
Teacher Carwyn Adie-Cropley hanging out with children from St Clair Corner, Dunedin
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The number of male teachers in ECE 
has more than tripled over the past 9 
years from 132 to 486 of the teaching 
population, reaching 2.2% of total 
numbers. St Clair Corner Early 
Learning Centre in Dunedin is 
determinedly boosting the statistics 
around men in ECE with four male 
teachers. That’s almost 1% of the 
male ECE teachers in New Zealand.

While the overall numbers are still very 
low, Tony McCabe, one of the male 
teachers at St Clair Corner believes the 
increase of male ECE teachers is a 
positive trend which will continue.

“As gender roles become less defined 
and more fluid, men and women are 
exploring new career paths which 
previously were perceived as being 
outside the societal norm.”

The children often benefit from this 
change by having access to a wider 
range of activities and learning as both 
gender’s input.

“I’ve been on centre visits where I get 
down on my knees to play with the 
children. They are often a bit wary at first 
but then they come and jump all over 
you. They seem more likely to engage in 
rough and tumble play with a male than 
with a female teacher,” says Tony.

Each of the male teachers at St Clair 
Corner, began ECE teaching as a second 

career – this theme appears typical of 
male ECE teachers and has been backed 
up by research (Williams, 2013). Marcel, 
Rihari and Tony are all experienced in 
other areas and Carwyn initially started 
ECE training and then worked in a wood 
mouldings factory before returning to 
ECE. Three of the men are fathers and 
cite this as being a key influence in their 
career change. Tony was working in a 
bank and his employer asked him to use 
up the annual leave he had stored up. “I 
spent a lot of time during that holiday at 
my kid’s daycare. I decided I really liked it 
so decided to get qualified. As I already 
had a degree, I was able to just do the 
one year graduate diploma.”

So what is stopping more men from 
joining the ECE workforce? Tony believes 
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that along with the traditional arguments 
of ECE and childcare being seen as 
‘girlish’ and ‘women’s work’, there is a 
lack of visibility around career progression 
within the ECE sector. As a result, it is not 
seen to be an aspirational career choice 
where employees have opportunities to 
‘climb the ladder’.

So how do we address this 
situation?

“I think the biggest hurdle is awareness – 
awareness of the ways in which Early 
Childhood Education is a vibrant, varied 
and far-reaching field. Beyond teaching 
there is management, IT support, 
postgraduate study both in-course and 

by distance learning, tutoring and  
training opportunities, lecturing and 
professorships or even running your  
own training and professional 
development meetings and businesses,” 
says Tony. “This awareness also extends 
to the training institutions, guidance 
counsellors and secondary school 
children themselves to create the 
mind-set that if you have an interest in 
teaching and children it is a viable and 
worthwhile choice.”

Heather Hobbs, Director and Owner of St 
Clair Corner, added “Centres and 
teachers need to treat male teachers as 
equals and members of the team, 
supported by marketing and advertising 

from the Government to promote 
teaching as a career to show men in 
teaching. An open door policy for visiting 
and offering the chance to work on the 
floor for interested parties makes for a 
welcoming atmosphere for prospective 
teachers. Our advertising and vacancy 
notices also show our commitment and 
good fortune to have a gender rich team.”

There is no silver bullet that will 
dramatically increase the proportions of 
males in ECE. There are powerful social 
norms at play but we should all strive to 
take advantage of opportunities to 
encourage men to take up a rewarding 
career shaping the lives of New Zealand’s 
youngest. •

The changing shape of ECE provision
Election year is a time to contemplate our sector’s future. To do this, we need to understand our present and the massive 
changes in the ECE landscape over little more than a decade.

Are we growing? Shrinking?  
Staying the same?

Demand

The sector has experienced steady 
growth in enrolments overall. The most 
recent Annual ECE Census shows that 
enrolments in licensed ECE services rose 
by 2.2% (4,387) in the year to June 2013. 
In fact, enrolments have grown steadily 
since 2001, increasing by nearly a third 
over that period. There have been ebbs 
and flows with year-on-year growth being 
between just under 1% to 3.6%. Higher 
rates of enrolment growth were 
experienced after the introduction of the 
20 Hours ECE programme in 2007.

Supply

While enrolments have grown, so have 
the number of ECE services, and at a 
faster pace. In June 2013, there were 
4,255 licensed ECE services, which was 
an increase of 2.2% (after adjustment for 
mergers) on the previous year. Again, 
year-on-year growth in the number of 
services has increased since 2001 
between 1.3% and 6.1% annually. The 
largest growth has been in the education 

and care (E&C) sector and home-based 
sector (although the home-based still 
comprises just 9% of all enrolments).

However, the big story in recent years  
has been the exponential growth of 
private E&C centres. In 2000, there were  
672 community-based E&C centres and 
800 private centres. While both service 
types continued to increase, private 
centres rocketed ahead at a higher rate, 
and by 2013, there were 844 community 
centres and 1,488 private centres. 
Growth in enrolments peaked in 2009 
largely due to the introduction of  
20 Hours ECE.

Crucially, supply has exceeded demand 
in recent years. Since 2001, the number 
of licensed child places in licensed ECE 
services has increased by 52%. However, 
the number of children enrolled has only 
increased by a third. This has resulted in 
reduced waiting times (currently the 
lowest ever) and reduced rolls for many 
services.

Who’s attending?

Attendance is up, with more children than 
ever participating in ECE. Currently, 

95.7% of children starting school have 
attended ECE compared with 91.2% in 
2002.

Nearly two-thirds of the growth in ECE 
participation has come from Māori and 
Pasifika children over the 2000–2013 
period (up 9.2% and 12.8% respectively).

Another big shift, occurring mainly in the 
Auckland region, has been a surge in the 
number of Asian children enrolled, 
doubling in the last decade to nearly 
18,000.

On top of this, there has been the 
dramatic increase in the number of 
children aged 2 and under in ECE. It shot 
up by 52% over the same period, and 
they now represent over one-third of all 
children attending ECE services.

In summary, more children than ever 
before are attending ECE – more Māori 
and Pasifika children, more Asian children 
and more under 2s. This has far-reaching 
implications for the type of education and 
care we provide.

Overall, the sector is growing, with a slow 
increase in the number of services and 
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Children from multi-ethnic Mt Cook Preschool, Wellington

the number of enrolments (which varies 
by region). The increase in demand, 
however, has been exceeded by supply, 
and the ethnicity mix has changed.

ECE teachers: who are we?

Women still dominate the ECE sector, at 
98% of all teaching staff. While Māori 
children make up 21% of the ECE 
population, only 9% of ECE teachers are 
Māori (see Where are all the Māori 
educators?). Pasifika teachers comprise 
around 8% of the teaching workforce – 
about the same proportion as Pasifika 
children attending ECE.

Most teachers are qualified. In mid-2013, 
76% of teachers were qualified (at level 7) 
with a further 9% in training. Very soon, if 
not already, the 80% funding band will 
have been exceeded by qualified 
teachers. This raises the question: What 
else do we need to do to strengthen 
quality?

So what might the future hold?

In terms of the likely numbers of children 
entering ECE over the next decade, 
Statistics NZ senior demographer Kim 
Dunstan is – understandably – loathe to 
make predictions as birth rates are a 
notoriously uncertain area, but he believes 
“it’s unlikely we’ll see a significant shift” 
over that time. Statistics NZ projections 
are soon to be updated, but its website 
shows the birth rate rising slowly over the 
next decade. However, it’s currently 

trending downwards and could go either 
way, says Kim.

There are also key geographical 
population trends that might impact on 
the sector – the dominance of Auckland 
(between 2006–2013, Auckland 
accounted for just over half of the 
country’s population growth, even though 
it accounts for only a third of the 
population) and population decline in 
smaller districts. Kim says most smaller 
districts without a university have had 
fewer births than 20 years ago.

It’s possible that economic growth 
predicted for the next few years will 
translate to ECE roll growth, with more 
people employed and seeking childcare. 
Kim says there’s also some (limited) 
evidence internationally that the economic 
climate affects people’s decisions around 
when to have children. Some have 
suggested New Zealand’s unexpectedly 
high birth rate around 2007 was 
influenced by strong economic 
conditions.

One thing does seem certain: ECE 
services will continue to look more Māori, 
Pasifika and Asian.

In 2010–2012, around 40% of births had 
a Māori or Pasifika ethnicity, while an 
astonishing 52% of births had a Māori, 
Pasifika or Asian ethnicity. The high fertility 
rates and young age structure of Māori 
and Pasifika populations and the 

migration-driven growth of Asian 
populations mean this trend looks set to 
continue over the coming decades.

“Two-thirds of New Zealand’s Pasifika and 
Asian populations live in Auckland,” says 
Kim, “and in parts of Auckland, those 
ethnic groups are often the majority.”

In an election year, there is the 
opportunity to affect our future by 
influencing policy. The sector is going to 
need to grapple not just with how we 
work with whānau Māori – an area ERO 
recently declared still needs “considerable 
improvement” – but also how we work 
with and support children and families 
from these other communities. There is 
no doubt that, as a sector, we need to be 
agile and responsive to change in order 
to continue to deliver quality ECE for our 
children and to stay afloat financially.

There is plenty in this dynamic new 
demographic landscape for us as a 
sector to think about and to plan for. Kua 
takoto te mānuka – the leaves of the 
mānuka tree have been laid down. Are 
we ready to accept the challenge? •
Sources:

1. Mandatory Review of Early Childhood 
Education (ECE) Qualifications: Needs Analysis 
Report, 1 April 2014 (draft) by Ruth Barnes 
(Waiariki Institute of Technology) and Jane Ewens 
(Te Tari Puna Ora o Aotearoa/NZ Childcare 
Association)

 2. Educations Counts,  
www.educationcounts.govt.nz
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Jo Young, teacher at Te Puna Reo o Ngā Kākano Early Childcare Centre, Wellington introducing children to native fauna.

Where are all the Māori educators?
Iti Rearea spoke to Donna Kerrison, General Manager of Māori and Pacific Jobs, about the trends that she is seeing in 
terms of Māori in the workforce.

“More and more organisations want  
their workforce to look like their customer 
base. New Zealand is a multicultural 
country, and this should filter down to 
ECE and education as a whole,”  
says Donna.

Māori children make up 21 percent of the 
number of children enrolled in ECE, yet 
only 9 percent of ECE teachers are Māori. 
Of the 2,000 Māori teachers working in 
teacher-led services, 61 percent are 
qualified, making them least likely to be 
qualified than other ethnic groups. NZCA 
is working hard to close this gap, with  
33 percent Māori students enrolled within 
an ECE teaching programme.

Donna doesn’t believe that there are 
barriers stopping Māori from entering the 
ECE sector specifically, noting that the 
Māori skills shortage is a widespread 
issue confronting a number of sectors.

“We advertise all University of Auckland, 
AUT University and Ministry of Education 
vacancies. Some of the UoA’s academic 
vacancies are extremely specialised, and 
there are possibly no Māori that match 
the role. However, the university 

continues to advertise all their jobs 
through us because they want to inspire 
our youth. I love that kaupapa.”

When asked what advice Donna would 
give to Māori teachers in the ECE sector, 

she replies, “You are as rare as hen’s 
teeth, and keep at it, because you  
are shaping the next generation of 
amazing tamariki.” •
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When I woke up this morning at 4.45 am, I could have been anywhere in the world. Then I heard the call to prayer gently 
sounding outside my bedroom window.

I have just about completed my first 
school year at Qatar Academy in Doha as 
Academic Coordinator. I came here for a 
1-year sabbatical experience from my 
role as Director of Dunedin Community 
Childcare Association.

Qatar Academy is an initiative of Her 
Highness Sheikha Moza bint Nasser,  
an advocate in enabling millions of 
children around the world to access 
quality primary education.

The school has an optimistic and 
progressive mission to provide 
internationally accepted, comprehensive, 
English-medium programmes plus Arabic 
and Islamic studies from preschool 
through to secondary graduation. This 
year, it has been one of my roles and 
challenges to develop in our preschool 
an integrated approach to teaching and 
learning where both Arabic and English 
language are spoken and taught.

Teachers value each child’s mother 
tongue and believe in promoting 
individual identities. Our preschool 
classrooms have an English-speaking 
teacher, an Arabic-speaking teacher and 
a teacher assistant. There can be wide 
pedagogical gaps, and we have worked 
hard at building relationships so that 
this divide is broken down.

Qatari children make up about 70%  
of the school population, and the rest 
are expats from all over the world.

Almost all children have nannies 
dropping them off and picking them up, 
but there is a strong emphasis on 
parent involvement. The children at the 
school are very privileged, and there are 
children from the royal family – different 
worlds but the same issues.

Using the framework International 
Baccalaureate (IB) Primary Years 
Programme (PYP) the school fosters a 
culture of life-long learners and critical 

thinkers. The IB curriculum sits nicely  
with my own pedagogy of inquiry-based 
learning. There is a strong culture of 
professional development, and I have 
been fortunate to attend IB conferences 
in Turkey, Greece and Dubai and have 
overseas experts deliver PD in the 
school.

Most teachers live on a compound close 
to the school with every possible amenity. 
There is a strong sense of community, 
and the Kiwis are particularly good at 
celebrating things like ANZAC Day and 
Waitangi Day.

I have renewed my contract for another 2 
years in a newly created role as Assistant 
Principal for 6 months to 5 years. It was a 
hard decision to leave behind my friends, 
family, colleagues and workplace, but I 
took a giant leap of faith for this amazing 
opportunity to work and see the world. 
My family and I have plans to use this 
Qatar experience as a springboard to 
travel that will further shape our lives.

My world view has changed not only in 
terms of my teaching experiences but 
also as a woman living in an Islamic 
society. This place challenges my 
norms!

I am living in the wealthiest per capita 
country in the world. It is a country of 
unbelievable opulence, yet there are 
subcontinent workers here who live in 
appalling conditions. The country is very 
new – it can be frustrating. It is full of 
construction and dust and fast cars – 
and endless sunshine. The wheels can 
be slow to turn, and we say “Inshallah! 
(God willing!)”

Sure the water can be warm when you 
brush your teeth, sure there are different 
issues that would never affect us in 
New Zealand, but for me, there is so 
much the same when the lens is 
‘education’. Every parent wants the best 
for their child, for their children to achieve 
success and contribute to society, and 
every teacher wants to enable this to 
happen.

I love the belief and vision for the future 
generations, where education is seen as 
the vehicle for change, particularly early 
childhood – so for me, it’s exciting to be a 
part of this world. •



A career outside the centre
By Charmaine Thomson

We spoke to three education sector 
professionals about their ECE 
pathways to parent education, 
governance and senior management 
with common career themes – agility 
in taking on new opportunities, 
ongoing commitment to professional 
development and a shared ethos of 
community development.

Vicky Ellison, Senior Advisor, SKIP 
(Strategies with Kids, Information 
for Parents), Ministry of Social 
Development (MSD)

Vicky’s role has a strong focus around 
training community groups that work with 
whānau to build positive relationships with 
children, and she also produces some of 
the resources you’ll find on the SKIP 
website, including Whakatipu, designed 
specifically for Māori families.

With five children, Vicky spent a lot of time 
helping out at Kindergarten and Kōhanga. 
When her children entered Māori 
immersion classes at primary school, her 
tertiary study began, completing a 
Diploma in Primary Teaching and a 
Bachelor of Education. 

An ad for a Parents as First Teachers 
educator spoke to her. “I thought, this is a 
role I could do, bring some newly learned 
theory together with my years of practice 
to help other parents. 

“After a few years, I joined Early Childhood 
Development, training new educators. I 
then completed an ECE Diploma as my 
interest in the under-5s had really been 
fired up through my parent education 
mahi. 

“I’m working on different ways to help all 
parents understand and enjoy their kids 
– every day!” 

Judy Kaa, President, NZCA,  
and licensee and teacher,  
Nature by Nurture

Judy leads the NZCA Council and is 
responsible for ensuring good 
governance through strong leadership, 
planning and setting long-term direction.

Her teaching career began in Te Kōhanga 
Reo in South Auckland in 1986. In 1995, 
she and her family moved home to 
Matauri Bay, and Judy moved into 
mainstream ECE. 

She and her husband wanted to bring 
their children up on their whenua and be 
active members in the community. Since 
moving home, Judy has completed a 
Diploma in Teaching (ECE) and a 
Bachelor of Teaching and Learning. 

Judy is in the first cohort working towards 
a Postgraduate Diploma in Leadership 
with NZCA. “It’s fantastic to be working 
with a community of learners from across 
the motu.”

Her experience in governance stemmed 
from her time in Te Kohanga Reo, Judy 
says, “serving on boards of trustees for 
my children’s schools and as a trustee for 
our marae.

“Quality ECE makes a difference to the 
lives of children and their families, and I 
enjoy my role in this. I am proud to be on 
the Council of Te Tari Puna Ora o 
Aotearoa and stand for the best possible 
early childhood education for all children 
across Aotearoa.”

Jane Ewens, Director Education, 
NZCA

Jane is responsible for all the teacher 
education programmes and academic 
staff at NZCA, and she is a member of 
the Senior Management Group. Her other 
responsibilities include strategic business 
planning, contract management, input 
into research programmes and managing 
the overarching student-reporting 
programmes.

“I had originally chosen the army as my 
career. Working with children never 
crossed my mind – and then I had one,” 
Jane said.

She joined the Playcentre movement to 
learn more about parenting, becoming 
fascinated with children’s learning, 
community governance and 
management. Jane then went on to 
become a home-based educator and 
coordinator.

“Early on, I realised learning is not 
confined to centres and schools.The 
home is one of the richest learning 
environments a child encounters.”

Through a pathway of diploma, degree 
upgrade and finally a Master of Education, 
Jane has constantly worked to ensure 
she has current skills and knowledge.

“ECE is an amazing career with many 
opportunities if you look for them. We are 
privileged to work in one of the most 
rewarding areas with the ability to make a 
real difference. Think big, and who knows 
what you can achieve?”

If you’d like to try something different, 
keep an eye on www.seek.co.nz for roles 
where you can put your ECE knowledge 
and experience to good use. •
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Meaningful PD 
by Charmaine Thomson

ERO’s recent report Improving quality: 
employment responsibilities in 
kindergartens and education and care 
services offered guidance about good 
employment practice, especially the 
value of having a strategic and 
sustained approach to professional 
development.

The report highlights key factors that 
make a difference to staff turnover/
retention including:

•	 services that have managers who 
support their staff with ongoing PD are 
more likely to have low staff turnover

•	 targeted professional development 
enables staff to develop their future 
leadership potential.

We talked to three ECE leaders about the 
meaning of professional development for 
both employers and teachers.

Jo Va’auli, Kids Club Manager, Les Mills 
told us her views on PD:

“Relevant and quality PD is absolutely 
necessary and has to align with your 
organisational and centre values. PD has 
to be connected with your appraisal 
system in order for teachers to grow 
professionally. The NZTC Registered 
Teacher Criteria are an invaluable tool for 
reflecting on areas for development – 
even if you bring your weaknesses up by 
5 percent, then the whole centre benefits.

“Having a good balance of in-house  
and external PD is a good way to get  
the whole staff involved, nurturing new 
leaders and providing networking 
opportunities.

“Sometimes it’s having lunchtime 
conversations at a conference that elicits 
one gem that you can apply immediately.”

Ann Hatherly, ECE facilitator for Core 
Education, talked about a multi-pronged 
approach to discussing, debating and 
embedding learning over time:

“Teachers often think conferences and 
workshops when they are looking for PD. 
While these can certainly be inspirational, 
their value usually comes from the sharing 
and follow-up back at the centre, and 
opportunities need to be factored in to 
get the maximum benefit.

“These days, it is important to look 
beyond face-to-face PD options. There 
are some excellent online offerings such 
as webinars, videos and discussion 
forums that allow ‘any time, any place’ 
access to new thinking and ideas. Online 
videos are often accompanied by 
reflective questions and make an 
excellent professional learning ‘package’ 
for use at staff meetings.

“How proactive a service is in providing 
professional learning is becoming 
increasingly important to attracting and 
retaining teachers. For good teachers,  
it’s not just about money – it’s also about 
working in an environment where they  
feel that their reflection and thirst for 
learning is valued.”

Ene Tapusoa, A’oga Fa’a Samoa Inc. 
described PD as a motivational and 
connective tool:

“I do think that employers have a 
responsibility to encourage teachers to 
get out of their comfort zone and that  
any PD adds to the best learning for the 
children. It’s a way for teachers to access 
new ideas, challenge the way we do 
things and affirm us.

“What works well in our service is visiting 
other centres and seeing what’s working 
well as another way to reflect on our 
practice and make connections to the 
strategic goals.”

All three leaders talked about common 
elements in embedding meaningful 
professional development:

•	Well planned and resourced PD is 
essential for the success of the service 
and its learners.

•	Connecting PD with strategic goals  
and appraisal systems deepens the 
value of any PD over time.

•	PD is a proactive, agile and responsive 
activity – in-house, external, blended 
and online PD are all relevant channels.

•	Using existing frameworks is useful 
– the Registered Teacher Criteria will 
inform your appraisal processes.

•	PD is only as good as your ability to 
critically reflect upon and apply new 
information.

•	 It’s a great motivational tool for aspiring 
leaders to share new knowledge and 
present innovative solutions to teaching 
and learning challenges.

•	Networking at PD events endorses 
good practice.

Investing in PD enlivens professional 
practice, awakens critical reflection and 
maintains continuity of staff. •
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Managing change in your centre 
By Tania Yorwarth, HR Manager

Managing change is often a stressful 
time for everyone, but following some 
basic processes and principles can 
make the process significantly easier. 
Here are some things to consider.

The governance body’s role (often a 
parent management committee) is to 
identify the strategic goals of the centre 
and the key drivers for the change in line 

with strategic goals. The actual 
implementation and operationalisation of 
the change is the manager’s responsibility 
(or centre management team), although in 
small community-based centres, the 
committee may provide operational 
assistance.

Key things to consider:

•	What is the current and desired 
situation or goal?

•	What options are there for reaching  
the goal, and the pros and cons –  
both short term and long term – of 
each option?

•	Who should the committee include in 
these preliminary discussions to ensure 
they have full and accurate information? 
(e.g the manager could provide useful 
information around possible impacts  
of options.)

•	What input from the committee 
is necessary and appropriate in 
supporting the centre management 
team to operationalise the change?

•	 Identify key roles and responsibilities; 
be clear about who will communicate 
what and to whom.

The manager is responsible for delivering 
the committee’s strategic goals, so this 
means being responsible for 
implementing any change to meet these 
goals. Their involvement in early 
discussions and input into the reasons 
and options considered by the committee 
will make the change easier to implement.

Key things to consider:

•	People accept change better if they 
have the opportunity to be involved in 
the change process. By law, employers 
are required to consult with their 
employees around change before any 
decisions are made. Therefore, the 
initial communication will be a proposal 
with reasons to support the need to 
change and the opportunity to provide 
feedback. Communicate to those most 
affected first; ensure they know they 
can bring support (often their union 
delegate) to this meeting.

•	Consider all feedback with an open 
mind and respond with the employer’s 
perspective around suggestions or 
comments.

•	 Finalise and communicate the decision 
to those most affected first. Again,  
invite them to bring support to  
this meeting.

•	Realise people will often go through  
the grief cycle (denial, anger, 
bargaining, depression, acceptance) 
when change impacts on them, so it is 
important to support and help them not 
to get stuck in a stage. Engage staff 
in conversations regularly through the 
process, check on them and ask how 
you can support them.

•	Allow people to grieve but increasingly 
focus on the future and the positives. If 
some behaviour starts to be ongoing or 
is inappropriate, you need to address 
it in a caring way while still being clear 
about your expectations.

The teaching team is responsible for 
understanding the change and 
implementing it effectively.

Some key things for them to remember:

•	Understand the proposal for change 
and its likely impacts. Take the time 
given to provide any feedback or other 
suggestions.

•	Support each other. Team members 
are likely to react differently to the 
proposal; some may need guidance  
on considering the benefits or how  
to cope.

•	 Find out what the team can 
communicate and to whom regarding 
the change. You don’t want team 
members to do anything that affects 
their employment such as misconduct.

•	Once the decision is made, understand 
its impacts on each member of the 
team.

•	Support each other to accept  
the change, identify how they  
can contribute and implement it  
effectively. •
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