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Abstract 

As an indigenous serving institution, the University of Hawai‘i (UH) serves all 

indigenous groups including Pacific Islander groups. Continual and practical training of 

emerging educational leaders at the UH is critical to the ongoing success of Hawai‘i’s only 

public post-secondary institution. Employing the oral history methodology, I examined the 

leadership journey of Dr. Lui K. Hokoana as he navigated through the UH system to identify key 

leadership themes, trends and characteristics of an effective leader serving within the UH, as an 

indigenous serving institution. As a Native Hawaiian, UH leader and crafter of the UH Hawai‘i 

Papa O Ke Ao (HPOKA) Initiative, Dr. Hokoana presented a unique mo‘olelo (story) that I 

studied through the theoretical framework of Burgess’ Building My Beloved Community as a 

qualitative research project.  

I conducted a purposeful sampling of fifteen supporting participants. Of the fifteen 

supporting participants, eleven participated in a semi-structured interview and four participated 

in a focus group interview. I conducted five semi-structured interviews of Dr. Hokoana as the 

primary participant. Through a deductive analysis, I identified six pre-determined typologies 

based on the Mission of UH Maui College and the UH Hawai‘i Papa O Ke Ao Report. From the 

data, I identified seven emergent typologies. I summarized the data supporting the pre-

determined and the emergent typologies and I identified four overall themes based on Native 

Hawaiian concepts presented in the data. 

The typologies suggested Dr. Hokoana’s leadership characteristics are kuleana, 

responsibility to family and community; pilina, relationships, such as mentoring, providing 

opportunities, having a safe environment, trusting relationships and student, employee and 

community advocacy; having an optimistic outlook; supported by ‘ohana values, such as 
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ho‘okipa, hospitality and humility; addressing challenges by the support of ‘ohana values; and 

being adaptive to change. From Dr. Hokoana’s mo‘olelo, it was suggested that a beloved 

community of leaders would know one’s hua and have appreciation for one’s gifts, develop and 

maintain meaningful relationships through radical aloha; live and lead through Native Hawaiian 

values balanced within a traditional and contemporary framework; and support the notion that 

everyone can lead from whatever position they hold. 
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Dr. Lui K. Hokoana: A Study Of Leadership At The University of Hawai‘i, 

An Indigenous Serving Institution (An Oral History Inquiry) 

Chapter I 

In this study I examined the leadership journey of Dr. Lui K. Hokoana as he navigated 

through the University of Hawai‘i (UH) system. I wanted to identify key leadership themes, 

trends and characteristics of an effective leader serving within the University of Hawai‘i. As a 

Native Hawaiian, UH leader and crafter of the UH Hawai‘i Papa O Ke Ao Initiative (HPOKA), 

Dr. Hokoana presented a unique mo‘olelo (story) that I studied for this qualitative research 

project using an oral history methodology and Burgess’ Building My Beloved Community 

theoretical framework. 

Figure 1 is a photo of this study’s primary participant Dr. Lui K. Hokoana, Chancellor at 

University of Hawai‘i Maui College. 

Figure 1 

Study Participant Dr. Lui K. Hokoana, Chancellor, University of Hawaiʻi Maui College, 

Hokoana. 

 

The HPOKA model that Dr. Hokoana authored, served as the framework for UH 

campuses as indigenous serving institutions. Since its inception in January 2012, the HPOKA 
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Initiative has guided the voice and leadership opportunities of Native Hawaiians and all faculty 

and staff at the University of Hawai‘i. Within the HPOKA framework, there are three identified 

thematic goals, including leadership development, community engagement and Hawaiian 

language and cultural parity. These cornerstones will support the goal of leadership development 

within the framework of an indigenous serving institution and “prepare faculty and staff of 

Native Hawaiian ancestry to assume leadership positions within UH and in their community” 

(University of Hawaiʻi, 2012). 

I used Burgess’ Building My Beloved Community model to guide my interactions with 

the participants and shape the understanding of the data within the context of the UH, the 

HPOKA initiative and the community Dr. Hokoana serves. Burgess’ Building My Beloved 

Community model is a “community-building and conflict transformation process based on 

bringing people face to face for ceremony, storytelling, and healing circles of trust and respect.” 

The ten core principles and values of the process of Building My Beloved Community that 

Burgess shared “help people to come together to dream, heal, and build their beloved 

community” (Burgess, 2013, p. 11).  

Purpose of the Study 

The purpose of this study was to identify key leadership themes, trends and 

characteristics of effective leadership at the University of Hawai‘i as an indigenous serving 

institution. The key leadership themes, trends and characteristics identified will provide the 

foundation for the development of an emerging leaders program for employees at all levels of 

employment at University of Hawai‘i Maui College. 
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Research Questions 

The research questions were: (1) As told through the moʻolelo of Dr. Lui K. Hokoana, 

how does University of Hawai‘i Maui College build a beloved community of leaders? and (2) 

What unique characteristics do leaders at indigenous serving institutions possess/emulate along 

their leadership journey? 

Significance of the Study 

Continual and practical training of emerging educational leaders at the UH is critical to 

the ongoing success of Hawai‘i’s only public post-secondary institution. Housman (2015) 

suggests, “Indigenous educational leaders today have the notable responsibility of developing 

effective leadership skills in the next generation. There are opportunities to teach, learn, and 

practice the qualities of leadership” (p. 73). Furthermore, the adoption of the HPOKA Initiative 

in January 2012 by the University, intended to address the needs of Hawai‘i’s indigenous 

population by creating a model of an indigenous serving institution (University of Hawaiʻi, 

2020b, para. 1-2). 

Country Lead, Learning Systems and Systems Evaluation at the India Country Office of 

the Bill and Melinda Gates Foundation Sanjeev Sridharan (personal communication, July 2018) 

suggested, “Master the mainstream culture to get a seat at the table to make a difference.” To 

have a seat at the table allows leaders of indigenous serving communities, specifically at the 

University of Hawai‘i, the means of having their ideas shared and heard and thereby make room 

for transformation and to make a difference. Moreover, in an example of getting a seat at the 

table, longtime activist and leader of the 1976 Kahoolawe Protest Walter Ritte is running for a 

2020 Hawai‘i State House of Representative seat. Ritte believes “Hawai‘i is an occupied state 

and has for years worked with others to right the wrongs done to Hawaiians. Now, he says 
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working within the political system might be the only way to get things done” (Lovell, 2020). 

Ritte suggests, “I’ve been around long enough to know what’s not working.” He continues, 

“Now, it’s like ‘OK, let’s get in the system with the same goals’” (Lovell, 2020). This 

perspective of mastering the mainstream culture and thereby being included in the conversation, 

directly aligns with McDermott and Andrade’s Native Hawaiian profile Sublimation – Cultural 

Synthesis (2011) and perhaps the successful leadership journey of the leaders of the UH and of 

the themes, trends and characteristics that carried them to capacities of leadership. In this study I 

examined the intricacies of the balance of the politics at the University of Hawai‘i, the 

positionality of the emerging leader, the indigenous perspective and relationships between 

employees and the community as well as the imbalance, the incompleteness of how the leader 

made their way through. 

Native Hawaiian scholar, Konohiki (facilitator) for Kūlana o Kapolei (A Hawaiian Place 

of Learning) at UH West O‘ahu Dr. Manulani Aluli Meyer suggested, “The uniqueness that is 

Lui Hokoana and that you see, is enough to explore it, to see that specificity and universality are 

linked with his uniqueness and the strength of what leadership can be.” The unique moʻolelo of 

Dr. Hokoana will provide the cornerstones for the development of an emerging leaders program. 

Dr. Hokoana’s individual voice, moʻolelo, is significant as a Native Hawaiian man, primary 

author of HPOKA, leader at the UH in various capacities over the past 20 years, most recently as 

Chancellor at UHMC, as an active community contributor and as a lifelong member of the Maui 

community. Dr. Hokoana’s leadership success mo‘olelo within the UH system will provide an 

important template of leadership at UHMC as well for other indigenous serving organizations in 

education, business and healthcare. Davidson et al. (2018) suggested,  
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indigenous perspectives are not represented in higher education scholarship, 

resulting in a large gap … There is a continued call for increased representation of 

indigenous perspectives and voices in scholarship … and research methodologies 

that more appropriately address our unique positions and responsibilities as 

indigenous people and scholars. (p. 9) 

In an Office of Hawaiian Affairs (OHA) Newsletter Ka Wai Ola, author Kekoa Enomoto 

cited Dr. Hokoana in reiterating his appreciation for transformative leadership. Dr. Hokoana said, 

“With the progression in my career, I am finally at a place where I have an understanding of how 

to implement change and not only empower Native Hawaiians, but truly empower all students” 

(Enomoto, 2011, p. 5). 

McDermott and Andrade (2011) in their psychocultural profiles of cultural groups in 

Hawai’i, present five social patterns of behavior of Native Hawaiians: 

1. Assimilation 

2. Colonial Mimicry 

3. Orthogonal Biculturalism 

4. Hawaiian Anomie 

5. Sublimation – Cultural Synthesis 

Inspired by the monarchy’s cultural heroes, the Sublimation – Cultural Synthesis 

group sublimated the rage and trauma of their wounding and transformed their 

historical grievances into a noble purpose and vision. They raised children and 

grandchildren educated and fluent in the Hawaiian and American worlds. 

Through their descendants, they would assert their first nations status, calling 

themselves Native Hawaiians, and finally kānaka maoli. (p.11)  
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Moreover, Lipe (2016) speaks of transformational leadership led from 

Survivance as an incredibly important framework in our journey as Indigenous 

peoples to reclaim stories that define us … rather than allowing the stories of 

colonization and victimization to define us, survivance suggests that we move 

beyond them to focus on the amazing people we are and the tremendous things we 

do as Indigenous peoples. (p. 56)  

Dr. Hokoana looked to his “own traditions and cultures to rediscover what is innately in 

us” through sublimation-cultural synthesis and survivance to “illuminate the spirit, energy and 

work” (Lipe, 2016, p. 56). 

Definition of Terms 

The key definitions are as followed: 

1. Capacity Building – Community capacity building is about promoting the “capacity” 

of local communities to develop, implement and sustain their own solutions to 

problems in a way that helps them shape and exercise control over their physical, 

social, economic and cultural environments. (Department for Community 

Development, 2006) 

2. Community – a unified body of individuals, such as people with common interests 

living in a particular area, or a body of persons having a common history or common 

social, economic, and political interests. (Merriam-Webster, Inc.,1983) 

3. Community Building – Involving oneself in community organizations, building 

relationships, and knowing what the community does, needs and how one can work 

with the community. (Holt, personal communication, March 2019) 
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4. Culture-based Leadership – Leadership guided by cultural outlook, indigenous 

behavior and philosophy - the leader knows who their people are and where their 

people are from and has a cultural practice. (Holt, personal communication, March 

2019) 

5. Hoʻi I Ka Piko – Returning home, returning to those values that come from your 

kūpuna, returning to that which defines you. (Sing, personal communication, 

December 6, 2019) 

6. Ho‘okipa – to entertain, hospitality. (Pukui, 1983) 

7. Indigenous Serving Institution – Defined by the institution, in the case of the UH, 

guided by the tenets of HPOKA; organization recognizes that indigenous culture is an 

important part of who we all are in this place. (Holt, personal communication, March 

2019) 

8. Kuleana – right, privilege, concern, responsibility (Pukui, 1983); what you have the 

right to do, what you are spiritually impelled to do and what is none of your business. 

(Hall, 2019) 

9. Leadership – the office or position of a leader, capacity to lead, the act or instance of 

leading. (Merriam-Webster, Inc., 1983) 

10. Leadership Journey – from alaka‘i; ala is a path, road or trail; ka‘i is to lead direct, 

lift up and carry (Pukui & Elbert, 1986); a leader who leads, directs, lifts up and 

carries the people around him on a journey down a pathway, which leads to a 

common goal. (Housman, 2015, p. 49) 

11. Mana – power possessed by man but originating in the supernatural and this always 

imbued with a mystical quality… the concept of “power” bestowed directly or 
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indirectly from a supernatural source, the existence of and the very aura of power. As 

authority, not the imposing of will on another, but an inherent quality of command 

and leadership. As a reservoir of strength. In 20th Century terms, as personal 

magnetism or high impact personality. (Pukui et al., 1972, pp. 149-150) 

12. Manaʻo – thought, idea, belief, opinion, theory, thesis, intention, meaning, 

suggestion, mind. (Pukui, 1983) 

13. Mihi – repentance, confession, apology; to repent, confess, apologize; Pukui 

suggests, “When someone came to you and asked for forgiveness, you could not huli 

kua [turn the back] on him. You had to forgive fully and completely. If you did not, 

then the amākua would huli kua on you. Sincerity of the errant one was not 

questioned…the person asking forgiveness must not become angry, even if 

forgiveness were delayed or withheld. He must remain humble throughout.” (Pukui et 

al., 1972, pp. 73-74) 

14. Mo‘olelo – story, tale, history, tradition, legend, journal, record, article; minutes as of 

a meeting. (Pukui, 1983) 

15. Native Hawaiian – Any descendant of not less than one-half part of the blood of the 

races inhabiting the Hawaiian Islands previous to 1778 (Hawaiian Homes 

Commission Act 1920, 1920, p. 122). For the purposes of this document, blood 

quantum is not considered. 

16. Pilina – association, relationship, union, connection, meeting, joining, adhering, 

fitting. (Pukui, 1983) 

17. ‘Ohana – family, relative, kin group (Pukui, 1983); Mary Kawena Pukui suggests, 

members of the ‘ohana, like taro shoots, are all from the same root. With Hawaiians, 
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family consciousness of the same “root or origin” was a deeply felt; unifying force, 

no matter how many offshoots came from offshoots. …you may be 13th or 14th 

cousins as we define relationships today, but in Hawaiian terms, if you are of the 

same generation, you are all brothers and sisters…The core of the ‘ohana were the 

living pili koko (Blood relatives) however, non-related persons could be admitted to 

‘ohana status. When a family member died, they remained as a spirit – very much a 

part of the ‘ohana. (Pukui et al., 1972, pp. 166-167) 

18. University of Hawai‘i (UH) – The sole public system of higher education in 

Hawai‘i, includes 10 campuses and educational, training and research centers across 

the Hawaiian Islands, enrolling 51,063 (undergraduate 45,731, graduate 5,332) 

students (fall 2018), of the full-time students, 22% Native Hawaiian/part Native 

Hawaiian (fall 2018), of the faculty 8% Native Hawaiian/part Native Hawaiian (fall 

2015). Campuses include UH Mānoa; UH Hilo; UH West Oʻahu; UHMC; Kapi‘olani 

Community College; Hawai‘i Community College, Leeward Community College, 

Windward Community College; Honolulu Community College and Kaua‘i 

Community College. (University of Hawaiʻi, n.d.-a) 
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Chapter II 

Literature Review 

Within the literature review, the historical overview and context of leadership at the UH 

is rich with political, economic and social implications that have influenced, in many ways, the 

structure and processes of the University today (Kame‘eleihiwa, 2016; Kamins & Potter, 1998; 

Merritt, 2004; Yount, 1996). The current context provides the perspective of what is happening 

now, as well as the institutionalization and intention of the adoption of the HPOKA initiative. 

Moreover, the examination of the external influences that affect the workings of the University, 

for example, the major funding supporters, such as the Hawai‘i State legislature, federal and state 

government, as well as accreditation boards and community groups, provided context to Dr. 

Hokoana’s leadership journey. Additionally, the cultural leadership aspect provided the 

foundation and basic understanding of the effects of the adoption of the HPOKA initiative 

(Kame‘eleihiwa, 2016). It also provided information on the barriers to complete acceptance and 

integration of the HPOKA Initiative. 

Leadership at the University of Hawai‘i  

“Becoming president of a university, a large corporation, or a country involved a 

certain amount of luck. Certainly, that was true in his case. At the same time, luck 

alone will not explain why a particular individual emerges from the pack and 

begins, without any hesitation, to act as if his or her appointment as president 

were a rendezvous with destiny.” – David Yount speaking about UH President Al 

Simone (Yount, 1996, p.20) 

In 1985, to address years of decline, 10th President of the UH Albert Simone 

consolidated the University President and Mānoa Chancellor positions. The effort to gain greater 
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autonomy for the University and an internal movement to decentralize decision making by 

delegating authority and account liability, coincided with massive increases in state and federal 

support (Yount, 1996, p. 8). 

Simone suggested, “27 percent of the Mānoa faculty were women, compared to the 

national average of 21 percent at public research institutions. While 29 percent were of ethnic 

minorities, compared to the national average of 10%.” The 1990 WASC reported, “31 percent of 

its students were of Japanese ancestry, 24 percent Caucasian, 11 percent Chinese, 7 percent 

Filipino, and 6 percent Hawaiian” (Kamins & Potter, 1998, p. 126). Also, noted was “only a 

fourth of the faculty and administrative positions were held by women” calling for affirmative 

action processes. 

By the end of the Simone administration, the University had truly become a 

comprehensive system of higher education, governed by a single Board of Regents and enrolled 

approximately 50,000 students (Yount, 1996, pp. 8-9). Founded in 1907 the University of 

Hawai‘i is composed of 10 campuses statewide. As the state’s only public system of higher 

education, the University of Hawai‘i offers diverse and competitive opportunities for learning 

(University of Hawaiʻi, n.d.-a). Today, the governing body of the University of Hawaiʻi System 

is composed of 15 Regents, nominated by the Regents Candidate Advisory Council, appointed 

by the governor and confirmed by the legislature. The senior management for the UH System is 

headed by the University President, presently Dr. David Lassner.  

Dr. Lassner served the University in various capacities in Information Technology from 

1977 until his appointment as the 15th President in 2013. Interestingly, like President Al Simone, 

President Lassner also holds the position of Interim Mānoa Chancellor. As stated on the UH 

website, President Lassner’s current agenda includes a focus on helping more Hawaiʻi residents 
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earn college credentials and developing an innovation sector to strengthen the state’s economy 

while creating high-quality jobs. He is also advancing UH’s commitments to sustainability and 

becoming a model indigenous-serving University (University of Hawaiʻi, 2020a). 

In addressing the budget crisis of 2009, retired UH Mānoa political science professor and 

political analyst Neil Milner suggested the importance of trust and nurturing relationships as vital 

elements in changing university culture - “It is more of soft power than hard power.” Milner 

(2010) suggested, 

The prevailing culture at the University as risk adverse in response to the failures 

and dashed hopes people have encountered when they have tried to make 

changes. It is also based on the long-standing lack of trust that the University 

administration can effectively represent UH at the Legislature and related to this 

distrust, an entrenched political process that rewards individuals at UH for 

circumventing UH and going directly to the Legislature when they want 

something. (pp. 104-105)  

In response to the University’s fiscal shortfalls, the University initiated a process to 

assess programs for elimination, reorganization or enhancement in 2007 (Milner, 2010). Milner 

(2010) warned that implementation and making the changes in culture was essential to make the 

policy work. “Cultural change involves small-scale, everyday grunt work – persuading, 

reassuring, keeping in contact, and resolving conflicts” (p.106). 

In a study of women leaders at the University of Hawai‘i, Gomes (2016) suggested that 

the definition of a leader at UH as Executive and Managerial staff be extended to include faculty 

and staff members in Administrative, Professional, and Technical (APT) or similar positions. 

Furthermore, Gomes recommended that the University develop a mentoring program based on 
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Hawaiian values, teaches about the University system and its operations, prioritizes the 

implementation of HPOKA, and institutionalize professional development opportunities, such as 

the President’s Emerging Leadership Program (PELP) including more participants and broader 

content on polices, social, historical and economic situations (pp. 114-115). 

There are a number of studies of leadership at the University of Hawai‘i, mostly of 

women in leadership positions (Benham et al., 1998; Fitzgerald, 2003; Gomes, 2016; Kaʻopua, 

2013; Lipe, 2014). Rich in gender and race bias, these studies demonstrated that there is a need 

to identify leadership qualities from the unique perspective/moʻolelo of Dr. Hokoana and to 

extend the work already done. Additionally, Housman (2015) suggests, “Academic research on 

the specific topic of Hawaiian indigenous leadership has been virtually nonexistent until 

recently,” with scholarly work being done on “Hawaiian ways of knowing, cultural identity, and 

strengths-based research” (p. 49). There is limited previous research on the stories of leadership 

at the UH – to determine, what are the stories behind the numbers? What does good leadership 

look like in the current context at the UH and in its aspiration to truly be a Hawaiian Place of 

Learning? Previous research on leadership is often limited to statistics or numbers of indigenous 

leaders or numbers of women leaders. The information learned from the moʻolelo of Dr. 

Hokoana will broaden the knowledge of the established information on leadership at an 

indigenous serving organization. 

David Gegeo of the Kwaraʻae people of the Malaita Islands of the Solomon Islands 

suggested that the UH is:  

Oddly remote from its community. The ethnic composition of its faculty … is 

overwhelmingly white … male. In fact, everything about the UH reflects its origin 

in while male mainland culture. A characteristic of education under colonialism is 
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that knowledge is defined and controlled by the colonizing power. The colonized 

are required to learn what the colonizers define as knowledge. Local knowledge—

that is, knowledge of the subject culture—is devalued and sometimes outlawed. 

(Gegeo, 1991, pp. 125-126) 

Another researcher echoed Gegeo’s sentiments about colonialism and education. Kent 

(1991) suggested, 

The UH has the opportunity to play a variety of roles in the process of 

undermining colonialism and bringing forth the vision of the transformed society. 

Faculty can provide students with critical education that challenges the dominant 

(hegemonic) ideas of our time and provide alternative perspectives and 

formulations that become alternative visions of the future… To undermine 

colonialism means to revitalize the diverse meanings and strengths of ‘localism,’ 

with the foundation stone for this role is refocusing the university’s mission to 

defend the cultural integrity and lifestyles of Hawai‘i’s communities. (p. 119) 

Additionally, Aguilera-Black Bear (2015) suggested, “Indigenous populations have 

historically been held by nonlocal administrators who, at best, have limited knowledge about the 

community and at worst, either intentionally or blindly, fulfill a hegemonic agenda” (p. 3). 

In a review of UH leadership, Wright and Balutski (2016) suggested,  

A severe lack of Native Hawaiian representation … [and] find settler colonialism 

to be a major influence in Hawai‘i public higher education … For example, of the 

fourteen presidents of the university in its 106-year history, only one was non-

white (Fujio Matsuda, the first Japanese American University President in the 

United States).  
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Moreover, the UH Mānoa executive team of nearly 90 individuals in 2014 were 

“predominantly White or Asian and male with only three Native Hawaiian” women holding 

executive positions. This disparity of numbers of Native Hawaiian leaders within the UH system 

emphasizes the importance of Dr. Hokoana’s leadership mo‘olelo. 

UH as a “Hawaiian Place of Learning” 

Working with indigenous cultures and within the framework of the University Strategic 

Outcome (Kame‘eleihiwa, 2016), the literature review provided the context of what is known at 

the University today as a “Hawaiian Place of Learning.” Is the UH truly a Hawaiian place of 

learning or is it, as Lipe (2014) stated, “a predominantly non-Native Hawaiian university by 

every definition, thus the culture and environment of the institution make it difficult to 

implement the strategic goal” (p. xi). Native Hawaiians account for 34% of the UHMC student 

population (University of Hawaiʻi, n.d.-b, para. 3) but the numbers lag at the flagship campus at 

Mānoa. 15% Native Hawaiians and 2% Pacific Islanders make up the student population 

(University of Hawaiʻi, n.d.-c, para. 3), with the general population of Hawai‘i at 10% Native 

Hawaiian and Pacific Islanders (Hawai‘i Population 2019, n.d., para. 17). 

Interestingly, Stitt-Bergh and Caparoso (2014), suggested at the UH, students’ definition 

of the UH as a “Hawaiian Place of Learning” was being welcoming of diverse people; having 

opportunities to experience Hawaiian values; having opportunities to study Hawaiian 

culture/language; being located on tropical island in the Pacific; and having a laid-back relaxed 

atmosphere (p. 33). These perceptions by UH students accentuate the need for further study on 

what it truly means for UH to be a Hawaiian Place of Learning. Dr. Hokoana’s moʻolelo will add 

to the resources of how Native Hawaiians and non-Native Hawaiians foster expectations of 

certain values and behaviors to bring an understanding of Hawaiian values beyond the surface. 
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Knowledge of the background of the UH, the UHMC and the HPOKA Initiative bring 

context to what is known and the confines in which we work. Kame‘eleihiwa (2016) and 

Kaʻopua (2013) suggested institutional racism at the UH. Kame‘eleihiwa (2016, pp. 212-215) 

outlined a history of disregard and at times support. Kame‘eleihiwa reiterated the supportive 

events, including her hiring as an assistant professor in Hawaiian Studies in 1987, the supportive 

helm of President Evan Dobelle in 2001, the creation of mission of the Pūko‘a Council and the 

ratification of Policy 1: Statement of Policy on the Status of Native Hawaiians at the UH and 

Policy 2: Statement of Policy on the Status of the Study of Native Hawaiian Academic Programs 

at the UH, support of UH, Mānoa Chancellor Peter Englert and President David McClain. 

McClain appointed Vice President Linda Johnsrud who led the discussions on a new set of 

Strategic Outcomes, which was adopted by the Board of Regents, making the University an 

indigenous serving institution and acknowledging the Pūko‘a Council as a chartered organization 

of the University. In 2009, M.R.C. Greenwood became President and created the task force to 

study and build the HPOKA Initiative. 

The UHMC serves the higher education needs of residents of Maui Nui, including the 

islands of Maui, Molokaʻi and Lānaʻi. Formerly known as Maui Community College (MCC), 

UHMC offers three baccalaureate degrees and a wide range of associate degrees in “liberal arts, 

occupational-technical and transfer and certificate programs” (University of Hawaiʻi Community 

Colleges, n.d.). The Accrediting Commission for Senior Colleges and Universities of the 

Western Association of Schools and Colleges (WASC) accredits UHMC. Its open door policy, 

innovative First Year Experience (FYE) Program, rigorous support of the students’ educational 

journey through the Ka‘ao framework, committed faculty and staff, showcased UHMC as a 

model post-secondary institution that supports the diverse needs of the students it serves. In fall 
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2018, of 3,092 enrolled students, 34% of full-time students were Hawaiian/part Hawaiian; 24% 

Filipino; 16% Caucasian; 12% mixed, 2% Japanese, 2% Pacific Islanders and all others 9% 

(University of Hawaiʻi, n.d.-b). The enrollment status of UHMC students was 32.3% full-time 

and 67% part-time (University of Hawaiʻi, n.d.-b). 

At UHMC, it is the hope of Chancellor Hokoana that Native Hawaiian culture be a 

natural, integrated part of the fabric of this institution. One is “acutely aware of what we give and 

what we receive because we are here.” We must look to ways to make this happen (Holt, 

personal communication, March 2019). How does being in Hawai‘i inform one’s work? Local 

culture has Hawaiian in it and it helps to recognize the overlap and match. We always want to be 

inclusive (Holt, personal communication, March 2019). 

The information known about indigenous leadership and authentic leadership 

development and Pacific Islander leadership brought context and perspective. It also confirmed 

and/or extended upon this knowledge. As an indigenous serving institution, the University of 

Hawai‘i serves all indigenous groups including Pacific Islander groups. Hattori (2016) suggested 

“authentic leadership for a Pacific Islander...means identifying, articulating and practicing 

Chamorro culture in leadership, where Chamorro people bear collective responsibility to the 

land” (p. 2). Hattori envisions leadership rooted in reciprocal relationships and connections rich 

collaborative and productive relationships across the institution. “There is no need to earn a place 

in your family or community. Each person is a valued member of society simply by virtue of 

being born. This sense of belonging and societal recognition is a dominant part of other island 

cultures” and fosters empowerment, transformation and healing of wounds (p. 3). 

Lipe (2014) suggested that the responsibilities related to “protocols and ceremonies” in 

hula “empowers” the members to be the leaders and “rather than leadership in which only a few 
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carry the title of ‘leader’, each member …has a kuleana to fulfill” (p. 350). Moreover, Lipe 

shared the important role of kaikua‘ana - “there is always a person or element that is 

interdependent on the next. Nothing is alone or without connection to the next. Everything is 

intergenerational” (p. 13) to non- Native Hawaiians in terms “of [the] deep-rooted genealogical 

connections to Hawai‘i” and their kuleana to promote UH as a Hawaiian Place of Learning (p. 

351). “In redefining the non-Native Hawaiians” role, Lipe, imagines UH as a place that 

acknowledges and recognizes the many genealogies that we each carry and identify their role 

within those genealogies and fulfill their kuleana in that given role. 

University of Hawai‘i Papa O Ke Ao Initiative Overview 

In response to lagging Native Hawaiian student enrollment, graduation rates and low 

Native Hawaiian faculty numbers at the UH, UH President M.R.C Greenwood appointed UH 

Vice President for Student Affairs and University/Community Relations Dr. Rockne Freitas. Dr. 

Freitas was to mobilize a task force to address the needs of the University as a model indigenous 

serving institution and as a Hawaiian Place of Learning. This effort resulted in the establishment 

of the Hawai‘i Papa O Ke Ao Initiative. This initiative laid out three goals: 1) Prepare students of 

Native Hawaiian ancestry to assume leadership positions at UH and in the community; 2) 

Prepare faculty and staff of Native Hawaiian ancestry to assume leadership positions within UH 

and in their community; and 3) Ensure Native Hawaiian values are practiced at all levels of 

institutional decision-making (University of Hawaiʻi, 2012, p. 6). 

Since its inception in 2012, HPOKA has been implemented at the University of Hawai‘i 

in varying degrees of acceptance and disregard. The UH Hawai‘i Papa O Ke Ao webpage states: 

There are powerful motivations for the University of Hawaiʻi to be supportive of 

its indigenous population: some of its campuses sit on ceded lands, negative 
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Native Hawaiian social and economic statistics exist, and inequity of success 

amongst its Native and non-Native students are factors that demand attention. 

While there are many reasons to be concerned about Native Hawaiian college 

success, the task force believes the most important reason to address this issue is 

because it is pono - the right thing to do. (University of Hawaiʻi, 2020b) 

The issue of equity of Native Hawaiians at the UH as an indigenous serving institution in 

terms of HPOKA and its goals to advance Native Hawaiian leaders in the context of numbers 

participating, for administrators and managers and full-time, tenured faculty members is 

ongoing. Equity of Native Hawaiian administrators and number of tenured professors in all 

academic departments and at all levels of leadership in the context of questioning opponents 

critical of administrator or faculty competence versus equitable numbers of Native Hawaiian 

administrators and faculty representation in relation to population statistics. The value statement 

of equity for Native Hawaiians is significant to a model indigenous serving institution.  

The challenge lies with well-documented Native Hawaiian disparities in health, income 

levels, post-secondary education participation, graduation rates for both college and graduate 

school, and over-representation in the prison system, drug and alcohol abuse, special education 

programs, and child abuse in comparison to Native Hawaiian population census. Additionally, 

Native Hawaiian scholar and UH tenured faculty Lilikalā Kame‘eleihiwa presented a powerful 

argument for progress toward equity of Native Hawaiians at all levels of the university. In 2016, 

Kame‘eleihiwa stated,  

Our challenge today is at UH Mānoa, where the majority of graduate programs 

are offered, but where Native Hawaiians are only 3 percent of faculty and 15 
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percent of students, although we are 25 percent of the state population and 40 

percent of the students in Hawai‘i public schools today. (p. 205) 

Historical Context of HPOKA 

The shift in recognition of Hawaiian values, culture and language from one of 

indifference to pride and overwhelming acknowledgement gained traction in the 1980s 

coinciding with the “Hawaiian Sovereignty Movement.” Native Hawaiians at the UH addressed 

their needs and challenges in the Ka‘ū Report. The UH Ka‘ū Hawaiian Studies Task Force 

Report of 1986 presented the far-reaching challenges of Native Hawaiians and Native Hawaiians 

at the UH and the need for the establishment of a Hawaiian Studies Department. The report cited 

the Native Hawaiian Educational Assessment Project of 1983 and E Ola Mau: “institutional 

forces,” which included the commitment by the UH to perpetuate Hawaiian culture and language 

by Native Hawaiians (University of Hawaiʻi Hawaiian Studies Task Force, 1986, p. ix). 

The Ka‘ū Report, similar in intention to HPOKA, set the foundation for Native Hawaiian 

parity at the UH. The Ka‘ū Report cited the 1978 Hawaii State Constitution mandate to promote 

the study of Hawaiian culture, history and language, provide Hawaiian education in the public 

schools and use community expertise in doing so. The Ka‘ū Report also cited UH’s Strategic 

Plan in the sections of potential to have national or international prominence, areas where a 

natural advantage is evident due to geography, environment, location and unique blend of 

cultures, and as a leading research institution. 

To address this need, the UH System Pūko‘a Native Hawaiian Advisory Council was 

formed in 2002, emulating UH Mānoa’s Kūali‘i Council. The Kūali‘i Council became the 

advisory to the UH Mānoa Chancellor. Furthermore, Native Hawaiians at each of the 10 UH 
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campuses formed Pūko‘a sub-councils to be advisory to the Chancellors of their respective 

campuses (Kame‘eleihiwa, 2016, p. 211). 

In March of 2002, Pūko‘a members ratified two policies to recognize the unique political 

status of Native Hawaiians and the role that the UH plays in addressing societal and educational 

challenges facing Native Hawaiians (Kame‘eleihiwa, 2016, p. 211). Policy I provided system-

wide executive support to develop, implement and improve programs and services for Native 

Hawaiians; increase representation of Native Hawaiians in all areas of the UH; support full 

participation of Native Hawaiians in all initiatives and programs of the University; and actively 

consult with Pūko‘a councils (Kame‘eleihiwa, 2016, p. 211). Policy 2 provided for the use of 

English and Hawaiian languages at UH; provide for the study of Hawaiian language, culture and 

history at the level of support of non-Hawaiian language, culture and history; encourage Native 

Hawaiians to practice their language, culture and provide environments for such activities; and 

address the needs of Native Hawaiians through outreach. 

In 2008, Vice President Academic Affairs Linda Johnsrud led a UH system-wide 

discussion on new Strategic Outcomes, which was subsequently adopted by the Board of 

Regents, beginning with Strategic Outcome 1: making UH into an indigenous serving institution 

and which included most of the Pūko‘a policy tenets. Finally, in 2009, M.R.C Greenwood 

became President, hired Native Hawaiians into her administration, Rockne Freitas as vice 

president of Student Affairs and Lui Hokoana as Associate Vice President of Student Affairs, 

and initiated the development of the Hawaiʻi Papa O Ke Ao Report (Kame‘eleihiwa, 2016, p. 

221). These events set the context and foundation for a slow, systematic shift toward the 

adoption of HPOKA at the University of Hawaiʻi.   
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Impacts and Unintended Barriers of HPOKA 

Since the inception of HPOKA, the number of Native Hawaiians in leadership positions 

at the University of Hawai‘i increased system-wide. In the year of the adoption of HPOKA, 

Native Hawaiians held 7.7% of the total executive and administrative positions. In 2018, the 

number stood at 13.7% system-wide (Facstaff Table 1 Selected Characteristics of Faculty and 

Staff - University of Hawaii Fall 2018, n.d.) with an encouraging 6% increase over six years, but 

still short of targeted goals. In comparison, full-time faculty numbers have not kept pace, 

showing an overall 2.4% increase, with the 4-year campuses at 3.3% and the UHCCs at 0.5%. 

Table 1 provides the demographics for fulltime UH Native Hawaiian faculty. 

Table 1  

UH Full-Time Native Hawaiian Faculty Count 

Full-Time Native 

Hawaiian Faculty 

All 10  

UH Campuses 

UH Mānoa, UH Hilo, 

and UH West Oʻahu 

(4-year) 

7 UH Community 

Colleges 

2012   9.9%  5.1% 11.6% 

2018 12.3%  8.4% 12.1% 

Total Change +2.4% +3.3% +0.5% 

Note. From UH Institutional Research & Analysis Office, 

(https://www.hawaii.edu/institutionalresearch/facstaff05Report.action?SEM_YR_IRO=20128&d

rillThruLevel=&agglevel=&reportId=FAC05&campusContext=&drillId=&VALUE=&exportT

ype=&drillValue=&drillTarget=) 

The UH campus administrators and faculty hold parallel governance systems with each 

accountable to different responsibilities and demands. Administrators may be more 

knowledgeable of, committed to the tenets of HPOKA, and perhaps pressured by their position to 

https://www.hawaii.edu/institutionalresearch/facstaff05Report.action?SEM_YR_IRO=20128&drillThruLevel=&agglevel=&reportId=FAC05&campusContext=&drillId=&VALUE=&exportType=&drillValue=&drillTarget=
https://www.hawaii.edu/institutionalresearch/facstaff05Report.action?SEM_YR_IRO=20128&drillThruLevel=&agglevel=&reportId=FAC05&campusContext=&drillId=&VALUE=&exportType=&drillValue=&drillTarget=
https://www.hawaii.edu/institutionalresearch/facstaff05Report.action?SEM_YR_IRO=20128&drillThruLevel=&agglevel=&reportId=FAC05&campusContext=&drillId=&VALUE=&exportType=&drillValue=&drillTarget=
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embrace its equity values. Control in hiring new administrators is within the administrators’ 

responsibilities, thus the significant increase in Native Hawaiian administrators over the past six 

years. In contrast, the hiring of new faculty is primarily in the hands of the faculty. When 

selecting new faculty, faculty may be more committed to the needs of the department, hire 

people “in their own image” and may not be as close to or aware of the equity issues that 

HPOKA addresses (2.4% increase overall).  

A significant barrier to the advancement of HPOKA is that it is a report and not a UH 

policy. As a report, HPOKA holds little authority in application and implementation. As a report, 

disproportionate funding and resources that were temporary supported the implementation of the 

goals of HPOKA. Therefore, funding and resources across the 10 UH campuses are utilized in 

varying ways and measures.  

Presently, HPOKA funding supports articulation of Hawaiian language courses within all 

UH campuses. Additionally, at UH Mānoa, the Makalapua Naʻauao Program, in partnership with 

Kamehameha Schools, provides 4-year scholarships and intensive student support services in 

completing college. At Hawai‘i Community College, HPOKA goals are funded by Title III 

grants. Each of the ten UH campuses implemented and used HPOKA support as they deemed 

appropriate and depended on their temperament and commitment to the tenets of HPOKA. This 

disparate process, having no oversight to its goals, causes disparate responses to the goals of 

HPOKA overall and ineffective impacts. 

Ronnie Tiffany-Kinder, an UH Mānoa Native Hawaiian doctoral student expressed an all 

too common scenario that is her story. Tiffany-Kinder holds a 4.0 GPA in graduate work, works 

for the University and is of good standing in her community. She has elicited help from all 

possible sources of financial aid, including the University and United States government as well 
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as her community. She has received a few small scholarships from private community sources 

and “was disappointed (and surprised) to have received so little support” from the University or 

its programs. Tiffany-Kinder’s mo‘olelo illustrated the work that is needed to fulfill the primary 

goal of HPOKA – to support Native Hawaiians in leadership preparation (personal 

communication, August 2, 2020). 

Interestingly, one of the standards for Hawai‘i state approved teacher preparation 

programs mandates that each unit must provide evidence that their [teacher] candidates are 

prepared to incorporate Hawaiian language, history and culture into their practice (Hawaiʻi 

Teacher Standards Board, n.d.). The UH does not include these same standards in University 

courses that their teacher preparation students must abide by.  

The HPOKA Initiative has great potential for equity for Native Hawaiians and in turn, 

equity for all at the UH. In regards to HPOKA Goals 1 and 2, Native Hawaiians in leadership 

positions and leadership preparation of Native Hawaiian leaders increased and is ongoing, yet the 

need to attain these goals remain. More work is essential in the area of Goal 3 in ensuring the 

practice of Native Hawaiian values throughout the institution. Increased knowledge and 

commitment to equity at the UH will assist in reaching the goals of HPOKA. 1) Prepare students 

of Native Hawaiian ancestry to assume leadership positions at UH and in the community; 2) 

Prepare faculty and staff of Native Hawaiian ancestry to assume leadership positions within UH 

and in their community; and 3) Ensure Native Hawaiian values are practiced at all levels of 

institutional decision-making (University of Hawaiʻi, 2012).  
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HPOKA Recommendations 

Within the review of literature, it is evident that the shared vision “around a common 

identity and a sense of destiny,” the identity that includes equity for Native Hawaiians at the UH 

is possible (Senge, 2013, p. 9). Within the context of the mo‘olelo of Dr. Hokoana and leadership 

at the University of Hawaiʻi, consideration for these recommendations: 

1. Initiate steps to adopt HPOKA as a UH policy and thereby align the value system to 

Native Hawaiian values. As a UH policy, consistent funding, permanent positions and 

resources, employee commitment and buy-in and perception of value will follow. 

2. Establish support (resources) for HPOKA implementation and development activities. 

Clear support for HPOKA will bring credibility and value to the goals of HPOKA. 

3. Increase ownership and relevance of HPOKA through knowledge sharing and 

professional development activities. Increased knowledge, understanding, and 

relationship building around the issues of Native Hawaiian equity will enrich all 

stakeholders of the University. 

4. Encourage colleges (or departments within the colleges) to develop a plan on how 

HPOKA implemenetation will occur in their respective spaces. A plan of action brings 

about change. To realize the goals of HPOKA, we must plan and execute. 
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Chapter III 

Methodology 

Oral History 

Ukuli‘i ka pua, onaona I ka mau‘u 

[Tiny is the flower, yet it scents the grasses around it] (Pukui, 1983, p. 313) 

For this qualitative action research study, I employed the oral history methodology and 

used Burgess’s Building My Beloved Community as a theoretical framework. In reflecting on 

stories of how an effective leader of an indigenous serving institution made his way through the 

processes, politics and everyday interactions of his institution, to be an effective, thriving leader, 

I learned that key components, themes and trends best learned through storytelling and shared 

experiences. 

“Stories are how we make sense of our experiences, how we communicate with others 

and through which we understand the world around us” (Merriam, 2009, p. 32). Creswell (2006) 

suggested, “Narrative research has many forms” and “provides ways for analyzing and 

understanding the stories lived and told” (p. 53). “In whatever era humankind has developed and 

evolved, real stories of person’s lives have been told” (Janesick, 2010, p. 7). Generation to 

generation passed on stories in the form of cave paintings. Additionally, storytelling in the 

traditionalist era, as in writings, taped recordings or storytelling that tied to a social issue, used 

for analysis for change in the reconceptualist era, and lived experience narratives co-constructed 

and tied to a social justice issue (Janesick, 2010, pp. 8-10). “Oral history was easily accessible 

and useful for talking with almost any type of person, [and] became a primary tool for 

documenting the lives of ordinary people” (Ballard et al., 2007, p. 14). 
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In qualitative research, the “stories of experience” serve as data for oral history narrative 

methodology (Merriam, 2009, p.32). “It is during an open-ended, highly unstructured series of 

interviews that the researcher and participant engage in a process whereby these experiences are 

unearthed, reflected on, interlinked, and knowledge is collaboratively created” (Leavy, 2011, p. 

11). Haynes (2010) suggested, “Oral history provides a sound epistemological and 

methodological base for understanding the meaning of events and experience to individuals” (p. 

230). Oral history is interactive and based on the participant’s willingness to share and the 

interviewer’s ability to listen and elicit information (Haynes, 2010) and “is at heart a deeply 

social practice connecting past and present… connecting narrative to action” (Hamilton & 

Shopes, 2008, p. viii). Moreover, Janesick (2010) suggested, “The power of oral history lies in 

the power of storytelling… [With] the power resid[ing] in the meaning made of the storytelling 

and what we learn from the stories” (p. 1). Additionally, Knowles suggested, “life history 

research across disciplines is based on the fundamental assumption about the relationship of the 

general to the particular, and that the general can best be understood through analysis of the 

particular” (Cole & Knowles, 2001, p. 13). The role of context and the relationship and influence 

it plays within the stories told, as it affects the degree of understanding is additionally significant. 

“As researchers we can only ever ‘come close’ to understanding the experiences or life of 

another” (Cole & Knowles, 2001, p. 23). Oral historians have “long been concerned with issues 

of memory, particularly how people remember and what shapes their memories … memories of 

society at large – what a society remembers and what that means” (Ballard et al., 2007, pp. 27-

28).  

In the study of the leadership journey of Dr. Hokoana, leadership and cultural 

perspectives revealed that through sharing and listening to mo‘olelo  and reflecting on what was 
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heard and observed was most enriching to me and future readers. This process extended the 

value and significance of the oral history design through stories, themes, trends, characteristics 

and underscored the impact of the “power of n=1” (S. Sridharan, personal communication, July 

2018). 

Kahuna Kakalaleo Kekoa Catherine Enomoto (personal communication, May 28, 2020) 

explained,  

Native Hawaiian culture has an oral tradition of oli, or chant, and ha‘i mo‘olelo, 

or storytelling. The roots of the Hawaiian word mo‘olelo are mo‘o and ‘ōlelo, 

which means word or language. Mo‘o is the word for lizard, a revered Hawaiian 

cultural entity, sometimes referring to a deity. Mo‘o is also the root word for,  

• Mo‘okūʻauhau or genealogy. 

• Mo‘opuna or grandchild. 

• Mo‘omeheu or culture. 

These are all words suggesting legacy or tradition. Thus, the researcher’s 

methodology of mo‘olelo, or stories, was culturally appropriate in this discussion 

of a University of Hawai`i leadership style aimed at a legacy of indigenous 

empowerment. 

Reflection and storytelling or retelling may reveal, tease out and identify truths that are 

known or unknown. Hall cited Indigenous researcher Leanne Simpson (2017) who further 

elaborated,  

Storytelling is like air. It is that important, especially as a tool of decolonization 

and transformation. Stories have spirit and power and come to us as small gifts of 



29 

 

wisdom, but they only have power if the ones that hear those stories, embody them 

and act. (p. 112) 

Similar themes and trends revealed from the people who surround the participant may 

uncover commonalities that are key components of leadership. These themes and trends may 

guide the development of an emerging leaders program that is aligned to the context of the UH 

as an indigenous serving institution.  

Wright and Balutski (2016) posited that Kānaka ‘Ōiwi are “guided by the principle, ‘ma 

ka hana ke ‘ike’: In doing work, there was knowledge… reflect[ing] their kūpuna’s (elders) 

infinite wisdom in truly understanding that careful observation, practice and reflection are 

integral in refining praxis” (p. 87). Moreover, “Kānaka ‘Ōiwi higher education journeys are 

formulated and expressed in rich and varied mo‘olelo that often feature ‘āina (land), kuleana 

(responsibility, privilege, concern), mo‘okū‘auhau (genealogy), ‘ike Hawai‘i (Hawaiian 

knowledge), ea (sovereignty, breath), and mo‘olelo as key elements” (p. 87). 

Through story sharing, participants are often are more likely to share and recall 

cornerstones of what influences and develops an effective leader at an indigenous serving 

institution. The participant’s perspective of important or memorable stories may jog key 

events/occurrences of leadership development that were previously not in the present 

consciousness. The oral history process allows discovery through revelations of sometimes 

subtle, sometimes unflattering, sometimes touching life happenings. The participants’ 

perspective/lens/positionality to serve indigenous populations guide the participants to particular 

decisions and behaviors and subsequent cornerstones. 

Additionally, in describing the sentiments of “Ua Noho Au A Kupa,” a song composed by 

King David Kalākaua, Lopes (2016) suggested, “in conducting [indigenous] research within our 
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communities, building relationships with mentors is vital to acquiring information. The quality of 

knowledge shared and gained was dependent on the depth of the relationship” (p. 31). The song 

says, “ua noho au a kupa i kea lo, a kama‘āina lā i ka leo [I have sat, inhabited, and tarried here 

until I have become accustomed to you in your presence and familiar with your voice]” (Lopes, 

2016). 

The introduction of the researcher and words of support conveyed to the supporting 

participants by the primary participant was vital for enthusiastic and active participation by the 

supporting participants. One participant traveled from Molokaʻi to Oʻahu to meet specifically for 

the interview. Other participants conveyed their feelings of wanting to do everything they could 

for the primary participant. In the following ‘ōlelo no‘eau Pukui (1983) suggested the 

importance of the mo‘olelo from the people who are close to Dr. Hokoana. “O ka uhiwai nō kā i 

‘ike i ka ‘ino o ka wai -  only the mist knows the storm that caused the streams to swell – only 

those close to the person/situation know the problem(s)” (p. 266).  

Theoretical Framework 

The work of Puanani Burgess’ (2013) Building a Beloved Community was the 

foundation of the theoretical framework of this study. Burgess’ community building principles 

include: 

To see the world from others’ point of view; to assume the sacred in each person; 

to weave tradition and modernity into a supportive whole fabric; to create a 

process that supports different ideas and ways of making decisions or handling 

information; when saying “no” to something, say “yes” to something else; to tell 

the whole story - to tell the story of when you helped, healed, gave joy; to have 
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patience when deciding who is your friend; to learn something from anyone; to 

help people find and acknowledge their gifts. (p. 23) 

Moreover, Lipe (2018) implied that  

Indigenous worldviews are holistic and inclusive because our ancestral stories 

connect us to our entire natural world … thus, expanding the way we are able to 

recognize, include, and honor many stories, many experiences, and many realities 

as we move toward equity and equality for our communities. (p. 174) 

Lopes (2016) cited renowned kūpuna Pilahi Paki who encouraged us to “hear what is not 

said, to see what cannot be seen and to know the unknowable.” When we invest in relationships 

in our community and with our mentors, “even when things are not said there is something to 

listen for, when there is nothing to see there is something to notice, and when the unforeseen 

arise, we rest assured of what we have already been taught” (p. 39). The tenets of Building My 

Beloved Community is inclusive, supportive, invests in relationships and purposeful living. 

Burgess’ (2013) Building My Beloved Community Principles include: 

1. The Poha and Popo Principle – Be willing to see the world from another 

person’s perspective and be willing to show him or her your perspective. This 

process allows me to see you as human and you to see me as human before we 

start talking about the issues. Because once the issues come up, the brain takes 

over and you set out on the mission to resolve the conflict. If you let the brain 

take over before you see each other, then you cannot really resolve the issues 

because you do not get to pierce your own values and understand the other 

people’s values, too.  
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2. Mauna ‘Ala and Gandhi Principle – Assume that each person you meet or talk 

to is sacred and worthy, and that will help you interact and treat people with 

respect and dignity. Your children can be your best teachers if you let them. 

And don’t let the number of people following or listening to you determine 

what you will give 

3. Izzy Abbott Principle – Weave tradition and modernity into a supportive 

whole fabric. 

4. How Do You Join Two Dots? Principle – straight line, circle, and zigzag: 

Create a process that supports not just different ideas but different ways of 

making decisions or handling information. 

5. Castor Oil Principle – When you say “no” to something, you have to say 

“yes” to something else. It is easy to grumble and be cynical; it is hard to say 

what you want to do and what you will commit to doing. 

6. Dalai Lama Principle – Tell the whole story, not just the uwe wale no story 

(the story of tragedy, oppression, victimization), but also tell the story of when 

you helped, healed, gave joy. 

7. Sylvester Stallone Movie Principle 1 – Not everyone who craps on you is your 

enemy; not everyone who digs you out of that crap is your friend. Have 

patience before deciding. 

8. Sylvester Stallone Movie Principle 2 – If you can learn something from a 

Sylvester Stallone movie, you can learn something from anybody. 

9. The Gift Principle – Help people find and acknowledge their gift; this also 

applies to organizations, communities, schools. 
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10. Pearl City High School Principle – For change to happen, we have to pierce 

our most closely held beliefs, especially those beliefs that keep us tied to 

trauma, victimhood, hopelessness, and sadness. 

11. Listen deeply to yourself and others. 

12. Leave a breathing space so that passion will continue to burn. (pp. 23-24) 

I interwove the theoretical framework of Building My Beloved Community into Dr. 

Hokoana’s leadership journey and life story. I used this theoretical framework to understand Dr. 

Hokoana and his community, the UH system as an indigenous serving institution and it guided 

my interactions and engagement with the participants. This framework also gave shape to the 

data within the context of the culture and the community Chancellor Hokoana serves. 

Overview of the Methodology 

As the researcher, I identified Dr. Hokoana as the primary participant because of his 

unique and significant mo‘olelo based on his qualification as a leader within the UH system, 

crafter of the UH initiative HPOKA and as a Native Hawaiian. Dr. Hokoana and I identified the 

supporting participants. The criteria for recruitment of the supporting participants included 

current and former UH and community members who influenced Dr. Hokoana or Dr. Hokoana’s 

leadership influenced. 

In this study, I employed a qualitative research design with deductive typological analysis 

(Merriam, 2009). I selected this design with the purpose of identifying leadership qualities and 

characteristic effective at an indigenous serving institution such as the UH. 

Moreover, this study was approved by the University of Hawai‘i at Mānoa Institutional 

Review Board (IRB) (See Appendix A). 
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Participation Description 

Purposeful Sampling 

I used a purposeful sample to recruit a group of people that could best inform the research 

and the research question being explored (Creswell, 2006). In a narrative study, “one needs to 

find one or more individuals to study, individuals who are accessible, willing to provide 

information, and distinctive for their accomplishments or who shed light on a specific 

phenomenon or issue being explored” (Creswell, 2006, p. 136). I selected the targeted sample as 

being “information rich” (Creswell, 2006) rather than serve a purpose of representativeness or 

randomness. I used the criterion sampling strategy (Taylor-Powell, 1998) with the criterion 

determined by the primary participant and me. I aimed to “interview people who know the land 

through living from and with it. Learn from ‘āina from how people interact with it, across 

generations” (Vaughan, 2019, p. 30). Vaughan (2019) suggested, 

If you listen to the stories of many different practitioners, and bring them 

together, you can weave something different from any one family’s story, a lei 

that combines material to help each flower be seen in a new way, creating a larger 

perspective on the place and community it represents. (p. 30) 

For the purposeful sampling inclusion criteria of the primary participant selection I 

included former or current employees of the UH who served or is serving in a leadership position 

and has indigenous knowledge and experience in indigenous practice. For the supporting 

participants selected, I included mentors, teachers, counselors, colleagues, former and current 

UH students, UH employees and community members who influenced or were influenced by the 

primary subject. All of the participants knew Dr. Hokoana in some capacity - worked with him, 

experienced his leadership or inspired his leadership. Sing and Aluli Meyer guided his leadership 
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approach as a teenager. I believe that Makuakane-Lundin, Kouchi, Machado, Holt and all of the 

participants continue to inspire Dr. Hokoana and are inspired by Dr. Hokoana’s leadership within 

the UH and in the community. 

Dr. Hokoana and I identified fifteen potential supporting research participants, using the 

inclusion criteria described previously. The supporting participants are currently working or 

formerly worked at the UH or in the community in various capacities including administration, 

faculty, counselors, instructional support and community outreach and support services. Twelve 

participants worked for the UH and three for community organizations. Of the twelve UH 

current or former students or employees, two currently work at UHMC under the leadership of 

Dr. Hokoana. I worked with Dr. Hokoana to identify and contact possible participants via email, 

phone calls, or in-person. All participants gave informed consent. Consent forms and directions 

are located in Appendix D and E. 

Participant Recruitment 

I approached Dr. Hokoana to serve as the primary participant of this study. Dr. Hokoana 

hesitated to commit and offered names of other University leaders as more viable candidates. 

Several weeks later, I again approached Dr. Hokoana with the idea of serving as the primary 

participant and shared that his participation would make my efforts perhaps “simpler” by 

allowing me to concentrate on one story versus the leadership mo‘olelo of many. In hearing that 

his participation as the subject of an oral history research study would help me, Dr. Hokoana 

agreed to serve as the primary participant. 

Data Collection 

Dr. Hokoana and I identified the supporting participants. They worked with or 

experienced Dr. Hokoana’s leadership. Dr. Hokoana introduced the study and me, as the 
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researcher, to the supporting participants via email messages. He asked for their help on my 

behalf. Dr. Hokoana then forwarded the responses to his request for help to me. I then contacted 

each participant with the purpose of (a) establishing a relationship with the participant, (b) 

presenting the study’s goals and processes, and (c) establishing the participants’ willingness to 

participate. Once I established participant approval to participate, I sent follow up information 

through email for most of the participants and by phone to two participants who prefer to receive 

phone messages and set appropriate dates to meet. I attached the consent forms that described the 

goals and processes of the study, responsibilities and rights of the participants and interview 

questions to the confirming interview email message to 15 participants and mailed the same 

information to one participant. Fifteen supporting participants and the primary participant signed 

consent forms and confirmed their willingness to participate. I gave a copy of the consent form 

and recruitment document to each participant. It was significant to note that all of the participants 

expressed their willingness to participate due to their respect and affection for Dr. Hokoana and 

the desire to have his story told. All 15 participants consented to have their identity attributed to 

their quotes/ mo‘olelo. I assured the participants that they would “define their own rules on what 

can be known and what can be spoken, written about, how, when and where” (Chilisa, 2019, p. 

15). 

Benham (2007) suggests that the “first tellers” and therefore the identity of the 

participants is significant.  

So who should tell? … native/indigenous scholars, storytellers, cultural experts, 

and communities should be the first tellers and the owners of the telling. This 

conversation however, about transforming the who and the now, within academic 

circles includes both indigenous and nonindigenous researchers in a careful 
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exchange of that does not belabor the insider/outsider and 

indigenous/nonindigenous tension. (p. 518) 

I employed the oral history methodology to voice the mo‘olelo of the “first tellers”, Dr. 

Hokoana and the supporting participants. I disclosed the identities of the participants to identify 

the “native/indigenous scholars, storytellers, cultural experts and communities” (Benham, 2007). 

All of the participants were welcoming to me and forthright with their responses. Table 2 

provided those supporting participants who elected to participate. 

Table 2  

Supporting Study Participants 

Participant 

Name 

Relationship to 

Dr. Hokoana 

UH 

Employee 

Past & 

Present 

Present Affiliation/Work 

Loea Akiona Student, Mentee Yes Career Services Counselor UH West Oʻahu 

Manulani Aluli 

Meyer 

Mentor, Colleague Yes Konohiki (facilitator) for Kūlana o Kapolei 

(A Hawaiian Place of Learning) at UH West 

O‘ahu) 

Joey Gonsalves High School 

Classmate, 

Community 

Partner 

No Executive Director, Hui No Ke Ola Pono 

Mikahala Helm Colleague Yes Retired UH Maui College Academic 

Counselor 

Hōkūlani Holt Colleague Yes Director, Ka Hikina O Ka Lā, HPOKA at 

UH Maui College 

Lori Lei Ishikawa Colleague Yes Internship Coordinator for Ka Hikina O Ka 

Lā, UH Maui College 

Mona Kapaku Community 

Partner 

No Supervisor, Department of Hawaiian 

Homelands, Homestead Services Division, 

Maui District Office 

Lokelani Kenolio Colleague Yes No‘eau Director, UH West Oʻahu 

Jill Kouchi Mentor, Colleague Yes Retired Counselor Kauai Community 

College, Kapi‘olani Community College 
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Colette Machado Community 

Partner 

No Chair, Trustee, Office of Hawaiian Affairs 

(OHA) 

Gail Makuakāne-

Lundin 

Mentor, Colleague Yes Assistant Specialist, UH Hilo 

Judy Oliveira Colleague, ‘Ohana Yes Vice Chancellor of Student Affairs, 

Windward Community College 

Leslie Lynn 

Opulauoho 

Colleague Yes CARE Program Coordinator, Division of 

Student Affairs, University of Hawai`i West 

O`ahu  

Christine 

Quintana 

Colleague, Mentee Yes Liko A E, Hawai‘i Community College, 

Intensive English Program Coordinator 

David Kekaulike 

Sing 

Mentor, Colleague Yes Professor Emeritus, University of Hawaii at 

Hilo; Educational Consultant and Mentor for 

Educational Prism LLC 

 

Semi-Structured Interviews 

I utilized the semi-structured interview format. I included a mix of “more or less 

structured questions” (Merriam, 2009, p. 89) “that were conversational and informal in tone … 

and allowed for an open response in the participants’ own words” (Clifford et al., 2010, p. 105) 

in the interview questions (See Appendix F). I used “all questions flexibly and required specific 

data from all respondents” (Merriam, 2009, p. 89). The more structured section of the interview 

guided the participants to elicit specific stories on qualities of Dr. Hokoana’s leadership. 

Moreover, as the interview progressed and the participants’ stories unfolded, additional questions 

emerged that broadened the scope of the conversation. “This format allowed me to respond to the 

situation at hand, to the emerging worldview of the participant, and to new ideas on the topic” 

(Merriam, 2009, p. 90). The purpose of interviewing, then, was to allow us to enter into the other 

person’s perspective (Patton, 2002, p. 341). 

Methods for Analyzing Data 

I collected the data through audiotaped individual, semi-structured interviews, 5 – 60-90-

minute interviews of the primary participant Dr. Hokoana; 1- 60-90-minute individual interview 
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of the supporting participants and one focus group comprising of four supporting participants. I 

asked the same questions of all participants. I also asked the primary participant to complete two 

exercises: Puanani Burgess’ “Guts on the Table” and “When I Was” exercises. At the start of the 

interview, I reminded the participants of their consent to participate and their right to end the 

interview and/or not answer any question of their choosing. 

Participants Akiona, Kenolio, Oliveira, and Opulauoho requested a joint focus group 

interview. The focus group participants worked at the same location and expressed that they 

would feel more comfortable interviewing together. I granted their request to interview together 

in keeping with the culturally appropriate response by culturally competent researchers, of being 

sensitive and accommodating to the needs of the participants. I was mindful there was a 

possibility that participants in a focus group might not be as forthcoming with their colleagues 

present as they may be if interviewed individually.  

Lopes (2016) noted the significance of the supporting participants’ perspective in 

suggesting, “Mentors are key component to research inquiry and their cooperation is critical to 

its success” (p. 40). Moreover, Lopes cited Kimo Alama Keaulana to explain the importance of 

cultural protocol in caring for the relationship between the researcher and the participant. The 

explanation Keaulana provided, “informs us that there are protocols to observe in the care of this 

affiliation. The first is to noho or to commit to the establishment of the relationship and to 

maintain it with humility and respect” (Lopes, 2016, p. 32). 

Focus group interviews included a “group of people who have knowledge of the topic” 

(Merriam, 2009, p. 93) and “have similar characteristics in having shared experiences” (Hatch, 

2002, p. 24). As Patton (2002) suggested, 
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Unlike a series of one-on-one interviews, in a focus group, participants get to hear 

each other’s response and to make additional comments beyond their own original 

responses as they hear what other people have to say. However, participants need 

not agree with each other or reach any kind of consensus. Nor is it necessary for 

people to agree. The object is to get high-quality data in a social context where 

people can consider their own views in the context of the views of others. (p. 386) 

Merriam (2009) suggested that focus groups should preferably include participants who 

are “strangers to each other” and that the choice of topics that work best are those that are not 

“sensitive, highly personal and culturally inappropriate to speak about in the presence of 

strangers” (p. 94). Merriam concluded that ultimately focus groups are “best used to get the best 

data that addresses the research questions” and the “advantages and disadvantages” of this 

method should be weighed (p. 95). In regards to this study’s focus group, the participants knew 

each other well, having worked closely together at the UH as well as in the community in 

NHEA. I believe the group benefited by hearing each other’s responses due to their enthusiastic 

and confirming responses. They often added on to the stories of their focus group members or 

told a mo‘olelo to compound the effect of another’s mo‘olelo. Ultimately, I obtained rich data 

that addressed the research questions. 

I asked all of the participants the same questions, whether individually interviewed or in a 

focus group. I met the participants at a place and time of their choosing, which necessitated my 

travel by plane for several trips to O‘ahu from Maui and one trip to Hawai‘i Island. The 

interviews continued in accordance to the wishes and comfort of the participants. Upon meeting 

the participants, I spent a few minutes becoming acquainted with the participants, exchanging 

introductions and expressing my gratitude for their willingness to be interviewed. I presented a 
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small makana, a food item from Maui, to the participants as a demonstration of appreciation for 

their time and effort in meeting for the interview. I was mindful of the delicate balance of the 

interviewing relationship, as Seidman (2019) suggested, “Needs to be controlled” as too much or 

too little rapport can lead to distortion of what the participant shares (p. 99). Additionally, I was 

mindful of the community approach to research, as 

A way to gather knowledge from diverse resources and then cohesively weave 

them together to gain deeper understanding of people and place. When this is 

done, new knowledge is constructed and may be used as a tool for education and 

policy making for the broader community. (Maunakea, 2016, p. 152) 

I audio recorded the interviews using both a recorder as well as a recorder on the TEMI 

transcription application on an Apple iPad. TEMI is an audio to text automatic transcription 

service and application that audio records, downloads and then transcribes the audio recordings 

for a fee. The TEMI transcription application roughly transcribed each of the audio recordings. 

The accuracy of the TEMI transcriptions were generally fair in accuracy which neccessitated the 

need to edit all of the transcripts. Although inaccurate in transcription, the TEMI transcriptions 

were helpful as a foundation for editing and allowed me to hear the recording and see the 

transcription on one screen. It was especially challenging for TEMI to transcribe the audio 

recordings of the participants who mumbled, spoke quickly, or used Hawaiian language or local 

colloquialisms accurately. As the interview transpired, I noted in a journal, any change in 

intensity of emotion or specific details that may be lost in the recording, such as names of people 

and places. I then corroborated these notes during the transcript editing process and marked it 

with a star at the beginning of the excerpt of the transcript. 
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I then analyzed the transcription data using a deductive process. Using a typographical 

analysis process Hatch (2002) described as starting “by dividing the overall data set into 

categories or groups based on pre-determined typologies…Typologies are generated from 

theory, common sense, and/or research objectives” (p. 152). I developed the typologies/themes in 

this study based on the themes of UHMC’s Mission and those of the objectives of the UH’s 

HPOKA Initiative. As the “beacon that provides strategic direction for the institution and the 

conceptual framework for the entire organization” (Quinley, 1991), Maui College’s Mission 

statement provides “various constituencies--students, faculty, legislators, etc.--with the 

institution's educational goals and guidance concerning the achievement of these goals” (Foley, 

1995). The Mission of the UHMC stated, “The University of Hawai‘i Maui College inspires 

students to develop knowledge and skills in pursuit of academic, career, and personal goals in a 

supportive educational environment that emphasizes community engagement, life-long 

learning, sustainable living, Native Hawaiian culture, and global understanding” (University 

of Hawaiʻi Maui College, n.d.). 

Moreover, as an indigenous serving institution, the HPOKA initiative guides all ten 

campuses of the UH system to “developing, implementing and assessing strategic actions to 

make the University of Hawaiʻi a leader in indigenous education” (University of Hawaiʻi, n.d.-

b). The HPOKA report includes “three thematic goals: 1. Leadership Development; 2. 

Community Engagement; 3. Hawaiian Language and Cultural Parity” (University of 

Hawaiʻi, 2012). From these tenets, the pre-determined typologies were selected and “used to 

frame the rest of the analysis and is a key step in this process” (Hatch, 2002). The pre-

determined typologies for this study were:  

1. Leadership Development, Modeling Leadership 
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2. Community Engagement 

3. Native Hawaiian Language and Cultural Parity and Cultural Practice 

4. Life-long Learning 

5. Sustainable Living, Planning for the Future, Sustaining Relationships 

6. Global Understanding, Global Citizenship 

I downloaded 20 interview transcripts and entered the pre-determined typologies onto the 

MAXQDA application as codes. “MAXQDA is a software program designed for computer-

assisted qualitative and mixed methods data, text and multimedia analysis in academic, 

scientific, and business institutions” (“MAXQDA,” 2019). Seidman (2019) suggested  

Computer Assisted Qualitative Analysis Software (CAQDA) such as MAXQDA 

allows the researcher to complete the fundamental data analysis steps. 1) Reduce 

interview data to what the researcher considers important; 2) labels important 

excerpts into categories, either to develop a profile of a participant or to explore 

themes that may be embedded in the excerpts; 3) sorts those labeled excerpts into 

files that are easily identifiable and retrievable for study. (p. 132) 

I used the MAXQDA application only to sort and organize the material. I read the 

transcripts, summarized, and identified the phrases or excerpts that fit in the appropriate typology 

or code. I did not use MAXQDA to lexicon code single words or phrases. While using the 

MAXQDA application, I was mindful of the cautions posed by Seidman. Seidman suggested the 

misconception that the application could “analyze or interpret the data” rather than only 

“organize and manage the data” could occur. Additionally, the distraction of the coding trap 

where researchers invests too much time on “irrelevant things” or “over-code” due to the relative 
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ease of coding; and the distraction or distancing of the researcher from the “interview material 

and its context” could occur (Seidman, 2019, pp. 134-138). 

I then read the interview transcripts in its entirety and as the identified pre-determined 

categories and expressions of identified typologies appeared, I marked and coded the entries 

related to the identified typologies using the MAXQDA application tools. Nowell et al. (2017) 

stated that “becoming immersed in the data by repeated readings of the data in an active way, 

searching for meanings and patterns” (p. 5). Furthermore, Hatch (2002) explains, “In typological 

analysis, an early step is to read through the data set and divide into elements based on pre-

determined categories,” rather than “categories emerging from the analysis of the data set as a 

whole” (p. 152). Moreover, Bogdan and Biklen (2006) suggested,  

As you read your data, certain words, phrases, patterns of behavior, subjects' ways 

of thinking, and events repeat and stand out. Developing a coding system involves 

several steps: You search through your data for regularities and patterns as well as 

for topics, your data cover, and then you write down words and phrases to 

represent these topics and patterns. These words and phrases are coding 

categories. They are a means of sorting the descriptive data you have collected so 

that the material bearing on a given topic can be physically separated from other 

data. (p. 173) 

Some coding categories will come to you while you are collecting data. Hatch (2002) 

suggested, “All qualitative research is characterized by an emphasis on inductive rather than 

deductive information processing,” including several steps of the typological model where I 

added additional typologies to the pre-determined typologies as they emerged. “The typological 

analysis model starts with a deductive step” and does not “preclude the researcher being aware of 
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“unexpected patterns, relationships or themes” (p. 161). Hatch cautioned the researcher to be 

aware of other typologies and “other important dimensions in the data” (p. 161). After I was 

certain that the typology list was complete, I reread and coded all 20 transcripts again to assure I 

accurately coded all of the typologies. 

I utilized the following steps in typological analysis proposed by Hatch (2002), 

1. Identify typologies to be analyzed. 

2. Read the data, marking entries related to your typologies. 

3. Read entries by typology, recording the main ideas in entries on a summary sheet. 

4. Look for patterns, relationships, themes within typologies. 

5. Read data, coding entries according to patterns identified and keeping a record of what 

entries of with which element of your patterns. 

6. Decide if your patterns are supported by the data, and search the data for nonexamples of 

your patterns. 

7. Look for relationships among the patterns identified. 

8. Write your patterns as one-sentence generalization. 

9. Select data excerpts that support your generalizations. (p. 153)  

Data excerpts often included “elements related to multiple typologies” and I identified, 

marked and coded in all that applied (Hatch, 2002, p. 154). For example, in Dr. Hokoana-

Interview 1, after reading the passage, “I grew up with a strong sense of ho‘okipa or hospitality. I 

think one of the things my father taught me was, no ask, just go give them. No need to ask 

somebody if they want water, just give them the water. That was really extreme. It goes way 

beyond just being cordial, but yet to give of oneself. So that was always important - the idea of 

how we help each other for nothing. Yeah. Really for nothing. My father was part of building his 
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friend’s house. We went every weekend for six years. Then knowing that we would get nothing 

for that. But he enjoyed going and he enjoyed helping.” I coded this excerpt Ho‘okipa, 

Hospitality typology and Kuleana, Responsibility to Community & Family typology. Rather than 

taking one word or phrase (lexicon coding) and allowing MAXQDA to pull only this word or 

phrase from the data, I summarized and then coded into the appropriate typology group every 

example of this typology. I used MAXQDA only to sort and organize the codes and excerpts I 

manually assigned. Table 3 demonstrated the sampling of responses used to organize and code 

data. 

Table 3 

MAXQDA Report Listing 

 

Note: MAXQDA Report listing all excerpts coded as Kuleana, Responsibility to Family and 

Community. 
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I then generated a report for each of the codes, listing the excerpts using MAXQDA. For 

example, for the Kuleana, Responsibilities to Family & Community typology, I listed every 

excerpt that I identified as Kuleana, Responsibility to Family & Community. I then reread and 

summarized each excerpt to “look for meaning within the data” (Hatch, 2002, p. 155). Similarly, 

I generated summary reports for each typology, read, and summarized the excerpts for main 

ideas.  

I indicated in the coding process on MAXQDA any changes in the intensity of emotion 

or deviations from baseline emotions by assigning a happy face emoji to the excerpt. I used this 

secondary method of looking at the data by intensity of emotion as well as in number of times 

participants mentioned a typology to triangulate the analysis of the data to strengthen the 

trustworthiness of the analysis method. In the analysis process, I read and reread the interview 

transcriptions three times in its entirety to assure I understood the meaning and intent of the data 

presented. I read and carefully analyzed then summarized each excerpt to achieve reliability of 

the data. I then reread all excerpts and their summaries to assure accuracy and clear 

understanding of what an excerpt expressed, realizing that the “primary strength of typological 

analysis is its efficiency” and that the pre-determined typologies may “blind the researcher to 

other important dimensions in the data” (Hatch, 2002, p. 161). Notably, there were an 

overwhelming number of “good examples to report” signifying that the “findings were well-

supported” (Hatch, 2002, p. 160). 

I then looked at the summaries for frequency of occurrences, patterns, relationships and 

themes within and across typologies. I looked for reoccurring themes in the summaries and for 

intensity of emotion. Throughout the 20 interview transcripts, high levels of emotion and 

enthusiasm for the topics discussed was manifested by quick speech patterns, laughter, loud 
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volumed voices, smiling faces, earnest looks. There was a dramatic increase in intensity of 

emotion in one instance. I indicated this with a happy face emoji on MAXQDA. Interestingly, 

the reoccurring summaries of the emergent typologies aligned with the reoccurring summaries of 

the pre-determined typologies as leadership characteristics. I then put the reoccurring summaries 

in groups and from these groups I developed themes. I presented the themes by including similar 

leadership characteristics from by “looking at the whole story” (Burgess, 2013). Looking through 

the Burgess’ theoretical framework of inclusiveness and telling the whole story means a theme 

that is large enough to include everyone, a theme that everyone can see themselves having a 

place in. These themes then guided the development of my discussion, conclusion and 

recommendation.  

I returned the participant quotes attributed to each specific participant to the individual 

participant for confirmation of transcription accuracy and approval to include in the study. 

Lincoln and Guba (1986) refer to this sharing as member-checking and they indicated that it 

contributes to the trustworthiness and credibility of the data. I encouraged the participants to 

keep “slang, grammar, punctuation and the integrity of the voice,” as spoken in their approved 

quotes. “The beauty of the oral history is that it captures the poetry of the spoken word, the way 

people actually speak—with all the slang and incorrect grammar intact” (McNeil & McCain, 

2016). 

Establishing Trustworthiness 

Lincoln and Guba (1986) suggested that “trustworthiness is one way researchers can 

persuade themselves and readers that their research findings are worthy of attention” and 

introduced the “criteria of credibility, transferability, dependability and confirmability to parallel 

the conventional quantitative assessment criteria of validity and reliability.” I was “concerned 
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about the acceptability and usefulness of this study for a variety of stakeholders,” therefore; I 

employed Nowell et al.’s (2017) trustworthiness criteria. Table 4 illustrates how I conducted the 

trustworthy analysis.  

Table 4 

Trustworthiness Analysis 

Criteria Description Means of How I Established 

Trustworthiness 

Credibility  Determined when co-researcher or 

readers are confronted with the 

experience, they can recognize it 

(Lincoln and Guba, 1986). 

 Addresses the “fit” between 

respondent’ views and the researcher’s 

representation of them (Tobin & 

Begley, 2004). 

 Prolonged engagement with 

the data 

 Researcher triangulation 

 Member checking to test 

findings and interpretations with 

the participants 

Transferability  Generalizability of inquiry – able 

to transfer the findings to another site 

(Lincoln & Guba, 1986). 

 Provide “thick” description, 

step-by-step description of 

processes of data collection and 

analysis 

 Use of coding framework – 

deductive typological framework 

Dependability  Ensure the research process is 

logical, traceable and clearly 

documented (Tobin & Begley, 2004) 

 Process may be audited using 

audio recordings, transcripts, 

field notes, and MAXQDA 

application history of coding 

entries 

Confirmability  Establish that the researcher’s 

interpretations and findings are clearly 

derived from the data, requiring the 

researcher to demonstrate how 

conclusions and interpretations were 

reached (Tobin & Begley, 2004). 

 Member checking 

 External member and peer 

checks 

 

I conducted an analysis of trustworthiness by using Nowell et al.’s (2017) trustworthiness 

criteria (see Table 4) and attended to four criteria: Credibility, Transferability, Dependability and 
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Confirmability. To establish trustworthiness in the credibility criteria, I had prolonged 

engagement with the data by manually transcribing all of the interview recordings, reading and 

reviewing each participant transcription three times in its entirety and summarizing each of the 

coded quotes for main ideas. Moreover, I confirmed the accuracy of the quotes presented in this 

study by listening to the video-recordings to assure the accurate presentation of the quotes. I 

interviewed 15 supporting participants to gain good understanding from different perspectives of 

Dr. Hokoana’s leadership characteristics. I used this form of researcher triangulation to increase 

the level of knowledge about something and to strengthen my standpoint from various aspects. 

For example, the value of researcher triangulation regarding Dr. Hokoana’s humility as a leader 

was evident when speaking of Dr. Hokoana’s accomplishments and what he did for the UH and 

his community. The supporting participants shared a wealth of information. Although, touched 

upon, I would not have known about the rich examples of Dr. Hokoana’s accomplishments and 

the level of his humility had I not interviewed the supporting participants. Additionally, member-

checking also supported the credibility of the study. I sent the quotes attributed to each of the 

participants for verification of accuracy to address the “fit” between respondent’ views and the 

researcher’s representation of them (Tobin & Begley, 2004) and for approval to include in the 

study. 

I provided a systematic description of the processes of data collection and analysis and 

utilized the typological coding framework to guide my data analysis to establish trustworthiness 

in the criteria of transferability. I utilized audio recordings, transcripts, field notes, and the 

MAXQDA application history of coding entries to establish dependability and to ensure the 

research process was logical, traceable, clearly documented and auditable. Moreover, to establish 

that I clearly derived my interpretations and findings from the data, requiring me to demonstrate 
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how I reached the conclusions and interpretations (Tobin & Begley, 2004), I utilized member-

checking or asked the participants to review and confirm the accuracy of the data and the 

interpretation of the data. Additionally, I shared preliminary study drafts with my dissertation 

committee members, a program director, a program graduate and two doctoral students for 

feedback to serve as external member and peer checks. 

Limitations 

Through this study, I sought to understand the worldview of leadership in indigenous 

serving communities, based on the experience and observation of participants as told through 

stories, narrative dialogue, and the oral history of one unique example (Dr. Hokoana). As cited in 

Creswell (2006), Guba suggested, “A paradigm or worldview is “a basic set of beliefs that guide 

action” (p. 19). Responsiveness through developmental evaluation intertwined and reinforced the 

notion of positionality, the framework based on the sense of place and being mindful of 

satisfying the participants’ intent of what they share. The information revealed will guide the 

development of an emerging leaders program for leaders of indigenous serving communities. 

Will the knowledge reflect diversity of needs? Will it reveal ideas through an indigenous lens? 

Will my questions and analysis reflect the following tenets of respectful engagement; know who 

I am and what my intentions are; be nimble; build on strengths? These tenets provided the path 

to stories shared and knowledge expanded. The researcher must be immersed in the dialogue, 

trusted, yet unbiased enough to see the uniqueness and the unexpected gems behind the words 

and behind the silences. Furthermore, as suggested by Maunakea (2016), as researchers,  

It is our kuleana to share the stories of participants in the way they want their 

stories to be shared. To do that and to truly advocate for others we must be able to 
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open our minds, humble ourselves, and see things from other perspectives. (p. 

151)  

Chronology, Selection and Identification of Participants 

A limitation of this study was that the primary participant selected nine out of 15 of the 

supporting participants and approved the remaining six supporting participants as having 

influenced or experienced the primary subject’s leadership. Therefore, the supporting 

participants may have a more positive view in regards to the primary participant. The data 

collected therefore may not reveal the challenges of the primary participants’ leadership. Along 

the primary participant’s educational, then career journey, the supporting participants held 

varying degrees of camaraderie and familiarity with the primary participant and in all instances, 

the relationship was of trust and respect. All fifteen of the supporting participants, except one are 

of Native Hawaiian or part-Native Hawaiian ancestry. Conversely, the sample did not offer the 

perspective of non-Native Hawaiians and any differences in perspective that may have surfaced. 

I acknowledged the identities of the participants and their current and former place of 

employment on Table 2 of Supporting Participants. I identified specific names to specific quotes 

when I considered the identity of the teller germane to the information shared. When the 

identities were not relevant to the information shared, I did not reveal the identities. The 

perspectives of Dr. Hokoana’s leadership were broad, spanning from his leadership in grade 

school, as student at UH Hilo, as a counselor at UHMC, Vice Chancellor of Student Affairs at 

Windward Community College, as UH Associate Vice President for Student Affairs to Vice 

Chancellor of Student Affairs at UH West Oahu, to the present as Chancellor at UHMC. In 

addition, Dr. Hokoana served his community through church and Board leadership, in Hawaiian 
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Civic Clubs and the Native Hawaiian Education Association (NHEA). Most of the relationships 

between Dr. Hokoana and the participants extended several decades. 

Positionality of the Researcher 

“The intimate personal involvement of the researcher is in contrast to colonial, 

academic models which support a separation between the researcher and the 

research project. … For Hawaiians, this neutrality is incomprehensible because 

Hawaiians believe that we bring our mana, or personal power to every situation 

and every task, … including all our strengths, physical, emotional, intellectual, 

and spiritual, … our knowledge, skills, and experiences, our hopes, dreams, and 

visions, as well as our ancestral endowment … like our mo‘okū‘auhau, or 

genealogy, and the wisdom shared by our ancestors,” says Hawaiian scholar and 

researcher Kū Kahakalau in her description of Hawaiian research methodology 

mā‘awe pono. (Kahakalau, 2019, p. 13) 

Finally, a limitation of this study was the researcher herself. As a faculty member of 

Maui College for over 13 years and lifelong Maui resident, I am familiar with and in some 

instances closely tied to several of the participants. As “indigenous research in and for Hawaiian 

communities builds on long-term, familial relations between the researcher and the participants,” 

I grew up in the village of Waihe‘e, having similar childhood experiences as the primary subject 

and I am familiar with many of the people and experiences related to growing up in Waihe‘e 

(Kahakalau, 2019, p. 14). Additionally, Hunter (2009) suggested, “researchers must be place –

literate,” which is one of “the fundamental aspects of research methodologies” to “understand the 

complexities of the human/place dyad” (pp. 89-90). I have a personal interest in the success of 

the participants and may be biased in the interpretation through my perspective and as a non-
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Native Hawaiian may miss or misconstrue, as Uncle David [Sing] said, “the way we do things 

around here” (Lipe, 2014).  

Indeed, the notion of incompleteness and developmental evaluation informing my 

thoughts on what makes an emerging leaders program transformative is self-actualization of the 

leaders. The process and revelations that emerged from data collection (stories shared) to 

reflection (storytelling might remind or jar the memory of “new” realizations) to “know thy self” 

(truly being aware of ones’ positionality), led me to reflect on not losing sight of my 

positionality/perspective and the power of reflection (S. Sridharan, personal communication, July 

2018). Just as I developed self-awareness through reflection, the emerging leaders program’s 

transformative elements might be the empowerment that occurs with self-actualization through 

reflection. 

At the 2019 UH Community Colleges (UHCC) Student Success Institute, UHMC 

Chancellor Dr. Hokoana served on the closing panel that included UHCC administrators who 

discussed campus initiatives and the progress of the Integrated Student Success (ISS) Initiative. 

In response to a question about Maui College ISS next steps, Dr. Hokoana shared a story about 

driving to an In-n-Out Burger in California while attending the 2019 DREAM (Achieving the 

Dream) conference with Maui College employees. In his mo‘olelo, the driver asked the people in 

his car, which way should they turn. Dr. Hokoana responded, “Turn left”. The others, including 

the driver, based their response on what the Global Positioning System (GPS) indicated and 

subsequently, the driver turned right. As they approached their destination, it was apparent that 

the easier path was actually to turn left.  

At the Maui College ISS committee meeting the following day, committee members 

aired their dismay regarding Dr. Hokoana’s comments. Committee members felt “called out” and 
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in their embarrassment, aimed their anger to ineffective communication between the ISS 

committee and the administration. The committee heard Dr. Hokoana say that they “went the 

wrong way.” This feeling of discontent traveled back to Maui to the ISS weekly committee 

meeting the following Monday. Passionate and often contentious words were heard and 

committee members went away feeling defeated, afraid, tired and angry. The committee had 

worked very hard on this campus initiative. They heard their boss say to the world that he told 

them to do something, they followed a different path, and that was not correct.  

In a message of thanks to Maui College HSSI participants, Dr. Hokoana (personal 

communication, March 5, 2019) explained,  

This is what I had to say, I told stories to communicate the message I wanted to 

deliver. I know sometimes stories get lost in translation so I am providing you 

with my translation of the stories I told at HSSI… Lesson [about the In-n-Out 

Burger trip] – on our student success journey we cannot be afraid to take a left 

turn even though we have always taken the right turn. We need to change. If we 

take the left, we will know what is down that road and we will know the next time 

what turn to take. Same with our student success agenda we need to take risks and 

learn what is the best strategy to take; I want to know; I hope you do too. So, I 

want to know whether or not students taking 15 credits leads to greater success, 

but we will never know the answer if we don’t do it – take the left turn!  

I share this mo‘olelo to illustrate the great importance of knowing about and having some 

understanding of culture based leadership and alternatively assuring that the message presented 

is interpreted accurately. The importance of cultural context awareness and the unintentional 

misunderstandings that might arise with not knowing motivated the study of Dr. Hokoana. As 



56 

 

Dr. Hokoana shared in a follow-up meeting, “Trust that I support the good work that you are 

doing. When you hear something like that, trust that I will have your back” (personal 

communication, March 4, 2019). 

Assumptions 

I based this study on a number of assumptions. It was assumed that the primary and 

supporting participants viewed the leadership qualities of the primary participant as effective 

within the UH system. I also assumed that the participant accounts were representative of Native 

Hawaiian cultural practice and leadership qualities. I made this assumption because 15 or the 16 

participants were of Native Hawaiian ancestry, with the primary participant raised in a Native 

Hawaiian ‘ohana and reflected the alignment to research on Hawaiian cultural and leadership 

practices. 
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Chapter IV 

Findings 

This chapter describes the findings of this study on what I learned from Dr. Hokoana and 

the people who worked with and/or collaborated with him at the UH in various capacities and in 

the community to support current core strategies for leadership at indigenous serving institutions. 

Specifically, these findings describe Dr. Hokoana’s leadership characteristics that meet the 

unique needs of the students, employees and the community he serves to build a beloved 

community. 

I used semi-structured interviews to provide the data for this project. I looked at the 

mo‘olelo shared by participants in semi-structured interview transcripts through the theoretical 

framework of Burgess’ Building My Beloved Community. I read, reread, and then coded 

excerpts into the appropriate pre-determined typologies. I identified six pre-determined 

typologies based on the Mission of UHMC and the tenets of HPOKA as described in Chapter III. 

As I read the transcripts, I coded relevant excerpts, sorted them into typology lists and identified 

seven emergent typologies. I noted intensity of expression, when it varied from the baseline 

speech pattern and intonation when observed during the interview. Burgess’ Building My 

Beloved Community theoretical framework aimed to heal and build community, see the world in 

others’ point of view, believed that every person has a gift, acknowledged the traditional with 

modern understandings and supported different ideas (Burgess, 2013). Seven subtypologies 

emerged from the data: 

1. Kuleana, Responsibility to Community and Family;  

2. Service, Serving One’s Community, Servant Leadership;  

3. Pilina, Relationships, Making Connections, Collaboration; 
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a. Social Justice, Equity, Advocacy, Providing Opportunities;  

b. Safe Environment, Trust; 

c. Teacher, Mentoring; 

4. Optimistic Outlook, Love of Life;  

5. ‘Ohana, Family Values;  

a. Humility;  

b. Ho‘okipa, Hospitality;  

6. Addressing Challenges;  

7. Flexible, Adaptive to Change. 

The seven emergent typologies were specific leadership characteristics aligned to the six 

pre-determined typologies. The emergent typologies were the “rich details” of Dr. Hokoana’s 

leadership characteristics as he led at the UH and in an indigenous framework. Burgess spoke of 

being open to the sacred gifts of a person. Therefore, in looking through the perspective of 

Burgess’ Building my Beloved Community lens, the emerging typologies aligned as Dr. 

Hokoana’s leadership characteristics, the “rich details” of the pre-determined typologies.  

The data aligned to four overall emergent themes. The themes include (1) Hua: E Puka 

Aku E Kau Mau Makana - Emerge with Your Gifts, (2) Pilina: Meaningful Relationships – 

Radical Aloha, Positive Peace, (3) ʻOhana and Community: Ho‘i i ka piko – Return Home and 

(4) Leading From Where You Are. For example, the identified emergent typologies Kuleana: 

Responsibility to Community and Family and Pilina: Relationships, Making Connections, 

Collaboration (purple colored tags) were descriptors or the “rich details” of the pre-determined 

typology Community Engagement (blue colored tag). Together, I aligned the summaries and 

intent of the identified typologies to the umbrella theme of Pilina: Developing Meaningful 
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Relationships through Radical Aloha and Positive Peace (orange colored tag). Figure 2 

illustrated the coding analysis example of the Burgess’ “telling the whole story and 

inclusiveness” theme Pilina: Developing Meaningful Relationships through Radical Aloha and 

Positive Peace. Figure 2 details how it was developed through Burgess’ Building My Beloved 

Community theoretical framework, the reoccurring leadership characteristics (from data 

transcriptions) that are aligned to it and how it aligned to the UHMC Mission and HPOKA to fit 

within the leadership at the UH as an indigenous serving institution. 

Figure 2 

Coding Analysis Example of Theme Pilina: Developing Meaningful Relationships Through 

Radical Aloha and Positive Peace 

 

Similarly, all four themes (orange colored tag) and their corresponding descriptors or 

“rich details” (blue colored tags are pre-determined typologies and purple colored tags are 
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emergent typologies) and are shown in Figure 3. Also noted are the number of excerpts or quotes 

identified for each of the typologies, in parenthesis next to the typology name. The large number 

of excerpt examples supported the leadership characteristics most significant to Dr. Hokoana’s 

leadership style.  

Figure 3 

Coding Analysis Map 

 

Table 5 summarized the information in Figure 3, exemplifying the leadership 

characteristics as a foundation for an emerging leaders program at UHMC. 
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Table 5 

Coding Analysis Map 

Coding Analysis Map 

Dr. Lui K. Hokoana Building a Beloved Community of Leaders 

Leadership Themes 

“as seen through 

Burgess’ 

inclusiveness and 

telling the whole 

story” lens 

Pre-determined Typologies 

Based on the UHMC Mission & 

tenets of UH Hawai‘i Papa O Ke 

Ao Initiative 

Leadership Characteristics  

of Leaders of Indigenous Serving 

Organizations 

 

Pilina: Developing 

Meaningful 

Relationships 

Through Radical 

Aloha and Positive 

Peace 

• Community Engagement • Kuleana: Responsibility to 

Community & Family 

• Pilina: Relationships, Making 

Connections, Collaboration 

• Teacher, Mentoring 

• Safe Environment, Trust 

• Social Justice, Equity, Advocacy, 

Provide Opportunities 

‘Ohana & 

Community: Ho‘i I Ka 

Piko, Returning Home 

• Native Hawaiian Language & 

Cultural Parity & Cultural 

Practice 

• ‘Ohana, Family Values 

• Humility 

• Ho‘okipa, Hospitality 

• Addressing Challenges 

Hua: E Puka Aku E Kau 

Mau Makana, Emerge 

With Your Gifts 

• Global Understanding, Global 

Citizenship 

• Life-long Learning 

• Sustainable Living, Planning 

for the Future, Sustaining 

Relationships 

• Flexible Adaptive to Change 

• Optimistic Outlook, Love of Life 

• Encouragement, Self Esteem, 

Confidence in One’s Ability 

Leading From Where 

You Are 

• Leadership Development, 

Modeling Leadership 

• Service, Servicing One’s 

Community, Servant Leadership 

 

Dr. Lui K. Hokoana’s Journey and Developing Community Leaders 

Dr. Hokoana is a model UH leader and leader of an indigenous serving institution. 

Participant Helm suggested that “Lui is knowledgeable about Hawaiian culture and history and 

the mo‘olelo that our ancestors left. He understands Hawaiian protocols and has a deep respect 
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for other people and their cultures.” Dr. Hokoana succeeds as a leader within the University of 

Hawai‘i and as a leader in his community. As an example of Dr. Hokoana’s “direct and critical 

role” in strengthening the University of Hawai‘i as an indigenous serving institution, “Lui led the 

hosting of the World Indigenous Peoples’ Conference on Education (WIPCE) in Hawai‘i. I 

remember being on the shores of Waikīkī, as Lui chanted to participants from around the world 

looking on from canoes in the ocean” (Participant Helm). 

The participants shared the many ways that Dr. Hokoana is an example of McDermott 

and Andrade’s (2011) Native Hawaiian psychocultural profile Sublimation-Cultural Synthesis.  

Metaphorically, participants described Dr. Hokoana: 

The kahawai or flowing river … if he comes upon big boulders, he will find the 

way to go around them, go over them, sprout plants on its side, give life to the 

water creatures and the lo’i that feeds the people.  He will find a way to do 

positive things and bring life to all in its path. (Participant Helm)  

A wa‘a, a canoe because he takes us on this journey - as the wa‘a, he’s afloat, he 

can maneuver, but it’s up to us to paddle and to steer, so he’s the vehicle and he’s 

grounded in tradition. He is grounded in ‘ike kūpuna or knowledge of our 

ancestors and he has all of these things, but it is us that are in the canoe that has to 

make that choice. If we paddle together, we are going to go off or when we do not 

paddle then, we are going to do all the work. (Participant Ishikawa) 

A coconut tree because he will bend with the wind, he is not rigid. (Participant Kouchi)  

Balloons have a capacity to rise and then if you are the balloon, you see things 

from a different elevation with a different capacity, and then people looking at 

you want to grab onto that balloon. It’s an unusual thing to see a yellow balloon 
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going through the environment. Why do I see a yellow balloon? Because it is 

significantly different from the average tree over there, it is creatively joyful. You 

want to jump up and grab it, but you can't, good luck! It’s on its way and the wind 

is pushing it to its destination. So yeah, that reminds me of Lui because; he is 

distinct, almost elusive, but completely memorable and beautiful and on his path 

towards his goal. (Participant Aluli Meyer) 

As described metaphorically by the participants, Dr. Hokoana is grounded in ‘ike kūpuna, 

made adjustments, was a doer, was adaptive to change, trusted others, was visionary, joyful, a 

hero, a leader! In the words of Dr. Hokoana, 

It is what it is. I am what I am and I’m going to find my strength from where I am 

and who I am and that includes my family, my ancestors, the place I come from. 

That is the education we want to deliver. We want to give them a skillset, but we 

want them to be who they are because that is the happiest they are going to be and 

that is what comes naturally to them.  

As a freshman at UH Hilo, Dr. David Sing, who led a Native Hawaiian leadership program, 

mentored Dr. Hokoana. Dr. Hokoana’s lived experiences at UH Hilo were early influences of 

Burgess’ Building My Beloved Community asset-based tenets. Sing’s Hawaiian Leadership 

Program was 

Designed because at that time only 20 Hawaiian students met admissions criteria 

to enroll into UH Hilo. At that time, there were no support programs for them. 

Programs that were conducted for Hawaiians prior to the Hawaiian Leadership 

Development Program were either remedial programs or for at-risk students. We 

created an asset-based program, the very first of its kind in higher education for 
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Native Hawaiians. Lui was in the second or third cohort group coming through. 

(Participant Sing) 

The program’s intent was ho‘i i ka piko.  

The idea was to “come home” or reconnect to your culture and resources. For 

years, whenever we conducted professional development, our institutional leaders 

were bringing people from the mainland. Some of the strategies and workshops 

that people brought from the mainland did not align to our local and Hawaiian 

students. Now the idea that Lui is back home and leading the UH Maui College 

(UHMC) resonates with the idea of “hoʻi i ka piko.” Dr. Hokoana is home in 

Maui and that is what he wanted to do from when he was younger. He wanted to 

go back to Maui and be a leader there. He got there. (Participant Sing) 

Housman (2015) spoke of “a strong cultural identity having a positive impact on 

achievement and well-being…When the foundation is strong, one is confident and is able to 

contribute to society” (pp. 62-63). Navigator for the Polynesian Voyaging Society and storyteller 

Nainoa Thompson (2016) shared the sentiment of his father Myron Thompson, who echoed the 

notion in saying, 

Carry your culture on your canoe… They’re going to need that sense of your 

direction and our commitment to our heritage and your ancestors… Make sure 

you carry your identity and dignity of who you were and who you’re going to 

become, make sure you do it in a way that doesn’t compromise anyone of a 

different culture. We need everyone. (p. 23) 

Dr. Hokoana hailed from the Hawaiian homestead of Paukukalo, on the neighbor island 

of Maui. The youngest of four children, Dr. Hokoana “grew up almost like a single child” 
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because his siblings were seven or more years older than he was. His parents were active 

supporters of his education. His Dad served as Parent Teacher Association (PTA) president for 

Dr. Hokoana’s elementary school, Waihe‘e School, and was a former football buddy and good 

friend of the principal at the time. Nestled within the Waihe‘e Valley, Waihe‘e School had a high 

Native Hawaiian population, serving the Paukukalo Hawaiian Homestead, Waihe‘e Village and 

Kahakuloa Valley. It was a “good school” where “everybody knew each other.” Teachers would 

hold summer enrichment classes on their own volition, with the teacher inviting students to keep 

learning in the summer. Most influential of these teachers were Mrs. Tengan and Mrs. Watanabe, 

both who had “passion for their work that went beyond just eight to two o’clock … You could 

see that they cared about the work that they were doing” (Participant Hokoana). The class 

enrollment was low with classes of 30 students. Everyone at the school and in this small 

community knew everyone else and knew their stories.  

The Paukukalo and Waihe‘e “neighborhood was very tight, very safe.” A neighborhood 

where children would go to each other’s homes and bring their friends home to eat. Waihe‘e 

School was “an old school and a traditional way of growing up. Other parents disciplined, Aunty 

disciplined, everyone disciplined… so we always knew” to behave. “We had certain rules that 

we always followed” (Hokoana). 

As a firefighter, Dr. Hokoana’s father was at home approximately ten days a month. 

When he was at home, the family was “expected to be at the table to say grace and to eat 

together.” In his “big family, close family,” his “uncles and aunties, everyone shared the 

responsibility of raising children in those days. The idea of ‘ohana, that the family was very 

important… that’s how we got by.” Moreover, he “believes that strong ‘ohana is the answer to 
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many of our social ills … drug abuse, domestic violence…if you have a strong family, it helps to 

overcome these things.”  

In his spare time, Dr. Hokoana’s father, was a fisherman who “made net” and took his 

family to gather wana, opihi and “lay net” – quite ironic as he was allergic to fish! For five to six 

years, Dr. Hokoana’s Dad would take his family to Makena every weekend to help his friend 

build his home. As the men worked on the home, the children surfed and played in the ocean that 

was a stone’s throw away. A special treat was driving the family car home from Makena to 

Paukukalo as a sixth or seventh grader. 

“It’s just that sense of helping others. In my family, in our generation, it is not as extreme 

because we have access to more resources. There was a co-dependency on people because of the 

lack of resources back then and people had the value of and believed in helping each other” 

(Hokoana). Dr. Hokoana grew up with a strong sense of ho‘okipa or hospitality. His father taught 

him to “No ask, just go give ‘em – no need to ask if they want water, just give them water” and 

just as he did for six years in helping his friend build his house, Dr. Hokoana’s father showed 

that “it goes way beyond just being cordial ... to give of oneself … that was always important. 

The idea that we help each other knowing that you would get nothing in return.” Dr. Hokoana’s 

father “enjoyed going and he enjoyed helping.” (Hokoana). 

In his sixth grade year, the number of 6th graders at Waihe‘e School was too large for the 

grade capacity. Top students were promoted to the 7th grade. Always the “smartest,” now, Dr. 

Hokoana was “in different classes than his peers. It was the kind of school that you don’t find 

anymore,” the kind of school that they just made it work. 

In the second half of Dr. Hokoana’s seventh grade year, the United Public Workers 

(UPW) blue-collar workers went on strike. With the janitors and food service workers on the 
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picket line, Waihe‘e School closed for “a very long time.” Dr. Hokoana’s father came home one 

day and told him that he would be going to a new school. “They drove to Ikeda’s, bought a white 

shirt and corduroy pants, then, went to Robbins and bought shoes” – “This is serious,” thought 

Dr. Hokoana. His new school would be St. Anthony School, a private Catholic school in 

Wailuku. 

“It was a different world over there.” No longer was Dr. Hokoana the smartest or did the 

campus community know him or his family as they did at Waihe‘e School. He had to work a 

little harder within the structure of a Catholic school. Dr. Hokoana always believed that he “was 

a learner” and this is what helped him through those challenges and what helps him today. He 

“loved to learn and he embraced change … and enjoy the excitement of change” (Hokoana). 

Admittedly, a bit “naughty,” Dr. Hokoana “never got caught” causing mischief because 

he “was afraid of what was going to happen. When you grew up in that kind of neighborhood, 

like Hawaiian Homes and with the Waihe‘e kids and the Kahakuloa kids, it’s all the same.” 

However, when he went to St. Anthony School, he saw that “those kids were not afraid of their 

parents. They were so naughty … it was a different world outside of what you see in your 

microenvironment about what the norm is and then you go to somewhere else where the norm 

changes” (Hokoana). 

In one instance, Dr. Hokoana was in trouble with a St. Anthony teacher for talking back. 

His father gave him stern warnings not to do that again, how it was inappropriate, how he must 

respect his teacher. He later overheard his father telling his mother that that lady was misguided 

and how they need to get him out of that class – the point being, that his “parents never, ever 

made an excuse for” him (Hokoana). They took education very seriously, supporting all four 

children through private education. These experiences helped “solidify” Dr. Hokoana’s 
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“philosophy of education … that education occurs best in a safe and caring environment.” In his 

career, he has “seen the power of a safe and caring environment for learners who may not learn 

from traditional ways of pedagogy” (Hokoana). 

Dr. Hokoana’s community of Paukukalo Hawaiian Homestead was “very nurturing, very 

caring and very safe. The Hawaiian communities have ‘this bum rap’” but in his neighborhood, 

“he didn’t see that.” Maybe, he was just naïve to it but they “all played together.” They “all 

shared what they had” (Hokoana). Dr. Hokoana went on to say, “I don’t know if my parents felt 

like that, but they never told us. We always believed that you work hard; you own your own key. 

You can be whatever you want to be” (Hokoana). 

The childhood experiences of Dr. Hokoana were significant because of his mindset 

growing up and his value beliefs of himself, his family, the community he lived in and as a 

Native Hawaiian. “When you hear the stigma about Hawaiians, ‘Hawaiians are dumb,’ 

‘Hawaiians are lazy’ – I never grew up like that.” Not until he was an adult and went to an 

academic counselor, did he hear this but “that’s not the community I grew up in.” Dr. Hokoana 

wonders how his parents faced the oppression. Perhaps, he surmised, “they put it towards the 

kids,” sending all of them to private schools (Hokoana). Moreover, perhaps, they were grounded 

in the support of their ancestors, as illustrated in the mo‘olelo when King Liholiho went to 

England in 1824 where he was complimented for “his intelligence and level of education. To this 

King Liholiho replied, “Na wai ho‘i ka ‘ole o ke akamai, he alahele i ma‘a i ka hele ‘ia e o‘u 

mau mākua. [Who would not be wise on a path walked upon by my parents and ancestors?]” 

(Kahakalau, 2019, p. 26). 

Drawing from Dr. Hokoana’s “big, tight family,” the traditional way of growing up at 

Waihe‘e School and the “very tight, very safe” Paukukalo Hawaiian Homestead neighborhood, 
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coupled with the values taught to him by his father, mother and community of ‘ohana, being true 

to your values and yourself, the importance of community, and ho‘okipa, Dr. Hokoana presented 

a unique mo‘olelo of leadership qualities within the UH. Dr. Hokoana demonstrated these 

leadership characteristics through his actions. 

Reinforcing this mana‘o of servant leadership and giving back to the community, Dr. 

Aluli Meyer illustrated the time-honored practice of prioritizing community. Participant Aluli 

Meyer first worked with Dr. Hokoana in 1986–1990 as Director of the Hawaiian Leadership 

Development Program at the UH Hilo, mentoring with Dr. David Sing when Dr. Hokoana was a 

19-year old student. Participant Aluli Meyer explained, 

He is actually not from Honolulu or Oʻahu. He is from Maui, another island than 

mainstream Honolulu. He has a capacity to bring an old style back into relevance. 

That old style prioritizes community, knows that there is intelligence there, and 

does not belittle it or placate to it. He understands the strength that is found in 

community. That is neighbor island knowledge or rural knowledge, it really is. … 

Maui is significant because it offers an old glimpse into leadership styles that are 

unknown to the Kamehameha dynasty. So are Maui families, Maui history, Maui 

ali‘i. He comes from that. 

Overshadowed by the Kamehameha dynasty, the Maui families still exist 

from Maui Chiefess Keōpūolani who was the highest-level aliʻi at the time. 

Perhaps Dr. Hokoana connects into that capacity where true leadership is found in 

how best to you serve others. Not, how you tell them how to serve. There is a 

difference. That is our neighbor island intelligence that we could learn a lot from 

here. 
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Community Engagement 

Dr. Hokoana’s leadership characteristics were most significant in the area of community 

engagement. Community engagement included all forms of pilina or relationships, making 

connections and collaboration. Pilina included teaching, mentoring and seeking advice as well as 

providing a safe environment, building trust, student and employee advocacy, social justice and 

providing opportunities. Community engagement also included having kuleana or responsibility 

for his community and family. These leadership characteristics were shared through the mo‘olelo 

of Dr. Hokoana and those who have experienced his leadership.  

Pilina: Meaningful Relationships - Making Connections, Collaboration  

Pilina: Meaningful Relationships - Making Connections was the first of the seven 

typologies. Through the lens of Building My Beloved Community and true to the recognition 

and validation of the spirit of the sacred gifts everyone possesses, pilina was one of the most 

significant characteristics of Dr. Hokoana’s leadership as evidenced by the high frequency of 

excerpts coded as well as the many expressions of pilina. Pilina as defined by Pukui (1983) as 

association, relationship, union, connection, meeting, joining, adhering, fitting.  

Relationships. Dr. Hokoana prioritized relationality and its complex effects on his 

employees and others “strengthens the quality of his leadership.” Participant Dr. Aluli Meyer 

explained, 

Dr. Hokoana prioritizes a type of quality of relationality that is a mature 

understanding of where true leadership development lies. It lies in each other's 

capacity to feel supported. Lui knows that and he gets something out of that, also. 

Itʻs a mutual causal idea. He came to a talk I gave at Maui [College] two years 

ago. He was there the whole time …he came to introduce me, and to support his 
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faculty. He prioritizes relationality and that by itself strengthens the quality of his 

leadership. Period. This is complex. He boils down complexity to mutual, 

emergent relationality.  

Dr. Hokoana lives pilina in all forms. The descriptions of Dr. Hokoana included, 

friendly, welcoming, and carefree, more so than I would have thought of an 

administrator and generous, that was my first impression… Lui is Hawaiian. He 

had this Hawaiian approach - welcoming and supportive and that the team was 

very much like him. (Participant) 

“Radical Aloha is Lui Hokoana because, he's just going to do what it takes to get the job 

done. And, even if it’s impossible, he’ll somehow get it done with the quality of his 

relationships” (Participant Aluli Meyer). 

Moreover, participants illustrated Dr. Hokoana’s caring and inclusive leadership 

approach with words such as “You feel it. …it didn’t matter who you were but there truly was 

care underneath all the work. No matter how hard he pushed us to work and he was always about 

can, we can go more” (Participant). 

Just as Dr. Hokoana practiced pilina, he learned from and recognized pilina in the actions 

of others. Dr. Hokoana described going to Puanani Burgess’ home to drive her to the Native 

Hawaiian Education Association Conference and the special kind of pilina that came with 

focusing on the relationship you have with another person. Upon Dr. Hokoana’s arrival, Burgess 

said, “Oh, Lui, I just wanted to make sure you good. Look like you good.” Dr. Hokoana 

responded, 

 “Me, too, Aunty Pua.” Within two minutes, by checking on each other, a perfect 

setting was created.  Then we just talked about the world, on our way to UH, 
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West Oahu. She said, “Lui, you no need to take me home. I go home with my 

family. They could have brought me this morning but I want to see how you was 

doing.” I said, “Oh yeah, I knew, because I wanted to see how you were doing, 

too.” 

Dr. Hokoana embraced the relationship with self and of the deep spirituality of Aunty 

Pua. His description of Aunty Pua mirrors his character of being kind, compassion and true to 

yourself. Dr. Hokoana said,  

Aunty Pua is in a different realm about spirituality, cultural trauma and healing and 

yet, kue. That is what throws me off the most about her. How can such a kind and 

compassionate person be so kue? She is kue in her perspectives and in what she 

stands for. I say what elegance and grace. Aunty Pua is the original kapu aloha 

lady. She has been practicing that for years - going to law school, deciding not to 

finish and yet not being bitter. She tells that story about a Kalaupapa patient 

Norwood. She was saying they are not bitter that they had leprosy and that they are 

living in Kalaupapa. So, she said, how can I be bitter at what I’m facing in my life 

when we have people who were expelled to Kalaupapa. They do not have access to 

the modern luxuries that we enjoy. I heard her ability to feel deeply, to understand 

deeply, and to empathize that is what makes her spectacular.  

Dr. Hokoana prioritized relationships. For example, Department of Hawaiian Homelands 

Services Division Supervisor Participant Mona Kapaku described one of many examples of Dr. 

Hokoana’s practice of pilina and taking the time or putting in the effort to connect with people. 

Dr. Hokoana “took the time to coach a young person from the Hawaiian community to get an 
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associate degree, then a Bachelor’s degree, and even pushed him toward a Master’s degree” 

(Participant Kapaku). 

Dr. Hokoana made the time to be present. He connected with the people as a leader and 

as a community member. In Figure 4, Dr. Hokoana shared a special event when participant Mona 

Kapaku received the Hawaiian Civic Club Kupa Maka‘āinana Award. Kapaku spoke of how Dr. 

Hokoana made the time to call or share special moments with people. 

 

Figure 4 

Dr. Hokoana was present when study participant Mona Kapaku was recognized with the 

Hawaiian Civic Club Kupa Maka‘āinana Award, March 2014, Kapaku 

 

Dr. Hokoana’s pilina built trust between work groups while at Windward Community 

College by being inclusive and having open communication. A participant described the climate 

of faculty and staff relationships at Windward Community College that Dr. Hokoana’s 

leadership affected. 

He was welcoming … on university community college campuses many times 

there are silos between academic advising and student affairs … It was really 

about bringing everybody together and making sure that everybody was on the 

same page. He did that through that generous component. When Frosh Camp was 

happening, it was not only reaching out to everybody on campus to come 

volunteer and help, but also, lunch is going to be offered, come join us. It was 
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always open … welcoming and inclusive. Again, when we were trying to build up 

the Math division and the English division. We were looking at gatekeeper 

courses, faculty in those courses and how to build relationships with them. He 

kept the doors open … and in continuing to keep the dialogue going, we see the 

silos break down across the campus until it was not siloed anymore.  

In another of example of student advocacy and maintaining healthy relationships on 

campus, the Internship Coordinator for Ka Hikina O Ka Lā Participant Ishikawa spoke of Dr. 

Hokoana’s mentoring of the Ka Hikina O Ka Lā student scholars where he spent his time 

working with and got to know the students individually at their orientation at Paeloko, Maui. 

“The students were working the taro patches and Lui was right in there with them. He helped 

with cleaning the taro patches.” Later in the day, Dr. Hokoana served each student dinner and 

asked how they were doing. He took an interest in his students. 

Dr. Hokoana was also present for his employees at Windward Community College, seen 

in Figure 5, building community. Dr. Hokoana’s leadership characteristic was taking the time to 

connect with people. 
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Figure 5 

Windward Community College After Work Community Building at the time when Dr. Hokoana 

served at the Vice Chancellor of Student Services, Opulauoho 

 

Open Communication. Very significantly and especially in challenging situations, Dr. 

Hokoana’s pilina provided guidance on keeping communication channels open, building 

relationships and opened spaces for people to communicate as people even when their ideologies 

differed greatly. Participants described their feeling of appreciation for his efforts and the 

enriching experiences. Dr. Hokoana’s leadership brought people together to share their views 

and in Burgess’ perspective, “allowed me to see you as human and you to see me as human 

before we started talking about the issues.” In one of the most controversial issues the University 

of Hawai‘i has had to face is the building of the Thirty Meter Telescope (TMT) on Mauna Kea. 

Dr. Hokoana was instrumental in helping people on all sides of the issue communicate. Dr. 

Hokoana influenced a participant who was resistant to opening communication with her 

adversary. In her mo‘olelo Office of Hawaiian Affairs Chair Machado explained that she did not 

want to meet with UH President Lassner but after many months and with Dr. Hokoana’s 

influence, the meeting did occur where she was able to express her “frustration, my sadness.” 

Participant Machado explained, 
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I would not have been on a one to one with that. I kind of shared emotions …that 

I thought was important for him to know that even in my position and how strong 

we have been opponents … that I still have the heart and I appreciate what the 

University has done for me. If it were not for Lui, we would not have met…In 

spite of our differences, we can still sit down and find common areas. We may 

disagree all the way, but in my heart, I am a graduate. I am an alumnus of that 

school. And, without that, I couldn’t have gotten to where I am today. So, I 

acknowledged that... If I had to look at that, Lui had the guts to call me … I no 

like meet with him but, you know, he never gave up. After the meeting, I told Lui, 

thank you. At least I know he knows where I am coming from and do not take it 

personally. If I never know Lui, I would never have agreed. We would still be 

polarized. At least I could walk into a room. I can really respect and aloha him. 

Mihi (Forgiveness). Additionally, in building relationships and pilina, Dr. Hokoana 

spoke of mihi or forgiveness. He guided others in cultural protocol that was healing and kept the 

dialogue open for those involved. For example, Dr. Hokoana spoke of “brokering” the meeting 

that included Machado and Lassner. Dr. Hokoana explained, 

I think many people were kind of perturbed about it, but it was a great meeting in 

that they got to mihi or say, I’m sorry that’s not what they meant… And, they 

agreed that when they left, they would try to keep the communications open. So 

they both mihi each other. Then, I said, all right, in Hawaii we go to eat after we 

mihi. So, we all went to go … He said, “Do I have to go to eat.” I said, “Yes, and 

you need to pay, too.”  
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As a Native Hawaiian family practice, Pukui et al. (1972) described mihi, “When 

someone came to you and asked for forgiveness, you could not huli kua [turn the back] on him. 

You had to forgive fully and completely” (p. 74).  

Pilina – Teacher, Mentoring, Benefits of Mentoring 

Mentoring Around Malama. The mentoring that Dr. Hokoana received was 

instrumental in the development of his leadership mo‘olelo and the advocacy he provided. Dr. 

Hokoana described mentoring and the great teachers of Waihe‘e School: 

When they talk about this whole idea of being a student advocate and helping the 

underdog person, I believe that is an important component of mentoring and 

giving students the opportunity to find their voice for themselves. I believe that 

when they find their voice, their passion comes to the forefront and they do better 

work, for their purpose.  

Dr. Hokoana’s parents, teachers and coaches had a great deal of mālama for him in his 

early years. Caring teachers such as Mrs. Tengan and Mrs. Watanabe offered summer classes so 

that students could keep learning in the summer. These teachers, the administration, Mr. 

Shishido and others (Mrs. Ayers, Coach Duarte and later in college Dr. David Sing, and Dr. 

Manulani Aluli Meyer) were the mentors that gave the mālama that Dr. Hokoana described.  

Besides my parents obviously, on the education side, Mrs. Tengan and Mrs. 

Watanabe had a passion for the work and it went beyond just our eight to two 

o'clock over there. They were good teachers. They cared…Mrs. Alama Ayers was 

teaching seventh grade science. It was those kinds of people. They really have a 

passion for their work and you could tell that they cared about the work that they 

were doing. Mr. Shishido also just had that kind of love for the profession. We do 
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not see that too often. When people love their profession, they are doing so well, 

so they love it. (Hokoana) 

Additionally, Dr. Hokoana described the importance of knowing the people you are 

mentoring, 

A good lesson from Mr. Duarte was that he spent enough time with us to 

understand us. I use that in my career today. When you try to work with middle 

school kids and others, I want to know what they are motivated by. Everybody is 

motivated by something. If you can understand the motivation, then you lead in 

that way. You lead them to the prize in that way.  

Dr. Hokoana went to college at UH Hilo and “bombed out his first year,” earning “three 

Ds and a C” his first semester.  He had difficulty getting to class at 8:30 am in high school, yet 

“signed up for a seven o'clock class” at UH Hilo. Dr. Hokoana’s poor start, led to him to meeting 

with a counselor who introduced him to David Sing’s Hawaiian Leadership Program. Dr. 

Hokoana credits Sing and Manu Meyer’s mentoring for his success in college. “They really 

helped to strategize, having these kinds of role models, and understanding how support services 

like that would make it possible for me to be successful in college” (Hokoana). 

Benefits of Mentoring. At twenty-three years of age, Dr. Hokoana was hired at Maui 

Community College as a counselor and director of the Pō‘okela Program. He spoke of the 

mentors that assisted him, such as “Mikahala Helm, Herb, and Sue Terry who were there at that 

time. They watched out for me and helped guide my career.” 

Later in his career, Dr. Hokoana’leadership progression included the mentorship by 

retired Chancellor Rockne Freitas. Dr. Hokoana worked under Freitas as the Associate Vice 

President for Student Affairs in the President’s Office. It was there that he learned about and 
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wrote policy and learned about the legislature. In one instance, Freitas asked Dr. Hokoana to fill 

in for him at the legislature. As he waited outside of the legislators’ offices, he watched as the 

legislators walked back and forth from their office to the conference room.  

The point was that when they were going back and forth, they saw me waiting up 

there for them. … So it’s really about just showing face - that there’s a 

commitment and that if they’re going to work until one o’clock am, that you too, 

are interested and you waiting for them, too. There was a purpose to being there 

and not a waste of time. (Hokoana) 

Freitas then became the Chancellor at UH West Oʻahu and Dr. Hokoana Vice Chancellor 

of Student Affairs. At UH, West Oʻahu, Dr. Hokoana “built that program and advocated for 

faculty positions in Student Affairs. When I left, there were nine faculty in Student Affairs and 

now there are 15 faculty in Student Affairs.” One of his goals was to “increase faculty in Student 

Affairs because they used to kill me about Student Affairs issues in Faculty Senate” (Hokoana).  

Just as Freitas had mentored Dr. Hokoana on the attributes of faculty in Student Affairs, 

Dr. Hokoana mentored others on his strategic vision of supporting specialist faculty in Student 

Affairs. A participant described the actualization of his vision: “So as the positions were 

converting … they were converted to specialist faculty… And in doing so he suggested that the 

minimum qualification was a doctorate degree.” Dr. Hokoana strategically understood the 

importance of maximizing “the level of expertise in Student Affairs so that it was at a level that 

was equal to Academic Affairs” in terms of validity and value (Participant). 

Rockne Freitas and the advocacy role he played in Dr. Hokoana’s leadership journey was 

significant in his rise through the ranks within the University system. “He basically handpicked 

Lui to come and work with him, Rockne does not work with anybody. He already knew who 
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needed to be the next and put him on the leadership route” (Participant Makuakāne-Lundin). 

Additionally, in having “similar philosophies, Rockne knew that Lui was someone he could 

depend on, who could be a confidant” (Participant Makuakāne-Lundin). 

Interestingly, Puanani Burgess influenced Dr. Hokoana through “spectacular 

conversations” as he met her at her home in Wai‘anae and on drives to events. Dr. Hokoana 

learned these lessons from watching the actions of his mentors, “Absolutely, just hanging, and 

just watching.” He never had any formal classes with Aunty Pua. He learned during those car 

rides from Windward to Waianae. “Yes, exactly. I learned from all of them and it happens in 

these moments” (Hokoana). He described capacity-building possibilities in our Title III program.  

That is what is missing in our program. We are not giving them an opportunity to 

interact with people because that is where the learning happens and that is where 

you get these mega aha moments. None of this learning came in formal training. 

(Hokoana) Mary Kawena Pukui confirmed the cultural way of learning by 

observation. 

By taking their part in so far as age and skill permitted in the respective 

activities of the older men and women of their household and of the ‘ohana, boys 

and girls acquired knowledge and skills by natural process, rather than by 

artificial means as in formal education…The sharing and divisions of labor in all 

work, … was also a way of education, for everyone did their part. (Pukui et al., 

1972, pp. 177-178) 

Pilina – Safe Environment, Trust 

Dr. Hokoana grew up surrounded by a safe and trusting ‘ohana and community. In all 

aspects, Dr. Hokoana’s ‘ohana and community supported and nurtured him. He spoke of the 
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kind of environment he worked to build at Maui College – the kind of environment much like 

when he worked at Ka Hikina O Ka Lā and when he worked at Windward Community College.  

In the safe environment of Dr. Hokoana’s ‘ohana “everybody did their kuleana, and they 

did their kuleana well or they did it innovatively. They knew that the ‘ohana was always going 

to be there to catch them.” A large part of the kuleana was care and having trust that the people 

who surround you would have your back.  

Dr. Hokoana built a working environment of trust, as described by his colleagues and 

community partners. Even as the Nā Pua No‘eau “grant came to an end, Lui was very open about 

the program funding coming to an end. He helped us transition to other opportunities, which led 

to where I am today” (Participant). Moreover, a participant described working with Dr. Hokoana 

on the Liko Aʻe grant as “one of my most memorable positions. I was beginning my family. I 

had complications, which required me to be on bed rest. Lui allowed me to work from home. 

This showed me that he valued family. I appreciate that he created a supportive atmosphere” 

(Participant). Additionally, a participant described the safe, trusting environment, 

The team worked well together, we got along, and we all contributed. Lui was 

instrumental in creating this supportive work environment. There were no 

insecurities. We worked together. He created an environment where we could 

trust one another. I think all the people that worked under Liko Aʻe would all 

agree that that was the best environment. Despite being located on different 

islands, Lui connected us together to support students. Lui is a very good 

communicator. We were all in the know there were no surprises. The work 

environment was very positive. It is my favorite job to this day. 
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In Figure 6, Dr. Hokoana worked alongside his team setting up for the Windward 

Community College graduation. Dr. Hokoana was not afraid to pick up trash, set up chairs and 

do whatever needed to be done. 

Figure 6 

Dr. Hokoana worked alongside his team in setting up for the Windward Community College 

Commencement, 2008, Opulauoho 

 

In a particularly significant example, a participant spoke of having trust in Dr. Hokoana 

and therefore believed that they could do anything. In 2010, Dr. Hokoana presented at the 

WIPSE Conference in Peru to advocate for Hawai‘i to host the next conference. Like the 

doctoral student whom had a setback, Dr. Hokoana not only showed up but also showed them 

how they could accomplish this tremendous task. A participant said, 

To me, what his strength was, he knew our strengths and we did not have a 

choice. He said, Loke, you’re going to do food. Loea you’re going to help with 

logistics. Leslie, you’re going to help with volunteers We’re like, “Okay.” He 

knew our strengths and then, he trusted us. He would just touch base – “How are 
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you doing? How is this coming?” Because he saw, we didn’t always know where 

we were going, but he knew where we were going. So, that trust was so good.  

Echoing the sentiment of a trusting work environment, a participant described Dr. 

Hokoana’s commitment to the students and to his employees, 

Just trust. There’s just something about Lui, … he has proven over and over again 

and it’s like family and it’s just trust that he's always thinking of the best interest 

– what’s going to benefit the student and what’s the best thing for you. Over time 

you learn to really trust where we’re going is where we need to go.  

Trust in Dr. Hokoana translated to “the belief that you can do anything, which we should 

follow the rules and we can be very creative. And, when being creative, there’s no end to it or a 

beginning” (Participant Ishikawa). For example, for the Mohala ‘ike, Dr. Hokoana allowed the 

instructor to 

Be creative to do a huakahi on a canoe taking students and traveling along the 

whole island. We had expert canoe people to help the students as they traveled 

around the island …He made me believe that you do not have to only stay within 

this little box. You could create the opportunities and connect to our kūpuna at the 

same time, in our activities or in our actions. (Participant Ishikawa) 

Participant Kouchi suggested “the UH needs in terms of leadership” is Dr. Hokoana’s 

ano (character, disposition) because “people will then be more trusting of the administration. 

They will feel more comfortable to go in with any thoughts, whether it is negative or 

otherwise… He always is willing to hear whatever you have to say, about whatever you’re 

doing.”   
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Pilina –Social Justice, Equity, Advocacy, Providing Opportunities  

The typology most frequently expressed was pilina - advocate of others. Social justice 

connotes fair distribution of resources and access to opportunities within a society. 

Social Justice. As an advocate of students, employees and community members, and 

social justice champion Dr. Hokoana identified his greatest strength as being a student advocate. 

Specifically, advocacy for student access to higher education and what Dr. Hokoana calls his hua 

or purpose. Dr. Hokoana explained, 

It is a social justice. My hua is about providing students opportunities. If you look 

at my career, I have always done that - provided opportunities for students to 

study. I continue to do that even in my spare time about trying to provide 

opportunities. The policy with the immigrant students, creating access programs 

for Native Hawaiian students. I think the work that we are doing here with First 

Year Experience (FYE) are all culmination points of that belief about providing 

everybody an opportunity for a higher education.  

Dr. Hokoana continued, 

That’s my passion and that’s why I went into higher education. Manu [Aluli 

Meyer] and David [Sing] put me on that path. Their example and the work that 

they were doing for Hawaiian students and for just students in general inspired me 

to continue this work. It is interesting that now that we are colleagues, we have 

not taken the same path, but it is the same passion about working to provide 

opportunities for students. Sometimes I found myself in disagreement with the 

process of following this idea, yet I have been pleasantly surprised in my mentors’ 

ability to have candid conversations with them. They are not holding back and not 
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telling me whether it is the right or wrong thing to do. They let me proceed and 

make my own decision. 

Moreover, Participant Kouchi agreed that Dr. Hokoana’s motivation was always in the 

best interest of the student. She said, “He never forgets that the student comes first. That is why 

many times, although people may not agree with his decision, in time, they’ll come to learn what 

the motivation behind decisions was.” Moreover, Participant Makuakāne-Lundin stated, because 

of Dr. Hokoana’s “grassroots experience” he “understands the needs of his student, pioneering at 

Maui College “Native Hawaiian programming and the variety of support services that have 

developed from that.” Participant Makuakāne-Lundin suggested that Dr. Hokoana was 

“instrumental” in the “movement” to hire a permanent Native Hawaiian counselor at all UH 

college campuses. “Not just grant funded, but with permanent positions. And, of course on Maui 

and through title III, all the infrastructure because it included renovation. So this a lot of 

infrastructure and funding that went along with it” (Participant Makuakāne-Lundin). 

Equity. Dr. Hokoana expressed his beliefs on the importance of having a commitment to 

equity in Hawai‘i and an understanding of culture in Hawai‘i. 

I think you have to have compassion for diversity and equity and not be hung up 

on equality. Not that equality is not important but just understanding the 

difference between equity and equality… That is where my whole career has been 

around. It started in the Native Hawaiian programs. There was always the push 

and pull between why we treat Native Hawaiians differently than we do non-

Native Hawaiians. The issue there was really the difference between equity and 

equality. Some people argued why do we treat them differently, they are talking 
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about equality. The reason why we need to do these programs is equity. Then, one 

day you are going to have equality.  

We have to have a commitment to equity in Hawai‘i because of our 

history of Hawai‘i, having not only the displacement of Native Hawaiians but also 

having minorities or not having a majority. It is the other thing a UH leader needs 

to have. They have to have an understanding of the culture that is here and pay 

attention to it. I have seen many times leaders be eaten up by not paying attention 

to the culture. It is a kind of an amalgamation of all cultures that creates this kind 

of funky culture that we have in Hawai‘i. It is really basic kind of stuff and so 

important.  

I love our FYE (First Year Experience) because I created an FYE that was 

very heavy Student Affairs. There was absolutely an instruction side, but I love 

how FYE was developed on the two sides. There is truly collaborative work in 

doing our FYE. Although I think we got late to the game, I think we are in new 

areas. Innovation has made our program better.  

In Figure 7, Dr. Hokoana shared the Ka‘ao Framework to new faculty at UHMC. Dr. 

Hokoana built relationships with new faculty and staff through his participation, support and 

presence at professional development sessions.  
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Figure 7 

Dr. Hokoana Shared the Kaʻao Framework with New Faculty of UH Maui College, September 

2017, Yamada 

 

Moreover, Dr. Hokoana championed the legacy of Title III in regards to equity and 

“floating” the boat for all students. “The Title III legacy was good here. I think prior to that there 

was a belief that Title III was to serve everybody and then help Native Hawaiians along the way” 

(Hokoana). Dr. Hokoana speaks of his legacy of “when we serve Native Hawaiians, we serve the 

rest of this community.” While serving as Vice Chancellor of Student Affairs at Windward 

Community College, they were using Title IX funding to serve everybody.  

Additionally, Dr. Hokoana used his successes in grant writing to actualize most of the 

UH Maui College programs for Native Hawaiians. He heard the needs of his community and 

took action by developing support systems to improve the lives of his students. 

In Figure 8, Dr. Hokoana was a leader and student facilitator of the Hawaiian Leadership 

Conference while he was a student at UH Hilo. 
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Figure 8 

Student Facilitators, Hawaiian Leadership Conference, 1991, Makuakāne-Lundin 

 

Advocacy. All 15 participants had a mo‘olelo of Dr. Hokoana’s advocacy for students, 

employees and in the community. Interestingly, perhaps Dr. Hokoana’s humility prevented him 

from sharing the full extent of his advocacy of others. This omission, exemplified the 

significance of the mo‘olelo of the people who surround him and have experienced his 

leadership. One of the innovative ways that Dr. Hokoana advocated for students to receive 

scholarships was creating “rolling” deadlines. Participant Kouchi remembers when Dr. Hokoana 

received the Liko Ae scholarship grant in his early years at Maui College.  

I remember him saying that there will be rolling deadlines. I was like, “What? 

How can the deadline roll? I mean a deadline is a deadline. Right?” When he 

explained it, I was like, “Oh, how innovative.” He had several deadlines 

throughout the year. Because you have to have a certain deadline for fall, spring, 

and summer, so you have to in a way have them, but you did not just have one 

day, unlike every other scholarship that has one drop dead deadline. They do not 



89 

 

care what is happening in your life. So, if your student is going to attend in spring 

because life was upside down all the way through October, it’s too bad. That is 

just completely out of the box. That he was able to come up with things like that. 

Just try things that would accommodate the clientele. Lui does not know there is a 

box. People do not know they are in a box. He does not believe there is a box. 

(Kouchi) 

Dr. Hokoana addressed Burgess’ concept of the significance of student voices and of 

students finding their voice in the UH Hilo program he experienced. He spoke of authentic 

learning and the value of learning by making mistakes and not being afraid to fail.  

They had started the Hawaiian Leadership Development Program and we had 

worked collaboratively. We were students, they were faculty members trying to 

help us find our voices or help us to grow into good leaders. It is interesting how 

that model looked and how our current model looks. That one was very personal. 

We learned by making mistakes. There was very little coddling going on there. I 

think what is happening now, which is good, but I think it is a different approach 

to developing leaders. So it is not as, I hate to use the word authentic but, I am 

going to use that word authentic. I think that sometimes we think it is important to 

coddle kids so that they do not make mistakes. However, in my opinion, that is 

where the greatest learning takes place.  

It has been through the mistakes that I have made in my career that I have 

become better at next time when I faced the same issue, try to do it differently. It 

is part of leadership and it is a part of how we help people. What do we do? We 

cannot be afraid to fail, but we have to have the courage to go outside of the box 
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to go into areas that were uncomfortable with, to expand and to continue growing. 

I think that for me, another passion is that not only do we support students, but 

also we want our kids to find their passion and we want them to find their voice to 

deliver their passion. The only way they are going to get that as if we push them 

outside. We will always be there. I appreciate that from the Hawaiian Leadership 

Development Program, they were there to catch us when we were falling.  

In Figure 9, Dr. Hokoana and his Windward Community College team brought their 

innovative FYE Program to Maui. The program provided support services, such as tutoring and 

study skills workshops, among other services to all FYE students. When Dr. Hokoana became 

Chancellor of UHMC, he started the successful, innovative FYE Program on Maui. 

Figure 9 

First Year Experience (FYE) Conference Poster Session where Dr. Hokoana brought the 

Windward CC team to Maui to highlight their innovative student-advocacy FYE program, Maui, 

2010, Opulauoho 

 

Consequently, Dr. Hokoana crafted the UH system Deferred Action for Childhood 

Arrivals (DACA) Board of Regents policy that allowed students who domicile here, who came 
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to the United States (US) as children and are not US citizens, to pay resident tuition, while in the 

Associate Vice President for Student Affairs position. Dr. Hokoana presented the policy at the 

UH Hilo Board of Regents meeting. “I introduced the policy and said, ‘Just in case you need to 

know what these students look like, there’s 20 of them standing there.’ They went around and 

around; they were talking about all the good things about this policy” (Hokoana). Consequently, 

the policy passed possibly with the assistance of the students’ mo‘olelo and the advocacy of Dr. 

Hokoana. 

The participants’ mo‘olelo illustrated Dr. Hokoana as an advocate of his students and 

employees and the appreciation and mālama they hold for him. Participant Hōkūlani Holt 

explained how Dr. Hokoana’s participation in Ka Hikina O Ka Lā activities were most impactful 

to her “students because the Chancellor shows up for them and it has a great impact on my staff, 

as well as myself for the very same reason.” Moreover, Participant Lei Ishikawa added, that  

His intentions are clear in the sense of he’s always been an advocate for our 

scholars, advocate for our Hawaiian people, advocate for our resources. As an 

educational leader, he is nurturing because he wants to pae. He wants to see our 

students succeed. He wants to see them achieve their dreams, their goals in 

education and he not only focused on the student, he is focused on us as faculty 

and staff, and he always encourages us… As a leader, you build other leaders. 

You listen and you can follow. You can help with problem solving, you can be 

positive and you have a vision… He has always encouraged me to finish school 

and so, it took me 32 years to get my Bachelors. It took me a super long time and 

he was always encouraged me to go back to school. So once I got my Bachelors, 
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he encouraged me to do my Masters and now again, he has encouraged and 

supported me in doing my PhD.  

Additionally, all 15 participants shared a mo‘olelo of Dr. Hokoana going beyond his job 

duties as Chancellor. Many participants sometimes expressed surprise yet they understood how 

far he went to advocate for his students, employees and community members. These stories were 

just a handful of the many stories that will convey the depth of Dr. Hokoana’s advocacy for his 

students. 

When we were at Windward Community College, the students in Waimanalo 

were trying to fundraise. They had a place with Department of Hawaiian 

Homelands where they would hang out and they were trying to fundraise for that. 

He told them we were going to be judges for their dessert contest. So bizarre. He 

had just become Chancellor and he had started on Maui but he was going to come 

back to help them. He continues to help them today. (Participant)  

For Participant Christine Quintana, Dr. Hokoana provided the avenue to connect, grow in 

her profession and advocate for the people she now works with.  

I’m not afraid to have the people I supervise grow because of that experience. I do 

not want my teachers to leave because where am I going to find another ESL 

teacher. ESL teachers are so far and few, but at the same time I want them to 

develop. Those are the things I take away from Lui. It is giving people the 

opportunity to do better. Another thing I take away is really investing time in the 

students … Just finding the value in people, finding their strengths so that they are 

able to be successful, but also knowing when you cannot do anything else for 

them, allowing them to let go or making the decision to let them go.  
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Participant Aluli Meyer spoke of Dr. Hokoana supporting his employees with grant 

funding to further their education and supporting their learning by being present at a workshop 

with the UHMC Dissertation Hui.  

Several of the UHMC Dissertation Hui members were pictured in Figure 10. Dr. 

Hokoana supported faculty and staff working towards advanced degrees with professional 

development and fellowship opportunities. His advocacy made it possible for UHMC faculty, 

lecturers and Administrative, Professional and Technical (APT) staff to reach for their once 

unfathomable educational goal of attaining a doctorate degree. For me, Dr. Hokoana’s advocacy 

made this project possible by agreeing to serve as my dissertation focus, supported my study and 

work through the many years in the program, provided fellowship assistance and genuinely had 

an interest in my progress. 

Figure 10 

Several of the members, including me, of the UH Maui College Dissertation Hui that Dr. 

Hokoana supported with dissertation writing support, indigenous scholar sessions and 

fellowship opportunities, September 2017, Yamada 
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Kuleana - Responsibility to Community and ‘Ohana 

The second typology, Kuleana and the responsibilities to the community and family were 

entwined with Dr. Hokoana’s leadership characteristics of pilina, advocacy for others, mentoring 

and providing opportunities for his community. Kuleana means, “What you have the right to do, 

what you are spiritually impelled to do” (Hall, 2019). Dr. Hokoana upheld a profound kuleana to 

his ‘ohana and community when he provided tutoring services for the homeless children; 

supported his employees with educational grants to further their education; counseled a student 

Veteran about ways in which to come back to school; encouraged students to get their degree and 

took action when he saw a need. 

All persons in the ‘ohana do their kuleana, but they do them well or they are 

doing it innovatively because they know that the ‘ohana is always going to be 

there to catch them. That is what I want to try to create here. It can be difficult… 

What I appreciate is that we cannot assume that there is already trust. We need to 

make sure that we continue to reinforce that. So, as a leader, and I know that 

concept because I grew up like that in a family where we all had our roles. We all 

did our roles well, not for ourselves, but for the family. The value to me really is 

about ‘ohana, it’s about family, about how we all work towards a common goal 

and a common purpose. How to get people to do that. You inherit that when you 

are related and we have at the same blood relations, but how do we create that 

management system in higher education. To me that would be, in fact, would be 

fabulous. I am not discouraged and it is harder in a larger organization, but I have 

seen it happen where we have created an organization that was built on trust. That 

everybody knew and that we had each other’s back. So, everybody was very 
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courageous in being innovative because they knew that their team had their back. 

(Hokoana) 

Dr. Hokoana shared his plans to apply for the UHMC Chancellor position with his 

mentor Rockne Freitas and wanting to come home to Maui. When he first started at Maui 

Community College, his work was about student-centered learning. True to his beliefs, Dr. 

Hokoana made student-centered learning his platform when he interviewed and as Chancellor at 

Maui College. 

Dr. Hokoana described the role of Maui College in informing solutions on how to 

diversify Maui Nui’s economy so it included higher paying jobs outside of the hospitality 

industry. Dr. Hokoana spoke of his kuleana and pilina in the form of advocacy for his students 

and community. Dr. Hokoana has the ability to see the wide vision of needs, take action and the 

significance of his leadership characteristic in giving back and doing things in the pono way. A 

participant shared, Dr. Hokoana saw a “need in the community, went beyond empathy, beyond 

feeling for them and took the next step” (Helm). Dr. Hokoana takes his responsibility as a citizen 

seriously. Where one might see a need, he sees the need as his kuleana to improve his 

community. Dr. Hokoana took action to help the homeless people living across the street from 

Maui College at Kahului Harbor by calling on his “community network” to establish an 

afterschool program for the children. “The program involved kūpuna nurturing the children, 

homework assistance, and snacks. It provided a safe and enriching environment and increased 

their chances of success in school” (Helm). 

Dr. Hokoana’s kuleana and commitment extends especially to Native Hawaiians and his 

work here at home, “His educational leadership is really good with the Native Hawaiian 
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community because everything he does, whether it be not even for Native Hawaiian students, it 

comes back to Native Hawaiian students” (Participant). Dr. Hokoana is also involved with the  

Native Indian Education Association (NIEA) Board… I remember one year 

asking him why don’t you want to do that. Because we have had two Native 

Hawaiian Presidents on the NIEA Board … and he told me profoundly, “No, 

because our people, our Native Hawaiians still need our help. So my work is here 

in Hawai‘i.” He is not going to serve on a Board outside of Hawai‘i that is going 

to work with Indian education, even if Hawaiians are a part of it. “My work is 

directly related to this and I was, yeah, that’s true. So, we find our way back into 

the Native Hawaiian communities because as a leader, that is so critical in the 

work we do with Achieving the Dream.” His whole point is what you do for 

Hawaiians, as you raise the boat for Hawaiians; you raise it for all people. 

(Participant) 

Native Hawaiian Language and Cultural Parity and Cultural Practice 

As a Native Hawaiian man, growing up in a Native Hawaiian ‘ohana, Dr. Hokoana 

instinctively reflected, behaved, thought through a cultural lens. His leadership mo‘olelo was 

through action, through his cultural practice. Ka Hikina O Ka Lā and HPOKA Director at 

UHMC Hōkūlani Holt described cultural leadership as “leadership guided by cultural outlook, 

indigenous behavior and philosophy - the leader knows who their people are, where their people 

are from and has a cultural practice.” Participant Hōkūlani Holt described cultural practice in the 

Native Hawaiian lens of Dr. Hokoana’s leadership. 

In Hawaiian culture, we look very favorably upon leaders who work alongside 

their people to participate in the work that is happening around them. It is 
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important that we see that the leader leads by example, not just by word. We also 

know that here in contemporary Hawai‘i, it is more and more difficult to be in a 

cultural situation or a cultural way… A leader also needs to have some sort of 

cultural practice to execute the cultural imperatives through the practice. For Lui, 

his cultural practice is making food. Many people do not think of that as a cultural 

practice. They always think of hula, music, lei making, or different kinds of 

hands-on things. 

Native Hawaiian Language and Cultural Parity and Cultural Practice is the third typology 

or leadership characteristic of Dr. Hokoana. The Hawai‘i Papa o Ke Ao Initiative objectives 

addresses the University of Hawai‘i as model indigenous serving institution. It includes using 

Native Hawaiian values in its decision-making and practices. Ho‘i i ka piko is a Native Hawaiian 

value that resonates with and has a profound effect on Dr. Hokoana. Ho‘i i ka piko is his 

philosophy of education.  

We should encourage our kids to be who they are. And, we as an institution, we 

accept them as who they are and then we cultivate their talents and their strengths 

and in doing so, they feel that they have value. (Hokoana) 

He experienced the negative aspects of not being accepted as he was, while in college. 

“People told me you could not be like that; you have to be like this… To me, ho‘i i ka piko 

means return to who you are” (Hokoana). Ho‘i i ka piko also serves as Dr. Hokoana’s philosophy 

of leadership. In an example of being judged negatively for using Native Hawaiian values in his 

practices, Dr. Hokoana said, “I remember early on in my career at Windward, I needed to do the 

360 Evaluation and they were always good. In one instance, I received a comment that said, 

“He’s too Hawaiian.” Upon reflecting on this comment Dr. Hokoana said, “That’s who I am. 
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That is why I do what I do. That’s where all my style of leadership and my purpose of leadership 

comes from.” To Dr. Hokoana, “ho‘i i ka piko means returning to your community and looking 

to yourself. In doing so, you become grateful for the community that has cultivated you. It is 

natural to return and support the community that supported you” (Hokoana).  

Dr. Hokoana worked at Maui College with Hōkūlani Holt when he was 22 years old and 

shared an office. In another example of Dr. Hokoana using Native Hawaiian values in his 

decision-making and practices, his “lesson from Hoku was about being grounded in who I am, 

and to embrace who I am and go to that place when I'm challenged” (Hokoana). The Native 

Hawaiian cultural value of being grounded in the knowledge and strength of his ancestors 

allowed Dr. Hokoana to move forward, have the confidence to make decisions when faced with 

challenges. Dr. Hokoana practices his cultural values in all that he does at the University and in 

the community. 

‘Ohana, Family Values 

“Being grounded in who we are, who I am, to embrace who I am and go to that place 

when I’m challenged. I think that’s important” (Hokoana). The typology ‘Ohana, Family Values 

includes having humility and ho‘okipa, hospitality. Dr. Hokoana expressed the deep imprint of 

his ‘ohana and the values that he grew up with, made upon his outlook which solidified his 

“philosophy of education” believing “that education occurs best in a safe and caring environment 

and appreciates the “power of a safe and caring environment for learners who may not learn from 

traditional ways of pedagogy.” He felt secure that he would have “made it no matter what 

because we had one place to go, a strong community and we had had family members” 

(Hokoana). As a leadership characteristic of Native Hawaiian Language and Cultural Parity and 

Cultural Practice, ‘Ohana, Family Values, emerged as one of the most frequently articulated and 
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supported typology. As a Native Hawaiian who grew up in a Hawaiian household, Dr. Hokoana 

lives and leads through Hawaiian cultural values. It was an instinctive practice as he grew up in 

that environment. Non-Native Hawaiians or those who were not raised in a Hawaiian household 

may not recognize or realize the significance of Native Hawaiian values infused in all that Dr. 

Hokoana does. Most of Dr. Hokoana’s cultural practices came from his ʻohana. Some of the 

cultural practices he learned from teachers and mentors. He knows that the ʻohana is where he 

draws his strength and confidence and not just his 'ohana but also his mo‘okū‘auhau 'ohana or 

the strength of his ancestors. Dr. Hokoana laments the changing dynamics of 'ohana today for 

many students and its effects on education and learning. 

That whole idea of ‘ohana, that the family was very important. That is how we 

got by. I still believe today that strong ‘ohana is the answer to many of our social 

ills - drug abuse, domestic violence. If you have a strong family, it helps to 

overcome those things. This is part of our dilemma in higher education, and in K 

–12, too. One of my friends, who has been a teacher for 30 years, was crying. I 

told her, “Maybe you are not meant to be a teacher. If you have been doing this 

job for 30 years and you are still crying, maybe it is not your calling.” So, she felt 

like crying more. She was crying because of what happened at work. She was 

crying because what I said. I called another friend and she has been a teacher for 

60 years. I told Auntie Rose, “It is not her calling to be a teacher.” Aunty Rose 

said, “Oh, no, Lui.” I said, “You would think that, after you do something 30 

years, you have to be a master at it.” Aunty Rose said, “Oh, no, Lui, the kids are 

so different that no matter your experience, (She is mentors teachers at 

Chaminade) you will have difficulty because you do not see the babies at home 
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and they are homeless. The parents do drugs, no parents in their situation. Then 

the behavior that causes so, as a teacher today, you just cannot prepare for that. 

So, you are going have crying days. The key is that she has lots of experience to 

pull from to do that.” So tell her, “Go ahead, cry. She really knows the answer, 

but it is hard. The kids are much more difficult to deal with.” I think we face that 

in higher education, too. We are part of the problem, too – which is, we create 

these institutions based on us. (Hokoana) 

Dr. Hokoana and his family have deep commitment for their Native Hawaiian ‘ohana 

values. For example, in his youth, Dr. Hokoana recalled that his family would go to Paia to fix a 

house near their family’s graveyard. He did not know the people living in the house but his Dad 

would fix the roof or do some plumbing work. In time, the people living there passed away and 

there were issues with the property. It was then that Dr. Hokoana discovered that the people who 

had lived there were his “father’s uncle’s mistress and she had remarried.” Dr. Hokoana asked 

his Dad,  

You still fix the plumbing. He said, “Yep. Because that is what the promise was to 

the woman who was living at the house.” When we are making these kinds of 

family decisions, I tell them no, they promised that. Right, but they say, “They are 

not here” and I say, “No, they promised that.” Like the lesson my father taught me 

after his father had died for more than 20 years, they were caring for that house 

and that woman living in that house because they promised to do that. His father 

had promised his brother to do that, to have a life tenancy. (Hokoana)  

For Dr. Hokoana’s ‘ohana, the “church is significant in that my grandfather was one of 

the founding members… Now, I am a trustee of that church and so are my sisters. I think it’s a 
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Hawaiian thing about religion.”  By the encouragement of his father, Dr. Hokoana attended 

church until the eighth grade. “So after the eighth grade I wasn’t into church too much. Now as 

the leadership of the church is changing, I am assuming leadership at the church … it is like a 

family thing. That’s what you do.” He is managing the finances of the church as part of the next 

generation. “It’s that idea of service to something that’s bigger than us. That is a part of me.” The 

Hokoana ‘ohana considers this church their family church. Moreover, Dr. Hokoana speaks not 

just of service to the church but to the gift from his ancestors. 

The whole idea of spirituality is very important because I think in families, when 

you have trauma, traumatic events like loss, it is helpful to be connected to a 

church. I think many people have lost that connection. When they have a 

traumatic event, as a death or they need somebody to do a prayer when they have 

a stroke or some other issue, they do not have that connection. That is a gift from 

our ancestors that they have put us, kept us in touch with that church.  

Comparable to the journey of the shepherd boy Santiago in Coelho’s book The 

Alchemist, Dr. Hokoana journeyed through many cultural practices until he realized that his 

cultural practice “was always there. Again, it came from the ‘ohana.” His cultural practice came 

to him through past generations, as is the Native Hawaiian cultural belief. 

One of the things that I remember history teacher Ed Kanahele at Hawai‘i 

Community College telling me, “You guys do something Hawaiian, preserve 

something Hawaiian.” That always stuck in my mind. I have done crafts and art 

forms, Hawaiian art forms. I have done all kinds and studied with the premier 

people in these areas. I studied hula and chanting with Keli‘i Tau‘a, went on the 

Hokule‘a at Nuku Hiva, then studied lomi with Papa Kalua… I practiced lua with 
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Uncle Richard guys. I was thinking, I’ve got to find my art form, I’ve got to find 

my craft. I started studying ukulele with Ohtasan. I did all that, went to all the best 

teachers in these areas and nothing stuck. Then when I thought, God, what is 

going be my practice, it was always there. Again, it came from the ‘ohana. It was 

cooking. My mother, my father, my grandpa, my great grandpa all cooked. It is 

interesting that we look away for it, but it was always there. It was right in front 

of me. I think it is important for us, which is also part of the passion. We tell our 

kids to come as they are. However, it is also making sure that we protect our 

families because, if the families are not intact, that kind of information is not 

going to be passed on, and that is incredibly sad.  

Dr. Hokoana spoke of ancestral knowledge being lost if families are not intact. In doing 

so, he emphasizes the importance of the leadership characteristic Native Hawaiian Language and 

Cultural Parity and Cultural Practice and keeping Native Hawaiian values in decision-making 

and practices. Paglinawan et al. (2020) speaks of spirituality in the Hawaiian cultural context “as 

the fulfillment of obligations to our family lineage, which we cannot always know in a conscious 

sense, but which the ancestors can reveal to is if and when we are self-reflective, prepared and 

centered” (p.11). If families are not intact, their ancestral spiritual information may be lost. 

Interestingly, several of the participants confirmed that cooking is Dr. Hokoana’s cultural 

practice. He is the one in the kitchen that is cooking and helping his ‘ohana make and serve the 

food, and making sure the plates are always full…that’s the way he lives and has given to our 

community all these years. (Ishikawa) 
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In Figure 11, Dr. Hokoana was working in the kitchen at the Native Hawaiian Leadership 

Program recruitment trip to Moloka‘i, as a student leader at UH Hilo. Dr. Hokoana was learning 

about leadership through his cultural practice. 

Figure 11 

Dr. Hokoana was actively involved in the UH Hilo Native Hawaiian Leadership Program, 

Hawaiian Leadership Program Recruitment Trip, Moloka‘i, 1987, Makuakāne-Lundin 

 

In all Native Hawaiian cultural practices, life lessons are taught and learned. For 

example, in belonging to a hula halau, one learns work ethic, sustainability practices in 

harvesting materials for garments and adornments. One learns about hierarchy and respect. In an 

interesting analogy, a participant described how Dr. Hokoana assesses skills/work through his 

cultural practice. “He would say, you did not cook rice enough or you’re not ready.” It was an 

analogy that for years he was the portable rice cooker. Then as he grew older, his parents let him 

do squid luau (Participant). Through the analogy of the different stages of skill development, Dr. 

Hokoana developed people. A participant stated, “He develops people, he cares for people. He 

and Rockne Freitas said, you take care of the people, the people would take care of the place.” 
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Lui would say, “That person never cooked rice yet or now they can move on to squid luau, which 

meant, now they can move on to doing registration or something like that, they’re not just 

helping on the sidelines kind of thing.” (Participant) 

‘Ohana – Humility. “People truly respect” Dr. Hokoana’s demeanor, “his Hawaiianness. 

He’s not arrogant or someone that knows far too much and you get all the answers. He’s a 

wonderful listener and a problem solver. He enjoys that kind of strategic dialogue trying to work 

out an outcome” (Participant Machado). 

Dr. Hokoana’s Hawaiianness “is based on” the foundation of his ‘ohana” (Participant 

Machado). The typology ‘Ohana, Family Values, included Dr. Hokoana’s leadership attribute of 

humility. The Hawaiian leadership attribute of having humility, extends “to locals, too, we feel 

like that even if you win, you don’t have to go brag about winning” (Hokoana). Within the 

typology of Native Hawaiian Language and Cultural Parity and Cultural Practice, humility is a 

Native Hawaiian value that Dr. Hokoana practiced in his everyday practices. 

There are 54 Hawaiian civic clubs in the United States that hosts a convention every year. 

Dr. Hokoana is the President of the Central Maui Hawaiian Civic Club. One year, someone sold 

Dr. Hokoana on advocating to “having the convention on the cruise ship.” The process for 

approval was to first get approval from the 50-member committee and then if approved it would 

go to the plenary of 600-700 members. The plan to have the convention on the cruise ship passed 

the committee and then went to the floor for a vote. Dr. Hokoana argued “on the floor with 

people who didn’t want it because there's environmental issues and so forth.” He wins. He 

carries the vote. He gets back and Machado advised, “Lui, when you win don't smile, just put 

your head down, walk away.” “Don’t be boastful because somebody had to lose, just put your 
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head down and walk away. I’m remembering that Colette Machado lesson about leadership” 

(Hokoana). 

In a commentary about humility and ‘ohana values Participant Machado commented 

about Dr. Hokoana’s leadership attributes and the inspiration that he provides her.  

He is not that impressive. He is just a humble person. You do not know he is full 

of all of these skills. You look at him and you think… some people, just have to 

carry themselves with a little arrogance. He is not like that. He has a very 

humbled way about his demeanor and sometimes he does not speak too quickly. 

He observes, but when he makes a commitment, he will follow through with it to 

the very end. He represents that character. That is the observation of him on the 

outside. When you get to know him, he has such a substance about him, which is 

linked to his family and his civic duty and whether it is creating justice and 

making the crooked path right. For Native Hawaiians, it has imbedded him to his 

‘ohana. When you grow up as a Hawaiian, you have respect, aloha and mālama 

and you have kuleana. All of those things are embedded in him and all of that. It 

comes from his family.  

Several participants spoke of Dr. Hokoana’s humility and not being able to fully express 

their appreciation to him. 

I tried to tell him thank you. He would not take, he does not, that would be the 

one thing that is hard for him to accept. I wanted to tell him whole-heartedly how 

thankful, grateful and filled with gratitude and he just kind of brushes you off. 

That is the best way I can describe it. (Participant) 
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These examples illustrate the extreme humility Dr. Hokoana carries. “He was honored as 

the Native Hawaiian Educator of the Year and we did not tell him because he would be so mad… 

And then he really was mad and then he was mad because we played the wrong song.” 

(Participant) “And … when he graduated. We did a mahalo thing and he didn’t want to show up” 

(Participant). “We had to tell him it was for us” (Participant). 

Within the leadership characteristic/ typology of Native Hawaiian Language and Cultural 

Parity and Cultural Practice, Dr. Hokoana possesses the cultural knowledge (from his ancestors 

and others) and instinct to lead through the 'ohana value of humility. Dr. Hokoana was shown to 

be humble, almost to a fault. Awareness of the Native Hawaiian cultural value of humility is 

significant because Dr. Hokoana’s humility might be misconstrued for weakness or not 

accomplishing much whereas in reality, he had accomplished far more and in a manner that was 

culturally appropriate. 

‘Ohana – Hoʻokipa, Hospitality. The typology ‘Ohana, Family Values also included 

ho‘okipa or hospitality. Dr. Hokoana grew up “with a strong sense of ho‘okipa or hospitality” as 

described in his mo‘olelo. His father taught him about “no ask, just go give them! No ask 

somebody if they want water, just give them the water!” The leadership characteristic ‘Ohana – 

Ho‘okipa, Hospitality was supported by heart-warming mo‘olelo that personified the Hokoana 

‘ohana. 

Dr. Hokoana grew up in “just that sense of helping others… you also had values of 

people who believed in that and believed in helping each other and the value of the hierarchy of 

the family” (Hokoana). “I had my role because I was the baby, I had my role and my sister who 

was the adult had her role. So definitely understanding our roles in my family and still today, we 

have our roles.”  
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Our family has been doing imu forever, my father and his father did imu… We all 

know how to do it and that is a value about work ethic… So growing up, that is 

how in families we want to serve because we want to move up in prestige in the 

family. So we used to always go and make the imu and then if your uncle chose 

you to go to get the pig, that was great. You would drive up, get the pig, load it 

and you felt this kuleana to it because you wanted to have kuleana. With the food 

thing, you learn about your place. Everybody has a place in making the food. You 

also learn about hard work, organization and you also learn about excellence 

because you seek excellence. Aunty makes the loko and you see how tedious. My 

family, my mother, my grandmother used to make ake…that is the raw liver. My 

grandmother used to make it, as she learned from her grandmother. They were 

making the imu and I said I am going to learn how to make ake.  

Dr. Hokoana practices ho‘okipa.  

He does that all the time… bringing food, making things better, treating the 

group. He doesn’t have to do that, but he does it. He makes sure that everybody is 

included, everybody eats … and he tries to take care of everybody. (Participant 

Sing)  

In another example of Dr. Hokoana’s ho‘okipa, a participant shared that, “he would invite 

everyone to come, enjoy and become part of the work and the community…The generosity and 

hospitality was important, it showed and taught aloha… He not only practices aloha, he shows 

what it looks and feels like.”  

Moreover, in an action that may surprise others, Participant Kapaku described how as 

President of the Maui Hawaiian Civic Club, Dr. Hokoana cared for the kūpuna and made 
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participants of the Hawaiian Civic Club Conference feel welcome. Dr. Hokoana enlisted students 

to “assist as recorders, runners, just anything to help with the convention. At the same time, they 

got to experience the plenary and the debates. Lui always took care of the little details” so the 

kūpuna can enjoy the conference. 

Dr. Hokoana’s ho‘okipa is legendary. The few examples presented are a small fraction of 

the ho‘okipa he provides on a daily basis. Anyone who has worked with Dr. Hokoana can attest 

to his generosity and inclusive perspective that leads to an inclusive work environment. It is 

through Dr. Hokoana’s ʻohana value ho‘okipa that he serves his community and leads Maui 

College. 

Addressing Challenges 

The manner in which Dr. Hokoana addressed challenges is one of the most significant of 

his leadership characteristics. The Addressing Challenges typology align with ʻohana values 

under the overall typology of Native Hawaiian Language and Cultural Parity and Cultural 

Practice. Dr. Hokoana worked through the UH, community, personnel and ideology challenges 

by looking to himself and thereby his ʻohana and his mo‘okū‘auhau ohana. He knows who he is 

and gains confidence in being grounded in the foundations of his ‘ohana and ancestors as a 

Native Hawaiian. He listens, observes and learns from his kūpuna. Dr. Hokoana presented 

several examples, 

What I have learned from Aunty Gail is I can have a strong opinion yet be 

accepting of other opinions and not be and not feel less than because my opinion 

is different than other person’s opinion. My lesson from Aunty Pua is about the 

spirituality of the self. That there is deep strength, there is deep mana inside of us. 

When we are pushed or when we have crisis in our lives, we should look to 
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ourselves. Moreover, we are not just looking at ourselves, but also looking to our 

families that have perhaps experienced the trauma then they can help us get 

through the trauma.  

Native “Hawaiians believe that you inherit mana from your genealogical line, nā 

‘aumākua and nā kūpuna” (Paglinawan et al., 2020, p. 11). Native Hawaiians know that all of 

who they are, come from their ancestors. Knowing that the strength and knowledge of his entire 

genealogical past is behind him, gives Dr. Hokoana the confidence to do what is right, to try 

innovative things and to lead in a culturally appropriate way. Hall (2019) explained, 

In Hawaiian metaphorical terms, we face forward toward the past. Ka wā mamua 

lies before us; it does not lie behind. Neither the past nor the future is linear; we 

gain knowledge of our roots to shape our present and our future… mo‘okū‘auhau 

and mo‘olelo was fundamentally entwined. (pp. 107-108) 

In a personal example, I felt surprisingly inspired and at peace when making kapa at a 

recent workshop. I am now pursuing further study on kapa making. Cultural leader Hōkūlani 

Holt surmised that generations before me made Japanese washi paper and the process and 

knowledge lies in my DNA. This concept of believing that one has the knowledge of past 

generations reoccurs in many levels of Dr. Hokoana’s mo‘olelo and most significantly in how he 

addressed challenges. 

Dr. Hokoana expressed his thoughts on leadership at the UH, leadership characteristics 

and what it takes to survive as a leader.  

Narcissist meaning you have to have a little bit ego. Because if you do not have 

an ego you are not going to get through all the challenges. You are going to be 

hurt and you are going to be stuck in that. I will start with that about why I said it 
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is challenging because I think when you got many people who have egos, you run 

into that. However, I like to think a good leader can tell the difference and can tell 

when we need to be defensive and when not to be defensive. I think some of our 

leaders in the University, we get too defensive and I get it. I know where that 

comes from because I have been there. It is so painful that you just put up the wall 

to protect yourself so that you can continue for the next day.  

I think I know what you need to do to become a leader in the UH system 

and having a doctorate degree is definitely part of it. I think understanding 

students and being student-centered and politics, putting all that together is 

important for leadership. So the challenge to me is, first getting beyond our egos 

and then second about the newness of leadership in the UH system.  

I think the mistake on my part was, the reason why misunderstandings 

happen is that there isn’t trust. So first, paying attention to building the 

trust…When I first came back to Maui, I was quite surprised that some of these 

people I knew for a very long time, but it was different because I am in a different 

position. Although I am the same person, I am assumed different, because I’m the 

Chancellor. There are some automatic trust issues. So I think, in retrospect and 

reading… no matter how good and what the intention is, if you don’t first do the 

leg work to build trust, everything can be misconstrued, until you get to that 

place. I get that, we know that in our own lives, we see that. There are some 

things that somebody tells you, garans, you listen, but with some others, no 

matter what the person says, I’m never believing them.  
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In speaking about ho‘i i ka piko, Dr. Hokoana expressed what being “true to himself” 

meant. He also displayed a willingness to have open and clear communication with the people he 

interacts with and being confident in who he is. His confidence comes from his Native Hawaiian 

values, his ʻohana values and from the strength of his ancestors. 

It has been showing at this issue with Mauna Kea or this issue with Haleakala. 

You have to be, again, that is ho‘i i ka piko, being true to yourself. I have told the 

President this, if I cannot reconcile that thing with what I believe, I have to quit 

because I just cannot. I am able to reconcile. I find a balance in the reconciliation 

of it. It is not finding the balance. It is being able to maintain my integrity to 

myself and to who I am. If I kue, I would quit my job and then go kue. I am very 

frank when we are having those discussions with the President and I do use my 

own examples. I remember telling the President a couple of times. Does it hurt 

that I stand on the opposite side sometimes in these issues? Absolutely. However, 

I hope that … being who I am, as a Hawaiian and I think I have the advantage of 

being raised Hawaiian. As we grew up going holoholo, gathering and making 

kalua pig and things like that, I am grounded in my culture, so I am not threatened 

when people call me out sometimes.  

A participant acknowledged Dr. Hokoana’s significant leadership characteristic of taking 

care of the people and being true to himself. She spoke of his ho‘okipa and kuleana to the people 

protesting at Mauna Kea by going to his cultural practice of making food. In speaking about,  

Mauna Kea, I know he is in a situation where he is Chancellor of our college, 

working with the University, so there is that opposition. As our Chancellor, he 

sees the importance and the acknowledgement of what as a Native Hawaiian have 
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the right to do - their religion or embrace their spirituality to encourage, self-

identity to encourage that reclamation of the ‘āina, the language, the kuleana. 

Recently, even though he can’t put himself forth as the Chancellor, but he can put 

himself forth as a Native Hawaiian that wants to mālama, the kuleana that is 

being done at Mauna Kea, by him cooking. By him, making that time to feed the 

people, which is something that he has always done as long as I remember. He 

has always fed the people and he continues to do that. I see that the struggle that 

he is faced with in his position and as a Native Hawaiian, too. He is one person 

that we will follow because of that because he believes in the people and the 

values of our kūpuna. He went there to cook food for the kia‘i and when the time 

came, he chose to go up there with the rest of the UH Chancellors. That must have 

been tough, you know.  

Through his leadership in the NHEA, Dr. Hokoana provided leadership opportunities for 

Native Hawaiian UH employees to look at and experience different things. In an empowering 

scenario of leadership at the University of Hawai‘i, in the indigenous perspective, Dr. Hokoana 

demonstrated what true leadership looks like. Dr. Hokoana explained, “Two of them told me, 

Lui, you just take me places I never dreamt I would be.” The Native Hawaiian Education 

Association (NHEA) members wanted to do something for the people protesting on Mauna Kea. 

As is his cultural practice, Dr. Hokoana suggested, “making food for them up on the mountain” 

(Hokoana). The NHEA members, who all work for the University of Hawai‘i, and Dr. Hokoana 

prepared meals over a weekend, Saturday and Sunday.  

A thousand meals for breakfast, lunch, and 1,500 for dinner. Again, a thousand 

meals for breakfast and thousand for lunch….So the kids went and they worked 
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hard. I did not go to the mauna. I supported them from the bottom, getting it 

altogether and so forth. On Saturday, I got a text from the President saying he was 

going to come on Sunday and if I could pick him up. So, I tell the kids, “The 

President is coming.” They all work at UH. “The President is coming; we will 

stand behind him and take him up.” So, I get a text at three in the morning, it’s 

from one of them … He texts me and when you get that text, you kind of jump up, 

so I looked and it says, “Oh, Lui we are not comfortable about standing behind 

the President.” I said, “All right, we can talk about this in the morning. Go do the 

service and then we’ll do an eight o'clock conference call.” At 8:00, I told them, 

“I get it. It is not about whether you support the President or not, but he is our 

leader. We all work there. And, the University, although you may think they’re 

blowing it this time, they’ve done good work for Native Hawaiians. Look at you, 

you all graduated from there. You work there - day in and day out, you are doing 

that work. Is it a racist institution? Absolutely.” They are like, “What?” I said, 

“Yeah, but you have to stay engaged because you have to be there to make the 

change. You know that we can do some positive things. Right.” So, they said, 

“All right, okay, we are going to go because we want to support you.” I said, “No, 

I do not want you to go if that is the reason. You do it because that is for you - 

that you can come to terms with what this means.” And, so forth, so I said, “I will 

leave it like this, 15 minutes before we get there, we will text you. You meet us 

over there or not.” So they all came, they all did the protocol with us, they walked 

behind the President. The President shook everybody’s hand to thank them. That 

is what I do in my spare time. I told them, “You know what? That was a great 
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demonstration of leadership that you were able to reconcile this dilemma. I think 

you made the right choice.” I said, “Know that if you can’t, if you couldn’t get 

there, you shouldn’t be putting your time or energy into this because it’s just a 

conflict. It is about integrity. I am glad that you were able to find that place where 

it allowed you to stand behind the President.” Then two of them said, “You know, 

I never thought I would’ve been standing on the road walking down behind the 

President with 3000 people watching me walk down.” Yes, we do those kind of 

things at NHEA. I think we help develop the new leaders for this world. 

(Hokoana) 

Moreover, Dr. Hokoana has integrity to himself and to his hua. The strength comes from 

his Native Hawaiian values, his 'ohana values and the wisdom of his ancestors. Native Hawaiian 

values and ways of knowing play a key role in Dr. Hokoana’s leadership characteristics. 

That is the key. That is what I was trying to tell them that day and I think they got 

it. That you have to have integrity yourself about what you are doing. That really 

all comes from our hua. That is why even when people from the Hawaiian 

community attack me or outside of that, I always go back to my hua and say, I do 

this because of this. I believe I have integrity to myself. That is most important 

thing. (Hokoana) 

In the most empowering and significant display of leadership based on Native Hawaiian 

cultural values Dr. Hokoana mentored others on how to effectively lead at the University of 

Hawai‘i. His leadership characteristics of ho‘i i ka piko, being true to yourself and having open 

communication was powerful evidence that “indigenous” leadership is effective. From one of the 

most contentious issues in Hawai‘i in this generation, building the Thirty Meter Telescope 
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(TMT) on Mauna Kea issue to making decisions about student programs, Dr. Hokoana looked to 

his hua and his 'ohana values to make extraordinary decisions that promotes progress and 

positive change. 

Global Understanding, Global Citizenship 

Although the number of expressions of the typology of Global Understanding, Global 

Citizenship was small, in the current economic downturn due to the Pandemic, now more than 

ever, leaders having global understanding and citizenship could contribute to opportunities for a 

diversified economy and careers for our students. A leader having global understanding would 

understand the developments around the world and the way local experiences are impacted by 

broader global patterns (Kent State Universty, n.d.). Maui College and its community Maui Nui, 

is relatively vulnerable to global occurrences. For example, when the global pandemic struck, 

90% of tourism ceased on Maui. The lucrative foreign travelers stopped visiting Maui, resulting 

in Maui having highest unemployment rate in the country. The economic downturn was due in 

most part to Maui’s reliance on the tourism trade. Complimenting global understanding is the 

Global Citizen who is aware of and understands the wider world – and their place in it. They take 

an active role in their community and work with others to make our planet more peaceful, 

sustainable and fairer (Oxfam GB, n.d.). A leader at the University of Hawai‘i having global 

understanding is beneficial for the welfare of the University. It is equally important to understand 

and respond accordingly as world issues occur. Dr. Hokoana voiced his understanding of the 

University’s role in driving economic development and being proactive in effecting change.  

At the community colleges, we have to think about economic development. We 

have part of the solution to that. Our bread and butter has always been to train. 

You tell us what you need and we trained the students to do that. We no longer 
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can do that. We have to be involved in creating some kind of economy, especially 

for an island like us who are solely dependent on tourism. The community 

colleges especially, have to think of opportunities to stimulate this economy in 

everything that we do. What I am trying to do is create pathways for all our 

students… and always providing opportunities for continued growth for the 

students. (Hokoana) 

Global Understanding and Global Citizenship are important leadership characteristics in 

the current climate for the growth and prosperity of the University of Hawai‘i. Dr. Hokoana 

proactively recognized opportunities for students and the community’s economic stability. 

Life-Long Learning 

Dr. Hokoana attributed much of this ability to overcome the challenges of a new middle 

school to being a learner and his leadership progression to the position of Chancellor of Maui 

College to his attainment of a doctorate degree from the University of Southern California 

(USC). As a self-professed learner, Dr. Hokoana pursued knowledge voluntarily with the 

purpose of achieving personal fulfillment (Valamis, n.d.) and to fulfill a promise to his father. He 

shared his mo‘olelo of how he told then UHMC Chancellor Clyde Sakamoto that he would be 

“going into a new job” and “wanted to go back to school.” His reasoning was that he told his 

students that they should strive for the highest. He would “give it one good try” and he “enrolled 

in the USC program.” 

When he began his career at Maui Community College (now UHMC), Dr. Hokoana had 

the “curiosity, the desire to learn, ability to relate to people and start where they were at and go 

from the strength-based” perspective that helped him “relate to people and bring out their 

contribution in their individual roles as well as group role” (Participant Helm). 
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Participant Mona Kapaku described Dr. Hokoana’s understanding of the value of 

education and life-long learning. 

Lui is someone who can express themselves to students, who can communicate, 

and welcome them, make them want to come and learn and have a clear vision of 

what they want to do. As an educator, you have an opportunity to influence 

somebody’s life forever … Lui has this passion, it is an ultimate higher calling to 

help affect someone’s future. Lui’s goal is to “teach to fish” so they may have 

food for life. This is Lui’s goal. He wants the kids to be good citizens, contribute 

to society, and get the most out of life. A good educator will help them achieve 

what they want. Like Lui always says, “If you can dream it, you can be it.”  

An insightful perspective shared by Participant Aluli Meyer spoke of learning and 

extending knowledge. At a UHMC Dissertation Hui meeting, a member said their research 

would correct the existing knowledge on her dissertation topic. Guest presenter Aluli Meyer 

shared the perception that we extend knowledge, build upon what is known and never disregard 

or dismiss what is known. She spoke of the optimist nature of Dr. Hokoana using his words.  

“Hey let's try it. We try ‘em and if it does not work, that is good. We try again.” 

That is the buoyancy of enduring leadership and that is, we are going try ‘em, ma 

ka hana ka ʻike, not, ma ka hana ka pō. You do something to learn and then you 

do something else, to learn further, but you do not piss on the lessons you have 

learned. Yeah. You learned from me. Yeah. But, do not critique the heck out of 

them. Learn from them. (Participant Aluli Meyer) 

The idea of extending knowledge was in tune with the leadership characteristics of Dr. 

Hokoana. We will keep learning but we will not be critical of knowledge presented in the past. 
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New knowledge builds on the foundation of the past knowledge. Dr. Hokoana’s curiosity to 

understand and to seek knowledge paves the way for innovation and improvement. 

Flexible, Adaptive to Change 

The typology and leadership characteristic of being Flexible, Adaptive to Change Being 

adaptive to change is crucial to life-long learning and the ability to learn further. Being able to 

adjust to a situation, issue or person was a leadership characteristic that Dr. Hokoana mastered 

by being creative, innovative and having the courage and confidence to take action.  

Former UH Hilo Provost Charles Fullerton (2001) described his WAT – “walk around 

time, strolling around the campus, dropping into division and faculty offices and chatting with 

students and janitors … as the most productive time in the Provost’s Office” (p. 123). Moreover, 

“leadership styles will change over time, but also the people you manage or that you’re hired to 

lead also change. You pay attention to that environment. I embrace change as a get older. I enjoy 

the excitement of change.” (Hokoana) 

Dr. Hokoana described moving from the safe haven of Waihe‘e School to St. Anthony 

School in his 7th grade year and how being a learner and open to new things helped him 

assimilate. 

That transition to St. Anthony was a bit difficult because I had been the top 

student at Waihe‘e. Then at St. Anthony, I wasn’t the smartest anymore. I had to 

work a little harder and I had to understand the world differently. You have this 

community; you see the world in that way. This is a different world over here or 

they behave differently, talk differently. The values were different. I thought it 

was a good experience, but it was a challenge. I think what helped me through 
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those things and what helps me to today is, I always believed that I was a learner. 

I love to learn. When I did the StrengthsQuest, I am a learner.  

As a learner, Dr. Hokoana was coachable or able to adapt to the situation. Dr. Hokoana 

described the changing climate of education, specifically, being adaptive to change. 

Interestingly, in the last several months of the Pandemic due to the economic downturn and loss 

of employment in tourism and many other related fields, including higher education, the ability 

to pivot or be flexible, has been crucial. Resiliency and managing change has been the key to 

moving forward successfully. 

As a nation or even in Hawai‘i, I think that we got to change. There is going to be 

tremendous change in the speed of learning and for how people learn. We have to 

realign ourselves to those changes. We have to embrace those changes rather than 

fight it and continuing to do the same. When we hire people, and I have been 

using that with the new people I have been hiring, I ask a question like that. How 

do you adapt to the changes? 

We have to be adaptive to the change as quickly as we can. The other 

thing is we have to pay greater attention to what the workforce could look like 

because the artificial intelligence, for example. The artificial intelligence is going 

to end some of the jobs. It is going to take away jobs, but it is also going to create 

jobs. We have to be the new institution. We have to see what the new jobs are 

being created and know what the need is to fill that need. So if you have a robot 

that could fix your car, we will not need auto mechanics but we need somebody 

fix the robot. We will need somebody to program the robot and things like that.  
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Moreover, in metaphoric terms, several participants also described Dr. Hokoana as being 

adaptive to change. He “is like a coconut tree because he’ll bend with the wind, he’s not rigid… 

So, he’s able to roll” (Participant Kouchi). Similarly, Participant Holt described Dr. Hokoana 

metaphorically as a barbeque fire that has a steady flame. At times, the flame can be made hotter 

and can adjust to the food being cooked. Participant Holt said, “He can adjust to the different 

people and situations, situations that he comes in contact with.” It is significant that in 

metaphoric terms, many see Dr. Hokoana as adaptable and adjusting to every situation. He 

worked well with change, observed the situation and made the needed adjustments to fit the 

situation. His ability to be flexible is especially noteworthy in the ever changing scenario of the 

COVID-19 effects on Maui College, the University system and Hawai‘i. 

Sustainable Living, Planning for the Future, Sustaining Relations 

During the economic tightening due to the COVID-19 pandemic, the University of 

Hawai‘i has had to take a good hard look at all campus resources, expenditures and consider 

sustainability of programs and processes. Sustainability to most people in the past meant 

reducing one’s carbon footprint by recycling paper and installing photovoltaic systems. In the 

sharp budget restrictions of today, Sustainable Living, Planning for the Future, Sustaining 

Relations is significantly more critical to action plans and leadership characteristics that can 

carry a leader through challenges and everyday work. Well-documented Native Hawaiian 

cultural practices in sustainability are successful in both food production and healthy living. 

Additionally, Dr. Hokoana had a record of maintaining sustained relationships, most spanning 

decades through changes in political temperament, changes in direction and workforce and 

leadership. Participants suggested that he was visionary and able to see the wide view. Sustained 

established relationships often carry people through hardships and challenges due to trust already 
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fostered. Additionally, Dr. Hokoana spoke about the Hawai‘i Papa O Ke Ao Initiative and the 

UH Sustainability Policy in bridging the concepts of sustainability and Indigenous practices. 

We are writing a policy right now. The President has asked for a policy and we 

are writing it. It is interesting that we are looking at maybe merging HPOKA and 

sustainability together. There is, as part of the mission statement, it does say serve 

Native Hawaiians there. We use that mission statement to speak about HPOKA, 

community engagement leadership and Hawaiian language and cultural parity. It 

was really a consensus amongst the broader group. I was the facilitator and that is 

what emerged, those three thematic areas came from the group. It is interesting 

what that looks like because I think even in our own minds, we think we see a 

little bit different… I believe we need to move this to our base. When we use the 

Kaʻao framework and I think that is why we need to continue pushing the Kaʻao, 

is that it grounds it in HPOKA, it is grounded in this place. So, whatever comes 

out of that is good. Different people have different ideas that it’s not Hawaiian, 

they don’t consider it Hawaiian, but I think that’s the essence of what HPOKA is, 

about taking practices that were used traditionally, and it is as good today as it 

was yesterday. (Hokoana) 

The HPOKA Program at UHMC has been bridging Hawaiian Studies with Science, 

Technology, Engineering and Mathematics (STEM). “The organization … is focused on Native 

Hawaiian students interested in STEM and Hawaiian Studies and Hawaiian Language. This 

support has raised awareness for the scholars themselves, but also faculty. Therefore, the 

awareness is more prominent” (Participant Ishikawa). Therefore, sustainability processes through 
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Native Hawaiian cultural practices and sustainable relationships are leadership characteristics 

viewed as essential now more than at any time previously. 

Optimistic Outlook, Love of Life 

The sixth typology and one of the leadership characteristics most identified with Dr. 

Hokoana was Optimistic Outlook, Love of Life. This typology aligns to Sustainable Living, 

Planning for the Future, as a characteristic that can sustain leadership. Dr. Hokoana grew up in 

an ‘ohana full of happiness and laughter. “He … always lit up a room” (Participant Aluli 

Meyer). The leadership characteristic of Optimistic Outlook, Love of Life was expressed in 

kindness, laughter and having fun. Exuberant laughter could be heard at every interview of Dr. 

Hokoana. It was the kind of laughter that makes one want to laugh, too and offered a joyful air. 

His mo‘olelo conveyed positivity, optimism and happiness. 

The Hokoana side they did okay because they had land, but my Mom’s side of my 

family, they were poor. It was great watching the story. They bought a place up in 

Kuau Point. They were poor, dirt poor. So, seeing the video of them pounding and 

building their own house and things like that, but they were always happy. There 

was always happiness over there. They were always laughing.  

We were at the funeral on Monday and then after that we were having 

some food. I was in the kitchen and one of my cousins said, I don’t know what 

trait I got? “What trait did I get?” I asked. She had just been telling us, “I do what 

got to get done. You do what needs to be done. That’s your trait.” But then I was 

telling them the trait we all got is that we laugh way too loud and we don’t know 

how to use our inside voices. It is just that constant happiness. Like even in death, 

there is this happiness. It was funny, because when my niece, got married my 
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Aunty had just died that morning. It was hard for everybody. But, that is the cycle 

of life - we cannot have life without death. We cannot have happiness without 

sorrow.  

In Figure 12, Dr. Hokoana recruited new students to the Hawaiian Leadership Program. 

Even as a college student, Dr. Hokoana was articulate and displayed leadership. 

Figure 12 

Dr. Hokoana was a student leader while at UH Hilo, Hawaiian Leadership Program 

Recruitment Trip, Moloka‘i, 1987, Makuakāne-Lundin 

 

Dr. Hokoana looks to the positive and keeps an open mind. For example, it was while 

working at the UH systems office that he learned the policy side of the house and the reasons to 

have a system. Recently, the systems office took five Distance Learning positions. Dr. Hokoana 

wondered why they did not put those positions at the campuses to deliver courses. He then 

realized that it was a good idea because his campus was not offering 5-week courses so “my kids 

can go to take them from whoever offered them and we are not excluded just because we were 
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having issues with the pedagogy or something else. We don’t stifle the innovation part” 

(Hokoana).  

All of the participants spoke of Dr. Hokoana being “a very happy person” and how “he lit 

up a room.” “So his way is very, I would say it’s not quite gentle. But, he is kind. I've always 

seen him as very happy person and a person that’s willing to help others.” He’s “joyful, flowing 

with the needs of the group, questioning, goofy and happy to be doing things with and for 

others.” Several participants also expressed Dr. Hokoana’s gift of using humor to benefit a 

situation. 

One thing I know that he does really well is whether it is a positive or negative 

situation; he is able to communicate what he needs to with humor. He does not 

say, Oh, why did you do that. … And, it does not feel like it is confrontational or 

it's as if you are being scolded or judged. It is just like this query - what made you 

do that? And, in this real open, so it does not feel like, you got to be on your 

defense now. You can just say whatever because it does not feel like he is this 

authority. (Participant Kouchi) 

Optimism and happiness are skills that can be learned as leadership characteristics. Dr. 

Hokoana has shown by his actions that an optimistic outlook and positive influences can improve 

communication and working relationships. His positive outlook has enabled him to become a 

motivator to students, employees and community members to do their best work. 

Leadership Development, Modeling Leadership 

Dr. Hokoana’s ‘ohana modeled leadership from an early age. Dr. Hokoana recalled that 

his father was the Waihe‘e School PTA President and raised money for the school band. Dr. 

Hokoana and the participants clearly identified him as a leader, even as a teenager. Leadership 
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Development, Modeling Leadership was well supported in Dr. Hokoana’s leadership mo‘olelo 

with over a hundred expressions of leadership by the participants. In general, servant leadership 

in the form of serving others by pilina/advocacy, ho‘okipa, ʻohana values were prominently 

heard in the mo‘olelo of the participants. Interestingly, leadership was seen as shared, where 

people were allowed to experience the work, make decisions and make mistakes. Dr. Hokoana 

would provide the opportunity, resources and the trust for people to do their best work. It was in 

that environment that people thrived and said, “That was my best job environment” (Participant). 

Dr. Hokoana remembered, “Going to some protests at the school about not wanting to 

have a middle school because they wanted to keep it K to eight” at Waihe‘e School. 

I always was a leader in school. When there were student government stuff, I was 

always there. I was always the team captain. In retrospect, I was somewhat a 

bully, but they never saw me as a bully. I was the kid that was choosing the team. 

Not ever did I want to be chosen last… It was just self-starting. I would always 

assume that I would be the captain and then, we choose a team playing dodge 

ball, kickball, or whatever, and then leading the class. In fact, even when I was in 

high school, I did that. The idea of always wanting to be the captain, always 

choosing people, made me a bully…I would just start coming up with the 

solution. I choose the team over there. You choose the team and then you come 

up with the team. And, also wanting to help and that was what it was that also got 

me into trouble. Because when you want to help, you get into somebody else's 

business. (Hokoana) 

As a student at UH Hilo, the participants remembered Dr. Hokoana as a Hawaiian 

Leadership Development student and leader: 
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He was very articulate. Obviously, he was well spoken compared to most 

incoming freshmen in 1995. He was an incoming freshmen into the Hawaiian 

Leadership Development Program, which was, a program at UH Hilo, specifically 

for Native Hawaiian students that were selected because they had leadership 

potential. I was one of the faculty on the committee. We had a committee of 

faculty of Hawaiian ancestry, so I was one of the faculty advisors to that 

committee. We were all part of the selection process. Lui was obviously selected 

and then once he came here, as typical freshmen… Lui was very articulate, very 

outgoing, very friendly, very resourceful and he immediately rose as a leader 

within the program. (Participant Makuakāne-Lundin) 

I put them in charge of the Hawaiian Leadership Conference and he had a 

big, responsibility, huge, hoping it did not overwhelm him. When you see the 

kind of excellence, that is not believed yet; he did not believe that in him. But, 

when David saw that in me, I could then see that in him. That is how it works. 

Simultaneity is like this idea that as you see, so shall you do. He was like that for 

me and I still know that there is more to evolve and more to do and I think we are  

Dr. Hokoana began his career with the UH as director of the Po‘okela program, which 

was part of this Native Hawaiian vocational education program. They received money from 

Alulike, but his position was a counselor. Dr. Hokoana explained the dynamics of Maui College 

at the time and the need for leadership development then and now. 

I was an 11-month counselor, but I was a director. I was 22 years old and they 

said I was really dumb, didn’t really know what to do. Maui College does that and 

it kills me that we still kind of do this. They would just throw you in and you 



127 

 

either sink or swim. Being part of the counseling group though was important 

because there were mentors there in counseling that would look out for me … I 

still see it. That you can bomb over here and you are gone forever because they 

will remember that forever and ever.  

Participant Sing spoke of Dr. Hokoana’s ability to understand the concepts of the asset-

based ho‘i i ka piko leadership program and integrate the concepts into his program. 

While at Maui Community College, Dr. Hokoana founded the Liko A‘e program and was 

doing scholarship programs for Native Hawaiian students throughout the state. He also founded 

and ran the Ku’ina program, which continues to help Maui College students today. He was at 

Maui Community College for 14 years, working on Title III programs before he left. “I enjoyed 

the change, enjoyed creating innovation and I enjoyed creating different opportunities for 

students” (Hokoana). Dr. Hokoana wanted to go back to school.  

I was thinking, I was telling the students you should go and strive for the highest 

and I going to give it one good try. I intended to enroll in the University of 

Southern California (USC) program. My cousin Judy Oliveira had just graduated 

from the USC program. So it was kind of one of those things, if you can, I can, 

too. So on a whim; I applied for a job at Windward. 

Dr. Hokoana considered Windward Community College a “good place to get my 

administrative legs. The people were very kind there, so it was over there that I found my way.” 

As Vice Chancellor of Student Affairs, Dr. Hokoana was  

Introduced to Achieving the Dream and using data to make changes or to do the 

work. It was interesting that my staff over there at Windward were Patty Chong 

and Charles Whittin. Patty Chong and Charles Whittin were full professors, and 
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that is where I learned to understand the politics of Higher Education. I went to go 

to school and it happened to work out well that my first year the cohort did not 

open. It was my second year that it opened and it was a good place to be doing 

research on Native Hawaiian students. I stayed there for about five years. I loved 

Windward, the kids. I loved the staff. (Hokoana)  

The uniqueness of Dr. Hokoana’s mo‘olelo was reflected in his ability to maintain a 

positive outlook, of visioning and believing that together he and others can make big things 

happen and having the courage and confidence to carry it out. Supporting Aluli Meyer’s 

perception of a “neighbor island intelligence” or perhaps a Native Hawaiian cultural intelligence 

that true leadership may be found in how best you serve others, Dr. Hokoana was seen as 

“courageous.” A participant who was a new hire at the time reflected, “He was so different in the 

leadership of UH… When he interviewed at Windward, people were talking about the second 

guy because he brought malasadas to his interview. They thought it was not proper.” Upon 

hearing this, the participant thought, “he’s the right guy, so thoughtful of the group,” in bringing 

makana from Maui to share.  

This same type of courageous action of breaking the mold was really how 

Windward moved to be one of the top in the community colleges … because he 

was willing to push us to try new things, do what was different and we did not 

have to live within the UH traditional role. (Participant) 

Interestingly, the screening committee offered Dr. Hokoana a makana, a book, just prior 

to him offering his makana from Maui. Perhaps, Windward Community College screening 

committee also held the cultural appropriate behavior of offering a small makana when meeting 

or gathering. Another participant stated, Dr. Hokoana “sees the big picture and a big plan” where 
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others “may not be able to see or understand.” His “approach to big undertakings was with 

confidence and in turn, everyone felt at ease and it seemed as though it can be done even though 

you are scared.” 

Participant Hōkulani Holt spoke of the impact the relationships Dr. Hokoana cultivated 

over the years played in his leadership success: 

He worked every position he could. He has to know, number one, the university 

system. He worked at different positions, which help him understand different 

aspects of the University system. He did that. He went and worked in various 

capacities that help to build his knowledge base about the university system. In 

addition to that because he is a people person, he made sure he was with the 

people in these places and positions, not only in the office part, but to also go and 

be with people…that’s who he is. So that helped to develop these relationships 

that he has, that is brought to bear as his, as the Chancellor of this school, because 

those relationships that he has made along the way also contribute to the success 

of this campus because of how he is and what he can do.  

Dr. Hokoana often spoke of the importance of trust in relationships and leadership. Dr. 

Hokoana has trust in people and allows them to make decisions and do their best work. If there is 

trust, people feel more confident to innovate and try new things to improve their work. A 

participant described Dr. Hokoana perspective on strength-based leadership and his 'ohana value 

of caring for people especially when they make mistakes.  

He has surrounded himself with really good leaders too. So all of the things that 

he embodies, and I know that this is specific about him for all of us, we’ve 

learned the leadership style of strength-based leadership - being able to build 
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really good teams, making sure that the teams feel supported. And, if one us, one 

of the team members mess up or do something horrible, he always had a way to 

remind us of the attributes. So the attribute of making sure that if somebody on 

the team is not doing what they should do or they make a mistake, that as a 

family, as an ‘ohana, you still bring them close to you. I have seen that so many 

times, many people that we have worked with, but it is that idea of compassion 

and support and growth and making sure that we all understand roles. To know 

whom we are and why we are in this place…The attribute that you want, that you 

do see in this style of leadership. (Hokoana) 

Additionally, others describe Dr. Hokoana’s student-centered leadership. Dr. Hokoana 

will do innovative things to support student-centered leadership. He will not let the rules dictate 

processes if they are not supportive of students. He will also advocate for something if it is the 

right thing to do. An example is “We don’t do stupid. We got to do it because it’s the right thing 

to do.” We don’t do stupid because there are times when he says, ‘does that really make sense?’” 

(Participant). There are to follow when filling out forms at UH campuses. A participant said, 

“When things don’t happen because there was a particular rule or a form that was the barrier, 

then he would say, ʻWe don’t do stupid, figure this out because it’s about the students.’”  

An example of leadership and doing what is right, Dr. Hokoana defended serving all 

students at Windward Community College when he held the Vice Chancellor of Student Services 

position. A participant shared, 

When we did our new student orientation, the campus was so uncomfortable with 

change. When Windward did new student orientation before it was only for 

specific groups. It was these very small… Whereas when we all came on, we 
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really expanded it to be for the whole freshman class. Everyone would experience 

a new student orientation, a frosh camp, and all of the support that goes with that, 

with the new, first year math, first year writing classes. He said we could not let 

the policies, the work, or an attitude of an employee get in the way of the work. 

That is really important and critical. That was where the, “We don’t do stupid, we 

just don’t. So figure it out.” That was always the message.  

Dr. Hokoana navigated through pushback from the campus when the Native Hawaiian 

Council Ke Kumu Pali “pushed through something.” His leadership tenet of we do what is right 

justified the action. A participant explained, 

I am going to say racism on campus where people were struggling with why it 

appeared. From the outside, it might appear like, “Why are you just helping the 

Hawaiian students?” In one of the meetings, I remember we had went over talking 

about how we are expanding programming to go to all students and how we built 

our programming. The foundation of it was based on Hawaiian values for all 

students. One of the staff members said, “Well, what about the Filipinos and what 

about the Chinese?” And, he said, “This model is for everyone.” But, they kept 

pushing back about ethnic differences. Finally, he just said, “You know what; this 

is the right thing to do because Native Hawaiians are the first group.” And, that 

was it. It became so clear. For me, those are some big life lessons. We don’t do 

stupid. Then there are times you just have to do it because it is the right thing to 

do. (Participant) 

Dr. Hokoana in Figure 13 was an active participant of the Native Hawaiian Advisory 

Council at Windward Community College.  
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Figure 13 

Dr. Hokoana was an active participant of Native Hawaiian campus and community groups, Ke 

Kumu Pali Retreat, Native Hawaiian Advisory Council, Windward Community College, June 

2010, Opulauoho 

 

A participant recalled the increased confidence and self-efficacy that Dr. Hokoana’s 

leadership advocacy produced in him. 

What I got out of a life lesson is that Hawaiians are smart and capable people like 

just in general, 40,000-foot view. That is something that I needed to hear and see. 

It resulted in increased confidence and self-efficacy … I was lucky enough to go 

… and visit these conferences and learn about indigenous people and what I 

remember asking him, “so how was the session?” He would say about the 

presentations that we know that and we were doing it already. It was almost like 

for him it was old news but for me it was like, wow, this is cool, we are ahead of 
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the curve. He definitely helped me remember that Hawaiians are smart and 

capable people. 

In an example of trust and having the confidence to take on huge projects, Dr. Hokoana 

brought opportunity to the people he led. A participant spoke of the international WIPSE 

Conference held at Maui College and Dr. Hokoana’s inspiring leadership.  

He always sees the big picture and the big plan that we may not be able to see 

then, or understand. WIPCE was a huge undertaking but you would not have 

known by how he was approaching it. Under his leadership and his calm, 

collective approach, everybody felt like, “Oh, yeah, I guess we can do it.” It is 

more than just WIPCE, but in all different aspects of the programming that we 

have undertaken, outside of this University, in the community, as well. That 

confidence and his vision helps us to realize that we can do things that might 

seem more difficult than they actually are under his leadership. We were able to 

achieve those things.  

Additionally, Dr. Hokoana was described in several instances as a good leader who 

surrounded himself with good people and formed good teams. “He spent time in team building or 

he knows their strengths, he know the weaknesses.” (Participant Kapaku). 

He is very unassuming in his skills. Yeah, you look at him, but he’s quick. He 

listens very well. And, that’s a real talent that not too many administrators have.  

He doesn’t have a huge ego, but yet when time to do what we call pull up the 

bootstraps and do the sweat equity, he is right there. So, he is the type that not 

going start something that he can’t finish. He is a hands-on person where he now 
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can delegate and if he delegates, he’s going to hold your feet to the fire until that 

job is done to the level that he is expecting it to be. (Participant Machado)  

Dr. Hokoana leadership includes modeling leadership and the disappointment when 

people are not 100% committed. 

I do my best and if I try my best and I think 99% of the time I do as I say or as I 

had committed. The other part is you expect people to have that same standard. 

My nephew is very young, 20, 22 years old. My Aunty passed away so I made 

some of the food and I asked my ʻohana, if they were working the following day. 

They said my nephew was off so, I said, “10 o’clock, meet me over there.” It is 

because they are so young… So, he called me in the morning to tell me, “Oh, 

Uncle.” I said, “No, I really need your help. We have to go. I will be there in 5 

minutes. Let’s go.” All right. And, he did good and I told his mom, “Your son 

was a big help and we needed his help today because I think I couldn’t do it all by 

myself.” She was happy about that. We have to model those kinds of things. In 

the kitchen, you have dead time. I told him, “You said 10 o’clock. When you set 

the clock, if you know you can’t make it, you should say you can’t make it.” So, 

we want to try to model that for people. Sometimes, even if I try to model for 

people, you just have to tell them, maybe how to be exactly. You said you would 

come at this time, so, you had better be here. Much like when you say, when I call 

you, you need to come. It’s so obvious. And, when we see that in people, I feel for 

them and there are reasons why they don’t keep their commitments and it is 

probably life and so forth. But, it just gets worse. It snowballs and I want to tell 
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them, “Oh, your life would be so much better if you got control of that because 

that cannot be good for you by saying something and then not doing it.” 

In leadership at the University of Hawai‘i, credentials need to be in place. Dr. Hokoana 

credits having a doctorate degree and stepping into the Vice Chancellor of Student Affairs at 

Windward Community College as his entrance to administration. 

The big one was becoming Vice Chancellor of Student Affairs at Windward 

Community College. Because I believe once you are on that path, you top off. So, 

you naturally push and push and push. I had to do, and it did not just come 

because of ambition, I had to do things. There is no way I could have gone to the 

Associate VP without a doctorate degree. It is unlikely that I would become a 

Chancellor here without a doctorate degree. So, that was the first step in the push 

to, in that progression. That was a critical one, that first administrative job.  

Dr. Hokoana’s ʻohana were early models of leadership. He held leadership positions all through 

high school and college. He valued the mentorship that he had in college and throughout his 

career in the UH system. Participants spoke of Dr. Hokoana’s leadership tenets of “we don’t do 

stupid” and “we do what is right.” His advocacy-fostered inspiration in the people he led, 

providing them with the confidence that they could accomplish “big things,” while holding them 

to the same standard of commitment he held. 

Service, Serving One’s Community, Servant Leadership 

Service, Serving One’s Community and Servant Leadership as the seventh typology and 

leadership characteristic expressed throughout the participants’ narrative. Serving one’s 

community was foremost in Dr. Hokoana’s ‘ohana’s values, in the ways he offered ho‘okipa, the 

connections and relationships he fostered, in his work at the University and universally in all that 
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he does. If one were to review the entire portfolio of mo‘olelo presented thus far, there would be 

immeasurable evidence of service, service to one’s community and servant leadership. 

Dr. Hokoana spoke of the ‘ohana value of serving their community. 

It came from them though, right? Because they demonstrated that, my dad 

especially, the PTA efforts, helping raise money for the band and all that kind of 

service work, becoming a fire chief and things like that. So, I got to see that kind 

of leadership. I don’t know why I was led to that, but even in high school, I was a 

class president - ninth grade, 10th grade, 11th grade… But, even when I went to 

UH Hilo I ran for student government office. Those were the lessons from my 

parents about service to the community and I thought leadership was the way to 

develop that community, that kind of service. 

Beyond having leadership role models, Dr. Hokoana draws from his Native Hawaiian 

upbringing and his 'ohana values of serving his community. Dr. Hokoana acted innately as a 

servant leader, as he modeled leadership in doing what was right, advocated for Native 

Hawaiians and all students and employees, overcame barriers by adopting innovative processes, 

provided opportunities for those he served to dream big and so be their best selves. 

Summary of Findings 

These findings offered a snapshot of a complex series of leadership characteristics that 

draw from Native Hawaiian culture and values. Six pre-determined typologies based on the 

Mission of Maui College and the UH Hawai‘i Papa O Ke Ao Report, provided overall themes 

under which seven subtypologies emerged that described Dr. Hokoana’s leadership 

characteristics. The pre-determined typologies offered overall subthemes such as Community 

Engagement and subtypologies kuleana and pilina. These themes described Dr. Hokoana’s 
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leadership characteristics. For example, the subtypology pilina identified leadership 

characteristics of mentoring and advocacy. The subtypologies or leadership characteristics 

offered a means to replicate leadership characteristics based on Native Hawaiian culture and 

values that are appropriate for an indigenous serving institution such as the University of 

Hawai‘i. These leadership characteristics often intertwined, interrelated and overlapped. 

Specifically, the leadership characteristic pilina overlapped with kuleana – responsibility to 

family and community and at times pilina overlapped with sustainable relationships. By 

overlapping, these sub-themes exemplify how leadership characteristics, like other human 

characteristics are interdependent and may be enhanced or diminished depending on each of the 

overlapping elements. The challenge of looking at the typologies independently may result in 

missing or not getting the entire picture of the leadership characteristic. Overall, the common 

element in all of the characteristics was kindness. Dr. Hokoana’s leadership is based on kindness. 

Dr. Hokoana’s leadership characteristics of global understanding, lifelong learning, 

sustainability, community engagement, Native Hawaiian language and cultural parity, cultural 

practice support Native Hawaiians and all people to thrive. 

As a leader, Dr. Hokoana was able to do great things through the quality of his 

relationships. He not only built lasting relationships he guided others in open communication and 

mentoring. Dr. Hokoana believed that an important component of mentoring was giving students 

the opportunity to find their voice for themselves. He also felt that it was important to understand 

the motivation of the people he led in relevant and meaningful ways. Dr. Hokoana’s strength-

based leadership practice allowed people to develop from where they are. 

Dr. Hokoana benefited by mentoring throughout his career, first from David Sing and 

Manu Meyer at the Hawaiian Leadership Program while a student at UH Hilo, then by the 
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counselors at MCC, then by Rockne Freitas, and by the many kūpuna. Mentoring by these 

individuals provided Dr. Hokoana the catalyst to engage with others, employing the skills 

learned. 

Through pilina, Dr. Hokoana built trust and a safe working environment and in doing so 

made big things happen. He championed social justice by providing opportunities for his 

students, employees and community and by his commitment to equity in Hawai‘i. Dr. Hokoana 

advocated for his students by doing innovative things even when they are counter to what was 

historically done, such as instituting rolling scholarship deadlines. He believed in leadership 

where we could not be afraid to fail. We need the courage to go outside the box to expand and 

continue to develop. 

As a Native Hawaiian man, growing up in a Native Hawaiian ‘ohana, Dr. Hokoana’s 

leadership mo‘olelo was through action, through his cultural practice. Ho‘i i ka piko is his 

philosophy of education and leadership. It meant returning to who you are. He was grounded in 

the knowledge and strength of his ancestors and when faced with challenges, he viewed his 

cultural values and ancestral knowledge for guidance to be true to himself. Dr. Hokoana taught 

leadership through his cultural practice. 

Dr. Hokoana’s leadership characteristics included cultural appropriate attributes of 

humility and ho‘okipa. He understood how kuleana and the roles of employees influenced an 

organization. Dr. Hokoana demonstrated integrity to himself and to his hua. His strength came 

from his Native Hawaiian values, his ʻohana values and the wisdom of his ancestors. Native 

Hawaiian values and ways of knowing played a key role in Dr. Hokoana’s leadership 

characteristics. Dr. Hokoana’s extraordinary leadership was most evident in addressing 

challenges. 



139 

 

Dr. Hokoana understood his role within the global arena and the impact his leadership 

has on capacity building and in creating pathways to create opportunities to stimulate the 

economy. He attributed much of his ability to overcome challenges to being a learner. As a 

learner, Dr. Hokoana continued his curiosity to innovate and improve. He took sustainability 

processes from his Native Hawaiian cultural practices and instituted these concepts in his 

decisions. 

Dr. Hokoana’s optimistic outlook made way for open communication and positive 

influences in working relationships. He led as a servant leader by pilina/advocacy, ho‘okipa, 

'ohana values. By the courage, knowledge and strength of his mo‘okū‘auhau ‘ohana, 

mo‘okū‘auhau ‘āina and mo‘okū‘auhau kumu, Dr. Hokoana’s strength-based leadership inspired 

confidence, self-efficacy and the desire to serve. 

Areas of possible misunderstandings exist as Native Hawaiian culture and values may be 

misinterpreted or not understood at all. I noted the possibility of confusion as I read and reread 

the data transcripts and researched Native Hawaiian culture and values. Careful study and 

subsequent explanation of Native Hawaiian cultural nuances are needed for improved 

implementation of leadership characteristics. In addition to the leadership characteristics 

presented in the findings, an emerging leader’s program would benefit from Native Hawaiian 

culture and values training.  
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Chapter V 

Discussion, Research Questions, Recommendations and Conclusion 

Discussion 

The benefit of Dr. Hokoana’s innovative leadership style and ethic as a University of 

Hawaiʻi administrator was that students would feel a sense of belonging, engagement and, 

therefore, empowered. As an educational leader, Dr. Hokoana himself paved a new roadmap for 

Native Hawaiian and Pacific Islander leaders. Positive peace, boisterous laughter, making and 

providing food, happiness in his ‘ohana, opportunities for growth and leading the UHMC, Dr. 

Lui K. Hokoana radiated a spirituality of kindness. He lived his hua through advocacy of the 

people and community he served and guided by his mo‘okū‘auhau ‘ohana, mo‘okū‘auhau ‘āina 

and mo‘okū‘auhau kumu. In the spirit of ho‘i i ka piko, Dr. Hokoana looked to his na‘au, 

honored his intuition, made decisions using his “head, heart and intuition” (The Institute for 

Climate and Peace ICP, 2020). Dr. Hokoana created spaces of trust and connected with, searched 

for and believed that everyone has a gift and can contribute. 

The findings of Dr. Hokoana’s leadership was illustrated in a current mo‘olelo: As one 

example, the COVID-19 pandemic and its effects on the last three months of the University’s 

2020 spring semester and beyond tested leaders, employees and students at all ten campuses of 

the UH. The speed and scope of the coronavirus crisis posed extraordinary challenges, which 

exemplified the richness of Dr. Hokoana’s leadership. 

Early on, Dr. Hokoana allowed all non-essential employees to work from home, if they 

chose to. He instituted safety protocols for those who remained on campus and made sure that 

students were provided a place to study and access resources on campus if they needed it 

(Typology: Kuleana and Pilina – Dr. Hokoana upheld his responsibility as UHMC’s leader to 
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provide resources and advocacy of his employees and students to continue their work and remain 

virus-free). He staffed the campus center and other areas of campus, while his employees worked 

from home (Typology: Kuleana and Pilina). Dr. Hokoana communicated with his staff in check-

ins, where many employees voiced, “They felt better” and were “inspired” by his words 

(Typology: Pilina - Dr. Hokoana provided the care and provided mental wellness support 

needed). He provided an area on campus where food could be distributed to community 

members (Typology: Pilina and Service to the Community – Dr. Hokoana not only cared for the 

UHMC community but also the greater community of Maui in providing a place to pick up 

food).  

And in a moment of tremendous ambiguity, Dr. Hokoana advised his administrative team 

to list fall semester classes as online classes and waitlist students to in-person classes (Typology: 

Pilina – Radical Aloha and ‘Ohana Values – Dr. Hokoana provided the leadership to “don’t do 

stupid” and “do what is right” based on his ʻohana values). He made this decision even though 

UH administration had recently confirmed that all UH fall classes would be delivered in-person 

(Typology: Addressing Challenges and Adaptive to Change – Dr. Hokoana addressed the 

uncertainty posed by campus closures and responded boldly and quickly). Three weeks later, the 

nine other UH system campuses were scrambling to unenroll students in in-person courses and 

re-enroll them in online courses. Importantly, Dr. Hokoana’s decision meant that UHMC faculty 

and staff knew what would be required of them, delivering as many courses as possible 

virtually — and they accepted the challenge (Typology: Leading from Where You Are – Faculty, 

lecturers, and support staff quickly came together to train and receive training, procure 

equipment to prepare the campus to deliver courses virtually). Summer professional development 

opportunities to develop online courses were at capacity in less than a week of their offering. 
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Campus employees spent their time registering and recruiting students for the fall semester. Just 

as he described in the In-n-Out Burger mo‘olelo, Dr. Hokoana “Took the left turn!” “We need to 

take risks and learn what the best strategy to take is; I want to know; I hope you do too” 

(Hokoana) and he did what was “the right thing” to do (Participant). Dr. Hokoana did “the right 

thing,” based on his ‘ohana values, coupled with the fortitude of Radical Aloha – to get things 

done through the quality of his relationships. The decision was innovative, historically 

inconsistent and not what everyone else was doing. As several participants stated, there can be 

pushback and disapproval, but more often, when his motivation of doing what was best for his 

students and employees became known, his decision was accepted. Kanahele (1986) suggested 

that “the “enlightened mind” or the quality of mind that “Hawaiian leaders aspired.” “Entirely 

consistent with traditional Hawaiian thinking,” the valued leader had the  

Intelligence or ability to perceive relationships and analogies quickly was capable 

of leading in several fields or adapting himself to diverse situations and had 

double capacity to reason as well as to imagine. This combination allowed the 

leader to anticipate, plan in advance, to find new and creative solutions to old or 

new problems, to apply bold action with confidence. 

Additionally, always an advocate of his students (Typology: Pilina), Dr. Hokoana 

organized a grand virtual graduation ceremony- set with students being able to have professional 

photographs taken in graduation regalia, a drive-by aspect, virtual ceremony with live music and 

a post ceremony concert (Typology: ‘Ohana Values – Ho‘okipa and Adaptive to Change). There 

were three staging areas for the live music, for the commencement speaker and dignitaries and 

for the conferring of degrees (Typology: Pilina – Radical Aloha). At the 4-hour drive-by session, 

students received their diploma from Dr. Hokoana, had professional photos taken to 
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commemorate the occasion then was allowed to take photos with their family on a nearby 

outdoor stage, decorated and to provide social distancing space. Dr. Hokoana’s Radical Aloha 

and Pilina provided the opportunity for proud families to drive up in cars decked in graduation 

décor as their faculty held signs and cheered. One family even drove up in a decorated party bus! 

Families voiced their appreciation of the special event and the effort that went into holding such 

a tremendous endeavor. Dr. Hokoana’s ho‘okipa made the day extra special for the graduating 

students and their families and provided a lovely experience for the faculty and staff present. Dr. 

Hokoana’s leadership characteristics were clearly evident in his actions. 

The typology summaries were analyzed and grouped under major Hawaiian concepts 

stated in the findings, such as pilina, hua, ho‘i i ka piko and everyone having a role. The 

Hawaiian concepts identified were those supported by numerous excerpts, presented as seen 

through Burgess’ inclusiveness, and “telling the whole story.” My purpose for presenting the 

findings in this manner was in keeping with Dr. Hokoana’s leadership characteristic of being 

inclusive and finding the space where everyone could find a role or the big – picture vision. 

Perhaps, within these themes others can find their mo‘olelo. 

Pilina: Developing Meaningful Relationships through Radical Aloha and Positive Peace 

In challenging situations, Dr. Hokoana’s Beloved Community of positive peace guided 

others to be open to reflection and wonder. The findings showed that even in sensitive situations, 

Dr. Hokoana brought people together and created the space for open communication. He 

maintained meaningful relationships that spanned decades, through changes in maturity, mindset, 

life’s circumstances. Dr. Hokoana developed and nurtured relationships with people of all 

occupations, young, or old. Significantly, Dr. Hokoana was able to hold trusting relationships 

even with those who hold severely different ideologies. Through what a participant called 
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Radical Aloha or getting the job done through the quality of his relationship, Dr. Hokoana on 

many occasions was able to do big things and create positive change. 

‘Ohana and Community - Ho‘i i ka piko, Return to Who You Are 

Ho‘i i ka piko translates to “Returning home, returning to those values that come from 

your kūpuna, returning to that which defines you” and was the foundation of the UH Hilo Native 

Hawaiian Leadership program led by Dr. David Sing. Dr. Hokoana emulated ho‘i i ka piko as a 

leader, addressing challenges and making decisions based on ʻohana values and who he is as a 

person.  

Dr. Hokoana led through his cultural practice, through his actions. He led with an 

optimistic perspective, peppered with humor. He was forthright and kind in his interactions and 

intentions. Dr. Hokoana honored and appreciated promises made and kept. He knew where he 

came from and received strength and conviction from his values of his ‘ohana. The values of a 

Native Hawaiian family and all that supported him - his ancestors, his culture, his ‘ohana, his 

community, his knowledge and experiences and is connected to the kuleana of helping his 

community, of reciprocity, of giving back. Dr. Hokoana’s leadership values, how he managed, 

interacted with students and employees, made decisions, managed challenges, reflected ho‘i i ka 

piko. The findings reflected that with the confidence, support and wisdom of his ‘ohana values, 

Dr. Hokoana was able to reconcile his Native Hawaiian identity with the “settler colonialism” 

structure of the UH (Wright & Balutski, 2016). Through the conviction of his hua, of giving 

back to his community, Dr. Hokoana successfully balanced the work of the University with his 

work with his students, employees and his community. He demonstrated what good leadership 

looked like in the current context at the UH and in its aspiration to truly be a Hawaiian Place of 

Learning. 
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Hua: E Puka Aku E Kau Mau Makana, Emerge with Your Gifts 

Dr. Hokoana identified his hua as providing student opportunities and student advocacy 

as his greatest strength. Even in his spare time, Dr. Hokoana continued to provide students the 

opportunity to study and was “motivated by the best interests of the students” (Participant 

Kouchi). He created access programs for Native Hawaiian students, championed the robust First 

Year Experience Program at Maui College, and wrote the policy for DACA students as well as 

the HPOKA Initiative. Dr. Hokoana provided fellowships for faculty and staff to attain graduate 

degrees, partnered with community groups to provide classes for homeless children in a 

neighboring Kahului Harbor area, cultivated and nurtured his employees even when their 

ideologies differed, provided funding to provide skill-based certificate programs, trained 

correctional inmates in construction skills, and always advocated for his students, employees and 

community members. In his own words, Dr. Hokoana revealed, 

I will go out on the limb here; I believe the answer to what is happening at Mauna 

Kea is education. When we went to the mountain … the number of people there 

who are displaced, who are feeling like their voices are not being heard, struck 

me. And, I was taken aback by it because I’ve worked my whole career to try to 

change that. But what it means is that there’s still lots of work to be done and 

maybe there seems we need to have transformation in the structures that we have 

here in education, higher education because we’re not getting enough of them 

here … And then they can change policies so that we don’t have these kinds of 

conflicts on the mountain.   
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Leading from Where You Are 

The concept of Leading from Where You Are underscored the value of the individual 

within the collective and the influence one person can make within leadership at an indigenous 

serving institution. It is the value of the “power of n=1” (S. Sridharan, personal communication, 

July 2018), the value of one leader’s mo‘olelo, the value that each of us hold within our 

community. 

Dr. Hokoana echoed this notion in saying, “we have our roles and it's for the function of 

the whole that we do our roles as well. We cannot all be the cook, somebody’s got to take care of 

rubbish, and somebody’s got to wash the dishes.” Moreover, Dr. Hokoana reflects, “How do you 

make everybody at this campus feel they’re contributing?” Interestingly, the findings point to a 

culture of servant leadership that Rasmussen (1995) described as, “using a holistic approach to 

work, promoting a sense of community, sharing power on decision-making; having an effect on 

the least privileged in society of benefit, and a relationship in which those being served grow as 

persons” (p. 296). 

Servant leadership characteristics exemplify the Leading from Where You Are leadership 

characteristics of Dr. Hokoana. It is through the appreciation of the value and contribution of 

every member of an institution that transformational change can occur. As people lead from 

where they are, meaningful changes most often occur at the fringes or in other words, it is not the 

person in the center or the person holding the title but rather the people on the sidelines that can 

cause transformative changes to happen. 

Research Questions 

(1) As told through the moʻolelo of Dr. Lui K. Hokoana, how does UHMC build a 

beloved community of leaders? Dr. Hokoana embodied what Burgess defined as a Beloved 
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Community. The pre-determined typology Community Engagement, supported by the typologies 

of Pilina and Kuleana further supported this notion of building a beloved community of leaders. 

Specifically, building a beloved community of leaders through community engagement and the 

leadership characteristics of pilina (relationships), mentoring, creating a safe and trusting 

environment, and student and employee advocacy. Dr. Hokoana built community by being 

inclusive of all and significantly, he was able to relate to and embrace even those who hold 

severely differing ideologies than he. He took the time and effort to connect with and support 

people as evidenced by his work in providing construction training for incarcerated community 

members; getting to know each and every Ka Hikina O Ka Lā student individually; in providing 

dissertation support and fellowships for UHMC employees; in counseling a student Veteran; in 

providing food for employees working on projects, among many examples supported in the 

findings. Dr. Hokoana accomplished big things through the quality of his relationships, such as 

hosting the WISPE International Conference at UHMC, scaling the FYE program to all incoming 

students, and hosting a virtual and drive-by graduation extravaganza during the time of the 

pandemic. He brought people together to promote open dialogue in sensitive situations. 

Repeatedly, the findings presented Dr. Hokoana as an effective leader. For example, as one of 

the steps to building a beloved community of future leaders, he mentored the NHEA members on 

the Native Hawaiian way of looking to your ‘ohana values to reconcile challenges and how to be 

true to yourself. At the core of his leadership is what Burgess defined as positive peace. Within 

the literature and the findings, positive peace is not devoid of “non-agreement. It is a place where 

we have yet to make up our minds whether we agree or disagree” and to get to the space of non-

agreement, we must “do more research, more reflection and more talking to people” (The 

Institute for Climate and Peace ICP, 2020). Dr. Hokoana “allows other ways for things to be 
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brought to the circle, to see the other person differently, compassionately.” He still may be in 

non-agreement yet “can still wonder who this person really is, wonder how the person is and 

remain curious about others and himself” (The Institute for Climate and Peace ICP, 2020). Dr. 

Hokoana sees the human first and not the position or the ideology. Significantly, Dr. Hokoana’s 

leadership characteristics were especially evident in challenging situations, such as the highly 

sensitive challenges at Mauna Kea. No matter what side of the issue one might fall, the findings 

suggested that open communication and seeing the “sacred” in a person is the right thing to do 

and this was how Dr. Hokoana managed the challenges presented there. The typologies of 

community engagement, pilina and kuleana was summarized in the overall theme of Pilina: 

Developing Meaningful Relationships through Radical Aloha and Positive Peace. 

The pre-determined typology of Native Hawaiian Language and Cultural Parity and 

Cultural Practice from HPOKA and the typologies of ‘Ohana Values, Humility, Ho‘okipa and 

Addressing Challenges that are aligned to it, lend value to building a beloved community of 

leaders as evidenced in the findings of Dr. Hokoana’s leadership. It was apparent that social 

justice and equity were significant in building a beloved community of leaders. Dr. Hokoana 

worked on Native Hawaiian programs for Native Hawaiians instead of floating the boat for all. 

This shift in perspective in implementing Title III programs at Windward Community College 

and then at UHMC led to increases in Native Hawaiian success in retention and graduation. Dr. 

Hokoana worked strategically to get more faculty positions in Student Services so he would have 

a Student Services voice in Faculty Senate. He wrote grants to present opportunities to Native 

Hawaiian faculty and staff to work on graduate degrees that might lead to leadership roles for 

them. Dr. Hokoana has long understood the importance of being at the table to foster change and 

having the necessary credentials and training. And again, when addressing challenges, Dr. 
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Hokoana looked to his ‘ohana values, such as the challenges he experienced with the issues of 

Mauna Kea and Haleakala and the conflict between the University and the Native Hawaiian 

perspective. It was apparent that Dr. Hokoana was confident in his identity as a Native Hawaiian 

and through his cultural practice of making food, mentored students, NHEA faculty and staff, 

employees, community members and his ‘ohana. The leadership characteristics of ‘Ohana 

Values, having Humility, Ho‘okipa, and Addressing Challenges were directly aligned to Native 

Hawaiian Language and Culture and Cultural Practice. These concepts are summarized in the 

theme of ‘Ohana and Ho‘i I Ka Piko, Returning Home. 

The concept of ho‘i i ka piko that was introduced to him as a young college student, made 

a life-long impression. Dr. Hokoana in his actions and evidenced by the findings, worked to 

better his community. Through the Native Hawaiian leadership characteristic of leading through 

his cultural practice, Dr. Hokoana taught leadership lessons when making food, such as teaching 

his nephews about the value of washing the dishes to be aware of problems and be able to 

improve upon the issues. By his actions, Dr. Hokoana showed that although he is the Chancellor 

and a doctor, he appreciated the value of every role and every person and the importance of 

washing the dishes and taking out the trash. He taught others through his actions to lead in the 

style that created a beloved community of leaders. 

The pre-determined typologies of Global Understanding, Global Citizen; Life-Long 

Learning; and Sustainable Living, Planning for the Future, Sustaining Relationship contributed 

to Dr. Hokoana’s manner of building a beloved community of leaders. To be an effective leader 

at the University, one must be knowledgeable in global issues, to know what lies ahead and how 

the college can prepare and adjust to the changing needs of the workforce and our diverse 

students. It was evident that Dr. Hokoana has tremendous community presence and held rich, 
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life-long community relationships. Dr. Hokoana nurtured these relationships by being present, 

advocating for identified groups, such as the Native Hawaiian Civic Clubs, the homeless children 

who lived near campus, the Native Hawaiian health center, incarcerated community members, 

among others. Dr. Hokoana used the typologies of Flexible, Adaptive to Change; Optimistic 

Outlook, Love of Life; and Encouragement, Self-Esteem, Confidence in One’s Ability, which are 

aligned to the pre-determined typologies, to carry out the work. It was through the power of his 

hua or passion for giving back to his community that he did this work. Dr. Hokoana recognized 

the gifts of the individual and his hua of returning to Maui and giving back to his community 

where he was so aptly able to make things happen. Dr. Hokoana’s ability to make and mete out 

difficult decisions, tempered by his optimistic outlook and several of the participants noted 

sometimes humor. Dr. Hokoana has the ability to convey “bad news or tell you what you are 

doing wrong” as Burgess says, “When you say “no” to something, you have to say “yes” to 

something else” in a way that is palatable. He will tell you what he sees and will give you next 

steps or things to do to improve. Dr. Hokoana often adapted to change quickly as well as looked 

outside of the norm to get things done.  

It was evident that Dr. Hokoana displayed the pre-determined typology of Leadership 

Development, Modeling Leadership in the form of servant leadership and service to one’s 

community. Dr. Hokoana’s parents were his first role models as community contributors. He was 

later influenced by the asset-based Native Hawaiian Leadership Program, while he was a student 

at UH Hilo. It was there that Dr. Hokoana reconnected with his culture and resources. Burgess’ 

perspective of assuming that each person you meet or talk to is sacred and worthy, and that will 

help you interact and treat people with respect and dignity, Dr. Hokoana accordingly, embraced 

the notion that  
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Every child was gifted and talented. We just needed to find what their gift and 

talent was and then give them the opportunity to move towards that talent area… 

The framework of the work we do with the kids, is believing that every child has 

a strength. And, we just got to find that and give them up their opportunity to 

share that. (Hokoana) 

In all that he does as a leader, Dr. Hokoana leads from his passion of finding one’s hua 

and giving them the opportunity to actualize their talent area. Dr. Hokoana modeled leadership 

through his cultural practice and his actions by being on the frontline, serving food, greeting the 

people and appreciating the leadership role that everyone has. In this manner of honoring the 

sacred in everyone, Dr. Hokoana builds a beloved community of leaders. 

(2) What unique characteristics do leaders at indigenous serving institutions 

possess/emulate along their leadership journey? The data revealed Dr. Hokoana’s unique 

leadership characteristics, as a leader at UHMC and as a Native Hawaiian grounded in his 

culture. Translator of Hawaiian writings and author of Hawaiian culture and language Mary 

Kawena Pukui spoke of the Native Hawaiian behavior models as embodied by the cultural 

concept of kanaka makua. Dr. Hokoana demonstrated the characteristics of kanaka makua as a 

leader at the University of Hawai‘i, in the decisions he made, in his interactions with others and 

in the manner in which he led.  

Dr. Hokoana’s leadership characteristics identified were: 

1. Kuleana, Responsibility to Community and Family – Responsibility to one’s 

community and family was one the most important cultural tenets of an indigenous 

family and leadership characteristic. The findings demonstrated that Dr. Hokoana’s 

motivation to act was his deep sense of kuleana to his community and to his ‘ohana. Dr. 
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Hokoana attained his doctorate degree on the wishes of his father, his family took care of 

a stranger’s home on the life tenancy of a promise made by his grandfather, and he served 

his community because of the kuleana he feels to give back to the community that served 

him.  

2. Service, Serving One’s Community, Servant Leadership – Service to one’s 

community was a leadership characteristic that Dr. Hokoana embraced. He 

“connected into that capacity where true leadership is found in how best you serve 

others. Not how you tell them how to serve” (Aluli Meyer).  

3. Pilina, Relationships, Making Connections, Collaboration – Dr. Hokoana 

prioritized relationships. He took the time and effort to connect with people and 

nurture relationships. Thus, through the quality of his relationships, he was able to 

accomplish great things.  

a. Social Justice, Equity, Advocacy, Providing Opportunities – Advocating for 

others, providing opportunities and assuring to consider equity in the work, 

supported a healthy work environment. There were innumerable examples of Dr. 

Hokoana advocating for others. 

b. Safe Environment, Trust – Building a safe environment of trust and having trust 

for the people you work with created an effective and productive work 

environment where everyone benefits. Dr. Hokoana believed that trust among 

employees and a safe work environment was possible because he experienced it. 

He continually worked to support a safe and trusting place. 

c. Teacher, Mentoring – Mentoring and sharing advice and skills are the 

foundation for sustainable leadership and a sustainable organization. Dr. Hokoana 
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took the time to mentor students and employees individually and supported 

programs such as the professional development program at UHMC that he created 

that supported all employees, faculty and staff. 

4. Optimistic Outlook, Love of Life – Having a positive mindset and an optimistic 

outlook was one of the basic life skills that help humans thrive. A skill can be 

improved and strengthened with practice. It was what made working with Dr. 

Hokoana pleasant, positive and inspiring. 

5. ‘Ohana, Family Values – Leaders were guided by their ‘ohana values and the 

strength that their ancestors provided. The importance of mo‘okū‘auhau ‘ohana and 

doing what was right was a foundation for indigenous serving leaders. 

a. Humility – Leaders having humility fit in an indigenous serving organization. 

It was in the cultural framework to value humility. 

b. Ho‘okipa, Hospitality – Ho‘okipa was shown to be one of the basic 

leadership characteristics. It was evident that Dr. Hokoana was inclusive, 

generous and welcoming to everyone. 

6. Addressing Challenges – Addressing challenges by looking to one’s ‘ohana values 

for guidance was Dr. Hokoana’s greatest leadership characteristic. He managed 

challenges through the quality of his relationships and did what was right with the 

guidance of his ‘ohana values. The effective leader that can work within the structure 

of the UH or any organization and have space for indigenous culture and values and 

have integrity to one’s beliefs. 

7. Flexible, Adaptive to Change – Being adaptive to change and embracing change is 

one the characteristics, that if mastered will move people and organizations to 
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greatness. Dr. Hokoana demonstrated that he was innovative, had the courage to try 

new things, which often necessitated going against the status quo, to succeed. 

Recommendations 

To build a beloved community of leaders, it is recommended that UHMC and all 

indigenous serving organizations integrate the typologies and corresponding characteristics of 

Dr. Hokoana’s leadership as a foundation for an emerging leaders program. The following 

recommendations were based on the findings of Dr. Hokoana’s leadership characteristics. The 

recommendations are first steps in leadership practice. This section revealed how someone 

would be able to pursue an emerging leaders program for indigenous serving organizations.  

1. Pilina: Developing Meaningful Relationships Through Radical Aloha and Positive Peace 

a. Adopt activities to develop and maintain rich and lasting relationships 

b. Practice Positive Peace and Radical Aloha by reflecting and journaling. 

- Be willing to see the world from another person’s perspective. When a situation 

arises when you feel irritated with someone, pause, think of ways that you can see 

the world from the person’s perspective, perhaps by asking questions. 

- Reflect on ways you have accomplished something through the quality of your 

relationships, journal what happened and how you felt. 

- Reflect on how you felt when you helped someone accomplish something. Did 

your relationship have a role in accomplishing the goal? 

c. Work on developing happiness skills (optimism, kindness, gratitude, practicing olulu 

or connections, mental agility, sense of meaning and awareness) in all aspects of life. 

d. Reflect on ways to provide a safe, supportive environment for students and 

colleagues, such as providing trainings on cultural differences, generational 
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differences, on equity issues; create safe spaces for LGBTQ+ and others, carryout 

policies of zero tolerance for bullying, training on mediation techniques. 

e. Reflect on and develop processes and systems for future plans (growth, sustainability) 

in innovative ways and scale to include all, such as proactively offering programs that 

train students for new sector jobs based on community need; connect with and 

collaborate with community stakeholders to develop systems on sustainability and 

managed growth. 

2. ‘Ohana and Community: Ho‘i i ka piko, Return to Who You Are 

a. Identify your cultural practice, such as cooking food, hula (dance), playing music, 

lomi lomi (massage), lei hulu (feather work), oli (chanting), lua (wrestling) 

b. Identify ways to lead by your actions through your cultural practice. 

c. Identify, develop and initiate ways to return to your community. 

d. Identify and reflect on social justice issues and ways you can advocate for students 

and employees in significant ways, such as mentoring, providing opportunities to 

learn. 

e. Engage, support and partner with community projects 

3. Hua: E Puka Aku E Kau Mau Makana 

a. Reflect and identify your hua and postulate tangible ways to develop/carry out your 

life purpose within your work at the University. 

b. Identify and reflect on your mo‘okū‘auhau ‘ohana, mo‘okū‘auhau ‘āina and 

mo‘okū‘auhau kumu. 

c. Identify ways to recognize and appreciate the gifts of people around you through 

making connection and building relationships. 
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4. Leading from Where You Are 

a. Provide leadership training opportunities for all employees 

b. Identify ways in which you lead/support your colleagues and college in your present 

position. 

c. Be aware of the parameters and politics of the institution and value of having a “seat 

at the table” to affect change. 

d. Serve with kindness and compassion. 

e. Study the cultural practices of your community of students, colleagues 

5. Work to include the tenets in the Mission of the UHMC to underscore its importance and 

value. 

Future Research 

While these findings give guidance to leadership at indigenous serving institutions, there 

continues to be areas in need of future research: 

• Research into the non-Native Hawaiian perspective of Dr. Hokoana’s leadership; 

• An exploration of the challenges for indigenous serving post-secondary educational 

leaders, with respect to established academic leadership norms (issues of professionalism, 

change, etc.); 

• An investigation into the level of recognition and implementation of the HPOKA 

initiative across all ten campuses of the UH system; 

• A study that examines the relationships and foundational philosophies of different 

indigenous leaders in Hawai‘i and the world; 

• A study of ho‘i i ka piko with the intention of developing curriculum/guidelines to 

develop emerging leaders; 
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• Developing guidelines for non-Native Hawaiians working with and serving Native 

Hawaiian students to prevent unintended intrusions and to provide best practice 

suggestions that will promote cultural understanding. 

Conclusion 

The findings of this study contributed to educational leadership at indigenous serving 

institutions through the oral history method. This study suggested the impact of knowing one’s 

hua and appreciation for one’s gifts in developing persistence and accomplishing life goals. 

Meaningful relationships and radical aloha transformed the lives of leaders and the people they 

lead. It exemplified and affirmed the Native Hawaiian identity and culture and positively 

positioned Native Hawaiian values balanced within a traditional and contemporary framework. 

Moreover, it suggested that everyone could lead from where they are, having perspectives and 

gifts to contribute to the good of the institution, community and world. 

Dr. Hokoana’s commitment and advocacy for his ‘ohana, students and communities are 

apparent in all that he does. Dr. Hokoana continues to present his unique leadership mo‘olelo 

every day through his actions as a servant leader. He is true to his Native Hawaiian culture and 

'ohana values. The leadership mo‘olelo that Dr. Hokoana presented is a pathway to build a 

beloved community of leaders at the University of Hawai‘i. 
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