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Talent gaps and 
performance gaps:
Organisations that fail to understand and address 
them will not be successful and may not survive. 
The time to address these gaps is now.
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Key findings

Similar to our 2012 report, we again observe 
that “the global economic outlook remains 
murky” – deficits in the EU and US, slowing 
growth in China, pervasive budget challenges 
around the world, high employment in many 
markets, continued demographic pressures, 
market uncertainty, potential market bubbles, 
environmental challenges, political risks, and 
more. Amidst this murky economic outlook, 
Deloitte initiated our New Zealand survey to 
determine what sort of talent challenges NZ 
organisations are facing today, what impact is 
felt on business results, what types of talent 
are in short supply, what people management 
practices are most important to business 
success, and where are the gaps between what’s 
important and current effectiveness. 

The gaps are significant and numerous and they 
will become more acute. Organisations that fail to 
understand and address them will not be successful 
and may not survive. The time to address these gaps 
is now.

Talent gaps today 
Notwithstanding economic murkiness, talent shortages 
prevail and are impacting business results today. 83% 
of organisations report they are experiencing talent 
shortages which are impacting business results, 13% 
report significant severity. Most acutely, organisations 

indicate they cannot get the skills they need. What 
types of skills are lacking? Many employees lack the 
basics – critical thinking and problem solving, general 
management, and initiative and drive. What types 
of employees are in shortest supply? This varies by 
industry, but overall it’s employees who work in 
Operations.  So there’s a gap in the pipeline of talent. 

Future talent gaps 
Looking forward, more organisations anticipate growth 
in their workforce than anticipate declines – 35% vs. 
23%. And relative stability is predicted by another 
43%. But where will the supply of talent to support 
this growth come from?

Many organisations anticipate a very restricted supply 
of Operations employees in future years – experienced 
technicians, machinists, and other operators. In their 
zeal for efficiency, lean operations and outsourcing, 
many of the apprenticeship type programmes covering 
these positions were eliminated or curtailed over the 
last couple decades.

In terms of skills, jobs are becoming more sophisticated 
and complicated. Simple jobs have generally been 
reengineered, automated, outsourced, offshored, and/
or eliminated. Future jobs will demand even higher 
levels of skills. A challenge is emerging around how we 
fill the gap in skills required, especially considering the 
basics – critical thinking and problem solving, etc.? 
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Most employees indicate they intend to stay with 
their current employer over the next year, but survey 
respondents indicate concerns regarding retention of 
key employee groups such as High-Potential Talent 
and Critical Talent. Overall, more than half (54%) 
of respondents predict at least moderate levels of 
voluntary employee turnover over the next 2-3 years. 
Among certain employee groups, the likelihood of 
moving to another employer is high – over half (54%) 
of Millennials (also known as Gen Y) say they may 
leave their current employer in the next 12 months. 

Performance gaps 
The top talent challenges cited by most organisations 
include skills, performance culture, engagement, 
productivity, and cost. Organisations appear dissatisfied 
with their “return on investment” from expenditures 
on people. Perhaps this reflects ongoing pressure, both 
within the public and private sectors, to do more with 
less. How can this be accomplished? Survey results 
indicate some key gaps between what are seen as the 
importance of various people management practices 
versus the effectiveness of their current programmes.  
These gaps represent opportunities for improvement 
which can have positive impact on future business 
results. 

Overwhelmingly, existing HR programmes are seen 
as “adequate.” But is “adequate” good enough? Only 
3% of respondents rate current programmes as world 
class, and over 10% see them as inadequate. The 
relationship between advanced people management 
practices and business results is well documented 
across a broad range of key performance measures 
including profitability, growth, innovation, market 
value, and turnover. 

Diversity gaps 
Although numerous individual conversations suggest 
that diversity is seen as an important priority, our 
survey results do not tell this story. Indeed, diversity 
is ranked as the top talent challenge by only 1% of 
respondents. Further, special programmes to promote 
attraction, retention, and engagement of diverse 
groups are offered by less than 30% of responding 
organisations. Finally, diversity initiatives are not seen 
as highly important to future business success. 

Culture and engagement gaps 
The good news is that overwhelmingly, respondents 
indicate they have trust in their organisation’s 
leadership and they believe leaders have effectively 
communicated their organisation’s strategy and 
direction. The bad news, however, is that large 
minorities in some industry groups have negative 
views. And overall, Millennials are unconvinced, a large 
portion of whom remain neutral on these questions. 

When asked what considerations are most important 
in considering a new employer, Brand and Reputation 
tops the list. But survey results indicate a clear 
employment brand is seen by organisations as relatively 
unimportant to future business results and not highly 
effective today. Another gap? 

Richard Kleinert

There are lots of gaps but this represents lots of 
opportunity for those organisations who respond 
promptly and proactively. Those who delay may  
be left behind.
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There are lots of gaps but this represents lots of opportunity for those organisations who 
respond promptly and proactively. Those who delay may be left behind. Key recommended 
initiatives include:

• Develop a plan to address skill deficits – emphasise specific skills in the recruitment 
process, focus and increase training budgets, recognise critical talent groups, re-establish 
apprenticeship programmes, liaise and collaborate with schools, universities, and 
technical schools to foster needed skills in future employees. 

• Refresh your Employment Brand – employees consider Brand and Reputation as the 
most important factor in considering a new employer. Why do people work for your 
organisation? What does it mean to be an employee there? What is your “Employer 
Value Proposition?” Have you summarised and packaged this in a fresh, thoughtful, 
contemporary fashion, both for current and prospective employees?

• Consider Millennials – they’re the most likely to be disengaged, unconvinced, 
uncertain, and likely to leave. Yet many of them have skills needed for future business 
success. Don’t take them for granted. Consider their unique attitudes and interests and 
develop targeted interventions for them. 

• Career paths – employers and employees alike identify this as an area of importance. 
It ranks as the biggest gap (improvement opportunity) across all people management 
practices. Internal mobility, development, and growth opportunities are highly valued. 
Create these opportunities, emphasise available programmes and alternative paths, and 
communicate this effectively. 

• Performance management – similar to last year, this is seen as a large opportunity 
to improve business results. Review and update the process by which individual goals 
and objectives are established, feedback is provided, ratings are assigned, and train/
coach front line managers in how to have meaningful and productive performance and 
development discussions. 

• Rethink diversity – consider the importance for your organisation considering 
customer, stakeholder, and current and future employee dimensions (not to mention 
regulatory). What are you actually doing about this?

• Transform HR – there’s a great opportunity for HR to up its game and make a real 
contribution to the bottom line and organisation performance. The HR team should be at 
the forefront of these issues, diagnosing the situation, modelling the future, suggesting 
alternatives, designing and implementing new/fresh/effective programmes that align with 
organisation strategy, and measuring results. This may require significant change to the 
HR function itself, considering roles, capabilities, structure, processes, and technology. 

The call to action 
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Addressing the worrisome gaps
Key insights

Talent gaps today

Future talent gaps

Performance gaps

Diversity gaps Culture and engagement gaps

83% of organisations 
report they are 
experiencing talent 
shortages which are 
impacting business 
results Critical thinking and 

problem-solving

Skills Performance 
culture

Engagement Productivity Cost

Operations is seen as 
the employee type in 
shortest supply

Future jobs will demand 
even higher levels of skills

General
management

Initiative  
and drive

35% of employers 
expect their 
workforce to grow 
and 23% expect their 
workforce to decline

83%

35%
23%

What types of skills are lacking?

What future types of employees are lacking?

top talent challenges cited by most organisations include:
Only 3% of 
respondents rate 
current HR programmes 
as world class, and over 
10% see them  
as inadequate. 

Only 1% of respondents 
ranked diversity as the top 
talent challenge

76% of respondents have trust in their 
organisation’s leadership.

10% do not have trust in their leadership. 

Talent gaps are significant, numerous and 
they will become more acute. Organisations 
that fail to understand and address them 
will not be successful and may not survive. 
The time to address these gaps is now.
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Talent & skills
Do we have the talent we need?

Consistent with our 2012 findings, even during this 
period of economic uncertainty, 83% of organisations 
indicate they are experiencing talent shortages that 
impact their business today. Of respondents, 70% 
report moderate severity, while 13% report significant 
severity. The perception of severity increases somewhat 
with size of organisation.

13%

70%

17%

Severity of talent shortages by industry

Biggest talent challenges faced today
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Among the 5 largest industries represented by 
respondents, Manufacturers report the most severe 
talent shortages – nearly one in five indicate impact 
on business is significant. Least significant impact is 
reported by Professional Services firms. 
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  Public Sector Manufacturing
Professional 
Services Wholesale/Retail Financial Services

1
Skills (27%) Skills (25%) Skills (31%) Turnover (26%) Performance culture 

(27%)

2
Engagement (25%) Productivity (17%) Performance 

culture (14%)
Skills (19%) Skills (23%)

3
Performance culture (21%) Performance culture /

Engagement /Cost (14%)
Cost/Turnover 
(11%)

Performance culture 
(16%)

Productivity (12%)
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Top 3 talent challenges faced today by the top 5 industries

Survey respondents indicate the biggest talent 
challenges they face today are skills (27%), followed by 
performance culture (17%), and engagement (12%). 
Again, this response is generally consistent with the 
top challenges identified in 2012. Surprisingly, diversity 
was identified as the top challenge by only 1% of 
respondents, although it is important to note that 
it might rank among the top 3 challenges for each 
organisation, but is not identified as the top challenge. 
(See further discussion of diversity below.)

Across the large industry groups, the top talent 
challenges are generally consistent – skills and 
performance culture are in the top 3 for all. Our 
survey responses indicate some interesting variations 

across these industry groups. Specifically, productivity 
ranks among the top 3 for Manufacturing and 
Financial Services, and turnover is among the top 3 for 
Professional Services and Wholesale/Retail. 

We also observe some variation based on size of 
organisation. Small employers identify productivity and 
resistance to change among their top 3 challenges, while 
medium employers identify turnover among their top 3.

Across all respondents, the views of the top challenges 
do not vary much based on the respondent’s position 
or role within the organisation.    
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Types of skills that are in short supply today

Types of employees that are in short supply today
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Financial Services Manufacturing
Professional  
Services Public Sector

Wholesale / 
Retail

1

Critical thinking and 
problem solving (64%)

Critical thinking and 
problem solving (48%)

Critical thinking and 
problem solving /
General management 
(47%)

General 
management 
(54%)

Initiative and drive 
(61%)

2
General management 
(41%)

Engineering (42%)   Critical thinking 
and problem 
solving (48%)

Critical thinking and 
problem solving (54%)

3
Initiative and drive 
(36%)

Technical abilities 
(36%)

Initiative and drive 
(37%)

Teamwork and 
collaboration 
(30%)

Reliability and 
responsiveness (39%)

Since skills shortages represent the top talent 
challenge, we asked about the types of skills that are 
lacking. Critical thinking and problem solving are cited 
by 45% of respondents, while general management/
leadership is cited by 38%, and initiative and drive 
cited by 31%. This view is generally consistent across 
employers of different sizes. Respondents identify 
many common themes regarding types of skills in short 
supply across industry groups, but some are more 
prevalent among individual industries.  

Top 3 skills in short supply across the top 5 industries

As might be expected, Manufacturers report a shortage 
of engineering skills, while Wholesalers/Retailers 
indicate insufficient reliability and responsiveness - 
perhaps also to be expected given generally higher 
rates of staff turnover within this sector. 

The types of employees currently in short supply are 
generally consistent with 2012. Operations staff are 
reported in short supply most frequently, by 37% of 
respondents. Next, IT staff (25%), followed by sales 
staff (23%) and executive leadership (22%). 
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As expected, the type of employees in shortest supply varies by industry:

 ● IT for Financial Services
 ● Operations for Manufacturing
 ● R&D and IT for Professional Services
 ● Executive leadership for the Public Sector
 ● Sales for Wholesale/Retail

Small employers are most likely to report a shortage of sales staff.

Top 3 employee types in short supply for the top 5 industries

  Financial Services Manufacturing
Professional 
Services Public Sector

Wholesale /
Retail

1
IT (36%) Operations (62%) Research and 

development / IT 
(23%)

Executive 
Leadership (41%)

Sales (43%)

2
Executive Leadership 
(32%)

Procurement and 
supply chain (32%)

  IT (34%) Customer Service (32%)

3

Strategy and planning 
/ Finance / Risk and 
regulatory (28%)

Research and 
Development (29%)

Executive Leadership / 
Sales (20%)

Strategy and 
planning (30%)

Operations (19%)

Critical thinking 
and problem 
solving is cited 
as the number 1 
critical skill in short 
supply by 45% of 
respondents
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Talent drain
Are we losing our talent? 
What does the future hold?

Overall, more organisations anticipate future 
growth than future reductions in the size of their 
workforce over the next 2-3 years – 35% expect at 
least moderate growth vs. 23% who expect at least 
moderate reduction. This future growth outlook 
is optimistic, but less so than in 2012 when 47% 
predicted future growth. More now expect relative 
stability in the size of their workforce looking forward 
over the next 2-3 years – 43% vs. 32% a year ago.

With size comes hope? Evidently not. Large employers 
have lower growth expectations – only 25% predict 
future growth while 31% envision reductions.
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The future outlook clearly varies across the large 
industry groups. We see the strongest expectation 
of growth among Professional Services firms at 50%. 
Conversely, we see the strongest expectation of 
reduction among the Public Sector at 44%. 

Overall, respondents are not very concerned about 
staff turnover. Voluntary turnover is expected to be 
insignificant to moderate by overwhelming margin 
of respondents. Only 12% expect turnover to be 
significant (over 20%). The lowest level of turnover 
is expected by the Public Sector – 48% predict 
insignificant turnover (less than 10%). Conversely, the 
highest level of turnover is expected by Professional 
Services – 60% predict significant turnover. Again 
perhaps reflecting their somewhat less optimistic 
outlook, larger organisations generally expect higher 
rates of turnover. 
 

When considering different groups of employees, 
respondents indicated the highest levels of concern 
about retention of high potential talent – 63% indicate 
high or very high levels of concern. Employers’ concern 
about retention of employees declines by age group of 
employees:

 ● 36% concerned about retention of Millennials
 ● 18% concerned about retention of Generation X
 ● 11% concerned about retention of Boomers

The pattern of concern about retention of different 
groups is generally consistent across Industry groups. 
Once more, large employers are generally the most 
concerned about retention across the various groups 
of employees; consistent with their predictions of 
voluntary turnover. 
 

We see the strongest expectation of growth among Professional 
Services firms at 50%. Conversely, we see the strongest 
expectation of reduction among the Public Sector at 44%. 
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Who are our most worrisome competitors when 
it comes to luring away the talent we need? Is the 
“West Island” our biggest concern in the war for 
talent? Not so. Organisations are most concerned 
about losing employees to other NZ employers – 65% 
report concern (moderate or significant) about losing 
employees to other NZ employers. In distant second 
place, 36% report concern about losing employees to 
Australia, and then 28% report concern about losing 
employees to retirement. 

This pattern is fairly consistent across industry groups. 
It is interesting to note, but probably not surprising 
that older respondents express lower levels of concern, 
except regarding loss of employees to retirement. 

Public Sector Discussion Box:

Over 80%
report talent shortages

No.1 shortage
is executive leadership

No.1 skill shortage
is general management/
leadership, followed by critical 
thinking and problem solving

• Pessimism prevails – 44% expect future reductions 
in size of workforce

• Low concern about turnover

• Special programmes for diversity are not common

• Biggest perceived improvement opportunities are 
performance management and career paths

Among the large industry groups:

• Most critical view of current HR programmes  
(21% inadequate)

• Lowest reported understanding of career path 
opportunity (23%)

• Highest likelihood of leaving current employer 
in next 12 months (40%)

• Most positive view of leadership communication 
effectiveness (80%)

65% report concern 
about losing employees 
to other NZ employers

36% report concern 
about losing employees 
to Australia
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Respondent’s industry

Respondent’s organisation size

Level of concern regarding losing employees over the next 12 months 
to each of the following destinations

Respondent’s position within their organisation

Wholesale/Retail

Utilities

Transportation

Telecommunications/Media

Public Sector

Professional Services

Not for Profit

Manufacturing

IT

Healthcare

Financial Services

Farming

Consumer Products

Construction and property

0% 2% 4% 6% 8% 10% 12% 14% 16% 18% 20%

Less than 50 employees
In the CXO suite

General and/or functional management

Human Resources Function

Other

Not applicable

Low

Moderate

Significant

51-100 employees

Over 500 employees

40% 22%

39% 54%

20%

23%

3%

0%

0%

0%

0%

0%

0%

0%

0%

0%

Australia UK USA Asia Other global Other NZ
employers

Retirement

It is interesting to note, but 
probably not surprising that 
older respondents express 
lower levels of concern, except 
regarding loss of employees to 
retirement. 
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Diversity
Does it really matter?

The perspective on diversity is confusing. On one hand, 
we know from numerous one-on-one discussions that 
diversity is a priority, and a majority of NZ company 
directors in a recent Deloitte survey (Director 360 – 
2012 Degrees of Progress) acknowledge the need for 
diversity policies and guidelines. On the other hand, as 
noted in the first section above, diversity is selected as 
the top talent challenge by only 1% of respondents to 
our Talent Edge NZ survey. 
 
Digging deeper, generally few organisations have 
special programmes in place today to promote 
attraction, retention, or engagement of specific types 
of employees. Special programmes for Millennials are 
most common, but are used by only about 30% of 
organisations. Across large industry groups, special 
programmes targeted at diversity are most common 
within Wholesale/Retail, and least common within 
Manufacturing. Presumably reflecting their size and 
scale, large employers are more likely to have special 
programmes than small employers. Recent discussions 
amongst the NZ CHRO Forum suggest diversity is 
indeed a priority among large organisations, but 
the objectives, the focus, and the specific strategies 
deployed vary widely.
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Millennial Discussion Box:

Special strategies to promote attraction, retention of millennials, women or other types of diversity
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• Overall, special programmes for attraction, retention and engagement of diverse groups 
are not common, but most common for Millennials (30%)

• Highest reported likelihood of leaving current employer in next 12 months (54%)

• Lowest reported levels of:

• Understanding of career path potential with current organisation (38% 
disagree)

• Belief current position makes good use of their talents and abilities (31% 
disagree)

• Trust in leadership (38% neutral)

• Belief leaders have provided effective communications in past 12 months 
(31% neutral)

• Millennials believe “employee satisfaction and retention” should be the main 
non-financial measure of business success (Deloitte Millennial Survey, 2013)



18

Among organisations with special programmes for 
diversity, the types of programmes vary somewhat for 
different groups. The most common programmes for 
the respective groups are summarised below.

Perceptions vary in terms of what are the most effective 
retention initiatives for different employee groups.

The bottom chart below summarises what can 
be thought of as the “employer’s view” and the 
perceptions contrast somewhat significantly to a 
recent global survey of employees (Deloitte Talent Edge 
2020: Surveying the talent paradox from the employee 
perspective, September 2012). In this global study, 

additional compensation, and additional bonus and 
financial incentives were cited among the top 3 by 
each employee group.

Do employees in New Zealand really not care about 
money? That conclusion would be a bit naive. It should 
be acknowledged that this set of questions asked for 
personal views as employees, but our respondents 
are predominantly in the management ranks, and are 
probably responding with some degree of “responsible 
employer” bias. Indeed initiatives such as career 
planning and job advancement are important, but 
don’t forget about the money. Surely, it’s not all about 
the money, but the money does matter.

  Millennials Women
Other types  
of diversity

1

Mentoring and coaching (55%) Flexible scheduling (48%) Recruitment process / Mentoring 
and coaching (20%)

2

Recruitment source (42%) Mentoring and coaching 
(35%)

 

3

Special training (33%) Special leave (28%) Flexible scheduling (13%)

Top 3 special programmes in place for respective employee groups

Top 3 retention initiatives thought to be most effective in retaining following workforce segments

  Millennial Gen X
Baby 
Boomers Women

 1
Individualised career 
planning / Promotion and job 
advancement (53%)

Leadership development 
programmes (60%)

Flexible work arrangements 
(51%)

Flexible work 
arrangements (68%)

 2
  Promotion /job 

advancement (49%)
Support and recognition from 
supervisors (44%)

Support and 
recognition from 
supervisors (42%)

 3

Support and recognition from 
supervisors (48%)

Support and recognition 
from supervisors (48%)

Additional benefits (42%) Individualised career 
planning / Leadership 
development 
programmes (32%)
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Current talent programmes 
How can we up our game?

We asked respondents to rate the importance of their 
people management practices to the success of their 
business over the next 2-3 years, and to rate their current 
effectiveness.

The gaps between importance vs. current effectiveness 
represent opportunities for improvement that should 
have a positive effect on future business results. Based 
on this comparison, the improvement opportunities 
which can have the biggest positive impact are:

• Career paths (providing employees with clear 
opportunities for advancement, development, and 
alternatives)

• Performance management (the process of setting 
goals and objectives, clear and objective feedback, 
meaningful differentiation, and effective coaching)

• Strong leadership (experienced and qualified leaders, 
with compelling vision, strong skills, and a strong 
leadership pipeline)

Similar to the initial question in this survey regarding top 
talent challenges, diversity ranks low both in terms of 
importance and current effectiveness. Although diversity is 
often discussed by HR and business leaders, it has not yet 
been prioritised and operationalised by most organisations. 

Special strategies to promote attraction, retention of millennials, women or other types of diversity
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  Financial Services Manufacturing
Professional 
Services Public Sector

Wholesale/ 
Retail

 1

Career paths (1.2) Training and 
development 
/ Performance 
management (1.1)

People 
management / 
Career paths / 
Strong Leadership 
(0.7)

Performance 
management / 
Career paths (1.4)

Employee 
communications / 
Strong leadership 
/ Flexible working 
arrangements 
(1.0)

 2
Strong leadership (0.9)        

 3
Training and development / 
Performance management 
(0.7)

Employee 
communications (1.0)

  Strong leadership 
(1.1)

 

Top 3 gaps between importance and effectiveness of people management programmes for 
the top 5 industries
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The best opportunities to improve people 
management practices vary somewhat across 
the large industry groups. For Financial Services 
emphasis should be placed on training and 
development. For Manufacturing, training and 
development and employee communications 
should be increased. And for Wholesale/Retail – 
employee communications and flexible working 
arrangements should be areas of emphasis. 

The improvement opportunities appear to 
be consistent across organisational size.
 

Considered collectively, current people management 
programmes are viewed overwhelmingly as 
“adequate,” but only 3% rate them as “world class.”  
This compares unfavourably to a global study done 
last year in which 17% of respondents rate their 
programmes as world class (Deloitte Talent Edge 2020: 
Redrafting talent strategies for the uneven recovery, 
January 2012). Among large industry groups, current 
programmes are viewed most positively in Professional 
Services and Financial Services, and least positively 
in the Public Sector (21% perceive as inadequate). 
Large employers are generally less satisfied with their 
current programmes – 19% rate as inadequate. 
 
The overwhelming view of the capabilities of internal 
HR teams/functions today is positive, but only 4% 
regard them as world class. This does not seem to vary 
in any consistent manner based on size of organisation. 
Considering the respondent’s position in the 
organisation, those least satisfied seem to be in general 
and/or functional management roles – 27% rate the 
HR function as inadequate. It appears the opportunity 
exists for HR to up its game, improve relationships 
with the business, and increase its stature through 
increased emphasis on meaningful HR transformation.

Rating of existing people management programmes Rating of internal HR team/function capabilities

I have trust in my organisation’s leadership:

85% 82%
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Only 3% of people 
management 
programmes were 
considered "World class"
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Rating of existing people management programmes Rating of internal HR team/function capabilities

I have trust in my organisation’s leadership:

85% 82%

12% 13%3% 4%

World class

Inadequate

Adequate

World class

Inadequate

Adequate

0%

10%

20%

30%

40%

50%

60%

Strongly disagree Disagree Neither agree
or disagree

Agree Strongly agree

Culture and leadership 
Leadership really does matter

Our survey asked to what degree people agreed with 
the statement: “I have trust in my organisation’s 
leadership.” The good news – 76% of respondents 
have trust in their organisation’s leadership. The bad 
news – 10% do not have trust in their leadership. 
 
The levels of trust vary somewhat among the large 
industry groups. The highest levels of trust are reported 
in Financial Services (88% positive). Conversely, the 

Rating of existing people management programmes Rating of internal HR team/function capabilities
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lowest levels of trust are reported in Wholesale/Retail 
(71% positive). Overall, trust levels do not seem to 
vary based on size of organisation. Millennials report 
much higher levels of “neutrality” as regards their 
trust in leadership (38% neutral). Male and Female 
respondents in our NZ survey indicate similar patterns 
of trust, although in our recent global survey of 
employees women reported 12% higher levels of 
trust in leadership than do men.
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My organisation's leadership have effectively communicated with employees about the 
organisation's strategy and direction in the past 12 months
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76% of respondents 
have trust in their 
organisation’s 
leadership
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I have trust in my organisation’s leadership

My organisation's leadership have effectively communicated with employees about the 
organisation's strategy and direction in the past 12 months

Over the past 12 months, my organisation's leadership have effectively communicated 
with employees about the organisation's strategy and direction
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overall 71% 
respondents believe their 
company’s leadership has 
communicated effectively

10% either 
disagree or 
strongly disagree 
with this view



Talent Edge New Zealand – 2013  Addressing worrisome gaps    2322
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Overall 71% of respondents believe their company’s 
leadership has communicated effectively with 
employees about the company’s strategy and direction 
over the last 12 months, while 10% either disagree or 
strongly disagree with this view.
 
Leadership communication is seen most positively 
in the Public Sector, where 80% agree and only 
2% disagree. Consistent with their sceptical or 
neutral responses to other questions, as a group, 
Millennials are the least convinced about leadership 
communication – only 62% agree.

When considering an employer, the importance of the 
organisation’s commitment to a range of issues varies. 
Overall, the most important considerations are:

 ● Brand and reputation
 ● Developing leaders
 ● Supporting innovation
 ● Utilising new technology

Perhaps surprisingly, opportunities to work abroad, and 
social media are not highly rated.

This may represent a call to attention for employers 
and prospective employers. Employees indicate 
the most important factor in their choice of a new 
employer is brand and reputation. Yet employers 
indicate that “clear employment brand” is among the 
least important of their people management practices. 
This misalignment of views may be reflective of reliance 
on old perspectives and old programmes. In order 
to attract and retain top talent, organisations should 
review and refresh their employment brand, to make 
a clear statement about what it means to work at 
the organisation, i.e. the employer value proposition. 
The employment brand should be comprehensive 
and clear, including values, culture, development and 
advancement opportunities. 

When viewed through the lens of different age 
groups, we see similar patterns of what is regarded 
as important, but some interesting surprises. 
“Notwithstanding their age,” Baby Boomers regard 
developing leaders, innovation, and new technology as 
important, but not flexibility programmes. Perspectives 
don’t seem to vary much between the genders. Women 
rate the various programmes slightly more highly than 
do men, but the same basic pattern applies.

  Millennial Gen X Baby 
boomers

 1

Brand and reputation (100%) Developing leaders (90%) Brand and reputation (93%)

 2

Innovation (92%) Brand and reputation (88%) Developing leaders (92%)

 3

Work life balance / Flexibility 
programmes (85%)

Work life balance / flexibility 
programmes (86%)

Innovation / Utilising new 
technology (88%)

Top 3 organisational commitments considered to be most important when considering an employer, based on age groups of 
respondents (Based on sum of very important and important)
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My job makes good use of my talents and abilities

I have a clear understanding of my potential career path with my current organisation:

My job makes good use of my talents and abilities
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(age 48 and above)
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Individual and organisational
Who do employees tell us?

It is good to note that overall, 80% of respondents 
believe their job makes good use of their skills and 
talents, and only 10% disagree or strongly disagree. 
This view seems to apply consistently across industry 
groups, and organisational size. These results are 
important to business, as our recent global survey of 
employees indicates that employees who do not feel 
their skills and talents are well used are more likely to 
leave their employer.

Warning – despite the positive overall picture, 
Millennials are less satisfied – only 46% agree that their 
skills and talents are well used, while 31% disagree. 
In terms of gender, men are somewhat more satisfied 
than women that their skills and talents are well used 
– 82% vs. 74%. 

Roughly two-thirds of employees tell us they have a 
clear understanding of their potential career path with 
their current employer, but nearly one in five says no. 
Among the large industry groups, Public Sector and 
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My job makes good use of my talents and abilities

I have a clear understanding of my potential career path with my current organisation:
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Manufacturing respondents are least satisfied in this 
regard. Perhaps surprisingly, the level of dissatisfaction 
seems to increase based on size of the organisation, 
although one might think employees in large 
organisations would have more options.

 ● 12% disagree in small organisations
 ● 15% disagree in medium organisations
 ● 21% disagree in large organisations

 

82% of men 
are satisfied their 
skills and talents 
are well used

74% of women 
are satisfied their 
skills and talents 
are well used

Roughly two-thirds 
of employees have a clear 
understanding of their 
potential career path with 
their current employer …

…but one in 5 say no
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Another red flag – Millennials are more uncertain 
about their career path opportunities with their current 
employers – only 41% agree, and 38% disagree. 
Women are somewhat less certain than men about 
their career path with their current employers – 56% 
vs 71%.

Internal mobility? We asked if respondents had taken 
on a new role in their organisation in the last year. 
25% indicated they had done so, while 75% had not. 
Again this may be important to future turnover, as our 
recent global survey suggested that employees who 

I have a clear understanding of my potential career path with my current organisation:

Top reasons why people move organisations
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had recent internal job movement were less inclined 
to look for other employment opportunities. This is 
another important element of the perhaps neglected 
employment brand. 

Among our NZ respondents, roughly two-thirds say 
they will probably remain with their current employer 
for the time being. 65% indicate they are unlikely to 
leave their organisation in the next 12 months, while 
31% indicate they are at least somewhat likely to 
leave. While 65% seems pretty good, our recent global 
survey indicated that 80% of global employees intend 

I have a clear understanding of my potential career path with my current organisation:

Top reasons why people move organisations
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to stay put. Are NZ employees more dissatisfied, less 
engaged or more likely to look for other opportunities? 
Do NZ employers need to review and refresh their 
talent strategies? 

Across the large industry groups, it appears the 
probability of moving on is highest in the Public Sector 
(40%) and Professional Services (36%). 

As would be expected, Millennials report the highest 
likelihood of leaving their current employer – 54%. 
Perhaps more surprisingly, even Boomers report a fairly 
high likelihood of leaving – nearly a third (although 
some portion of this may be to retirement for some). 
The outlook for leaving the current employer does not 
seem to differ between men and women. In terms 
of current position, those in the CXO suite report the 
lowest likelihood of moving on – 27%. 

As would be expected, Millennials report the 
highest likelihood of leaving their current employer 
– 54%. Perhaps more surprisingly, even Boomers 
report a fairly high likelihood of leaving – nearly 
a third (although some portion of this may be to 
retirement for some). 

 When asked what would be the top reason to move 
to a new organisation, consistent with our findings last 
year, the top 3 considerations are:

 ● Worklife balance
 ● Increased career opportunities
 ● Growth & development

Of note, compared to our recent global survey results, 
compensation did not make the top 3 list (but it 
ranked 4th). These top considerations do not vary 
significantly based on age or gender. 

The probability of moving on is highest 
in the Public Sector (40%) and 
Professional Services (36%). 



28

Demographics
Who responded?

Respondent’s industry
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We received 310 responses overall, up slightly from 
290 last year. This represents a very good cross section 
in terms of industry mix, size mix, gender mix, age mix, 
and position mix. 
 
There were more female respondents this year, forming a 
more representative survey group, and there were more 
Millennials responding this year, providing us with better 
insight into their unique perspectives and attitudes. 
 

The top 5 industry groups account for 67% of responses.

 ● Public Sector
 ● Manufacturing
 ● Professional Services
 ● Wholesale/Retail
 ● Financial Services
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