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Private real estate throws 
money at its young  

and restless 

I
t is a good time to be junior in private 
real estate investment. The sector’s 
senior executives are coming under in-
creasing pressure to match institutional 
liabilities with smart investing strategies, 
while determining how to deploy histori-

cally high volumes of capital in marketplaces 
offering decreasing performance. Junior ac-
quisition executives, however, are required 
simply to execute, and those who execute 
best are finding no shortage of suitors.

The increasing value of private real es-
tate juniors to managers is showing in in-
dustry pay numbers. It is one of the major 
takeaways from this year’s compensation 
survey by London-based real assets recruit-
ment specialist Sousou Partners, in exclu-
sive partnership with PERE. 

Take an associate at a private equity real 
estate firm – a manager at the higher end 
of the risk and return spectrum. According 
to the survey, in the past 12 months, they 
would have taken home $250,000: $135,000 
in base pay and $115,000 in bonuses. The 
median numbers for this pay level repre-
sent increases of 17 percent and 21 percent, 
respectively, on the previous year. From a 
combined compensation perspective, the 
average PE real estate associate is 16 percent 
better off than a year before, the data say. 

Meanwhile, an associate at a real estate 
investment management firm – traditionally 
associated with core investing strategies – is 
expected to earn less. However, at $145,000, 
the average associate has also seen a com-
bined compensation increase – a notable 

28 percent. Although predictably lower in 
absolute terms when compared with the 
salaries and bonuses of the sector’s senior 
earners, the significance of these increases 
for those counting the costs of their human 
capital is high. 

Pressure points
Ghada Sousou, chief executive officer at 
Sousou Partners, says these increased costs 
are among the serious “pressure points” 
managers are facing when hiring at the jun-
ior level, which has become far more com-
petitive for employers than employees. 

“The talent quality is not the same as it 
used to be,” says Sousou. Historically, man-

agers would often hire from investment 
banks, but the options from that source have 
diminished in the years following the glob-
al financial crisis of 2008. “Nowadays, the 
pools are much smaller. The banks have not 
enjoyed the same successes of the past when 
attracting talent themselves from schools.  
I also believe millennial wants have affected 
the incoming classes.” 

That is not helping a manager base re-
quired to invest increasing amounts thanks 
largely to demand from investors struggling 
to offset underwhelming or unreliable re-
turns from fixed income or equities. Chica-
go-based broker JLL recorded an all-time 
high global investment volume of $800 mil-
lion last year, while AXA Investment Manag-
ers, the management firm of French insurer 
AXA, has recorded available capital for the 
asset class this year of as much as $1 trillion.

With all that money needing to be de-
ployed, acquisition professionals are in high 
demand. And with seasoned executives few-
er in number, considerably more expensive 
and often tied into multi-tiered incentive 
programmes such as carried interest, man-
agers are going to greater lengths to bring 
on board the best juniors. “There’s definitely 
more interest in junior resource,” says Sou-
sou. “After all, it is a very productive and rel-
atively inexpensive level.”

But it is also a fickle level, says Van Stults, 
co-founder of London-based manager Ori-
on Capital Managers. “The market is very 
competitive for that level,” he says. “At that 
age, immediate reward is important.” The 

This year’s data sample 
has been bolstered by 
an uptick in the hiring of 
capital raisers and other 
real estate ‘infrastructure’ 
professionals

Knocking on 
1,000

Recruiting at the junior levels is becoming a more expensive game to play for the 
sector’s managers, Jonathan Brasse finds 

carried interest payments that keep senior 
executives loyal to firms are less available 
to their younger colleagues or come further 
along in their careers, and so the onus in 
compensation is on base and bonus pay.  

Stults says firm-wide base pay is rising 
by between 3 and 5 percent per annum – “a 
touch more than inflation” – but in terms of 
bonuses, the biggest increases are occurring 
for junior executives. The overall increase 
in compensation for younger employees, 
he says, reflects people being rewarded in a 
rising market and the mounting challenge 
of hiring mid-level and junior professionals.

David Kim, chief executive officer of 
private funds at Singapore-based manager 
ARA Asset Management, says his firm is 
paying yearly average increases in a similar 
range. However, he shares Stults’ frustra-

tion when recruiting for junior positions. 
“Younger people coming in have so much 
more choice,” he says. Kim is also noticing 
shorter tenures, with junior employees stay-
ing at the firm for an average of 15 months. 
“I’m amazed at the pace people are moving 
from job to job,” he says. “Most won’t toler-
ate climbing the ranks and taking the time 
to learn the intricacies of the trade.”

Don’t jump too soon
“I would agree about the pressure points at 
that level,” responds Sousou. She describes 
the junior tier of executives in private real 
estate as being “over-targeted”, but warns 
that those who jump from role to role could 
soon foster unwanted reputations: “Jumping 
around makes a big difference to our clients, 
especially as they get more senior. We spend 

lots of time understanding candidate moti-
vations and moves. Often, we find the top 
guys, the smart guys, they stay put more.”

Tina Paul, HR director at London-based 
private equity real estate firm Clearbell Cap-
ital, says the working experience at a manag-
er, and particularly at a smaller firm, remains 
as much a pull for staff, including juniors, 
as the compensation. “Work-life balance is 
something we’re really focused on.”

Paul, who undertakes regular market 
benchmarking exercises to determine the 
firm’s pay grades, says Clearbell stays “with-
in the market rates” but focuses more on 
developing people. The approach pays off,  
she says, pointing to average tenures of  
five years across the business, which has 30 
members of staff and where the average age 
is 39: “People are staying because of how 

Private equity real estate – 
acquisitions 308

Private equity real estate –  
asset management  95

Real estate investment 
management – acquisitions 284

Real estate investment 
management – asset 
management 

94

Real estate capital raisers 209

Total  990

Sousou Partners’ CEO Ghada Sousou: “The 
talent pool is not the same as it used to be”
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they’re treated, and how much they can learn 
from the business, not how much money is 
thrown at them.” 

Another notable takeaway from Sousou’s 
compensation data is the comparable remu-
neration between private real estate capital 
raisers and their investing counterparts, 
and particularly those working at real estate 
investment managers. The average capi-
tal-raising managing director took home 
$930,000, while the top managing directors 
took home $2.3 million. The comparable 

figures for the head of a real estate invest-
ment management platform were $1.17 mil-
lion and $2.06 million. 

Greater sophistication
This might contradict the prevailing senti-
ment that raising funds for private real es-
tate in a market awash with capital is more 
straightforward than deploying it wisely. 
However, Sousou counters that although 
institutional demand for property remains 
high, the sophistication capital raisers now 

need to place the money has sharpened, 
particularly considering the increasing de-
mands for tailor-made vehicle structures. 

“The role is much more about capital 
formation these days,” she says. “In some 
cases, it is not about raising blind-pool cap-
ital for discretionary, vanilla funds anymore. 
It is more about working closely with man-
agement teams to understand client appetite 
and differentiated products.” Stults agrees 
the industry’s capital raisers are being com-
pensated on a par with acquisition people: 

2019  
base ($)

Change 
(%)

2019 bonus 
estimate ($)

Change 
(%)

2019 total, excl 
carry ($)

Change 
(%)

Head of Platform/region

High 775,000 3 4,680,000 4 5,200,000 5

Low 525,000 5 1,160,000 5 1,625,000 1

Median 590,000 3 1,820,000 6 2,020,000 0

Managing director – 15+ years

High 535,000 2 1,605,000 5 1,765,000 3

Low 290,000 0 575,000 0 865,000 0

Median 365,000 4 735,000 2 1,080,000 3

Director – 10-14 years

High 385,000 1 1,205,000 6 1,260,000 5

Low 195,000 3 255,000 2 455,000 3

Median 280,000 6 340,000 6 650,000 0

Vice-president – 7-10 years

High 265,000 2 585,000 0 715,000 2

Low 160,000 0 80,000 7 260,000 8

Median 185,000 3 210,000 2 395,000 1

Associate – 4-6 years

High 165,000 3 215,000 10 325,000 5

Low 95,000 0 45,000 13 155,000 15

Median 135,000 17 115,000 21 250,000 16

2019  
base ($)

Change 
(%)

2019 bonus 
estimate ($)

Change 
(%)

2019 total, excl 
carry ($)

Change 
(%)

Head of platform/region

High 570,000 4 1,570,000 3 2,055,000 2

Low 440,000 4 460,000 2 915,000 2

Median 460,000 0 710,000 3 1,170,000 2

Managing director – 15+ years

High 485,000 0 625,000 5 1,080,000 3

Low 210,000 -5 200,000 -2 450,000 -3

Median 330,000 2 340,000 1 640,000 2

Director – 10-14 years

High 260,000 0 250,000 0 510,000 1

Low 150,000 0 115,000 5 275,000 4

Median 190,000 3 155,000 3 355,000 3

Vice-president – 7-10 years

High 240,000 4 230,000 5 430,000 4

Low 120,000 4 55,000 0 185,000 3

Median 155,000 3 120,000 9 275,000 22

Associate – 4-6 years

High 165,000 18 130,000 13 285,000 27

Low 75,000 7 35,000 17 110,000 5

Median 110,000 10 75,000 50 185,000 28

2019  
base ($)

Change 
(%)

2019 bonus 
estimate ($)

Change 
(%)

2019 total, excl 
carry ($)

Change 
(%)

Managing director – 15+ years

High 385,000 3 375,000 3 715,000 3

Low 190,000 3 125,000 0 345,000 3

Median 240,000 2 200,000 3 410,000 1

Director – 10-14 years

High 215,000 2 210,000 2 405,000 3

Low 120,000 4 85,000 0 210,000 2

Median 160,000 3 125,000 4 280,000 2

Vice-president – 7-10 years

High 180,000 3 170,000 3 345,000 3

Low 100,000 5 50,000 0 155,000 3

Median 130,000 4 80,000 7 200,000 3

Associate – 4-6 years

High 110,000 10 75,000 15 195,000 26

Low 60,000 20 35,000 75 95,000 27

Median 75,000 7 35,000 0 110,000 5

2019  
base ($)

Change 
(%)

2019 bonus 
estimate ($)

Change 
(%)

2019 total, excl 
carry ($)

Change 
(%)

Managing director – 15+ years

High 440,000 4 1,205,000 3 1,400,000 1

Low 245,000 2 455,000 -2 715,000 1

Median 295,000 4 600,000 3 870,000 3

Director – 10-14 years

High 315,000 3 770,000 1 990,000 2

Low 150,000 0 205,000 3 365,000 4

Median 220,000 2 255,000 2 515,000 0

Private equity – acquisitions Investment managers – acquisitions

Private equity – asset management Investment managers – asset management

Percentage change

0-5%<0% 6-10% 11-25% 26-50% >50%
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“We haven’t been to market for the last 24 
months, but those who have are finding it 
a challenge – despite the amount of capital 
out there. I think the capital wants to be de-
ployed, but it still needs persuading on the 
opportunity and, critically, to see the ability 
to deploy to obtain target returns.” Stults 
recalls 2018 as one year in which investors 
saw particularly low deployment rates from 
the capital committed – sometimes as low as 
20 percent – and that experience is not easily 
forgotten.

Jason Oram, partner of London-based 
private equity real estate firm Europa Capi-
tal, says a limited talent pool is playing a part 
in the similar compensation levels between 
capital raisers and investment professionals. 
The Europe-focused manager employs 65 
staff, two being capital-facing executives. 
“That might influence the balance in some 
way,” he says. “Client relationships are in-
credibly important to any business. The bet-
ter those are managed by someone special-
izing in the area, the more real estate teams 
can focus on the real estate.”

However, Sousou says senior executives 
are increasingly looking to “round out” 

their CVs by improving their investor rela-
tionships. That, she says, is a far cry from 
as little as 10 years ago, when capital-rais-
ing roles were often considered “dead-end 
traps.” She attributes this shift to the entre-
preneurial nature of private real estate: “You 
wouldn’t be surprised to see these people 
having itches to do things on their own, so 
this skill set has become increasingly impor-
tant to them.”

Keeping things in-house
Another tailwind for capital raisers has been 
the diminishing private placement agency 
marketplace. 

Since the financial crisis, the reduction 
in the number of classic private equity-style 
fundraisings, coupled with more stringent 
regulation preventing institutions from en-
gaging placement agents, has seen a flight 
to quality in the space and a consequential 
reduction in the number of firms. And with 
the best-performing sponsors launching 
multiple – and repeat – products in-house, 
recruiting internally rather than employ-
ing agents has become an economically  
viable decision. Orion, for instance, has 

not worked with placement agents for its 
last two funds. Stults says that as its fund  
series has gathered momentum, there has 
been less need for outside capital-raising as-
sistance. 

On recruiting internally, he says: “I’d pay 
a fancier price for that versus what I’d need 
to pay placement agents.”

Sousou expects to see a further increase 
in the hiring of in-house capital raisers. She 
places this proliferation among a wider trend 
of more substantial “infrastructure” recruit-
ment in private real estate. 

“Assignments on the infrastructure of an 
institution have certainly increased for us,” 
she says. Her company classified 28 percent 
of the roles that provided the data for this 
survey as ‘PERE/REIM infrastructure’ – 
an increase from 12 percent year-on-year. 
She thinks that percentage only stands to 
increase, particularly given the current de-
gree of consolidation in the sector. “Groups  
are getting bigger,” she says. “And when 
scaling up, firms have an edge [by] providing 
a blueprint supported by strong infrastruc-
ture – everything from product development 
to ESG.” n

2019  
base ($)

Change 
(%)

2019 bonus 
estimate ($)

Change 
(%)

2019 total, excl 
carry ($)

Change 
(%)

Managing director – 15+ years

High 540,000 3 1,800,000 6 2,300,000 2

Low 250,000 2 335,000 3 590,000 4

Median 350,000 -9 580,000 5 930,000 0

Director – 10-14 years

High 330,000 5 775,000 3 1,100,000 5

Low 185,000 6 200,000 -25 445,000 1

Median 230,000 7 445,000 3 680,000 5

Vice-president – 7-10 years

High 195,000 195,000 390,000

Low 130,000 90,000 230,000

Median 175,000 140,000 320,000

Associate – 4-6 years

High 150,000 125,000 260,000

Low 100,000 80,000 180,000

Median 120,000 100,000 220,000

Capital raisers (private equity and investment managers)*

Note: The data presented are based on compensation reviews across the US, Europe and Asia. The regional variations plus or minus 15% within the 
regions. The 2019 bonuses are indicative of gained market insight. The numbers are rounded to the nearest 5,000

* Leading the sourcing of third-party discretionary equity capital from institutional plus large private investors and maintaining responsibility for  
on-going investor relationship management. The base, bonus and total compensation data numbers are based on a comprehensive data pool. 
The number of data points vary per data item and the compensation of candidates fall between the low and high ranges for the base and 
bonus.  Therefore the numbers showing the total compensation  will also vary and not automatically add up. 


