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As the infrastructure sector’s heavyweight asset managers continued to focus on 
product diversifi cation, 2021 saw the gap in compensation between core infra and 

private equity infra funds narrow signifi cantly, Tharshini Ashokan reports

Core compensation closes in

C
ore infrastructure ap-
pears to be having a 
moment. Thanks in 
no small part to the 
resilience the sector 
has shown through 

the pandemic, core infrastructure funds 
are attracting more investment than 
before, with a number of fi rms launch-
ing new core funds in order to make 
the most of the sector’s rise in popular-
ity. Swedish private equity fi rm EQT’s 
Active Core Infrastructure fund, which 
launched in March and seeks to raise 

€5 billion, is a recent case in point. As 
Vauban Infrastructure’s deputy chief 
executive Mounir Corm told us last 
month when asked about the increased 
appetite for core infrastructure, “re-
turns have been strong and yields have 
been maintained. The essentiality of 
these assets is proven and that has 
re-enforced appetite from clients.”

A look at the latest data from re-
cruitment and advisory fi rm Sousou 
Partners on the base salaries and bo-
nuses executives earned in 2021 – 
shared exclusively with Infrastructure 

Investor – suggests the sector’s appetite 
for core infrastructure is also refl ected 
in executives’ earnings. Not only did 
compensation for core infrastructure 
investment professionals rise in 2021, 
it grew at a faster rate than the com-
pensation of those executives’ private 
equity counterparts.

According to Sousou managing 
partner Serene Hamzawi, the compen-
sation growth in core funds can be at-
tributed not just to a rise in popularity 
of core infrastructure, but to a general 
prevalence of product diversifi cation 
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among the infrastructure sector’s heav-
yweight asset managers. 

This, in turn, has necessitated a need 
to “equalise” compensation among 
each firm’s product offering, including 
core funds.

“Across real assets, the big manag-
ers are getting bigger. There’s a con-
centration of capital allocation towards 
those managers and product diversifi-
cation to attract the LPs. Those that 
are normally higher up the risk curve 
are going down to core, those that were 
traditionally more core are diversifying 
up the risk curve, and renewables and 
energy continue to grow [in firms] that 
we have considered more core in the 
past,” Hamzawi explains. 

“Obviously, the technologies are 
different and within those firms you’re 
going to get very different talents 
working on core infrastructure or on a 
wind farm, for example. Having those 
two different products within the same 
organisation, GPs need to maintain 
consistent compensation across the 
board.”

Outsized demand for juniors
Another major trend this past year has 
been the rise in compensation offered 
to investment executives who are either 
starting out or at a very early stage in 
their careers, with most of the compen-
sation growth in 2021 across core infra-
structure and private equity infrastruc-
ture funds occurring at the junior level. 

“For all real assets, real estate and 
infrastructure across the board, the 
demand for juniors is really high,” 
Hamzawi says. “The supply is not as 
high – there is an imbalance in terms of 
numbers and quality – and that’s why 
you see their compensation being driv-
en upwards.

“There isn’t one firm that I can 
think of that [is] not looking for juniors 
at every level. From large managers 
to small boutique firms, you name it, 
every GP is looking for juniors.”

With a roughly 20 percent rise at 
the associate levels – and with some 

2021  
base ($)

2021 bonus 
estimate ($)

2021 total, 
excl carry ($)

Managing director: 15+ years

High  700,000 1,250,000  1,990,000 

Low  265,000  410,000  680,000 

Median  385,000  675,000  1,070,000 

Director: 10-14 years

High  400,000  600,000  995,000 

Low  190,000  165,000  360,000 

Median  295,000  330,000  640,000 

Vice-president: 7-10 years

High  250,000  315,000  565,000 

Low  140,000  125,000  280,000 

Median  185,000  225,000  410,000 

Associate: 4-6 years

High  205,000  220,000  410,000 

Low  110,000  80,000  190,000 

Median  170,000  165,000  335,000 

2021  
base ($)

2021 bonus 
estimate ($)

2021 total, 
excl carry ($)

Managing director: 15+ years

High  625,000  1,250,000  1,850,000 

Low  245,000  330,000  550,000 

Median  385,000  585,000  955,000 

Director: 10-14 years

High  390,000  580,000  950,000 

Low  175,000  140,000  330,000 

Median  250,000  290,000  540,000 

Vice-president: 7-10 years

High  210,000  300,000  495,000 

Low  135,000  110,000  245,000 

Median  170,000  160,000  330,000 

Associate: 4-6 years

High  190,000  180,000  360,000 

Low  95,000  45,000  145,000 

Median  145,000  120,000  265,000 

Compensation for private equity infrastructure 

and energy funds

Compensation for core infrastructure funds

The data presented is based on compensation reviews across US and Europe. The regional 
variations are plus or minus 15% within the regions. The 2021 bonuses are indicative of gained 
market insight. The numbers are rounded to the nearest 5,000 and based on 342 data points. 
The base, bonus and total compensation are measured across the data pool. A low base does not 
necessarily correspond to a low bonus or low total compensation number.

Source: Sousou Partners
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“There isn’t one fi rm 
that I can think of 
that [is] not looking 
for juniors at every 
level. From large 
managers to small 
boutique fi rms, you 
name it, every GP is 
looking for juniors” 

SERENE HAMZAWI
Sousou

fi rms revealing a rise of as much as 25 
percent – the jump in compensation is 
signifi cantly higher than the junior-lev-
el compensation growth we had seen in 
previous years.

Hamzawi says the smaller pool of 
quality junior candidates in the infra-
structure investment space can be at-
tributed to a diff erence in the calibre 
of graduates now moving into invest-
ment banking. In general, potential 
candidates are also less inclined to see 
investment banking as the only route to 
building wealth, with many graduates 
from top-tier universities who would 
traditionally go into investment bank-
ing opting to explore diff erent career 
paths.

“Most GPs want to recruit from 
top-tier investment banks. However, 
investment bank teams are smaller than 
they used to be,” Hamzawi adds. “Also, 
investment banking is not attracting as 
many applicants or necessarily to the 
same calibre as before.

“Ten to 15 years ago, if you had 
amazing schooling and you wanted to 
build wealth and get into the right in-
dustries, the [popular] route was to go 
into investment banking. When you 
think about the world now, kids today 
are not necessarily attracted to invest-
ment banking. There are other routes 
that are perceived as more fun, faster 
and more entrepreneurial than going 
through investment banking. That is 
defi nitely aff ecting the supply [of po-
tential candidates] at the junior level.” 

She points out that many candidates 
are failing the fi nancial modelling tests 
that are traditionally given to prospec-
tive junior employees. This is not nec-
essarily due to a lack of numerical skills, 
she adds.

“Individuals are failing those mod-
elling tests largely due to how they in-
teract and how employers see them in 
a situation where they’re going to have 
to negotiate. Employers think about 
them and their growth within the or-
ganisation and, because of our high-
ly digitalised world and kids growing 
up in digitalised environments, these 

[intangible] skills at the junior level are 
perhaps a little bit lacking these days,” 
she says.

“[As a result], juniors that are really 
strong are in high demand and that’s 
why you’re seeing their compensation 
being raised, either to attract them or 
to retain them. Firms are also trying to 
hire them at an earlier stage, identify-
ing the strong graduates that are going 
to be graduating that year or the year 
after, and making them an off er [be-
fore they graduate]. There’s defi nitely 
a supply-demand crisis at that level.”

Salary infl ation 
One trend to watch in coming years 
could be upward pressure on senior 
investment executive compensation 
resulting from the dramatic rise in 
associate-level compensation current-
ly occurring across the sector. With 
growth in compensation at the junior 
level more than double the growth in 
compensation at senior levels in some 
fi rms, the outsized jump in compensa-
tion for junior level staff  could lead to 
bigger jumps in compensation at more 
senior levels as today’s in-demand jun-
iors move up the career ladder.

“The junior levels are defi nitely ac-
celerating in terms of compensation, 
more than other levels. If, on average, 
the other levels’ compensation is going 
up by fi ve to 10 percent, the juniors’ are 
going up by 20 to 25 percent,” Hamza-
wi notes.

“We haven’t seen it played out yet 
but, if you think about it, it’s not that 
long a ladder to climb from an associate 
in these industries to managing direc-
tor – it’s not a 25-year ladder – and in 
terms of compensation, that gap [be-
tween levels] is narrowing. 

“[Associates] have gotten these rais-
es year on year because of the short-
age of solid juniors, and what is their 
expectation going to be for next year 
and the year after? Are they expecting 
that same raise? Will they be given that 
same raise – and how is that going to 
play out? It will be interesting to see in-
dividuals’ expectations [over time].” n


