Pearl Meyer

ARTICLE
| MAY 2026

2026 Redl Edtate
Compensation TrendS  “\ichael Esser
A M arka'_ Rd:)alana ng MANAGING DIRECTOR

Monal Patel

PRINCIPAL

Brett A. Herand

MANAGING DIRECTOR

Compensation strategy acrossthereal estateindustry is shifting phases, from more broad-
based expansion to targeted deployment. After several years of rapid post-pandemic pay
growth driven by inflation and talent shortages, or ganizations are now deploying
compensation dollars more selectively: prioritizing leader ship continuity, capital markets
expertise, and rolesthat directly influence enter prise per formance.

Data from the 2025 Real Estate Compensation Survey (RECS) highlight this shift. Base
salary growth is moder ating, bonus pools remain funded but are mor e differentiated, and
long-term incentives (L TI) areregaining impor tance as companies focus on retaining
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senior leader ship and aligning pay with long-term value creation.

KEY TAKEAWAY S FROM THE 2025 RECS

After peakingin 2023, increases ar e retur ning toward longer-term norms.

L eader ship and capital marketsroles show the strongest salary momentum.
Annual incentivesremain funded but mor e differentiated as or ganizations
emphasize performance alignment.

LTI isretaining itsimportance, particularly for senior leader ship roles.
Compensation investment is becoming mor e selective, focusing on roles that protect
enterprise value.

Base Salary: Broad Moderation, Targeted Investment

Base salary increases acceler ated shar ply following the pandemic and peaked in 2023. By
2025, increases have moder ated acr oss most roles as or ganizationsreturn toward longer -
term compensation norms. This shift reflects a move away from broad market adjustments
toward mor e selective pay investment.

Base Salary Increase Trends by Role Level (2021-2025)
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Where Salary Momentum Persists: Hot Jobs

Despite broader moderation in salary growth, salary momentum remains elevated in
several job families. Theserolestend to sit at the center of capital strategy, portfolio
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performance, and operational execution, which is shown in the salary increase patterns
below.

Finance & Capital Markets

Development & Construction

Senior Property Management

Hot Jobs: Derived Base Salary Increases by Job Family
(2024 vs. 2025)

Executive Leadership

Asset Management

2024 (Derived Avg. %)

82025 (Derived Avg. %)

Corporate / Support

N

2.5 3 35 4 4.5 5 5.5
Estimated Average Base Salary Increase (%)

L eader ship and finance roles show the strongest salary momentum, while corporate and
support functions exhibit clear deceleration.

Key Drivers of Salary Momentum by Job Family

The RECS data show a clear hierarchy of salary pressure across job families—from
leader ship and capital marketsroles at the top to moder ate growth among corpor ate and
support functions.

Executive Leadership: Strong salary momentum reflects leader ship retention risk,
succession concer ns, and increasing complexity in capital markets and refinancing
strategy.

Finance & Capital Markets. Debt maturities, liquidity management, and investor
communication demands continue to drive demand for experienced financial

leader ship.

Development & Construction: Firms pay a premium for leader swho can navigate cost
escalation, entitlement risk, and supply-chain volatility.

Asset Management: Asset manager s areincreasingly central to net operating income
protection, oper ational optimization, and portfolio repositioning.

Senior Property Management: Oper ational complexity and regulatory over sight
sustain demand for experienced operators, though salary pressure has moder ated.
Corporate & Support Functions: Salary growth is deceler ating as or ganizations move
past the broad catch-up adjustments of recent years.
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Annual Incentives: Funded but More Selective

Bonus poolsincreased modestly overall, but a larger share of companiesreported flat
payouts as or ganizations emphasized stronger performance differentiation.

Aggregate Bonus Payout Change
(2023 vs. 2024 Actuals)
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Asbase salary growth normalizes, organizations arerelying moreon variable
compensation to differentiate performance. Annual incentive payouts increased modestly
in 2024 relative to 2023, though outcomes varied mor e widely acr oss or ganizations and
roles.

LTI Remains Important

LTI valuesincreased modestly in 2025, with growth concentrated among senior leader ship
roles.

Public Companies 5.9%

Private Companies 8.3%
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Private companiesin particular increased LTI award values through profitsinterest,
carried interest, and multi-year cash-based incentive designs.

Implications for 2026 Planning

The broad compensation adjustment cycle that followed the pandemic haslargely run its
course. Looking ahead in 2026, or ganizations ar e likely to maintain disciplined base salary
growth, while focusing incremental pay investment on leader ship, capital markets
expertise, and execution-critical roles.

In this environment, compensation strategy is shifting from broad increasesto more
precise appr oaches—dir ecting pay investment toward the rolesthat most directly protect
enterprise value and drive long-term perfor mance.

Methodology: Data are derived from the 2025 Pear| Meyer Real Estate Compensation Survey
(RECS). Base salary increase estimates reflect weighted midpoint calculations applied to
survey-reported increase ranges.
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