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Many states across the country have felt the impact of a nationwide teacher shortage.
Specifically, the state of Mississippi has experienced a shortage of certified agricultural
education teachers. Unfortunately, during a time, a novel virus (Coronavirus or COVID-19)
swept the entire world and shook the academic world to its core. Like the majority, educators
were encouraged to adopt a variety of approaches to better flow with the changes in their
“normal” routines. Many researchers have suggested that teachers are leaving education due to
little resources, recognition, and high job demands, which correlates to poor job satisfaction and
symptoms of burnout. The COVID- 19 pandemic is a potential factor in the teacher retention
rates. This study observes levels of job satisfaction and burnout among Mississippi agricultural
education teachers. As well as considering the COVID-19 pandemic as an element to these levels
as well.
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CHAPTER I
INTRODUCTION
Throughout the years, teachers have been placed in a position to trade their physical and
emotional patience to help mold the next generation of hard-working and educated citizens. As
society becomes technologically advanced, teachers are motivated to meet the demands of the
changing society. With the responsibility given to our teachers, they can often feel drained and
unable to meet certain demands of their profession. Therefore, education is a profession that
presents our teachers with the pros and cons of their careers daily. The American Federation
Quality of Life Survey (2017) showed that “Educators and school staff [found] their work
‘always’ or ‘often’ stressful 61 percent of the time,” compared to 30% of the public (Hart &
Nash, 2020, para. 2). Due to the stress educators often experience, this can further lead to
educators feeling burned out.
Freudenberg (1974) introduced the term “burnout” by describing it as a feeling of
tiredness or failure to perform daily tasks on demand. Freudenberg (1974) further stated that
burnout is not only found in high intense careers; many people can experience this feeling of
being pushed beyond their limit till they are overrun by extreme exhaustion. Freudenberg (1974)
also mentioned as well that burnout can be expressed in many different manifestations and can
typically be strengthened in a professional setting once many factors of an everyday career come
into play. He used this term to establish the Staff Burnout Syndrome, which is derived from the
exhaustion of a medical health care professional.
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The Staff Burnout Syndrome is the accumulation of work overload with the combination
of stress and a sense of urgency to comply with daily work commands. Freudenberg (1974)
continued to further break down burnout into areas that could relate to different careers or
individuals. These areas he mentioned were:
• The burn-out of the administrator – Freudenberg (1974) gave an example of an
administrator taking on a position at an institution. Once administrators are settled into
their new role, they start to feel as if they are one person wearing a variety of hats.
While not receiving the recognition for their administrators to uphold their variety of
duties. Freudenberg says administrators will start to show signs of burnout by isolating
themselves from others, which then brings on fatigue and then boredom within the
profession. Freudenberg stated the resolution for this is for administrators to relinquish
some of their responsibilities with their staff. For example, for educators to learn to
lean on others for their capabilities without trying to be the engine and the driver.
• The burn-out of the professional – Freudenberg (1974) gave an example of an
individual who may over-analyze others that collaborate with them and attempt to selfidentify with responsibilities out of their qualifications or roles. He stated when a
physician is vulnerable and encouraged working beyond their assigned hours, but after
a while, the physician feels as if their volunteer work has become a situation where
they are being used. It is mentally draining to contribute to hours of your trained
service without pay for an amount of time. Freudenberg stated that “… [the] very real
factor contributing to burn-out for the professional is the number of hours he or she
devotes to his profession during the day and again at night” (p. 78)
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A takeaway from Freudenberg (1974) stated “We ought to always remember that the
human being is more important than the task” (p. 75). It is more important to consider the
individual when completing the demanding tasks than to complete the task and lose the
individual.
Maslach (1982) defined burnout as “…a syndrome of emotional exhaustion,
depersonalization, and reduced personal accomplishment that can occur among individuals who
do “people-work” of some kind” (p.2). Burnout syndrome describes the consequences of severe
stress and elevated ideals in “helping” professions (NCBI, 2020). The American Federation
Quality of Life Survey (2017) further found that educators who reported “seven or more days in
the past 30 that their mental health was not good” increased from 34 percent in 2015 to 58
percent in 2017 (Hart & Nash, 2020, para.2). As cited in Barrick (1989), “Burned-out
professionals are more frequently absent or late for work than their non-burned-out colleagues;
they become noticeably less idealistic and more rigid; their performance at work deteriorates
markedly, and they may fantasize or plan on leaving the profession” (Farber, 1983, p. 3).
Many research studies have been conducted to understand the impact of burnout on job
satisfaction (Maslach & Leiter. 2016; Yilmaz, 2018; Ogresta et al., 2008; Molero, et. al., 2019).
Often workplace professionals experience an overload of duties that cause them to experience
feelings of dissociation and lack of accomplishment among peers (Demerouti et al., 2000;
Muhammad Nur & Anuar, 2020; Spickard et al., 2002; Verkuilen et al., 2021). When symptoms
of burnout begin to affect the outcome of job satisfaction and performance, an individual is in
danger of damaging not only their physical but mental health as well (Shanafelt et. al., 2022;
Bailey, 2006).
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With burnout and job satisfaction on their own being detrimental to educators, add a
global pandemic to the picture. In December 2019, our country was introduced to the first global
pandemic since 1981, Coronavirus or more commonly known as COVID-19. This deadly virus
that originated in Wuhan, China quickly spread across the globe becoming one of the most
detrimental viruses to ever take on our global population. This pandemic caused global panic and
within our education system, panic is not an ideal situation to be in.
Statement of the Problem
A study from the Journal of Drug Education found that over 50% of teachers considered
quitting or believed they should quit the profession of teaching due to high-stress conditions
(Watts & Short, 1990). Both burnout and job satisfaction are a problem for our general education
profession because qualified teachers are being pushed to the max without recognition of their
efforts. Teachers are expected to constantly give themselves to their profession for their students,
but it often goes unnoticed by their administrators.
The effects of teacher burnout trickle down to the students they teach, who may
ultimately suffer inside and outside of the classroom. According to Joy Kirk with the Economic
Policy Institute (2019), “Teachers do not feel supported, and the role and responsibilities of
teachers just keep increasing” (para. 6). The impact of teacher burnout could lead to many
qualified teachers leaving the profession, which ultimately leads to a teacher shortage. “[The]
lack of sufficient, qualified teachers and staff instability threaten students’ ability to learn and
reduce teachers’ effectiveness…” (García & Weiss, 2019, p. 1).
According to the Learning Policy Institute (2018), from 2016 to 2017, 7.1% of
Mississippi’s teachers reported they had plans to leave the teaching profession, with the US
average being 7.3%. Richards et al., (2018) found that teachers exposed to a combative
4

environment experienced a high level of burnout. The U.S. Bureau of Labor Statistics (BLS)
found there were approximately 10.6 million educators working in public education in January
2020; a year later, there were just 10.0 million, an overall loss of approximately 600,000
educators. Pressley (2021) found that teachers were experiencing different routines, strategies,
and environments endure high level teacher stress and burnout. The BLS Job Openings and
Labor Turnover Survey (NEA, 2022) found that the correlation of hires to job openings in
education decreased tremendously as the 2021-22 school year started. It currently stands at 0.59,
a substantial decrease from 1.54 in 2010 and 1.06 in 2016. Furthermore, pre-existing teacher
shortages became more intense during the pandemic.
The loss of teachers will continue to grow over the next few years not only due to the
pressures of their profession and effects of burnout. but due to the potential impact of the
COVID-19 Pandemic. Swan et al. (2011) suggested overcoming teacher shortages will involve
the preparation of high-quality future teachers. Friedman and Ferber (1992) found that
“…educators that considered themselves without the skills to discipline in the classroom and a
decreased management capacity reported higher levels of job burnout” (p. 32).
Teachers are vocal about the additional stress and chaos that the COVID-19 pandemic
has added to the world of education. The pandemic caused many school districts to develop
strategies that would better help their faculty and students navigate the pandemic, while also still
allowing schools and students to participate in activities as best they could. Strategies included
virtual instruction via a variety of platforms (Google Classroom, Canvas, Blackboard, etc.), mask
mandates, termination of school functions and trips for the school year, and the assignment of
school-wide Chromebooks or other technological devices for students to be productive in online
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learning. With these new strategies in place, teachers were placed in situations that caused them
to be challenged like they have never been challenged in their careers.
The pandemic created extra unwanted stress and challenges within our education system.
It left teachers feeling the effects of these challenges and the additional stress on their careers. As
a community that supports our education and future generations, we must identify the degree of
stress the pandemic has placed on our educators and offer them support to promote their
emotional well-being. This should help our educators heal and move on from these devastating
school years and continue to teach children in the upcoming generations.
Purpose Statement
The purpose of this study was to describe the level of burnout and job satisfaction among
Mississippi agricultural education teachers who taught during the COVID-19 Pandemic. The
following objectives guided the research study:
1) Describe the demographics of Mississippi agricultural education teachers.
2) Determine the level of burnout among Mississippi agricultural education teachers.
3) Determine the level of job satisfaction among Mississippi agricultural education
teachers.
4) Determine the level of stress among Mississippi agricultural education teachers due to
the COVID-19 Pandemic.
5) Describe the relationship between job satisfaction and burnout among Mississippi
agricultural education teachers.
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Significance of Study
This study focused on Mississippi high school agricultural education teachers and their
struggles with burnout and job satisfaction related to the COVID-19 pandemic. Each year the
education profession loses teachers who retire or decide to leave the profession. The COVID-19
pandemic has caused education to experience more stress than ever experienced before. Results
from this study could be used (by who…. can you identify who might use these results?) to
identify the warning signs and symptoms (warning signs and symptoms of what?) among
Mississippi agricultural education teachers. Furthermore, the results from this study can be used
to develop professional development workshops for teachers who are potentially burned out and
provide teachers avenues for maintaining their mental health.
Limitations
Limitations to this study are some but not limited to response rate, technology, location,
length of the survey, and previous research. First, with approximately 140 agricultural education
teachers in the state of Mississippi, only 47 responses were received by the cut-off date (two
weeks after the survey first being sent out). However, out of the 47 responses, only 40 of those
responses were able to be used in the results of this study. A few of these participants did not
meet the required qualifications to continue forward in the study and some we have analyzed
completed sections of the survey, and then clicked away from it. This leads to the next limitation,
the length of the survey and potential attention span. The survey took 15 minutes to complete,
which was explained to every participant in the email sent out to them each time with the survey
link.
Another limitation was technology. The survey was orchestrated to run on both
cellphones and a laptop or desktop computer it is expected for technology to not be corporate at
7

times. However, a few of our participants may have not checked their email. This would mean
they would have not seen the survey link for the two weeks it was open, or they may have not
had adequate access or time available to use technology. Therefore, making technology a
limitation to this study.
Another limitation is the length of the survey. Participants were informed the survey
would take approximately 15 minutes to complete. However, data suggested a few clicked off
before the survey was complete, which leaves gaps in a few areas of the data. Therefore,
boredom due to the length of the survey caused a limitation to this study.
Another limitation was location. This study was limited to Mississippi agricultural
education teachers, so our results reflect the perceived burnout and level of job satisfaction
during the COVID-19 pandemic based on Mississippi agricultural education teachers.
The final limitation listed for this study was previous research. The type of study
conducted was the first of its kind in Mississippi among agricultural teachers involving the
COVID-19 pandemic. Therefore, there was no available data to compare previous research to the
current data in this study.
Definition of Terms
1) Agricultural Educator - “…teach students a wide variety of skills, including science,
math, communications, leadership, management, and technology” (NAAE, 2021).
2) Agricultural Education - “Agricultural education is a systematic program of instruction
available to students desiring to learn about the science, business, technology of plant
and animal production and/or about the environmental and natural resources systems”
(National FFA Organization, 2021, para. 3).
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3) Burnout Syndrome - Maslach (1982) defines it as “…a syndrome of emotional
exhaustion, depersonalization, and reduced personal accomplishment that can occur
among individuals who do “people-work” of some kind” (p.2).
4) COVID-19 (Coronavirus) - is a novel disease that has not previously been detected in
humans. (Centers for Disease Control and Prevention, 2021, ‘What is COVID-19?’)
5) Job Satisfaction - Brayfield and Rothe (1951) defined job satisfaction as “… the
individual’s attitude toward his [/her] work” (para. 3).
6) Pandemic - “Event in which a disease spreads across several countries and affects a
large number of people.” (Centers for Disease Control and Prevention, 2020
7) Regulations - rules enforced by a government to gain control provide authority in the
way people behave over something being regulated (Collins Dictionary, 2005).
8) Supervised Agricultural Experience (SAE) - “…a student-led, instructor-supervised,
work-based learning experience that results in measurable outcomes within a predefined,
agreed-upon set of Agriculture, Food and Natural Resources Technical Standards and
Career Ready Practices aligned to your Career Plan of study” (The Council, 2012).
9) Teacher Retention - “…as teachers returning to their same classroom ("stayers");
mobility, when teachers change schools within the school system ("movers")” (C.
Lochmiller, T. Sugimoto, P. Muller, Indiana University, 2016).
10) Teacher Attrition - “…when teachers leave the system ("leavers") from one year to the
next” (C. Lochmiller, T. Sugimoto, P. Muller, Indiana University, 2016).
11) The National FFA Organization - “…dynamic youth organization that changes lives and
prepares members for premier leadership, personal growth, and career success through
agricultural education…develops members’ potential and helps them discover their
9

talent through hands-on experiences, which give members the tools to achieve realworld success..” (National FFA Organization, 2021, Para. 1 & 2).
12) Work-Life Balance- how an individual manages their time spent at and outside of work.
(Kumanu, 2020, para. 2)
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CHAPTER II
REVIEW OF LITERATURE
This literature review focused on defining agricultural education, teacher burnout, and
job satisfaction, as well as discussing the theoretical and conceptual frameworks of this research.
Additionally, this literature review summarizes research that has been published about burnout
and job satisfaction while it highlights the importance of the effects of burnout on our educators.
Finally, this literature review outlines the research nationally and locally for the state of
Mississippi on the effects of burnout and our education system coping with the pandemic.
Agricultural Education
In 1917, Congress passed The Smith-Hughes Act, which established funding for high
school classrooms across the United States of America to offer classes in vocational agriculture.
In the 1970s, classes started to be offered to a greater variety of students and were ultimately
expanded to reach suburban and urban students. Exposure to agricultural education classes in
high schools has helped future generations have a better understanding of our agricultural
history, careers, benefits, and opportunities. In 1928, the Future Farmers of America (FFA) was
established nationally as the youth organization for students participating in their school’s
agriculture classes. In 1988, FFA changed its name to the National FFA Organization to better
represent the variety of students that were involved in the organization.
Agricultural educators often work outside of their contract hours with their students or
uphold their responsibilities in their programs or laboratories/greenhouses. These responsibilities
11

may include supervising students and their Supervised Agricultural Experiences (SAEs), training
CDE and LDE competition teams, organizing officer retreats and meetings, contacting sponsors,
making industry visits, and maintaining a greenhouse, shop, livestock facility, and/or a
classroom. Agricultural educators have a tremendous amount of responsibility that comes with
the profession, but many agricultural educators would agree that even though it often is more
challenging, it is also a rewarding profession as well.
Ag Explorer (n.d.) defined an agricultural education teacher as “Agriculture[al]
[education] teachers educate students about agriculture, food and natural resources. Through
these subjects, agriculture science teachers educate students on a wide variety of skills, including
science, math, communications, leadership, management, and technology. In addition, many
advise an FFA chapter” (para. 1). The National Association of Agricultural Educators (NAAE,
2022) stated that as agriculture teacher, they will never experience the same day twice. The
NAAE further explained this statement “One day they might be in a classroom or laboratory, the
next visiting students in the field, preparing teams for a LDE or Career Development Event, or
leading a community service activity with their FFA Chapter” (para. 1). Ag Explorer also
highlighted a few of many responsibilities of the typical agricultural educator, which were as
follows:
•

Conduct an instructional program that educates students about career pathways in
agriculture

•

Enhance youth leadership and FFA as an integral part of instruction

•

Inform students about agriculture and agricultural literacy

•

Initiate, facilitate, and moderate classroom discussions

•

Create lesson plans that are in conformity with school policy for all courses offered
12

•

Supervise students supervised agricultural experiences

•

Prepare and submit FFA rosters

•

Keep an accurate file copy of all records and reports

•

Attend training meetings
Another key component of agricultural education is the curriculum. Agriculture curricula

can vary depending on the pathway chosen (horticulture, ag mechanics, animal science, etc.);
however, there is typically a leadership and FFA lesson in each curriculum written to provide
students with leadership, career readiness, and problem-solving skills to better equip them in the
future. As well as exposure to the agriculture student organization, FFA (the National FFA
Organization). The three-circle model (Figure 1) shows the visual representation of the
requirements that educators are encouraged to exercise within the curriculum for their students.
The components of the three-circle model are as follows:
● Supervised Agricultural Experience (SAE): Experimental, Service, and/or Work-Based
Learning through the implementation of a supervised Agricultural Experience Program.
● Classroom/Laboratory: contextual, inquiry-based instruction learning through an
interactive classroom and laboratory.
● National FFA Organization (FFA): Premier Leadership, Personal Growth, and Career
Success through engagement in FFA programs and/or activities.
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Figure 1
Three Circle Agricultural Education Model

The NAAE designed the Agricultural Educator’s Life Cycle to help visualize the duty
and role an agricultural educator faces within their career (Figure 2). This model consists of three
career stages: Early-Career, Mid-Career, and Late-Career. The Early-Career stage highlights
surviving the first year, meaning teachers work to build strong student rapport while mastering
the art of teaching productive and engaging lessons. Next, during the Mid-Career stage, teachers
reflect on the previous years of teaching and continue to experiment within their classes to
constantly find new and exciting ways to introduce topics to students. Finally, the Late-Career
stage highlights those teachers that have overcome many years in the profession and who often
take a back seat and embrace their journey as an educator. Those teachers in the late-career stage
often feel a sense of comfort with their established role in their classrooms.
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Figure 2
NAAE (2016) Agricultural Educator’s Life Cycle

Teacher Burnout
Teachers have a job that involves work-life balance, balancing their classroom
responsibilities with their home-life responsibilities. Many teachers struggle to obtain an
appropriate work-life balance, especially if they have children or a spouse at home. When
teachers struggle to maintain a work-life balance, they may experience increased stress. Research
shows many teachers leave the profession within their first five years of teaching (Gandy, 1984;
15

Hong, 2010). Bottiani et al. (2019) found that job demands from teachers are associated with job
burnout.
Maslach (1982) defined burnout as a psychological syndrome [that involves] emotional
exhaustion, depersonalization, and a diminished sense of personal accomplishment. Burnout is
the feeling of being pushed beyond your limits, often because of many years of teachers feeling
they’re no longer appreciated or receiving decreased recognition of their accomplishments.
Friedman & Farber (1992) stated that “Teachers who are excessively stressed or burned out may
be angry, anxious, depressed, cynical, and emotionally and physically depleted” (p. 1). Friedman
& Farber’s (1992) research further found that 50 percent of teachers reported emotional
exhaustion and 41 percent of teachers reported they experience burnout from teaching. Ye Hoon
Lee (2019) found that “… teachers who suppressed their negative emotions and faked positive
emotional displays were more likely to experience burnout, which elicited an intention to leave
the teaching profession” (p. 247). Saloviita and Pakarinen (2021) found that older teachers were
able to tackle the stress of their jobs better than their younger colleagues; therefore, older
teachers had less burnout than younger ones. Keely Swartzer (The Chalk Blog, 2018, para. 3)
identified a few reasons teachers become burned out, including:
● An extreme number of responsibilities above and beyond instruction
● A lack of administrative support
● Home lives of children that teachers cannot control
● Forcing teachers to teach outside of the area of expertise
● A lack of respect for the profession
● A lack of resources
● A lack of training for new initiatives and technology
16

Thieman et al. (2012) stated that “Burned out teachers have a marked higher difficulty in
working with unmotivated and non-compliant students, often call for assistance in the
management of student behavior, appear incapacitated during critical incidences, get
overwhelmed by student needs and problems, cast blame upon others for perceived failures, and
are incapable of effectively coping with the stress resulting in leave-taking to cope” (p. 90).
Madigan and Kim (2021) found that over time when teachers are struggling psychologically with
burnout, their students will become more stressed and burned out.
Dworkin & Tobe (2014) found that teacher burnout could be associated with declining
trust among administrators and colleagues. Administrators have a responsibility to ensure their
teachers feel safe and respected to continue giving their patience and time to their students.
When administrators take the time to observe and communicate with their teachers, they can help
reduce the burnout their teachers may be experiencing. The NCBI (National Center for
Biotechnology Information) identified the following signs and symptoms for recognizing
burnout within individuals (NCBI, 2020):
● Exhaustion: People affected feel drained and emotionally exhausted, unable to cope,
tired and down, and don't have enough energy (para. 6).
● Alienation from (work-related) activities: People who have burnout find their jobs
increasingly stressful and frustrating. They may start being cynical about their
working conditions and their colleagues. At the same time, they may increasingly
distance themselves emotionally, and start feeling numb about their work (para. 7).
● Reduced performance: Burnout affects everyday tasks at work, at home, or when
caring for family members. People with burnout are extremely negative about their
tasks, find it hard to concentrate, are listless, and lack creativity (para. 8).
17

Along with recognizing the signs and symptoms of burnout, it is important for
administrators to know how to cope and overcome feelings of burnout to ensure teachers
maintain a healthy and happy work environment and life. The American College of Physicians
(ACP, 2016) identified a few coping strategies for individuals who experience burnout. A few of
these strategies included:
1. Using their time wisely
2. Taking care of yourself through a balanced diet, exercising regularly, and getting
enough sleep
3. Continuing healthy and strong relationships
4. Exploring relation techniques such as yoga and meditation
5. Asking for help
Teacher Job Satisfaction
Brayfield and Rothe (1951) defined job satisfaction as “… the individual’s attitude
toward his [/her] work” (para. 3). Teachers often mutually understand that their profession is
considered a “helping” career. Hence, they are educators that go through various hours of
training and certifications to only in return receive satisfaction from their students when they first
comprehend something brand new to them.
Just like everyone else, teachers seek to find satisfaction in their careers that they would
love until retirement. Satisfaction can be viewed in a variety of ways and is often hard to come
by. Job satisfaction can be measured through many factors (pay rate, environment,
boss/administrator, student-to-teacher ratio, resources, district funds, faculty support, etc.) to
determine whether one’s career meets their job satisfaction approval or whether they receive
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dissatisfaction from their career. For this to occur, one must first receive their basic needs to feel
they are able to report whether they receive satisfaction or not from their career.
In 1935, American psychologist Abraham Maslow created a visual representation of
basic human needs from their appreciation to their food and shelter needs. Once Maslow defined
a human’s basic needs in 1954, he designed Maslow’s Hierarchy of Needs (Figure 3) to help
individuals understand the importance of each of these needs. Below are the basic five needs
originally recognized by Abraham Maslow, arranged from a lower importance need to a higher
importance need:
• Psychological – these are the biological requirements that if not met the body cannot
function as it should.
• Safety – people seek safety and security once their basic needs are met. Everyone
longs for financial, emotional, social, etc. safety.
• Belongingness and love – once safety and security needs have been fulfilled people
then seek the feeling of belonging to another. Whether it be intimate or a friendship,
everyone wants to know they belong to someone and are loved.
• Esteem – the fourth human need in Maslow’s hierarchy is the sense of self-respect and
achievement. Whether it is found through others, or we offer it to ourselves, everyone
wants to receive recognition for their achievements.
• Self-actualization – is the highest human need and consists of self-fulfillment. The
moment an individual recognizes their potential for growth and well-being is the
moment they strive to achieve self-actualization.
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Figure 3
Abraham Maslow’s Hierarchy of Needs (1954)

Job satisfaction is based on the measure of how an individual perceives their attitude
toward their job, whether positive or negative. With the support of research, many models and
theories have been designed to better understand the process one must take to achieve job
satisfaction in their career. First, Herzberg (1959) developed a two-factor theory based on
motivation. His theory stated that to have a positive work environment and basic job satisfaction,
individuals must have hygiene factors and motivation factors met. He identified these factors to
be the potential causes of dissatisfaction in a work environment. A few of these factors include
salary, quality of supervision, recognition, and personal growth.
Finally, Fields (2008) identified factors that led to positive and negative job satisfaction
(Figure 4). Fields’ (2008) model helps highlight the importance that employers should seek to
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help fulfill their employees, which in return would ensure they receive satisfaction in their
career. A common denominator in job satisfaction research is that individuals contributing their
patience, work, and time seeks positive enjoyment and recognition within their career, and
without that could lead to dissatisfaction. Locke (1970) expressed that when an individual
experiences negative satisfaction within their career, their performance is a direct response to
their satisfaction.
Figure 4
Justin Fields (2008) Employee Satisfaction Model

The level of satisfaction could be determined by the level of experience an educator has
within their profession (Ismail & Miller, 2020). Carlson (2012) examined the satisfaction of
educators with the influence of impact from their administrators and other factors that challenge
the average educator within their career. She found that “…satisfaction with their positions at
their schools, only 59.4 percent of teachers strongly agreed that they were generally satisfied
with their teaching job at the school. The remaining 40 percent did not feel a strong sense of
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satisfaction with their positions at their schools” (pg. 52). She concluded that this could be the
result of teachers feeling that often their accomplishments go unnoticed, and they are not valued
nor receive positive support from their administrators (Carlson, 2012).
Agriculture Educator Job Satisfaction and Burnout
According to statistics by NAAE in 2020, there were nationwide 801 open teaching
positions to be filled in agriculture education, with some states not reporting. NAAE (2020) also
reported that agriculture teachers are at a 96 percent historically high retention rate, making the
demand for agriculture education teachers even greater. NAAE (2020) also reported that new
agriculture education graduates were predominantly female (75%) and Caucasian (89%).
Agricultural educators, as stated previously, are required to dedicate many hours to their
programs and students. When teachers no longer feel an important reason to continue teaching,
the result often is burnout and possibly negative job satisfaction. Job satisfaction is a feeling an
individual has towards their job. A study of Ohio male and female agricultural teachers found
that teachers are only slightly satisfied with their job (Cano & Castillo, 1999). Sorenson et. al
(2016) found that agricultural education teachers only slightly agreed that they were able to
balance work-life, which identified that a few were experiencing low job satisfaction. Tippens et.
al (2013) found that females were more likely than males to retire early after 25 years of teaching
within the agricultural education profession due to poor job satisfaction. Most research on job
satisfaction for agricultural education teachers indicated they were satisfied with their job and
aspects of their career; only slight percentages in research have indicated a slight dissatisfaction
in their career (Gandy, 1984; Kitchel et. al., 2012; Tippens et. al., 2013; Chenevey et. al., 2008).
Burnout is an emotional exhaustion that often causes individuals to devote fewer hours to
their work. However, Croom (2003) studied rural agricultural educators and found that teachers
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experienced high stress, but the stress did not associate with the levels of burnout yet. Chenevey
et al. (2008) found that agricultural education teachers experiencing burnout struggled with
emotional exhaustion within their careers. Research indicated that agricultural education teachers
were experiencing a moderate level of burnout (Chenevey et. al, 2008; Smith & Smalley, 2018;
Kitchel et. al, 2012). Burnout can cause agricultural education teachers to lose focus in their
careers, which can lead to an increased number of teachers leaving the profession.
Mississippi Teachers and Education
The Mississippi Department of Education (MDE) oversees public-school education
services within Mississippi. MDE is responsible for administering state and federal laws,
disbursing state, and federal funds, holding schools and districts accountable, and licensing
educators (MDE, n.d.). Mississippi currently has 31,364 employed teachers throughout the state.
Of this number of teachers, 77.2 percent of them are experienced, 8.4 percent are provisional
teachers (emergency licensure), and 95.6 percent of teachers are teaching in the field they
obtained a degree (MDE, 2019). To obtain a teaching license in Mississippi, individuals must
earn a teacher certification, which can be obtained by completing a bachelor’s degree and
completing a teacher preparation program. Additionally, teachers need to pass the appropriate
Praxis exam and submit to a background check to be considered for a teaching position in
Mississippi.
According to Education Week Research Center statistics (2019), Mississippi nationally
ranks within the bottom tier of all the states based on their academics, such as grades and test
scores. According to the Mississippi Department of Education (2019), Mississippi has an 85
percent graduation rate of students who have graduated within the last four years.
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A study by Mississippi State University (Franz, et al., 2017) found that the teacher
shortage in Mississippi was a function of race, geography, and local funding. Mississippi First is
a non-profit organization specializing in education policy research and advocacy. Mississippi
First conducted a study through Mississippi State University in 2022 where they surveyed 6,538
Mississippi individuals employed in public schools within the state. They report that “over half
(53.6%) reported being “somewhat likely” or “very likely” to leave the classroom within the next
year” (p. 3). They also reported that those who were financially struggling were also more likely
to leave the classroom within the next year. Teachers in the study were also asked how likely
they were to move to another state to teach and 19.3 percent of Mississippi teachers reported
they would be likely to move to another state to teach. Also, 36.7 percent of Mississippi teachers
reported they were “somewhat” or “very likely” to leave the profession entirely.
Education Coping with the COVID-19 Pandemic
Pressley (2021) conducted a study on 359 K-12 teachers across the United States that
returned to the classroom for the 2020-2021 school year, each participating in an electronic
survey to determine their level of burnout during “pandemic teaching.” Pressley (2021) found
these teachers experienced a high level of burnout. When individuals decided to pursue a career
in education as a teacher, they never imagined one day they would take on an essential front-line
position in a pandemic. While the pandemic was very new and fresh, teachers were expected to
continue in their responsibilities and make their classrooms a safe space.
COVID-19 (Coronavirus) is a new disease not previously detected in humans. The
outbreak of COVID-19 created a negative impact across the world with people having to wear
masks and following social distancing regulations. The Center for Disease Control and
Prevention (CDC) stated that to reduce the transmission of the COVID-19 virus, when possible,
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people should remain 3 feet within distance with one another; if you were not vaccinated, it was
recommended you stay within 6 feet of others (CDC, 2021). With these suggestions, schools
were obligated to design strategies that would best fit their environment, students, and staff.
Education will recover in the coming years from the COVID-19 pandemic but consider
the impact this virus has taken on students and teachers. A recent study from the University of
Missouri (2020) found that 94 percent of their [middle school] teachers experienced high levels
of stress. Administrators [can] reduce the stress of [teachers] during the pandemic in the
following ways (Fagell, 2020):
● Prioritize relationships to let them know they are important and that their wellbeing is
still a priority.
● Reduce the pressure of their requirements and understand the challenges a lot of
individuals are facing currently.
● Empower them during a time with a lot of unknowns, allowing them to pursue an
activity or hobby that interests them.
According to the U.S. Food and Drug Administration, the first vaccine against Sars-CoV2 (2019 Coronavirus) was released to the public on December 11, 2020, while only being
administered to individuals aged 16 years of age and older. This vaccine was only the first of
many to be released to the public to offer an extra layer of protection against the deadly disease.
Due to the recent discovery of the highly contagious Delta variant of the original Sars-CoV-2,
the CDC has updated its recommended regulations for education and the re-opening of publicschool facilities. These updates suggested even with vaccinated individuals, inside masking must
remain mandatory; the vaccine is not yet proven to fully protect individuals from the possible
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variants created from the original disease. So, individuals must take extra precautions to protect
themselves by masking up while engaging in indoor activities.
Mississippi Education with the COVID-19 Pandemic
The Sars-CoV-2 (2019 Coronavirus) disease has not only taken our nation by storm but
has also rocked our state to its core by claiming almost 9,000 Mississippians’ lives since the
beginning of the first Pandemic (Mississippi State Department of Health, 2021). Even though
this disease is very dangerous to our elderly population, younger generations have contracted it
as well and in the worst scenarios, have claimed young innocent lives as well.
Due to the pandemic, teachers are facing harder teaching conditions by incorporating
virtual teaching within their lessons, therefore creating extra work for teachers, which leads to
the worry that students may not be effective in learning classroom material. A lot of these new
teaching strategies may have been presented without appropriate training, which would force
teachers to learn as they go. Since the CDC outlined regulation suggestions for schools to reopen
safely while recovering from a pandemic, the Mississippi Department of Education was able to
take these regulations and adapt them to their unique school environments. Mississippi public
school districts were presented with three options for their potential operations during the 20202021 school year during the COVID-19 pandemic. The three options offered were:
● Traditional Approach: Students would attend school four days a week leaving Friday
(or a day chosen) to be a virtual learning day for opportunities such as parent/teacher
conferences, teacher professional development, etc.
*The CDC has identified this option as a high risk to students, faculty, and
administrators with the spread of COVID-19. *
● Remote Approach: Students would have a full virtual learning experience.
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*The CDC has identified this option as the lowest risk to students, faculty, and
administrators with the spread of COVID-19. *
● Blended Approach: Students would have an opportunity to participate in a hybrid option
where a school district may decide one group of students would attend school on assigned
days and the other group would attend on the opposite days as the first group. This option
allows for the school body to be divided, which most school districts decided on;
however, not every school district with this option adopted the same operation routine.
*The CDC has identified this option as a medium risk to students, faculty, and
administrators with the spread of COVID-19. *
According to the John Hopkins School of Education (2020), COVID-19 is unlike
anything most of us have experienced. With the stresses and well-being, there are resources
available within the field of education that do not take the complexities of a pandemic into
account. With the impact of the pandemic, COVID-19 could leave a long-term influence on the
retention percentage of the teachers in the United States of America (US). According to the
National Education Association (2020), Mississippi is estimated to lose 4.9 percent of its
teachers within the next year due to the reduction in state education funding, which will result in
an average of 8.4 percent of teachers in the US (see Figure 5).
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Figure 5
Estimated Loss of Teachers in Mississippi and the average in the United States (2020)

Theoretical Frameworks
This research study is guided by three theoretical frameworks which are the
multidimensional framework by Maslach, the attitude approach by Brayfield and Rothe,
and the hygiene and motivation theory by Frederick Herzberg.
The first theoretical framework for this study is based on the Multidimensional
Theory of Burnout by Maslach (1998). The theory was discovered when she decided to
research how people understood their feelings and how they cope. Her research began by
looking into medical health professions and how they cope with the emotional component
of their job. Throughout her research, she started to notice similar themes emerging
through the feedback she received from the participants. She concluded that burnout was
not a stress response, but a “…syndrome with some identifiable regularities” (Maslach,
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1976, para. 15). The burnout syndrome theory is measured by the Maslach Burnout
Inventory (MBI), which is divided into three components:
● Emotional exhaustion
● Depersonalization
● Reduced personal accomplishment
Each of these components plays a role in determining the level of burnout within
individuals; each will be experienced during the burnout syndrome.
This research study is also guided by the theoretical framework of Brayfield &
Rothe (1951) with their approach to the research of job satisfaction. They defined job
satisfaction as “an individual’s attitude toward [their] work” (p. 1). Their research is
constructed around this attitude concept; therefore, they designed an attitude scale to be
an index of job satisfaction. They recognized the procedure it entails to embrace a new
profession and whether an individual’s attitude would express their satisfaction with their
chosen career. The job satisfaction survey contains a combination of Thurstone, and
Likert scaling methods used within the survey. Within this survey, items are presented
and an individual selects ‘agree’ ‘disagree’ or ‘undecided’ items that best fit their
agreement to the statement given.
The hygiene and motivation theory by Frederick Herzberg is a two-dimensional
theory supporting job satisfaction (Miner, 2015). This theory states for one to receive
satisfaction from his or her work one must receive support from the hygiene components
in their job before they can receive motivational components. Examples of the hygiene
components are a company or administrative policies, supervision, salary, etc., the
hygiene components also represent the dissatisfiers. Examples of the motivational
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components are achievement, recognition, advancement, etc., the motivational
components also represent the satisfiers. Syptak, et. al (1999) stated “Once the hygiene
issues have been addressed… motivators create satisfaction among employees” (p. 3).
Conceptional Framework
The conceptual framework for this study was constructed to highlight the main goals of
this research. These goals were to determine the level of burnout and job satisfaction experienced
by Mississippi agricultural teachers and to the degree of their burnout and job satisfaction. Also,
the inclusion of the COVID-19 Pandemic as a variable may or may not have a significant
influence on the level of burnout and job satisfaction among Mississippi agricultural education
teachers. The framework outlines how an agricultural education teacher experiences low or high
job satisfaction and burnout, which then is affected by the COVID-19 pandemic. The conceptual
framework also includes the demographic characteristics and how those characteristics may
influence their overall level of burnout (Figure 6).
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Figure 6
Conceptual Framework of Agricultural Education Teacher Burnout and Job Satisfaction with
the Covid-19 Pandemic

Summary
Our nation faces a teacher shortage each year, meaning educational systems are losing
qualified teachers on an annual basis. According to Camera (2022), as of January 2022, 44
percent of public schools have reported having at least one unfilled position, and 61 percent have
identified the COVID-19 pandemic as the culprit behind recent vacant positions. Research
(Gandy, 1984; Hong, 2010) shows that teachers tend to leave the profession after five years, but
it is more of a challenge to get teachers in the classroom to begin with. Kantrovich (2007) states
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in the Supply and Demand Report for Agriculture Teachers that approximately 50 percent of
individuals who graduated with a degree in agricultural education will ever accept a job as a
classroom teacher. Therefore, over half of our graduates who study agricultural education decline
opportunities to become classroom teachers. According to the NAAE (2020), there were
nationwide 801 open positions to be filled in agricultural education. NAAE (2020) also reported
that agricultural education teachers are at a 96 percent historically high retention rate, making the
demand for agriculture education teachers even greater.
Most research on job satisfaction for agricultural education teachers indicated they were
satisfied with their job and aspects of their career, though some teachers have indicated a slight
dissatisfaction in their career (Gandy, 1984; Kitchel et. al., 2012; Tippens et. al, 2013; Chenevey
et. al., 2008). Chenevey et al. (2008) found that agricultural education teachers experiencing
burnout struggled with emotional exhaustion within their careers. Research also indicated that
agricultural education teachers were experiencing a moderate level of burnout (Chenevey et. al.,
2008; Smith & Smalley, 2018; Kitchel et. al, 2012).
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CHAPTER III
METHODOLOGY
Restatement of Problem
The number of teachers across Mississippi will continue to decline as teachers continue
to depart the profession due to a lack of communication with administration, burnout, job
satisfaction, salary, increased tasks, etc. However, if administrators were able to recognize the
degree to which agricultural education teachers are experiencing burnout and job satisfaction,
professional development programs could be created to help our educators alleviate their
frustrations with their careers. The purpose of this study was to describe the level of burnout and
job satisfaction among Mississippi agricultural education teachers who taught during the
COVID-19 Pandemic.
Restatement of Research Objectives
The following objectives guided the research study:
1) Describe the demographics of Mississippi agricultural education teachers.
2) Determine the level of burnout among Mississippi agricultural education teachers.
3) Determine the level of job satisfaction among Mississippi agricultural education
teachers.
4) Determine the level of stress among Mississippi agricultural education teachers due to
the COVID-19 Pandemic.
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5) Describe the relationship between job satisfaction and burnout among Mississippi
agricultural education teachers.
Design of the Study
After IRB approval (IRB-21-430) (Appendix B), this study used descriptive-correlational
design to explore the relationship between burnout and job satisfaction among Mississippi
agricultural teachers while also determining the level of each while including the COVID-19
pandemic as a factor. This research design describes the variables and the relationships that
naturally occur among them. An advantage to this research design is a single variable is not
manipulated, so each variable is tested dependently on its own. This will allow for correlations to
be discovered among variables included in the study. A disadvantage of this research design is
the limitations of discovering correlations. Descriptive-correlational studies do not answer a
“why” question, often leaving a gray area in research that is unable to connect a cause and effect
with a common relationship among variables.
Population
The population for this study was Mississippi agricultural education teachers employed at
the beginning of the 2021-2022 school year (N = 141). These educators teach a broad range of
students from middle school age to high school age. These educators are considered both a
classroom teacher and an FFA advisor. Since all Mississippi agricultural educators received a
questionnaire, there was not a chosen sample for this study.
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Instrumentation
The questionnaire was developed based on a literature review of similar studies
conducted previously to ensure the best instrumentation was chosen for this study. The
following instrumentations were chosen to be included in the study: Maslach’s (2018)
Maslach Burnout Inventory for Educators (MBI-ES) and the Brayfield & Rothe (1951)
Job Satisfaction Index (JSI). In addition to the MBI-ES and JSI, a teacher stress survey
was developed by the researcher to collect data from Mississippi agricultural education
teachers about the degree of stress they experienced during the COVID-19 pandemic.
Burnout Scale
Burnout was measured using the Maslach Burnout Inventory for Educators (MBIES). Maslach (1998) concluded that burnout was not a response to stress but a
“…syndrome with some identifiable regularities” (para. 15). The MBI is available in
many different versions to measure burnout among a wide variety of professional staff,
but for this study, the MBI designed for educators was chosen to best meet the purpose of
the study. The only difference among the different versions was the way questions within
the survey were worded to better match their potential experience within their careers.
The MBI measures the level of burnout within an individual based on emotional
exhaustion, depersonalization, personal accomplishment. How each of these constructors
are measured and an example of each can be found in Table 1.
The three MBI components are as follows:
● Emotional exhaustion - is a state of feeling emotionally worn down and incapable
of contributing to a workplace or personal responsibilities due to the
repercussions of built-up stress and emotion.
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● Depersonalization - is the state when an individual no longer feels in control of
their thoughts and senses a loss of all self-identity.
● Reduced personal accomplishment - is the tendency to over evaluate one’s
achievements and quality of work, which results in a negative association to hard
work and achievements.
Table 1
Description of the Maslach Burnout Subscales, how they are measured, and an example of each
Maslach Scale
Item

Measured For

Example

Emotional
Exhaustion

Feelings of being
emotionally extended
and drained of one’s
work, tiredness, and
fatigue.

Educators feel like they no
longer get enjoyment from
their profession and do not get
excited. They may feel it is
more of a challenge.

Depersonalization

Feelings of loss in
positive attitudes
about their students,
psychologically
withdrawing from
students, and feeling
the sense to distance
themselves from their
students.

Referring to students as
animals or staying confined to
your desk with no emotion or
involvement to students.

Reduced Personal
Accomplishment

Feelings of ability to
encourage students to
learn and grow,
feeling accomplished
to contribute to
students’
understanding of a
concept.

Sense of defeat in motivation
and drive to encourage
student success.

The 22-item instrument is rated on a 6-point Likert scale ranging from 0 (never)
to 6 (every day). Sample items for this instrument include “I feel emotionally drained
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from my work” (emotional exhaustion) “I have accomplished many worthwhile things in
this job” (personal achievement), and “I don’t really care what happens to some students”
(depersonalization). This instrument has shown internal reliability and shown to be valid.
The Cronbach’s alpha for each construct, indicating the reliability for each construct, was
emotional exhaustion - .87, depersonalization - .76, and personal accomplishment - .84
(Chang, 2013).
Job Satisfaction Scale
Job satisfaction was measured by the original instrumentation modified and
created by Brayfield & Rothe (1951). The Job Satisfaction Index (JSI) was originally a
72-item instrument, but Brayfield & Rothe (1951) modified it making it a 19-item
instrument that is measured using a combination of Thurston and Likert-type scales.
Participants were asked to respond to each item based on a 4-point Likert scale ranging
from 1 = strongly disagree to 4 = strongly agree. This instrument measures six factors of
job satisfaction, which are working environment, working achievement, compensation
and benefits, education and training, promotion and evaluation, and management system.
This instrument was shown to be both reliable and valid (Brayfield & Rothe, 1951), with
a reliability coefficient of Cronbach’s alpha = .77.
Teacher Stress
The teacher stress survey was a researcher-constructed instrument for this study.
The instrument consists of 12 Likert-type statements where participants were asked rank
each statement from strongly disagree (1) to strongly agree (4). The statements in the
instruments assessed teachers’ perceptions of the COVID-19 pandemic. This instrument
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addressed a variety of topics dealing with COVID-19, which included communication,
administration, professional development, and the delivery approaches. Sample items
included, “Communication regarding COVID-19 related safety measures and protocols
within my school were clear” and “Compared to previous years of teaching, it was harder
to form relationships with my students during the school year.”
A panel of experts consisting of 30 Alabama agricultural education teachers
reviewed the instrument on teacher stress for content and face validity and determined the
instrument was valid. Cronbach’s alpha coefficient of .81 calculated on the teacher stress
scale, which indicated that the teacher stress scale was a reliable instrument to use in this
study.
Data Collection
Data for this study was conducted through a research software called Qualtrics. In
Qualtrics, researchers can design and organize their instruments to better ensure appropriate data
is collected. The participants of this study were Mississippi agricultural education teachers who
were employed at the beginning of the 2021-2022 school year (N = 141). The purpose of the
study was to assess teacher burnout and job satisfaction during the COVID-19 Pandemic,
agricultural education teachers had to be employed during the 2019-2020 and 2020-2021 school
years. The first two questions on the questionnaire asked teachers about their employment status
during those two years. If teachers did not respond ‘Yes” to these two questions, they were
excluded from the study.
Each participant received an email during the month of April 2022 with a link to a
Qualtrics survey. The first part of the survey informed the participants of the purpose of the
study and explained their rights to participate and how confidentiality of results would be
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maintained. Every participant was presented with the option of whether to consent or to not
consent to participate in the study without a penalty. All participants received their email at the
same time and were given a deadline to complete it in a two-week timeframe of their first initial
email. Emails with a link to the survey were sent out three separate times to participants over a
two-week span. Once a two-week deadline was over, 47 Mississippi agricultural education
teachers had responded to the survey for a 33.3% response rate. However, only 41 Mississippi
agricultural education teachers met all the qualifications to complete the survey.
Data Analysis
Data was collected through a survey on a web-based software called Qualtrics. This data
was analyzed with the Statistical Package for Social Sciences (IBM SPSS) version 28.0. Minor
recoding was needed for the data for questions that allowed participants to type other categorical
options. The averages for both job satisfaction and teacher stress were found by combining the
raw data and running descriptive statistics in SPSS to find the average score for each. For the
burnout subscales, each subscale was grouped by each statements data that corresponded to a
specific subscale and descriptive statistics was ran in SPSS to find the mean and standard
deviations. To find the sum of the burnout subscales an overall mean was ran for each subscale
in descriptive statistics rather than the individual means for the statements. Descriptive statistics,
including frequencies, percentages, means, and standard deviations were used to analyze
objectives 1-4. Bivariate correlations were used to analyze objective 5 to define relationships
between the three burnout subscales and job satisfaction.
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CHAPTER IV
RESULTS
To further understand the effect of burnout, level of job satisfaction, and teacher stress
among our Mississippi agricultural education teachers within the COVID-19 pandemic, five
objectives were established. Objective one was to describe the demographics of Mississippi
agricultural education teachers. Objective two was to determine the level of burnout among
Mississippi agricultural education teachers. Objective three was to determine the level of job
satisfaction among Mississippi agricultural education teachers. Objective four was to determine
the level of stress among Mississippi agricultural education teachers due to the COVID-19
Pandemic. Objective five was to describe the relationship between job satisfaction and burnout
among Mississippi agricultural education teachers.

Objective One Results
Objective one was to describe the demographics of Mississippi agricultural education
teachers. In total, 47 Mississippi agricultural education teachers responded, but only 40 teachers
(n = 40) met the qualifications for this survey and were able to complete the questionnaire.
Teachers were first asked to identify whether they taught during the 2019-2020 and 2020-2021
school years, which resulted in 7 agricultural education teachers being redirected from going
further in the survey due to not have taught during these school years. Teachers moving forward
in the survey were asked to provide further demographics about themselves and their programs.
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The results from the variables gender, ethnicity, and age of the Mississippi agricultural
education teachers can be found in Table 2 Overall, 60.0% of the participants (f = 24) were male
while 40% of the participants (f = 16) were female. For ethnicity, 90% of the respondents were
Caucasian/white (f = 36) and 10% were African American/Black (f = 4). Participants ages varied
from 21 years of age to over 60 years of age; 14.9% of the participants were either in the 26–30year age range or the 41-45 year age range categories (f = 7) with 10.6% of the participants (f =
5) reporting to be in the 21-25 year age category, the 31-35 years age category (f = 5), or the 3640 year age category (f = 5). With the other age categories, 6.4% of the participants were in the
46-50 years of age category (f = 3), 8.5% were in the 51-55 years of age category (f = 4), and
4.3% were in both the 56-60 years (f = 2) and over 60 years age categories (f = 2).
Table 2
Demographic Characteristics of Mississippi Agricultural Education Teachers
Variable

Category

f

%

Gender

Male
Female

24
16

60.0
40.0

Ethnicity

Caucasian/White
African American/Black

36
4

90.0
10.0

Age

21-25 years
26-30 years
31-35 years
36-40 years
41-45 years
46-50 years
51-55 years
56-60 years
Over 60 years

5
7
5
5
7
3
4
2
2

10.6
14.9
10.6
10.6
14.9
6.4
8.5
4.3
4.3
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Teachers were asked to provide more personal information about themselves regarding
their highest level of education, level of Mississippi teaching license they held, and what was
their college major (Table 3). When asked about their highest level of education, 42.5% of the
respondents (f = 17) recorded they had a bachelor’s degree with 35.0% having a master’s degree
(f = 14). Regarding their teaching license, 50.0% of the participants (f = 20 had their Class A
teaching license), while almost one-third of the respondents (f = 13 or 32.5%) had a Class AA
teaching license. Half of the participants (f = 20 or 50%) had a degree in agricultural education.
Some participants stated they had degrees outside of agriculture, which included diesel
mechanics and divinity/religion (12.5%, f = 5).
Table 3
Highest Level of Education, Level of MS Teaching License, and the Major of Mississippi
Agricultural Education Teachers
Variable
Highest level of education

Category
Associates Degree
Bachelor’s Degree
Master’s Degree
Education Specialist

f
3
17
14
6

%
7.5
42.5
35.0
15.0

MS teaching licensure

Class A
Class AA (Master’s Degree)
Class AAA (Education Specialist
Degree)
Other

20
13
6

50.0
32.5
15.0

1

2.5

Agriculture Education
Animal/Dairy/Poultry Science
Agricultural Engineering,
Technology, and Business
Forestry
Agribusiness
Other

20
7
3

50.0
17.5
7.5

3
2
5

7.5
5.0
12.5

Area in which major obtained
(Associates or Bachelor’s)

42

Participants were asked questions regarding their programs, particularly the location of
the program and the curriculum they taught (Table 4). Participants were asked about where their
programs were located. Over 64% of the programs (f = 27) were located at a high school with the
other 35.7% (f = 15) located at a career and technical education center. Participants were asked to
which curriculum they currently offered at their school. Over 50% responded that they offered
Agricultural Environment Science and Technology (AEST) (f = 22). Another 26.2% (f = 11)
taught the Agriculture and Natural Resources curriculum (ANR). As well as AEST and ANR,
there were participants teaching Agriculture Power and Machinery (f = 3 or 7.1%), Forestry (f =
2 or 4.8%), and Horticulture (f = 2 or 4.8%). Finally, 4.8% (f = 2) responded with only teaching
Introduction to Agriscience.
Table 4
Program Demographics of Mississippi Agricultural Education Teachers
Variable

Category

f

%

Location of program

High school
Vo-tech/Career Center

27
15

64.3
35.7

Program pathway

Agricultural Environmental Science and
Technology (AEST)
Agriculture and Natural Resources (ANR)
Agriculture Power and Machinery
Forestry
Horticulture
Only teaches Agriscience

22

52.4

11
3
2
2
2

26.2
7.1
4.8
4.8
4.8

In Table 5, participants provided demographics of the number of teachers in their
program during the 2019-2020 and 2020-2021 school years. Over half of the participants (f = 23
of 54.8%) responded to teaching in a one-teacher program. Next, 31.0% of the participants (f =
13) responded to teaching in a two-teacher program. Finally, 14.3% of the participants (f = 6)
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responded to teaching in a three-teacher program. Slightly over one-third of the participants (f =
16 or 38.1%) taught 31-50 students within one year as a single teacher. Only 2.4% (f = 1) taught
less than 15 students within one year as a single teacher. Also, in Table 5 there is missing data in
the number of teachers for the 2020-2021 school years, the conclusion researchers have made to
why this occurred is due to a limitation within the survey. Due to the length of the survey and
possibility of boredom, participants clicked out of the survey or skipped this question. Resulting
in missing data with this variable.
Table 5
Number of Teachers in Programs and Number of Students Taught Among Mississippi
Agricultural Education Teachers
Variable
Number of teachers (2019-2020)

Category
One teacher
Two teachers
Three teachers

f
23
13
6

%
54.8
31.0
14.3

Number of teachers (2020-2021)

One teacher
Two teachers
Three teachers

23
13
6

48.9*
27.7*
12.8*

Number of students taught within one year
(by a single teacher)

Less than 15 students

1

2.4

15-30 students
31-50 students
51-70 students
71-90 students
91-110 students

8
16
8
8
1

19.0
38.1
19.0
19.0
2.4

*Includes missing data.
Table 6 presents how many hours per week teachers indicated they devoted to their
program and/or lesson planning and to training for FFA competitions (CDE’s or LDE’s). Over
50% of the participants (f = 22) recorded devoting 4-6 hours per week to planning for their
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program or to lesson plans. Regarding training teams and individuals for FFA competitions,
61.9% (f = 26) responded devoting 1-5 hours per week as well.
Table 6
Number of Hours in Lesson Planning and FFA Competition Preparation among Mississippi
Agricultural Education Teachers
Variable
Number of hours into lesson/program
planning (per week)

Number of hours into competition training
(per week)

Category
1-3 hours

f
13

%
31.0

4-6 hours
7-10 hours
More than 10 hours

22
4
3

52.4
9.5
7.1

1-5 hours

26

61.9

6-10 hours
11-15 hours

10
6

23.8
14.3

Objective Two Results
Objective two was to determine the level of burnout among Mississippi agricultural
education teachers. The level of burnout was determined among the three subscales:
Depersonalization, Emotional Exhaustion, and Personal Accomplishment.
The emotional exhaustion subscale contained nine statements within the burnout
instrument. An example of one statement in this construct was, “I feel emotionally drained from
my work.” To determine the overall score for the emotional exhaustion construct, the scores for
each of nine statements were added together. The emotional exhaustion subscale had an overall
mean of 17.6 (SD = 12.8).
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The depersonalization subscale contained five statements within the burnout instrument.
An example of one of these statements was, “I don’t really care what happens to some students.”
The depersonalization subscale has an overall mean of 3.9 (SD = 4.2).
The personal accomplishment subscale contained eight statements within the burnout
instrument. An example of one of these statements was, “I have accomplished many worthwhile
things in this job.” The personal accomplishment subscale has an overall mean of 28.2 (SD =
6.4).
Table 7 breaks down the burnout instrument by each subscale and shows the mean and
standard deviation for each statement. For emotional exhaustion, item #2 had the highest mean of
3.0 (SD = 1.8) and item #16 had the lowest mean of .80 (SD = 1.4). For depersonalization, both
items #10 and #11 had the highest means of 1.3, but different standard deviations for each with
#10 (SD = 1.7) and #11 (SD = 1.8). The lowest mean for depersonalization was item #15 with
.15 (SD = .48). For personal accomplishment, item #17 had the highest mean of 4.1 (SD = .94)
and item #12 had the lowest mean of 2.7 (SD = 1.8).
Once the overall means were determined for each subscale, there was then a ranking for
either a low, moderate, or high level of burnout for the participants. Figure 7 shows how overall
means on each of the subscales ranked in terms of being low, moderate, or high. The mean score
for emotional exhaustion fell in the moderate range for burnout while the mean score for
depersonalization fell in the low burnout range. The mean score for personal accomplishment
was located in the high-level range for burnout.
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Table 7
Maslach Burnout Subscales of Mississippi agricultural education teachers
Item
#1
#2
#3
#6
#8
#13
#14
#16
#20

M
2.7
3.0
2.4
1.3
2.1
2.5
2.2
.80
1.1

SD
1.8
1.8
1.8
1.6
1.7
1.8
1.8
1.4
1.5

Depersonalization

#5
#10
#11
#15
#22

.52
1.3
1.3
.15
.90

1.1
1.7
1.8
.48
1.5

Personal Accomplishment

#4
#7
#9
#12
#17
#18
#19
#21

3.9
3.8
3.6
2.7
4.1
3.7
3.5
3.0

1.3
1.2
1.2
1.8
.94
1.2
1.3
1.7

Emotional Exhaustion

17.6

12.8

Depersonalization

3.9

4.2

Personal Accomplishment

28.2

6.4

Emotional Exhaustion

Note. Never = 0, A few times or less = 1, Once a month or less = 2, A few times a month = 3,
Once a week = 4, A few times a week = 5, Everyday = 6, Sum means are bolded for each
subscale
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Figure 7
Overall Mean Scores on the Maslach Subscales

Objective Three Results
Objective three was to determine the level of job satisfaction among Mississippi
agricultural education teachers. The Brayfield and Rothe (1951) Job Satisfaction Instrument was
used to determine the job satisfaction of Mississippi agricultural education teachers.
Table 8 presents the means and standard deviations of the individual statements included
on the Brayfield and Rothe Job Satisfaction Index. The three highest rated statements were “I
definitely dislike my job” (M = 3.5, SD = .71), “My job is pretty interesting” (M = 3.4, SD = .70),
and “I am disappointed I ever took this job” (M = 3.4, SD = .71). The two lowest-rated
statements were “I enjoy my work more than my leisure time” (M = 2.0, SD = .67), and “My job
is like a hobby to me” (M = 2.2, SD = .88). The mean for overall job satisfaction score was 2.9
(SD = .39).
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Table 8
Job Satisfaction of Mississippi Agricultural Education Teachers
Item

M

SD

There are some conditions concerning my job that could be improved.

3.3

.59

My job is like a hobby to me.

2.2

.88

My job is usually interesting enough to keep me from getting bored.

3.2

.50

It seems that my friends are more interested in their jobs.

3.0

.76

I consider my job rather unpleasant.

3.2

.77

I enjoy my work more than my leisure time.

2.0

.67

I am often bored with my job.

3.3

.65

I feel fairly well satisfied with my present job.

3.0

.66

Most of the time I have to force myself to go to work.

3.1

.89

I am satisfied with my job for the time being.

3.0

.66

I feel that my job is no more interesting that other [jobs] I could get.

2.9

.79

I defiantly dislike my work.

3.5

.71

I feel that I am happier in my work than most other people.

2.8

.77

Most days I am enthusiastic about my work.

3.0

.60

Each day of work seems like it will never end.

2.8

.82

I like my job better than the average worker does.

3.0

.55

My job is pretty interesting.

3.4

.70

I find real enjoyment in my work.

3.1

.57

I am disappointed I ever took this job.

3.4

.71

Job Satisfaction Average

2.9

.39

Note. Strongly disagree = 1, Disagree = 2, Agree = 3, Strongly agree = 4, Job satisfaction
average is bolded in the table above
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Objective Four Results
Objective four was to determine the level of stress among Mississippi agricultural
education teachers due to the COVID-19 Pandemic. Participants were asked to identify the
instructional platform schools offered during the COVID-19 pandemic, the adopted approaches
their school district chose to follow, and the number of virtual students they taught during the
2020-2021 school year.
As reported in Table 9, 51.1% of the participants reported their instructional materials
were presented through Google Classroom (f = 24) and 44.7% of teachers used Canvas (f = 21).
The adopted approaches include missing and combined data because school districts adopted
multiple approaches and/or switched approaches throughout the school year to best
accommodate their students. Over 70% of the participants (f = 33) used the hybrid (blended)
approach, 38.2% (f = 18) used the virtual (remote) approach, and 34.0% (f = 16) used the
traditional (face-to-face) approach during the school year. Participants also responded to offering
virtual teaching instruction to a maximum of 10 students 45.2% (f = 19) and of minimum only
2.4% (f = 1) responded to having more than 40 virtual students during the 2020-2021 school
year. Only 7.1% (f = 3) of participants responded to not going virtual during this school year.
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Table 9
Platforms and Approaches Used and Number of Virtual Students Taught by Mississippi
Agricultural Education Teachers During the COVID-19 Pandemic
Variable
Instruction Platforms

Category
Canvas
Blackboard
Google Classroom
Schoology
Other

f
21
0
24
1
2

%
44.7
0.0
51.1
2.1
4.3

Adopted Approach(es)*

Traditional (face-to-face)
Hybrid
Virtual

16
33
18

34.0
70.2
38.2

19
10
6
3
1
3

45.2
23.8
14.3
7.1
2.4
7.1

Number of virtual students during the
2020-21 school year

Less than 10 students
10-15 students
16-25 students
26-40 students
More than 40 students
Did not have virtual
students
*Participants could select more than one approach

Participants were asked to indicate their perception of the level of effectiveness they had
with instruction during the 2020-21 school year, using a five-point scale that ranged from 1 =
slightly effective to 5 = extremely effective. The mean for the statement “How effective were
you in providing instruction to your in-person (traditional) students during the 202-21 school
year?” was 3.7 (SD = .68). The mean for the statement “How effective were you in providing
instruction to your virtual students during the 2020-21 school year?” was 2.3 (SD = .97). The
mean for the statement “How effective were you in providing instruction to your hybrid students
during the 2020-21 school year?” was 2.9 (SD = 1.0). This data is summarized in Table 10.
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Table 10
Participants’ Perceptions of the Level of Effectiveness of Instruction during the 2020-2021
School Year
Statements
How effective were you in providing instruction to your inperson (traditional) students during the 202-21 school year?

f
40

M
3.7

SD
.68

How effective were you in providing instruction to your virtual
students during the 2020-21 school year?

39

2.3

.97

How effective were you in providing instruction to your hybrid
36
2.9
1.0
students during the 2020-21 school year?
Note. Not effective at all = 1, Slightly effective = 2, Moderately effective = 3, very effective = 4,
Extremely effective = 5

Participants were asked to indicate their level of agreements regarding the level of
student engagement in class by the various approaches utilized by the school district. As reported
in Table 11, the mean for the statement “My in-person (traditional) students were engaged in the
course content during the 2020-21 school year” was 4.1 (SD = .64). The mean for the statement
“My virtual students were engaged in course content during the 2020-21 school year” was 2.3
(SD = 1.1). The mean for the statement “My hybrid students were engaged in the course content
during the 2020-21 school year” was 2.9 (SD = 1.0).
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Table 11
Participants’ Perceptions Regarding Level of Students Engagement by Adopted Approaches
During the 2020-2021 School Year.
Statements
My in-person (traditional) students were engaged in the course
content during the 2020-21 school year.

f
40

M
4.1

SD
.64

My virtual students were engaged in course content during the
2020-21 school year.

39

2.3

1.1

My hybrid students were engaged in the course content during
36
the 2020-21 school year.
Note. Never = 1, Sometimes = 2, About half the time = 3, Always = 4,

2.9

1.0

Participants were asked to rate their level of agreement with 12 Likert-type statements to
understand the effect of the COVID-19 pandemic on educators. As reported in Table 12, the
three highest-rated statements were “I was concerned about my student’s academic growth
during the school year” (M = 3.5, SD = .60), “I was concerned about my students’ social
emotional well-being during the school year” (M = 3.3, SD = .71), and “Communication
regarding COVID-19-related safety measures and protocols within my school were clear” (M =
2.9, SD = .76). The mean for “I struggled to follow COVID-19 policies set by my school district
during the school year” and “The chosen delivery approach(es) my school district selected for
the school year affected my social-emotional well-being” was 2.5 (SD = .96). The mean for
“Professional development sessions I attended during the school year related to instructional
planning during the COVID-19 were valuable” was 2.3 (SD = .79). The mean for “Compared to
previous years of teaching, it was harder to form relationships with my students during the
school year” was 1.7 (SD = .91). The means for “The chosen delivery approach(es) my school
district selected for the school year affected my social-emotional well-being” and “I struggled to
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follow COVID-19 policies set by my school district during the school year” were 2.5 (SD = .96).
The mean for “Professional development sessions I attended during the school year related to
instructional planning during the COVID-19 were valuable” was 2.3 (SD = .79). The lowest
mean was 1.7 (SD = .91) for “Compared to previous years of teaching, it was harder to form
relationships with my students during the school year.” The grand mean for the teacher stress
survey was 2.7 (SD =.42).
Table 12
Teacher Stress Survey for Mississippi Agriculture Education Teachers
Item

M

SD

The frequency of communication about COVID-19-related issues was timely.

2.6

.75

Communication regarding COVID-19-related safety measures and protocols within my school

2.9

.76

Communication from my school about implementing alternative learning models was timely.

2.6

.65

Professional development sessions I attended during the school year related to instructional

2.3

.79

My building administrators were helpful in resolving challenges during the school year.

2.8

.88

Communication regarding COVID-19-related safety measures and protocols within my school

2.7

.82

Communication from my school about implanting alternative learning models was clear.

2.6

.81

Compared to previous years of teaching, it was harder to form relationships with my students

1.7

.91

I was concerned about my students’ social emotional well-being during the school year.

3.3

.71

I was concerned about my student’s academic growth during the school year.

3.5

.60

I struggled to follow COVID-19 policies set by my school district during the school year.

2.5

.96

The chosen delivery approach(es) my school district selected for the school year affected my

2.5

.96

2.7

.42

were clear.

planning during the COVID-19 were valuable.

was timely.

during the school year.

social-emotional well-being.

Teacher Stress Average

Note. Strongly disagree = 1, Disagree = 2, Agree = 3, Strongly agree = 4, Teacher stress average
is bolded in the table above.
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Objective Five Results
The purpose of objective five was to describe the relationship between job satisfaction
and burnout among Mississippi agricultural education teachers. A bivariate correlation was used
to describe the relationship between the three burnout subscales (emotional exhaustion, personal
accomplishment, and depersonalization) and job satisfaction.
As reported in Table 13 there is a substantial, negative relationship between the subscale
“Emotional Exhaustion” and job satisfaction (r = -.636), indicating that as emotional exhaustion
increased, job satisfaction decreased. With the subscale “Personal Accomplishment,” there was a
moderate, positive correlation between personal accomplishment and job satisfaction (r = .440).
This means that as personal accomplishment increased, so did job satisfaction among
participants. Lastly, there was a substantial, negative correlation between “Depersonalization”
and job satisfaction (r = -.561), indicating that as depersonalization among participants
increased, the level of job satisfaction decreased.
Table 13
Relationship Between Burnout Subscales and Job Satisfaction
Emotional
Exhaustion
Emotional
Exhaustion

Personal
Depersonalization
Accomplishment
-.275
.711**

Personal
Accomplishment

-.275

-.034

Depersonalization

.711**

-.034

Job Satisfaction

-.636**

.440**

**Correlation was significant at the 0.01 level (2-tailed).
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Job
Satisfaction
-.636**

.440**

-.561**
-.561**

Summary
On average the participants that responded we white/Caucasian males between the ages
of 26-30 and 41-45 with a bachelor’s degree in agriculture education. Average respondents held
a class A teaching license and devoted 4-6 hours to lesson plans and program planning as well as
1-5 hours to FFA competition training.
For the burnout subscales means, emotional exhaustion is 17.6 (SD = 12.8),
depersonalization 3.9 (SD = 4.2), and personal accomplishment is 28.2 (SD = 6.4). Mississippi
agricultural education teachers are concluded to be experiencing moderate levels of emotional
exhaustion, low depersonalization, and high personal accomplishment.
For the job satisfaction index (JSI), participants’ means indicated that Mississippi
agricultural education teachers overall slightly agree with the statements regarding their job
satisfaction. Overall, Mississippi agricultural education teachers are satisfied with their position
and career.
For the COVID-19 teacher stress survey, participants felt they perceived their students’ to
be engaged during the 2020-2021 school year. Furthermore, participants felt like they were
effective as they provided instruction to their students, meaning participants felt confident in
their abilities to provide effective instruction during the 2020-2021 school year as well as their
perception of their student engagement.
For the relationship between job satisfaction and the burnout subscales, it is clear to see
that job satisfaction has a positive relationship between personal accomplishment with a
coefficient of (.440). However, depersonalization (-.561) and emotional exhaustion (-.636) have
a negative relationship between job satisfaction. A positive relationship is expressed when both
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variables can increase and stay consistent, but a negative relationship is expressed when one
variable increases the other decreases.
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CHAPTER V
CONCLUSIONS, DISCUSSIONS, AND RECOMMENDATIONS
The purpose of this study was to describe the level of burnout and job satisfaction among
Mississippi agricultural education teachers who taught during the COVID-19 pandemic (20192020 and 2020-2021). The results of this study will help administrators identify the warning
signs of teacher burnout and identify factors that influence job satisfaction so appropriate
professional development activities can be developed and implemented to help teachers
overcome these challenges.
The following objectives guided the research study:
1) Describe the demographics of Mississippi agricultural education teachers.
2) Determine the level of burnout among Mississippi agricultural education teachers.
3) Determine the level of job satisfaction among Mississippi agricultural education
teachers.
4) Determine the level of stress among Mississippi agricultural education teachers due to
the COVID-19 Pandemic.
5) Describe the relationship between job satisfaction and burnout among Mississippi
agricultural education teachers.
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Conclusions and Discussion
Objective 1: Describe the demographics of Mississippi agricultural teachers.
Mississippi agricultural education teachers work in a single-teacher program located at a
high school there they teach approximately 31-50 students per year. The results concluded that
Mississippi agricultural education teachers were white males between the of ages 26-30 and 4145. These teachers work in a single-teacher program located at a high school teaching AEST
with approximately 31-50 students in their program. These teachers hold their bachelor’s degree
in agricultural education and hold a Class A teaching license in the state of Mississippi. They
also devote 4-6 hours to developing lesson plans and program planning as well as 1-5 hours to
FFA competition training.
Objective 2: Determine the level of burnout among Mississippi agricultural teachers.
Overall, Mississippi agricultural education teachers are not experiencing high levels of
burnout. More specifically, Mississippi agricultural education teachers are experiencing low to
moderate levels of emotional exhaustion, low levels of depersonalization, and high levels of
personal accomplishment. Mississippi agricultural education teachers are experiencing a high
degree of personal accomplishment, which plays a role in how loyal our agricultural education
teachers are to their students, programs, and careers.
To understand why Mississippi agriculture teachers are experiencing moderate levels of
emotional exhaustion plays into their high levels of personal accomplishment. Because they take
high pride for their program and students, they tend to overwork themselves. In objective one, it
was concluded that on average for this study Mississippi agricultural teachers spend 4-6 hours
per week planning for lessons and 1-5 hours training students for FFA competitions. Therefore,
the state of Mississippi has agricultural education teachers devoting a moderate level of time
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towards their careers, where they are experiencing moderate levels of emotional exhaustion.
Mississippi agricultural education teachers make a choice where to devote their free time and our
study has proven they are dedicated and devoted to their students and to the FFA organization.
For depersonalization, exchanging free time for work can often result in feeling as one is
disconnecting from reality. Although Mississippi agricultural education teachers are
experiencing low levels of depersonalization, the study concluded they are precise and attentive
to their duties as an agricultural education teacher and FFA advisor where they are not allowing
themselves to slip into this feeling out “out of reality” to increase their levels of
depersonalization.
Results from this study are like those found in Croom’s (2003) study where he found that
teachers had moderate levels of emotional exhaustion, low levels of depersonalization, and high
levels of personal achievement. The sum means from Croom’s study for each subscale were
18.20 for emotional exhaustion, 5.96 for depersonalization, and 8.04 for personal
accomplishment. When comparing our results to Croom’s and beyond to Maslach’s levels for
secondary teachers, the sum means for each subscale were 21.25 for emotional exhaustion
(moderate level), 11.00 for depersonalization (moderate level), and 33.54 for personal
accomplishment (moderate level). Please note the national study had a sample size of n = 4,163.
Smith & Smalley (2018) also found that agriculture educators enrolled in the NAAE professional
development program they surveyed were experiencing moderate levels of emotional exhaustion.
Additionally, Smith & Smalley (2018) found these teachers were experiencing moderate levels
of both personal accomplishment and depersonalization, which does not correspond to our
results.
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Objective 3: Determine the level of job satisfaction among Mississippi agricultural
teachers.
Overall, Mississippi agricultural education teachers are satisfied with their current
position and display moderately high levels job satisfaction. Compared to other studies, the
results of this study differ with those from Cano & Castillo’s (1999) study and Sorenson et. al.’s
(2016) study that both found agricultural education teachers were experiencing low levels of job
satisfaction. While some Mississippi agricultural education teachers individually may be
experiencing low levels of job satisfaction, overall Mississippi agricultural education teachers are
generally satisfied with their jobs. The average score for job satisfaction of Mississippi
agricultural education teachers was 2.9 (SD =.39). Multiple studies (Gandy, 1984; Barrick, 1989;
Chenevey et. al., 2008; Kitchel et. al., 2012; Tippens et. al., 2013; Solomonson et. al., 2018) also
reported agricultural education teachers are satisfied with their jobs. According to Tippens et. al.,
(2013), the more satisfied a teacher is with his or her job the less likely they are to leave the
profession.
Objective 4: Determine the level of stress among Mississippi agricultural education
teachers due to the COVID-19 Pandemic.
Overall, Mississippi agricultural education teachers experienced a moderately to high
level of teacher stress during the 2019-2020 and 2020-2021 school years. Mississippi agricultural
education teachers used Google Classroom to deliver course contest to less than 10 virtual
students on this platform. While offering virtual instruction, Mississippi agricultural education
teachers felt that their students were sometimes engaged while their instructional material was
slightly effective. For their traditional students, agricultural education teachers felt were always
engaged and their instructional material was very effective. Regarding working with hybrid
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students, agricultural education teachers felt they were engaged about half the time while their
instructional materials were moderately effective.
During the 2019-20 and 2020-21 school years, Mississippi agricultural education teachers
were concerned for the academic well-being of their students and did not find it difficult to build
rapport with their students. Agricultural education teachers were also concerned for their
student’s social emotional well-being. Compared to previous years. Mississippi agricultural
education teachers also felt that the professional development activities they attended were not
valuable to them during the 2020-2021 school year. Overall, Mississippi agriculture teachers
experienced a moderate level of stress. The teacher stress survey was constructed by the
researchers; however, teacher stress is something that is researched, and our results correspond
with other research (Kyriacou, 2001; Pressley, 2021).
Objective 5: Describe the relationships between job satisfaction and burnout among
Mississippi agricultural teachers.
There were significant relationships between the three subscales of burnout and job
satisfaction. While there was a moderate, positive relationship between personal accomplishment
and job satisfaction, there were negative relationships between both emotional exhaustion and
depersonalization with job satisfaction. When Mississippi agricultural education teachers are
emotionally tired and exhausted, they experience lower levels of job satisfaction.
Having a positive relationship between job satisfaction and personal accomplishment
means when Mississippi agriculture teachers feel they are achieving goals. The result of this
study implies that if there are high levels of personal accomplishment among Mississippi
agricultural education teachers, they will be moderately satisfied with their jobs. The results of
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this study also imply if agricultural education teachers are experiencing emotional exhaustion
and depersonalization, they are going to experience low levels of job satisfaction within their job.
Barrick (1989) found that as personal accomplishment increased, job satisfaction
increased, but as depersonalization and emotional exhaustion decreased, job satisfaction
increased. Other studies correspond to these findings as well (Chenevey et. al., 2008; Kitchel et.
al., 2012). Barrick (1989) also found that the relationship between the three subscales and job
satisfaction were very strong, and each ranked like how they ranked in our study. Chenevey et.
al., (2008) found a negative relationship between job satisfaction both emotional exhaustion and
depersonalization. Kitchel et. al., (2012) found the more an individual’s satisfaction with their
job decreased the more likely their levels of burnout are to increase.
Recommendations
Teachers
Based on the results and conclusions of this study, the following are recommendations for
Mississippi agricultural education teachers:
•

Mississippi agricultural education teachers are encouraged to identify hobbies or
coping mechanisms that could help relieve stress and decrease symptoms of burnout.

•

Mississippi agricultural education teachers are encouraged to prioritize self-care.
Some ways teachers may do this include:
•

Going to the gym or practicing yoga.

•

Relaxing and enjoying a favorite tv show.

•

Enjoy nature or outdoor activities.

•

Create and stick to a sleep schedule.
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•

Mississippi agricultural education teachers are encouraged to create a boundary
between work and home life by
•

Knowing when to take a break and do not take it personal when asking for
one.

•

Keeping work at work and enjoy the weekends and free time with friends
and family.

•

Mississippi agricultural education teachers are encouraged to reach out to their
administrators or counselors in their school or district for help or advice on how to
manage job duties and stress.

•

As Mississippi agricultural education teachers feel stressed or believe they are facing
burnout at their job, they should seek professional help, if needed, to maintain their
mental health and to possibly help them remain in the profession.

•

Mississippi agricultural education teachers are encouraged to remember their “why”
when they feel pushed beyond their limits or to the point of leaving the profession.
Their “why” is the driving force behind their dedication to your career.

•

When Mississippi agricultural education teachers feel their students are not learning
or understand material, teachers are encouraged to try new ways of teaching materials
to students.
•

Sometimes it takes extra planning and unique lessons to draw everyone in
to ensure all students remain on the same page.
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Administration
Based on the results and conclusions of this study, the following are
recommendations for administrators to consider when working with agricultural education
teachers:
•

Try as much as possible to reduce the educator’s workload and to not exceed their load
beyond their capabilities. This can be accomplished by:
o Reducing unnecessary professional development required for teachers.
o Giving teachers other teachers’ classes and limit unnecessary meetings during
their planning periods.

•

Be supportive of student organizations, like FFA, where agricultural education teachers
put a ton of their patience, time, and resources into.

•

When communicating appreciation for faculty and staff, show it through acts of service
rather than just vocal appreciation.
o Order faculty lunch to say ‘thank you’ for everything they do and that as an
educator and staff they are appreciated.

•

Work close with the local educational counselor to develop a professional development
for mental health specifically for educators and faculty. During this professional
development ways to cope with a variety of mental health, resources to understand
mental health, and who to contact to further discuss mental health should be the few of
many topics discussed.
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Researchers
Based on the results and conclusions of this study, the following are recommendations for
additional research:
•

A follow-up study should be conducted to compare results post-COVID to determine
if Mississippi agricultural education teachers’ level of burnout or job satisfaction has
changed or improved. This study should be conducted during the spring,
approximately after the Dixie National Rodeo livestock shows have concluded and
before the FFA competition seasons starts.

•

A follow-up research study should be conducted at a Mississippi agricultural education
teachers conference to encourage more responses in-person and then compare the
results to this study.

•

Collaborate with other university agricultural education programs to conduct similar
studies regarding teacher burnout and job satisfaction and compare data among states to
see how the data differs.
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BURNOUT, JOB SATISFACTION, AND TEACHER STRESS AMONG MISSISSIPPI
AGRICULTURAL TEACHER INSTRUMENTATION
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Questions 18-21 contain the Maslach Burnout Instrument -MBI-ES
Due to a copyright agreement, the instrument cannot be released to the public without
permission.
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