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About the German Emirati Joint Council for 
Industry and Commerce

AHKs are located all over the world and are of great importance 
for the German economy.

German Emirati Joint Council for Industry 
and Commerce (AHK)

The UAE is a dynamic market with a vibrant economy and a regional hub located at the cross-roads 
between the East and West. Attracting qualified professionals to work in the UAE’s multicultural 
yet challenging environment is an essential ingredient for success for German, Swiss and Austrian 
(GSA) companies operating in both the UAE and the surrounding GCC markets. 

The AHK is delighted to have found in Departer a very professional and trustworthy partner with 
regard to all recruitment, human resources and consulting matters. 

This is the second time that the AHK and Departer have combined forces to conduct a survey 
among people working in German, Swiss and Austrian managed companies to create an overview 
of the different salary levels that can be found across various industrial sectors within the UAE. 
The information collected will serve to support the decision-making processes of employers and 
employees when dealing with HR and salary issues. 

Katharina Didszuhn
Head of Dubai Office
Head of PR & Communication

 
The German Emirati Joint Council for Industry and Commerce has offices in Abu Dhabi and Dubai, 
and also serves as the headquarters for AHKs in Oman and Qatar. The majority of its 500 members 
are German companies that have offices in the UAE, followed by German-based and local UAE 
companies. 

The wide spectrum of services offered by the AHK includes general consulting in bilateral economic 
relations, providing market information and conducting market studies. By regularly facilitating 
business meetings and hosting social events, the AHK also functions as an excellent networking 
platform for German and international companies.

HR & Salary Report 2015
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About DEPARTER – The German Headhunter

Departer – The German Headhunter
The United Arab Emirates have exerted a special and enduring fascination on us, the consultants at 
Departer, for many years. The regional changes made by people from over 200 nations makes the 
UAE an incomparable country that brings together the East and West. 

A success factor for current and future globally successful management means maintaining busi-
ness activities in the UAE market for a large number of cross-sectoral international organisations.
The particular characteristics of the fast-moving market require local knowledge to successfully 
meet the challenges of international competition. We are pleased that German-speaking companies 
are aware of this difference and usually prepare their entrance into the market systematically. 

The HR & Salary Report 2015 provides the latest figures and practical guidelines drawn up by HR 
experts for your personnel work in the Emirates.

Together with the German Emirati Joint Council for Industry and Commerce, our long-standing and 
highly competent partner, we provide insight into the challenges and opportunities facing locally 
operating companies from Germany, Switzerland and Austria (GSA). We recognise the importance 
of market-driven salaries, which play a crucial role in competitiveness across the region. The HR & 
Salary Report 2015 offers strong support here as a reference framework.

Departer is the local HR specialist for German, Swiss and Austrian 
companies in the Middle East. 

Our convenient locations in the United Arab Emirates and Germany give us access to international 
candidate profiles, as well as internationally oriented and experienced professionals and 
executives.

Our expertise in external recruitment and human resources management makes Departer a compe-
tent and respected partner of many leading large and medium-sized companies within the German, 
Swiss and Austrian economies. 

Norman Sterz
Managing Partner

HR & Salary Report 2015
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The HR & Salary Report 2015 

The HR & Salary Report 2015 provides a unique insight into the UAE employment market with a 
focus on various industrial sectors and occupations at GSA companies located in the country.

The following pages provide significant data on HR-related subjects in the UAE, such as employee 
satisfaction and local challenges, as well as employment trends. The report focuses on existing 
local salary structures and levels, which differ markedly from equivalent salary schemes in 
Germany, Switzerland and Austria. 

The results describe current market conditions and provide a solid platform for understanding the 
various issues surrounding paid salaries. The report includes gross salary ranges across various 
positions and different levels of work experience. 

Due to its distinctive market conditions, European companies face numerous local and unfamiliar 
challenges when they operate in the UAE. The report’s main objective is thus to reflect current HR 
and salary policies employed by German, Swiss and Austrian companies in the UAE.

Therefore, the HR & Salary Report 2015 provides an overview of recruitment policies and remune-
ration levels, and suggests strategies for retaining key talent and succession planning for German 
companies in the Emirates to follow. 

HR & Salary Report 2015
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The Unites Arab Emirates and Germany – 
a strong relationship
The UAE comprises the seven emirates of Abu Dhabi, Dubai, Sharjah, Ajman, Umm al-Quwain, Ras 
al-Khaimah and Fujairah, which were united as a federal state in 1971. The UAE covers a total area 
of 83,600km² and has a population of 9.3 million, which is expected to rise to approximately 15.5 
million in 2050. 

The UAE has become a multiethnic society, and Emirati nationals account for less than 20 per cent 
of the population. About two-thirds of the immigrants are Asians (comprising 50 per cent of the 
total population), mainly from India, Pakistan, Sri Lanka, Bangladesh and the Philippines. Arabs 
and Iranians represent 23 per cent while expatriates from other countries, including Europeans and 
Americans, account for 7 per cent of the UAE’s population.

Over the past two generations the UAE has experienced an unprecedented transition from a Be-
douin, pre-industrial society to an urban country with cutting-edge technology. It has become one 
of the most developed countries in the Arab Gulf and one of the richest countries in the world. 
The UAE has one of the world’s highest GDP per capita (USD 44,771 in 2014). The country is still 
a largely commodity-based economy, with shipments of oil and natural gas accounting for 40 per 
cent of total exports and 38 per cent of GDP. 

In order to vary its economy and reduce its dependence on oil revenues, the UAE has pursued a 
market diversification strategy that has resulted in the steady development of industries such as 
logistics and transportation, as well as trade and tourism. 

Thanks to its strategically advantageous location, the UAE as a whole, and Dubai and Abu Dhabi in 
particular, has become one of the world’s most important international air transport hubs. The UAE 
provides enormous possibilities for all types of companies to perform commercial activities in the 
UAE. Thus, the UAE is one of the most important trading partners for Germany, Switzerland and 
Austria.

The UAE has strengthened its position in the Arabic world economy, recently returning to its 
pre-crisis economic level. The region’s economy is projected to grow at a healthy pace, supported 
by long-standing investments and successful accomplishments, such as the Expo 2020, which is 
increasingly gaining greater international prominence.

Local companies headquartered in Germany, 
Switzerland and Austria

Since the 1970s, German companies have played an instrumental role in the modernisation and 
diversification of the Arab economies. Germany and the UAE first established diplomatic relations 
in May 1972. In April 2004 both countries agreed to form a strategic partnership. In January 2009 
the countries’ foreign ministries agreed to strengthen political relations and maintain extensive 
trade relations. Today, trade between Germany and the UAE is worth AED 50 billion per year, with 
more than 1,000 German companies currently operating in the UAE. 

German companies have an excellent reputation worldwide. 
The “Made in Germany” seal stands for innovation, quality and 
cutting-edge technology. However, the world’s fourth largest 
economy consists not only of global players, but also of many 
world market leaders that happen to be small and medium-sized 
enterprises that form the bedrock of the German economy. All 
of these companies benefit from Germany’s sound economic 
conditions and highly qualified workforce. 

Accounting for 5.2 per cent (2012) of total imports, Germany is one of the major import partners of 
the UAE. Germany‘s most popular export goods are machinery, vehicles, electronic equipment, steel 
and plastics. Consequently, the majority of GSA companies in the UAE comprise manufacturers 
from these industrial sectors.

HR & Salary Report 2015
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Key data given by respondents
The HR & Salary Report 2015 evaluates participants of all nationalities and professions living in 
the UAE and working for companies headquartered in Germany, Switzerland and Austria. In 2013, 
the UAE had the fifth largest international migrant population in the world (7.8 million immigrants, 
according to United Nations estimate).

The graphs below provide an insight into the diversity of local companies in the UAE. They show 
that the majority of those responsible for taking HR-related decisions are experts from Germany, 
Switzerland and Austria, while 66 per cent of the workforces of GSA companies, by contrast, are 
made up of other nationalities.

In 2005, the government of the UAE launched an “Emiratisation” initiative to increase the number of 
Emirati citizens employed in both the public and private sectors. As a consequence, this has led to 
the current strikingly low number of local employees in GSA companies in the UAE. 

Human Resources in the UAE

There is a great demand for specialists in the UAE employment market, which consequently results 
in talent shortages across the region. 

According to the survey results, 77 per cent of the interviewees indicated that the desire to develop 
their career had an impact on their choice of residence. In addition, the majority of respondents (51 
per cent) cited the opportunity to gain work experience abroad as being behind their decision to 
move to the UAE.

The illustration below outlines the other advantages of working in the United Arab Emirates. Apart 
from career development and international experience, the salary expectations are considered to be 
above the average remuneration levels found on domestic employment markets. In the UAE, 
tax-free salaries and the use of English as business language are attractive incentives for tempo-
rary labour migrants seeking employment opportunities and high standards of living. 
Moreover, once an individual has accomplished professional goals abroad, spouses and families 
often relocate to the UAE as well. 

Political tensions across the broader Middle East continue to have an impact on the Gulf, with more 
people and capital flowing to the relative stability of the Gulf countries, including the UAE. Arab 
Spring countries in particular remain in a state of flux, leading to large numbers of people from that 
region, especially from Syria and Egypt, entering the Emirati job market where the employment 
prospects are higher than in their home countries.

Reasons for working in the UAE (Multiple answers were permitted)

Career development

Work experience abroad

Salary

Standard of living

Culture / Weather / Country

Private reasons

Low employment prospects on domestic job market

77%

51%

50%

26%

17%

15%

8%

Employees by nationality

Germans 
29%

Germans 
59%

Austrians 
4%

Austrians 
7%

Others 
14% Others 

13%

Indians 
33%

Indians 
10%

Arabs 
12%

Arabs 
6%Filipinos 

7% Filipinos 
2%

Swiss 
1%

Swiss 
3%

HR decision-makers by nationality

HR & Salary Report 2015
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Employees at GSA companies
According to the collected data, the vast majority of employees in the surveyed companies possess 
higher level education: 

     45 per cent have a Bachelor‘s degree or higher diploma
     34 per cent have a Master‘s degree
     14 per cent have a professional certificate or diploma.

Expatriates form an essential part (approx. 88 per cent) of the 9 million inhabitants in the United 
Arab Emirates. Nineteen per cent of the respondents had previously worked in a foreign country 
before moving to the UAE and display flexibility and cultural awareness. The UAE is one of the 
world‘s most culturally diverse countries, with multiple nationalities living together in one place. 

The graph below shows that the majority of the interviewed expatriates (58 per cent) plan to stay 
for 2 to 5 years in the country. In 2014, the average stay of senior professionals in the UAE increa-
sed to 4.5 years, almost double the duration in 2007 (The National, 2014).

Intended duration of stay in the UAE

Key factors challenging employees  
(Multiple answers were permitted)

The figure below represents the challenges faced by expatriates in the country. The majority of 
answers given are job-related, which illustrates that work life is a key focus of the inhabitants.

Cost of living

Personal job security

Family concerns

Inadequate compensation

Long working hours

Difficulty to relocate back home

Quality of life

Partner‘s career

Assignment does not meet expectations

33%

12%

12%

10%

10%

8%

6%

5%

4%

In the UAE, the biggest challenge is the cost of living, including steadily increasing housing and 
utility costs which account for almost 44 per cent of monthly expenses. During the last two years, 
families have returned to their home countries because the sole wage earner was not able to meet 
the increasing costs required to house the entire family. Another concern for families is the steady 
increase in the cost of education. When this is not covered by the employer, this also leads to fami-
lies returning home, where the cost of living is often much lower than in the UAE. 

2-5 years

6%

14%

22%

58%

11-20 years

6-10 years

forever

HR & Salary Report 2015
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Employees at GSA companies
There are two different types of employment contracts available to foreign employees: 
the expatriation contract and the local contract. 

The expatriation contract includes the terms and conditions of the home location, regardless of the 
salary and benefit entitlements in the host location. It is crucial that any expatriation contract takes 
all local rules and customs into consideration and contains references to all regulations governing 
international employees, while also being enforceable abroad. Once living in the UAE, it is often 
necessary to sign a local contract in addition to an expatriation contract; this is a prerequisite for 
obtaining a work permit. According to the survey, 22 per cent of those questioned hold an expatri-
ation contract. Due to increasing costs for companies in the UAE, it is noticeable that companies 
are increasingly sending employees who had earlier been sent to the Emirates on an expatriation 
contract back to the company’s headquarters, or are offering them a local contract instead. 

The majority of the interviewees (78 per cent) are employed under a local contract. The contract is 
signed in the host location and respects labour laws applicable in this location. It includes national 
salary packages, benefits and all allowances paid to the employee. For all employees working on 
a local contract in the UAE, companies need to pay termination payments, the so-called end of 
service gratuity. 

Interviewees often emphasised the positive working environment experienced in German, Swiss 
and Austrian companies, leading to a well-structured and friendly corporate culture. Reliable and 
on-time salary payments, as well as a clearly structured organisation, are the two major factors 
why employees prefer to work for German, Swiss and Austrian companies. Respectful interaction 
and open communication between employees and managers are other important reasons for choo-
sing GSA companies as an employer.

Most valued attributes of GSA companies


Reliable payment

56%
Cleary structured organisation

52% 

Open communication

42%
 

 
Respectful interaction

50%

Possibility of personal training and 
development

34%
High level of responsibility

45% 

HR & Salary Report 2015
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Working days per week

As a result of a labour reform in 2006, the “Thursday–Friday“ weekend was replaced by the 
“Friday-Saturday“ weekend in all GCC states. This change meant that UAE working days were more 
closely aligned to those of the Western world. Most employees work 5 days per week, although a 
5.5- or 6-day week is common practice among several companies in the UAE as well. Pursuant to 
the labour law, “Friday is the normal weekly holiday for all employees except for those on daily wage 
bases”. 

       Ø 5 days per week

Vacation days per year

Full-time employees working in the UAE are entitled to holiday leave as per the Labour Law, which 
broadly includes annual or recreational leave, sick leave and maternity leave. However, the structure 
of holidays differs for the public and the private sectors. With regard to public holidays, it is open to 
private sector employers to grant their employees a holiday or to pay them instead: “The employee 
must be granted an annual leave during each year of service which may not be less than (…) two 
days per month.” Eighty per cent of the respondents stated that they receive an annual leave allo-
wance of 30 days, while 13 per cent of the employees are authorised to take 25 days. The remaining 
7 per cent take between 24 and 22 days’ annual leave. During an employment probation period 
employees are not entitled to any leave. Contrary to the European standard, annual leave is usually 
calculated on the basis of calendar days rather than working days. 

       Ø 30 days paid leave

Working hours per week

The working week in the UAE varies between the mandatory 40 and 48 hours, depending on an indi-
vidual company’s policy. As per the UAE’s Labour Law, the provision covering working time reads as 
follows: “The maximum normal working hours for adult employees shall be eight hours per day or 
forty eight hours per week”.  In the month of Ramadan, the working day is reduced to six hours per 
day. 

As can be seen on the graph, the collected data shows that practices reflect the legal regulations. 
Companies from the German-speaking economy are in line with market requirements concerning 
their general conditions. 

Working conditions

Average working hours per week

> 61

56 - 60

51 - 55

46 - 50

41 - 45

36 - 40

35 >

9%

8%

12%

27%

31%

10%

3%
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HR departments are a critical component of an employee’s well-being in any business. Part of their 
function is to ensure that the company’s corporate mission, values and vision are successfully 
implemented. The relationship between headquarters and its foreign subsidiary plays an import-
ant role with regard to efficient HR management. The actual location of the person in charge for 
personnel matters is of particular interest.

In order to determine local practices, 150 HR field specialists from various industries were queried 
about their conditions and operations in the UAE. 

According to the survey, small and medium enterprises (SMEs) represent the majority of Ger-
man-language companies in the UAE. As can be seen in the graphs below, mainly sales and service 
subsidiaries are established in the UAE whilst managerial and producing divisions remain located at 
the headquarters.

HR departments in the UAE

Worldwide employee headcount               On-site employee headcount
              

> 5,000        >1,000 - 4,999        500 - 999         100 - 499         50 - 99         10 - 49       1 - 9

42%

28%

9% 14%
4% 17%

3%

28%

12%

11%

19% 13%

The survey reveals that 44 per cent of the interviewed companies do not have an HR department in 
their UAE subsidiary. It was also found that 18 per cent of interviewed HR decision-makers see the 
need to establish an HR department on the local market to be able to better identify qualified per-
sonnel in the region and to shorten decision-making processes (31 per cent). Such a move would 
help accelerate the hiring process to quickly fulfill local requirements. Recruitment speeds need to 
be increased as most professionals have a variety of choices and prefer businesses that process 
their employment application quickly.

HR & Salary Report 2015
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The fast-paced business landscape brings many HR challenges for companies headquartered in 
Germany, Switzerland and Austria.

The HR & Salary Report 2015 reveals that increasing workforce productivity is the biggest challenge 
faced by HR departments. Rising infrastructure projects are creating a ripple effect across multiple 
industries as numerous planned projects come into operation. 

Advice on effective ways to meet challenges ahead, for example by selecting and hiring qualified 
staff, as well as retaining key talent and succession planning, will be provided on the following 
pages. 

HR management challenges

Increasing workforce productivity

Driving culture and behavioral change in the organisation

Succession planning

Retaining key talent

Building leadership capability

Acquiring key talent

Encouraging organisational innovation

30%

24%

23%

19%

16%

15%

14%

HR management challenges (Multiple answers were permitted)

Unsatisfactory cooperation with headquarters was cited by 44 per cent of respondents, and this is 
directly related to the challenge of driving cultural and behavioural change in the organisation (24 
per cent). The specific country conditions where subsidiaries are located, such as the UAE, are often 
not taken into account in headquarters’ operations, which leads to 25 per cent of HR 
decision-makers requesting more independence from the head office.

The very fact that only 20 per cent of the questioned HR decision-makers emphasised the im-
portance of personnel development in their work underlines its subordinate role in the UAE. It is 
therefore no surprise that developing leadership capabilities turned out to be among the biggest 
challenges (16 per cent).

Hiring qualified personnel appears to be one of the biggest challenges in the UAE. Even though the 
employment market is stable, it is also highly competitive among GSA companies. In addition to 
focusing on the organisation‘s core competencies, it is necessary for the management to select and 
hire the right workforce in order to respond effectively to current market conditions. The research 
indicates that HR managers face considerable challenges in hiring personnel in a diverse market 
such as the UAE, where employees‘ qualification levels are not comparable to Germany, Switzerland 
or Austria. Employers need to better understand and compare the qualification levels of different 
countries and different education and training systems. 

Selecting and hiring qualified personnel

Limited availability of qualified staff

Budget

Recruiting capacities

Unforeseen economic conditions 

Government / Visa regulations

45%

23%

15%

10%

7%

Most challenging factors in hiring personnel 

A significantly high number of respondents (47 per cent) say that the salary budget at their dispo-
sal does not allow them to take appropriate HR decisions. The situation is complex: experienced 
staff members, who have a solid knowledge base in their field as well as a deep understanding of 
the local market, demand a higher price on the market. Due to the relatively small number of emplo-
yees in German-language subsidiaries in the UAE, tasks and responsibilities are assigned to a small 
number of people. Therefore, companies require employees with an open mindset and “all-round 
skills” to manage various tasks and responsibilities at the same time. 

As HR departments often remain located in the headquarters, many companies have no capacity 
to take on time-consuming HR work. Fifteen per cent of HR decision-makers surveyed indicated 
that limited recruitment capacities are one of the most challenging factors when it comes to hiring 
staff. For instance, the resources required to conduct the selection and pre-qualification stages for 
the often high numbers of candidates, as well as employing supporting measures such as active 
sourcing, exceed local capacities. 

HR & Salary Report 2015
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Workforce development must be handled strategically to address current and future demands 
created by regional talent shortages. It is necessary to select candidates with precise skill sets who 
can grow within the company.

Unfortunately, due to such challenges when hiring the right workforce for the local market, 35 
per cent of all employers globally are currently unable to source the talent required by their 
organisation. 

Many companies face difficulties in finding qualified personnel themselves. This potential target 
group is difficult to locate and will not reply to job advertisements as most of them are not actively 
seeking new opportunities. Surveys have shown that 59 per cent of all professionals are “passive 
candidates” – this means they are not actively looking for a new job, but are nevertheless open to 
new opportunities.

In comparison to German-speaking markets, job titles in the UAE more frequently include the term 
“manager”, which is used very often. Job titles are not necessarily used as part of the employer’s 
compensation management system but often serve as symbols of authority. For this reason, it is 
essential to be open to requests for title modifications while recruiting. 

The HR & Salary Report 2015 highlights the continuing importance of recruitment agencies and 
headhunters in supporting global companies in their search for professionals. They have access to 
qualified personnel in niche markets and place the right candidates in the vacant positions of their 
clients. 

Selecting and hiring qualified personnel Succession planning
Twenty-five per cent of the interviewed companies cite succession planning as one of the biggest 
challenges to efficient personnel work. This is especially true in the fast-paced environment of the 
UAE, where special attention must be given to succession planning.

Due to the relatively limited workforce found in the subsidiaries of GSA companies in the UAE, 
career paths are often limited. A high number of qualified employees relocate to other regions for 
career growth or resign from their current employer and change to another company promising 
more opportunities to achieve personal growth.

Current results reveal that employees are based in the Emirates for an average of 5 years. This is 
mainly explained by the specific ambition behind the decision to relocate to the country, such as 
career development, gaining international working experience and receiving higher remuneration. 
The graph below shows why interviewees have to leave the UAE and is part of the reason why the 
labour turnover rate is so high. 

Reasons for planning to leave the country  
(Multiple answers were permitted)

Cost of living

 Family concerns

Wish to return to home country

Personal job security

Inadequate compensation

Quality of life

Partner´s career

Assignment does not meet expectations

Long working hours

23%

19%

16%

8%

8%

7%

5%

4%

4%

As can be seen from the graph, the cost of living turned out to be the prime reason for residents 
to leave the country. They are beginning to feel the impact of high inflation, which climbed 4.4 per 
cent year-on-year (Dubai Statistics Centre, DSC. October 2014.). The International Monetary Fund 
(IMF) has forecast the UAE inflation rate at 2.5 per cent for 2015. 

HR & Salary Report 2015
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The HR & Salary Report 2015 confirms that key talent retention is one of the biggest challenges 
faced by German, Swiss and Austrian companies in the UAE. Higher remuneration incentives and 
proposals from competitive companies are two reasons why many professionals frequently accept 
new job opportunities with other employers. Financial incentives therefore play an important role in 
retaining staff, but financial benefits may not improve staff performance or extend job tenures.

In Departer’s experience, in order to keep key talent it is important to:

SET THE RIGHT EXPECTATIONS. One of the most important factors here is the ability to achieve 
the desired results for the parent company while living and working in the UAE. The managers 
based in Germany, Switzerland and Austria must be accountable for the results and progress of 
their employees, while the employees themselves should be held responsible for reaching their own 
goals. It is essential therefore to communicate business goals and to set employees’ personal goals 
and expectations. If such objectives and expectations are established beforehand, managers at 
headquarters can monitor progress toward those goals during the assignment more easily. 

INCENTIVE SCHEME. The purpose of non-monetary incentives is to reward employees for excellent 
work performance by offering them particular benefits. Non-monetary incentives include sabbati-
cals, a pleasant work environment and the most prevalent method, flexible working hours, currently 
utilised by 49 per cent of the interviewed employees.

In addition, companies have the option to provide their employees with accident and life insurance, 
as well as pension schemes. The graphs below represent the current benefits at employers’ dispo-
sal in the UAE.

Retention of key talent

Flexible work time models         Accident insurance                     Life insurance                              Pension scheme

PROFESSIONAL TRAINING. Another important scheme provided by the company to retain key 
talent could also be an added value, such as professional trainings. With the growing need for 
versatile and highly flexible talents, employee training and development is becoming more and 
more important. In the fast-moving UAE market, with its ever-changing trends and high competiti-
veness, it is essential that companies provide regular training and education opportunities in order 
to remain competitive on the market. 

ACKNOWLEDGING KEY TALENT. Talent management is the key to developing and retaining 
professionals. It is important to acknowledge key talent at an early stage in order to invest in their 
development, which will hopefully secure their long-term commitment to the company. 

TEAMBUILDING. Each member of a team plays an integral part in the success of the company. With 
under-staffing, burnout, outsourcing and high labour turnover rates on the rise, many companies 
realise they must improve communication within their organisation. To create an effective team, its 
members must share a common goal. Raising awareness of the company’s history and taking part 
in common social events will improve team spirit and lead to higher performance. 

HR & Salary Report 2015
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The following pages of the HR & Salary Report 2015 contain an overview of salary levels applied by 
GSA organisations in the UAE. 

The evaluation provides unique insights into today‘s labour market for professionals in the fields of

Salary & employee benefits guide

Accounting & Finance 

Construction

Human Resources

Information Technology

Legal

Management

Manufacturing

Marketing

Office Administration

Sales & Service

Supply Chain & Logistics

The selection of the job roles is based on Departer consultants’ many years of experience with posi-
tions that are most frequently placed at GSA companies in the local market. As a quick summary of 
the findings, we can say that the majority of the respondents have appraised their current salary to 
be in line with the market average. 

The evaluation includes the starting salary range of permanent positions in various industrial sec-
tors in the UAE. The salary packages are given in AED per month and include basic salaries as well 
as housing and transportation allowances. Bonuses and other forms of rewards, such as benefits, 
are not taken into account. 

Breakdown of salary packages
Due to the high percentage of expatriates living and working in the UAE, the salary structure cannot 
be compared to other countries. 

The following graphic represents a general overview of the salary breakdown in the UAE. 

Salary breakdown by components 

Salary packages are divided into three major categories: the basic salary, as well as housing and 
transportation allowances. Depending on the job position, company size and policies, sometimes 
further allowances are paid also. 

Basic salary

61%

30%

9%

Transportation allowance

Housing allowance
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ACCOUNTING & FINANCE

Role    Up to 5 years 5-10 years 10 years <

Finance Director     45,000  55,000 <

Finance Manager   26,000  35,000  40,000 <

Head of Accounting   25,000  29,000  33,000 <

Financial Controller   22,000  26,000  30,000 <

Internal Auditor   17,000  20,000  25,000 <

Chief Accountant   16,000  20,000  25,000 <

Accountant   10,000  15,000  19,000 <

Assistant Accountant  8,000  11,000  16,000 <

CONSTRUCTION

Role    Up to 5 years 5-10 years 10 years <

Project Director   45,000  52,000  60,000 <

Project Manager   42,000  48,000  52,000 <

Commercial Manager  36,000  45,000  52,000 <

Construction Manager  35,000  45,000  50,000 <

Quality Manager   24,000  30,000  38,000 <

HSE Manager   24,000  30,000  38,000 <

Architect    19,000  28,000  40,000 <

Site Manager   15,000  18,000  25,000 <

Civil Engineer   14,000  22,000  28,000 <

Technical Engineer   9,000  15,000  19,000 <

Contract Manager   31,000  40,000  48,000 <

Salary ranges
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HUMAN RESOURCES

Role    Up to 5 years 5-10 years 10 years <

LEGAL

Role    Up to 5 years 5-10 years 10 years <

Role    Up to 5 years 5-10 years 10 years <

HR Director     45,000  55,000 <

HR Manager   25,000  35,000  40,000 < 

Compensation and Benefits Manager 15,000  19,000  25,000 <

HR Assistant     9,000  15,000  18,000 <

Recruitment Specialist    6,000    8,000  11,000 <

          

IT Manager   16,000  20,000  25,000 <

Software Developer      9,000  16,000  22,000 < 

Systems Administrator    7,000  11,000  18,000 <

Network Engineer     6,000  10,000  16,000 <

Technical Support Engineer    6,000  10,000  15,000 <

INFORMATION TECHNOLOGY

Lawyer    19,000  29,000  40,000 <

Legal Counsel    18,000  28,000  40,000 < 

Paralegal      12,000  20,000  28,000 <

MANAGEMENT

Role    Up to 5 years 5-10 years 10 years <

MANUFACTURING

Role    Up to 5 years 5-10 years 10 years <

CEO      50,000  70,000 <

COO       50,000  70,000 < 

CFO        48,000  65,000 < 

General Manager       48,000  60,000 <

Commercial Manager  36,000  42,000  50,000 <

Production Manager   30,000  44,000  52,000 < 

Operations Manager     24,000  32,000  40,000 < 

Quality Manager     20,000  25,000  32,000 < 

Technical Manager     15,000  19,000  26,000 < 

Design Engineer     11,000  14,000  17,000 < 

Safety Engineer     10,000  12,000  15,000 < 

Operations Executive      8,000  11,000  13,000 <
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MARKETING

Role    Up to 5 years 5-10 years 10 years <

OFFICE ADMINISTRATION

Role    Up to 5 years 5-10 years 10 years <

Marketing Director      45,000  55,000 <

Brand Manager   22,000  26,000  30,000 < 

Category Manager     18,000  24,000  28,000 < 

Product Manager     18,000  24,000  28,000 < 

PR Manager     17,000  23,000  28,000 < 

Marketing Manager     18,000  24,000  29,000 < 

Marketing Assistant     11,000  15,000  18,000 < 

Office Manager   18,000   22,000  26,000 <

Executive Assistant   17,000  21,000  25,000 < 

Personal Assistant     12,000  15,000  18,000 < 

Administrator       7,000    9,000  13,000 < 

Receptionist       7,000    9,000  13,000 < 

 

SALES & SERVICE

Role    Up to 5 years 5-10 years 10 years <

Area Sales Manager     25,000  32,000  38,000 < 

Business Development Manager   25,000  35,000  40,000 < 

Sales Manager     20,000  25,000  32,000 < 

Key Account Manager    18,000  22,000  25,000 < 

Customer Service Manager    19,000  23,000  26,000 < 

After Sales Manager     19,000  22,000  25,000 < 

Sales Engineer     11,000  13,000  15,000 < 

Service Engineer     10,000  12,000  14,000 < 

Inside Sales Coordinator      8,000  10,000  12,000 < 

Sales Executive     10,000  12,000  14,000 < 

Customer Service Executive      8,000  10,000  12,000 <

SALES & SERVICE

Role    Up to 5 years 5-10 years 10 years <

Director of Sales     45,000  52,000 <

Branch Manager   35,000  40,000  46,000 < 

Regional Sales Manager    29,000  36,000  40,000 < 

Supply Chain Manager    26,000  32,000  39,000 < 

Procurement Manager    25,000  30,000  38,000 < 

Operations Manager     24,000  28,000  38,000 < 

Warehouse Manager     10,000  15,000  22,000 < 

Trade Lane Manager     19,000  25,000  30,000 < 

Operations Coordinator      8,000  10,000  14,000 < 

Logistics Coordinator      7,500    9,000  13,000 < 

Purchasing Coordinator      7,500    9,000  13,000 <

SUPPLY CHAIN & LOGISTICS

Role    Up to 5 years 5-10 years 10 years <
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Individual benefits, depending on the position and the employee’s personal situation, were 
indicated as follows: 

Employee benefits

        Company car                       Petrol allowance                          Mobile phone              Laptop 

The graphs show that a large percentage of employees at German companies in the UAE (64 per 
cent) have a company car at their disposal, while 46 per cent are also given corresponding petrol 
allowances. 

Moreover, as can be seen in the following graphs, education allowance and “13th salary” payments 
are optional contractual components and in common use on the local market.

Education allowance                                  13th salary

In addition, employers must provide employees with access to medical care according to the stan-
dards set by the Minister of Labour and Social Affairs in collaboration with the Minister of Health. 
As can be seen on the graph on the right-hand side, the majority of employers provide medical 
insurance (92 per cent) that also applies to family members (48 per cent). 

Medical insurance

Furthermore, all employees are provided with a return air ticket to their home country for each 
year of service. Some companies prefer to give a standard air ticket allowance in order to avoid the 
booking formalities. The graph shows how German companies currently provide this benefit. 

Flight ticket

Familiy status

Single status

None48%

8%

44%

Familiy status

Single status

None

36%

14%

50%
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There are several trends which are likely to affect the HR sector in the UAE over the coming years.

The war for talent will remain one of the most crucial topics in the job market. According to the 
survey, hiring the right people is a challenge, particularly in a market such as the UAE where there is 
a shortage of qualified staff. This will continue to be a critical factor in the future. 

Consequently, overseas recruiting will gain more importance, and employees with the required 
skills might only be found outside the GCC region. 

The growing economy in the Gulf region will lead to GSA companies in the UAE increasing their 
workforce. However, rising salaries due to rising costs pressures will remain one of the major con-
cerns for employees and companies in the GCC. Across the market, including all sectors and levels 
of seniority, there has been a 5.3 per cent increase in pay, while the largest pay rise occurred in the 
oil and gas sector. 

In order to ensure that productivity continues to develop, firms must regularly revise the numbers of 
employees each department requires in order to maintain efficient work levels. To prevent a potenti-
al string of resignations by professionals, companies will need to increase their staffing levels to 
divide the work among more people.

In today’s highly competitive job market, an effective employer brand is a crucial tool for attracting 
and retaining the right kind of talent. Due to employer branding, an organisation’s prestige is raised 
above the market average and the company stands out from its competitors. Not only does it 
support the recruitment of highly-skilled and promising new employees, it also encourages talent to 
remain loyal by strengthening their identification with the company. Diversity Management plays an 
increasingly important role in the context of employer branding.

Recruiting trends
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