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The approach to compensation has evolved far beyond simple salary benchmarking. Our research across
major markets reveals that organizations consistently winning the talent competition are implementing
sophisticated, multi-dimensional compensation frameworks that strategically align with both business
objectives and employee priorities. This guide provides a comprehensive roadmap for developing
compensation strategies that enhance your ability to attract exceptional talent, drive performance, and
strengthen retention in an increasingly competitive market.

Our analysis draws from over 1,000 survey responses and our direct experience negotiating packages with
more than 100 real estate companies across Canada. The insights reveal that while financial compensation
remains the primary driver of career decisions, the most effective talent strategies address a much broader
spectrum of value, creating truly compelling propositions that resonate with professionals at different career
stages and across diverse market segments.

IN THIS GUIDE:

@ The evolving landscape: New compensation realities in Canadian real estate
@ Strategic framework: Building multi-dimensional compensation packages
@ Market intelligence: Compensation benchmarks across functions and markets

@ Implementation roadmap: Transforming your compensation approach

@ Future outlook: Emerging trends shaping compensation strategy

The compensation landscape in Canadian real estate is being reshaped by several converging forces that
require a more sophisticated strategic response from employers seeking to secure top talent.

Our 2025 compensation survey reveals a significant tension between organizational constraints and employee
expectations. While 49% of professionals anticipate modest increases of 1-5%, only 44% report feeling
satisfied with their current compensation (including just 7% who feel "very satisfied"). This satisfaction gap
creates vulnerability for employers, with 57% of professionals open to exploring new opportunities in the
coming year.

This readiness to change roles is further amplified by affordability pressures across major markets. As
housing costs and general inflation continue to impact real professionals, compensation becomes an
increasingly critical factor in both attraction and retention strategies. The pressure on employers to enhance
financial packages comes precisely when many organizations face their own margin constraints and
operational challenges.



Traditional approaches to compensation, focused primarily on annual market adjustments applied broadly
across roles, are proving increasingly insufficient in this complex environment. Forward-thinking
organizations are responding by implementing more calibrated approaches that:

Differentiate compensation strategies across different talent segments

Allocate resources based on role criticality and performance impact

Develop more sophisticated incentive structures aligned with business priorities
Create customized packages that address individual priorities and career stages
Integrate financial and non-financial elements into cohesive value propositions

This strategic shift recognizes that in a market where talent has become increasingly selective (with top
performers often considering multiple opportunities simultaneously), generic compensation approaches no
longer create sufficient competitive advantage.

The composition and preferences of the real estate workforce continue to evolve, requiring corresponding
adjustments to compensation strategy. With professionals at different career stages valuing different
aspects of compensation, effective approaches must balance multiple priorities:

e Early career professionals seeking growth opportunities and clear advancement pathways

¢ Mid-career talent requiring both competitive compensation and flexibility for life balance

e Experienced professionals looking for meaningful incentive opportunities aligned with impact

e Executive talent expects sophisticated long-term incentives connected to organizational success

Our research indicates that while 20% of professionals say compensation is their top priority, a significant
23% would trade higher compensation for improved work-life balance if offered the right package. This
underscores the importance of developing nuanced approaches that reflect diverse workforce needs.

How effectively does your current compensation approach reflect these evolving workforce dynamics and
preferences?

Creating truly effective compensation strategies requires a structured approach that aligns organizational
capabilities with market realities and employee expectations. The most successful frameworks incorporate
multiple dimensions that collectively create compelling value propositions tailored to different talent
segments.

Our research with high-performing organizations reveals four essential dimensions that form the foundation
of strategic compensation frameworks:

@ Direct Compensation Structure

The foundation of any compensation package remains the direct financial components that provide
immediate and tangible value to employees:

e Base Salary Positioning: Strategic decisions about where to position base compensation relative to
market benchmarks, with consideration for role criticality, talent scarcity, and organizational capacity. Our
research shows significant variation across functions, with construction roles seeing base increases of 5-
10% in major markets while other positions remain in the 1-5% range.



¢ Short-Term Incentive Design: Performance-based bonus structures calibrated to drive specific
behaviours and outcomes. These may include annual bonuses tied to individual, team, or company

performance, commission structures for revenue-generating roles, or milestone bonuses for project
completion.

¢ Long-Term Incentive Programs: Deferred compensation elements designed to drive sustainable
performance and strengthen retention. In developer and investment environments, these often include
profit-sharing, carried interest, or co-investment opportunities. Our guide shows that up to 50% of total
compensation for senior investment roles may come through these vehicles.

Rather than applying standard market adjustments across all positions, develop tiered compensation
strategies that allocate resources based on role criticality, performance impact, and retention risk. This allows

targeted investment in positions that drive disproportionate value while maintaining overall compensation
discipline.

© Comprehensive Benefits Portfolio

Benefits have evolved from standard offerings to strategic components that address diverse employee needs
and priorities:

e Core Protection Benefits: Essential coverage programs including health insurance, dental plans, disability
protection, and retirement savings vehicles. These baseline offerings establish security and remain table
stakes for talent attraction.

¢ Financial Wellness Programs: Expanded financial support mechanisms including RRSP matching,
education assistance, home purchase programs, professional membership coverage, and financial
planning resources.

 Lifestyle and Wellbeing Support: Holistic programs addressing physical, mental, and emotional well-being
through initiatives such as wellness allowances, mental health resources, fitness programs, and stress
management support.

¢ Recognition and Appreciation Systems: Formal and informal programs that acknowledge contributions,
celebrate achievements, and reinforce desired behaviours and outcomes.

Consider conducting a benefits utilization analysis to identify which offerings create the most value for
different employee segments. This allows reallocation of resources from underutilized benefits to high-
impact programs that better address current workforce priorities.

©® Career Development Investment

Development opportunities have emerged as increasingly critical components of the total value proposition,
particularly for high-potential talent:

¢ Structured Advancement Pathways: Clearly defined career progression frameworks that outline potential

growth trajectories within the organization, including both vertical advancement and lateral movement
opportunities.

¢ Professional Development Resources: Dedicated investment in skill-building through formal education,
industry certifications, conference participation, and mentorship programs. Our survey indicates that 44%

of professionals aspire to reach senior leadership roles, making development resources particularly
valuable.



o Experiential Learning Opportunities: Cross-functional exposure, stretch assignments, and project
leadership roles that build capabilities through practical application and expanded responsibility.

¢ Performance Feedback Systems: Robust mechanisms for providing guidance, recognition, and
development coaching to accelerate professional growth and performance improvement.

Create differentiated development pathways for high-potential talent that connect performance with
accelerated growth opportunities. This creates compelling non-monetary value while building internal
capability and succession strength.

O Work Experience Enhancement

 Flexibility Framework: Thoughtfully designed approaches to work location, scheduling, and autonomy
that balance organizational needs with employee preferences. According to our survey, 43% of real estate
professionals currently work in hybrid arrangements, and only 12% report dissatisfaction with their work
arrangements.

¢ Physical Environment Quality: Investment in workspace design, amenities, and tools that enhance
productivity, collaboration, and general well-being during work hours.

¢ Cultural Elements: Intangible aspects of the work experience, including purpose alignment, relationship
quality, leadership approach, and overall organizational climate.

¢ Recognition and Voice: Systems that ensure contributions are acknowledged and employees have
meaningful input into decisions that affect their work experience.

Rather than implementing universal policies, consider creating flexibility frameworks that allow customization
within established parameters. This approach recognizes diverse preferences while maintaining necessary
operational consistency.

Different functions within real estate require tailored compensation approaches that reflect their specific
dynamics, market conditions, and value creation models. Our research reveals distinct patterns across key
functional areas:

Investment and Development Roles

Compensation for investment and acquisition professionals reflects the direct connection to capital
deployment and value creation. Our guide shows base salaries reaching $250-350K+ for VPs in the GTA, with
bonus potential of 30-50% of base. Key considerations include:

o Carried Interest Structures: Participation in investment upside through promotion structures, particularly
at senior levels

¢ Co-Investment Opportunities: Programs allowing investment in company projects, creating wealth-
building potential

» Milestone-Based Incentives: Bonuses tied to specific achievements in the development cycle

o Capital Preservation Recognition: Incentives that reward risk management and disciplined investment
decision-making




Leasing and Sales Functions

Revenue-generating roles require compensation structures that directly reward market success while
providing appropriate baseline security. Market data shows VP-level professionals earning $ 240- 300 K+ in
base salary in the GTA, with bonus potential of 30-50%. Effective approaches include:

e Balanced Commission Structures: Frameworks that provide upside potential while maintaining baseline
stability

¢ Relationship Maintenance Incentives: Programs recognizing tenant/client retention and relationship
depth

e Team Performance Components: Mechanisms that encourage collaboration while rewarding individual
excellence

¢ Activity Metrics Combined with Results: Systems that value both process execution and outcome
achievement

Asset and Property Management

These operational roles increasingly require sophisticated compensation approaches that reflect their impact
on asset performance and value preservation. With Director-level positions commanding $160-200K base
with 20-30% bonus potential, key considerations include:

» Performance-Based Operating Metrics: Incentives tied to specific property performance indicators

¢ Tenant Satisfaction Components: Recognition for maintaining high occupancy and relationship quality

¢ Project Management Premiums: Additional compensation for overseeing capital projects or repositioning
efforts

¢ Certification and Expertise Recognition: Financial acknowledgment of specialized knowledge and
credentials

Corporate Functions (Finance, HR, Marketing)

Support functions require compensation approaches that attract specialized expertise while connecting
rewards to organizational impact. For example, VP Finance roles command $200-300K+ base with 20-35%
bonus potential. Effective strategies include:

o Market Competitiveness Focus: Ensuring alignment with relevant functional benchmarks rather than just
real estate comparisons

¢ Business Impact Metrics: Incentive components tied to measurable contributions to organizational
success

o Hybrid Background Premiums: Enhanced compensation for professionals bringing a cross-industry
perspective

¢ Professional Designation Recognition: Financial acknowledgment of specialized credentials and
certifications

While strategic design remains paramount, current market data provides essential context for developing
competitive packages. Our compensation guide draws from extensive research across the Canadian market,
with particular focus on Toronto, Vancouver, and Calgary/Edmonton regions.

Key trends from our 2025 compensation data include:

o Strategic Roles: Investment, development, and asset management functions continue seeing the
strongest compensation growth, reflecting their direct impact on portfolio performance.

e Regional Variations: The GTA maintains the highest compensation levels across most functions, with
investment and development executives commanding $250-350K+ in base compensation with bonus
potential of 30-50%.



Operational Functions: Commercial property management roles are seeing steady growth, with VP-level
positions reaching $ 220- 280 K+ in base compensation in Vancouver with 20-30% bonus potential.
Construction Roles: Construction and project management positions show particularly strong demand,
with VP-level positions commanding $250-350K+ for high-rise residential developers, along with bonus
potential of 30-40%.

Residential Growth: Purpose-built rental positions showing increased demand, with residential property
management VPs earning $ 190- 260 K+ with 20-30% bonus potential in major markets.

Corporate Services: Finance roles remain particularly strong, with VP Finance positions commanding
$200-300K+ with 20-35% bonus potential.

Beyond these broad patterns, our detailed compensation guide provides granular breakdowns by role, level,
and geography for positions across strategic, operational, and corporate functions.

Developing a more strategic approach to compensation requires a structured implementation process that
engages key stakeholders and addresses both technical and cultural considerations.

Phase @ : Assessment and Vision (4-6 Weeks)

Begin by understanding your current reality and defining your desired future state:

Analyze existing compensation structures, including direct compensation, benefits, and other value
elements

Gather employee feedback about priorities, preferences, and perceived value

Benchmark against relevant market data, with attention to both compensation levels and structural
approaches

Identify roles most critical to organizational success and areas of highest retention risk

Define guiding principles and objectives for your compensation strategy

Phase @: Strategy Development (6-8 Weeks)

With assessment complete, develop your detailed compensation framework:

Design tiered compensation structures aligned with role criticality and market position
Develop customized incentive mechanisms for different functions and levels

Create a benefits portfolio optimized for the highest perceived value

Establish governance mechanisms for ongoing compensation management

Develop financial modelling to ensure sustainability and appropriate resource allocation

Phase @ : Implementation Planning (4-6 Weeks)

Prepare for successful execution through careful planning:

Create a detailed communication strategy for introducing changes
Develop manager training on new compensation approaches
Establish transition protocols for migrating existing employees
Define measurement metrics for evaluating strategy effectiveness
Prepare the implementation timeline and rollout schedule

Phase @ : Execution and Refinement (Ongoing)

Implement your strategy with mechanisms for continuous improvement:

Execute phased rollout according to the implementation plan



Conduct regular feedback collection from employees and managers
Monitor key metrics to assess strategy effectiveness

Make refinements based on market changes and organizational evolution
Conduct annual review of overall compensation philosophy and approach

As the Canadian real estate landscape continues evolving, organizations that develop sophisticated
compensation strategies gain a significant advantage in attracting, retaining, and engaging top talent. The
most successful approaches recognize compensation not as an administrative function but as a strategic
tool for organizational success.

An effective compensation framework delivers multiple benefits:

Enhances the ability to attract exceptional talent in competitive market segments
Strengthens retention of high-performing professionals

Aligns employee behaviours with organizational priorities

Optimizes resource allocation across different roles and functions

Creates a sustainable competitive advantage in the talent marketplace

Consider these reflection questions as you evaluate your current approach:

Does your compensation strategy reflect the specific dynamics of different functions and markets?
Have you evolved beyond standard annual adjustments to more strategic allocation approaches?
Are you leveraging all four dimensions of the compensation framework to create maximum value?
Does your approach address the diverse priorities of different workforce segments?

The answers to these questions will determine whether your compensation strategy serves as a strategic
advantage or a limiting factor in your talent objectives.

Ready to Transform Your Approach to Talent?

If you're looking to develop a compensation strategy that becomes a genuine competitive advantage in
attracting and retaining top real estate talent, we'd love to connect. Book a complimentary 20-minute discovery
call with HighView Partners. We'll discuss your specific compensation challenges and share how we help real
estate companies across Canada develop sophisticated approaches that maximize return on compensation
investment.

Toronto / Eastern Canada: james@highviewpartners.ca
Toronto / Eastern Canada: nicola@highviewpartners.ca
Vancouver/ Western Canada: richard@highviewpartners.ca

Let's explore how a strategically designed compensation framework can transform your talent outcomes.
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