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Kia ora and welcome  
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Our growth has been steady and strategic. As a people business 

that understands the business of people, we’ve applied our best-

in-class recruitment process and duty of care to building our 

own team. We’ve welcomed exceptional recruitment specialists 

on board, people with a sense of passion and purpose and a 

shared ambition to make a real impact.

We have moved to formalise our community and environmental 

initiatives by selecting two Hunter Campbell partner charities - 

Sea Cleaners and Camp Quality. These partnerships represent 

our commitment to enact positive change in the communities we 

operate in. 

Our specialist Sales and Marketing Division, launched in June 

2022, has gone from strength-to-strength and now sits as 

a team of six sensational people, including four specialist 

recruiters. One year in and we’re already being recognised in the 

market as a trusted recruitment partner – working with a large 

number of powerful brands, and growing an impressive network 

of outstanding Sales and Marketing talent. 

As we look to the future, despite the uncertain economic 
narrative and global markets, unemployment remains unchanged 
for Q1 2023 at a low 3.4%. It’s difficult to predict what impact this 
will have in what is now expected to be a recessionary period, 
layered with the immigration impacts. 

What we can confidently predict, is that we’re facing another 
complex and challenging 12 months. 

Hunter Campbell is well positioned to help you navigate these 
complexities. Our deep understanding and experience of 
the sectors in which we specialise gives you access to an 
unparalleled level of insight, best practice consultation and 
expert advice. 

Whether you’re an exceptional leader looking for the next step in 
your career, or a business seeking the best talent to drive your 
success in 2023 – get in touch, we’re here to help. 

Lee Marshall 
Managing Partner

The past year is testament to this. We’ve scaled up considerably across the 
organisation, celebrated many wins – including the RCSA Leader of the Year award, 
held our conference in Fiji, and ventured over to the United Kingdom to engage with 
and encourage Kiwi talent to return home. And most importantly, we’ve continued 
to thrive on doing what we love – creating good chemistry by connecting true talent 
with the right organisation. 

Here at Hunter Campbell, we’re  
big on continuous improvement  
and sustainable growth. 
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Economic Update.  
- Brad Olsen, Chief Executive  
  and Principal Economist, Infometrics

The New Zealand economy finds itself in a challenging economic position, with 
high inflation, a tight labour market, interest rates that have risen rapidly, and a 
host of severe weather disruptions so far in 2023.

Inflation has moderated slightly, to 6.7% p.a at the start of 
2023, driven by a fall in fuel prices and international airfares. 
There are some signs of less intense pricing pressure as the 
Reserve Bank’s move to raise interest rates limit household 
budgets, with less spending on larger items. 

But overall spending continues to rise, and non-tradable, 
domestically based inflation accelerated to a new record 
high at the start of 2023 of 6.8%pa. This sustained rate 
of local pricing pressures underscores the persistence of 
inflation still. And with food price inflation accelerating to 
12.5%pa, the fastest pace since GST was introduced in the 
1980s, households are struggling to pay for the essentials. 

Analysis by staff at the Treasury indicates that around half of 
the current level of inflation that can be explained is driven by 
demand factors, and half by supply factors, compared to in 
the US where two-thirds of inflation was supply driven. 

The Reserve Bank continues to keep pressure on financial 
markets, with further raises to the Official Cash Rate in 
the first half of 2023. Those increases come as retail 
interest rates appear to have peaked or are close to the 
top. Household budgets will come under further pressure 
throughout 2023 and into 2024 as mortgages are refixed 
onto considerably higher rates, curbing household spending. 

The housing market is still in decline, with house prices falling 
and sales volumes at very low levels. The falls in house prices 
have been steady each month and are likely to continue as 
interest rates ratchet higher. It’s taking longer – a lot longer 
– to move a house in the market, and sellers will need to be 

patient. The more limited pool of buyers will not and cannot 
afford to overspend in a falling market, and values will need 
to adjust accordingly to ensure a sale can be reached. 

Given all of this, for potential sellers there’s some reluctance 
to list a house given the declining market. Auckland and 
Wellington continue to drive the housing market decline, 
with larger falls in prices, lower demand, and lower supply 
as the market stagnates. That stagnation is being led by 
households throughout 2023 refixing onto higher mortgage 
rates, which is putting budgets under intense pressure. 

But at least it appears that the Reserve Bank has done most 
of the heavy lifting already with interest rate rises, and retail 
banks are having to compete more for the mortgages that 
are out there – a silver lining of sorts.

Taken together, the economic outlook is considerably more 
challenging, with the Reserve Bank determined to get 
inflation under control and willing to move aggressively to 
ensure that it achieves its goal. Such actions have pushed 
consumer and business confidence to sustained lower 
levels, with expectations for a recession in 2023.

Much more pessimistic expectations for the economy run 
counter to the still-strong outcomes still being observed at 
present, with a rising divergence between current activity 
and expected activity around the corner. This trend is 
perfectly exemplified by business decisions and the labour 
market. The unemployment rate remains at near record 
lows, and employment growth has remained far more 
robust than expected. 

But future employment intentions have turned sharply, with job 
ads pulling back from high levels back towards pre-pandemic 
levels. In part, the level of current employment growth has 
been supported by a substantial turnaround in migration levels. 
Annual net migration has whipsawed from a net outflow of 
nearly 20,000pa in early 2022 to a net inflow of 65,000pa in 
early 2023, and on track for possibly 100,000pa for the first 
time ever. 

Higher levels of net inward migration enable a larger pool of 
talent, which is helping employment levels at present in certain 
professions. Sustained higher levels are likely to enable a higher 
unemployment rate over time as employment growth slows but 
population growth reaccelerates. 

International tourism activity has rebounded too, with inbound 
visitor levels back to around two-thirds of normal pre-pandemic 
levels – although these levels have plateaued in 2023 as higher 
interest rates globally limit discretionary spending and curb 
travel interest.

Substantial weather disruptions throughout the first few months 
of 2023 have put added strain on an already stretched economy, 
with transport infrastructure heavily damaged and swathes of the 
primary sector destroyed in parts of Northland, Tairawhiti, and 
Hawke’s Bay. The substantial damage will require considerable 
investment to get sectors back on their feet, although higher 
infrastructure investment is expected to bolster economic 
activity over the next few years. 
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The remote  
working 
sweet spot.

The pandemic left us 
with much to ponder – 
not least of which was 
whether working from 
home was here to stay, or 
just a fad brought on by 
necessity. The answer to 
that question is complex 
and varies significantly 
between different role 
types and sectors. 

The ultimate goal of remote working 
is finding a sweet spot that works for 
the employer, its customer-base, and 
the employee. As we venture into the 
second half of 2023, it feels like many 
are struggling to find that balance. 

THE CURRENT ENVIRONMENT

We are seeing a definite, albeit gradual move back into the 

office. The latest Auckland CBD property statistics confirm 

this with vacancy rates dropping to 10.8% from 11.6% - 

suggesting nearly 10,000sqm of additional uptake. Globally, 

it appears some companies are expecting their teams to 

come back into the office, and mandating this accordingly.

The sentiment from employers, both here in New Zealand 

and internationally, is that culture, productivity, training 

and development, and the ability of leaders to lead, are all 

adversely impacted with a remote workforce. Simply put, 

business productivity is suffering. 

This is especially true for businesses with a split workforce 

– where some roles and employees have the ability to work 

from home, whereas other roles (warehousing, logistics, 

manufacturing) are hands-on and required to be ‘on-site’. 

This is creating a cultural divide, a two-tier workforce, 

resentment, and lack of cohesion. And, in an environment 

where ‘working from home’ is also being touted as a perk, 

it raises the question - how do you equally reward those 

whose roles do not allow for remote working?

Navigating this new landscape is proving difficult for many, 

with a number of businesses struggling to settle on their 

policies around flexible/remote working arrangements. 

SHOULD EMPLOYERS ACCEPT  
THE ‘NEW NORMAL’? 

There are those that would argue that this shift is a good 

thing. After all, there are many positives that come from 

supporting your workforce to work the way that suits them. 

Employee health and wellbeing markers improve, salary 

expectations are occasionally lower with many taking a lesser 

salary in return for flexible working arrangements, and it can 

be used as a perk to attract talent in a skill-short market. 

One of the biggest challenges for employers is ensuring 

their leaders are sufficiently trained to navigate this new 

normal. We’re seeing examples where business performance 

is suffering because previously highly-driven teams have 

discovered that lifestyle is in fact a bigger driver than money. 

As a leader, inspiring and motivating a team who’ve opted 

for a cut in remuneration to spend more time at home, is no 

mean feat. We believe the answer could be a shift in focus - 

from monitoring hours, to tracking outcomes. 

THE QUESTION OF CULTURE

An aspirational and cohesive workplace culture underpins 
your employer brand. An engaging employer brand is vital 
for attracting the brightest candidates in the market and 

ensuring you retain your best talent. The research around 

this is indisputable. 

However, the research can also be conflicting - on one  

hand, employees overwhelmingly say they want to feel a 

sense of belonging and purpose in their roles. And on the 

other hand, they have an expectation of flexible, remote 

working arrangements.  

Creating a culture where your employees feel a sense of 

belonging and purpose is tough with a remote workforce. 

The sense of energy, being a part of a team, the chance for 

informal interactions between colleagues, and the ability 

to effectively collaborate are all diminished when you work 

from home. 

It’s not entirely surprising then, that many new graduates are 

opting to work entirely in the office. They are recognising 

that it’s actually fun, they learn more, and they can network 

and liaise with their wider team more often, and more easily.  

Positively, most employers we partner with are working to 

strike a balance; from including ‘anchor days’ where the 

whole team is required to be in the office, to requiring teams 

to be in specifically on Mondays and Fridays to mitigate the 

productivity risks around ‘long weekends.’ 

There’s no doubt that remote working is the biggest 

workplace shift in our generation. It is not a passing trend, or 

an optional extra, it is a complete change to the way that we 

work. Employers who are able to successfully navigate this 

new operational model will be the ones who can find a sweet 

spot between culture, productivity, and performance - and 

the lifestyle and wellbeing needs of their employees. 
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The evolution 
of leadership.
Today’s workplaces look considerably different to what they did four years 
ago. Business Leaders have had to adapt and evolve – developing new tools to 
navigate this constantly changing landscape. 

THE ART OF COMMUNICATION

The term ‘to lead’ implies a journey; a forward movement; 

progress. A true leader is on the frontline, constantly making 

the decisions about which path to take, how fast to move 

and when, and who should perform which tasks along the 

way. Leaders need to inspire their employees to follow, 

which means to be successful today’s leaders need to be 

skilled communicators. 

As a leader, you should be able to effectively articulate the 

direction of the business - communicating your vision of the 

end destination, getting buy-in, and encouraging input from 

your teams. 

Simply put, it’s up to you as a leader to give your people a 

reason to listen to you, and to care.  When people feel a 

connection to purpose and a bigger picture, they realise that 

the work they’re doing matters. 

THE EMPATHETIC LEADER

Employee wellbeing, and your own wellbeing as a leader, 
has never been more important. The impact of lockdowns, 
remote working, illness, uncertainty, and constant change 
has been far-reaching. 

According to recent research conducted by The Workforce 
Institute at UKG which included 3,400 people across 10 
countries, 69% of people said that their managers had the 
greatest impact on their mental health, equal to that of their 
partner. This was more than the impact of their doctor (51%) 
or therapist (41%). 

The research also concluded that aside from the obvious 
human reasons to invest in wellbeing initiatives, business 
also benefits. When people have positive mental health, 
63% say they are more committed to their work and 80% 
say they’re more energised. Leading with empathy is not 
only the right thing to do, it will have positive impacts on 
innovation, engagement, and retention.

It could be asking people how they’re doing, tuning in 
when you see they may be out of sorts, or when they may 
need support because they’re working on an especially 

challenging problem. Connecting people to resources 
such as the HR Team, Employee Assistance Programme or 
other programmes to support them is another way you can 
support your team’s mental health.

Today’s leader understands that wellness is far more than 
an HR policy – it should be a fundamental aspect of your 
culture. That means leading with empathy and implementing 
real actions and initiatives that your employees believe in. 

LEADING VS MANAGING

Today’s leaders are expected to do more than ‘manage’ 
and it’s no longer a given that top performers will move 
into management roles. Often the best performers aren’t 
the best leaders. A good leader can leverage the best 
performers strengths to drive business success. And, 
that is a skill in itself. 

Specialist training is required to ensure a successful 
transition from ‘doing’ to ‘leading’. Employees don’t 
necessarily have instant respect based on a ‘Manager’ 
title – they look for the value those leaders are adding to 
the business, how involved they are, and how responsive 

they are – especially in hybrid working environments. 

In fact, it’s recognised that responsiveness and 
accessibility are two of the most important attributes 
to achieving commitment and support from your team. 
When your employees know they can get in touch 
with you, and when you get back to them in a timely 
way, it creates a powerful path toward engagement, 
commitment, and performance.

At a strategic level, there is more interaction between 
employers and employees than we’ve ever seen before 
– less hierarchy, more transparency. The modern leader 
welcomes and values input from their teams. They are 
agile and resourceful, possessing the ability to manage 
change quickly and achieve more, with less.

11



Market Insights from 
Managing Partner  
Lee Marshall.
If you’re anything like me, you may be a little tired of the word ‘unprecedented.’  
However, there’s really no other word to describe the current accounting talent  
market. Quite simply, it’s the tightest I’ve ever seen, and for a number of  
reasons I don’t see that changing anytime soon. 

12

DID ACCOUNTANTS MISS THE  
‘NET MIGRATION GAIN’ MEMO?

Firstly, we started behind the eight-ball. The accounting 
sector in New Zealand was in the midst of a skills 
shortage pre-pandemic, so we were already on the 
back foot. Secondly, as it stands right now, the global 
mobility of accountants is not in New Zealand’s favour. 
Accountants who went to London pre-pandemic have 
missed out on their overseas experience due to the 
global disruptions and are staying longer to live  
this lifestyle.

And, thanks to our free trade agreement with the United 
Kingdom post-Brexit, working visas have been increased 
from two to three years, and the age of eligibility 
has risen to 35 (from 30). This has resulted in Kiwi 
accounting professionals leaving New Zealand in droves. 

Paradoxically, the outflow of talent that we’re clearly 
seeing through our work every day doesn’t match the 
narrative we’re hearing in the media – that 2022 saw a 
net migration gain. We can only assume that accounting 

professionals are the exception to this statistic. 

PERMANENT HIRES, EXTRAORDINARY 
SALARIES AND A CONTINUED FOCUS 
ON DIVERSITY, EQUALITY  
AND INCLUSION

We’re seeing a higher than normal demand for 

permanent hires in the accounting and finance space. As 

hiring managers become more aware of how challenging 

it is to find talent, they are choosing to enter into longer 

term arrangements to ensure certainty. 

Unsurprisingly, given the age-old law of supply and 

demand, wage inflation in this space is very real. Through 

the second half of 2022, we saw extraordinary salaries 

being offered, particularly in the ‘newly-qualified to five 

years PQE’ group. You’ll find further commentary and 

insight on this in the ‘Salary Insights’ section (pg. 26) and 

in our commentary around wage inflation (pg. 16).

There appears to be less salary volatility in the finance 

space. We have observed a slight shift in candidates 

asking for an increase in base salary for certainty - even 

if this resulted in an overall reduction in total package. 

Diversity, Equality and Inclusion continues to be a 

top priority in the finance sector, with equal gender 

representation an absolute focus for many businesses.

DELIVERING EXCELLENCE THROUGH 
STRATEGIC EXPANSION AND CLEVER 
INITIATIVES

Hunter Campbell has strategically expanded its 

Accounting and Finance team and we have welcomed 

Sarah, Caroline, Morgan and Kyna into our team of 

experienced recruitment specialists over the last  

ten months

Given the current talent short market, creating a 

positive and streamlined candidate experience is vital. 

Recognising this, we’ve also introduced the new role of 

Candidate Manager to ensure an exceptional experience 

for the best and the brightest talent in the market. 

13

We remain focussed on providing valuable 

networking events for the Accounting and Finance 

sector - with a busy calendar of events planned for 

the second half of 2023. 

As part of our commitment to raising the calibre 

of talent in the Accounting and Finance sector, we 

are continuing our Future CFO programme, and will 

proudly welcome our fourth cohort of Future CFO’s 

in July. Historically, when there has been a softening 

in the economy, we have seen an increased demand 

in interim and temporary talent, and our Interim CFO 

offering is resourced and ready to meet this market.

We look forward to the ‘INFINZ Next Directors 

Programmes’ in Auckland and launching the 

first INFINZ Next Directors in Wellington. This 

year also sees Hunter Campbell returning to the 

United Kingdom. This annual trip is an invaluable 

investment in ensuring we continue to connect with 

and engage in-demand talent in the accounting and 

finance space - Kiwi expats coming home.  

This year will remain incredibly challenging and 

employers need to be realistic about the level of 

available talent and what salaries are needed to 

secure it. Hunter Campbell’s commitment is to 

continue to deliver the very best talent available in 

the current climate. It is a commitment backed by our 

unparalleled understanding of the market, high-level 

connections, and our drive to achieve outstanding 

outcomes through creating good chemistry.  

Lee Marshall 
Managing Partner
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In last year’s Hunter Campbell Market Insights 
publication, we questioned whether the opening 
of our borders would result in ‘The Great 
Migration’ – an influx of talent returning to  
New Zealand shores. 

We suggested that in order for New Zealand to be a successful ‘net importer 
of talent’, we’d need to get certain things right; ease of visa application, 
length of visas offered, cost of living, access to rentals, and other lifestyle 
‘pull factors’ that could make New Zealand an attractive location. 

A year on and it’s fair to say our report card in these areas has not been 
flattering. And when you add to that the large numbers of Kiwi-based 
Accountants who have left for greener pastures in the past 12-months, it 

definitely feels like one-way traffic.  

15
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In ‘normal times,’ we would expect to see a huge 
influx of returning Kiwis arriving November to 
January, with the majority entering the job market 
in February and March. This just hasn’t happened 
this year – despite the official stats showing a net 
migration gain of 15,800 in 2022. 

The people that are returning are at a different level of seniority, and with a very different skill-set to those who 
arrived pre-covid. Pre-covid we saw Senior Accountants and Financial Analysts, now we are seeing Heads of 
Financial Planning & Accounting, Commercial Managers, Financial Controllers and Senior Finance Business 
Partners. With less roles at this level among Kiwi businesses and less cyclical movement there is a lower volume 
of opportunities in this space.  

On the other hand, if you’re an Accountant in the five-year post-qual space, there are plenty of opportunities, 
and with the lack of talent, it’s a great time to be a job seeker.                                    

Interestingly we’re seeing that many people in the United Kingdom on their OE are staying for longer. There are 
two reasons for this - firstly, as a result of lockdowns and general pandemic-related disruption, people haven’t 
had the experience they intended on. And secondly, recent changes to UK visas have meant Kiwis are allowed 
to stay longer, and go later in life. 

The experience and exposure that Kiwi Accountants gain working internationally is invaluable. When they finally 
return, they bring unique skills and global insights to Kiwi businesses. In the United Kingdom, Hunter Campbell 
continues to enjoy a solid reputation as the preferred New Zealand recruitment agency of choice which is 
evidenced in our unrivalled talent pool. In June, we’ll again be heading over to the UK to run a series of events 
and connect with the best and the brightest Kiwi talent looking to return to our shores. 

One-way 
talent traffic.
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The end of 
wage inflation? 

Wage inflation, and our 
economy’s ability to sustain 
the ‘race to the top dollar’ 
has been a hot topic of 
discussion recently. 
Severe labour shortages across many sectors have meant 

that candidates are in the driving seat, and are able to pick 

and choose between opportunities. 

While we know that there are many factors that influence 

a candidate’s decision-making, salary remains high on the 

priority list. Especially so with the rising cost of living. To 

secure the best talent, employers are having to offer more.

NOT EVERYONE IS A WINNER

The accounting sector is no different to many others. In 

fact, the past 6-9 months has seen the largest rate of 

wage inflation that we’ve ever seen. However, when we 

analyse this data further, we can see that there are areas 

within the sector that highlight this more than others. 

NEWLY QUALIFIED CA’s – “FIRST MOVERS”,  

3 YEARS WORK EXPERIENCE. 

•	 Moving out of Chartered Accountancy Firms into 

commercial organisations 

•	 Now commanding: $110,000 - $120,000 

•	 Nine months previous: $90,000 - $100,000 

1-3 YEARS POST-QUALIFIED CA’s

•	 Now commanding: $130,000 - $140,000

•	 Nine months previous: $110,000 - $120,000

It appears that the more senior you get, the less likely 

you are to see such significant increases. Wage inflation 

appears to plateau around the Financial Controller-level 

and above. By the middle of 2023, we’ve seen a real 

slowing down of the increases, even at the newly qualified 

level. It appears we may have finally hit the salary ceiling. 

EMPLOYERS: ARE YOU WILLING  
TO PAY THE PRICE? 

Despite the slowing down, in this market it’s crucial for 

employers to take stock and really think about who you 

want, and whether you’re prepared to pay over the odds to 

get them. 

Be open minded and creative – it’s unlikely you’re going to 

get who you want for the price you want. If you can’t offer 

the salary your ideal candidate is looking for, are there 

other benefits you can add to the package to make the 

opportunity more attractive? 

We know that candidates are looking for flexible working 

arrangements, that they’re keen to understand your values 

to ensure they align with their own, and they’re interested 

in knowing that you value health and wellbeing. Remember, 

salary is only a part of the picture – yes, it’s high on the 

priority list, but if you’re unable to compete on price, consider 

how you can clearly articulate your other value-adds. 

In our opinion, that while the volume of talent will likely 

improve, albeit slowly,  these new salary benchmarks are 

here to stay. If you find you’re really priced out of the market, 

other options to consider are filling the gap with a contractor 

or hiring someone more junior and supporting them with 

targeted learning and development to grow that resource. 
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Candidates: All that 
glitters is not gold.
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With some within the accounting 
sector earning well in excess of 
$40k p.a. more than they were 
six to nine months ago, it’s not 
a bad time to be a candidate in 
the market right now. The ball is 
most certainly in your court. 

However, our advice to 
candidates is that more money 
does not automatically equal 
more job satisfaction. When 
you’re looking at potential 
opportunities there are many 
different factors to consider.

All the money in the world cannot make up for substandard leadership, monotonous 
tasks, a toxic working environment or zero work/life balance. Trust us on that one.  

   What is the culture of the organisation?

   Do they offer flexible/hybrid working arrangements?

   What are the additional leave entitlements?

   Do the values of the organisation align with mine?

  Is the work interesting, challenging and meaningful?

   What sort of team will I be working in? 

   What is the leadership style? 

   What learning and development opportunities do they offer?

   What is the scope for internal progression?



SUPPLY

The talent shortage within the Accounting and Finance market 

has been well documented over the last 12-24 months and 

we’ve seen this heightened within the contracting space. 

We believe some of the contributing factors include:

1.	 Lack of international talent coming into New Zealand. 

The influx of Kiwi returners or immigrating skilled 

professionals from the UK, Australia and various other 

countries has always made up a large share of the 

contracting candidate market. 

2.	 Career contractors joining the permanent workforce. 

We’ve seen a lot of candidates opt for the security of 

permanent employment due to the volatility over the last 

12-24 months. 

3.	 Reduced turnover of contract roles. Businesses are 

locking many candidates into longer-term roles, and 

extensions are occurring more frequently. A lot of our 

clients have experienced the difficulties of getting strong 

immediately available talent, so have opted to carry 

slightly more cost by holding onto talent longer. 

4.	 Temporary to permanent conversions. We’ve seen an 

incredibly high conversion rate over the last 12 months - 

contractors being offered permanent roles during, or at 

the conclusion of their contract assignments. 

18 19

The infographic below shows the dramatic shift in 

contracting rates across some of our key areas of 

specialisation. The percentages below indicate the 

average increase in hourly/daily rate of candidates placed 

by Hunter Campbell over the last 12 months.
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New Zealand’s accounting and finance contracting market 
has seen significant changes over the past 12 months.  
New trends are emerging that are reshaping the industry. 

Emerging trends  
Contracting.

DEMAND

We’ve seen fluctuating demand for contractors over the last 12 

months. Different role types within the accounting vertical have  

been more in demand than others. 

Trends we’ve noted over this period include:

1.	 An increased demand in fixed-term contracts versus 

independent contracting arrangements. This has been 

mainly budget-driven as there is a reduced overall cost for 

businesses in taking contractors directly onto the company’s 

payroll for longer term assignments. 

2.	 A mindset shift from our clients in ‘exact fit’ recruitment. With 

a reduced candidate pool, businesses have had to be very 

open minded in terms of how we can find a solution. Through 

stripping a contract requirement back to key deliverables, 

we can prioritise ‘essential skills and experience’ versus ‘nice 

to have’ skills and find outstanding solutions that might look 

slightly different to the initial brief. 

3.	 Transactional accounting requirements have remained 

steady. Accounts Payable (AP) temporary roles have been our 

most in-demand skill set in this space. A lot of organisations 

are automating and streamlining their AP function which 

has meant an increased demand for candidates who are 

more tech savvy. This has been followed by the demand 

for temporary Credit Control roles as businesses looked to 

improve their cash flow going into 2023. 

4.	 Financial and Management Accounting roles have been in 

huge demand. We’ve seen a mass exodus of permanent 

candidates in this space heading overseas, so businesses are 

scrambling to backfill these positions with contractors who 

are hands-on and willing to get the routine tasks completed. 

5.	 The senior contracting/interim market was quiet through 

the back end of 2022, but we are seeing the demand 

continue to increase throughout 2023. The demand for 

roles at this level has been hugely buoyant overall, but 

we’ve seen the majority of these roles being taken directly 

to market on a permanent basis.

A shortage of skilled candidates remains across several verticals within the 
Accounting and Finance space – resulting in a very real imbalance between supply 
and demand. Employers are competing for talent, and contractors with in-demand 
skills can command high rates and attractive working conditions.

15%
Accounts  
Payable

Accounts  
Receivable

Assistant 
Accountant

Payroll

ACCOUNTING SUPPORT

8% 5% 8%

18%
Financial 

Accountant
Management 
Accountant

Business 
Partner

Analyst

QUALIFIED ACCOUNTANTS

16% 8% 8%

15%
Finance 
Manager

Financial 
Controller

FP/A / 
Commercial 

Manager

Interim  
CFO

MANAGEMENT ROLES / INTERIM CFO

6% 4% 0%
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Hunter Campbell offers a dedicated  
Interim CFO solution. interimcfo.co.nz

Emerging trends  
Contracting cont.

We have seen a slight surplus of 
strong senior finance leaders who are 
seeking a career in interim consulting/
CFO roles compared to the demand 
for roles at this level. 

 
 

The infographic to the right highlights the eight types 
of Interim CFO roles. We have seen the majority of the 
demand coming from Establishment or Growth CFO 
roles, with many businesses looking to bring in corporate 
expertise and best practise through a pivotal time of 
change and growth. There is a steady requirement for 
Replacement CFO roles, and we have seen a recent uplift 
in Projects and Systems Implementations. 

Hunter Campbell’s specialist contract team covers the 
full spectrum of Accounting and Finance roles - and has 
expertise across all levels. 

Hunter Campbell’s specialist contract team covers the full spectrum of Accounting and Finance roles - and has 
expertise across all levels.  

Interim CFO.

ESTABLISHMENT CFO

This is an ‘all hands-on deck’ role that shapes 
structure and is typically on an interim basis until 
operations are established. These CFOs have 
a strong focus on cash management, strategic 
planning and insights, implementation of financial 
control processes and risk management.  

01. GROWTH CFO

These CFOs are experienced across a range of 
functions with a proven track record of taking 
businesses through dynamic change or achieving 
significant growth targets. Common deliverables include 
accessing funding, implementing a fully integrated ERP, 
introducing dashboards, and bringing in new talent.

02.

CHANGE CFO

These CFOs are all-rounders with specific 
expertise in driving successful transformation, 
restructuring and culture change.

03. REPLACEMENT CFO

Experienced leaders who will hold the 
financial reins in between CFOs and ensure a 
smooth transition.

04.

PREPARING FOR SALE

These CFOs are skilled in cashflow 
management and due diligence and are able to 
prepare and execute a full or partial sale.

05. PREPARING FOR AN IPO

These CFOs are seasoned experts with 
demonstrated success within complex, listed 
environments. With a broad skillset across all 
aspects of corporate governance, they will lead the 
due diligence process to create the foundation and 
successfully execute an IPO.

06.

      SYSTEMS IMPLEMENTATION

Projects or Systems implementation CFOs 
bring specialised skills at a senior level 
specifically to meet a business requirement, 
project or to implement new systems. 

07. PART-TIME CFO

These CFOs are accomplished professionals 
with a broad technical skill base that bring 
senior, strategic capabilities.  

08.
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Risk and 
Compliance 
Trends.
Kieran Leese 
Consultant, Financial Services

With the constantly evolving regulatory landscape, 
and the growing emphasis on corporate social 
responsibility, risk and compliance management has 
become increasingly important for businesses.
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GOVERNANCE, RISK,  
AND COMPLIANCE

GRC is a term used to describe the integrated approach to 
managing a business’s overall governance, risk management, 
and compliance with its regulatory requirements. In 2023, 
organisations are continuing to prioritise GRC initiatives to 
ensure that they comply with laws, regulations, and industry 
standards while minimising risks to their business operations.

One of the key trends we’re seeing in businesses is the adoption 
of GRC software platforms. These platforms enable companies 
to automate and streamline their compliance efforts, reducing 
the risk of non-compliance and enhancing their ability to identify, 
assess, and manage risks across their operations.

Another trend in GRC is the increased focus on privacy and 
data protection. With the growing threat of cyber-attacks and 
data breaches, it is important to take steps to protect your 
sensitive customer and employee data. 

This includes implementing robust cybersecurity measures, 
conducting regular security audits, and ensuring compliance 
with data protection regulations. This year we’ve seen several 
of our clients creating internal roles tasked with providing 
independent perspective and advice across the areas of 
Security Risk Assessments, Cyber Governance, Strategy, and 
Policy Frameworks. 

By integrating GRC into the organisation, you will be more 
aware of the amount of data and information you have, and 
know whether it is fully compliant with the ever-changing 
regulatory landscape. 

ENTERPRISE RISK MANAGEMENT

ERM is a holistic approach to identifying, assessing, and 

managing risks across your entire organisation. In 2023, 

companies are continuing to adopt ERM strategies to mitigate 

risks and improve their overall risk posture.

Like GRC, one of the top trends in ERM is the integration of 

technology. Advances in technology have made it easier for 

companies to collect, analyse, and manage data which can 

be used to identify potential risks and develop mitigation 

strategies. Companies are increasingly using predictive 

analytics and machine learning to identify potential risks and 

make informed decisions about risk management. 

From a recruitment perspective, we have seen an increase in 
demand for risk professionals with strong systems skills, and 
the ability to use software such as Tableau and Power BI. The 
available talent pool for this skill set in New Zealand is limited, 
with a large volume of these professionals in Europe with no 
immediate plans to return to New Zealand. 

Another trend in ERM is the focus on resilience. Possibly 
sped along after COVID, and more frequent natural disasters, 
companies are recognising the importance of being able to 
adapt and respond to unexpected risks and disruptions. 

This includes developing robust business continuity plans, 
investing in disaster recovery capabilities, and conducting 
regular risk assessments to ensure that you are prepared for 
potential threats. We are seeing more and more ‘Risk’ roles 
that include areas such as Business Continuity Management 
and Incident Response as part of the role’s responsibilities. 

ENVIRONMENTAL, SOCIAL,  
AND GOVERNANCE 

ESG considerations are becoming increasingly important 
for companies. Today, there is an understanding that ESG is 
a business risk - and smart businesses are taking steps to 
reduce it.  

With the growing threat of climate change, it is important to 
take steps to reduce your carbon footprint. We are seeing 
more and more businesses taking real action to mitigate 
the environmental impact of their operations. This includes 
investing in renewable energy sources, adopting sustainable 
business practices, and developing robust environmental 
management systems.

We are also seeing a focus on the “S” of ESG - the 
engagement with internal and external stakeholders. There is 
an increased pressure on businesses to consider conduct and 
focus on the way they interact with stakeholders. The evolving 
regulatory landscape is pushing towards more transparency 
around reporting and due diligence. The Conduct of Financial 
Institutions (CoFI) legislation is an example of this.  

Prioritising initiatives across GRC, ERM, and ESG will help 
you navigate the rapidly evolving regulatory landscape, 
mitigate risks, and demonstrate your commitment to 
corporate social responsibility.

In 2023, we are seeing a strong focus on ‘Governance, Risk, and Compliance’ (GRC), 
‘Enterprise Risk Management’ (ERM), and ‘Environmental, Social, and Governance’ 
(ESG) considerations. 
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Our value proposition is 
simple. We connect leading 
Kiwi businesses with 
exceptional people – no 
matter where they are based. 

With a limited local talent pool, and 
a receptive global market open to 
opportunities, it’s no surprise that a 
key component of Hunter Campbell’s 
sourcing strategy is to engage and build 
relationships with Kiwi talent abroad.
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LONDON CALLING

London has long been the primary destination for 

New Zealand financial services professionals.  

It is one of the world’s leading financial markets 

centres and offers endless opportunities to gain 

experience working in industry leading institutions 

with global operations - organisations with significant 

headcount, hierarchy, and complexity. 

This experience can provide Kiwis with exposure  

to cross-border transactions and projects, 

investment in leading technologies, and the chance 

to work on projects at a size that we just don’t see in 

New Zealand.

When Kiwis do decide to return home, the move 

back to New Zealand can be quite a transition on a 

number of fronts; company size and hierarchy, funds 

under management, investment size, transactional 

volume, and of course, compensation. Conversely, 

employment in New Zealand can come with a broader 

scope, as we do not have the same level of volume 

and/or industry specialisation. Additionally, positions 

can offer greater responsibility and accountability, 

working in smaller teams with less hierarchy. Our 

advice to our Kiwi contingent in London is to always 

be mindful of what is transferable back to NZ; by 

focusing on the underlying skill set and experience, 

and ultimately what is transferable, will allow these 

individuals to return to NZ where they can utilise and 

continue to develop their expertise. 

CONNECTION THROUGH 
LISTENING AND LEARNING

Hunter Campbell has developed a comprehensive 

programme to attract the best and the brightest Kiwis 

back to our shores. As a people-centric business, we 

invest significant time and resources to meet Kiwis 

on the ground in London. We take time to offer them 

an overview of the market here at home, where the 

opportunities may be, trends and themes in hiring, 

and the skill-sets in demand.

We build connections through listening and learning – 

gaining insight into their employment situation in the 

UK, including the content and scope of their current 

role. We are then better placed to offer valuable 

advice on the skills that are transferable to the New 

Zealand market. 

We also understand that everyone has a life outside 

of work and we aim to get to know the ‘whole person.’ 

Do they have a partner that will also need to find 

work, what is their partner’s appetite for a move to 

New Zealand? Are there children or older parents that 

need to be considered? 

Returning home to New Zealand is a significant 

undertaking. Hunter Campbell provides advice, 

support, and expertise at every step of the journey to 

ensure it’s a seamless process that delivers the best 

outcomes for everyone involved. 

We believe in bringing Kiwi talent home, but only when 

the right opportunity arises. A role which matches 

expectations, which utilisies developed skill-sets 

and experience, which provides career growth and 

opportunity, and a role which falls within the narrow 

timeframes of bonuses being paid - making a move 

home financially feasible and attractive. 

We know that the work we do impacts lives, and we 

approach it with an unwavering duty of care.

GOOD CHEMISTRY IN ACTION

In 2022, we returned to London to host a series of 

events to connect directly with Kiwis.

One specific example of this good chemistry in action 

and the importance of taking the time to understand 

our candidates’ situations in detail, is when we 

connected with an individual who was contemplating 

a return to NZ. Whilst in the UK he was working for a 

leading bank, where he had held employment for over 

three years. We took the time to meet in person and 

understand his career, achievements, experience, and 

personal considerations in line with an expectation to 

return to New Zealand. Helping set these expectations 

we provided a comprehensive overview of the NZ 

market and opportunities. 

We connected this individual with a New Zealand based 

investment bank, experiencing strong and consistent 

growth. The Directors of this business were looking to 

hire talented accounting and finance professionals to 

assist them with their next expansion phase. The end 

result: this individual successfully relocated back to 

NZ, and secured a role which utilised their skill set and 

experience, while offering progression opportunity.  

The team at Hunter Campbell are committed to 

travelling to London on an annual basis, with events 

planned with leading industry bodies INFINZ and 

CAANZ for June. 

Returning 
Kiwis.



26 27

2023 MARKET INSIGHTS | ACCOUNTING AND FINANCE

Accounting & Finance 
Salary Insights.

Accounting Support  
and Payroll
We’ve seen moderate-to-high demand for accounting 

support, and moderate demand for payroll over the past 

year. These demand levels have been equal across both 

permanent and temporary hires. 

Not dissimilar to other areas of Accounting and Finance, 

we’ve noted a definite skills shortage. And the talent that 

is available is expecting a great deal of flexibility – more 

so than the qualified accounting space. Systems and 

automation continue to be a big focus. Smaller businesses 

are able to be more flexible as it's easier to implement 

systems and supplementary add-ons to help speed up 

their processes.

ACCOUNTING SUPPORT

AP/AR Admin $60,000 - $70,000

Senior AP/AR $65,000 - $80,000

Credit Control $70,000 - $85,000

Manager $80,000 - $110,000

PAYROLL

Payroll Admin $70,000 - $80,000

Payroll (sole charge) $75,000 - $90,000

Senior Payroll $80,000 - $100,000

Manager $100,000 - $140,000

Qualified Accounting
There’s been high demand for all qualified accountants 

this year. Although it’s worth noting that last year’s high 

demand for technical accounting skill sets has plateaued, 

and the balance between management and financial 

accounting has been restored. 

We’re experiencing a high demand for commercial acumen 

in all areas - as well as the usual communication, attention 

to detail, strong analytical and system skills.

As we’ve discussed in earlier commentary, wage inflation 

in these categories is the highest we have ever seen. 

Newly qualified accountants who were getting circa 

$90,000 - $95,000 base salary 9 months ago, are now 

regularly demanding $100,000 - $110,000.  

Despite accounting firms trying their best to retain 

accountants in the newly qualified space, candidates still 

have a desire to move into commercial businesses. Based 

on our talent pool, around one in four newly qualified 

accountants are considering a move overseas, with the 

UK still the biggest area of interest. This talent migration 

has had a profound domino effect on the availability of 

candidates in the senior accounting space.

QUALIFIED ACCOUNTING - PERMANENT

Part Qualified Accountant $80,000 - $90,000

Financial & Management 
Accountant $90,000 - $120,000

Financial / Commercial 
Analyst $90,000 - $120,000

Business Partner $110,000 - $150,000

Senior Accounting

So far this year, demand has been high for permanent 

hires, and moderate to high for contract and temporary 

resources in all areas. The candidate market in the 

contract and ‘immediately available’ space remains very 

tight and many businesses are focused on retaining 

permanent staff. As discussed in previous commentary, 

returning Kiwi talent in this space has been very limited. 

We have seen multiple restructures resulting in newly 

created roles, including roles being upgraded to attract 

more senior or talented candidates. There has been 

a lot of movement within the FMCG, Retail, Property, 

Technology and Banking/Financial Services sectors within 

the Senior Accounting space.

Salaries have seen some upward pressure as a direct 

link to the qualified space seeing such a dramatic rise. 

Businesses that have been unable to meet the market 

have struggled to attract talent – you must pay the money. 

Finance Manager roles in the $130,000 – $160,000 

range have been the most difficult to recruit due to talent 

shortages and inflated salary expectations.

SENIOR ACCOUNTING - PERMANENT 

Finance Manager $130,000 - $160,000

Financial Controller $160,000 - $220,000

Commercial Manager $180,000 - $220,000

FP&A Manager $160,000 - $220,000

Head of Finance/CFO
The permanent market has steadily picked up as the year 

has progressed – seemingly returning to pre-covid levels 

of movement. Conversely, the contract and interim space 

has been relatively slow, with a slight upturn in volume in 

the first half of 2023.

We haven’t seen the same unprecedented upward salary 

movement as in other areas. There has been a slight uplift 

in the $160,000 - $250,000 bracket, but the $250,000+ 

space has remained relatively flat.

Scale-up businesses, those who have raised capital 

or seen PE investment, have been attracting great 

up-and-coming talent from the Future CFO pool, and 

the candidate market is available and keen for such 

opportunities. Medium to large businesses are very good 

at promoting internally, but we note that they frequently 

use the market to guide and support their decision to hire 

from within.

Businesses are definitely leaning towards commercially 

savvy accountants with strong people leadership and 

influential communication skills - as opposed to technically 

strong accountants in these HoF/CFO positions.

HEAD OF FINANCE / CFO - PERMANENT

SME $160,000 - $220,000

Scale up business $200,000 - $250,000

Mid-market $220,000 - $280,000

Large enterprise $250,000 - $350,000

Salary data is based on roles recruited between May 2022 - May 2023. Salary data is based on roles recruited between May 2022 - May 2023. 
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Strategic Pay Pulse Survey Insights March 2023
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Median Base Salary 
movements in 
Financial Services
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Source: Strategic Pay New Zealand  
Remuneration Report March

General Staff

Middle Management / Technical Specialist

Senior Management

Data provided by Strategic Pay 

Average Financial Services Salary Forecast Increases for 2023/2024 

General Staff

5.3%

Middle Management / 
Technical Specialist

6.5%

Senior Management

6.2%

Overall

5.4%

Source: Strategic Pay Pulse Survey March 2023

Gender Representation in Financial Services 

General Staff

Middle Management / Technical Specialist

Senior Management

Overall

59% 41%

53% 47%

28% 72%

55% 45%

FEMALE MALE

Source: Strategic Pay database from 32 financial services organisations representing over 7,700 employees with gender information provided

Top 3 factors impacting Financial Services salary reviews

 CPI (Inflation)

01. 02.

Expected Market Movement Challenges in Retaining Staff

03.

Benefits Financial Services employers are deploying to retain staff

Wellbeing Initiatives

01. 02.

 Professional Development Flexibility

03.

Financial Services 
Industry Insights 2023



3130

Thanks  
from us  
to you.

At Hunter Campbell 
we’re inspired by what 
we do. We’re energised 
and empowered by the 
connections we make,  
and the lives we impact. 

While this market insights document contains its fair 

share of figures, statistics and forecasts, it is people 

who form the heart of our business - our clients, our 

candidates, and our outstanding team of specialists. 

We all face an uncertain year ahead. A stretched 

labour market, high inflation and continued disruption 

to the global supply chain will make for challenging 

conditions. Hunter Campbell is steadfast in our 

commitment to work with you to deliver best practice 

consultation, expert advice and valuable  

insight to help you and your business navigate  

these complexities.

We thank you for choosing Hunter Campbell  

as your specialist search and recruitment partner.  

Our team are here to help, and we welcome you 

to pick up the phone for a chat, whether about the 

current market, specific recruitment needs or defining 

a team structure.

2023 MARKET INSIGHTS | ACCOUNTING AND FINANCE
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Lee Marshall  
Managing Partner

leem@huntercampbell.co.nz

021 774 388

Jason Hinton 
Partner, Contract

jasonh@huntercampbell.co.nz

027 555 0921

Katie Kelly 
Consultant, Accounting  
Support

katiek@huntercampbell.co.nz

021 418 585

Chris Cooper 
Manager, Accounting - 
Permanent

chrisc@huntercampbell.co.nz

021 197 4491

Daniel Turner 
Manager, Financial Services

danielt@huntercampbell.co.nz

021 193 0369

Sarah Bailey 
Senior Consultant, 
Accounting

sarahb@huntercampbell.co.nz

027 499 0444
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Josie Clarke 
Senior Consultant, 
Accounting - Permanent

josiec@huntercampbell.co.nz

027 773 4733

Sam Pritchard 
Senior Consultant, 
Accounting - Permanent

samp@huntercampbell.co.nz

021 224 7093

Luke Spratt 
Senior Consultant, 
Accounting - Contract

lukes@huntercampbell.co.nz

021 225 5056

Kieran Leese 
Consultant, Financial 
Services

kieranl@huntercampbell.co.nz

021 228 6634

Kyna Harmon 
Senior Consultant,  
Financial Services

kynah@huntercampbell.co.nz

021 242 9807

Caroline Ledger  
Senior Consultant, 
Accounting - Permanent

carolinel@huntercampbell.co.nz

021 240 9748



We are the drivers of good chemistry,  
your specialist Accounting and Finance  
Search and Recruitment Partners.

We are Hunter Campbell.
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Regina Manaf 
Consultant, Accounting  
Support

reginam@huntercampbell.co.nz

021 220 8786

Samantha Wilson 
Consultant, Accounting 
Support

samw@huntercampbell.co.nz

021 195 0550

Dolma Chuan 
Associate Consultant, 
Accounting and Finance

dolmac@huntercampbell.co.nz

021 314 761

Dan Barker 
Associate Consultant, 
Accounting and Finance

danb@huntercampbell.co.nz

021 590 494

Morgan Schuler 
Candidate Manager, 
Accounting

morgans@huntercampbell.co.nz

027 579 2286



Specialist search 
and recruitment 
partners.

Specialist Recruitment huntercampbell.co.nzSpecialist Recruitment huntercampbell.co.nz


