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EXECUTIVE 

SUMMARY 

 

Hope Street Group (HSG) launched its first State Teacher Fellows 
(STF) program in Kentucky in 2013; since that time, the program 
has expanded to Hawai’i, North Carolina, Tennessee, Arizona, 
and Utah. With the aim of amplifying teacher voices to inform state 
and district policies that impact educators, the program provides 
training, tools, resources, and support to cohorts of State Teacher 
Fellows (STFs) in each state. 
 
In fall 2017, Hawai‘i STFs held focus groups on topics related to 
creating a teacher career pathway in Hawai‘i to retain teachers 
and incentivize growth and leadership within the profession. There 
was an online option for educators who were unable to attend live 
focus groups. STFs held 50 focus groups and an additional 236 
participants responded to the online focus group questions.  
 
This report presents findings from six focus group questions. An 

overview of focus group findings and associated 

recommendations, organized by topic area, follows.  
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 FINDINGS:  RECOMMENDATIONS:   

 Hawai’i teachers commonly requested 
additional information on clear, accessible, 
and differentiated career pathways, noting 
that these pathways should include access 
to professional development and 
opportunities for growth. They also 
requested non-instructional time, additional 
compensation or incentives, and public 
recognition for their efforts. Teachers 
highlighted the importance of opportunities 
for teachers to collaborate, co-teach, and 
learn from one another, particularly through 
mentoring opportunities in their career and 
leadership pathways. 

Teachers also shared that teacher leaders 
have unique roles that include being 
involved in decision making and providing a 
teacher perspective on various issues; 
strengthening teacher, parent, and 
community collaboration; and having a 
primary focus on student success. 

With regard to leadership development, 
teachers highlighted the importance of 
administrators who can directly support 
teachers on the pathway to leadership. 
Specifically, teachers emphasized that 
administrators should have leadership skills, 
people and relationship skills, and classroom 
and content knowledge and be able to 
communicate with and listen to teachers. 
They commented that supportive 
administrators recognize teacher potential 
for leadership and work to foster continued 
growth through a positive overall school 
vision. 

The Hawai’i Department of Education (HIDOE) 
could develop an accessible model for career and 
leadership pathways in the HIDOE system. This 
model could: 

a) Be clearly defined, beginning with an explicit 
definition of teacher leadership in Hawai’i 
and moving toward the development of 
various pathways within the Hawai’i system; 

b) Be differentiated, allowing teachers the 
opportunity to retain their primary 
assignment as classroom teachers while 
also having access to opportunities for 
teacher leadership; 

c) Incorporate the recognitions and incentives 
that teachers requested in the fall 2017 
focus groups (e.g., additional pay, 
compensated time); and  

d) Incorporate some of the new teacher 
mentoring initiatives offered at the Complex 
Area level.  

Useful examples are available in the career pathway 
models recently developed by the New Mexico 
Public Education Department, Baltimore City Public 
Schools, and the Kentucky Department of 
Education, as well as the model suggested by the 
National Network of State Teachers of the Year. 
These models may help HIDOE in determining how 
best to respond to feedback from educators about 
developing differentiated career pathways.  

HIDOE could also provide school administrators with 
feedback from the fall 2017 focus groups on the 
importance of the administrators’ role in building, 
cultivating, and fostering growth in teacher 
leadership and support administrators in their efforts 
to promote teacher leadership. This would require 
the development of a plan to help school 
administrators carry out these efforts in their 
schools, as well as training and support for 
administrators. 

 

 
 FINDINGS:  RECOMMENDATIONS:   

 Teachers believe that teacher leadership 
could be incorporated across all areas of the 
HIDOE 2017–2020 Strategic Plan, within staff 
and student success areas, and also woven 
into systems of support.  

As suggested by teachers, HIDOE could consider 
integrating teacher leadership into all three goals of 
the strategic plan. 

 

CAREER PATHWAYS 

2017–2020 STRATEGIC PLAN 
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INTRODUCTION

Hope Street Group (HSG) launched its first 
State Teacher Fellows (STF) program in 
Kentucky in 2013. Since that time, the program 
has expanded to Hawai’i, North Carolina, 
Tennessee, Arizona, and Utah. With the aim of 
amplifying teacher voice to inform state and 
district policies that impact educators, the STF 
program provides training, tools, resources, 
and support to cohorts of State Teacher 
Fellows (STFs) in each state. 
 
Policy Studies Associates (PSA) in 
Washington, D.C., has conducted independent 
evaluations of the STF program and shared 
the data with HIDOE and other state partners. 
HSG has used the data to make improvements 
to the STF program’s impact and reach. PSA 
is currently conducting an independent 
evaluation of the STF program in Hawai’i for 
2017. HSG staff will use PSA findings to make 
evidence-informed decisions and 
programmatic improvements, which they will 
share with HIDOE in the early summer of 
2018. 

Fall Data Collection 

In fall 2017, Hawai‘i STFs (Appendix A) held 
50 focus groups on topics related to creating a 
teacher career pathway to retain teachers and 
incentivize growth and leadership within the 
profession (Appendix B). An additional 236 
participants who were unable to attend live 
focus groups participated in an online option. 
The State of Hawai’i Department of Education 
(HIDOE) and the Hawaii State Teachers 
Association (HSTA) helped to advertise the 
opportunity. Other local education partners 
also sent out an online version of the focus 
group questions. STFs hosted focus groups at 
their schools, at HSTA chapter meetings, at 
meetings of teacher professional networks, 
and virtually across the state. 
 
 
 

Analysis and Reporting 

HSG secured the services of Magnolia 
Consulting, located in Charlottesville, Virginia, 
to independently analyze STF focus group 
data and to report findings. HSG and Magnolia 
Consulting developed figures in the body of the 
current report to highlight the most common 
themes referenced for each focus group 
question (Appendix C), in order of the highest 
to lowest number of respondents. Additionally, 
HSG and Magnolia Consulting collaborated to 
develop recommendations. Hawai’i STFs also 
offered their feedback on an initial draft of 
recommendations (Appendix D). 

Report Layout and Design 

The layout of this report differs from previous 
years’ reports. After consultation with STFs, 
state-based partners, and education agency 
staff in each state with an STF cohort, HSG 
changed the layout of the report to provide 
additional graphics and a layout more 
conducive to sharing via social media; STFs 
use social media heavily to convey report 
findings to their professional learning networks 
(PLNs). Additionally, the new layout reflects 
many of the subtle yet important changes 
partners have requested over the years to 
improve the readability and overall 
understanding of the data analysis and 
recommendations.  

HSG is committed to adjusting the layout and 
organization of this report to help HIDOE better 
understand and act on the data and 
recommendations; feedback from the HIDOE 
is welcomed. The HSG Hawai’i State Director, 
along with the national office staff who support 
her, will promptly attend to any feedback. 
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CAREER 

PATHWAYS  

 

 

Relevant Focus Group Findings 

Teachers suggested that if they could design their own career pathway, it would include multiple 
components (Focus Group Question 1). Specifically, teachers said these pathways should be 
clear, differentiated, and accessible; include professional development; provide teacher 
collaboration and mentoring opportunities; include additional non-instructional time, 
encouragement to pursue higher degrees, and compensation for advancement; and offer the 
opportunity to retain a primary assignment as classroom teacher.  
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CLEAR, ACCESSIBLE, AND DIFFERENTIATED PATHWAYS 
 

 Teachers offered various feedback and examples that highlighted the importance of 
having clear and accessible teacher pathways with embedded expectations for 
advancement (e.g., number of years of experience, requirements to become a 
teacher leader). Some teachers emphasized the importance of flexibility and 
differentiated pathways, as certain types of advancement are not appropriate for or 
desired by all teachers (e.g., advancement to administration). 

  “It should have a clear definition and steps. You have to teach this amount of 
years before you can be a teacher leader. I would say five years, at least three 
years teaching at that same school.” 

 

 
 

  

  “You need to have requirements across the board with how to become a 
teacher leader or else it would be like Common Core where everyone interprets 
it differently.” 

 

    

 
PROFESSIONAL DEVELOPMENT OPPORTUNITIES 
 

 Teachers noted that their pathway should include access to professional 
development opportunities, conferences, and other resources for continued growth. 
Teachers felt that these opportunities should be free or offered at a reduced cost, 
relevant to their content area, and available locally or online for easy access.  

  
“I would have online classes that allowed me to use the 
kids/data/classroom/school I’m currently in to complete work. Most of the work 
would be practical in nature.”  

 

    

  “Professional development opportunities more readily available, accessible, 
and relevant…” 

 

    

 
TEACHER COLLABORATION OPPORTUNITIES 

 Teachers stated that their pathway should include opportunities to share ideas, co-
teach, and reflect with fellow teachers on classroom instruction. Some examples 
included sharing professional learning with other teachers or visiting other teachers’ 
classrooms, within the same school or in other schools. 

  “Working side by side with fellow teachers, co-teaching, collaborating, and 
reflecting regularly.” 

 

    

  “More time to observe other teachers. 1-day PD isn’t better than just sitting with 
other teachers. Learning more practically. See other teachers perform.” 

 

    

 
ADDITIONAL NON-INSTRUCTIONAL TIME 

 Teachers suggested that their pathway should include a reduction of classroom 
responsibilities to provide non-instructional time that can be directed toward 
advancement. For example, teachers suggested sabbaticals or time released from 
classroom instruction to allow time to pursue leadership and advancement 
opportunities. 
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  “Would like to work one day and then go to school the next day. Time is usually 
the variable that keeps a teacher from moving professionally.” 

 

  
 

 

  “Utilize sabbatical or semester off to do teacher leadership work. It may not be 
practical for a whole semester or whole year.” 

 

    

 
MENTORING OPPORTUNTIES 

 Teachers said their pathway should include opportunities to have a mentor or to 
become a mentor or master teacher to others. 

  “The opportunity to teach as a master teacher in the school system (mentor 
teachers who need mentoring while teaching part of the day).” 

 

  
 

 

  “Require teacher mentors in the first two years of teaching by in-house mentors 
(to fully understand the internal operations/social politics of the school).” 

 

    

 
OPPORTUNITY TO STAY ACTIVE IN THE CLASSROOM 

 Teachers felt their career pathway should allow them the opportunity to continue 
being active in the classroom and to retain their primary assignment as classroom 
teachers. 

  “A lot of positions are not in the classroom anymore. Maybe department head, 
but that doesn’t have students. District also doesn’t have a classroom, but I like 
being in the classroom.” 

 

    

  “Ideally, teach half a day in a classroom, and other half of the day collaborate 
with like-minded teachers looking at instructional strategies, reflect on 
classroom practices, struggling students.” 

 

    

 
OPPORTUNITIES TO ATTAIN HIGHER DEGREES OR CERTIFICATIONS 
 

 Teachers identified the opportunity to attain a higher degree or national board 
certification as an important element of a career pathway. Some added that HIDOE 
should be supportive of teachers seeking to attain higher education (e.g., by 
rewarding the effort with additional pay). 

  “Finish my Ph.D. in Science Education or be National Teachers Board 
certified…” 

 

    

  “If the DOE partnered with UH Manoa or Hilo to offer Master’s degrees that are 
more attainable, [that] would be helpful.” 

 

    

 
HIGHER PAY FOR ADVANCED/LEADERSHIP ROLES 

 Teachers stated that their career pathway should include higher pay or incentives for 
more advanced roles or leadership positions. 

  “We should get appropriately compensated for existing leadership roles.”  
  

 
 

  “Compensation package for taking on a leadership role (Teacher in Charge).”  
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Teachers also shared several suggestions for the role of teacher leader (Focus Group Question 

2). Specifically, teachers highlighted the importance of mentoring, involvement in decision 

making, participation in professional development, implementation of best practices, and a focus 

on the school, community, and student success.   

 
 

 
  

 
SERVE AS A MENTOR TO FELLOW EDUCATORS  

 Teachers commented that teacher leaders should serve as mentors to other 
teachers. In this role, teacher leaders should provide guidance and support to fellow 
educators. Some teachers felt that this mentoring role would be particularly important 
for new teachers or veteran teachers who are struggling in the classroom. 

  “It should be someone who is providing support and help in sharing strategies. It 
should be a mentor who helps others become effective teachers.” 

 

    

  “Mentors of instruction to new teachers.”  

    

 
PROVIDE A TEACHERS’ PERSPECTIVE  

 Teachers suggested that teacher leaders should be involved in decision making at 
the school and complex level. In this role, teacher leaders should provide a teacher’s 
perspective on various issues and represent the interests of their fellow teachers. 
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“Be a voice for teachers in meetings. Put forth ideas. If you’re not able to solve 
problems, advocate for solutions that support teachers.” 

 

 
 

  

  “Serve as a liaison between administrators and teachers. Have a seat at the 
table when any big decisions are being made.” 

 

    

 
PARTICIPATE IN AND PROVIDE PROFESSIONAL DEVELOPMENT 

 Teachers shared that teacher leaders should participate in professional development 
to stay up to date on current developments in the field. In turn, teacher leaders 
should share what they learn with fellow educators and play a role in developing 
school-wide professional development opportunities. 

  “Determine professional development needs, and/or lead them.”  
  

 
 

  “Leaders show continued engagement in professional development learning.”  

    

 
IMPLEMENT BEST PRACTICES IN THE CLASSROOM  

 Teachers said that teacher leaders should employ best practices in the classroom 
and model these practices for other teachers. As an example, several teachers 
mentioned using student data to improve instruction and using innovative ideas in the 
classroom. 

  “Be current in best practices in the curriculum and be willing to model innovative 
ideas.” 

 

  
 

 

  “A teacher leader advocates for research-based best practices, and leads 
colleagues by modeling those best practices.” 

 

    

 
BE SCHOOL AND COMMUNITY FOCUSED  

 Teachers said teacher leaders should be focused on their school and community. 
Teachers emphasized that teacher leaders should collaborate with other teachers, 
parents, and community members to expand their reach beyond the classroom.  

  “A teacher leader should be someone who knows just as much about the rest of 
the school as they do their own classroom.” 

 

    

  “To asses and champion the needs of the community (families, children, 
teachers, and support staff).” 

 

    

 
BE STUDENT FOCUSED 

 Some teachers stated that teacher leaders should remain focused on student 
success first and foremost. 

  “To always put students first and support their needs.”  
  

 
 

  “The role of a teacher leader should be to facilitate and strengthen students’ 
abilities to learn in a positive and encouraging manner.” 

 

 

 

 

 

 



 

7 
 

Teachers have encountered several challenges and supports when developing their leadership 
within the current HIDOE framework (Focus Group Question 4). In focus group discussions, 
teachers frequently highlighted the importance of administrators, who can create challenges or 
offer support, as teachers seek to develop their leadership. Teachers also viewed a lack of time, 
inaccessible or irrelevant professional development, and unclear advancement opportunities in 
the current system as challenges. When discussing supports, teachers highlighted the 
importance of other school staff who supported them in developing their leadership.  
 

 
 

 
 

 
CHALLENGE: ADMINISTRATORS 

 Teachers stated that administrators have created barriers for teachers seeking to 
develop their leadership, with some principals being unsupportive or acting as 
gatekeepers who restrict access to opportunities. Some teachers expressed concern 
that their voices are not being heard by administrators. 
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  “Lack of administrative support—at many schools, favorable positions are not 
allocated based on qualifications or tenure, but rather friendship with principals 
or administration.” 

 

    

  “I think a challenge is also being afraid of speaking up. With some 
administrators, if you’re not on board or you speak up and share your thoughts, 
you’re on their bad list.” 

 

    

 
CHALLENGE: LACK OF TIME 

 Teachers said they do not have enough non-instructional time during the school day 
to pursue leadership opportunities.  

  
“Currently, there is no opportunity to take time away to go and learn and come 
back.” 

 

    

  “Having enough time to attend professional development or time to meet with 
other colleagues is always a challenge, along with keeping up with the daily 
responsibilities of your classroom.” 

 

    

 
CHALLENGE: UNCLEAR PATHWAYS OR OPPORTUNITIES FOR 
ADVANCEMENT IN CURRENT SYSTEM 

 Teachers reported possessing little information about how to advance in the current 
HIDOE system, as well as limited information on opportunities outside of 
administration. Some teachers commented that few leadership opportunities are 
available. 

  “There’s a very defined line between ‘leadership’/admin and teachers. Most 
don’t want to be a vice principal or principal. What do we do from here?” 

 

    

  “It is unclear what you need to do to move up the steps. They have never been 
explained…it needs to be easier to understand.” 

 

    

 
CHALLENGE: LACK OF RELEVANT PROFESSIONAL DEVELOPMENT 

 Teachers stated that professional development, as it relates to leadership, has been 
unhelpful or inaccessible. For example, teachers mentioned that professional 
development has been unavailable locally, or it has not addressed leadership topics 
or specific content areas. 

  “Having to go out of my way to attend a training on another island at my own 
cost, on my own time.” 

 

    

  “Professional development courses are not offered often enough. Many 
courses do not provide enough advanced learning…” 

 

    

 
SUPPORT: ADMINISTRATORS 

 In contrast to those teachers who identified administrators as presenting challenges, 
another group shared that administrators have directly supported them on their 
leadership pathways in the current HIDOE framework.  

 

 

 

 



 

9 
 

  “If you have a good admin, they empower and support you by giving you 
opportunities to get out of your box and serve as a leader.” 

 

  
 

 

  “I have had principals who encouraged and supported my growth. They saw 
potential in me and gave me opportunities to lead.” 

 

    

 
SUPPORT: OTHER SCHOOL STAFF 

 Teachers often said that other school staff, such as coaches, mentors, and other 
teachers, have supported them in seeking to develop their leadership in the current 
HIDOE framework. 

  “Supports come from colleagues I love and admire. Our unofficial conversations 
are my real leadership support.”  

 

    

  “[I have a] supportive curriculum coach who pushes people forward.”   

 
Teachers suggested that because administrators play an essential role in developing teacher 
leadership, they need specific skills and attitudes that will allow them to be supportive in 
developing teacher leaders (Focus Group Question 5). These include leadership, relationship, 
and communication skills; classroom and content knowledge; and the willingness to recognize 
teacher potential for leadership. Teachers also added that administrators should have an 
overall, positive school vision that includes developing teacher leadership capacity. 
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GENERAL LEADERSHIP SKILLS 
 

 Teachers suggested that administrators need several leadership skills, such as 
transparency, consistency, equity, fairness, flexibility, and open mindedness. 
Teachers also noted that administrators should be leadership models and team 
players who set an example for all staff. 

  “Sharing of leadership. Sharing of responsibility. Letting go of some degree of 
control so that students and teachers can change and improve the classrooms 
in ways that matter to them.” 

 

    

  “They need to be a leader themselves. They need to set an example.”  

    

 
PEOPLE SKILLS/RELATIONSHIP SKILLS 

 Teachers felt that people or relationship skills are essential for administrators. For 
example, teachers mentioned the importance of having empathy and being 
approachable, having problem solving skills and interpersonal skills, and having a 
positive rapport with community members, parents, staff, and students.   

  “People skills. Someone who is interested in building relationships among 
students, staff, families.” 

 

  
 

 

   “Empathy (to understand where the teacher is coming from).”  

    

 
ABILITY TO RECOGNIZE POTENTIAL AND FOSTER GROWTH 
 

 Teachers said that administrators should recognize teacher potential for leadership 
and foster teachers’ continued growth. For example, teachers suggested that 
administrators could facilitate or provide professional development. 

  “Ability to recognize leaders, know how to foster growth, and be cheerleaders 
for everyone.” 

 

    

  “Keen eye for recognizing and looking for potential. Knowing what to build on 
and to shy away from. Knowing how to broaden our capacity.” 

 

    

 
COMMUNICATION AND LISTENING SKILLS 

 Teachers emphasized the importance of administrators who possess strong 
communication and listening skills. 

  “Communication. They have to be able to communicate things.”  
  

 
 

  “Listening and valuing the opinions of others.”  

    

 
CLASSROOM AND CONTENT KNOWLEDGE  

 Teachers commented that administrators should routinely visit classrooms and have 
classroom experience. Teachers also added that administrators should have the 
content knowledge to lead teachers. 
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  “They need to remember what it’s like to be in the classroom. It would be good 
for administrators to teach a lesson and show us.” 

 

  
 

 

  “The ones that are very good are the ones that are grounded in curriculum, 
instruction. You have to know what goes on in the classroom.” 

 

    

 
VISION 

 Teachers shared that administrators should have an overall school vision, particularly 
one dedicated toward building teacher leadership capacity and moving toward a 
positive future. 

  “Vision for the future and able to identify those able to carry out the vision.”  
    

  “They need to have big picture vision so they can see who on faculty is ready 
for roles, close to leadership, willing to take on more.” 

 

    
 
Teachers said that once teacher leaders are identified, HIDOE should recognize them with 
additional compensation or incentives, public recognition, a formal title, and additional 
compensated time (Focus Group Question 3). 
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ADDITIONAL FINANCIAL COMPENSATION 
 

 Teachers felt strongly that teacher leaders should be recognized with additional 
compensation for their work and time, through increased teacher pay or through 
stipends or bonuses. As an example, teachers suggested that their salary schedule 
could incorporate teacher leadership positions into salary step increases, in addition 
to areas already specified in the schedule (i.e., teacher experience, education, and 
professional development).  

  “Separate paid matrix for teacher leaders, with a different role and 
responsibilities.” 

 

    

   “If you get paid more, you feel like you have a sense of pride and more 
responsibility which would encourage people to do more.” 

 

    

 
PUBLIC RECOGNITION 
 

 Teachers shared that teacher leaders would appreciate public recognition in the form 
of awards, a celebratory event, or public acknowledgments by school administration 
or DOE personnel (e.g., assemblies, local news articles, newsletters). 

  
“Should be within school like a teacher of the year. We work hard and it would 
be nice to spotlight a teacher.” 

 

    

  “Being verbally acknowledged by one's own administration would be great. 
Being acknowledged at a district or complex level would also be great.”  

 

    

 
FORMAL TEACHER LEADER TITLE 

 Teachers suggested having official teacher-leader titles that are consistent across 
the state. Teachers stated that micro-credentials, certificates, and similar documents 
may serve as resume builders and official signs of the teacher-leader role. 

  “As the DOE is hierarchical, teacher leaders should have additional titles and 
designations next to their name so that those in and out of the system can 
easily identify their role.” 

 

    

  “Teacher leaders should have a title or notation to let others know that they are 
a teacher leader.” 

 

    

 
INCENTIVES FOR CONTINUED GROWTH 

 Teachers commented that teacher leaders should receive incentives to encourage 
continued growth, such as paid professional development, opportunities to attend 
leadership retreats, and free tuition for course work.  

  “If they are leaders, DOE should pay for conferences, PDs, etc.”  
    

  “What if you get a free PD course? The cost of the course is covered, you get 
one free ‘grow’ course every year.” 
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ADDITIONAL COMPENSATED TIME 

 Teachers suggested that schools should provide teacher leaders with additional 
compensated time. For example, teachers suggested preparation periods for 
leadership tasks, time released from the classroom for mentoring and other duties, 
and additional paid time for vacation.  

  “Sometimes we can be compensated with an extra prep time or duty-free 
lunch.” 

 

    

  “For classroom teachers who are taking on coaching/mentoring roles they 
should be given extra prep periods or time off from teaching so that they can 
attend to these extra duties.” 
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Summary 

In summary, Hawai’i teachers commonly requested additional information on 
clear, accessible, and differentiated career pathways, noting that these pathways 
should include access to relevant professional development and related 
opportunities for growth, such as opportunities to pursue higher education. They 
also requested non-instructional time for teacher leadership roles and additional 
compensation or incentives—such as compensated time, professional 
development, or tuition—in addition to public recognition of their efforts. Teachers 
highlighted the importance of opportunities to collaborate, co-teach, and learn 
from one another, particularly through mentoring opportunities within their career 
and leadership pathways.   

In addition, teachers said that teacher leaders have unique roles; they should be 
involved in decision making and provide a teacher perspective on various issues; 
work to strengthen teacher, parent, and community collaboration; and have a 
primary focus on student success (e.g., Goal 1 of the 2017–2020 Strategic Plan).  

When discussing the development of teacher leaders, teachers highlighted the 
importance of administrators who can directly support teachers on their 
leadership pathway. Specifically, teachers emphasized that administrators should 
have leadership skills as well as people and relationship skills, and they should 
be able to communicate and listen to teachers. Our focus group participants 
commented that supportive administrators recognize teacher potential for 
leadership and work to foster continued growth in the context of an overall, 
positive school vision.  

 

 

• HIDOE could develop an accessible model for career and leadership pathways in the 
HIDOE system. This model could (a) be clearly defined, beginning with an explicit 
definition of teacher leadership in Hawai’i and moving toward the development of various 
pathways within the Hawai’i system; (b) be differentiated, allowing teachers the 
opportunity to retain their primary assignment as classroom teachers while also having 
opportunities to develop teacher leadership; (c) incorporate the recognitions and 
incentives requested by teachers in the fall 2017 focus groups (e.g., additional pay, 
compensated time); and (d) incorporate some of the new teacher mentoring initiatives 
offered at the Complex Area level. This recommendation aligns with recent initiatives 
within the HIDOE, as suggested in the January 16, 2018, Superintendent weekly 

RECOMMENDATIONS 
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newsletter. Specifically, developing an attractive and competitive career and leadership 
pathway model could support HIDOE in attracting and retaining Hawai’i educators. 

Recent career pathway models developed by the New Mexico Public Education 

Department, Baltimore City Public Schools, and the Kentucky Department of Education 

and a suggested model offered by the National Network of State Teachers of the Year 

(NNSTOY) may provide useful examples and recommendations for developing and 

implementing career and leadership pathways in Hawai’i. For example: 

o A Chiefs for Change (2017) report on the New Mexico Public Education Department 
model highlights the importance of having a clear vision for teacher leadership. In 
New Mexico, the DOE used a differentiated model that added various teacher 
leadership roles—teacher liaisons, a teacher leadership network, a teaching policy 
framework, and a collaborative group of teachers who create lesson plans (i.e., 
dream team). Each teacher leadership role serves different functions, such as 
improving communication between the DOE and teachers, incorporating teacher 
input into DOE and legislative policies, providing communities of support, and 
improving lessons and curriculum. 

o Baltimore City Public Schools’ model maps four different levels of teacher 
leadership—standard pathway, professional pathway, model pathway, and lead 
pathway. These pathways allow teachers to retain their primary assignment inside 
the classroom. This resource also provides introductory information on a 
compensation framework. 

o The Kentucky Department of Education (2017) Teacher Leadership model lists six 
areas of teacher leadership that may be helpful to consider in developing a pathway: 
(a) Leading from the Classroom, (b) Leading through Modeling and Coaching, (c) 
Leading Groups and Teams, (d) Leading to Increase Teacher Voice and Influence, 
(e) Leading to Professionalize Teaching, and (f) Leading to Connect to Larger 
Community and World. This resource also provides introductory videos describing 
Kentucky’s Teacher Leadership Framework and Educator Career Pathways. 

o Finally, Part V of the NNSTOY (2014) resource offers examples of local, state, and 
national initiatives that have differentiated teacher roles and provides some 
recommendations for implementation at the state level. 

New Mexico, Baltimore City, and NNSTOY also highlight the importance of seeking 
teacher perspectives and input—particularly in developing, implementing, and revising a 
career pathway model—and building effective communication pipelines between the 
DOE or complexes and teachers. 

• HIDOE could provide school administrators with feedback from the focus groups on the 
importance of administrators in fostering growth in teacher leadership within schools and 
support administrators in their efforts to promote teacher leadership. Providing effective 
support would require the development of a plan to provide training and support to help 
administrators carry out these efforts in their schools. As one source of support for 
administrator reflection in this area, HIDOE could share with administrators a resource 
from the Massachusetts Department of Elementary and Secondary Education (2015) 
that provides advice from teachers and principals on developing a school culture that 
promotes teacher leadership. For example, they suggest that principals should possess 
a growth mindset about staff, be reflective, and effectively listen and communicate with 
school staff.  

http://chiefsforchange.org/policy-paper/5319/
http://chiefsforchange.org/policy-paper/5319/
http://www.baltimorecityschools.org/Page/2032
https://education.ky.gov/teachers/Pages/Educator%20Leadership.aspx
https://www.nnstoy.org/download/career_pathways/Final%20updated%20Research%20Report.pdf
http://chiefsforchange.org/policy-paper/5319/
http://www.baltimorecityschools.org/Page/2032
https://education.ky.gov/teachers/Pages/Educator%20Leadership.aspx
https://www.nnstoy.org/download/career_pathways/Final%20updated%20Research%20Report.pdf
http://www.doe.mass.edu/edeval/leadership/BuildingSchoolCulture.pdf
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2017–2020 

STRATEGIC PLAN 

 
 

Relevant Focus Group Findings 

Teachers thought that roles for teacher leaders could be integrated into all three goals of 
HIDOE’s 2017–2020 strategic plan, with a higher number of respondents highlighting aspects of 
Staff Success (Goal 2) and Student Success (Goal 1) as particularly relevant (Focus Group 
Question 6). Under Student Success, teachers suggested that teacher leaders could support 
other teachers and students in empowering student voices, addressing the whole child, and 
providing a well-rounded experience. Under Staff Success, teachers said that teacher leaders 
could create and facilitate professional development, serve as mentors and models to other 
teachers, and offer a teacher perspective on various issues. 
 

 
 

 

Higher    Number of Respondents    Lower 

Successful 

systems of 

support (Goal 3) 

Student 

success 

(Goal 1) 

All three 

goals 

Staff 

success 

(Goal 2) 

Teacher 
Leaders and 

Strategic Plan 

2 
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STAFF SUCCESS (GOAL 2) 
 

 Teachers suggested that teacher leaders be involved in supporting Staff Success 
(Goal 2) in various ways, such as facilitating professional development for other 
teachers; being involved in creating relevant and meaningful professional 
development opportunities; serving as mentors, models, and support for best 
practices to other teachers; and offering a teacher perspective on various issues. 

  “Staff success—Teachers take leadership roles to facilitate professional 
development. When teachers work with their peers, they could have better 
relationships to learn with/from. When they provide PD, more teachers want to 
participate.” 

 

    

  “Teachers could model how things could be implemented to new teachers and 
help teachers implement things in their classroom.” 

 

    

 
STUDENT SUCCESS (GOAL 1) 
 

 Teachers suggested that teacher leaders could also play a role in Student Success 
(Goal 1). For example, teachers said, teacher leaders could educate and support 
teachers and students in empowering and nurturing student voices; having a whole-
child focus; providing social-emotional learning and a community-focused education; 
and offering a well-rounded student experience. Teachers particularly highlighted the 
importance of meeting the needs of students in special education.    

  
“They should be leaders in the realm of whole child and social-emotional 
learning. Well-rounded education.” 

 

 
 

  

  “By helping all teachers recognize how to better incorporate student’s voice in 
the classroom and on campus…” 

 

    

 
SUCCESSFUL SYSTEMS OF SUPPORT (GOAL 3) 

 Teachers also felt that teacher leaders could play a role in Successful Systems of 
Support (Goal 3) in several ways. Some of their suggestions included involving 
teacher leaders in identifying and sharing innovations and bright spots in Hawai’i 
schools and ensuring classrooms have the necessary resources (e.g., time, money) 
to support student and staff success. 

  “Teacher are not often recognized or compensated for their ideas of innovation 
and we need to highlight bright spots and help mitigate barriers for 
implementation in other schools.” 

 

  
 

 

  “Goal 3 is where teacher leadership should be placed, because the system 
needs to support the teachers. The current system does not provide the 
supports needed for teacher leadership to thrive.” 

 

    

 
ALL THREE GOALS 

 A final group of teachers commented that teacher leaders should be involved in all 
three areas, with some teachers noting that the effects of involving teacher leaders in 

 

 

 

 



 

18 
 

Staff Success (Goal 2) and Student Success (Goal 1) would positively impact 
Successful Systems of Support (Goal 1). 

  “Goal 1 can’t happen without Goal 2 in place. Goal 2 can’t happen without Goal 
3.” 

 

    

  “I see it in all three goals—in student success, staff success, and successful 
systems of support.” 
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Summary 

In summary, teachers believe that teacher leadership could be incorporated 
across all three areas of the State of Hawai’i DOE 2017-20 Strategic Plan, 
within staff and student success areas (Goals 1 and 2) and also woven into 
successful systems of support (Goal 3).  

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

• As suggested by teachers, HIDOE could consider integrating teacher leadership into all 
three goals of the strategic plan. 

 

RECOMMENDATIONS 



 

 
 

Hawai’i 
Appendix 
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Appendix Description 

The following pages provide additional information on Hawai’i STF 
names and affiliations, focus group questions, the focus group 
analysis and number of respondents referencing each theme, as 
well as STF feedback on recommendations.   
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Appendix A 

This appendix lists the Hawai’i State Teacher Fellows and their 
schools. 
 
 

State Teacher Fellows 
 
Whitney Aragaki  

Waiakea High School 

Lorna Baniaga-Lee  

James Campbell High School 

Eileen Carr  

Manoa Elementary  

Cecilia Chung  

Ka'imiloa Elementary 

Karen Corbell  

Keonepoko Elementary 

Caroline Freudig  

Kaua'i District Office 

Debbie Heyler  

Olomana School 

Piikea Kalakau  

Wai'anae Intermediate 

 

 

 
Clint Labrador  

Kaunakakai Elementary 

Debra Masden  

Benjamin Parker Elementary  

Erin Medeiros  

Kauai High School 

Erin Mendelson  

Wheeler Middle School 

Stephenie Mew  

Kapunahala Elementary 

John Mulroy  

Kaimuki-McKinley-Roosevelt Complex 

Kristilyn Oda  

Holomua Elementary 

Julie Reyes Oda  

Nanakuli Intermediate & High School 

 

 
Aurene Padilla  

Central District 

Esther Park  

Daniel K. Inouye Elementary 

Lory Peroff  

Waikiki Elementary 

Rachel Romero  

Aiea Elementary 

Dana Tanigawa  

Waipahu Elementary 

Elizabeth Timbal  

Kea'au High School 

Yvonne Urbas-Leboeuf  

Lana'i High & Elementary 
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Appendix B 

This appendix provides a copy of the focus group questions. 
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HI Fall 2017 Focus Group Questions 

 
Hope Street Group, as an independent nonprofit, is facilitating the collection of data from 
teachers in Hawaii to inform a number of decisions the Hawaii Department of Education will 
make over the next six to 12 months. All responses are collected anonymously. Your willingness 
to respond to these questions is appreciated. 

 
 
A Teacher Career Pathway means that it is possible to choose to continue teaching without 
sacrificing the opportunities usually associated with a move out of the classroom. 
  
1. If you could design your own teacher career pathway to advance professionally, what would 

that look like? 
 
2. What should the role of a teacher leader be?   
 
3. In what ways should teacher leaders be recognized within HIDOE? 
 
4. What supports and challenges have you encountered in seeking to develop your leadership 

in the current HIDOE framework? 
 
5. What skills do administrators need in order to develop and support teachers’ leadership? 
 
6. When reflecting on the goals of the State of Hawai’i DOE’s 2017–20 Strategic Plan, what are 

the areas in which teacher leadership could be most utilized to benefit students?   
 
Click here for the 2017–20 Strategic Plan 

 

 
Thank you for completing this survey. Your input is valued. If you have questions about the 
State Teacher Fellowship, please contact: kelly@hopestreetgroup.org. If you would like to be 
contacted about how you can contribute to the work of the State Teacher Fellowship, visit: 
http://hsg.270strategies.com/pln-signup.htm. 

https://www.hawaiipublicschools.org/DOE%20Forms/Advancing%20Education/ExecSummary.pdf
mailto:kelly@hopestreetgroup.org
http://hsg.270strategies.com/pln-signup.htm
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Appendix C 

 
HSG and HIDOE collected qualitative responses online, via 
Survey Gizmo (referred to throughout this portion of the report as 
“survey answers”), and from in-person focus groups. HSG then 
sent the results to Magnolia Consulting for analysis. After 
receiving the focus group data, Magnolia Consulting cleaned and 
prepared the data for coding in ATLAS.ti, a qualitative data 
analysis software. ATLAS.ti allows users to divide data into 
segments, attach codes to the segments, and find and display all 
instances of similarly coded segments for analysis (Miles & 
Huberman, 1994).1 This enables efficient data organization and 
analysis. Next, Magnolia Consulting conducted a content analysis 
of the data, which involved identifying, organizing, and 
categorizing recurring themes in the survey answers (Patton, 
2015).2 Magnolia Consulting staff regularly met to review codes 
and establish rater agreement on recurring themes. The total 
number of respondents who referenced each theme is shown in 
Tables B1–B6. 

                                                
1 Miles, M. B., & Huberman, A. M. (1994). Qualitative data analysis (2nd ed.). Thousand Oaks, CA: Sage Publications. 
2 Patton, M. C. (2015). Qualitative research and evaluation methods (4th ed.). Thousand Oaks, CA: Sage Publications.  
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Focus Group 
Findings 

 
 

 
 
 

FG1. If you could design your own teacher career pathway to advance 

professionally, what would that look like? 

Table B1 

Theme Count 

Clear, accessible, and differentiated pathways 169 
Professional development opportunities 122 
Teacher collaboration opportunities 85 
More non-instructional time 83 
Mentoring opportunities 60 
Opportunity to stay in the classroom 56 
Opportunities to attain higher degrees or certifications 49 
Higher pay for advanced/leadership roles 45 

 

FG2. What should the role of a teacher leader be?   

Table B2 

Theme Count 

Serving as a mentor to fellow educators 131 
Providing a teachers’ perspective  100 
Participating in and providing professional development 86 
Implementing best practices in the classroom 61 
Being school and community focused 54 
Being student focused 48 

 

FG3. In what ways should teacher leaders be recognized within HIDOE? 

Table B3 

Theme Count 

Additional financial compensation 221 
Public recognition 108 
Formal teacher leader title 76 
Incentives for continued growth 54 
Additional compensated time 53 

 

  

FG 
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FG4. What supports and challenges have you encountered in seeking to develop 

your leadership in the current HIDOE framework? 

Table B4 

Theme Count 

Challenge: Administrators 107 
Challenge: Lack of time 81 
Challenge: Unclear advancement in current system 63 
Challenge: Professional development 31 
Support: Administrators 58 
Support: Other school staff 47 

 

FG5. What skills do administrators need in order to develop and support 

teachers’ leadership? 

Table B5 

Theme Count 

General leadership skills 184 
People skills/Relationship skills 153 
Ability to recognize potential and foster growth 117 
Communication and listening skills 116 
Classroom and content knowledge skills 74 
Vision 43 

 

FG6. When reflecting on the goals of the State of Hawai’i DOE’s 2017-20 Strategic 

Plan, what are the areas in which teacher leadership could be most utilized to 

benefit students?   

Table B6 

Theme Count 

Goal 2: Staff Success 143 
Goal 1: Student Success 100 
Goal 3: Successful Systems of Support 57 
All three goals 35 
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Appendix D 

Appendix D provides feedback on the initial draft of report 
recommendations from Hawai’i STFs. 
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CAREER PATHWAYS      
 
Hawai’i teachers commonly requested additional information on clear, accessible, and 
differentiated career pathways, noting that these pathways should include access to relevant 
professional development and related opportunities for growth, such as opportunities to pursue 
higher education. They also requested non-instructional time for teacher leadership roles and 
additional compensation or incentives—such as compensated time, professional development, 
or tuition for professional development—in addition to public recognition for their efforts. 
Teachers also highlighted the importance of importance of opportunities for teachers to 
collaborate, co-teach, and learn from one another, particularly through mentoring opportunities 
in their career and leadership pathways.        
 
Teachers also said that teacher leaders have unique roles that include being involved in 
decision making and providing a teacher perspective on various issues; working to strengthen 
teacher, parent, and community collaboration; and having a primary focus on student success 
(e.g., Goal 1 of the 2017-2020 Strategic Plan).       
 
When discussing the development of leaders, teachers highlighted the importance of 
administrators who can directly support teachers on their pathway to leadership. Specifically, 
teachers emphasized that administrators should have leadership skills, possess people and 
relationship skills, and be able to communicate with and listen to their teachers. They 
commented that supportive administrators recognize teacher potential for leadership and work 
to foster continued growth through an overall, positive school vision.    
 
Recommendation 1     
 

• HIDOE could develop an accessible model for career and leadership pathways in the 
HIDOE system. This model could: (a) be clearly defined, beginning with an explicit 
definition of teacher leadership in Hawai’i and moving toward the development of various 
pathways within the Hawai’i system; (b) be differentiated, allowing teachers the 
opportunity to retain their primary assignment as a classroom teacher while also having 
teacher leadership opportunities; (c) incorporate the recognitions and incentives 
requested by teachers in the fall 2017 focus groups (e.g., additional pay, compensated 
time); and (d) incorporate some of the new teacher mentoring initiatives offered by the 
Leadership Institute.        
Recent career pathway models developed by the New Mexico Public Education 
Department, Baltimore City Public Schools, the Kentucky Department of Education or 
suggested by the National Network of State Teachers of the Year (NNSTOY) may 
provide useful examples and recommendations for developing and implementing career 
and leadership pathways in Hawai’i. For example:         

o A Chiefs for Change (2017) report on the New Mexico Public Education Department 
model highlights the importance of having a clear vision for teacher leadership. In 
New Mexico, the DOE used a differentiated model that added various teacher 
leadership roles- teacher liaisons, a teacher leadership network, a teaching policy 
framework, and a collaborative group of teachers who create lesson plans (i.e., 
dream team). Each teacher leadership role serves different functions, such as 
improving communication between the DOE and teachers, incorporating teacher 
input into DOE and legislative policies, providing communities of support, and 
improving lessons and curriculum.     



 

A9 
 

o Baltimore City Public Schools highlights four different levels of teacher leadership- 
standard pathway, professional pathway, model pathway, and lead pathway. These 
pathways allow teachers to retain their primary assignment inside the classroom. 
This resource also provides introductory information on a compensation framework.  

o The Kentucky Department of Education (2017) Teacher Leadership model includes 
the following six areas of teacher leadership that may be helpful to consider in 
developing a pathway: (a) Leading From the Classroom, (b) Leading through 
Modeling and Coaching, (c) Leading Groups and Teams, (d) Leading to Increase 
Teacher Voice and Influence, (e) Leading to Professionalize Teaching, and (f) 
Leading to Connect to Larger Community and World. This resource also provides 
introductory videos to Kentucky’s Teacher Leadership Framework and Educator 
Career Pathways.    

o Finally, Part V of the NNSTOY (2014) resource offers examples of local, state, and 
national initiatives that have differentiated teacher roles and provides some 
recommendations for implementing at the state level.     

New Mexico, Baltimore City, and NNSTOY also highlight the importance of seeking 
teacher perspectives and input- particularly in developing, implementing, and revising a 
career pathway model- and building effective communication pipelines between the DOE 
or local education agency and teachers. 
 

Do you agree with this proposed recommendation? 

 
 
What specific changes would you suggest? 
 

• None. I particularly like the concrete examples!  

• Discuss what would be feasible to implement with HIDOE officials. This is from the 
Supt.'s newsletter today 1/16: "...to create a highly desirable and competitive education 
pathway that attracts and retains educator talent in Hawai'i"  

 
 

Recommendation 2    

Yes
100%

%
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• HIDOE could provide school administrators with fall 2017 focus group feedback on the 
importance of administrators in building, cultivating, and fostering growth in teacher 
leadership within schools. To support administrator reflection in this area, HIDOE could 
share this resource from the Massachusetts Department of Elementary and Secondary 
Education (2015) with administrators, as it provides advice from teachers and principals 
on developing a school culture that promotes teacher leadership. For example, they 
suggest that principals should possess a growth mindset about staff, be reflective, and 
effectively listen and communicate with their staff.     
 

Do you agree with this proposed recommendation? 

 
 
What specific changes would you suggest? 
 

• None. I wish we could also get our administrators to sit down with us, the way the 
superintendent (and our focus group colleagues) did. So that we could answer questions 
and help to clarify what we're asking for. Sometimes our administrators have a hard time 
remembering that initiatives are directly connected to real, professional, and well-
intentioned people who strive to work towards the same vision.  

• Yes, but I think it would be more meaningful if they can interact with teachers and hear 
their stories directly. Think this article 
(http://www.hawaiipublicschools.org/VisionForSuccess/SuccessStories/TeachersAndPri
ncipals/Pages/NPM-2017.aspx) but in person. Can we attend principal meetings/New 
Principal Academy/CISL and talk story with administrators?   

 
2017–2020 STRATEGIC PLAN   
   
In summary, teachers believe that teacher leadership could be incorporated across all three 
areas of the State of Hawai’i DOE 2017-2020 Strategic Plan, within staff and student success 
areas (Goals 1 and 2), and also woven into successful systems of support (Goal 3).   
 
 

Yes
100%

%
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Recommendation 3    
  

• As suggested by teachers, HIDOE could consider integrating teacher leadership into all 
three goals of the strategic plan. 

 
Do you agree with this proposed recommendation? 

 
What specific changes would you suggest? 
 

• Really curious to how this would change the Leadership Competency matrix that 
Leadership Institute currently uses.  See page 18 on 
http://boe.hawaii.gov/Meetings/Notices/Documents/2015-11-17 
HR/HR_11172015_Update on Leadership Institute.pdf   

 

Yes
100%

%


