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Abstract 

 

This study identified gender, age, and years of experience demographics for current Georgia 

agricultural teachers and described the subjects’ interest in pursuing either a master or doctoral 

degree of Agricultural Education from the University of Georgia. The survey population 

included all middle, high, and adult education (Young Farmer) teachers in Georgia. Survey 

instruments were distributed during the 2006 Georgia Vocational Agricultural Teachers 

Association Summer Conference; responses were received from 293 of 389 teachers employed in 

Georgia (74% response rate). Approximately 74% of respondents were male; 29% were between 

the age 22 to 30. Nearly 34% of participating teachers had zero to five years of teaching 

experience. Further research in teacher retention and interest in advanced degrees is needed for 

Georgia agricultural educators. 

 

Introduction/Conceptual Framework 

 

In the past ten years, total school enrollment for elementary and secondary schools rose by nearly 

3.1 million students (Gerald & Hussar, 1998). During the same time span, a 15% increase in 

grades 9-12 enrollment was projected creating a 14% escalation in classroom teachers needed 

from 1996 to 2008 (Gerald & Hussar, 1998). Between the years 1983 and 1996, the number of 

classroom teachers has increased by 22% in elementary and secondary schools (Gerald & 

Hussar, 1998). Continuous population expansion could possibly increase the student to teacher 

ratio. An average student to teacher ratio in 1985 was 17.9:1 compared to the average ratio in 

1999-2000 of 23.6:1 for public secondary schools and 21.1:1 for public elementary schools 

(National Center for Education Statistics, 2006). Further, the United States population is 

expected to augment by nearly 26.8 million people from 2006 to 2016 (Census Bureau, 2005).  

 

A report from the Education Commission of the States entitled Efforts to Improve Quality of 

Teaching Face Numerous Obstacles stated that “…there are not enough good teachers in the 

nation’s classrooms, especially in areas of rapid population growth, hard-to-staff schools and 

high-demand subjects such as mathematics, science, bilingual and special education” (p.1). The 

study further maintained that “Teacher preparation programs may produce a sufficient quantity 

of graduates, but many of those graduates do not go into teaching, and the attrition rate of those 

who do is high” (p. 1). Darling-Hammond and Rustique-Forrester (1997) predicted, “Of the 

teachers in classrooms in the year 2006, more than half will have been hired in the next 10 years” 

(p. 1). Huling-Austin (1986) concluded that 15% of first year teachers would not teach more than 

one year. Nearly 2.5 million teachers were surveyed in Luekens, Lyter, & Fox (2004) 2000-2001 

study, 8.9% or 43,100 individuals left the teaching profession with only 1 to 3 years of teaching 

experience. Also, nearly 50% of new teachers in urban school settings departed within their first 

five years of entering the profession (National Education Association, n.d.).  

 

A lack of highly skilled teachers and program expansion could create some pressing issues for 

the agricultural education profession (Camp, Broyles, & Skelton, 2002; Connors, 1998). Camp, 

Broyles, and Skelton (2002) suggested “…newly qualified potential teachers fail to take teaching 

positions even though positions are going to under-qualified people or indeed remaining 

unfilled” (p. 33). Of the 857 newly qualified potential teachers prepared to enter the Agriculture 

Education profession in 2001, only 59.4% or 509 individuals decided to teach (Camp, Broyles, & 
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Skelton, 2002). The “net loss” of agricultural education teachers for 2001 was 798.5 out of a 

total of 11,189 positions nationwide or 7.1% (Camp, Broyles, & Skelton, 2002). In Georgia 

during the year 2001, 25 newly qualified teachers from either the University of Georgia or 

University of Georgia completed their training but only 15 entered the Agriculture Education 

profession (Camp, Broyles, & Skelton, 2002). Camp et al. (2002) concluded that, “Agricultural 

Education remains a field in which the placement rate is relatively high for those who actually 

want teaching jobs” (p. 33).  

 

Another phenomenon impacting public and private educational institutions is retirement trends. 

Approximately 76 million individuals were born between 1946 and 1964, thus creating the 

“Baby Boom” generation (Gallagher, 2005). To date, those born in 1946 would be 60 years of 

age and may be nearing the end their professional career. If the original “Baby Boomers” work 

until their mid-sixties before retiring, then “…between 2008 and 2020 tens of millions of people 

will leave the work force” (Gallagher, 2005) and descendants of the Baby Busters (1958-68), 

Generation X (1961-81), and MTV Generations (1975-85) will be needed to fill the vacated 

employment opportunities. 

 

Camp et al. (2002) suggested that research was needed in order to increase the number of newly 

qualified teachers, identify factors to decrease new teacher attrition rates, and promote 

agricultural education to states without agricultural education training programs. In order to 

increase the number of newly qualified teachers, recruitment programs may be needed to 

emphasize the importance or availability of agriculture education positions. College institutions 

or school districts may “…employ various strategies…including pre-college orientation and 

internship opportunities, college scholarship and loan-forgiveness programs, and salary or bonus 

incentives for teachers” (Education Commission of the States, 2000, p. 1).  

 

Early initiatives focused toward high school and middle school students have been established to 

increase new teacher recruitment. Duncan (2004) reported that “School visitations can be a 

means to building long-standing relationships with secondary educators and it gives their 

students an opportunity to speak with a representative from the institution” (p. 27). Institution 

representatives “…can be the strongest advocate for university agricultural departments and 

programs” (Duncan, 2004, p. 21). Teacher educators have extensive knowledge identifying 

“…career opportunities for university graduates; the development of articulation agreements 

between secondary schools and universities; and to develop a strong recruiting link between high 

schools and university programs and departments of agriculture” (Duncan, 2004, p. 21). These 

recruitment efforts could potentially “…offer students information about teaching, special 

assistance to complete high school and attend college, and opportunities to tutor or work in 

classrooms” (Education Commission of the States, 2000, p. 2-3).  

 

Other recruitment strategies for teacher educators “…make efforts to recruit minorities, teachers’ 

aides, local residents, retired military personnel, outstanding college graduates and other target  

populations” (Education Commission of the States, 2000, p. 3). Efforts are also being made to 

advertise scholarships, loan-forgiveness programs, and financial incentives in the form of 

“…signing bonuses, housing allowances, moving expenses and salary increases to teach…” 

(Education Commission of the States, 2000, p. 3). Walker, Garton & Kitchel (2004) also 

reported that “…tuition reimbursement, emergency and alternative certification programs, and 
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the rehiring of retired teachers” (p. 28) are being used to increase the number of qualified 

teachers. 

 

“While many universities, states, and school districts have recently intensified teacher 

recruitment efforts, anecdotal evidence suggests that the retention of teachers is a long-term 

strategy for alleviating the teacher shortage” (Peiter, Terry & Cartmell, 2005, p. 11). Retention of 

teachers needs to begin during their initial experiences because Heath-Camp and Camp (1992) 

suggested that “no period is more critical to the success of a beginning teacher than the induction 

phase” (p. 35). The first ten weeks for a teacher, especially if the teacher has low career 

commitments due to unexpected expectations, could have a dramatic impact on career longevity 

(Knobloch & Whittington, 2003). Knobloch and Whttington (2003) stated that “The initial 

experiences as a teacher can determine whether or not a teacher stays in the profession and 

makes a difference in helping students learn and develop.” Also, “Retaining first year teachers 

has profound implications for student achievement and the possibility of sustained educational 

reform” (Peiter, Terry, & Cartmell, 2005, p. 11).  

 

To aid teacher retention, “…education researchers have learned that if an individual is not 

satisfied with his/her job, the likelihood for that individual to remain in the teaching profession is 

greatly diminished” (Walker, Garton, & Kitchel, 2004, p. 29). Further, “If teachers go into their 

first year of teaching without the belief that they can make a difference, chances are pretty good 

that they may never develop such an attitude” (Burley, Hall, Villeme, & Brockmeier, 1991, p. 

15).  

Purpose and Objectives 

 

The purpose of this study was to determine the future demand for agricultural teachers in the 

state of Georgia. To accomplish this purpose, the following research objectives were developed: 

1. Determine selected demographic characteristics of present agricultural education 

instructors in Georgia; and  

2. Determine future attrition rates for agricultural education instructors in Georgia. 

3.  

Methods and Procedures 

 

 The population for this descriptive census study included all middle school, high school, 

and adult agricultural education (young farmer) teachers in the state of Georgia (N= 389). 

Surveys were distributed and collected at the Georgia Vocational Agriculture Teachers 

Conference in July of 2006 during regional teacher meetings. To further increase survey 

participation, surveys were also distributed to teachers while attending regional meetings during 

September, 2006. In all, 293 agricultural educators from Georgia participated in this study, 

yielding a response rate of 75.3%.  

 

A modified version of a survey designed by Woglom et al. (2005) to determine the future 

demand for agriculture teachers in the state of Kentucky was employed to survey the teachers. 

The researchers modified the survey instrument to reflect the predetermined objectives for this 

study. It was determined that the modifications would not have an impact on the reliability of the 

instrument as determined by Woglom et al. (2005).  
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The survey contained 34 questions with responses varying from “yes” or “no,” use of Likert-type 

scales, and single-option questions. The instrument data was then aggregated into the following 

categories: 1) personnel demographics pertaining to age, gender, geographical location, and 

number of years in the agricultural education profession; and 2) selective program demographics 

concerning number of teachers in a program, retirement eligibility, years anticipated to continue 

in the profession, and degree of interest in becoming an administrator. A panel of experts 

consisting of university faculty and State Department of Education (DOE) staff provided 

assistance to ensure face and content validity of the instrument.   

 

Data collected at the conference was then compared to membership enrollment sheets collected 

by the Georgia Vocational Agricultural Teachers Association’s Executive Secretary. The total 

amount of agricultural educators in the state of Georgia (N=389) was determined by 

correspondence through Georgia Vocational Agricultural Teachers Association’s Board of 

Directors, Regional Coordinators (North, Central, and South), and other personnel employed by 

the Georgia Department of Education. 

 

Collected data were entered into the Statistical Package for the Social Sciences (SPSS) 14.0™. 

Descriptive statistics were calculated. 

 

Findings 

 

Objective One: Determine selected demographic characteristics of present agricultural 

education instructors in Georgia. 

 

Teachers were asked to respond to questions that described selected personal characteristics. 

Seventy four percent (n=217) of the teachers surveyed were male and 29% (n=85) of the 

respondents were between the ages of 22 and 30, while employment rates in both North and 

South regions yielded the same results at 35% respectively. Nearly 34% of the respondents had 

from zero to five years of teaching experience, while 15.7% of the participants had between six 

to 10 years of experience (Table 1). 

 

 

 

 

 

 

 

 

 

 

 

 

 

Table 1: Demographic Characteristics of Agricultural Educators in Georgia (N=293) 

 

Characteristic            n            
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Percent 

Gender Male 217 74.2    

 Female 74 25.2 

 No Response 2 0.6 

 Total 293 100 

    

Age 22-30 85 29.0 

 31-40 73 24.9 

 41-50 86 29.3 

 51-59 39 13.3 

 60+ 6 2.2 

 No Response 4 1.3 

 Total 293 100 

    

Geographical region of employment North 103 35.1 

 Central 85 29.2 

 South 103 35.1 

 No Response 2 0.6 

 Total 293 100 

    

Years in Teaching Profession 0-5 99 33.7 

 6-10 46 15.7 

 11-15 36 12.2 

 16-20 29 9.9 

 21-25 31 10.5 

 26-30 31 10.5 

 30+ 17 5.8 

 No Response 4 1.3 

  Total 293 100 

 

Objective Two: Determine future attrition trends for agricultural education instructors in 

Georgia 

 

To determine future attrition trends for agricultural education instructors in Georgia, teachers 

were asked to state how many years they anticipated to continue to teach from the day they 

completed the survey (Table 2).  Of the 257 individuals that responded, 21% indicated they 

would teach between zero to five years, while 18% indicated they anticipated to teach between 

26 and 30 years longer. Teachers were then asked to indicate the number of years until they 

would be eligible to retire from teaching (Table 3). Nearly 20% could retire from zero to five 

years and 22% could retire from 26 to 30 years.  

 

Table 2: Years Participants Anticipate Teaching 
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Characteristic                 n percent 

How many years do you anticipate you will continue 

to teach from today? 

0-5 54 18.4 

6-10 43 14.7 

 11-15 41 13.9 

 16-20 28 9.6 

 21-25 43 14.7 

 26-30 47 16.1 

 30+ 1 .3 

 

No 

Response 36 12.3 

 Total  293 100 

 

 

Table 3: Years Until Participants are Eligible for Retirement 

 

Years until you will be eligible to retire from 

teaching? 

0-5 53 18.2 

6-10 33 11.4 

 11-15 41 14.0 

 16-20 33 11.3 

 21-25 48 16.4 

 26-30 62 21.2 

 30+ 0 0.00 

 

No 

Response 23 7.8 

  Total  293 100 

 

Conclusions 

 

Of the 389 agricultural teachers in Georgia, 293 responded to the survey. Seventy-four percent of 

the participants were male. Approximately 29% of the respondents were between the ages 22 and 

30, while 53% were less than 40 years of age. More than 33% had between zero and five years of 

experience, and nearly 27% of the respondents had 21 years or more experience.  

 

Within the next ten years, over one-third of the participants anticipate retiring from the teaching 

profession, with the greatest percentage (18%) retiring within five years. Likewise, nearly 30% 

of the participants indicated that they are eligible for retirement in the next ten years. At the 

opposite end of this spectrum, over one-third of the participants indicated that they had been 

teaching for five years or less. 

 

 

Recommendations for Future Research and Practice 
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As previously stated, Camp et al. (2002) suggested that research is needed in order to increase 

the number of newly qualified teachers, identify factors to decrease new teacher attrition rates, 

and promote agricultural education to states without agricultural education training programs. 

Consequently, the following recommendations are offered:  

 

1) A longitudinal study should be conducted to monitor the teacher attrition rates for 

Georgia’s agricultural teachers for their first five years in the profession.  

2) Further research is needed to determine the needs of pre-service and in-service teachers 

for Georgia to adequately prepare them for the teaching profession. 

3) A longitudinal study should be conducted for completers of the graduate programs 

offered by the University of Georgia to determine the attrition rate of program 

completers.  

 

Discussion and Implications 

 

This study has provided evidence that agriculture teacher education programs in the state of 

Georgia have several challenges to face in the near future. There is a substantial potential for 

retirement within the next five to ten years that will place increasing demands for the preparation 

of qualified instructors to fill these positions. In addition, there is a large portion of teachers who 

are in the “critical” entry phase of their career. One may argue that teacher education programs 

share the responsibility of mentoring these teachers and providing them with support needed to 

be successful as new teachers.  

 

If one combines the trends identified in this Georgia study with findings that indicated that 15% 

of first year teachers leave the profession within a year (Huling-Austin, 1986), that 8% leave 

between one and three years (Luekens, Lyter, & Fox, 2004), and that 50% of new teachers in 

urban school settings departed within their first five years of entering the profession (National 

Education Association, n.d.), there seems to be a crisis.  Furthermore, this crisis is expected to 

worsen based upon projected population growth (Census Bureau, 2005), retirement trends 

(Gallagher, 2005), and initiatives such as the one proposed by the National Council for 

Agricultural Education (n.d.) which is to have 10,000 quality agricultural education programs by 

the year 2015.   

 

If professional development training, either pre-service or in-service, could serve as a means to 

increase job satisfaction, increase positive  attitude towards the profession, and enhance teacher 

retention (Myers, et al., 2005), one could imagine what focused and formal graduate instruction 

in the department of Agricultural Leadership, Education, and Communication could do for the 

teacher shortage.  Agricultural Education must continue to seek new and innovative ways to 

offer more teachers the chance to complete the master’s and/or doctoral degree in Agricultural 

Education. Teacher educators could actually strengthen the profession while participants are 

completing these degrees by addressing stated areas of need (i.e. completing reports for 

administrators or organizing an effective advisory committee) (Garton & Chung, 1997, Myers, et 

al., 2005). 
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