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- RO LES IN DEM AN D -

New Zealand’s public sector workforce experienced strong growth
over the past year. This was due in part to work associated with
delivering on the Government’s $50 billion COVID Response and
Recovery Fund, which includes their $3 billion Infrastructure Fund.
As the country recovers and rebuilds, the Infrastructure Fund is
expected to create more than 20,000 jobs. This confidence has
flowed through to many sectors across the country that support this
Government-led activity.

• Strategy and Policy
Professionals
• Principal Advisors with
experience in regulatory
policy and stakeholder
engagement
• Senior Policy Analysts
and Advisors

Prior to the global pandemic, the Public Sector brought in specific
skill sets to meet a need, often tapping into offshore talent, or by
bringing on contract resource where necessary. Due to border
closures, this has become challenging.

Employers

The pandemic created a substantial workload for the Government,
which in turn significantly drove up public sector employment.
Behind Health and Construction, the public sector experienced the
third-largest job increase in 2020, with over 7,500 roles created.

With many Ministries moving into an Agile environment,
certifications such as Prince2 and AgilePM have been highly
sought after.
Due to the ever-changing requirements of Ministry workspaces,
including hot desking, the need to work from multiple locations,
or working remotely through the alert levels, we found an increase
in demand for candidates who can demonstrate flexibility and
agility. Team fit and great communication remain paramount,
and candidates who can adapt quickly to change do well in
Government workplaces.

We also saw an increase in project-based work post lockdown,
which resulted in a demand for contract and temporary staff across
all Government departments, to support the existing workforce as
access to talent became difficult.
With many Graduates unable to leave the country and go on
what is traditionally seen as their ‘overseas experience’, we found
an influx of Graduates in the market - with limited or no work
experience. In the past, Graduates would work in a temporary or
contract capacity in order to save up and go overseas, but they
were now looking for long-term roles.

Despite some redundancies in the Public Sector contributing to
experienced candidates looking for work, the candidate shortage is
becoming critical, and we anticipate it to continue for some time.

Candidates

Matching the pay rates offered in the private sector is a challenge
the public sector has faced for some time, and the market has
found it increasingly difficult to find talent with valuable large
corporate and private sector experience.

There was little movement from Public Sector candidates across
New Zealand in 2020, as job security was more important than
career progression. However, we noticed a shift in candidate
behaviour as the year progressed. The beginning of 2021 saw
a slight increase in candidate numbers in the market, looking
for their next opportunity. Contractors, who were once nervous
about market performance, were also more willing to get back to
contracting, as the demand heightened.

Fortunately, the increase in post-study work visas from one to three
years has allowed overseas Graduates to gain more experience
within the New Zealand job market. This has led to further employer
confidence when hiring a post-study visa candidate, and it allows
these candidates to work their way up to a higher salary band
before needing to look for sponsorship.

Following the theme from the Private Sector - flexible working was
a top priority to candidates, with many stating a preference to work
from home, only going into the office when they were needed.

The largest levels of job growth in this space were in roles
that require a technical specialism, whether in Policy, Projects,
Communications or Human Resources, and candidates with a
tenure of two years and above have become increasingly
difficult to find.

Many candidates have also indicated an openness to moving
away from main centres and work provincially - a trend driven by
wellbeing concerns, as well as housing affordability.
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- MADIS O N REC O MMEN D S -

The Year Ahead

• To attract the best candidates in the market, your
Employee Value Proposition needs to be accurate
and well-communicated. You will also need to
have the ability to develop and train candidates
quickly, to take the pressure off existing
under-resourced teams and help mitigate the
effects of the current skill shortage.

As candidates switch jobs for better opportunities and higher
salaries, we recommend public sector organisations work with
speed to understand the market, in order to effectively attract
talent to roles.

• Consider hiring Graduates and investing in their
training and development to address long-term
skill shortages in the market, especially
in light of current challenges accessing
qualified international candidates.

For the Government sector to stay competitive and attract top
talent, different career pathways will need to be developed
for employees. Ministries will also need to offer market
rates, embrace flexible working opportunities and effectively
communicate their mission.
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ROLE

Low

High

Policy Manager

170

220

Principal Advisor

120

170

Principal Analyst

120

170

Senior Policy Advisor

80

120

Senior Policy Analyst

80

120

Policy Advisor

70

85

Policy Analyst

70

85
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