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CONFERENCE
A
REAL
CRACKER
EDITORIAL Annette Sheehy
Kia ora, and welcome to this bumper edition of Leading Lights. Time is moving
quickly and we are now feeling the winter proper. We trust that this issue will keep
you engaged on the last of the chilly winter nights. August hopefully will bring
gradual respite from the cold and the beautiful spring blossoms to cheer the heart.
The Ministry of Education are engaging in a major consultations and review of
the education system to create a model that is more reflective of the 21st century.
Currently there are 13 education reforms under consultation, I urge you all to have
you say as we are the advocates for today’s and tomorrow’s children. The outcomes
will be enduring over time.
In April NZEALS held their biennial conference. What an absolute cracker.
The content truly stretched our minds and opened doors for other ways of thinking.
Be sure to read Conference impressions. A big thanks to Auckland Branch for
organising such a magnificent feast of learning and camaraderie between delegates.
What inspired me was that the conference show-cased outcomes of a holistic school
system where children’s strengths and talents are fostered to a high level. We had a
fabulous kapa haka group, a band and a soloist singer from various schools across
the rohe. They were all truly amazing!
In this issue we also have an article from Christine Harris and Denise Torrey
on Communities of Practice. Two articles based on presentations given at the
conference; Murray Fletcher has written a think piece, ‘Reconceptualising oneself
in order to sustain oneself’, based on his presentation at the conference, as well as
an article by NZEALS conference keynote speaker Professor Toby Holms on
hopefulness and change from his school in Nevada.
There is a fabulous reflection from Mel Bland who attended the SingularityU
Australia conference in February. Her attendance at the NZEALS conference has
inspired her to share her learning. Plus, much more. Happy reading
Ngā mihi, Annette
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NZEALS PRESident’s
Research award
NZEALS offers an annual research award of $2,000. This award recognises work that
contributes to the development of knowledge in the field of educational leadership,
management and administration.

Applications for the President's Research Award open on 1 August and close on 31 October
annually. The winner will be announced approximately one month after the closing date and
the award will be presented at the biennial NZEALS Conference.
PURPOSE: This award recognises meritorious research and scholarship which expand

knowledge in the field of educational leadership. Research by emerging researchers and by
leaders of priority learners is encouraged.
CRITERIA: Applicants must:

•
•
•
•

be financial members of NZEALS
present an appropriate research proposal (see below)
be committed to dissemination through NZEALS
acknowledge the support of NZEALS in any publication

The research should have:
• an educational leadership focus
• a clear theoretical underpinning
• innovative critical theory
• ideas that challenge
• relevance to New Zealand
• and lead to change in practice
Previous recipients of the President's Research Award and the Dame Jean Herbison
award are eligible to re-apply after three years have elapsed since previously receiving
either award.
APPLICATION: Applicants must provide:

1 a letter of application (3-4 pages) which details
- the overall context and purpose of the research
- the research aims
- the proposed methodology
- the relevance to New Zealand
- the links to educational leadership
2 The intended NZEALS dissemination routes: conference paper and/or publication.
Download an application from the NZEALS website
Applications by 31 October to: Christine Harris, President of Canterbury Branch
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LEADERSHIP IN EDUCATION
THE PRESIDENT’S PEN Dr. Rachel McNae
If there is ever a time to talk, think and reflect upon leadership in education I believe it could be now! Global and national policy shifts are impacting on the
ways educational leaders go about their work. In this current educational landscape,
it is timely for us to critically examine the changing nature of this work, and the
opportunities and perhaps some of the challenges that these changes bring.
Opportunities to do this often come to us at ‘fast and furious’ times. Response
surveys are easy to put aside in order to deal with more urgent tasks. Local hui and
community meetings are postponed for various reasons, requests for information
get put it at the bottom of the ‘to do’ list. Before you know it, time has passed, and
the ship has sailed. Change greets us each day - having and using our agency to
contribute to these opportunities, to share wisdom, knowledge and wonderings
allows all of us to grow and learn together. As leaders, I believe we have a critical
role in seeking out those opportunities to contribute, to share this information and
encourage others to remain informed and join the conversations.
The current discourses in education will continue to call for reimagining the ways
educational leaders do their work. The rapid pace of technological advancement
and global connectivity will continue. This will prompt further calls mandating
deeper revision of the current educational leadership landscape in New Zealand in
order to meet and shift towards futurist predictions and ideals about how to lead for
an uncertain future. But what of this future? Relatively unknown in shape or form,
yet positioned as dynamic, technologically grounded and constantly evolving.
Yet upon reflection we may question this reality. Rather than old wine in new
bottles, many would say the future holds opportunity, challenge and possibility for
school leaders if we are willing to embrace this change collectively and
wholeheartedly. By viewing leadership as a collaborative and relational endeavour
which must be responsive and dynamic in its presence, while at the same time,
bring the best of the past forward to maintain continuity, and a strong foundation in
its stature, we are reminded that as leaders we have an important and complex role
to play in acknowledging, harnessing and influencing those around us. We must be
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DR RACHEL MCNAE is Director

of the Centre for Educational
Leadership Research at the
University of Waikato in
Hamilton,
New Zealand and Co-Founder
of The Good Human Project an organisation supporting
young people to flourish in
educational settings. Rachel’s
research agenda is founded on
her firm belief for social justice,
leading numerous research
projects and publications
spanning the fields of learner
agency, strength-based inquiry,
youth and women in leadership,
leadership innovation and
developing culturally and
contextually responsive
leadership learning encounters.

present in the conversations about what leadership might look like in the future.
We need to be critiquing and contributing to national dialogue about leadership
formation in our unique contexts
With these ideas in mind, I do hope that you took the opportunity to contribute
feedback to the Education Council, with regard to the Draft Leadership Strategy that
went out for comment, along with sharing your ideas about a National College of
Leadership. Consultation responses are one useful way for us to speak to issues and
areas that are important to us as leaders. Taking time to reflect upon how this
strategy will impact on the ways in which we go about our work is time well spent.
Many of you will have also attended the two Education Conversations/Kōrero
Mātauranga - which took place in Auckland and Christchurch. Over 1,400 people
gathered for these events to contemplate, and provide ideas about the foundation
for the future of learning in New Zealand. Time was used to discuss possibilities
and visions of what the future of learning might look like in New Zealand, and the
values that should underpin education. Six overarching topics guided the thinking
over each day: Ways of Learning; Ways of Teaching; Lifelong Learning: Skills and
Abilities; Enabling Self-Fulfilling Lives; and Creating a Thriving Society. Topics like
these give me hope that we are turning back towards each other, where
relationships, human flourishing, culturally sustaining ways of working and diverse
knowledge[s] can be foundational aspects of teaching and learning in Aotearoa.

Rachel is an active member
of the International Women
Leading Education group
and the International
School Leadership
Development Network.
In 2015 Rachel received the
NZEALS Meritorious Service
Award for her service to
leadership in New Zealand, and
was awarded the NZEALS
President’s Research Award
for her work with young women
leaders in schools. In 2016
Rachel was awarded the
position of NZEALS Visiting
Scholar and was the recipient of
the International EmeraldEuropean Foundation for
Management and Development
Outstanding Research Award
for Leadership and Strategy.

Extend your NZEALS membership to your colleagues
Institutional Membership is available to two or more members from the same
institution for a subscription fee of $150 per year for the first member and $100 for
each subsequent member.
Groups may be formed or added to with the permission of the ‘lead member’ - the one
who is charged $150. Current individual members may add further members at $100 per
year, and any current Institutional group may add to their number. All Institutional
Membership subscriptions will fall due on the lead member’s subscription date.
For more information please contact Ann Briggs at ann.briggs@ncl.ac.uk
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For now, perhaps it is time for us to contemplate - how are we picturing
education in its wholeness, with all of its unadulterated potential? How might we
re-conceptualize the nature of collaboration in our own context to embrace
complexity in future times? A reminder perhaps for us to value our relationships,
the spaces within, between, and across relationships, and of course our connection
to the world around us. It also demands we notice our individual place within a
bigger whole, a larger system, of which we make a valuable contribution to each
day, underscoring the essential need for collaboration if we are to embrace
complexity and change wholeheartedly in our ways of leading.
Leadership extends beyond the political, and is of course deeply personal.
Growing and enhancing our leadership knowledge is critical and I know, for many
of you the biennial NZEALS conference plays a critical role in supporting you to do
this. No doubt you have all recovered after what was an extremely successful
conference in Auckland. This wonderful event hosted by the Auckland Branch
showcased critical research, leaders’ voices, and expansive thinking over three days.
With Education Minister Chris Hipkins opening the conference, the tone set was
one of hope, agency and collaboration. The speakers and workshops that followed
certainly sustained these ideas, posing many important questions for reflection, and
giving us all great scope to discuss and wonder about the future. Perhaps this
conference highlighted for you some of the tensions, the celebrations and the
extremely challenging work we do as educational leaders as we endeavour to work
together. At the end of the conference many of you provided ‘post-it’ feedback and
the conference committee would like to acknowledge your useful and honest words.
As an organisation designed to serve its membership and ensure we remain relevant
and at the forefront of leading and sustaining educational development, this
feedback is essential. Authentically embracing and acknowledging Te Ao Māori in
presence and tikanga to demonstrate our partnership with Māori is critical to our
growth as an organisation. Exploring opportunities for innovation, meeting diverse
needs, interactive sessions and wellness are some of the emerging themes (amongst
many) from the feedback. We value your voices and invite you to share with your
branch committees any further ideas of how these conferences can evolve to meet
your changing needs. In 2020 the Waikato Branch of NZEALS will host this
conference in in the social and cultural metropolis of Hamilton, and I know they are
looking forward to rising to the challenge of providing something just as fabulous!
At this year’s conference, I felt extremely privileged to be voted in as NZEALS
National President at the Biennial General Meeting. I have been appointed into this
role for two years, and wish to acknowledge the work that Anne Malcolm from
Ponsonby Primary School has done over her tenure as National President, and our
valuable and hardworking committee members who have contributed to the work
of NZEALS. As an NZEALS member of many years, I have experienced first-hand the
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TE AO MAORI
THE MAORI WORLD
The essence of the Māori
world view is relationships,
not just between people whānau, hapū, iwi - but also
between the spiritual world
and the natural world.
Everyone and everything is
traced and explained through
whakapapa, the ancestral
layers that contribute to the
‘people, places, and things’
of the present and into the
future.
Ehara taku toa i te toa
takitahi engari he toa takitini.
I come not with my own
strengths but bring with me
the gifts, talents, and
strengths of my family, tribe
and ancestors.
Understanding the
significance of whakapapa
as a taonga in Te Ao Māori
brings responsibilities and
obligations for all kaiako with
regards to the learning and
wellbeing of tamariki Māori
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Education needs
the cultural creatives,
the risk-takers,
the innovators,
the disruptors.
We need the unusual,
the courageous,
the different,
the curious.
We certainly
need the wonderers,
the thinkers,
and the doers.

benefits of belonging to this organisation. I value the opportunity to learn, connect
with others, and grow my understandings about leadership across different contexts
in Aotearoa. I enjoy reading the research articles gathered in the Journal of
Educational Leadership, Policy and Practice; I have been mentored by other branch
members and leaders across other organisations, and been supported in ideas
about publishing. Branch events have developed wonderful professional networks
and personal friendships and I have been given opportunities to travel across
New Zealand and overseas to share ideas about leadership, and have been the lucky
recipient of NZEALS research awards. I look forward to seeing how I can give back
to an organisation which has given me so much, an organisation of which I am so
proud to belong to.
To conclude, change and complex times ahead will present challenges, but they
are not unsurmountable. Change and complex times can also present opportunities,
which we should review carefully. Your experiences are vital sources of information
and we must value the diversity of leadership across this landscape. Education
needs the cultural creatives, the risk-takers, the innovators, the disruptors.
We need the unusual, the courageous, the different, the curious. We certainly
need the wonderers, the thinkers, and the doers. It is these ways of thinking that
help us to see differently, to change and adapt from within our current contexts
when, and as we need to. We also need those who champion relational ways of
working, who seek and allow new ways of ‘being in’ leadership together to emerge,
people that deliberately model leadership that surfaces the human element, the
person within the relationship in ways that lets them feel comfortable to try new
things, and adapt to new ways of working. No matter what the shape of our
presence, the overall purpose of supporting children to flourish in their education
and beyond must remain permanently on our horizon. It is my hope that you
acknowledge the complex nature of this amazing job you do and the leadership
required to critique, reflect upon, challenge and embrace appropriate future
changes to our educational landscape.

Rachel McNae
NZEALS National President
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THE TROJAN HORSE OF LEADERSHIP IDEOLOGY
THE THINK FARM John Peachey
Have you ever hummed and hawed over whether to write something you felt was
important, then after writing it you screwed it up several times, wrote it again
several times, and then just ended up throwing it in the waste bin or hitting delete?
This is that article - with one exception, it made it back out of the trash. It will be up
to you to decide whether or not it returns there.
Let me just frame this conversation. I am deeply passionate about the subject of
leadership. Primarily because I believe so vividly that ‘when leaders rise, everyone
rises’. My thinking, research and delivery are centred around how we can increase
the capability of leaders to ensure we have healthy growing communities. However,
you cannot deny the fact that healthy leaders who sit in well-being are the primary
driver for this growth.
The term ‘healthy’ however is a Trojan horse. What appears healthy by a number
of traditional metrics belies the truth of the underlying ideology that forms how a
leader views leadership, and how they practise it.
To coincide with May’s Bully Awareness Week, I delivered a number of free, live
video webinars for New Zealand and Australia educators. Little did I know the
storm of feedback that this would unleash.
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The title of the webinar was How to Heal The Team After The Bully Has Gone, with
the object of the exercise being to offer a twofold message. Firstly, to highlight the
psychology of what bullying behaviour is, and how that pathology plays out in the
workplace. Secondly, to offer within the bounds of a 60-minute event, some ideas
around practical ways to rebuild damaged people who have suffered at the hands
of a bully. The primary damage illustrated in the webinar stemmed from the bully’s
power to make someone, in this case a professional educator, doubt their own
ability, experience and knowledge. This power, of course, is perpetrated by leaders
in authority and is a simple exertion of control, and an attempt to control what is the
leader’s deficit in their own competency. This results in a devastating outcome for
the victims. The bully cannot completely suppress the heart of intelligence,
creativity or experience, but they can shame it, belittle it, muzzle it, demote it,
ignore it, confuse it and attack it.
Oh, you thought Bully Awareness Week was about students? No. Not even close.
The feedback I received, by volume and tone, was simply horrendous. The initial
question I was asked by multiple people was, “What happens if the bully is still in
place?” Ouch. I wasn’t ready for that. As leaders, one of our intrinsic roles is to
speak clearly and articulate what we see. The care and protection of staff and their
well-being is an absolute given. When we observe but remain silent, we are
effectively stabbing our own leadership in the heart.
The list of great people contacting me who had thrown in the towel or were
seriously considering leaving the profession was as long as it was sad. In a dozen
individual cases there were lengthy Skype calls, and even some actual sit-downover-coffee conversations so I could gain more knowledge from their first-hand
accounts. Not one person stated money was even part of the conversation. This was
all about personal bad leadership experiences. At one point in one of the webinars,
as I was explaining the typical pathology of the behaviour of the bully, people were
crying. The pain and emotion of what had been, for some, years of suffering were
forced to the surface - simply because they saw that someone understood, and was
in some way addressing the issue.
Bullying takes many forms, so I have narrowed it down to three examples:
- The Power Bully: Someone who has a narcissistic personality disorder who
wishes to make the world and all its inhabitants serve them and their needs. This
type of bully, I believe, is only a small percentage.
- The Incompetent Bully: A leader who assesses that they have a deficit in their
knowledge or understanding of current pedagogy, curriculum, culture or
environment. Their response is to cap anyone who does have that knowledge.
Again a minor but not insignificant grouping.
- The Insecure Bully: The largest percentage by far, this group’s behaviour is a
reflection of being threatened by smart people, people close to culture, great ideas,
creativity and innovation. Threatened because they constantly compare
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themselves to others based on one of the biggest myths of leadership - that
leaders must be all knowing and all powerful. They will never measure up to
their own satisfaction and faulty ideology therefore they crush the spirits of those
who they perceive to threaten their world.
In every case, the resulting fall out is damaged people, damaged community, and
sadly, poorer outcomes for students and education as a whole.
So what is the cause of the Trojan ideology? There is a fundamental error in how
we approach the appointment of leaders and the understanding of what leadership
is. Leadership is a profession. Leadership is not a reward for long service, or a title
for an accrued skill set. And, so with all professions, leadership demands skill sets
that directly define, guide and operate under that banner of professional practice.
It is the lack of attention to this requirement that besets education and creates the
perfect environment for a bully to thrive. I am told repeatedly by senior leaders
that they have little or no professional development in the types of leadership
skills that build teams, and keep people emotionally, intellectually and physically
healthy. Why physically? Because I know far too many leaders who work more than
70 hours per week in education. They spend their waking hours consumed by their
professional duty and are compelled by their goodwill towards educational
outcomes.
For me, leadership, first and foremost, is the ability to move people towards a
stated goal, objective, or outcome. But much more than that it is an expression of
care for and the development of people.

For me, leadership,
first and foremost,
is the ability to move
people towards a
stated goal, objective,
or outcome.
But much more
than that it is an
expression of care for
and the development
of people.
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JOHN PEACHEY from

The Think Farm is
dangerous. He is what
has been described as a
disruptor, a provocateur to
the status quo. He will turn
your world upside down...
mess you up and help you
put your world back
together again, better and
stronger than before.
He researches, writes and
delivers on leadership and
communication that drives
innovation, engagement and
collaboration. John asks the
type of questions that make
leaders feel uncomfortable
enough and be vulnerable
enough to break free
into new paradigms of
innovation, adventure
and influence.

Great leadership is almost exclusively about the motion and promotion of people,
and the leverage of a specific set of resources to enable better outcomes for people in
overcoming restriction, obstacle and opposition. If you want better task outcomes,
you must go through people. If you want to get better task outcomes, you must
close up your people air gaps. That simply means better communication and better
building of relationships. Care is at the centre of great outcomes. Therefore there
is a large leap between being a skilled curriculum leader, and a leader who has
responsibilities for the outcomes, care and enhancement of people.
Leadership is all about people. Regardless of what it says on your business card
or sign above the door, you are in the people business. I wanted to note that in the
seesaw of career development, there is a momentum position that as you walk, you
‘being cared for by leaders’ changes to you being ‘one who has the responsibility to
care for others’. The sad thing is that the higher you climb the leadership ladder of
responsibility, the less evidence of care is shown for you as you climb. The lack of
effective and available professional development clearly demonstrates this.
Observationally, I see in the education sector what is clearly a confused definition
about what leadership is, one that produces unclear boundaries and severely
stunted momentum. Just to add more comparative confusion, if you were to
transpose the role of middle or senior leaders from education into other industries
with commensurate responsibilities and expected outcomes, you would see a vastly
different role and definition clarity, and a clearer demarcation of who does and who
leads. The continued split demands of leaders who teach and are weighted by
administration demands is a recipe for disaster. People-care takes effort, resource
and time. We won’t even discuss comparative education versus corporate
remuneration, lest we create a riot.
What’s more, the playground has changed, and dramatically so. If you believe
you can apply a twentieth-century data set to a twenty-first-century framework,
you are handicapped right out of the blocks. It appears that education has
systematically failed to invest in the very thing that can resolve the vast majority of
issues that face education at the chalk face. Great leadership development.
The Deloitte Global Human Capital Trends report measures workplace
experience from an engagement and retention perspective. The 2017 research results
published earlier this year state very clearly that the landscape for leadership has
changed. In fact, they speak of a seismic shift required.
For me this is not rocket science, as this has been my narrative for some years.
My message has always been one of servant leadership. The primary care of people
develops a happy, healthy workforce who in turn return greater innovation, greater
creativity, greater productivity who clearly serve with a shared vision.
But let’s return to that seismic shift. This new era, often called the Fourth
Industrial Revolution, or, as we have earlier labelled it, the Big Shift, has
fundamentally transformed business, the broader economy, and society.
Companies need a new approach - one that builds on the foundation of culture
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and engagement to focus on the employee experience holistically, considering
all the contributors to worker satisfaction, engagement, wellness and alignment.
This topic is big and too broad to give it the right amount of air or to do it justice
in one article. If we want to keep teachers here for the long haul and have them
highly engaged and contributing high-value outcomes, we must change how we
lead them. There is a model of people-focused leadership that will keep teachers
sustained and healthy and deliver fantastic outcomes. If you need to talk
about bullying behaviour or want help change leadership culture please email
me at john@thethinkfarm.org

DEFINING BULLYING
It’s easy to assume everyone knows what bullying is. But often the term is used to
describe other aggressive behaviour. This can make it hard to consistently identify
and deal with bullying when it happens. Most widely-accepted definitions of
bullying are based on four elements: bullying is deliberate, harmful, involves a
power imbalance, and has an element of repetition.Whether bullying is physical,
verbal, or social (relational), four widely-accepted factors can be used to identify it:
Bullying is deliberate - harming another person intentionally
Bullying involves a misuse of power in a relationship
Bullying is usually not a one-off - it is repeated, or has the potential
to be repeated over time
Bullying involves behaviour that can cause harm - it is not a normal
part of growing up.
Bullying can happen anywhere, in person or online (cyberbullying), at any time,
and can be verbal, physical or social (relational). It can be obvious or hidden.

Observationally,
I see in the education
sector what is clearly
a confused definition
about what leadership
is, one that produces
unclear boundaries
and severely stunted
momentum.
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The Ontario Leadership
Framework (OLF) describes
successful individual and
small group practices for
both school and system
leaders, as well as effective
organizational practices at
both school and system
levels.
In addition, the OLF now
includes a section entitled
Personal Leadership
Resources. This section
distils evidence about
leadership traits and
dispositions most likely to
influence the effectiveness
with which leadership
practices are enacted.
These resources are
intended to be especially
relevant for purposes of
leadership recruitment and
selection.

Reconceptualising oneSELF
in
order
to
SUSTAIN
oneSELF
A THINK PIECE Murray Fletcher
In the context of schools currently engaged in creating a future with learner agency,
collaboration, cultural responsiveness at the centre, there is an increasing focus on
‘how we wish learners to be’; the dispositions or learner qualities possessed, seen
by some as ‘graduate profiles.’
I maintain that we also need to explore how we need to be as teachers and as
leaders; especially as we focus on transforming practices in a changing and
complex world. We are at another crucial time in New Zealand education as we
explore a leadership strategy from which to grow both current and future leaders.
Leaders possess resources within themselves, personal ones. The Ontario
Leadership Framework (2012) sees these resources in three categories; cognitive,
psychological and social; encompassing problem solving and systems thinking;
being optimistic, resilient and having self-efficacy; and relationship-building, being
empathetic and perceptive when managing ourselves and our interactions with
others.
This framework focuses us on the inner (self awareness, knowing who we are), the
other (relating to others and understanding others) and the ‘outer’ (making sense of
external forces, economic and environmental trends).
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I maintain that it is critical to focus on the inner self as a leader; the person
who negotiates through systems and processes and who relates to others,
as they enact their leadership practice. This is about ‘transforming oneself.’
We ask questions of ourselves as we focus on our individual leadership
stories i.e.
- What is important to you?
- What are your strengths?
- What are your hopes and fears?
- How much clarity do you have about your influence on others?
- What are your passions and what drives you?
Seth Godin (2017) reminds us, “The realest things in our lives are the stories
we invent. We live with these stories, we remind ourselves of them, we perfect
them. And, happily, if you don't like the story you're telling yourself, you
can change it.”
We each set out to discover:
- What do I know about myself, my needs, my priorities, my personality, my
values, my priorities, my world view?
We ask ourselves:
- What might I grow? What do I stand for? What matters, to me? What makes
me who I am? What makes me resilient?
We locate our personal authenticity.
- Sylvia Ashton Warner (1967. P13.) states, “You must be true to yourself.
Strong enough to be true to yourself. Brave enough to be strong enough to be
true to yourself. Wise enough to be brave enough to be strong enough to
shape yourself from what you actually are.”
We learn to appreciate (Cockell, McArthur-Blair, 2012.)
- to value, increase in value; grasp the significance of; be fully aware of;
express gratitude.
The authors ask these questions
- What do you value about the situation, yourself and others?
- What are you fully aware of
- What do you want more of?
Cockell and McArthur-Blair also focus us on love - deeply caring for yourself
and others; being open and present with others; being loved and cared for by
others. They offer these questions
- How do you seek and recognise allies and supporters?
- How do you respond to their support?
- How do you and they show love?
- How are you open and present with those in caring relationships?

I maintain that it is
critical to focus on
the inner self as a
leader; the person
who negotiates
through systems and
processes and who
relates to others,
as they enact their
leadership practice.
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MURRAY FLETCHER is a

leadership consultant and
coach. He is currently
focused on coaching leaders
who are exploring 'innovative
learning environments'.
Focused on leadership that
supports pedagogical shifts
in these environments, his
coaching places emphasis
on personalised 'inquiry'
with individualised
professional reading
focused on the inquiry.

As we look within, Jefferson and Anderson (2017) implore us to examine the
intrapersonal (our curiosity, grit and focus), the interpersonal (our influence,
empathy and teamwork), and the cognitive (thinking, building new ideas and
expressing meaning).
We go beyond IQ and add social (get along with others), emotional (identify and
control emotions of self and others, spiritual (wisdom; wisdom of the heart, the self),
cultural (functioning in culturally diverse situations) and appreciative (positive,
generative) intelligences.
If we highlight spiritual intelligence, as described by Wigglesworth (2011),
we have spirituality as the innate human need to connect with something larger
than ourselves. It is described as an awareness of one’s worldview, the worldview of
others, awareness of one’s life purpose, and living your purpose and values; being
a calming presence and healing influence.
I would propose a holistic and integrated approach where mindscapes, values
and beliefs, and leader decisions and actions, play out. Martin (2000) describes
leadership that requires integrative thinking and integrative thinkers who embrace
complexity, tolerate uncertainty, and manage tension in searching for creative
solutions to problems.
Coyne (2017) places transpersonal leadership in front of us. Leaders who go
‘beyond the ego’ whilst continuing learning and development. Leaders are
described as radical, ethical and authentic, whilst displaying emotional intelligence
and caring. Leaders who are able to embed authenticity, emotional intelligence and
caring as they build strong collaborative relationships, which in turn are sustainable.
Kouzes and Posner (2016) focus us on the self, stating that what leaders do with
themselves makes the most difference; it is mastery of the self; ultimately leadership
development is self development
It means taking responsibility for oneself, for one’s life, having ownership,
including one’s accountabilities, and responding when things go wrong. (Earl, 2005)
It also means ‘etting go; knowing that you cannot change another, only yourself
(Brown, 2007).
It means talking differently and creating a language of connectedness. It means
taking opportunities to, and knowing how to be, generative with dialogue in
co-creating possibilities. This means shifting from just having reflexive dialogue
focused on inquiry and curiosity; and completely away from just nice talk and
‘debate or tough talk’.
I would maintain a shift towards outcome creation and away from problemsolving and solution focusing. This means valuing and appreciating ‘what is’ and
developing ‘what might be’ as tenets of an appreciative approach.
I would also maintain a shift away from leadership competencies and
capabilities towards leaderful practices (Raelin, 2010) as well as a shift towards
interdependence and partnership.
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This means seeing the leader as ‘able’ and as ‘being able’: to develop discussion
and dialogue as a means of inclusive communication; to challenge others through
questioning; to partner another in building knowledge and constructing meaning;
to partner others to challenge assumptions and to be flexible in response to
situations and thinking and drawing upon what is ‘within themselves’.
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‘On your last day,
all that truly
matters is whether
you got to know
your inner leader,
and if you did,
whether you had
the bravery to allow
it to offer its gifts
to the world
around you.’
ROBIN SHARM
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We chose not to
join a Community of
Learning and
although access to
funding was a
consideration, we
weren't prepared to
endanger the depth of
our collaboration or
our autonomy around ARTICLE BY
what we deem
important for the Our cluster was formed by seven schools in south-west Christchurch after the
children in our earthquakes in 2010-2011. Although originally a part of the Ministry-formed
schools. learning community cluster, we felt that this large group of schools (including

We choose to be a Community of Practice
- not a Community of Learning
Christine Harris & Denise Torrey

contributing, full primary, intermediate and a large high school) as well as a large
number of early childhood centres was unwieldy. Dissatisfied with the lack of
progress and direction of the large cluster, seven school principals decided to form
their own smaller group in order to best serve the needs of the children and families
in south-west Christchurch.
The seven schools (Cashmere Primary, Thorrington School, Somerfield School,
South Intermediate, West Spreydon, Addington and Sacred Heart Addington now known as Kahukura) were determined to take positive steps together.
We developed our own vision for learning in our area, which is to support
responsive, collaborative learning; connecting students, teachers and communities
across the cluster. Our regular planning meetings became truly collaborative with
no leading principal but each taking the lead in areas of interest and strength.
When the notion of Communities of Learning (CoL) was released by the Ministry
in January 2014 we already had a highly collaborative leadership model. We were
also growing lead teachers in each school to work together across the cluster in our
five focus areas of New Pedagogies for Deep Learning, Cultural Responsiveness,
Inclusive Education, the Performing Arts and Leadership.
We chose not to join a CoL and although access to funding was a consideration,
we weren't prepared to endanger the depth of our collaboration or our autonomy

Growing leadership potential 19

around what we deem important for the children in our schools. Because of the
financial implications in choosing not to be part of a CoL we held combined
meetings with all seven Boards of Trustees to outline our reasons and to reaffirm our
cluster vision. We have been fully supported in our decision by all seven boards.
OUR THINKING
We don’t believe that the CoL model is truly collaborative, and even after the
abolition of National Standards, CoLs are based around narrow measures of success
for children. Kahukura Community of Practice (CoP) believes that there are many
measures of success and acknowledge the need for a holistic approach to learning.
As such we have not focused on achievement targets, these are dealt with by
individual schools in response to their own context. Consequently we have had to
find a new space to occupy in the educational landscape of New Zealand and as
such we see ourselves as members of a sustained CoP (Lave & Wenger, 1991). This
highly collaborative model is strength-based rather than hierarchical. Members
learn from each other, and have an opportunity to develop personally and
professionally. Developing an identity as a member of our CoP and becoming
knowledgeable, sharing knowledge and being upskilled are part of the same
process, and as such our CoP learning is situated in the context of Ako.
We have formed meaningful national partnerships with CORE and the Māori
Achievement Collaborative (MAC) and globally with New Pedagogies for Deep
Learning (Fullan & Langworthy, 2013). Belonging to our CoP means we are
developing our own own conversations about learning over time and space and
look to be truly transformational and equitable in our strategic plan by ensuring our
students understand the cultural context we are part of as Aotearoa citizens.
WHAT DOES THE KAHUKURA CoP LOOK LIKE ?
We have a strategic plan that covers five strategic areas:
• DEEP LEARNING - RESPONSIVE CURRICULUM Our lead teachers have challenged

thinking and practice across our schools to ensure that teaching and learning
opportunities are authentic, relevant and purposeful. We believe that learning
is enhanced by the deliberate use of ICT and that as a result of deep learning,
we can effect positive changes in our local community, our nation and our
world. We have developed a sense of social justice and responsibility,
kaitiakitanga and citizenship through our shared learning experience.
• PERFORMING ARTS Our lead teachers of Performing Arts share the dream to be
able to provide high quality music tuition and performance experiences for all
children in our schools. They share their own expertise as professional learning
for their colleagues in each school and across the schools. The lead teachers
also work directly with students to maximise every opportunity to provide
learning and performance experiences. They tap into a wide range of music
tutors and experts across the seven communities.

AKO
The concept of ako describes
a teaching and learning
relationship, where the
educator is also learning from
the student and where
educators’ practices are
informed by the latest research
and are both deliberate and
reflective. Ako is grounded in
the principle of reciprocity and
also recognises that the learner
and wha-nau cannot be
separated.
In Te Ao Ma-ori, the concept
of ako means both to teach
and to learn. It recognises
the knowledge that both
teachers and learners bring
to learning interactions, and
it acknowledges the way
that new knowledge and
understandings can grow out
of shared learning experiences.
This powerful concept has
been supported by educational
research showing that when
teachers facilitate reciprocal
teaching and learning roles in
their classrooms, students’
achievement improves
(Alton-Lee, 2003).

e tipu
Growing
e rea mo
leadership
naga ra potential
tou ao 201

• CULTURAL RESPONSIVENESS The purpose of the our lead teachers of Māori

CHRISTINE HARRIS

Principal, Thorrington School

DENISE TORREY

Principal, Somerfield School

Achievement Collaboration is to be the primary point of contact for whānau
at our schools, to connect them with school programmes and advocate for
their child. Lead teachers of Māori meet together to help develop Māori
programmes in all of the schools in order to raise Māori student achievement
across the CoP.
• INCLUSIVE EDUCATION (SENCO) SENCOs meet to share best practice in
inclusiveness. Our SENCO leads work to collate family referrals looking at
trends and resources that can be utilised across the cluster to support
whānau. In 2017 they worked together to develop a tool that collected data
for Māori students across our community. This comprehensive data was
collated and trends and patterns identified to inform the work of the
SENCOs and CoP in 2018.
• LEADERSHIP Leadership works across all areas of practice through lead
principals and lead teachers.
Each principal has a strategic area of responsibility and four of the five strategic
areas have lead teachers (one from each school across the CoP - seven in each
strategic area). These lead teachers then work and lead in their area of interest
within their own schools. They meet once a term for a day or half a day, depending
on the requirements in each area to share practice and plan responsively. As part of
our strategic plan we have committed to release all of our lead teachers to work
together. We have also collaboratively funded two groups of our lead teachers to
attend the Deep Learning Conference in Canada in 2017 and 2018.
To date we have held three CoP-wide professional development workshops.
These have been organised and run by our teachers for our teachers. We have had
students as well as board members attend some of these sessions. This is a huge
undertaking with over 95 teachers leading and learning together, and feedback
around the value of these days is always positive.
Kahukura sees our CoP as more than a way to improve achievement results,
it is a joint enterprise understood and continually renegotiated by its members.
It is a mutual engagement through which members are bound together (Wenger,
1998). We all benefit as experts and apprentices, leaders and teachers, students and
parents. All the schools in the Kahukura CoP have had positive ERO reviews in the
last two years. We continually strive to support each other to be the best we can be.
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INTERVENTIONS TO SUPPORT
STUDENT SUCCESS IN SCHOOL
VIEWS FORM AN INNER-CITY PRINCIPAL
IN LAS VEGAS William ‘Toby’ Holmes
In 2011, I was appointed to the position of principal of Oran K Gragson Elementary
School in Las Vegas, Nevada. This is a PreK (ages three-to-four) to Grade Five
(age 10) inner-city school of 950 students, situated in Clark County School District the fifth largest school district in the United States. The school had over 85% Latino
children, and 92% of children received free or reduced-rate school lunches. This is
our story of how, in partnering between teachers, staff, parents and the community,
we were able to increase student achievement in reading and math, reduce the
achievement gap, and improve the climate and culture of the school. In my first year
as principal, together, we achieved the highest academic rating possible and
received autonomy status (reduced district oversight) for the remainder of my
tenure as principal. However, this story is not about our academic achievements it is about the student and community interventions (our wraparound services) that
contributed to our success.
STUDENT INTERVENTIONS
In reviewing past school achievement data and in looking at our initial school data
based upon our beginning of the year universal screening activities, we discovered
through the Response to Intervention (RtI) lens that our school was one-third Tier I,
one-third Tier II, and one-third Tier III across all grade levels K-5. [See Box 1] We
immediately began an intensive reading and literacy professional development
program designed to improve core reading instruction, as well as small group,
differentiated reading instruction with the intention of every adult on campus being
a teacher and a supporter of reading. Additionally, based upon our data, we set out
to provide intensive Tier II and III interventions, extend the school day and year,
provide bridge services for selected students to improve school transitions, and
increase support for birth to kindergarten children.
As a school team, we made the decision to allocate our school resources so that
our school-wide master calendar was built around daily grade level intervention
periods of no new instruction called ‘Up’ periods where classroom teachers worked
with the Tier I students to ‘move them up’ and Tier II students to ‘keep them up’,
and reading intervention teachers worked with Tier III students to ‘catch them up’.

This is our story of
how, in partnering
between teachers, staff,
parents and the
community, we were
able to increase
student achievement in
reading and math,
reduce the achievement
gap, and improve the
climate and culture of
the school.
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Our efforts were to accelerate instruction, moving Tier I students - who were at
grade level - to higher levels of proficiency, keeping students at Tier II who were
close to proficiency from falling further behind, and working with students at Tier
III who were significantly behind to catch up to grade level. During this Up period
our reading intervention teachers, Special Education resource room teachers, and
English Language Learner (ELL) facilitator worked with small groups of students
for intensive small group instruction outside the general education classroom. This
intervention not only tailored instruction for these Tier III students, it also reduced
the student-to-teacher ratio for the remaining Tier I and II students, enabling
We taught parents increased targeted instruction for these students as well.
to use the grocery
Using Title I [See Box 2] and District grant funds, we were also able to extend the
store as a literacy school day for the Tier III students by 50 minutes, four days a week for thirty weeks,
event, we provided in the form of afterschool tutoring. During this time the students worked in small
books to parents so groups with a teacher for half the period, and half the period with a literacy-focused
that they could computer-based learning management system. We, further, extended the school year
begin bedtime for the students through a combination of Saturday School for 20 Saturdays, and
reading activities, Summer School for six weeks to reduce the summer learning loss, and lessen the
and we held parent need for remedial instruction at the beginning of each school year. Through these
roundtables to efforts, we were able to reduce the percentage of Tier III students schoolwide in 2011
increase parent from 34% to 18% in 2014 and increase the number of Tier I students from 30% in 2011
networking and to 50% in 2014.
A further intervention was based upon the success of our special education early
provide support/
childhood classrooms working with special needs children aged three and four in
troubleshooting for
the areas of language development, fine and gross motor development, and social
struggling parents
skills four half days a week, with Fridays reserved for parent education and
with issues in
involvement activities. We added a general education early childhood classroom,
the home. bringing in 40 of the least Kindergarten-ready children from the neighbourhood.
We funded this program through our use of Title I funds. Through these programs,
we were able to provide parent education programming, services, materials, and
support not only for the students currently in school but for children at home as
well. We taught parents to use the grocery store as a literacy event, we provided
books to parents so that they could begin bedtime reading activities, and we held
parent roundtables to increase parent networking and provide support/
troubleshooting for struggling parents with issues in the home. This not only
improved Kindergarten-readiness but student and family wellness as well.
Using our remaining District grant money, we created an early Kindergarten
Bridge program where all incoming Kindergarten children started school four
weeks early for four hours each morning. They were taught school and classroom
routines and procedures, as well as being given an early literacy start to the school
year. We partnered with a local faith-based nonprofit organisation to provide lunch,
so that by the first day of school, Kindergarten children were well trained in taking
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their daily lunch within their allocated lunch period, making the most of their
allocated instructional day. This work combined with the tiered intervention work
described previously resulted in 62% of the students at the end of Kindergarten
reading at the First Grade Tier I level in 2014.
COMMUNITY INTERVENTIONS
Upon arriving in 2011, I noticed an interesting school dynamic. The parents spoke
no English, and the teachers spoke no Spanish, with little or no parent involvement
or volunteerism in the school. In fact, I later learned that teachers would leave the
high parent involvement areas of the district (with ‘constantly meddling’ highly
demanding parents) to come to a school where parents would have little or no
interactions with teachers, and the prevailing culture within the community was
‘do what your teacher says’ even if it was wrong or not in the best interest of the
child. Using our ELL Facilitator, I split his duties into halftime teaching, and halftime
parent advocate, as well as changing his classroom into half classroom and half
parent centre. Through our parent centre, we began teaching parents English,
leadership (forming both a school PTA and parent leadership team), and how to
volunteer in classrooms. In 2011, we averaged ten parent volunteer hours a month.
In 2014, we averaged 500 parent volunteer hours a month. Each Friday afternoon,
we transitioned the parent centre into a community centre providing job searching
services, immigration support, and a food and clothing bank. Through these efforts
we reduced our school transient rate, increased our parent involvement rate, and
increased our school cultural competency and awareness leading to further support
of our school achievement goals.

Upon arriving
in 2011, I noticed
an interesting
school dynamic.
The parents spoke
no English, and the
teachers spoke
no Spanish, with
little or no parent
involvement or
volunteerism in
the school.
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As a team of teachers, staff, administrators, and parents, we were able to pull our
resources together into a shared vision of what was best for students, and in the end,
we were able to make a difference in the lives of our school, community, and
students through our interventions.

TIERS I/II/III: There are three tiers in Response to Intervention (RtI).
WILLIAM T. HOLMES, ED.D.

is an Assistant Professor at
the University of Wyoming.
He is a former principal of a
five-star elementary school in
Las Vegas, Nevada USA.
Dr. Holmes is a member of the
Choctaw Nation of Oklahoma
focused on motivating
language theory, and
culturally sustaining
instructional leadership. Toby
was keynote speaker at the
April’s NZEALS conference.

TIER I is core classroom instruction on grade level, utilizing research-based best practices
that all students receive each day, and monitored by benchmark assessments throughout the
year (beginning, middle, end of year).
TIER II instruction is targeted, differentiated instruction for students who need additional time
to master core Tier I instruction and driven by bi-monthly progress monitoring in addition to
Tier I benchmark assessments.
TIER III instruction is intensive, scaffolded intervention for students providing individualized or
small group tailored support on Tier I standards and instruction, supporting student mastery
and driven by weekly progress monitoring in addition to Tier I benchmark assessments.
At Gragson, every student received Tier I instruction (90 min) daily as well as the needed
Tier II (30 min) or Tier III (50 min) instruction.

U.S. FEDERAL TITLE PROGRAMS FOR K-12 EDUCATION
• Title I: Disadvantaged Students
• Title II: Teacher/principal training & recruitment
• Title III: Limited English proficient & immigrant students

• Title IV: School improvement & innovation
• Title V: Rural Education
• Title VI: Native American Education
• Title VII: Impact Aid
The implication of Title I funding is to support educational equity by narrowing the gaps
between the lowest and highest performing students and supporting the removal
of barriers to education.
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THE
LANGUAGE
OF
HAPPINESS
MARGARET BLACKWELL TRAVEL FELLOWSHIP 2017 Roxy Burt
On 11 July 2017, I embarked of the first of three visits to Vanuatu as part of my
research project, thanks to the Margaret Blackwell Travel Fellowship.
I arrived at the airport loaded up with six boxes of school resource books donated
by Arataki School to pass on to the Vanuatu Ministry of Education. On previous
journeys, I had travelled with my mother whose fluency in the language, the land,
and the people had always been my security blanket, so I was feeling both excited
and nervous at the journey ahead. With tears streaming down my face I hugged my
family farewell and I headed off.
My mission had a three-pronged approach. The first was to learn more about the
notion of happiness from a Ni-Vanuatu perspective, and explore possibilities for
nurturing ‘happiness’ within the teaching and learning environment. The second
thread was to explore language learning, both in the home and at school - how are
children becoming proficient in multiple languages in one of the most linguistically
diverse nations in the world, and what implications might there be for the
increasingly diverse ECE settings that exist in Aotearoa, New Zealand. And finally,
I wanted to explore the potential for building collaborative, mutually beneficial
partnerships between ECE in Vanuatu and Aotearoa, New Zealand.
I was anxious to ensure that the way I went about my approach was respectful
and authentic, and wanted to avoid the perception of being just another western
visitor with western values wanting to imprint those values on what is a deeply
traditional Ni-Vanuatu culture.
In order to have some understanding around what might be the best methods for
gathering information, I talked with Ni-Vanuatu friends and family before I left, and
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conducted some rather unscientific research online. However, I still felt somewhat
unprepared. I had to embrace the unknown and draw from my own understandings
and intuitions about Ni-Vanuatu people and culture, gained from my own life
experiences as a Ni-Vanuatu born and raised in New Zealand.
I was also guided, but not defined by,
the Talanoa research framework. This
OFA
framework weaves ofa (love), mafana
(warmth), malie (humour) and
faka'apa'apa (respect) through the
FAKA’APA’APA
MAFANA
TALANOA
talanoa process - talanoa meaning to
communicate in a way that builds
mutual understandings.
MALIE
Here are a few ways I wove these
elements into my approach:
• SHARING MYSELF: I took with me a small photo album that contained photos
of all my families - both in New Zealand and on Tanna. It was really important
that I share who I was first, before I started making enquiries into the lives of
the people that I had just met. This turned out to be a powerful tool for
building trust and respect. Knowing your family connections, and where you
“Ko te ahurei
sit in the intricate family web is an essential way of being on Tanna, so it was
o te tamaiti arahia
essential that I could demonstrate my own connection, as a way of building
o tatou mahi
trust and respect.
Let the uniqueness • HUMILITY: I was very intentional when deciding what clothes to wear, the way
I spoke, and the tools I carried with me. I humbled myself by positioning
of the child guide
myself as the learner - the teina in the tuakana/teina relationship. I learned the
our work.”
language and the daily tasks that needed to be done, such as emptying the
rubbish bins, collecting water, washing dishes and cleaning the kindergarten
rooms.
• HUMOUR: Such an essential way of being in Ni-Vanuatu culture. I found ways
to laugh about myself, and ensure that laughter was shared as often as possible.
• LISTENING: I talked less, and listened more, in order to understand another
perspective. Suspending judgement and avoiding the urge to fill a space with
my own understandings. I questioned my own assumptions, and asked
questions in order to learn more about what is hidden under the surface.
• RESPECT: I made a decision to put relationship first and not take photos of
children and teachers until at least my third day of volunteering in the
kindergarten. I asked permission when I did eventually take photos, and
showed them what I had collected at the end of the day. It was also important
that I worked within their frameworks for teaching and learning. For example,
rather than decide what resources would be helpful for the kindergartens there,
I utilised their own reference booklets to come up with resources to support
their own curriculum.
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The Margaret Blackwell
Travel Fellowship is for
people working in early
childhood education. The
fellowship is awarded
annually and is intended to
enable the recipient to study
overseas. Those eligible to
apply are:

• SHARING STORIES: As I made my way around the kindergartens in the south of

Tanna, I decided that my method of choice would be to share stories. Sharing
stories is a fundamental way of being on Tanna. Where ever you go, if you meet
someone you know, the first thing you do is exchange stories - about your
families, about your work, about your village, about many things. Sharing
stories is how information is shared, it's how culture is kept alive, it's how
family connections are kept strong. So, with this in mind, I asked the teachers
if they could share, in their own words, a story about their kindergarten with
me (that I would capture on my iPad), about the blessings, the challenges and
what help they needed in moving forward. I explained that with their
permission I would share their story to try and get more support for the
work that they do. They agreed, and as a result I collected the stories of
10 kindergarten teachers.
These stories are on my YouTube channel and I have shared them with a number of
parents, friends and colleagues as part of the dissemination process. These stories
have humbled me in a powerful way, in that they have added a deeper layer of
gratitude into my outlook, as well as having inspired me to persist with challenges
that arise in my own teaching and learning practice.
Having had the opportunity to utilise the talanoa process through my research,
my understanding of how it works has increased, as has my confidence to utilise it
within my role as head teacher. During my dissemination workshops I have also
shared this framework with friends and colleagues as being a very useful tool when
working alongside the Pasifika community.

Teachers, supervisors and
workers from all sectors of
early childhood education;
lecturers in appropriate
disciplines in tertiary
institutions; Ministry of
Education personnel and
those in an education agency,
working in early childhood
education.
The travel study fellowship is
offered for the purposes of:
preserving the memory of
Margaret May Blackwell as
an early childhood educator
of note; promoting ongoing
study and research of the
development, practice,
organisation, and philosophy
of early childhood education;
providing opportunity to study
in other countries, in areas of
interest with relevance,
national significance and
benefit to New Zealand,
permitting people of calibre
and expertise in the area of
early childhood education to
have the opportunity to travel
and to study overseas.
For inquiries please contact
NZCER communications

manager Dinah Vincent
dinah.vincent@nzcer.org.nz
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Ko Malen te maunga
Ko Bompitaha te awa
Ko Reiumene raua ko
Ngati Pakeha te iwi
Ko Ietukwei te papakainga
Ko Susan Kaimat toku Mama
Ko David Burt toku Papa
Ko Roxy Burt ahau
ROXY BURT says ‘I have been

a part of this magical place
known as early childhood
education since 1998 where
I began this journey as a
Playcentre parent with
my three children. In 2007
I graduated from University
of Auckland with a Bachelor
of Education (ECE), and
have been with Inspired
Kindergartens here in
Tauranga Moana since 2010.
I am currently holding the
privileged position of Head
Teacher at Arataki
Kindergarten where the
children, whānau and
my colleagues continue to
inspire me everyday.
You are welcome to follow
my Blog and to find me
on Facebook .

HAPPINESS
Nic Marks’ Happiness Index has placed Vanuatu consistently in the top
1-5 happiest countries in the world. In his book The Happiness Manifesto, he writes,
“The time is ripe for our measurement system to shift emphasis from measuring
economic production to measuring people’s well-being. And measures of well-being
should be put in a context of sustainability”. This is what inspired my curiosity to
want to explore this further through the Margaret Blackwell Travel Fellowship.
This Happiness Index attempts to create a new framework for measuring
happiness which is deeply embedded within a context of sustainability. According
to the website, the index combines four elements to show how efficiently residents
of different countries are using environmental resources to lead long, happy lives.
These elements include:
• WELLBEING: How satisfied the residents of each country say they feel with life
overall, on a scale from zero to ten, based on data collected as part of the Gallup
World Poll.
• LIFE EXPECTANCY: The average number of years a person is expected to live in
each country based on data collected by the United Nations.
• INEQUALITY OF OUTCOMES: The inequalities between people within a country, in
terms of how long they live, and how happy they feel, based on the distribution
in each country’s life expectancy and wellbeing data.
• ECOLOGICAL FOOTPRINT: The average impact that each resident of a country places
on the environment, based on data prepared by the Global Footprint Network.
So, a central aspect of my travels to Vanuatu focused on these elements. Why does
Vanuatu score so highly in comparison to New Zealand, and what can we learn
from Vanuatu in relation to wellbeing and happiness?
What do we mean exactly when we talk about happiness? Having searched for
the words ‘happy’ or ‘happiness’ in New Zealand’s Early Childhood Education
Curriculum, Te Whāriki, I found that neither of these words can be found in our
early childhood curriculum. This is interesting to me because for many of our
parents and whānau who choose our services, one of the most common and most
essential aspirations for their tamariki is that they are happy.
In The Art of Happiness the Dalai Lama’s states, “the very purpose of our life is to
seek happiness”. He goes on to say that “whether one believes in this religion or
that religion, we are all seeking something better in life. So, I think, the very motion
of our life is towards happiness”. Nic Marks says that “happiness drives creativity,
creativity drives innovation, and innovation leads to success”. Furthermore, in the
U.S. Declaration of Independence, the pursuit of happiness is protected as a
fundamental human right, up there with life and liberty.
Why, then, is such an essential element of the human experience, that is, the
notion of happiness, not present in our early childhood curriculum?
The Dalai Lama also writes, “The concept of achieving true happiness has, in the
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west, always seemed ill defined, elusive, ungraspable. Even the word ‘happy’ is
derived from the Icelandic word happ, meaning luck or chance. Most of us, it seems,
share this view of the mysterious nature of happiness”.
So perhaps we are reluctant to include the word happy in our curriculum because
it can be just that - ill defined, elusive and ungraspable. In his book he goes on to
describe how a western view of happiness is often a moment of joy that comes out
of the blue, whereas for the Dalai Lama himself, happiness is more of an inner
discipline that requires specialised ‘training of the mind’, where you identify factors
that lead to happiness and you work steadfastly towards incorporating them in
your everyday life.
It is interesting to note that studies show that 50% of individual differences in
happiness are determined by genes, 10% by life circumstances, and 40% by our
intentional activities. So, there is a 40% window, so to speak, that we can work
within in order to create shifts towards increasing happiness levels. And if we come
to view happiness as a skill, a learning disposition to be fostered through ‘training
of the mind’, that we can nurture then perhaps happiness can be more readily
recognised as a key component of any early childhood learning environment.
Te Whāriki’s overarching aspirational statement is for children to be: “Competent
and confident learners and communicators, healthy in mind, body and spirit, secure
in their sense of belonging and in the knowledge that they make a valued
contribution to society”.
Is this in itself a definition of happiness? For me, it sets up a ‘what came first the
chicken or the egg’ scenario; do children need to be ‘happy’ first before this
aspiration can be met? Or is it through the journey of ‘training the mind’ in order to
meet these aspirations that a state of happiness can be achieved? In other words, is
happiness the destination itself or is it found on the journey to get there?
Exploration of some of the factors that contribute to happiness has enabled me to
identify how some of these factors are very much embedded implicitly in our early
childhood curriculum.
Some of these factors include:
• CONNECTION: The importance of rich family/social connections - quality rather
than quantity. Through the principles of family and community, and of course
relationships, and indeed woven throughout Te Whāriki is the fundamental
importance of connection.
• PHYSICAL HEALTH AND ACTIVITY: Physical wellbeing is directly referred to within
the Whare Tapawha model of health and wellbeing, also where “they gain
confidence in and control of their bodies”.
• MINDFULNESS: Mindfulness is paying attention in a particular way, on purpose,
in the present moment, and non-judgmentally (Kabat-Zinn, 1994). Mindfulness
practices are embedded in Te Whāriki, for example, “children’s curiosity is
fostered and their capacity for sustained interests is extended” and “capacity
for self-regulation and resilience in the face of challenges”. It is common for

THE ART OF HAPPINESS
His Holiness the Dalai Lama
In this unique and important
book, one of the world's great
spiritual leaders offers his
practical wisdom and advice
on how we can overcome
everyday human problems and
achieve lasting happiness.
The Art of Happiness is a
highly accessible guide for a
western audience, combining
the Dalai Lama's eastern
spiritual tradition with Dr
Howard C. Cutler's western
perspective. Covering all key
areas of human experience,
they apply the principles of
Tibetan Buddhism to everyday
problems and reveal how one
can find balance and complete
spiritual and mental freedom.
For the many who wish to
understand more about the
Dalai Lama's approach to
living, there has never been a
book which brings his beliefs
so vividly into the real world.
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Nic Marks is an
independent policy
adviser, TED speaker,
statistician and author.
Nic’s work in happiness
and wellbeing research
methodology is worldrenowned. His love of using
applied statistics to ground
well-being and happiness in
hard evidence has led to
worldwide acclaim and the
realization that happiness is
a serious business.
He is perhaps best known
for his trailblazing work on
the Happy Planet Index,
Wellbeing and the Five
Ways to Wellbeing which is
used extensively within
health and education
institutions as well as within
governmental policy.
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•

•

•

many services to offer yoga sessions, quiet reflective spaces, as well as
opportunities to be immersed in natural environments which can be considered
mindfulness practices.
FLOW: This is the mental state of operating in which a person performing an
activity is fully immersed in a feeling of energised focus, full involvement, and
enjoyment in the process of the activity. In essence, flow is characterised by
complete absorption in what one does, and a resulting loss in one's sense of
space and time. Flow is nurtured through child led, uninterrupted play. For
example, “Children experience an environment where their play is valued as
meaningful learning and the importance of spontaneous play is recognised”.
SUSTAINABLE LIVING: Nic Marks measures ecological footprint as part of his
happiness index. Being able to live in harmony with our environment, and
recognising the interconnectedness we share with the natural world is another
contributing factor. In Te Whāriki it states that “children know they belong and
have a sense of connection to others and the environment,” and that “children’s
relationship to Papatūānuku is based on whakapapa, respect and aroha”. In
this way fostering sustainable environmental practices is mandated in our
curriculum and can be seen as a method for fostering happiness.
RESILIENCE: Knowing that we can overcome challenges. This is acknowledged in
Te Whāriki where it states that “a positive learner identity and a realistic
perception of themselves as being able to acquire new interests and
capabilities”. This could also link to developing a healthy sense of optimism,
another essential element of ‘happiness’.
GENEROSITY: Giving to others has been scientifically proven to raise happiness
and wellbeing levels. This is also found in our curriculum, embedded in the
notion of Manaakitanga, the process of showing respect, generosity, hospitality
and care for others.
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Throughout my travels in Vanuatu I experienced and observed many of these
elements being lived in deeply embedded ways of doing, being, and knowing.
From the many customs and rituals that serve to connect families and
communities, to traditional dance that serve to unite us together in blissful flow.
Subsistence living in the rural communities requires a deep sense of connection to
each other and to the land, a connection that supports resilience in the face of
natural disaster and the many other challenges that my people face. The resolute
faith in a higher power that promotes dispositions of gratitude, kindness and
collectivism. There is no doubt that these lessons have changed me and indeed
deeply humbled me as I continue to aspire to not only support dispositions of
happiness in my teaching practice, but to also nurture this sense of happiness
within myself.
I now ask how am I to go about nurturing these dispositions in my teaching and
learning practice. For example, a factor that is consistently identified amongst
research as leading to happiness, one not explicitly referred to in Te Whāriki, is
fostering a sense of gratitude - how do we go about doing this in our settings?
Then there is the idea that ‘savouring life’s moments’ contributes to overall
wellbeing. In what ways are we truly celebrating the extraordinary within the
ordinary in our practice with young children?
Living a more ‘simple’ life is also mentioned in the research. We see currently
a movement towards minimalism as a way of life, where minimalism is defined as
‘intentionality’. At its core, minimalism is the intentional promotion of the things
we most value and the removal of everything that distracts us from it. Are our
learning environments too cluttered or too busy? And is teacher workload a
distraction from that which is most important? These are two aspects that I am
currently reflecting on within my teaching and learning environment, and it has fed
nicely into our team appraisal where the focus is on enhancing our learning
environment.
In summary, whilst the words happy and happiness are not mentioned in our
early childhood curriculum, there are still key elements embedded within the
underpinning vision, principles and strands of Te Whāriki that, with specialised
knowledge and application of these principles, support the development of
happiness as a learning disposition.
When we come to view the notion of happiness not as a moment of joy that
comes out of the blue, but rather as a powerful disposition that can be nurtured,
then happiness becomes something less mysterious, and more attainable.
Furthermore, in a world where New Zealand has one of the highest youth
suicide rates, where within that group, Māori and Pacific peoples in particular
have disproportionately higher rates, we need to equip ourselves with as many
tools as we can to address this, and happiness as a learning disposition could be
one such tool.

When we come to
view the notion of
happiness not as a
moment of joy that
comes out of the blue,
but rather as a
powerful disposition
that can be nurtured,
then happiness
becomes something
less mysterious, and
more attainable.
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GAIA VINCE is a freelance

British environmental
journalist, broadcaster and
non-fiction author with
British and Australian
citizenship. She writes for
The Guardian, and, in a
column called Smart Planet,
for BBC Online. She writes
online at Wandering Gaia.

LANGUAGE
Another strand of enquiry that the Margaret Blackwell Travel Fellowship enabled
me to pursue while in Vanuatu is how languages are fostered, both at home, and
within the education system.
My mother speaks Bislama, as well as four of the seven other languages spoken
on our island, Tanna. Bislama is the major common language spoken by most
people in Vanuatu. Whilst there is a small percentage of Ni-Vanuatu, mainly in the
urban areas, who learn to speak Bislama as a first language, most learn it as a
second language.
My mind boggles as I ponder the vast depth and range of the benefits of
multilingualism, including a superior ability to concentrate, solve problems and
focus, better mental flexibility and multitasking skills, and also a preventer of
dementia and mental illness. Furthermore, with language being the gateway for
culture, multilingualism is therefore a powerful vehicle for ensuring one’s
connection to culture and sense of identity. It therefore follows that multilingualism
grows a resilient soul, and helps to protect against social, mental and physical
illness.
British environmental journalist Gaia Vince writes, “Could it be that the human
brain evolved to be multilingual - that those who speak only one language are not
exploiting their full potential? And in a world that is losing languages faster than
ever - at the current rate of one a fortnight, half our languages will be extinct by the
end of the century – what will happen if the current rich diversity of languages
disappears and most of us end up speaking only one?”
So, with the multitude of languages present here, what, then, are the implications
for kindergartens and schools? Are there any lessons to be learned from this for
education in New Zealand where we have a growing population of Pasifika
communities?
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The following is somewhat of a case study to help illustrate how languages
are cultivated within the family unit.
Meet my beautiful namesake Numara. She is
12-months-old, and we share the same custom name
from our great grandmother. In her household, her
mother, Dorothy, speaks both her father’s language,
and her mother’s language. Her father Samuel
speaks two further languages, his mother’s and his
father’s. Both Dorothy and Samuel also speak
Bislama as well as English from time to time.
Since Numara’s birth, her parents have been
teaching her all four (yes four!) of their local
languages, as well as Bislama. Throughout Numara’s regular care routines, and her
wakeful times, she is securely surrounded by the sounds of
all five of these languages so she will be well-equipped with her home languages
by the time she starts kindergarten.
It is well recognised in Vanuatu that from birth to three-years-old, children will
learn their local, or vernacular languages in the home. Then, when children start
kindergarten, teachers will instruct using a mixture of the local language and
Bislama. This has implications for families who move away from home to a new
geographic area as it means that their child may not have the opportunity to be
educated in their family language. If this is the case, then only Bislama will be
spoken in the home, which is how language can be lost from generation to
generation.
Furthermore, this means that kindergarten relies on utilising teachers who are
fluent in the local language in order to maintain the balance between home
language and Bislama. Bislama and the local language are then utilised for
instruction until class three at primary school, where students then begin to learn
English and French. So, by the time Numara finishes primary school she will be
fluent in all four of her family languages, and in addition to this will be conversant
in Bislama, French, and English.
When we transfer this understanding of how language is fostered and maintained
in Vanuatu into the Aotearoa-New Zealand context, I have great concern for how
we can continue to nurture children’s home languages in an economic climate that
requires parents and whānau to have full time jobs. This concern heightens for me
when we know that Pasifika families in particular work long hours, some on
minimum wage, in order to provide for their families.
What, then, becomes of the ‘language nest’ so to speak, that acts as the first and
most important language cultivator? How can we offer Pasifika children the
opportunity to be educated in their home language (as is their birthright) when we
have government policy driven by economic growth at the expense of social and

HISTORY AND LANGUAGES
OF VANUATU
It is thought the first people
to reach Vanuatu were the
Lapita from Papua New
Guinea, who arrived about
2000 BC. The first European
explorers arrived in May 1606
as part of a Spanish
expedition headed by Pedro
Fernandez de Quiros. British
explorer James Cook, who
drew the region’s first charts,
arrived in the islands on
16 July 1774, christening
them the New Hebrides.
In 1848, Rev John Geddie
established a Presbyterian
mission on Aneityum.
The number of individual
languages listed for Vanuatu
is 113. Of these, 111 are living
and two are extinct. Of the
living languages, 109 are
indigenous and two are nonindigenous. Furthermore, five
are institutional, 21 are
developing, 31 are vigorous,
44 are in trouble, and 10 are
dying. CLICK HERE FOR MORE

e tipu
Growing
e rea mo
leadership
naga ra potential
tou ao 341

cultural sustainability? Furthermore, how do we nurture these home languages
when there is a shortage of teachers with the cultural competencies required?
In Aotearoa-New Zealand we will need a refreshed commitment to nurturing
home languages starting in early childhood and all the way to secondary school.
We need to It can start with using basic greetings in children’s home languages. Do we need
look beyond the to have a stronger emphasis on employing fluent Pasifika language speakers,
entertainment and particular those working with infants and toddlers, the most formative years?
sporting aspects of Perhaps equity funding could help cover these costs? Can we create opportunities
for professional learning that focus on learning about each individual Pasifika
Pasifika culture, and
culture, and some basic greetings and phrases that we could use in our settings?
see Pasifika children
This will require us to seek out and develop collaborative working partnerships
as the future doctors,
with Pasifika communities. We need to advocate for parents and whānau to have
lawyers, engineers, the opportunity to foster language in the home, rather than be forced into
academics, catalysts employment, so that children will not be denied the right to grow up safe and
for change and secure, surrounded by their home languages.
leaders of tomorrow.
We need to look beyond the entertainment and sporting aspects of Pasifika
culture, and see Pasifika children as the future doctors, lawyers, engineers,
academics, catalysts for change and leaders of tomorrow. Because embedded
in language are the seeds of greatness.
Journal of Educational Leadership, Policy and Practice
2018

Vol. 33(1)

FRESH OFF THE PRESS

Take a good look at your current copy of JELPP 31 (1), freshly arrived in your postal
mailbox. Timed to follow last year’s release of the revised edition of the ECE curriculm
Te Wha-riki and this year’s Education Council’s consultation for a leadership strategy,
it is a fascinating insight into leadership in early childhood provision.
The editors, Jeanette Clarkin-Phillips and Michele Morrison have made sure that
this special issue is relevant and stimulating for all readers. Topics which are focused
on include:
• Embodied leadership grounded in an ethic of nurture and care
• Leadership dispositions: ko-rero tahi (skilful communication), wha-naungatanga
(relationships), manaakitanga (care), kotahitanga (team unity), whakamana (leading
growth and change), and hoa arohaehae (being a critical friend).
• Child leadership developed through leading and learning outside the classroom
• Child leadership within the classroom environment
• Data- and research-informed practice
• The reflections of Professor Emerita Margaret Carr
Whatever phase of education you work in, there are papers here to engage you.
Dig in and enjoy! Ann Briggs
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2018 CONFERENCE
A CONFIRMED SUCCESS - REFLECTIONS
Here are extracts from feedback received after the Auckland conference, confirming
what a memorable and rewarding experience it was. If you missed it - make sure
you catch the 2020 conference in Hamilton.
This conference stands out as having a consistently high level of keynotes - they all
delivered a powerful and thought-provoking message. I like the way that the
breakouts all supported the theme of the day - this enabled us to make connections
in our thinking.
Having the conference at the lovely Pullman provided warmth and ambiance and
the food was excellent (conference food always makes or breaks the conference).
The folk at the Auckland branch of NZEALS made us feel like everything was in
control and well planned - Maggie, Graeme etc and of course Anne who led the
conference with energy and maanakitanga.
For me this is a conference worth going to, it challenges my thinking and allows
me to connect with other 'pracademics' as well as being able to converse with some
very high achieving and relevant researchers.
The last keynote was the ‘best ever’ last keynote of a conference that I have
experienced. Professor Peter O'Conner took us right back to the heart of why we
teach and lead. It was a very fitting way to end a busy and demanding three days
The NZEALS 2018
and his narrative which was full of humour and passion left us with a warm glow.
Christine Harris
Principal, Thorrington School, Christchurch

The NZEALS 2018 conference was organised, inspiring and challenged my thinking.
I enjoyed every single keynote speaker and breakout session I attended - in fact,
there were so many breakouts I wanted to attend but I had to choose! That is a sign
of really solid thinking from the NZEALS team with regards to what educational
leaders want to hear, learn and be a part of. No small feat, so huge congratulations
and thanks for keeping your learners in mind!
There was a great vibe throughout the three days with awesome food,
excellent opportunities to meet new people and share ideas, thinking and laughter.
The ‘boutique’ conference feel was something I personally enjoyed immensely.

conference was
organised, inspiring
and challenged my
thinking. I enjoyed
every single keynote
speaker and breakout
session I attended.
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On Day One, the keynote speakers Melinda, Tahu and Damon, delivered
powerful messages about what success looks like or should look like with regard to
Māori and Pasifika communities. I am sure that many, like myself, felt challenged by
the facts shared and the stories told. The message was clear though: change is
needed and we need to be the change makers in our schools or institutions, even
I connected with the
if we aren't ready for it.
concept that there
From here on, every speaker I heard connected to that idea of leading change,
are three parts to understanding change and being the change we wish to see. Context is important,
any sort of change remembering that your context determines what is going to work for your school
management - and how you will work through challenges.
leadership, project
I connected with the concept that there are three parts to any sort of change
management and management - leadership, project management and people change management.
people change All of these need time, support and focus. But let's not forget that any type of
management. All of organisational change requires individual change which is yet another reason why
these need time, relational leadership is so important.
Lastly, I had taken my New Zealand Curriculum along with me, because since
support and focus.
I took my new appointment, I continually go back to the front of this document.
I laughed when one of the speakers spoke about people going back and dusting
off their copies to look at National Standards, but I laughed because this is so true!
When you really re-read this document, there is a clear direction for our schools
and for us as leaders that connected to everything spoken of and shared over the
course of this conference.
“It takes as a starting point a vision of our young people as lifelong learners who
are confident and creative, connected and actively involved. It includes a clear set of
principles on which to base curriculum design making. It sets out values that are to
be encouraged, modelled and explored. It defines key competencies that are critical
to sustained learning and effective participation in society and that underline the
emphasis on lifelong learning (page 4, NZC)”.
My challenge now is to build on this framework, “fire in the heart, ice in the
brain” (Professor Ross Notman). Thank you NZEALS for a wonderful conference vinaka, vinaka, vinaka vaka levu.
Mel Bland
Tenikau School, Auckland

My fresh impressions about the conference itself were that the organisation was
good, although as a ﬁrst-time contributor, some of the processes were a little
disconcerting.
However, the key note speakers were very informative and provided inspirational
talks that I intend to take back to my school and share with colleagues. The
ambience of Hotel Pullman was wonderful, with the location central and easy to
find as someone not from Auckland.
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Two particular presentations that were of significance for me were firstly
Martin Thrupp, as I am a primary teacher, and active in NZEI. As an activist
against National Standards, that was so interesting, and Professor Peter O'Connor
has inspired me to use theatre and imagination more in my class of Year 3 and 4
students.
I benefitted greatly from the opportunity to share my Masters research along
with my supervisor Associate Professor Dr. Richard Smith. Only having five people
attend our presentation was a little disappointing, but nevertheless I valued the
opportunity. I do wonder however whether asking participants to make initial
selections prior to the start of the conference may help with this. Or even to record
their names on sheets at registration, so that breakout session presenters know the
numbers before they start.
A new realisation which the conference provoked was that I am not so different
from the other participants that attended, as I had thought prior to attending that
there would only be researchers and academics there, which was incorrect. I met a
number of teachers and Principals that encouraged me to pursue further study,
which I really appreciated.
I also valued the opportunity to talk face-to-face with a number of the keynote
presenters over food, coming to the realisation that while they have achieved
extraordinary academic feats, they are actually wonderfully down to earth people,
who also valued my contribution and wished me luck for future study towards
my doctorate.
Jo Collyer
Saint Francis Xavier Catholic School, Whangarei

This was my ﬁrst NZEALS conference. I was made to feel welcome from the moment
I walked in the door and got my registration pack. The programme was well put
together with the mix of keynote speakers and breakout sessions, and even time to
move between them! All together a well-balanced conference with excellent food,
and the bonus of a special conference dinner.
Jo MacDonald
Senior Researcher, New Zealand Council for Educational Research

Congratulations to the conference team on a very successful 2018 NZEALS
conference. The programme was varied with different, thought provoking speakers
which was great, especially given the cross section of participants from experienced
academics to classroom teachers and all sorts in between.
All too often conferences these days tend to focus on entertainment and don't
have enough thought provoking content. I thought Michelle’s conference desk was

A new realisation
which the conference
provoked was that
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from the other
participants that
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thought prior to
attending that there
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organised and welcoming, and Anne’s contributions humorous, thoughtful and
inclusive yet in keeping with the need to be on time etc. All in all a great two days.
We know these things do not just happen by accident. Consequently, please pass
on to your team my thanks and congrats for a job well done.
Laurie Thew
Manurewa Central School, Manukau City

One of the conference team, Jacoba Matapo, found the time and creative energy to
compose this poem in response to the conference – thank you so much, Jacoba.
OVER AND UNDER (Matapo, 2018)
Over and under... under and over...
Here, come - sit...
Let us weave together, this story
A collective story of hope, of vision of purpose and heart
Movements, that stem from historical ties
The concerned principals movement,
The community of learners movement,
Social justice in education movement
Over and under... under and over...
Community centred, leadership that calls upon collective aspirations
Enacting shifts, change makers…movers and the shakers
Over and under... under and over...
Growing, learning, thriving,
Growing capacities for leadership, learning that leadership is not individually owned
Sustainable leadership, relating to people, place and spirit,
to connect and reconnect.
Over and under... under and over...
Specialised skills in navigation, conversation, processes and pedagogy
charting the tensions the ebbs and flows.
Generating a culture of care, ethical and critical - the ontology of leadership.
Over and under... under and over...
Who are we in the spirit of the collective?
Our commitment to leadership that ties us to those before and those to come.
Is this the story our children will tell, when they sit on this our collective woven Whariki?

Jacoba Matapo
Lecturer, School of Critical Studies in Education
Faculty of Education and Social Work, The University of Auckland
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SINGULARITYU
SUMMIT
AUSTRALIA
UNDERSTAND|ADAPT|THRIVE Mel Bland
This conference resulted in my total paradigm shift about the nature of
technological progress, and a new appreciation for how dramatic the impact will
be on every part of our life. As the leader of learning in a school, I need to ensure
the tremendous opportunities of this exponential world change are a part of what
children experience and are exposed to at Te Uho o te Nikau Primary School. I also
came away from this conference knowing that I need to remain a part of this future
conversation, and need to be prepared to tackle the very real challenges that lie
ahead as it is our students who are going to create the future.

HUMAN PROGRESS

KEY LEARNING
Across mindset, leadership, artificial intelligence, robotics, biology,
economics, medicine, transport, energy, education, crime, work, governance
and corporate innovation.
EXPONENTIAL GROWTH - THE GRAND CHALLENGE
The world is about to enter a time of exponential
growth in every single industry, including education.
This is not only exciting, but also offers an
opportunity for those who understand the
implications to be the change they wish to see in the
world. Humanity is no longer predicting the future TIME
they are creating it. In the context of our school, we
need to use our actions every day to create the future we want for our students.
If we want them to look after our world, our actions every day need to create
children that do that every day. If we want them to be resilient and see failure as

SingularityU New Zealand
exists to support New Zealand
to understand, adapt and thrive
in an exponentially changing
world. The group was originally
formed to bring the SingularityU
New Zealand Summit to
Christchurch, but we know this
is only the beginning of our
journey. SingularityU New
Zealand is currently working on
training a local cohort of
Singularity University faculty
who can deliver tailored
programmes as well as lots of
other exciting ideas on how we
can support New Zealand to
thrive in an exponential world.
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another opportunity to try again, our actions every day need to create that. What is
that going to look like? For me, it is sitting down with the vision and articulating
what that looks like, and what the actions are that are going to create that future.
TAKEAWAYS
Exponential growth and
Moore’s Law
Convergence of different
technologies = huge
opportunities
Abundance = there are
enough resources for
everybody. The problem is
the global inequality of access
to resources.
What industry is a school
really in? That’s the one to
keep an eye on, to see what
may disrupt it.
The robots are here. Artificial
intelligence is already a big
part of our world. Humans
complement this with
creativity, inventiveness and
entrepreneurship.
Autonomy is increasing
across all technologies - the
breakthrough of tomorrow is
the stupid idea of yesterday.
Stability comes from how
well you can ‘unlearn’ the leadership moment
comes from knowing that
unlearning is really difficult.
There are paradigm shifts
in everything due to the
exponential growth in
technology - but we are
till forcing new technologies
into old paradigms.
Modern innovation is more
about elegant integration than
invention. Innovation is rarely
bold or effective but mine
needs to be both.
Exponential leadership =
Real leaders develop leaders
who develop leaders

THE IMPORTANCE OF AN ABUNDANCE MINDSET
We are moving into a post-digital economy - this is an interesting model because
within this, the ecosystem within which we operate becomes more important than
the company. Our technologies are converging to create a world of abundance in
every aspect of our lives - from production of food to access to medical support
via a smartphone. To keep perspective, we need to focus on the primary belief of an
abundance mental model - there are enough resources for everybody; the inequality
comes from the access to them. We need to drive to have an abundant perspective of
our school. If we begin to think with ‘scarcity’, we need to ‘re-spect’ which means to
‘look again’.
DISRUPTION, LEADERSHIP AND CHANGE
Over the next 30 years, we will encounter some of the greatest transitions that any
generation has ever had to face. Technological disruption is already affecting every
part of our lives. The world urgently needs a new mindset and toolset to overcome
these challenges. The concept of disruption is that “... an innovation displaces an
existing market, industry or technology, and introduces something new, more
efficient, and worthwhile”. For example, we were told the history of the
refrigerators, which began with the spice trade, and questioned:
- Now we have a wonderful refrigerator to keep our food cool and fresh,
does disruption stop with the fridge?
- Is there anything that is now going to disrupt the fridge?
- What is going to displace the existing technology of refrigerators?
Although innovative disruption is generally applied to business, I put the
thinking into the context of education. Most schools still deliver a traditional
model of education, one which is sometimes reshaped but usually looks the same
in many schools. What is the innovation that will displace education and introduce
something new, more efficient and worthwhile? Are flexible learning environments
the innovative disruptor to keep education relevant with the rapidly changing world?
There are key areas, whether today or in the past, that create conditions that are
ripe for disruption. These are: complex experiences; waste; broken trust; redundant
intermediaries; and limited access. Wow - traditional education models are ripe
for disruption! However, as leaders we need to remember that disruption is not
a bad thing. Disruption also leads to opportunity and innovation - what might
happen if...? The right innovation/knowledge/idea can multiply the value of
anything. This is why disruptors like Coursera, Fedora and the Khan Academy
are already ahead. Who needs school when you can learn anything, anytime,
for free and forever?
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With this in mind, as our schools or ideas or systems are disrupted, we need to
look for the change we can create from what could be seen as negative. The Khan
Academy is amazing. But that also means our school needs to embrace that kids
need choice in what they want to learn about, that we need to open the world to our
students, and, more importantly, create the relationships young people need that
you can’t get from a computer course.
Our assumptions about how our industry works do not necessarily hold true in
the face of all the changes we are seeing across our world. Technology is moving us
from a model of ownership to a model of access, heading to a world of oversupply.
In business models, large industries are looking at the key drivers of value to
support their new mindsets so as the principal of a school, this is what I would see
it looking like:

KEY DRIVERS OF VALUE - BUSINESS

EDUCATION CONTEXT - MY THOUGHTS

Virtual - Digital - Connected

Access to technology - local and global experiences connection to place -keeping pace with digital growth

Just-in-time - Delivered

Knowing your students - delivering what they need when
they need it, not when you ‘planned it’ for when you
wanted to teach it

Hyper-customized

Responsive pedagogy - knowing your learners - giving
them choice – a school/curriculum designed for the
community that lives within its walls.

MEL BLAND is the foundation

ETHICS, COURAGE AND COMPASSION
The final speaker of the summit, David Roberts, brought the humanity back into
the three days of futurist conversations. His incredible presentation reminded me
that being human is still going to be of the utmost importance. We are moving
into a time when we have exponential power due to the exponential growth in
technology across our world. But what good is this if we become something we
are not proud of? David reminded us that “with great power, comes great
responsibility.” This still rings true, and this power still needs compassion,
empathy, kindness and ethics.
This prompted me to remember that we have a New Zealand Curriculum that
gives vision, values, principles and key competencies to guide us well as we
discover what our future industry is going to look like. Te Uho o te Nikau Primary
School’s vision sits within this and is on track with the exponential growth, the
future that is already here: “To guarantee to challenge every learner needs to
explore the world together”.

Principal of Te Uho o te Nikau
Primary School, opening in
2019. Throughout her
21 years of experience in
education, she has always
looked for job opportunities
that excite her, lead her
towards new learning
experiences and support her
growth as an educator.
From New Zealand to the
international school
classroom and back again,
then leading learning for
early childhood to a humane
education context - her
journey has been varied and
diverse. She is very excited
with her new role in the
Flat Bush community.
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Improving professional morale for leaders:
UPWARD SUPPORTIVE COMMUNICATION Juliette Hayes
Much management advice is given on communication in an organisation and its
importance to creating an effective organisational culture. Communication can be
said to be created horizontally, downwards and upwards (De Nobile, 2013; Rafferty,
2003). Typically, horizontal communication is between workers, such as colleagues
offering support to each other, or perhaps as gossip and informal chat. Downwards
communication is that given by someone further up a hierarchy to someone further
down, such as in instructions or directions, feedback on performance, or praise for
good work. Upwards communication is that given to management from workers,
such as responses to policy decisions, suggestions for organisational improvement,
or moral support to the leader. The extent to which any of these communication
directions provide support to the leader will influence their job satisfaction,
wellbeing and professional morale, and thus influence the overall climate of the
organisation.
In his research into communication in Australian primary schools, John De Nobile
(2013) found a subset of data of interest: that related to upward supportive
communication to principals and the conditions that influence this occurring in a
school. He surveyed teaching and non-teaching staff across primary schools in all
Australian states to draw some findings on how staff can give supportive upward
communication to leaders. The top categories, with brief examples, were:
• Affirmation - telling the principal they had done something well or were
doing a good job;
• Share workload - assisting in sharing the burden of the principal’s work
by taking on an extra task;
• Cooperation - compliance with demands of the principal;
• Giving - providing food or drink to a principal who is under stress or sick;
• Advice - sharing experience or knowledge of a certain family or sector
of the community;
• Social gesture - dropping in to say ‘hello’ and giving a smile;
• Social activity - inviting the principal to join in staff activities;
• Encouragement - letting the principal know they have made the right decision;
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• Listening - the principal feels able to ‘vent’ behind closed doors;
• General - a general sense that the principal has the moral support
of the majority of the staff.
De Nobile identified three conditions that affected upward supportive
communication in a school. Reciprocity referred to the principal receiving
supportive communication on condition that supportive downward communication
was experienced by the staff. “Specifically, this category of condition referred to
comments that suggested staff members support the principal because the principal
offers support to them” (p. 45). This was evident where an ethos of positive and
supportive communication existed in the school culture, but conversely was absent
where “the staff are not really finding the principal supportive to them so in return
they do not really offer her support” (p. 46). The second condition was the
principal’s role, and the notion that it is their responsibility to provide downward
support, not the teacher’s responsibility to provide upward support. It was found to
be an expectation that the principal will support staff even in difficult situations, but
that there was no expectation on staff to support or thank the principal. Thirdly, the
study found “a direct link between upward supportive communication and the
level of openness in the school climate, particularly between principal and staff”
(p. 46). There was a greater occurrence of upward supportive communication in
the Australian faith based schools than in the government sector schools surveyed.
An older, American study, also linked upward communication to school climate:
“Open climate schools tend to be comprised of teachers and administrators who
trust one another” (Rafferty, 2003, p. 68). In this environment, Rafferty claims, the
upward flow of information and understanding leads to school improvement and
effectiveness. Fullan (2014) considers the successful principal as one who creates a
culture of upward communication where “people feel free to raise concerns and
offer alternative ideas” and the focus is on “solving a problem instead of complaints
and scapegoating” (p. 132).
As we enter the demands of the third term, what role might we each play in
improving professional morale and wellbeing by contributing to constructive and
supportive communication in our settings? And what impact might a smile or a
‘well done’ have on your leadership team today?
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LEADING A KAHUI AKO
INTERVIEW WITH TOM WEBB Annette Sheehy
Hi Tom. Your presentation at the NZEALS Conference ‘Leading a Kāhui Ako’
was thought-provoking and a story that should be shared. It is a mammoth task
being principal of a school and leading a Kāhui Ako as well. What motivated
ou to take on this role?
I guess firstly; it’s just working closely with our local schools. We don’t have a
great history of collaboration in our area, so being able to work more closely with
those schools, particularly on aspects of teaching and learning. Together as groups
of principals, we don’t often get a chance to talk about that really important aspect
of our work and often the focus is on the frustrations. So, to work with our local
schools, particularly around teaching and learning and what we are doing in our
own schools to raise achievement, was definitely the motivation for me.
How do you balance the expectations of being the Kāhui Ako lead with that of
being a principal of a rather biggish school?
It’s probably the most challenging aspect of the role with the competing demands
on my time. I try to see it all as a part of one big picture, not see them as separate
roles, but the influence that I can have in my Kāhui Ako lead role is going to have
a positive impact in our school, maybe in a longer term, but still will have a positive
impact, so I try not to see it as two separate roles, but as one role combined. It is
still a challenge and I’ve just got to be more effective and more efficient in what
I’m doing so I get time to focus on the Kāhui Ako work, as well as day to day work
with our school.
What support mechanisms are there in place to support you in the Kāhui Ako
lead role?
Well, the extra staffing that we get as a school is very handy and we use that to
place an extra teacher into the school, well, a component of an extra teacher at the
school. Having the support of my senior team is absolutely vital for me, for them
to understand my role in school, but also as the Kāhui Ako lead as well, so that
I get their understanding of the different demands of my time and the support from
staff in schools generally is really important. Also our expert partner, Allan Powell
from Evaluation Associates, has been very helpful. We meet quite regularly to talk
about some of the challenges we are facing in our Kāhui Ako and how we can
address these.

Growing leadership potential 45

You are a principal in a very culturally diverse area, what impact has diversity
had on the way you approached your leadership of the Kāhui Ako and perhaps
the leadership of the school?
In terms of Kāhui Ako, it’s meant, for a start, not only are we in a very culturally
diverse area, but we’ve got very diverse schools in our Kāhui Ako. We have faithbased schools and non-faith based schools, we have schools which cover either one,
two or three of the sectors from primary, intermediate and secondary, so really, the
diversity of the schools has had the biggest impact on my leadership. This has
meant to go slow, to make sure everybody is on board with what we’re doing and
not rushing forward with any of the work, or rushing forward with the risk of
leaving people behind. Leadership is absolutely crucial because you’re working at
a level removed from the other schools, this has the extra challenge for leadership.
I’ve got to try as much as possible to continue to check in with the other schools and
see how they’re finding our work and where they are with our Kāhui Ako.
How have you drawn the levels of diversity of schools together as the lead, given
they will have different values and expectations?
We do, yes, but we also are all at different stages and we have plans already in
place for the directions that our schools are going, so that’s been a really rewarding
but challenging area of the work, and so, it comes back to going slowly again.
We had our achievement challenge endorsed over the summer and the plans that
we put in place last year have already changed. Because we’re starting to work in
schools, we’re starting to see those differences and we’re starting to understand
where different people’s focuses are at the moment, so we can bring those together.
So, we’ve had to be very adaptable with that, as we work closer in the schools,

Ka-hui Ako/Communities
of Learning are groups of
education and training
providers that come
together, along with their
communities, to raise
achievement for all tamariki
and young people - by
supporting each other and
sharing expertise in teaching
and learning (ako).
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to understand where different people are at, and have the willingness to
change those plans as we move along. The schools are very diverse and in very
different places, but I can see us moving to a more common goal as we work
through this year.
Do you have any Iwi or Pacifica voice on the Kāhui Ako yet?
We don’t currently, other than that that’s been coming through from the schools.
It is something that we would like to do better and to have more of a community
voice there as well, but early on in our work and so this year has been about
establishing the positions, the across-school teachers and within-school teachers and
establishing the ways that they’re going to be working. So it is something that we’d
like to be doing, but not yet doing.
TOM WEBB is principal of
Mangere College. Previously
he was an associate
at UACEL, and was associate
principal at Onehunga High
School. He has been in
senior leadership since 2006
with experience at
Onehunga High School
and Mangere College, and
has skills in change
management, eLearning,
and secondary school
leadership and
management.

Early childhood was the forgotten sector in the original rollout of Kāhui Ako.
However, there has been a change of expectation that ECE should be included in the
Kāhui Ako. How are you as lead including ECE in your Kāhui Ako, and if not, have
you got plans in invite them?
I’m afraid it’s an area that we’re neglecting at the moment, but definitely do want
to include that voice into our discussions. It’s, again, at early stages and just hasn’t
been our focus, but we’re definitely keen to get the full range of education involved,
so ECE and at the other end, the tertiary level as well, with future directions for
our students.
Can you give me an overview of your Kāhui Ako network and your current foci?
Our achievement challenge is around writing and mathematics, particularly years
one to 10, and the way we’re going about achieving those challenges is a threepronged approach for our strategic programmes; which is collaborative teaching
with inquiry, assessment capability of students and teachers, and culturally
responsive practice. As we wrote our achievement challenge, we really focused on
those three areas, but as we’ve worked through this year, there’s become more of a
focus on the assessment capability area that we’ve been starting on. That’s where we
are at the moment, working towards a plan around improving assessment capability
of all our schools, particularly at the transition points, where we want to get some
more consistency of assessment practices and consistency of judgments of where
students are at, so we can have a smoother transition for students between schools.
What have been your biggest trials around setting up the Kāhui Ako? And what
have been your successes as the lead?
I think one of the biggest trials is balancing the desire to get stuck in and get the
work done and start to work more collaboratively with our schools, balancing that
desire with the knowledge that we can’t rush into this and we do have to prepare
for the unplanned and collaboratively so that we’re bringing everyone along
together, this has been particularly true once we’ve appointed our across-school
teachers who are really keen to get into their work, but had to go about building
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relationships in the schools that we’re working in. That work was really important
first before jumping into any of the other stuff, the actual work.
So what do you think the sum of the success is?
Building trust amongst the schools, definitely, being able to sit down with the
principals and talk about what is happening in each of our schools, building those
relationships and gaining a better understanding of how each of us work. And that
idea of really pacing the work so that the relationship building can be a real focus
and whilst we’re also making plans of what we’re actually going to be focusing on.
What changes would you like to see in the Kāhui Ako process or expectations to
make the Kāhui Ako even more successful?
That’s a tricky one, I guess a more distributed form of leadership within the
Kāhui Ako, so at the moment there’s the one leadership position, although it can be
shared about to some extent, but it’s pretty minimal, but yeah, a more distributed
form of leadership so that more people have a stake in what we’re doing and are
more included.
Is there anything that you feel we haven’t covered that you want to add?
Well I guess, just reiterating those challenges and opportunities. You asked about
the trials and tribulations - the diversity of our schools is a real positive for us, and
a real opportunity for us, but does provide a challenge for us at the same time; how
can we work with each other and come to a more cohesive way of working, whilst
representing all that diversity?
The other thing is, I didn’t really talk about the cultural diversity in our area.
I talked about the diversity of our schools, not that of our students, and how that
has impacted on my leadership with the Kāhui Ako; our goal moving forward
would be to really celebrate that cultural aspect of our area, that’s both within the
school but also within Kāhui Ako as well and celebrating, using that as a strength of
what we have. Just being around our students and our staff, is how I gain the
understanding of needs and really listening to people in the school who have that
strong understanding of the backgrounds of our students and, like I said before,
ensuring that we’re celebrating language, identity, all of the time and representing
that in all of our work. Letting the children lead around their cultural
understandings and beliefs is quite an empowering thing for them. Giving them
confidence in their own identity, so they have a really clear idea of who they are
and the values that they operate, and that’s not just from ethnic cultural aspects but
as youth in New Zealand today, and as youth of South Auckland today, giving them
confidence in that identity, so they can gain confidence in who they are and then
have more confidence in other settings.
Thanks for your time today, Tom. It has been a pleasure to discuss your
Kāhui Ako with you.

Letting the children
lead around their
cultural
understandings and
beliefs is quite an
empowering thing
for them. Giving
them confidence in
their own identity,
so they have a really
clear idea of who
they are and the
values that they
operate...
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LEADING LIGHTS: ARTICLE
SUBMISSION DEADLINES
NEXT ISSUE DEADLINE 2 NOVEMBER 2018
I would like to encourage you to provide an article for Leading Lights, which
might outline new policies and programmes, legislation, trends, developments,
research or education debates in your own locality. Your topic should be relevant,
and of professional interest, to educational leaders in New Zealand. I am seeking
short articles (500-1,500 words) and photos for forthcoming issues of the magazine.
Your own topic, based on your own area of interest/expertise (and keeping in
mind current issues and developments in educational leadership) is most
welcome. We are also seeking papers of emerging findings from educational
leadership research being carried out by post-graduate students. If you are
seeking a publication opportunity for your work this is a great place to begin.
Longer papers are published on the NZEALS website under a collection of
Members’ Publications.
Your target audience is cross-sector leaders throughout New Zealand.
A brief outline of the context of your education setting would be useful for
readers. Any recommendations you might make to readers, based on your
experience, knowledge or research, would be most appreciated.
Prospective writers who wish to discuss a possible topic before commencing
writing, may email me. Otherwise, completed articles can be emailed directly
to me at annette.sheehy@ikindergartens.nz as attached Word files or as plain
email messages and their receipt will be confirmed by return email. Please also
include a one-paragraph ‘about the author’ and attach a head and shoulders
photo of yourself as a separate file (high resolution jpeg preferred).
SUBMISSION DEADLINE 2018: 2 NOVEMBER
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