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The Market
After the first nationwide lockdown in March 2020, market 
confidence decreased significantly with many organisations 
needing to disestablish low-level roles, whilst others put the 
recruitment of a large number of roles on hold. However, 
towards the end of 2020, as business confidence grew, we 
saw more short-term contracts being offered in the market, 
whether they were project oriented, for parental leave cover, or 
due to the uncertainty on the volumes of work. What is evident 
though, is that the COVID-19 pandemic gave Human Resources 
professionals a seat at the table, with many organisations 
expecting experienced professionals to lead the charge and 
implement change. 

From the onset of the pandemic, experienced HR professionals 
were heavily depended upon, to partner with business leaders 
and navigate tough decisions, advising on HR obligations, 
and planning for a future-ready workforce. Consequently, 
workloads changed for these professionals. From having to 
operate remotely, through to familiarising themselves with 
new automation software while managing ad hoc tasks, HR 
employees were required to be agile and resilient to guide 
their organisations in the right direction. Over the past year, we 
saw many talented professionals navigate restructures, manage 
health and safety and social distancing restrictions, and handle 
remote working challenges, not to mention address the various 
complexities each alert level presents.

With legislation changes including the Privacy Act 2020, 
COVID-19 tax relief, and the Wage Subsidy Scheme, there has 
been an additional focus on organisational responsibilities, 
resulting in a surge of Human Resources recruitment across the 
country. Specialised roles with a focus on People and Culture 
have experienced a positive uplift. This has stemmed from 
the significant impact that the pandemic has had on business 
culture. With many organisations being afforded the time and 
opportunity to ‘work smarter’ off the back of the pandemic, we 
also noticed structural changes within HR departments, with a 
rise in Change Management, Learning & Development, Training, 
Employment Relations and Remuneration Specialist roles.

As the industry experiences a skill shortage for candidates 
with proven experience and knowledge in Employment 
Relations and Health and Safety legislation, we have seen larger 
organisations invest in training and development programmes 
to upskill their people. For organisations that lack resources or 
capacity to upskill, they look for candidates with experience in 
creating and implementing best practice processes to improve 
company culture and retention rates, who are ready to hit the 

Human Resources

ground running. These employers are willing to compensate 
accordingly for the right candidates. 

Salaries rose slightly during the year for specialist and senior 
level roles, with businesses identifying the importance of these 
candidates and offering market rates, or above. Generally, 
candidate salary expectations were in-line with what employers 
were offering. 

Quality candidates have been challenging to source despite the 
overall volume of available candidates remaining high. We have 
experienced an influx of generalist candidates in the market; 
however, they often lack the preferred skill set for the specialist 
roles available. 

Specialist candidates are not actively applying for roles, and 
those that are get hired quickly. We have also noted that 
employers are offering significant retention benefits to prevent 
these candidates from leaving. There are also currently too few 
Health and Safety professionals for the number of roles that 
are available in the market, and we believe there will be more 
opportunities for up-and-coming candidates.

Tenure is solid in the People and Culture space with candidates 
generally staying in roles for two to three years, this is partly due 
to good career development opportunities. Candidates with 
shorter tenure are deemed to be less reliable and are therefore 
less appealing to employers. 

• Change Management

• Learning & Development

• Employment Relations and 
Remuneration Specialists 

• Health & Safety

• Culture & Employee Experience

-  ROLES IN DEMAND -
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-  SOUGHT AFTER SKILLS -

-  SOUGHT AFTER SOFT-SKILLS -

Employment  
Relations

Health  
and Safety 

Change  
Management

Resilience Creativity Empathy

2

HR professionals were  
needed to create and implement  
processes, improve company culture  
and retention rates, whilst  
upholding brand values. 
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 Human Resources Salary Guide
2020/21 RANGE IN NZD $’000S
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AUCKLAND WAIKATO / BOP WELLINGTON CHRISTCHURCH

ROLE Low High Low High Low High Low High

Human Resources Director 160 250 130 160 180 260 120 180

Change Manager 120 200 110 130 120 200 150 200

OH&S Manager 120 160 110 130 120 160 80 100

Human Resources Manager 120 170 110 130 130 180 110 150

Training Manager 100 150 80 100 110 140 85 120

Internal Recruitment Manager 100 180 85 100 130 200 90 120

Remuneration Specialist 90 130 80 100 100 130 80 100

Human Resources Business Partner 95 130 80 95 120 150 85 120

Learning & Development Manager 90 150 85 95 110 150 85 120

Human Resources Advisor 90 110 80 95 75 130 80 90

Internal Recruitment Advisor 80 110 80 90 75 120 70 90

Internal Recruitment Consultant 70 95 70 80 75 120 60 75

OH&S Assistant 60 75 55 60 60 75 55 60

Recruitment Coordinator 55 65 60 65 60 80 50 60

Human Resources Coordinator 58 65 55 65 60 80 50 60

Learning & Development Coordinator 58 65 55 60 60 80 50 60

Human Resources Assistant 55 65 50 55 55 70 50 55

Employment Relations Consultant/Specialist 90 150 90 150

-  TOP 3 BENEFITS PROVIDED -

Training & Development

Discounts & Special Offers

Flexible Work

80%

75%

60%
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Human Resources

 Employers
Flexibility has been both offered and sought after this 

year. This does not just mean working from home – some 

employers are considering four-day work weeks, the ability 

to work from anywhere with an internet connection (also 

known as ‘free-range’ working), flexible hours, and other 

more ‘creative’ benefits. Candidates moved between 

regions, with many choosing to live outside the large cities 

post lockdown, and we have seen some employers offering 

the option to commute from the region the candidate has 

chosen to live in.

Quality candidates have been hard to find whilst the volume 

of available candidates has remained high. The candidates 

available are sometimes more generalist, not being able to 

match the specific skill sets that are in demand. 

Candidates are looking for career advancement and want 

to build on their skills, and if employers are not able to 

cater for this, they are likely to move on. Employers have 

recognised this, and are looking more closely at training, 

career progression and skill development. 

Traditionally, HR roles have incorporated a variety of functions, 

with small-to-medium sized businesses making up a majority 

of New Zealand’s economy. However, today we are seeing 

several organisations review their HR structure, and establish a 

new array of specialised roles where budget permits.

 Candidates
We are seeing a slight increase in HR candidates  
who are currently in roles, looking to move to achieve 
career progression. 

Candidates from large organisations are expressing an 
interest in working for smaller companies to gain broader 
exposure to the wider business. We are seeing more 
experienced, high-calibre candidates in the market, coming 
from sectors that have been significantly impacted, such as 
Tourism and Hospitality. 

These candidates are looking for flexible hours and the 
ability to work from home. Location of work has also been 
a top influencer, with many candidates keen to reduce their 
commuting hours.

The Year Ahead
For the year ahead, we expect to see salaries remain stable, 
but increase for roles that require specialised skills. Many 
organisations will also shift their focus from candidate 
attraction to retention where possible. 

More than ever, we have found organisations talking about 
their diversity and inclusion goals. 

COVID-19 has provided organisations with the opportunity 
to review their practices around learning & development, 
employee engagement, wellbeing, and employee capability. 
As a result, the Organisational Development and the Learning 
& Development market has grown, and we expect this to 
continue in 2021. Roles such as Mental Health and Wellbeing 
Advisor, Diversity and Inclusion Advisor, and Health and Safety 
Advisor will become much more commonplace.

-  MADISON RECOMMENDS -

• Employers - When looking for the best talent for 
the year ahead, we recommend thinking about 
your ability to offer flexibility. If you’re hiring, 
consider looking at both permanent and contract 
talent pools.

• Job Seekers - Take the time to perfect your CV 
and LinkedIn Profile, but most importantly remain 
positive, especially when speaking to a 
potential employer as resilience and an 
upbeat attitude will set you apart.


