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 One participant expects to receive her Masters within the next few months. This 

participant thought back to when she announced that she was going back to school to her 

immediate supervisor. 

I remember when I told him that I was going back to get my Masters, he and my 

husband had the same question; why? You don’t need it. You’ve made it. You 

understand that. And while I did, I said no, I think I need to know how to 

approach better. It’s not just about the bottom line or getting the job done or doing 

it well, it’s about how to get the job done better. 

Another participant is pursuing her Ph.D. For her, the University was where she 

obtained her undergraduate and first graduate level education before becoming an 

employee. She was quick to acknowledge, “This University trained me academically, but 

it also gave me opportunities professionally to take on leadership roles.” Over the years, 

she has participated in internships and paid positions through the college as well as a total 

of five fellowship programs. Two of the fellowship programs were focused on her area of 

study, one was focused on indigenous leadership, and the other two were focused on a 

combination of personal and professional development concepts. 

I never sought out these things on my own for my own interests.  But I was open 

and willing to go for the opportunity. For almost every fellowship, I got a call or 

email from someone telling me I should apply. So I did. These fellowships have 

been hugely and tremendously valuable to me. I have learned to be more 

confident in how I lead in my content area as well as how I lead diverse networks 

of people. These programs have helped me determine what I’m good at and what 

I’m not good at so I can focus attention on developing in those areas. In some of 
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the fellowships, I was part of a cohort with people who were attorneys, financial 

advisors, and other government officials, so the fellowships helped to open up my 

world to different sectors of our community and different people in our 

community at pretty influential levels.   

Another participant went back to pursue her Ed.D. in educational leadership after 

working in the field of education for more than a decade. One of her mentors encouraged 

and assisted her in applying, while another mentor provided her with ongoing support 

throughout the program. As a way of determining if higher education was the 

concentration area that she wanted to pursue, another mentor took her under her wing and 

brought her in on meetings and higher level discussions. 

I was thankful for ____’s willingness to share different administrative situations 

and scenarios with me. From those experiences, I was able to determine that I 

wanted to go into the higher education concentration. Despite all the support I had 

going into the program, it was still intimidating and I cried on the first day of 

class because I couldn’t believe what I was doing to myself. I’m so glad now that 

it’s over because I really did learn a lot. 

At two different times along her journey, another participant started Ph.D. 

programs. Both programs were in the area of Education Administration. She has 

completed all coursework and stated, “I’m basically ABD because life goes on and other 

things have taken priority.”  

 For another participant, attending an annual convention in her area of study was 

something that she started doing with her mentor when she was first hired into her 

position. In addition to attending the annual convention, this participant also gained the 
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support of her mentor to join another professional development organization specifically 

for women in their field of study.  

I’m still a part of that organization and I’ve also brought on more of the women in 

my department.  That’s an important thing we have to cling on to. If we have a 

national convention every year, we have to be a part of it because we are still in a 

male dominated field. We need that kind of support. I’ve gone to almost every 

single convention except when I had baby number 3, when I let my assistant go in 

my place instead. Being a part of this national organization has been an important 

part of my development over the years, in developing confidence, knowledge, and 

networking. 

 Two participants shared about professional development leadership programs that 

they attended. For the first participant, in almost every job that she held, there has been 

leadership for women events. There was always some kind of seminar or workshop that 

she went to or got sent to. In addition to those types of events, a few years ago, she was 

selected to participate in the University President’s Emerging Leaders Program (PELP).  

_____ came to me about the President’s Emerging Leaders Program. I didn’t 

know what that was. But she identified me, so she’s one of those that influenced 

me with leadership.  And then, she really approached me about how it was a 

really good way to build a network at the University. So I threw my name in the 

hat and I got it and I loved it because it did build a network. And it opened my 

eyes to the sense of purpose about the system and to the very core and success of 

this community and how important that is here locally and globally. 
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 Another participant attended a similar type of leadership development program 

through The Big Ten Universities. The application process is competitive and a large 

amount of material is covered in the program. 

The program teaches about higher education across state boundaries. We learned 

about different policies and different social, historical, and economic situations.  

We were dealing with national and international postsecondary dilemmas because 

it was the Big Ten. I learned a lot from that program. 

Race 

 There were mixed findings for race. Six of the participants felt that race, being 

Native Hawaiian, influenced their education and employment journeys in some way. The 

other two were unsure whether an actual connection existed. Similar to the examples 

provided for professional development above, some of the responses may provide 

information that enables readers to deduce the identity of participants. Therefore, the 

responses relating to race in this section of the chapter are not linked to particular 

participants. 

 Four of the participants who felt that race had an impact on their education and 

employment journeys shared how their race is closely connected to their content area. 

I’m going to be real candid.  I think being Native Hawaiian and being local from 

this island definitely influenced my selection to this position. I say that because of 

the bigger community context surrounding my field on this island. Having to 

work with partners who come from outside of Hawaii and work with the local 

community on the educational and cultural components, bridging those gaps of 

communication is difficult sometimes, even for me as a local girl. I think the 



	 90	

University knew that having a Native Hawaiian in this key position would be in 

the best interest for all of us. 

Another participant shared how her race has always influenced her desire to give 

back and to make a difference, some of which will be expanded upon more in the Social 

Justice chapter next. 

I am proud to be Hawaiian and I want to do what I can for my Hawaii. That’s the 

biggest way that my race has influenced my career path. I didn’t make a path to 

be in my current position, even though it existed, I just wanted to do my best for 

my Hawaii really. That’s where it all came from. And I think that’s why I went 

from private into government because that’s helping out my community on a 

much broader basis. I get much more meaning that way. What I need to be doing 

is helping out my community.   

A third participant explained the impact that race had on her leadership 

development and ultimately why she chose her current career path.  

I chose this career path because I am Native Hawaiian and I wanted to make sure 

that my priority was on Native Hawaiian students. Because of my blood quantum, 

I wanted to make sure that my work in higher education was focused on financial 

aid and making sure that Native Hawaiian students get to college. My race 

influenced my role in working with low income, first generation students. Many 

of them were Native Hawaiian. The work that the system is doing around Hawaii 

Papa o Ke Ao and some of the community colleges are doing with Achieving The 

Dream, shows me that our efforts are paying off. I know that I had a voice in that, 
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in those arenas because of my background, because of my leadership role, and 

how I got here.  

 A fourth participant shared how her teachers and coaches were Hawaiian so they 

taught her to take pride in being Hawaiian. Their efforts were focused on building more 

well-rounded Hawaiian leaders. “I do what I do today because it’s important for us to 

have more Hawaiians excelling academically and athletically here at the University.” 

One participant who felt that race had an impact on her education and 

employment journey shared how being Native Hawaiian on the U.S. continent provided 

her with experiences that prepared her for transitioning back to work in Hawaii.  

I used my race to have a voice at the table. Some people might say that’s not a 

good thing, but we needed a voice and so I was there.  I did that with a national 

organization to get myself in. I became a part of the committee on the study of 

women for that organization then I founded a committee that focused on minority 

scholars. That’s an example of how I used my race to get in to an organization 

and influence positive change because there weren’t any Native Hawaiians at that 

level. That then led to me becoming editor for that organization’s journal. It was 

not only my skillset because I really had to work hard to get to that place where 

people felt that I had the capacity and the skills to do the job.  

The final participant who felt that race had an impact on her education and 

employment journey shared how race mostly mattered when she decided to take her 

position in Hawaii.  

On the mainland, my race didn’t have any impact on my career path. But it 

absolutely helped here. One of the goals of the chancellor at the time I was hired 
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was to hire more Native Hawaiians in leadership positions. So when my dean told 

the chancellor that he had a Native Hawaiian with my experience who wanted to 

come back to the islands, I don’t think she even thought twice about not 

supporting him in my hire.  

The other two participants did not feel that their race had an impact on their 

education and employment journey. The first participant acknowledged not initially being 

aware of the opportunities for Native Hawaiian women in the University’s workforce.  

Part of it was that I just didn’t know what was out there.  I didn’t know what kind 

of jobs were here, I didn’t know what there was. Maybe if I’d been more with it, 

my path would have been different. If I had been more aware of the need for 

Native Hawaiian women at higher levels in the university, maybe I would have 

tried earlier to move up.  Knowing where I am now, I realize how important my 

role is for the University. I joke that they need Native Hawaiian women in my 

unit, so they can’t get rid of me. Truth is that I can do the job and the fact that I’m 

a Native Hawaiian woman does not hurt at all.  In terms of my job security, I 

know that if I screw up and if I don’t do a good job, my boss would get rid of me 

in a second so I don’t take any of this for granted. 

The final participant thought that some of the perceptions of Native Hawaiians in 

the community contribute to the way people think about Native Hawaiians. She cautioned 

about these misperceptions. 

Lots of time, the perception of your physical feature as a Hawaiian and how you 

behave can lead people to believe you are less intelligent than you are. The other 

stereotype I hear all the time is that the reason you’re able to do what you’re 
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doing is because you went to Kamehameha. Kamehameha has its advantages, but 

sometimes people think that’s the only reason why you’re able to be successful. A 

certain quality of the education provided by Kamehameha has definitely had a 

large influence on my life, but I still believe that what matters most is what you 

do with your education. Race is a part of who I am, but not all that I am. 

Gender 

 Similar to race, there were mixed findings for gender. Only half of the 

participants felt that gender influenced their education and employment journey. Three 

participants were convinced that gender did not play a role in her journey, while one 

participant was not sure if gender had any role in her journey. For the same purposes as 

stated in the race section, the responses relating to gender in this section of the chapter 

are not linked to particular participants. 

One of the participants who felt that gender had an impact on her education and 

employment journey shared how her gender is often associated with the function of her 

position.  

Interestingly, I feel that in my role my gender has helped. In our system, mostly 

women are in this position. This position has always been one of nurturing and 

one of support for students, so I feel that as a woman, people kind of expect that 

you’ll work your way up to this position.  

Another participant who felt that gender had an impact on her education and 

employment journey shared how gender has helped her secure positions. 

I’ve used my gender to get what I needed. I will admit that. In one institution, 

they offered to hire me under the minority EEO category and I never hesitated. I 
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said fine because I was thinking to myself that I just wanted to get in then I would 

be able to show them that I am better than the regular hire they hired right next to 

me. And I made sure to work friggin’ hard to prove that I had a skillset that’s 

valuable and impactful.   

Another participant explained how the chancellor wanted to build up more female 

leadership on her campus, so that worked out to her benefit. 

I feel like there’s actual commitment to growing and mentoring female leadership 

on our campus. I also feel like there’s already a lot of female role models and 

some female leadership to draw from here. In the Hawaiian community, I have a 

lot of female role models and mentors. Coming out of the world as a student on 

this campus and now professionally, I’ve always been used to seeing females in 

positions of leadership and decision-making here, so maybe that’s more of a 

normal for me. Being a female on this campus has worked toward my advantage 

without even knowing it. 

Four participants did not feel that gender had an impact on their education and 

employment journeys. Two of those participants were raised to believe that gender 

should not be an obstacle and they gave credit to their parents for instilling that in them. 

One of them shared how her father said that, “as a female, people are going to believe 

that you cannot do things and he basically said that you can. It was clear to him that 

gender had no bearing and he was going to make sure that his daughters didn’t believe 

that gender was going to be an obstacle.” 

Another participant was the youngest child in her family and explained, “I’m the 

youngest in the family, so of course I would be a brat and not follow the rules. I give 
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credit to my mom and dad because I was brought up to be myself.  Because I am a 

woman I am going to go do what you don’t think a woman would do.” 

The final two participants were unsure about any connection between gender and 

their education and employment journey. One of them said, “I would like to think if I was 

a male I’d be doing the same thing.” The other one commented, “I honestly do not know. 

My boss was known for hiring mostly women and she was really good at developing 

strong women because she was a strong woman herself, but I don’t think she hired me 

because of my gender.”   

For several of the women in the study, separating race from gender as it pertains 

to potential influence on their education and employment journey was difficult.  

I think the global challenge is being female in a male dominated industry, 

especially in administrative levels. Then being indigenous in addition to that. You 

can either carry it like a chip on your shoulder or you can let it give you insight on 

who you have to deal with and you take that as information on how to then cope 

and move forward.  

Summary 

This chapter began with a description of theme two, Personal Characteristics, 

those attributes that have strengthened the leadership potential of the women in the study. 

Findings from the interviews that resulted in this theme, including the sub-themes of 

Embrace Opportunity, Professional Development, Race, and Gender, conclude this 

chapter. 
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CHAPTER 6 

Theme Three: Social Justice 

 In this chapter, the theme of Social Justice is presented. The findings that 

contributed to the emergence of this theme and the corresponding sub-themes of 

Labyrinth to Leadership and Responsibility (Kuleana) are described. A summary is 

provided at the end of the chapter.  

Solorzano and Yosso (2002) described CRT in education as a set of basic insights, 

perspectives, methods, and pedagogy that seek to identify, analyze, and transform 

structural and cultural aspects that maintain subordinate and dominant racial positions. 

One of the key tenets of CRT in education is a commitment to social justice. The Oxford 

Dictionary (2014) defines social justice as justice in terms of the distribution of wealth, 

opportunities, and privileges within a society. Two social justice themes that emerged 

from the participant interviews were the labyrinth to leadership and a sense of 

responsibility. These themes are presented in this chapter. 

Labyrinth to Leadership 

Carli and Eagly (2001) described the glass ceiling as a “metaphor for prejudice 

and discrimination”. According to Eagly and Carli (2007a), it is time to abandon the glass 

ceiling metaphor that implies a rigid barrier that blocks women from the top echelons of 

power. Baumgartner and Schneider (2010) described the glass ceiling as an artificial 

barrier that prevents qualified individuals from advancing upward in their organization 

into high-ranking positions. Blake-Beard (2001) explained that barriers may exist in 

different forms and are often based on attitudes held by individuals or organizations. In 

line with this, Eagly and Carli (2007a) suggested that the traditional glass ceiling effect 
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has been reconceptualized to that of a labyrinth, which more succinctly encapsulates the 

decisions and pathways that women must navigate to attain success. The labyrinth to 

leadership is described as a complex maze filled with barriers and roadblocks that 

“captures the varied challenges confronting women as they travel, often on indirect paths, 

sometimes through alien territory, on their way to leadership” (Eagly & Carli, 2007b). In 

discussing their education and employment journeys, some of the participants 

acknowledged being aware of or having experienced the glass ceiling effect at one point 

in their careers. None used specific reference to the leadership labyrinth, although 

characteristics of the labyrinth are evident in their stories. 

One of the participants who is in a formal degree program actually did research on 

the glass ceiling effect for her undergraduate studies. Her studies, which were conducted 

prior to the release of Eagly and Carli’s research on the labyrinth to leadership, focused 

on the effect for women in general and women in executive positions.  

As an undergraduate student, I remember it wasn’t a gender thing. It’s the drive 

that’s in the person that makes the difference. And I think if you were to ask my 

husband about what got me to where I am, he would probably say the same. 

Except now, I’m in Hawaii and in an executive position and for the first time, I 

am seeing the glass ceiling effect play out right in front of me.  

Another participant explained that while she was on the U.S. continent, she was a 

colleague with one of the current chancellors in the University system. She noted how 

she was being groomed to actually go up the ranks to take a chancellor or vice president 

position and if she were still on the continent, she might actually be in one of those 

positions. However, being here in Hawaii, she found herself up against some obstacles.  
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As a woman, a Native Hawaiian woman, and with the disposition I have, I see the 

ceilings everywhere. I have found that at my stage right now, going into CEO and 

president positions in education, it’s a combination of my gender, my race, how 

people want to look at it, and my disposition. That’s very scary for people. And I 

can now actually see the glass ceiling. I see it because in Hawaii, I am being 

pigeonholed into a particular space, which I’m really good at, by the way.  I’m 

really good at doing what I do in that space. So I’m going to fight this because 

I’ve always had that kind of fight in me to do that. We need to get a Native 

Hawaiian woman through that glass ceiling. Women are lining up. When a Native 

Hawaiian woman becomes chancellor, VP, or president, that’s a big sign.   

According to Eagly and Carli (2007a) and as evidenced by the women in this 

study, women are finding their way to leadership positions. A complex labyrinth has 

replaced the absolute barriers that the women still refer to as the glass ceiling effect. How 

the women navigate this labyrinth tells a new story of women in leadership roles (Eagly 

& Carli, 2007a). 

Responsibility (Kuleana) 

Many of the participants mentioned a sense of responsibility to Hawaii, its people 

and its future. Two of the participants used the Hawaiian term “kuleana,” which Pukui 

and Elbert (1986) defined as a right, privilege, concern, or responsibility. Lipe (2014) 

described kuleana as nurturing and sustaining the life of different entities in specific ways 

depending on given roles. The examples shared by the participants give additional 

context to understanding the education and employment journeys of the Native Hawaiian 

women in the study. 
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 Three of the participants shared their perspectives from an instructional 

background. For one participant, teaching in a private school and having students who 

did not think they could go to college was what convinced her that she needed to do 

something to help. After receiving her doctoral degree more than a decade ago and 

working in higher education since then, she has started to see slow changes. 

I feel like we’re finally helping Hawaiians.  I know we have a far way to go, but 

small changes like being allowed to put the words Native Hawaiian in our mission 

statement show that we are making a turn for the better. Then Achieving The 

Dream happened and I got to see that in the performance objectives, we were 

looking at Native Hawaiian student success specifically. I’ve just seen such 

growth in actually understanding the role that Native Hawaiians play, and the role 

that we play as an indigenous serving institution. I’m happy, I’m very proud of it.  

And again, we have a long way to go, but we’re much farther than we were. 

We’ve made some progress since I did my dissertation ten years ago. I finally feel 

like I belong here now. 

 Another participant explained that she did not have intentions of teaching in 

higher education; and, it was not until she was in her profession that the possibility of 

teaching at the college level arose. 

I didn’t start out in education. I began in private practice then went into 

government. While private practice served me well, I wanted to do more for my 

community.  Helping clients one at a time didn’t give me the satisfaction that I 

wanted or was seeking in my work. Being able to teach and practice at the same 

time opened my eyes to the world of higher education. I always wanted to go back 
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and give back one day. It just came sooner than I expected. In government, you 

have to want to help others. I just wanted to do my best for my Hawaii really. 

That’s where it all came from. And I think that’s why I went from private into 

government because that’s helping out the community on a much broader basis.   

A third participant who works closely with students, but does not provide formal 

classroom instruction to them explained how she approaches her work. 

I wanted to be a teacher, but ended up in another field so I found pleasure in 

coaching instead. Even though I didn’t become a teacher, I now understand that 

teachers are coaches and coaches are teachers. As a coach, I want to pass on what 

I know to the next generation. I want to help people, our Native Hawaiian people. 

In my program right now, I have 450 students to support. It’s awesome being able 

to help these students succeed.  

 Two participants spoke about putting the concern of others before their own and 

how many of their actions were guided by recommendations and opportunities that they 

received from others. Staying open to those recommendations and opportunities suited 

those participants well. 

I put the concerns of others as a priority over my own because I never sought 

these things for my own personal development as primary.  I always looked at an 

opportunity and went wow, that’s neat. How can I help?  And as a result of that, 

doors open and opportunities happen. 

 For another participant, putting the concerns of others before her own meant 

always remembering who the primary audience was for her program.  
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The primary audience is the local kids. And whoever is in this position needs to 

keep that as a focus, and needs to be able to relate and connect to the local 

communities. My job is to keep the opportunities coming in for our kids. I think 

my job is to work myself out of a position by helping the next generation of local 

leaders, not only come and take my position, but assume leadership roles within 

the university, and within the broader community.   

To accomplish her goals, one of the topics this participant mentioned spending 

extra time and energy on was working more closely with the business and workforce 

development communities.  

We are literally preparing the next generation of employees. So we should be 

trying to provide as many opportunities as we can to prepare that workforce. But 

if we don’t have a connection to the workforce, and the opportunities surrounding 

the students that we work with, then I think it’s hard. My staff and I have started 

to look at additional strategies for pulling that workforce component in. We have 

been putting extra effort into this area because we feel it’s so important. 

 In developing a new program, another participant described that it was important 

for students to see Native Hawaiians in leadership roles so that as they graduate and 

move up the ladder, they were able to see early on how it all worked.  

It was important that students could see how we operated as Hawaiian faculty, 

staff and students on the same campus. Our students are the same students who 

have taken on leadership roles at University campuses and in the community. 

Providing hiring opportunities for Native Hawaiian employees, even through 

student employment is important. We cannot leave it up to the University. We 
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have to take on that responsibility. The University will do it up to a point, but the 

University has to create opportunities for all people. The Hawaiians have to be 

able to create the opportunities for the other Hawaiians on this campus. We were 

the ones that went out and lobbied for more positions for Native Hawaiians and 

lobbied for more programs for Native Hawaiians. Then we got to hire more 

Native Hawaiians. That’s one critical way that we’ve been able to develop more 

Native Hawaiian leaders. 

 On actually developing leaders, another participant commented that it’s the 

responsibility of current leaders to “help students figure out how to be the leader they are, 

the leader that we know, and the leader that we’re waiting for.” She shared that one thing 

that she has found useful to students is increasing their global perspective.  

Providing them with the opportunities of learning about higher education 

institutions and higher education policies in a global sense are really important. A 

global sense, if not a global experience, expands their view of education from 

multiple diverse global perspectives. 

 In addition to programs for Native Hawaiian students, participants also expressed 

the need for programs for Native Hawaiian faculty and staff members. One participant 

has developed a professional development seminar that she offers twice a year to help 

faculty and staff understand the campus and its policies, its procedures, and its culture. 

She also hosts a professional interdisciplinary seminar for faculty.  

I think these kinds of programs that help people be good scholars, and help people 

develop to what they can be, are really important to institutionalize and shouldn’t 

actually be supported at the department level with what little money we have. 
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Institutionalizing those learning opportunities are really important for 

sustainability.   

 For another participant, joining the University provided her the opportunity to 

give back to Hawaii in the medical field.  She was aware that Hawaii is in need of more 

experts in this field as well as better quality of care and services. 

What I wanted to do was give back. As a Native Hawaiian, it’s important for me 

to give back. I’ve been mission based for so long in my career that coming back 

here to help Hawaii was a way to honor my ancestors as well. It’s really important 

that healthcare improve here. Hawaii should at least have the healthcare that we 

need, and by educating doctors we can move closer to that reality. The startling 

thing about this is that if the doctors do what we call undergraduate medical 

education and still stay here for their residency training, 85% of them will stay 

here. That’s the highest in the nation and that would be so good for Hawaii and 

our students. 

 A general sentiment from all participants was that leadership development of 

Native Hawaiians should start sooner rather than later. Working with Native Hawaiians 

when they are students prepares them for the roles of leadership that exist when they 

leave the University to take on workforce roles in society. One participant shared, “If we 

can bring in the young ones early, to help out then we can expose them to opportunities, 

and they too will become leaders.” Another participant ended her interview by speaking 

generally about leadership for Native Hawaiians.  

We need the Native Hawaiian women and men. We need them in leadership.  

Why? Because we have Native Hawaiian students and how are we going to be a 
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role model for them, the students that are our own community, if we’re not in 

leadership to show them?   

As shared in the theme about embracing opportunity, another general sentiment 

from participants in the study was that leaders need to be open to opportunity when it 

presents itself. One participant drew a connection between opportunity and responsibility. 

When it’s your time, you know. Kuleana finds you when it needs to find you. It’ll 

look for you and seek you out when your leadership, knowledge, skills and talents 

are needed. So always be ready. When it’s your time, you’ll know that kuleana 

has found you and it’s your time to step forward.  

Summary 

This chapter began with a description of theme three, Social Justice, which is 

defined as justice in terms of the distribution of wealth, opportunities, and privileges 

within a society. Findings from the participant interviews included the sub-themes of 

Labyrinth to Leadership and Responsibility that conclude this chapter. 
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CHAPTER 7 

Discussion of Findings, Conclusion and Recommendations  

Discussion of Findings 

Data analysis of the interview responses, field notes, and document review 

resulted in three themes: Key Relationships, Personal Characteristics, and Social Justice. 

When woven together within the context of Critical Race Theory in Education, these 

findings can be empowering for Native Hawaiian women aspiring to be leaders within 

the University of Hawaii system.  

Key Relationships 

The theme of key relationships included relationships with family members, 

mentors, and peers and colleagues as those individuals who supported the participants in 

various ways along their education and employment journeys. Family members provided 

a stable home environment through which a firm foundation of values and skills were 

instilled. Several of the values that participants provided examples for were work ethic, 

pride, respect, honor, care, compassion and humility. Skills that participants learned from 

their family members included goal setting, confidence building, being resourceful, and 

being organized. All women had at least one member of her family who was and/or 

remains supportive of her education and employment endeavors.  

Mentors provided support to participants on varying levels. High school teachers 

and coaches were recognized for their early influence on participants’ paths. College 

professors and advisors were credited for their assistance with navigating undergraduate 

and graduate experiences, including internships and research opportunities. Supervisors 
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and bosses encouraged participants to seek out and pursue formal and informal 

development opportunities, while also providing training and support of their own. 

Peers and colleagues were considered influential people in the participants’ lives 

because of the different perspectives they shed on various situations. Co-workers were 

able to relate with participants about issues that only insiders would be able to 

understand. They were also an excellent referral source often sending participants 

information about development opportunities on the campuses and within the 

community. Friends were valuable resources for participants as they were available for 

consultation from an outside perspective when needed. Participants described many of 

their peer and colleague relationships as lifelong in nature.  

Personal Characteristics 

The theme of personal characteristics emerged from the way participants 

responded to a variety of events and situations in their lives. These personal 

characteristics are attributes that have strengthened the leadership potential of the women 

in the study. Embrace Opportunity, Professional Development, Race, and Gender are the 

four characteristics that were revealed through the data analysis process.  

All of the women spoke about at least one time when they had to make an 

important decision about an opportunity that was before them. Before making a decision, 

several of the women consulted someone they had a key relationship with as noted. 

Others described how they evaluated the situation and took a risk because there was little 

to lose. At least three of the women spoke about how taking advantage of an opportunity 

became a defining point in her career as it pertained to a job change or career 

advancement. 
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Pursuing professional development opportunities for the purpose of being better 

equipped to understand and manage the complexities of the rapidly changing higher 

education environment was important to almost all participants. Participants attended a 

variety of formal and informal programs including conferences, conventions, seminars, 

and workshops. Seeing the value in these types of opportunities, at least two participants 

have created development programs as they saw a need. Additionally, all participants 

shared how they encourage the students, staff or faculty that they work with to 

continuously engage in professional development opportunities. 

Although not as profound as the other sub-themes, the findings for race and 

gender are important to note in the context of the study. Six of the participants felt that 

race, being Native Hawaiian, influenced their education and employment journeys in 

some way. Three of the participants are directly linked to the Hawaiian culture or 

language through their content area, which is why they felt their race combined with their 

education and experience positively influenced their path to leadership. Two other 

participants expressed that they intentionally chose their path because they wanted to be 

able to give back to their culture. This overlaps with the concept of responsibility or 

kuleana in the next theme.  

In terms of gender, one participant explained how she felt her gender helped her 

secure the position that she is in since across the system, that position is most often times 

filled by women. Another participant explained how the administration of the campus 

was working to grow additional female leaders, so she was able to reap the benefit from 

those efforts. A final participant detailed how she has had positions offered to her based 
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on affirmative action hiring practices and which she has graciously accepted because she 

viewed that as a way to initially get into the system. 

Social Justice 

The theme of social justice is based on the Oxford Dictionary (2014) definition of 

justice in terms of the distribution of wealth, opportunities, and privileges within a 

society. The two sub-themes that emerged from responses provided by participants are 

experiences navigating the labyrinth to leadership and feeling compelled to perform well 

in their positions because they feel a responsibility to Hawaii and its future.  

Much of the research about the glass ceiling has been reconceptualized to a 

labyrinth to leadership. For one of the women in this study, navigation of the labyrinth 

became even more personal when she was deemed not the most qualified for a recent 

career advancement opportunity. For another participant, pursuing a higher degree is the 

only way that she will be qualified for advancement in the future.  Although Native 

Hawaiian women at the University have been making gainful strides in their careers, 

there still has not yet been a Native Hawaiian woman chancellor, vice president or 

president. Based on the feedback from the women in the study, they will continue to look 

for alternative paths to the top within the labyrinth.  

The word responsibility is one of the definitions for the Hawaiian term kuleana. 

As is prevalent in the Hawaiian culture, participants mentioned a sense of responsibility 

to Hawaii, its people and its future. Giving back to the University for the education and 

experiences that one has already gained was a common response from participants. 

Giving back for the sake of being able to contribute toward educating the next generation 

of Hawaiians was another reason. Still, others felt a sense of responsibility or kuleana to 
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educate for the purpose of sustaining the land, language, traditions, practices, and other 

components of Hawaii’s multi-faceted culture and heritage. This sub-theme was one of 

the most pervasive throughout the study as there were examples that crossed over with 

almost all other sub-themes.  

Conclusion 

 The findings from the study are consistent with findings from other studies that 

examined leadership development in women of color. For African American women 

leaders, no single factor has been proven to decrease or increase advancement 

opportunities for African American women serving in administrative roles. The themes 

that emerged from this study suggest that this conclusion could also be made for Native 

Hawaiian women serving in administrative roles at the University. 

In a study highlighting the experiences of five African American women, it was 

important for women to gain as much experience as possible either on their jobs or 

through community service to help develop their leadership skills (Choates, 2012). Based 

on the professional development sub-theme and the multitude of examples provided, this 

statement could also be applied to the participants in the study.  

In a case study of an African American upper-level female administrator at a 

research university, career success was attributed to her high level of education, extensive 

preparation, strong work ethic, sacrifices, and learning to read an organization’s culture 

(Cook, 2012). Findings from the key relationships and personal characteristics themes 

suggest that the Native Hawaiian women administrators in this study have many 

similarities in common with African American women administrators.  



	 110	

 A narrative study of APA women in higher education leadership found that 

identity and being cannot be separated from leadership and that APA women feel an 

ethical responsibility to carry on their legacies of leadership (Almandrez, 2010). The 

Native Hawaiian women in this study shared similar sentiments. They shared how at 

times it was difficult to determine whether race and gender influenced their path, either 

individually or collectively, since they do not normally separate these factors from their 

being. More profoundly, the women have voiced their feeling of responsibility for 

carrying on components of their Native Hawaiian culture.  

 In a separate study of ten Asian women senior-level higher education leaders, 

critical incidents were examined to understand the professional and personal lives of 

Asian women leaders in higher education. Three themes that emerged from that study 

included women’s strength through adversity, women taking no ownership for success 

and women persisting in their pursuit of excellence (Ideta, 1996). The women in this 

study share a similar pattern of findings, especially in terms of values they learned from 

family, continuing to embrace opportunities and professional developments, and 

persevering because of the responsibility they feel they have to others. 

In another study focused on Asian American women, Balon (2004) found that 

negative images of this population may contribute to perceived glass ceilings to 

advancement and self-perception and that the Asian American leader has endured 

institutionalized racism in numerous subtle and overt forms, which has remained a 

significant factor in the curtailing of their leadership development. Findings from this 

study in the social justice theme suggest that not only are Native Hawaiian women 

leaders able to identify with this, but they are actually experiencing this effect as well. 
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In a qualitative narrative and arts-informed study, Ka‘opua (2013) examined the 

experiences of nine tenured instructional Native Hawaiian women faculty at the 

University of Hawaii at Manoa and identified Pohaku Ho‘oke‘a (Barriers), Mana Wahine 

(Innate Female Power), and Pono (Indigenous Authenticity) as three themes. The Native 

Hawaiian women in the study exercised innate strength and power to overcome obstacles 

and through Indigenous authenticity, were able to remain true to their Native Hawaiian 

culture and values. They developed and strengthened relationships, engaged in 

mentoring, integrated Native Hawaiian values and culture and found a way to follow the 

recipe for promotion and tenure while remaining true to their native culture. The Native 

Hawaiian women in this study demonstrated some of the same qualities as those 

identified by Ka‘opua. In particular, were the concepts of key relationships and the value 

of responsibility. 

 Based on the findings from this study, Native Hawaiian women leaders benefited 

tremendously from key relationships with their family, mentors, and peers and colleagues 

who supported them along their path to leadership. These women have a set of personal 

characteristics that has enabled them to embrace opportunity and engage in professional 

development activities, while being mindful that the decisions they make are highly 

influenced by their race and gender, who they are as Native Hawaiian women. Despite 

the challenges of navigating the leadership labyrinth that some of these women have and 

continue to experience, they are resilient and determined to persevere until they reach the 

top. They are committed to this collective goal, not for any one of them individually, but 

because of the responsibility they have to Hawaii and its future.  
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Limitations of the Study 

 The study included a number of limitations. First, the study had a qualitative 

narrative methodology design. Using this design limits external validity and makes it 

difficult to assess the impact the research has on situations outside the scope of the study. 

The study strived to capture the experiences of Native Hawaiian female 

executives in higher education, specifically within the University of Hawaii system. In 

this regard, the study is limited in scope. As there are other institutions of higher 

education where Native Hawaiian women may be employed in leadership roles, it is 

important to remember that the findings of this study cannot be generalized to all Native 

Hawaiian women leaders in higher education. Additionally, the findings of the study 

should not be generalized to Native Hawaiian women leaders in other career professions. 

The small sample size is another limitation of the study. As was explained in 

Chapter Three, the number of potential participants was eight. Although all eight women 

agreed to participate, that sample size is still too small to confidently generalize findings 

from the study to a broader population.  

 Finally, my characteristics may also limit the study. I am Native Hawaiian. I was 

born and raised in Hawaii. I am female. I am an alumnus of the University of Hawaii. I 

am now employed as an executive at the University of Hawaii. Many of these factors 

provide me with an insider’s view of the intricacies and long-term perspectives relating to 

higher education administration in Hawaii. As it turns out, I shared similar backgrounds 

and beliefs with some of the participants. I also had similar experiences to those that were 

shared by some of the participants. I was mindful that this bias could influence how I 
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conducted this research and although I employed multiple validation strategies, it is 

important to recognize my bias as a potential limitation of the study. 

Recommendations for Native Hawaiian Women Aspiring to be Leaders 

The findings from the study provide a context in which Native Hawaiian women 

aspiring to be leaders can begin to plan a course for themselves. Participants of the study 

provided the following recommendations for up and coming leaders to consider. 

It’s all about relationships. Understand the importance of relationships that you have and 

how they contribute to your individual and leadership goals. Get to know other Native 

Hawaiians in the system. Watch them, connect with them, learn with them.  

Acknowledge and be proud to be Native Hawaiian. Know the values that come from 

being Hawaiian, let those drive you and how you do things. Your heritage should not 

hold you back. It should leap you forward. Be prepared to take on opposition if/when 

your core Hawaiian values are challenged.  

Learn about the system you’re working in. Learn how things work, get involved, 

volunteer, attend events, meet people. Understand how to be a player in the system.  

Be steadfast in your passion and know your aspirations. Develop a plan with clear goals 

to accomplish this. 

Showcase your skills. Be proud of your accomplishments. If you can do the job, it is okay 

to let other people know that you can do the job. 

Develop your network. You never know when you might need to call upon someone for 

his/her expertise. 

Pursue professional development. Go to professional conferences, workshops and 

seminars. Work with people outside of your comfort zone.  
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Take risks. Give it a shot. Take on roles and responsibilities that you probably thought 

you would never want to do. This will help you become a well-rounded individual. Do 

not be afraid to throw your name in the hat. 

Figure out how to be the leader you are. Others around you await the leader that we 

know, that we have been waiting for. 

Obtain a global perspective, if not a global experience. Expand your view of education 

from multiple diverse global perspectives.  

Think about how you can help others. Put the concerns of others as a priority over your 

own. The world will open up for you because there is so much need out there.  

Be open-minded. There are a lot of things that are wrong with this world, but there are 

also a lot of things that are right.  

Try new things. Expose yourself to different things that you have never been exposed to 

before because the world is changing so quickly around you. 

Keep your options open. Do not just stay in your comfort zone. Look around, look 

beyond your job and what you are doing right now. 

Recommendations for the University 

The following recommendations provided by the participants are for the 

University’s consideration, especially as it seeks to support and promote Native Hawaiian 

leaders as stated in its foundational documents. 

Be proactive with programming. Develop a mentoring program based on Hawaiian 

values. Develop a program that teaches about the University system and its operations. 

Implement Hawaii Papa o Ke Ao. Prioritize implementation based on the leadership 

thematic area. 
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Institutionalize professional development opportunities. Expand the President’s Emerging 

Leaders Program to include more participants and content about different policies and 

different social, historical and economic situations. Incorporate global perspectives and 

experiences whenever and wherever possible. 

Be more understanding of things like childcare. Allow employees to flex their schedules. 

Increase access to and/or provide childcare services. 

Inform employees about available resources. Create a hub where information about 

professional development and leadership development programs can be available. 

Increase communication about such programs. 

Recommendations for Future Research 

 Based on the findings of the study as well as the limitations noted, there are 

several recommendations for future research that could add to the literature in this field.  

Definition of leader – The University’s Human Resources classification of Executive and 

Managerial staff was used for the study. It is important to recognize that there are other 

Native Hawaiian women in leadership roles at the University who are also worthy of 

being included in the study. This includes faculty and staff members in Administrative, 

Professional, and Technical (APT) or similar positions.  

Native Hawaiian women leaders in higher education institutions in Hawaii – In Hawaii, 

there are universities and colleges outside of the University of Hawaii system that might 

employ Native Hawaiian women administrators. Research with that sample might result 

in a study that is more inclusive of Native Hawaiian women administrators in the state. 

Native Hawaiian women leaders in higher education institutions outside of Hawaii – The 

sample for the study included two administrators who previously had worked in higher 
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education institutions outside of Hawaii. A study that included a sample of Native 

Hawaiian women leaders working in higher education from outside the State of Hawaii 

would allow researchers to compare findings between the two samples to determine 

whether working in/out of the state has any effect on the results. 

Native Hawaiian women leaders in other government agencies in Hawaii – The 

University is a State agency. A study with a sample of Native Hawaiian women leaders 

from other government agencies would allow researchers to compare findings between 

the two samples to see whether the University environment has any effect on the results.  

Native Hawaiian men – A study with a sample of Native Hawaiian men leaders from the 

University would allow researchers to examine the potential effect of gender on results. 

Interview mentors for what they saw in participants – This study did not include data 

from individuals identified as mentors by the participants. A study that includes mentor 

participation would allow researchers to examine what traits or characteristics mentors 

saw in the participants that resulted in their willingness to be a mentor. 

Contribution to the Literature 

 The review of literature affirmed the need for research to further explore 

leadership among the Native Hawaiian women population in a higher education setting. 

Critical Race Theory in education is an emerging area of study that suits this research 

topic well. The role of CRT in education and Native Hawaiian women in leadership is 

unexplored. The findings of this study added to the limited body of knowledge regarding 

the lived experiences of Native Hawaiian women leaders in Hawaii’s higher education 

system. 
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leadership of Native Hawaiian women administrators in Hawaii’s higher education system.  
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disproportionate to our student population. While the University of Hawaii strives to be an 
indigenous serving institution, I feel this may be difficult to achieve without more Native 
Hawaiians in key leadership roles across our system.  
 
I am reaching out to you because I feel that you may have valuable information to contribute 
toward the topic of my dissertation. You were selected based on being a Native Hawaiian 
female in an executive and managerial position in the University of Hawaii.  
 
Participation in this study is voluntary and will include a single interview, estimated to take 
between 1.5 to 2 hours. Additionally, I would like to request a copy of your most current and 
comprehensive resume/curriculum vitae.  
 
I hope you will give consideration to this proposal. The interview can be scheduled at the day, 
time, and location that is most convenient for you. Please provide a response within two weeks 
from the date of this letter. Should you require additional information, I can provide you with 
a copy of the informed consent form and/or schedule a phone call to further discuss.  
 
Sincerely, 
 
Farrah-Marie Gomes 
Ph.D. Candidate: University of Nebraska, Educational Administration  
 
Name and Phone number of investigators 
Farrah-Marie Gomes, MS  Principal Investigator 808-345-4190 
Marilyn Grady, Ph.D. Secondary Investigator 402-472-0974 
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Telephone Script for Follow-Up 
 
 
Hi, may I please speak with ____________________________? 
 
Aloha, this is Farrah-Marie Gomes. I am calling you today in follow-up to a letter of invite 
that I sent via mail and email approximately two weeks ago. The letter was an invitation 
asking for your participation in my dissertation study entitled Paths to Leadership of Native 
Hawaiian Women Administrators in Higher Education. Do you remember receiving my 
invitation? 
 
If yes – Are there any questions that I can answer or concerns that I can clarify to help you 
decide on whether you’d like to participate? 
 
If no – Can I please verify your email address? I’d like to resend my invitation to you. In the 
meantime, do you mind if I give you a quick summary of my letter while I have you on the 
phone? 
 
I am a doctoral candidate in Educational Administration at the University of Nebraska at 
Lincoln. My dissertation will explore and describe the paths to leadership of Native Hawaiian 
women administrators in Hawaii’s higher education system.  
 
I am currently employed serving as the University of Hawaii at Hilo’s Interim Dean for the 
College of Continuing Education and Community Service, while my permanent position is as 
the Director of the North Hawaii Education and Research Center. As an executive employee of 
the University of Hawaii, I have noticed how the number of women executives in our system is 
disproportionate to our student population. While the University of Hawaii strives to be an 
indigenous serving institution, I feel this may be difficult to achieve without more Native 
Hawaiians in key leadership roles across our system.  
 
I am reaching out to you because I feel that you may have valuable information to contribute 
toward the topic of my dissertation. You were selected based on being a Native Hawaiian 
female in an executive and managerial position in the University of Hawaii.  
 
Participation in this study is voluntary and will include a single interview, estimated to take 
between 1.5 to 2 hours. Additionally, I would like to request a copy of your most current and 
comprehensive resume/curriculum vitae.  
 
I hope you will give consideration to this proposal. The interview can be scheduled at the day, 
time, and location that is most convenient for you.  
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 Interview Questions 
 
 

1. Tell me about your educational journey from high school to your highest degree earned. 

2. Share with me the key career experiences that led you to your current position. 

3. What kind of support did you receive along your career path to leadership? 

4. Share any challenges you experienced along your career path to leadership and how you 

overcame those challenges. 

5. Do you feel that race influenced your career path and if so, how? 

6. Do you feel that gender influenced your career path and if so, how? 

7. What role, if any, do you feel the University of Hawaii has had on your path to leadership? 

8. What do you suggest Native Hawaiian women aspiring to be higher education administrators 

do to prepare themselves for those leadership positions? 

9. How do you think university programs and operations can support Native Hawaiian women 

on their paths to higher education administration? 
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Paths to Leadership of Native Hawaiian Women Administrators in Higher Education 
 

PARTICIPANT INFORMED CONSENT FORM 
 
The interview you are being asked to participate in is being conducted as part of a dissertation 
at the University of Nebraska at Lincoln.  
 
Purpose:  
The purpose of this study is to explore the career pathways of Native Hawaiian women 
administrators in Hawaii’s higher education system. The investigator will ask questions 
regarding your background, personal and professional experiences, and successes and 
challenges that you have experienced.  
 
Procedures:  
If you decide to participate in this study, you will be asked to meet in person with the 
investigator. The interview will take between 1.5 to 2 hours. All interviews will be audio-tape 
recorded, then a transcription of that recording will be produced. The investigator will also be 
taking notes during the interview. You will be given the opportunity to review the 
transcription and investigator’s notes to ensure that your thoughts are accurately captured.  
 
Benefits:  
There are no direct benefits to you as a research participant. However, the information that 
you share may contribute to a better understanding of the career pathways of Native Hawaiian 
women administrators in Hawaii’s higher education system. 
 
Risks: There are no known risks or discomforts associated with your participation in this 
study.  
 
Confidentiality: The information you share in the interview will be kept strictly confidential. 
The data will be stored in a locked file cabinet in the investigator’s office. A transcriptionist 
and the investigators are the only ones who will have access to the audio recording of your 
interview. Only the investigators will have access to all other data you provide. All data will 
be kept on file for 5 years after the study is complete and will only be accessible to the 
investigators during that time. Your name and other personal identifying information will not 
be used in reports. Information obtained in this study may be published in scientific journals 
or presented at scientific meetings but the data will be reported as aggregated data.  
 
Compensation: No compensation is available for participation in this study. 
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Opportunity to Ask Questions: You are encouraged to ask any questions concerning this 
study before the start of the interview. If you have any questions, please email Farrah-Marie 
Gomes at farrahtimkoa@gmail.com or via phone at (808) 345-4190. 
 
Freedom to Withdraw: Participation in this study is voluntary. You can refuse to participate 
or withdraw at any time without harming your relationship with the investigator or the 
University of Nebraska at Lincoln. If you decide to participate, you have the option to skip any 
questions you do not want to answer or stop the interview at any time. 
 
Consent, Right to Receive a Copy: If you agree to participate in this study, please sign 
below. Your signature certifies that you have decided to participate and have read and 
understand the information presented. You will be given a copy of this consent form for your 
records. 
 
 
_______________________________________ 
Participant Name 
 
 
_______________________________________  ________________________ 
Signature of Participant     Date 
 
 
 
_______________________________________  ________________________ 
Investigator’s Signature     Date 
 
 
 
 

 
 



 

 

Interview Protocol 
 
Date _______________________ Location _______________________________________ 
 
Name ______________________________________________________________________ 
 
Title/Position ________________________________________________________________ 
 
Campus _____________________________________________________________________ 
 
How long in current position __________________ with University ___________________ 
 
Introduction 
 
Thank you for taking the time to speak with me today. I am very interested in finding out your 
perspective on the topic of Native Hawaiian women leaders in higher education. For my study, 
I am especially focusing on examining the career pathway experiences of Native Hawaiian 
women administrators at the University of Hawaii. I have selected you for an interview 
because I feel that you can help contribute to a deeper understanding of this topic, so please 
feel free to elaborate on your responses today. 
 
I will be recording and transcribing our discussion. You will have a chance to review the 
transcription, along with any notes that I take regarding my interpretations of what you say. It 
is important that my writing is reflective of what you mean.  Do you have any questions before 
we begin? 
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1.  Tell me about your 
educational journey 
from high school to your 
highest degree earned. 
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2. Share with me the 
key career experiences 
that led you to your 
current position. 

  
3. What kind of support 
did you receive along 
your career path to 
leadership? 

  
4. Share any challenges 
you experienced along 
your career path to 
leadership and how you 
overcame those 
challenges. 

  



 

 

5. Do you feel that 
gender influenced your 
career path and if so, 
how? 

  
6. Do you feel that race 
influenced your career 
path and if so, how? 

  
7. What role, if any, do 
you feel the University 
of Hawaii has had on 
your path to leadership? 

 



 

 

8. What do you suggest 
Native Hawaiian 
women aspiring to be 
higher education 
administrators do to 
prepare themselves for 
those leadership 
positions? 

 
 

9. How do you think 
university programs 
and operations can 
support Native 
Hawaiian women on 
their paths to higher 
education 
administration? 

 
 
 
 
 

 
 





 

 

 

Interview Review Verification  

 

 

I, _____________________________, have received a copy of my interview transcript for the study 

Paths to Leadership of Native Hawaiian Women Administrators in Hawaii’s Higher Education System.  

 

 

_________________________________________  ______________________ 
Signature of Research Participant    Date 
 

 

Name and Phone number of investigators 
Farrah-Marie Gomes, MS  Principal Investigator 808-345-4190 
Marilyn Grady, Ph.D. Secondary Investigator 402-472-0974 
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