT CONTRACT RATES (PER DAY)

FINANCE - CATEGORY B

ROLE LOW HIGH AVERAGE
 

Accountant / Management
Accountant / Senior Accountant

350 650 440

Auditor / Audit Manager / Auditor
(Senior) / IT Auditor

300 720 480

Business Analyst / Financial Analyst 440 700 550

Credit Officer / Manager 320 480 390

Finance Officer / Accounts Clerk /
Bookkeeper

280 440 340

Finance Specialist 440 520 500

Financial Controller 550 750 630

Investigator 440 670 520

Payroll Officer / Manager 280 600 450

 

NSW GOVERNMENT SALARIES ROLES AND REMUNERATION 

GOVERNMENT

Note: Salaries in  Australian Dollar ($)



37

NSW GOVERNMENT SALARIES

SPECIALIST - CATEGORY C

ROLE LOW HIGH AVERAGE
 

Communications / Media / Promotion
/ Public Relations

380 1,000 550

Contract / Procurement / Vendor
(Officer or Manager)

440 1,000 480

Graphic Designer 450 750 550

Human Resources / Training and
Development / Trainers

320 780 680

Legal Support / Law Clerks / Paralegal 280 440 340

Library / Archives / Record
Management

290 520 350

Logistics / Supply Chain (Officer or
Manager)

280 500 360

Marketing / Advertising (Officer,
Manager or Specialist)

280 850 450

Policy (Officer or Manager) 360 700 520

Program (Officer, Manager or
Director)

400 1,800 800

Project (Officer, Manager or Analyst) 400 1,200 1,000

Property Valuer / Conveyancer 400 650 540

Security Specialist 600 850 650

 

Note: Salaries in  Australian Dollar ($)

GOVERNMENT



38

ICT NETWORK AND EQUIPMENT - CATEGORY G

ROLE LOW HIGH AVERAGE
 

Computer Network and Systems
Engineer

400 750 500

Data Network Engineer 420 800 550

Hardware Technician 280 420 380

Network Administrator 320 550 400

Network Designer / Architect 550 1,200 800

Network Security Consultant 650 950 820

Network Support 300 480 420

Network Technical Consultant 650 1,100 850

Network / Operations Manager 750 1,200 900

Server Engineer 450 750 580

Support and Test Engineers 500 750 650

Support Technicians 350 550 480

Telco / Voice / Communications
Analyst

450 650 520

 

Note: Salaries in  Australian Dollar ($)

NSW GOVERNMENT SALARIES

GOVERNMENT
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ICT MANAGEMENT, IMPLEMENTATION AND SUPPORT - CATEGORY H

ROLE LOW HIGH AVERAGE
 

Business Continuity Manager 650 900 760

Business to Business Integration
Specialist

650 900 760

Change Management Specialist 800 1,100 1,000

Chief Information Officer 800 1,600 900

Data Centre Facilities Supervisor 450 650 560

Data Centre Support Analyst 360 500 420

Desktop Support 320 480 380

Documentation Specialist 360 500 420

Help Desk Support / Manager 450 780 540

ICT Business Analyst 600 850 720

ICT Operations Manager 620 900 750

ICT Strategy Planner / Consultant 550 1,200 880

ICT Trainer 450 800 680

IT Manager 700 1,000 850

IT Specialist / ICT Consultant 750 1,200 880

Project Coordinator / Project Manager
/ Program Manager

400 1,200 900

Security Consultant / Specialist 600 950 720

Technical Manager 700 950 820

 

Note: Salaries in  Australian Dollar ($)

NSW GOVERNMENT SALARIES

GOVERNMENT
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ICT APPLICATIONS, DATABASES AND SYSTEMS - CATEGORY I

ROLE LOW HIGH AVERAGE
 

.Net Specialist 500 850 700

Analyst Programmer / Applications
Developer

400 750 620

C# Specialist 500 850 700

Data Modeller / Architect 700 1,300 880

Data Warehouse Technologist /
Specialist / Developer

700 1,200 900

Database Administrator / Designer /
Analyst

380 750 500

ERP/CRM Functional / Technical
Consultant

650 1,100 800

Multimedia Designer / Specialist 450 750 620

SAP Professionals 650 1,000 800

Software Engineer 400 900 550

Solaris / Unix Administrator 380 550 420

Solution Architects / Designers 800 1,200 1,000

System Tester 300 450 350

Systems Administrator 450 650 500

Systems Analyst 550 750 620

Systems Architect / Designer 700 1,100 900

Technical Writer 680 900 730

Test Manager / Leader / Analyst 650 1,000 750

Note: Salaries in  Australian Dollar ($)

NSW GOVERNMENT SALARIES

GOVERNMENT
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TSM Specialist 500 650 540

Web Site Content Manager 380 550 420

Web Site Designer / Consultant /
Developer

280 600 300

 

Note: Salaries in  Australian Dollar ($)

NSW GOVERNMENT SALARIES

GOVERNMENT
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INNOVATION

2018 saw a real shift in what ‘innovation’ and having 
an innovative capability meant across different 
organisations. Some businesses were growing their 
functions, whilst others (usually those who were hoping 
to see a quick financial return) actually shrunk their 
innovation budget and teams.  The most successful 
organisations were the ones that harboured a fail fast 
approach to innovation, creating a safe environment 
where no idea was too small or left field, and more 
ideas were tested at a relatively small financial outlay. 
This, in turn, created a true innovation culture where 
coming up with new ideas or re-inventing ideas was seen 
as a business-wide responsibility as opposed to a few 
individuals having to come up with the next big thing. 

The most popular and in-demand skill sets in 2018 were 
individuals who had a strategic approach to innovation 
using methodologies such as ‘human centred design’, 
‘design thinking’, ‘zero based design’ and ‘agile’ to 
facilitate tangible business outcomes.  
This customer centred approach meant that the 
products or services being created or reinvented 
were relevant, customer friendly and specific to each 
organisation. 

The big changes this year were around businesses 
getting a clearer idea of exactly the types of people they 
required to enable success. The blend between having 
someone who has a strong technical capability and 
understands how to apply innovation methodologies, 
combined with someone who can really understand 
different groups of people to influence outcomes 
and implement change management, bringing these 
capabilities together with the wider business strategy is 
the ideal candidate skill set. 

2019 will more than likely be the year of AI and other 
emerging technologies. Businesses who have built a 
strong innovation culture will now start to reap the 
financial benefits of putting the right building blocks in 
place. 

The key thing for candidates is ensuring they have a 
good understanding of these emerging technologies and 
how these technologies may disrupt the sector that they 
are working in without needing to be an SME. 

The most successful clients will be able to clearly 
articulate what their vision is for innovation, what the 
financial vs cultural goals are for the outcomes created, 
and how the candidates fit into this.

INNOVATION SALARIES ROLES AND REMUNERATION 
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All figures shown are in Australian Dollar ($). All amounts are base salary excluding super.

INNOVATION

INNOVATION SALARIES (PER ANNUM)

ROLE LOW HIGH AVERAGE
 

Innovation Manager 130,000 160,000 140,000

Head of Innovation / Director of
Innovation (Group)

220,000 350,000 280,000

Head of Innovation / Director of
Innovation (Business Unit)

180,000 230,000 220,000

Head of Partnerships 200,000 275,000 225,000

Head of New Ventures 180,000 280,000 250,000

Product Innovation Manager 150,000 200,000 170,000

Head of Product Innovation 180,000 220,000 200,000

Product Director 180,000 250,000 220,000

Customer Experience Manager 130,000 160,000 140,000

Customer Experience Director / Head of
Customer Experience

180,000 250,000 200,000

Human Centred Design Manager 130,000 150,000 140,000

Design Thinking Manager 130,000 160,000 140,000

 

Note: Salaries in  Australian Dollar ($)

INNOVATION

INNOVATION SALARIES ROLES AND REMUNERATION 
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IT

For the past few years the demand for software 
engineers, architects and cyber security engineers has 
spiked, and 2018 was no different. There has been a 
shift in power between the employers and candidates. 
Given the growing competition for top talent, skilled 
technology professionals today can be selective of the 
jobs they choose.

In 2018 once again we saw the average salaries of most 
roles increase across the board. Hiring managers have 
found the market both frustrating and unpredictable, 
with candidates likely to have multiple processes ‘on 
the go’, each one offering something special in order to 
attract the top talent. When looking at job adverts, they 
typically include a job description, specific requirements, 
and a brief company statement. As the hiring manager 
these details may help fill the role, but to a candidate, it 
looks like a list of demands.

Where is the ‘why’? Where is the hook? Candidates want 
a job where they can learn and grow, work with smart 
people, and work with good management, among other 
important factors. It is important to consider ‘why’ they 
would chose one particular organisation over the others.

The key factor as we move into 2019 is going to be IT 
sustainability - the process of ensuring information 
technology developments meet the requirements of 
the current market, but also safeguard the development 
potential of future markets.

When a new year unfolds in the technology industry, 
it can bring about a lot of transition. While some 
things will remain unchanged when it comes to new 
technological developments and the skills required to 
meet them, others shall, without doubt, evolve rapidly, 
driving continuous improvement and innovation. 

Roles that have been highest in demand over 
2018 and will continue to dominate in 2019: 

• Mobile development: In 2019, it is estimated that 
there will be over five billion smartphone users in 
the world. This means that companies who want to 
stay relevant do not just need websites; they need 
apps. Having mobile development skills also comes 
with the perk that if you can build apps for others, 
you can build and sell your own apps as well, so it is 
an ideal career path for aspiring entrepreneurs.

• UX/UI: While they are in the same family, UI and UX 
are different . UI (user interface) specialists design 
interfaces for websites and apps to be visually 
appealing, flow well, and make it easy for users to 
navigate. UX (user experience) specialists do a lot 
of research and testing to consider every element 
of how the user will interact with the company and 
website, as well as coordinating with developers and 
UI designers.

• Full stack developers: Companies are moving away 
from siloed back-end and front-end development 
teams which requires hiring developers who can 
work on all levels of the application stack. Full 
stack developers are among the most in-demand 
by employers, yet the biggest skill gap shortage 
presently is around a blend of ReactJs and Python. 
Candidates with both of these skills are extremely 
hard to find, especially those with over three years 
of experience.

• Cyber security: For any company that collects 
customer information or deals with sensitive 
data of their own, keeping their networks secure 
is paramount. Still, email remains the top vessel 
for cyber attacks, where it is utilised to deliver 
malicious payloads and conduct identity theft. 
Personal data is the number one target of these 
attacks. Personal information tops the list of stolen 
assets from some of 2018’s top data breaches, such 
as the attacks against MyHeritage, Under Armour 
and Exactis.

IT ROLES AND REMUNERATION 
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IT

These situations underscore just how critical it is for 
companies to keep their network security up to scratch, 
and make cyber security one of the key technology skills 
in demand in 2019. 

Despite years of campaigning for gender equality in 
the workplace, this still remains an issue within the 
technology sector as it is widely dominated by men. 
Over the past few years here in the Sydney market, there 
has been an increased focus on ensuring that there is 
a more fair representation of female candidates when 
submitting our shortlist. 

The workplace culture is also shifting and it is also 
important to understand what candidates care 
about. For many IT professionals this goes far beyond 
compensation; they want the whole package. A 
flexible office workday, a positive work culture, proper 
benefits, and meaningful and interesting projects are all 
important to today’s technology talent, so it will pay off 
if organisations know what candidates want and how to 
give this to them.

Historically, technology companies have been 
content to react when problems, concerns, and major 
incidents involving their products and services become 
public. That approach no longer works; today, being 
proactive matters. Companies must consider the 
potential consequences of their technologies as they 
are developing them and bringing them to market. 
They must build in the high levels of security and 
transparency that will promote trust among their future 
customers and other stakeholders.

The technology jobs landscape of 2019 will likely 
look largely the same as it did in 2018, with roles in 
software development, cybersecurity, and data science 
dominating across industries. 

We think we will see more chatbots than ever before 
and customers will have to learn to start interacting 
with these for more services. It has been suggested 
that chatbots are the brand engagement tool of the 
future and the high take-up rate of virtual assistants like 
Amazon’s Alexa and Apple’s Siri, which are the current 
market leaders. Self-help tools in the form of chatbots 
are going to be used by brands to improve the customer 
experience and meet expectations through quick 
responses, targeted engagement and 24/7 availability.

Hiring the right person is extremely important in 
technology, so waiting for the right candidate is certainly 
in an organisation’s best interest. Unfortunately for a lot 
of employers, this means waiting too long to make an 
offer because they are afraid of missing out on the right 
person.
 
The biggest ally is speed, especially when it is combined 
with decisiveness. While you do not need to hire the 
first person that you interview, taking weeks or having 
an extensive interview process (such as five interview 
rounds) to make your decision can result in a number of 
qualified candidates slipping through your grasp. Find 
your balance, and give yourself a strict schedule to stick 
to once you have found it.

The technology industry continues to thrive, with digital 
transformations taking place across all sectors. With the 
talent gap widening and demand for qualified candidates 
going strong, the technology job market looks promising 
for those looking to advance their career. Companies 
are looking for technology professionals who can 
communicate and collaborate with other departments 
within the business. This means employers are more 
interested in candidates with strong listening, critical 
thinking and communication skills rather than just their 
technical skill set.

IT ROLES AND REMUNERATION 



48

IT

All figures shown are in Australian Dollar ($). All amounts are base salary excluding super.

IT

IT SALARIES (PER ANNUM)

DEVELOPMENT & TESTING

ROLE LOW HIGH AVERAGE
 

.Net Developer 80,000 150,000 120,000

Android Developer 80,000 140,000 120,000

Automation Tester 90,000 140,000 110,000

Backend Developer 80,000 150,000 120,000

C# Developer 80,000 150,000 120,000

C++ Developer 80,000 150,000 120,000

Front End Developer 80,000 150,000 120,000

Full Stack Developer 80,000 160,000 130,000

iOS Developer 80,000 140,000 120,000

Java Developer 80,000 150,000 120,000

JavaScript Developer 80,000 150,000 120,000

PHP Developer 80,000 150,000 120,000

Product Designer 90,000 160,000 130,000

Python Developer 80,000 150,000 120,000

ReactJs Developer 80,000 150,000 120,000

Ruby on Rails Developer 80,000 150,000 120,000

Software Development Manager 140,000 200,000 160,000

Software Development Team Lead 120,000 160,000 140,000

IT SALARIES ROLES AND REMUNERATION 

Note: Salaries in  Australian Dollar ($)
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IT

Technical Team Lead 120,000 160,000 140,000

Test Analyst 80,000 120,000 100,000

Test Engineer 100,000 140,000 120,000

Test Manager 130,000 160,000 130,000

UI Designer 90,000 160,000 130,000

UX Designer 90,000 160,000 130,000

Web Developer 90,000 160,000 130,000

 

SENIOR MANAGEMENT ROLES

ROLE LOW HIGH AVERAGE
 

Chief Information Officer 200,000 300,000 220,000

Chief Technological Officer 170,000 300,000 200,000

Cyber Secruity Engineer 130,000 170,000 150,000

Network Security Engineer 100,000 150,000 130,000

 

IT  SALARIES

Note: Salaries in  Australian Dollar ($)
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IT

ARCHITECTURE

ROLE LOW HIGH AVERAGE
 

Cloud Architect 140,000 200,000 160,000

DevOps Engineer 90,000 160,000 130,000

Enterprise Architect 150,000 250,000 200,000

Infrastructure Architect 140,000 200,000 160,000

IT Director 150,000 250,000 180,000

Network Architect 120,000 160,000 140,000

Solutions Architect 140,000 200,000 160,000

 

IT CONTRACT RATES (PER DAY)

DEVELOPMENT & TESTING

ROLE LOW HIGH AVERAGE
 

.Net Developer 600 800 700

Android Developer 600 1,100 800

Automation Tester 600 1,000 800

Backend Developer 600 900 750

C# Developer 600 800 700

C++ Developer 600 800 700

Front End Developer 600 750 700

Full Stack Developer 600 1,000 800

iOS Developer 300 900 600

IT  SALARIES

Note: Salaries in  Australian Dollar ($)
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IT

Java Developer 600 1,000 800

JavaScript Developer 600 750 700

PHP Developer 400 800 600

Product Designer 700 1,000 850

Python Developer 650 850 700

ReactJs Developer 600 750 700

Ruby on Rails Developer 600 750 700

Software Development Manager 800 1,000 900

Software Development Team Lead 800 1,000 900

Technical Team Lead 900 1,200 1,000

Test Analyst 450 650 550

Test Engineer 500 750 650

Test Manager 650 1,000 800

UI Designer 650 800 750

UX Designer 650 800 750

Web Developer 600 800 700

 

IT  SALARIES

Note: Salaries in  Australian Dollar ($)
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IT

SENIOR MANAGEMENT ROLES

ROLE LOW HIGH AVERAGE

Chief Information Officer 1,250 2,000 1,500

Chief Technological Officer 1,000 1,500 1,200

Cyber Secruity Engineer 700 1,000 850

Network Security Engineer 650 900 750

 

ARCHITECTURE

ROLE LOW HIGH AVERAGE

Cloud Architect 700 1,100 900

DevOps Engineer 600 900 750

Enterprise Architect 1,000 1,450 1,250

Infrastructure Architect 800 1,200 1,000

IT Director 1,000 1,500 1,200

Network Architect 750 950 850

Solutions Architect 1,000 1,200 1,100

 

IT  SALARIES

Note: Salaries in  Australian Dollar ($)



53

MORGAN McKINLEY
SALARY GUIDE 2019
PROJECT & 
CHANGE MANAGEMENT  



54

2018 marked a big year in the world of Transformation. 
Organisations are continuing to transform across most 
sectors with Financial Services taking the lead.

During the second half of 2018, some of the largest 
projects we have ever seen started to take place in 
Sydney as a result of organisations selling or de-merging 
parts of their businesses. This led to a significant increase 
in the demand for Project Managers who can get into 
the detail and help scope out requirements as well as 
hands on Change Managers.

Within Financial Services the demand for regulatory 
and wealth management experience is ongoing and this 
is creating a candidate shortage in these areas. The fall 
out from the Royal Commission and other regulatory 
pressures has seen the formation of large Programs of 
work across the majority of our FS clients. 

All this activity is then impacting the Change 
Management space as organisations try to ensure the 
impact of the changes being made are managed and 
communicated in the most effective way.

Across our Commerce & Industry clients, we have a seen 
a strong demand for more technical Project Managers, 
with multiple opportunities across the cyber security 
and applications world.  There has also been a lot of 
activity in the Process Improvement space, particularly 
across Robotics Process Automation. The blend of 
technology vs process initiatives highlights the need for 
“hybrid” candidates. 

This hybrid terminology not only looks at your project 
experience being varied, but also having the ability to be 
across multiple streams and acting across different roles.

Hybrid Project Managers have both, a varied project 
experience and the ability to work across multiple 
streams and across different roles. The high demand for 
such hybrid candidates also seen an increase in salaries.

Commerce & Industry clients have felt the backlash of 
the Royal Commission programs ramping up and have 
been left with a small candidate pool to choose from. 
The need for contractors will always be there due to 
the nature of Transformation, however, as there is a 
continual pipeline of work, organisations are looking to 
on-board project professionals on a longer-term basis.

Particularly in the FS space there are healthy day rates 
being offered in the market meaning some employers 
faced challenges when hiring the right candidate for 
fixed term of permanent roles even though within C&I 
permanent or fixed term hires are preferred.

Across Transformation we are seeing the majority 
of the demand in the Business Analysis and Change 
Management space. As organisations continue to 
transform, they need to ensure they deliver these 
Change in the best way to maximise the return on 
investment.

PROJECT AND CHANGE MANAGEMENT ROLES AND REMUNERATION 

PROJECT & CHANGE MANAGEMENT
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The emphasis on change qualifications has continued to 
dwindle but has been replaced with a growing emphasis 
on experience. This has made the role of the Change 
Manager more important than ever and the highest 
levels of demand that we have seen for a number of 
years.

In such a competitive market for resources, companies 
are being forced to increase the rates on offers to 
candidates in order to attract the right talent to achieve 
specific business objectives. 

The Project and Change Management space has an 
even male to female split across business and project 
delivery roles, with a bias towards more males in the 
more technical roles. The change management space 
continues to buck this trend and operates at around 
an 80:20 ratio of females to males, which has been 
consistent for a number of years.

We are predicting more of the same across the Project 
and Change Management division in 2019 with another 
busy year ahead for our team here, with strong demand 
for contract hires across all levels. 

The fallout from the Royal Commission will keep 
demand for resources high, and will increase the need for 
project resources as companies continue to transition 
into an ever-changing digital era.

As a client looking to hire Project resources , it is 
important to make sure the salaries that are being 
offered are competitive with the market. This is 
especially the case when hiring contract staff.  Also be 
sure to look at the duration of the contract on offer.with 
the market being so buoyant, many contractors are now 
holding out for longer-term contracts.  

If you are a candidate looking for a role in the Project 
and Change Management space, you will need to be 
clear about how you are going to add true value to the 
Project and organisation you are joining.  As mentioned 
earlier, organisations are looking for hybrid candidates 
across all levels, meaning you may be required to wear 
several different hats in a role, so being flexible and able 
to work across multiple areas is what will set you aside 
from others.

PROJECT AND CHANGE MANAGEMENT ROLES AND REMUNERATION 

PROJECT & CHANGE MANAGEMENT
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PROJECT AND CHANGE MANAGEMENT SALARIES ROLES AND REMUNERATION 

Note: Salaries in  Australian Dollar ($)

PROJECT & CHANGE MANAGEMENT

All figures shown are in Australian Dollar ($). All amounts are base salary excluding super.

IT

IT SALARIES (PER ANNUM)

DEVELOPMENT & TESTING

ROLE LOW HIGH AVERAGE
 

.Net Developer 80,000 150,000 120,000

Android Developer 80,000 140,000 120,000

Automation Tester 90,000 140,000 110,000

Backend Developer 80,000 150,000 120,000

C# Developer 80,000 150,000 120,000

C++ Developer 80,000 150,000 120,000

Front End Developer 80,000 150,000 120,000

Full Stack Developer 80,000 160,000 130,000

iOS Developer 80,000 140,000 120,000

Java Developer 80,000 150,000 120,000

JavaScript Developer 80,000 150,000 120,000

PHP Developer 80,000 150,000 120,000

Product Designer 90,000 160,000 130,000

Python Developer 80,000 150,000 120,000

ReactJs Developer 80,000 150,000 120,000

Ruby on Rails Developer 80,000 150,000 120,000

Software Development Manager 140,000 200,000 160,000

Software Development Team Lead 120,000 160,000 140,000

PROJECT & CHANGE MANAGEMENT

PROJECT & CHANGE MANAGEMENT SALARIES (PER ANNUM)

ROLE LOW HIGH AVERAGE
 

Business Process Engineer 130,000 160,000 150,000

Change Analyst 70,000 130,000 110,000

Change Manager 120,000 180,000 150,000

Senior Change Manager 150,000 200,000 180,000

Head of Change 190,000 250,000 200,000

Communication Manager 120,000 180,000 150,000

Training Manager 120,000 180,000 140,000

Learning and Development
Consultant

120,000 200,000 140,000

Program Manager 170,000 210,000 190,000

Program Director 200,000 270,000 250,000

Project Manager (Projects $2m - $5m) 130,000 160,000 150,000

Senior Project Manager (Projects $5m
- $10m)

150,000 180,000 170,000

PMO Analyst 80,000 110,000 100,000

PMO Manager 130,000 170,000 160,000

Agile Coach 160,000 190,000 180,000

Scrum Master 130,000 160,000 145,000

Senior Process Improvement Manager
(Senior / Master Black Belt)

170,000 200,000 180,000

Process Improvement Manager (Black
Belt)

130,000 160,000 150,000
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PROJECT & CHANGE MANAGEMENT CONTRACT RATES (PER DAY)

ROLE LOW HIGH AVERAGE

Change Analyst 450 850 700

Change Manager 750 1,000 850

Senior Change Manager 850 1,200 1,000

Head of Change 1,000 1,600 1,300

Communication Manager 750 1,000 850

Training Manager 750 1,000 850

Learning and Development
Consultant

750 1,100 800

Program Manager 1,100 1,500 1,200

Program Director 1,200 1,800 1,500

Project Manager (Projects $2m - $5m) 800 1,000 900

Senior Project Manager (Projects $5m
- $10m)

900 1,200 1,100

PMO Analyst 550 800 650

PMO Manager 900 1,300 1,100

Agile Coach 1,000 1,400 1,200

Scrum Master 800 1,000 900

Senior Process Improvement Manager
(Senior / Master Black Belt)

900 1,200 1,000

Process Improvement Manager (Black
Belt)

800 1,000 850

PROJECT & CHANGE MANAGEMENT SALARIES

Note: Salaries in  Australian Dollar ($)

PROJECT & CHANGE MANAGEMENT
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In 2018 we saw a major demand for risk managers that 
are well versed in risk systems, data and technologies. 
There is a real need for managers to stay abreast of risk 
trends through information technology and data science 
to ensure they can challenge and advise the business on 
pitfalls, risks and issues.

There has been close to a 20% increase in jobs registered 
in the third and fourth quarters of 2018. 2018 was also 
a good year for job seekers in terms of skill demand and 
salary increase opportunities. Hiring managers felt it was 
a candidate driven market in 2018.

Rolling on from the previous year, one of the skill 
areas more frequently requested from our clients is 
technology risk professionals.

Following the APRA regulatory reform, we have seen 
a need for technical risk specialists to be able to be 
commercial and consider the ‘bigger picture’ in order for 
organisations to regain regulatory and community trust, 
thereby reducing the probability of fines and regulatory 
interventions. 

The skills gaps for senior leaders lie in the ability to 
increase the pace of sustainable innovation whilst 
maintaining effective identification and mitigation 
of potential risks and issues, all which enable faster 
decision making.

The following job skill sets emerged in 2018, and will 
continue to be in demand for 2019:

• Digital risk specialists as a result of ongoing 
investment in phone apps and web portals.

• Third party risk, vendor management and supplier 
risk.

• Risk managers that know how to leverage insights 
from data exploration and modelling to enable 
management to make better and faster decisions 
based on trusted and tangible data.

Most notable salary increases have been offered to 
candidates who have previous experience, both locally 
and from overseas, having dealt with previous regulatory 
reform. Substantial salary increases have also been 
offered to candidates whom have had multiple offers 
presented to them in order to get them to join the 
organisation.

Now more than ever, organisations are really promoting 
flexible and agile working practices, including four-day 
working weeks and flexible working hours. There is also 
an emphasis on reviewing internal salary guidelines 
as to be consistent with the market. There will be a 
bigger focus on non-financial risk and retention, rather 
than accounting-based risk reward. This is following 
the commentary by APRA of the need for there to be 
consideration of “the voices” - all stakeholders, not just 
the shareholders. There will also be a focus on sourcing 
risk managers who can quantify these risks to senior 
management going forward. There will be a bigger 
emphasis on implementing risk frameworks to ensure 
customers’ money is protected through online banking 
platforms and new currency investments. 

RISK MANAGEMENT ROLES AND REMUNERATION 

RISK MANAGEMENT 
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RISK MANAGEMENT 

Note: Monthly salaries in HKD

RISK MANAGEMENT ROLES AND REMUNERATION 

All figures shown are in Australian Dollar ($). All amounts are base salary excluding super.

RISK MANAGEMENT

RISK MANAGEMENT SALARIES (PER ANNUM)

ROLE LOW HIGH AVERAGE

Chief Risk Officer 210,000 350,000 250,000
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OPERATIONAL RISK

ROLE LOW HIGH AVERAGE

Senior Analyst 70,000 95,000 80,000

Manager 100,000 135,000 130,000

Senior Manager 145,000 185,000 155,000

Head of Operational Risk 220,000 250,000 235,000

MARKET RISK

ROLE LOW HIGH AVERAGE

Senior Analyst 110,000 135,000 125,000

Manager 110,000 140,000 130,000

Senior Manager 150,000 185,000 180,000

Head of Market Risk 240,000 260,000 260,000

RISK MANAGEMENT CONTRACT RATES (PER DAY)

ROLE LOW HIGH AVERAGE

Operational Risk 450 1,200 900

Credit Risk 450 1,400 900

Market Risk 700 1,400 1,200

Tech Risk 700 1,400 1,200

RISK MANAGEMENT SALARIES

Note: Salaries in  Australian Dollar ($)

RISK MANAGEMENT 
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STRATEGY

STRATEGY ROLES AND REMUNERATION 

The biggest challenge could also be the biggest 
opportunity going into 2019. We have had major 
changes (due to the Royal Commission and APRA report) 
in the strategy market across financial services, with 
restructuring in the telecommunications sector and 
disruption across the retail sector. Whilst this has caused 
uncertainty with businesses not being clear about 
what their next move will be, whether they can hire or 
what their budgets might be, it has brought about the 
opportunity for businesses to take stock and work out 
what they need going into 2019. 

We envisage quite a bit of merger and acquisition 
activity in the superannuation sector: some out 
of choice and, some to protect against disruption. 
Merger and acquisition will also continue to be strong 
across technology, media and FMCG with businesses 
attempting to re-align or re-focus portfolios to ensure it 
still fits with the long-term strategy of the organisation. 

Emerging technologies continue to challenge and 
change ‘heavy’ industries, and a combination of heavier 
governmental scrutiny, and developing renewable 
technology, drives many oil and gas and energy players 
in new strategic directions.

On-going Visa challenges are now causing businesses to 
struggle with both cost and time to bring someone into 
the organisation who requires sponsorship.

The landscape is still changing, with businesses not 
certain what the future looks like and how best to 
prepare themselves for it from a talent perspective - 
there seems to be a lack of clarity or decisiveness over 
what skills are required and how to bring the talent 
into the business. There are tensions between internal 
strategy functions and external consulting firms, 
meaning many cost-conscious businesses are choosing 
to shift capability internally. This gives many business’ 
strategic functions a quasi-consulting feel; and with 
exceptional calibre individuals crossing the playing field 
to come onto the client side, we expect accelerated 
growth for internal strategy functions in the new year. 

An observation which will continue to influence 
organisations in 2019 is the restrictive talent approach 
favoured by some businesses, which precludes proactive 
recruitment of top talent. It has been fascinating 
to witness the businesses which have taken an 
opportunistic or proactive sourcing strategy, are those 
which have hired the best people and achieved the 
greatest success. In stark contrast, those businesses 
that have waited on a particular role to become vacant 
or a mandate role to be approved tend to find that 
the preferred candidates have long since joined a 
competitor. 
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Note: Monthly salaries in HKD

STRATEGY

Unfortunately, unless a strategy professional is in 
management consulting, the opportunity to work 
internationally is limited. Some organisations across 
Australia are looking to enter new markets and are 
taking advantage of the cross-country opportunities, 
however only a few have managed it. So most Australian 
businesses struggle to offer international opportunity to 
even it’s best talent. 

The flipside of this is the desire for many local 
professionals to opt for international businesses, with 
the hopes of relocation or secondment down the track. 
The major challenge with this approach is that many 
international businesses which operate a strategy 
function in Australia are viewed as more of a satellite 
function to a global headquarters elsewhere. This means 
strategists joining a multinational with an Australian 
office may find they are merely implementing strategies 
and plans devised in a far flung city, rather than wielding 
any actual decision-making power.

At the executive level the mandate has been, more 
often than not, for female talent with over 75% of our 
placements in 2018 being female. At the ‘consultant’ to 
‘senior manager’ level the split has been closer to 50/50. 
Some businesses have been ahead of the curve when it 
comes to diversity but in the most part we envisage the 
demand for female talent to be strong going into 2019. 

There has been a huge swing in the ability and appetite 
to hire international talent in the world of strategy 
and this has almost entirely been down to the Visa 
restrictions. 

Whilst companies in Australia are open to sponsoring, 
the time required to get someone through this process 
averages six to 12 months. This has caused headaches 
to businesses which require more immediately available 
talent, hence the preference for on-shore talent.

Given the sensitive nature of the work strategy 
professionals tend to be involved in, the market always 
lends itself more to permanent hires over contract or 
temporary resources. This can also depend on the type 
of strategy work a business requires help on. If it is more 
operational or on the implementation side the use of 
temporary resources to plug a gap is more frequently 
used as the work/intellectual property is not quite as 
sensitive. 

Salaries increased in 2018 in comparison to 2017 and 
we imagine this to be a similar trend going into 2019. 
The key message is to understand where the market is 
at and focus on the base salary component (excluding 
super or bonuses), as this can vary greatly from business 
to business. In an uncertain market or an organisation 
facing regulatory challenges; even if the ‘potential’ 
bonus is significantly higher than expected, it pays to be 
mindful that 40% of zero, is zero.

The key skill gaps will always warrant higher salaries 
given the nature of supply and demand. Candidates with 
experience across data, analytics and AI coupled with a 
strong strategic toolkit will be able to command a high 
salary going into 2019, and beyond.

STRATEGY ROLES AND REMUNERATION 
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All figures shown are in Australian Dollar ($). All amounts are base salary excluding super.

STRATEGY

STRATEGY SALARIES (PER ANNUM)

ROLE LOW HIGH AVERAGE
 

Strategy Analyst / Senior Strategy Analyst 90,000 120,000 110,000

Associate / Junior Manager / Manager 120,000 150,000 130,000

Senior Manager 150,000 200,000 170,000

Strategy Director / Head of Strategy /
General Manager

225,000 300,000 250,000

Senior Head of Strategy / Chief Strategy
Officer

n/a n/a 350,000 +

 

STRATEGY SALARIES ROLES AND REMUNERATION 

Note: Salaries in  Australian Dollar ($)

STRATEGY



66

Morgan McKinley | Australia
Level 9, 383 Kent Street, Sydney, NSW 2000.

T: 0061 2 8986 3100  |  E: sydney@morganmckinley.com.au

morganmckinley.com.au


