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Foreword

As the latest insights are revealed about the profession, there have
been some successes, but we must strive to become even better.

As old practices are challenged and new
thinking embraced following the impacts
of the pandemic, the search for talented
professionals who can manage risk and
resilience in their supply chains will surely
intensify. Long and well-trodden global
supply chains that were efficient even if
complex, have been shaken to their core.
But though many businesses closed their
doors as a result of the pandemic, there
were also success stories about capable
professionals able to navigate through the
ebbs and flows of disruption, and to find
new opportunities for their organisations.
Boards and CEOs are sitting up and taking
notice of these talented individuals. The
report clearly shows that professionals with
the right experience and capabilities will
be sought out and rewarded, leading to
varied and interesting careers for decades
to come. It happened to me, and I can only
confirm the great careers that are possible
in our profession. As we emerge into a new
post-pandemic landscape, the demands on
procurement teams won’t fade away, and
professionals must continue to hone their
skills, add to their knowledge and increase
their capability to create the resilient supply
chains of the future.
So what are these skills? The report
once again highlights the need for soft
skills. Technical skills and procurement
qualifications remain important for
individuals and their career progression.
However, it is the soft skills of leadership
and stakeholder management that deliver
on business goals. This as a theme has

been consistent over recent years and will
likely remain core in the next few years
too. For example, businesses with strong
relationships and supportive approaches
for suppliers in difficulties were the
‘customer of choice’ when the tables were
turned, and when the customer relied
on the availability of essential supplies to
sustain their organisation.
I firmly believe that an increased focus on
ethical procurement is imperative. Great
strides have been made to raise awareness
around ethics in supply chains, but greater
recognition of procurement’s impact on
local communities, or the elimination of
slavery in supply chains, would address
unpalatable situations that continue to exist.
A simple re-focus on issues of real value to
society today.
And it is straightforward. Professionals have
a range of tools at their disposal to drive
good procurement for societal good without
the need to dispense with cost efficiencies
or quality. The better use of data, for
instance, or enhancing networks so supply
chains are more diverse and innovative.
However, it does take time and commitment
to professional development to always live
these principles, and it was good to see
that those professionals with MCIPS were
rewarded once again for their efforts and for
raising the standard of professionalisation.
I hope that those of you reading this who
are MCIPS will reflect on your journey, and
on all of the dedication you have already
shown in your learning and development.

However, I’d like to urge you to continue to
take that development a little further each
year and gain Chartered status if you haven’t
already done so. Gain your CPD points to
demonstrate relevant skills and current
knowledge, so conquering the disruptions of
the past can be a learning journey towards
more resilience in supply chains of the future.
The report is a fascinating read. I am sure
you will gain some valuable insights to use
for planning your own career or supporting
the careers of individuals in your team. What
is strongly evident is that the procurement
and supply profession has gained even
more credibility and respect as the world
wakes up to how essential resilient
supply chains are. Let us work together to
strengthen them even further, addressing
ethical and sustainability considerations,
and continuing professional development.

Malcolm Harrison
Group CEO
Chartered Institute of
Procurement & Supply
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Hiring for the Future

We are pleased to partner with CIPS for a seventh year to continue
to provide insight into the key trends and issues impacting the
procurement and supply chain profession.

The events of the past year have been
momentous – altering the entire fabric
of our professional and personal lives.
Whether any of the changes we have
witnessed are here to stay remains to
be seen, but one thing the pandemic
has done is to highlight the strategic
significance of the procurement and supply
chain functions, and the role they play
in keeping vital services moving. Though
the strain placed on global supply chains
has been enormous, with disruption to
manufacturing, freedom of movement
and border control all posing significant
challenges, procurement teams around the
world have reacted with lightning-fast agility
to help organisations mitigate the impact of
the crisis.
Despite the widespread disruption, salary
increases in procurement outstripped the
national average this year and over half
of professionals received a pay increase,
a further indication of the value placed
on the function by organisations. Gradual
acclimatisation to the changes effected by

the pandemic and growing confidence in
new approaches to problem solving are
inspiring confidence and recovery in the
market, leading to a positive hiring outlook
for organisations, and in turn, inspiration to
move roles by professionals.
Whilst it’s hard to determine if the changes
since the onset of the pandemic have
altered our way of working irreversibly, it
seems likely that attitudes towards flexible
working have seen a permanent shift. While
flexible working was already a prominent
trend in procurement prior to the pandemic,
COVID-19 has confirmed teams’ continuing
ability to innovate, strategise and navigate
challenges together, even when working
in different locations - and our findings
show the importance professionals place
on flexible working strategies. As the wider
market continues on its journey of growth
and recovery, remote working will be an
important element of any employer’s
candidate attraction strategy, so it should be
offered wherever possible.

As the procurement function continues to
evolve, organisations will not only need to
re-examine its role, but how it operates and
where its strategic focus needs honing. For
example: at what points data is harnessed,
where supplier relationships can be
strengthened and how innovation can be
driven in category management. These are
just a few of the trends we can expect to
see transform the procurement function in
2021. We hope you find the insights covered
in this report useful, both as you formulate
your future talent management strategies,
and plan for your own career development.
hays.com.au/jobs/procurement
hays.net.nz/jobs/procurement

Scott Dance
Director, Hays Procurement &
Supply Chain
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About this Report
The CIPS/Hays Procurement Salary Guide and Insights 2021
allows procurement professionals and employers to:
•
•
•
•

Evaluate the perceptions of procurement
Benchmark salaries and bonuses for different roles
Highlight career aspirations
Gain insights on how to attract, retain and develop talent

Within each section we have set out the statistical findings of our survey alongside
conclusions drawn by the experts involved in putting together the report. In each
section there are links to useful information and resources that further support the
points discussed.
The findings in this report are based on research conducted in January - February
2021 via an online survey among professionals currently working in procurement.
This year 6,512 professionals globally completed the survey. The research was
conducted and results were analysed by market research agency Verve.
The data in all graphs is based on 2021 respondents only. It’s important to note that
whilst some significant differences year on year have been highlighted, the sample
profiles each year differ based on who answers the survey. Statistics throughout this
report have been rounded to the nearest decimal point. Data has been reported
on where base sizes are larger than 50. For base sizes of 20-50, caution has been
applied. However, due to the overall sample size in New Zealand, we are unable to
share a breakdown for some data sets. Throughout this report different levels of
professional seniority have been summarised into five levels of competency. These
are described in the chart below along with some examples of job roles that fall into
each group.

COMPETENCY LEVEL

This report is divided
into four sections:
Click text to go straight to section

1

Procurement:
Perceptions, Challenges,
Skills and Opportunities

2

Salaries, Bonuses
and Benefits

3

Talent Management

4

Equality, Diversity &
Inclusion (ED&I) in
the Workplace

TYPICAL JOB ROLES

Advanced Professional

Head of Procurement, Procurement Director, Commercial Director, Chief Procurement
Officer, Supply Chain Director, Head of Sourcing.

Professional

Procurement Manager, Purchasing Manager, Senior Category Manager, Supply Chain
Manager, Strategic Procurement Manager, Operations Manager, Commercial Manager,
Head of Logistics.

Managerial

Senior Buyer, Category Manager, Contracts Manager, Contracts Officer, Logistics
Manager, Supply Chain Executive.

Operational

Buyer, Procurement Specialist, Supply Chain Analyst, Procurement Executive,
Procurement Officer, Supply Chain Planner, Logistics Analyst.

Tactical

Purchasing Assistant, Assistant Buyer, Administrative Assistant, Stock Controller,
Contracts Administrator, Inventory Planner, Assistant Contracts Officer.

5
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Australia and
New Zealand
In a year like no other, procurement and supply in Australia and New Zealand has been thrust into the
spotlight by the COVID-19 pandemic. As supply lines were severed or heavily impacted, the profession
has become more visible to the wider public, increasing the awareness and appreciation of the role.

98%
see technology
as an enabler of
opportunities

Practitioners have had to adapt to
significant and sudden disruptions to their
supply chains, and procurement teams have
had to adopt creative and innovative ways
to keep supply chains operating through
a turbulent year. What is clear from our
research is the demand for procurement
professionals continues to be strong despite
the challenging economic times, with an
average annual increase in salaries of 5.5%
across Australia and New Zealand.
The findings are released as the Australian
and New Zealand economies continue to
recover from the pandemic, in fact using
it as an opportunity to build back better.
Our report shows that procurement
professionals have been at the forefront
of the response to the pandemic in many
organisations. This has increased the
profile of procurement professionals
within their organisations. More than
70% of respondents this year believe that
senior executives within their organisation
better understand the contribution that
procurement makes.

We continue to see professional
recognition of MCIPS amongst employers,
with 34% of those surveyed requesting
MCIPS when recruiting. Fully qualified
professionals are achieving an average
salary premium of 20% across the region,
compared to colleagues who don’t hold
any qualification. This is a huge gap
between those that have chosen the
professionalisation route and others
without the power of CIPS driving their
careers.
The gender pay gap reported this year is
17% in Australia between average male
and female earnings (New Zealand’s
statistics could not be reported as statistics
were too low). Clearly, there is much to
do to address the gender pay gap in the
profession. The gap between women’s and
men’s pay is influenced by several factors
including conscious and unconscious
bias in hiring and pay decisions, lack of
workplace flexibility to accommodate
caring and other responsibilities, and
women’s greater time out of the workforce
for caring responsibilities impacting
career progression and opportunities. As
a profession we need to understand why
the gap exists and what can be done to
eradicate it.
The survey findings suggest that 47% of
procurement professionals have seen
an increase in their wellbeing as a result
of COVID-19. New working practices will
have a significant impact on attracting

and retaining talent. This report shows that
attracting the right quantity and quality
of talent continues to be a challenge for
organisations in Australia and New Zealand.
Soft skills remain high on the agenda
for hiring managers; the ability to lead,
communicate effectively and manage
suppliers and stakeholders is as important
as ever. As the profession grows in
confidence and prominence, it will become
increasingly important for leaders to focus
on these skills. These are important training
areas for procurement departments to
invest in to ensure they are well-equipped
to deal with future risks, building more
resilience into supply chains. The challenge
for procurement professionals, functions
and organisations is clear; rapidly changing
business and technological environments
require new capabilities and competencies
to be added to their toolkit. Developing
these capabilities combined with finding
new ways of working will be key drivers
of the profession over the next decade.
I hope this report will help guide you on
your professional journey and provide the
insights you need to find and retain the best
talent for your team in the years to come.

Sharon Morris
General Manager,
CIPS Australia and New Zealand
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How Procurement is Viewed
70%

believe that Directors and
Heads of other departments
in their organisation
understand what
procurement specialists
can offer
(across all sectors)

HOW PROCUREMENT IS VIEWED

71%
Perception of procurement has improved in the last 12 months

70%
Directors and Heads of other departments in my organisation
understand what procurement specialists can offer

63%
Procurement is very much valued within my organisation
Perceptions of procurement and supply management remain
consistently positive, with 63% of respondents believing that
the profession is valued within their organisation. There
have been improvements in the last year, with 71% believing
that there has been a positive change. Encouragingly, there
is increasing recognition from senior audiences, with more
Directors and Heads of other departments understanding what
procurement specialists can offer – increasing from 66% to 70%
this year. This suggests that the pandemic has emphasised the
strategic benefits of a strong procurement function and whilst
procurement is being heard internally, work is still needed to
ensure that this is maximised externally.

CIPS TIPS

file Guidance: Communication and Soft Skills
file Guidance: Stakeholder Management
file Guidance: Procurement Leaders
newspaper Article: Three lessons for CPOs Using Behavioural Science

58%
Staff in other departments in my organisation understand what
procurement specialists can offer

53%
Procurement is engaged from the start of a project

“

Given the increasing value of procurement, stakeholder
engagement is viewed as an essential soft skill to ensure
a procurement professional can liaise with appropriate
internal and external stakeholders to achieve outcomes.
This includes the ability to influence and negotiate not only
face-to-face, but also virtually and in writing.
Janelle Ruston,
Senior Manager of Hays Procurement
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Key Challenges
49%

believe that
managing risk
in the supply
chain will be a
key challenge
for procurement
professionals
in the next 12 months

Managing risk in the supply chain is always
an important part of the procurement
role, but this has been especially true over
the last 12 months. Risk mitigation should
always be a key focus for procurement
and supply, whether that be to avoid any
threats to reputation, maintain security
of supply, or ensure the sustainability
of sources. However, in the last year,
procurement professionals have combined
these responsibilities with constant
disruption and change, and the need to
continuously adapt sourcing strategies to
effectively manage risk. Collaborating to
find innovative ways of working to build
resilience in their supply chains has also
been essential.

As with last year, we also see internal
challenges dominating, with procurement
professionals expressing concerns that
they are not seen as a strategic partner
to the business. It’s important that the
procurement function is championed
within the organisation to ensure it can
fully deliver against stakeholders’ objectives
and on strategic projects. Where possible,
engagement in projects at the earliest
stages helps to raise the profile and
highlights the value of the profession. With
42% recognising this as a key challenge
in the next 12 months, it’s important to
ensure the procurement function is heard
and works with key stakeholders to achieve
corporate goals.

TOP FIVE MAIN CHALLENGES FOR PROCUREMENT IN NEXT 12 MONTHS
Managing Risk in the Supply Chain

49%

Being Seen as a Strategic
Partner to the Business

48%

Ensuring Engagement with Procurement
at the Outset of a Project

42%

Budget Restraints

37%

Attracting Staff with the Right Skills

34%

CIPS TIPS

file
toolbox
toolbox

microphone
microphone

Guidance: Mitigating Supply Chain Risk
Tool: CIPS Risk and Resilience Assessment Tool
Tool: CIPS Risk Tools
Podcast: Best Approach to Risk Mitigation
Podcast: Financial Analysis to Identify Risk

“

The increased understanding from senior audiences of
what procurement specialists can offer to an organisation
this year demonstrates the visibility of its role during the
pandemic: minimising damage to the economy, mitigating
risk to supply chains and providing crucial support
that has enabled organisations to maintain business
continuity. Looking ahead, the trends that we have seen
emerging in procurement this year will be crucial to
implementing enduring business practices that are both
responsible and sustainable.
Scott Dance, Director
Hays Procurement & Supply Chain
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Importance of Key Skills
TOP FIVE SKILLS IN DEMAND BY JOB LEVEL

Top three skills in 2021

Key

(across all sectors)

1

Internal Stakeholder Management

2
3

Soft skills

Technical skills

ADVANCED PROFESSIONAL

55%

Leadership

74%

Influencing Skills

67%

Communication

51%

Internal Stakeholder
Management

56%

Influencing Skills

50%

Communication

53%

Raising the Profile of
Procurement

46%

PROFESSIONAL
As demands on procurement professionals have continued to
evolve, so have the associated skills needed for the role. As in 2020,
soft skills dominate the top five skills in demand across all sectors,
with supplier relationship management (SRM) being crucial. At a
time when procurement specialists are being relied upon more than
ever, continuing to manage supplier relationships through effective
communication and strong influencing skills is critical to ensure costeffective and strategically sound procurement solutions.
At an Advanced Professional level, leadership is considered the most
important skill, with procurement professionals called on to support
and lead teams through an unprecedented year. It’s important to
continue to provide this level of leadership and support whilst the
effects of the pandemic are ongoing over the coming year. It’s also
been an important time for Advanced Professionals to ensure they’re
raising the profile of procurement internally, and demonstrating the
value of the profession.
Whilst strong soft skills and the ability to engage and influence
stakeholders in a collaborative way are becoming essential for
professionals, they should be underpinned by credible technical
skills, with negotiation being the key technical skill across most
levels. With budgets likely to tighten over the coming months
negotiating the best rates and ensuring the best suppliers are
sourced will be essential, to provide organisations with the best
chance of successfully navigating the pandemic.

CIPS TIPS

microphone
microphone
toolbox
file
file
file
Low Base

*

Influencing Skills

65%

Internal Stakeholder
Management

62%

Negotiation

52%

Supplier Relationship
Management

49%

Communication

43%

MANAGERIAL
Internal Stakeholder
Management

59%

Negotiation

55%

Supplier Relationship
Management

53%

Communication

44%

Influencing Skills

44%

OPERATIONAL
Communication

57%

Supplier Relationship
Management

51%

Negotiation

48%

Internal Stakeholder
Management

46%

Influencing Skills

39%

Podcast: Strategic Negotiations

TACTICAL*

Podcast: Increase your Game in Negotiations

Communication

65%

Tool: CIPS Global Standard

Supplier Relationship
Management

48%

Internal Stakeholder
Management

45%

Sourcing

39%

Data Analysis/
Business Intelligence

35%

Guidance: Communication and Soft Skills
Guidance: Supplier Relationship Management
Guidance: Procurement Leaders
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CASE
STUDY

Improving inclusivity in
procurement in New Zealand

In New Zealand, procurement has undergone significant changes in recent years. While in the past it was seen as an administrative or
clerical function, thanks to industry growth and professionalisation, it has grown in prominence and proved its strategic value. To ensure
that we continue in this vein, it is more important than ever to attract the best entry-level talent to the profession, in order to develop and
nurture strong leaders for tomorrow. Encouraging applications from a broader range of candidates is vital in achieving this – we need to
ensure that we are attracting talent from across all our communities, not just those that are already well represented in the profession.
Having built a career in procurement over 20+ years, Karla
Davidson-Brown FCIPS, CPO at Pamu, shares her perspective on
the barriers she has experienced: ‘’If I think about the challenges
that I have experienced over time, I think they fall into two
categories: one is about having to work in some very male
dominated organisations; and the other challenge is about being a
working mother in this industry.’’

Building more inclusive procurement teams requires a
multi-pronged approach:

Recognise the value of different perspectives
and experiences. A team with diverse
experiences, talents and perspectives is more
likely to be well-rounded and adaptable
Adopt hiring practices that prove ED&I matters
to the organisation, such as ensuring interview
panels are diverse and implementing diversity
recruitment targets
Understand what support under-represented
groups may need, whether it’s the tools to build
their confidence, training to bridge knowledge
gaps, or initiatives to increase awareness across
the whole organisation
Incorporate flexible working patterns as the
norm, to the benefit of those juggling priorities
outside of work, including caring for children or
other family members
Develop networks of peers, mentors and
champions to influence, support and boost each
other when they need it. These networks can
include individuals from different industries and
specialisms – the more diverse, the better

With this backdrop, Karla has consciously worked to improve the
representation of women in procurement in New Zealand, as well as
implementing a more inclusive approach to managing her own team.
As well as helping her team develop the procurement function, Karla
is a well-being ambassador, bringing a voice to mental health in the
workplace and in the community. People, as individuals, have always
been at the centre of how she manages and leads her team:

“

Over my career I have mentored several young talented
women in procurement – both inside my own organisations,
and also externally. I have fostered and encouraged them to
use their unique perspectives as women to add value through
procurement in their organisations, and to always have a
strong voice in their work.

Looking to the future, Karla believes there will be more
opportunities for diversity and inclusion in procurement:

“

I feel hugely positive about the future of women in
procurement as the world increasingly promotes diversity
and inclusion. This naturally leads to seeking and recognising
value from not just women in procurement, but also other
diversity of views. I see many women in New Zealand forge
successful careers in the procurement field, and this proves
inspirational to emerging women as they have strong role
models to look up to – it can be done.

A huge thank you to Karla Davidson-Brown FCIPS, CPO at PAMU for taking the
time to share her story with us and provide key learnings for all of us within the
procurement profession.
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Salaries
the face of adversity – a further indication of the increasing status
and value of the function across sectors and industries.

5.5%

average procurement
professional pay rise
across both Australia and New Zealand

Whilst salary is a core aspect employees look for when applying
for new roles, it’s important not to consider it in isolation:
candidates are seeking more from employers. In order to
compete for the strongest talent it’s important to consider the
entire package, including benefits, flexible working and content
of the work to ensure you remain an attractive option for
prospective job candidates.

Despite the obvious commercial challenges of the last 12 months,
employers are continuing to reward procurement professionals with
bonuses and increased salaries.

AUD $140,636

49%

The average salary for procurement professionals is AUD $140,636
in Australia and NZD $130,427 in New Zealand, with 49% of those
eligible receiving a salary increase in the last year. The average
salary increase for procurement professionals is 5.5%, compared
to the national average of 1.4%* in Australia and and 1.6%** in New
Zealand. It’s encouraging to see resilience from the profession in

NZD $130,427
Average salary for all
procurement and supply
professionals

Have received a pay rise
in the last 12 months

Salaries: Australia
As expected, those at more senior levels receive greater
remuneration, with salaries highest in the private sector.
Gender pay gap reporting is something we continue to monitor
closely, and we still see a noticeable gender pay gap in Australia, with
an average disparity of 17%. The disparity between average male and
female salaries indicates significant work remains for organisations
to address the issue of imbalance, and to ensure women continue to
join and remain in the procurement profession. There is a need for
organisations not only to address this pay gap, but also to provide
greater transparency around pay grade structure. Only 48% of survey
respondents felt that their organisation had a transparent pay grade
structure in place. There is clearly work still to do in addressing this.

An improved gender balance offers many advantages for
organisations, from greater innovation to improved productivity and
more. It’s crucial that the procurement profession continues to strive
for better when it comes to Equality, Diversity & Inclusion (ED&I), even
though many organisations continue to face economic challenges.
Making comprehensive ED&I policies a core part of their talent
acquisition and retention strategy is key for organisations looking to
attract more women into procurement, as is the tailoring of flexible
working options.

SALARY BY GENDER

AUD $149,473

Male

Advanced Professional
Professional
Managerial
Operational
Tactical
Low Base

†

AUD $22,173

Disparity

AVERAGE SALARIES BY LEVEL†
AUD $204,521
AUD $157,885
AUD $127,206
AUD $103,409
AUD $86,863

 17%

AUD $127,300

Female

SALARY BY SECTOR
AUD $144,934

Private Sector
Disparity
Public Sector

AUD $8,658

 6%

AUD $136,276

https://tradingeconomics.com/australia/wage-growth

*

https://www.stats.govt.nz/news/average-earnings-increase-despite-slowing-wage-inflation

**
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Salaries: New Zealand
As with Australia, we see those at more senior levels receiving
greater remuneration.
With such a turbulent year across both the world and the region,
it’s promising to see little disparity in terms of salaries between
the private and public sectors, confirming the importance of both

SALARY BY SECTOR**

AVERAGE SALARIES BY LEVEL
Advanced Professional

NZD $190,736*
Too few responses

Professional
Managerial

sectors in ensuring the country kept moving despite the supply chain
disruptions caused by the COVID-19 pandemic. Across the region,
high proportions of procurement professionals have continued to
receive pay rises this year, further demonstrating the importance of
the profession and also how highly regarded and remunerated it is.

NZD $132,503

Private Sector
Disparity

NZD $3,527

NZD $123,468*

NZD $128,976

Public Sector
Operational

 3%

NZD $106,893

*

Too few responses

Tactical

Low Base
Salary by gender not shown due to low base size

*

**‘

Professional Recognition
20%

average salary disparity
Fully qualified† vs. Not qualified
across the regions

34%

request MCIPS (or
studying towards)
as a preference
when recruiting

47%

would give further
consideration for
candidates
with FCIPS

As MCIPS and FCIPS

†

Globally recognised, MCIPS demonstrates
a commitment to keeping skills fresh
and relevant: this mindset is very much
in demand amongst employers, who are
always in search of self-motivated and
talented staff.
The importance of studying towards and showing commitment to
qualify for MCIPS is evident again this year. There are indications
that those achieving MCIPS and FCIPS status are able to demand
greater remuneration for their dedication to the profession, with a
20% average salary disparity across the two regions.

Besides higher salaries, MCIPS offers a more positive career outlook,
with a third of employers requesting MCIPS (or studying towards
MCIPS) as a preference when recruiting. This is likely to be driven by
the technical knowledge gained from the qualification as well as the
dedication required to pursue it: individuals motivated to invest time
in further study show ambition and a thirst to succeed.
MCIPS signals that an individual has achieved an internationally
recognised award, signalling to peers and employers their
professional excellence and credibility within the profession.
It represents the global standard for practitioners within the
procurement and supply profession. Further opportunities are
provided through Chartered status, which shows clear commitment
to ethical practice and lifelong learning.
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Bonuses
63%

received
a bonus
of those eligible in
the last 12 months
(across both regions)

CIPS TIPS

toolbox

Tool: Interactive Global Salary Map

Across the region, a number of factors define
the bonuses received. Nearly half (45%) of
those surveyed were eligible for receiving
a bonus, with 63% receiving a bonus in the
last 12 months. 73% received their bonus
based on company targets, 65% received
it based on the achievement of personal
targets and 30% received it based on their
team achieving targets. There is a strong
preference for personal targets to determine
the bonus received (75% vs. 45% preferring
the bonus to be based on the company
achieving targets). As we’ve seen in previous
years, eligibility for receiving a bonus
increases with seniority, as does the size of
the bonus.
The effects of the pandemic have extended
to bonuses received, with 26% of those

11.0%

surveyed not receiving a bonus this year,
when they typically would. A further 15%
received a bonus that was smaller than they
had expected. The effects of the pandemic
are likely to be felt for some time to come
yet, so early communication with employees
around the effect this will have on bonuses is
important to maintain employee satisfaction.
The benefits of MCIPS designation extend
to bonuses, with higher likelihood of
eligibility for receipt of a bonus, as well as
larger average bonuses than their nonMCIPS counterparts. With greater rewards
for receiving MCIPS status, it’s clear to see
the benefits of achieving this qualification,
both from a remuneration perspective, and
in terms of the wider value and respect
commanded within the profession.

“

As this survey shows, bonuses
are far more common in the
private rather than public sector.
If you are looking for your next
procurement role and a bonus is
part of the package, ask for clear
transparency on what’s required
to qualify for the bonus and the
likelihood of it being paid.

9.5%

AUD average bonus as
a percentage of salary

NZD average bonus as
a percentage of salary

Janelle Ruston,
Senior Manager of Hays Procurement

PROFESSIONALS ELIGIBLE FOR A
BONUS ACROSS BOTH REGIONS

BONUS ELIGIBILITY BY SECTOR
ACROSS BOTH REGIONS

AVERAGE BONUS BY SECTOR
ACROSS BOTH REGIONS

51%

44%

66%

17%

11.2%

7.7%*

FULLY
QUALIFIED

NOT
QUALIFIED

PRIVATE
SECTOR

PUBLIC
SECTOR

PRIVATE
SECTOR

PUBLIC
SECTOR

*

Low base

HOW BONUS IS DEFINED VS. PREFERRED
Company Achieving Targets

Achieving Personal Targets

Team Achieving Targets

73%

45%

65%

75%

30%

35%

Defined

Preferred

Defined

Preferred

Defined

Preferred
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Benefits
Working from
home is the most
common benefit
available, with
% receiving it

77

In a year where remote working has become
the norm due to COVID-19, many have
benefitted from more flexible working
practices. Home working is likely to be
here to stay (to varying degrees) and so
many prospective job candidates will be
expecting to see this as a standard benefit
when applying for a job. It’s important that
employees continue to be supported when
working from home, particularly when new
to the role, to ensure they feel included
within the team and well-equipped to
succeed. As we saw earlier in the report,
communication is one of the top skills
called for across all levels, and is particularly
crucial to home working.

AVERAGE GAP BETWEEN BENEFITS DESIRED VS. RECEIVED
Working from Home

58%
Desired

Long Service Award

77%

Received

long-arrow-up 19%

More than desired

Desired

70%

Received

long-arrow-up 12%

More than desired

Work Mobile Phone

27%
Desired

13%
Desired

39%

Received

long-arrow-up 26%

More than desired

Support for Study/Career Development

Flexible Working Hours

58%

With home working and flexible working
becoming the norm, candidates will consider
them as standard when applying for new
roles. It’s therefore important that benefits
on offer match the benefits that candidates
desire, in order to retain and attract new
talent. Flexible and home working can no
longer be considered merely ‘desirable’. In
most cases, availability exceeds desirability,
signalling a need to ensure benefit packages
meet employee needs. For example, both
a Work Mobile Phone and Long Service
Award are identified as being considerably
more likely to be offered than desired.
Careful consideration should be given to the
packages offered and investment should
focus on those areas that are most likely
to appeal to employees and keep them
engaged as well as attracting new talent.

34%
Desired

37%

long-arrow-up 3%

11%

 26%

Received

More than desired

Private Medical Insurance

60%

Received

long-arrow-up 33%

More than desired

37%
Desired

Received

Less than desired

TOP THREE FLEXIBLE WORKING ARRANGEMENTS

88%
Home or Remote Working

50%
Informal Flexible Working

47

%

Flexi-time

CIPS TIPS

microphone

Podcast: How to Attract and Retain the Best Talent
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Benefits Employees Prioritise
as a Result of COVID-19
47%

believe that their work-life
balance has improved as a
result of COVID-19

It’s hard to imagine that the pandemic has had any positive effects
over the past year, but with a huge move towards remote working
and more flexibility within the workplace, the work-life balance for
many people has improved. The working landscape has changed,
with 34% of procurement professionals expressing a preference
to continue working remotely over the next 12 months, and an
appetite for hybrid working arrangements also in evidence. Only
2% would like to return to the office full-time. Providing support
for team members to work from home and setting up hybrid
working models will be crucial to maintaining job satisfaction and
staff loyalty. It’s clear that there isn’t a ‘one size fits all’ approach, so
providing flexibility in how team members choose to work will be
crucial for both attracting and retaining candidates.

CHANGE TO WORK-LIFE BALANCE

WORK ENVIRONMENT PREFERENCE

DUE TO COVID-19, BY SECTOR

POST COVID-19, BY SECTOR
PRIVATE SECTOR

PRIVATE SECTOR

Fully Remotely

43%

Improved

31%
Same

26%

Worsened

Majority Remotely

35%

Half and Half

36%

Majority in the Office

23%

Fully in the Office

Fully Remotely

Improved

2%

PUBLIC SECTOR

PUBLIC SECTOR

52%

4%

32%
Same

16%

Worsened

Majority Remotely

26%

Half and Half

46%

Majority in the Office

24%

Fully in the Office

“

Flexible working has proven to be a viable option for
most organisations and is therefore rapidly becoming a
mainstay of employee benefits. Mental health, well-being
and work-life balance initiatives are increasing, too. More
employers also provide upskilling and training to ensure
staff can grow their skills in-house and therefore remain
with the organisation.
Janelle Ruston,
Senior Manager of Hays Procurement

3%

2%

cips.org/salaryguide
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Talent Management
important to ensure capabilities are grown from within, preventing
gaps from appearing in teams and organisations.

53%

The key challenge facing hiring managers is the difficulty in finding
applicants with the right skills – in particular, sector-specific skills,
technical skills and evidence of formal procurement training. This
highlights the benefits of achieving or studying towards MCIPS – it
sets candidates apart from other applicants and tackles the need
for professionals with strong technical skills.

of employers have struggled
to find the right talent
in the last 12 months

In a year where we’ve seen huge changes in the workplace, there is
still a struggle to find the right talent. Crucially, employers need to
recognise changing mindsets around the role of work and reflect
these changing priorities in their hiring practices. Employees
are looking beyond salaries and financial benefits, to ethical
and sustainable practices and initiatives that will support their
well-being and help them maintain a healthy work-life balance.
In addition, the talent pool in Australia and New Zealand is very
different this year. Many roles that are typically filled by expatriates
have been affected by the strict travel rules that have prevented
a lot of talent from entering the region. It’s therefore really

TOP FIVE SKILLS IN DEMAND

With 41% expecting to increase the number in their procurement
team in the next 12 months, it’s important that companies reflect
a positive, inclusive and understanding image that aligns with
candidates’ expectations, in order to attract the best talent.
Although a lack of technical skills is one of the key challenges facing
hiring managers, soft skills top the list of ‘skills in demand’ again
this year. Soft skills are important across all levels – particularly
communication and supplier relationship management. Soft skills
help to strengthen and nurture relationships within organisations,
elevating the procurement function. They are arguably more
important when remote working is the norm – when teams are
unable to meet in person, it’s important that leaders have the soft
skills needed to support their teams and communicate effectively
with stakeholders in the wider organisation.

CHALLENGES IN RECRUITING THE RIGHT TALENT

Communication

48%

Candidate Salary Expectations

54%

Internal Stakeholder
Management

46%

Lack of Sector Skills
and Experience

51%

Influencing Skills

44%

Organisational Fit

49%

Supplier Relationship
Management

39%

Lack of Technical Skills/Evidence
of Formal Procurement Training

37%

Negotiation

35%

Budget Restraints

35%

Lack of Soft Skills

32%

Competition from
Other Employers

26%

Internal Processes/HR

23%

Location

14%

“

As these survey results show, a significant percentage
of employers intend to increase their procurement
headcount in the year head. Clearly, optimism abounds,
recruitment plans have been approved and newly
created roles are increasing. Consequently, competition
is rising for highly skilled candidates.
Janelle Ruston,
Senior Manager of Hays Procurement
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Employee Movement Plans
36%

expect to be
moving to a
new role
within the next
six to twelve months

Despite the turbulent circumstances, over a
third of procurement professionals expect
to move to a new employer in the next year.
Many have had the opportunity to carefully
evaluate their current situation, and as new
job opportunities start to be advertised,
professionals will open their eyes to new
possibilities if their current role isn’t meeting
their needs.
One of the prime motivations for seeking
a new role is career advancement. Of the
procurement professionals we interviewed,
72% are motivated to advance their career
by seeking a more senior procurement role
in the next two years. This highlights the
need to offer a supportive environment,
with clear progression paths to ensure the
best talent is retained within organisations;
if it’s unclear how they would be promoted
internally, they are likely to be drawn to
external opportunities.

TOP FIVE REASONS TO STAY WITH
CURRENT EMPLOYER

When looking for a new role, candidates
will research the company and look to
understand what the company offers and
its reputation, its diversity and inclusion
policies and training and investment
opportunities, as well as working practices
and any flexible working policies that may
be in place. Procurement professionals
primarily look for information about the
content of the work and the management
team as well as flexible working policies
within the company when looking to move.
Whilst four in ten say that enjoying their
job is a good enough reason to stay with
their current employer, this means that for
the majority, job satisfaction alone isn’t a
strong enough motivator to stay. Rather, a
combination of compelling factors is likely to
be necessary for retaining the best talent.

TOP TEN MOST IMPORTANT FACTORS WHEN
CONSIDERING A NEW JOB

I Enjoy the Job I Have Now

37%

The Content of the Work

69%

Want to Retain Work-Life
Balance I Have Now

34%

Salary

68%

I Need Additional Training and
Development to Step Up to a
New Role

20%

Management Team

68%

Currently Have Job Security and
Don’t Want to Risk That

15%

Flexible Working Policies
Beyond Statutory

63%

Already Have the Most Senior
Role I Want to Do

15%

Location Within the Country
Where I am Based

61%

Company is Committed
to Equality, Diversity
and Inclusion

60%

Company is Well Known for
Ethical Practices/Sustainable
Practices/Ethical Sourcing

60%

Company Reputation

58%

Company is Committed to Staff
Training and Development

58%

Career Progression
Opportunities

56%

CIPS TIPS

microphone
microphone
microphone
microphone

Podcast: How to Own Your Own Career Development Plan

file

Guidance: CIPS ED&I Hub

Podcast: How to Attract and Retain the Best Talent
Podcast: How to Develop Your Own Personal Brand
Podcast: How to Maintain and Inclusive Workplace Culture
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Equality, Diversity & Inclusion
(ED&I) in the Workplace
91%

agree that a diverse and
inclusive workplace
culture ensures a more
attractive place to work
for prospective candidates,
ensuring access to a wider
talent pool

One of the many things that the pandemic and shift to greater
remote working has highlighted for procurement is the varied
needs and requirements of employees. To operate effectively,
organisations need to ensure that their workforce truly represents
the communities they operate in and serve. When those from
diverse backgrounds work together to create a service we all rely
on, the outcome is much more likely to benefit everyone. It’s clear
that procurement professionals celebrate the many benefits that
ED&I brings to the internal talent pool, organisational culture and
company reputation. Having an ED&I strategy in place shows that
the organisation is open, forward-thinking and actively puts people
at the heart of its business model: the sort of business that talented
individuals are proud to work for, regardless of gender, ethnicity
or sexual orientation. This shows how important it is to pursue an
ED&I strategy: it improves morale and makes people feel valued and
accepted, ultimately boosting productivity.

59

%

use unbiased language
to describe vacancies,
organisation and culture

Although 59% of organisations are using unbiased language to
describe vacancies, organisations and culture and 51% are ensuring
interview panels are diverse, it is clear that there is still some
way to go in terms of setting concrete and transparent targets to
improve performance. Only a minority set and implement diversity
recruitment targets.

Engaging in ED&I hiring practices not only helps to attract new
talent, but also shows support to current employees. It gives you
access to a wider talent pool, and also provides a more open and
trusting workplace to help improve staff retention. There is certainly
appetite for leadership and guidance on how to embed ED&I best
practice within organisations.

REASONS TO ENGAGE IN DIVERSE AND INCLUSIVE
HIRING PRACTICES BREAKDOWN
A More Attractive Place to Work
for Prospective Candidates Which
Increases Access to Skills From a
Wider Talent Pool

91%

A More Open and Trusting
Place to Work Helping to
Improve Staff Retention

90%

Greater Creativity and
Innovation in my Team

90%
73%

Helps Employees to Reach
Their Full Potential

83%

Improved Productivity
in My Team

81%

MEASURES TAKEN TO ENSURE DIVERSE AND
INCLUSIVE HIRING PRACTICES
Used Unbiased Language to
Describe Vacancies, Organisation
and Culture

59%

Ensured Interview Panels
are Diverse

51%

Ensured that Imagery and Branding
in Our Recruitment Material
Reflects a Diverse Workforce

44%

Provided Training for Hiring
Managers to Reduce Unconscious
Bias When Hiring

42%

Implemented Diversity
Recruitment Targets

28%

Set Diversity Targets for the
Recruitment Agencies we
Engage With

17%

None

13%

cips.org/salaryguide
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Hiring for the New Era of Work
There can be no doubt that this year has been a turbulent one, but
procurement has shown itself to be both resilient and adaptable as a
function, helping organisations mitigate disruption to supply chains,
maintain business continuity and most importantly, support the
communities they serve.

Amidst the ongoing uncertainty, a demand
for procurement talent remains, and
there are still significant skills shortages in
many areas. Whilst learnt technical skills
remain crucial, the unique challenges of the
pandemic have shifted the spotlight heavily
to soft skills this year. Supplier relationship
management and communication have
emerged as critical to maintaining proactive
relationships with key stakeholders
and thus building strategically sound
procurement solutions.
With procurement professionals having
demonstrated their integral role in keeping
organisations moving and turning supply
chain disruption and complexity into
significant change, the strategic value they
add is now increasingly being recognised
by senior leaders. As we’ve seen, the
proportion of Directors and Heads of
other departments who understand what
procurement specialists can offer increased
significantly on last year.
With the value of procurement now more
widely recognised than ever, hiring plans are
expected to remain strong. Activity levels

– in the private sector in particular – are
making a strong recovery, and consequently
it will be vital for employers to formulate a
competitive candidate attraction strategy
that reflects employees’ changed priorities
as we emerge into a more flexible, ‘hybrid’
working world. Organisations must take
steps to identify where their skills shortages
lie and tailor their hiring strategy accordingly
if they are to successfully navigate the
ongoing challenges of the months ahead.
Though there has been some caution with
regards to employee movement this year,
professionals are still showing an openness
to moving for the right opportunity. Salary
remains the most important factor to those
looking for a new role, with job security
following closely behind – a reflection of
the wider economic disruption that has
resulted from the pandemic. Other factors
that emerged as important include the
content of the work and career progression
opportunities, which employers looking to
hire should take care to showcase as part of
their employee value proposition.

It is also clear that the pandemic has
perhaps effected a fundamental shift in
priorities for professionals in terms of
benefits. With flexible working likely a
trend that’s here to stay, organisations
must consider how they can harness the
potential of these new working practices
not just to attract potential candidates, but
also protect the wellbeing of their existing
workforce. Providing increased flexibility
around working practices not only opens up
roles to a more diverse group of applicants,
but can also help organisations create a
more inclusive culture where employees feel
supported, seen and heard.
Carefully re-evaluating employee priorities
in the face of continuously changing
circumstances will help employers both
attract and retain talent in the coming
months. This will be crucial if organisations
are not only to navigate the operational
challenges of the months ahead, but build
resilience for the future.

Scott Dance
Director, Hays Procurement &
Supply Chain
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Conclusion

The value of procurement and supply management to all kinds of
businesses and organisations has never been clearer during the
pandemic, as supply lines have been cut and diverted and new
operations created by some.

Only the strongest have survived thanks to
skilled procurement and supply managers
steering CEOs and Boards through the worst
of the impacts.
What has stood out for me during this
period is the reaction to constant change,
adapting sourcing strategies to manage risk
effectively, and establishing dynamic ways of
working to build resilience. Also, an inherent
understanding of procurement’s role in
building back better to ensure it delivers for
profit, people and planet.
The challenges businesses have faced has
caused them to focus on seeking out the
right talent for their organisation while
developing, retaining and growing individuals
within. This was tested for employers as the
international borders snapped shut, leaving
us to realise that building capabilities within
the country – let alone the organisation – is
essential to the development of procurement
functions and the growth of the profession.
What the pandemic has also taught us is the
need for a collaborative mindset. The ability
to communicate effectively and leverage soft
skills to unlock collaborative opportunities
is critical to produce better outcomes.
There have been great examples where
competitors shared logistics opportunities
and organisations paid suppliers early so that
supply remained strong and constant – all led
by creative supply chain managers with the
right combination of skills and knowledge.

MCIPS remains the gold standard for
employers across a competitive marketplace.
It signals individuals who can make a positive
impact on their business and demonstrate
a level of achievement and skills fit for
the modern world. Whilst professional
development is heavily focused on soft skills,
I would urge all procurement and supply
professionals to remain committed to ethical
standards and help address issues such as
modern slavery. Whether looking through a
personal or organisational lens, ethical and
sustainable goals are at the foundation of all
procurement strategies.
A strong commitment to equality, diversity,
and inclusion is something I am very
passionate about and is incredibly important
to the development of robust, resilient,
and diverse supply chains. We all need to
be more inclusive and listen to a range of
different voices, views and ideas to capture
innovative thinking. Driving transparency
in supply chains and working to close the
gender pay gap, which remains painfully
evident, should be key focus areas to ensure
we’re fit for the present and ready for the
future.
We have so much to be proud of in our
profession in Australia and New Zealand. I
have witnessed the achievements of many
unsung heroes over the last year working
in the public, private and not-for-profit
sectors: the mindset of government to look

to social enterprises to rebuild communities,
and corporates working together with
competitors to access supplies. This spirit of
collaboration to build resilience is inspiring.
We must ensure that as a profession we’re
fit for purpose and we continue to place
professional development at the forefront
of employers’ and individuals’ minds, as the
engine to achieve all this. We must all be selfaware, accountable and take action to drive
positive change to ensure we are ready for
future disruptions when they emerge. And
we must look not only to make a difference
to our organisations, but to play a role in
advancing humankind.

Sharon Morris
Sharon Morris
General Manager,
CIPS Australia and New Zealand

