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It is interesting to note that in our research, those leaders who rated their workplace moral as high also had the best staff retention levels 

despite offering average commission structures.

People and performance expert and Director of RealChange, Sadhana Smiles, said there is a misconception that salary is the number one 

reason for staying in a job, particularly in real estate.  Research has shown however that people choose to stay for other reasons.

According to Sadhana, people today want security, support, recognition, opportunities, culture and lifestyle.  Price, product and service 

are no longer the key points of difference because everyone’s offering those.

The table below highlights the results of research conducted to ascertain what employers look for in a candidate as opposed to what 

candidates look for in a company.  As you can see, salary and fi nancial incentives rate lower with candidates than things like challenging 

work, training and development and a reputation for looking after employees.

  

  

   

  

                                                

In another survey, conducted by Manpower, Generation Y employees  (under the age of 25) were asked to rate, in order of importance, 

the elements that were important to them in a job.  The results were as follows:

Culture

Team

Management style

Flexibility

Conditions

Salary

When asked if there should be the same deal for each salesperson, Sadhana’s response was a defi nite “YES”.  She qualifi es this view by 
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saying that people inevitably talk amongst themselves and one of the standards she feels you must have to avoid discontentment is your 

pay structure.

If questioned by an employee on this, Sadhana suggested the following response:

“As a business owner, I am not prepared to change my business standards, however we can offer: (list other benefits of working with you, 

such as lifestyle, fuel cards, area exclusivity, your own database, health fund contributions)”.

Sadhana’s views are shared by Bradley Brown, CEO of the multi award-winning Fletchers in Victoria and a contributor at the conference 

by recording a double audio CD, Power of People, a copy of which was provided to all participants.  On the audio, Bradley shares his 

views on many leadership issues, including pay structures, which he said are the same across the board at Fletchers.  Operating on a 

sliding scale for commissions, every staff member also has the opportunity to participate in a bonus scheme whereby if an annual target 

is met, the staff member is rewarded with travel, an incentive that is regarded very highly in his organisation.

According to Bradley, “remuneration is far beyond just a pay packet”.  He is finding that his people don’t want the higher commissions 

without the support.  “It is the complete package they are after”.

All too often principals are held to ransom by their top salespeople.  It is vital not to have ‘all your eggs in one basket’.  You have to ask 

yourself the question - what would happen if they leave you?

From an outsider’s perspective, one thing that was clear from this topic was that there isn’t one simple answer to the issue of pay struc-

tures.  In my opinion, there clearly needs to be more focus on profit to the business and less on an individual’s pay structure.  It’s also 

about culture, training, career path and where the organisation is heading as a whole.  Keeping it simple and making it transparent also 

seems to make most sense.  Perhaps some work needs to be done in ascertaining the actual desk fee for an agent.  How much does it 

really cost to have a salesperson?  It is only when you have that answer that you can really determine how much that salesperson needs 

to bring into the business for a return on the investment.

To summarise the findings of the great fee debate at The Complete Leader Conference, it was concluded that anywhere between 40 and 

43% would be an appropriate commission for a real estate salesperson, provided adequate support, infrastructure and opportunities are 

made available.


