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For the 20™ year, our Rewards & Attitudes Survey
remains the most comprehensive and thorough
survey in the Built Environment & Property sectors.
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www.macdonaldandcompany.com/RICS-Salary-Survey-2019

For defailed analysis, speak to your Macdonald & Company contact.
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For the 20th year, the RICS Macdonald & Company Rewards

& Attitudes Survey remains the industry standard benchmark for
employers and professionals working in the built environment,

real esfate, and property sectors globally. To mark the survey’s

20th anniversary, we have included questions about rewards and
motivations, views on market senfiment and talent management issues
affecting our sector. We introduced new experience level banding as
well as different seniority levels specific o industry and specialisms to
benchmark more effectively in 2020.

With bespoke benchmark reporting available as a service for
employers, the Executive Summary allows all professionals fo view
opinions as well as understand shifts in renumeration and attitudes
reflecting global hiring frends.

Macdonald
& Company

Rewards

This year, we are reporting in median values as opposed fo

average fo make data analysis more robust and meaningful going
forward. With an incredibly robust confidence level in the 3,461

UK respondents, 37% were based in london, 64% received a

salary increase over the last 12 months vs 65% in 2018. 43% of
respondents were under 35 years old and of the 64% of professionals
who reported receiving a salary increase, the average pay rise was
5.2%. 62% were awarded after their annual pay review, with just
13% receiving an increase by finding a new employer or being
counteroffered fo stay with their current employer ([down from 23% last
year). 47% of respondents received more than 25 days annual leave
and 27% of UK respondents being female (up from 22% last year).

Despite efforts af reducing the pay gap, there appear fo be significant
differences between females eaming an average of £44,737 with
£3,587 in bonuses and their male peers eaming £53,061 with
bonuses of £7,825. However, these figures do not fell the whole
story. Alfter further analysis by qualification, years of experience, and
seniority, it appears efforts to address the gender pay gop may be
yielding resuls.

Closing the gender pay gap is an issue thaf cannot be solved
overnight. Headway is being made across most sectors of our
industry and overall, the pay gap has fallen to 20% and is close fo
the national average of 18%. As more women are encouraged into
the real estate and built environment realm, we expect the pay gap

to close further. Each age range has a gender pay gap, ranging from
3.5% to 23% with significant differences above 30 years of age and
huge differences in bonuses ranging from 25% — 250% which may be
hiding significant discrepancies in renumeration across the country.

Attitudes

60% outlined an increase to their bonus as having the most effect in
making them more productive at work.

58% of respondents feel valued in their current role, with 19% feeling
poorly valued by their employers. After salary, the largest influences on
how valued professionals feel are their work/life balance and being
appreciated by line managers and colleagues.

49% of those working in the built environment shared that being forced
to work weekends makes them most dissatisfied, closely followed by
47% having to work during annual leave.

51% indicated that having the freedom to sef their own working hours
would make them more productive at work, compared to 60% citing
C-evel recognition making them more productive.

55% of professionals working in the built environment feel their
company offers good job security.

2019 Outlook

57% believe their company’s revenue will increase in 2019, and
39% believe 2019 will create more new business opportunities. 34%
believe their employer will increase permanent headcount this year,
and 33% believe the company will invest in technology this year.

To enquire about benchmark reporting
services to inform your falent acquisition
and falent management sfrategies, email
RICS19@macdonaldandcompany.com

Peter Moore, MRICS

Chief Executive Officer
Macdonald & Company
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Sean Tompkins, RICS Chief Executive Officer
comments:

"Addressing the needs of the industry of the future, in recent years
RICS have used our leadership role to ensure the awareness of
surveying and the built environment as an aspirational career path
for a diverse audience, and we're encouraged fo see progress in the
gender pay gap, as well as RICS professional qualifications being
held in high regard in the marketplace.

"RICS Professional qualifications, with our members working o
international standards, have once again been seen to command a
higher salary. The 2019 Rewards and Benefits Survey shows that
aftaining skilled workers will likely be harder post Brexit, despite

a generally positive outlook for 2019, and the standards that our
professionals work fo that cross markets will be key.”

"Making the sector an attractive place to work for a wider talent

pool will become ever more important in future markets, and some
sectors have made great progress in reducing the historical pay gaps
between male and female colleagues this year. Increasingly we're
seeing something closer fo parity for those starting out in their careers.
However, we still have a long way o go, and we're disappointed in
the differences across bonus payments. This year, 25% of all newly
RICS qualified professionals and almost a third of new enrolments are
women, and while this is positive and shows the increasing numbers
of women that view the sector as an attractive career, we can all

do more. looking at the areas cited in the survey as increasing

work safisfaction for employees across
the board, these also are the key areas
that promote a diverse workforce — for
example flexible working and positive
work life balance. Employers would
benefit greatly by focussing on these,
as with Brexit likely to impact the talent
pool, opening up our industry fo all is
imperative. The future of our industry
hinges upon ifs young leaders.”
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Of 64% receiving a salary
Received a pay rise increase, average increase
over last 12 months was 5.2% — Down from 6.3%

RICS quadlification base salary increase

vs non-qualified professionals
0 ﬂ 100 %

Respondents work in
commercial property

Respondents ([down from

/8% in 2018)

0,0

Median Male salary

Property Professionals
median salary

1.6 ‘

Ny

of respondents
Median Female salary aged 27-45 years

3,461 UK respondents

*Figures using Median UK Salary & Bonuses



likely / Very likely to move
jobs over next 12 months

@

Think new business opportunities
will increase in 2019

tituoles

Of employers offer
good job security

Think their employer has

great workplace culture C@

Poor office/work space is
source of dissatisfaction

Believe employers will
Invest in technology

Feel they have great office space Will increase permanent headcount

v<

57% believe revenue
will increase in 2019

(Up from 54% last year)

Primary motivating factors when considering new roles:




Think Brexit will be

Believe Brexit will be
positive for themselves

negative for employers
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Believe Brexit will be positive
for their region and their Sector

I

Believe Brexit will
have negative impact

on falent availability
Brexit will have a negative

impact on activity in their sector



UK Respondent Location Overview

Respondent location corresponds relatively closely with
RICS membership geographical distribution.

ENGLAND - LONDON
ENGLAND - MIDLANDS
ENGLAND - NORTH EAST
ENGLAND - NORTH WEST
ENGLAND - SOUTH EAST
ENGLAND - SOUTH WEST
NORTHERN IRELAND
SCOTLAND

WALES

37%

0%

20% 40% 60% 80% 100%

Years of Experience

A shift in experience levels correlates to a slightly lower
median base salary in 2019 vs 2018. Experience
ranges were increased this year for more meaningful
analysis of specific dafa groups.

UNDER 2 YEARS
2-4 YEARS

5-10 YEARS
11-15 YEARS
16-20 YEARS

16%

24%

21-30 YEARS 15%
OVER 30 YEARS 14%
0% 20% 40% 60% 80% 100%
YEARS OF EXPERIENCE 2016 2017 2018 2019
UP TO 4 YEARS 14% 19% 17% 20%
5-10 YEARS 17% 21% 19% 24%
11-15 YEARS 14% 14% 15% 16%
16-20 YEARS 12% 10% 11% 10%
OVER 20 YEARS 44% 36% 38% 29%
Age Range 1829
. 23 -26
Respondent age ranges correlate relatively closely
. . 27 - 30 15%
with RICS member age groups and the profile of 335 179%
- o
respondents is younger and relafively less experienced 36 45 290
than in previous years. 4655 21%
56 - 65 13%
65+
0% 20% 40% 60% 80% 100%
Time with Current Employer 40%
Employers continue to face challenges fo retain and 30%
develop top performing talent fo boost productivity and
company revenue in line with stakeholder expectations 0%
0
and can use this insight to adapt employee
engagement strafegies fo address specific trends
. 10%
outlined here.
0%
wro2  2-3 4-6 710 11-20  OVER20

YEARS YEARS

YEARS YEARS YEARS YEARS

©2019 IP For detailed analysis, speak to your Macdonald & Company contact.



Which Property Asset Class(es) Are You
Most Commonly Involved With?

53% of respondents work in Commercial Property with
27% working in public sector and retail. Respondents
were asked which assef class they were most
commonly involved in and could select more than one
activity.

CO-LIVING

COMMERCIAL
CO-WORKING
HOSPITALITY/LEISURE
MIXED USE

INDUSTRIAL
INFRASTRUCTURE

PUBLIC SECTOR
RESIDENTIAL (PRS)
RESIDENTIAL OPEN MARKET
RETAIL

RURAL

STUDENT ACCOMMODATION
OTHER

53%

50%  60%

Employer Turnover (GBP £)

£ LESS THAN 1 MILLION
£1-5MILLION
£5-10 MILLION

£10 - 25 MILLION

£ 25 - 50 MILLION

£ 50 - 100 MILLION
£100 - 250 MILLION

£ 250 - 500 MILLION

£ OVER 500 MILLION

17%

18%

0%

20%

Base Salary Change Over Last 12 Months

Despite Brexit uncertainty and an economic headwind forecast for 2019, 64% of respondents indicated they received a pay rise, just 1% down

from 65% in 2018.

UpP
NO CHANGE
DOWN 3%

0% 20%

40%

100%

www.macdonaldandcompany.com/salary-surveys
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Salary by Region

Median Base Salary

Regional disparity in compensation £60,000
levels are in line with major =]
infrastructure projects and £50,000 8
development activity, with \a o o o 3 = N
professionals in the Midlands £40,000 & < = < E 8 § o S
commanding higher salaries than j :f j 3 < %) j S
their North West based peers. £30,000 N W w = P ™ S
£20,000
£10,000
0
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% Receiving a Salary Increase

100%
80%
60%
40%
20%

0%

2016

2017

2018

2019

Reason for Salary Increase

6% of professionals received a salary
increase after achieving qualification
(down from 14% last year) and just 11%
by moving to a new role.

ACHIEVING PROFESSIONAL
QUALIFICATION

ANNUAL PAY REVIEW

COUNTER OFFER BY EMPLOYER
AFTER RESIGNATION TENDERED

MOVING JOB/NEW EMPLOYER

ORGANISATIONAL RESTRUCTURE
BY EMPLOYER

PROMOTION

REDUCED WORKING HOURS

REDUNDANCY

RELOCATION

OTHER

1%

5%

61%

| | | | J
20% 40% 60% 80% 100%

0%
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Industry Median Base Salary & Increases

Of those who received a base salary increase, salaries
rose on average 5.2% over all industries over the

last 12 months with significant increases in certain
specialisms, down from 6.3% in 2018.

BANK - INVESTMENT /

LOCAL GOVERNMENT

CONSULTANCY / ADVISOR /

DEVELOPER /REAL ESTATE
INVESTMENT TRUST

FACILITIES MANAGEMENT

ARCHITECTURAL /
DESIGN PRACTICE

£48,000

CORPORATE |ty

CENTRAL / £43,000

CONSTRUCTION [SEseZoe]o)

Yailedq <4°:000

£56,650

EDUCATION [SEs{oH0[0]0)

MANAGING AGENT [ty

FACILITIES MANAGEMENT
SERVICE PROVIDER [Miatsiadey

NON-PROFIT MAKING
ORGANISATION |aasarday

INVESTOR / FUND [BEsy£H{s[0]0)

OCCUPIER / END USER st fs10]0)

RESIDENTIAL AGENCY [BEs<ie[0)0)

% Salary Change S

. Salary Increase
Annual Base Salary

ESIDENTIAL BLOCK

MANAGEMENT S

UTILITIES / POWER [SESVH0100)

5.3%

5.2%

3.8%

6.7%

£10,000

£20,000

£30,000

£40,000

£50,000

£60,000

£70,000

£80,000

Total Remuneration Overview by
Experience

Base salary levels grow with experience as expected,
car allowance almost doubles across experience levels
whereas use of bonus and incentives awarded increase
substantially and are commensurate with experience.
Inferestingly, it appears LTIPs are only made available
fo professionals with at least 11 years’ experience in
the industry. specialisms, down from 6.3% in 2018.

£120,000

£100,000

£80,000

£60,000

£40,000

£20,000

= op
B Value of Bonus
B Car Allowance

B Annual Base Salary

£5,000
£4,800

£45,000

UNDER 2-4 5-10
2 YEARS YEARS YEARS

11-15
YEARS

16 -20
YEARS

21-30
YEARS

OVER 30
YEARS

10 www.macdonaldandcompany.com/salary-surveys

©2019



(3 rRICS

RICS Qualification
Renumeration

Average RICS Qualified Salary
£48,600

Salary increase vs Non-Qualified

professionals £13,600

RICS qualification is clearly
rewarding with more qualified
professionals earning significantly
more by qualification level with tofal
remuneration also 39% higher than
non-qualified professionals in 2019.

moLe

B Value of Bonus

B Car Allowance

B Annual Base Salary

£36,425 | £4,000 | £2,750 | £0
RICS (PART QUAL)

£40,000 | £4,400 | £4,000 | £0
ASSOC RICS

£51,000 | £5,000 | £5,000 | £12,000
MRICS

£66,975 | £6,000 | £9,500 | £32,500
FRICS

£35,000 | £4,500 | £5,000 | £12,500
NOT PROFESSIONALLY
QUALIFIED

£0 £20,000 £40,000 £60,000 £80,000 £100,000 £120,000

RICS Membership — Perceived Benefits

PROFESSIONAL
. o . ACCREDITATION

RICS Professional accreditation remains the core
: o CAREER
beneﬂts O_F RICS membershlp,' vvnh the real world ADVANCEMENT
increase in salary, membership brings career SALARY
advancement, networking opportunities and working to INCREASE
international standards. WORKING TO
INTERNATIONAL STANDARDS
NETWORKING
OPPORTUNITIES

GLOBAL WORK
PASSPORT

0% 20% 40% 60% 80% 100%

RICS Membership Respondent

NON RICS QUALIFIED

Breakdown RICS PART QUALIFIED
MRICS
RICS members accounted for 72% of total UK FRICS
respondents. ASSOCIATE RICS
0% 10% 20% 30% 40% 50% 60%
©2019 IP For detailed analysis, speak to your Macdonald & Company contact. 11
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Respondent Gender Overview

Female respondents increased this year from 22% last
year reflecting continued efforts to encourage women
info our sector with almost 1,/3 of RICS new enrolments
being female.

PREFER NOT TO SAY
1%

Total Responses 3,441

Median Base Salary Overview

The gender pay gap is evident however the record
high percentage of female respondents this year

is encouraging. Analysis by levels, seniority and
experience offers different insights as to where progress
has been the strongest.

PREFER NOT TO SAY

FEMALE |EZANE:ES

MALE

OVERALL [EZ2:Helo[0)

£5,130

£10,000

£0 £10,000 £20,000 £30,000 £40,000 £50,000 £60,000 £70,000 £80,000

B Annual Base Salary
B Value of Bonus

Base Salary Pay Gap - Age Range

£70,000 £50,768
) £58.000 | £48,000
More women enfer the industry at early ages where the c60.000 - 1425% | 295,500
pay gap is relafively small, however this continues o '
diverge as professionals grow older. £50,000
£30,500 220'000
i £61,500
N £32,500 £45,000 | £46,000 |53 gg9,
£40,000 6.56% £49,827 |£55,000
£21,250 10.73% | 19:57%
£22,000
g £35,000
£30,000 7 |3.53% £32'500
14.29%
£20,000
18-22  23-26 27-30 31-35 36-45 46-55 56-65 65+
AGE RANGE
B Female Base Salary
B Male Base Salary
B Pay Gap
Gender Bonus Gap £8,000 [~
. £7,000 [~
Bonuses are consistently lower for female colleagues 23000
with some age ranges experiencing dramatic and £6,000 [~ £5.000
e . S : B £2,000 o £2,000
extremely mgmﬁcom variances in incentive payment £5,000 2500 57000
amounts. 25.00% 250.00%
£4,000 [~ £1,000
£2,600
£3000 [ 160.00%
£3,000
— £5,000
£2,000 66.67%
£1,000
18-22 23-26 27-30 31-35 36-45 46-55 56-65
AGE RANGE
B Female Bonus
B Male Bonus
B Bonus Gap

12 www.macdonaldandcompany.com/salary-surveys
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UK Gender Total Pay Gap by Age

The gender pay gap increases with substantial differences over different ages, particularly when bonuses are taken into consideration. The pay
gap in early career stages is less pronounced. Totals do not take regional disparities, qualifications, sector or LTIP into consideration.

£55,500.00 + £24,000.00 = £79,500.00

65+ | £48,000.00 + £2,000.00 = £50,000.00

£58,000.00 + £7,000.00 = £65,000.00

56-65 | £50,768.00 + £2,000.00 = £52,768.00

£61,500.00 + £7,100.00 = £68,600.00

46-55 [£50,000.00 + £5,000.00 = £55,000.00

£55,000.00 + £7,500.00 = £62,500.00

36-45

£49,827.00 + £5,000.00 = £54,827.00

AGE RANGE

31-35 | £45,000.00 + £3,000.00 = £48,000.00

£40,000.00 + £5,000.00 = £45,000.00

27-30 | £35,000.00 + £3,000.00 = £38,000.00

£32,500.00 + £2,500.00 = £35,000.00

23-26 | £30,500.00 + £2,000.00 = £32 5003.00

£22,000.00 + £2,600.00 = £24,600.00

18-22 | £21,250.00 + £1 OO0,00§: £22,250.00

£0 £10,000 £20,000 £30,000 £40,000 £50,000 £60,000 £70,000 £80,000

B Female Salary
B Male Salary
B Value of Bonus

B Pay Gap

©2019 IP For detailed analysis, speak to your Macdonald & Company contact.
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Annual Leave Allowance

Annual leave allowance reflects seniority and
experience levels with slight variations by secfor. Of
RICS member respondents, 39% receive 23-25 days,
25% receive 26-28 days and 26% receive more than
28 days annual leave.

40%

30%

20%

10%

0%

20-22 23-25 26-28 29-31 32-34 35+

DAYS DAYS DAYS DAYS DAYS DAYS
Use of Annual Leave

| USED ALL MY o

ANNUAL LEAVE 61%

Employers and professionals share responsibility

fo ensure entitled annual leave is taken. 25% of
respondents do not take their full allowance with some
professionals taking time off due o high work load /
high stress. 5% of RICS members fook leave fo look
after dependants and 3% took leave due fo stress/
excessive workloads.

EXCESSIVE WORKLOADS/HIGH STRESS

I DID NOT USE ALL MY
ANNUAL LEAVE

| CAN CARRY UNUSED ANNUAL
LEAVE OVER TO NEXT YEAR

| TOOK ANNUAL LEAVE TO LOOK
AFTER SICK/ILL DEPENDANTS

| TOOK SICK LEAVE DUE TO

0%

10%

20%

30%

40% 50% 60% 70%

80%

What Would Make You More
Productive? FREEDOg‘V:I/-S IigU,\Qz 11% P 11%
60% value C Level recognition, 62%
value Lline Managers recognition. 51% INCREASE TO o ®
believe being able fo set their own SN 7% 1% e
hours and 52% believe being able to
work from home would increase their INCREASE TO 17%
productivity. SALARY °
RARSINUISINEAN . 110% 25% 24%
RV 60, (8% 25% 23%
PG  15% 19% 30% 18% 18%
REONEANT 110 1% 25% 28% 24%
| | | | J
0% 20% 40% 60% 80% 100%
14 www.macdonaldandcompany.com/salary-surveys ©2019



My Employer:

39% of professionals indicate their employer has great
office space with 46% of professionals enjoying their
workplace culture and 55% believing their employer
offers job security.

HAS GREAT
WORKPLACE CULTURE KM 57

HAS GREAT
OFFICE SPACE [RAAN UL

IS DEDICATED

7O DIVERSITY [l L4

IS SOCIALLY

RESPONSIBLE 5% 1S%

OFFERS JOB

SECURITY 6%

I I I I J
0% 20% 40% 60% 80% 100%

M1 - Strongly Disagree M2 W3 W4 M5 - Strongly Agree

How Valued Do You Feel in Your Current
Role?

Working in the built environment is rewarding with
58% of respondents and 61% of RICS members feeling
valued or very valued in their role feeling valued in
their role.

B Very Unvalued
M Unvalued

B Neutral

B Valued

W Very Valued

Factors Influencing How Valued
Professionals Feel in Their Role

After salary, work life balance and being appreciated
by management are the largest influences on how
valued professionals feel in their roles.

SALARY LEVEL 100%

WORK/LIFE BALANCE

APPRECIATED BY LINE
MANAGER

APPRECIATED BY
COLLEAGUES

APPRECIATED BY SENIOR
MANAGEMENT

LEVEL OF BONUS

SMALL THINGS - BEING
POLITE, LISTENED TO, ETC

PERSONAL DEVELOPMENT /
TRAINING

QUALITY OF PHYSICAL
ENVIRONMENT

0% 20% 40% 60% 80% 100%

©2019 IP For detailed analysis, speak to your Macdonald & Company contact. 15



Factors Influencing Dissatisfaction in
Roles

65% cite no line manager recognition as having
significant impact on their levels of dissatisfaction.
Employee and employer expectations need to be
monifored, with having to work outside working hours
or working during annual leave having a huge impact
on employee dissatisfaction.

HAVING TO WORK o, 0
OUT OF HOURS LD L/

HAVING TO WORK 8% 9%

0
WEEKENDS 1235

WORKING DURING peyd 0
ANNUAL LEAVE 6% . [

BONUS LESS 0 0 o
THAN EXPECTED 10% e

NO ANNUAL o
SALARY REVIEW Lk

28%

POOR OFFICE 0 0 o
WORK SPACE 7% . e

NO LINE MANAGER o o
RECOGNITION te e

NO BOARD LEVEL o, o
RECOGNITION 8% N

UNRELIABLE/SLOW

TECHNOLOGY ez Zil

0% 20% 40%

M - least Impact W2 M3

60% 80% 100%

M 5 - Most Impact

Most Influential Factors When

Considering a New Role SALARY 100%
Salary remains the most influential factor when LOCATION
considering a new role, closely followed by location,
career and fraining,/personal development. For RICS CAREER PROGRESSION
members, dfter salary, location and career progression,
. : . TRAINING / PERSONAL
the next most influential factor for new roles was quality DEVELOPMENT
of work above job security.
JOB SECURITY
QUALITY OF WORK
BONUS POTENTIAL
LEADERSHIP TEAM
FLEXIBLE WORKING
MANAGEMENT STYLE
INCREASED
RESPONSIBILITY
TRAVEL OPPORTUNITIES
| | | | |
0% 20% 40% 60% 80% 100%
How Likely Are You to Move Jobs in The
o
Next 12 Months* B Very Unlikely
Just 14% of respondents are very likely to move jobs B Unlikely
over the next 12 months with 37% likely or very likely W Likely
fo move jobs, up from 34% last year. ©8% of RICS B Very Likely
members are unlikely/very unlikely fo move jobs over
the next 12 months and just 11% of RICS members
very likely to move jobs.
16 www.macdonaldandcompany.com/salary-surveys ©2019



Sector Qutlork ¢ Qreit

Compared to 2018 How Wil Your 1%

Company Revenue Change in 2019?

57% of respondents believe their company revenue will
increase over 2019 compared to 2018 despite Brexit,
a reduced GDP forecast and economic headwinds.

B Significant Decrease
@ Decrease

B No Change

B Increase

B Significant Increase

Compared to 2018, How will 2019 Affect The Following Areas of Your Business?

40% of professionals believe 2019 will bring increased new business opportunities and 34% believe their employer will increase permanent
headcount and 15% increasing temporary headcount.

NEW BUSINESS
OPPORTUNITIES

TECHNOLOGY
INVESTMENT

STAFF TRAINING
& DEVELOPMENT

OFFICES/LOCATIONS [}/ 17%

NEW TEMPORARY STAFF  [RKOM 24%

NEW PERMANENT STAFF o2y Lo 28%

0% 20% 40% 60% 80%

M1 - Significant M2 W3 M4 M5 - Significant

Decrease Increase

100%

©2019
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How Brexit Impacts Your...

Just 8% believe Brexit will be positive for themselves but
39% believe Brexit will be negative for their employer.
49% believe Brexit will be negative for their sector and
46% negative for their region.

PERSONAL SITUATION I Eeb78 24%

EMPLOYER

SECTOR

REGION

0% 20% 40% 60% 80% 100%

W1 - Very @2 W3 W4 MW5-Very
Negatively Positively

How Brexit Impacts...

36% believe Brexit will have a negative effect on
skilled talent availability and just 8% think Brexit will
help skilled talent availability. 34% believe Brexit will
have a negative impact on hiring af their employer
and 32% believe sector investment from Europe will
decrease whereas 48% believe European transaction
speed will be slower.

2019 HIRING AT
YOUR FIRM

2019 ACTIVITY IN
YOUR SECTOR

SKILLED TALENT
AVAILABLE

SECTOR INVESTMENT
FROM EUROPE

SECTOR INVESTMENT
FROM OUT OF EUROPE

10% 22%

EUROPEAN
TRANSACTION SPEED

UK REAL ESTATE
CAPITAL INVESTMENT

I I I I ]
0% 20% 40% 60% 80% 100%

Overall Weighted Score = 2.57

18 www.macdonaldandcompany.com/salary-surveys
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Search Jobs, Employer Testimonials, Career
Advice & otay Informed with Sector Intelligence
Visit www.macdonaldandcompany.com

Follow #beconnected

[otes

©2019 IP For detailed analysis, speak to your Macdonald & Company contact.
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London Office Manchester Office Hong Kong Office
2 Harewood Place York House 29th Floor
Hanover Square 20 York Street 3 Lockhart Road
Llondon Manchester Wan Chai, Hong Kong
WIS 1BX M2 3BB
UK UK T: +852 2248 3000

F: +852 2526 9150
T: +44 (0) 207 629 7220 T: +44 (0) 161 605 0500
F: +44 (0) 870 442 1737 Time: UK BST + 7 hours
Dubai Office Singapore Office South Africa Office
Unit SD2-47 63 Market Street #05-02 Corner House
Building BOQ Bank of Singapore Centre Comer 10th Avenue & Wessel Road
Dubai Knowledge Park Singapore 048942 Rivonia 2128
Dubai, UAE South Africa

T: +65 6713 9640

T: 4971 586 622 382 F: +65 6809 6201 T: +27 10005 1520
Time: UK BST + 3 hours Time: UK BST + 7 hours Time: UK BST + 1 hour
Frankfurt Office www.macdonaldandcompany.com

Neue Rothofstrafe 13-19,

60313, Frankfurt am Main, ' PMP&MWM@”/WM
Carmary Wecancct you tothat dffernce,

T: +49 (0) 69 566089721
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About Macdonald & Company

Macdonald & Company is the leading professional recruitment consultancy for real estate and the built environment sectors. Established
in 1994 and headquartered in the UK, we apply local knowledge with true global connection through offices in Asia-Pacific, the Middle
East and Africa.

The preferred recruitment partner of RICS - the Royal Institution of Chartered Surveyors, specialist teams act for every class of organisation
owning, occupying, financing or advising on property, construction and engineering — developers, invesfors, institutions, funds, banks,
consultancies and confractors.

Macdonald & Company is a subsidiary of the london Stock Exchange quoted Prime People Plc.

About RICS

RICS promotes and enforces the highest professional qualifications and standards in the valuation, development and management of
land, real esfate, construction and infrastructure. Our name promises the consistent delivery of standards - bringing confidence to markets
and effecting positive change in the built and natural environments.
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