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COREY ROSENLEE, PRESIDENT 

HAWAII STATE TEACHERS ASSOCIATION 

 
Dear Chair DeLima and Members of the Committee, 
 
As you know, Hawai’i is in the midst of a teacher shortage crisis. Goal 2 of the Joint Strategic 
Plan mentions teacher retention, but we only see proposal for more recruitment efforts to address 
this crisis. What about retention? We feel the data clearly shows that teacher recruitment is not 
the problem, teacher retention is the problem. We, as a state, can’t keep our certified teachers.  If 
we find a way together to retain our certified teachers, we will not have a recruitment problem. 
We will not need to recruit so many teachers each year, if we are able to retain our certified 
teachers. 
 
Look at the facts. In the last six years, teachers voluntarily separating from the DOE have 
increased by 30 percent. Those leaving teaching in Hawaii to go to the mainland have increased 
by 71%. Hawai’i also leads the nation in having the most teachers with the least amount of 
experience. Experience matters when producing higher education outcomes. Pay matters when 
addressing a teacher shortage. 
  
As reported by The Learning Policy Institute, “research shows that high teacher turnover rates in 
schools negatively impact student achievement for all the students in a school, not just those in a 
new teacher’s classroom. These rates are highest in schools serving low-income students and 
students of color.  
 
Constant churn exacerbates staffing difficulties that lead to shortages. Thus, students in these 
hard-to-staff schools disproportionately suffer the consequences of both turnover and shortages: 
substitute teachers, canceled classes, and inexperienced, underprepared teachers. Office for Civil 
Rights data show that districts serving children of color are about four times more likely to be 
assigned uncertified teachers.” We can definitely see this trend in Hawaii as well, especially for 
our Title I schools. Those students who are most vulnerable, are most likely to get the most 

https://ed.gov/about/offices/list/ocr/docs/crdc-2013-14.html
https://ed.gov/about/offices/list/ocr/docs/crdc-2013-14.html


inexperienced teachers, those without teacher certification, or substitutes. 352 positions to be 
exact for Special Education Teaching positions for this year, 225 who have no SPED License, 
and 125 positions are still vacant.  These numbers don’t even take into account that since 2009, 
when the way we allocated SPED positions changed. Positions were once allocated based on 
student need (if they need a one-on-one, small setting, etc.) to now when it has become a ratio 
based on WSF allocations. 
 
What we don’t seem to be hearing is the fact that teacher turnover also extracts a significant 
financial cost. Research shows that teacher replacement costs, including expenses related to 
separation, recruitment, hiring, and training, can range from an average of $9,000 per teacher in 
rural districts to more than $20,000 in urban districts. A 2007 study estimated a national cost of 
over $7 billion a year, a price tag that would exceed $8 billion today. In high turnover settings, 
it’s important to consider what else these dollars could buy—including teacher mentoring and 
learning opportunities to increase effectiveness—if they weren’t being spent on filling the leaky 
bucket each year. 

With more teachers leaving the profession and fewer students wanting to become teachers, in the 
last four years, Hawai’i has seen an ever increasing number of people being hired to teach 
without having first completed a state approved teacher education program. Most critically, in 
the last five years, the amount of state teacher vacancies has increased as well. This vacancy rate 
has led to a drastic increase in the use of substitutes to replace qualified teachers and, in turn, 
drained the substitute pool. As Lindsay Ball, superintendent of the Hana-Lahainaluna-Lanai-
Molokai Complex Area stated in Civil Beat in 2015, “Our principals are working very hard to fill 
vacancies and positions…but what can you say when you don’t have anyone and you are just 
hopeful you have enough substitutes?” To place an adult in every classroom, the qualifications 
for substitute teaching have been diluted. Substitutes in high need areas are no longer required to 
have a college degree. 
 
Good education starts with good teachers, and our keiki in Hawai‘i deserve the best. However, 
difficulties in the retention of existing qualified teachers and recruitment of the next generation 
of qualified teachers has reached crisis proportions, as the number of teachers leaving their 
classrooms has been rising dramatically over the past five years. The number of annual vacancies 
presents a serious problem – every year at least 10% of all teachers leave Hawai‘i schools. This 
number is one of the highest in the country (the national average is 6.8%), and these high teacher 
attrition rates come at a high price. Richard Ingersoll, a University of Pennsylvania professor 
whose work centers on teacher retention, estimated that filling all the vacancies could have cost 
Hawai‘i up to $13 million in 2008. This means that teacher turnover costs from 2008 to 2014 
could have amounted to almost $70 million and now, four years later, now 2018, the turnover is 
even greater, and the turnover costs keep rising. 
  
Unfortunately, the real cost of teacher attrition is paid not by the state, but by our students.  So 
many educators leave the classroom every year that teacher preparation programs in the state of 
Hawai‘i cannot keep up with the demand for new teachers. This forces the state to recruit 
teachers from the mainland (more than half of new teachers who have completed a Teacher 
Education Program have obtained their degrees from out-of-state institutions) and alternative 
teaching pipelines, such as Teach for America (TFA), who are less likely to stay in the classroom 
beyond two-three years. These types of recruitment, along with Troops to Teachers, although 
well-intended, are not fixing the problem, in fact, they are contributing to it, because as the 
teacher turnover increases, the turnover costs continue to increase. Also it deprofessionalizes 
teaching when there are programs who provide a summer crash course in teaching, along with 

https://learningpolicyinstitute.org/about-teacher-turnover-calculations#distestimates
https://nctaf.org/wp-content/uploads/NCTAFCostofTeacherTurnoverpolicybrief.pdf
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any four-year college degree, and suggest anyone can be a teacher.  Yes, in TFA, in order to stay 
a teacher, they do go through a SATEP program as they are teaching, but that is just it, when 
they finish their degree, the vast majority of TFA teachers leave the profession anyhow. 
Teaching is a profession. Teaching is a skill. Research shows that certified, experienced teachers, 
have much better success with raising academic achievement.  When we, as a state, are not able 
to retain our certified teachers, our students pay the price, because every year, hundreds of 
vacancies are filled with emergency hires and substitute teachers who often lack the appropriate 
training to facilitate student success in the classroom. For the 2018-2019 school year, according 
to data from the HIDOE on November 15, 2018, there were 1,011 teaching positions statewide 
that were not filled by SATEP teachers, which means these teaching positions were filled by 
“emergency hires” those who have not completed a State Approved Teacher Education Program 
(SATEP). These include all entering Teach for America teachers. The students who suffer the 
most attend schools that already have a hard time filling their open positions because their 
schools are remote, rural, or struggling with poverty, crime, alienation and disaffection. 
 
Beginning and inexperienced teachers are those most likely to leave, creating a perpetual 
“revolving door” that has a profoundly negative effect on student learning and school community 
building. Of the teachers who leave the DOE each year, 60% resign (30% retire and 10% are 
terminated). “What we have is a retention crisis,” says National Commission on Teaching and 
America’s Future commission President Tom Carroll. The greatest problem is retaining teachers 
because of high levels of attrition. Over 40 percent of new teachers leave the profession within 
the first five years. Pouring more teachers into the system will not solve the retention problem. 
“As fast as [districts] are moving teachers into schools, they’re leaving,” Carroll says. When 
almost 70% of new teachers hired each year have no previous teaching experience, and research 

shows that teachers only become fully effective after five years of classroom experience, the 
implications of our inability to retain qualified teachers for students, student learning and school 
community-building become clear. 
 
The most glaring source of the teacher retention problem is pay. The BOE, DOE, and the 
state, need to face this fact. There is no way to dodge it. They must work together to fund our 
public schools adequately and that includes money that can be bargained for to increase teacher 
pay. Those entering the teaching profession suffer from a “teacher pay penalty” nationally – 
similar college-educated workers in other professions out earn their teacher counterparts 
significantly. On average, teachers earn 30% less than they would in a different vocation with 
similar college education. The high cost of living in Hawai‘i creates an even more challenging 
economic situation for teachers. With highest food, gas, and rent prices in the country, teachers’ 
salaries are often literally unsustainable for young teachers, who often need to pay off their 
student loans as well. Almost 50% of college students in Hawai‘i graduate with an average debt 
of $25,000, and about 50% of new teachers hired each year are between 21 and 30 years old, so 
that far too many young HIDOE teachers suffer from such heavy college debt burden that they 
have to get second jobs.  
 
Hawai‘i’s teachers are not only poorly compensated when they start – their future outlook is also 
quite bleak. In Hawai‘i, teachers who stay in the classroom see very little pay growth over time. 



Teachers with 10 years of experience earn merely 9% more than teachers with no experience 
whatsoever (in comparison, nationwide, teachers with 10 years of classroom experience on 
average enjoy 28% higher pay than teachers). This appalling lack of upward mobility continues 
to erode the appeal of the teaching profession and forces many veteran teachers to look for jobs 
elsewhere. Because the Hawai‘i Department of Education only considers a maximum of six 
years of teaching experience from non-DOE teachers (i.e. charter, private, and out-of-state) for 
salary placement purposes, many experienced teachers would face major pay cuts in order to 
teach in Hawai‘i’s public schools. This policy, coupled with extraordinarily low mid-career 
teacher salaries and the high cost of living in Hawai‘i, effectively prevents schools from keeping 
and recruiting experienced teachers. 
 
Policy makers in Hawai‘i must address the one strategy that seems to be missing, better teacher 
compensation to retain our certified teachers, perhaps adding a state college debt forgiveness 
program would also help, but more funding for our public schools from which better salaries 
may be bargained from, is essential. HSTA asks you to focus on this issue. It cannot be 
overlooked. 
 



BOE Presentation

Corey Rosenlee

HSTA President



Per Pupil School Funding

2011-2012 Data

https://ballotpedia.org/Analysis_of_spending_in_America's_largest_school_districts


Salary Increases for Hawaii Teachers 

to be Average with Similar Districts

Starting 

Teachers
$5,400

Mid-Career 

Teachers
$18,000 - $30,000

Most Experienced 

Teachers $12,000 - $18,000



71% increase in teachers leaving 

Hawaii since 2012-2013



1,000+ Shortage, SPED Shortage 

Increasing



Special Education Position Data

SY 18-19



Looking back...

“Island teachers last year received a pay hike, causing local college 

graduates to stay home and employed teachers to hang onto their posts.”  

- Honolulu Star-Bulletin July 12, 1970

“DOE has more than 1,000 teachers on the waiting list for elementary 

school positions alone.”

“Of the 992 new teachers, 643 are Hawaii residents, and 349 Mainlanders.”

“The second reason for DOE’s teacher hiring success is that it ‘compares 

very favorably in the beginning and upper level salaries’ with Mainland 

school systems.” 

- Honolulu Advertiser Feb. 16, 1972



Looking back...

“The University of Hawaii’s College of Education has doubled its annual 

output of teachers since 1969. Now it is time to hold the line. The college 

turns out 1,000 graduates a year.” 

- Honolulu Advertiser Feb.10, 1972

“Fewer students are being admitted to the University of Hawaii’s College of 

Education because of an alleged teacher surplus. Five hundred students 

were turned away from the college’s door this past year.”

- Honolulu Advertiser Feb.16, 1972

“At present there are about 2,700 unemployed teachers in the State of 

Hawaii and the chances for a teacher career for an extremely high number 

of them is virtually nil.”

- Honolulu Advertiser Oct. 11, 1972

“He(Ariyoshi) said collective bargaining can encourage senior teachers to 

consider retirement sooner and this will lead to openings.”

- Honolulu Star-Bulletin Feb.1, 1975



Looking back...

“Hawaii teachers are the fifth-best-paid educators in the nation.”

- Honolulu Star-Bulletin Dec. 19, 1984

Graduation rates: Hawaii -82%, National Average-74%. “Hawaii was 14th in 

the nation in 1983 in the percentage  (82) of students who graduated four 

years after entering high school. In 1982, Hawaii was fourth at 84 percent. 

The Hawaii 1983 graduation rate is still well above the U.S. average of 74 

percent.” - Honolulu Star-Bulletin Dec. 19, 1984

SAT scores: Rank among 50 states: 16. Improvement over 1972 12 pts. 

National avg. improvement 2 pts. 

- Honolulu Star-Bulletin Dec. 19, 1984
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