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Hawai‘i needs to recruit and retain more 
teachers to assure a quality education for 
all of our 180,000 public school students. 
The greatest shortages are among teachers of 
special education, science, mathematics, Hawaiian 
language immersion, and English-as-a-Second-
Language. Communities that are home to higher 
percentages of Native Hawaiians, Filipino 
Americans, and other Pacific Islanders are 
disproportionately affected.  
 
The reasons for the teacher shortage are numerous 
and complicated, including systematic 
discrimination against Hawaiian and other teachers 
of color. Long-term solutions require additional 
funding as the Hawai‘i State Department of 
Education does not currently have the funds to 
raise teacher compensation in meaningful ways. 
This research brief draws on research in education 
and related fields to provide facts about the teacher 
shortage and to dispel misconceptions regarding 
the effects of increased teacher compensation and 
incentives for teacher education. 
 

What we know about Hawaii’s teacher 
shortage and compensation 

 
 

• Each year, roughly 1,000 teachers leave their 
positions in Hawai‘i public schools, and these 
numbers appear to be rising.  

• When adjusted for the cost-of-living, Hawaii’s 
teachers are the lowest paid in the nation, and 
Hawai‘i is ranked as one of the worst states to 
be a teacher.  

• The short-term solution to fill vacancies with 
non-licensed teachers, including those in “fast-
track” teacher education programs, has not 
worked well.  

 
Misconception #1: People in Hawai‘i  

do not want to be teachers. 
 

 

In Hawai‘i, there is a large and growing pool of 
people who aspire to become teachers, especially 
among underrepresented groups. 
 

• Hundreds of high school and community 
college students across the State enroll in 
teaching-focused pathways, and many are 
Hawaiian and Filipino American.  

 

• Long-term substitute teachers, emergency 
hires, and others, who live in communities 
where teachers are needed, have responded to 
initiatives to become licensed teachers.  

 

• Across the university-based rigorous teacher 
education programs in Hawai‘i, approximately 
1,200 people are working toward a teaching 
credential.  

 
Misconception #2: Increasing teacher 
compensation will not affect teacher 

recruitment and retention. 
 

 

• Higher teacher compensation attracts more 
qualified applicants, influences teachers’ career 
aspirations, enhances teachers’ commitment to 
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their jobs, and improves the status of teaching 
as a profession.  

 

• A 25-40% increase in teacher compensation 
can improve recruitment and retention of well-
prepared and motivated teachers.  

 

• Teachers in high demand fields, such as 
mathematics, and science, are especially 
vulnerable to salary differences that affect their 
retention. 

 
Misconception #3: Increasing teacher 

compensation will not affect  
student outcomes. 

 
 

• Teachers have 2-3 times more influence on 
students’ math and reading test scores than 
other school factors, including facilities, 
services, and leadership.  
 

• When teachers are the same race or ethnicity as 
their students, learners display higher academic 
outcomes, specifically in math and reading, 
when compared to students taught by teachers 
from a different racial or ethnic background.  
 

• Students of color often do not choose teacher 
education because of financial reasons. 

 
Misconception #4: Supporting students to 
complete rigorous teacher education will 

not improve the teacher shortage. 
 

 

• Rigorous, university-based preparation of 
teachers enhances teachers’ self-efficacy and 
performance, thereby improving student 
outcomes.  

 

• Teacher candidates from fast-track programs 
display lower levels of instructional 
knowledge, are less confident in their teaching 
abilities and skills, and are 2-3 times more 
likely to leave their schools than those who 
received rigorous preparation. 

 
Misconception #5: Once people become 
teachers, they no longer need support to 

stay in their positions. 
 

 

• Research indicates that providing high-quality 
induction and mentoring is one of the most 

effective ways to advance teacher retention, 
satisfaction, and performance.  

 
 
Conclusion  
 
 
 

 The quality of public education and 
Hawaii’s future are dependent upon how 
well the State supports public education. 
The status quo results in academic and 
economic disparities, with the greatest 
impacts on Native Hawaiian, Filipino 
American, and other Pacific Islander 
families living in rural and low-income 
areas. The data presented in this research 
brief make a strong case for increasing 
teachers’ compensation, recruiting and 
supporting more local teacher 
candidates, and retaining public school 
teachers, thereby, improving learning for 
all of Hawaii’s students. 

 
 

 
 

HSESJ recommends  
the following public policies: 

 

 

1. Increase all teacher salaries in  
accordance with Hawaii’s cost of living. 

2. Offer affordable housing for teachers. 
3. Provide greater financial support to low 

income and underrepresented students 
aspiring to become teachers by offering 
tuition assistance and living stipends. 

4. Strengthen and develop more partner-
ships among high schools, community 
colleges, universities, and the 
communities in which teachers are 
needed. 

5. Support and reward induction and 
mentoring of all new teachers. 

6. Provide more funding for these 
initiatives. 

 
 

 
Over 120 scholars in Hawai‘i have endorsed this statement. 
View the complete text of HSESJ Research Brief #2 and see 

the full list of signatories online: 
http://hawaiischolars.wordpress.com 


