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ABSTRACT 
 

This thesis is an exploration of the way leadership is understood by young Pacific peoples. It 

looks at the possible relationship between leadership and education outcomes for young Pacific 

peoples. It is located in an interpretative paradigm, and uses qualitative methods and seeks 

phenomenological date. This is because individuals interpret experiences differently, therefore 

understanding how these young Pacific people interpret ideas can help answer the thesis 

question. As Pacific research it foregrounds Pacific concepts such as vā and Pacific methods 

such as talanoa. These features seek to alignment with the community participating in the study. 

The findings suggest that young Pacific peoples understand leadership as a negotiation between 

Pacific and Western ideas. This negotiation is performed contextually. However, young Pacific 

peoples are also redefining leadership for themselves and a way they are doing this is by 

combining their Pacific and Western understandings of leadership. From the research there 

were three implications found for young Pacific peoples. Firstly, too much focus on culture can 

become a problem. Secondly, the different contexts that young Pacific peoples are being raised 

in influences their leadership beliefs, especially compared to the older generation. Lastly, 

young Pacific peoples need to receive recognition for their ability to negotiate ideas between 

the Pacific and Western worlds. Therefore, recommendations for future research come under 

two main categories environment. This is focused on rethinking leadership, firstly for young 

Pacific peoples in New Zealand-Pacific context, then rethinking for young Pacific peoples in a 

Western context. The second recommendation discusses ways to improve leadership 

development programs for young Pacific peoples in New Zealand.    
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Fa’aaloalo: To be respectful or show respect (Samoan) 

Fa’aSamoa: The Samoan way (Samoan) 

Teu le vā: To care for the vā (Samoan) 

Tupulaga fou: Next or new generation  

Va, Vā: Sacred relational space, relationality, relationship Samoan language) 
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CHAPTER 1 

INTRODUCTION 

 

Aim of Study  
 

The aim of this study is to explore young Pacific people’s understandings of leadership. In this 

study, young Pacific people are understood as individuals of Pacific descent aged between 

twenty to thirty-five living in Aotearoa New Zealand. Leadership is important because it is 

forward looking and contributes to the welfare of the individual of the group. This study sees 

leadership as a trait everyone possess, but for it to be lived out it must be cultivated in the right 

environment to grow and succeed.  

Young Pacific peoples get their ideas about leadership from many different sources associated 

with the environments that they are exposed to. In this study the main environments are home 

life, school, and church. All three of these environments contribute to young Pacific peoples’ 

understandings of leadership as they move from childhood to adulthood. Ideas of leadership 

vary because of different cultural values and beliefs such as between Pacific and Western 

world, a variation which will be discussed below.  

Why do we need leaders? 
 

Leaders are important because they guide the way for others. Leaders show that something can 

be achieved that may appear impossible to others. When leaders are from specific communities, 

other community members can look to them for inspiration and motivation believing that 

whatever the situation is, success is attainable. This shows that leaders are important because 

they can help make unfamiliar spaces familiar to their group. Situations or spaces that may 

have felt like they excluded the group may no longer have that stigma at the same strength 

through the act of a leader. 

Why do we need Pacific leaders? 
 

Pacific leaders as leaders for Pacific peoples are important for three main reasons: they can 

understand the challenges of the Pacific diaspora; they can represent the community in 
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negotiation with leaders of other communities; they can provide mentorship for young Pacific 

people.  These three reasons deserve elaboration. 

Pacific leaders are needed because of new contexts Pacific peoples are living in, no long in the 

Pacific nations, but in the Western context of Aotearoa New Zealand. Pacific leaders are 

understanding the diaspora experientially. They have knowledge about the difference of time 

and space experienced by the old generation and younger generations. Pacific leaders 

understand that the passage of time is a fundamental influence on young Pacific peoples’ values 

and beliefs: culture and always evolving and change. This means that what Pacific young 

people’s parents are used to and understand as culture can differ from their children’s 

understanding. Leaders may help to bridge the gap. Secondly, space is important for Pacific 

leaders to understand, in relation to young Pacific peoples’.  This thesis focuses on young 

Pacific peoples in Aotearoa New Zealand, and their understandings of leadership as a Pacific 

person being raised away from their Pacific homeland. Their values and beliefs can informed 

from the Pacific through their home life but conflict with ideas from the West experienced 

through school. Pacific leaders are needed who understand the space-based challenges children 

of the diaspora face.       

Building on the potential of understanding young Pacific peoples raised away from the Pacific 

homeland, Pacific leaders are needed to negotiate with leaders from other communities. For 

example, their Pacific leaders can build bridges with other cultural and community groups, 

either Pacific or otherwise. These relationships can help make the experience of leaving and 

adopting new ways of living easier in new home countries. These leaders can also teach these 

skills to younger Pacific peoples who can carry on mission.     

Pacific leaders are important as mentors for young Pacific peoples. The importance of their 

mentorship in Pacific communities its relational core. Pacific leaders who act as mentors may 

understand the challenges that young Pacific peoples will encounter, and ways to overcome 

these challenges. Fundamentally this is because they will understand the values and beliefs 

which Pacific young people encounter.  

Why do we need young Pacific leaders? 
 

Young Pacific leaders are needed because they understand the changing nature of the Pacific 

community. Young Pacific leaders understand one another and the challenges that they face 

which can be different for each generation. This is because if the fluid diasporic context that 
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the young Pacific peoples are in. For example, having a peer who can speak of the same 

experiences relate to them can make a crucial difference in young Pacific peoples feeling they 

themselves can speak out. In time, young Pacific leaders will of community leadership and 

become the adults who will take up the mantle and learn to transform their future and the future 

of the community. Therefore, Pacific leaders are important, but more so young Pacific leaders 

with the skills discussed to pave the way for others to follow.  

Research Questions 
 

In order to investigate this area, the main research question posed in this study is ‘How do 

young Pacific peoples’ understand leadership?’  

This question is important to ask because at the present time social and educational outcomes 

for Pacific young people are not satisfactory. That is, leadership is required to support change. 

For instance, in education there are low achievement rates for Pacific students for many 

complex reasons. Understanding the ideas of leadership which Pacific young people can bring 

to education offers a way of supporting change. By answering this question, this research aims 

to understand young Pacific peoples’ understandings of leadership will bring about some 

solutions in areas such as education.  

To guide the investigation, sub-questions were formed. 

Sub-questions  
 

o What are the cultural strengths and challenges for young Pacific peoples in leadership 

in the community?  

o In what ways are leadership positions created or inhibited? 

These sub-questions offer a purchase on the strengths of Pacific young people, the barriers 

they face, and the interaction between Pacific young people and the people who otherwise 

define leadership through various kinds of position. 

Significance of study 
 

There is a scarcity of research and literature on the topic of Pacific people’s and leadership. 

This study will contribute to the leadership literature, and provide researchers ideas when 
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thinking about the definition, influences, and characteristics of Pacific leadership in diasporic 

communities. 

A particular strength of this research is the fact that it will explore and frame an understanding 

of the nature of leadership in a context beyond the family environment in the Pacific diaspora. 

Since leadership is present in almost all areas of one’s lives, whether we are the leader or 

another is, looking at how leadership is understood particularly in the context of young Pacific 

peoples and education can expose areas for research which are occurring through the 

negotiation of Pacific young people with a Western context which is significant in their lives.  

In order to make discoveries, this study intend to help young Pacific peoples’ voices to be 

expressed and understood.  

Thesis Map  
 

This thesis is divided into six chapters. The first chapter has stated the aims of the research and 

the research question, as well the significance of the research. The second chapter provides the 

background and rationale of the researcher’s desire to pursue this topic and provide knowledge 

of and for the groups of people being studied. Chapter Three delves into the theories and 

literature relevant to the study, exploring some sources from where young Pacific peoples get 

their ideas about leadership. Chapter Four describes the methodology used in this research 

while Chapter Five presents an analysis of the findings. Lastly, Chapter Six offers a detailed 

discussion around the findings, presents a model developed from the research, the applications 

of the study and overall conclusion.  
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CHAPTER 2 

BACKGROUND AND RATIONALE 
 

This chapter explains the group of people this research is about, Pacific peoples in Aotearoa 

New Zealand. It provides background information about Pacific peoples’ migration to 

Aotearoa New Zealand, and the challenges they faced and continue to face. This chapter first 

gives part of my own story before turning to the broad question: Who are Pacific peoples? It is 

important to know their migration stories which include their reasons for moving to Aotearoa 

New Zealand. Secondly, this chapter focuses on the issue of New Zealand-born Pacific people 

and their identity. This will be followed by a discussion where I address challenges and issues 

within the education space in relation to young Pacific peoples and leadership. The need for 

Pacific leaders and leadership development will then be explained. This includes the power of 

leadership.  Ultimately, this chapter presents a consideration of areas which underpin an inquiry 

into the understandings of leadership held by Pacific people in Aotearoa New Zealand.  

My story 
 

My position as a Pacific tertiary student has greatly influenced my decision to explore young 

Pacific peoples’ understandings of leadership. The aim of rethinking leadership for young 

Pacific peoples in Aotearoa New Zealand originated from my own personal struggle. This 

struggle involved identity as a New Zealand-born Samoan, my place in education as a young 

Pacific person, and what it means to be a leader. These personal challenges are prevalent for 

young Pacific peoples in New Zealand as I discovered through discussion with my peers.  

As a New Zealand-born Samoan, my family migration story is as follows. The first kin of my 

bloodline that migrated to New Zealand was my great-grandmother along with my 

grandmother and other members of the extended family in the early 1940’s. My mother was 

the first-born child and also the first New Zealand-born. Although they lived in New Zealand, 

life was difficult. My grandmother, was the primary income earner with three children of her 

own, four adopted children, my great grandmother and three uncles all living in one house. My 

mother left high school at the young age of sixteen to work and help her mother to help make 

ends meet. Years later my mother met my father who came to New Zealand as a scholarship 

student from Samoa. They married and had six children, including myself. These stories remind 
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me that the life I live and future generations will live is only possible because of the sacrifices 

that were made with us in mind. This was my earliest memory of leadership. 

An Awakening Within  
 

Being a New Zealand-born Samoan strongly influences my position as the researcher, but my 

different point-of-view was not as obvious as others may think. During my years at high school 

there were few, if any Pacific leaders or role models where I attended. At high school, I realised 

that I was different, not by outwards appearance, but by cultural values and beliefs. Thinking 

back, I was very naïve in how I viewed the world. My parents have always taught me to treat 

everyone fairly and equally, and always stand up for what is right. One memory is of my year 

10 English class. At that time, less than ten percent of the school identified as Maori or Pacific 

of fifteen hundred students.  

One day my English class was informed that some items from another class had gone missing 

and if we had any knowledge about the whereabouts of these items to let the office know. One 

boy from the class openly said something like, “Aw, c’mon Ms. We already know it was one 

of the brown boys!” I responded immediately from the other side of the room, “Ew, racist!” 

The teacher was obviously surprised by both of our comments, but her facial expression seemed 

to be more surprised towards mine than the boy’s. The teacher quickly gave him a ‘light’ telling 

off. This moment is significant to me because I realised that my view of Pacific peoples as a 

Pacific person was different from my peers. Although this may seem obvious to others, it was 

an eye-opening moment for me. I am often shocked when I think back to my quick response at 

such a young age. It is a response that made me proud, reminded me that I must do what is 

right, especially for my people, and become a positive influence.   

Young New Zealand-born Pacific leaders are important because they are the ones who can 

provide Pacific youth with advice about how to handle conflicting identities (Singh & White, 

2000). Pacific leaders can help Pacific youth with their identity by creating positive 

associations with them. Well-being can result (McMahon, 2002). Positive Pacific leaders are 

needed now. They can avoid deficit discourse such as that in my English classroom, and instead 

highlight positives. This includes Pacific individuals and groups who have been successful. 

The act of giving attention to these stories which provide inspiration is a form of leadership. 

With the development of leadership in areas such as education and health, life can improve for 

the wider Pacific community.  
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Pacific leaders are needed to help to maintain a direction in the group identity. These 

individuals continue cultural practices and ensure the maintenance cultural values and beliefs 

are upheld.  

The Power of Leadership  
 

Within the university setting, senior students (second year of university onwards) paved the 

way for me through encouragement and support. They showed that doing the journey alongside 

one another is best. We can reach higher and go further than one alone would have.  I observed 

students helping and giving service to those around them without being asked or requiring a 

position of status. This is what I identified as leadership in my first year of university. I hope 

to be considered a leader to younger students in the future. My peers and I are aware that there 

are no incentives. What is required is the willingness to give is the most valuable commodity, 

time. These senior students demonstrated that leadership is about helping others and providing 

a service. 

The idea of taking the academic journey together has made university more exciting and fun, 

where leadership roles are involved. Leadership is not selfish nor “a lone journey” (Rimoni 

2012, p.55). By having a community of students who have experienced what I have been 

through and may encounter in the future, some peace is provided.  I know that there is support 

for me.    

The Search for Pacific Leaders 
 

Prior to attending university pursing higher education was a foreign concept to me. This was 

because I did not know of many young Pacific peoples who had completed university. It 

intrigued me that I could not find Pacific leaders to aspire to follow before I attended university. 

Although, there were many Pacific leaders within the community I came from, none that I 

knew of at the time had attended and completed education at such a level.  

Prior to university studies, I never wanted to do anything within tertiary studies or higher 

education. However, I am forever grateful for the Pacific leaders, lecturers, and mentors from 

the School of Education who have positively influenced and changed my perspective about 

leadership and education. Their leadership inspires myself and many others to make positive 

change in the world. Their passion, patience and unselfish transfer of knowledge have truly 
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transformed my thinking as an academic and citizen of the world. These leaders have helped 

me understand the true meaning of ‘education’. I have learned that I must also be unselfish 

with the knowledge that has been bestowed onto me and which has given me the passion to 

help Pacific students excel in education.     

Who are Pacific Peoples?  
 

Turning to more general matters, the first thing to consider when asking about questions of 

development of leadership amongst Pacific peoples is to discuss who Pacific people are.  This 

can be answered in several ways.  Researchers have attended to accounts of geographical 

movement or migration, and to subsequent discussions of ethnicity.  

Following World War Two, migrants came to New Zealand as groups of Pacific peoples from 

Samoa, Tonga, Tokelau, Cook Islands, and Niue (Statistics New Zealand, 2013). The reason 

for Pacific peoples’ migration was that they had hopes for a better life in New Zealand. It was 

evident that New Zealand provided employment opportunities in agricultural and industrial 

sectors for migrants and their families (Teaiwa & Mallon, 2005). Those who remained in their 

homeland were continually encouraged by the New Zealand government to migrate to New 

Zealand for work, and during this time previous migration restrictions were relaxed (Tanielu 

& Johnson, 2013). Thus, one of the main reasons that Pacific people migrated to New Zealand 

was to fulfil their desire for a prosperous life through the opportunities New Zealand offered. 

In return, Pacific migrants helped to build the New Zealand economy as relatively cheap labour 

(Tanielu & Johnson, 2013). 

In 2013, seven major Pacific groups were identified by Statistics New Zealand (Population 

Projections, 2013): Samoan 144,138; Cook Islands Maori 61,839; Rorotongan 792; Tongan 60, 

336; Niuean 23,883; Tokelauan 7,176; and Fijian 14,445. Pacific peoples are the fastest 

growing population in New Zealand; the significant growth of New Zealand-born Pacific 

peoples have shown to be the main cause for this (Tukuitonga, 2013) rather than new migration. 

Tanielu and Johnson (2013) estimate that the New Zealand Pacific population had increased 

by 10,000 people every five to six years from 2006 to 2012. Using this estimation, it becomes 

evident that the resident Pacific population will continue to grow and contribute to the New 

Zealand economy.  

The Pacific population will continue to increase in New Zealand as each generation goes on to 

have children (Ministry of Pacific Peoples, 2013). The largest portion of Pacific peoples 



9 
 

comprises of children and young people (0-25 years). This age group of Pacific peoples is 

larger in comparison to other ethnic groups such as European, Maori and Asian (Ministry of 

Pacific Peoples, 2013). As this population continues to grow, the need for positive Pacific 

leaders becomes more important. This trend also adds to my motivation to pay attention to 

leadership development as specific to the New Zealand born Pacific diaspora as opposed to 

new migrants.  

Is there a difference between the terms Pacific, Pasefika, and Pasifika? 

Identity is something that has often been debated and discussed for Pacific peoples in New 

Zealand. I have heard and read several terms that are used to refer to people from the Pacific 

region. These are various, but derive from or include the word ‘Pacific’. Terms such as ‘Pacific 

Islanders’, ‘Pasefika’ and/or ‘Pasifika’ are often used to cover over the diverse range of nations, 

languages, histories of the Pacific Islands.  Umbrella terms such as Pacific and Pasifika have 

been used to conveniently group people from Pacific nations together (Petelo, 2003; Mila-

Schaaf, 2010). This has led to a glossing over any differences and has created a space for broad 

generalisations about all Pacific peoples. Pacific peoples may reluctantly refer to themselves 

as Pacific Islanders or PI’s because of such common negative generalisation (Petelo, 2003; 

Mila-Schaaf, 2010). Pacific peoples may also identify as Pacific Islanders or PI’s to avoid 

explaining how their homeland is different to other Pacific nations, especially to an audience 

who may not value the explanation. It is evident to me that terms such as Pacific and Pasifika 

are European and Western constructs that cluster groups of peoples together for policy and 

statistics (Tanielu & Johnson, 2013). These terms are often used for Samoa, Tonga, Niue, Fiji, 

Cook Islands and Tokelau, but bypass Tuvalu, Solomon Islands and other people from 

Polynesia, Melanesia and Micronesia (Tanielu & Johnson, 2013).  Anae et al., (2001) take a 

stern position and state explain that there is no generic Pacific community, but rather: 

Pacific people who align themselves variously, and at the different times, along ethnic, 

geographic, church, family, school, age/gender based, youth elders, island born/NZ 

born, occupational lines or a mix of these (Anae et al., 2001, p. 7). 

From this discussion it becomes clear that the Pacific community includes various groups of 

people, but and that general terms cannot differentiate the unique cultural values and customs 

of these groups. However, acknowledging the difficulties of the simplicity of the term, and 

with the hopes of being more inclusive, I have preferred to use the term ‘Pacific peoples’ to 

include peoples from Polynesian, Melanesian and Micronesian nations.  
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New Zealand-born Pacific/Pacific youth  
 

The age of the Pacific population is important to this study. The Ministry of Pacific Peoples 

(2013) report that in 2013, young Pacific peoples under 20 years old made up to 46.1% of the 

total Pacific populations, and 54.9% were younger than 25 years old. This generation are (at 

the time of this research) are either in the workforce or are about to enter the workforce.  

But who constitutes a New Zealand born Pacific person? This label refers to Pacific peoples 

born and raised in New Zealand (Anae, 2001). For instance, young Pacific peoples are being 

raised in a country that is not the homeland of their parents or grandparents. New Zealand-born 

Pacific people have a different view of Pacific cultural values and beliefs than Island-born 

people because of the New Zealand culture influence (Anae, 2001). Their values and beliefs 

are strongly influenced by New Zealand culture, in comparison to those being raised in the 

homeland (Teaiwa & Mallon, 2005). In 2013 62.3% (181, 791) of the New Zealand Pacific 

population reported that their place of birth was New Zealand (Ministry of Pacific Peoples, 

2013).  

Because of age and context, I see that there is a need for Pacific leaders who can help young 

Pacific peoples by positively influencing their lives and assist in creating deliberately 

purposeful future that addresses the needs and concerns of identity challenges. Traditional 

Pacific leadership structures may not be effective in the culture of New Zealand. The traditional 

forms or training places such as the village, where young Pacific people may have been taught 

leadership are not readily available. Therefore, people do not have the traditional leadership 

development opportunities they would receive in the Pacific islands. As the numbers of young 

Pacific peoples continues to increase in New Zealand, it is important to ensure that leadership 

suits the needs of the younger generation who experience both Pacific and Western leadership 

styles.  Because New Zealand culture influences Pacific youth born and raised here, and 

because their experience as a Pacific person will be different to an individual born and raised 

in a Pacific nation, Pacific young people may cause question their identity as a Pacific person 

(Teaiwa & Mallon, 2005). In this context, responsive leadership is valuable. 

Pacific identity 
 

Identity and leadership are interconnected because one must first understand who they are 

before they can lead others well.  I have noticed identity challenges in my Pacific community 
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and see that leadership has not attended to such needs. Sidler and Ebrary (2010) explain there 

are two parts to defining identity; personal identity (the relationship with self), and the social 

identity (the relationship with others). This implies that individuals construct their identity by 

their own definition and by how others define them. The definition includes: personality; 

appearance; and exploration of self, all in attempts to answer the question ‘who am I?’ 

(Crawford & Rossiter, 2006). This suggests the way that external influences such as peers play 

an important part in who people are. Identity for New Zealand-born Pacific peoples is in focus 

in various studies (Seidler & Ebrary, 2010; Ioane, Lambie, & Percival, 2013; Manuela & 

Sibley, 2014). Generally, these studies emphasise that identity is a challenge for Pacific peoples 

because they may struggle to place themselves in a Western context as a Pacific person.  I see 

this as an ongoing challenge.  

Where the external influences of New Zealand and Pacific cultures come together, young 

Pacific people face the challenge of trying to navigate through different cultural values and 

beliefs and applying them in the right context (Mila-Schaaf, 2011). It is important to understand 

how young Pacific peoples view themselves and understand that their values and beliefs are 

manifested through their thoughts, words and actions (Eckerman, 1994). Tupuola’s ground 

breaking (2004) research focuses on Pasifika edgewalkers and explores the identity issues of 

the Pacific diaspora. She emphasises that New Zealand-born Pacific peoples have struggled 

with their place to call home, whether that is their parents’ home country or their country of 

birth (Tupuola, 2004).  

Young Pacific people’s understanding of the world is likely to be different from Pacific peoples 

raised in the homeland in terms of culture and because of environment (Teaiwa & Mallon, 

2005). One example is the practice of cultural customs such as service and respect. Many elders 

and parents wish for their children to show these Island-origin traits. However, such things can 

be being questioned by the younger generation of Pacific peoples, who may ask why certain 

customs must still be upheld (Anae, 1997). In their context, young people reflect on how to 

retain some culture but also adopt popular culture (such as Americanisation).  These values and 

the views associated with them can be distinctively different and come into conflict (Crawford 

& Rossiter, 2006). Young Pacific people may view themselves in one of two ways; caught or 

blessed.  As an edge-walker they may face challenges navigating the space they are walking 

in, for example knowing what skills to use in the different contexts. Without the blessing of the 

ability to do this with fluidity, the complications may feel like being ‘caught between’.  
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The dilemma of could viewing oneself as caught between two worlds of culture (Tiatia, 1998) 

suggests that Pacific peoples’ identities have changed and are changing as a consequence of 

their surroundings. Influences such as social media and school may come to the fore, and their 

parents’ origins from the Pacific may not be as important to them (Anae, 1998; Macpherson, 

1996). A way to help them navigate this path is by look at others, leaders who have been 

successful in their field as a New Zealand-born Pacific person.   

Celebrities who identify as New Zealand-born Pacific people have spoken about how they dealt 

with the challenge of identity in order to live a holistic life. In their stories, a secure identity 

can be part of their success. An example of a well-known New Zealand-born Pacific person is 

Tana Umaga who faced this challenge as a New Zealand-born Samoan. Umaga explains his 

position as ‘a New Zealander with Samoan parents’, proud of his culture and his parents’ 

background but ‘a New Zealander first and foremost’ (Rutherford, 2005, C4 as cited in Teawai 

& Mellon, 2005, p. 218).   The sense of identity that Umaga has found may be more common 

with other Pacific people raised away from their Pacific homeland, but what the literature has 

also shown is that new found or adapted identity is the case for all New Zealand-born people. 

The complexities of identity for Pacific young people also includes mixed origin, both inter-

Island and Pacific-Palagi. This suggest that as the Pacific populations continues to expand an 

‘ambivalent kinship’ will also continue to develop where the boundaries of relationship shift 

by context.  

Identity issues and crime – one challenge 
 

Identity development has shown itself to be a global issue for children of migrants (Ioane, 

Lambie, & Percival, 2013). The results of identity search can impact negatively on young 

people and researchers have shown links between minority groups, identity, and crime (Seidler 

& Ebrary, 2010; Ioane, Lambie, & Percival, 2013; Manuela & Sibley, 2014. A possible 

explanation as to why people from minority groups are involved with crime and violence could 

be that a drift towards crime is a result of the challenge and search for identity (Mullins, 2006). 

For example, when offenders feel that their identity is being questioned, they can retaliate 

negatively (Seidler & Ebrary, 2010). This suggests the value identity has to a person. Often 

young peoples’ peers have a significant input on their actions and behaviours. Nakhid, et al, 

(2009) found that Pacific youth identify with their close friends in ways which are of equal 

importance as identification with family. When peers’ influences are negative this can project 
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and promote damaging behaviour on the self, community and society (Ioane, Lambie, & 

Percival, 2013). This possibility again emphasizing the need for Pacific leaders to intervene in 

Pacific young peoples’ lives and assist them in navigating their way through society and 

education through developing a strong, stable and positive identity. 

Education issues for Pacific peoples 
 

It is important to consider New Zealand-born Pacific peoples identity contextually because in 

different spaces this has been questioned and debated. One of those spaces is education which 

has the power to affirm an individual’s identity or devalue it.  Unfortunately, the picture painted 

for Pacific education is not ideal. Pacific education often elicits ideas of low-achievers, low 

socio-economic status, and poor health, mental and physical (Mila-Schaaf, 2011). Such issues 

have been identified as key influencers to Pacific student’s educational achievement.  

One main measure of achievement in New Zealand is the National Certificate of Educational 

Achievement (NCEA). As a qualification, NCEA is offered to students in their last three years 

of high school. Each subject offers credits contingent on assessment. In the final year of NCEA 

there is additional award, University Entrance (UE). Students must also attain certain levels of 

credit in a limited range of subjects to enter university in New Zealand. Unfortunately, Pacific 

students have the lowest achievement rates for NCEA and UE (New Zealand Qualifications 

Authority, 2014). 

Pacific peoples’ achievement result in education has slowly improved in the past ten years, but 

there is still room for improvements in comparison to other ethnic groups such as New Zealand-

European. NCEA statistics show that the number of Pacific peoples gaining NCEA 

qualifications and tertiary degrees have grown and continues to grow, but they are still behind 

their New Zealand-European and Asian peers (New Zealand Qualifications Authority, 2014). 

As mentioned above there are many contributing factors these types of results. 

 Achievement rates for Pacific peoples in tertiary education follow trends for those of Pacific 

secondary students (Ministry of Education, 2005). The reasons for educational challenges at 

the tertiary level have been investigated by research.  This indicates that students who come 

from schools with a high Pacific population could experience culture shock, feel they do not 

belong and are marginalised by unfamiliarity (Nakhid, 2011). A qualitative study conducted 

by Davison – Toumu’a and Dunbar (2009) found that there are many limitations for Pacific 

tertiary students.  Responsibilities affects these students most: supporting their family by 
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helping to earn money; the time they must divide amongst work, university, friends, family and 

other priorities; and sharing physical space needed for their studies. Space and money, for 

instance, that can be taken for granted by many other peers. Most students do not share the 

same responsibilities.  

A particular barrier some Pacific students face is their family’s financial circumstances. Pacific 

students are expected to assist their family financially, which takes time away from their 

university studies. What is unique about the Pacific students is that they are closely connected 

to their family community and their family role requires specific tasks and expectations to be 

completed to the best of their ability. Therefore, this balancing act reveals a strength of these 

students as home requirements need to successfully incorporated into university studies 

(Davison – Toumu’a and Dunbar, 2009).  

However, schooling achievement is not the only portrayal of Pacific people’s knowledge. In 

research, Pacific peoples have expressed that responsibilities outside of education take higher 

priority, such as working to support the family. A very early study by Anae (2002) supports 

this idea. In the words of one participant, “My brother’s room is in the lounge, and the TV’s 

on, and my family came over in the evening, and so I have nowhere to go” (Anae, 2002, p. 67). 

Space and time for study does not always fit well into family life.  

As indicated by literature, the responsibilities and challenges that Pacific are extensive. 

Education is usually important to students and their families but if their time is pulled in 

different directions it might appear to others that Pacific people do not value education.  

Davidson-Toumu’a and Dunbar (2009) discuss factors which constitute as barriers in achieving 

academic success. They found that the concept of time and time management can differ 

between the Pacific students and those from other ethnic groups, especially important where 

lecturers express “…concern for students’ apparent lack of regard for the conventions 

associated with time keeping” (Davidson-Toumu’a & Dunbar, 2009, p. 75). This reveals 

differences in paradigm regarding time. An outsider perspective such as this shows a different 

story from students’ ideas. A ‘lack’ of time can be associated with leaving things ‘until the last 

minute’. One student explained that there was “never enough time” (Davidson- Toumu’a & 

Dunbar, 2009, p. 76), and that the roles in which the students have in their family take first 

priority.  

Differences such as the way time is understood reveal the need for cultural awareness. Hynds 

and MacDonald’s (2009) study of New Zealand educators ranging from primary to tertiary 
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education used interviews and questionnaires to find that the most effective educators are those 

who promote learning for all students taking into consideration the ethnic differences, 

background and beliefs, excluding no one. In tertiary education, this practice is less common 

than in high school because of the masses of students and the ‘one way’ everyone is taught by 

the lecturer. Mass education and historical practices do not suit everyone. Cultural awareness 

in relation to time is important, for instance, in understanding questions which have been set. 

Where something can be interpreted and understood in different ways, time may be required 

by some to gain appreciation of what is being asked.  

Academic staff at universities who are not of Pacific Island ethnicity may not understand the 

challenges Pacific students face on a day to day basis (Nakhid, 2011).  Accordingly, they may 

form negative assumptions about Pacific peoples based on their understanding of their 

experiences. To improve this, educators should be understanding that their students have a life 

outside of their institution. Pacific students, however, must make others aware of their 

challenges (Davidson-Toumu’a & Dunbar, 2009).  

Factors such as conflicts between values systems over concepts such as time contribute to the 

student’s perception of self, both inside and outside of university and to how this defines them 

as a person through the formation of identity. Many students struggle with identity within 

tertiary education and this has been identified as a barrier which many Pacific students 

encounter. Nakhid’s (2011) study of Pacific students in tertiary education found that they often 

felt marginalised and out of place. This issue has been examined elsewhere: 

I poked my head into the classroom and when I see that I’m the only brown face there 

I turn around and walk out. And it’s that sense of, it’s daunting enough being in a huge 

institution like this and being a Pacific student, and then going into a classroom in 

which you have to go in day in day out for the rest of your course, and finding that 

you are the only person in there. (Davidson-Toumu’a & Dunbar, 2009, p. 68) 

Such comments reveals the unease produced by a new learning environment and unfamiliar 

faces. Additionally, students have expressed a lack of engagement with lecturers and also issues 

understanding academic work. Although the students are attending lecturers and tutorials they 

described themselves as “being a foreigner or alien” (Davidson-Toumu’a & Dunbar, 2009, p. 

68). Nakhid (2011) says that for success, tertiary institutions must support Pacific students and 

their identity, displaying appreciation and importance. One way is to acknowledge students’ 
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unique heritages and identities which will further encourage positive attitudes towards 

attendance and tertiary education as whole.  

Within the education spaces, particularly in secondary and tertiary sectors, Pacific peoples’ 

identities are being questioned most by others, such by friends. This makes students feel 

insecure and uncertain about themselves, particularly when they are trying to succeed in a 

culture that has different values and beliefs to their home life. Equity is an often-used word, 

but Nakhid (2011) found a lack of awareness among tertiary staff regarding what equity is, and 

what it might means to marginalise groups, including Pacific peoples. The understanding of 

equity many staff used involved people having the same opportunity as everyone else. This is 

equality rather than equity, and erases factors of access such as those discussed above.   Nakhid 

(2011) further states that in the dominant western culture in which students are studying, the 

separation between fair and equal has become blurred. This can be overcome when student’s 

identities and differences are acknowledged in the classroom, and everyone is respected.  

Leadership is important to bring to fruition changes such as this, especially to communicate 

the issues involved to those who can action them.  

Leaders and role models in education for young Pacific peoples are needed now to support 

students to navigate the spaces of family, education, work, and play. Young Pacific leaders are 

the individuals most likely to help young Pacific peoples because they have similar lived 

experiences. They are also those who can represent their community to others. 

The need for Pacific leadership by Young Pacific Peoples 
 

The issues and concerns raised in this chapter indicate that there is a need for young Pacific 

peoples to take the reins of Pacific leadership.  This is evident through the challenges in the 

lives of Pacific people in New Zealand discussed above, such as levels of educational 

achievement, the ceasing population, the increasing percentages of New Zealand-born and the 

way these issues affect identity. Where Pacific people have a secure identity, their actions are 

likely to be more confident and positive. The reverse is true. Research has taken two views of 

identity formation. Young Pacific peoples have the talent and skills to be of influence on others 

within their own contexts.   

 

As discussed, Tupuola’s (2004) research takes a potentially positive view of the way Pacific 

people can hold their identity. She shows the ways that Pacific people born in New Zealand 
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can navigate themselves through two cultures and how Pacific youth identify themselves as 

Pacific but also as global people. However, negative statistics question the actualisation of this 

potential. These indicate that at-risk Pacific/non-Pacific groups may increase dramatically in 

future generations (upwards of 3.3% of the population by 2026). Programmes which might 

contribute to Pacific identity and therefore leadership exist. If these programs support identity 

by challenging the validity of negative stereotypes expressed toward Pacific peoples by others 

in New Zealand society (Manuela and Sibley, 2014), benefit may arise. 

Significance of the study 
 

All in all, I can see my former self in the research, because I can identify with the challenges 

discussed above as a New Zealand-born Samoan. Before I had learned to accept myself, my 

differences, and similarities with other, I struggled with who I was, where I belonged and what 

I was going to do. I have many Pacific friends who identify with the challenges I faced. It is 

from this base that I explore modern day understanding of Pacific leadership from the 

perspective of young Pacific peoples in New Zealand.  

Summary  
 

This chapter has provided a background from which research can proceed. It has touched on 

the issues of identity and the need for young leaders within the Pacific communities. The 

following chapter turns to a review of the literature to refine the research focus.  
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CHAPTER 3 

LITERATURE REVIEW 
 

This thesis addresses the issue of the understanding of leadership held by young Pacific peoples 

in educational settings. The literature relevant to this field reiterates identity as significant for 

peoples understanding of leadership. Identity is made especially relevant to this study as it 

focuses on people of a diaspora. The review begins with identifying different concepts of 

leadership, viewing European concepts and Pacific concepts. Secondly, how leadership has 

been applied in different contexts will be reviewed, followed by a discussion of leadership 

development. Literature regarding mentoring as a form of leadership will also be reviewed as 

a tool to develop leaders.  

The concept of leadership 
 

Important to note is that there is no shared definition of leadership, and it appears different in 

various settings. (Batmanglich, 2015). In order to truly understand a concept, returning to the 

root is important. In leadership this involves leadership experiences, gender roles, and status 

positions. To grasp an understanding historical understandings of leadership in the West, early 

European-based accounts of leadership and leaders will be traced back to the Greek philosophy. 

This is relevant for Pacific leadership because Pacific people live in New Zealand in a European 

culture with connections to the ancient Greek.  

Plato 

Raybum (2010) says that early definitions of leadership tend to focus on positions of power 

and status as a right to lead. One of the most influential Greek philosophers on leadership was 

Plato. Plato’s ideas of leadership encompassed an ideal society that consisted of individuals 

fitting into one of three distinct components: the appetitive, the spirited, and the rational 

(Cawthon, 2002). For Plato’s ideal society to run efficiently it should contain these three 

components. Cawthon, (2002) further explains: 
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appetitive [are] those whose lives are driven by passion rather than reason; the 

spirited those who would courageously protect us from our enemies; the rational 

those able to distinguish between shadow and light (p. 8)  

Plato did not believe that leadership was hereditary, rather if was bestowed or a talent of an 

individual and their “souls must be examined” to identify that they are suitable for leadership 

(Cawthon, 2002, p.9). Position in society is predetermined and exposed when one is examined 

by those in the rational group. Plato emphasised that leaders must lead as it is their right and 

duty.  Plato’s idea of leadership is not exclusive in relation to status or class, yet it is exclusive 

to a small group of peoples, those who have been bestowed the spirit of leadership. 

Batmanglich (2015) believes that such philosophical beliefs about leadership are still engraved 

in peoples understanding.  

Aristotle 

Greek philosopher Aristotle who was Plato’s successor. He went one step further with his 

definition of leadership. He believed that from birth leaders were made, and made to rule. 

Similarly, because there was a distinct differentiation at birth, only the rich, and primarily male 

would lead (Cawthon, 20020; Evans, 2010). Aristotle’s definition is more precise than Plato’s, 

defining those who should lead and those who should not. Division by social class had a very 

influential role in his way of thinking.  

One of the distinct ideas of leadership from Aristotle, was birth right. For example, the 

circumstance and the social class a person was born into would determine where they would 

stay in the social hierarchy. If born to a slave one became a slave as would one’s children, 

because “they lacked the time necessary for the leisurely contemplation of the ‘ultimate good’” 

(Cawthon, 2002, p. 19). This type of leadership unlike Plato’s produced more inequality 

because it is hereditary. This factor affected the relationship between the leaders and those 

being lead intergenerationally. 

Greek leadership in the modern world  

Raybum (2010) suggests that such definitions of leadership suggests that leadership consists 

of exploiting others and abusing the power given: that such beliefs must be resisted in modern 

times as they are not beneficial to the masses. Batmanglich (2015), however, suggests that such 

foundational beliefs about leadership are still held and unconsciously accepted by the masses 

in Western society. The differences between past and present times are mostly new titles that 

have a “modern spin” (Batmanglich, 2015, p.8). An example of this belief is when individuals 
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think they are not good enough for a job or capable to pursue higher education because of 

previous educational assessments. Other beliefs which include male-led leadership, the right to 

lead because of heirs, and clans based leadership come from the same roots. These beliefs are 

visible in Western practice and may be an influencing component for young Pacific peoples 

and how they interpret and understand leadership in diasporic situations. 

Leadership and Pacific cultures 
 

Interestingly, the chief system that exists in many Pacific cultures has beliefs that are very 

similar to that of Plato’s traditional leadership beliefs. An example of this from America Samoa 

is a well-known song with the lyrics “God selected Samoa to be ruled by chiefs” (Thompson, 

2004, p.30). This indicates that only a select few should rule over Samoa because of their ties, 

and idea which directly links back to Plato’s idea of leadership. Such thinking has been 

evidenced by other researchers who show that those who hail from chiefly families are believed 

to have inherited power directly from the divine (Sahlins, 1958; Goldman, 1970). In Polynesia, 

where the chiefly system is more commonly used, and Melanesia, where the big men system 

is used, practice often refers to masculine power and ideas of leadership (Taylor, 2008). These 

ideas are still relevant today with these communities, who reproduce these ideas and social 

norms. For instance, in the Pacific most of the nations’ heads of state, Prime Ministers and 

royalty are men. This may be because such beliefs of leadership being the role of men are 

deeply ingrained in the cultures.    

 The chief position in Pacific society implies that certain individuals and families have higher 

value because of their associations or family name, as Goldman (1970) indicates:  

The junior lines received only the weaker impulses, and therefore less honour, 

eventually distancing authentic the members of this junior line further away 

from more powerful lines of leadership and authority succession (p.418)  

Hence, the closer family tie or association one had to the chief’s family, the more power or 

influence one has. Even more important were the chiefs themselves. This system ensured that 

only a certain group of peoples were chiefs or leaders within these communities. Alongside the 

chiefly system, many Pacific cultures are strong in their beliefs concerning spiritual life and 

higher powers (Bodley, 2011; Donner, 2007). For example, the American Samoan Government 

Seal proclaims “Samoa Muamua Le Atua” meaning “God First” (Thompson, 2004, p.31). This 

encompasses the idea that God or gods and associated religions have a very important role in 
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defining people’s ties to the land and to one another. America Samoa is not the only Pacific 

nation to have an outspoken faith. Other countries also have popular sayings, songs, symbols 

and myths that often refer to gods in ways which shape ideas of leadership (Thompson, 2004; 

Bodley, 2011).  

Tradition and culture are important.  Thompson (2004) explains that there are no laws in the 

context of the Samoan culture.  However, village peoples respect and abide by the decisions of 

the ‘Village Council of Chiefs’ (Thompson, 2004, p.32). That is, these councils lead them. This 

implies that religious and cultural beliefs are strongly integrated in the culture to the extent of 

reducing law to irrelevance. When discussing culture or religion, in either context the other 

cannot be ignored. The village chiefs must first approve a notion such as a matai/chief title 

before any other procedures are taken. These individuals are expected to be a member of a local 

church and have gifts on hand for the local reverend who has been praying for them during this 

process. This provides insight into how important religion is and the strong relationship it can 

have with leadership and local politics, for example the village chiefs. At the same time it 

indicates that there is a strongly hierarchical leadership system within societies that use the 

chiefly system, and emphasises that leadership is only for a certain group of people. Many 

Pacific cultures have processes or rituals that one must undergo to become a leader (Thompson, 

2004; Bodley, 2011). One example is the Samoan culture’s matai system where the individual 

and their family must provide gifts and monetary items, and the individual is also expected to 

participate in the ceremony. This role is both social and spiritual.  

Having examined two different models of leaders and leadership, early philosophies and 

Pacific cultural traditions, it is important to see how these operate in different contexts, either 

together, or in tension. Various styles and understandings of leadership overlapping in various 

contexts will now be investigated.  

Different forms of leadership  
 

Servant Leadership  

Servant leadership was bought to the forefront of academia by Robert Greenleaf in 1970s. 

Greenleaf who has worked in the corporate world realised the leadership style that was in place 

was not producing the best results for the company to grow (Mertel & Brill, 2015). He then 

went on to research what is now known as servant leadership. Servant leadership is focused on 

the fostering the people under one’s care, thus a leader being a servant first. Individuals do not 
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set out to become a leader, but because of the nature of wanting to provide and take care of 

people, they become a servant leader. Servant leadership is putting others’ needs first (Sanga 

and Walker, 2005). One is first the servant and then becomes a leader. Servant leadership 

emphasises being a good steward of the people in one’s care. Importance is place on this 

because people are the most vital resource within any business, school or church, and the role 

for the leader is to nurture these relationships and build up the community (Gotsis, & Grimani, 

2016; Panaccio, Henderson, Liden, Wayne, & Cao, 2015; Sanga & Walker, 2005). Servant 

leadership is different from the models discussed above because it develops and is not given.  

It can lead to the assumption of leadership by those who have no position, and those who are 

not nominated by others.  

Transpersonal leadership  

This style of leadership is a personal perspective of what happens to the individual’s internal 

values and beliefs (Bynum, 2010). Transpersonal leadership was derived from transpersonal 

psychology and is about going beyond oneself, extending past the ego and personality (Plaister-

Ten, p.3).  Transpersonal leaders are always growing and learning to better themselves. Their 

characteristics include “(a) authentic, ethical, and emotionally intelligent behaviours into the 

DNA of the organisation; (b) build[ing] strong, collaborative relationships; (c) creat[ing] 

performance enhancing culture that is ethical, caring and sustainable” (Plaister-Ten, p. 1). 

Transpersonal leaders desire to not only improve their life and situation but also their 

environment and those around them. The result of this when done successfully, such as in an 

organisational setting, can show in employees’ productivity in the workplace where they feel 

an increased sense of belonging.  This kind of leadership focusses on the self, but can have 

social consequences.   

Transactional leadership 

Another style of leadership is transactional. Bennis and Nanus (1985) describe transactional 

leadership as an exchange between the leader and the followers based on the idea that they 

need each other to survive. The style can often be found in organisations, where the leaders set 

a goal and require their team to reach it (Tavanti, 2008). For example, leaders can often use 

incentives such as promotions and bonuses to appeal to a team (Jones, 2008).  Although 

followers may comply and achieve the set goals, a lack of enthusiasm and commitment to set 

tasks can exist (Zagorsek, et al., 2009). Transactional leadership is hierarchical, like the Greek 

and some Polynesian forms, focused on instruction coming from the top down although in 

some cases it may work to achieve social results. However, for Pacific peoples this style of 
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leadership is less appealing because it is concentrates on one person giving instruction to 

achieve their set goal and is less interested in the people who are doing the work than other 

forms., For this reason, it is not an ideal leadership style for Pacific peoples.  

Transformational leadership  

Transformational leadership takes a holistic approach to form leaders. It sees that is not only 

the desires and plans that transform peoples and society, but action and behaviours. Covey 

(2007) states that a transformational leader’s desire is to influence and help as many peoples 

as they can through honest and good works. They are aware of their life being an example for 

others.  

Young Pacific peoples have spoken about their views of leadership and what it looks-like. For 

example, Raybum (2010) stated that transformational leadership manifests itself through:  

Vision, embracing the values and concerns of diversity, and promoting social 

justice goals. With a growing emphasise on multiculturalism, global citizenry, 

diversity, and multiple perspectives, effective leadership is increasingly viewed 

as inclusive, empowering, collaborative, and authentic. (Raybum, 2010, p. 253)  

This description a of leadership can be operationalised anywhere at any time, and individuals 

do not have to be from a certain family lineage nor in a position of power to lead, rather they 

must have the desire to empower others to achieve and reach their full potential (Raybum, 

2010).  

 Howell and Costley (2006) state that “leadership is a process” where an individual can 

influence a group of peoples to achieve a common goal for the benefit of all (Howell & Costley, 

2006, p.4). Sparrow (2012) discusses “a senior leader who directly manages senior peoples 

[…] has a role to inspire them and ascertain what they also stand for as leaders” (Sparrow, 

2012, p.157). This suggests that leaders are influencers who have an important part in how 

teams work together to achieve a common goal, and emphasises that a person or peoples must 

pave the way for others to follow. Likewise, Raivoka (2012) explains that leadership is about 

the ordinary person choosing to make a difference in by producing “inspirational moments 

experienced with and shared by ordinary peoples” (p.70). An example is a coach motivating 

and sports team or a teacher supporting their students.   

Transformational leaders have four distinct behaviours: idealised influence (behaviours and 

attributes), inspirational motivation, intellectual stimulation, and individualised consideration 
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as shown in a study by Bass, Avolio, Jung, Berson and Zedeck (2003). This reveals that the 

leaders themselves find motivation and inspiration in helping other because they can identify 

and empathise with the individual or group of peoples they are working with.   

Transformational leadership emphasise that one needs a support network that can motivate and 

encourage the individual when faced with challenges and difficulties. This support network can 

also provide advice, inspiration, and vision (Sparrow, 2012).  

From a Pacific point of view, these styles of leadership will look different when compared to 

a Western point of view. For example, how the leadership styles are interpreted will be 

different. A transpersonal leader is more self-focused and this can be viewed as an independent 

style. However, transformational leadership aligns itself much more closely with Pacific values 

and beliefs. It is focused on improving relationships between individuals. Similarly, 

transactional leadership is also relationship focused and works as a reciprocal leadership style, 

traits valued in the Pacific more than in some Western thinking.  

Leadership development  
 

For models where leadership is not a given but is developed, it is important to examine the 

spaces and circumstances involved. Leadership development takes place in many different 

contexts depending on what the need is within a community, or business (Wheeler & Edlebeck, 

2006). Different approaches can be seen through varying leadership development strategies 

that include retreats and seminars to develop leaders (Klau, 2006).   

The importance of definitions emerges from a case study of three different youth leadership 

development programs by Klau (2006) who explores the concept and understanding of 

leadership across contexts in the United States of America. The first case study was National 

Leadership Conference (NLC). This leadership training expands over the course of four days. 

To attend the conference, youth were selected from their state by submitting an essay or being 

referred by an adult. This selection progress limits youth leadership development, as Klau 

(2006) highlights. NCL development and pedagogy has a strong emphasis on authority and 

adult leadership by providing lectures and panel question-and-answers. Similarly, the second 

case study, Jewish Leadership Organisation (JLO) ,was of a four day course. This annual youth 

leadership conference is open to all Jewish people who apply and pay registration. It focuses 

on lectures from well-renowned Jewish leaders with the afternoons spent volunteering in the 

community, such as at homeless shelters. After the intense four-day training, students are 
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expected to return home and execute the skills learned in their own community project. The 

third case study was of the Institute for Justice and Leadership, open to all interested youth. 

This training is focused on group discussion and scenarios, evaluating how people would react 

to certain situation and encounters.  

Klau (2006) suggested improvements that could be made in the programs to release the full 

potential of enrolled young people. The key concern was that all three programs did not have 

a clearly defined idea of leadership, and when staff was asked they would recite the mission 

statement as an inaccurate proxy. Klau (2006) found this to be an instrumental omission during 

the programs, a cause of frustration and confusion amongst the team.  

Wheeler and Edlebeck (2006) suggest that youth leadership programs that achieve significant 

outcomes instil four strategies for success: they “build young people’s connections to their own 

identity, culture, and community; recognise that young people are assets to and experts about 

their own communities; engage young people as community leaders on issues that matter to 

them; [and] create development opportunities that are sustained and supported over time” (p. 

89). Each of Klau’s (2006) programs instilled at least one of these four qualities. All three 

programs were doing good work in developing young people, but to excel further these four 

strategies could be taken into consideration as in addition to a sharper definition of leadership. 

From a Pacific point of view these leadership development programs have strengths and 

weaknesses. A clear definition of leadership as a starting point for negotiation was a good idea 

given the variation in understandings of leadership demonstrated across cultures.  Similarly, 

opportunities for contribution and voice are helpful in dialogic societies which has positional 

leadership, as these strategies create new spaces for those, such as Pacific young peoples who 

would normally be excluded on age grounds, gender and social class or status. This opens the 

space for mentoring across a broad spectrum.  

Mentoring  
 

For the purposes of my study, I have also included mentoring as a component of leadership as 

mentoring is a natural process of developing people. The term mentor can be traced back to 

Greek philosophy. When Telemachus, son of King Odysseus, came of age, he went in search 

for his father who had been missing for 10 years after a war. On his journey to find his father, 

the Goddess of war, Athena, becomes Telemachus’ mentor on his search (Shea, & Ebrary, 

2002). It is believed from this, the term ‘mentor’ developed. It means to relate to someone who 
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is trustworthy, older, wiser, who will provide guidance (Shea & Ebrary, 2002). A mentor’s 

lived experience is the main point of reference for their mentee, who more than often than not 

will be paving a similar path in their own life (Shea & Ebrary, 2002; Lakind, Atkins, & Eddy, 

2015). This explanation indicates that mentors are those who have knowledge in certain areas 

because they have experienced this, making them qualified to mentor in the eyes of the mentee. 

Mentoring can take place in varied contexts, such as a sports coach who is trusted by their team 

because they are knowledgeable or have sporting expertise or a teacher with a special 

responsibility for a student. 

Mentoring can be versatile. Alongside the one-on-one sessions, it can also be used for a small 

or large group of people. Results can be very different in groups because the process may be 

less personal than one-on-one mentoring as the mentor tries to appeal to all the individuals in 

the group together (Lakind, Atkins, & Eddy, 2015).  It can take place in any situation from 

formal and informal settings, from childhood to adulthood. “[M]entoring is a fundamental form 

of human development where one person invests time, energy, and personal know-how 

assisting the growth and ability of another person” (Viator, Dalton, & Harp, 2012, p. 3). This 

suggests that mentors can have an impactful influence on individuals. In the case of students 

from minority groups, mentoring can involve a senior student assisting a junior student. In this 

case these senior student mentors are leaders. In educational contexts mentors nurture the 

intellectual development of their mentee (Darwin and Palmer, 2009). Mila-Schaaf and 

Robinson’s (2010) research on Pacific students in tertiary education showed how following the 

footsteps of other Pacific students who have achieved high academic success can help newer 

students navigate their academic journey. This influence proved to be effective because junior 

students transitioned into senior students’ roles and continued the process.  

Mentoring minority groups  

Kensington-Miller and Ratima’s (2015) study proposed a mentoring model for tertiary 

indigenous staff in New Zealand, with results which are relevant for other minority groups in 

tertiary education. When individuals’ cultural frameworks were valued within the tertiary 

institution, they were more likely to stay enrolled. Thomas (2001) states that mentoring 

minority groups should be different from employing “white protégés”. This suggests that the 

approaches of mentoring must cater to the needs to each group; there is no standard system that 

will work for all. In all work, but especially in cross-cultural contexts, mentors must be aware 

of any biases they may have that may prevent the mentee from succeeding. When self-

reflection is done and biased views, conscience or sub-conscience are brought to the surface, 



28 
 

the mentor and mentee relationship can move forward in positive light (Kensington-Miller and 

Ratima, 2015; Thomas, 2001).  Bringing together mentees from minority groups to create a 

community that supports one another can help with academic achievement (Viator, Dalton, & 

Harp, 2012).  

Lande’s (2010) research focused on developing tips for mentoring students from diverse 

backgrounds going into professional work. They suggested mentoring covering at least one of 

the three following criteria: “(1) a wise and trusted counsellor or teacher, (2) an influential 

senior sponsor or supporter, (3) to act as a mentor” (Lande, 2010, p. 11). The implications the 

two definitions give are that there is a mentor and mentee relationship, one that is different to 

a role model. For example, the mentor and mentee are known to one another and build a rapport. 

Jayne’s (2003) study of coaching and mentoring agrees with Lande (2010) about the 

importance of trust between mentor and mentee. When these relationships have a strong sense 

of trust the mentor can provide honest feedback and act as an objective sounding board for 

ideas (Jayne, 2003).  Therefore, the mentor provides feedback and advice in the area their 

mentee needs, and this is a differentiating factor between a role model and mentor. Closeness 

between those involved is likely to be important in Pacific leadership development because of 

cultural expectations and because of the demands of diasporic contexts. 

Research (Lande, 2010; Jayne, 2003; Greenleaf & Spears, 1998) has emphasised that mentors 

are an essential part of life, especially in education. A mentor provides a support system that 

individuals may not receive at home, particularly relevant in inter-cultural contexts.  

Individuals grow in social settings and attitudes as mentioned earlier and young peoples need 

positive influences present in their lives at a young age. The challenge within minority groups 

is the lack of mentors, specifically mentors who are from similar background. 

The benefits of mentoring improve various aspects of individual’s lives. The effects can 

interweave into more than one area of life. For instance, academic mentoring can improve 

achievement measured as levels and grades but can also show improved self-esteem and 

communication skills (Boyle, Kwon, Ross & Simpson, 2010). The relationship between a 

mentor and mentee is intimate because of the nature of the position of mentor. One cannot be 

mentored if there is no mentor and vice versa; the relationship is inter-dependant. For these 

reasons, mentoring is likely to be a significant strategy for developing leadership in Pacific 

peoples.  
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Role Models 
 

Role modelling is a further way of demonstrating and potentially developing leadership. Role 

models differ from mentors in that the relationship between the model and their audience is 

less intimate than in mentoring.  To understand the role and influence of a role model 

understanding the characteristics and functions is important. One study that looked at 

entrepreneurship and role modelling (Bosma, Hessels, Schutjens, Praag, & Verheul, 2011) 

found that there were two theoretical constructs to role models:  

(1) The concept of role and tendency of individuals to identify with other people 

(2) The concept of modelling, the psychological matching of cognitive skills and 

patterns of behaviour between a person and an observing individual (p. 10) 

These two constructs suggest that individuals are attracted to peoples who they can relate to by 

means such as their characteristics, background, ethnicity or behaviour. Essentially individuals 

view that person as something to aspire to, the role, and attributes they will imitate or learn 

from, the model. Therefore, the role model should be successful in the area that their target 

person aspires to, such that their life provides motivation and evidence that set goals are 

attainable, eventually enhancing the desire to try to achieve (Bosma, et al, 2011).  

In extreme cases, there may not be a personal relationship between an individual and their role 

model at all, for example if athletes or celebrities are involved. Where there is no personal 

relationship a model’s life can be something the individual aspires to. This implies that the 

influence of a role model can only go to a certain point because there is no contact or feedback 

provided to the individual. Thus, a key difference between role models and mentors is revealed. 

Discussions with Pacific student about their fellows’ success in academia can have positive 

impact in the context of role modelling. Often negative statistics are mentioned and discussed 

as if they predict the future, yet the many individuals who have successfully navigated their 

way through the education system can be forgotten (Berggen & Wray, 2002). Berggen and 

Wray (2002) found that individuals from a minority groups who have done well indicate that 

solutions are already within the communities.  The challenge is identifying key attitudes and 

behaviours which lead to a role model’s success and reproducing them in various contexts and 

in other people as a result of example.  
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Questions of identity – a challenge for leaders 
 

One area where Pacific leaders can help younger generations of Pacific peoples is in navigating 

the complexities of identity. As discussed above, identity for New Zealand-born Pacific 

peoples can be a challenge. Grappling between sense of home as the motherland where their 

family ties originate from and their place in the country they are born in, New Zealand, can be 

difficult. The identity challenges that Pacific peoples face will continue to be echo across 

generations as the Pacific population continues to increase. This section of the literature focuses 

on identity and explains how this complex topic affects New Zealand-born Pacific peoples.  

New Zealand-born Pacific/Pacific youth and Identity   

New Zealand-born is a common term used to describe peoples from ethnic backgrounds born 

away from their parent’s home country (Macpherson, 2001). The term New Zealand-born aims 

to encompass many different experiences that such people encounter, such as interactions on 

the playground, in the classroom or at the workplace. Chapter 1 discussed the issue that New 

Zealand-born Pacific peoples may not find their parents Pacific heritage and cultural practices 

as being of the greatest important in their lives. The most significant reference point may be 

the culture they are born and raised in (Teaiwa & Mallon, 2005). An example could be parents 

only allowing their mother tongue to be spoken in the home, but their child not valuing this 

because the language is not used outside of the family group. Environment can influence values 

and beliefs; the importance of identifying with peers can be more important than one’s parents’ 

culture. New Zealand-born Pacific peoples will also be different from an individual raised in a 

Pacific nation. Pacific peoples’ identities are not static and continue to be constructed and 

reconstructed depending on their surrounding context (Anae et al, 2001).  

As discussed in Chapter 2, the expansion of numbers of Pacific peoples living in New Zealand 

from the early 1960’s has resulted in Pacific people being more visible in New Zealand society. 

At the time of writing, the number of New Zealand-born young Pacific people has increased, 

and the Pacific population average has fallen to twenty-five years old or younger.  The Ministry 

of Pacific People (MPP, 2013) found that number of Pacific young peoples under the age of 

twenty-five outweighs other ethnics groups including the New Zealand-European adult 

population (MPP, 2013).   This suggests that Pacific peoples will be significant contributors 

and influencers in the wider New Zealand communities in years to come. Therefore, 

understanding New Zealand-born Pacific peoples and the challenges they face from childhood 

into adulthood is a significant aspect of planning for the future of New Zealand society (MPP, 
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2013).  Given the importance of education, it is worth reviewing the literature about Pacific 

young people’s identity in this context. 

Identity in school 

As has been discussed, identity can be constructed and reconstructed continually and there are 

many influences to how this can happen. Santrock’s (2011) research has focused specifically 

on social identity or social identification such as how society helps to shape one’s identity. In 

the education setting, students try to navigate who they are within society and within school. 

Mullen, Robertson and Ebrary (2014) in a study about ‘Black’ and ‘White’ identity in school 

discussed the way children form identity in school and how this can reflect society’s culture. 

They show that many can have a role in this, including schools’ principals, stakeholders, and 

students.   Researchers (Santrock, 2011; Berry & Candis; Robertson & Ebrary, 2014) have also 

shown that the academic achievement and behaviour of children who come from minority 

groups, whether they be socio-economic or ethnicity, can improve when they can identify with 

the information provided in the classroom. An example of this is teachers using concepts that 

the children are familiar with. This acknowledgement of identity reveals to the students their 

value and importance in the classroom. Similarly, negative connotations and associations can 

have the opposite effect on students. This in turn can see them steer towards negative cultural 

aspects: teachers must be aware of their biases.     

Inputs from society such as media and friends can strongly influence who a young person 

believes themselves to be, and also the way they negotiate assimilation to the way they are 

portrayed (Mullen, Robertson and Ebrary, 2014). These influences can be both positive and 

negative. How individual handle and react to such pressures can vary. For example, a student 

could aim to prove incorrect negative influences such as stereotypes, or fall into the stereotype 

placed upon their ethnic group (Molix and Bettencourt, 2010; Syed, Azmitia and Cooper, 

2011).  

Despite every young person’s experience being unique, there is a common theme amongst New 

Zealand-born Pacific peoples who describe themselves as living in two worlds or edgewalking. 

New Zealand-born Pacific peoples have been described navigating their way through the 

metaphor of edgewalking. An edge walker is “resilient to cultural shifts and able to maintain 

continuity wherever he or she goes, walking the edge between… cultures in the same persona” 

(Krebs, 1999, p. 9). The literature is not extensive on this topic. However, research about other 

ethnic minorities who also face the challenge of identity in school is useful. African American 
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peoples who work with in dominantly American European environments, use a similar strategy 

to help them understand their experiences. Mullen et al., (2014) described this as switching 

codes or code-switching, and state that such students “switch codes among multiple identities 

ranging from White and Black to corporate and learner-centred” (Mullen et, al., 2014, p. 2). 

This reveals that these individuals can adapt to different environmental settings which can be 

difficult for them to interpret at times, sometimes behaving as two different people.  For 

example, language se changes when they switch codes, similar to balancing during 

edgewalking. Edgewalking can be viewed as a negative because the concept of edgewalking 

or code switching often discusses how individuals feel like they are living in two worlds, 

potentially torn.  However, fluency in switching or balancing is a strength (Mila-Schaaf, 2011).     

Coping Mechanisms  

Individuals handle challenges and difficulties differently depending on their environment, and 

past experience. In relations to edgewalking or switching codes, Molix and Bettencourt (2010) 

identified coping mechanisms that peoples from ethnic minority groups used to help manage 

negative stigmas with the following three findings: “(a) identifying with a different social 

group, (b) developing group pride (this will vary from group to group), (c) focusing on the 

distinctiveness of one’s group membership” (Molix and Bettencourt, 2010, p. 516). This 

indicates that individuals who experience edgewalking or code switching can either choose to 

strengthen their cultural identity and association, or chose to affiliate with another social or 

ethnic group. Furthermore, two of the three findings emphasised the importance of ethnic 

identity and its strengthening, such as by providing opportunities where individuals can easily 

express their ethnic identity as well as their wider national identity. However, the environment 

must actively work to construct positive associations with and for minority groups, actively 

cultivating and incorporating identity for especially in educational settings.   

Thus, research suggests that identity is important to New Zealand-born Pacific peoples, is 

shaped strongly by their peers’ influence in schools and can also contribute to achievement in 

the classroom. Identity is not simply something that is to be achieved or inherited. It can also 

be a way that one chooses to be recognised and associated.  

Summary  
 

There are many factors that can influence one’s understanding of leadership. This literature 

review has focused on various leadership philosophies and has suggested how these can 
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strongly influence beliefs about leadership.  The examination of leadership styles has shown 

that Pacific and Western understandings and approaches are different. Leadership styles are 

not bad in themselves. However, in a Pacific context some may not lead to the desired results, 

especially in education. The literature shown that identity is a challenge for young Pacific 

peoples born in New Zealand, which can influence other aspects of young Pacific peoples’ 

lives.  The relationship between identity and leadership can be a contributing factor to Pacific 

peoples’ success in education where the style, people involved and context all work in ways 

which Pacific young people understand.  
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CHAPTER 4 

METHODOLOGY  
 

This chapter is structured into three sections. The first section discusses the importance of 

theory. The second discusses methodology, and the third, methods. For this study, a Pacific 

method of knowledge seeking used to frame the data gathering process is Talanoa. This chapter 

explains why the chosen methodology and method is appropriate for this research. My position 

as researcher and how this influenced the data collection process is also explained. The 

procedures towards ethical approval are also explained.  

Theory in educational research  
 

Robert Slack (1996) suggests that “successful theorising is not measured by exact theoretical 

fit but by the ability to work with our always inadequate theories to help us move understanding 

‘a little further on down the road’” (Robert Slack, 1996, p.113). Theory is something that is 

always evolving, and is not static (Neuman, 2006). As an explanation of theory Neuman (2006) 

states: 

At their core, we use theories to organise and systemise our thinking and to deepen 

and extend understanding […] because theories also become a way to communicate 

effectively with one another (p. 57) 

Neuman suggests that theorising is always taking place whether no matter what the context and 

environment. He also implies that various types of theories act as a filter on how we are 

understanding information.  When it comes to discussing theory, many studies (Wright, 2007; 

Sikes, 2006; Rimoni 2016) refer to Suppes (1974), ‘The place of theory in Education Research’. 

Suppes identifies five key factors: argument by analogy, reorganisation of experience, 

complexity of issues, transformation of a situation and trivial empiricism. 

Suppes (1974) explains through the first factor, argument by analogy, that ideas are easier to 

understand when analogies and universal generalisations are used. Rimoni (2016) says that  

“this is the classical and standard notion of theory” (p.56).  The value of this kind of thought 

in research is to make analogous connections between the lives of individuals as described, for 

instance, in interviews, and more general areas of life. 
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Suppes’ (1974) second factor, reorganisation of experience, and fourth factor, transformation 

of a situation, are similar because they both challenge preconceived assumptions or ideas. 

Reorganisation of experience suggests how theory possesses the power to change one’s 

perception, and differentiate what is important from what is not. This implies that the way 

people interpret what happens to them is from past understandings, and new experience can 

change their thinking. This links to Suppes’ forth factor, transformation of a situation, because 

one can turn a negative experience to a positive experience by reconstructing ideas. Suppes 

(1974) emphasised that theory can be used as a tool for problem solving and “offers a 

continually developing perspective on life” (Rimoni, 2016, p. 57). This is important for 

research because theory is not fixed and continually evolving. New discoveries are always 

being made through researchers’ enquiries.   

Suppes’ third key factor is that theory takes us past the surface and helps us identify the 

complexity of issues (Rimoni, 2016). This factor shows that what appears to be a problem can 

be a result of a much deeper issue. Theory helps deep issues come to the surface for solutions 

to be produced. Ultimately, Suppes’ factors combine to suggest the importance of theory in 

educational research. They protect against trivial empiricism. Rimoni (2016) summarised: “if 

the data collected has no theoretical framework it leads nowhere” (p. 57). Theory helps to 

develop ideas and explains the data collected by researchers. It continues to construct and 

reconstruct preconceived ideas throughout the research process. 

The importance of theory in research is acknowledged by other researchers. Jan Wright’s 

(2007) study on the necessity of theory in research supports Suppes’ (1974) ideas, and agrees 

that theory provides guidance for policy and practice. Additionally, other scholars cited by 

Wright show similar beliefs about the importance of theory: “we need theories – in order words 

to plausible explanations for what’s going on – to live by…Theory is essential and inescapable” 

(Sikes, 2006 as cited in Wright, 2007, p. 8). This again suggests that theory exists in all 

circumstances. Therefore, it is evident that whether or not we chose to acknowledge theory in 

our everyday thoughts and research, it is always present. In educational research and following 

Neuman’s statement, the question is less what is the importance of theory in research, but rather 

how it is used and what type it is (Neuman, 2006). 

Suppes’ factors concerning why and how theory is important are very clear ways of 

understanding the foundational functions of theory in educational research. For my specific 

study, Suppes’ second and fourth factors are valuable for this research in trying to discover 
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young Pacific people and their understandings of leadership. This is because they involve 

reorganising ideas, useful for qualitative research, and transforming a situation, helpful where 

progress is desired.  

Paradigm  
 

An appropriate way to investigate an interpretive social world is qualitative research. An 

interpretive paradigm seeks to understand the lived experiences of people. It sees reality as 

“mind-dependant and socially constructed” (Chilisa, 2012, p. 32). In this study, a qualitative 

approach is used to discover how young Pacific people understand leadership. A qualitative 

approach is viable for this study because it seeks to understand individuals lived experiences 

through their stories (Lyn Richards & Janice M. Morse, 2013, p. 126). Qualitative research is 

a form of inquiry that tries to examine the world from the perspective of the people under study, 

not primarily from the perspective of the researcher (Connelly, 2007). Thus, a qualitative 

approach is the best fit when exploring individual’s thoughts, feelings and behaviours in their 

own words.  

Phenomenological approach 
 

People interpret the world as phenomena. Thompson and Walker (1998) discuss understanding 

a phenomenon by asking questions such as “what is going on here? How can I explain it? or to 

describe how people live or cope with particular experience?” (Thompson & Walker, 1998, p. 

66). Using phenomenology to investigate leadership is a suitable way to gather data for this 

research, as individuals’ testimonies allow for positional understanding. Moreover, 

phenomenology provides a platform for individuals and collectives to share their ideas and 

beliefs. Marriam (2002) adds that qualitative research, which includes phenomenology, allows 

individuals to construct their own world based on their interactions with others. This allows 

researchers to produce description of the phenomenon through interaction in research. 

Patton (1985) explains that qualitative research should interpret information provided by the 

participants in an honest form, understanding it through the uniqueness of the context and 

interactions that take place there. The approach does not attempt to predict what will take place 

in the future, rather, it is focussed on the present situation, searching for depth of understanding 

of phenomena and factors that influence them such as, “what their lives are like, what is going 

on for them, what their meanings are, what the world looks like in that particular setting” 
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(Patton, 1985, p. 1). This approach is important because it is a holistic view of the participant 

experiences.  

A phenomenological approach to ideas about leadership is relevant when trying to answer the 

question “what are young Pacific peoples’ understandings of leadership?”. This is because it is 

focused on understanding peoples’ experiences, such as young Pacific peoples, and looks at 

how these experiences influences their view on leadership.   

Methodology 
 

Methodology is “the overall approach to research linked to the paradigm or theoretical 

framework” (Mackenzie & Knipe, 2006, p. 198) being employed. A methodology stands 

between theory and methods, providing a framework for theorised action. Methodology 

embeds the research purpose in a philosophical position, ensuring appropriateness and 

relevance of methods, used for developing and understanding data. Before methods are 

considered, the methodology should be established. This can be achieved by reconsidering the 

research paradigm; interpretative, qualitative, and Pacific.  

 

Making the distinction between methodology and method is important for research. Linda 

Smith’s (1999) study about indigenous methodologies in New Zealand assists in making this 

distinction stating:  

A research methodology is a theory and analysis of how research does or should 

proceed…Methodology is important because it frames the questions being asked, 

determines the set of instruments and methods to be employed and shapes the analyses 

(1999:143) 

This shows that methodology builds from theory. Choosing a methodology shapes the 

information that will be gathered, such as what data should be included or excluded. This is 

highlights the role that methodology has and how it moulds the data. Talanoa was used as the 

methodology for this research because Talanoa produces data about phenomena which can be 

interpreted from a Pacific perspective. This allows that information to be analysed differently 

from a Western methodology, relationally, the phenomena at the core of the Talanoa 

methodology is the concept of Pacific leadership. 

Talanoa Methodology  

Talanoa methodology is based on Pacific values and is “…an activity used for creating and 

transferring knowledge” (Vaioleti, 2014, p. 192). It is an oral tradition with roots as deep as 
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classical Greek civilisation (Vaioleti, 2014). Talanoa is a combination of two words, firstly 

‘tala’ means to command, tell, relate, inform, and announce, while ‘noa’ is of no value, without 

thought or without exertion (Churchward, 1959, p. 379). The word Talanoa is used in more 

than one Pacific language and this meaning derives specifically from Tonga (Otunuku & Apos, 

2011). This methodology is suitable for this research because it functions from Pacific values 

and beliefs that empowers Pacific people’s voices as a participants and contributors to the 

research, valuing their inter-relatedness.   

Talanoa is suited to Pacific participants because the conversation can build a relationship or 

connections where participants feel safe to share their stories (Otunuku & Apo, 2011). The use 

of Talanoa to establish connections is a way of showing and building trust. Forming trust and 

confidence between the researcher and participant is vital because the information that 

participants are willing to share may not be shared with others in non-supportive circles 

(Otunuku & Apo, 2011; Farrelly & Nabobo-Baba, 2014). This implies that the researcher must 

be confident and understand how to enact Talanoa methodology, to understand how their 

participants can bring out underlying themes.  

Talanoa is an integral part of data collection in research with Pacific peoples. Rimoni’s (2016) 

study on Tama Samoa stories used Talanoa method to gather data. Rimoni (2016) explained 

that this methodology was appropriate for a Pacific researcher to obtain the data desired 

because Talanoa provides flexibility and understanding between the researcher and participant 

through a mutual understanding built on cultural beliefs and values. Manueli’s (2015) study of 

Pasifika tertiary students’ use of information and communication technologies used Talanoa 

becauss the protocols and understandings the Pacific researcher had were helpful when 

working with Pacific peoples. Wilson’s (2010) study on the perceptions of Samoan students, 

teachers, and parents on the place of the Samoan language in New Zealand found similar 

benefits of Talanoa. Wilson (2010) expressed that Talanoa enabled the accustomed fa’aaloalo 

(respect) to be shown to the participants, and for it to be reciprocated. This is essential in the 

Samoan culture. Manueli (2012) agreed and added that Talanoa is collaborative in nature, the 

researcher and participant are equally important.  

In summary, Talanoa as a methodology for researching Pacific matters uses Pacific values and 

beliefs to gather data. Talanoa is a methodology for involving Pacific peoples, where the “co-

construction of authentic, rich, contextual and inter-related knowledge” can take place 

(Vaioleti, 2006, p. 23) between researcher and participants. Talanoa creates a respectful place 
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for the participant to share their ideas in the knowledge that they will be respected, thus building 

rapport.  Talanoa has been increasingly used in research in New Zealand, and this study offers 

an opportunity to further the development and application of Talanoa in research supporting 

young Pacific people. 

Vā  
 

Talanoa is also a reciprocal exchange between the two parties, and the sharing that takes place 

between the two is based on that deep interpersonal and emotional relationship (Farrelly & 

Nabobo-Baba, 2014; Morrison et al, 2002). In Talanoa, the quality of the space between the 

two individuals is of great significance because it can direct how the individuals interact with 

one another and affect the depth of the conversation (Vaioleti, 2006). This space is often 

referred to as vaha’a (Tongan) or vā (Samoan) and translated as relationship, such as the vā 

between the researcher and participant.  

Wendt (1999) describes vā as as “the space between, the between-ness, not the empty space, 

not space that separates but the space that relates, that holds separate entities and things together 

in the Unity-that-is-All, the space that is context, giving meaning” (Wendt, 1999, p. 402). This 

suggests that researchers who use Talanoa and with Pacific people should be aware of the value 

and influence of vā because it is part of who they are as individuals. Acknowledging and 

displaying respect for this value can make the participants feel more inclined to share 

information.  

Teu le Vā 
 

Vā is emphasises the space between people that connects them through relatedness and 

commonality rather than separating them. Anae (2016) explains it as “…the social and sacred 

space that separates and yet unites in the context vā tapuia experienced in research 

relationship.” (Anae, 2016, page, 121). This shows that vā allows for knowledge exchange to 

help construct and reconstruct meanings about information as the space or relatedness between 

the people evolves. This evolution of this space or relatedness is referred to as teu le vā.      

Although relationship is often used as the English translation for the Tongan tauhi vaha’a/ vā, 

Poltorak (2007) suggests that it be viewed as relatedness, from one subject to another. 

Poltorak’s (2007) study on raising awareness of mental illness in Tonga acknowledges that 

such topics must be approached with respect for the people’s values and beliefs. Poltorak 
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(2007) learned how to approach this topic by exploring tauhi vaha’a. This is a value that 

operates in any context, formal settings such as weddings, birthdays, funerals, and informal 

settings with friends and family members. It maintains healthy relations.  

Teu le vā continues to add depth with the interactions between research and participant. It does 

this by acknowledging the space between two people, and explains that this must be looked 

after. The Samoan expression “teu le vā can be translated as cherish, nurse, care for the vā, the 

relationships” (Wendt, 1999, as cited in Polterak, 2007, p. 13). This emphasises that caring for 

the vā is a critical part of understanding and using Talanoa for data collection. The methodology 

goes beyond the surface of building rapport by producing and nurturing reciprocal 

relationships.  

Similarly, the Tongan concept of vaha’a is linked to caring. There are ways that researchers 

can teu le vā /tauh vaha’a between themselves and participants, such as dialogue (Anae, 2010). 

This includes the dialogue of the Talanoa. It shows that the researcher values the participant 

speaking freely about their experience and opinion without interruptions or showing bias 

towards certain opinions.  

Features of Talanoa  
 

Talanoa does not follow the strict protocols of other forms of data collection (Perrot, 2015). 

This can have an impact on duration: there is no set time. Talanoa has flexibility for the 

conversation to be free flowing which is a strength, although this can also be a downfall, and 

the research should be aware of this (Manueli, 2012). Perrot (2015) states that the researcher 

should keep in mind the time it will take for transcribing Talanoa if they are hours long.  

Talanoa allows participants to take the lead. They may interpret the information differently to 

what it was intended, and steer into another topic away from the research question (Manueli, 

2012). The researcher must be skilled enough to bring the conversation back on topic (Perrot, 

2015). Western methods often have a set agenda (Perrot, 2015) but Manueli (2012) showed 

that ensured that Talanoa can be used to full potential by providing the participants with 

briefing documents and questions to reflect on beforehand. This allows the participants to focus 

without restricting their contributions.  
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Appropriateness of Talanoa for this research 
 

As a Pacific young person myself, the relational aspect of Talanoa has advantages because I 

understand that the relationships are built on trust. Therefore, as the researcher I must facilitate 

this carefully because the participants are sharing some very personal stories.  

Talanoa is used for two main reasons. The topic of the research is trying to understand young 

Pacific people and their understanding of leadership. Using a qualitative approach and Talanoa 

methodology promotes storytelling and keeps autonomy in the hands of the participants, 

allowing for accurate, honest perceptions to come out. Furthermore, because this research is 

working with Pacific peoples, Talanoa is appropriate because it incorporates appropriate values 

and beliefs into the methodology. Additionally, as a Pacific researcher, vā is a familiar concept 

that has been observed and absorbed by me from a young age. This background knowledge is 

an advantage in Talanoa research to produce quality information. 

Methods 
 

Methods are the tools used when conducting research, for example how data is gathered and 

understood (Mackenzie & Knipe, 2006). The chosen method for research often aligns with the 

methodology framework. The methodology and method should fit for purpose, in this case to 

understand young Pacific peoples’ development and understandings of leadership. When 

researching with Pacific peoples, a methods needs to be chosen that will fit with the customs, 

values and beliefs held by this group. This can be done by using cultural protocols, such as 

language which are recognisable to participants.   

Sampling Method 

This section explains the sampling method used in this research for recruiting participants. 

When sampling for participants in qualitative research it is important to be mindful of sampling 

method as this influence the data. In qualitative research, sampling is used to provide and reveal 

aspects of social settings or deeper understanding of complex situations, events, or relationship 

(Neuman, 2011).     

The sampling method I used was purposeful sampling. Purposeful sampling for this study 

helped determine suitable participants. For the purposes of my study, participants needed to be 

of Pacific ethnicity and have finished a tertiary qualification or be near completion. They would 

also be serving in an influential role in the Pacific community, whether it be a teacher or gym 
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instructor and so forth. Four of the seven participants were known to me.  Connections in 

Pacific research circles are often facilitated through the established relationships in the 

community and through these existing relationships I knew that these people had met the 

participant criteria. The other three participants were selected through snowball sampling 

(Neuman, 2011; Creswell, 2013).             

Having established a sample, I confirmed the suitability of participants. I had met them through 

education networks that encompassed leadership, education, and Pacific peoples.  These 

included Pacific leadership seminars where I was introduced to mutual friends. To ensure the 

individuals were suitable for the study, I had conversations about the study and their line of 

work and/or service.  From these conversations, I determined if they were suitable to have 

talanoa discussions with. I wanted to locate participants aged between 20 to 36 years from a 

Pacific heritage, who were raised in New Zealand and in a leadership position for Pacific youth.  

I had this age range in mind because such people were young (or old) enough to have 

connections and be in touch with young Pacific peoples. These ensured that participants’ 

insight on the research topic was specific and sufficient.  

At the end of this process my group of participants were made up of three male and four 

females, from the Pacific nations of Samoa, Tonga, Tokelau and Fiji. Their tertiary 

qualifications ranged from Bachelor’s degrees, Honours, Graduate diplomas and Master’s 

degrees. Additionally, they all were New Zealand-born and raised and, for convenience, living 

within the Wellington region during the time of the research.  

Creating a relationship with the participants was important because it could help in with the 

Talanoa as the participants would be familiar with me. The participants and I had already 

crossed paths. However, the use of referrals and cultural networks was influential in 

reconnecting and building upon the relationship.   

Both sampling methods align with the values of Talanoa because they are both built upon 

rapport with the participants. For instance, the participants who were chosen by snowball 

sampling were identified because of the relationship both the participant and I shared with 

another individual. Building a fast rapport between the participant and myself occurred because 

we both respected and trusted the person was the connection. The relationships became 

founded on trust. Talanoa places emphasis on trust because it can determine how in-depth the 

participant is willing to share with the researcher. Purposive and snowball sampling enabled a 
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group to be assembled so that themes could be revealed such as the participants values and 

beliefs as they affected their views about leadership.    

Table 1. Participant Profiles  

 

Table 2. Abbreviations of Degrees  

BA Bachelor of Arts 

BCA Bachelor of Commerce 

Hons Honours degree 

GDip Graduate Diploma 

PgDip Postgraduate Diploma 

MA Masters of Arts 

 

 

Data Collection  
 

Prior to the Talanoa process, participants were sent background information about the study.  

The information included the purpose and the aim of the study along with the consent form 

(see APPENDIX C) approved by the Victoria University Research Human Ethics Committee. 

Additionally, participants were asked to recollect their experiences and memories for this 

Name 

(Pseudonym 

provided by 

participant) 

Age range Ethnicity Qualification(s) 

completed 

Degree 

currently 

completing  

Hana 25-35 Samoan BA, Hons, GDip Not applicable  

Lisi  25-35 Fijian BA, Hons Not applicable 

Luka 25-35 Samoan PgDip Not applicable 

Maene  20-25 Tongan Not applicable BA 

Manu 25-35 Tokelauan BCA Not applicable 

Eseta  25-35 Tongan BA, Hons, GDip MA 

Maria 25-35 Tongan BA Not applicable 



45 
 

research. The participants were provided questions to think about prior to the Talanoa. This 

was done to help them feel comfortable when the Talanoa took place, helping to create a 

relaxed process of dialogue for detailed and in-depth responses.  

In my first email message to the respondents I expressed: the reason and desire for the study; 

their contribution they could make; and my commitment as the researcher to them and the 

research. I asked if they had received all the information about the research, and if there were 

any questions. A second email to participants was effective in increasing the number of positive 

responses. Participants were then asked to indicate when they would be available for Talanoa. 

Of thirteen respondents who were contacted for this research, seven indicated their availability.  

I sent seven participants three forms about the research process: an information letter about the 

study; the questions that would be asked; and an informed consent form.  Participants were 

asked to complete and return the consent form by email before the Talanoa proceeded. 

Following this, the time and location was made to suit the participant. They were asked whether 

they would like to meet them at their chosen location or have the researcher to set the location. 

All the participants chose the location for their Talanoa. This allowed the participants to feel 

comfortable in the environment, such as a community conference lounge that was reserved for 

a Talanoa. Thus, sharing stories was done in a familiar place and allowed for their stories to 

follow as if in a day-to-day conversation.   

The Talanoa ranged from 30 minutes to an hour and half.  I used a list of prompts (see Appendix 

A) to help guide the Talanoa and keep the Talanoa aligned with the research question. The 

Talanoa were recorded with participants’ permission, and I transcribed to allow for the 

perspectives of the participants to be examined in depth at a later date (Creswell, 2013).  The 

Talanoa methodology allowed for flexible exchanges of knowledge between the participant 

and me, enabling clarity and understanding of questions (see Appendix A) and responses.  

Prompts were open-ended so participants could freely express, and thoroughly explain their 

thoughts and experiences about the research topic. In some cases, the participants’ replies were 

rich in content that went broader than the topics of the research question.   This indicated to me 

that they were comfortable with the Talanoa and trusted the conversational process taking 

place. When this occurred, participants were free to finish talking and then I posed a prompt 

which refocused participants’ trains, of thought.  

The questions were well-suited to the research topic was evident because participants were able 

to respond to them easily. In addition to this I took detailed notes of the Talanoa.  With regards 
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to the recording of the Talanoa it was important to avoid any chances that background noises 

being heard. This was helpful when transcribing the Talanoa’s: everything was clear which 

made transcribing easier.  

In the transcription process I was able to reflect on the way relationships were at the heart of 

the Talanoa.  For instance, before sharing about their ideas of leadership it was important to 

find common ground and being able to relate to one another. One way this was done was by 

talking about recent events related to family or the Pacific, and then relating it to the research 

topic.  This was important to do because leadership is holistic, and being able to make 

connections between leadership and everyday life is a characteristic that leaders possessed from 

the literature.   

Data Analysis 
 

In general, data analysis means a search for patterns in data: recurrent behaviours, objects, 

phases, or ideas. Once a pattern is identified, the researcher needs to interpret it in terms of 

social theory and/or the setting in which it occurred (Neuman, 2011). This section looks at the 

coding process that took place in the research. This process revealed the common threads 

between tall the participants. Creswell, 2013 (2013) explains coding role as:  

“to develop a more general picture of data – descriptions and themes; representing the 

findings through narrative and visuals; making interpretation of the meaning of the 

results by reflecting personally on the impact of the findings and on the literature, that 

might inform the findings; and finally, conducting strategies to validate the accuracy 

of the findings”  

A grounded theory approach was used to analysis the collected data. This theory was useful 

because the focus question is asking about the process of constructing and understanding 

leadership ideas. By asking the participants such questions it provide insight on how they 

interpret their understanding of leadership. Grounded theory provides a systematic way to 

collect, code and analyse the data (Creswell, 2013). Moreover, with the theory being ground in 

the data, it provides a viable explanation in understanding the findings (Creswell, 2013).     

There were three phases of coding. The initial analysis of the Talanoa identified ten common 

themes. This was followed by open coding. This phase of the coding consisted of transcribing 

and reading each Talanoa line by line and identifying key words and phrased used to assist in 

summarising an idea (Creswell, 2013). Additionally, sentences and words with similar 
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meanings were grouped together. Words were either underlined, highlighted or circled, such 

as “that is how I define leadership”. This example was categorised as self-reflection. 

Axial coding was achieved by arranging the common words and phrases into definitive 

categories in order to show the process of the narratives (Johnson & Christensen, 2015). This 

process enables differentiation between the researcher’s bias in analysing information and the 

message the participant is portraying. This potential gap explains the need to read over the text 

and analyse multiple times, recognising the relationship between categories and how they 

contribute to understanding the question (Johnson & Christen, 2015).      

The third phase that took place was selective coding. This involved redefining the categories 

further and honing down on the essences of each Talanoa in relation to the question. Once four 

main categories were developed to best represent the main themes in answering the question, 

these were arranged in an orderly way to portray a storyline that showed how phenomena link 

to specific results (Creswell, 2013).  

Validity  
 

This section describes validity and the measure taken to ensure the research is as authentic as 

possible for the participants’ voices to be heard.   One form of validity is descriptive validity, 

this refers to accuracy in reporting descriptive information (Johnson & Christensen, 2012). In 

qualitative research, because description plays a major role (Johnson & Christensen, 2012) and 

the researcher is the key to the data collection process, how research is conducted is central 

when looking at credibility. To assist validity, transcripts were sent back to participants for 

checking. The participants then provided feedback which helped to correct the researcher’s 

interpretation. Participants, in effect, offered advice where interpretation could be improved 

(Johnson & Christensen, 2012; Richards & Morse, 2013).  

Ethical Considerations 
 

There were two sets of ethical considerations. The first was the university’s ethics. This 

research involving human subjects required informed consents such as, but not limited to, the 

voluntary involvement of the subjects and voice recording. During the research this process 

was managed through completing the required ethical consent processes. The research gained 

approval from Victoria University of Wellington Human Ethics Committee on the 19th August 

2016 (see APPENDIX D). I gained informed consent from all participants and gave them 
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enough time to reflect on the research topic through a briefing document so they could make 

informed choices and ask the researcher for any clarification if necessary.  

The second set of ethics was relational. As Pacific research, my conduct as researcher was 

bound to the relationships between myself and the participants.  As a result, I remain committed 

to them and to the cause of improving understanding and provision of leadership development 

for Pacific young people.  In this ethic, research does not end when the thesis is submitted. 

Summary 
 

This chapter was presented in two parts. The first part described the methodology and 

theoretical frame works that were used to collect and shape the data that was gathered. This 

section also described my positions as the researcher and how this contributed to the method 

and theory that was used. The second part described how participants were selected and the 

method that was taken for data collection and data analysis. Additionally, the validity of the 

study was described and ethical considerations presented. The next chapter of this thesis 

presents the findings from the Talanoa and discusses the key themes.  
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CHAPTER 5 

FINDINGS  

Themes 
 

This chapter discusses the findings to answer the question ‘What are young Pacific peoples’ 

understandings of leadership’. This is achieved through a discussion of the data following the 

three phases of coding described in Chapter Four. Each Talanoa provided a glimpse into 

participants’ lives as well as a small insight into a bigger picture. Common themes in the 

participants’ stories were identified and then then categorised. Four main themes emerged: 

constructing leadership ideas; challenges for young Pacific leaders; values and beliefs; and 

mentorship.  

In the direct quotes from the participants, names of institutions have been redacted and peoples’ 

names changed to retain confidentiality.  

Theme 1: Where do young Pacific people’s ideas of leadership come from and 

what forms do they take? 
 

Pacific socialisation  

Participants identified that their understandings of leadership were constructed by their 

surroundings as a child, such as through parents and peers or other influences. This 

understanding of leadership was drawn particularly from how their parents defined leadership. 

For example, if a parent believed leaders should be loud and stern, their children would believe 

this as well.  

Hana: When I think of myself, you know. I mean, when I was growing up living at 

home and, you know, I never thought leadership. I never thought that I could 

be a leader. Leaders are those that are in charge of things they are the boss of 

a company, you know (p.1) 

Here, the idea of them being a leader was foreign to the participant because their surroundings 

did not nurture leadership potential. As a result, they believed that leadership was for other 

people, particularly those with authority and power positions.    
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Another participant had a similar experience growing up, but with ideas coming from outside 

the family.  They thought that to be a leader they must be in a position of power.  

Eseta: I guess tv or um more like the media I guess, thinking of those being names of 

what a leader means. Usually those people who were in politics or um… 

Someone who led the country or um… Someone big or known well enough by 

some people. I never really thought of everyday people making a change or 

anything (p. 1) 

In this instance, the idea of leadership was drawn from the media they consumed. As a result, 

leaders seemed people in prestigious roles, recognised by society. Therefore, leadership was 

not for everyone; there appeared to be only one clear path to leadership. In this thinking, some 

individuals stand out, and this makes them a leader. In this instance, this idea of leadership is 

exclusive to those who carry positions or titles.  

Luka shared a similar experience constructing his leadership beliefs.    

Luka: Leadership that I knew was controversial, but for all the wrong reasons… [the] 

sort of the leadership I grew up with was what I referred to before was the 

loudest, the scariest. Those who could scare people, those who had authority, 

that’s what I thought was normal (p.2). 

If a person was vocal and came to be noticed, it seemed to classify them as a leader because 

people would listen.  This was because listeners were scared, rather than from a desire to listen 

and learn. This style of leadership is confrontational without good intent. It is focused on 

striking fear in the hearts of others to gain power perhaps for their own good. However, on 

reflection this style of leadership was unsettling.  

Luka: I never liked it (p.2). 

Although the wider community may accept this style of leadership, it does not represent 

everyone’s thoughts on leadership.  

The common denominator amongst the participants’ understanding of leadership was that 

people with authority and power that society recognised were leaders. This emphasised social 

conditioning and its influence on individuals’ ideas about leadership. This type of leadership 

suggested that they could only be a leader if they shared the same attitudes and behaviours as 

those they had observed.    
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Reconstructing beliefs about leadership  

Although the participants were familiar with the styles of leadership they were given, their 

personal idea of leadership could change. Change came about because they found the 

leadership beliefs they had held did not align with who they wanted to become as leaders. 

However, in the absence of another reference point for leadership, many followed their parents 

understanding. As the participants matured, they were introduced to different styles of 

leadership. This encouraged them to reflect and re-evaluate their foundational beliefs of 

leadership.  

Luka: Before I met really good leaders I used to think leaders were like someone 

who like a manager or someone who had authority (p.2).   

The above example illustrates that once the participants were shown a new type of leadership 

and definition, this made them reflect on what they believed leadership was and reconstructed 

their idea of leadership. Moreover, they begin to define leadership as related to themselves. 

 Eseta:  I used to think it meant that you had to be someone who did a lot of change 

and was respected by a lot of people because you had a title that let you 

become that leader and you are recognisable for it (p.2).  

Here, reflection and evaluation had an important role in constructing new leadership ideas and 

beliefs. The process of critiquing what one has been given to believe against what they chose 

to believe is evident. When individuals are exposed to new ideas of knowing, this provides 

space for ideas to be reconstructed.  

Eseta: But now, after working with mentors that have taken on this [group] I can kind 

of. I can see that it means that every day people who want, have a goal, see an 

issue, and try to change it in a positive way. So that others will follow and on 

go that same kind of vision as well, so, yeah. My understanding I guess now is 

that its someone that makes change better (p.2). 

Similarly, in this instance, new leadership beliefs could be constructed because the participant 

encountered different forms of leadership. These encounters led them to think critically. As a 

result, they concluded that leadership is available to those who desire to be a positive agent of 

change. Leaders can provide a platform that others can follow.  
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Hana: If you…I believe that um... That’s what I see as being a leader. When somebody 

takes a mantel to be of influence, and passionate about doing things about 

people for their community, for their families (p.1) 

This participant’s new-found definition of leadership was very self-reflective. They did not see 

themselves having the ability to be a leader as their character or attitude did not align with their 

past beliefs. In this case, it was not until Luka met a good leader in his eyes that his mind 

changed on what a good leader is:  

Luka:  Before I met really good leaders I used to think leaders were like someone who 

like a manager or someone who had authority (p. 1).  

Also, Eseta's shift in mind demonstrates this, moving from understanding leadership as people 

with titles and positions, to seeing everyday people being leaders where they are. Developed 

ideas about leadership styles also included having a desire to serve others as an important 

leadership trait: a leadership that is not self-centred.  

Confronting their own personal ideas of leadership meant that participants had to also 

evaluate their foundational beliefs of leadership. These ideas moved between what they had 

been taught and what they had constructed themselves.  

Conflicts between ideas of leadership from different sources  

Here the participants share how the leadership that they were nurtured with while growing up 

had changed.  

Eseta: I think the older generation, this is just me assuming. I think they have this. 

Theirs is more black and white, and it’s more obvious to them who leaders 

are. And to me they’re quiet formal, like um, church ministers and stuff, um or 

like their elders. I think like modern day leaders, we still see them as leaders, 

but I think we’re more opened minded. When we think of what is included as 

well so probably added onto that (p. 6)  

The elders were the ones who passed down cultural beliefs. These beliefs included how they 

selected leaders because they had a concrete belief about what a leader should look like. Those 

who were recognised as leaders were usually in position where one would uphold standards of 

being and knowing. However, with the changing of generations leadership has evolved. Old 

and new leadership styles can be used together to create leadership that works in different 

contexts.   
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Hana: I see leadership is totally different from probably a lot of older generation like 

for example my dad, I mean like you know aunties and uncles and in the 

Samoan background they would still see leadership as hierarchy, the chiefs 

(p. 3)  

Here there is a contrast between the older and younger generations’ views on leadership. This 

emphasises that those who come from more traditional leadership beliefs have a hierarchical-

based approach to leadership. Varying approaches can be seen through demonstrations, such 

as customs.  

Maria: Um, I think, I think the differences would be um, obviously, customs and 

tradition. Um that there’s always a lot of protocol in the way they think and 

feel and lead things, um our older generation. And there’s no ways around it 

[…]. And it is what it is. Whereas the younger ones have a bit more flexibility 

to kinda, um I don’t know, just be able to be free in the mind (p. 5).   

Leadership models they were given, and their reconstructed understanding of leadership were 

incompatible for participants. It was easier for them to differentiate the barriers they 

encountered, negotiating between leadership styles by experience. Some of the reasons 

mentioned were keeping traditions and having a title, such as minister. Yet, their new 

leadership was more open minded, such as: if you desire to achieve a goal then you should go 

and pursue it.  

The conflicts between the ideas of leadership from different sources, Western and Pacific, 

can lead to the need for a performative edgewalk (Tupuola, 2006), a contextual cultural 

negotiation.  

Theme 2: What challenges are experienced by young Pacific leaders?  
 

Reconstructing ideas of leadership can be a challenge young Pacific people face. The challenge 

includes understanding cultural and traditional beliefs as young Pacific peoples in New 

Zealand. The common difficulties faced by the participants include living in two worlds, self-

doubt, and having their abilities underestimated.    
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What are cultural beliefs and traditions which are challenges to young Pacific 

leaders? 

Culture was a reoccurring theme with the participants. It led to challenges in their lives. The 

participants shared in their talanoa that their own Pacific cultural tradition had barriers that held 

them back from growing as leaders.  Some challenges were cultural traditions. These traditions 

stemmed from the past ways of being which had worked for peoples in the Pacific. However, 

for the diaspora, these traditions become a challenge because as mentioned the young must 

learn how to edgewalk successfully.  

Challenges are experienced in a dual life.  The duality produces judgement from people 

operating from both Pacific and Western perspectives. Difficulties include trying to uphold 

cultural traditions place on them by besides their parents. 

Hana: Obstacles where I think where young people… I think also, yeah, 

if you are also in a kinda very traditional up brining, as well. 

For me as Samoans, you know that saying ‘you’re always seen, 

but never heard’, you don’t have um. You know, not parents. I 

don’t want to bring in parents, but you know our own cultural 

values. It’ll be so hard because you know that you have to um, 

you know...everybody’s up here and you just have to be in the 

kitchen. (p.12) 

The participant viewed traditions as challenges in their leadership journey. These traditions 

were reinforced mainly by people outside of their immediate family.  

Manu: I feel like the biggest challenges are culture. Um especially being 

in New Zealand. Um, to use him [Tana Umaga] as an example. 

There was this thing in his book where um, he was saying 

something, […] he worked for like four months to save up and 

um, and all the money went back to his family in Samoa, and then 

it just sort of kept happening (p. 5).  

Stories from well-known New Zealand-born Pacific peoples resonate strongly with the 

participants because they have shared similar life experiences. Maria’s experience is also very 

similar to Manu’s.   
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Maria: I think those are the challenges is that people like it’s just status 

and titles that make people feel worthy, sometimes and that--- 

Seems to kinda like, that’s a culture that no one’s created, but 

the people themselves you know and I, I sometimes feel guilty of 

that (p. 7).  

Often, it is the position and status that can make people feel worthy to be a leader, rather than 

going through the necessary process to obtain such influence. This is a belief that people may 

not be aware they hold. However, it affects young Pacific people and their growth in becoming 

leaders. As a result, young Pacific people can get caught in this type of thinking. Here, they are 

navigating two types of cultures, as described by Tupuola (2004). Young Pacific peoples can 

feel like they are living in two worlds.  

Edgewalking 

Tupuola’s (2004) study suggests that Pacific peoples’ edgewalking can be seen in various 

ways, such as music. Young Pacific peoples use these forms to create their own identity. This 

duality produces judgement. This judgment comes from the Pacific and Western world. The 

Pacific judgement is from those steeped in cultural beliefs. The judgement that comes from the 

West is from those who judge the dual life. Perhaps as a result of double-criticism, edge walkers 

can underestimate their ability to be a leader. As a result, they internalise their experience that 

can result in self-doubt. 

Living in two worlds 

New Zealand-born and raised Pacific people can be exposed to different ways of socialising. 

They can access the Western world and their Pacific world, but participant expressed that at 

times this duality can be difficult to navigate in terms of knowing what thought or knowledge 

to use at what time.   

Luka: Pacific leaders who have said this is the way we’ve always done 

it, so you know…then also mainstream leaders who say, “this is 

the way it’s always been done” (p. 2)    

There can be obstacles from both the Pacific world and the Western world. A common theme 

is the stubbornness to avoid change held by peolpe on both side of the ‘edge’. This makes it 

difficult for the young Pacific person who is trying to navigate between the two worlds 

successfully.  
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Luka: I can’t speak on behalf of Pacific islands but I think definitely the 

challenges we face in New Zealand and I referred to it before 

we’re in between two worlds (p. 8) 

The young Pacific people in New Zealand acknowledge that their experience of being a Pacific 

person is different in comparison to those living in the Pacific homeland. Those living in 

Western societies experience and have difficulties edgewalking between the Pacific and 

Western worlds.  

Manu: They’re not gonna speak out when they want to, um they’re not 

probably gonna be the first ones to put their hands up to do stuff. 

Cause I’m, I’m at the point where I question everything and why, 

why we do things a certain way (p. 6).  

Here the conflicts between the customs of the West and Pacific can be something difficult to 

navigate and in the Western world young Pacific people actions can be passive. As Manu 

expressed, this was something that he also had to overcome.  

Manu: Especially being in a country like this, um talking about the 

fa’alavelave system. Its’s that way it just doesn’t work anymore 

in terms of the place we’re in now. And I think that’s, that’s 

probably where I sort of like things to go. I guess do not 

necessarily change the culture, but adapt it or adjust it to suit 

our current environment (p. 5).  

The customs and traditions that worked in the Pacific do not always have the same outcome 

when in New Zealand. Manu suggested that the Pacific culture should be maintained, but this 

requires its willingness to adapt to new environments and ways of being to help diasporic 

people live a purposeful life.  

Underestimating individual’s abilities  

External factors can strongly influence young Pacific peoples. External factors were often 

referred to as close family, friends and people within the community. Important people were 

known to the individual, and therefore their opinion was influential. Luka shared in his talanoa 

this experience: 

Luka: I think leadership is always going to be challenging because it 

can be a bit lonely, even when those who are closest to you, even 
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family throw off your ideas […]. Ideas that possibly others aren’t 

thinking about yet, when they share them with your closest 

people they might, “mmm that’s not going to happen or there’s 

no need for it” (p. 2) 

As the individual is transitioning into leadership, they may experience times of loneliness. 

Emotions may arise because those around them cannot relate to their experiences. This can be 

very discouraging for the young Pacific person, especially when it is those closest to them who 

dismiss their ideas.  

Eseta: You know how some people are quite resistant to change because 

they don’t get it. Um I think one of the biggest challenges is 

creating that awareness for people that are so caught in what 

they’ve always believed. Like the biggest, you know, the majority 

way of thinking, or the Western way of thinking is so engrained 

in so many people, it even, even Pacific, even Maori, their minds 

kind of tell like, this is just how it is (p. 4-5). 

Here, the participant acknowledges that usually others may not change with you. This suggests 

that because others do not understand, they can be reluctant to change. Therefore, it can make 

it difficult for Pacific young person to make positive progress when others continue to abide 

by old traditions, sometimes subconsciously.     

Maria: Like sometimes you just underestimate people and think oh yeah 

they don’t say much, but you can actually give them a task and 

like, have faith in them. Then it will, they will deliver because 

they feel privileged, “oh cool, this is my responsibility and I’m 

gonna embrace it”. Yeah, sometimes we don’t really give them 

that opportunity to do that and we hold that, but it’s up to [them] 

(p. 7).  

Maria’s example shows how she underestimated others’ abilities to be leaders. She found 

herself guilty of comparing one persons’s leadership abilities to another, agreeing that the 

leader needs to have faith in those they are leading.  

The participants identified that external factors were barriers, such as opinions from people and 

communities they were familiar with. Examples included Luka’s family, and people in Maria 
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and Eseta’s communities. The participants expressed that these people were “resistant change” 

or saw “no use for it”, as Luka and Eseta expressed. These external influences can impact an 

individual’s thoughts about their capability to lead, planting self-doubt.   

Self-doubt 

Internal beliefs were identified as a challenge for young Pacific leaders to overcome. The 

internal belief identified was self-doubt. Participants thought they were not good enough, that 

they had to accomplish something great or have a noteworthy success to consider themselves 

as a leader.   

Maene: Yeah, they did, eh. And self-doubt was for sure the main obstacle 

for me and I think it’s common for everyone if you’re Pacific or 

not but for our people it’s something that can like really hold us 

back. So, like for me to have those friends who support me and 

believe in me, it kind of took my worries away. Yeah, so having 

a good network around you is important! (p. 4) 

Here, self-doubt is seen as a widespread and universal problem. However, the solution is a 

strong social group for support. This group can be a peer group which provides emotional 

support. In this instance, that support has been experienced as belief. An effect of self-doubt is 

that people automatically disqualify themselves for leadership roles, as Luka mentioned in his 

talanoa.  

Luka: I think we’re always disqualifying ourselves. Whether it’s 

leadership or even just going for a promotion at work […] 

because we don’t think we’re good enough (p.11) 

A shared experience is self-disqualification. Since individuals experience self-doubt, they do 

not think they are worthy for leadership positions, and they can continually disqualify 

themselves. A reason for this may be constant comparison to others, and to their standards. 

Therefore, young Pacific people sometimes do not see themselves as worthy. This can 

crossover to other areas of life, such as work. Eseta’s example demonstrates this type of 

thinking.  

Eseta: Like people are already pressured with time as it is and we have 

to juggle a lot. So, I guess taking on leadership roles, requires a 

lot of commitment and time but if you’re pushed for time, 
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resources and money. I think maybe idea of leadership can put 

people off or scare them […]. Yeah, when it doesn’t have to be, 

but guess that idea or that stigma is already out there (p. 5-6)  

Self-doubt is a significant barrier making participants reluctant to put themselves forward for 

leadership roles. Internal factors can strongly influence the mind-set as Maene said “self-doubt 

was for sure the main obstacle for me and I think it’s common for everyone if you’re Pacific” 

(p. p. 5-6).   

Eseta claimed that one reason for reluctance to lead was the stigma and responsibility that 

individuals associate with leadership, and the effects of comparing themselves to this. Even 

positional leadership can be affected by self-doubt.  

Hana: Like I was leading Sunday school or youth group stuff or you 

they’re working or even things like that where they. You know, 

some mature students supervise. They supervise their work 

places sometimes they don’t realise that they have these 

leadership qualities (p. 12) 

Here, Hana emphasises that she was in a leadership role in the community where people were 

looking to her. Yet what held her and others back was self-doubt. They did not view their 

position as significant, “sometimes they don’t realise that they have these leadership 

qualities”. This relates back to Luka and Eseta’s experiences; self-doubt was a barrier for them 

in becoming a leader. By knowing the leadership, they did not want, the participants were able 

to identify values a good leader had.  

Theme 3: What forms of leadership are valued by young Pacific leaders? 
 

Life experience had an important part to play in how the participants identified desirable 

leadership. The participants imitated certain traits because they wanted to reproduce good 

leadership. Here, the participants share how there were people in their lives who demonstrated 

holistic leadership. They could pick out the characteristics that made a person a good leader. 

Following this, the participants shared their understanding of the uniqueness of Pacific 

leadership.      
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Holistic demonstrations 

Parents as leaders 

Among the participants there was a common theme in relation to leadership aspirations. Many 

of the participants explained that their first role model or representation of a leader was a family 

member, such as their mum or dad. Their parents had the leadership qualities to lead them as a 

child.   

Hana: When I think of Pacific leaders in the community or people in my 

family, I think, I would say my Dad because you know everything 

was all about education. Our family, we had a pretty rough 

upbringing, but um at the same time seeing my father and how 

he would lead in his family, in our gatherings. […]. When you 

think, you want to be like somebody you know, I would always 

say I want to be like my Dad. Um, and his traits of honestly and 

his work ethic (p.2) 

Hana describes how the set of values and beliefs her father held for their family was something 

she admired. Although there was a lack of resources growing up, this did not disqualify the 

participants from becoming leaders, nor did it make them think less of themselves. These 

demonstrations of leadership were aspired to by Hana in private and public settings. It was 

more than her father as a person she aspired to be like. Her aspiration included gaining the traits 

of a good leader. Maria also drew her holistic demonstration as a leader from her family.  

Lisi: If I look back on my own journey, it’d be my grandad. It’s people 

actually in my family […]. Um, my grandad since I was brought 

up by my grandparents. From a village with my pa, my mum was 

the oldest of nine so I was brought up with them and so my 

grandad was the leader of the family there, and then when I came 

to New Zealand to join my mum, it was my mum (p. 1-2). 

Additionally, when the participants reflect who were leaders in their eyes, it was everyday 

people, like their parents and grandparents. As in Hana’s experience, the demonstration of 

leadership in their day-to-day lives influenced the participants’ understandings of leadership.    

As the participants witnessed good leadership first-hand, they hoped they would be similar. 

Manu’s example shares a similar experience of his mother:   
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Manu: I think the biggest one right from the start would obviously had 

to be my mum. Um just guess she sort of just defied everything, 

sort of, a woman, well not only a woman but a Pacific Island 

woman. That she defied all those odds, you know […].  She was 

the breadwinner you know you want something you’d expect the 

male to be the breadwinner. You know she was the breadwinner, 

the cleaner, the cook. She was the mum, and the dad, so, I guess 

she showed us. Oh she showed me the work ethic, what you need 

to do. (p. 2) 

The participants witnessed first-hand the sacrifices that their family members made for them 

to live a good life. Parents and other family members had a significant role in participants’ lives 

and in how they viewed leadership. It was very interesting to see participants relay the reasons 

why they remembered the specific moments that made them appreciate a particular person. 

Generally it was because that individual had a direct influential impact on their life.  

Marie suggested that leadership begins at home with the family.  

Maria: Yeah, there’s been a number of um different people in my life 

that are really great leaders. Um, obviously it would start from 

hom1e, like my, my parents’ um have been awesome […]. People 

may not know but I do rely a lot of, on my parents to take the 

lead for me (p.1).   

Moreover, the reason why the participants chose certain leaders as roles models is because they 

demonstrated what good leadership is to them. The participants expressed this by isolating 

specific traits that these leaders had.  

Characteristics of leaders  

Once participants said who they viewed as good leaders, they explained why. Participants 

identified the characteristics they believe a good leader should have, and which were 

demonstrated by leaders they admired.   

Hana: Somebody that has those characteristics, work-ethic, integrity um 

honestly, servant heart, you know? No one that’s sort of like um 

thinks that they’ve above everybody else. Um I think also yeah 

that’s number one. Being able to be of influence and being able 
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to do those that are influenced that you know seeing the mind-

set change and it’s like a cycle (p.4) 

Hana identified servant leadership as an important characteristic for a good leader to have 

because such leaders do not think they are better than their peers. This was also an important 

characteristic for the other participants.  

Manu: I guess push them to work or be the best that they can be and 

obviously, everyone’s working um. If you’ve got a leader who 

can get the best out of everyone then, I guess, and push everyone 

to achieve all the same goal, and the same purpose then that’s 

sort of what a good leader does I guess (p. 1)  

Another characteristic of a good leader is seeing the potential others have to become a leader. 

The leader recognises others’ potential and helps them to reach it. Moreover, they can also 

inspire and motivate a team to reach their full potential to achieve their shared cooperative goal.  

Luka: So, people that advocate for others and make things happen in 

terms of causes. Not about themselves, not in it for themselves, 

not about the pay check, not about the power but just really about 

doing the work (p.5)  

Luka explains that a characteristic of a good leader is someone who cares strongly about others. 

This characteristic drives the leader to help those less fortunate than themselves by providing 

their service without incentives, because they are more focused on improving the circumstances 

of others. Eseta also highlighted that leaders work for the people to create the change they want 

to see. Hana agreed: good leaders work to positively influence others. The evidence suggests 

that young Pacific people think that good leaders believe in others and have a desire to produce 

change. 

The uniqueness of Pacific leadership  

Data from the talanoa with the participants shows that there were important attributes that 

Pacific leaders had. These were rooted in strong cultural values and beliefs that were 

demonstrated through their actions. A common value amongst the participants was respect.  

Manu: And I, I guess a lot of Pacific islanders are very respectful. 

Respect all cultures, respect the people, I think [they are] natural 

leaders (p. 3).  
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One way they demonstrate respect is by appreciating other peoples’ cultural values. Pacific 

people understand themselves and are open to respecting new ways of knowing. This suggest 

that one of the positive traits of Pacific leaders is their willingness. Luka agreed with this and 

added:  

Luka: I also think the other thing [strength] not everyone does it, but I 

think a value in our culture is humility. Our fa’amaualalo, you 

know, like and I think those are really good qualities, cause like 

I think if you don’t have those people get angry at you… you just 

think you’re amazing and you’re not (p.4) 

This illustrates how participants reflected on the leadership they saw and were able to 

distinguish what made these Pacific leaders different from others they had encountered. As 

participants stated, they could adapt to different contexts but still desired to remain strong in 

their identity as a Pacific person.  

Maene: Strengths… I think culture. Like Pacific leaders are taught a lot 

of good cultural customs. For example, like being cautious of 

what others think and others around us. Pacific leaders are the 

ones who always look out for others, you know. And like you can 

see it with Pacific leaders in the community are always doing 

stuff to help our people (p. 2).  

The protocols, values, and unspoken rules of Pacific cultures which are passed down are what 

make Pacific leaders unique in a Western context. This could be because of the nature of Pacific 

peoples to care for others, rather than being individualistic. This leadership can be seen in 

communities with large Pacific populations.   

Hana: I think too, the strength that Pacific people have is um, 

communication the ability to be able to engage, the ability to be 

able to communicate at all levels. You know, like umm, but 

engage and communicate in an influential way, in a way that…it 

encourages people’s hearts (p.6) 

As a result of being socialised in Pacific culture and learning how to teu le vā  between different 

groups of people, young Pacific people can develop the ability to relate to others. Additionally, 
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because they can relate to various people from different walks of life they can provide advice 

to others.   

There are two main strengths claimed for Pacific leadership: respect and humility. Pacific 

leaders respect others and are cautious of their thoughts and feelings of those around them. The 

second strength that Pacific people have is humility. They are humble in their actions and this 

provides them with the ability to relate and communicate with others.  

Theme 4: How do young Pacific people become leaders? 
 

There are different ways that people can become leaders, and in the talanoa the participants 

identified four main features: being identified; being given leadership opportunities; enacting 

leadership; and mentoring for leadership.   

Being identified  

Others viewed the participant as a leader before they did through leadership potential. The 

people who recognised the participant as a leader included, friends, family and role models. 

The main point from this subtheme was the belief held by another helped the participant build 

self-belief as a leader.  

Maene: Like on my team, I wasn’t sure I could be the leader, but like my 

friends just kept encouraging me to go for it and that I could do 

it, so I did eh. And like now I am kind of willing to put myself out 

there first and believe in myself more (p. 4). 

This suggests that others who could see his potential as a leader were an essential part in 

Maene’s leadership journey. Although individuals may doubt themselves, an encouraging 

support group can make a difference. As a result of encouragement, Maene’s self-confidence 

increased. He now willingly puts himself forward for leadership opportunities.      

Hana: that ability to speak into somebody’s life, umm, you know. Speak 

into their lives, which means for me speaking into their hearts, 

talking to that person, understanding that person. Coming down 

to that level and from there it’s up to that other person (p. 9).  

Here, words of encouragement also played a big part in participants deciding to become a 

leader. It is important for leaders to encourage others, but they must also understand the 

encouraged individual by being able to relate to them. Hana goes on to make an important point 
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that it is the choice of the individual if they want to take the steps to becoming a leader. The 

ideal outcome would be that the individual would be encouraged and then try and do so.  

Mentors were significant for the participant finding their leadership abilities and without them, 

the participants may have not accomplished what they did. As Maene’s said in his experience, 

because his friends encouraged him to lead he became open and “willing to put myself out there 

first and believe in myself more”. Hana added that these people were also vital in her journey 

and those she wants to be around.  

By being given opportunities  

The leadership opportunities for the participants came in various arenas because of their 

different life experiences. The participants spoke about roles they did not realise were preparing 

them for leadership. These roles included church opportunities, such as youth group leader. 

Luka: And I think when I grew up, like when I, I’m really generalising 

but when I look at my palagi friends that I grew up with. I was 

really comfortable speaking from the front and stuff like that 

cause I actually had to at church. We always had a platform to 

actually share our opinions and you know, even little things. 

Being in a play at church. Singing even though my voice was 

really stink, and talking because there was a safe environment 

(p.1-3) 

Generally speaking, growing up in church encouraged young Pacific people to take the lead, 

such as public speaking. As Luka reflected on his experience, he was able to see that what he 

thought was normal for other people was not actually common, such as public speaking. The 

difference between Luka and his friends was the chance to develop these skills. Additionally, 

a stable church environment helped encourage and nurture these skills. 

Hana: I wanted to get involved with young adults and I started helping 

out in Sunday school, so those were the things that were like my 

small little steps to umm when I think about leadership, to um 

when I started leading (p.6). 

Similarly, Hana found safety in the church environment a good place to practice her leadership 

skills. In her view, having a safe space to practice and grow one’s leadership skills means 

leadership can cross over into other areas.   
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Maria: Uh I’ve always been asked to take the lead or um you know speak 

on behalf of my mates when we go to gatherings and that sort of 

thing. And even just coming up through, you know, got 

leadership roles from church um, through school and obviously 

here at the university, um…in the student community (p. 15) 

Maria reiterates Luka and Hana’s experiences. Her confidence as a public speaker and leader 

was made possible because she had opportunities. 

Leadership opportunities for young Pacific people were available through community groups 

such as church youth groups and Sunday school. Participants stated that people would put them 

forward to represent their group and speak, and from there they felt they were naturally taking 

up leadership role.  

By enacting leadership 

As a result of being nominated for leadership roles the participant’s mind-set about leadership 

began to shift. This shift was the realisation that leaders led by example. Lisi talks about her 

experience of realising that being a leader to others you must first lead yourself well.  

Lisi: Lead yourself to whatever you are wanting to achieve first. So, it’s 

yourself first that you need to lead before you become, um 

anything above and--- of everyone else. So, three truths about 

leadership is: yeah be true to yourself and lead yourself out and 

to whatever you want to achieve first […]; and two is you don’t 

really have to look far as to who is a good leader; and three would 

be to find for yourself your definition of leadership (p. 21).      

Leading yourself and achieving your goals can qualify you to lead others because you have led 

by example. Having a personal definition of leadership is important to working towards that 

goal.    

Maria: Everyone is, everyone’s got leadership in them, it doesn’t mean 

to say that, ok I’m president of this um, this organisation and all. 

I am the secretary for this particular group, I’m that, like 

everyone seems to think about that a lot. But it’s like mate, if you 

like just doing assignments, turning up to classes, you may not 

be involved in all these different extra-curricular activities on 
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campus or off campus, but if you’re rocking up to your classes, 

contributing to classroom discussions, being a good student, you 

know obeying your parents, honouring that, that is like, that’s 

gold you know. If they could do more, cool, but that’s like, it’s 

basics aye (p. 9).  

When Maria was a tertiary student she realised that turning up to every class is a sign of 

personal leadership. She understands that it is the simple and basic things that makes one a 

leader, not a title or position.  Again, leading oneself and then using what has been learned to 

mentor others can produce positive results. 

Mentoring for leadership 

Once the participants realised that they must first lead themselves well before they can lead 

others they began to actively mentor others for leadership. The participants understood that 

mentoring others was a form of giving back, especially if they had others who had invested in 

them.  

Hana: You know, are we needing to reposition ourselves and how are 

we going to instil, you like we were saying encourage the heart 

of this young generation from now. Um, to think different about 

leadership, to be able to become um agents of change, world 

changers. Like um influential, um in what they do and in the lives 

of people that come their way so that it’s like that um... what is 

it... domino effect (p. 24) 

Eseta: Yeah. It’s like this pay it forward kind of thing. They’ll mentor me 

and then they’ll make me see, I mean, they don’t make me see it 

but [like] I’ll want to pay it forward to my students. Then it’s like 

building this bigger leadership (p. 4)  

Mentoring others for leadership implies realising that anyone can be a leader. This involves 

caring for people and helping in their area of need so they become the leader they could be.  
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Summary  

This chapter revealed the lived experiences of the participants, and showed how their 

understanding of leadership was informed, influenced, and reconstructed. The chapter that 

follows is an analysis and discussion of the research findings.   
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CHAPTER 6 

DISCUSSION 
  

The aim of my research was to answer the question ‘What are young Pacific peoples’ 

understandings of leadership’. In order to understand how the participants gained 

understanding of leadership I used phenomenology approach and talanoa methodology. These 

were appropriate because appreciative inquiry has a future orientation and talanoa can be seen 

as a methodological approach which matches Pacific concerns for relationships.  

As explained in the last chapter, I established four main themes from the data: where young 

Pacific peoples’ ideas of leadership come from; what challenges face young Pacific peoples; 

forms of leadership valued by young Pacific peoples; and how young Pacific leaders become 

leaders. These themes will now be unpacked to present an answer to the question at the core of 

this study. This answer deals with: the historical roots of young Pacific peoples’ ideas about 

leadership; the environment in which these ideas are developed; the qualities which young 

Pacific peoples see as the leadership; and the negotiated nature of leadership to young Pacific 

peoples.  

After a presentation of an analysis of the findings from the talanoa, the discussion will then 

turn to how elements underlying these findings operate in tension in the diasporic setting of 

New Zealand. Various styles and understandings of leadership from different contexts will be 

investigated to produce recommendations on how to empower young Pacific people in 

leadership. The value of this is to influence educational growth for Pacific people through 

leadership opportunities and training.  

Cultural influence 
 

Pacific young peoples’ ideas about leadership are informed by two traditions of leadership from 

different historical roots: the Pacific and the West. Each will be discussed in turn. 

Views of leadership which have their roots in the Pacific and have been passed down in the 

diaspora are understood by Pacific young people particularly through the Pacific role models.  

In effect, this means that young Pacific people learn by experience what leadership is. For 

example, some young people saw leadership to be hierarchical and authoritative because that 
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is how members of their community operated.  Learning to lead by experience was a vital part 

in participants’ leadership development. They learned different skills for leadership in the 

Pacific context when compared to the Western context. This was because the leadership ideas 

present in each were informed by different sources.  

Pacific influence  

Learning to lead by experience in the Pacific context for the participants was informed by 

church and home life. The participants shared that from a young age they were expected to 

know how to perform certain duties, such as serving guests who came to visit their parents at 

home with cups of tea. They were taught to perform these duties by watching others in their 

families such as their older siblings. By observing from a young age they were slowly 

integrated into doing the tasks themselves. The participants explained that this was their 

training ground for leadership. It was the leadership responsibility of the older siblings to teach 

those younger than them the correct way of doing things.     

However, the learning experiences were not always positive for the participants. The style of 

leadership that the participants expressed that they learned was also hierarchical and 

authoritative with a strong emphasis on status and position. These ideas of leadership also 

placed an emphasis on masculine ideas of leadership (Taylor, 2008).  As a result of their place 

in the hierarchy as Pacific young people, the participants did not believe that they could become 

leaders because they did not possess the skills, titles or position that they thought a leader 

should possess. For example, Luka expressed “I grew up with was what I referred to before 

was the loudest, the scariest [leader]. Those who had authority, that’s what I thought was 

normal”. The general understanding shared by participants was that people with authority and 

power in society were recognised as leaders. This emphasises social conditioning and its 

influence on individuals’ ideas about leadership. It suggested to participants that this style of 

leadership is socially acceptable, and something to aspire to if one were to pursue leadership. 

Through this kind of experience, Pacific young pole learned that leadership is only allocated to 

a certain few who are appointed. This belief aligns with the discussion about Pacific cultures 

being strongly rooted in hierarchical systems, such as the chiefly system, big men system or 

monarchy (see Chapter 2) It also shows some similarities to some forms of leadership in the 

Western context (Sahlins, 1958; Goldman, 1970; Taylor, 2008).   
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Western influence 

Leaning to lead by experience in the Western context for the participants took place in school. 

This was because the school foundations are Western and schools are hierarchical. The 

participants expressed how leadership in institutions such as school had to be earned. For 

example, a leader had to have been the best at a subject.  Leadership was also presented as an 

exclusive opportunity where only those who could reach the expectations placed on them by 

others were considered leaders. These leadership ideas can be linked back to foundational 

beliefs from Greek philosophers, such as Plato and Aristotle  as discussed in Chapter Two.The 

extremes of Plato’s leadership thinking, that only a small group who were gifted to lead, or 

Aristotle’s view that focused on class and birth right, are not prominent today (Cawthon, 2002; 

Evans, 2010). However, traces of these foundational beliefs can still be seen in Western 

societies (Batmanglich, 2015).From their experiences in Western contexts it seems that young 

Pacific peoples have developed a sense of these ideas. For example, participants understood 

that leadership in school was reward-based and with a strong sense of hierarchy justifying it..   

Looking at these two contexts, it is clear that young Pacific people’s ideas of leadership have 

historical roots in the Pacific and from the West, and that for people who live across these 

spaces, a negotiation between beliefs is required.   

Environmental contexts where young Pacific peoples’ ideas about leadership 

develop 
 

From the birth of a child until the end of a human life cycle, external influences will always be 

present, positive, and negative (Eggen & Kauchak, 2010). My research places emphasis on 

certain environments being significant places for learning about ideas of leadership from two 

historical roots. An environment in this context is about how leadership ideas are formed and 

understood. The environment that one is exposed to has a large impact on the way one thinks 

and acts, as suggested above.  How individuals choose to accept, discard, and understand ideas 

from these external sources is to do with how they how have understood leadership in the past 

by seeing it happen in others’ lives (Eggen & Kauchak, 2010).  

Pacific ideas are important to young Pacific people but in every diasporic setting, migrants’ 

historical understandings are open to change because of new influences from the current 

setting.  In terms of my research, this setting is New Zealand, a bi-cultural country where ideas 

of European origin predominate for reasons of power. The participants saw how different 
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leadership styles were demonstrated depending on the contexts they were in. The main 

environments where the participants saw leadership demonstrated were the home, church, and 

school environments. The participants generally understood leadership at home and church to 

be Pacific, and school to be Western.  

Home life 

Home life, which consists of the family unit, has an important role in young peoples’ lives 

(Tupuola, 2004). For example, values and beliefs will often be informed from home where 

young people are taught the difference between good and bad. However, how these ideas are 

passed down to people is important; it will differ with countries, cultures, and families. 

Generally, the data suggested that Pacific families in New Zealand share many common traits 

in how they pass on their knowledge and understandings to their children and grandchildren. 

For example, the home and church were places where Pacific young people observed and 

imitated beliefs and values, in comparison to the New Zealand Europeans who may learn in 

the family more than elsewhere.   

One way that participants understood leadership was by adopting their parents’ understandings 

of leadership. The findings show that family relationships strongly influence young Pacific 

peoples’ beliefs about leadership.  The family home is where key intergenerational 

relationships are enacted. The participants explained how they understood leadership from a 

young age. Parents’ understandings of leadership were passed down from their own parents, 

and were informed by their cultural values and beliefs (Pene, 2009). Beliefs passed down by 

parents and extended family involved demonstrating or approving other’s demonstrations of 

cultural values and beliefs. Hana shared that learning these values was not always easy, “you 

know our own cultural values. It’ll be so hard because you know that you have to um, you 

know...everybody’s up here and you just have to be in the kitchen”. Although there were some 

difficulties, as she began to grow into a leader herself Hana understood that there are processes 

to transfer knowledge and understanding to the next generation.    

The choice making processes the participants’ parents demonstrated in relationships as leaders 

affected young Pacific people in significant ways.  Manu’s mother was a positive example of 

this. Manu saw his mother work hard as a single mother, moving to a foreign land while not 

knowing the language so her children could have more opportunities. Seeing this instilled a 

good work ethic and courage for Manu, to the extent that he believed he could achieve the 

goals he put his mind to.  This is evidence that a parent is a child’s first leader (Morton, et al., 
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2012). How the parents ran their household, and treated others demonstrated to their child how 

their behaviour should be (Santrock, 2011). The way parents ran their relationships also had an 

instrumental role in their child’s life, which influenced their child’s view of leadership.   

Among the participants there was a common theme in relation to leadership aspirations: Within 

various environments, relationships are a source of ideas about leadership. Leadership starting 

from home was a major theme with the participants. Upon reflection many of the participants 

said the first example and source of leadership they could recall was a close relative who was 

not a parent, such as an aunt or parent. Additionally, participants expressed that leaders in their 

eyes were everyday people they were related to, extending intergenerationaly to grandparents. 

This thinking aligns with Raivoka (2012) who expressed that part of leadership is, 

“inspirational moments experienced with and shared by ordinary peoples” (Raivoka, 2012, 

p.70). This suggests that leadership does not require titles or recognition of positions, rather, it 

is individuals choosing to make a change in each other’s lives. It makes sense that this happens 

in close relationships.  The influence of the relationship between parent and children has been 

discussed elsewhere. Maria’s parents also played an important role in her life, being her roles 

models and she stated her first example of leadership came from the household, “it would start 

from home, like my parents” (p. 6). For instance, the importance of leadership being understood 

through the family models can be seen in Morton, Wilson, Perlmutter, and Beauchamp (2012), 

where parental roles influence their children’s attitudes. If parents display dissatisfaction 

towards a situation, the children will imitate their parent’s attitude.  

Influential relationships need not be limited to parents-child contexts. As shown in Pene’s 

(2009) study, young Tokelauan people learn values and beliefs not only from their parents but 

their extended family.  For example, grandparents can have a big influence where they believe 

it is their responsibility to do so. In Pene’s study they did this by having evening prayers or 

attending church with the young (Pene, 2009, p. 12). Wells (2011) says that leadership that 

inspires others come from influential leaders - those who are consistent with their actions in 

private and public. This is what the parents of Pacific young people in this study displayed to 

their children, and this was one aspect that the young Pacific peoples hoped to replicate. The 

home is private, but the young Pacific peoples also see their parents in public such as in church.  

Church 

For Pacific people, the church was another environment where Pacific origin values and beliefs 

were passed on. The church plays the role of a community hub, cultural revitalisation centre, 
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religious nourishment, and a site of general social interactions (Hunkin, 2012). Moreover, 

going to church for Pacific families in New Zealand involves everyone, parents, and their 

children (Suaalii-Sauni, Samu, Dunbar, Pulford, & Wheeler, 2012).  

What makes this uniquely Pacific is that the church (the congregation and minister) and 

strongly integrated Pacific culture. The church can be very influential on families in that sense 

that opinions and decisions about families are taken very personally. In fact, religion acts as a 

space of intersection of family and church. Parents set high expectations for children to do well 

(Okagaki, 2001). This expectation weighs heavily on the shoulders of the children, particularly 

if one’s parents have leadership roles within the church (Muaiava, 2015). This type of 

expectation can either work for or against the individual. Studies have shown culture and 

religion are closely linked together (Bodley, 2011; Donner, 2007), and it is important to note 

that many of the participants who spoke about church attended homogenous cultural churches, 

for example an all Cook Island congregation.  

The church instils values in Pacific young people, which the community hope they will abide 

by. This was evident in Suaalii-Sauni, Samu, Dunbar, Pulford, and Wheeler (2012)’s research 

about young Pacific peoples’ consumptions of alcohol. Participants in that study explained that 

their community environments, including the church, had a large influence on their alcohol 

consumption. For example, the young were conscious of how much alcohol they would drink 

because it was not acceptable to the church to be drunk. Some of the participants chose not to 

drink at all because of the church values they had learned. This suggests that the church 

influence is very powerful, especially for the young peoples who are still constructing their 

understandings of the world, and provides a Pacific framework for behaviour and Pacific ideas 

of leadership behaviour despite western influences.    

Hana’s first role model of good Pacific leadership was her father. She shared that her father, a 

church minister, could lead his church congregation and his family well. This was because she 

observed that her father demonstrated that his leadership in public was consistent with his 

leadership at home; he was the same person no matter the context. Her father displayed 

leadership attributes that Hana admired. 

The church acted as a positive influence for Luka, and Eseta but when it came to leadership, 

the church was a site of a hierarchical and award based system which restricted the kinds of 

leadership ideas available. For Eseta, the church environment which was strongly Pacific 

peoples focused had a certain view on leadership, “theirs is more black and white, and it’s 
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more obvious to them who leaders are. And to me they’re quiet formal, like um, church 

ministers and stuff, um or like their elders”.  This style of leadership expects individual leaders 

to have a title and status whether it be a chiefly title or as a deacon within the church. Behaviour 

in church made clear that this was the way to be recognised as a leader. This was a barrier for 

the participants because they could not view themselves as leader at their stage of life. The idea 

of being a leader appeared too large, and in the eyes of the participants they did not possess the 

traits of a leader.      

The home and church were where demonstrations of leadership from a Pacific view took place. 

Outside of these environments, leadership beliefs differed.  

School  

The school environment was a place where leadership understanding was formed in the western 

tradition. The leadership style that was shown at school to the participants was managerial and 

authoritative. The participants gave examples from their schooling experiences and discussed 

how it influenced their leadership beliefs. Eseta understood that school students were rewarded 

for participating in out of class activities with leadership opportunities and titles which implied 

that they were special, different from others.  She understood that only a handful of students 

are chosen to be leaders. This was not helpful in terms of Esta’s leadership development 

because it subconsciously repeated the idea that leadership is only reserved for a few, and 

unless one can obtain such a reward one must keep trying. This style of leadership is 

transactional: you have to do something in order to earn the right to lead (Zagorsek, et al., 

2009). 

Environment as a factor in Young Pacific Peoples development 

As a result of living in a variety of environments, external factors, that is socially-generated 

influences, were used by young Pacific peoples to grasp an understanding of leadership.  If 

they chose to adjust the beliefs about leadership gained from one source or another, social 

factors also influenced this. Analysing the participant’s personal experience produced the 

following factors of influence: tradition, life experience, leadership, and leadership 

development.   

The environments that young people are exposed to provide different models of leadership 

which can have positive and negative effects on how young Pacific people view leadership. 

However, an individual’s perception of leadership can change over time as they grow and 

experience less restrictive environments. The first environment participants experienced is 
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their childhood influences. Here, external influence was out of their control. They could not 

pick or choose relationships or places to live at a young age. Many of the participants spoke 

about their experience growing up, and expressed that there were good and bad aspects to these 

environments. As they began to explore and develop their own personal leadership they became 

more decisive about the leader they wanted to become.  As a child, one’s mind is being moulded 

subconsciously by the environment one is exposed too. This involves both positive and 

negative experiences (Ormond, 2008). Participants found this to be true about their leadership 

beliefs: where they were raised and how they were raised moulded their ideas about leadership.   

The participants felt they were not prepared to be a leader at a young age because of the 

leadership beliefs they held. These beliefs were strongly influenced by traditional cultural ideas 

of leadership. However, later in their lives, other external factors can have a strong impact on 

young people. Peers and community start to become more important (Spano, 2003). That is, as 

one grows, wider environments and more individuals can have a significant influence.  This 

was true for young Pacific people’s development in terms of thinking and philosophies 

(Santrock, 2011; Ormond, 2008; Anae, et al., 2001).  

However, whatever the influence, many of the participants maintained for an extended period 

the belief that they could not be a leader because they did not have a title, status or position. 

Rethinking this was one of the toughest barriers for participants to overcome, and one that they 

all faced. Hana shared how the environment at home did not offer leadership development 

opportunities. The only forms of leadership at home that was understood as valid leadership 

was that of individuals in positions of power. Although young Pacific people understood 

leadership to be like this, it did not encourage or nurture skills to become a leader. In contrast, 

some empowering environments were encountered not only giving a change to demonstrate 

aspiring leadership characteristics, but also helping develop young Pacific peoples’ leadership 

potential.    

Additional environments  

In addition to school and the home, individual young Pacific people also receive positive input 

from other individuals. For example, Maene emphasised that having caring people around to 

support and encourage is important, “like on my [work] team, I wasn’t sure I could be the 

leader, but like my friends just kept encouraging me to go for it and that I could do it, so I did 

eh”. Support networks can be mentors, peers and family. Hana added that having others who 

can “encourage the heart”, especially when self-doubt continues to creep in, was crucial in her 
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journey. Therefore, being around others and having a support network for young people can 

make the difference between going forth and enacting leadership or not. The participants shared 

that their leadership ideas changed as a result of others believing in them.  

Others who believe in their abilities can strongly influence the actions of young Pacific people. 

This was evident where the participants chose to listen to the positive affirmations from peers 

to be a leader, rather than negative ideas from other sources (Mullen, Robertson and Ebrary, 

2014; Azmitia and Cooper, 2011; Molix and Bettencourt, 2010). The participants who were 

exposed to positive environments that allowed them to grow their leadership qualities sought 

for more environments like this. Moreover, they began to differentiate between environments. 

The difference for the participants was that one kind of environment struck fear and into the 

hearts of followers with ideas about title, position and status. The other type was about 

cultivating any individual and empowering them to become a leader in the area they in which 

wish to succeed. Therefore, being surrounded by others who can speak positive words can have 

a big impact on the way leadership is perceived.   

As Morton, et al., (2012) found, young people who have a strong, positive support system in 

their lives can have positive outcomes compared to those who do not. Additionally, the more 

positive input given, the more young people want to give to others (Austine, 2003). The 

environment as an external factor has a vital role for shaping leadership beliefs and behaviours 

which illustrates that ideas of leadership are alterable. 

Leadership qualities 
 

The findings show that participants clearly identified the leadership qualities and characteristics 

they believed a good leader possessed. There were two main qualities: vision and service.   

Vision 

One trait of a good leader is a vision for the people.  Luka explained that visions bring a 

different perspective and helps people to see things from another angle. Sanga (2005) says that 

“leadership vision is about the future and what they aspire for and how they might make it 

happen” (p.5).  This suggests that the vision leaders possess should inspire people to go further 

than they could have imagined for themselves, provide overall improvement for people. Vision 

and good leadership come together when individuals see a situation or challenge in the present 

moment and have a vision to improve these circumstances for the betterment of the people 

involved. A visionary individual, who often becomes the leader of the movement, has no 
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ulterior motives (such as self-promotion) when pursing their vision. This kind of leadership 

motivates the group to reach a shared vision, by bringing out the best traits in everyone. This 

is why the participants identified vision as a necessary characteristic for good leadership.  

Participants also spoke about vision being imparted in them by others. A vision is an ongoing 

process and everyone has a role in completing the group vision and their own life vision. Luka 

expressed that good leaders have a vision that will bring about life changing results. Sometimes 

others will not see the vision but a visionary must have faith that following it is the right thing 

to do, and continue on. Maene’s view about leaders and vision is very similar to Luka’s. Maene 

said that now that when he recognised what good leadership is, he understood that vision has 

a significant role in it.  

A vision is like a goal: it is shared amongst the group of people and they all work together 

towards it to achieve it. An example that Lisi gave was her mother moving to New Zealand 

because she envisioned a better life for her family. This kind or leadership has influenced the 

generations in New Zealand, providing them the possibilities to experience a new way of living 

and new opportunities they may not have had otherwise.  Vision can be closely related to 

service, a second desirable leadership quality.  

Service 

In the findings, the participants expressed that service to others was a quality they cherished in 

the leaders they looked up to. The participants shared that service is one of the greatest forms 

of leadership because it is selfless. Samala (2009), who wrote about the leader as a servant or 

providing a service, explains it as follows:  

Their actions reflect leaders who are servants. Genuine leadership is providing true 

service to others. It is leading without expecting anything in return; being motivated 

to show concern, to demonstrate care and to strive for excellence (Samala, 2009, p. 

63)  

Serving others to the best of ones’ ability not only shows care but also that life is about living 

beyond us. The participants saw how unique service is in relation to Pacific peoples and culture. 

The participants explained how they had seen those in their life who serve others, and that their 

leadership was so inspiring that it caused people to follow in the individual’s footsteps. Barnes’ 

(2015) study about servant leadership in higher education explained that the main principle in 

this kind of leadership is to “first serve others” (Barnes, 2015, p. 246). Barnes continues by 
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suggesting that one does not need to be self-promoting because other will see your work and 

as a result will see you as a leader.  

The findings from the participants resonated strongly with this style of leadership. Although 

the participants did not explicitly use the term ‘servant leadership’, they described the types of 

characteristics and behaviours they saw in others that they desired to identify with in their 

leadership roles. For example, some of the participants mentioned that these types of leaders 

were not in it for themselves.  Luka said leadership was “not about themselves, not in it for 

themselves, not about the pay check, not about the power but just really about doing the work”. 

Hana added, “somebody that has those characteristics, work-ethic, integrity um honestly, 

servant heart, you know? No one that’s sort of like um thinks that they’ve above everybody 

else”. Lisi’s mother sacrificed the life that she was familiar with and worked with family so 

her children and grandchildren could have a better life in a new country. This shows that being 

of service to others was important to Pacific young people because they wanted to be a part of 

something that was bigger than them. Additionally, the skills that are learned from leadership 

through service can be transferable in different settings and last throughout a life time (Barnes, 

2015).    

In return, the leaders also found great joy in seeing their mentees progress because they helped 

contribute to their success. The leaders who supported and encouraged the participants through 

their service demonstrated a form of leadership that the participants wanted to replicate in their 

lives.  Russell (2016) adds that this style of leadership through service can benefit everyone 

involved because it has a full circle effect.  

Negotiation of leadership ideas 
 

Through the participants life experiences from childhood to adulthood, as a result of living in 

a number of environment and in multiple relationships, young Pacific peoples had a developing 

picture in their head what a good leader was, how they would act, and what they would stand 

for.  However, the participants also showed how they had to negotiate or shift their leadership 

beliefs so they could believe they could be leaders themselves and mentor others. The 

negotiation process was internal for the participants; they reconstructed ideas of leadership, 

choosing what beliefs would remain and which needed to be compromised. This involved 

negotiating between the two historical traditions of leadership in a number of environments, as 

well as with personal values.   
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Leadership development 

On the journey to leadership, the participants mentioned that there was a turning point for them 

that made a difference in their lives. These moments were often when they were encouraged to 

keep do what they were doing. At these moments they showed great leadership potential which 

others could recognise. For one of the participants, the realisation that they were a leader came 

when others were looking to them for advice and knowledge. As a result of others believing in  

them, they could begin to believe in themselves. Maene expressed, “I wasn’t sure I could be 

the leader, but like my friends just kept encouraging me to go for it and that I could do it, so I 

did eh. And like now I am kind of willing to put myself out there first and believe in myself 

more.” This shows that self-doubt about leadership which could perhaps stem from hierarchical 

models could be overcome with a strong support system and encouragement. As a result of 

overcoming self-doubt in becoming a leader, the participants could also help and mentor others 

to fulfil their leadership potential.  

Mentorship and leadership growth is about connecting with the right people such as connecting 

a mentee with a mentor who has already travelled the road desired to go down. On the 

leadership journey, mentors are by your side and guide you along the path already familiar to 

them. Eseta shared: “yeah… It’s like this pay it forward kind of thing. They’ll mentor me and 

then they’ll make me see. I mean, they don’t make me see it but [like] I’ll want to pay it forward 

to my students. Then it’s like building this bigger leadership”.  Here, the importance of mentors 

is that they help you stay on the path to your goals. In this context, mentorship is a form of 

service to others exercised by choosing to mentor young people. Hana described the 

responsibility for each generation to mentor the next: “we were saying encourage the heart of 

this young generation from now…to think different about leadership, to be able to become um 

agents of change, world changers. Like um influential, um in what they do and in the lives of 

people that come their way so that it’s like that um... what is it... domino effect”. This shows 

that the mentoring relationship goes beyond the mentor and mentee. The hope is that one by 

one people will be influenced to bring about positive change and will create a domino effect 

that could change the future lives of many people. Through the mentoring processes ideas of 

leadership were modified to become personal by young Pacific peoples. This contrasts with 

static position-driven ideas such as those from school and church which limit alternative styles 

of leadership growth.  

In summary, the first section of this chapter has given a multi-layered picture of the 

development of young Pacific People’s ideas of leadership.  This has involved cultural 
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influences, environments, and leadership qualities.  Understanding the topic in this way gives 

rise to a number of implications which in term lead to recommendations. These areas are the 

subject of the following section. 

Implications  
 

From the above analysis and discussion there are three main implications which can be drawn. 

The first implication is that problems can be caused for Pacific young people in their 

understanding of leadership by over focus on one cultural leadership belief from one space. 

Over focus is not helpful for young pacific peoples’ leadership development where they are 

living in an edgewalking space and must negotiate between Western and Pacific leadership 

ideas. This means encouraging young Pacific peoples to move freely between traditions 

without feeling they are permanently choosing one way over the other.   

 

The second implication is that change over time results in differences between the beliefs of 

older and younger generations of Pacific people. Leadership beliefs that older Pacific people 

value may not be recognised as useful by the younger generation of Pacific people. This is 

because the change in society over time calls for Pacific young people to adjust their leadership 

beliefs to reflect their experiences. This draws attention to how culture continues to evolve, 

and highlights the need for young Pacific peoples to be equipped as leaders with cultural roots 

but in the here-and-now.    

 

The third implication is that it is helpful for young Pacific peoples if others recognise and value 

their strengths their and abilities to negotiate leadership ideas of Western and Pacific worlds. 

Creating their own definitions of leadership is an act of identity formation which is responsive 

to their changing context. It is therefore important to pay attention to where young Pacific 

peoples are drawing their identity from, and how it defines them as young Pacific peoples in 

their particular context.  

 

These implications can be operationalised to the betterment of Pacific young people by 

considering and acting on a number of recommendations. These apply to the various 

environments in which Pacific young people’s lives are lived and to programmes designed to 

support their leadership.  
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Recommendations for young Pacific peoples’ leadership development 
 

Environments  

As discussed above, the two environments where young Pacific peoples learned their Pacific 

ideas of leadership were home and church. As the participants shared, they learned many good 

things from home and church. However, the ideas of leadership were exclusive and only 

cultivated some for their leadership.  These environments did not help them grow fully in their 

leadership abilities.  

   

Rethinking leadership for Young Pacific peoples in a New Zealand -Pacific 

context  

A suggestion Pacific Island families and churches might consider is the value of less positional 

leadership styles in the context of New Zealand. These traditions that were upheld in the Pacific 

homeland might be reconstructed for those who are born and raised in other countries outside 

of the Pacific. It is possible to maintain Pacific value and beliefs without taking the cultural 

essence from it. There needs to be a partnership between the different generations working on 

how reconstruction can take place, and what it will look like. For example, the young 

generations can inform the older generations on the new context and ways leadership and 

culture and be incorporated while the older generations can provide the knowledge of culture 

for the young generation who will know how to relay it to their generation.  Ideally, there 

should be a safe space the young Pacific people to express their ideas on leadership without 

feeling like they are intruding or being disrespectful.   

 

Rethinking for Young Pacific peoples in a Western context 

Western ideas of leadership were learned by participants from school. These environments had 

set views on leadership, and the participants shared that the focus on transactional leadership, 

was a barriers for them in this context. For example, they were forced to consider what they 

could offer in exchange for the recognition as a leader. The young Pacific people began to view 

leadership in a transitional way in Western contexts because they were influenced to thinks this 

is what leadership is. As a result, young Pacific peoples may feel they lack the abilities to 

exchange for leadership in some circumstances. This can contribute to low self-esteem and a 

lack of Pacific leaders in this area.  
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My recommendation for schools would be to pay attention to the leadership models favoured 

by Pacific young people. Models of leadership that empower and speak life into their leadership 

potential are important were emphasised by the participants. If the school does not know where 

to start, the servant leadership model that closely aligns with Pacific values can be adopted. If 

schools, which are places of learning about leadership ideas, shift their exclusive beliefs and 

attitudes about leaders, it will also help change the beliefs and values of young Pacific peoples 

who believe they cannot be a leader in this context. As possible result of the schools serving 

the students by adopting a servant leadership model, students could do better in school.  A 

sense of belonging and stepping up can be the result of exercising leadership. 

 

Leadership development programs  

Ways that young Pacific people can be moulded into leaders include the availability of 

programs that addresses their values and beliefs as a Pacific young person in New Zealand. 

Ideally, leadership programs will create a community of strong Pacific young people who will 

encourage one another, and become mentors in the future for other Pacific young people. 

Effective programs will be those that provide a positive environment that can cultivate young 

Pacific peoples. A recommendation for those develop leadership programs for Pacific young 

people’s such as the Ministry of Pacific Island affairs is that partners need to provide spaces 

for a discussion of Pacific and Western styles of leadership before embarking on new programs. 

Such discussions would consider where Pacific Young Peoples might be starting from in their 

leadership journeys. As a result of these discussions stronger Pacific leaders can be raised up 

because development can start in the context which Pacific young people recognise.   

 

Recommendations for research  

Researchers should investigate sites of powerful new models of leadership so that more can be 

learned about these ideas to direct ways forward. Research going forward for Pacific people to 

consider includes: research to look further at the processes of Pacific young people’s leadership 

development; research to investigate leadership development in New Zealand for young people 

from individual Pacific nations; research to investigate how a Pan-Pacific identity may fit into 

the development of Pan-Pacific leadership among Pacific young people; relevant research 

which takes account of gender.  
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Based on this research the following model maps young peoples’ leadership development in a 

way which can guide future research and thinking.  
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Figure 1.  

Model 

The Tupulaga Fou (Next Generation) model 
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Tupulaga fou comes from the Samoan language and loosely means ‘next generation’. The idea 

of this framework came about through this research when discussing the responsibility to 

mentor the next generation. This idea was reoccurring with the participant and in discussions 

with people in my communities, such as church and university. All emphasised the older 

generations’ importance to lead the tupulaga fou on their journey. This term captures the 

essence of this research by emphasising that in leadership there is always going to be the next 

generation that needs to be mentored, cultivated, and made room for. It is the responsibility of 

the older generation to make opportunities accessible and available.  

 

As the researcher I wanted to find young Pacific leaders who were mentored by others who 

believed in them as the next generation of leaders. These leaders are now mentoring the next 

generation as a result. This model is dedicated to those who have committed their time to 

raising young Pacific leaders who will bring about positive change in the lives of Pacific 

peoples around the world. The model is based on the stories from the participants and literature 

that highlights external and internal factors that make up leadership beliefs for young Pacific 

people. The visual representation may help with understanding and implementation of the 

model.  

The Tupulaga fou model is intended to help future research for young Pacific peoples to 

evaluate and further develop leadership models to help Pacific peoples. As an emerging 

researcher I developed this model to inspire a change for young Pacific peoples in education 

through leadership. Circles were chosen to represent each aspect as a complete idea. Each circle 

represents one of the six aspects that young Pacific leaders value. A successful leader is one 

who has learned how to use ‘what skills when’. For example, working within a Pacific 

community they understand how to address elders. Each aspect is important. A good leader 

understands this by knowing what circle of knowledge to pull from, depending on the context. 

This is a skill that young Pacific peoples have learned to do living in New Zealand by moving 

between church, school and home life. 

Circles were also used to represent a holistic approach to leadership for young Pacific peoples. 

In the ‘leader’ circle, the young Pacific person has the ability to move freely between each 

circle space. This shows that there are many aspects that make a leader. These are not limited 

to the six in the model:  historical; alterable; personal qualities; components; relationships; and 

environmental. 
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The development of this model was tested on my leadership journey through writing this thesis. 

As I became more aware of my abilities to switch between contexts and pull knowledge from 

the appropriate circle, I become more accountable as a leader to my beliefs and values.   

Lou Malaga: Reflecting on my journey   

      
My leadership belief was formed as a result of wanting to help others. The only way this seemed 

possible was by obtaining a leadership position. I decided to ignore the need to have a tittle or 

position and began to pursue my desire to help others and try my best to live to the highest 

standard of my being. To my surprise, others began to recognise me as a leader, and I started 

to question “what does it mean to be a leader, and what does it mean to be in leadership?”.  

Before conducting this research my ideas about leadership were fairly similar to how they are 

now. I believed then and I still do now, that everyone has leadership potential. What I believe 

is important about everyone’s leadership potential is that it does not need to look the same 

because different contexts calls for different skills. This was one lesson that I learned from the 

participants, and something I remind myself and others. I found it important because we can 

compare our leadership journey to others and think that we are not progressing, but 

remembering that everyone’s journey and skills are different can help relieve some of the self-

critical stress. When working on the thesis, being in an environment surrounded by people who 

would support me and help me move towards my goals was something I intentionally began to 

look for in all aspects of my life. As a result I had to move away from environments that were 

not helping me grow. This made a difference in my leadership and the completion towards this 

thesis.       

One of the most confronting ideas when conducting this research was accountability. This 

research made me become more accountable for my actions as a mentee and mentor. It 

challenged me to live up to the standards of others who believed I could reach my full potential. 

Moreover, for those I was mentoring it meant that they could see that I was “walking the talk”, 

and “if I can, they can too.” Similarly, how the participants explained leadership is a full circle, 

I have seen this happen in my leadership journey.   

The two categories of implications emphasise in the research as being firstly environmental 

and secondly relevant to leadership development programs. The environment for the 

participants and those described in literature have shown that being surrounded by some 

supportive groups of peoples (or even one individual) to  help to cultivate leadership 
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development is vital. This is because a lack of leadership belief and encouragement can make 

an individual believe they do not have the leadership capabilities. A positive leadership 

environment that cultivates individuals, especially young Pacific people, can be viewed as 

necessary for a positive leadership outcome.  

 

Conclusion 
 

By seeking to answer, ‘what are young Pacific peoples’ understandings of leadership?’ this 

thesis revealed that was no simple answer. Instead, there were many pieces that contribute to 

complete the picture. Without being fully aware, I was activating my leadership abilities by 

pursuing this thesis. As a young Pacific person, writing this thesis took me through many 

experiences. My experiences mirrored some of those of the other contributors to the research. 

For instance, the church and home were places where I also learned Pacific values and beliefs. 

Particularly, learning to negotiate between the Pacific and Western ways of knowing and doing 

also resonated with me. These findings highlighted that this is a challenge that many Pacific 

peoples encounter. To overcome this challenge the participants and I shared the same solution; 

edgewalking.  

I also changed my view of leadership to include a much more defined understanding of servant 

leadership. Prior to researching what had been written about servant leadership I thought it was 

about meeting everyone else’s needs. Instead, servant leadership is about providing a service 

that helps others. This service will range from person but person, because the service that one 

chooses to provide is personal, something that one happily does for others. For example, a 

university student who has a passion for playing rugby will coach a high school rugby team, or 

one who loves a subject may help other students with assignments. These are examples of 

servant leadership, which emphasises that acts do not have to be recognised by mass groups of 

people. It is about helping people one by one, and everyone learning and choosing to do a good 

deed for others.   

In the end, this research is a contribution to young Pacific people around the world. I hope that 

this research inspires, encourages and motivates each individual who reads this, especially 

young Pacific people. I hope it inspires you to take a leap of faith and pursue education to your 

highest and best ability possible, because when you succeed we all succeed. I challenge you to 

give it your all and see what happens. I hope that the stories of the participants encourages you. 
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They show that no matter where you start, no matter your circumstances or environments you 

have everything you need to lead. These challenges that you overcome become what makes 

you standout. I hope this learning motivates you to do your best and give your all in every area 

of education, church and home life. You can do it.  

I thank Almighty God for all the challenges that have come my way and doors that He kept 

closed. Had I not encountered difficult situations and overcome them I would not be where I 

am, or who I am today.   
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