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Learn From the Newest Research in Educator Compensation

While Compensation directly influences the recruitment and retention of educators and ultimately
impacts job satisfaction. Given nationwide teacher shortages and the increasing cost of living,
contemporary research signals the need for states and districts to consider strategic compensation
models. Recent research provides new insight into compensation practices that can influence educator
recruitment and retention (for better or worse...).

Current vs. Historical Compensation Structures: While debated among economists, the teacher wage
penalty continues to rise as teachers are paid significantly less (23% less) than their similarly educated
non-teacher counterparts (Allegretto, 2022). Stagnant wages have acted as a deterrent for college
bound individuals who pursue other more lucrative professions because of financial concerns
regarding a teaching career (Allegretto, 2022). Some districts have attempted to recruit teachers using
attractive benefits packages (Berman & DeFeo, 2023). However, Berman and DeFeo (2023) revealed
these benefits can be 1) geographically influenced, 2) often are insufficient to attract high quality
educators and 3) are often useful for retaining teachers, but not recruiting them (Berman & DeFeo,
2023).

Compensation Reform: An Equity-Focused Lever: Schools and districts that have invested in
compensation reforms have successfully reduced teacher attrition and increased job satisfaction,
especially in low-income and high-minority schools (Nguyen et al., 2023). However, these reforms are
often implemented slowly and can on average take a decade or more to be fully realized (Nugyen et
al., 2023). A recent study conducted by Theobald and colleagues (2023) examined a statewide financial
reform in Hawai’i that included a $10,000 bonus policy for special educators. This bonus policy had an
impact on special educator vacancies across the state, especially in hard to staff schools, and
particularly influenced teachers not previously in special education to move into these hard-to-staff
positions. The potential success of the bonus policy can be attributed to a statewide adoption and the
ease and expedience with which teachers received the bonus.

To address equity, Prieto and colleagues (2023) argued that teacher compensation should be
redesigned to mirror compensation models in corporate America. This would include measuring and
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rewarding performance to address improving teacher quality in addition to increasing recruitment and
retention (Prieto et al., 2023). As states consider various approaches to addressing the teacher
shortage, Guthery and Bailes (2023) demonstrated through longitudinal data how reducing licensure
requirements and increasing pathways into the field expanded the supply of alternatively licensed
teachers and unintentionally led to reduced novice teacher pay. The research illustrates the
unintended consequences of expanding alternative licensure programs without considering
compensation as an essential ingredient in mitigating both the supply and demand elements of teacher

shortages.
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