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Foreword 
 
 
One of the key issues facing Niue is to maintain our unique spiritual, cultural, social 
and linguistic integrity in the long term. That involves paying attention to adopting a 
strategic approach in responding to national Human Resource Development (HRD) 
issues. This HRD Review is an important project of my Government and we are 
committed to its implementation.  
 
The development of this Niue HRD Planning Framework is the first step in the 
process of producing an HRD Plan that will underpin all training for the government, 
private and civil society sectors in Niue. This will ensure that all sectors are working 
together towards the same objectives and should alleviate much of the dispersal and 
duplication of effort which has characterised the past. The Planning Framework was 
drafted in a collaborative manner with key players from all sectors being given the 
opportunity to contribute. The Framework is thus the product of wide consultations 
and contributions and represents a foundational document that truly reflects the 
concerns of the community in Niue.  
 
Even the best-planned Framework in the world requires the desire, commitment and 
ability to utilise this plan before it can become fully effective. Internally driven and a 
function of the nationôs aspiration to be as self reliant as possible. 
 

The HRD Planning Framework Report is in three volumes: This Volume 2 is the 
detailed report, which includes a discussion of the Reviewôs findings and 65 
recommendations. Volume 1 is an executive summary of the recommendations, 
which will be deliberated on by Assembly following consideration by Cabinet. Volume 
3 is the detailed raw data and information from the consultations with people from the 
public, private and civil society sectors. Volumes 2 and 3 together are a valuable and 
comprehensive collection of information relating to HRD in Niue at this time.  

 

I would like to acknowledge the work of the Review Team, Dr Shirley Randell, HRD 
Specialist, Mr Tongiavalu Pihigia, Special Projects and Ms Cherie Morris-Tafatu, 
Manager HRD Unit. I especially thank all the people who gave their time to discuss 
the issues raised in this document: the representative Steering Committee for the 
project, the National Training and Development Council, leaders in the public, private 
and civil society sectors, and the New Zealand High Commission in Niue. 

 

Finally, I would like to thank New Zealand Official Development Assistance that 
funded the study. 
 
 
 
Hon Sani E L Lakatani  
(Premier) 
 
15 February 2002 
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1 Recommendations 
 
Below is a list of 65 recommendations made throughout this report. For easy 
reference, the number of the recommendation refers to the Paragraph which 
provides the background for the proposal. 
 
Recommendation 2.3.1 ................................................................................................  
It is recommended that the term Technical/Vocational Education and Training should 
be used to describe training and vocational education in Niue in non-formal education 
across all sectors and at all levels of formal education, from Niue Primary School to 
the University of the South Pacific Centre on Niue. .................................................. 18 
 
Recommendation 2.3.2 ................................................................................................  
It is recommended that the term Adult and Community Education should be used to 
describe non-formal life skills programs for youth and adults, both women and men, 
that are not academic or TVET but are essential for the strengthening of a living 
community. ............................................................................................................... 18 
 
Recommendation 4.2 ...................................................................................................  
It is recommended that: ................................................................................................  

¶ Following acceptance of this Report on the Niue Human Resource 
Development Planning Framework Project by NZODA and GON, NTDC should 
circulate the Executive Summary to the public, private and civil society sectors; .....  

¶ NDTC should prepare a policy paper for the consideration of Cabinet and the 
Assembly with a timetable for enacting agreed recommendations in the Report on 
the Niue Human Resource Development Planning Framework Project; ...................  

¶ NDTC should prepare a comprehensive report on the training experience 
overseas of all returning awardees to the Niue Public Service Commission for 
employment purposes and to Cabinet and public, private and civil society sectors 
for information. ..........................................................................................................  

¶ The Niue Public Service Commission should prepare a policy and procedures 
paper for Cabinet on follow up action to be taken on the reports of all Government 
sponsored reviews and enquires. ......................................................................... 31 

 
Recommendation 5.1.1 ................................................................................................  
It is recommended that the Department of Education in consultation with NDTC and 
Education MSC should jointly explore a range of options for increasing distance 
education for teaching and other careers, including support through study facilities, 
mentorship and reliable communication. .................................................................. 33 
 
Recommendation 5.1.2 ................................................................................................  
It is recommended that the Education Department in consultation with Education 
MSC when developing parent education resources should consider ways of assisting 
parents to have more realistic aspirations for their children and choose the type of 
education and training that is appropriate for them. .................................................. 33 
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Recommendation 5.1.4.1..............................................................................................  
It is recommended that the Department of Education and the Niue Primary School 
should reintroduce elements of agriculture, including gardening into the primary 
curriculum. ................................................................................................................ 34 
 
Recommendation 5.1.4.2..............................................................................................  
It is recommended that the Department of Education in consultation with Education 
MSC should investigate and recommend the resources necessary to enhance the 
delivery of TVET courses at Niue High School in 2003. ........................................... 35 
 
Recommendation 5.1.4.3..............................................................................................  
It is recommended that the Department of Education in consultation with Education 
MSC should investigate and recommend appropriate Internet access at Niue High 
School. ..................................................................................................................... 36 
 
Recommendation 5.1.4.4..............................................................................................  
It is recommended that the Department of Education in consultation with Education 
MSC should investigate and recommend the resources necessary to appoint a 
Careers Advisor, establish a Careers Counselling Centre at the Niue High School in 
2003 and conduct tracer studies of school leavers. .................................................. 36 
 
Recommendation 5.1.4.5..............................................................................................  
It is recommended that NDTC should give consideration to ways of encouraging 
technically skilled Niueans resident in New Zealand with bond commitments to visit 
Niue on a regular basis to pay off their bonds by providing necessary TVET services.
 ................................................................................................................................. 36 
 
Recommendation 5.1.4.6..............................................................................................  
It is recommended that NDTC should develop a set of guidelines to formalise the 
Trade Training/Attachment Scheme for 2003 for approval by Cabinet and the 
Assembly. ................................................................................................................. 37 
 
Recommendation 5.1.5.1..............................................................................................  
It is recommended that NDTC identify non-formal ACE learning opportunities that 
could be provided through community-based workshops, courses and seminars. ... 38 
 
Recommendation 5.1.5.2..............................................................................................  
It is recommended that NDTC should explore with the Department of Education how 
the facilities and resources of the Niue Primary and High Schools can be made 
available out-of-school-hours for non-formal ACE programs. ................................... 38 
 
Recommendation 5.1.6.1..............................................................................................  
It is recommended that NDTC should assist, promote and facilitate distance 
education, extension and extramural studies through a strengthened USP Centre on 
Niue and the Commonwealth of Learningôs Regional TEVT Distance Learning Project 
and provide administrative coordination as appropriate. .......................................... 39 
 
Recommendation 5.1.6.2..............................................................................................  
It is recommended that the University of the South Pacific Centre on Niue should 
investigate and recommend on establishing a relationship with a Polytechnic 
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institution in a Pacific Island Country with a view to expanding its provision in TVET 
courses. .................................................................................................................... 39 
 
Recommendation 5.4.1 ................................................................................................  
It is recommended that NDTC should ensure that from 2002 a majority of the 
overseas awards are allocated to TVET and ACE courses for the private sector and 
civil society. .............................................................................................................. 48 
 
Recommendation 5.4.2 ................................................................................................  
It is recommended that the Government of Niue and NZODA should reintroduce the 
Business Community Training and Employment Subsidy Scheme for the 2002/3 
financial year and NDTC should develop a set of guidelines for approval by Cabinet 
and the Assembly. .................................................................................................... 50 
 
Recommendation 5.5.3 ................................................................................................  
It is recommended that NHRDC should ensure that the National Youth Council is 
consulted prior to agreement for funding for youth education and training, and that 
human resource development funds be allocated according to guidelines in line with 
the National Youth Policy.......................................................................................... 52 
 
Recommendation 5.6 ...................................................................................................  
It is recommended that NDTC should undertake a thorough training needs analysis 
of the public, private and civil society sectors to develop an integrated capacity 
building program for Niue, using local skills wherever possible in hands-on training in 
every village. ............................................................................................................. 54 
 
Recommendation 5.7.1.1..............................................................................................  
It is recommended that NDTC should support multiskilling, job rotation and cross-
sectoral placements to open up career planning within the Niue Public Service and 
between the public, private and civil society sectors. ............................................... 55 
 
Recommendation 5.7.1.2..............................................................................................  
It is recommended that NDTC should examine the feasibility of establishing a 
mentoring program in 2003 which would link people with expertise in New Zealand, 
Australia and Pacific Island Countries either through short country visits or email 
technology to provide mentoring assistance to members of the public, private and 
civil society sectors. .................................................................................................. 55 
 
Recommendation 5.7.1.3..............................................................................................  
It is recommended that NDTC should investigate making more use of the print media, 
radio and television in delivering TVET and ACEal programs .................................. 55 
 
Recommendation 5.7.1.4..............................................................................................  
It is recommended that NDTC should investigate reintroducing the Niue National Skill 
Testing and Certification Scheme, if possible in collaboration with a polytechnic in a 
Pacific Island Country. .............................................................................................. 56 
 
Recommendation 5.7.2.1..............................................................................................  
It is recommended that NDTC should investigate establishing ongoing partnerships 
with overseas TVET institutions in New Zealand and Pacific Island Countries for the 
purpose of exchange of expertise, curriculum and training. ..................................... 57 
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Recommendation 5.7.2.2..............................................................................................  
It is recommended that NDTC and the National Tourism Office should investigate 
innovative ways of transferring the skills of tourists, in particular yacht visitors, for 
TVET and ACE purposes. ........................................................................................ 57 
 
Recommendation 5.7.3 ................................................................................................  
It is recommended that from 2003 NDTC should adopt the policy of allocating 
overseas education and training awards to Pacific Island Countries unless the 
approved course is not offered in the Pacific or is specifically required for work in 
Niue. ......................................................................................................................... 59 
 
Recommendation 5.8 ...................................................................................................  
It is recommended that: ................................................................................................  

¶ The Niue Public Service Commission should monitor more carefully the 
Human Resource Development component of Corporate Plans, and progressively 
require the development of annual Business Plans and individual Work Plans that 
are in synergy with Corporate Plans; ........................................................................  

¶ NDTC should investigate the provision of support to the private sector and civil 
society for the development of Corporate Plans that contain Human Resource 
Development Plans. .............................................................................................. 59 

 
Recommendation 6.1 ...................................................................................................  
It is recommended that the goal of human resource development in Niue should be to 
improve Niueôs living standards by building the capacity of Niuean residents 
committed to life and community on Niue with relevant work and life skills for the 
public, private and civil society sectors. .................................................................... 61 
 
Recommendation 6.2 ...................................................................................................  
It is recommended that the objectives of the Niue Human Resource Development 
Planning Framework should be to: ...............................................................................  

¶ Collect comprehensive HRD data ......................................................................  

¶ Identify and analyse education and training needs of the public, private and 
civil society sectors over the next three years ...........................................................  

¶ Develop policies and appropriate education and training programs for the 
acquisition of technical, business and life skills that will maintain Niueôs unique 
spiritual, cultural, social and linguistic integrity ..........................................................  

¶ Identify appropriate delivery systems .................................................................  

¶ Enhance coordination, communication and cooperation to ensure 
transparency and reduce duplication ........................................................................  

¶ Ensure fair distribution of resources for all forms of training in the public, 
private and civil society sectors and disburse funds in an efficient and effective 
manner ......................................................................................................................  

¶ Ensure evaluation, monitoring and accountability mechanisms .........................  

¶ Ensure effective dissemination of information. ............................................... 61 
 
Recommendation 6.3 ...................................................................................................  
It is recommended that the priorities for human resource development should be: ......  

¶ To provide non-formal ACE programs that match skills taught (outcomes) with 
the needs for employment and livelihood in a subsistence economy thus promoting 
a living community in Niue; .......................................................................................  
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¶ To provide work-based TVET programs for the public, private and civil society 
sectors; .....................................................................................................................  

¶ To change attitudes to TVET by introducing elements of agriculture and 
gardening in the primary school curriculum and emphasising non-academic 
courses in the secondary school; ..............................................................................  

¶ To strengthen distance education through the use of new technologies at the 
University of the South Pacific Centre in Niue. ...................................................... 62 

 
Recommendation 6.4 ...................................................................................................  

It is recommended that:.............................................................................................  

¶ The National Development and Training Council should be renamed the Niue 
Human Resource Development Council and the Human Resource Development 
Unit should be renamed the Niue Human Resource Development Office to reflect 
their broader roles; ....................................................................................................  

¶ NDTC should appoint the General Manager, Niue Human Resource 
Development Office as its first task; ..........................................................................  

¶ The existing National Training and Development Council and Human 
Resource Development Unit do not cease until NHRDC and the new General 
Manager are appointed and the Niue Human Resource Development Office is 
established. ........................................................................................................... 62 

 
Recommendation 6.4.1 ................................................................................................  
It is recommended that NHRDC should: .......................................................................  

¶ be established with a legislative base by the end of 2002 in time for the 
beginning of the 2003 academic year; ......................................................................  

¶ have a mandate for human resource development in the public, private and 
civil society sectors and for all post secondary education, including TVET and 
ACE;..........................................................................................................................  

¶ be responsible to the Minister for Education. ................................................. 63 
 
Recommendation 6.4.2 ................................................................................................  
It is recommended that NHRDC should have six main functions: policymaking, 
planning and coordination, administration, information gathering and dissemination, 
monitoring and evaluation, and enforcement of agreements. ................................... 63 
 
Recommendation 6.4.3.1..............................................................................................  

It is recommended that:.............................................................................................  

¶ The Niue Human Resources and Development Council should consist of nine 
members: ..................................................................................................................  
- Secretary of Government (Chairperson) ............................................................  
- Representative of Niue Public Service Commission (nominated by the PSC) ...  
- Director of Education .........................................................................................  
- Representative of the Niue Chamber of Commerce (nominated by NCOC) ......  
- Representative of the grassroots businesses (nominated by grassroots 
associations) .............................................................................................................  
- Representative of civil society (nominated by NIUANGO) .................................  
- Representative of civil society (nominated by NCC) ..........................................  
- Representative of the donor community (NZODA);............................................  
- General Manager Niue Human Resource Development Office; ........................  
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¶ Representatives of the private sector and civil society should have a good 
understanding of HRD issues and NISP, and a commitment to a living community 
on Niue; .....................................................................................................................  

¶ The members should elect the Deputy Chairperson from the representatives 
of the private and civil society sectors; ......................................................................  

¶ The General Manager of the Niue Human Resource Development Office 
should attend all Council meetings and advise Council on all relevant HRD 
matters. Staff of NHRDO may be present at the meeting when Council is 
considering matters under their functional area of responsibility; ..............................  

¶ Council members should consult with their relevant sector on matters relating 
to those sectors and inform them of Council decisions; ............................................  

¶ The NZODA representative should consult and seek harmonisation with other 
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¶ Both men and women should be represented on Council; .................................  

¶ Members should generally serve for a three-year term. ................................. 65 
 
Recommendation 6.4.3.2..............................................................................................  

It is recommended that the Niue Human Resources Development Council should 
establish a Mediation Committee, consisting of three distinguished retired citizens 
representative of the public, private and civil society sectors, who would have the 
power to mediate in the case of any appeal against Council decisions. ............... 65 

 
Recommendation 6.4.4 ................................................................................................  
It is recommended that: ................................................................................................  

¶ A minimum of 12 meetings of NHRDC should be held each year, with 
additional meetings held as and when necessary; ....................................................  

¶ All Council members should attend every meeting. If a member is absent from 
any two consecutive meetings without good reason the respective nominating 
authority shall replace that member; .........................................................................  

¶ A quorum should be five members; ...................................................................  

¶ Decisions should be made on the basis of consensus where possible. The 
Chairperson does not have the authority to overrule a majority decision, however, 
in cases where a vote is necessary and equally split, the Chairperson shall have a 
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Recommendation 6.4.5.1..............................................................................................  
It is recommended that the Human Resource Development Unit should be 
restructured to form a single advisory and implementing Niue Human Resource 
Development Office under NHRDC to maximise the efficient and effective delivery of 
education and training to the public, private and civil society sectors. ...................... 66 
 
Recommendation 6.4.5.2..............................................................................................  
It is recommended that NHRDC and the General Manager should assess staffing 
requirements for the Niue Human Resource Development Office, prepare job 
descriptions, determine level of each position and advertise and recruit staff. ......... 67 
 
Recommendation 6.4.5.3..............................................................................................  
It is recommended that the Director of the Department of Administrative Services and 
the Manager of the Human Resource Development Unit should consult regularly with 
all staff prior to the establishment of the Niue Human Resource Development Office 
to ensure a cooperative productive team approach to HRD in Niue. ........................ 67 
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Recommendation 6.4.5.4..............................................................................................  
It is recommended that the first task of the General Manager of the Niue Human 
Resource Development Office following the filling of all positions should be the 
development of a three year Corporate Plan and annual Business Plan aligned with 
the Niue Integrated Strategic Plan, which outlines vision, mission, values, objectives, 
strategies and measures for achieving excellence in human resource development in 
Niue, and individual work and development plans for all staff. ................................. 68 
 
Recommendation 6.4.6.1..............................................................................................  

It is recommended that the Director of the Department of Administrative Services 
and the Manager of the Human Resource Development Unit should: ......................  

¶ Assess safety issues in the current building and ensure appropriate building 
renovations are carried out; ......................................................................................  

¶ Consult with all staff to ensure the most effective use of current equipment and 
resources. ............................................................................................................. 68 

 
Recommendation 6.4.6.2..............................................................................................  

It is recommended that NDTC should organise ongoing use of the Training Room 
in the Education Department for TVET purposes and seek Government of Niue 
funds for an additional storage room for equipment. ............................................. 69 
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database for all TVET and ACE that occurs on Niue, and the costs for the 
establishment of the database and the training of staff to use it should be funded by 
NZODA. .................................................................................................................... 69 
 
Recommendation 6.5.2.1..............................................................................................  
It is recommended that NDTC should review its Policies, Procedures and Guidelines 
to combine them into one Policy Manual outlining rationale, objectives, eligibility and 
selection processes for each scheme with a view to ensuring that existing 
requirements for TVET and ACE in the public, private and civil society sectors are 
publicly available in 2002. ......................................................................................... 71 
 
Recommendation 6.5.2.2..............................................................................................  
It is recommended that NDTC should review its Student Manual, Training Calendar 
and pamphlets to ensure that the latest information is available for students, parents 
and teachers and that both Council  & student responsibilities are clearly outlined. . 71 
 
Recommendation 6.5.3 ................................................................................................  
It is recommended that NDTC should develop guidelines to assist sectors to 
undertake job analysis, identify skill gaps and analyse training needs. .................... 71 
 
Recommendation 6.5.4 ................................................................................................  
It is recommended that NDTC should identify delivery systems for TVET and ACE, 
outlining both incountry and overseas sources and systems, and their management, 
delivery and performance monitoring processes. ..................................................... 73 
 
Recommendation 6.5.5 ................................................................................................  
It is recommended that NHRDC should hold at least annual consultations with the 
public, private and civil society sectors to bring together sectoral perspectives and 
enable participation in planning and coordination. .................................................... 73 
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Recommendation 6.5.6 ................................................................................................  
It is recommended that the National Development and Training Council should 
develop a simple and practical Niue Human Resource Development Plan for 2002/3 
and that NHRDC should prepare the Plan for 2003/4 to 2005/6 and thereafter on a 
rolling triennial basis in conjunction with the Niue Integrated Strategic Plan and sector 
HRD Plans which are linked to their Corporate Plans. ............................................. 74 
 
Recommendation 6.5.7 ................................................................................................  
It is recommended that the Niue Human Resources Development Council should: .....  

¶ Implement procedures to ensure that the requirement of inservice trainees to 
provide suitable written reports within 14 days of their return to Niue, conduct 
workshops and report on television is implemented; .................................................  

¶ Report annually on performance indicators for key result areas for overseas 
education and training programs and publish and circulate these reports; ...............  

¶ Consider putting a limit on the time government officers can be out of the 
country each year and making more use of modern telecommunications for 
regional and international connections. ................................................................. 75 

 
Recommendation 6.5.8 ................................................................................................  
It is recommended that NDTC should: ..........................................................................  

¶ Adopt the principles of transparency, consistency and accountability; ..............  

¶ Develop a policy for information sharing so that the public, private and civil 
society sectors have access to all procedures, course information and reports to 
stimulate a learning environment across Niue; .........................................................  

¶ Develop a full set of procedures for all activities and make them publicly 
available; ...................................................................................................................  

¶ Make more effective use of the print, radio and television media in 
disseminating information. .................................................................................... 76 

 
Recommendation 6.5.9.1..............................................................................................  
It is recommended that NHRDC should have budgetary responsibility for all areas of 
human resource development in the public, private and civil society sectors. .......... 76 
 
Recommendation 6.5.9.2..............................................................................................  
It is recommended that NHRDC should review funding allocations to increase the 
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Recommendation 7.1.4 ................................................................................................  
It is recommended that the Niue Human Resources Development Council should 
prepare detailed guidelines for the allocation and distribution of New Zealand Official 
Development Assistance support for human resource development in Niue in the 
future. These should include: ........................................................................................  
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Council; .....................................................................................................................  
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development; ............................................................................................................  

¶ Consultation with all key stakeholders shall occur through Council; ..................  

¶ Availability of funding shall be advertised in a timely way; .................................  



Draft GON/NZODA NHRDPFP Report, Volume 2, Solomon Leonard Ltd, 16/05/2010 16 

¶ Public, private and civil society sectors shall identify education and training 
needs in advance and strategically plan to meet those needs; .................................  

¶ While funds should be distributed on a skills needs rather than a sector basis, 
allocations to private and civil society sectors should be increased; .........................  
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Recommendation 7.1.5 ................................................................................................  
It is recommended that: ................................................................................................  

¶ The National Development and Training Council should invite NZODA to 
Council meetings to assist in the immediate tasks of the development of policy and 
procedures and the student manual prior to implementation of the Reviewôs 
recommendations; ....................................................................................................  

¶ If a donor representative is not made a member of the Niue Human Resources 
Development Council, another avenue of involving NZODA in the determination of 
guidelines, the allocation of NZODA funds and the selection of applicants should 
be considered. ...................................................................................................... 83 

 
Recommendation 7.1.6 ................................................................................................  
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expenditure of NZODA funds that increases the support provided to TVET & ACE. 84 
 
Recommendation 7.1.7 ................................................................................................  
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Recommendation 7.7.1 ................................................................................................  
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Recommendation 7.7.2 ................................................................................................  
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Planning Framework. ................................................................................................ 89 
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2 Introduction 

2.1 Background  

Human Resource Development (HRD1) is an important component of the 
development strategy of the Government of Niue (GON). The 1994 National Strategic 
Development Plan2 identified HRD as one of its key objectives. This goal was 
restated in successive Plans and is reinforced in the current Niue Integrated Strategic 
Plan, 1999-20033 (NISP). The achievement of Niueôs social, economic and political 
goals hinges largely on the effectiveness and efficiency of resource allocation for 
education and training. 
 
However, since this goal was identified in 1994, there has been a steady depletion of 
the skills base necessary for economic growth and stability as well as a change in the 
skills required to maintain Niue as a living community. The current HRD effort is 
fragmented and is not targeted at the pragmatic needs of a very small society. With 
limited planning capacity there has been a lack of coordination and consistency. 
There has been less than optimal allocation of scarce human resources and limited 
matching of education and training with workforce and community needs. GON 
recognises the need to plan for the effective use of funds available for education and 
training so that Niueôs men and women have the skills needed to contribute to the 
economic and social development of Niue. Resources should be focused and donor 
contributions looked at holistically in the context of NISP. 
 
The goal of this assignment, funded by New Zealand Official Development 
Assistance (NZODA) with human resources from GON, is to develop a framework for 
HRD planning that focuses resources and looks at donor contributions holistically to 
enable Niue to effectively identify, plan for and respond to the human resource needs 
of the public, private and community sectors. The names of some entities will be 
changed to reflect expanded scope consistent with this concentration of effort. The 
main output will be a three-year Niue HRD Planning Framework (NHRDPF) for Niue 
for the financial years 2002/03 to 2004/05.  

2.2 Terms of Reference 

The Terms of Reference (TOR) for the Review are detailed in Appendix 2. The major 
objectives were: 

¶ To document and analyse the current situation with regard to HRD in Niue  

¶ To review and, where necessary, recommend changes to institutional 
arrangements and processes for the ongoing assessment of and planning for 
Niueôs HRD needs  

¶ To review NZODAôs support to HRD in Niue and consider whether the various 
allocations need to be changed to better contribute to meeting Niueôs HRD needs   

¶ To assist Niue to develop a three-year HRD planning framework, with an 
emphasis on linking training primarily to the workforce needs of Niue, and taking 
into account community needs  

¶ To provide on-the-job training to key counterparts as far as practicable during the 
assignment and recommendations for further training to ensure effective capacity 

                                            
1
 A list of acronyms is in Appendix 1. They have been widely used to reduce the length of the Report) 

2
 GON, 1994 

3
 GON, 1999 
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and capability in Niue to implement, monitor and further develop the HRD 
planning framework. 

 
Within these five objectives were 21 detailed tasks, the majority of which were fully 
completed during the consultancy (see Paragraph 8.5). 

2.3 Terminology 

2.3.1 Training and Vocational Education 

The Review considered appropriate definitions of training and vocational education. 
The 2001 Pacific Technical/Vocational Education and Training (TVET) Conference 
advocated that there was some value in Pacific Island Countries (PICs) taking 
advantage of commonalities to establish links. PICs have adopted the terminology 
TVET to embrace all aspects of non-academic training and vocational education and 
the Review considers this is the appropriate term to use in Niue4.  
 
The Review is aware that TVET has a lower status than classical academic courses. 
There is very little public awareness about the true nature of TVET and its potential 
impact on a living community and the local economy. TVET provision also has 
comparatively higher costs, and there is a lack of local TVET expertise. As in other 
parts of the world, educational decision makers in Niue have channelled almost 
exclusive attention to academic education. While economies of scale mean that 
provision of TVET in Niue will be necessarily limited, the Review believes it is time to 
raise the status of TVET in Niue. The Review considers that some form of TVET 
should occur at all levels of formal schooling beginning in the primary school and 
going through to tertiary.  

Recommendation 2.3.1  

It is recommended that the term Technical/Vocational Education and Training 
should be used to describe training and vocational education in Niue in non-
formal education across all sectors and at all levels of formal education, from 
Niue Primary School to the University of the South Pacific Centre on Niue. 

2.3.2 Life skills 

The Review uses the term adult and community education (ACE) to cover life skills 
and those aspects of capacity building that are not academic or TVET, but should 
have high focus given GONôs focus on a living community. The National Training and 
Development Council (NTDC) has focussed in the past on provision for the public 
and private sectors and has not paid attention to the importance of ACE for the 
development of civil society. 

Recommendation 2.3.2  

It is recommended that the term Adult and Community Education should be 
used to describe non-formal life skills programs for youth and adults, both 
women and men, that are not academic or TVET but are essential for the 
strengthening of a living community.  

 

                                            
4
 NZODA, 2001 
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2.3.3 NTDC / Niue Human Resource Development Council 

The Review recommends that NTDC be renamed the Niue Human Resource 
Development Council (NHRDC) and that it have a legislative base (see 
Recommendation 6.4). The Review recognises that it could be some months before 
legislation could be enacted to establish NHRDC. Tasks assigned to NHRDC may be 
started by NTDC if there is some delay in the establishment of NHRDC. 
Recommendations that require early action have been addressed to NTDC but it is 
recognised that there could be some ongoing responsibility for NHRDC.  

2.3.4 HRDU / Niue Human Resource Development Office 

Similarly the Review recommends that the Human Resource Development Unit 
(HRDU) be renamed the Niue Human Resource Development Office (NHRDO) (see 
Recommendation 6.4.5.1). Given that NHRDO cannot be established prior to the 
formation of NHRDC, recommendations on which early action is required are 
addressed to HRDU.  

2.3.5 Public, Private and Civil Society Sectors 

In this Review, public sector includes government departments and corporations, 
private sector includes approximately 100 businesses registered on the island, 30 of 
which are affiliated with the Niue Chamber of Commerce (NCOC) and grassroots 
organisations like the growers and fishers associations; civil society includes non-
state actors - churches, women, men, youth, sports and people with disability. 

2.4 Review Team 

The Review Team consisted of New Zealand NZTL (NZTL), Dr Shirley Randell AM, 
Associate of Solomon Leonard Ltd, Mr Tongiavalu Pihigia, Special Projects, 
Premierôs Department and Ms Cherie Morris-Tafatu, Manager HRDU. NZODA funded 
the contribution of Dr Randell and GON funded the participation of Mr Pihigia and Ms 
Morris-Tafatu. NZODA and GON also provided considerable support with office 
space, technology and materials in Wellington and Niue. 

2.5 Methodology 

Dr Randell attended a pre-departure briefing at NZODA, Ministry of Foreign Affairs 
and Trade (MFAT) in Wellington, where she met with relevant officials, examined 
relevant files and documents, and had discussions with the Niue High Commissioner 
in New Zealand and Niue desk officers at the Australian High Commission. In transit 
through Auckland she had preliminary discussions about the project, attending a 
meeting of about 50 Niueans of the Pacific Island Parish, Presbyterian Church, 
Otara, speaking with the Honorary Consul for Niue and interviewing the Deputy 
Minister of GON who was in New Zealand for medical treatment (see Volume 3 of 
this Report for summaries of these discussions and interviews in Niue). 
 

At the initial meeting with the Premier and 
Cabinet the Premier indicated that GONôs view in 
the past has been òto train Niuean people no 
matter where they are going to (not necessarily 
for elsewhere although the retention rate has 
been low) but to train them anywayò. Given that 
80 percent of trained people leave Niue he 

ñIt is necessary for people to 
have commitment to developing 
human resources ï not to ask 
what the government can do for 
you but what you can do for the 
governmentò, Hon Dion Taufitu 
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wanted to see the emphasis change to training people either to stay in Niue or return 
later. ñHence the need to continue HRD with a more defined and developed human 
resource plan to cater for these events accordinglyò5. 
 
It was planned that the process for the Review would be collaborative and 
participatory, actively involving all key stakeholders, based on a belief in Niuean 
expertise and know-how to map out their own development. The Review Team 
consulted widely with GON officials and other interested groups in the private and 
civil society sectors (Appendix 3) and made several field visits (Appendix 4). The 
program for consultations and visits is at Appendix 5. A Steering Committee, 
consisting of representatives from the three sectors, was formed to act as a sounding 
board to the Review Team and to give direction to the Review (see Appendix 6). The 
Review Team met three times with the Steering Committee (Appendix 7) and twice 
consulted NTDC (Appendix 8). These meetings helped to clarify TOR, monitor the 
action plan and timing schedule (Appendix 9), and discuss key issues, findings and 
recommendations.  
 
The assignment was aimed at building institutional capacity and individual skills in 
HRD planning. It was originally proposed that workshops or training seminars would 
be held to seek the Niue perspective and knowledge, to encourage key stakeholders 
to plan together and to transfer skills in HRD planning. The reduction in the length of 
the assignment limited this, however, each meeting of the Steering Committee and 
NTDC were conducted as workshops and training seminars. In addition, the NZTL 
provided hands-on training for counterparts, particularly in planning, scheduling, 
report writing and computer skills. 
 
The consultants were required to take into account the present and future capacity 
limitations and potential in Niue and work within these parameters. These are 
discussed in Chapter 3. 
 
Drafts of recommendations and key output documents, including NHRDPF, were 
discussed with NTDC, the Steering Committee, GON Cabinet and officials, and 
NZODA staff in Niue prior to the NZTL leaving Niue. The NZTL also discussed the 
draft report with NZODA officials in a debriefing meeting in Wellington at the end of 
the project. Drafts of the three volumes of the Report were circulated to key staff in 
Alofi and Wellington before finalisation. 

2.6 Timing 

It was originally intended that the project would be completed over a four to five week 
period in Niue to increase the training benefits to Niuean counterparts. The revised 
project reduced this time to 20 days in Niue from 26 January to 15 February 2002 
with four days in New Zealand for briefing and debriefing and two days for report 
writing. There was no reduction in TOR which placed considerable pressure on the 
Review Team and led to a request for extension of time to complete the report. 

2.7 Relationship with other NZODA Reviews 

This NHRDPF project is undertaken concurrently with the Review of NZODA 
Scholarships and Training in Niue and the Niue Living Community Project. These 
three studies are interconnected. The preliminary findings and recommendations of 

                                            
5
 Interview with Premier and Cabinet, 2000 
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the Review of Scholarships and Training report are affirmed by this NHRDPF Report 
and should be read in conjunction with it. The NHRDPF project has been completed 
prior to the findings of the Living Community Study being known. However, as 
pointed out by the Constitutional Review Committee, Niue is indeed a living 
community or self-sufficient communal society6. It has a political, cultural, social and 
economic life of its own. This life has to be serviced and managed by qualified, 
skilled, semiskilled and less skilled human resources, mostly local and some 
imported at great cost. This study has a key role in establishing a planning framework 
for the development of these human resources.  

2.8 Commitment of GON to HRD 

There was strong commitment from GON for this project. The Premier told the 
Review that HRD was included in the Manifesto for Niue Peopleôs Party in 1998 
before he was elected to Office. GON designated two officers as counterparts in the 
Review Team ï one from Premierôs Department and one from HRDU. The Review 
Team received tremendous cooperation from across the public, private and civil 
society sectors. All sectors have indicated their support for the recommendations of 
this review and their determination to see that they are adopted and implemented.  

2.9 Report Format 

Chapter 3 is a situation analysis of Niue, Chapter 4 reviews HRD planning over 
recent years and Chapter 5 describes current HRD provision and planning. Chapter 6 
sets out a three-year NHRDPF and Chapter 7 reviews donor support to HRD. 
Chapter 8 covers conclusions of the project. There are 13 Appendices with additional 
background information on the project. 
 
The Report is in three volumes: This Volume 2 is the detailed report, which includes 
a full discussion of the Reviewôs findings and recommendations. Volume 1 is an 
executive summary of the recommendations, which will be deliberated on by 
Assembly following consideration by Cabinet. Volume 3 is the detailed raw data and 
information from the consultations with people from the public, private and civil 
society sectors. Volumes 2 and 3 together are a valuable and comprehensive 
collection of information relating to HRD in Niue at this time. 
 

                                            
6
 GON, 1997 
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3 Situation Analysis 
 
Chapter 3 briefly reviews governance, economic, population and social issues, 
including gender, in Niue as a background to this HRD study. 

3.1 Governance 

Niue has been a self-governing nation in free association with New Zealand since 
1974. Niueans are New Zealand citizens. The Assembly has 20 members 
representing 14 village constituencies and six common roll members, elected every 
three years. The Executive consists of a Cabinet of four Ministers comprising the 
Premier who is elected by the Assembly and three other Ministers appointed by the 
Premier from the Assembly. Niue has the highest concentration of politicians per 
population in the world. There are a total of 13 government departments with over 
400 public servants to manage a country of some 1700 people. 
 
Niue is a special small community with unique assets and potential. McMillan argues 
that the nation cannot sustain a system of government with inappropriate institutional 
frameworks designed for large nations7. He has recommended an alternative service 
delivery option: ñthe delivery of improved levels of service and quality of life for all 
residents on the Island through cooperation, strategic management of resources and 
better use of technologyò.  
 
The Assembly has devolved responsibilities for communities to Village Councils. This 
government/village partnership recognises that sustainable national development 
depends on preserving and building on the strengths of the family and community 
systems, which have protected Niuean families for generations. Village life remains 
the focus for Niueôs cultural and political organisation and should be strengthened.  

3.2 Economy 

The standard of living in Niue is generally better than in many developing countries. 
As well, Niue is effectively part of NZôs labour market and many Niueans are able to 
work in New Zealand on quite high wages relative to Niue8 and to access welfare and 
other benefits. 
 
The Solomon Report pointed out that there is a fundamental structural problem with 
the Niue economy with the domination by the public sector at the expense of a 
sustainable economically active private sector (see Figures 3.2.1 and 3.2.2)9. This 
Report recommended that GON undertake an economic reform program to develop a 
long-term sustainable private sector with economic opportunities that would be 
productive and labour absorbing and provide the environment necessary to reverse 
the population trend. This would move Niue away from its current high degree of 
dependency on aid toward a self-reliant and self-sustaining model. The report also 
recommended that NZODA continue project support to assist with the transition of 
public servants to the private sector and in education and HRD, providing a greater 
emphasis on private sector, vocational and incountry training. NISP also emphasises 

                                            
7
 McMillan, 1999 

8
 It is also true that many Niueans do the more menial jobs in New Zealand for quite low wages.  

9
 Solomon, 1999 
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fostering and supporting development of the private sector as a key way of fostering 
economic self-reliance and maintaining the growth of a living community in Niue. 
 
 
 
 
Figure 3.2.1 Composition of Gross Domestic Product, Niue, 2000 
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Figure 3.2.2 Niue Contribution to GDP by Industry Group, 1997-2000 
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However, the United Nations Development Program (UNDP) has warned that Niueôs 
economic development options are quite limited given the realities of labour market 
size in relation to the demands of export market supply10. Further, the McMillan 
report argued that the nation could not sustain a market economy with separate 
public, private and social sectors11. Niue has the potential to be much more self-
sufficient through natural resources if it chooses. Young and older people, people 
with disabilities and pastors are all cared for by the village communities. This Review 
agrees with these views and has not made recommendations for education and 
training based on reinstatement of a direct air service, miraculous regeneration of the 
tourist trade and a booming market economy. This report is written with the clear 
intention to concentrate on the HRD needs of resident Niueans who have the 
potential to become much more self-sufficient through strategic development of their 
natural resources: the people, the land and the sea. 

3.3 Population 

Continual depopulation is part of the past and present history of Niue. In the 19th and 
early 20th century young, industrious and resourceful Niueans roamed the Pacific in 
search of betterment in the plantations of Samoa, Fiji Islands, Tahiti and Queensland. 
Since the late 1960s there has been an accelerated long-term decline in population 
(see Figure 3.3). Niue has contributed considerable human resources to other 
countries where they now live. Over the last 20 years the population has halved 
because of migration, primarily to New Zealand (over 18,000 Niueans live there) and 
increasingly to Australia. Efforts to encourage Niueans to return to the island have 
been largely unsuccessful. There are chronic skill shortages although trained 
Niueans presently living abroad could provide these skills.  
 
 
Figure 3.3 Niue Population by Sex, 1900-2000 
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The growth rate in the 1997 Census was ï1.2 percent and in 2001 was ï3.8 percent. 
Niue is unable to offer job opportunities, wage rates an work conditions to compete 
with those offered in New Zealand and Australia. The Review has resisted the 
temptation to write another report with recommendations based on an expected 
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 UNDP, 2001 
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 McMillan, 1999 



Draft GON/NZODA NHRDPFP Report, Volume 2, Solomon Leonard Ltd, 16/05/2010 25 

ñThe small size, remoteness and isolation of Niue 
makes the establishment of services expensive 
and cost-ineffective. The provision of tertiary and 
professional education and training, competitive 
medical service, and a broad range of employment 
opportunities will probably never be possible in 
Niueéò, Demmke and Haberkorn, 1999. 

 

return of expatriate Niueans. This report is written with the clear intention of investing 
in Niueôs most valuable asset - to concentrate on the HRD needs of resident Niueans 
who have a commitment to stay on the Island. 

3.4 Social Issues 

Niueôs Human Development Index is 0.87, third highest in the Pacific region12. There 
is universal education to 16 years and high adult literacy. Basic education and health 
care are provided free and are of a high standard in comparison with other PICs, but 

it will not be possible to establish a 
professional TVET institution or a 
broad range of employment 
opportunities in Niue. Life expectancy 
is 67 years and the infant mortality 
rate is low. The Niuean tradition 
contains wonderful musical, craft, 

textile and oratory skills, which are translated into a rich tapestry of lifestyle ï strong 
culture, families and communities. Before Western values intervened and modern 
aspirations subsumed traditional lifestyles, Niue drew from within its own 
homogenous society the communal self-sufficiency to shelter, feed and clothe its 
people. In 1986 the Niue Review Group suggested: ñSomething of this same spirit 
has to be rekindled if Niue is to survive as a distinctive cultural group13ò. One of the 
key objectives in NISP is to conserve, respect and strengthen the unique cultural and 
social values of Niue and its religious/spiritual values. This Review is committed to 
the NHRDPF being in alignment with this goal. Attitudes of dependency, lack of 
acceptance of new ideas, and difficulty in managing change are challenges to 
balancing traditional ways with todayôs circumstances. 

3.5 Gender 

One of the conclusions of the 1991 Census analysis was that there was a high 
degree of equal opportunity for women in Niue because more women than men were 
employed as Professionals, Legislators, Senior Officials and Managers. The same 
conclusion could not be drawn again in 1997 when only 32 percent of these 
categories were women, which suggested that female public servants were more 
affected by redundancy measures undertaken in the public service in the early 1990s 
(Demmke and Haberkorn, 1999). Preliminary data from the 2001 Census indicated 
that 40 percent of government employees were women. There was a higher 
proportion of formally educated men than women and the percentages of people who 
had no educational or professional qualifications were 48 percent and 57 percent for 
men and women respectively. While 29 percent of men had a trade 
certificate/diploma or an academic degree, only 23 percent of women had such 
qualifications 
 

Table 3.5.1 makes explicit the predominance of the public service as an employer 
and indicates the disadvantage of women in comparison with men in terms of 
considerably fewer in paid work and many more women than men ónot workingô. 
 
While 60 percent of men were involved in cash work, only 43 percent of women 
were; 28 percent of all women were engaged in domestic duties, in comparison with 
5 percent of men (Table 3.5.2). 
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Table 3.5.1 Employment Status by Gender for Age 16 and above, 2001 
 

Employment Status Men Women Total 

Government 242 164 406 

Private Sector 61 58 119 

Self Employed/Family Business 63 57 120 

Others 36 18 54 

Not working 148 228 376 

Not Stated 64 79 143 

Total 614 604 1218 

 
Source: Preliminary Census data, 2001 

 
 
Table 3.5.2 Economic Activity by Gender for Age 15 and above, 2001 
 

Economic Activity Men Women Total 

 No % No % No % 

Population 15 yrs and older 612 100 616 100 1229 100 

Economically active 

Cash work 367 60 266 43 633 52 

Subsistence work 82 13 24 4 106 8 

Unemployed 11 2 10 2 21 2 

Not economically active 

Domestic duties 32 5 172 28 204 17 

Student 51 8 74 12 125 10 

Other 70 11 70 11 140 11 

 
Source: Preliminary Census data, 2001 
Note 1: The Steering Committee argued that there is no unemployment in Niue because everyone is 
involved in subsistence activity if they are not employed in the cash economy 
Note 2: óOtherô includes prisoners, retired, sick and disabled persons 
 

 
Nevertheless, Niuean women have traditionally enjoyed high social status and are an 
important part in the economy. In 2002 there are many senior women in decision-
making positions in the public, private and civil society sectors and women now 
participate in education and training in approximately the same proportions as men. 
 
Comprehensive data is available by gender in all statistical collections. 
 
 

3.6 Summary 

Economic self sufficiency for Niue is affected by the political, economic, population 
and social issues above, as well as its remoteness, limited land mass, lack of natural 
resources and vulnerability to natural hazards. These factors have also limited skills 
development and indicate a great need for effective HRD, which has been constantly 
reviewed in recent years. Chapter 4 describes the changing environment for HRD 
and summarizes GONôs objectives in HRD and the recommendations from reviews 
conducted over the last eight years. 
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4 Human Resource Development in Niue 
 
Chapter 4 discusses the changing environment affecting HRD and reviews a range of 
plans and studies that relate to this Review. 

4.1 A Changing Environment for HRD 

Since the work on HRD planning commenced in the mid 1990s, key personnel 
changes occurred through downsizing in the Niue Public Service. There was a 
change of government after the 1999 elections that led to further changes in 
positions (eg Public Service Commissioner) and policy (eg employment of 
expatriates), and the forthcoming elections will bring more change. In March 2002 the 
Chairman and Fulltime Commissioner of the NPSC have moved to other positions. 
NHRDPF must also take into account the context of continual emigration from Niue.  
 
The Steering Committee conducted an analysis of strengths, weaknesses, 
opportunities and strengths facing HRD in the three-year planning period (seeTable 
4.1). 

4.2 HRD Planning over Recent Years  

HRD featured strongly in the Niue Strategic Development Plan 1994-199814 (NSDP) 
and subsequent Plans, and several efforts have been made to develop coherence 
between Niueôs HRD needs, institutions and education and training opportunities. 
The following reports all addressed HRD needs. 

4.2.1 Niue Strategic Development Plan, 1994-1996 

NSDP recognised the importance of developing human resources, stating as one of 
six national objectives: òTo promote the development of human resources to levels 
which at least match our economic aspirationsò15. 

4.2.2 Review of the Niue Education and Training Project, 1995 

This review recommended the preparation of a strategic HRD plan (HRDP) for Niue 
as a linkage between HRD needs of the public and private sectors with NSDP and as 
a basis of allocation of national training awards16. It also recommended centralising 
all Niue education and training records, and increasing the allocation of training 
awards to the private sector and to women. 

4.2.3 Draft Report of the Niue Education and Training Project, 1996 

This report, which was not finalised, found that the majority of the previous reviewôs 
recommendations had been implemented17. It recommended that at least 25 precent 
of awards should go to the private sector and be equally allocated to men and 
women. Further is recommended computerisation of all education and training 
records, a review of the role, composition and terms of office for NTDC, and the 
development of an HRDP. 
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Table 4.1 SWOT Analysis for HRD Provision in Niue, 2002-04 
 

Strengths 
¶ Current system support ï funding, training, 

scholarships, NGOs 

¶ Compulsory, good quality education to Form 
6, primary, secondary 

¶ Incountry USP programs 

¶ Sector training programs ï health, education, 
forestry 

¶ Willingness to be trained 

¶ Good quality Niue trainers 

¶ Localisation of training 

¶ Freedom to allocate funding 

¶ Youth development/empowerment 

¶ Good relationships between public sector, 
community, private sector, donors 

¶ Small population 

¶ Small land mass 

¶ Good infrastructure ï building airport, wharf, 
telecom 

¶ Good communications, mass media 

¶ Support systems for the private sector 

¶ Social stability, spirituality 

¶ Traditions, culture, eg canoe making 

¶ Free association with New Zealand 

¶ Potential tourism destination 
  

Weaknesses 
¶ Nepotism 

¶ Outdated legislation 

¶ Lack of transparency/consistency in policies 

¶ Lack of communication, knowledge, 
information about how to make a funding 
application, and to whom 

¶ Limited coordination of programs 

¶ Fragmentation  

¶ Linkages not well defined 

¶ Aspirations too high for limited resources 

¶ Inability to bring and retain trained people on 
Niue ï limited reward systems, lower wages  

¶ Lack of upskilling and appropriate training 

¶ Private sector training not well resourced 
financially 

¶ Small number of private sector organisations 

¶ Too many of the same businesses ï copy cat 
phenomena 

¶ Neglect of grassroots needs, old people, 
caregivers, people with disability 

¶ NGOs dependent on government funding 

¶ NGOs not accountable 

¶ Lack of national sports facilities, eg gym 

Opportunities 
¶ NHRDPF Project 

¶ Government support for improvement 

¶ Funding, technical expertise, programs and 
equipment available from external agencies ï 
NZODA, AusAID, UNDP, EU, CTEC, PICTA, 
SPC, USP, CYP, PARTA, PYC, SPTO,  

¶ Access to conferences and overseas 
workshops 

¶ Regional training institution opportunities, eg 
development of a tertiary institute for 
education 

¶ Sharing information 

¶ Symbiotic organisational relationships 

¶ Using NZ Niuean skilled expatriates, 
absconded students 

¶ Marketing, trade, promotions, access, data 

¶ Telecommunications ï internet, computers, 
information technology, data 

¶ Good airline services 

¶ Increasing numbers of tourists 

¶ Industry development 

¶ Immigrations policies 

¶ Enforcing bonds 

Threats 
¶ Unwillingness of people to train 

¶ Lack of appropriate training 

¶ Attraction of the NZ economy ï education, 
social life, job opportunities, pay scales, 
health system 

¶ Geographical isolation 

¶ Depopulation, migration, brain drain 

¶ Limited airlines, transportation, infrastructure 

¶ Reduction in the number of tourists 

¶ Government change 

¶ Funding reductions or cessation 

¶ Tradition, culture 

¶ NZ legislation 

¶ Niue/NZ relationship -what if funding is cut, 
where to then? 

¶ External legislation governing internal 
activities. eg offshore banking 

¶ Dictatorial WTO with lack of understanding of 
small nations 

¶ Globa1isation and international markets 

¶ Natural environmental and human made 
disasters - global warming, disease, soil 
degradation, invasion of refugees, biosecurity 
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4.2.4 Review of the Niue Public Sector, 1996  

This review advocated the preparation of a HRDP for the Public Service, which also 
addressed skills formation needs in the private sector18. It advocated strengthening 
human resource management (HRM) to promote the availability, effectiveness and 
accountability of staff through providing needed skills.  

4.2.5 Tourism and Private Sector Development Program 1997 

This report identified HRD in the tourism sector as one of the key success factors for 
Niueôs economic development19. It criticised the very high emphasis being placed on 
tertiary education at the expense of technical and sub-professional qualifications, 
leading to very few technicians skilled and willing to undertake the technical areas, 
which Niue will depend on in the future. The report was also critical of the lack of 
incountry training opportunities for the private sector. The report set out a 
comprehensive Tourism and Private Sector Training Plan 

4.2.6 Draft Niue Sustainable Human Development Report, 1997 

This report, which was not finalised, made recommendations that community 
programs should focus more on development and skills raising20. Some of the major 
issues raised were widespread dependency, the tendency of people to resist change, 
and the importance of changing attitudes through public awareness programs.  

4.2.7 Draft Report on the NZODA Niue Education Program, 1998 

This report, which was not finalised, recommended that NZODA funding focus on 
HRD21. 

4.2.8 Draft Report on Niue HRD Planning, 1998 

This report, which was not finalised, was the result of an MFAT consultancy designed 
to prepare an HRD framework for inclusion in the 1999 Niue Strategic Development 
Plan that would enable Niue to respond effectively to the HRD needs of the public 
and private sectors. However the study barely addressed the terms of reference, 
found no linkages between education and training, HRD and Niueôs Strategic 
Development Plan, and considered it was premature to attempt to develop an HRD 
framework because Niue had done nothing about developing this work themselves22. 
The Report recommended the preparation of a strategic HRDP for Niue, which was 
to link the HRD needs of the public, private and civil society sectors with the NSDP, 
and be the basis of allocation of scholarships. 

4.2.9 Review of the Framework for NZODA to Niue, 1998 

This review on developing a sustainable private sector, advocated systematic 
encouragement of a long-term sustainable private sector through reform and 
reduction of the public sector. The objective was to expand the private sector in order 
to provide the environment necessary to reverse the population trend23. The review 
further recommended the consolidation of training activities in view of the importance 
of training. It argued that to a large degree HRD has been weighted towards 
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administrative development at the expense of economic development and there 
should be more focus on incountry training for the private sector, in particular 
vocational training associated with productive activities.  

4.2.10 Second Phase of Planning for AusAID Niue PSR Project, 1998 

This review of public sector reform found that the proposed HRDP in the first phase 
had not been prepared and suggested a way forward would be to set out a template 
for HRD planning in the first instance. It identified arrangements for HRM in the 
Public Service as a priority and emphasised the importance of small business 
support and training and improved coordination of training initiatives in order to build 
capacity and maintain services in the private sector24. 

4.2.11 Niue Integrated Strategic Plan, 1999-2003 

In July 1999 the NISP, which contains the vision statement: Working TOGETHER to 
maintain a living COMMUNITY in Niue, was produced. There is also a marked 
emphasis on supporting and developing the growth of the private sector. The 
NHRDPF project needs to ensure that HRD co-ordinates with NISP and Niueôs 
objectives as a country.  
 
óHuman resource, population and trainingô was listed in NISP as a strategic objective 
with the aim of attracting sufficient numbers of residents and visitors to guarantee a 
viable population on Niue. NISP identified the following challenges ahead: 

¶ Lack of human resource planning and development resulting in skills shortages in 
key areas 

¶ Lack of a coordinated national education/training program to meet the needs of 
the future (particularly for private sector skills) 

¶ Shortage of skilled personnel 

¶ Young people leaving due to lack of job opportunities 

¶ Lack of people (residents and visitors) and thus a lack of customers, causing all 
businesses to be caught in a ódownward spiralô 

¶ Wage disparities between New Zealand and Niue 

¶ Lack of entrepreneurial and business skills in the private sector. 
 
An immediate priority for the second year of the Plan, 2000-01, was to ensure that 
the NTDC takes a full role in coordinating all training activities and to increase 
accountability through: 

¶ Reviewing NZODA funded scholarships 

¶ Reviewing HRD 

¶ Establishing an HRDU 

¶ Developing an HRDP 
 
The NHRDPF Project deals with the last three objectives. Its focus is on coordination 
and on linkages, specifically on establishing useful ongoing linkages between the 
HRD needs of the public, private and civil society sectors, within the overarching 
NISP. This is important both as a basis for the identification of training needs and 
also for the allocation of training awards and training programs, including TVET 
programs in the private sector and ACE programs in civil society. 
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4.3 Conclusion 

As a response to the recommendations in the above reports and its own planning 
processes, in 2001 Cabinet finally approved the amalgamation of NTDU and 
Incountry Training to be called HRDU, administered by a Manager HRDU. In reality 
very little action has been taken to implement this decision pending this Review.  
 
Smith pointed out that the lessons learned from the reform efforts of the 1990s are 
that there must be Niuean ownership of action, and changes need to be clearly 
related to each other and phased in25. Change is uncomfortable and should be 
encouraged by incentives and explanations and facilitated by processes that enable 
rather than dictate. Initiatives in the end must be home grown in Niue, rather than 
brought in from outside.  
 
This Review heard several representations about the number of reports and reviews 
that had been made over the years that have not been finalised, circulated to 
relevant people and acted on. This included reports from public servants who had 

been funded for overseas courses and had 
not passed on what they had learned to their 
colleagues. This is despite NTDC having a 
policy for all government or private sector 
awardees funded either by donor agencies or 
under the auspices of the GON to submit 

reports or conduct workshops where appropriate following attendance to outside 
seminars, workshops or conferences.  

Recommendation 4.2 

It is recommended that: 

¶ Following acceptance of this Report on the Niue Human Resource 
Development Planning Framework Project by NZODA and GON, NTDC 
should circulate the Executive Summary to the public, private and civil 
society sectors; 

¶ NDTC should prepare a policy paper for the consideration of Cabinet and 
the Assembly with a timetable for enacting agreed recommendations in the 
Report on the Niue Human Resource Development Planning Framework 
Project; 

¶ NDTC should prepare a comprehensive report on the training experience 
overseas of all returning awardees to the Niue Public Service Commission 
for employment purposes and to Cabinet and public, private and civil 
society sectors for information. 

¶ The Niue Public Service Commission should prepare a policy and 
procedures paper for Cabinet on follow up action to be taken on the reports 
of all Government sponsored reviews and enquires. 

 
Chapter 5 of this Report reviews the extent of current HRD provision and planning in 
Niue. 

                                            
25

 Smith, RFI, 1998 

ñI am concerned over too many public 
servants going overseas without 
reporting back and their skills not filtered 
down or shared at the grassroots levelò, 
Hon Fiji Pihigia, 2002. 



Draft GON/NZODA NHRDPFP Report, Volume 2, Solomon Leonard Ltd, 16/05/2010 32 

5 Current HRD Provision and Planning 
 
The purpose of Chapter 5 is to describe current HRD provision in Niue as a 
background to developing the NHRDPF. HRD is currently carried out in at least eight 
agencies; HRDU (including Scholarships and Incountry Training), Office of External 
Affairs (OEA), Department of Agriculture, Fisheries and Forests (DAFF), Department 
of Community Affairs (DCA), Niue Tourism Office (NTO), University of the South 
Pacific Centre in Niue (USPCN), National Development Bank (NDB) and National 
Chamber of Commerce (NCOC). A key Department for HRD is Education, including 
primary, secondary, tertiary, TVET and ACE programs in Niue and this is covered in 
some detail before other departments, corporations, private sector and civil society 
provision. Finally this Chapter considers other HRD issues and reviews the status of 
HRD Planning. 

5.1 Department of Education 

The mission statement in the Department of Educationôs Corporate Plan is ñto 
provide and maintain a quality education service thereby contributing to the HRD and 
skill needs of Niueôs population in support of the national development goalò. The 
Review visited the Education Department, Niue Primary School (NPS), NHS and 
USPCN and was impressed by the quality of education available for students in Niue.  

5.1.1 Primary Education 

NZODA fund an education development project run by a Management Services 
Consultancy from Dunedin College of Education. One objective is to concentrate on 
professional development for staff, including those involved in early childhood 
education (ECE). Three staff members from the Early Childhood Centre spent a 
week in New Zealand to observe the implementation of Te Whaariki in a range of 
settings and were followed up with incountry mentoring. Some concern was 
expressed about the effectiveness of retired relieving teachers in ECE and schools 
who needed upskilling26. 
 
Under the New Zealand registration system, primary teachers need five years of 
training, most of which in the past has been undertaken overseas. Neither of the two 
2000 primary graduates returned to Niue in time for the school year, although one is 
currently relieving. Given the very poor return rate of teachers, more flexible options 
should be sought to enable students to study while living in Niue. Niueôs entire 
primary teaching staff are qualified and all teachers benefit from ongoing training and 
professional development. In 2002 there are seven teachers studying the Bachelor of 
Education course by distance education, six of whom are teaching fulltime in NPS 
and one at NHS. 
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Recommendation 5.1.1 

It is recommended that the Department of Education in consultation with NDTC 
and Education MSC27 should jointly explore a range of options for increasing 
distance education for teaching and other careers, including support through 
study facilities, mentorship and reliable communication. 

5.1.2 Secondary Education 

The nature of senior secondary schooling in New Zealand and Niue is currently 
undergoing significant changes with the replacement of School Certificate 
Examinations, Sixth Form Certificate and 7th form Bursary with the NCEA 
assessment and qualification system. While NCEA has a wide range of subjects, 
academic and practical, NHSôs main focus is on academic learning. Apart from 
selected non-compulsory courses in areas such as economics and accounting, the 
school system does not attempt to provide students with an understanding of the 
increasingly global market place or business development, nor does it make an effort 
to market careers in the private sector. Under the New Zealand registration system, 
secondary teachers need three years of training. NZODA has undertaken to help 
ensure that teachers meet the necessary standards to comply with NZQA 
certification. One scholarship was approved for the education sector in 2002 for 
secondary training. One teacher is currently studying at the Auckland College of 
Education following one yearôs attachment in Niue with three days of teaching each 
week. There is another trainee attachment in 2002. 
 
There are several scholarships available for secondary students in Niue to continue 
Form 7 and further academic study in New Zealand, Australia and PICs (see Review 
of NZODA Scholarships and Training in Niue)28. Form 7 students and their parents 
have high expectations of going on to further tertiary study but do not seem to value 
non-academic learning. Many who choose academic courses have marginal results 
or drop out. The influence of parents can be very powerful in ensuring that children 
are successful but also in turning them towards aspirations beyond their competence. 
The Review noted that the Education MSC is working with staff to develop parent 
education resources. 

Recommendation 5.1.2 

It is recommended that the Education Department in consultation with 
Education MSC when developing parent education resources should consider 
ways of assisting parents to have more realistic aspirations for their children 
and choose the type of education and training that is appropriate for them. 

5.1.3 Post-Secondary Education Provision 

The only way for any nation to cope with a changing world is to keep learning. 
Education and training will remain a core national activity at every level of society. It 
remains important to maintain the quality and relevance of schooling in order to 
ensure access to and effectiveness of post-school education and training, both 
locally and overseas, and to ensure that schooling provides effective preparation for 
employment within Niue and overseas. However, employers realise that formal 
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academic education is not the only important field of learning. Technical and 
vocational skills as well as attitudes like leadership, energy, dynamism, initiative and 
organisational skills, and values needed for realising individual potential to become 
full members of Niue society, are not created by studying books or going to lectures. 
Work and life skills post secondary education can be obtained traditionally through 
academic, TVET and ACE streams. Niue has endorsed the Program of Action of the 
International Conference on Population and Development, which along with primary 
education, gives priority to technical education and job training, key components of 
vocational education and training. It emphasizes the need to improve womenôs 
access to vocational training, science and technology and continuing education29. 
 
The Review considered the link between education and training in the post school 
sense and opportunities for employment or constructive engagement to be critical 
and examined a range of issues affecting the provision of TVET and ACE as well as 
university education in more detail. 

5.1.4 Technical/Vocational Education and Training 

In considering the reasons for the negative attitudes towards TVET in Niue, the 
Review was advised by several stakeholders to examine the curriculum being offered 
at both NPS and NSC, which was thought to be far too academically oriented. The 
appropriateness of New Zealand education to Niue is being questioned and many 
thought that Niue should develop its own curriculum. 
 
NPS curriculum covers eight learning areas and has freedom to offer a wide range of 
courses. Their waste management project in 2001, which involved compost making 
and can collection, was highly practical and met the objectives of the technology 
curriculum. Teachers receive help from DAFF in school projects. On Fridays art and 
craft are emphasised. The school offers its premises to launch technological ventures 
like the climate program and rheumatic awareness programs which involve the 
children in technological awareness. NPS is planning an adventure playground using 
recycled materials and including climbing frames for children to support confidence in 
physical activity. Nevertheless, in DAFFôs view insufficient emphasis is put on 
agriculture in the primary school and if this were addressed, more children might be 
interested in TVET. Certainly many Niueans advocated the value of reintroducing 
elements of agriculture in the primary school curriculum and involving young students 
in gardening activities. 

Recommendation 5.1.4.1 

It is recommended that the Department of Education and the Niue Primary 
School should reintroduce elements of agriculture, including gardening into 
the primary curriculum. 

 
The Review is aware that students at NHS can do a wide range of unit standard 
courses that will contribute to NCEA and are very practical. The science education 
specialist who is visiting the school under the MSC in March 2002 will show a 
science example that is in this category. Technology information courses at the 
school are popular and the students have done well at 5th form level. The Review 
noted with satisfaction that Niuean is now a compulsory subject in Year 11 school 
certificate subject and that NHS is working towards unit standards in the subject. The 
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Review realised that given the size of the school population it is important that 
people's expectations aren't too high in terms of resources, both curriculum and 
materials.  
 
Nevertheless, at secondary level great concern was expressed by several 
stakeholders about the emphasis in the curriculum on academic studies and 
examinations to the detriment of technical/vocational subjects and encouragement of 
critical thinking. The Review considers that studies in agriculture, horticulture, 
computer, home science, hospitality, technology, woodwork and graphics should be 
given equal attention with academic studies at all levels. In the past, horticulture was 
taught and assessed against unit standards for the New Zealand framework. 
Agricultural science now attracts only two students. One challenge seems to be 
finding people who can competently and confidently deliver programs whose 
successes will be measured against what seems, for many teachers, to be a 
confusing and complex model of assessment against unit standards. There is a clear 
difference between positive feelings about TVET courses and a confidence in 
delivering concrete opportunities. Few resources have been put into technology 
workshops, one reason expressed being that security is not sufficient to guarantee 
that the equipment will be there for the classes the following year. For example, tools 
have been taken from the woodwork room. 
 
Putting more emphasis on technical/vocational subjects in the secondary school will 
require technical facilities such as laboratory and IT equipment, but the security issue 
should not be insurmountable given the low rate of crime in Niue. Facilities and 
equipment might well be shared with other institutions, eg USPCN, and by civil 
society groups, such as young people and adults, in evening and weekend programs. 
It might be possible for businesses and associations, as well as DAFF, to work with 
NHS to provide skills more relevant to island activities, for example craft, welding, 
fishing, agriculture, literature and politics. 

Recommendation 5.1.4.2 

It is recommended that the Department of Education in consultation with 
Education MSC should investigate and recommend the resources necessary to 
enhance the delivery of TVET courses at Niue High School in 2003. 

 
One of the important resources for the teaching of computer technology is access to 
the Internet. Unfortunately there have been political issues in relation to Internet 
access in Niue. Many providers who conduct Internet sites run them out of Wellington 
to get a fast service. The Niue Internet Technology Centre (NITC) at Niue confirmed 
that there is not enough bandwidth to host the sites in Niue so they are hosted in 
their machines in Wellington30. There was a server operating at NHS but this 
crashed. The Review was told that all that is needed to reinstate the network is a 
letter from GON to Niue Internet Technology Centre (NITC) giving permission31.  
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Recommendation 5.1.4.3 

It is recommended that the Department of Education in consultation with 
Education MSC should investigate and recommend appropriate Internet access 
at Niue High School. 

 
In addition to the major emphasis in the curriculum being on academic work, there is 
no careers advisor or careers counselling centre that would assist students to make 
choices about subjects that would suit their ability. The establishment of a careers 
centre has been recommended in UNDP reports. It could be feasible for a teacher to 
have responsibility for careers advice as well as other duties if it is not possible to 
have a dedicated staff member for this position. The Review gave consideration to 
whether there should also be a careers advice function within NDTC, however 
believes it is most relevant at this time for the secondary school. Compiling a register 
of school leavers and their occupations could be a useful task of a careers adviser for 
planning purposes. Tracer studies of the history of school leavers should be pursued, 
to document study and work history on a time line, identify patterns developing and 
understand the levels of study that people are accessing, what motivates them and 
what opportunities they have. 

Recommendation 5.1.4.4 

It is recommended that the Department of Education in consultation with 
Education MSC should investigate and recommend the resources necessary to 
appoint a Careers Advisor, establish a Careers Counselling Centre at the Niue 
High School in 2003 and conduct tracer studies of school leavers. 

 
Technical/vocational studies are needed for those youth who have left school at 
Form 6 and seek employment outside of the subsistence area. Diversified 
opportunities in the fields of agriculture, fishing, building, trades, electronics, 
mechanics and small business would be useful. However, it is clear that the demand 
for TVET is extremely limited and could never justify a TVET institution on Niue. 
Many businesses, like catering, are run as family cooperatives and they say they 
have no need for training32. The current skill shortages on Niue most talked about are 
in the area of mechanics for vehicle repair, electricians, plumbers and technicians to 
service television sets, videos, photocopiers, printers, computers and other electrical 
devices, but a maximum of two of each is probably all that is needed. Skilled Niueans 
in New Zealand who still have a bond commitment could temporarily provide these 
skills, as a means of paying off their bonds, pending establishment of appropriate 
programs. The Review of NZODA Scholarships and Training in Niue is addressing 
ways of recovering bond commitments. 

Recommendation 5.1.4.5 

It is recommended that NDTC should give consideration to ways of 
encouraging technically skilled Niueans resident in New Zealand with bond 
commitments to visit Niue on a regular basis to pay off their bonds by 
providing necessary TVET services. 
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NTDC has recommenced a system of training through attachments, which was 
compulsory in 1993 and optional since 1994, and this is commendable33. Students 
who have completed Form 7 can be attached for a year to the department/business/ 
organisation to which they are expected to return after they have completed further 
study. Awards for these attachments are not guaranteed as they are subject to the 
needs of the particular department, although GON usually ends up providing 
openings for them. The rationale for these attachments is that students should 
complete their course on time compared with those who do not have an attachment, 
and they should be more committed to return to Niue. A careful evaluation should be 
carried out in due course to test this hypothesis. Other attachments are placed when 
there is a 12-month vacancy due to staff being on overseas study programs. For 
example, one person is attached to a position in the Meteorological Office while the 
incumbent is studying at Auckland University, following evidence of enthusiasm and 
competence during vocational work experience from NHS.  
 
Students on attachments do studies concurrently through distance education to 
improve their entrance qualifications. In 2002 there are 14 one-year trainee 
attachments, all in the public sector: four at the Department of Education, including 
three at NHS, two at the Public Works Department (PWD) and one each in the Open 
Polytechnic of New Zealand, Economic Planning and Statistics Unit, Civil Aviation 
Authority, Department of Police, Information Systems Office, Department of Health 
(DOH), DAFF and OEA. Four of these receive a basic living allowance from NTDC 
(NHS and DOH). NTDC also funds all correspondence courses at one or two 
subjects per person per semester. For continuing financial support towards 
correspondence studies, trainees are required to pass all subjects. Adequate 
guidelines are needed for this scheme, which has special potential for attachments in 
the trade area as well, even though the system may not be appropriate for some 
industries. For example, the Review was told that it is unfair for anyone in the 
catering business to be taking on an attachment from someone in the community, 
given that most are self taught and have simply survived through stamina34. 

Recommendation 5.1.4.6 

It is recommended that NDTC should develop a set of guidelines to formalise 
the Trade Training/Attachment Scheme for 2003 for approval by Cabinet and 
the Assembly. 

5.1.5 Adult and Community Education 

Various studies and surveys in the Pacific region have pointed to the contribution that 
non-formal education can make for students unable to find formal employment when 
leaving school35. There is an immediate need to expand opportunities for this type of 
education and to devise more effective ways to provide it. Non-formal (out-of-school) 
learning for adults in the community is particularly important as a means of 
developing appropriate productive and other skills and lifelong learning for a living 
community. Community-based workshops, courses and seminars can be used to 
empower adults to be responsible citizens and to live enriched lives through 
participation in sports, music and arts. One example of non-formal learning 
opportunities is the Niue Writers Association. Writers hold poetry and writing 
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competitions, publish old stories, legends and myths, public speaking, drama, dance 
and cultural activities both in schools and outside organisations. 
 
Non-formal education programs in the Pacific region generally concentrate on 
traditional trade-related vocational training, such as plumbing, mechanical, 
automotive or carpentry skills for men and sewing, cooking or secretarial skills for 
women. However, there are some excellent innovative programs that assist rural 
communities to better understand commercial enterprise or evaluate their resources. 
Many of these programs are operated by civil society, especially church 
organisations with some form of government assistance through rural training 
centres. Although the scale of Niue would not warrant a rural training centre, the 
Review visited villages where the buildings formerly used as primary schools are 
being made good use of for computer and recreation classes and this use could be 
extended. 
 
Non-formal education can play a central role in advancing HRD, but policy and 
program development is particularly weak in Niue and should be strengthened. 

Recommendation 5.1.5.1 

It is recommended that NDTC identify non-formal ACE learning opportunities 
that could be provided through community-based workshops, courses and 
seminars. 

 
The facilities of NPS and NHS are being made good use of during school hours but 
not after hours and at the weekends. The potential for using these institutions to 
provide non-formal education remains largely untapped. 
 

Recommendation 5.1.5.2 

It is recommended that NDTC should explore with the Department of Education 
how the facilities and resources of the Niue Primary and High Schools can be 
made available out-of-school-hours for non-formal ACE programs. 

5.1.6 University of the South Pacific Centre in Niue 

USP is one of only two regional universities in the world and it offers foundation 
(equivalent to Form 7) and tertiary education via distance and flexible learning on 
Niue as well as face-to-face teaching in Suva, Samoa and Vanuatu. Using USPNet, a 
USP-dedicated VSAT telecommunications network, USP is able to offer video-
broadcast course, audio-satellite tutorials, email and WebCT, an online platform that 
provides greater interaction between students, lecturers and tutors.  
 
Distance education is a key that opens a door of opportunity to parents with family 
responsibilities who can study at home and full time employees who can obtain 
further education without taking leave of absence or quitting their job. USPCN offers 
courses through distance education. This mode of learning is affordable, allows 
students to study in their own time, and avoids some of the barriers of age, gender, 
race and nepotism. It may well be that the small number of students studying at Form 
7 level in some subjects might require study by distance learning. However, there are 
problems in the delivery of distance education. The internet is slow in the South 
Pacific region and prone to disruptions, there are often not enough computers for 
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regional students and flight schedules can cause delays in the delivery of course 
materials. USPCN is fortunate to have its own link. 
  
The Commonwealth of Learning is working with PICs to create increased regional 
and in country capacity to design, develop, deliver, manage and support the ongoing 
provision of work-related skills training by distance/open learning36. This COL project 
reduces the need for mobility and the cost of building conventional training centres. 
By sharing costs of developing TEVT learning materials there are improved 
economies of scale. The trial modules concentrate on tourism, information 
technology and basic trades skills using a range of flexible delivery options. They 
also seek to improve the portability of recognition of credit and awards through PICs. 
In a related activity, UNESCO is partnering with COL in the development of 
community development based distance learning materials. The first in this series is 
óLearning about small businessò. Niue should take advantage of these materials 
when they become available. 

Recommendation 5.1.6.1 

It is recommended that NDTC should assist, promote and facilitate distance 
education, extension and extramural studies through a strengthened USP 
Centre on Niue and the Commonwealth of Learningôs Regional TEVT Distance 
Learning Project and provide administrative coordination as appropriate. 

 
The Review heard the same criticism of USPCN as of NPS and NHS ï too much 
emphasis on academic rather than vocational courses. Of 197 enrolled students 
there were two continuing education students and 15 undertaking a vocational 
program. According to the Distance & Flexible Learning Handbook 2002, vocation 
courses offered were education, language teaching, libraries and law. The overall 
pass rate for Semester 1 for USPCN, the latest available complete results, was 
comparatively 10 percent lower than that achieved in the same period in 2000. This 
was directly related to a large number of students who did not sit the final exams. 
Students do gradually gain confidence in themselves and generally do better in 
Semester 2. However withdrawal after enrolment is a continuing problem, both at the 
USPCN and other USP campuses. Preliminary results for full-time students and 
public servants for Semester 2 in Niue showed that only 46 percent of subjects taken 
scored pass marks. The Director of USPCN considered that part of the problem is 
that students are not paying their own way: ñI can only dream and hope that, when all 
the assistance is exhausted the students might give their studies their full attention37ò.  
 
In order to improve the number and quality of TVET courses, the Review considers 
that USPCN could investigate establishing a symbiotic system with an appropriate 
Polytechnic institution preferably in a PIC. AusAID is paying tuition fees for Niue 
degree students at USP and may be interested in assisting such an initiative.  

Recommendation 5.1.6.2 

It is recommended that the University of the South Pacific Centre on Niue 
should investigate and recommend on establishing a relationship with a 
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Polytechnic institution in a Pacific Island Country with a view to expanding its 
provision in TVET courses. 

Given USPCNôs key importance in TEVT and distance learning, it is important that it 
is well resourced. 

5.2 Other Public Sector Provision  

The Review held discussions with a range of government departments and 
corporations about HRD provision. 

5.2.1 Department of Health 

In 1997 NZODA commissioned a review of the health sector38, which resulted in the 
award of a contract to the National Institutes of Health and Safety Ltd (NIHS) in 
200039 to, among other objectives, develop, train and maintain a suitable workforce 
for the health sector. In 1999 Dr Paka prepared an HRD report for DOH that outlined 
workforce needs based on the workforce training plan suggested in the NIHS 
Review. The following year NIHS prepared another workforce development plan for 
2000-0340. The current Director is following the Paka plan that provides details of 
training for existing staff.  
 
Every biennium DOH has to submit applications to WHO which provides funds for 
health activities in Niue. The total allocation is US$97,000, part of which is for 
training. One health worker is training in FSM medicine and one is on a two-year 
course in nutrition at FSM. WHO also provides consultants for training on issues 
such as HIV/AIDS, traditional medicine, diabetes and tuberculosis, and a broad 
section of the community is involved. There is a new emphasis on health prevention 
awareness education. 
 
Population loss is the single most important factor impacting on the health system, 
health staff and the population for which services need to be provided: 

¶ The small population base means specialist health staff may not have sufficient 
exposure to clinical work to maintain professional standards and provide ongoing 
challenges in their area of specialty; 

¶ Health staff may only have sufficient work for two or three hours per day, and 
many are able to complete their workload through less than full time attendance at 
work; 

¶ Underutilisation of staff can contribute to poor work practices and low work 
motivation; 

¶ Lack of challenge contributes to staff loss through encouraging migration; 

¶ Limited work availability can contribute to attempts to óhang on toô what work there 
is.  

 
Many of these factors apply to other government departments and can result in work 
practices that are characterised by inflexibility. Staff often have to cope with low work 
demands created by a small and declining population base. Some are reluctant to 
undertake tasks outside traditional professional territories, resisting change or taking 
on new areas of work, eg in public health instead of acute care. Staff who have a lot 
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