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01 
Tom Morris,  
Managing Director 

While it may feel like another year, another salary guide, the last 12 months have been anything but ordinary. 
2022 was a year of 2 halves, with the first half of the year seeing unsustainable pressure on increased salaries 
in roles across the property and housebuilding sector. In the first six months, we saw a huge number of buy 
backs with candidates being bought back with salary increases of over 40% and in some cases closer to 60%. 
Interestingly, buy backs were not only being orchestrated by candidates but were a strategy sold to them by 
Line Managers as this was the only viable way to get companies to agree to a pay rise. While this is sadly not 
a new strategy, the frequency of usage was akin to how the market was like pre-financial crash of 2009.  
 
However, things changed drastically in the latter half of 2022. Whereas recruitment across industries was 
seeing candidates picking jobs left, right and center, the end of 2022 painted a different picture. This is the 
same market we are in now, one which is slower with more of an equilibrium between jobs and candidates. The 
balance between jobs and candidates equates to the salaries of early 2022 being harder to justify. Buy backs 
have also become far less frequent, as companies retake the power and are more conservative with their 
forecasting. 
 
2023 has also seen PLCs conform to stricter salary bandings, with only exceptional candidates being offered 
more competitive packages. There has also been another massive push regarding working benefits, with again 
major housebuilders in particular clamouring for candidates to work more days in the office per week than at 
home. While we don’t see this changing anytime soon, what we do know is that we get around 75% more 
interest in roles that offer flexible/home working. At present, candidates are still being offered greater flexibility 
regarding working hours, with core hours seeming to be between 10am-4pm with the option to choose start 
and finish times. Whether this benefit will continue or if companies will again push for more traditional 
start/finish times remains to be seen.  
 
Certain fringe benefits that we saw come into fruition last year, due to the demand for talent, are also starting 
to disappear. In fact, it seems at present it is the SMEs who are sticking with the changes they have made over 
the last two years compared to larger companies. From a candidate perspective, we’re hearing repeatedly how 
people want to join companies that are growing and that look after their employees by offering a variety of 
benefits, such as healthcare, wellbeing days, extra annual leave and so on. As we have seen in the tech industry, 
candidates are becoming very aware of how fellow employees are treated and companies who rely solely on 
being known for their brand to place talent will likely find it harder to recruit in the months to follow.  
 
At the beginning of this year and certainly for the next few months, we have seen more roles advertising for 
senior professionals. After the economic shocks of last year, the tactic of hiring senior professionals who don’t 
need training and can hit the ground running makes sense. We expect this to balance out and there to be a 
natural increase in junior to middle-management roles by the end of the first half of this year.  
 
Overall, there is still a lot of change happening within our industry. For now, we hope you find our salary guide 
useful; we have spent time researching and compiling data to ensure we are providing you with the most up-
to-date information across our specialist sectors. Should you have any questions from either a client or 
candidate perspective, please don’t hesitate to get in touch with us at hello@tdm-recruitment.com  for an 
informal chat.  
 
Enjoy,  
Tom  
 

mailto:hello@tdm-recruitment.com
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commercial 
 

commercial 
There’s a new normal in the world of housebuilding and in particular the commercial and construction 
sector. Over the next 6 months, we expect to see the market re-adjust to the new economic landscape 
as we deal with mortgage rates returning to pre-2010 levels and the ending of popular government help-
to-buy schemes. There’s no denying that we’re in a tougher market, but fortunately, there are many silver 
linings at play.  
 
After a strong start to 2022 for hiring, the recruitment market stopped in its tracks following the fallout 
of Truss economics and the revolving door at number 10. In retaliation to these shocks to our economy, 
this year has started with a more cautious response from housebuilders, particularly PLCS. The adoption 
of a more prudent approach may have unexpected implications for larger housebuilders as we are seeing 
the rise of smaller, independent property companies and SME housebuilders take advantage of the gap 
left by PLCs and hire current market talent as well as secure more land opportunities. If we cast our minds 
back to covid-times, we know from current history how those who decided to put themselves on pause 
had to make a ferocious comeback later on in the year - and this is exactly how we expect the scene to 
play out for those waiting in the wings at present.  
 
From a candidates perspective, there remains much optimism, with talent still looking to move in order to 
further their career progression or because they are looking to work with companies that align more 
thoroughly with their values or in some cases because they are looking to ease up and ‘take the foot off 
the gas’. 
 
As an industry, we are still desperate for surveyors and buyers remain in high demand! There also needs 
to be further investment in educating, hiring and developing junior employees within the commercial and 
construction sector as we are still seeing a declining number of incoming talent due to the fall-out of the 
last few years.  
 
For salaries, our prediction for this year is that they will remain stable across the board and will continue 
to do so until 2024. While the market may feel slow now, we anticipate a quick change in the market mid-
summer going into September with demand for talent growing and growing quickly.  
  

Daniel Harrington, 
Associate Director 



 
  

job title minimum 

£ 

maximum 

£ 

average 

£ 

assistant quantity surveyor 30k 45k 35k 

quantity surveyor 45k 65k 52.5k 

senior quantity surveyor 65k 90k 75k 

commercial manager  80k 110k 95k 

commercial director  110k 150k 125k 

buyer 40k 60k 50k 

estimator  50k 90k 70k 

job title minimum 

£ 

maximum 

£ 

average 

£ 

assistant quantity surveyor 25k 40k 30k 

quantity surveyor 40k 57.5k 50k 

senior quantity surveyor 55k 75k 65k 

commercial manager  70k 90k 80k 

commercial director  90k 120k 105k 

buyer 35k 55k 45k 

estimator  45k 75k 60k 

commercial 
 

commercial 
london & south east  

midlands 



  

job title minimum 

£ 

maximum 

£ 

average 

£ 

assistant quantity surveyor 25k 40k 32.5k 

quantity surveyor 40k 55k 47.5k 

senior quantity surveyor 55k 70k 62.5k 

commercial manager  70k 90k 80k 

commercial director  90k 115k 102.5k 

buyer 35k 55k 45k 

estimator  40k 70k 55k 

job title minimum 

£ 

maximum 

£ 

average 

£ 

assistant quantity surveyor 22.5k 35k 30k 

quantity surveyor 35k 55k 45k 

senior quantity surveyor 50k 65k 57.5k 

commercial manager  65k 85k 75k 

commercial director  85k 110k 100k 

buyer 35k 50k 42.5k 

estimator  40k 65k 52.5k 

commercial 
 

commercial 
north  & north west  

wales  & south west  
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job title minimum 

£ 

maximum 

£ 

average 

£ 

construction director  90k 145k 110k 

project director  85k 120k 100k 

project manager 70k 90k 77.5k 

contracts manager  60k 85k 75k 

assistant site manager   35k 50k 42.5k 

site manager  55k 70k 65k 

job title minimum 

£ 

maximum 

£ 

average 

£ 

construction director  110k 175k 125k 

project director  90k 135k 115k 

project manager 70k 100k 85k 

contracts manager  65k 90k 85k 

assistant site manager   40k 57.5k 50k 

site manager  60k 85k 67.5k 

construction 
 

construction 
london & south east  

midlands 



 
 
 
  

job title minimum 

£ 

maximum 

£ 

average 

£ 

construction director  90k 140k 110k 

project director  85k 120k 95k 

project manager 70k 90k 77.5k 

contracts manager  60k 80k 72.5k 

assistant site manager   35k 50k 42.5k 

site manager  55k 70k 65k 

job title minimum 

£ 

maximum 

£ 

average 

£ 

construction director  90k 125k 110k 

project director  70k 100k 90k 

project manager 65k 90k 75k 

contracts manager  60k 80k 70k 

assistant site manager   35k 45k 40k 

site manager  55k 70k 62.5k 

construction 
 

construction 
north  & north west  

wales  & south west  
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customer care 

 
Faye Angeletta, 
Director 

In this current climate, customer care roles have never been more coveted. The last couple of 
years has shone a light on how important customer care and engagement roles are when it comes 
to maintaining and retaining quality customers. These roles are finally being held with the same 
esteem as those within sales and marketing and we expect their importance within our industry to 
increase. This is particularly true as the housing market is making a return to what it was pre-stamp 
duty cut madness. This has resulted in the need for companies to take a more proactive and 
intensive interest in their customer journey.  
 
In terms of salaries for custom care roles, there has been a slightly noticeable increase which is in 
line with the upward frequency of said job roles. Roles within London and the South East remain 
at a marginally higher salary bracket, but as with other sectors it is slowly catching up regionally.  
 
Similar to these roles, positions at board level or in finance and HR have also increased in salaries 
and demand for 2023. Again, this is not surprising following the turbulence of the UK economy 
with companies across industries looking to sweat their assets and refine their offerings. This has 
meant senior professionals at board level and those with finance and HR backgrounds are needed 
to determine how companies will once again move past the current climate. We expect to see the 
first half of 2023 continue in the same way, with senior roles in high demand before making a shift 
to encompassing more junior roles in the second half of 2023.  
 
 



 
  

job title minimum 

£ 

maximum 

£ 

average 

£ 

customer care director 100k 130k 110k 

head of customer care 75k 110k 90k 

customer care manager 45k 70k 60k 

customer care executive  28k 40k 35k 

job title minimum 

£ 

maximum 

£ 

average 

£ 

customer care director 90k 120k 110k 

head of customer care 70k 100k 85k 

customer care manager 40k 65k 55k 

customer care executive  28k 38k 32k 

job title minimum 

£ 

maximum 

£ 

average 

£ 

customer care director 80k 110k 100k 

head of customer care 60k 100k 85k 

customer care manager 37k 60k 48.5k 

customer care executive  22k 33k 30k 

job title minimum 

£ 

maximum 

£ 

average 

£ 

customer care director 90k 115k 100k 

head of customer care 65k 100k 80k 

customer care manager 40k 62.5k 50k 

customer care executive  25k 35k 32.5k 

customer care 

 
london & south east  

midlands 

north  & north west  

wales  & south west  
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human resources 

& recruitment  



 
  

For recruiters and human resources (HR) in particular, 2022 was a year of opposites. The beginning 
of 2022 saw housebuilders furiously working to keep up with consumer demand and recruiters 
working equally furiously to fill roles and keep the cogs of the industry turning. Phones were ringing 
non-stop and HR and internal recruitment teams were stretched to their limits as the demand for 
talent exploded. 
 
Candidates, aware of how coveted they were, began to apply pressure on salaries and benefits on 
offer - resulting in HR teams doubling their efforts to ensure new policies on agile working, employee 
wellbeing and company culture were swiftly actioned. As you’ll have heard us mention a lot over the 
last few months, the appetite from candidates to work partly remotely is not simmering down. While 
companies may wish to go back to policies pre-pandemic, doing so may result in the alienation of 
employees who wish to see such flexibility stay permanently. But that debate would likely fill a whole, 
separate report! 
 
For the last half of 2022 and certainly for the start of 2023, recruiters and HR teams have experienced 
an oppositional market, one which is cautious and thorough. These few months have also followed 
huge announcements with mergers, acquisitions and redundancies (thankfully, not many of those) 
across well-known names in the industry; all of which have shaped a different landscape for HR and 
recruitment teams. As the year continues, we expect the summer months to bring about positive 
change with current hiring freezes thawed out and talent ferociously hired in droves once again.  
  

human resources 

& recruitment  
Tom Morris,  
Managing Director 



 
 

job title minimum 

£ 

maximum 

£ 

average 

£ 

hr director 100k 155k 125k 

hr manager 50k 90k 65k 

recruitment manager 40k 85k 65k 

internal recruiter  30k 60k 50k 

job title minimum 

£ 

maximum 

£ 

average 

£ 

hr director 90k 135k 115k 

hr manager 45k 80k 60k 

recruitment manager 40k 75k 60k 

internal recruiter  30k 55k 45k 

job title minimum 

£ 

maximum 

£ 

average 

£ 

hr director 90k 135k 115k 

hr manager 45k 80k 60k 

recruitment manager 40k 75k 60k 

internal recruiter  30k 55k 45k  

job title minimum 

£ 

maximum 

£ 

average 

£ 

hr director 90k 135k 115k 

hr manager 45k 80k 60k 

recruitment manager 40k 75k 60k 

internal recruiter  30k 55k 45k 

human resources 

& recruitment  

london & south east  

midlands 

north  & north west 

wales  & south west  
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land & planning 
 

There has been a significant change in roles within Land and Planning since our 2022 salary guide. 
The most notable changes are that salaries across the country are more aligned regionally and 
that overall, we have seen a 10% drop in salaries offered in the last few months that we expect to 
continue into this year. That being said, roles in Yorkshire and the Midlands in particular remain 
very strong, with salaries not changing from last year and as such are now matching other salary 
ranges seen in other parts of the UK.  
 
While we are experiencing a calming down from buy backs and record-breaking salary offers 
throughout the industry, we have provided benchmarking figures that capture both the sentiment 
from last year and the predictions for the year ahead, making this guide a good resource for clients 
looking to hire or candidates looking to make a move this year.   
 
Arguably, another change has been the clear decrease in graduate and junior roles on the market. 
Presently there is a real desire to hire more senior-level professionals and until the major 
housebuilders start moving at the rate they were last year, this is unlikely to change until the 
second half of this year.  
 
Role-wise, we are seeing high demand for planning candidates across the UK. This is not surprising 
as housebuilders are waiting out the economic shifts and are looking to optimize existing projects 
at planning stages rather than looking for new sites. But again, this isn’t going to be normal as it is 
unsustainable. This means this year will change again, with more varied roles on offer 
encompassing all levels of expertise.  
 

Simon Morris, 
Associate Director 



 
  

job title minimum 

£ 

maximum 

£ 

average 

£ 

land & planning graduate 25k 35k 27k 

land buyer 35k 55k 42.5k 

land manager 55k 70k 65k 

senior land manager 70k 95k 80k 

land director 110k 175k 135k 

planner 27.5k 40k 35k 

senior planner 35k 50k 45k 

planning manager 50k 85k 72.5k 

planning director 90k 130k 110k 

strategic land manager 60k 90k 80k 

strategic planning manager 55k 85k 75k 

strategic land director  110k 160k 125k 

strategic planning director  100k 150k 120k 

strategic land managing director 135k 190k 165k 

job title minimum 

£ 

maximum 

£ 

average 

£ 

land & planning graduate 22.5k 30k 27k 

land buyer 30k 50k 37.5k 

land manager 50k 65k 60k 

senior land manager 65k 85k 75k 

land director 95k 150k 120k 

planner 27.5k 37.5k 32.5k 

senior planner 35k 50k 40k 

planning manager 50k 75k 60k 

planning director 85k 115k 100k 

strategic land manager 60k 90k 75k 

strategic planning manager 50k 80k 65k 

strategic land director  105k 140k 115k 

strategic planning director  90k 115k 105k 

strategic land managing director 135k 190k 160k 

land & planning 

london & south east  

midlands 



 
 
 
  

job title minimum 

£ 

maximum 

£ 

average 

£ 

land & planning graduate 22.5k 30k 27k 

land buyer 30k 50k 40k 

land manager 50k 60k 55k 

senior land manager 60k 87.5k 75k 

land director 95k 145k 115k 

planner 27.5k 37.5k 32.5k 

senior planner 35k 50k 40k 

planning manager 50k 75k 60k 

planning director 85k 115k 100k 

strategic land manager 62.5k 90k 75k 

strategic planning manager 50k 80k 65k 

strategic land director  95k 140k 115k 

strategic planning director  85k 115k 100k 

strategic land managing director 125k 190k 150k 

job title minimum 

£ 

maximum 

£ 

average 

£ 

land & planning graduate 22.5k 30k 25k 

land buyer 30k 45k 35k 

land manager 50k 65k 60k 

senior land manager 65k 85k 75k 

land director 100k 150k 115k 

planner 27.5k 37.5k 32.5k 

senior planner 35k 50k 40k 

planning manager 45k 75k 60k 

planning director 80k 110k 100k 

strategic land manager 55k 85k 72.5k 

strategic planning manager 50k 80k 60k 

strategic land director  95k 135k 112.5k 

strategic planning director  80k 110k 95k 

strategic land managing director 125k 190k 150k 

land & planning 

north  & north west  

wales  & south west  
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directors 
07 

 

05 



 
  

Mainly thanks to stamp duty cuts and government-backed buying initiatives, one of the biggest 
challenges housebuilders and therefore directors faced from 2020 to 2022 was how to keep up 
with customer demand and deliver units on time and within budget. With sales rates through the 
roof (pun intended) and such an unexpected frenzy of activity resulting from the pandemic, the 
entirety of the housebuilding and property sector has been working on overdrive and overtime for 
so long now that we’ve forgotten what normal is like.  
 
However, since the summer of 2022, the frenzy of previous months saw a dramatic change with 
the market slowing down and sales rates lowering. As mentioned, we can all look to the government 
and certain economic developments to understand why both the banks and consumers felt uneasy. 
Over six months on and our industry has found a new normal, one which dare we say is feeling 
more akin to how we behaved post-pandemic. And yes, while our decade long low-interest rates 
have disappeared, we must question how sustainable that was in the first place.  
 
The boom of 2021-22 certainly positively impacted salaries, with an approximate 16% increase in 
basic rates for those in managerial, operations and financial roles. Bonuses for senior professionals 
also increased, with regional operations and managerial directors seeing bonuses set anywhere 
from 50% to 100% of their basic pay. Across the country, there has also been a levelling up of 
salaries with basic pay now closer to London weightings.  
 
While we expect salaries at this level to remain high throughout this year, what has been interesting 
is the takeover from smaller, more independent housebuilders. While PLCs remain more cautious, 
SMEs and privately backed housebuilders have used their time to grow, having successfully 
weathered the previous economic challenges. These smaller firms are also able to be more agile 
with their work offerings, and we are seeing more and more candidates preferring to work with 
SMEs.  
 
Candidates that are used to operating in fast-growing companies and have the resilience and drive 
to steer these smaller companies to greatness are being snapped up at present and we expect 
this trend to continue. Candidates choosing to work for SMEs are being rewarded too as salaries 
match larger housebuilder packages, with six-figure salaries as well more advanced benefits. How 
larger housebuilders respond to this when they ramp up their hiring later this year, will be 
interesting to see develop.  
  

Tom Morris,  
Managing Director 

operational  

directors 
 



 
 

job title minimum 

£ 

maximum 

£ 

average 

£ 

managing director 135k 200k 165k 

operations director  110k 165k 130k 

finance director  110k 165k 135k 

finance manager 60k 100k 85k 

job title minimum 

£ 

maximum 

£ 

average 

£ 

managing director 110k 175k 150k 

operations director  90k 130k 115k 

finance director  90k 145k 125k 

finance manager 50k 90k 75k 

job title minimum 

£ 

maximum 

£ 

average 

£ 

managing director 110k 165k 140k 

operations director  90k 130k 115k 

finance director  100k 140k 120k 

finance manager 50k 90k 70k 

job title minimum 

£ 

maximum 

£ 

average 

£ 

managing director 110k 165k 140k 

operations director  90k 130k 115k 

finance director  80k 140k 120k 

finance manager 50k 90k 70k 

london & south east  

 

midlands 

north  & north west  

wales  & south west  

operational  

directors 
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sales & 

marketing 
 

sales & 

marketing 

Faye Angeletta, 
Director 

Last year was abnormal for Sales and Marketing professionals within the housebuilding and 
property industry. The sector faced the loss of the help-to-buy scheme, dealt with the fall-out of 
the Truss/Kwarteng economics and is still reeling from the high-interest mortgage rates and cost-
of-living crisis currently faced by home buyers.  
 
All of this has led to an immediate need to change how companies hire and the packages on offer.  
 
Perhaps most interestingly, we are now seeing the rest of the country catching up with London 
and South-East salary weightings. With less of a gap between regions, there’s an interesting 
development at play as to what companies, in particular PLCs, will offer new employees. For 
candidates, this makes choosing a company to work with a more even playing field and smaller 
businesses are captialising on being able to offer more flexible work benefits to attract talent.  
 
To attract today’s market of talented sales & marketing professionals, companies are restructuring 
their benefits and commission structures. Companies are rewarding employees for not just their 
selling power but their customer service expertise and engagement. Commission is being broken 
down into more nuanced categories to ensure incentives continue to be available in the current 
market.   
 
From a hiring perspective, sales advisers are in demand at present but we foresee as the market 
changes the demand will pivot once again to sales managers and directors. For marketers, those 
who have a creative and agile mindset will continue to be heavily recruited as tougher markets call 
for more out-of-the-box thinking.  
 
While there is no denying that the first half of 2023 will continue to see a slower market, we foresee 
the Summer bringing rapid change and a faster market. Housebuilders who are taking stock now 
will need to get moving to stay ahead of the competition. This means sales & marketing 
professionals will stay very much in demand.  
  



 
 
  

job title minimum 

£ 

maximum 

£ 

average 

£ 

OTE 

sales director  100k 160k 140k 120k-300k 

head of sales 85k 130k 115k 100k-200k 

sales manager 45k 90k 65k 60k-130k 

project sales manager 37.5k 45k 40k 55k-100k 

senior sales negotiator  30k 40k 36k 40k-90k 

sales negotiator  25k 35k 28k 35k-65k 

trainee sales negotiator   22k 25k 24k 30k-45k 

head of marketing  70k 120k 90k 5-50% bonus 

marketing manager 42.5k 80k 55k 5-20% bonus 

marketing executive  28k 45k 35k 5-20% bonus 

job title minimum 

£ 

maximum 

£ 

average 

£ 

OTE 

sales director  90k 140k 125k 110-180k 

head of sales 75k 120k 100k 80k-120k 

sales manager 42.5k 75k 60k 60k-90k 

project sales manager 31k 42.5k 36.5k 45k-65k 

senior sales negotiator  28k 36.5k 32k 40k-55k 

sales negotiator  24k 32k 28k 35k-45k 

trainee sales negotiator   18k 24k 22k 30k-45k 

head of marketing  60k 90k 75k 5-30% bonus 

marketing manager 40k 65k 50k 5-15% bonus 

marketing executive  25k 30k 35k 5-10% bonus  

sales &  

marketing 
 

london & south east  

midlands 



 
 
  

job title minimum 

£ 

maximum 

£ 

average 

£ 

OTE 

sales director  100k 135k 115k 110-160k 

head of sales 70k 115k 85k 80k-130k 

sales manager 40k 75k 53k 60k-100k 

project sales manager 28k 35k 32k 40k-60k 

senior sales negotiator  28k 35k 32k 40k-60k 

sales negotiator  20k 33.5k 27k 35k-60k 

trainee sales negotiator   18k 24k 22k 30k-45k 

head of marketing  60k 90k 70k 5-20% bonus 

marketing manager 37.5k 65k 50k 5-20% bonus  

marketing executive  25k 35k 28k 5-10% bonus  

job title minimum 

£ 

maximum 

£ 

average 

£ 

OTE 

sales director  90k 130k 110k 110-160k 

head of sales 65k 110k 85k 80k-130k 

sales manager 40k 65k 50k 60k-90k 

project sales manager 30k 40k 35k 40k-60k 

senior sales negotiator  28k 35k 30k 40k-60k 

sales negotiator  23k 33k 27k 35k-60k 

trainee sales negotiator   16k 24k 20k 30k-45k 

head of marketing  60k 80k 70k 5-20% bonus 

marketing manager 40k 60k 52.5k 5-20% bonus  

marketing executive  25k 37k 32.5k 5-10% bonus  

sales &  

marketing 
 

north  & north west  

wales  & south west  
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technical design  

& engineering 
 

technical design  

& engineering 

Darren Butland, 
Associate Director 

Those of us in the technical design and engineering sector will have faced a challenging market 
over the last twelve months due to issues such as delayed supply chains and rising material costs. 
Interestingly, these challenges have resulted in a fundamental change in the way in which our 
houses are designed and how we do business. These changes also follow a heightened investment 
in ensuring designs are environmentally friendly, for example, you’ll notice houses are being built 
with electric car charging ports and energy-saving materials alongside tighter health and safety 
regulations.  
 
The market has also seen a steady increase in the demand for purpose-built single units, with a 
strong focus on the build-to-rent sector. As consumer demands change, so has the market and this 
has had a direct impact on recruitment.  
 
Unsurprisingly, with the change in direction for the housing market, the skillset our clients are 
looking for has shifted. Now, we are seeing a huge increase in our clients wanting to hire candidates 
with specialist engineering skills or those with detailed experience on early-stage feasibility and 
prior development work on strategic land sites. In the wider housebuilding market, it is not new 
information to state that developers have been on a land buying frenzy since lockdown and that is 
now having a direct positive impact on those within the technical design and engineering space.  
 
However, we are still experiencing a severe talent shortage within the technical market. This is 
especially prevalent with junior level roles i.e. tech coordinators and architectural technicians which 
has resulted in an increasing and sometimes unsustainable workload for technical and design 
managers. As an industry, it is imperative that we begin to attract new and upcoming talent to this 
sector and we expect to see more training and development benefits woven into job roles to tempt 
those from similar backgrounds to pivot careers.  
 
With salaries also increasing marginally to remain in line with the current market, this is going to be 
an interesting and positive year for those looking for work within this sector.  
 



 
  

job title minimum 

£ 

maximum 

£ 

average 

£ 

architect 30k 45k 40k 

senior architect  35k 50k 45k 

architectural technician 35k 45k 40k 

senior architectural technician  45k 55k 50k 

design/technical graduate 24k 30k 28k 

design/technical coordinator 35k 50k 45k 

senior design/technical coordinator 50k 60k 55k 

design/technical manager 65k 75k 70k 

senior design/technical manager 80k 90k 85k 

head of design/technical  90k 100k 95k 

design/technical director 110k 150k 130k 

engineer 45k 55k 50k 

senior engineer 55k 65k 60k 

engineering manager  70k 90k 80k 

job title minimum 

£ 

maximum 

£ 

average 

£ 

architect 30k 40k 35k 

senior architect  40k 50k 42k 

architectural technician 25k 35k 30k 

senior architectural technician  35k 45k 40k 

design/technical graduate 24k 30k 27k 

design/technical coordinator 30k 50k 45k 

senior design/technical coordinator 50k 60k 55k 

design/technical manager 60k 70k 65k 

senior design/technical manager 70k 78k 75k 

head of design/technical  80k 90k 85k 

design/technical director 90k 120k 115k 

engineer 35k 50k 45k 

senior engineer 50k 60k 60k 

engineering manager  65k 75k 70k 

technical design  

& engineering 
 

technical design  

& engineering 

london & south east  

midlands 



 
 
 
  

job title minimum 

£ 

maximum 

£ 

average 

£ 

architect 30k 40k 35k 

senior architect  35k 45k 40k 

architectural technician 25k 30k 28k 

senior architectural technician  30k 40k 35k 

design/technical graduate 24k 30k 27k 

design/technical coordinator 35k 50k 45k 

senior design /technical coordinator 50k 55k 52k 

design/technical manager 60k 70k 65k 

senior design/technical manager 70k 75k 72k 

head of design/technical  80k 85k 82k 

design/technical director 90k 105k 100k 

engineer 35k 45k 40k 

senior engineer 45k 55k 50k 

engineering manager  65k 75k 70k 

job title minimum 

£ 

maximum 

£ 

average 

£ 

architect 30k 40k 35k 

senior architect  35k 45k 40k 

architectural technician 25k 30k 25k 

senior architectural technician  30k 40k 35k 

design/technical graduate 24k 30k 28k 

design/technical coordinator 35k 50k 45k 

senior design /technical coordinator 50k 60k 65k 

design/technical manager 60k 70k 65k 

senior design/technical manager 70k 80k 75k 

head of design/technical  80k 90k 85k 

design/technical director 85k 120k 110k 

engineer 45k 55k 50k 

senior engineer 55k 65k 60k 

engineering manager  65k 80k 75k 

technical design  

& engineering 
 

technical design  

& engineering 

north  & north west  

wales  & south west  
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annual leave 

While some companies might be mistakenly in the midst of stripping down their benefits, we believe 
it will continue to be the fringe benefits that propel talent to accept roles in 2023. This market will 
not be like last year with companies having more of an edge than they did before. The result of that 
is that candidates will find that they might not succeed in getting everything on their wish list. That 
being said, we fully encourage companies to think twice before making cost-saving benefit cuts that 
will ultimately lead to talent cuts for them down the road. 
 
Below we’ve put together our top 4 benefits that we think will help attract the best candidates: 

healthcare 

flexibility wellbeing 

initiatives 

Covid taught us a lot, and one of 
those lessons was how important it 

is to take quality time away from 
work. Companies that offer 
additional annual leave will 

immediately be more attractive to 
new hires. Even an additional few 

days off, or initiatives such as 
gifting birthdays as annual leave 

can make a huge difference. 

While we won’t comment on the 
state of our current healthcare 

system, we can comment on the rise 
of interest from candidates looking 

for companies that offer private 
healthcare. This may seem like an 

unnecessary offering, but it is a 
benefit that is in high demand and 

unlikely to be going anywhere soon. 

2 1 

While the office/home war is still 
on the demand to work flexibly 

from a candidate point of view is 
not going away – especially as 

employees have proven it is 
impossible. Any flexibility you can 

offer around hours or regarding the 
workplace environment is going to 
be a major win and set you apart 

from your competitors. 

The last few years have taken an 
unprecedented toll on people’s 

wellbeing. To add to that, the latest 
cuts across industries and the horror 
stories of how people are being let 
go are making people wise-up to 
how a company really treats their 
employees. If you want to be seen 

as a great company to work for, you 
need to actively demonstrate what 

you do to improve employee 
wellbeing and how you offer 

proactive support. 
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It is looking increasingly likely that this year will follow a similar pattern to last year, with the first 
half having a different feel and approach than the latter. At present, we expect the market to pick 
up speed from the spring months as major housebuilders go on the attack with their strategies 
and start to recruit at pace. As other industries face setbacks and lay-offs, the housebuilding 
industry remains resilient having faced several setbacks over the last few years. We expect as a 
result of these setbacks, this year will be a time of reflection with companies seeing what 
changes they can make to their culture, benefits packages and salary or commission structures. 
This year will also be interesting as this will be the first time in a long time that both candidates 
and clients will have equilibrium and pick of the market.   
 
As part of our 360 recruitment services, we are also able to offer our expertise to help set the 
salary bandings within your company. For clients wishing for more information or for candidates 
wanting to discuss career moves to ensure their skills are more aligned with expected salary 
weightings, please don’t hesitate to get in touch with our team of experts by emailing 
hello@tdm-recruitment.com.  
 
Lastly, our annual salary guides are not the only thing we produce. We have recently released a 
‘What’s Next For 2023?’ report packed with insights from external property professionals 
discussing how this year will play out for our industry. If you visit our insights page on the tdm 
website, you’ll also be able to read our reports on ‘Unconscious Bias’, ‘Thinking Differently’ and a 
variety of articles on topics from across the industry. If you have any follow-up questions 
regarding this report or any of our other thought leadership, including how you can get involved 
please email our Marketing & Customer Engagement Manager, 
louise.graely@tdm-recruitment.com.  
 

mailto:hello@tdm-recruitment.com
https://www.tdm-recruitment.com/insights/whats-next-for-2023-report
https://www.tdm-recruitment.com/insights/unconsciousbiasreport
https://www.tdm-recruitment.com/insights/thinking-differently-report
mailto:louise.graely@tdm-recruitment.com


we hope you 
found     our 2023 
salary guide 
informative. 
for follow-up advice or queries please get in touch 

with us as hello@tdm-recruitment.com. 
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