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The challenge
The corporate real estate (CRE) world is currently
witnessing an increased number of job openings for CRE
executives across all industries. While many of these
positions have been in existence for some time, we are also

and
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At the same time, hiring firms seeking senior CRE
executives are facing a market in which the demand
exceeds the supply of qualified and experienced CRE
professionals, a situation that is expected to continue over
the next decade as:

witnessing a proliferation of newly created positions for

■■ the Baby Boomers filling existing positions retire;

firms that are centralizing their CRE responsibilities for the

■■ the desire for increased technical and technological

first time.

skills means a smaller pool of qualified candidates from

Overwhelmingly, the hiring companies are seeking a CRE
leader who can partner with senior management and key

which to choose; and
■■ the increased emphasis on strategic thinking, business

stakeholders to develop and implement CRE programs

acumen (particularly the ability to quickly understand a

that support and help drive core business strategies and

variety of core businesses), relationship-management

mitigate business risks.

capabilities and other soft skills narrows the pool of
qualified candidates even further.
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The challenge facing these organizations is how to find the
CRE executive to support their business strategies in the
face of an increasingly tight job market – and how to get
the preferred candidate to select their company over other
companies seeking the same expertise.

Attracting the right candidates
Prospective CRE executives want to be hired by a company
that values their input and the role of CRE. Ideal candidates
are typically seeking a place where those skill-sets can be
fully utilized as well. Furthermore, most candidates want
a clear understanding, not only of the expectations of the
position, but also of the role CRE plays for the business and
where it is positioned within the firm from an organizational
and decision-making standpoint.
These candidates do not expect all CRE processes and
strategies to be in place when they start. Rather, such
senior-level executives often welcome the opportunity
to develop and implement their own CRE delivery model,
organization, and related programs. However, they are
seeking confidence that the firm welcomes and values
what they have to contribute and that it is prepared to allow
them a seat at the table. To attract the best candidates, it is
important to demonstrate that the organization has given
careful thought and consideration to both the function and
the position.

Evaluating the CRE function
Before embarking on the search for a CRE leader, we
recommend the company first complete an evaluation

1. What role does CRE play in the company?
2. What scope of CRE services does the organization
require?
3. How should the company ensure the CRE strategy is
aligned to its current/future business strategies?
4. Where does CRE report and how does it integrate into the
organization?
5. Which CRE activities should be retained in-house and
which should be outsourced?
To provide a frame of reference for answering these
questions, we have outlined each below.

What is the role of real estate in the
company?
Depending upon the nature of the company’s core
business(es), CRE can play very different role(s). Before
defining the current or ideal role CRE plays, the company
should first identify what it is specifically that CRE
contributes to the core business(es). Does it:
■■ enable work and maximize productivity?
■■ contribute to corporate culture?
■■ impact recruiting and retention efforts?
■■ reinforce and reflect brand identity?
■■ contribute to the “bottom line”?
■■ provide a sustainable and energy-efficient workplace?
■■ facilitate flow of supply chain?

process to validate what it wants from the CRE function.

A clear understanding of the role CRE plays for the company

Whether the organization has a robust CRE function

is fundamental to the other aspects to be evaluated.

already or is just starting to build CRE capabilities, this is
a unique opportunity to evaluate (or reevaluate) the role of
CRE and to consider how the organization might approach
CRE differently in order to improve the CRE organization
efficiency and effectiveness.
This does not need to be a long process. Rather, it should be
an exercise that ultimately answers five key questions and
helps the organization establish consensus around what is
required and expected from the CRE function and its leader.
Following are the five key questions to consider:
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Once the contribution of CRE to the specific core
businesses is clearly understood, the employer should
proceed to evaluate the role CRE does or should play for the
company by considering the following:
■■ Is CRE an integral part of the core business delivery
model? If not, can/should it be?
■■ Does CRE represent or contribute to a competitive
advantage for the company? If not, can it?
■■ What type of risk does CRE represent to the
organization?
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■■ Is the company leveraging its CRE strategy to support/
drive business objectives?

What scope of real estate services does the
organization require?
The role real estate plays in its core businesses and the
type of real estate a company uses (office, industrial,
manufacturing, warehousing, retail, etc.) in part dictate
which technical real estate services a company will
utilize. Additional factors, including an organization’s
business cycle, the nature of its supply chain and the way
the company financially positions its real estate (owned
versus leased) will also significantly impact the company’s
approach to CRE; as will risks associated with the CRE

required of the CRE executive depending upon with whom

portfolio or business operations.

and how the incumbent will interface with the organization.

While it is easy to say, “We need everything,” it is important

Where does CRE fit in the organization?

to prioritize the technical areas that are most critical and
could have the most significant impact on the bottom
line. This will help to shape the technical skill-set the
organization should seek in its CRE executive.

How does the company ensure the CRE
strategy is aligned to its current/future
business strategies?
When CRE organizations are working effectively to align
CRE strategies with the organization’s business strategies,

Determining where CRE reports within an organization
can significantly impact its effectiveness. Such a
decision should be driven by the role CRE plays within
the organization, the way decisions (especially relating to
operating expense and capital allocation) are made by the
organization, corporate culture and degree of innovation
and entrepreneurialism allowed the CRE function. Often the
type of risk CRE represents to the organization (financial or
operational) influences where CRE reports as well.

it can have a significant impact on the bottom line. Because

For example, a manufacturing company may have CRE

of the long-term nature of real estate, it is sometimes

report to supply chain/operations in order to ensure that the

tempting to allow CRE strategy to drive the business,

CRE strategy is aligned to supply chain concerns/strategies

rather than the other way around. This inevitably leads to

and because investment decisions related to manufacturing

regret. As executives consider what they want from their

operations can significantly impact CRE. Alternatively, a

CRE team, they should consider how they can integrate

financial services firm or consulting company may elect to

CRE into the organization’s strategic and tactical decision-

have CRE report to HR with a focus on integrating workplace

making processes in order to facilitate alignment. This can

and talent management practices. Most often we see CRE

happen in a number of ways, including process design,

reporting to finance, supply chain/operations or corporate

stage-gate approvals, or matrix management. It can also be

services and less frequently to HR, legal or procurement.

reinforced by where CRE reports within the organization. It
uses in its decision-making processes: Is it all about

Which CRE activities should be retained inhouse and which should be outsourced?

financials or operational metrics, or is it a combination of

Once an organization has addressed the issues above, the

both? Understanding how this strategic alignment process

next natural question is: How should the CRE functions

works and the languages of the decision-making process

be staffed? Service delivery models in the CRE industry

will contribute to determining both technical and soft skills

have evolved over generations of outsourcing. There is

is important to identify what “languages” the organization
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no one-size-fits-all solution.
Partnership models are
typically not all or nothing,
but rather a hybrid, with
some functions outsourced

Outsource if:

Maintain in-house if:

• the function or process is non-core and/or
low risk to the business.

• functions are critical or even core to the
business.

• there are cost advantages from outsourcing.

• there are potential competitive advantages
through knowledge transfer or, conversely, an
increased business risk if the company loses
institutional knowledge.

and others internally

• there is limited/no opportunity for learning
transfer across the business.

staffed. Often we see

• the skill-set is not available in-house.

internal resources focused
on strategy and integration
into the core business
with outsourced resources
providing tactical execution.
However, when unique,
complex, or resource-heavy
strategic activities arise (e.g.
a merger or acquisition),
outsourced partners
are leveraged to provide
specialized expertise and

• the cost of monitoring/administering outsourcing partner is low.
• the service provider delivers comparable or
better service levels.
• the demand for the resource ebbs and flows.
• the organization cannot utilize a particular
skillset full-time, especially when particular
skill-set is highly specialized.

• the skill-set exists in-house – possibly even in
other areas of the business with opportunities
to leverage those skill-sets both within CRE
and elsewhere.
• resource requirements are level and predictable.
• the cost to monitor/administer the outsourcing partner is prohibitive.
• the cost of outsourcing is prohibitive.

• there is no upward career path for in-house
employees.
• significant improvements in process and
technology are desired.
Once the organization has completed its evaluation of the CRE function and gained consensus on
what it wants from CRE, it can translate expectations into requirements for the CRE leader candidate.

expanded resources. This is
all dependent on the specific
nature of the business(es) and the role CRE plays therein.
In the context of hiring a new CRE executive, it is not
necessary to answer the in-house versus outsourced
questions regarding the entire CRE function. A new CRE
leader will welcome the opportunity to put their stamp
on the organization and its processes. The exercise of
considering this issue is really to help the corporation
begin to develop a perspective on the topic (undoubtedly
a question candidates will have) and, more importantly,
to determine how much and what types of technical
expertise and strategic acumen is required from the CRE
executive position. This is an important decision as these
requirements will feed directly into the CRE executive
position description.

Defining what is desired in a candidate
To ensure the CRE position is filled appropriately, it is
important to create a detailed position description. The
position description will vary by company and scope of the
role, but it is important all departments that work with the
role have input and agree on appropriate competencies and
the profile of an ideal candidate.
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Developing a position description
The position description should describe the overall scope
of responsibilities and the vision for the CRE executive’s
role. The role CRE plays in the core business, the nature
of the CRE assets employed and the types of risks CRE
brings to the business should drive which skills are most
critical. The position description should identify the specific
technical, as well as soft skills required for to perform
the job effectively. It should clearly delineate duties and
responsibilities of the position. It should also identify
qualifications and experience in a way that will help frame
the role and identify the ideal recruit.
Securing sufficient experience
With the increased number of executive-level CRE job
postings we are currently seeing in the marketplace, many
employers are hiring CRE leaders with significantly less
work experience than the responsibilities outlined in the
position description would typically require. By way of
example, we are frequently seeing position descriptions for
CRE executives calling for five to seven years of experience.
However, these positions are described as having roles and
responsibilities requiring a degree of technical expertise,
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Attracting the best talent
should be the goal for every
hire. Today, as a consequence
of the mismatch of demand and
supply, it is taking longer and
longer to identify and secure
the ideal candidate.
strategic thinking and other soft skills more aligned to
someone with 10-15 years of experience.
This issue is a common occurrence and happening for a
number of reasons:
■■ Given the national talent crisis, there simply are not

less valuable to the company than the skills related
to their core business. These companies often fail to
provide a job grade with a sufficiently attractive salary
and benefits package to entice the best of the best.
Then, when recruiters or search firms are engaged to fill
the positions, the target salary and benefits packages
translate to candidates with less experience.
The key is to ensure the candidate has the technical skills
needed; the business maturity to recognize trends, issues,
and risks; and the wisdom to put it all together to develop
an effective strategic direction for the company’s CRE
function. As the company determines how much experience
is required from the CRE leader, it should give thought to
these questions:
■■ How many annual business cycles, and economic and
real estate market cycles, has the ideal candidate lived
through?
■■ Do they demonstrate the ability to anticipate and flex
with unexpected business and market dynamics?

enough experienced CRE executives to fill the demand

Attracting the best talent

for positions; consequently, companies are sometimes

Attracting the best talent should be the goal for every hire.

forced to fill positions with less-qualified candidates.

Today, as a consequence of the mismatch of demand and

■■ Additionally, with the proliferation of automated
resume screening functions, corporate recruiters
have a significant role in sorting candidates before
information about the candidates is sent to the hiring
manager. Furthermore, while corporate human resources
departments have great expertise with respect to hiring
for their respective core businesses, they may not have
experience hiring CRE professionals. Without a deep
understanding of the marketplace for CRE professionals,
prospective candidates can be removed from

supply, it is taking longer and longer to identify and secure
the ideal candidate. In order to reach the best pool of
prospects, the company must recognize that the top talent
may not be actively looking for new employment or even
passively searching job boards. Senior-level, successful
employees often will not be aware of the opening unless
they are contacted directly. When reaching out to this
segment of the market, it is critical to understand what
makes this opportunity unique and worth a possible job
change.

consideration before the hiring manager has a chance to

Being able to demonstrate that the organization has given

evaluate the candidate’s qualifications.

due thought and consideration to both the function and

■■ Lastly, while many companies recognize the value CRE
professionals play in maximizing their performance
(financial and otherwise), there are still many
organizations that see the CRE department as a
cost center, and CRE leaders too often do not have a
seat at the table when decisions are made. In some

the executive leader role demonstrates the organization’s
commitment to both the CRE function and the position.
Furthermore, if a company takes the time to generate
consensus internally, prior to going out to market, they will
decrease the time it takes to fill the position and greatly
mitigate the risk of hiring the wrong person.

organizations, CRE skills are seen as “staff” positions,
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A quick primer for developing the position description
for a corporate real estate executive
The corporate real estate (CRE) world is currently

Often the best candidates are those who are not looking

witnessing an increased number of job openings for CRE

for opportunities. To attract those individuals and to ensure

executives across all industries. Hiring firms seeking senior

the CRE position is filled with top talent possessing the

CRE executives are facing a market in which demand

right skills, it is important to create or update the detailed

for these existing and projected positions is expected

position description for the new or replacement hire. The

to exceed the supply of qualified and experienced CRE

position description will vary by company and scope of the

professionals over the next decade.

role, but it is important all departments that work with the

In the article above, we explored the state of the talent
market and recommended the company reevaluate what
is wants from its CRE department before embarking on a
search for the person to run it. With the current market for
senior CRE executives being so tight, a critical success
factor to attracting the right prospects is for the hiring
company to demonstrate its commitment to CRE and the
role it plays in the organization. Another critical success
factor to ensuring the job opening appeals to the top talent
is a job description that accurately reflects the role and
clearly articulates the opportunity.
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role have input and agree on appropriate competencies and
the profile of an ideal candidate.

Developing a position description
The position description should identify the specific
skillsets required for each job. The role CRE plays in the
core business, the characteristics of the core business
itself, the nature of the real estate assets employed, and the
types of risks real estate brings to the business should drive
which skills are most critical for the senior CRE executive.
Understanding areas of responsibility for each role will help
to frame the role and ideal recruit.
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An effective description should include the following:
Overall scope and vision:
Details the purpose of the position, strategic and tactical
responsibilities, and what the role is expected to contribute
to the organization. Additionally, it should delineate:
■■ size of budget, both operational and capital;
■■ portfolio characteristics including size (measured in
square feet and by number of properties), property types,
and geography;
■■ CRE services delivered to the organization, identifying
what is currently internal versus outsourced;
■■ to whom the position reports; and
■■ direct and indirect reports to the position.

Technical real estate expertise required

Soft skills required
It is important to identify the soft skills required to
effectively perform this role. A critical component for

Clearly defines the critical and desired technical skills.

any position, these skills are more difficult to evaluate

This section serves as the first level of evaluation for hiring

than the technical skills, even for the most experienced

managers, the recruiter and even candidates with regards to

of interviewers. Some companies are now employing

suitability of fit.

assessment tools to evaluate some of the softer skills.

Inevitably, the organization will want someone with a broad

Soft skills:

knowledge of most of technical aspects of CRE services
as listed below. However, most candidates will have a real
depth of expertise in a limited number of areas. Therefore,
it is recommended that the organization prioritize those
technical skills to identify the company’s top two to four
areas in which it is seeking a real depth of experience.
Technical expertise:
■■ Asset/portfolio strategy
■■ Workplace strategy
■■ Financial structuring/asset monetization

■■ Leadership
■■ Vendor/contract management
■■ Relationship management
■■ Corporate Culture & Workplace
■■ Logistics & Supply Chain
■■ Advanced Analytics
■■ Change management

Duties and responsibilities

■■ Site selection
■■ Asset acquisition/disposition
■■ Project management
■■ Property management
■■ Facilities management
■■ Corporate services
■■ Lease/owned property administration
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■■ Communications skills

Detailing critical job duties and responsibilities should
involve all internal departments who will be working with
the position. This collaboration will help to ensure that all of
those involved in the hire have similar expectations, which
can decrease the time it takes to hire significantly as well as
support the new hire’s success. Duties and responsibilities
often are categorized as follows (examples of each
category are provided):
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Leadership:

Typical duties related to planning and budgeting include:

Typical duties related to leadership include:

■■ Leading and being accountable for the operational plan,

■■ Providing governance and policy guidance to the

budgeting, finance, and corporate activities.

company for all activities related to the delivery and

■■ Developing and ensuring execution of a multi-year plan

performance of the portfolio. The individual should

for the CRE portfolio, in alignment with the company

have the experience to provide strategic guidance to the

goals.

company for all CRE activities.
■■ Directing team and service providers in executing the
CRE and facilities strategic and tactical goals with
objective of improving revenue, maximizing operating

■■ Leading the development of capital plans, budget
plans and forecasts, including cost efficiency efforts in
partnership with finance groups and vendors.

efficiencies, and promoting the highest and best use of

Qualifications and experience

assets.

Defining the qualifications and experience required for the

■■ Providing guidance and thought leadership in all matters
related to CRE and facilities functions.
■■ Promoting continuous improvement by championing
good process, methodology, technology, and training.

role should directly correlate with the expectations of duties
and responsibilities defined above. The box below provides
a list of items typically included in the qualifications and
experience section.

■■ Leading the implementation of lean processes and best
practices within the CRE organization.
■■ Ensuring the ongoing leadership, monitoring, and
management of vendors’ performance in delivering
excellent service.
Stakeholder management:
Engaging with key stakeholders and maintaining good
relationships with them requires strong communication
skills and the ability to work with different roles of varying
levels of influence. Typical duties related to stakeholder
management include:
■■ Aligning department and company strategies. The
individual will leverage technical knowledge of the CRE
industry and sharp business acumen to communicate
effectively and transparently with client executives
and their respective teams, with vendors and with
contractors.
■■ Developing relationships with department heads using
collaborative, cross-functional, strategic relationships to
facilitate the accomplishment of enterprise-level goals.

Qualifications and experience:
• Education: Bachelor’s Degree in Business Administration,
Finance, Real Estate, or related field.
• 15+ years of progressively responsible experience in the
real estate industry and having held corporate real estate
positions or provided corporate real estate services.
• Preferred designations: Defining designations may help to
identify best targets.
• Must be a strategic thinker, highly organized, detailoriented, analytical, with problem-solving ability and
capable of managing multiple projects and tasks.
• Strong project management, customer service, negotiation
skills and contracts experience.
• Strong understanding of real estate (lease translation),
terminology, and financial models.
• Strong financial/analytical background with proficiency in
Microsoft Office suite applications with emphasis on Excel
and PowerPoint.
• Demonstrated ability to successfully manage multiple real
estate-related projects with delivery of timely and quality
results.
• Ability to multi-task in a collaborative, fast paced
environment; comfort level with metrics and numbers.
• Excellent verbal, written communication, and interpersonal
skills.

Planning and budgeting:

• Ability to interact effectively with all levels of an
organization and management and ability to build broad
external networks.

Working with key stakeholders to understand goals and

• Self-starter and ability to bring a point of view.

then devising a budget to meet those objectives is critical.
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Editor’s Note: This article and related sidebar are based on
more extensive white papers the authors have written, and
which are available on the CoreNet Global Knowledge
Center as follows:
How to Hire a Corporate Real Estate Leader to Support

Katie M. Becker is
managing principal at
CA Search Advisors,
LLC.

Corporate Strategies: https://www.corenetglobal.org/KCO/
content.aspx?ItemNumber=44437
A Quick Primer for Developing the Position Description for
a Corporate Real Estate Executive: https://
www.corenetglobal.org/KCO/content.aspx?

Marc Fischer is

ItemNumber=44438

founding principal at
Inspire CRE Solution.
Patricia L. Crumley,
MCR, is founder &
managing principal at
KodaC Enterprises, LLC.

Ed Mendence is
partner/director of
Occupier Services at
Bespoke Real Estate
Advisors, Inc.

Published by CoreNet Global. Articles may not be re-printed without written permission from the Editor. For reprint permission, please contact Tim Venable at tvenable@corenetglobal.org.
CoreNet Global is an opinion leader in corporate real estate, workplace and infrastructure management. Enhance your knowledge with resources like research papers, exclusive member
survey reports and presentations from top speakers on hot industry topics. Members of CoreNet Global benefit from a wealth of research knowledge and resources – find out more at
www.corenetglobal.org.
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