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Abstract: Sales compensation in the real estate sector is
the most important factor in determining an agent’s
performance and retention. Fixed salaries, straight
commissions, and split commissions, along with other
conventional compensation models, struggle to keep up
with market changes, agent performance, and
consumer preferences. Based on this, this paper studies
how modern analytics techniques, such as predictive
modeling and agent segmentation, can improve and
optimize real estate sales compensation programs.
These techniques also provide brokerages with ways to
customize compensation plans, reward top performers
better, and make incentives in line with organizational
goals. Predictive modeling uses real-time data
integration to calculate what agent performance will be
and, therefore, forecast revenue and various tiers of
commission structure and even have it adjust
compensation accordingly to market shifts. The
practicality of using data analytics to optimize
commission structures is demonstrated by presenting a
case study using regression analysis on turnstile systems
in the transportation industry, which are decreasing
times of service in order to reduce prices and the
uncapped shift. It also details the best practice of
implementing what the author refers to as a data-driven
compensation System, as he highlights the need to align
the incentive with business objectives and transparency
to prevent fraud and nonmonetary rewards. With
volatility in the real estate market and stiff competition
both emerging, embracing data-driven compensation
lands more motivated agents, higher retention rates,
and more profitable estate agents. The current state of
real estate sales compensation depends on adapting to
new market conditions using the tool of data insights
and applying the new technology coming to the market,
like Al, machine learning, and block chain, to build fair,
flexible, and dynamic compensation models for the
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future.
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Introduction: Sales agents in the real estate sector are
responsible for driving success and serve as the top
people who will close deals and reach out to
prospective customers. Compensation is usually the
cornerstone of motivating agents to their most
significant potential in real estate. However, these
compensation models, including fixed salaries and
commission-based structures, do not consider market
fluctuations, different performances, or changing
consumer preferences. In a highly competitive and
dynamic market like the U.S. real estate, with 1.5
million agents and 106,000 brokerage firms, this is not
enough to mitigate this gap in a way that produces
satisfaction, enhanced performance, and lower
turnover. These traditional compensation models gave
the foundations for the real estate industry but did not
align the agents' incentives with the organization's
outcomes. Real estate agents are often paid a
commission only or a fixed salary plus commission,
which often fails to consider individual performance
differences and regional differences in market
conditions. Taking an example from that, agents who
operate in the higher cost area face different problems,
for example, than those who operate in areas with a
lower cost of living or areas with a less volatile housing
market. Lack of adaptability of compensation plans
usually leads to a mismatch in the goals of the brokers'
agency and the objective of a brokerage firm, which
affects agent retention and the company's success.

While there are numerous challenges with using sales
compensation models without data, this emerging
trend of data-driven strategies in sales compensation
models can be a promising solution. Brokerage data
analytics helps optimize compensation plans and helps
agents' reward alignment with business goals.
Brokerages can motivate agents with compensation
structures that benefit from realistic measures of agent
performance over time concerning macro and micro
economic conditions while accounting for customer
behavior. In addition, such a data-centric approach
allows one to identify inefficiency within the model at
hand or in the past, predict the future, and adapt
quickly to market change. This approach will allow
brokerages to reward their top performers better and
market behaviors that align with long-term business
objectives, such as increasing market share or
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improving customer satisfaction.

This study explores the role of data analytics in
improving and optimizing sales compensation
programs in the real estate sector. This paper will
investigate integrating modern data-driven techniques
to develop compensation plans based on individual
agents' strengths and market conditions and predictive
modeling, agent segmentation, and performance
metrics. This study will examine the effects of a data-
informed strategy on an agent's productivity, turnover
rates, and alignment with the organization's goals.
Structurally, the study first presents the existing
challenges connected to the traditional compensation
models. It will detail data-driven approaches and
explain  how cluster techniques and predictive
modeling can enhance compensation strategies. A
practical application of regression analysis for optimal
practical commission structure and turnover reduction
based on the case study will also further demonstrate
the effect of data integration in real estate
compensation. The rest of the study will allow for
future considerations in this field, and best practices for
adding data to compensation plans will be provided.

This paper examines these issues regarding modern
research on compensation strategies and data analytics
in the real estate industry. Combining performance
data and market trends that inform compensation
plans boosts agents' satisfaction and business
outcomes. Advanced analytics firms that compensate
by using them have higher agent retention rates (better
business performance in times of volatility) than other
firms. Researchers also point out that the increasing
relevance of data analytics to the sector implies a
growing demand for compensation structures that
capture and assist in tailoring supply to individual
agents' needs. Data-driven compensation plans offer
businesses in the real estate market the chance to
rewrite what it takes for brokerages to compensate
their agents. When it comes to firms using data to
create dynamic, not static, few-fits-all models, they
start engaging agents, retain agents better, and the
agents work better. Further, such models may
eventually adopt artificial intelligence and machine
learning integration, along with the progress of
technology to find another way to optimize.
Consequently, this work sets the stage for
understanding agents who benefit from the results
regarding their financials and other data-driven
compensation models. This can also change the reality
of more sustainable and profitable business models in
real estate.

Challenges with Traditional Compensation Models
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Today, in a very competitive real estate world, it is
decisive in the compensation structure for sales agents'
and sales agents' performance and satisfaction (Tingru,
2024). Traditionally, the industry relied on several
traditional models such as fixed salary, straight

commission, and split commission. Limitations exist for
such models, as they can result in the agent being less
motivated, less retained, and less aligned with the
company's objectives.

Including Sales Commissions and Bonuses

Performance Evaluation

Aligning Incentives

Impact on Profit
Margins

02 | variable vs

Examples of Calculation

Figure 1: Including Sales Commissions and Bonuses - Cost of Sales

Traditional Compensation Models in Real Estate

The business has traditionally been run by three
compensation models such as fixed pay, straight
commission, and split commission, which are based on
real estate brokerages. Although mostly prevalent due
to historical use and simplicity, these models do not
effectively satisfy the needs of modern real estate
markets.

Fixed Salary:

While used infrequently in residential real estate, some
brokerages still largely use a fixed salary model in the
commercial sector (McAllister, 2020). In this structure,
a set salary is paid to the agents irrespective of their
sales performance. An example is a commercial real
estate firm that pays a base salary to its agents in
markets where much of the business is based on long-
term relationships and a slow sales pace. Although this
ensures financial stability, it provides no incentive for
greater productivity. An example is an agent in New
York, where properties are high value, who feels that
he ought to be paid much more than what he is paid
compared to an agent in a smaller market with smaller-
sized deals receiving the same fixed salary. Lack of
performance-based compensation can incite less desire
and productivity.

Straight Commission:

The American Journal of Engineering and Technology

The straight commission encourages a direct tie of
compensation to sales performance, usually via a
percentage of the transaction price — around 3%. For
instance, if a real estate agent sells a property with a
price tag of $500,000, they are expected to earn a
$15,000 commission (at 3%). As the income of the deals
they offer, this model encourages agents to perform.
However, as highlighted in the broader context of
performance-driven models, such strategies can lead to
income unpredictability and heightened financial risk
during economic downturns (Goel & Bhramhabhatt,
2024). Predictions of earnings are difficult for real
estate agents. An agent in such markets as housing
downtrends may be unable to close deals and become
financially unstable. To exemplify, the incomes of many
agents decreased significantly when fewer homes were
sold during the 2008 housing crisis, increasing turnover
rates and dissatisfaction in the profession.

Split Commission:

In the split commission model, the commission is split
between the agent and the brokerage, where the
splitting ratio is typically 70/30 or 60/40, depending on
the brokerage. One example is an agent who earns 70
percent of the commission, and the brokerage gets 30
percent. This model allows brokerages to sustain
operational costs and improve agent performance.
However, this causes most of the top-performing
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agents to be dissatisfied. Agents who close multiple
high-value transactions may feel that the 30% retained
by the brokerage is excessive, especially when the
brokerage presents little or no support in marketing or

administrative assistance. Such misalignment of
rewards might lead top agents to explore other
opportunities where they feel better rewarded.

Table 1: Sales Compensation Plan Comparison

Compensation

Model Pros Cons Suitable For
Fixed Salary Financial stability for agents No incentive f_or performance, |Commercial real estate,
leads to stagnation low-demand areas
. . . |High motivation tied to|Unpredictable income, financial [High-demand real estate
Straight Commission . -
performance instability markets
. . Shared risk between brokerage| Top  performers may feel |[Agencies with strong
Split Commission
and agent undercompensated support systems
Hybrid (Base +|Balance between security and|Agents may not work as hard to
. . New agents, slow markets
Commission) performance-based pay increase sales

Challenges Posed by Traditional
Models

The traditional compensation models come with
several challenges relating to agent motivation, job
satisfaction, and the company's performance.
However, these challenges are due to a lack of
personalization, in which top talent gets no proper
rewards and cannot respond to market changes in real
time.

Compensation

Lack of Personalization:

One of the major issues of traditional compensation
schemes is that these models cannot individualize pay
based on the particular requirements of the attached
agents (Gretchenko et al., 2018). An agent in Los
Angeles, if top performing, closing multi-million-dollar

avoiding work .,.?'
intensification

N~

workload

self-efficacy

R =7

properties consistently, will make significantly more
than an agent in a smaller market selling more humble
homes. Nevertheless, the structure of both could be
the same, even though it is a straight commission or
split commission. Lack of personalization can lead to
people's dissatisfaction, especially in higher-cost
markets where the agents' living expenses are higher.
For example, an agent working in San Francisco has the
highest housing prices in the nation. Even though he
closed several million-dollar transactions, the
traditional commission model failed to incorporate the
higher cost of living in such a region, resulting in a
potential feeling of being ill-paid. Turning over agents
with low satisfaction may result when compensation
models do not consider the cost of living or market
performance (Dhanagari, 2024).

*.., control over work
- processes

transparency

mutually accountable
communication

Figure 2: Three interrelated themes of wellbeing
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Inefficiency in Rewarding Top Talent:

Typically, traditional models do not reward high-
performing agents well enough. For instance, under a
straight commission arrangement, an agent who
continuously delivers higher quality sales might
discover that their income is more misshapen parity
than the brokerage's gross income. Notably, the split
commission model forces a high-performing agent to
believe a large portion of their commission is unjustly
taken by the brokerage and taken particularly so
because there is little to no brokerage support in the
agent's success. Suppose the agent in Miami is an agent
who closes 10 properties each year at $1 million. In this
case, if the commission received by the agent is only
70%, then his earnings may not be proportionate to the
value he adds to the firm. If agents do not find
compensations on the high side, that is not enough to
compensate them. The agents might feel undervalued
and leave for competitors who provide better rewards
or comparatively better compensation packages
(Troster et al., 2018).

Insufficient Adaptability to Market Changes:

More precisely, traditional compensation models often
lack flexibility for changes in market conditions and may
assign an incorrect set of economic trend incentives to
agents. For example, home sales slowdown during an
economic downturn, so agents commission them, too.
Agents in a straight commission structure may suffer
financially as they close little deals. Much the same, the
agents could also feel underpaid, as they would be able
to work themselves out of their jobs during a downturn
with the same broker with a split commission model.
However, this is especially true with a market cycle, like
a boom or an economic downturn. During the 2008
financial crisis, real estate commissions went into free
fall. Due to these reasons, a high attrition rate was
recorded in the industry, and many agents, especially
the ones on straight commission, were unable to
generate sufficient income. Although these service

The American Journal of Engineering and Technology

models have flexibility, they suffer from misaligned
incentives, wherein there are no steadying incomes for
agents when there are low sales, and brokerages risk
losing high-performing agents.

Setin the real estate industry, traditional compensation
models include fixed salary, straight commission, and
split commission, which have long been the standard in
the industry. However, these present personalization
issues, rewards for top talent, and flexibility to market
fluctuations. However, these models do not consider
the diverse needs of these agents working in different
markets, which may result in unsatisfactory experience
and high turnover even among the best-performing
agents. These models tend to be inflexible to changing
market conditions, which does not allow real estate
firms to respond efficiently, thereby affecting the
motivation of agents and the performance of the
business. For that reason, brokers need to re-evaluate
these conventional compensation methods and seek
more  data-based, personalized compensation
strategies that are a closer fit to agent performance and
market conditions (Veile et al., 2022).

Leveraging Data Analytics in Sales Compensation
Design

Traditional methods for designing sales compensation
no longer work in an industry with quick market
responses or individual better or worse sales
performance that do not match the agent's activities.
Since real estate brokerages operate in multiple
transactional data streams, agent performance metrics,
regional trends, and customer feedback, they can
develop a compensation system responsive to their
business goals. From the data analytics perspective,
agents can be segmented more effectively, sales
performance can be predicted, and hence, incentives
can be aligned more with the desired behavior
(Martens et al., 2016).
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Identifying Key Factors Affecting Sales Performance

Market Analysis

Sales Data Analysis

Customer Feedback

Customer Segmentation

Sales Team Evaluation

Figure 3: Identifying Key Factors Affecting Sales Performance - Sales Forecasting Review

Agent Segmentation

To utilize data analytics in sales compensation, the first
step would be to group the agents according to the
success of their performance, skills, and other
associated factors. This can be achieved using
techniques like K, which means clustering that groups
the agents based on their similarity concerning some
variables. For example, these variables can be
experience, deal size, conversion rates, and time to
close measures. With this segmentation, brokerages
can provide more personalized and targeted
compensation plans to accommodate different types of
agents' different strengths and weaknesses. For
example, a brokerage could segment its agents into
high performers, midperformers, underperformers,
and possibly others. A high performer could earn a
higher fee reward, and a medium performer could be

rewarded for attaining a specific level of performance.
They may also provide support programs or extend the
review cycle frequency to improve the performance of
these underperforming agents.

Agent segmentation allows brokerages to do more than
what is often the case with 'one size fits all'
compensation models — files of dissatisfaction and an
inefficient result. Agents should, in principle, achieve
optimal performance across the board if provided with
an appropriate compensation structure that pays
attention to each group's relative strengths and
weaknesses. These segments can then be refined for
growing agents with different performance metrics.
Data analytics for segmentation can guide or accelerate
motivation and productivity for different brokerage
agent groups (Cavaliere et al., 2024).

Table 2: Agent Segmentation Criteria

Segment Criteria

Compensation Strategy Example

High Performers .
customer ratings

High sales volume, low days to close, high

Higher base commission, performance bonuses

Mid Performers ;i
ratings

Moderate sales volume, average customer

Standard commission with occasional bonuses

Underperformers .
customer ratings

Low sales volume, long closing times, low

Basic commission with support programs and
training

New Agents

Low sales experience, high training potential

Lower starting commission, gradual increase based
on performance

Predictive Modeling

One of the great capabilities of sales compensation

The American Journal of Engineering and Technology

design is the ability to forecast future sales
performance. By using techniques like regression
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analysis or machine learning, brokerages can predict
what will happen to each agent based on historical
sales, economic indicators, and housing market trends.
Since these models are built, firms can assign a tiered
commission structure based on the degree of
performance and market conditions. In addition, the
brokerage has done its work well up until now.
However, if that is the case, regression analysis can
determine which agents might reach their sales goal in
a quarter and which agents might need extra resources
or motivation to achieve their goal. This helps create a
more accurate, more realistic commission threshold
structure where the commission thresholds encourage
agents to work hard but possibly to achieve. In another
case, the prediction model will also consider extrinsic
matters such as a market explosion, interest rate, and
regional housing circuits as an agent's performance
dependable on them.

Machine learning will refine further prediction as it
processes large volumes of data. For instance, in
brokering, a brokerage could dynamically adjust
compensation plans to an agent based on a never-
ending evaluation of their performance using machine
learning algorithms. The system would increase the
commission percentage or provide additional
performance-based bonuses if the agent's performance
is trending upward. Instead, for those agents who
perform poorly, it can suggest ways of training or
changing the incentives to improve results. The
strength of these models is that the compensation
decisions based upon these models can predict more
future performance while compensating for past poor
performance. With predictive analytics, brokerages
have the tools to ensure that their sales compensation
plans are tied to world market conditions rather than
speculative ones and written to drive consistent
performance improvement (Nevalainen, 2024).

Incentive Alignment

This is essential when trying to drive the right behavior
through sales compensation. Data analytics enable
firms to correlate agent performance with outcome
outcomes to match compensation with incentive
structures. In other words, it entailed the evaluation of
performance metrics, including the number of closings,
various customer satisfaction scores, upselling rate for
premium properties, the speed of transactions, and the
direct linking of these performance metrics to
compensation rewards. For example, a brokerage can
try incentivizing faster closings by paying agents a

The American Journal of Engineering and Technology

bonus within that period. Similarly, agents could be
rewarded with tiered commissions for the successful
selling of higher-value properties, as all of these are
meant to promote the sale of the higher-value
properties. Maintaining a high level of customer service
is also critically important to provide good agent
incentive alignment. Firms can correlate compensation
with customer satisfaction scores to guarantee that
their agents are not only closing deals but in a manner
that will also build long-term client relationships and
repeat business.

It also assists brokerages from getting misaligned
where agents are buried in volume instead of quality.
For example, paying agents’ commissions for the
number of transactions they close could prompt agents
to hinder deals by increasing commissions and possibly
degrading service. Integration of performance data and
customer feedback into the compensation model
enables brokerages to set a compensation model that
will incentivize agents to close deals and protect the
brokerage's reputation and trust. In addition,
continuous data collection and analysis yield the ability
to change real-time, flexible, and fluid incentive
structures that can keep a firm agile and responsive to
market changes. This allows for a dynamic approach
that ensures that compensation can remain relevant
and effective in compelling the desired behavior(s) to
improve the performance of the agents who deliver the
results, ultimately leading to a successful outcome for
the brokerage (Smith & Owen, 2024).

Combining data analytics and the procedure for
designing sales compensation provides brokerages with
a more comprehensive and responsive approach to
managing agent performance (Deloitte, 2021). By
segmenting agents into groups, modeling the value of
forecasting that information, and appropriately aligning
incentives, firms can develop compensation systems
based on each agent's characteristics and the business's
need to forecast that information. Data analytics in this
context helps maintain fair, dynamic, and performance-
driven compensation structures, thus attracting and
motivating a high-performing sales force. Driven by the
current shift of the real estate market, competition is
going to be driven not only by mere insiders' know-how
but also by embracing such up-to-date data-driven
approaches; in keeping up with the trend, it will be
imperative to drive the real estate practice into next
level of growth and success.
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Best Practices and Approaches

Performance-Based Incentives

Balanced Scorecards

Flexibility and Adaptability

J°Clear Communication

Long-Term Incentives

J© Collaboration and Team Incentives

Figure 4: Incentive Alignment

Case Study: Using Regression Analysis to Optimize
Commission Tiers

A Texas real estate brokerage with a mid-sized recipient
base aimed to reduce high turnover for mid-performers
(Armand et al., 2020). Reflecting this, the brokerage
opted for a data-driven approach, where the regression
analysis was used to pinpoint high-impact factors
associated with agents’ retention and performance.

The intent was to optimize the commission structure
and build compensation strategies that would decrease
agent churn rate and increase overall profitability. For
instance, to get this, the firm used data from three
years previous, including sales volume, commission
made, customer rating, and how long it took agents to
close, looking for patterns here. This data was used to
build a regression model to find the best factors that
might lead the agent to be retained.

Choosing the Right Regression Model for Segmentation

® Decision Tree
Regression

® Quantile Regression

® Elastic Net
Regression

® |asso Regression

® |Linear Regression

® |ogistic Regression

® pPolynomial
Regression

® Ridge Regression

Figure 5: Choosing the Right Regression Model for Segmentation

Dummy Data Sample (N = 20 Agents)

Late one afternoon, a mid-sized Texas-based real estate
brokerage faced the challenge of reducing the high
turnover rates of agents on the mid-performance tier.

The American Journal of Engineering and Technology

In order to achieve this, the firm conducted a data-
driven approach in which the important determinants
for agent retention and performance were explained
using regression analysis. The brokerage reviewed
three years of data, including the sales volume,
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commission earned, customer ratings, and days to
close, to find patterns to help make compensation
strategies. The dataset had 20 agents, with some of
these fields being sales volume, commission earned,
customer ratings, days to close, and retention status.

The data was cleaned and processed to remove all
outliers and missing values for an accurate and valuable
analysis. A regression model was created using data
from this dataset to determine the key variables
associated with retaining agents (Beynon et al., 2015).

Table 3: Agent Performance and Retention Data: Sales Volume, Commission Earned, Customer Ratings, and
Days to Close for 20 Real Estate Agents

Agent Sales Volume ($) [Commission Earned ($) [Cust. Rating (1-5) [Days to Close|Retained (1 = Yes, 0 = No)
Al (950,000 28,500 4.8 25 1
A2  |600,000 18,000 4.2 45 0
A3 (1,200,000 36,000 4.7 30 1
A4 (700,000 21,000 3.9 60 0
A5 1,000,000 30,000 4.6 35 1
A6 (850,000 25,500 4.3 50 0
A7 (1,500,000 45,000 4.9 20 1
A8 (950,000 28,500 4.5 40 1
A9 500,000 15,000 4.1 55 0
A10 (1,100,000 33,000 4.8 30 1
A1l (1,300,000 39,000 4.7 32 1
Al2 (800,000 24,000 4.0 50 0
Al13 (1,400,000 42,000 4.6 28 1
Al4 (600,000 18,000 4.2 60 0
A15 (950,000 28,500 4.7 35 1
Al6 (1,200,000 36,000 4.5 38 1
Al7 (750,000 22,500 4.4 45 0
A18 (1,000,000 30,000 4.6 30 1
Al19 (650,000 19,500 3.8 65 0
A20 (1,100,000 33,000 4.9 25 1

Regression Model

The brokerage used logistic regression to calculate
agent retention, a statistical method that predicts
binary outcomes and is natural for predicting agent
retention (Musalem et al.,, 2023). In this case, the
dependent variable is agent retention, where 1 was for
retained agents and O for not retained agents. Since
logistic regression modeling the probability of an event
occurring given one or more of the predictor variables
is very good, this is also a good use case. The
commission-earned customer rating and days to close
were chosen as the independent variables for the
model. Financial compensation is a big factor in
determining employee satisfaction and retention; thus,
the company includes commission earned. Customer

The American Journal of Engineering and Technology

rating was chosen to assess how client satisfaction
corresponds to an agent's performance and loyalty to
the firm. The closing days to close (days to close) were
considered a performance indicator, and shorter
closing days to close could indicate higher efficiency
and better time management of agents.

Independent variables that described these factors
were formulated to estimate the probability of an agent
being retained for the logistic regression model. Using
the model, researchers will obtain the coefficients,
which will tell us the direction and strength of the
relationship between each predictor and the likelihood
of retention. If a coefficient is positive, as the predictor
increases, so does the probability of retention. If a
coefficient is negative, the opposite happens. Using
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such a model, the brokerage attempted to determine
those factors critical to agent retention and
subsequently node appropriate strategies to boost
agents' retention rates. The purpose of these
relationships is for the firm to be able to use data-
driven decisions to determine compensation
structures, performance incentives, and agents'
support mechanisms (Dhanagari, 2024).

RESULTS

Several significant results were derived from the logistic
regression analysis related to the variables affecting
agent retention. Positive and statistically significant,
the coefficient for earned commission is that higher
commission earnings are associated with an increased
likelihood that an agent will remain. The findings of
previous studies that highlighted the importance of
competitive compensation in retaining employees are
consistent with this. The highest significant positive
coefficient emerged for Customer rating as it predicted
retention. That implies that agents with higher ratings
for customers are more likely to work with the
brokerage. This is good news for the real estate industry
since what is being shown here is the importance of
customer satisfaction, which can help generate repeat
business and even referrals (Gilbo, 2023).

A negative and significant coefficient was observed on
the "days to close" variable, implying that agents who
take longer to close deals are less likely to be retained.
This suggests that efficiency in closing transactions is
highly valued, and agents who can expedite the process
may be better positioned within the firm. These
analyses provide valuable insights into the factors
influencing agent retention and suggest actionable
strategies that brokerages can adopt to improve these
rates (Konneru, 2021).

Interpretation

The result of the logistic regression analysis can be used
to guide the brokerage in enhancing agent retention.
The relationship between earnings and retention is
positive, and thus, increasing the payment of the agents
could lead to higher retention. Tiered commission
structures or performance-based bonuses, such as
bonuses based on time of service, can be used to keep
the agents with the firm longer and perform at higher
levels. Customer ratings are strongly linked with
retention because client satisfaction is a proven way of

The American Journal of Engineering and Technology

retention. Brokers receiving high ratings will keep those
agents loyal and motivated to stay. The firm could train
the agents to develop good customer service skills and
motivate them to build close relationships with clients
to foster this.

Days to close negatively correlate with retention,
meaning the agents who close deals fast tend to be
retained. Such skills emphasize the benefit of time
management and organizational skills in the real estate
industry. However, the brokerage can give agents the
tools and resources to learn and practice contracts and
closing skills by having resources that do away with
some of the steps of the closing process such as CRM
systems and transaction management platforms. In this
way, the brokerage can create strategies targeting
competitive compensation, satisfying customers, and
efficient deals, which are the most closely linked to
factors of retention of agents (Tyni, 2022).

Action Taken

After running the regression analysis and hearing its
insights, the brokerage changed the incentive program
to embody better compensation based on retention
and performance. An additional structure was included
with a perk of $2,500 to agents who had an average
rating better than 4.5. The objective was to motivate
agents to pay attention to service quality and retain
good client relationships. Furthermore, the firm also
introduced a second commission structure for high
transaction volume. An additional 5% commission for
transactions between 1 and 15 deals closed in a year
was offered to the agents who closed more than 15
deals in a year. The motive was to stimulate their
output and move others to increase their transaction
amount.

Regarding the brokerage's further engagement work in
networking and having agents refer the brokerage to
other agents, the brokerage used a referral incentive
program. An agent would be awarded $1,000 for every
transaction they submitted that an agent referred. This
bonus was created to increase sales through the
networks of agents working for the bonus and
encourage interactions of the same agents with the
clients. The changes to the compensation plan were
meant to offset the regression analysis issues, the
amount of agent turnover, and the misalignment
between agent performance and compensation
(Oberpaul, 2024)
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Table 4: Proposed Commission Structure for High Transaction Volume

Transaction Volume (Deals Closed in Year)

Additional Commission (%)

Bonus Eligibility

1-15 5%

For agents closing 1-15 deals

More than 15 10%

For agents closing over 15 deals

Outcome

The following 12 months saw all of this benefit from
what the revised compensation plan had implemented.
This suggests that the new compensation structure was
both effective and necessary in the effort to lower
agent turnover by 24%. The brokerage was able to fend
off the pulls of other brokerages to retain more of its
top-performing agents by offering targeted bonuses
and incentives.

The changes lead to revenue growth per agent of 18%.
This is undoubtedly because of the higher commission
rates and the extra performance incentives to sell more
deals and earn happy customers. This increase may also
have been helped in part by the introduction of the
referral incentive program, as agents were warranted
to kick up more business (Dobbin & Kalev, 2022).

Implementation Roadmap for Brokerages

Like any other module, a data-driven compensation
model will not succeed if implemented without a
proper roadmap. The multi-phased roadmap also
ensures that the brokerage's compensation strategy is
aligned with the safe business objectives and
incorporates data analytics to boost agent performance
and retention and make a profit for the brokerage.

Data Infrastructure Setup

Setting up the right data infrastructure and collecting
employees' performance data is the first step to
adopting a data-driven compensation model. A
comprehensive and reliable data infrastructure is
essential for collecting, managing, and analyzing large
volumes of performance data. Real estate firms must
invest in CRM systems in analytics platforms to capture
and process the right data from different sources,
including transaction records, agent performance
metrics, and customer interactions. They are powerful
platforms to store large counts of structured and
unstructured data on which analytics-driven decisions
can be made.

Even more importantly, firms should invest in advanced
data analytics software that can be used to develop
dynamic dashboards, real-time reporting, and
predictive analytics (Emma, 2024). Our software can
work with patterns of agent performance, sales
volume, client satisfaction, and market conditions to
inform work on compensation adjustments in real-
time. This addressing of the need for a very robust data
infrastructure enables brokerages to make precise
decisions on compensation that can increase their
competitiveness since such brokerages can respond
quickly to continuously changing market dynamics.

Table 5: Data Infrastructure Setup Costs for Brokerages

Item Estimated Cost ($)

Description

CRM Systems 15,000-30,000

Software for tracking agent performance, customer interactions

Analytics Platforms 20,000-40,000

Platforms for real-time data analysis and reporting

Predictive Analytics Software |25,000-50,000

Advanced software for creating dynamic compensation plans

Employee Training Programs |5,000-10,000

Cost for training agents and managers on using new systems

Metric Selection

After developing an infrastructure to handle data, the
next part involves selecting the right key performance
indicators (KPIs) that can serve as targets for business
objectives. So that the compensation model can work
towards the reward towards firm success, the firm

The American Journal of Engineering and Technology

should define how they will use the KPIs since the
system is supposed to motivate behaviors that can
directly lead to firm success. Some KPlIs in the real
estate sector are listed-to-sell ratio, average deal size,
customer satisfaction score, and time to close. This
gives us some insight into the efficiency of an agent, the
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engagement of a client, and the performance of a
company.

The firm's goals, for example, share market expansion,
revenue increment, and customer satisfaction
enhancement should be used as the basis on which to
choose the appropriate KPIs. A good example might be
a brokerage growing the number of properties they sell,
for instance, better listings, or a brokerage with a good
client portfolio. It will focus on its listings if it wants to
expand them or if it wants to enhance the customers'

feedback scores. The compensation structure of
brokerages is adapted to the firm's strategic objectives
by using an appropriate choice of key performance
indicators (KPIs). In addition, these KPIs must also be
amended regularly to ensure that they do not lose
validity as soon as the business objectives are changed.
Researchers demonstrate an example of how the
performance metrics are constantly revisited to
facilitate changes in the compensation model, such as
going along with market trends, the needs of the agent,
and the client's expectations (Aguilera et al., 2024).

Table 6: Key Performance Indicators (KPIs) for Sales Compensation Design

KPI Description Relevance to Compensation Strategy

Listed-to-Sell Ratio Ratio of properties listed to l\_/le_asure_zs the agent's efficiency and success in converting
those sold listings into sales

Average Deal Size Average value of deals|Reflects the agen_ts_ablllty to handle high-value properties,
closed relevant for commission adjustments

Customer Rating given by clients (1-|Indicates the quality of service and client relationship,

Satisfaction Score  |5) influencing bonuses for service excellence

Time to Close Average days to close a Reward_agents whp close deals efficiently, promoting faster
deal transaction completions

Model Development

Researchers should develop predictive models that
leverage compensation decisions. Regression analysis,
clustering, and machine learning models. These real
estate brokerages must use them to analyze the
historical data and discover patterns in how the agent
plans to perform. For example, such regression models
can then predict what the future sales potential (such
as past sales performance and customer rating) will be
for an agent. It can then use this to reduce the offering
compensation plan based on previous success and
instead use agents' predicted success in the employee
offering plans.

One of the interesting models for segmenting agents
into different segments based on their experience level,
deal size, and conversion rates is agent segmentation

The American Journal of Engineering and Technology

(Piazzesi et al., 2015). Such techniques as K-means
clustering can be used to figure out agents' patterns,
which will lead to what is compensated for being
penalized by some groups of agents. This strategy for
segmenting brokerages enables the grand arcades to
pay higher commissions, as well as giving money
bonuses and support to the strong brokerages and
training and more support for the ones who are weak.
A machine learning model can improve compensation
plans' predictive capacity if applied to ample time-
evolving datasets. Keeping their compensation plans
out of the woods with new data and continuously
improving them by learning and updating their
predictions on compensation plans, these models can
learn and update predictions for the actual brokerage's
compensation plans to match market trends and agent
performance.
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Pilot Testing

To reduce the risk of a new compensation data-driven
model failing to run across the entire organization
when implemented, you will need to test it in the pilot
stage with a small set of agents. This phase helps test
the model's work under real conditions and adjust it
according to feedback and performance metrics. The
advantage is that pilot testing will identify any issues
with the compensation structure. An example is an
agent dissatisfied or confused by how the new system
works.

When a brokerage is running a pilot, it should monitor
several key indicators of current agent performance,
turnover rates, and agent satisfaction with the new
compensation plan. Additionally, the data-driven
approach needs to be compared to the rate of
performance the agents achieve under the traditional
compensation model to determine whether executing
the data-driven approach would change the key
business outcome. This phase allows you to obtain
invaluable feedback on the model to refine it before
wider rollout. Pilot testing also helps ensure that all the
logistical components of the compensation structure,
payroll adjustments, and performance tracking are
working as expected. Firms can test to resolve any
issues early on, thus avoiding huge disruptions to the
organization when the model is finally scaled (Snihur et
al., 2018).

Continuous Optimization

Continuous optimization is the last step of the
implementation roadmap. A data-driven compensation
model is not a 'once and done' type of implementation
but an ongoing process where ongoing monitoring and

The American Journal of Engineering and Technology

refinement  occur. After implementing the
compensation model, brokerages must create
feedback loops to receive data on agent performance,
customer satisfaction, and other relevant metrics. They
should subsequently be used to refine and improve the
model.

On the one hand, continuous optimization includes
modifying KPIs to reflect market changes or adjusting
commissions to motivate agents better. In addition, the
machine learning models can be returned from new
data to ensure that the prediction is still accurate and
consistent with the change in the market. Continuous
optimization success depends on real-time analytics
tools that give instant feedback and practically enable
brokerages to change everything in real-time.
Additionally, involving agents in the optimization
process will generate valuable information about the
efficacy of the compensation model. This helps
brokerages seek her feedback on how the system is fair
and how clear it might be for certain agents using the
compensation structure.

Best Practices for Sales Compensation Design in Real
Estate

To implement a data-driven sales compensation, there
has to be a plan for creating a sound plan, and there are
several best practices that you should follow to ensure
performance aligns with organizational goals. Suppose
real estate brokerages want to keep their best-
performing agents from leaving and trying to break out
the bad ones. In that case, they need to practice key
strategies such as personalizing incentives, running
data all day long, aligning incentives with the

87

https://www.theamericanjournals.com/index.php/tajet



The American Journal of Engineering and Technology

company's objectives, being transparent, and
supporting the agent's development. These practices
will help maintain the compensation system's
dynamism, flexibility, and effectiveness against a
constantly competitive real estate market.

Personalize Compensation Plans

A system that works well for agents must consider
regional variations, agent experience and performance,
and personalization in compensation plans. This is to
generate a mechanism to incentivize agents effectively.
As the agents come in wildly varying motivations and
circumstances, it is unlikely that a one-size-fits-all
approach will suit all the agent's needs. For example,
the income needs of different market agents are based
on things such as the cost of living, the competitiveness
of local housing markets, and so on, as well as their
buyer demographics. When it comes to designing
compensation packages, brokerage companies need to
take these factors into account.

Agents in the brokerage segment would be on a custom
compensation structure based on their performance
and experience. Companies can sub classify their
agents into different tiers and introduce a
compensation plan to align with their requirements and
goals through data analytics. For example, a baseline
higher salary to recruit new agents more easily will
inspire new agents to start with enough clients so that
their commissions grow and they can make more
money. By contrast, more experienced agents might be
more inclined to such per-performance metrics if
higher commission rates or bonuses are attached to
them. The second benefit of personalizing the
compensation plan is that it addresses one of the most
significant problems in real estate: market variability.
One could make much more money working doing
business in high-demand areas of the city versus

sloughing away in less busy rural areas. Admitting these
differences will reduce turnover and motivate agents in
slower markets (Rhodes, 2020).

Use Data Continuously

A dynamic and data dynamic compensation model is
required to continuously update market conditions,
performance data, and economic factors. Maintaining
functional compensation structures to help compete in
a constantly changing market is an important tool.
Between annual seasonal businesses fluctuations in
real estate markets and surprises (economic
slowdowns or housing booms), companies must always
keep up with their data to refine their compensation
strategies further. Depending on performance metrics,
it can be a good practice to consider the sales volume,
the conversion rate, the customer satisfaction score,
and the time to close when trying to use data to build a
compensation system.

These metrics evaluate the agent's performance and
help us understand the market's general trend. For
instance, if several brokerages notice a market that
increases sales activity in a particular area, they change
the compensation structure. However, this could be
contrasted by restructuring incentives to incentivize
sales activity in locations where the competition or
demand is less intense during periods of slower
business. In addition, predictive analytics helps to keep
the compensation models changing. With the help of
regression analysis, brokerages can predict sales trends
and decide when to roll out new compensation tiers,
bonuses, or incentives. This approach allows companies
to be competitive, reactive, and flexible in the face of
external market pressures to keep compensation plans
from becoming obsolete (Sigvaldadottir & Taylor,
2016).

Data Collection and Analysis for Cost Dynamics Modeling

Data availability and
quality

Data normalization and
adjustment
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Figure 7: Data Collection and Analysis for Cost Dynamics Modeling - Cost Dynamics

Align Incentives with Organizational Goals

Compensating sales based on organizational goals is
essential to incentivizing agents to focus on actions that
directly serve the brokerage. While our compensation
structures are not designed to reward individual
behaviors but behaviors that lead to the greater overall
success of the organization, researchers have still
earned much money, which is known within the
company. However, the behavior could be about
increasing customer retention, upselling high-value
listings, or closing times more quickly. A performance-
based incentive plan should include key performance
indicators (KPIs) that address business priorities (Aithal
& Aithal, 2023). For example, suppose the brokerage
wishes to improve its customer service to improve
client satisfaction.

Perks like compensation packages can be adjusted to
encourage agents to achieve high scores in customer
satisfaction or client referrals (Berman, 2016). If the aim
is to increase premium property sales, agents who
make their mark in closing out premium deals can be
offered extra commission or bonuses. Secondly,
aligning  compensation incentives  with  the
organization's long-term goals motivates agents to
focus on transactions beyond immediate transactions.
For example, suppose agents are incentivized to
develop long-term relationships long-term
relationships with clients. In that case, it leads to better
performance for the individuals, but individuals and
contributes to a stronger reputation and market
position for the firm. Such an alignment encourages a

cooperative, protracted approach to attainment
instead of detecting one focused on short-term results
(Swanson et al., 2015).

Promote Transparency

Any compensation system must be transparent—
especially in independent work environments like real
estate, where agents consistently face performance
pressure. Clear communication about how
compensation is determined, which behaviors are
incentivized, and how agents can maximize their
earnings fosters trust and alignment. Agents who
understand the direct link between their performance
and income are more likely to stay motivated and
engaged. Therefore, brokerages should clearly outline
commission structures and other incentive schemes so
that agents know exactly what actions will lead to
increased earnings (Karwa, 2024).

Changes in compensation models, market shifts, or new
performance targets should be reflected to the team
regularly for a sense of fairness or equity. Also, it can
reduce misunderstandings or feelings of unfairness,
thereby increasing agent satisfaction and decreasing
turnover rates. Real-time reporting tools to assist
agents in tracking their sales performance, client
interactions, and projected earnings will make it more
transparent. Access to one's performance data and
motivation enhances agents' commitment to
ownership of their work and continual improvement. It
is also positioned to increase the ease and frequency of
feedback (Cardador et al., 2017).

Importance of Communication and Transparency in Times of Crisis

Building trust with
stakeholders

Maintaining stakeholder
relationships

Making informed
decisions

-

Managing reputational
risk

Providing guidance to
employees

Figure 8: Importance of communication and transparency
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Support Agent Development

Continuously training and pumping up the professional
growth opportunities offered through a compensation
strategy are often overlooked but essential parts of an
effective compensation strategy (Kang & Lee, 2021).
Incentives for further education and skill development
and industry certifications are given to ensure agents
are on top of their game, both individually and for the
long-run success of the brokerage. Compensation plans
can incorporate professional development, which
might include the bonus or reward bonuses for
completing more advanced training programs,
obtaining more certifications, or learning more about
new technologies, which enhances efficiency. For
example, if some types of skills in an agent are more
developed, agents who decide to study digital
marketing or advanced real estate analytics decide to
get some bonus or higher commission rates to use
those skills to close more deals.

Having a highly skilled and knowledgeable team also
improves agent performance and brokerage's
competitive edge. Investing in developing agents is one
way to address the biggest challenge in real estate
agent turnover. By providing clear roads for career
development and encouraging personal growth,
brokerages can promote loyalty and long-term
retention of top talent. This shows the company is
serious about agents' growth as professionals and
affirming a good working culture (Jacoby, 2018).

7. Future Considerations in Sales Compensation

As the real estate industry is transforming through
emerging technologies, changes in the market
dynamics, and the new focus on the perfect work-life
balance (McKinsey & Company, 2020), the future of
sales compensation in real estate is set to change.
Regarding present-day challenges that traditional
compensation structures pose, some future things are
envisioned to shape how sales compensation programs
will grow. Such considerations include the integration
of artificial intelligence and machine learning, creating
dynamic compensation models, increasing the usage of
nonmonetary incentives, and applying block chain
technology. (Harvard Business Review, 2022). Each is a
chance for real estate brokerages to shape their
compensation to match the business and agent
motivations closely.

Integration of Al and Machine Learning

Artificial intelligence (Al) and machine learning (ML) are
becoming more important realms in understanding the
role of Al and ML in sales compensation as these

The American Journal of Engineering and Technology

technologies empower more advanced, data-based
decision-making processes (Aldoseri et al., 2024).
Plenty of historical data is available for Al and ML to use
in predicting performance and optimization of
compensation models and pay structures written to
meet the needs of each agent and the specific market
they operate in. Al can suggest and even implement
real-time compensation changes based on their study
of transaction volumes, closing rates, customer
satisfaction scores, and behavioral patterns.

The segmentation analysis can be applied to machine
learning models to segment agents based on
performance, tenure, or sales potential to motivate
better agent compensation use cases. For one,
performance-based bonuses and commissions could be
used to incentivize high-performing agents, and a
structured pay plan, such as allowing new agents to
grow their commissions over time, may encourage new
agents'  performance  improvement  (National
Association of Realtors, 2023). These technologies
enable real estate firms to break away from the one-
size-fits-all compensation model and establish
compensation strategies based on the agent profiles.
Asset operations can likewise respond to a CPU's real-
time data processing by adjusting compensation
structures on an equal or faster basis to reflect the
rapidly changing conditions of the real estate
marketplace. As a result, a combination of Al and ML
can pave the way for more efficient, unfair, and scalable
compensation models that align with the needs of real
estate agents and agency brokers.

Dynamic Compensation Models

Dynamic compensation models have become
increasingly necessary since the real estate market is
still quite volatile. These models adjust compensation
structures per market changes, regional trends, and
agents' performance to keep agents motivated and
equally compensated as market changes. For instance,
compensation may be adjusted during periods of high
demand, like a real estate boom. On the contrary,
compensation plans may be shifted to accommodate
the shrinking sale chances in a slow market, such as a
housing slowdown, so agents are still encouraged to
work hard while retaining them.

Factual aspects of the model can include dynamic
compensation procedures, in which variables such as
market activity levels, geographical limitations in
inventory, and local living costs are factored in
(Lorenzen et al., 2016). Real estate firms can adjust
compensation according to these variables, allowing
agents to be paid based on their performance rather
than on external factors beyond their control. This
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adaptive approach can help retain top performers,
reduce turnover, and sustain motivation during
challenging market conditions. Furthermore, dynamic
compensation models—where compensation s

directly tied to performance metrics—encourage
agents to align their efforts with business outcomes,
focusing on high-impact activities and behaviors (Singh,
2022).

GIs
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Satellite
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Remote
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and
laboratory
analysis

(satellites,
drones)

Figure 9: The components of precision agriculture.

Increased Focus on Nonmonetary Incentives

Nonmonetary incentives enhance agent performance
and job satisfaction, and researchers acknowledge their
growing significance. With the exposure involved in the
real estate industry growing more and more
competitive, brokerages are becoming more open
about nonfinancial incentives such as career
advancement opportunities, professional development
programs, recognition awards, and flexible work
arrangements. Such incentives make the work
environment positive and attractive for talented
agents, especially when the work-life balance has
become essential for many profiles.

Among the most appealing career development
opportunities that high-performing agents seek are
mentorship programs and pathways to leadership roles

(Wang et al, 2022). Also, showing recognition
programs that recognize top performers in the form of
awards, public acknowledgment, and any other forms
of recognition will help raise the morale and motivation
of the agents to continue striving for excellence.

In addition, work-life balance has become an important
motivator for agents due to the shift towards remote
work and flexible scheduling. Brokerages that offer
flexible work arrangements, such as allowing agents to
set their schedules or work from home, support a
healthier work-life balance, leading to increased job
satisfaction and higher retention rates (Sardana, 2022).
In an era where top talent has abundant choices and
the labor market is increasingly competitive, these
nonmonetary incentives are particularly impactful
(Teece, 2018).

Table 1: Nonmonetary Incentives for Agent Motivation

Nonmonetary Incentive Description

Example of Use

Career Advancement ;
leadership

Opportunities for growth and

Mentorship programs, promotion
pathways

Professional
Development
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Incentives for continuous learning

Bonuses for certifications, training
programs
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Nonmonetary Incentive Description

Example of Use

Recognition Programs .
achievements

Public acknowledgment for

"Agent of the Month" awards, public
recognition

Flexible Work

Arrangements life

Balance between work and personal

Remote work options, flexible working
hours

Blockchain for Transparency

Sales compensation processes are becoming more and
more transparent and secure using block chain
technology (Sunny et al, 2020). In Blockchain,
transactions and compensation data are securely
recorded, and all transactions are immutable. Thus, it
makes it easy to track and validate payments. In the real
estate sector, this level of transparency is especially
critical because the compensation structures in that
industry sometimes come up in disputes over
commission splits, bonuses, and other financial
rewards. Blockchain helps these processes in that
Blockchain provides a public, immutable record of all
transactions, thereby reducing the risks of fraud, errors,
or other misunderstandings (Tapscott & Tapscott,
2016).

Blockchain can also facilitate quicker and more efficient
payment systems compared to traditional methods.
Smart contracts—self-executing agreements with
terms directly written into code—can automate the
payment process, ensuring agents are paid promptly
and accurately once predefined conditions are met.
This not only eliminates administrative burdens but
also enhances agent satisfaction by delivering timely,
error-free  payments. By leveraging blockchain
technology to provide fair and transparent
compensation, brokerages can foster trust, boost
motivation, and encourage long-term retention among
their agents (Raju, 2017).

Globalization and Remote Work

The American Journal of Engineering and Technology

Because the real estate industry is becoming more
globalized and remote work continues to grow,
compensation strategies must evolve to address the
unique challenges of the international labor market and
remote working conditions. A real estate firm with a
global presence must develop compensation structures
that account for differences in labor laws, tax
regulations, cost of living, and market demands. For
instance, agents working in high-cost cities like New
York or San Francisco may be offered higher
compensation than those in more affordable areas to
ensure competitive pay that aligns with local living
expenses (Chavan, 2023).

As remote work increases, and even due to the COVID—
19 pandemic, brokerages must also create
compensation models for a distributed workforce
(PwC, 2023). This could provide agents with the ability
to work from anywhere while at the same time
competing with other competitive salary rates,
depending on the agent's performance and the remote
nature of their work (Wood & Lehdonvirta, 2021).
Global compensation strategies must consider using
digital tools and platforms that facilitate easy
communication and cooperation between different
time zones to ensure agents can keep up the pace,
regardless of where they are. In such global and remote
trends, the real estate industry must get flexible,
adaptive, and fair compensation models to attract and
retain top talent across diverse markets.
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Including Sales Commissions and Bonuses
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Figure 10: Including Sales Commissions and Bonuses - Cost of Sales:

CONCLUSION

The critical juncture in the real estate industry’s sales
compensation landscape. The real estate space has
completely been based on the traditional appointment
or even fixed-based compensation models, which do
not reflect changing business goals and market tides.
However, the real estate market is a living, changing
market influenced by demand, market conditions, and
agent performance. The different dynamics that these
three have may be ever-changing, but they leave space
for brokerages to ditch old models and bring data to the
core of compensation modeling. This paper explores an
approach where combining data analytics with an
appropriate compensation structure helps improve
performance and retention, which ultimately translates
into better business profitability. Advanced techniques
exist. However, brokerages can assign compensation
plans to agents individually and market conditions with
predictive modeling, regression analysis, and agent
segmentation. This enables us to create dynamic
compensation models based on real-time market
conditions. Consequently, regardless of the market’s
changes, these agents are always motivated.

One key takeaway is that data-driven strategies help
brokerages break free of the “one size fits all” approach
that the sector has always been subject to in
compensating. Brokerages can ‘customize’ the
compensation for agents depending on their strength,
experience, and market conditions by using clustering
techniques and predictive models. Personalization of
such functionalities not only increases the motivation
and performance of the agents but also leads to higher
job satisfaction, thus reducing turnover and its

The American Journal of Engineering and Technology

associated recruitment costs. A case study applying
regression analysis to perfect the formulas of
commission structures and reduce turnover generates
the real practice of data analytics. This demonstrates
the necessity of combining real data from the real
world, assessing the utility of compensation strategies,
and providing a working path for brokerages to realign
their compensation models to match the changes on
the business side. The case study results (such as a 24%
reduction in agent turnover and an 18% increase in
revenue per agent) prove that adopting a more
analytical approach to reward compensation is worth
it.

Data-driven compensation has much potential.
However, implementation requires good planning with
its different aspects in mind. Technology and data
analytics in compensation design necessitate
investments in infrastructure, employee training, and a
robust feedback system. Also, brokerages should
guarantee that the data collected is accurate enough,
can be utilized, and aligns with the company’s
objectives. The models used should be able to remain
flexible and adaptive. Therefore, continuous
optimization based on new insights and market shifts is
essential for these models to provide data-driven
compensation. The paper also demonstrates that
nonmonetary incentives are becoming part and parcel
of compensation strategies in addition to predictive
analytics. Due to the growing importance of work-life
balance and career development opportunities,
brokerages must consider that offering flexible work
arrangements, career advancement paths, recognition
programs, and material financial incentives s
important. Given a competitive market where high-
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performing agents are much sought after, these
nonmonetary rewards are a must as they attract and
retain talent.

Looking to the future, several trends will define the
direction of sales compensation in real estate. For
example, Al and machine learning are promising in
integration as they can help automate the
personalization of compensation plans. Brokerages can
continuously monitor and adjust to compensate
structures to reflect changes in individual performance,
market conditions, and competitive position with other
brokerages. In addition, the block chain technology
movement brings unmatched transparency and
security to the compensation process. It decreases
conflicts between agents regarding getting commission
splits and ensures agents receive their dues promptly.
As the work-from-home trend spreads, real estate firms
must adopt newer versions of employee compensation
models to redefine the cost of continuity in their
workforce and the performance of agents procuring
business. Because compensation strategies should be
equitable across the organization and contribute to fair
compensation for the agents, the strategies must
consider that the agents will work from different
locations. In the real estate industry, the future of sales
compensation hinges on using data to design
compensation structures that are not only fair and
competitive but also adaptive to demand changes in
the market and changes in the needs of current and
new types of workforce. Companies adopting such a-
data-driven approach will have better odds of aligning
agent performance with organizational goals, reducing
turnover, and ultimately improving business
performance. These models will ultimately succeed
based on the ability for continuous innovation, strategic
technology integration, and commitment to a balanced
set of financial and non-financial rewards to drive a
motivated and high-performing sales force
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