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Abstract

This international collaboration aimed to create the necessary conditions for developing a
gender-mixed work force in ECEC. Research was conducted with men working in ECEC
across multiple contexts (Turkiye, Germany, Norway, USA and Ireland) to evaluate and de-
velop mentoring strategies with the aim of increasing participation and retention of men
as educators in ECEC. Internationally, men’s participation and retention in the ECEC work-
force remains low. Previous studies have indicated that men’s career satisfaction can be
impacted by their minority status and reactions to their presence. However, this can be
ameliorated by good leadership and supportive mentoring (Brody et al., 2021). This re-
search is framed by understandings of gender as embedded in social structures (Connell,
2009) and influencing men’s career decisions and experiences in women-majority occupa-
tions (Schaub, 2015). Mentoring frameworks and their application to men in ECEC are con-
sidered. A quantitative, cross-sectional survey design was employed. Anonymous ques-
tionnaires were distributed in the respective represented countries to establish men’s
mentoring needs. Ethical Clearance was granted from the respective university ethics com-
mittees of each of the researchers on this project. Considerations such as anonymity (by
design), voluntary informed participation, risk mitigation and data storage and retention
were of primary concern. The research findings demonstrate the nuanced nature of men’s
experiences and the need for targeted mentoring approaches to increase and retain men’s
participation in ECEC. Based on this research, recommendations for practice and policy will
be made, particularly in light of recruitment and retention in ECEC generally internation-
ally.
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Background

* Much research on the dearth of Men in ECEC internationally.

e Studies have pointed to the need for ongoing institutional
support and effective mentoring strategies for men in ECEC

* Mentoring seen as a positive mechanism for retention in the
ECEC workforce generally (ET2020 Working Group, 2020).

* Small scale or short-term projects on mentoring men in
ECEC internationally (Plaisir & Quansah, 2024).

* Paucity of large-scale implementation projects at national
and international levels and long-term collaborative
research initiatives and evaluation strategies (despite
recommendations for same).




Literature

* Low participation of men in ECEC internationally (Rohrmann, 2020;
Brody et al. 2021)
* Much focus on the factors impacting recruitment:
* Visibility & opportunity (Warin et al., 2020)

* Gendernorms & stereotyping (Coles et al., 2026; Warin et al.,
2020; Wright & Brownhill, 2019)

* Perception of risk (Wright & Brownhill, 2019; Eidevald et al.,
2018)

* Research on experiences suggest:

* Gendered expectations & biases (Brody et al. 2021; Warin et al.
2020)

* Need for gender-sensitive professional development,

institutional support, and mentoring (Brody et al. 2021;
Warin et al. 2020)




Enhance the Professional Experiences of
Men in the ECEC Sector

Improve Retention of Men in ECEC

Settings

Research

AimS Strengthen Gender Inclusivity and
Professional Developmentin the ECEC
Workforce

Through implementation and evaluation
of existing mentoring measures in
participating countries.



Research methodology

* Multi-method
1. Short Quantitative Questionnaire on experiences and mentoring needs

 Drawing on previous research and knowledge on men’s experiences

2. Document analysis

* Review previous and existing mentoring programme literature to identify
common effective approaches.

3. Implementation of existing measures in participating countries
4. Qualitative follow-up interviews



Preliminary selected results (first phase)

Participation




Career Stage of participants

Pre-service Early career Long-term service Not answered Not Applicable
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Satisfaction with ECEC

A sense of purpose in life

m Very Dissatisfied = Somewhat Dissatisfied m Somewhat Satisfied = Very Satisfied = Not Applicable



Satisfaction with ECEC - Workplace

Support from leaders

WP Support

Different expectations

Gender-mixed teams

Male colleagues

Female colleagues

Workplace Satisfaction
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Satisfaction with ECEC - Parents

Experiences with Parents

Parent reactions

Exp w/ fathers

Exp w/mothers
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Satisfaction with ECEC - Professional
development

Professional Development Opportunities

Professional development opportunities

Gender-specific professional development

Professional networking

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

B Very Dissatisfied B Somewhat Dissatisfied B Somewhat Satisfied | Very Satisfied m Not Applicable



Satisfaction with ECEC work features

"Being a preschool teacher is a life adventure that colors life and keeps one alive, without experiencing a
lack of love and joy.” (Turkish participant)

“Great work. I’m very glad that a friend suggested | try out this field. | completed the training at age 30 and
have been happily working in it for the last 15 years. Fantastic!” (German participant)

"A varied, meaningful, and active working day.“ (Norwegian participant)

“For the most part life here [or in the ECEC sector] has been smooth. | will say that it’s not only the
parents that men considering this line of work have to worry about, sometimes the children that you hold
closest to your heart are the ones that make you want to quit.” (USA participant)




Impact of contextual factors

Working in isolation

Compensation and benefits

Career advancement opportunities

Support from family and friends

Perceptions of gender roles

Impact of Contextual Factors
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Impact of contextual factors

"Children are more interested in how their teachers approach them and whether they make them happy than
their gender... the teacher's qualifications, merit, and self-efficacy are more important than their gender."
(Turkish participant)

“Spending years in the classroom, it is noticeable that there are stereotypical differences in play between male
and female children. It is not always the case, but when it happens, | always try to have the children explore
areas they do not always gravitate towards to explore new areas and strengthen new skills, such as blocks for
females and dramatic play dress up for males”. (USA participant)

"I have had good experiences working in ECEC. | feel that gender is not important in this profession, but the
working conditions are far too poor.” (Norwegian participant)

“Stereotypes also affect men in everyday work life. For example: “Who can carry this? Men.” “Who

grills? Men.” and so on. Apart from the fact that I’m happy to help, this is a very one-sided and stereotypical
division of tasks. In my experience, the problem becomes even worse in teams where | might be the only man”.
(German participant)



Gender Specific Expectations and Distrust

Gender expectations and Distrust

Distrust from parents
Gender specific expectations from parents
Distrust from colleagues

Gender specific expectations of colleagues

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

B No experience M Little experience B Some experience B Significant experience B Not Applicable



Gender specific expectations and distrust

"First and foremost, parents need to stop being prejudiced against male preschool teachers.
Professions have no gender.” (Turkish participant)

“But the times parents have asked me to not work with their child based on me being male took
a large mental toll on me leading to a 2-year break from the sector.” (Irish participant)

“I have had some issues with parents in the past especially moms. But I’ve always tried to
resolve it peacefully and also the team that | work with is also very supportive. If anything
happens, we always go down as a group so that way there are multiple withesses to parents
interacting with the teachers.” (USA participant)

“Unfortunately, as a man working in a daycare center, | am almost always treated as a general
suspect, which makes the job more difficult. My colleagues and the parents do not want me to
change diapers or assist with hygiene education; these tasks are apparently reserved solely for
female professionals® (German participant)



Importance of support type

Men in ECEC support groups

Connections with other male eds

Same gender WP mentoring opps

WP mentoring opportunities

Training period
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Support networks to navigate gendered issues

Ongoing professional development

Gender-specific networking promote balance

Gender-specific mentoring for retention

Professional support could motivate men in ECS

PD could prepare men to handle hostility

Inclusive advertisements

Institutional support

Importance of Support type
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“If teams have not yet had experience working with male colleagues, they should
receive training. The “integration” of male staff is not a one-way street or solely the
responsibility of the individual employee, especially since that employee is already
operating within an existing power imbalance”. (German participant)

"A meeting place for Men in ECEC. The opportunity to receive direct guidance from
other men \)Norking in ECEC who are not affiliated with my own workplace.” (Norwegian
participant

“Having experienced male teachers in the field provide insight and mentoring for
males who are beginning their studies. As well as having the opportunities for male
teachers to speak with younger males who may be interested in the field or speak at
schools to discredit rumors and stereotypes in the field”. (USA participant)

"They should be introduced to and encouraged to share their experiences with
teachers who are more experienced than them in their professional lives. Real
experiences will definitely be motivating.”“ (Turkish participant)



Qualitative Questions — Recurring themes

* Representation and Visibility

* Leadership

* Informed parents and families/awareness building

* Peersupport

* Emotional support

* Institutional supports (multi-level)

* Opportunities for professional development

* Recognising that not all experiences are gender-related

e Communication

* "I sometimes find it difficult to understand my female colleagues. Support in communication skills can be provided not
only to men but also to women."

* “Sometimes whenyou try to assert yourself as a man in a building full of women it can come across more aggressive
than intended when really you just wanted to make your thoughts known.”

* Overall, evidence of impact of positive support AND negative reactions



Summary conclusions

* Overall, the findings suggest that the ECEC
professionals derive strong intrinsic meaning from
their work and generally maintain positive
relationships with colleagues regardless of gender.

* Male participants generally enjoy good working
relationships with colleagues and parents.

* Pay, benefits, and structural gaps in professional
development remain an issue (though this may not
be gender-specific).

* [ssues persist with gendered expectations and
stereotyping.

* Menwould welcome increased support and
mentoring, particularly in early career.




Supports recommended by participants

* Male representation at all levels of education, training and workplace will make it
easier for new entrants to feel a sense of belonging.

* Male-male peer mentoring.

* Mixed gender discussions and training on gender issues.
* Leadership gender sensitivity training.

e Safe places and spaces to meet (online and in person).

* Conferences and seminars.

* Awareness building (across all levels including parents).



Next Steps

e Phase 2 of data collection

e Re distribute survey in participating countries
e Distribute survey in additional countries
e Analysis by country

s  DOcCument analysis

e Review previous and existing mentoring programme literature to identify
common effective approaches.

e Compare against data to highlight pertinent approaches
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