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Better people make a better world
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Infroduction

Kia ora and Happy New Year! We hope that you are starting off the year

feeling refreshed after a relaxed summer break.

As we move into 2024, we are excited to share the first Intepeople Market
Update with you. In this report we will summarise key industry trends, look at
remuneration and reward strategies, and review the changes made by
our new government that impact the employment market. Tim Malcolm,
our Senior HR & Talent Partner, has prepared our first market update. Tim

specialises in remuneration and reward strategies.

Stay tuned for further updates throughout the year, as we keep our eyes

on developing market dynamics and hiring trends.

Ng& mihi nui,
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Melisa Kappely
General Manager, Intepeople




The employment market at a glance

2023 was a challenging year for a lot of organisations nationwide. We are

seeing clients still grappling with talent shortages, especially in higher-skilled

roles like IT, Finance, Risk & Compliance, Banking & Finance, Engineering,

and Legal, as the unemployment rate stands at 3.9%.

As outlined in the pie chart below, Intepeople have recruited across a

broad range of industries and role types during the year and have found

there is less pressure to fill Executive and Director level roles, indicating that

candidates at this level are open to shifting organisations if the role is right

for them.
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What can you do as an employer?

Remuneration and reward strategies.

Developing a remuneration and reward strategy aims to attract and retain
employees by providing competitive salaries, performance-based bonuses, and

benefits while ensuring fair and equitable pay across the organisation.

This can be achieved through salary benchmarking, regular pay equity reviews,
and tying performance to remuneration.

Ouftlined is a suggested approach to develop the strategy and put it info
practice:

1. Define the approach to salary benchmarking and adopt a market policy
line.

2. Conduct regular pay equity reviews.

3. Tie remuneration to performance.

4, Provide managers with the ability to moftivate their teams e.g. variable pay
for particular roles.

5. Provide benefits for employees.

Infepeople is seeing an upward trend in organisations who are seeking support

to build out their remuneration and reward strategy, so if this is something you
are interested in then we would be happy to assist.
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Employee value proposition

e Employee demands for competitive remuneration, additional
benefits, and cultural fit are increasing.

e Many organisations are focusing on articulating the value they offer
to employees, both tangible and infangible. This emphasis is
supported through the development of their employee value
proposifion.

e Candidates are expressing a likelihood to switch employers if the
employee value proposition doesn't align with their needs.

e We have found a sharp increase in the number of organisations
who are looking to better articulate the value that an organisation
can offer to employees in return for the employees skills.
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Our new government

What we know about it's impact on the employment landscape
so far.

CONFIRMED CHANGES

e The Fair Pay Agreements (FPA) Act has been repealed with effect from 20
December 2023.

e The expansion of 90-day trials to apply to all businesses, not just those with
19 or fewer employees, effective 23 December 2023.

e The Worker Protection (Migrant and other Employees) Act 2023 came info
force on 6 January 2024, strengthening immigration and employment laws
that protect employees from exploitation.

SIGNALLED CHANGES

e The public sector is poised to undergo a reduction in non-essential back-
office functions, aiming to revert the public sector headcount to 2017
levels.

e The personal grievance process may be amended. This could mean that
employees would not be eligible for remedies if they are at fault. This also
may include implementing an income cap beyond which a personal
grievance could not be pursued.

e Confractors may be prevented from challenging their status, i.e.
preventing them from making a claim that they are actually an employee.

e Health and safety laws and regulations may be reviewed.
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Would you like more
iInformation? Get in fouchl

We would love to hear from you.

Phone: +64 3 546 8649
Email: info@intepeople.co.nz

www.intepeople.co.nz
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