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Foreword
Welcome to the 2021 edition  
of Madison’s Employment  
Market Report.

When I reflect on what a rollercoaster ride the prior year has been, 
it is hard not to dwell on the unwelcome arrival of COVID-19. Like 
almost all New Zealand businesses we have felt the effects – including 
through the impact on our candidates, our clients and on the way that 
we work. 

The need for change arrived swiftly on the heels of the global 
pandemic. This sat alongside many employers’ heightened awareness 
of the fact that with the right support, many employees could 
effectively work from home. In turn, this evolution in the way we work 
has redefined our view of what flexibility means. By creating more 
room for flexibility, and broadening our view of what it really includes, 
it has become a much more commonplace tool that can significantly 
benefit both employees and employers. 

Today, we see a far greater reliance on teams communicating over 
video, calls, and email. This sits together with the need for more 
flexibility around how we view work hours and working from home 
arrangements. Generally speaking, this bodes well in supporting 
better work-life balance for employees, however, it needs to be 
tempered with due consideration to how employees can maintain a 
distinction between their home and work lives. 

Some of these changes can be summed up by the experiences of 
a friend of mine whose ‘COVID experience’ reflects many of the 
changes we have seen in the employment market. Dave lived in 
Auckland and worked for a large corporate business in the central 
city. Prior to the first lockdown coming into effect in March 2020, his 
employer would not allow their employees to work from home. This 
rule applied under any circumstances, citing security considerations 
with their IT systems. 

However, the arrival of a Level 4 lockdown demanded the business 
review their rules to ensure they could keep operating – and from 
these circumstances a new path forward was established. For this 
business, that pathway looked like additional and well-considered 
investment into technology that allowed their employees to work 
remotely. Despite the employer’s initial reservations, it quickly became 
apparent that the vast majority of staff, including Dave, were able to 
productively work from home, and that this change also supported 
their lifestyle a lot better.

Fast forward 12 months and Dave and his family have relocated 
two hours out of Auckland. The business agreed to Dave working 
from home on a permanent basis, with the occasional visit to the 
office. Dave’s new flexible work arrangement has ensured he is more 
productive than ever. He is also more committed to the business, and 
most importantly he and his family are happy!

COVID-19 has sped up the need for businesses to invest in their 
future. Terms we often hear associated with the ‘the future of work’ 
such as flexible working, state of the art technology, hybridised 
roles, AI, perpetual learning, prioritising employee wellbeing and 

sustainable work practices – just to name a few – should already be 
part of a business’s everyday conversations.

Looking forward to the next 12 months, a couple of key factors 
that have a heavy impact on the job market remain uncertain. This 
includes the timing and uptake of the COVID-19 vaccine, as well as 
the potential easing of border restrictions, both of which will have 
significant influence on the job market over the next year.

With the unemployment rate much lower than anticipated, our 
candidate markets remain tight. I expect this to persist for the 
remainder of the year, and likely beyond. The flow-on effect has 
meant the market for temporary staff has been particularly tight, 
with a number of these roles historically being filled by overseas 
candidates looking for short-term work, in addition to local talent.

Our adaptability as a nation has been a standout, and it has 
been acknowledged on a global stage. Each of us, however, will 
undoubtedly know of people impacted by travel restrictions, 
including those across the hospitality, tourism, and aviation industries. 
The Government’s investment in job creation and rapid retraining 
has helped, and we are starting to see more job seekers look to us 
to help them establish new career pathways. We have also noticed 
more part-time employees in the market, including parents returning 
to the workforce, as a direct result of employers embracing the many 
benefits of flexibility. 
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Methodology
This Employment Market Report has been compiled 
from multiple sources that include placements made 
by Madison throughout the year, market research, and 
consultant, client and candidate feedback. While we are 
confident in the accuracy of our data, salary ranges must 
be used as a guide only. 

The figures shown in the salary guide sections are for 
base salary and exclude the extras found in the full 
remuneration package, such as bonuses, commissions, 
incentive schemes etc., which can vary significantly 
depending on the industry, organisation and location. 

For some of our Spotlight Sectors, where we have not 
recruited for a particular discipline extensively enough 
to provide quality data for all locations, we have opted 
not to include salary ranges. Instead, included is market 
commentary about general trends and patterns.

Employer Survey 
We surveyed 80 employers across multiple locations in  
New Zealand to gain feedback on pertinent recruitment 
and employment-market related topics. The results of 
this survey form the snapshot views illustrated throughout 
this report, and also support the feedback and insights 
gathered by Madison Consultants in their daily interactions 

with New Zealand employers. 

LinkedIn Polls
From the beginning of 2021, we ran multiple LinkedIn 
polls, targeting our audience groups to gain opinions and 
perspectives on trends shaping recruitment and HR across 

the country. 

Supporting Data 
Our online salary survey tool is designed to enable  
New Zealanders to easily share salary intelligence, and 
help ascertain what people in NZ are really earning. The 
site contains over 19,000 salaries and is growing daily. 
In this report, we’ve included information about benefits 
received that have been sourced from nzsalaries.co.nz 

-  SALARY TABLE KEY -

Low - Typically the starting  
 salary for a role. 

High - The highest expected   
 salary for the role.

Based on trends; we do not include outliers.

For employers looking to embark on new hiring initiatives, 
I would encourage you to take some time to understand 
your employment story. What can you share with potential 
applicants about your workplace, and how is your offering 
unique? With talent shortages expected to continue across 
many industries, and with a number of people re-entering 
the workforce into new or modified roles, what can you do to 
support their transition and how can you showcase the best 
of what you have to offer? 

It is clear that technology is disrupting the recruitment 
landscape, and the benefits of this have created positive 
change for our business and the recruitment sector. We are 
continually looking at ways to improve the experience we 
deliver – encompassing candidates, clients, and our teams 
across the country. Ultimately, we are a people-focused 
business, and this will continue to shape our future.

I know I speak for the  
entire Madison team when 
I say that we are extremely 
grateful for your continued 
support, and I hope  
you enjoy reading this  
year’s Employment  
Market Report.

Christian Brown
General Manager
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Themes & Insights

Information on this page has been compiled from multiple sources, including employer surveys and LinkedIn Polls.  
The results on this page form a snapshot view illustrated throughout this report.

The future of work is here,  
and the focus is on:

• Flexible hours and locations

• Flatter organisational structures 

• Productivity

• Clear and consistent communication

• Dynamic/hybridised roles by design

• More work/life integration

• Employee experience

• Employee wellness

• Career changes for better work/life balance

• Perpetual learning, coaching and mentoring 

• Soft skills

• Working with AI

• Decision making based on data

• Digital ways of working

• Better skills utilisation 

-  TOP FORMS OF FLEXIBLE WORKING OFFERED -

Staggered or adjusted hours
78%

Remote working
76%

Part-time work
41%

Flexible annual leave
29%

Condensed work weeks
18%

Flexible Working

Salary

41%

29%

CANDIDATE EXPECTATIONS  
WITH SALARY NEGOTIATIONS

Candidate expectations  
are in-line with market rates

Candidate expectations  
are higher than market rates

27%
Candidates do not reference market  

rates and are happy with offer

3% Other

FLEXIBLE 
WORKING  
OFFERED

Yes - flexible hours and remote work
Yes - flexible hours only
Yes - remote work only
No

Does your current workplace  
offer flexible working options?

SALARY 
NEGOTIATIONS

I dislike it
I try to avoid it
I can do it, I know my value
I enjoy negotiating my salary

How do you feel when speaking to your  
current/prospective employer about salary?

EMPLOYEE 
BONUS OR  

SALARY  
INCREASE

Both
Bonus only
Salary increase only
Neither

Did you receive a bonus/salary 
increase in 2020?

- -
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How will businesses  
change in 2021?

People will be at the heart of an 
organisation’s decision-making

More companies will embark on corporate 
and social responsibility initiatives

Inclusion & Diversity policies will be more 
visible in talent attraction strategies

Flexible working will become the norm

A new type of leader will be identified and 
nurtured for business continuity

More AI and automation will be 
implemented to enhance productivity

01

02

03

04
05

06

Workplace Benefits

-  TOP WORKPLACE BENEFITS PROVIDED -

Ongoing training and development
79%

Flexible working
67%

Awards or recognition
53%

Discounts and special offers
53%

Parking
51%

-  BENEFITS OF EMPLOYEE WELLBEING IN THE WORKPLACE -

Employers across the country 
have implemented new 
wellbeing measures as part of 
their staff retention strategy to:

Increase productivity  
and motivation 

Bring teams together  
and build morale 

Decrease work-related 
stress
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Employer Surveys We surveyed close to 80 clients, in locations across the country to gain  
feedback on pertinent recruitment and employment market related topics. 

LinkedIn Polls We ran multiple LinkedIn Polls from the beginning of 2021 to canvas opinions and get feedback. 

of employers expect  
salary levels to remain  

the same in 2021

of employers gave a pay  
increase and/or bonus to all or 
most staff in the last 12 months

Top 6 considerations when 
employees accept a new job

•   Company culture 

•   New challenges 

•   Industry exposure

•   Leadership opportunities 

•   Learning and development

•   Competitive remuneration

Top 6 initiatives leaders  
can embrace

•   Pivot strategies

•   Mentorship

•   Relationship building

•   Change management

•   Increased communication and empathy

•   Transparency

87%Diversity, equality and inclusion

55%Environmental

53%Charitable giving

51%Volunteering

-  TOP CORPORATE SOCIAL RESPONSIBILITY INITIATIVES INCLUDE -

49% 56%
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The Market
New Zealand has experienced a period of relative stability 
so far in 2021, and business confidence has tentatively 
increased. This confidence has been driven in part by 
increased local economic activity, triggered by organisations 
engaging New Zealand-based suppliers for products and 
materials previously sourced overseas.

Despite this, a degree of uncertainty remains, prompting 
many organisations to review budgets and forecasts to 
reduce overhead expenses. In some cases, this has led to 
downsizing, and business closures. In contrast, there are 
organisations that have recovered faster than anticipated. 
After being pressed to make redundancies, they are actively 
hiring only six months later. 

Faced with supply chain disruptions and resulting costs, 
many organisations have had to think creatively in order to 
cut expenditure and adapt to the new normal. This initial 
reduction in people resource was followed by an increase in 
market confidence and business activity, which prompted a 
demand for temporary and fixed-term accounts talent. 

Junior Accounting and Finance positions, including 
Accounts Administrators and Assistants, have been most 
significantly impacted, with businesses moving to integrate 
these roles with other already existing jobs – resulting in 
hybrid positions requiring a varied and broad skill set. With 
the increase in hybrid roles, we saw some organisations 
recruiting Assistant Accountants to perform Management 
Accountant functions. These lower-tier, hybrid roles also 
encompass a heavy admin component, which may explain 
why Assistant Accountants had the biggest range in salary 
expectations, between $60k-$80k.

Sourcing talent for these roles has been challenging, 
with candidates requiring a combination of skill sets and 
experience to meet the expectations of the role. 

In situations where workloads have increased because of 
restructuring, a number of new hires have been required 
to ‘hit the ground running’ with little or no training, 
which has had an impact on organisational culture. In 
this environment, a candidate’s skills, knowledge and 
experience are integral to their success. However, due 
to the workload and lack of understanding of internal 
processes and procedures, we have noticed a higher 
than usual number of employees experiencing ‘burn out’, 
and consequently there is the potential for longer-term 
employee retention to be impacted. 

Accounting & Finance

With persisting global uncertainty, we have seen fewer 
highly skilled professionals moving jobs. As expected, there 
has also been an influx of expat New Zealand Accounting 
and Finance professionals returning to New Zealand in need 
of employment. Although the number of applications has 
increased in the Accounting and Finance sector, the increase 
is not significant - especially for skilled candidates. As a 
result, we still find ourselves in a market with skill shortages 
and we have seen many businesses ‘shoulder tapping’ 
candidates to secure the best talent. 

The increase of living wage in September 2020 to $22.10 
saw organisations that could, increase their hourly rates to 
remain competitive. Organisations that are performing well 
in this environment are also offering salary rises to retain top 
talent. Salaries increased notably in the mid-to-senior level, 
specifically for qualified Accountants. Organisations that 
are struggling, are understandably prioritising their financial 
recovery. This has led to salaries remaining stagnant for 
many lower-level roles.

• Accounts Payable

• Accounts Receivable  
and Payroll

• Financial Analysts and  
Financial Accountants

• Chartered Accountants 

-  ROLES IN DEMAND -
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-  SOUGHT AFTER SKILLS -

-  SOUGHT AFTER SOFT-SKILLS -

Enterprise Resource  
Planning (ERP) 

Big Data  
Analysis

Advanced  
Excel

Analytical Thinking Communication Adaptability

6

We expect to see an increase in  
hourly rates and salaries for hybrid, 

and hard-to-fill roles in the year 
ahead, as organisations compete  

for the best available talent. 
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Accounting & Finance Salary Guide
2020/21 RANGE IN NZD $’000S

7

ROLE Low High Low High Low High Low High

Chief Financial Officer 190 325 170 200 160 300 120 180

Financial Controller 135 190 130 150 130 200 120 170

Commercial Manager 130 200 120 140 130 200 120 160

Finance Manager 130 160 110 130 130 180 105 130

Payroll Manager 95 160 85 95 100 150 95 125

Financial Accountant 100 130 100 110 90 130 90 130

Management Accountant 100 130 100 110 90 130 85 125

Tax Accountant 90 120 85 95 100 150 90 120

Credit Manager 80 120 85 95 80 120 80 120

Financial Analyst 100 115 80 100 90 120 85 120

Accounts Receivable Team Leader 80 90 70 80 80 90 65 80

Billings Operations Team Leader 80 90 70 80 80 90 65 75

Payroll Officer 80 90 65 75 70 90 65 75

Assistant Accountant 70 80 65 75 65 80 65 75

Credit Controller 65 80 60 70 65 80 55 65

Payroll Administrator 62 75 55 65 60 70 52 70

Accounts Payable 58 65 52 57 55 65 50 60

Accounts Receivable 55 65 52 57 55 65 52 57

Accounts Assistant 55 65 47 52 50 65 45 58

Finance Assistant 50 65 47 52 50 65 50 60

-  TOP 3 BENEFITS PROVIDED -

Training & Development

Flexible Work

Parking

83%

67%

50%

AUCKLAND WAIKATO / BOP WELLINGTON CHRISTCHURCH
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Accounting and Finance

 Employers
With the mental health challenges associated with operating 
through alert levels, a number of organisations are offering 
wellbeing bonuses each quarter as part of their candidate 
retention strategy. These include cash bonuses and/or paid leave. 

These initiatives are vital for the wellbeing of employees in the 
Accounting and Finance sector, and help to create a resilient 
and future-ready workforce.

EMPLOYERS 
LOOK FOR 

CANDIDATES
LOOK FOR 

Candidates with: 

• Experience

• Qualifications

• Technical Skills

• Culture Fit

Opportunities with: 

• Stability

• Great Company Culture

• Career Progression

• Salary

 Candidates
There has been a shift in candidate preference towards 
permanent employment, with the number of candidates 
expressing their desire for permanent roles equal to those 
looking for temporary and contract work. This is in part due to 
the need for job security and long-term stability, not to mention 
that a fixed income is easier to prove when purchasing a house 
or applying for a credit card. Even within the temp space, 
candidates are more likely to take on a longer-term assignment, 
rather than a short-term contract.

Offering benefits and perks that are over and above the normal 
has become increasingly important in this climate. Incentives 
such as insurance subsidies, gym memberships and free fruit are 
now more common than not. Organisations that want to attract 
the best candidates in the market will need to clearly articulate 
their value proposition when advertising a role. Consider 
offering training and development opportunities, assignments 
or secondment opportunities, and even a modified work week 
in order to stand out in the market. 

Job security still remains the number one priority for a number 
of candidates. Many are hesitant to move from their current 
role, even if they are not entirely satisfied.

The Year Ahead
We expect that the Accounting and Finance sector will 
continue to experience a skill shortage as ongoing border 
restrictions affect skilled migrants entering the New Zealand 
workforce, with businesses looking for talent who have 
combined skills of other, previously separate roles. This will 
especially be seen in the smaller to mid-tier organisations. 

We also expect to see an increase in hourly rate and salaries 
for hybrid, and hard-to-fill roles in the year ahead, as 
organisations compete for the best available talent. 

With an upsurge in demand for flexible working hours, and 
more organisations showing a willingness to accommodate 
working-from-home scenarios, we anticipate more people 
returning to the workforce who would otherwise find the 
traditional 9-to-5 city-based employment too restrictive.  
These may include parents, caregivers, those with certain 
medical conditions, and other individuals seeking specific  
part-time hours to fit around their lifestyle. 

Although helping to alleviate the skill shortage, given the 
new and diverse skill sets required to fill hybrid roles, this new 
talent pool will require on-going training and may not fill the 
‘hit the ground running’ requirements of many businesses. 

- 
M

A
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E
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 - • Employers - Look at offering additional 

benefits to attract talent. Group insurance 
discounts, mental health days, purchasing 
discounts as well as progression 
opportunities will be highly sought after. If 
your organisation has a story to share around 
stability (confirmed future projects, length of 
time in business), ensure you communicate it.

• Job Seekers - Do your due diligence. 
Recruitment is a two-way process so research 
the organisation and the culture when you are 
thinking about an opportunity. If you know 
people that work there already, talk to them. 
Pick the right employer and back yourself 
to take a new job. Remember to 
continue to develop your skills, 
despite the uncertainty around. 
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The Market
The uncertainty and economic impacts of the global 
pandemic brought multiple projects to a halt within a variety 
of sectors in 2020, and reduced the need for contractors 
and temporary staff across New Zealand. With a number of 
businesses forced to reduce their workforce, we experienced 
a sharp rise in job applications - not only from people who 
had lost their jobs within the Business Support sector, but 
also those with transferable skills from the Tourism and Retail 
industries. The employer market went through a significant 
transformation as many organisations continued to automate 
workflows by implementing intuitive technology to streamline 
processes. As a result, data entry, amongst other low barrier 
to entry roles have been in less demand by employers.

With redundancies made across the sector, staff took on 
new responsibilities to ease workload pressures faced by 
the business. Some examples include overseeing reception, 
taking on Accounts Payable and Accounts Receivable 
tasks, with some even taking on EA or PA duties. This has 
contributed to an advanced skill set in the market, with 
many employees wanting to further their learning and 
development to enhance their capability. 

However, as the year progressed and business confidence 
grew, organisations pivoted and focused on growth, 
contributing to an increase in demand for talented 
individuals. These professionals were engaged to not only 
provide traditional support services to businesses, but also to 
actively manage selected projects. 

Professionals who were multi-skilled, equipped to work 
remotely with flexible hours, and who could adapt to various 
Business Support responsibilities were snapped up quickly. 
Interestingly, as a direct impact of the restructures that 

Business Support

happened, selected organisations also looked for Business 
Support talent who could demonstrate basic design and 
publishing, event management, and even social media skills. 
As a result of remote working practices, there has been 
an increased focus on IT, and on technologically capable 
candidates, especially in the Healthcare industry. 

In Wellington, there was an additional need for senior 
support roles such as Executive Assistants and Personal 
Assistants, due to temporary assignment extensions and 
ongoing recruits over the past year. Across the country, apart 
from Christchurch, the demand for highly skilled talent has 
increased through the year, making the candidate market 
comparably more competitive. 

This market has also been impacted further by border 
closures. Organisations that traditionally hired overseas 
candidates on working holiday visas for short-term 
Receptionist or Administration type roles are experiencing a 
gap in this talent pool due to current travel restrictions.

• Executive Assistants

• Personal Assistants

• People Coordinators

-  ROLES IN DEMAND -

EMPLOYERS 
LOOK FOR 

CANDIDATES
LOOK FOR 

Candidates with: 

• Values 

• Personality 

• Team Fit

• Attitude

Opportunities with: 

• Career Progression

• Flexibility

• Stability
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-  SOUGHT AFTER SKILLS -

-  SOUGHT AFTER SOFT-SKILLS -

Records  
Management

Resilience Agility Innovation

10

As a result of remote working  
practices, there has been an increased  

focus on IT, and on technologically  
capable candidates.

Microsoft  
Office 

Report & Document 
Preparation
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 Business Support Salary Guide
2020/21 RANGE IN NZD $’000S

11

ROLE Low High Low High Low High Low High

Executive Assistant 90 115 70 85 70 110 65 90

Personal Assistant 75 90 70 80 60 80 55 65

Office Manager 70 85 70 80 65 90 55 75

Project Coordinator 75 100 65 75 65 90 60 75

Corporate Receptionist 50 55 47 55 45 58 46 55

Events Coordinator 55 75 55 60 50 65 50 60

Facilities Coordinator 55 65 55 60 53 75 46 60

Sales Support 58 65 50 60 50 65 55 65

Team Administrator 55 65 50 55 55 65 50 60

Office Administrator 52 60 50 55 50 60 45 55

Receptionist 48 55 46 50 45 58 44 46

Data Entry / Database Admin 44 48 44 48 43 58 45 48

AUCKLAND WAIKATO / BOP WELLINGTON CHRISTCHURCH

-  TOP 3 BENEFITS PROVIDED -

Flexible Work

Awards & Recognition 
Programme

Training & Development

83%

67%

50%
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Business Support

-  MADISON RECOMMENDS -

• Employers - Keep the recruitment process short 
to retain candidate interest, and to ensure that top 
talent is not snapped up by other organisations. 

• Job Seekers - Look for organisations that offer 
career progression and upskilling 
opportunities. Where possible, 
communicate your needs for learning  
and development.

 Employers
As with the majority of sectors in New Zealand, employers 
are looking for strong personal values, personality, team 
fit, and the right attitude. Due to a scarcity of qualified, 
experienced candidates across the country, employment 
contract negotiations have been more flexible and 
consultative than ever before – with organisations openly 
encouraging flexible hours and working from home 
opportunities. Wellbeing benefits such as gym memberships, 
and mental health and wellbeing app subscriptions are also 
increasingly being offered.

The importance of tailored workplace benefits is evident, 
with some candidates not considering roles without a 
carpark or progression opportunities, and others willing to 
take a reduction in pay for increased flexibility.

There are more organisations openly communicating 
their goals for diversity and inclusion, as well as showing 
a commitment to sustainability and the environment. 
Candidates value these initiatives, and we are seeing 
that environmental and corporate social responsibility is 
becoming increasingly influential in a candidate’s  
decision-making process.

 Candidates
We have found that candidates are realistic when looking for 
base salary, as long as details around any discretionary bonuses 
or workplace benefits on offer are made clear. Employees now 
also expect sufficient equipment, such as a laptop and phone 
where appropriate, when they take up a job. 

For roles in high performing industries such as Healthcare 
or Property, organisations have increased their salary bands 
to attract the best talent. 

We have seen that candidates are more likely to take on a 
role, even if it is paying slightly less, if it means they save on 
travel and parking. As a result, organisations are more open 
to flexible working arrangements. 

The Year Ahead
We anticipate changes in the job market in the year ahead, 
many of which are a continuation of themes we have seen 
over the past twelve months. 

Artificial Intelligence and automation will result in a decrease 
in lower-skilled administrative positions. With more people 
working from home, there will be increased reliance on 
technology, and many organisations will be required to 
upgrade their systems to support these functions. 

We anticipate this to trigger a demand in short-term, 
temporary and contract administration roles to provide 
support throughout the upgrades. 

The move to part-time hours and flexible working 
arrangements will potentially bring more parents and small 
business owners back to the market, and with them comes 
considerable experience and knowledge. These candidates 
may be more adaptable regarding salary negotiations, 
as they consider flexible working arrangements to be a 
significant benefit in itself. 

In situations where organisations have been operating 
with reduced people resource, ‘clean up’ assignments will 
emerge requiring temporary and contract administration 
roles to assist with finishing projects and tasks not 
previously seen as a priority. 

In general, we anticipate that salaries will remain stable; 
only rising in areas driven by the limited talent pool and 
high levels of experience. One of the areas where we 
expect to see a rise, albeit only at the top end of the band, 
is Personal Assistant and Executive Assistant roles, as 
organisations seek experienced talent.

The market is buoyant, and we anticipate private sector 
growth in the number of positions available. With a steady 
Government, mandates to implement change, and new policy 
teams being established in response to the pandemic, we 
foresee significant hiring in the Business Support sector.
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The Market
In recent years, customer experience has become a top 
priority for many organisations. Whilst chatbots and artificial 
intelligence have automated some areas of the Contact 
Centre industry, the demand for skilled, customer focused 
candidates who could demonstrate empathy, increased 
immediately following the emergence of the global 
pandemic. Last year, with the need to operate through alert 
levels, organisations moved quickly to establish remote 
operations, and prepare for a surge in customer enquiries. 
The challenge was to continue delivering a positive customer 
experience, but without face-to-face engagement. 

Almost overnight, many phone and online Contact Centres 
became the face of customer experience in New Zealand. 
A large number of Contact Centre offices were established 
across the country, including ones to answer MIQ and 
COVID-19 related questions, with many roles encompassing 
live chat, email, and written communication.

It has come as no surprise that organisations that could trade 
successfully online, or those that were considered an essential 
service, thrived in this environment and were actively hiring. 
With the decline in home loan interest rates, and first home 
buyers moving to get in the market, the property industry 
grew. The freight industry also benefitted with an increase in 
online shopping. Both these sectors required considerable 
additional Contact Centre employees to meet demand. 

Although customers are completing more tasks online than 
ever before, the need for Contact Centre professionals 
who could handle complex tasks, while demonstrating 
care and empathy, remained vital. Due to the sometimes 
technical, and ever-evolving job descriptions within this 
industry, organisations now favour candidates with solid, 
proven experience within the Contact Centre sector, where 
previously they may have considered candidates with 
transferable skills from other industries. 

Across the nation, there was a reduction in Contact Centre 
Sales roles, and an increase in customer service roles, as several 
companies with large offshore service centres swiftly moved 
to a local Contact Centre solution. Due to the high demand 
for professionals with technical capabilities in this sector, 
salaries increased, and there were many more permanent and 
fixed-term roles on offer. The increase in business confidence 
is evidenced by the comparably high number of permanent, 
rather than temporary vacancies in the market.

Contact Centre

The Contact Centre sector has traditionally looked to 
overseas candidates with working holiday visas to fill 
temporary roles. These candidates offer extensive Customer 
Service and Sales experience, prefer to engage in  
short-to-medium term assignments, and are often willing to 
be more flexible on pay rates than local candidates. With 
travel restrictions in place, this valuable pool of experienced 
candidates significantly reduced. 

Organisations have since struggled to attract the same 
calibre of candidates that are willing to accept the pay 
rates on offer. However, there is also an influx of available 
candidates, most notably from the Tourism sector.  
We saw flight attendants, pilots and travel agents applying 
for Contact Centre roles, unsurprisingly without direct 
Contact Centre experience.

There were also skilled candidates, such as Account Managers 
and Team Leaders, who became available and were willing 
to seek a compromise and engage in temporary roles, while 
waiting for a permanent role to become available. 

EMPLOYERS 
LOOK FOR 

CANDIDATES
LOOK FOR 

Candidates with: 

• Solid Experience  
and Tenure

• Clear Communication

• People Skills

• Good Attitude

• Reliability

Opportunities with: 

•  Salary

• Stability

• Flexibility

• Learning and 
Development
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-  SOUGHT AFTER SKILLS -

-  SOUGHT AFTER SOFT-SKILLS -

Strong Technical  
Literacy 

Strong Written  
Communication 

Bilingual or  
Multilingual

Interpersonal  
Skills

Emotional  
Intelligence

Problem  
Solving

14

Moving forward, candidates will  
look for new opportunities, and as  
business confidence continues to  
increase, new roles will be created. 



15

 Contact Centre Salary Guide
2020/21 RANGE IN NZD $’000S
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ROLE Low High Low High Low High Low High

Contact Centre Manager / Customer Service 
Manager / Customer Service & Sales Manager

95 180 110 130 110 170 70 120

Team Leader 65 95 85 95 70 95 55 70

Trainer / Team Coach 62 80 75 85 55 80 55 70

Claims Consultant 50 78 55 60 44 57 45 55

Telephone Account Manager 52 65 55 65 50 56 45 52

Retention Representative 50 60 50 60 45 56 45 55

Collections Officer 50 65 50 55 44 56 45 55

Customer Service Representative - Outbound 48 60 55 60 44 56 44 55

Customer Service Representative - Inbound 48 56 47 55 46 56 44 55

Customer Service Representative - Home Based 48 56 45 50 44 55 44 45

Outbound Sales / Telesales Consultant 50 60 50 55 43 56 44 46

Workforce Manager 85 130 70 85 85 115 65 80

Workforce Planner / Scheduler 65 80 60 70 65 100 60 70

Lending Officer 50 55

-  TOP 3 BENEFITS PROVIDED -

Discounts & Special Offers

Social and Cultural Activities

Training and Development

100%

67%

67%
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Contact Centre

 Employers
With employers adapting to greater numbers of their 
workforce working from home as a direct impact of the 
nationwide lockdown beginning in March 2020, they were 
generally more open to providing flexible work arrangements. 
This was especially evident in the latter half of 2020, and 
employers have been increasingly offering this as part of their 
candidate attraction strategy. 

Some organisations have even gone as far as moving their 
entire Contact Centre teams to permanently work from home 
to reduce overhead costs. 

With the number of experienced candidates significantly 
reducing, we expect to see longer notice periods in this 
space. Many organisations that have been successful in this 
environment are offering periodic reviews, and we expect to 
see pay increases in 2021.

 Candidates
Salary remains a top priority for many candidates, and roles 
that offered less than $46,000 per annum saw a huge drop 
in candidate interest. 

In Wellington, salaries were on the rise due to talent 
shortages, and organisations were still doing annual pay 
reviews to retain their top talent. 

Candidates in Auckland had realistic salary expectations and 
were generally interested in the whole package on offer. 

Candidates applying for a ‘work from home’ role had lower 
than normal salary expectations. This was expected as they 
did not have to factor in carparking and travel costs. 

This year, candidates were more willing to ‘follow the work’ 
and move regions for a better opportunity. We also saw 
candidates applying for multiple jobs at the same time, and 
on occasion they were accepted for a role before they have 
even completed a process for another organisation. 

This suggests that organisations looking for top talent will 
need to refine their candidate engagement strategy and 
reduce the application, interview and offer processing time 
to remain competitive.

With more people working from home, there was an 
increase in online interviewing. Recruitment processes are 

more robust as employers want to ensure they are hiring 
long-term employees. 

As a result, many businesses have elected to add an 
additional layer of behavioural questions to their hiring 
process and are now doing two interviews instead of  

one - delving deeper into candidates’ long-term goals. 

The Year Ahead
Moving forward, candidates will look for new opportunities, 
and as business confidence continues to increase, new roles 
will be created. 

Returnees to New Zealand will bring new skills to the 
market. In order to attract and retain the best talent, 
employers will need to think about offering stability in  
roles - permanent over fixed-term, and consider increasing 
the starting salary to entice movement. 

We also anticipate the establishment of further remote 
roles as companies invest more in technology. These 
organisations will be looking for candidates who are 
technologically proficient and can complete the majority of 
their training virtually. 

-  MADISON RECOMMENDS -

• Employers - If you are unable to provide a salary 
increase, consider offering flexible work options, 
including working from home. If you have a 
reputation for high employee turnover, focus on 
workplace culture and employee experience to 
retain the best talent. With an increasing number of 
candidates making employment choices based on 
workplace culture, a positive and inclusive culture 
will ensure loyalty.

• Job Seekers - Aim for a tenure of least 18 months, 
you will gain extra experience and skills in different 
areas of the business. Be willing to take 
on new and varied projects, which will 
give you more value when applying for 
new roles.
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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

18

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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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.
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The Market
The Marketing and Communications space was buoyant 
throughout 2019 and the beginning of 2020, with 
opportunities at all levels across permanent, temporary, 
and the contract work space. By early 2020, there was rising 
demand for Senior Communications professionals across the 
public sector, particularly for temporary and contract roles. 
However, as the global pandemic hit, many contract roles were 
terminated, and other roles that were in the pipeline, cancelled. 

In times of uncertainty, many organisations are forced to reduce 

their Marketing budgets, and last year was no different. This 

resulted in many exceptional Marketing candidates looking for 

opportunities, often at the Global Head or National Head level, 

especially in Auckland.

For Wellington, the pandemic brought about a range of 

Government activity, which included legislation changes and 

lockdown communication. This contributed to a demand for 

talented, fixed-term Marketing professionals to effectively 

communicate new information across large sections of the  

New Zealand population. 

Initially, we saw the temp market slow down, but this bounced 

back as project-based recovery initiatives were rolled out. 

Generally, recruitment for Marketing professionals has picked 

up faster than anticipated, with a large increase in contracting 

opportunities available. 

With the number of projects on the go, and limited time for 

training, organisations were looking for people with skills 

to ‘hit the ground running’. This is in line with the common 

expectations of fixed-term and contract workers. 

Marketing

• Copywriters

• Digital, Content,  
and Social Writers 

• Marketers with CX  
and UX experience

• Strategic and  
Digital Comms 

-  ROLES IN DEMAND -

Standard 9-5 office hours are slowly being replaced by an 
increased level of flexibility, and many employers are offering 
the option to work from home. 

Salaries in Wellington have increased for Marketing and 
Communications positions due to the volume of work, and 
competition for qualified talent. Salaries have notably increased 
for Senior Communications Advisors.

In Christchurch, aside from those in the Tourism and Hospitality 
sector, we did not see many organisations make redundancies. 
Marketing candidates were not greatly affected, and contractors 
were kept busy with various Marketing projects.

In contrast, the Auckland market is taking slightly longer to 
recover, with organisations practicing caution when looking 
to hire high-salaried Marketing professionals. This means that 
there are some impressive, highly skilled and experienced 
candidates in the Auckland market looking for opportunities. 

EMPLOYERS 
LOOK FOR 

CANDIDATES
LOOK FOR 

Candidates with: 

• An understanding  
of Te Reo and  
Tikanga Maori

• Basic Digital Skills 

• SEO Experience

Opportunities with: 

• Job Security 

• Flexibility

• Salary that matches up 
to their skill level

• Reputable Manager
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-  SOUGHT AFTER SKILLS -

-  SOUGHT AFTER SOFT-SKILLS -

Data  
Analysis

Writing and  
Content Creation

SEO

Agility Curiosity Collaboration

22

Immersive experiences  
will be more commonplace, driving  

innovation in the Marketing and  
Communications sector.
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 Marketing Salary Guide
2020/21 RANGE IN NZD $’000S

ROLE Low High Low High Low High Low High

Chief Marketing Officer 180 260 140 180 160 250 130 200

Marketing Director 170 240 140 180 160 250 140 200

Group Marketing Manager 130 200 110 150 130 180 100 160

Communications Director 120 180 110 140 140 200 120 150

Communications / PR Manager 110 130 100 110 110 160 75 120

Customer Experience Manager / Designer 105 160 80 110 110 180 75 120

Marketing Manager 90 150 85 90 100 140 100 150

Brand Manager 80 125 85 85 90 130 85 120

Marketing Executive 60 70 65 75 60 85 60 80

Events Coordinator 55 65 60 75 50 80 55 65

Communications Assistant 55 65 50 60 50 70 50 60

Communications Coordinator 55 60 50 60 50 70 55 65

Marketing Assistant 50 60 50 60 50 65 48 55

Marketing Coordinator 50 55 50 60 50 70 48 55

23

AUCKLAND WAIKATO / BOP WELLINGTON CHRISTCHURCH

-  TOP 3 BENEFITS PROVIDED -

Training & Development

Flexible Work

Wellness Programme  
or Benefits

100%

85%

60%
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Marketing

 Employers
By the end of 2020, a number of large organisations sought 
to hire Internal and External Communications Specialists. 
The Internal Communications Specialists were predominantly 
hired to handle employee queries and support staff who were 
working from home, ensuring consistent staff engagement. 

Externally, professionals were hired to communicate with 
consumers on business changes and operational adaptations. 

Many organisations built effective brand campaigns, to ensure 
they retained their share of voice during the pandemic. This 
contributed to an increase in demand for talented Marketing 
and Communications candidates with digital experience.

With more candidates looking for flexible working 
arrangements, many employers are incorporating various 
flexibility options into their attraction and retention strategy.

 Candidates
Many talented candidates are reluctant to change roles in 

this market. This is in part due to loyalty, and job security 

in this unpredictable market. Whilst there have been plenty 

of contractors and fixed-term candidates working in this 

space, an increasing number of professionals are looking for 

permanent roles. 

Candidates, especially new returnees to New Zealand, are 

willing to move between regions for the right job. They are 

generally aware of the market rates for their roles, but many 

are willing to be flexible for the right opportunity, especially 

if they save on travel or parking costs. 

Candidates often look for stability and want to hear how 

the organisation fared through the pandemic, and if 

redundancies were made. 

In Christchurch, it was noted that a number of candidates 

lack skills in the digital space, having a more generalist 

Marketing background, which is contributing to the overall 

shortage in the market. In Auckland, mid-level candidates 

with good technical skills are secure in their roles, and those 

with specific areas of expertise such as Automation and 

Growth Marketing skills are invaluable. 

• Employers - Secure great talent as quickly as 
possible. Demand for quality is so high that 
talented Marketing professionals will find 
themselves with a range of options.

• Job Seekers - We encourage candidates in this 
space to upskill to help with career progression 
and urge employers to provide learning 
and development opportunities wherever 
possible, to build on these skills.

-  MADISON RECOMMENDS -

Overall, candidates usually have good tenure in this space, and 
the ones who are actively looking for work are generally open 
to pick up parental leave back fill roles, fixed-term or temporary 
assignments, while looking for their next full-time opportunity.

The Year Ahead
The pandemic has abruptly altered consumer behaviours and 
attitudes, and we expect an increase in demand for talented 
professionals with enhanced Digital Marketing skills. 

Employers are more open about diversity and inclusion  
but attracting candidates with the right skill set remains key. 
Flexibility is now seen as a norm rather than a benefit, with more 
candidates reluctant to consider an opportunity if flexibility is  
not offered. 

In the year ahead, we expect more project-based assignments, 
especially in Wellington, as the landscape is expected to 
remain busy. 

Salaries will remain stable as some have had increases recently, 
especially due to the lack of candidates with the right expertise. 

With organisations utilising digital technology, immersive 
experiences will drive innovation in the Marketing and 
Communications sector. As the market moves further into this 
digital realm, identifying senior candidates with strong digital 
experience will become more of a challenge. 



25

The Market
2020 began with strong growth for the Sales function, following 

a solid 2019. Many local organisations experienced significant 

investment from overseas corporations, which strengthened the 

New Zealand market confidence in the first two months of 2020.

However, as a result of the uncertainty due to the global 

pandemic, and New Zealand’s first nationwide lockdown, 

hiring freezes were implemented, and organisations moved to 

reduce expenditure where possible. Significant redundancies 

followed. Sales staff who relied on face-to-face interactions were 

especially impacted. This resulted in an influx of highly skilled 

and experienced Sales candidates into the market.

Consumers became more careful with their spending, with a 

heightened focus on essential goods and services. Organisations 

that were not classified as essential services, or ones without 

an online presence, saw losses. The FMCG market remained 

buoyant throughout this period, as consumer demand for grocery 

products increased. Supermarkets were overstocking to meet 

market demand, which contributed to an increase in need for 

Sales professionals within the grocery channel. 

Sales

Many organisations that were able to retain staff, did so with 

reduced hours or on a commission only structure. There 

were others that re-structured commission offerings and 

packages, including reviewing policy around company cars, 

and/or fuel allowance, and in some instances removing these 

benefits altogether. To cut down on overhead expenses, some 

organisations moved quickly to ensure business continuity. 

We saw several organisations combine their Customer Service 

and Sales functions, whilst others merged their Business 

Development and Account Management functions, resulting in 

hybrid roles requiring a varied and broad skill set. 

Towards the end of 2020, with market confidence increasing 

and consumer spending returning, businesses adapted 

their sales tactics to drive increased business visibility, and 

many found themselves busier than ever. There was a flurry 

of Sales roles from the commercial and residential building/

construction sector and all related products and services – 

each wanting candidates with previous sector experience at 

the mid-to-senior level (5+ years’ experience). The market 

saw candidate movement in the FMCG and Construction 

spaces, especially for Business Development and Account 

Management roles due to business growth. There was growing 

demand for Sales professionals, with many fixed-term and 

contract roles established across the board. 

With more people allocating their travel funds towards home 

improvements, and purchasing retail and non-retail goods, we 

anticipate that growth will continue in these areas. 

• Key Account Managers

• Business Development  
Managers

• Sales Managers

• Sales Support Professionals

-  ROLES IN DEMAND -

EMPLOYERS 
LOOK FOR 

CANDIDATES
LOOK FOR 

Candidates with: 

• Strong Business Acumen

• Business Degrees  
or Diplomas

• Business Development 
Experience

Opportunities with: 

• Stability

• Salary

• Flexibility 

• Great Workplace 
Culture
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-  SOUGHT AFTER SKILLS -

-  SOUGHT AFTER SOFT-SKILLS -

Market and  
Product Knowledge

Software  
Proficiency

Data  
Analysis

Critical  
Thinking

Negotiation Relationship  
Building

26

We expect to see more candidates actively 
working to diversify their skill set by 
making lateral moves, or working in 

hybrid roles for their current employer. 
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Sales Salary Guide
2020/21 RANGE IN NZD $’000S
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ROLE Low High Low High Low High Low High

Sales Director 180 250 110 160 140 250 120 150

Sales Manager 100 135 100 130 110 150 100 120

Senior Account Manager 120 135 100 130 115 130 90 120

Key Account Manager 90 130 100 130 85 120 70 100

Customer Relationship Manager 90 120 70 85 75 110 75 120

Business Development Manager 70 130 75 100 70 100 75 120

Account Manager 60 90 70 85 60 90 60 75

Account Executive 55 75 60 70 60 70 55 70

Sales Coordinator 55 60 55 65 55 60 48 60

-  TOP 3 BENEFITS PROVIDED -

Car or Car Allowance

Parking

Discounts & Special Offers

83%

83%

67%
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Sales

 Employers
As business confidence grows, employers are re-activating 

jobs that were put on hold last year, but often with 

different job descriptions and responsibilities. 

Employers, especially from the Construction and Building, 

Health, and FMCG industries are offering uncapped 

commission structures, or team commissions to employees 

that directly impact sales. Good Sales professionals with a 

strong Business Development capability will thrive under 

these structures.

FMCG employers are facing a Sales skills shortage. This 

is a niche sector, with a unique sales approach requiring 

specific knowledge and experience. At present, FMCG 

employers appear reluctant to employ and retrain Sales 

professionals from outside the industry. In general, 

employers are favouring skills and experience. Value 

alignment and cultural fit will always be a factor, but with 

organisations looking to recover, the ability to bring in 

revenue is being prioritised.

 Candidates
We noted that the primary motivation for candidates to move 

roles was salary, followed by flexibility and workplace culture. 

With a lack of Senior or Director level roles to move into, 

benefits such as healthcare, phone and vehicle allowances 

can play a big part in candidate attraction. Candidates were 

interested in stability - they wanted to hear how the business 

fared through COVID-19, were there any redundancies made, 

and how do these employers see their business continuing 

over the coming years.

Given the nature of Sales, candidates are often expected 

to be on the road, making remote working an expectation. 

Sales candidates also appeared open to working in other 

regions, but want to keep commuting long distances to a 

maximum of twice a week. 

Experienced Business Development Managers continue to 

be challenging to source. Most are satisfied in their current 

position. They have developed well-established relationships 

and a stable Sales pipeline, and are being rewarded well by 

their current employer. 

The Year Ahead
Despite the initial injection of Sales candidates into the market 
due to redundancies early to mid-2020, as the market recovers, 
we find ourselves in a candidate short market. Talented 
and experienced Sales professionals are in high demand as 
organisations look to drive revenue. 

We expect to see more candidates actively working to diversify 
their skill set by making lateral moves, or working in hybrid roles 
for their current employer. 

The continued travel restrictions will impact this sector, with 
the lack of international tourists affecting organisations in the 
tourism, airline, accommodation, and hospitality space. This will 
also influence other areas such as SaaS, Marketing, Advertising 
and FMCG organisations that provide services and products to 
those industries. 

We expect salaries to remain relatively stable as organisations 
continue to recover. However, with the candidate shortage and 
an increase in the cost of living, organisations that want to retain 
their top talent should consider offering a small increase in salary. 

The minimum wage increase that came into effect on the  
1st of April 2021 will also gradually affect the rise in salaries, and 
with more people looking at purchasing homes in the suburbs, 
organisations could also consider compensating for travel costs. 

To stay competitive in this candidate short market, organisations 
that are not currently supporting work from home options may 
need to re-think their strategy moving forward. 

- 
M

A
D

IS
O

N
 R

E
C

O
M

M
E

N
D

S
 - • Focus on hiring people that move your 

business forward commercially, rather than 
the relationships they have. Look for Sales 
talent from other industries with different 
experiences and seek to understand the 
unique problems that they have solved. Really 
hone in on capability and leadership. 

• Once you have attracted and hired great 
talent, invest in training to get them up to 
speed with product knowledge, and look 
at different ways in which they can engage 
clients with a customer centric approach. 
Training and development 
should sit side by side with 
Sales to make them better and 
smarter than the competition.
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The Market
As the country moved into a nationwide lockdown in late March 
2020, many organisations were compelled to implement a range 
of social distancing requirements throughout the various alert 
levels, and we saw recruitment decrease across the sector as 
organisations faced an uncertain future.

As the year progressed, New Zealand became more comfortable 
with new and modified working environments. The impacts of 
international travel restrictions, low interest rates and first home 
buyers active in the market meant home improvement, retail and 
non-retail spending significantly increased. This contributed to an 
uplift in business confidence. As a result, there was a significant 
upsurge in organisations looking for experienced talent, and 
this trend has carried on through 2021 - further driven by the 
continuation of New Zealand’s Construction boom. 

We noted a rise in the need for permanent employees to work 
alongside temporary employees, who are more common in many 
organisations across this sector, due to the increase in workload. 
Employers’ willingness to hire permanent employees was seen as 
a positive step towards a robust post-pandemic recovery. 

With a huge national drive to “support local” over the past 
year, and with many individuals looking at local alternatives as 
opposed to internationally sourced products and materials, there 
was a sharp increase in online shopping, impacting growth in the 
areas of manufacturing and distribution. This also meant that the 
sector saw a boost in the need for skilled professionals. 

Already facing pre-pandemic talent shortages, and now with the 
added pressure of migrant skill shortages, many organisations 
struggled to find the right candidates.

Industrial

• Class 2-5 Drivers

• F-endorsed Fork Hoist Drivers

• Machine Operators

• Electricians

-  ROLES IN DEMAND -

 Employers
Employers generally favour industry experience, appropriate 
sector licences, as well as a good attitude. With an increase in 
workload, many organisations looked for reliable candidates 
who require minimal training and can ‘hit the ground running’. 

Employers have found it increasingly difficult to fill lower-level 
temp and contract opportunities. In the past, these jobs have 
been filled by the backpacker community, but with travel 
restrictions in place, this talent pool has significantly reduced. 

This has put pressure on businesses who are facing a sharp 
increase in the need for these professionals to support 
increased business activity, but have little or no available 
candidates to fill them. 

Although salaries in this space have generally remained the 
same, many businesses are willing to pay more for the right 
candidate, with some even offering sign-on bonuses. In saying 
that, salaries did increase notably for general Storeperson roles 
since the beginning of the pandemic, due to the heightened 
demand for Warehousing and Logistics professionals. 
Several organisations have also chosen to increase salaries in 
appreciation of the extra work and pressure their employees 
have been under – a move that has boosted loyalty and 
productivity for the business. 

 Candidates
On average, candidates have a tenure of two to three years in 
this space. The demand for stability and job security is high. 
Candidates need to be reassured about the stability of an 
organisation before they feel comfortable making a move.  
We have also noticed more candidates voluntarily move out of 
Auckland due to the cost of living and house prices, which in turn 
is creating more pressure on the Auckland employment market. 

Candidates had realistic salary expectations, however, in Auckland 
we have seen that expectation increase with the ever-rising cost 
of living. Moving ahead, we expect salaries to increase slightly 
given the market is candidate short, and we anticipate it staying 
this way for the foreseeable future.
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 Industrial Salary Guide
2020/21 RANGE IN NZD $’000S

ROLE Low High

Operations Manager 95 140

Logistics Manager 87 135

Warehouse Manager 77 110

Branch Manager 66 95

Team Leader / Operations Supervisor 56 85

Industrial Electrician 80 110

Qualified Builder 82 120

Mechanical Fitter 56 72

Qualified Gardener 47 55

Gardener 45 47

Machine Operator 46 60

Class 2 – 5 Driver 47 62

Forkhoist Operator 45 52

Ride on Mower Operator 47 55

General Storeperson  
(Pick Packers & Devanners)

44 47

Commercial Cleaner 43 45

General Labourer 43 45

AUCKLAND

Businesses should be prepared to meet  
market rates for salaries. Not offering  
market rates or above to attract the 
right talent may be detrimental to an 
organisation’s growth strategy.

-  MADISON RECOMMENDS -
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The Market
Procurement channels across almost all sectors have been 
impacted by the disruption to global supply chains over the 
past twelve months, many significantly so. This widespread 
disruption has affected most businesses in New Zealand, either 
directly, or indirectly.

Services deemed essential such as Healthcare, Consumer 
Goods, Information Technology and Construction drove 
activity in this space. In contrast, many organisations that were 
unable to operate under the alert level restrictions internalised 
their resources, redirecting people and investment towards 
operational functions with a view to making up the losses when 
the restrictions lifted.

This ‘hunkering down’ stalled Procurement recruitment in these 
non-essential service-based and retail industries. Positively, 
we did see the demand for IT procured services increase with 
organisations seeking to stabilise their digital presence, security, 
customer offering and retail footprint.

As a result of lockdowns and travel restrictions, organisations 
developed and implemented risk mitigation strategies. Across 
the country, employers contemplated the trade-offs between 
cost reduction and downtime. Several organisations also 
alternated their sourcing strategies, creating a balance between 
onshore and offshore sourcing activities, and optimising 
inventory to remain competitive.

In addition, the development of new technology such as 3D 
printing also contributed to some businesses making decisions 
around production, as opposed to purchasing. However, due 
to the lack of experienced candidates in this sector and lack 
of appetite for new investment, we have seen a delay in many 
businesses adapting to these changes. 

The concept of ‘support local’ gained momentum during this 
period. Additionally, the awareness around carbon footprint 
has seen consumers give greater consideration to the specific 
environmental impact their purchases have. This concept of 
social and environmental responsibility is increasingly tied into an 
organisation’s talent attraction strategy and employer brand, with 
a growing number of candidates showing a strong preference to 
work for an environmentally conscious organisation. 

As a result, many businesses are using their purchasing 
power to support values-based management decisions with 
an emphasis on economic, social, cultural, environmental, 
and public wellbeing outcomes, resulting in a demand for 
candidates with skills in these areas of Procurement.

Procurement
 Employers
As with previous years, employers who were on the lookout 

for mid-management Procurement candidates have seen a 

visible lack in experienced talent. Government agencies and 

organisations in sectors such as Construction and Infrastructure, 

Manufacturing, IT and Aged Care have been in competition to 

get the best talent in the market. With the added pressure on 

organisations and Government agencies to supply essential 

products to the market, the demand heightened for  

Purchasing/Supply Officers. Those with experience in the IT and 

Property industries were also in high demand, along with middle 

management level Procurement roles and Project Managers.

The need to manage internal customers and build long-term 

strategic relationships with suppliers has driven a requirement 

for candidates who possess relationship building and 

stakeholder management skills. 

Unsurprisingly, the ‘hit the ground running’ nature of roles 

in this space signified a continued need for candidates with 

end-to-end Procurement experience, a commercial focus and 

sound business acumen. ‘Hourly-rate’ contractors have been 

in less demand, with more organisations choosing to hire on a 

fixed-term basis.

The lack of many offshore candidates has reduced the 

candidate pool, making it tough to locate certain specialised 

skills in New Zealand. As a result, we find ourselves in a 

candidate short market, with the Government adding  

Procurement Managers to the Immigration skill shortage list.

 Candidates
Candidates were doing more due diligence on organisations 

before making a move, as job security became increasingly 

important. They were open to moving regions to improve their 

work/life balance, however they were not always open to a 

decrease in salary to achieve this. Generally, candidates in this 

space have been realistic with their salary expectations, placing 

more emphasis on the organisation’s culture, and their career 

advancement opportunities. There has been a good number of 

applicants in the market, however, many have been lacking the 

required skill and experience employers were looking out for.
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Procurement candidates were  
looking for flexible work hours and  
were also focused on organisational  
culture, work environment and  
strong, supportive leadership.

-  MADISON RECOMMENDS -

With the lack of experienced candidates  
in the market, there will be an ongoing  
candidate shortage. To combat this,  
organisations should provide training 
and development opportunities to 
upskill candidates internally.
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Property &  
Construction

 Employers
Due to an increase in market confidence towards the end of 
2020, we saw newly created roles, with organisations willing to 
offer attractive compensation for the right candidate. 

The Construction industry has long suffered from acute skills and 
labour shortages. The redundancies we saw during lockdown, 
resulting in a pool of talented candidates in the market, have 
still been unable to ease the skills gap that exists in many areas. 
This is further elevated with candidates choosing to remain 
in their permanent roles. Due to this, employers have been 
actively looking to other regions for talent - especially for roles 
with a national focus. 

With a shortage of skilled talent in the market, employers 
have shown an increase in loyalty towards current staff. Many 
businesses have utilised the last twelve months to review their 
Human Resources policies and ways of working. We have seen 
organisations strive to find ways to enable flexible working 
arrangements - in what can be a challenging industry to 
effectively work remotely. 

There are increasing numbers of experienced candidates 
returning to New Zealand having spent time working in roles 
around the globe, and employers should look to tap into 
this talent pool by ensuring their employment offering and 
recruitment timeframes can accommodate what they are looking 
for. Once these candidates have settled in, and are conversant 
with the New Zealand work environment, standards and 
practices, organisations are likely to see real benefits from their 
international knowledge and experience.

EMPLOYERS 
LOOK FOR

CANDIDATES
LOOK FOR 

Candidates with: 

• Excellent Communication

• Stakeholder  
Engagement Skills

• Appropriate  
Qualifications

• Commercial Skill Sets 

• Culture Fit

Opportunities with: 

• Sign-on & KPI bonuses

• Learning & Development 
Opportunities

• Stability

• Flexibility

• Career Progression

The Market
Building consents are currently at their highest level in  
40 years. This is in contrast to the period shortly after  
New Zealand’s first nationwide lockdown which began in  
late March 2020 when, due to diminished market confidence 
and lockdown restrictions, construction projects were halted, 
and others abandoned altogether. This resulted in an influx 
of strong candidates into the market, as the sector watched 
closely. In some cases, job offers were retracted as business 
performance declined, especially during the lockdown itself 
when resources were no longer required. Many businesses 
remained reluctant to make hiring decisions until well into the 
latter half of the year.

As 2020 progressed, thanks to low interest rates, and other 
factors such as a sharp decline in international travel, first 
home buyers and investors competed for limited supply 
of entry-level housing stock, which resulted in the sector 
bouncing back.

After New Zealand’s initial lockdown, with funding already 
allocated, many Government projects were also quick to  
re-commence. There was a political push for the Government 
to fund ‘shovel-ready’ projects to stimulate the economy. Local 
manufacturers benefited from the increase in work. Large 
developments in the South Island contributed to the increase 
in workload for construction companies in that region, notably 
across Tasman, Canterbury, and Dunedin. 

Towards the end of 2020, construction companies were 
planning for the future, building talent pools to deliver a 
pipeline of projects over the next six to twelve months.

Kainga Ora activity provided a much-needed boost with 
an increase in demand for Aged Care facilities, multi-story 
apartments and school builds - creating jobs, which contributed 
to a high demand for talent. 

New residential and commercial property developments are 
now underway, or in the pipeline across the country, and 
indications show massive recruitment drives will likely occur 
over the next six months for construction workers.

There were more fixed-term contracts and temporary 
assignments offered to candidates, with many employers still 
exercising caution, onboarding on a need-by-need basis. This 
is with the exception of project roles, with a fixed end date. 
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• Engineers

• Project Managers

• Registered Valuers

• Site Managers and Quantity Surveyors

• Geotech, Structural and Civil Engineers

• Registered Architects

• Project Managers with formal Project 
Management Skills

-  ROLES IN DEMAND -

 Candidates
Initially, there was an influx of candidates due to an increased number 
of redundancies in the early part of 2020. This resulted in a number of 
seemingly overqualified candidates applying for lower-level roles. We 
also saw an increase in candidate applications from outside the sector 
offering transferrable skills, and a significant reduction in applications 
from overseas-based candidates without New Zealand citizenship or a 
relevant Visa hoping to come to New Zealand. 

We noted that some candidates were open to considering work in other 
regions, in particular those who were made redundant. We also saw that 
a majority of candidates were open to adjust their salary expectations in 
order to return to the workforce.

By mid-year, application numbers flattened, notably from those in 
permanent employment who were cautious about changing jobs during 
a time of uncertainty. Many skilled candidates were hired quickly. 

The Year Ahead
In line with the Government’s Construction Pipeline Report 2020, we 
anticipate that the Construction industry will enjoy sustained growth 
for the foreseeable future. This will result in steady job growth for 
the sector – likely making Construction one of the best performing 
industries across the board. 

There will be increased demand for contractors and temporary staffing 
solutions to resource the many big budget Government infrastructure 
projects and large rebuilds that are underway around New Zealand. 
Contractors are expected to be tertiary educated, or able to bring 
equivalent levels of experience, be experts in their field, together with 
demonstrating significant value early on in a project. 

Relocations to ‘difficult to source’ regions will see businesses 
increasing salaries, as well as contributing towards the costs for 
relocations. We also foresee salaries rising for roles in demand such 
as Construction Project Managers, Quantity Surveyors, Plumbers and 
Electricians, with the need for specialised skill sets driving this trend. 
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 - • If you are looking to source 

qualified talent, make sure to 
offer training and upskilling 
opportunities to fill gaps usually 
filled by specialist skill sets from 
overseas talent.

• Be more receptive to the 
contribution that students 
currently studying in  
New Zealand can offer in terms 
of diversity and international 
perspectives, particularly if  
they have completed 
work experience on 
large scale projects 
internationally.
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The Market
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.

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.

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. 

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. 

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.

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. 

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. 

Government 
& Policy

• Strategy and Policy 
Professionals

• Principal Advisors with 
experience in regulatory 
policy and stakeholder 
engagement

• Senior Policy Analysts  
and Advisors

-  ROLES IN DEMAND -

 Employers
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.

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
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. 

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. 

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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 The Year Ahead
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. 

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.

Government &  
Policy Salary Guide
2020/21 RANGE IN NZD $’000S

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 

• 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. 

• 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. 

-  MADISON RECOMMENDS -
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50%
Positive

30%
Neutral

20%
Negative

of candidates are  
looking to secure a new  

opportunity in 2021

70%

of candidates prefer a 
permanent role, in line with 

their need for stability

81%

Flexible working, and improved income are the two 
top motivators in a candidate accepting a role, with 
81% of surveyed candidates stating that they are 
looking for permanent work – in line with the need 
for stability as highlighted throughout this report. 
Employers also seem to pick up on this trend, with 
many hiring for permanent roles across the nation.

32%Flexible Hours / Remote Work

15%Challenging Work

29%Improved Income

24%Better Workplace Culture

BIGGEST INFLUENCE ON CANDIDATES 
 ACCEPTING A JOB OFFER

Ready to Hire?
Candidate sentiment  

towards the job market
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 - Q. During the last 12 months, did you experience  

any change to the size of your workforce?

Our workforce increased
35%

Our workforce decreased
21%

Our workforce remained about the same
44%
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 - Q. Did you recruit permanent employees, temporary  
staff or contractors within the last 12 months?

Permanent employees
90%

Temporary staff
56%

Contractors
31%

We did not recruit
1%

Organisations  
are planning 
to recruit: 
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It is interesting to note that candidates find  
changing jobs every two to three years as the 
best way to advance professionally. To improve 
retention rates, we recommend offering training 
and development programmes. Clearly articulating 
a candidate’s growth potential should be added to 
every organisation’s Employee Value Proposition. 

THE BEST WAY TO  
ADVANCE PROFESSIONALLY

35%
Progress in one  
role over time

65%
Change jobs every  
two to three years

“With the majority of 
organisations looking 

at talent retention, it is 
important to remember 

that the employee 
experience is key!”

• Simplify the application process

• Design appropriate interview tools and processes

• Offer benefits employees genuinely care about

• Offer competitive salary packages

• Design great onboarding programmes

• Encourage healthy work/life integration

• Incorporate ‘stay’ interviews

• Invest in employee wellness

• Check in via surveys and feedback tools

• Act on employee feedback and share the outcomes

How to enhance the employee experience…

66%Talent Attraction

28%Talent Retention

6%Neither

-  EMPLOYER’S PRIMARY FOCUS -

-  WHAT EMPLOYEES REALLY WANT -

Flexible  
working hours

54%

Learning and 
development

25%

Additional  
annual/sick leave

13%

Health and 
wellness programme

 8%

- -



What We Do 
Madison works across virtually all industry sectors, with 
companies ranging from small start-ups to global  
blue-chip organisations, large public sector and  
not-for-profit organisations. Our track record includes full 
service recruitment covering temporary, permanent and 
contractor needs across the following sectors: 

• Administration and Business Support

• Accounting, Banking, Finance and Insurance

• Contact Centre

• Government and Policy

• Human Resources

• Industrial

• Procurement and Supply Chain

• Programme and Project Management

• Property and Construction

• Sales and Marketing 

• Volume Recruitment

Within disciplines, we recruit for the full range of positions from 
entry-level through to executive appointments. Depending 
on our clients’ needs, our recruiters will deliver an end-to-end 
solution or unbundle the recruitment process to supplement the 
expertise and resources you have in your organisation.

 How We Do It
Because we have a broad focus but we are staffed by 
specialist recruitment professionals, we’re able to offer the 
combined benefits of breadth, reach and personalised, expert 
service. Collaboration, sharing, building a real relationship and 
true partnerships are what set us apart.

Not only do we understand New Zealand, but we have been 
specifically built and grown for this market.

 Support & Partnership
We offer specialist consulting services to support our client 
organisations’ talent lifecycles. Some of the key services we 
deliver via workshop, training or coaching include:

• Talent development

• Assessment centre design

• Outplacement services

• Psychometric profiling and skills testing

• High performance profiling

About Us

• To find out more about Madison and our services, 
you can visit our website at madison.co.nz  
or call us on 0508 MADISON.

• For queries about this report, please 
contact Christian Brown, General Manager 
on 09 303 4455.

-  CONTACT US -

Madison was established in 1998 and is a wholly owned 
subsidiary of the Accordant Group, New Zealand’s 
largest recruitment company and the only in our industry 
to be listed on the NZX.

We operate across six key locations in Auckland Central, 
Auckland South East, Hamilton, Tauranga, Wellington 
and Christchurch. In the past year, we have placed 1400 
temporary and contract staff into work on client sites, and 
filled over 2700 roles. This gives us access to the real-time 
market information, salaries and trends that have allowed us 
to compile this employment market report.
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Auckland
ph +64 9 303 4455

Level 6, 51 Shortland St
Auckland CBD

auckland@madison.co.nz

Auckland South East
ph +64 9 271 1152

Level 1, Building 5, The Crossing 
60 Highbrook Drive
East Tamaki

aucklandsoutheast@madison.co.nz

Hamilton
ph +64 7 839 5660

Level 5, 127 Alexandra St 
Hamilton

hamilton@madison.co.nz

Wellington
ph +64 4 499 8055

Level 9, Cnr Customhouse Quay & 
Johnston Street, Wellington

wellington@madison.co.nz

Christchurch
ph +64 3 366 6226

Level 1, Building 3 
1 Show Place, Addington

christchurch@madison.co.nz madison.co.nz

Tauranga
ph +64 7 834 0834

148 Durham Street, Tauranga 
By appointment only

tauranga@madison.co.nz
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