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Attrition of secondary agricultural education professionals is a major concern to
the educational system in the United States. A number of studies have documented that
attrition is a very serious problem, especially for beginning teachers during his or her first
years on the job. As the need for teachers continues to grow, it becomes progressively
more difficult for school administration to recruit, identify, and hire highly qualified
secondary agricultural education teachers. The purpose of this study was to examine the
attrition risk factors among secondary agricultural education teachers in Alabama,
Florida, Georgia, Mississippi, North Carolina, South Carolina, and Tennessee and the
region as a whole. Specifically, this study was designed to identify and describe
secondary agricultural educators who are at-risk for leaving the profession based on the
four constructs; alternative career opportunities, expectations versus realities, people
frustrations and passions for the profession. In addition, the numbers of years of service
and gender differences were examined. A stratified random sample (n = 583) of the
population (N = 2,667) received the email questionnaire (33.6% response, n = 196).
Participants were described as males (62%) having a minimum of a traditional four-year

degree (73%) and an average of 13 years of teaching experience. The majority of
secondary agricultural education teachers in the study possessed high levels of attrition
risk as related to expectations versus realities, followed by moderate risks of alternative
career opportunities and people frustrations. However, teachers in the study indicated a
very low risk for attrition when analyzing passions for the profession. Participants
indicated the state of residence had no significant implication on the overall risk of
attrition, alternative career opportunities, expectations versus realities, or passions for
the profession. Statistically significant results were on the construct, people frustrations,
between Georgia and Mississippi and Georgia and Tennessee. Overall, the region was
assessed as a moderate risk of attrition (M = 2.76). No significant relationships were
found between sex and attrition risk, or number of years in the profession and attrition
risk.
Key words: secondary, agricultural education, attrition, expectations, frustration,
career, passion teacher supply and demand, labor turnover.
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CHAPTER I
INTRODUCTION

The shortage of secondary agricultural education teachers continues to be a major
issue facing the teaching profession in the United States. The attrition rates of
agricultural education teachers was first highlighted in 1965 by the National Study of the
Supply and Demand for Teachers of Agricultural Education, published by Woodlin
(Kantrovich, 2009).Although agricultural education is in a constant flux, recent years
have brought about a number of studies documenting the rising attrition rates among
secondary agricultural education teachers especially for beginning teachers during his or
her first years on the job (Ingersoll, 2003).
Some teacher attrition is inevitable, good, and sometimes necessary (Ingersoll,
2003). Moderate levels of attrition allow for low-performing teachers to exit the
profession, as well as, infuse the educational system with quality new teachers; however,
significantly high rates of attrition indicate an underlying problem (Smith & Ingersoll,
2004). The National Commission of Teaching and America’s Future (NCTAF) (2008)
stated the turnover rate among secondary teachers is substantially higher than for other
occupations and also reported an unsustainable number of teachers are leaving the
profession during his or her first years of teaching. The higher attrition rates draws
attention to the plight of the secondary agricultural education profession.
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VanCleef’s (2003) research indicated there are universal causes behind teacher
attrition rates, stating mid-career teachers leave for many of the same reasons that
traditional first-year teachers leave. However, the current research fails to narrow the
field of possible causes which affect attrition risk rates. Research by Black (2001) and
Locke (1976) have determined 15 different causes of attrition while more recent research
continues to add to this ever expanding list. Notwithstanding, Ingersoll’s (2003) findings
support VanCleef’s findings implying that regardless of the type of school, private or
public, the reasons for leaving the teaching profession are consistent. Determining this
fundamental group of causes that crosses all levels of teaching experience and
environments, which results in attrition, is the first step in finding possible solutions to
address attrition risk.
Rather than looking at how many new teachers have entered the profession at the
beginning of the school year, researchers should assess how many teachers left at the end
of the academic year. It is estimated almost one-third of all teachers leave the profession
sometime during the first three years of teaching and almost half of all teachers will have
left by the fifth year (Alliance for Excellent Education, 2005; National Commission on
Teaching and America’s Future, 2002; Ronfeld, Lankford, Loeb, & Wyckoff, 2011).
Additionally, as many as 19% of new teachers had left the profession after teaching for
only one year (NCTAF, 2002).
Chenevey, Ewing, and Whittington (2008) acknowledged:
Given that teachers must face a classroom full of students every day, negotiate
potentially stressful interactions with parents, administrators, counselors, and
other teachers, contend with relatively low pay and shrinking school budgets, and
2

ensure students meet increasingly strict standards of accountability, it may be
little wonder that many experience a form of burnout at some point in their
careers. (p. 20)
The predicament of retaining current teachers or recruiting new teachers is a
costly and persistent quandary facing many schools.
Mordan’s (2012) research found 16.1% of secondary career and technical
educators permanently left the profession after only one year of teaching as compared to
only 10.3% of all other first-year teachers choosing to leave the profession. These
findings indicate secondary career and technical teachers have a higher turnover rate as
compared to other first-year teachers, resulting in the burden of hiring new professionals
as well as creating instability within the academic program.
To fill the vacancies which result from attrition, the National Center for Education
Statistics (2011) estimates over 146,500 new teachers are hired every year. Of those
92,500 are new college graduates and 54,000 are “delayed” entrants (individuals who had
a college degree but had not entered teaching right out of college). Even with the
projected new hires, experts are predicting future teacher shortages and a growing
demand for qualified teachers due to increased student enrollment, retirement, and high
levels of attrition (Tillman & Tillman, 2008). Ingersoll’s (2003) data indicate that
American colleges graduate more teachers than what is needed to fill the demand.
However, almost half of trained teachers do not ever teach, and of those who do enter the
profession, almost half leave within the first five years of teaching (Ingersoll, 2003).
This data indicate there is not a shortage in recruitment, but rather of retaining qualified
teaching professionals.
3

The negative influence of high attrition rates also impacts student success.
Ronfeld, Lankford, Loeb, and Wyckoff (2011) discovered that when teachers leave
schools not only does the overall moral of the school decrease, but student achievement
also declines for those taught by the departed teachers as well as students whose teachers
remained. When teachers leave the profession, relationships with school administrators,
teachers and students are lost and new ones have to be formed. According to Bryk and
Schneider (2003), student achievement is related to the quality of relationships between
teachers, and between students and teachers. The disruption that results from teacher
attrition interrupts the creation or maintenance of such relationships, resulting in possible
decline of student achievement. Research has also indicated significant negative
correlation between teacher turnover and the number of students meeting standards on
statewide assessment tests for reading and math (Guin, 2004).
Attrition is not cost free. A study conducted by the Alliance for Excellent
Education (2014) reported Alabama, Florida, Georgia, Mississippi, North Carolina, South
Carolina, and Tennessee collectively lost eight percent of their teachers at the cost of over
$323 million dollars. This cost included recruitment, hiring, administrative processing
and the training of new teachers (Alliance for Excellent Education, 2014). Kantrovich
(2010) reported a loss of 870 secondary agricultural education teachers for the 2009-2010
academic years. This would result in the financial loss of over $6 million dollars to fill
vacant secondary agricultural education positions across the U. S. These figures do not
include teachers who retire. These monies are diverted from academic programs and are
unable to be recouped by the schools, placing an even greater strain on already stretched
budgets (Alliance for Excellent Education, 2014).
4

As the shortage of secondary agricultural education teachers continues to
increase, the importance of retaining highly qualified teachers will continue to intensify
(National Center for Education Information, 2011). Therefore, it is essential the teaching
community better understands the fundamental issues which result in high levels of
attrition, as well as, identify factors related to teacher career decisions to leave or remain
in the teaching profession.
It is generally understood that a secondary agricultural education teacher’s
responsibilities expand beyond the traditional classroom. Additional responsibilities such
as supervising agricultural experiences, participating in county and state fairs, planning
and developing FFA activities, and maintaining public relations are basic extended
program activities (National FFA Foundation, 1998). The National FFA Agricultural
Teachers Manual (1998) recommends that agricultural education teachers spend 50% of
his or her schedule conducting supervised agricultural experiences with students,
reaching the goal of a minimum of 120 visits among the student population over summer
break. Additionally, with increasing pressure for justification and funding of extended
programs, documentation of time spent and activities preformed is required for state and
local education officials; this adds to the extended responsibilities of the agricultural
education teacher (National FFA Foundation, 1998). The secondary agricultural
education teacher extended responsibilities needs to be considered when analyzing
attrition risk.
The goal of this study was to provide educators and school leaders with
information on secondary agricultural teachers’ attrition and to offer recommendations
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and approaches focused on reducing teacher attrition within the agricultural education
community.
The purpose of this study was to examine the relationship among seven states of
the National Association of Agriculture Educators, Region Five, and attrition risk factors.
Specifically, this study was designed to identify and describe secondary agricultural
educators who are at-risk for leaving the profession based on the four constructs;
alternative career opportunities, expectations versus realities, people frustrations, and
passions for the profession. In addition, the number of years of service and gender
differences was examined.
Statement of the Problem
Research has indicated that between 30% and 50% of new teachers will leave the
profession within the first five years of teaching (Alliance for Excellent Education, 2005;
NCTAF, 2002; NCTAF, 2005; Ronfeld, et al, 2011). With high rates of teacher attrition,
schools are in a perpetual loop of replacing at-risk teachers with at-risk teachers, as the
majority of new hires are likely to be teachers with less than five years of teaching
experience, and the highest rate of attrition. As the need for teachers continues to grow,
it becomes progressively more difficult for school administration to identify, recruit, and
hire highly qualified secondary agricultural education teachers who have professional
teaching experience (Mordan, 2012; Tillman & Tillman, 2008).
Previous research also indicated high rates of attrition are disadvantageous to
student achievement and student-teacher relationships furthering the cause to better
understand why teachers leave the profession (Bryk & Schneider, 2003; Guin, 2004;
Ronfeldt, et al, 2011). Student achievement, student-teacher relationships, the costs
6

associated with recruiting, selecting, and hiring new secondary agricultural education
teachers, solidify the need for additional research. School administrators, teaching
educators, and future secondary agricultural education teachers must have a better
understanding of why teachers leave the profession in order to create solutions to
secondary agricultural education teacher attrition.
Research Questions
The following questions were developed to help guide the study:
1. What are the demographic and career characteristics of current secondary
agricultural education teachers in Region Five of The National
Association of Agriculture Educators?
2. What are the current identified attrition risks for secondary agricultural
education teachers in Region Five of The National Association of
Agriculture Educators as determined by the Agricultural Teacher Attrition
Risk Assessment Questionnaire?
3. What are the current identified attrition risk factors for secondary
agricultural education teachers according to each state in Region Five of
The National Association of Agriculture Educators; Alabama, Florida,
Georgia, Mississippi, North Carolina, South Carolina, and Tennessee, as
determined by the Agricultural Teacher Attrition Risk Assessment
Questionnaire?
4. Are there differences in current risk factors between male and female
secondary agricultural education teachers as determined by the
Agricultural Teacher Attrition Risk Assessment Questionnaire?
7

5. Are there differences in the current attrition risk factors of secondary
agricultural education teachers in Region Five of The National
Association of Agriculture Educators as determined by the number of
years of service in the profession?
Operational Definition of Terms
1. Agricultural Teacher Attrition Risk Assessment Questionnaire. A survey
tool used to assess the attrition risk of secondary agricultural education
teachers.
2. Alternative career opportunities. The opportunity to select a change in
profession or occupation chosen as his or her life’s work.
3. Attrition. Attrition is the reduction, decrease, or rate at which teachers
leave the teaching profession altogether.
4. Career and technical educators. Secondary teachers who specialize in the
skilled trades, applied sciences, modern technologies, and career
preparation. Can also be referred to as vocational education. (Hidden
Curriculum, 2014)
5. Expectations versus realities. Expectations are assumptions formed around
what the teacher anticipates life as a secondary agricultural educator to be
prior to entering the profession, while reality is concerned with the actual
present-day perceptions of agricultural teaching (DeGroat, 2008).
6. People frustrations. A feeling of anger or annoyance as a result of difficult
relationships with “teaching partners, students, parents, administrators or
community members” (Lemons, 2013, pg. 73).
8

7. Passions for the profession. Passions for the profession is caring about the
connection one feels with his or her work, loving what he or she does, and
doing his or her best at what they do (Rayner, 2010).
8. Region Five of the National Association of Agriculture Educators. Region
Five (also referred to as the Southern region) consists of seven states:
Alabama, Florida, Georgia, Mississippi, North Carolina, South Carolina,
and Tennessee.
9. Secondary agricultural education teacher. Secondary agricultural
education teachers are professionals who teach a variety of subjects
including but not limited to horticulture, animal and plant science, soil
sciences, and agricultural technology at the high school level.
Assumptions
1. Current secondary agricultural education teachers who were willing to
participate provided insight into assessing the risk of attrition among
current professionals.
2. Secondary agricultural education teachers who chose to participate
provided honest responses to the Agricultural Teacher Attrition Risk
Assessment Questionnaire.
3. Responses accurately reflect the participant’s overall perceptions and
experiences of being a secondary agricultural education teacher.
4. The Agricultural Teacher Attrition Risk Assessment Questionnaire
provided the correct indicators for Region Five.
9

Limitations
1. All data was self-reported. Therefore, respondents may not have provided
accurate, honest answers reflecting a specific moment in time and not truly
descriptive of his or her overall opinion.
2. The use of an online survey model is limited to those persons who use his
or her school issued email address.
3. Data was collected for seven southern states and may not be generalized to
the entire secondary agricultural teaching profession.
4. Overall study had a response rate of 33.6%, n = 196. Once respondent
with missing data and outliers were removed, the study had a response rate
of 29%, n = 172.
5. The Agricultural Teacher Attrition Risk Assessment Questionnaire was
validated by the instrument’s author, Dr. Laura Lemons; however this is
the initial use of the instrument for data collection.
Significance of the Study
The potential impact as a result of analyzing the attrition risk factors; alternative
career opportunities, expectations versus realities, people frustrations, and passions for
the profession, provides insight of how the constructs impact the overall attrition risk.
The perspective gained will add to the current educational foundation of secondary
agricultural education attrition risk and the impact of attrition on the educational system.
The results also have the potential to have a positive impact on future research, preservice education, and continued professional training for secondary agricultural
education teachers.
10

Understanding the constructs that influence the decision to remain or leave the
agricultural education teaching profession may provide opportunities for post-secondary
educational institutions, teacher educators, the Departments of Education, and school
administration to positively impact the attitudes, perceptions, and beliefs before a teacher
elects to leave the profession.
Through the administration of the Agriculture Attrition Risk Assessment
Questionnaire, the intention was to give secondary agricultural education teachers a better
understanding of the unique challenges and obstacles of the profession. With this insight,
secondary agricultural education teacher programs can develop realistic and pragmatic
curricula for pre-service teachers that will accurately address the challenges secondary
agricultural education teachers face in the profession. In addition, this information can
provide insight for potential long-term support for the specific constructs that are
identified as potential risk.
Lastly, the results of this study can assist school administrators in addressing the
challenges of retaining and/or recruiting qualified secondary agricultural education
teachers. Administrators could offer the support, mentoring, professional development,
and benefits to his or her school or district in order to retain quality personnel. The
results of this study can produce valuable insight into what entices a teacher to stay or
leave and apply this to the recruitment, interview and hiring process.
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CHAPTER II
REVIEW OF LITERATURE

This chapter is to present a review of the literature related to attrition of secondary
agricultural teachers. Literature on studies including teacher attrition and retention,
alternative career opportunities, expectations versus realities, people frustrations, and
passions for the profession were described.
To adequately develop a background and to properly review this topic, reference
books, previous published dissertations, and journal publications in the field of
agricultural education, careers, social learning theories, and behavioral sciences were
used. The information compiled from this search provides the foundation for the
literature review presented in this chapter.
Although, secondary agricultural education teacher attrition is always changing,
numerous studies document the rising attrition rate among teachers (Ingersoll, 2003). As
the shortage of teachers remains, research persists into why some teachers choose to enter
the teaching profession and remain, others enter the profession and subsequently leave,
and still others who are certified choose to never enter the profession (Chapman, AlBarwani, Mawali & Green, 2012; Chapman, 1984; Chapman & Green, 1986; Grissmer &
Kirby, 1987; Grissmer & Kirby, 1994; Ingersoll & Smith, 2003; Kantrovich, 2010;
McCandless, 2009). Researchers attempted to identify the attitudes, beliefs, perceptions
and causes behind the increase of teacher attrition. Thirty years ago, Grissmer and Kirby
12

(1994) proposed that “teacher attrition may have been a result of increased school
enrollments, the number of college students choosing education as a major had decreased,
and retirement” (p. 1). However, more recent research indicates teacher attrition is a
result of newly licensed teachers delaying entering the profession or not entering at all,
combined with too many teachers leaving the profession within the first five years
(Black, 2001; Camp, 1987; Chapman, 1984, Ingersoll, 2001; Tillman & Tillman, 2008).
A study conducted by the National Commission of Teaching and America’s
Future (NCTAF) estimated that as a nation, upwards of $4.9 billion dollars per year is
being spent on teacher turnover (NCTAF, 2008). According to the Bureau of Labor
Statistics (2014), employment of agricultural and vocational education professionals is
projected to grow by nine percent between 2012 to 2022, most of which will result from
the need to replace teachers who leave the occupation. These statistics indicate teacher
attrition is a concern to the overall health of the American educational system due to the
substantial turnover costs to replace lost professionals as well as the breakdown of the
teaching community. This cost are an even heavier burden for schools with already
stretched budgets and adds to the struggles of school leadership. When a teacher leaves a
program, it is felt far beyond the school because agricultural education programs are
indispensable in the community they serve (Ingersoll, Merrill, & May, 2012).
Currently the United States is facing a nationwide shortage of agricultural
teachers (Kantrovich, 2010). The National FFA Organization (2013) estimates that
hundreds of secondary agricultural education positions will go unfilled for the 2014-2015
academic year, resulting in thousands of students who will not have agricultural
education accessibility. Specifically, the U.S. Department of Education (2014) states that
13

Alabama, Georgia, and South Carolina are all projected to have a shortage of secondary
agricultural and agri-science teachers through the end of the 2015 academic year. To
address the gap, there are two options; 1) newly qualified teachers can be recruited into
the profession or researchers, administrators, and 2) teacher educators can address the
reasons why teachers leave the profession working to retain current qualified
professionals (Lemons, 2013; Walker, 2002).
The 36th volume of A National Study of the Supply and Demand for Teachers of
Agricultural Education 2006-2009, sponsored by the American Association for
Agricultural Education, has been analyzing secondary agricultural education teacher
supply and demand since 1965 (Kantrovich, 2010). Kantrovich’s (2010) research found
teacher attrition has been a constant problem for secondary agricultural education
teachers for at least the “past 40 years of this publication” (p. 7). The 1960’s, 1970’s and
1980’s found student enrollment, teachers in the profession, and newly qualified potential
teachers in secondary agricultural education in a perpetual decline, resulting in many
positions being left vacant (Kantrovich, 2010). These vacancies have remained an issue
since 1965, as the secondary agricultural education teaching profession has not gone a
single year since where all teacher positions were filled (Kantrovich, 2010).
Kantrovich (2010) reported the “total number of newly qualified potential
teachers of secondary agricultural education prepared in the US annually remained over
1,000 from the inception of this study until (from 1965 until 1985), when it dropped to
964” (p. 13). This number continued to fall with a new low of 583 teachers in
2008.Although this study indicates that some of the gaps between the number of positions
needed to be filled and the number of newly qualified teachers available have decreased,
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Kantrovich (2010) described it as a false hope, as 390 positions in 2009 were filled as a
result of emergency/alternative certification methods. Not for the alternative certification
option being maximized, the secondary agricultural education profession would be less
stable. Regardless of the theoretical foundations studied, previous research applied, or
previously administered solutions; secondary agricultural education teacher attrition
remains a very real problem (Kantrovich, 2010).
Teacher Attrition
Teacher attrition is defined as the reduction, decrease, or rate at which teachers
leave the teaching profession (Ingersoll & Smith, 2003; McCandless, 2009). Grissmer
and Kirby (1987) noted that attrition is often related to career and life cycle events.
Career patterns include transferring to better teaching positions, returning to school for an
advanced degree, and moving out of teaching and into other educational fields such as
administration, curriculum planning, or counseling. Life cycle events include marriage,
migration, birth of children, entry of children into school, illness, retirement, and death.
Each of these events plays an important role in explaining teacher attrition. Ingersoll and
Smith (2003) research indicted 42 percent of teachers cite life cycle events as the reason
for leaving the profession.
Ingersoll (2001) suggests the possibility there are other factors that are directly
related to the organizational characteristics and conditions of the school which drive
teacher attrition. Using the Schools and Staffing Survey instrument, Ingersoll (2001),
concluded that unfilled teaching positions are not a result of a shortage of newly qualified
teaching professionals, but rather a result of the “revolving door” effect where large
numbers of teachers leave the profession for other reasons than retirement. Additionally,
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Ingersoll (2001) found retirement had little effect on attrition when compared with other
factors such as job dissatisfaction and seeking alternative career opportunities.
McCandless (2009) reported low pay and salary issues, inadequate administrative
support, and student issues as crucial concerns and primary reasons for leaving the
profession. Other studies found that age, school characteristics, organizational
conditions, and teaching field also impact a teacher’s decision to stay or leave the
profession (Ingersoll, 2001).
Career and Technical Education (CTE) are not immune to high teacher attrition
rates either. Mordan (2012) determined beginning CTE teachers are more likely to leave
teaching after the first year as compared to other beginning teachers. McCandless (2009)
explored if there are widespread and dominant reasons why CTE teacher are leaving the
profession. Teachers, during the first five years of teaching, cited low pay, student
discipline and attitude problems, poor student motivation, poor administrative support
and too many extra duties not directly related to teaching as the top five reasons for
leaving the profession (McCandless, 2009). All of these issues are in agreement with
other research studies (Grissmer & Kirby, 1987; Ingersoll, 2001; Ingersoll, 2012;
Ingersoll & Smith, 2003; Moran, 2012; McCandless, 2009).
According to the National Commission of Teaching and America’s Future, almost
half of teachers leave the teaching profession after just five years, and in many lowincome communities and rural areas the attrition rates are even higher (2008). It is
important to recognize that teacher attrition is an issue that crosses all sectors of
education, all communities, and all demographics. Therefore, it is imperative to address
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the issue of agricultural educator attrition, as there are no neighborhoods or school
systems that are immune to this issue.
Researchers at the University of Pennsylvania found that over the past 20 years,
attrition for first-year teachers have increased by one third (Ingersoll, 2012). Ingersoll
and Smith (2003) found 39% of new teachers left the profession to seek alternative career
opportunities while 29% cited dissatisfaction with the profession as the main reason for
leaving. These two reasons, job dissatisfaction and alternative career opportunities,
together result in two-thirds of all beginning teacher attrition (Ingersoll & Smith, 2003).
States such as California, Illinois, Kansas, Mississippi, Missouri, Nebraska, New
York, North Carolina and Oregon, with the support of The National Teach Ag Campaign,
have taken proactive steps with the inaugural launch of “State Teach Ag Results
Program” (STAR) in 2009, to address the shortage of teachers needed to meet the
demand of schools interested in providing education in Ag-related fields (Thompson,
2014). Through the STAR program, participating states serve as models for assessing,
planning and implanting initiatives that will deliver results in recruiting and retaining
agriculture teachers.
Teacher attrition risks and issues were addressed in The Reinventing Agricultural
Education for the Year 2020 initiative, led by the National Council for Agricultural
Education, listing goal one as ensuring a “sufficient quantity of … highly motivated,
well-educated teachers” (p. 6) through the use of facilitating a national dialogue to
address issues of scope, diversity and quality (National FFA Foundation, Inc., 2000).
There have been several other attempts, in addition to these initiatives, to help
rectify the issue of agriculture teacher attrition. Many include alternative licensure,
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increased scholarship opportunities, addressing salary issues, as well as the rehiring of
retired teachers (Grissmer& Kirby, 1987; McCandless, 2009). However, these attempts
have been futile as agriculture teacher attrition rates remain an issue today (Grissmer&
Kirby, 1987).
Therefore, rather than ask, “How can we find and prepare more agricultural
education teachers?” the focus should be on resolving the underlying problem, “How do
we retain qualified and certified agriculture teachers?” and not simply create solutions for
the symptoms of teacher attrition.
A conceptual model of secondary agricultural education teacher attrition created
for this research, demonstrated in Figure 1, shows the areas increasing the risk of attrition
are alternative career opportunities, expectations versus realities, and people
frustrations, with the level of passions for the profession decreasing the risk of attrition.

Figure 1

Conceptual model of secondary agricultural education teacher attrition
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Alternative Career Opportunities
When a secondary agricultural education teacher leaves the profession, some level
of job dissatisfaction is implied resulting in the individual seeking alternative career
opportunities. The demands on agriculture teachers, both inside and outside the
classroom, with the increased demands from school administration and budget cuts have
led teachers to question his or her current level of job satisfaction and the need to seek
alternative career opportunities (Brewer & McMahan, 2003; Chenevey, Ewing &
Whittington, 2008). Nearly half of all teachers who leave the profession indicate the
desire to pursue a better job, another career, or to improve career opportunities in or out
of education profession as the primary reason (Ingersoll, 2001).
Lemon’s (2013) research indicated secondary agricultural education teachers do
not always enter the profession with the intent of changing career paths, whereas others
viewed teaching agriculture as a the beginning point to works towards a career in
administration. Although Lemon’s (2013) participants stated that seeking out alternative
employment was not his or her initial career objective, each participant had encountered
an alternative career opportunity in which they had accepted.
Previous researchers indicate the level of job satisfaction is directly correlated to
teacher commitment and retention (Tillman & Tillman, 2008). Therefore, understanding
the relationship between job satisfaction and an individual’s propensity to seek out
alternative career opportunities is vital to reducing agricultural teacher attrition.
According to Locke (1976), job satisfaction is a “pleasurable or positive emotional state
resulting from the appraisal of one’s job or job experiences” (p. 1304).
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John Holland’s (1973) Personality-Job Fit Theory describes the compatibility of
one’s occupational and personal characteristics. Compatibility occurs when knowledge,
skills and abilities of the individual and the job demands are well matched (KristofBrown & Guay, 2011). When characteristics are incongruent, job dissatisfaction can
result and the individual seeks out alternative career opportunities (Kristof-Brown &
Guay, 2011). The widely accepted Holland’s theory is a foundational element to assess
and analyze burnout, job satisfaction, and work-environment-induced stress levels.
Locke (1976) developed a list of factors which register as possible sources of job
satisfaction as reflected in Table 1. Similarly, Black (2001), after conducting an analysis
of over 50 studies on teacher stress, created a list of nine contributing factors that result in
low job satisfaction (Table 2). It can be concluded from Black (2001) and Locke (1976)
that teachers are less likely to seek alternative career opportunities when intrinsic rewards
such as self-respect, self-esteem, responsibility, and a sense of accomplishment are
fulfilled. Although extrinsic rewards are influential, alone they may not result in
increased teacher attrition rates.
Table 1

Contributing factors to Job Satisfaction according to Locke (1976)

1. The work itself, in terms of challenge (mental), physical demands and personal interest
2. Salary structure
3. Working conditions: physical, objectives
4. The person himself, by reference to self-esteem
5. Relationship with supervisor, colleagues, subordinates
6. Characteristics of Organizational Management
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Table 2

Contributing factors to Low Job Satisfaction in Teaching according to Black
(2001)

1. Time constraints
2. Excessive workload
3. Low salaries
4. Insufficient resources
5. Large class size
6. Lack of involvement in decision making
7. Lack of collegiality and sense of school community
8. Problems with student discipline
9. Few opportunities for promotions and advancements

Grady (1990) researched career mobility in secondary agricultural education
using a social learning theory approach. Grady (1990) utilized Krumboltz’s (1991)
career decision making model to establish an comprehensive perception on what impacts
an individual’s decision to stay in a profession or leave. Applying a modified version of
an instrument utilized by Chapman (1984) to assess the six factors (educational
preparation, the quality of first year teaching experience, initial commitment to teaching,
importance and attainment of criteria for profession success, professional integration into
one’s career, and reasons for entering teaching),Grady examined the addition of social
learning theory to career decision making.
While Krumboltz (1991) further developed the definition of social learning theory
of career decision making to encompass the concept of learning, personal experiences,
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skills and abilities, and cognitive and emotional responses as the foundational elements of
progressing towards choosing a career (Krumboltz & Nichols, 1990). Krumboltz (1991)
utilizes instrumental learning experiences, which are developed through the result of
repeatedly trying a variety of activities, and associative learning experiences, which is the
association of words and images which create a desirable or undesirable association with
occupations. This hypothesis employed in Grady’s (1990) study was that those who stay
in the teaching profession had a more positive instrumental and associative learning
experiences than those who have left the profession.
Grady (1990) concluded utilizing social learning theory may offer specific
insights to why teachers leave the profession. Therefore, social learning theory can serve
as a foundational tool of a deeper comprehension about the attrition risk of secondary
agricultural education teachers.
Krumboltz’s (1991) social learning theory of career decision making can be
applied for the general exploration of any occupation, Chapman’s (1984) research honed
in on influences of attrition for teaching careers specifically. Chapman’s model suggests
that teacher attrition is a product of the teacher’s personal characteristics, educational
preparation, initial commitment to the teaching profession, quality of the first teaching
experience, professional and social integration into teaching and external influences
(Figure 2). These factors, collectively, determine one’s job satisfaction, which directly
relates to teachers’ decision to remain in the profession.
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Chapman’s model of the influences associated with teacher attrition/retention

Source: Chapman, D.W. (1984) Teacher Retention The test of a model. American Educational Research Journal, 21, 3, 645-658
*Italicized words in parenthesis indicate the relationship of components of the model to the more general tenets of social learning
theory.

Figure 2
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Chapman’s (1984) research indicated the roots of teacher attrition lie in the
individual’s commitment (passions for the profession) and early work experiences
(expectations versus realties). These two main attributes to job satisfaction weigh more
to one’s decision to leave or remain in the profession than current work conditions,
recognition from administrators, salary, and benefits.
Additional research conducted by Bota (2013) concluded teachers in technical
sciences have a lower job satisfaction than those in human sciences and indicated that
younger teachers in technical sciences have a lower level of job satisfaction. However,
sex of the teacher did not have an impact on job satisfaction levels. Bota’s findings
support the research of Camp (1987) and Chapman (1984) which indicated as the number
of years of teaching experience increased so did the teacher’s level of job satisfaction.
Therefore, younger, less experienced teachers are more likely to have lower levels of job
satisfaction and are more likely to leave the profession. According to Brewer and
McMahan-Landers (2003), demographics such as age and sex only explained 15.9% of
the difference in the levels of overall job satisfaction, meaning that nearly 85% of the
differences in overall job satisfaction could be attributed to other factors than these
demographics.
Expectations versus Realities
Back in September when most of us were still starry-eyed with excitement, we all
dreamed of changing the lives of hundreds of youngsters through our teaching
techniques. We knew that if we only tried enough, we could make everyone learn
everything they were supposed to learn in the time allotted for them to learn it in,
and make all the children love us at the same time. We knew that we were going
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to stand in front of classrooms and silence the masses with our brilliant and
creative ideas for learning how to count to ten, and that the cooperating teachers
were going to break our arms patting us on the back, and the principals were
going to offer us jobs the day after we graduated because there had never been a
teacher like us before.” - Patricia Long (As cited in Cole & Knowles, 1993, p.
457).
Long, as quoted from the qualitative research of Cole & Knowles (1993), may be
a bit on the idealistic side. Nonetheless, new teachers, either new to the classroom, or
seasoned and new to the school district, have hopes, images, and expectations that are
tainted with a tone of disillusionment (Cole & Knowles, 1993). From these
misconceptions arise quandaries and difficulties, which may result in a teacher’s desire to
leave the profession (Krumboltz, 1991). Who created the disillusionment? The idealistic
teacher with his or her preconceived ideals of who a teacher is, what teaching is, and the
interaction between teachers and administrators? Or the professors at post-secondary
institutions who helped shape the student’s expectations? Or the school system itself? Or
it is a little bit of everything?
Krumboltz and Nichols (1990) state individuals acquire “beliefs about themselves
and the nature of their world through direct and indirect educational experiences” (p.
162). It is through these learning experiences in which an individual bases his or her
occupational expectations. When an individual has a realistic perspective of job duties,
expectations of administration, and daily classroom activities, he or she is less likely to
experience the stress that can occur when there is a mismatch between the reality of the
work and the perception of the work (Krumboltz & Nichols, 1990).
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Grady (1990) reported those who have a positive experience in educational
preparation and integration into the profession in the first few years also have more
realistic exceptions of what to find in the teaching profession and what they can get from
a teaching career. Grady’s (1990) findings also suggest teachers who stay in the
profession had a more positive social experience at his or her first teaching position that
those who subsequently left the profession.
Therefore, a disillusioned expectation brings with it the many perspectives that
represent long-held beliefs about teachers’ roles and responsibilities, classroom
behaviors, and school culture (Chapman, 1984; Grady, 1990; Krumboltz, 1991;
Krumboltz & Nichols, 1990). Along with these long-held beliefs are more recent ones
developed in the post-secondary education he or she received. These ideals, attitudes,
influences, expectations, and beliefs converge into the creation of ideas and mental
pictures that strongly affect the actual experiences of teaching in the classroom
(Krumboltz, 1991; Krumboltz & Nichols, 1990). In Lawver and Torres’ research
(2012), post-secondary students were found to be unaware of the demands placed on
agriculture teachers, indicating disconnect between expectations and realities.
Influences of prior experiences often create solidified images and perceptions
which can be fictitious and realistic when applied to current experiences (Cole &
Knowles, 1993; Krumboltz & Nichols, 1990). Typically, the ideal is a creation of several
outstanding and memorable individuals or moments that cannot holdup in the realities
and complexities of day-to-day teaching, classrooms, and schools. As teachers attempt to
play out these ideals and images, dissatisfaction, frustration, and stress can result
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(Walker, 2002). The impact is lower levels of job satisfaction and the propensity to leave
the profession (Barnett, 2012; Polach, 2004; Walker, 2002).
Lemon (2013) found that expectations can be divided into two themes; selfexpectations of the profession and expectations of others. A participant in Lemon’s
(2013) research indicated her expectations of the secondary agricultural teaching
profession were a result of her perception of previous agricultural education teachers in
her family and the experiences she was able to share with them. Student teaching, stock
showing, and coaching judging teams, all helped to develop and mold an understanding
of what they expected their career to be and provided a model of the profession (Lemons,
2013). Lemon’s (2013) participant stated, in hindsight, previous experiences was not
sufficient to gain a comprehensive understanding of the profession, warning pre-service
teachers should “make sure that they understand what they’re getting into and that they’re
doing it for the right reasons” (p. 64). Expectations of others, including administrators,
parents, fellow teachers, and students, when not clearly defined, resulted in feelings of
frustration, inferiority, lack of success and accomplishment, and lack of acceptance.
Whether perceived or spoken, internal or external, Lemons (2013) found expectations
have an impact on the attrition rate of secondary agricultural education teachers.
A new teacher who is experiencing a gap between expectation and reality will
also have assimilation issues (Barnett, 2012). Therefore, the assimilation process
becomes critical to the study of teacher attrition. Current research explores internships
and mentoring programs as two efficient and positive solutions to bridging the
expectation versus reality gap (Barnett, 2013; Cook, Parker & Pettijohn, 2004; Gill,
2010).
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Internships offer student teachers more realistic expectations about work and
assist in transitioning from college to work life (Barnett, 2012). The internship
experience help students relate learning in the classroom with actual work experience,
improve relationship building and communication skills, and solidify the student’s career
choice (Cook, Parker & Pettijohn, 2004). Students enter the internship process with
predetermined expectations about the workplace culture. However, the internship
experience allows students to assimilate newly formed insights about organizational
climate, time commitment, and autonomy skills which help bridge the gap between
idealistic expectations and reality (Barnett, 2012). While post-secondary education
presents opportunities for students to connect theoretical foundations, concepts and
practical application, internships offer a more realistic view of the complexities of the
working environment (D’Abate, Youndt, & Wenzel, 2009).
Mentoring is a “nurturing process in which a skilled or more experienced person,
serving as a role model, teaches, sponsors, encourages, and counsels a less skilled or less
experienced person for the purpose of promoting the latter’s professional and/or personal
development” (Anderson & Shannon, 1988, p. 40). The idea of using mentors to assist
new teachers in a formal or structured manner is relatively new (Gill, 2010). The
beginning teacher does not have adequate experience to always know where to or from
whom to seek assistance. Inadequate skills and knowledge on curriculum, classroom
management skills, better understanding of the workings of the buildings and related
technology tasks, and help in communicating with parents have found to be primary
concerns for beginning teachers (Camp & Health, 1988; Fuller & Brown, 1975; Hirst,
2000).
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Supporting beginning teachers can improve morale, teacher success, student
performance, and attrition rates (Hirst, 2000). Research by Ingersoll and Smith (2003)
indicated mentoring does make a difference, decreasing attrition rates after the first year
from 18.6 % to 11.8%. In another study, Smith and Ingersoll (2004) found that having a
mentor reduced the risk of a teacher leaving at the end of the first year by 30%. Even
having a mentor outside one’s field was associated with reducing risk of attrition by 18%
(Smith & Ingersoll, 2004).
The New Teacher Institute (NTI), a program “designed to be a sort of teacher
boot camp” (p. 27), and other similar programs, give beginning teachers opportunities to
learn and have hands-on experiences which result in improved teacher retention (Cochran
& Resse, 2007). The addition of mentoring programs show an awareness that new
teachers need additional guidance during the first years in the profession in order to
reduce stress and increase assimilation into the profession (Gill, 2010; Smith & Ingersoll,
2004). Therefore, having a structured mentoring practice in place can reduce teacher
attrition risk (Gill, 2010).
People Frustrations
Maslow’s (1943) Hierarchy of Need indicates all humans need to have fulfilling
relationships and feel good in those relationships. Forming social bonds helps
individuals to feel closely connected with others and is a part of basic human behavior.
Without these bonds, an individual can easily become isolated.
Social Exchange Theory proposes that people weigh the risks of relationships to
determine the potential benefits and potential negative impact (Homans, 1961; Thibaut &
Kelly, 1959). Determining how much a relationship is worth allows the individual to
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rank the relationship accordingly. When a relationship is determined to be a higher risk
(those where the costs outweigh the benefits), but is a necessity, can increase stress,
lower morale, and increase anxiety (Cooper & Davey, 2011). However, positive
relationships that elicit higher benefits than negatives is likely to continue to occur,
resulting in effective communication and higher relationship satisfaction with an overall
effect of decreased people frustrations (Anderson & Taylor, 2009; Witt, 2011).
However, the role other people play in the day-to-day functioning of a secondary
agricultural education teacher can result in negative relationships resulting in obstacles,
frustrations, and stress (Lemons, 2013). An unruly student, unsupportive administrators
or community members, competitive parents, or difficult teaching partners, can result in
stressful relationships impacting an individual’s decision to leave the profession
(Lemons, 2013; McCandless, 2009).
“Research suggests that teachers are more likely to leave teaching or indicate
intent to leave in the absence of adequate support from administrators and colleagues”
(Billingsley, 2004, p. 45). Cancio, Albrecht, and Johns (2013) define a lack of
administrative support as school leaders having competing priorities and being unable or
inattentive to teacher’s needs and relying on the expertise of teachers instead of providing
meaningful feedback. Brown (2001) discovered a pattern that indicated that teachers
achieved longevity through the support of a mentoring relationship and administration
support, fortifying the impact positive relationships have on attrition risk.
McCandless (2009) indicates inadequate administrative support is the second
highest reason teachers leave the profession. One participant in McCandless’ research
panel stated his major concern was, “behavior problems that are not addressed by the
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administration” (p. 83). This statement also addresses another cause of people
frustrations, student issues. Agricultural education classes can become “a dumping
ground for unmotivated students” and “a dumping ground for problem students”
(McCandless, 2009, p. 83). Maintaining control over the class, following lesson plans,
and enjoying the teaching process is a moot point while attempting to manage
unmotivated, disruptive, or disrespectful students (Tye & O’Brien, 2002). However,
when a teacher receives the support needed, not only to address student and classroom
issues, but also to feel empowered as a teacher, individuals are more committed, work
harder, and have higher rates of job satisfaction (Billingsley, 2004; Black, 2001; Tillman
& Tillman, 2008; Tye & O’Brien, 2002).
“High rates of teacher turnover can inhibit the development and maintenance of a
learning community; in turn, lack of community in a school may have a negative impact
on teacher retention, thus creating a vicious cycle” (Smith & Ingersoll, 2004, p. 687).
“Without the support of the community, beginning teachers will continue to leave the
profession for other endeavors which afford them positive feelings of efficacy and
accomplishment” (Inman & Marlow, 2004, p. 612). Tillman and Tillman (2008) found
that the support of both coworkers and administration was strongly correlated with job
satisfaction and decreased levels of attrition, more so than the number of years teaching
or the teacher’s age. This research highlights the importance of having a strong support
system that encompasses both coworkers and administration.
Working with parents can be instrumental or detrimental to a teacher’s decision to
remain in the profession. Although not as substantial as relationships with the students
and administration, parents do have an impact (Lemons, 2013). Mordan (2012) found
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that a career and technical education teacher who interacted and maintained a healthy
relationship with parents of students “were 7.44 times more likely to remain in teaching”
(p.102) as compared to teachers who has not worked on connecting with parents.
Maslow’s Hierarchy of Needs and Social Exchange Theory implies social
relationships are related to an individual’s perception of satisfaction and belonging.
Relationships, or lack of healthy relationships, are an important factor influencing a
teacher’s risk of attrition. Teachers who perceive a culture of cohesiveness, feel a sense
of social belonging and personal support are more likely to rebound quickly from
negative events and negative relationships, decreasing risk of attrition (Ingram, 2014).
Passions for the Profession
As the previous sections reviewed the literature of why secondary agricultural
education teachers leave the profession, passion for the profession may counterbalance
alternative career opportunities, expectations versus realities, and people frustrations.
When an individual has true, genuine passions for the profession, he or she may be able
to offset the negative influences for the joy found in the profession.
Passions for the profession is caring about the connection one feels with his or her
work, loving what he or she does, and doing his or her best at what they do (Rayner,
2010). Passion has been comprehensively studied as related to non-work activities such
as romance, sports, hobbies, and gambling. However, research on the role of passions for
the profession are infrequent and rely significantly on qualitative interviews, discussions,
and descriptive explanations of the role passion plays in the work environment (Ho,
Wong & Lee, 2011; Marques, 2007; Neumann, 2006). The current research does not
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determine an adequate definition and conceptualization of what passions for a profession
is, and does not empirically establish a link between passion and teacher attrition.
According to Ho, Wong, and Lee (2011) there are two elements that underlie the
concept of passions for profession; first, is the strong, intense liking for and enjoyment of
the profession, second is the cognitive element that captures the perceived importance
and significance of the job to the individual. With both elements of passion, the
profession becomes internalized to the self and defines who the individual is (Vallerand
et al., 2003).
The key difference between an intrinsic motivation and passion is that passion
becomes one with who the person is, internalizing the elements of the profession with the
individual’s concept of self. It is from the passion that intrinsic and extrinsic motivation
is observed. Passion is also distinct from job satisfaction in that job satisfaction measures
an individual’s liking for a profession, passion for a profession encompasses “a stronger,
more intense feeling that goes beyond mere liking, includes an element of identification
that is lacking in job satisfaction, and is not influenced by the same exact set of factors as
job satisfaction (e.g. individuals are not likely to be passionate about their jobs simply
because of they have good co-worker relations)” (Ho et al, 2011, p. 29).
Lawver and Torres (2012) found individuals who believe they are making a social
contribution, simply enjoy teaching, and teaching about agriculture, place a fundamental
value on the profession which outweighs other potential rewards that may be missing
from the profession. Individuals who have prudently thought out the decision to teach
agriculture and are happy about the choice to teach are likely to be successful, long-term
teachers (Lawver & Torre, 2012). Additionally, these individuals do not perceive
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secondary agricultural education as a fallback occupation. “The (post-secondary)
students’ ability beliefs, personal and social values, positive prior experiences in teaching
and learning, and the expert nature of the job were all motivations for choosing
agricultural education as a career” (Lawver & Torre, 2012, p. 38).
Social psychological researches of passion have indicated two distinct types,
harmonious and obsessive passion (Vallerand et al., 2003). As such, an individual can
have one type of passion but not the other (Vallerand et al., 2003 & Ho et al, 2011).
Harmonious passion entails control of the activity and a “harmonious coexistence
of the passionate activity with other activities” (Vallerand et al., 2003, p. 763). This
would be viewed as an individual who views his or her profession as important and
significant to them, but not so overpoweringly that it creates conflicts with other aspects
of daily living. Harmonious passion for the profession results in an individual who
pursues the profession voluntarily and not due to any pressures internally or externally,
the profession is not an obsession, and he or she can choose when to or when not to
participate in the activities of the profession. Harmonious passion for a profession is an
extension of the self, it does not result in guilt or anxiety when not participating or
thinking about the profession, and results in positive affect and cognitions during and
after the pursuit of the passion (Ho et al, 2011). Therefore, the individual can determine
when to and when not to engage in the profession.
Whereas, obsessive passion relates to the relative lack of control over the
passionate activity, unyielding persistence, and conflicts with other activities (Vallerand
et al., 2003). The urgency of the internal compulsions to pursue the profession results in
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unrelenting pursuit of perfection, and otherwise controls daily activities even if it
conflicts with other aspects of life (Vallerand et al., 2003).
Lemon’s (2013) found three sub-themes that encompass passions for the
profession; students, agriculture, and competition. Participants in Lemon’s (2013)
research indicated “that students were their primary reason for teaching agriculture (p.
55). By finding enjoyment in helping students, spending time with them, and helping
them to be successful in his or her studies, secondary agricultural education teachers were
able to impact their student’s life while incorporating what they were most passionate
about into his or her life. Secondary agricultural education teachers also indicated
enthusiasm and love of the subject of agriculture fueling their passion for the profession
(Lemons, 2013). The passions for agricultural education was found as a source to
energize and create drive for their career and helped to offset some of the frustrations
found when others did reciprocate enthusiasm for agriculture (Lemons, 2013).
Additionally, Lemons (2013) found that competition enhanced passions for the
profession. Lemons (2013) found competitive activities that allow students to apply his
or her “knowledge and skills learned through the classroom curriculum” (p. 59) in a
competitive environment, further motivated secondary agricultural education teachers
involvement in the educational process and FFA, especially if the teacher was involved in
such activities as a child.
Similarly, Reilly and Welton (1980) studied the reason secondary vocational
agricultural education teachers remain in the profession. Their research found that the
majority of secondary agricultural education teachers enjoyed working with FFA
students, farm work, and rural communities and felt pride in the achievements of the
35

students. They concluded that the gratification of being able to help students grow,
mature and learn as well as the satisfaction of being able to lead and counsel students
were constructive factors to remain in the profession. Administrative support along with
engaged students was also important factors to retention. Reilley and Welton’s findings
indicate pride, enjoyment, gratification and satisfaction are attributes of one who has
passions for the profession.
Passion for the profession has a reverse impact on secondary agricultural
educator’s risk of attrition. Researchers imply, a strong passion for the profession has the
ability to offset potential negative factors to some degree (Lawver & Torres, 2012; Reilly
& Welton, 1980). Passion brings with it enthusiasm for the work and perception of
personal accomplishment, passion reduces thoughts about leaving the job and actual
attrition behaviors (Lawver & Torres, 2012; Reilly & Welton, 1980).
Summary
The literature indicates secondary agricultural education teachers face similar
difficulties as general education teachers, in addition to some factors that are unique to
this specific profession. The literature designates attrition risk is at its pinnacle between
year one and year five of entering the profession, and therefore, renders the most
attention by researchers. Additionally, a variety of studies have been conducted in
regards to the impact job satisfaction has on seeking out alternative occupational
opportunities. This signifies the importance of addressing the factors cumulated from
various models of job satisfaction theory. Upon review of numerous articles from
previous research regarding people frustration, it became apparent teachers with healthy
relationships and parental, administration and community support are less likely to leave
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the profession than those without. Interestingly, while the literature indicates several
reasons for teachers to leave the profession, passions for the profession, appear to
override the negative aspects some teachers find in the secondary agricultural education
profession.
Therefore, the focus of this research study was focused on utilizing the four
constructs: alternative career opportunities, expectations versus realities, people
frustrations, and passions for the profession, asking, “How do we retain qualified and
certified agriculture teachers?” for the Southern region.
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CHAPTER III
METHODS

Purpose of the Study
The purpose of this study was to examine the relationship among seven southern
states on attrition risk factors. Specifically, this study was designed to identify and
describe secondary agricultural educators who are at-risk for leaving the profession based
on the four constructs; alternative career opportunities, expectations versus realities,
people frustrations, and passions for the profession. In addition, the numbers of years of
service and gender differences were examined.
Research Questions
1. What are the demographic and career characteristics of current secondary
agricultural education teachers in Region Five of The National
Association of Agriculture Educators?
2. What are the current identified attrition risks for secondary agricultural
education teachers in Region Five of The National Association of
Agriculture Educators as determined by the Agricultural Teacher Attrition
Risk Assessment Questionnaire?
3. What are the current identified attrition risk factors for secondary
agricultural education teachers according to each state in Region Five of
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The National Association of Agriculture Educators; Alabama, Florida,
Georgia, Mississippi, North Carolina, South Carolina, and Tennessee, as
determined by the Agricultural Teacher Attrition Risk Assessment
Questionnaire?
4. Are there differences in current risk factors between male and female
secondary agricultural education teachers as determined by the
Agricultural Teacher Attrition Risk Assessment Questionnaire?
5. Are there differences in the current attrition risk factors of secondary
agricultural education teachers in Region Five of The National
Association of Agriculture Educators as determined by the number of
years of service in the profession?
Research Design
A descriptive and ex post facto, causal comparative design was used to assess the
primary risk factors as determined by the constructs of Agricultural Teacher Attrition
Risk Assessment Questionnaire for NAAE Region Five secondary agricultural education
teachers. Descriptive research was used to obtain information concerning the current
status of attrition risks in regards to the specific criteria; location (State), sex, and number
of years in profession, to describe what risks exist with respect to the variables and
conditions of secondary agricultural education teacher in NAAE, Region Five.
Causal comparative design was used to determine if there were are any factors
that place one population at a greater risk than another (Table 3). The causal comparative
design attempts to identify a causative relationship between independent variables
(male/female, number of years of teaching, state of residence) and the dependent
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variables alternative career opportunities, expectations versus realities, people
frustrations, and passions for the profession.
Table 3
(a)

Causal Comparative Design Model
Group
I

II

(b)

I

II

Independent Variable
Dependent variable
C
O
(Group possesses
(alternative career opportunities,
characteristic)
expectations versus realities,
people frustrations, and
passions for the profession)
-C
O
(Group does not possess (alternative career opportunities,
characteristic)
expectations versus realities,
people frustrations, and
passions for the profession)
C1
O
(Group possesses
(alternative career opportunities,
characteristic 1)
expectations versus realities,
people frustrations, and
passions for the profession)
C2
O
(Group possesses
(alternative career opportunities,
characteristic 2)
expectations versus realities,
people frustrations, and
passions for the profession)

Martella, Nelson, Morgan and Marchland-Martella (2013) specify that the
possible threat to internal validity of the causal comparative research design is selection
bias and a weakness is the inability to manipulate the independent variable. The primary
threat to the external validity of the design is generalization across participants.
The procedure of selecting participants according to stratified random sampling
result in findings that are likely to be generalized across the population (Martella, et al.,
2013).
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Sampling
The participants for this study were secondary agricultural education teachers
currently employed (N = 2,667) in the 2013-2014 academic year in Region Five of the
National Association of Agricultural Educators (NAAE). Region Five, also referred to as
the Southern region of the NAAE organization, consists of Alabama, Florida, Georgia,
Mississippi, North Carolina, South Carolina and Tennessee. A total of 700 participants
were obtained through the assistance of Dr. Crutchfield, Local Program Success
Specialist, with the National FFA Organization. The participants were selected using a
stratified random sampling method based on of sex in order to attempt to ensure
representation equivalent of the target population. One hundred participants from each
state were selected based off the ratio of male to female for that particular state. Sex was
selected as the qualifier due to research question four, to determine if sex influenced
attrition risk.
Instrument
The instrumentation for this study consisted of the Agricultural Teacher Attrition
Risk Assessment Questionnaire, created by Lemons (2013). The instrument was chosen
because of its innovative perspective on secondary agricultural education teacher attrition
risks consisting of four constructs, alternative career opportunities, expectations versus
realities, people frustrations, and passions for the profession. Table 4 indicates the five
demographic questions and 22 Likert scale questions, with a range of 1 to 5indicating
Strongly Disagree (1) to Strongly Agree (5), that were included to measure teacher
attrition risk.
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Table 4

Questions contained on Attrition Risk Assessment Instrument

NumberQuestion

Response Choices
Alabama, Florida,
Georgia, Mississippi,
North Carolina, South
Carolina, Tennessee

1

State of Residence:

2

Sex:

3

Degree Held:

4

Number of years of teaching experience:

5

What type of training program did you
complete for teaching agricultural education:

6

I teach agriculture because I enjoy helping
students

5-point Likert-type scale

7

I teach agriculture because I want to share
my passion for agriculture with others.

5-point Likert-type scale

8

I teach agriculture because I enjoy
competition.

5-point Likert-type scale

I am often frustrated because an increasing
9* proportion of my students are not
“traditional” agriculture students.

Construct

Male/Female
Bachelors, Bachelors +,
Masters, Masters +,
Specialist, Doctoral
Text entry
Traditional four-year
degree/ Alternative
Certification

5-point Likert-type scale

10*

I struggle to maintain a good relationship
with my teaching partner.

5-point Likert-type scale

11*

I am often frustrated when working with
students’ parents.

5-point Likert-type scale

12*

My administrators are often a source of
frustration for me.

5-point Likert-type scale

Continued on next page.
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Passion for the profession
Passion for the profession
People frustrations

People frustrations
People frustrations
People frustrations
People frustrations

Table 4 (Continued)
13*

I would leave my position as an agriculture
teacher for a job that requires less time away
from home.

5-point Likert-type
scale

14*

I would leave my position as an agriculture
teacher for a job that provided greater
opportunity for advancement.

5-point Likert-type
scale

15*

I would leave my position as an agriculture
teacher for a job with a higher salary.

5-point Likert-type
scale

Alternative Career
Opportunities

16

My family depends on my income
contribution.

5-point Likert-type
scale

Passion for the
profession

17

I expect to teach secondary agriculture until
I retire.

5-point Likert-type
scale

Alternative Career
Opportunities

18*

I expect to pursue a position in
administration in the future.

5-point Likert-type
scale

Alternative Career
Opportunities

19*

Others expect too much from me as an
agriculture teacher.

5-point Likert-type
scale

People frustrations

20*

I will be willing to leave my position as an
agriculture teacher when I accomplish all
the goals I have set for myself.

5-point Likert-type
scale

21*

I am preparing to take advantage of the right
opportunity to leave my position as an
agriculture teacher.

5-point Likert-type
scale

22

It would take a unique set of circumstances
for me to leave my position as an agriculture
teacher.

5-point Likert-type
scale

23

The realities of being a secondary
agriculture teacher match my expectations
in time required

5-point Likert-type
scale

24

The realities of being a secondary
agriculture teacher match my expectations
in amount of work required

5-point Likert-type
scale

Continued on next page.

43

Alternative Career
Opportunities
Alternative Career
Opportunities

Alternative Career
Opportunities
Alternative Career
Opportunities
Passion for the
profession
Expectations versus
realities
Expectations versus
realities

Table 4 (Continued)
125

226

227

The realities of being a secondary
agriculture teacher match my
expectations in type of work required

5-point Likert-type
scale

The realities of being a secondary
agriculture teacher match my
expectations in number of responsibilities

5-point Likert-type
scale

The realities of being a secondary
agriculture teacher match my
expectations in my ability to be
successful

5-point Likert-type
scale

Expectations versus
realities
Expectations versus
realities
Expectations versus
realities

Note: * reverse coded for analysis; 1= Strongly disagree, 2 =Disagree, 3 = Neither
agree nor disagree, 4 = Agree, 5 = Strongly agree

The attrition risk level is determined by the score associated with each construct
independently and cumulatively. A larger score in alternative career opportunities,
expectations versus realities, and people frustrations indicate a higher risk of leaving the
profession. A larger score in passions for the profession indicate a lower risk of leaving
the profession. Questions 9-15 and 18-21 were reversed coded so that all low scores
reflected negative responses while higher scores reflected a positive response as
instructed by Lemons, 2013
The Agricultural Teacher Attrition Risk Assessment Questionnaire was pilot
tested with secondary agriculture teachers in three FFA Areas in Texas (n = 321) who
were not selected to participate in this additional study to confirm reliability of the
instrument (Lemons, 2013). Lemons (2013) had the questionnaire reviewed by a panel of
experts, including former agricultural teachers and Texas Tech University agricultural
education faculty with expertise in survey development to determine content validity.
Construct validity was determined by Lemons by applications of a pilot test in Area I, II,
and IV in Texas using secondary agricultural education teachers (2013).
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This research was the initial implementation for the instrument. In order to
determine the risk level, the researcher created the level of risk score chart as indicated in
Table 5.
Table 5

Level of Risk Determined by Average Score

Score
1.0 – 1.8
Alternative Career Very Low
Opportunities
Risk
Expectations
Very Low
versus Realities
Risk
People Frustrations Very Low
Risk
Passions for the
Extreme Risk
Profession
Overall Score
Very Low
Risk

Score
1.81 - 2.6
Low Risk

Score
Score
2.61 – 3.4
3.41 – 4.2
Moderate Risk High Risk

Low Risk

Moderate Risk High Risk

Low Risk

Moderate Risk High Risk

High Risk

Moderate Risk Low Risk

Low Risk

Moderate Risk High Risk

Score
4.21 – 5.0
Extreme
Risk
Extreme
Risk
Extreme
Risk
Very Low
Risk
Extreme
Risk

The researcher used a scale of 1.0 – 5.0 with 0.80 intervals was utilized to create
categories for the five levels of risk: very low, low, moderate, high and extreme. The
interval cutoff of 0.80 was determined by the five categories and a range of the data is
equal to four (4/5 = 0.80).
Principal Components Analysis
From the data set, the correlation matrix for questions 6 through 27 was reviewed.
It was observed that all survey items had at least two statistically significant correlations
at the 0.05 alpha level, the criteria set by Lemons (2013). Therefore, all survey items
were utilized in further analysis.
The correlation matrix confirms that data is correlated, therefore a principal
components analysis (PCA) utilizing an oblique rotation method was used (Gorsuch,
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1983). Additionally, in order to maintain continuity Lemons an oblique direct rotation
method was used.
To measure the strength of the relationship among the variables Kaiser-MeyerOlkin (KMO) and Bartlett’s test were reviewed (Table 7). Hutcheson and Sofroniou
(1999) state that the KMO recommends a minimum of 0.50. Values between 0.50 and
0.70 are mediocre, values between 0.70 and 0.80 are good, values between 0.80 and 0.90
are great and values above the 0.90 threshold are superb. Measure of sampling adequacy
for this set of variables was 0.733, indicating a middling degree of common variance. The
KMO measure meets the minimum criteria of greater than 0.50; there is no issue that
requires examining the Anti-Image Correlation Matrix. The KMO also indicates a factor
analysis will extract factors that account for a reasonable amount of the variance (Friel,
2013). Bartlett’s test of sphericity was significant at x2(231) = 1523.78, p< .001,
indicating a statistically significant correlation.
Table 6

KMO and Bartlett’s Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy.

.73

Bartlett's Test of Sphericity

Approx. Chi-Square

1523.79

df

231

Sig.

.000

The first analysis, using all 21 survey questions, resulted in seven factors with
Eigen values greater than 1, explaining 67.74% of the variance for the entire set of
variables. As highlighted by the instrument’s author, seven factors result in too few items
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directly correlated to each factor. A ratio of three or more questions per factor is
preferable (Hatcher & O’Rourke, 2013). Therefore, assessing the scree plot the analysis
concurs with Lemons interpretation of a valid cut-off using four factors for analysis
(Figure 3) (2013). Applying the four factors explains 51.67% of the variance for the set
of variables for this data set.

Figure 3

Scree Plot Depicting Eigenvalues of Components

Table 8 indicates the results of the pattern matrix after the Oblimin rotation of the
four constructs: alternative career opportunities, expectations versus realities, people
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frustrations, and passions for the profession. Table 9, Summary of retained items
comprising each component, indicates according to PCA which questions were assigned
to each of the four constructs.
Table 7

Question
Number

PCA with Oblique Direct Oblimin Rotation Results (Pattern Matrix) (n =
172)
Expectations
versus Realities

Rotated factor Loadings
Alternative
Passions
Career
Opportunities

24
.910
23
.901
26
.864
25
.759
27
.670
21
.762
14
.751
15
.678
20
.609
13
.605
17
-.601
18
.414
6
7
22
16
11
8
9
12
19
10
Eigenvalues
5.027
2.766
% Variance
22.850
12.573
Extraction Method: Principal Component Analysis.
Rotation Method: Oblimin with Kaiser Normalization.
a. Rotation converged in 8 iterations.
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.850
.777
.515
.465

1.969
8.952

People
Frustrations

.674
.535
.533
.530
.509
.343
1.606
7.299

Table 8

Summary of Retained Items Comprising of Each Component

Component
Alternative Career
Opportunities

Expectations versus
Realities

People Frustrations

Passions for the
Profession

Question
Number
Item
21 I am preparing to take advantage of the right opportunity to leave my
position as an agriculture teacher.
14 I would leave my position as an agriculture teacher for a job that provided
greater opportunity for advancement.
15 I would leave my position as an agriculture teacher for a job with a higher
salary.
20 I will be willing to leave my position as an agriculture teacher when I
accomplish all the goals I have set for myself.
13 I would leave my position as an agriculture teacher for a job that requires
less time away from home.
17 I expect to teach secondary agriculture until I retire.
18 I expect to pursue a position in administration in the future.

24
26
25
27
23

Amount of work required the realities of being a secondary agriculture
teacher match my expectations in:
Amount of work required
Number of responsibilities
Type of work required
My ability to be successful
It would take a unique set of circumstances for me to leave my position as
an agriculture teacher.

11 I am often frustrated when working with students’ parents.
8 I teach agriculture because I enjoy competition.
9 I am often frustrated because an increasing proportion of my students are
not “traditional” agriculture students.
12 My administrators are often a source of frustration for me.
19 Others expect too much from me as an agriculture teacher.
10 I struggle to maintain a good relationship with my teaching partner.
6 I teach agriculture because I enjoy helping students succeed.
7 I teach agriculture because I want to share my passion for agriculture with
others.
22 It would take a unique set of circumstances for me to leave my position as
an agriculture teacher.

Data Analysis
Data from the Agricultural Teacher Attrition Risk Assessment Questionnaire was
collected and entered into the Statistical Package for the Social Sciences (SPSS ®)
version 22.0 for Microsoft Windows. The alpha level of determining statistical
significance was established a priori at 0.05 (α = 0.05).
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A principal components analysis using oblique rotation method was conducted to
report the correlation of each survey question to a construct. Kaiser-Meyer-Olkin (KMO)
and Bartlett’s test were reported as the measurement of the strength of the relationships
among the survey questions and the constructs.
To address research question one, participant characteristics were analyzed for
sex, educational level, number of years in the teaching profession, training program
completed, and state of residence. Percentages and frequencies were calculated for sex,
educational level, and training level completed. The mean was used to report the number
of years in the teaching profession.
To answer research question two, the mean and standard deviation were used to
analyze the four constructs; alternative career opportunities, expectations versus
realities, people frustrations, and passions for the profession. A grand mean and
standard deviation reports the participant’s overall response to the 22-question portion of
the Agricultural Teacher Attrition Risk Assessment Questionnaire.
For research question three, a one-way between subjects ANOVA was utilized to
report if the participant’s state of residence had an influence on the four constructs,
alternative career opportunities, expectations versus realities, people frustrations, and
passions for the profession, and the overall attrition risk score. Post-hoc analysis using
Tukey’s HSD was used to report the means that were significantly different on the
construct people frustrations. The state of Alabama (n = 1) was not incorporated into the
analysis for research objective three due to the low response rate.
To address research question four, an independent-samples t-test was used to
compare the means between male (n = 106) and female (n = 66) participants on the four
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constructs, alternative career opportunities, expectations versus realities, people
frustrations, and passions for the profession, and the overall attrition risk score. The
means and standard deviations were used to report the four constructs as well as a grand
mean and standard deviation to report the participant’s overall attrition risk.
To answer research question five, a multivariate ANOVA was conducted, using
each participant’s average score on the four constructs and the overall attrition risk score
as the dependent variables and the number of years of teaching experience as the
independent variable. Wilks’ Lambda was used to determine significance. Means and
standard deviations were used to analyze the average scores of the four constructs,
alternative career opportunities, expectations versus realities, people frustrations, and
passions for the profession. A grand mean and standard deviation reports the
participant’s overall attrition risk based on the number of years in the profession.
Reliability
Cronbach’s alpha was calculated to determine reliability for this research (Santos,
1999). Reliability was calculated for each of the four constructs, alternative career
opportunities, expectations versus realities, people frustrations, and passions for the
profession as well as for the overall attrition risk score.
To assess the internal consistency and reliability of the instrument as a whole and
as subscales for this research, the Cronbach’s Alpha was calculated. According to Santos
(1999), in order to fall in the acceptable to excellent range, the coefficient should be
greater than or equal to 0.70. To increase the instrument’s Cronbach’s alpha to 0.495,
question 16 was removed from the instrument. The expectations versus realities
construct had a Cronbach’s alpha of 0.88 (n = 5). The passions for the profession
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construct had a Cronbach’s alpha of 0.67 (n = 3) with the removal of question 16 for lack
of reliability. The people frustrations questions reported a Cronbach’s alpha of 0.55 (n =
6). The alternate career opportunities construct reported a Cronbach’s alpha of 0.53 (n =
7). People frustrations and alternative career opportunities resulted in poor internal
consistency, whereas exceptions versus realities resulted in good internal consistency and
passions for the profession resulted in acceptable internal consistency.
Validity
The instrument was reviewed by an expert panel consisting of Mississippi State
University agricultural education faculty. The panel determined acceptable content
validity and verified all questions as alternate career opportunities, expectations versus
realties, passions, and people frustration concentrated questions.
Data Collection Procedure
In order to reach a broad range of secondary agricultural education teachers in
NAAE, Region Five, (Alabama, Florida, Georgia, Mississippi, North Carolina, South
Carolina and Tennessee) in a cost effective manner, the study utilized the web-based
survey tool, Qualtrics ®. The survey software tool allows for each participant’s answer
to be sent directly to Qualtrics ® through an individualized link. This link allowed for
the Qualtrics ® program to track participants who have not completed the survey for
future follow-up requests, while maintaining anonymity of the participant from the
researcher.
Email addresses of current secondary agricultural education teachers in the United
States are strenuously updated by the National FFA Organization to ensure accuracy.
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While the list is assumed accurate, it was not the goal of this study to survey the entire
population (N = 2,667). The initial sample size of 700 was selected with the expectation
that 75% of the addresses would be deliverable, and of those, 24% would respond
(Shennhan, 2001). Following Faul, Erdfelder, Lang and Buchner (2007) formula for
determining sample size, the study sought responses from 128 (n = 128) participants to
ensure an 80% confidence level and a 0.05 alpha level (Calkins, 2005; M. Newman,
personal communication, September 10, 2014). A stratified random sample of 700
potential secondary agricultural education teachers was collected, with the assistance of
Dr. Nina Crutchfield, Local Program Success Specialist with the National FFA
Organization, to reflect accurate ratios of sex for each of the seven states in NAAE,
Region Five.
To increase the rate of respondents, the Dillman methodology for conducting
survey data was followed (Dillman, 2009). First, an initial research announcement was
made via email on March 6, 2014 to the sample population of NAAE, Region Five (n =
700) (Appendix A). The email included a brief description of the study, delivery method
and time commitment for participation, and contact information for questions and
concerns. Three follow-up emails were sent in response to questions within 18 days of
the initial research announcement (Appendix B). The emails were personalized and were
followed-up with a thank you email within 24 hours of participation (Appendix C)
(Dillman, 2009). A final request for participation was sent out to all non-respondents
after 25 days (Appendix D) (Dillman, 2009). The survey remained open for four weeks
after the final request for participation and resulted in two additional responses.
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No follow-up of non-respondents was completed beyond the three supplemental
requests for participation following the initial request. Dillman (2009) indicates
additional efforts, beyond the three follow-up requests, do not yield a significant amount
of additional participants and not a constructive use of resources.
The stratified random sample was reduced from 700 potential participants to a
final sample size of 583(n = 583) due to undeliverable email addresses. Secondary
agricultural education teachers were emailed requests to participate in the Agricultural
Teacher Attrition Risk Assessment Questionnaire over the month of March, 2014. Table
6 outlines the timeline for the data collection procedure. Overall the study had a response
rate of 33.6%, n = 196. Once respondent with missing data and outliers were removed,
the study had a final response rate of 29%, n = 172. While a low percentage, the
response rate satisfies the goal of n = 128 for statistical purposes.
Table 9

Timeline for Data Collection Process

Date
March 6, 2014
March 10, 2014
March 19, 2014
March 24, 2014
March 31, 2014

Procedure
Email pre-notice
Email web link and instructions
Email reminder, web link, and instructions
Second email reminder, web link, and
instructions
Final email reminder, web link, and
instructions

Protection of Human Subjects
All students, faculty and staff using human subjects, obtaining private information
about human subjects for the purpose of conducting research, must submit his or her
research proposals to be reviewed by the Institutional Review Board (IRB) before
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research commences. Mississippi State University’s Institutional Review Board for the
Protection of Human Subjects reviewed and approved this research project on January
14, 2014, research docket # 13-389.
Summary
This study consisted of a descriptive and causal comparative design to analyze
secondary agricultural education teachers and risk factors as determined by the constructs
of the Agricultural Teacher Attrition Risk Assessment Questionnaire. Principal
components analysis was used to determine the loading of each survey question to the
four constructs. Cronbach’s alpha of 0.495, was calculated to establish reliability of each
construct and of the overall instrument and content validity was verified by a panel of
experts consisting of Mississippi State University agricultural education faculty.
Participant characteristics were analyzed for sex, educational level, number of
years in the teaching profession, training program completed, and state of residence using
a combination of percentages, frequencies, and means.
The mean and standard deviation were used identify attrition risk for secondary
agricultural education teachers in the Southern region for the four constructs, alternative
career opportunities, expectations versus realities, people frustrations, and passions for
the profession, and the overall attrition risk score.
To describe the current identified attrition risks to each individual state, a oneway between subjects ANOVA was utilized. Post-hoc analysis using Tukey’s HSD was
used to report the means that were significantly different on the construct people
frustrations.
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To describe the current risk factors of male and female teachers in secondary
agricultural education, an independent-samples t-test was used to compare the means
between the participants on the four constructs, alternative career opportunities,
expectations versus realities, people frustrations, and passions for the profession, and the
overall attrition risk score.
To describe the current attrition risk factors as determined by the number of years
of service in the profession, a multivariate ANOVA was conducted. Wilks’ Lambda was
used to determine significance.
These findings are reported in detail in chapter four.
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CHAPTER IV
RESULTS

Purpose of the Study
The purpose of this study was to examine the relationship among seven southern
states on attrition risk factors. Specifically, this study was designed to identify and
describe (demographic data) secondary agricultural educators who are at-risk for leaving
the profession based on the four constructs alternative; alternative career opportunities,
expectations versus realities, people frustrations, and passions for the profession. In
addition the numbers of years of service and sex differences were examined.
Research Questions
1. What are the demographic and career characteristics of current secondary
agricultural education teachers in Region Five of The National
Association of Agriculture Educators?
2. What are the current identified attrition risks for secondary agricultural
education teachers in Region Five of The National Association of
Agriculture Educators as determined by the Agricultural Teacher Attrition
Risk Assessment Questionnaire?
3. What are the current identified attrition risk factors for secondary
agricultural education teachers according to each state in Region Five of
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The National Association of Agriculture Educators; Alabama, Florida,
Georgia, Mississippi, North Carolina, South Carolina, and Tennessee, as
determined by the Agricultural Teacher Attrition Risk Assessment
Questionnaire?
4. Are there differences in current risk factors between male and female
secondary agricultural education teachers as determined by the
Agricultural Teacher Attrition Risk Assessment Questionnaire?
5. Are there differences in the current attrition risk factors of secondary
agricultural education teachers in Region Five of The National
Association of Agriculture Educators as determined by the number of
years of service in the profession?
Results
This study was a descriptive and causal comparative design to confirm the
population at risk and the primary risk factors as determined by the constructs of the
Agriculture Teacher Attrition Risk Assessment instrument. Descriptive research was used
to obtain information concerning the current status of attrition risks in regards to specific
criteria, state of residence, sex, level of education, form of training received, and time in
profession, in order to describe what risks exist with respect to the variables/conditions of
secondary agricultural education teachers in Region Five of the NAAE. Causal
comparative design was used to determine if any factors place one population at a greater
risk than another.
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Data Checks for Assumptions
The data was first analyzed for accuracy to ensure the data was recorded
correctly. It was determined that 23 participants had missing data. Using listwise
deletion, as suggested by Howell, all 23 participants with missing data were removed
from the dataset resulting in 173completed responses (2012).
To determine outliers within the data, Tukey’s Hinges, shown in Table 10, were
calculated resulting in a lower boundary. The lower boundary of 2.34 and the upper
boundary of 4.30 indicate that there was one outlier, case number 20, 1.95, which was
removed resulting in a final count of 172 participants (Table 11).
Table 10

Tukey’s Hinges, Percentiles for Upper and Lower Boundaries

Weighted
Average
(Definition 1)
Tukey's Hinges

AvgScore

5
2.82

10
3.00

AvgScore

Percentiles
25
50
75
3.14
3.32
3.50

3.14

3.32

90
3.73

95
3.86

3.50

Using Tukey’s formula, the calculation for the upper and lower boundaries is
described below. Tukey’s analysis originally suggested a multiplier of 1.50. A more
inclusive multiplier of 2.2 was utilized so that no data would be excluded that would lie
within the 2-tails of a normal distribution.
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Upper Boundary:

Q3 + (2.2*(Q3 - Q1))
3.5 + (2.2*(3.5– 3.1364))
3.5 + (2.2*0.3636)
3.5 + 0.79992 = 4.30

Lower Boundary:

Q1 - (2.2*(Q3 - Q1))
3.1364 - (2.2*(3.5– 3.1364))
3.1364 - (2.2*0.3636)
3.1364 - 0.79992 = 2.34

Table 11

Ranking of Highest and Lowest Values in Dataset

Overall Scores

Highest

Lowest

1
2
3
4
5
1
2
3
4
5

Case Number
59
164
106
154
105
20
114
62
166
13

Value
4.09
4.05
3.95
3.95
3.91
1.95
2.59
2.64
2.68
2.68

Regarding the normality of the overall instrument, the standardized skewness
coefficients and the standardized kurtosis coefficients were all within range. The data
was normally distributed, with skewness of .12 (SE = 0.19) and kurtosis of -.01 (SE =
0.37) (Table 12). Figure 4 indicates that there is a slight peak in the data rather than a
more rounded bell-shaped curve.
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Table 12

Descriptive Statistics for Overall Score

Overall Score
N Valid
Missing
Skewness
Std. Error of Skewness
Kurtosis
Std. Error of Kurtosis

Figure 4

172
0
.12
.19
-.01
.37

Standardized Skewness Coefficients

The assumption of homogeneity of variance was met for the data set using
Levene’s test for homogeneity of variance. Levene’s test for equality of variance was
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found not to be violated for the present analysis F(1, 170) = .06, p = .81. This indicates
that we retain the null hypothesis and can conclude that there is no significant difference
in the variance between attrition scores.
The assumption of independence of observations resulting from Pearson ChiSquare was violated as 83.9% of the expected counts are less than 5, exceeding the
maximum of 20%. Therefore the Likelihood Ratio was used to determine assumption of
independence. From Table 13 the test is not statistically significant X2(30), = 36.09p = .21.
Therefore, the null hypothesis is accepted indicating that there is not a statistically
significant difference between sex and the average score.
Table 13

Likelihood Ratio

Value
df
Asymp. Sig. (2-sided)
a
Pearson Chi-Square
29.85
30
.47
Likelihood Ratio
36.09
30
.21
Linear-by-Linear Association
1.28
1
.26
N of Valid Cases
172
a. 52 cells (83.9%) have expected count less than 5. The minimum expected count is .38
Data Analysis
Research Question One
What are the demographic and career characteristics of current secondary
agricultural education teachers in Region Five of The National Association of Agriculture
Educators?
The Agricultural Teacher Attrition Risk Assessment Questionnaire was initially
distributed to 700 potential participants in the NAAE, Region Five, using a stratified
random sample method. The final research sample was reduced to 583 due to
undeliverable email address. Of those, 196 secondary agricultural education teachers
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participated in the survey for a 33.6% response rate. Using listwise deletion method, 23
responses were removed due to non-completion and one outlier was removed for a final
participation of n = 172 (29.5% response rate). Although a low response rate, 172
participants exceeded the sample size needed for the research requirements (n = 128)
according to Faul, Erdfelder, Lang, and Buchner’s (2007) formula for determining
sample size.
From the demographic data obtained, the average participant is a male who has
completed his Bachelor’s degree, obtained his teaching certification through a traditional
four-year program, and has thirteen years of teaching experience. Specifically, 62% of
the participants were male and 38% were female (Table 14). The majority of participants
identified as teaching in Mississippi, 22%, followed by Tennessee, 21%, South Carolina,
16%, Florida, 15%, Georgia, 13%, North Carolina, 12%, and Alabama, 1% (Table 15).
Table 14

Summary of Response According to Sex

Sex
Male

Response
106

Percentage
62%

Female

66

38%

Total

172

100%
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Table 15

Number of Participants per State broken down by Sex per State

State
Alabama
Florida
Georgia
Mississippi
North Carolina
South Carolina
Tennessee
Total

Response
1
26
23
38
21
27
36
172

Overall Percentage
1%
15%
13%
22%
12%
16%
21%
100%

Male
1
10
13
25
15
13
29
106

Percentage
100%
38%
57%
66%
71%
48%
81%

Female
0
16
10
13
6
14
7
66

Percentage
0%
62%
43%
34%
29%
52%
19%

In regards to the degree held, 35% have a Masters, Bachelors, 25%, Bachelors +,
19%, Masters +, 12%, Specialist, 5%, and Doctoral, 3% (Table 16). The average
participant has taught for 13 years and completed his or her teaching certification through
a traditional four-year degree program (Table 17).
Table 16

Summary of Response According to Degree Held

Degree Held Response Percentage
Bachelors
43
25%
Bachelors +
33
19%
Masters
61
35%
Masters +
21
12%
Specialist
8
5%
Doctoral
6
3%
Total
172
100%

Table 17

Summary of Type of Training Program Completed

Answer
Traditional four-year degree
Alternative certification
Total

Response Percent
126
46
172

73%
27%
100%
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No follow-up of non-respondents was completed beyond the three supplemental
requests for participation following the initial request. Dillman (2009) indicates
additional efforts, beyond the three follow-up requests, do not yield a significant amount
of additional participants and not a constructive use of resources.
Research Question Two
What are the current identified attrition risks for secondary agricultural education
teachers in Region Five of The National Association of Agriculture Educators as
determined by the Agricultural Teacher Attrition Risk Assessment Questionnaire?
The data indicates the highest risk to attrition for secondary agricultural
educational teachers as a single group is expectations versus realities (M = 3.73, SD =
.78), alternative career opportunities (M = 2.88, SD = .58), and people frustrations (M =
2.85, SD = .62) (Table 18). However, passions for the profession, a risk lowering
construct has a higher overall score (M = 4.39, SD = .60).
Table 18

Summary of Descriptive Statistics of Identified Risks by Construct

N Minimum Maximum Mean Std. Deviation
Alt Career Opportunities
172
1.29
4.14 2.88
.58
Expectations versus Realities 172
1.00
5.00 3.73
.78
People Frustrations
172
1.00
5.00 2.85
.62
Passions for the Profession 172
1.00
5.00 4.40
.60
Valid N (listwise)
172

The highest risk factor, expectations versus realities, (M = 3.73), a moderate risk
level, indicates that there is disconnect. Of the five factors that constitute this construct,
“The type of work required” (M = 3.88) and “My ability to be successful” (M = 3.85)
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scored the highest. Participants indicated that the amount of work and time required are
obstacles of retention in the profession (M = 3.71) (Table 19).
Table 19

Summary of Descriptive Statistics for Passion and Expectations versus
Realities constructs

Passions for the Profession
Expectations versus Realities

Question

Mean
4.65
4.71
3.81
3.71
3.88
3.51
3.85

6
7
22
23
25
26
27

Seven participants responded on or after the final request for participation were
sent. Comparing the first seven responses, the early responders (M = 2.75) to the last
seven responses, the late responders (M = 2.45) there was no statistically significant
difference in the overall attrition risk score, t(6) = 1.63, p = 0.16 (Table 20).
Table 20

t-Test: Paired Two Sample for Means - Overall Attrition Risk for Early and
Late Responders

Mean
Variance
Observations
Pearson Correlation
Hypothesized Mean Difference
df
t Stat
P(T<=t) two-tail
t Critical two-tail

Early
Late
Responders Responders
2.75
2.45
0.10
0.04
6
6
-0.50
0
5
1.63
0.16
2.57
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Research Question Three
Are there differences in the current identified attrition risk factors for secondary
agricultural education teachers according to each state in Region Five of The National
Association of Agriculture Educators; Alabama, Florida, Georgia, Mississippi, North
Carolina, South Carolina, and Tennessee, as determined by the Agricultural Teacher
Attrition Risk Assessment Questionnaire?
For the analysis of identified attrition risk factors by state, the data for Alabama (n
= 1) was not further analyzed due to the low response rate.
A one-way between subjects ANOVA was conducted to compare the effect of
state of residence on the overall attrition risk score, average passions for the profession,
average people frustrations, average alternative career opportunities, and average
expectations versus realties as determined by Teacher Attrition Risk Assessment Survey.
Descriptive statistics for the overall attrition risk by state are given in Table 21. Analysis
of variance indicates there is no main effect of teacher attrition rate as it is related to state
of residence F(5,165) = .83, p = .53 (Table 22).
Table 21

Summary of Descriptive Statistics of Overall Risk by State
N

Florida
Georgia
Mississippi
North Carolina
South Carolina
Tennessee
Total

26
23
38
21
27
36
171

Mean
2.76
2.80
2.68
2.82
2.80
2.76
2.76
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Std.
Deviation
.29
.31
.32
.27
.30
.34
.31

Table 22

ANOVA Test of Overall Risk by State

Between Groups
Within Groups
Total

Sum of Squares
.40
15.68
16.08

df
5
165
170

Mean Square
.08
.10

F
.83

Sig.
.53

Analyzing the data by state in regards to the attrition risk factor, alternative
career opportunities, no statistically significant difference was indicated F(5,165) =
.2751, p = .93(Table 24). The descriptive statistics indicate that Florida (M = 2.95, SD =
.62) and Tennessee (M = 2.93, SD = .48) scored the highest among the six states (Table
23).
Table 23

Descriptive Statistics of Alternative Career Opportunities by State

Florida
Georgia
Mississippi
North Carolina
South Carolina
Tennessee
Total

Table 24

N
26
23
38
21
27
36
171

Mean

2.95
2.80
2.83
2.84
2.90
2.93
2.88

Std.
Deviation
.62
.63
.62
.53
.64
.48
.58

ANOVA Test of Alternative Career Opportunities by State

Between Groups
Within Groups
Total

Sum of Squares df Mean Square F Sig.
.47 5
.09 .28 .93
56.61 165
.34
57.09 170
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Assessing the expectations versus realities, no statistically significant difference
among the state of residence was indicated F(5,165) = 1.43, p = .22(Table 25).
Descriptive statistics for each state’s score on expectations versus realities seen in Table
26 indicate South Carolina (M = 3.93, SD = .62) has the highest risk followed by
Tennessee (M = 3.87, SD = .59).
Table 25

ANOVA Test of Expectations versus Realities by State

Sum of Squares df Mean Square F Sig.
Between Groups
4.26 5
.85 1.43 .22
Within Groups
98.61 165
.59
Total
102.87 170

Table 26

Summary of Descriptive Statistics of Expectations versus Realities by State

Florida
Georgia
Mississippi
North Carolina
South Carolina
Tennessee
Total

N

26
23
38
21
27
36
171

Mean
3.62
3.43
3.67
3.77
3.93
3.87
3.73

Std.
Deviation
.98
1.08
.75
.56
.62
.59
.78

Analysis of variance showed a main effect of people frustrations on secondary
agricultural educators attrition risk between the states F(5,165) = 3.17, p = .01 at the 0.05
alpha level (Table 27). Post-hoc analysis using Tukey’s HSD indicated that Georgia’s
attrition risk as determined by people frustrations differed significantly from Mississippi
(p = .006) and Tennessee (p = .011) (Table 28). Descriptive statistics for people
frustrations are given in Table 29.
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Table 27

ANOVA Test of People Frustrations by State

Sum of Squares df Mean Square F Sig.
Between Groups
5.63 5
1.13 3.17 .01
Within Groups
58.61 165
.36
Total
64.24 170

Table 28

Tukey’s HSD Post-Hoc Test of People Frustrations by State

Mean
(I) State of
(J) State of
Difference Std.
Residence
Residence
(I-J)
Error
Georgia
Florida
.37
.17
Mississippi
.57*
.16
North Carolina .34
.18
South Carolina .35
.17
*
Tennessee
.54
.16
*. The mean difference is significant at the 0.05 level.
Table 29

Sig.
.27
.01
.43
.32
.01

95% Confidence
Interval
Lower
Upper
Bound
Bound
-.13
.86
.11
1.02
-.18
.85
-.14
.83
.08
1.00

Summary of Descriptive Statistics of People Frustrations by State

Florida
Georgia
Mississippi
North Carolina
South Carolina
Tennessee
Total

N
26
23
38
21
27
36
171

Mean
2.87
3.23
2.67
2.90
2.87
2.69
2.84

Std. Deviation
.55
.61
.74
.64
.46
.50
.61

Assessing the passions for the profession, no statistically significant difference
among the state of residence was indicated F(5,165) = .721, p = .61(Table 30).
Descriptive statistics for each state’s score on passions for the profession (seen in Table
31) indicate South Carolina (M = 4.48, SD = .45) has the lowest attrition risk followed by
Mississippi (M = 4.45, SD = .45). North Carolina has the highest attrition risk (M = 4.24,
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SD = .61). However, with means ranging from 4.24 - 4.48, each of these scores fall into
the low risk category according to level of risk assessment found in Table 5.
Table 30

ANOVA Test of Passions for the Profession for the Profession by State

Between Groups
Within Groups
Total

Table 31

Sum of Squares df Mean Square F Sig.
1.30 5
.26 .72 .61
59.52 165
.36
60.82 170

Summary of Descriptive Statistics of Passions for the Profession by State

Florida
Georgia
Mississippi
North Carolina
South Carolina
Tennessee
Total

N
Mean Std. Deviation
26
4.37
.40
23
4.26
.89
38
4.45
.45
21
4.24
.61
27
4.48
.45
36
4.44
.71
171
4.39
.60

Overall, the results indicate the state of residence had no significant implication
on the overall risk of attrition, alternative career opportunities, expectations versus
realties, or passions for the profession. Statistically significant results were on the
construct, people frustrations, between Georgia and Mississippi and Georgia and
Tennessee. From this, residents of Georgia (M = 4.28, SD = 0.89) perceive statistically
significant different levels of people frustration as compared to Mississippi (M = 4.45,
SD = 0.45) or Tennessee (M = 4.44, SD = 0.71) residents.
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Research Question Four
Are there differences the current risk factors of male and female secondary
agricultural education teachers as determined by the Agricultural Teacher Attrition Risk
Assessment Questionnaire?
An independent-samples t-test was conducted to compare overall attrition risk
score, average passions for the profession, average people frustrations, average
alternative career opportunities, and average expectations versus realties in males and
females secondary agricultural education teacher populations. The results indicate the
overall attrition risk scores were not statistically significantly different between males (M
= 2.76, SD = 0.32, N = 106) and females (M = 2.77, SD = .29, N = 66), t(170) = -.18, p =
0.86(Table 32 and Table 33).
Furthermore, no statistically significant difference between males and females in
any of the four constructs: alternative career opportunities, expectations versus realities,
people frustrations, and passions for the profession was found.
Table 32

Summary of Descriptive Statistics by Sex

Alternative Career
Opportunities
Expectations
versus Realties
People
Frustrations
Passions for the
Profession
Overall Risk

Sex
Male
Female
Male
Female
Male
Female
Male
Female
Male
Female

N
106
66
106
66
106
66
106
66
106
66
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Mean Std. Deviation
2.90
.59
2.84
.57
3.80
.72
3.63
.86
2.79
.66
2.94
.54
4.43
.56
4.32
.65
2.76
.32
2.77
.29

Std. Error
Mean
.06
.07
.07
.11
.06
.07
.05
.08
.03
.04

Table 33

Independent Sample t-test by Sex
Levene's Test for
Equality of Variances
F
.21

Sig.
.65

Alternative
Equal variances
Career
assumed
Opportunities Equal variances
not assumed
Expectations Equal variances 3.85
versus
assumed
Realties
Equal variances
not assumed
People
Equal variances 5.25
Frustrations
assumed
Equal variances
not assumed
Passions for
Equal variances .43
the Profession assumed
Equal variances
not assumed
Overall Risk Equal variances .68
assumed
Equal variances
not assumed

.05

.02

.51

.41

t-test for Equality of Means
t
.73

df
170

.73

141.38

1.31

170

1.26

120.70

-1.58

170

-1.66

157.47

1.15

170

1.12

123.97

-.18

170

-.18

148.67

Research Question Five
Describe the current attrition risk factors of secondary agricultural education
teachers in Region Five of The National Association of Agriculture Educators as
determined by the number of years of service in the profession.
A multivariate ANOVA was conducted with four construct average scores and
one overall average score as dependent variables, and with number of years of teaching
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experience as the independent variable. The five dependent variables include overall
attrition risk score, alternative career opportunities, expectations versus realities, people
frustrations, and passions for the profession. Findings revealed no statistically
significant association between the number of years teaching and the five dependent
variables, F(156, 517) = 1.11, p = .20; Wilk’s Λ = .32, partial η2 = .25. (Table 34).
Table 34

Multivariate ANOVA Test by Number of Years in Profession
Hypothesis
df
4.00
4.00
4.00
4.00

Partial Eta
Error df Sig. Squared
129.00 .00 .99
129.00 .00 .99
129.00 .00 .99
129.00 .00 .99

Effect
Value F
Intercept Pillai's Trace
.99
4051.23b
Wilks' Lambda .01
4051.23b
Hotelling's Trace 125.60 4051.23b
Roy's Largest
125.60 4051.23b
Root
Years Pillai's Trace
.99
1.11
156.00
528.00 .20 .25
Wilks' Lambda .32
1.11
156.00
516.81 .20 .25
Hotelling's Trace 1.36
1.11
156.00
510.00 .20 .25
c
Roy's Largest
.49
1.67
39.00
132.00 .02 .33
Root
a. Design: Intercept + Years
b. Exact statistic
c. The statistic is an upper bound on F that yields a lower bound on the significance level.
Table 35 reports the mean of each construct and overall attrition score according
to the number of years in the profession. Participants reported the highest score for
passions for the profession in the first year of teaching (M = 4.70, SD = .26) with
subsequent years reporting a decreasing score. People frustrations peak during years
four and five (M = 3.09, SD = .38), with the majority of participants at risk for seeking
alternative career opportunities during the same two-year timeframe (M = 2.97, SD =
.62). First year teachers reported the highest risk of attrition as a result of expectations
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versus reality (M = 4.20, SD = .46). Overall, participants with two or three years of
teaching experience report the highest overall attrition risk (M = 2.82, SD = .28).
Table 35

Mean by Number of Years in Profession (n = 172)

Years
1.00 Mean
N
Std.
Deviation
2 - 3 Mean
N
Std.
Deviation
4 - 5 Mean
N
Std.
Deviation
6 + Mean
N
Std.
Deviation
Total Mean
N
Std.
Deviation

Average
Alternative
Career
2.81
9
.59

Average
Average
Expectations
People
Average
versus
Frustration
Passion for
Reality
the Profession
4.20
2.54
4.70
9
9
9
.46
.56
.26

Overall
Attrition
Average
2.71
9
.40

2.89
19
.47

3.84
19
.64

3.06
19
.59

4.51
19
.46

2.82
19
.28

2.97
11
.62

3.44
11
.99

3.09
11
.38

4.40
11
.61

2.78
11
.30

2.86
134
.60

3.70
134
.79

2.81
134
.63

4.33
134
.66

2.76
134
.31

2.87
173
.58

3.72
173
.78

2.84
173
.62

4.37
173
.63

2.77
173
.31
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CHAPTER V
SUMMARY, CONCLUSIONS, AND IMPLICATIONS

The purpose of this chapter is to provide a summary of the data analysis, make
conclusions from the analysis, and discuss implications and recommendations from the
study.
Purpose of the Study
The purpose of this study was to examine the relationship among the seven
southern states, located in the NAAE Region Five, attrition risk factors. Specifically, this
study was designed to identify and describe (demographic data) secondary agricultural
educators who are at-risk for leaving the profession based on the four constructs
alternative; alternative career opportunities, expectations versus realities, people
frustrations, and passions for the profession. In addition the numbers of years of service
and sex differences were examined.
Research Questions
The following questions were developed to help guide the study:
1. What are the demographic and career characteristics of current secondary
agricultural education teachers in Region Five of The National
Association of Agriculture Educators?
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2. What are the current identified attrition risks for secondary agricultural
education teachers in Region Five of The National Association of
Agriculture Educators as determined by the Agricultural Teacher Attrition
Risk Assessment Questionnaire?
3. What are the current identified attrition risk factors for secondary
agricultural education teachers according to each state in Region Five of
The National Association of Agriculture Educators; Alabama, Florida,
Georgia, Mississippi, North Carolina, South Carolina, and Tennessee, as
determined by the Agricultural Teacher Attrition Risk Assessment
Questionnaire?
4. Are there differences in current risk factors between male and female
secondary agricultural education teachers as determined by the
Agricultural Teacher Attrition Risk Assessment Questionnaire?
5. Are there differences in the current attrition risk factors of secondary
agricultural education teachers in Region Five of The National
Association of Agriculture Educators as determined by the number of
years of service in the profession?
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Research Questions and Findings
The following research questions were explored in this study.
Research Questions One
What are the demographic and career characteristics of current secondary
agricultural education teachers in Region Five of The National Association of Agriculture
Educators?
Findings
The average participant was male (62%), and a traditional four-year degree
program (73%) was the primary route to obtaining teacher certification, as detailed in
Tables 14 and 17. The majority of the participants continued his or her education
obtaining a Master’s degree or higher (55%). The overall population had an average of
thirteen years of secondary agricultural education teaching experience, with a range of 140 years. Mississippi teachers had the highest response rate (22%) closely followed by
Tennessee (21%) (Table 15).
Conclusions
Approximately two-thirds of the participants in this study were male (62%). This
is consistent with the disproportionate findings of sex bias in agricultural education.
Kantrovich (2010) also highlights the issue of bias in The 36th volume of a National
Study of the Supply and Demand for Teachers of Agricultural Education 2006-2009, a
supply and demand analysis supported by the American Association for Agricultural
Educators, males substantially outnumber females by over 2:1 ratio reporting 54% male
and 22% female. Previous research also supports that women are traditionally
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underrepresented in the secondary agricultural education profession. Sex bias based on
occupational sex typecasting has been reported in various research and literature as the
most significant barrier for women who wish to teach secondary agricultural education
(Kelsey, 2007). The findings indicate a male dominated profession, which is opposite to
the education profession as a whole, where 84% are female according to The National
Center for Education Information (2011).
The population reported an average of 13 years of teaching experience. This is
significantly more as compared to the national average reported by the National FFA of
five or fewer years (2013). However, these findings resemble the average of 14 years
reported by the National Association of Agricultural Educators (2013) as well as the
average of 15 years by the National Center for Education Information (2011).
Secondary agricultural education teachers in the NAAE Region Five reported
55% have obtained a Master’s degree or higher. Only a quarter of the participants remain
at the Bachelor’s degree level. These results mirror findings reported by The National
Center for Education Information with 56% of all public school teachers have a minimum
of a Master’s degree (2011). However, these findings are 28.4% lower than the results
reported in Crutchfield’s (2010) research (83.4%) covering the same region as this study.
Research Questions Two
What are the current identified attrition risks for secondary agricultural education
teachers in Region Five of The National Association of Agriculture Educators as
determined by the Agricultural Teacher Attrition Risk Assessment Questionnaire?
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Findings
The highest risk to attrition for secondary agricultural education teachers was
expectations versus realties (M = 3.73, SD = .778), followed by, alternative career
opportunities (M = 2.88, SD = .578), and people frustrations (M = 2.85, SD = .616).
Conclusions
The highest risk to attrition reported was expectations versus realities. The data
suggests there is a chasm between how an individual perceives secondary agricultural
education in action and what is really required of the profession. A teacher experiencing a
gap between expectations and reality will also have assimilation issues (Barnett, 2012).
As teachers attempt assimilate his or her predisposed ideals and images into reality,
dissatisfaction, frustration, and stress can result (Walker, 2002). The impact is lower
levels of job satisfaction and the propensity to leave the profession (Barnett, 2012;
Polach, 2004; Walker, 2002).
From this, secondary agricultural education teachers indicate a feeling of being
unable to be successful due to the unobtainable goals and expectations set forth by his or
her internalized expectations or by formal expressed expectations given by
administration. The results also indicate a shift in expectations of what is the work of an
agricultural educator and what time and effort is required to meet that expectation.
Alternative career opportunities was the second highest risk to attrition. Ingersoll
and Smith (2003) found 39% of new teachers left the profession to seek alternative career
opportunities while 29% cited dissatisfaction with the profession as the main reason for
leaving. These two reasons, job dissatisfaction and alternative career opportunities,
together result in two-thirds of all beginning teacher attrition (Ingersoll & Smith, 2003).
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People frustrations was the construct with the least risk of attrition to secondary
agricultural education teachers. Although it was the smallest of the three risks assessed,
the mean indicated a mild risk of attrition and should not be discounted. A strong passion
for the profession has the ability to offset potential negative factors to some degree, as
passions for the profession enhances enthusiasm for the work, work commitment, and the
perception of personal accomplishment (Lawver & Torres, 2012; Reilly & Welton, 1980;
Tillman & Tillman, 2008).Passions for the profession reduces desires to leave the
profession and decreases attrition rates (Lawver & Torres, 2012; Reilly & Welton, 1980;
Tillman & Tillman, 2008).
These results are supported by Chapman’s (1984) research which indicated the
roots of teacher attrition lie in the individual’s commitment (passions for the profession)
and early work experiences (expectations versus realties).
Participants of this study indicated teaching agriculture was a method to share his
or her passion for agriculture with others (M = 4.71), signifying a low risk of teachers
leaving the profession. Lemon’s (2013) research indicated passions for the profession
included sharing his or her passion for agriculture, which in turn motivated secondary
agricultural education teacher’s involvement in the educational process and FFA,
resulting in a committed and engaged teacher.
However, as shown in the research conducted by Lemons (2013), passion is also
associated with higher attrition when hindrances arise due to changes in culture and
demographics which result in lack of community support or desire for an agrarian
lifestyle.
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Research Question Three
Describe the current identified attrition risk factors for secondary agricultural
education teachers according to each state in Region Five of The National Association of
Agriculture Educators; Alabama, Florida, Georgia, Mississippi, North Carolina, South
Carolina, and Tennessee, as determined by the Agricultural Teacher Attrition Risk
Assessment Questionnaire.
Findings
Alabama was not further analyzed due to the low response rate (n =1).
Florida scored the highest in alternative career opportunities (M = 2.95, SD =
.618, n = 26) among the six states and was the fourth highest overall score (M = 2.76, SD
= .285, n = 26). Florida scored the lowest on expectations versus realities (M = 3.62, SD
= .975, n = 26).
Georgia scored the highest in people frustrations (M = 3.23, SD = .613, n = 23)
and was third highest overall score (M = 2.80, SD = .308, n = 23) among the six states.
Georgia also had the lowest score for alternative career opportunities (M = 2.80, SD =
.628, n = 23).
Mississippi scored the lowest (M = 2.67, SD = .744, n = 38) among the six states
in people frustrations, however, this state scored the second highest score in passions for
the profession (M = 4.45, SD = .454, n = 38). Mississippi also had the lowest overall
score among the states (M = 2.68, SD = .318, n = 38).
North Carolina had the highest overall score for attrition risk (M = 2.82, SD =
.272, n = 21) and had the lowest score on passions for the profession (M = 4.23, SD =
.607, n = 21).
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South Carolina scored the second highest in passions for the profession (M =
4.48, SD = .447, n = 27), however, also ranked the highest in expectations versus realities
(M = 3.93, SD = .618, n = 27) resulting in the highest overall attrition risk (M = 2.81, SD
= .299, n = 27) among the states.
Tennessee scored the fifth highest in overall attrition risk scores (M = 2.73, SD =
.340, n = 36).
Conclusions
The overall attrition risk and the individual constructs were not statistically
significantly different between the seven states. The data suggests the effects of
alternative career opportunities, expectations versus realities, people frustrations, and
passions for the profession have similar impact on the overall attrition rate of secondary
agricultural education teachers in the South. These findings support previous research
indicating that there is rarely one specific component that results in attrition, but rather a
totality of multiple components which affect one’s decision to leave the profession
(Black, 2001; Grissmer & Kirby, 1987; Ingersoll, 2001; Ingersoll, 2012; Ingersoll &
Smith, 2003; Locke, 1976; Moran, 2012; McCandless, 2009).
Research Question Four
Are there differences in the current risk factors of male and female secondary
agricultural education teachers as determined by the Agricultural Teacher Attrition Risk
Assessment Questionnaire?
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Findings
There was not a statistically significant difference between males and females in
the overall attrition risk scores t(170) = -.18, p = 0.86 (Table 32 and Table 33).
Additionally, sex was not a statistically significant factor in any of the four constructs:
alternative career opportunities, expectations versus realities, people frustrations, or
passions for the profession.
Conclusions
This study found no significant relation between attrition and sex, indicating
males are as likely as females to leave the profession. These results suggest that a
difference in sex does not have an effect on the overall attrition risk or on the four
constructs measured by the instrument. This parallels the research of Gillman, Peake and
Parr (2012), but is not in line with other research (Baxter, Stephens & Thayer-Bacon,
2011; Kelsey, 2007). However, these results may indicate that female secondary
agricultural education teachers of previous generations have paved the way for younger
female teachers, reducing the impact sex has on attrition risk.
Research Question Five
Are there differences in the current attrition risk factors of secondary agricultural
education teachers in Region Five of The National Association of Agriculture Educators
as determined by the number of years of service in the profession?
Findings
Neither the overall attrition risk, nor any of the four constructs, alternative career
opportunities, expectations versus realities, people frustrations, and passions for the
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profession, were statistically significantly different based on the number of years of
service F(156, 517) = 1.11, p = .20 (Table 34).
Participants reported the highest score for passions for the profession in the first
year of teaching (M = 4.70, SD = .26) with subsequent years reporting a decreasing score.
People frustrations peak during years four and five (M = 3.09, SD = .38), with the
majority of participants at risk for seeking alternative career opportunities during the
same two-year timeframe (M = 2.97, SD = .62). First year teachers reported the highest
risk of attrition as a result of expectations versus reality (M = 4.20, SD = .46). Overall,
participants with two or three years of teaching experience report the highest overall
attrition risk (M = 2.82, SD = .28).
Conclusions
The number of years of agricultural education teaching experience did not have an
impact of the attrition risk of the individual, signifying that an individual with less than
five years of teaching experience is as likely to leave the profession as someone with over
20 years of experience. This conclusion is not supported by previous research, which
indicated as the number of years of teaching experience increases, the attrition risk
decreases (Chenevey, et.al, 2008; Mordan, 2012; Walker, 2002).
Participants with two to three years of teaching experience (M = 2.82, SD = .28)
reported to be at the highest risk for leaving the profession, although not statistically
significantly different than other reported number of years in the profession. This
supports Bota (1987), Camp (1987), and Chapman (1984) findings which indicate
teachers are more likely to leave early in the profession rather than later. However, the
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National Commission on Teaching and America’s Future (2002) indicate the highest risk
to leaving is at the fifth year.
Recommendations for Research
Replication of this study with a larger sample size and added measures, such as
adding the opportunity to participate via phone or mailers, for ensuring a better response
rate is recommended. Replication of this study could provide confirmation that sex and
number of years of teaching are not highly statistically significant predictors of job
satisfaction among secondary agricultural education teachers.
The software utilized was not set up to track the participants beyond the onemonth data gathering phase. Therefore, the non-respondents and respondents were not
further analyzed. The differences between these two groups may have had an influence
on the results. Additionally, this study had less than 30% response rate, yielding a low
sample size (n = 172). A larger sample size might yield different results. Both of these
should be taken into consideration for future analysis of this data.
The instrument used to determine attrition risk should be further refined. The
instrument reported an overall Cronbach’s alpha of 0.495, which indicates an
unacceptable score for reliability (Santos, 1999). Of the 23 questions, six of the
questions did not align to the same construct as indicated in the pilot study conducted by
Lemons (2013). Further utilization of the instrument could solidify which question
should be with each construct. Table 36, shows the six questions and the category to
which it was assigned for both the pilot and current study. Future researchers should
analyze the instrument and the constructs to determine the overall reliability for use as an
independent research instrument.
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Table 36

Question – Construct Alignment

Question
Pilot Construct
I teach agriculture because I Passions for the Profession
enjoy competition.
I struggle to maintain a good No significant correlation
relationship with my teaching
partner.
My administrators are often a Alternative Career
source of frustration.
Opportunities
My family depends on my People Frustrations
income contribution.
Others expect too much from No significant correlation
me as an agricultural teacher.
It would take a unique set of Alternative Career
circumstances for me to leave Opportunities
my profession as an
agriculture teacher.

Current Construct
People Frustrations
People Frustrations
People Frustrations
Passions for the Profession
People Frustrations
Passions for the Profession

This research embodied an initial step in examining the dynamics of secondary
agricultural educators’ attrition risk among the population of seven Southern states
surveyed; much more research is required to ascertain a comprehensive understanding of
this complex issue. Although the research results can be used to generate conclusions,
implications and recommendations, certain boundaries must be respected when assessing
the results.
Expectations versus realities and alternative career opportunities were the two
constructs that posed the greatest risk to teacher attrition. A deeper understanding of the
career intent of individuals enrolled in agricultural education majors may highlight
disconnect between licensure and a full career in agricultural education. Additionally,
further identifying the paradigms that propel the desire to move beyond the classroom
could garner valuable insight. It would be conducive to better understand why
individuals seek out alternative career opportunities. Individuals who never intended to
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teach, or were simply using agricultural education as a platform to other opportunities in
his or her long-term plans, are not truly the population the research is concerned with
addressing. Filtering out these individuals and addressing those who are truly seeking out
alternative career opportunities due to job dissatisfaction would yield better results for
future research.
Finally, as research about secondary agricultural educators’ attrition risk
increases, the results should be disseminated to all post-secondary and secondary teacher
educators as well as school administration. It is apparent, although research is being
conducted and recommendations are being made, attrition rates continue to be an issue.
Therefore, it can be presumed the results and/or recommendations are not being
effectively communicated and/or put into action by the individuals (teacher educators and
administrators) who can have the most impact.
Recommendations for Practice
Based on the findings of this study the following recommendations for practice
are made:
1. The data supports gender bias in secondary agricultural education with
approximately two-thirds of the participants in this study being male
(62%). To combat this bias, which can prevent women from entering and
advancing in nontraditional professions, requires a multi-faceted approach.
First, students should be exposed to potential gender-bias questions they
may receive during the interview process and shown how to address and
report such instances (Kelsey, 2007). Second, teacher educators should
address potential discriminatory practices in their classrooms before
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women are sent into the agricultural education profession (Kelsey, 2007).
Awareness education will be invaluable to preparing women to enter the
profession Baxterm, Stephens, & Thayer-Bacon, 2011). Agricultural
education professional organizations can also assist in breaking down
barriers by advocating and bringing awareness to the gender gap within
the profession. Lastly, organizations such as the National FFA, and
universities should focus recruiting efforts on the female population.
2. The results for this study indicated participants’ expectations versus
realties posed the highest risk of attrition. Administrators and teacher
educators at postsecondary institutions should incorporate classroom
lectures and courses which promote opportunities for hands-on teaching
experiences in the high school setting, beyond the one semester internship
(Ingersoll, Merrill, & May, 2012). These experiences will help diffuse the
negative effects as a result of the gap between what is idealized and what
is reality prior to graduation and implementation into the workforce.
3. Implement first year(s) teacher programs to help shape teachers
perceptions of their jobs in a positive manner and help to build job
satisfaction and career longevity. Mentoring programs that pair new
teachers with trained, seasoned, teachers according to personalities and
needs can result in high-impact relationships gap (Barnett, 2013; Baxterm,
Stephens, & Thayer-Bacon, 2011; Cook, Parker & Pettijohn, 2004; Gill,
2010; Mordan, 2012). For a mentor program to be successful I
recommend:
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A. Schools and or school districts should compensate mentor
teachers for his or her time investment made to help new teachers
assimilate to the teaching environment. If this cannot be afforded, a
reduced work schedule to compensate the mentoring process would help
sustain the program and the volunteer mentors.
B. Mentors need to be trained. To establish high-quality
professional mentors, professional development needs to take place in
order for the mentor to be able to effectively address the needs and
concerns of new teachers. Mentoring workshops and certification would
assist in the training of mentors.
C. Mentoring should be a required formal process that every new
teacher needs to participate in when coming to a new school or a new
school district.
D. School administration needs to help facilitate and promote the
mentoring process.
E. School administration needs to be involved in the evaluation of
the mentoring program to ensure accountability and effectiveness of the
program. Documentation needs to take place to record official mentoring
meetings and the topics discussed at the mentoring meetings. These
records can be utilized at future times to address common concerns across
all new teachers in the school.
F. Time must be set aside for mentors and new teachers to
participate in the mentoring relationship. Mentors and new teachers
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should not be required to use planning blocks or lunch time to incorporate
mentoring meetings.
4. Job satisfaction, as related to seeking out alternative career opportunities,
was the second highest risk to attrition further research among this
population and therefore relevant. Job satisfaction is two-fold. First, the
student has to be in the right profession (Holland, 1976; Kristof-Brown &
Guay, 2011). Second, a high-quality mentoring program will assist a new
teacher acclimate to the profession and the work environment gap
(Barnett, 2013; Cook, Parker & Pettijohn, 2004; Gill, 2010; Ingersoll &
Smith, 2003; Mordan, 2012). Mentoring programs were addressed in
recommendation number two.
Individuals who are not in the right profession will not stay.
Therefore, teacher educators should encourage students to discover their
personal skills, abilities and passions (Holland, 1973). By learning about
personal motivators and life values, students are more likely to select a
career which respects their individual needs, values and skills (Crace &
Brown, 2014; Holland, 1973; Lawver & Torre, 2012). Utilizing materials
such as the Life Values Inventory and John Holland’s Occupational
Themes Inventory can assist each student to confirm a career in secondary
agricultural education is a good match (Crace & Brown, 2014; Holland,
1973; Liao, Armstrong, & Rounds, 2008).
5. Create programming to increase the awareness of attrition risk factors for
school administrators and state boards of education. School administrators
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and state boards of education may be aware of the financial and time costs
associated with teacher attrition, however, understanding the motivators
behind attrition will bring awareness to attrition that can be offset with
appropriate programming implementation (Chapman & Green, 1986;
Guin, 2004; McCandless, 2009; Mordan, 2012).
Additionally, state boards of education should identify turbulent
schools within the state. Attrition in these schools is probably a symptom
of a deeper problem and should be addressed. School-specific high
attrition is a clear sign of trouble within a school and not necessarily a
result of the individual teacher’s ability to perform, therefore, measures
taken to reduce teacher attrition may not be effective in these schools.
6. Agricultural education professional organizations need to be the advocate
to address agricultural educator attrition (Mordan, 2012; Myers &
Sweeney, 2004). As leaders within the secondary agricultural education
community, these organizations are able to address the constructs behind
attrition on a larger scale. Offering workshops and continuing education
opportunities can assist in highlighting the nature of attrition, but also
bring education to teaching professionals who are at risk of leaving.
Summary
Attrition of secondary agricultural education teachers is a major concern to the
educational system in the United States. As the number of secondary agricultural
education teachers who are leaving the profession increases, school administration are
struggling to fill the gap. With schools operating on minimal budgets, the predicament of
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recruiting new teachers is a costly endeavor. As a result, hundreds of secondary
agricultural education teaching positions go unfilled and thousands of students do not
have the opportunity to participate in organizations such as The National FFA or receive
an education based on agricultural sciences (The National FFA Organization, 2013).
Rather than struggle to recruit, license, and place new secondary agricultural
education teachers into the profession, it is may be more effective to retain the quality
professionals currently teaching. However, to do such, it must be determined what the
major concerns are that propel secondary agricultural education teachers to leave the
profession.
A descriptive and ex post facto, causal comparative design was used to identify
the population at risk and the primary risk factors as determined by the constructs of
Agricultural Teacher Attrition Risk Assessment Questionnaire (Lemons, 2013). Data
was collected utilizing a web-based survey tool, Qualtrics ®, on alternative career
opportunities, expectations versus realities, people frustrations, and passions for the
profession. The research endeavored to evaluate the impact the four constructs have on
secondary agricultural education teacher’s attrition risk.
The results from this study suggest secondary agricultural teachers attrition risk is
not statistically significantly impacted by number of years in the profession, state of
residence, or sex. North Carolina reported the highest overall attrition risk score,
followed by South Carolina, Georgia, Florida, Tennessee, and Mississippi. Georgia
reported highest risk of attrition due to people frustrations. Florida reported the highest
risk of attrition due to alternative career opportunities. South Carolina reported the
highest risk of attrition due to expectations versus reality.
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When comparing means, secondary agricultural education teachers are at highest
risk to leave the profession during the second and third year of teaching. Passions for the
profession was at its highest level during the first year in the profession and fell off in
subsequent years. A disconnect between expectations and reality placed individuals at
the highest risk of leaving the profession during the first year of teaching. Additionally,
seeking out alternative career opportunities and people frustrations scored as moderate
influences on attrition for secondary agricultural education teachers in the NAAR Region
Five and was at its panicle during years four and five in the profession.
Both the state with the highest attrition risk score and the Southern region overall
score were both considered a moderate risk level. Although the research results were
considered moderate, the risk of attrition is still of concern when looking at the individual
constructs of the overall score. Therefore, additional efforts in research and
programming to decrease risk of attrition should be applied to the Southern region.
Future research should not be limited to the four constructs presented, but all
areas that pertain to attrition should be explored thoroughly. Regions that produce low
secondary agricultural education teacher attrition rates should be explored. Such regions
may have additional insight into effectiveness, best practices, and solutions to increase
passions for the profession, decrease job dissatisfaction and people frustrations, and
bridge the gap between expectations and reality, which may lend to new policies and
procedures for the benefit of agricultural education students, teachers and administrators,
and state boards of education.
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Dear Region Five Agricultural Education Teachers,
My name is Roseanne Ellison Scammahorn, and I am a doctoral student in the
Department of Human Sciences at Mississippi State University majoring in Agricultural
and Extension Education. My research interest is focused on the attrition risk of
secondary agriculture education professionals who are currently serving at schools in the
South.
Within the next week I will be emailing you a request to participate in an online survey.
The survey should take you fewer than 5 minutes to complete. Your answers are
confidential and will not be able to be linked back to you in any way. There is no
identifying information collected. You simply have to click on the link provided and
answer the questions that appear.
I hope you will consider helping me complete the data collection phase of my study. If
you have questions regarding this research, you may contact me at 662-325-1670, or my
committee chairman, Dr. Gaea Wimmer Hock (gwimmer@humansci.msstate.edu) by
calling the Department of Human Sciences at 662-325-2950.
Your willingness to participate in the survey will be greatly appreciated. Thank you!
Sincerely,

Roseanne E. Scammahorn
Graduate Assistant, Doctoral Student
re192@msstate.edu
Agricultural and Extension Education
Mississippi State University
662-325-1670
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Dear Region Five Teachers,
My name is Roseanne Ellison Scammahorn, and I am a doctoral student in the Department of
Human Sciences at Mississippi State University majoring in Agricultural and Extension
Education. My research interest is focused on the attrition risk of secondary agriculture
education professionals who are currently serving at schools in the South. My program of study
is nearly complete; however, I need your help with the data collection phase of my dissertation.
The Agricultural Teacher Attrition Risk Assessment Questionnaire should take you fewer than 5
minutes to complete. Your answers are confidential and will not be able to be linked back to you
in any way. There is no identifying information collected. You simply have to click on the
following link below and answer the questions that appear. If at any time you are uncomfortable
answering the questions, you may stop. Your participation in my research is purely voluntary.
There are no reasonable risks associated with your participation in this survey.
I hope you will help me complete the data collection phase of this study. If you have questions
regarding this research, you may contact me at 662-325-1670, or my committee chairman, Dr.
Gaea Wimmer Hock (gwimmer@humansci.msstate.edu) by calling the Department of Human
Sciences at 662-325-2950.
Additionally, this study has received approval from the Human Research Protection Program,
Office of Research Compliance at Mississippi State University- a Board that protects the rights of
people who participate in research. You may address your concerns as a research participant with
them at 662-325-3994.
Thank you for your time and all you do for our profession and our students.

Sincerely,
Roseanne E. Scammahorn
Graduate Assistant, Doctoral Student
re192@msstate.edu
Agricultural and Extension Education
Mississippi State University
662-325-1670
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Dear Region Five Teachers,

Let me extend a very heartfelt thank you for your survey participation. The research I am
working on would not be possible without your help!
Best Regards,

Roseanne E. Scammahorn
Graduate Assistant, Doctoral Student
re192@msstate.edu
Agricultural and Extension Education
Mississippi State University
662-325-1670
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FINAL REQUEST FOR PARTICIPATION EMAIL
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Dear Region Five Teachers,
This is just a quick reminder to go to the link below if you are able, and complete a quick
survey, to help me finish up my PhD research study. It should take no more than five
minutes to finish, and the answers are kept completely confidential.
If you have already completed the survey, let me extend a very heartfelt thank you. The
research I am working on would not be possible without each of you!
If you have questions regarding this research, you may contact me at 662-325-1670, or
my committee chairman, Dr. Gaea Wimmer Hock (gwimmer@humansci.msstate.edu) by
calling the Department of Human Sciences at 662-325-2950.
Additionally, this study has received approval from the Human Research Protection
Program, Office of Research Compliance at Mississippi State University- a Board that
protects the rights of people who participate in research. You may address your concerns
as a research participant with them at 662-325-3994.
Thank you for your time and all you do for our profession and our students.
Thanks so much,

Roseanne E. Scammahorn
Graduate Assistant, Doctoral Student
re192@msstate.edu
Agricultural and Extension Education
Mississippi State University
662-325-1670
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AGRICULTURE TEACHER ATTRITION RISK ASSESSMENT QUESTIONNAIRE
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Thank you for agreeing to participate in this research study! Your consent is implied by
your willingness to complete this survey.
The Agricultural Teacher Attrition Risk Assessment Questionnaire should take you fewer than

5 minutes to complete. Your answers are confidential and will not be able to be linked
back to you in any way. There is no identifying information collected. If at any time you
are uncomfortable answering the questions, you may stop. Your participation in my
research is purely voluntary. There are no reasonable risks associated with your
participation in this survey.
If you have questions regarding this research, you may contact me at 662-325-1670, or
my committee chairman, Dr. Gaea Wimmer Hock (gwimmer@humansci.msstate.edu) by
calling the Department of Human Sciences at 662-325-2950.
Please complete the following demographic items:
1. State of Residence:
o Alabama
o Florida
o Georgia
o Mississippi
o North Carolina
o South Carolina
o Tennessee
2. Gender
o Male
o Female
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3. Degree Held:
o Bachelors
o Bachelors +
o Masters
o Masters +
o Specialist
o Doctoral

4. Number of years of teaching experience: ____
5. What type of training program did you complete for teaching agricultural
education:
o Traditional four-year degree
o Alternative certification
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Please respond to each statement by
indicating your level of agreement.

Neither
Strongly
Disagree Agree nor Agree Strongly
Disagree
(2)
Disagree
(4) Agree (5)
(1)
(3)

6. I teach agriculture because I enjoy
helping students succeed.

















































































7. I teach agriculture because I want to
share my passion for agriculture with
others.
8. I teach agriculture because I enjoy
competition.
9. I am often frustrated because an
increasing proportion of my students are
not “traditional” agriculture students.
10. I struggle to maintain a good
relationship with my teaching partner.
11. I am often frustrated when working
with students’ parents.
12. My administrators are often a source
of frustration for me.
13. I would leave my position as an
agriculture teacher for a job that requires
less time away from home.
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14. I would leave my position as an
agriculture teacher for a job that provided

















































































greater opportunity for advancement.
15. I would leave my position as an
agriculture teacher for a job with a higher
salary.
16. My family depends on my income
contribution.
17. I expect to teach secondary
agriculture until I retire.
18. I expect to pursue a position in
administration in the future.
19. Others expect too much from me as
an agriculture teacher.
20. I will be willing to leave my position
as an agriculture teacher when I
accomplish all the goals I have set for
myself.
21. I am preparing to take advantage of
the right opportunity to leave my position
as an agriculture teacher.
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22. It would take a unique set of
circumstances for me to leave my











position as an agriculture teacher.
Neither
Strongly
The realities of being a secondary agriculture
Disagree Agree nor Agree Strongly
Disagree
teacher match my expectations in:
(2)
Disagree
(4) Agree (5)
(1)
(3)

23. Time required











24. Amount of work required











25. Type of work required











26. Number of responsibilities











27. My ability to be successful











117

APPENDIX F
INSTITUTIONAL REVIEW BOARD FOR THE
PROTEACTION OF HUMAN SUBJECTS
MISSISSIPPI STATE UNIVERSITY
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jroberts@orc.msstate.edu <jroberts@orc.msstate.edu>
To: re192@msstate.edu
Cc: jroberts@orc.msstate.edu, gwimmer@humansci.msstate.edu
January 14, 2014
Roseanne Scammahorn
School of Human Sciences
Mailstop 9745
RE: HRPP Study #13-389: Secondary Agricultural Educators Attrition Risk
Dear Mrs. Scammahorn:
This email serves as official documentation that the above referenced project was
reviewed and approved via administrative review on 1/14/2014 in accordance with 45
CFR 46.101(b)(2). Continuing review is not necessary for this project. However, in
accordance with SOP 01-03 Administrative Review of Applications, a new
application must be submitted if the study is ongoing after 5 years from the date of
approval. Additionally, any modification to the project must be reviewed and
approved by the HRPP prior to implementation. Any failure to adhere to the approved
protocol could result in suspension or termination of your project. The HRPP reserves
the right, at any time during the project period, to observe you and the additional
researchers on this project.
Please note that the MSU HRPP accreditation for our human subject’s protection
program requires an approval stamp for consent forms. The approval stamp will assist
in ensuring the HRPP approved version of the consent form is used in the actual
conduct of research. Your stamped consent form will be attached in a separate
email. You must use the wording of the stamped consent form for obtaining
consent from participants.
Please refer to your HRPP number (#13-389) when contacting our office regarding
this application.
Thank you for your cooperation and good luck to you in conducting this research
project. If you have questions or concerns, please contact me
at jroberts@orc.msstate.edu or call 662-325-2238.
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Finally, we would greatly appreciate your feedback on the HRPP approval process.
Please take a few minutes to complete our survey
at http://www.surveymonkey.com/s/YZC7QQD.
Sincerely,

Jodi Roberts, Ph.D.
IRB! Officer
cc: Gaea Wimmer Hock (Advisor)
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