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TECH AND DIGITAL
TALENT IN 2026

Looking Ahead and Building Momentum

If 2024 was a year of recalibration, followed by
a year of cautious optimism in 2025, then 2026
is a welcome shift toward some genuine
forward momentum.

There is still caution, but there is also a change
in the air. Instead, employers are busier,
confidence is returning, and many
organisations appear finally ready to move
from holding patterns.

This progress does sit alongside the real
challenges that many New Zealanders are
facing, including continued geopolitical unrest
and the cost of living. These conditions are being
felt by job seekers, especially those navigating a
more competitive entry level market.

While it must be acknowledged that wider
economic pressures remain, there is also
renewed belief that the market is stabilising.
This year, positivity is showing up in hiring
activity and increased contingent staffing
demand, with long-delayed projects beginning
to stir again.

| expect that 2026 will not reward those who
simply ride the wave though. It will reward those
who plan for it. One consistent message I've
heard from employers is that this is going to be
the year where preparation pays off, and the
organisations who invested early in strategy,
capability and workforce planning are already
picking up speed.
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Tech Market Outlook for 2026

Across New Zealand's tech and digital sector,
the signs of recovery we saw in late 2025 are
solidifying. Sentiment is more buoyant and
organisations appear more prepared to invest in
transformation again. The fundamentals of the
market haven't changed though. Cyber security,
Al, and cloud continue to face shortages, while
legacy systems can still create friction between
new technology capability and technical

debt management.

Al remains a catalyst for innovation as well as
an area of untapped potential. Its influence is
undeniable, and adoption over the past year
has continued its upward trajectory. Effective
adoption, strong change management, and
a future-focused plan for upskilling will be a
pivotal success factor for organisations on an
Al transformation journey.

Al is shaping capability needs, driving efficiency
gains and speeding up organisational change.
This means that requirements across talent,
strategy, and delivery, continue to grow, and
many organisations are still clarifying what
capabilities they will need in the next three to
five years. As a partner to those hiring in the
tech sector, we are keen to help our clients
navigate this.

Changing Expectations

Despite media narratives suggesting an
abundance of candidates, and many job ads
receiving much higher numbers of applications
than three to four years ago, we know that top
talent still has choice. Skilled professionals are
selective, particularly in fast-moving sectors like
cyber security, Al, and cloud, where capability
shortages persist.

Soft skills continue to show up as a gap — or
conversely, as a key point of difference for those
who have developed them over their career.
Several employers we work with have talked
about a generational shift in expectations,
which is sometimes creating tension between
their desired attributes and available talent.

At the same time, technical requirements are
increasing. Much like accountants or lawyers
who have expanded their commercial skill
sets over time, today's tech professionals

are expected to bring technical capability
alongside adaptability, collaboration, and
business awareness.
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Retention, Mobility and
the Need for Proactive Planning

The reasons that talent moves have remained
fairly consistent over the past few years are:
remuneration, career development, and

more interesting or challenging work. Some
professionals who entered roles during

the 2021/2022 boom now feel their growth
has stalled, prompting them to seek new
opportunities offering better progression

and learning.

When | think about the organisations that

are likely to stay ahead, it is the ones who are
aligning their tech hiring strategies with the
wider business direction that are ahead of the
pack, so workforce planning must be part of
the strategy.

Partnering early, with a trusted recruiter like
Absolute IT, can make all the difference. This
approach means we learn with you, so we
understand your strategy and critical areas of
talent, and we can support you as an extension
of your team. Reactive hiring can cost an
organisation time, clarity and capability, so | am
an advocate of proactive talent conversations
— even informal ones over a coffee.

IT Job Market & Salary Report 2026 4



Balancing Supply and Demand
for Talent

Across Aotearoa, New Zealand, the supply and
demand gaps in tech capability continue to
widen in certain areas, especially as general
economic sentiment improves. Cyber security,
Al, and cloud remain the most obvious pressure
points, with demand increasing faster than the
local talent pool can grow. Large enterprise
environments are constantly juggling what to
maintain and where they invest to upgrade,
replace, and automate.

This creates a dual challenge: there are too
few engineers who understand ageing systems,
and too few with the advanced skills required
to modernise them. As a result, employers often
need to balance short-term capability gaps
with long-term transformation goals, again
making strategic workforce planning essential
rather than optional.

Leading Multigenerational
Tech Teams

This year tech leaders are navigating the
complexities of multigenerational teams,
where expectations, communication styles

and motivations can vary widely. Early career
professionals may prioritise rapid development,
flexibility, and meaningful work, while those
who built their careers through earlier periods
of slower change often emphasise resilience,
loyalty and structured progression.

In my experience, successful leaders are the
ones who recognise these differences and
create environments where each generation
can contribute at their best. This means
setting clear expectations, offering tailored
development pathways and fostering a culture
based on mutual respect where experience is
valued and fresh thinking is encouraged.

In a market where capability gaps and rapid
tech changes place pressure on teams,
leaders who intentionally bridge generational
preferences will be in a great position to build
cohesive, future-ready tech functions.
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Soft Skills vs Hard Skills:
What Really Matters in 2026

When | reflect on the balance of soft and hard
skills, technical capability still matters a lot,
particularly in specialist disciplines where

New Zealand lags behind the global adoption
curve. At the same time, | see employers
emphasising attributes like resilience,
adaptability, and commercial thinking. | often
hear that these soft skills can be harder to find
than technical proficiency, especially among
early-career talent who are a vital part of the
overall tech talent ecosystem.

The technical bar continues to rise. Al literacy,
familiarity with automation, and data

fluency are increasingly considered baseline
competencies rather than niche strengths. My
take is that the businesses that invest in both
formal upskilling and structured on-the-job
development will have the advantage.
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Guiding Tech Teams
Through Change

In the year ahead it will be important for tech
leaders to create a clear plan in an environment
where capability requirements are still
changing. With Al adoption moving at pace
and digital transformation now embedded

in — or enabling — many strategic priorities,
translating business needs into what they mean
on the front line has become a power skill.

Things like setting realistic expectations,
prioritising the most impactful capability
investments and growing a culture of

learning will be important. Leaning into these
responsibilities helps retain high-performing
teams, particularly in a market where
professionals are moving for a range of reasons,
from salary gains to deeper development

and stretch.

Building Future-Ready
Tech Teams

There will be a renewed emphasis on proactive
talent engagement in the year ahead. My
advice is to partner early when you can and
build relationships before vacancies arise, or
grow your network before you choose to look for
a new role.

We know that sometimes circumstances

mean employers need to initiate hiring
reactively, but we also see that this can create
unnecessary delays and limit access to top
candidates who want to move quickly. To stay
ahead, we know that regular conversations
with your trusted recruitment partner, mapping
out potential future needs, and aligning talent
strategy with broader business direction will be
an advantage.

We are focused on helping hirers reduce hiring
friction and secure talent in a market where
competition remains strong, despite surface-
level increases in candidate availability. The
end goal is supporting organisations to build
resilient and future-ready tech teams.
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What's Ahead

Despite continued economic pressure, which of
course can't be ignored, 2026 presents plenty

of opportunity. There are still many large-scale,
high-impact projects waiting to kick off —
projects that will excite tech professionals and

in time, will reshape capability needs across the
country. New role types are emerging, hybrid
skills are becoming more valuable, and the pace
of change across Al and automation continues
to accelerate.

It is important to balance optimism with realism.
Challenges remain for workers, job seekers and
businesses alike, and sustained improvement will
require patience, adaptability, and thoughtful
decisions from all of us.

| believe this year will be shaped by a simple
truth: change is something we need to
anticipate. As we move through 2026, we
remain committed to helping organisations and
professionals alike navigate New Zealand’s tech
talent market. We are starting the year with
renewed energy and a commitment to long-
term thinking, and we hope that you're feeling
optimistic about the year ahead too.

Kerrie Gregory
General Manager
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RESPONDENT
DEMOGRAPHICS

Annual Surveys

For this report, in December 2025 we surveyed
142 Tech Employers in Aotearod, New Zealand
across a wide range of industries to understand
their perspectives on recruitment, emerging
trends, and the pressures shaping today’s tech
talent landscape. We also gathered insights from
1,018 Tech Professionals nationwide, exploring
their job-seeking habits, what they look for in

a new employer, and the factors influencing
their career decisions for the year ahead. These
findings are complemented by the day-to-day
insights of Absolute IT consultants, drawn from
their ongoing conversations with employers and
candidates across the sector.

Methodology

This report has been compiled from multiple
sources, including Absolute IT's annual

Tech Professional and Tech Employer surveys,
placements made by Absolute IT throughout
the year, market research, and staff, client,
and candidate feedback.
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TECH PROFESSIONALS

Employment Type

65% 25% o

Permanent Contract orK 1yp

%
3% 7%
Fixed Term Temporary
B Full Time M Part Time

Right to Work

%

% 1 e 1% 1% 4%

NZ Citizen/Resident Australian Citizen/ Work Visa Working Holiday Visa Student Visa No Work Visa Yet
Resident
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Business Sector

31%

Public Sector

65%

Private Sector

@
&%
Not-For-Profit,
Social Enterprise or NGO

Company Size

Up to 50 People

51-250 People

251-500 People

501-2,000 People

2,001+ People
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Primary
Work Location
Auckland Waikato &
Bay of Plenty
Rest of
North Island
Wellington
Rest of

South Island

Canterbury
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Male

Female 35-44,

Non-Binary

Prefer Not to Say

Ethnicity

%

Prefer Not to Say

European Maori Pacific Peoples Asian Middle Eastern/ Other
Latin American/

African
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Current Employment Status

%
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B Currently Working M Not Currently Working [ On Extended Leave

Tenure in Current Role

Less Than a Year

1-3 Years

3-5 Years

5-10 Years

10+ Years

Total Years of Experience

Less Than a Year

1-3 Years

3-5 Years

5-10 Years

10-15 Years

15+ Years
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TECH EMPLOYERS

Role in Hiring Process

Business Owner or Director
Senior Management, Executive, or Leadership Team
Talent Acquisition, People & Culture, or Human Resources Team

Procurement Team

Hiring Manager or Team Leader

1-3 4-10 1-50 51-100 101+ None, but involved None
in the hiring process
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Business Sector

30%

Public Sector

62%

Private Sector

L*)
8%
Not-For-Profit,
Social Enterprise or NGO

Company Size

Up to 50 People

51-250 People

251-500 People

501-2,000 People

2,001+ People
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Primary Location

Auckland Waikato &

Bay of Plenty

Rest of
North Island

3%

Wellington

Rest of
South Island

Canterbury
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DATA
INSIGHTS

This section brings together key findings

from our survey of Tech Employers and Tech
Professionals to provide a clear picture of the
tech job market heading into 2026. It highlights
the most in-demand roles and skills, recent
hiring activity, and the factors influencing both
permanent and contract hiring decisions.

The insights also explore the business and
hiring challenges faced by employers last year,
alongside the strategies being adopted to
address these pressures and support future
workforce needs.
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