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HE KAKANO

TE AWE O NGA TOROA






He Kākano Communique 20 – Friday 3 February 2012
Nau mai ki tēnei Tau Hou.

Welcome to the New Year. 

	When we are no longer able to change a situation, we are challenged to change ourselves.
— Viktor E. Frankl

Change is the essence of life. Be willing to surrender what you are for what you could become.
— Unknown


In this communiqué we cover:

1. A brief summary of learnings from different communiqués 

2. Presenting a He Kākano plan – Hamilton Boys High School

3. Becoming familiar with the He Kākano Indicators framework
4. The Wānanga 4 timetable – venues and dates
A brief summary of learnings from different communiqués 

1. In 2011 the Manutaki have reported great progress being made in a number of schools in relation to He Kākano.  We wrote about different aspects of change in the following communiqués:

Communiqué 9 – Naenae College: Dealing with attendance by paying attention to data

Communiqué 10 – Papatoetoe High School – Opening and use of a new school whare

Communiqué 11- Mangakahia Area School – The impact of He Kākano on the school

Communiqué 12 – Queens High School – Using student voice to help make decisions

Communiqué 13 – Otaki College – Building school and community relationships

Communiqué 14 – Wanganui High School – Using data to drive for school excellence

Raglan Area School – Issues of tikanga and kawa – school and community

Nayland College – Building momentum for He Kākano in the staff

Communiqué 15 Mairehau High School – A leadership style for He Kākano

Communiqué 16 – Waitara High School – Building a better process to engage with whānau

Communiqué 17 – Southland Girls High School – Building He Kākano in a long established school

Communiqué 18 – Mt Roskill Grammar School – Developing the ‘spread’ of He Kākano in a large school



 Patea Area School - A student perspective on being bicultural

Communiqué 19 – Horowhenua College – Developing increased whānau interest

2. Manutaki are currently meeting in Tauranga to share ideas and plan the details so they provide even better support this year. Our main focus in 2012 will be to provide senior leaders with the skills required to embed He Kākano with middle leaders (Heads of Faculty, Heads of Department, Leaders of Learning, Deans etc.)

3. If you want emailed back copies of any of the communiqués, contact Soli Weiss or Paul Woller. In future communiqués we want to continue to bring to light as many examples as possible of how schools continue to meet the challenge of raising Māori student achievement through improving their own cultural responsiveness.

Developing an He Kākano Plan – Hamilton Boys High School

4. Hamilton Boys High School: (Headmaster Susan Hassall) - Decile 8, 2126 students, 370 Māori students (17%).

5. We are impressed by the way Hamilton Boys High have begun to address the way they want to improve outcomes for their Māori boys through the development of a ‘position paper’, which is like a separate planning document that sets out the current status of the school, areas of strength and areas that the school needs to address. If you are thinking of developing a separate strategy for your own school, or even how you might integrate a number of related issues, the HBHS position paper is a useful guide for leaders to look at in order to get ideas.

6. The structure of the paper is as follows:

· A data sheet that sets out roll numbers and the per centage of Māori boys at each level of the school and in each of the different bands of classes. Other issues mentioned on this page include Māori staff numbers (7/183) and references to other relevant school data and documents 

· He Kākano Principles that include:

· Establish relationships at all levels of the institution (non-dominating relationships of interdependence)

· Reduce disparity/Focus on those least well served by the education system

· Increase achievement of Māori students as Māori

· Two pages outlining all the actions taken in the school by staff to date to support He Kākano, including attending wānanga, undertaking surveys, collating, comparing and analysing school data against other national data, establishing an He Kākano coordinator in the school and processes for reporting to senior staff

· Descriptions of what the school currently does well to reflect its responsiveness to Māori –the different support services and activities that take place in the school as part of the ‘norm’ of school life, including: two tutor group, a Dean of Māori, kapa haka, Manu Kōrero involvement, Māori and Pacific Island awards evening, Whanau meetings, a school haka, a House haka competition, school songs (specifically waiata, the national anthem sung in both Māori and English at weekly school assemblies, the school name in Māori on billboard signage and stationery, and formal whole-school pōwhiri to welcome new staff and students to the new academic year. The leadership team and Principal reinforce core school values and messages based on creating a caring and supportive environment that encourages cultural responsiveness through appropriate curriculum options and developing positive relationships.

· The paper identifies areas for improvement based on the use and analysis of the Institutional configuration map. The writer concludes that professional development needs to occur among staff with individual teachers requiring support. The school sees itself as beginning a journey, but feels that their AREA data analysis has revealed some positive achievement occurring in the school.

· The attached Appendix to the paper includes the six goals the school has decided to focus on. These goals are quite specific and are each established within a framework of the following critical questions: What foundational evidence do we have of Māori students’ achievement and participation? What does the evidence suggest that we have done well? What areas of goal-setting evidence are highlighted for further development following the interrogation of the evidence? What are the priority areas for development and the actions that will lead to achieving the goal?
· The goals themselves are SMART and cover Māori student feelings about being at the school, raising achievement levels, reducing absences and stand downs and increasing NCEA levels. The last goal is about acknowledging Māori students services to the school through assemblies and the HBHS Service Award Scheme
7. The project team acknowledges the effort that has been put into producing a document like this, as it makes public the school’s intention to improve its capacity to be culturally responsive to the Māori students in an ordered and transparent way, that is clear for all staff and school supporters to understand. 
Becoming familiar with the He Kākano Indicators framework
Context
8. Over the next few communiqués we will be working our way through the He Kākano Indicators framework in more detail, a step at a time.  We introduced the overall framework at the third wānanga, and Manutaki have also talked to their schools about it in general terms during Term 4. The Indicators framework is a tool that provides schools with a way of self-reviewing their cultural responsiveness as an organisation, at any point in time.  

9. Here we begin by examining the first part of the He Kākano Indicators four-stage ‘cycle’ of change. The cycle or ‘spiral’ of change includes: positioning/repositioning; enquiring; co-constructing/re-constructing; and engaging). In terms of the He Kākano Indicators framework, we define each stage or area as follows:

Positioning/repositioning 

· Positioning and re-positioning is about leaders being agentic in terms of cultural responsiveness. 

Enquiring

· Enquiring is about leaders using evidence to co-construct common understandings for common practice
Co-constructing/re-constructing

· Co-constructing is about leaders negotiating a common understanding for future practice
Engaging

· Engaging is about leaders collaborating beyond the senior leadership teams and Boards of Trustees to include other groups in decision making for the engagement and achievement of Māori students
10. We see school leaders as being agents of change. Each of the stages contains a number of Key statements, that then lead into a number different criteria or statements of explanation. We have developed 18 different criteria for the positioning/repositioning stage. Here we examine the first two key statements and the eight related criteria in more detail under these two key statements. 

He Kākano Indicators Framework Area - Positioning and Repositioning

Key statement one: School leaders understand their roles as change agents
11. Positive change agents are people who act as catalysts for change for the good – who make existing conditions ‘better’, who make themselves ‘better’ than before and who make others ‘better’ than before - and who make those changes ‘stick’. Making things ‘better’ in terms of cultural responsiveness assumes that leaders continually strive to improve their own level of cultural responsiveness, as well as the levels of those around them. When you are a successful change agent:

· You are satisfied that the changes you are promoting will create a better future for you and those you are trying to make changes for

· You use your drive, energy and passion to change the status quo, no matter how hard that may be

· Your persistence, drive and self-motivation are enough to overcome any obstacles 
· You take others with you – you influence the behaviour of a significant number of others
12. Successful school leaders are positive change agents that navigate their own personal thinking about cultural matters, are aware of how their own personal cultural influences impact on their decision making and the way they can influence changes in their schools, and influence staff to focus specifically on Māori student potential and achievement. Here (in italics) are the first eight criteria from the positioning/repositioning area of the Indicators framework, and our comments about each criterion. You don’t have to agree with our comments, but we hope the criteria and comments will be used by you as discussion starters among your staff over the year.
School leaders each have a set personal goal related to culturally responsive leadership based on the understanding that, as leaders, change initiatives have to start with them.

13. We think that goal setting around cultural responsiveness is important – not just for the school but for ourselves as leaders. If we are to make changes we need to deliberately push ourselves to learn by setting specific personal goals that reflect and embrace change.

School leaders establish professional and personal goals/responsibilities that support the development of respectful professional relationships

14. The GPILSEO model includes Goals setting (based on data and evidence) as one of the first tasks to undertake in order to achieve change. At wānanga 2 and 3 we have also emphasised the importance of leaders developing ‘respectful relationships of interdependence’. Setting personal and professional goals is about working with colleagues in open, respectful and thoughtful ways. As leaders, we will be known for our ability to listen and to make robust decisions based on shared understandings.

School leaders facilitate the repositioning of their Senior Leadership Team in relation to Maori student achievement

15. We see many benefits in bringing the senior leadership team into the decision making about the kinds of changes needed to improve Māori student achievement levels. In practice this means allowing them to attend and lead at wānanga as well as taking responsibility for different elements of change in the schools – whether it is data gathering and analysis, to leading discussions, to taking responsibility for different groups. We are seeing that Principals that have their SLT ‘on board’ are able to ‘spread’ their influence more efficiently to the middle leaders. 

School leaders facilitate the repositioning of HoDs and HoFs in relation to Maori student achievement and success

16. This will be a focus of the project team in 2012. Our expectation is that this year we will see a number of new faces attending wānanga, many of them influential leaders from middle management. We also expect to get requests from schools to assist them in professional development days for middle leaders. In anticipation, we would like schools to start planning their needs (by themselves or cooperatively with each other), so we (project team and Manutaki) can in turn develop a schedule that will work for everyone. The ‘path’ that middle leaders take may not be much different from those that senior leaders have taken with He Kākano over the last 18 months – positioning/repositioning, enquiring and so on. 
School leaders facilitate the repositioning of whānau, hapū and iwi educational relationships related to Maori

17. In wānanga 3 we explored pretty thoroughly the implications of working with whānau, hapū and iwi. While many schools already have well established relationshps, for others this area has been fraught with frustration. However, we believe that making the necessary changes to processes in terms of relationship building and constructive actions with whānau, hapū and iwi can provide many positive benefits in the short, medium and long term. This criterion assumes shared planning and agreement on how to address critical learning and achievement areas.

Key Statement Two: School leaders see themselves as culturally located beings and understand that their own culture impacts on others and that they can learn from other cultures
School leaders show they are culturally located and can learn from other cultures 

18. Our understanding is that this statement relates to the theme of the first series of wānanga – that we are all ‘culturally located beings’ who make decisions in life (at work and play) based on what we know, what we have learned and what we already value. However, to appreciate another culture, we may need to move into that uncomfortable ‘unknown’ space where there are unfamiliar values and systems and processes. Anne Milne (‘Colouring in the White Spaces’ (2009)) refers to Christine Sleeter’s comment (2008) that schools can be places where ‘We assume we can teach anyone but at the same time routinely carry stereotypes into the classroom that support deficit thinking and depressed expectations...’. 

19. As leaders we may have to accept that leadership includes being both the teacher and the ‘learner’. Some leaders embrace that possibility. Others are naturally more cautious, because leadership is often about the power to make decisons without necessarily taking into account the views of others. Sharing another cultural perspective may mean sharing or even giving away that power. However, we believe in the principle that sharing power is itself empowering. 
School leaders understand that the culture of their institution matters. 
20. We believe that schools have a culture that more often than not reflects the cultural values and norms of their leaders – most of whom in New Zealand are not Māori. By focussing on specific cultural matters leaders can begin the process of making their schools more culturally responsive. There is growing evidence that schools and school leaders that are deliberately culturally responsive to Māori are more likely to improve and achieve better results for Māori students. If the school leaders struggle 

School leaders positively utilise their institutional culture to effect positive change for Maori students

21. So, failing having an all-Māori staff and students, leaders of schools can begin to understand the ways in which their school’s culture can act as an impediment to Māori student achievement and success, and set about ways to make positive changes to their school culture OR use their current school culture to effect positive changes for Māori students. This will often mean looking at structures and process (e.g. timetabling of te reo Māori classes to ensure maximum opportunities for all students etc.)

22. We will look at the remaining Key statements and the related criteria related to Positioning/Repositioning in the next Communiqué.  
Confirmed Dates and Venues for Wānanga 4 – get these into your diary now. Remember, if you can’t make it to the wānanga in your region, we can support your coming to one in another region.
	
	Wananga 4 - Venue
	Date

	Otago/Southland
	Murihiku Marae, 
408 Tramway Road INVERCARGILL
	27/28 Feb

	Cant/West/Nels/Marl
	Takahanga Marae  

Takahanga Terrace KAIKOURA


	22/23 Mar

	Well/Wai/Mana/Horo
	Tapu Te Ranga Marae

44 Rhine Street, Island Bay WELINGTON

	8/9 Mar

	Tar/Wan/Man/Horo
	Pukemokimoki Marae

Riverband Road

NAPIER


	5/6 Mar

	Auck/North Auck
	Manukanuka o Hoturoa Marae - Auckland Airport, AUCKLAND
	20/21 Feb

	Wai/BoP
	Wairaka Marae, 97 Muriwai Drive, Wairaka
WHAKATANE
	23/24 Feb


23. Now that we have confirmed venues and dates (note, we did shift the Otago-Southland date because too many leaders were going to be away in March and the SPANZ conference was also taking place) we want to encourage school leaders to attend at least one of the two days of the wānanga. Our expectation is that there will also be more middle leaders attending the next series of wānanga, to encourage ‘spread’ and ‘ownership’. 

We look forward to seeing you all.

Mauri ora 

Paora and Hine 

(on behalf of Russell Bishop and Mere Berryman)
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