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Introduction/ Theoretical Framework

Many agricultural education programs are struggling to find and keep qualified teachers (Smith et al., 2024). This challenge is made worse by increasing demands on educators, limited support, and fewer people choosing teaching as a career (Podolsky et al., 2016). Rural schools, where many agricultural education programs are located, often face the greatest difficulty with teacher recruitment and retention (Monk, 2007). Previous studies have identified several reasons why teachers leave agricultural education, including extended work hours, challenges balancing FFA and SAE responsibilities with classroom instruction, lack of administrative support, limited resources, low salaries, high stress, and difficulty maintaining work-life balance (Boone & Boone, 2009; Eck & Edwards, 2019; Roberts & Dyer, 2004). Regardless of the reason that educators are leaving the profession, their absence can have lasting impacts (Carver-Thomas & Darling-Hammond, 2019). When these vacancies are left unfilled, courses are either combined, leading to higher class sizes, or are cut altogether, removing learning opportunities for students. Schools that have a higher turnover rate have experienced obstacles in achieving instructional initiatives and meeting teacher collaboration goals (Guin, 2004). Chronic teacher turnover has been defined as a persistent and ongoing occurrence where a significant number of teachers leave their positions at a school or within a school district within a relatively short period of time (Guin, 2004). This turnover is characterized by its regular occurrence and can have adverse effects on the stability and effectiveness of schools. Allensworth et al. (2009) defined chronic turnover quantitatively as losing 31% of its teachers each year for over four years. Chronic teacher turnover can lead to additional problems, including further challenges with the recruitment of new educators, significant decreases in student achievement, especially in underserved populations, and challenges with school culture (Ronfeldt et al., 2013). Chronic teacher turnover is a problem within agricultural education that research has yet to explore. 

	The theoretical framework for this study was the Four-Capital Theoretical Model for Teacher Retention (Mason & Matas, 2015). The model has four factors that contribute to teacher retention. The first factor is human capital, which is described as “the collective skills, knowledge, or other intangible assets of individuals that can be used to create economic value for the individuals, their employers, or their communities” (Caverley et al., 2013, p. 574). Social capital is described as connected with others through networking, in which trust and reciprocity are formed (Mason & Matas, 2015). Structural capital refers to the environment in which the teacher works, including the physical infrastructure, teaching resources, technical equipment, as well as the governing procedures and processes. Finally, positive psychological capital includes mental attributes that contribute to productivity, such as attitudes and behaviors. This study aims to assess the effects of chronic teacher turnover by evaluating this issue through the lens of factors that contribute to teacher retention, which could allow schools to understand necessary changes that could be made to retain agricultural science teachers in the future. 
Purpose and Research Questions

	The purpose of this study was to examine administrators’ perceptions of the impacts of chronic teacher turnover at Texas secondary agricultural education programs. These findings will allow for issue identification to occur, hopefully mitigating these outcomes in the future. This study was guided by the following research questions:
RQ 1: What factors led to chronic teacher turnover within agricultural science programs?
RQ 2: What are the perceived impacts of chronic teacher turnover within agricultural science programs?

Methods/ Procedures

This study employed a phenomenological research design to explore the lived experiences of administrators facing chronic agricultural teacher turnover (Cresswell & Poth, 2016). Phenomenology, as described by Giorgi (2009), focuses on understanding the essence of a phenomenon through individuals’ perceptions and experiences. Bracketing helped set aside prior knowledge as an agricultural education student to minimize bias and maintain focus on participants' perspectives.
The researchers used a purposive sampling strategy to identify participants who could provide insight into the phenomenon. Participants included seven administrators (CTE directors, coordinators, or campus-level administrators) who had direct oversight of CTE programs and worked in districts experiencing chronic teacher turnover, defined by Allensworth et al. (2009). A panel of experts identified the participants, including the Executive Director of the Agricultural Teachers Association of Texas and two agricultural education faculty members. Administrators represented districts with student populations ranging from 250 to over 2,000. All participants had prior teaching experience and agreed to participate following IRB approval. The researchers recruited participants by phone and scheduled interviews after receiving verbal consent.
To gather rich perspectives, interviews were conducted virtually. Grounded in the Four-Capital Model for Teacher Retention (Mason & Matas, 2015) the questions explored perceived causes and impacts of chronic teacher turnover. Researchers audio-recorded, transcribed verbatim, and prepared for analysis. Analysis followed an inductive thematic approach. Initial coding used in-vivo techniques to preserve participants' language, followed by pattern coding to develop broader themes (Saldaña, 2025). Two researchers independently coded the transcripts to establish intercoder reliability. The study ensured rigor through confirmability (audit trail), credibility (triangulation of researchers), dependability (systematic documentation), and transferability (thick description) (Creswell & Creswell, 2017). Reflexive memos were used throughout to monitor and mitigate researcher bias. 
Results/ Findings

RQ1: Reasons for Chronic Teacher Turnover 

	Four themes were discovered from the first research question. Participants shared their thoughts and experiences on what has caused chronic teacher turnover on their campuses, such as personal preferences, not meeting expectations, lack of support, and teacher burnout. The first theme was identified by participants as a cause for turnover because agricultural science teachers may have found somewhere else that meets their preferences. These preferences include: family-related, opportunity-related, and financially related. 

The first sub-theme, family-related, was consistent among five participants. Each participant explained that they have seen their agricultural science teachers leave to be closer to their families. Participant one stated: “The best way that I can put why the two main ones that left…were due to family…one of them was getting married and one had an opportunity to move closer back to home.” All five participants acknowledged that this was a reason that they could not control. 

	The second sub-theme, opportunity-related, was consistent among two participants. Both participants voiced that they have seen their teachers leave because a new opportunity arose to teach specific courses, move into a leadership position, or have a different teaching experience elsewhere. Participant seven commented that this was a big cause of turnover within their school: “They might be in an ag mech job here, and they really wanted an animal science job…but we already had an animal science teacher….so they might be ready to go.”

The third sub-theme, financially related, was consistent among five participants. These participants attributed part of the turnover issue to not being able to meet the pay expectations of their teachers. A commonality was that they were surrounded by higher paying districts as stated by Participant two: “We're a small district… so it's difficult for us to attract ag teachers to us when they can go 30 minutes down the road and make $20,000 more a year.”

	Another primary theme that emerged was that administrators noticed that some of their agricultural science teachers were not meeting expectations. Some of the reasons that led to this theme were a lack of preparedness to lesson plans, maturity, and a deficiency of classroom management skills. A common statement was made that some teachers were not prepared when entering the classroom and that led to the teacher not meeting the administrator’s expectations. Many participants shared frustration in lack of curriculum development as commented by Participant six: “They are not prepared for lesson planning like on their own. For some odd reason, kids coming out… they somehow think that someone's going to give them what to do every day.” By not meeting the expectations of the participants, some of the agricultural science teachers were not asked to return for the next academic year, leading to the administrators having to fill the position yet again.  

The third primary theme that was discovered was that administrators feel that their agricultural science teachers have a lack of support. Participant five commented that, “CTE teachers are treated like the red headed stepchild of a campus.” Whether dealing with parents or lacking classroom guidance, some of the participants voiced concern with the idea that there is no support for these teachers. Some of the participants voiced a desire to implement or enhance a mentoring program that will better prepare teachers for the hardships they may face. Participant three stated this was a big issue that caused teacher turnover: “But from what I've already seen, just lack of support there. I don't know if there's a formal mentoring program and it's needed.”

	The final theme that emerged that was causing chronic teacher turnover, is teacher burnout. This was a consistent theme among all participants. Each participant shared experiences with teachers having to balance personal life, classroom work, and FFA. While some of the participants have tried to reduce burnout, there have still been cases where burnout has caused their teachers to leave. Participant six described this phenomenon happening at their campus: “I do think that ag teachers get burned out… they have a regular, full-time teaching job with classrooms and preps and all that. And then you add FFA to that... so, I mean, it's just a lot of balancing.” With agricultural science teachers having additional responsibilities beyond that of a regular classroom teacher, administrators are aware that burnout is a relevant cause of why some teachers leave. However, a contradiction emerged among all participants, as each believed that all agricultural teachers inherently “know what they’re getting into” (Participant five).

RQ2: Impacts on Agricultural Science Programs

	Three themes emerged from the second research question regarding the impact of chronic teacher turnover. Participants shared what they noticed to be the impacts of turnover on their agricultural science programs such as impacts on students, impacts on program, and recovery from teacher turnover.

	Two sub-themes were discovered when discussing the first primary theme, impact on students, including consistency and lack of trust. With the first sub-theme, participants noticed that when there is chronic teacher turnover, there is a significant amount of inconsistency. There was a common belief that students need consistency which has led to problems with student engagement, as stated by participant five: “If you have a position that is constantly changing out and you can't manage to keep consistent at the end of the day, who's going to receive the most negative impact of that? It’s students.” The second sub-theme is a lack of trust. The participants noticed that students have a lack of trust among the rotating agricultural science teachers. Some participants have heard the students feel like they have no value as stated by participant three: “they feel like nobody cares about them. [participant stated from a student perspective] ‘Why should I listen to you? You're going to be gone and somebody else will be here next year.’ It's really hard for kids to really buy in.”

	The second theme that emerged was that participants noticed numerous impacts on the program regarding the classroom, SAEs, and FFA. Participant three felt like they are “right back at square one,” each time they experience chronic teacher turnover. They also have noticed that there is an impact on the credibility of the program as well as support from external components. Participant one further described this phenomenon: “That's kind of where we're at with impact on students, is whenever we've had a teacher transition, there is a gap somewhere.” Regarding the impacts on a school’s agricultural science program, teacher turnover has led to some programs having to reassess and reevaluate because some new hires have new specialties as opposed to the teacher they are replacing like teams, classes, and experiences. 

	The final theme for this research question was that while there are impacts, students and the program have been able to recover from teacher turnover. While not every participant experienced minimal impacts, some participants experienced a successful and engaged program. Participant one shared their turnover has resulted in adaptable students: “You know, like our kids adjusted to that. And I guess whenever you really look at it, it has made very adaptable students, because they've had to be.” Another positive impact administrators identified was that sometimes new hires led to positive outcomes such as industry partnerships, parental support, and community engagement. Participant three stated that their new hires “have actually helped support, and grow, and foster relationships.”

Conclusions/ Implications/ Recommendations

	While there was a plethora of factors that administrators think led their programs to experience chronic teacher turnover, it was concluded that overall, these programs were not meeting the expectations and needs of their teachers. This directly relates to the Four-Capital Theoretical Model for Teacher Retention as outlined by Mason and Matas (2015). Starting with human capital, agricultural science teachers were given minimal professional development experiences, usually attending one annual conference per year, in addition to low levels of growth opportunities. With social capital, a commonality of low support from parents, low trust from students, and lack of awareness and advocacy for teachers emerged. With structural capital, administrators expressed that they experienced excessive district and state policies, limited Agriculture, Food, and Natural Resources pathways that could be offered, and have unutilized district resources. Finally, with positive psychological capital, administrators’ shared experiences with teacher burnout and lack of classroom motivation. This implies that these factors that have been perceived to cause chronic teacher turnover will continue if not addressed. There needs to be methods of mitigating these factors on the state and local levels. This could be restructuring FFA advisor responsibilities from the Texas FFA Association, allowing more opportunities for professional development, and/or more funding from the district or state levels.

	Administrators noticed both positive and negative impacts from the chronic teacher turnover they were experiencing. From this finding, it can be concluded that teacher turnover can have lasting impacts that affect stability and effectiveness of the agricultural science program. This aligns with Guin’s (2004) claim that when a school experiences teacher turnover, the stability and program effectiveness are depleted. This implies that the impact of teacher turnover can have positive outcomes depending on the employee because new ideas and specialties can emerge and benefit the program. However, turnover can also be detrimental to the program and students due to lack of consistency, motivation, and compatibility. Similarly, Ronfeldt et al. (2013) found that frequent teacher turnover weakens instructional quality and continuity, which in turn disrupts classroom dynamics and hinders student learning. 
 
	Recommendations for praxis are administrators need to focus on the reasons their agricultural science teachers are leaving and find solutions for what they can control. This could mean providing additional funding when possible, finding more opportunities for professional development, being aware of and present for classroom struggles their teachers are facing, and/or advocating for teacher supportive legislation on the state level. Second, regarding impacts, administrators should address impacts from a proactive stance to limit potential affects. This can be achieved through hiring candidates based on specific need to maintain continuity of programming. Providing trainings and resources as well as creating operating procedures to bridge gaps during teacher transitions could also help mitigate these effects. Recommendations for further research include studying the perceptions of agricultural science teachers that have left programs experiencing chronic teacher turnover. Additionally, exploring perceptions of administrators with high agricultural science teacher retention could allow for identification of effective recruitment and retention strategies. 
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