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Any analysis of teacher attrition must consider possible workplace and labour market
considerations. For example, possible dissatisfaction with the workplace can be an
important inducement to teachers to seek alternative opportunities. The more that
teachers believe there are other alternative opportunities, the less willing they might be 
to address workplace frustrations. The overall aim of this study, which consists of various
components, is to gain insight into the factors that determine the supply of and demand
for educators based in public schools. This particular component of the study focuses 
on educator attrition1 and the role played by job satisfaction, morale, workload and
HIV/AIDS in attrition, by reporting on results obtained during a national survey of South
African educators conducted in 2004. 

A literature review provides the background to the report and this is followed by a brief
overview of the survey methodology. The responses of educators who considered leaving
their jobs are compared to the responses of those who preferred to stay. The report ends
with conclusions and recommendations.

1.1 Background to the study

In a study on educator supply and demand, Crouch and Perry (2003: 496) identified a
‘looming’ shortage in the teaching profession in South Africa, which they attribute to
factors such as the impacts of HIV/AIDS, a rushed administrative planning process to
control educator training capacity in the 1990s, and the lack of interest in the profession
among young people. They estimate that approximately 20 000 educators may have to 
be replaced annually from 2006. 

While there are teachers who have left the profession that might be available should
there be an immediate shortage, low levels of job satisfaction might impact on the supply
of educators. Anecdotal media reports suggest that there are low levels of job satisfaction
and morale amongst educators (Sowetan 14/09/04; Saturday Star 11/09/04; Cape Argus
09/09/04), associated with low salaries, lack of recognition of experience, lack of training
and resources, and increased bureaucracy in the Department of Education (DoE). This
study will explore some of these factors to identify how they affect teachers’ desire to
leave the profession. It appears that young teachers are already leaving the profession 
in large numbers, which raises concerns about the quality of education in the future
(Pretoria News 19/11/04).

A person’s experience of their situation and desire for change is very much related 
to their perception of alternatives – the greater their sense of a better option, whether 
less frustrating or higher paying, the less willing they may be to address workplace
frustrations. In this study we will explore the extent to which teachers’ desire to leave
may be linked to the availability of alternative opportunities – for example, if they are
located in rural or urban areas. HIV/AIDS-related attrition in other sectors, for example
other government departments, might also open up new opportunities for educators
wanting to leave the profession. 

1

1. Introduction

1 The term ‘attrition’ pertains to people leaving employment, while ‘turnover’ refers to loss and replacement of
employees. Both terms are used as they appear in the literature referred to, and indicate job leavers. The term ‘attrition’
will also be used to refer to teachers who voluntarily want to leave the education profession. 
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A brief overview of the literature on the link between attrition and job satisfaction,
HIV/AIDS and morale follows.

1.1.1 Alternative opportunities

The decision to leave one’s job is usually preceded by a ‘withdrawal decision process’
(Mobley 1977: 237). This process includes several intermediary steps, such as evaluation
of the existing job, evaluation of expected usefulness of searching for job alternatives,
costs of leaving, as well as evaluating job alternatives in comparison to one’s current job.
The outcome of the process may not necessarily be resignation. On the basis of factors
such as the chances of finding job alternatives (knowledge about, as well as availability
of, other opportunities) and the benefits and costs involved, an employee may decide to
reduce thinking about leaving and/or embark on less extreme withdrawal options such as
absenteeism or ‘passive job behaviour’ (Mobley 1977: 238).

Mano-Negrin and Kirschenbaum (1999) state that turnover is affected by a combination of
push and pull factors, although it seems that the outcome of this ‘conflict’ depends on the
number and value of alternative job opportunities (Hui 1988 and Mueller & Price 1990,
cited in Mano-Negrin & Kirschenbaum 1999).

1.1.2 Job satisfaction and attrition

Steyn and Van Wyk (1999) define job satisfaction as the feeling of pleasure that 
arises from an individual’s impressions of his or her job. Luthans (1989) describes job
satisfaction as an emotional response that can only be inferred and that is ascertained 
by how well the expectations of an employee are met in the workplace. According to
Moorhead and Griffen (1989), job satisfaction comprises several attitudes associated 
with the job situation, such as salary, career development, the nature of a job, policies
and procedures of the organisation, and working conditions. Group factors, such as
relationship with colleagues and management, as well as personal factors relating to
individual needs and aspirations, can also influence job satisfaction.

Job stress caused by factors in the workplace such as task, role and interpersonal
demands (Moorhead & Griffen 1989) may impact on job satisfaction. Job demands, such
as lack of job security, work overload and demands resulting from either role ambiguity
or conflict, may impact on employees’ performance, attitudes and behaviour, and lead 
to withdrawal. This in turn may negatively affect the job satisfaction, morale and
commitment of stressed employees. 

When the workload of educators is discussed, reference is often made to ‘favourable
working hours’, as well as the benefit of school holidays. However, as letters from
educators to the media reveal (Cape Times 07/09/04; Star 17/09/04), in addition to
tutoring educators have to be available after hours and over weekends for extramural
activities such as sport, parents’ evenings, school functions and training sessions, and
spend time at home on preparation, marking and paperwork. 

There are a number of factors that are associated with job satisfaction in an educator’s
work. In the case of older educators, the opportunity to work with younger colleagues
and contribute to their development enhances job satisfaction. Other indicators of job

2
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satisfaction in general include passion for a particular subject area, autonomy and self-
development, as well as collegiality (Brunetti 2001; Scott, Stone & Dinham 2001). 

In the Eastern Cape, secondary school teachers cited the following factors as contributing
to job satisfaction: working with co-operative, motivated and confident pupils; benefits
such as holidays; and collaboration, respect and support from learners, parents and
colleagues (Mwamwenda 1995). Du Toit (1994) found that, among black female teachers,
relationships with learners and colleagues and matters relating to tutoring contribute to
job satisfaction. Schulze and Steyn (2003) found that male and female teachers were
motivated by the same factors, although there appear to be differences in motivation 
on the basis of age and years of work experience.

External factors, such as the socio-economic and political environment, impact on the
educator profession and conditions in the classroom (Billingsley 1993; MacDonald 1999;
Scott et al. 2001). These factors can also affect the level of job satisfaction among
teachers. Studies on job satisfaction and attrition have found that the demands of the
education system and society, among other factors, have led to reduced levels of
satisfaction amongst educators (Benham Tye & O’Brien 2002; Billingsley, 1993; Brownell,
Smith, McNellis & Miller 1997; MacDonald 1999; Scott et al. 2001). Some South African
studies (Mwamwenda 1995; Steyn & Van Wyk 1999) have cited poor working conditions –
for example, heavy workload, dilapidated facilities, inadequate supply of resources and
lack of job security – as other influences on job satisfaction levels. Moreover, socio-
economic factors can impact greatly on the attention, ability and discipline of students.

Low levels of job satisfaction contribute to attrition. In his book on the causes and
consequences of employee turnover, Mobley (1982) established that components of job
satisfaction – such as satisfaction with workload, pay, promotion, colleagues, supervisor
and working conditions – correlated moderately with turnover. Mor Barak, Nissly and
Levin (2001) found a lack of organisational and professional commitment, burnout, and
job dissatisfaction to be good predictors of the intention to leave, whilst the strongest
predictors of actual turnover were intention to leave, the availability of employment
alternatives, job satisfaction and burnout.

In a study of 80 teachers attending a master’s class at the University of Durban Westville,
Ramrathan (2002) identified professional stress, the restructuring of education in South
Africa, and an increase in workload as reasons that appear to have spurred some
educators to leave the profession.

1.1.3 Morale and attrition

The literature shows that a relationship exists between morale and attrition. Lawless
(1979) indicates that the internal cohesiveness that is present in a group of workers with
high morale increases job satisfaction and reduces absenteeism and turnover, while low
morale impacts on employee performance, thus contributing to attrition. Attrition itself
may be responsible for lowering the morale of employees who remain in an organisation.
Low morale may be a result of the effects of attrition – such as the disruption of
performance and social and communication patterns – and may lead to more attrition.

3
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Morale is a vague concept and the term itself is often used without being properly
defined. It is usually associated with job satisfaction or the lack of it. Webster2 defines
morale as the ‘mental and emotional attitudes of an individual to the function or tasks
expected of him’, as well as ‘a sense of common purpose with respect to a group’.
Lawless states that the high-morale group is held together by internal cohesiveness:
‘Goodwill, cohesiveness and adaptability to its changes are marks of morale’ (1979: 305).
Being part of such a group provides the individual with a wide range of support as well
as some sense of consolation or protection against frustration or harsh conditions in the
workplace. In a study on educator morale, good collegial relationships (64% of the
sample) and good relationships with senior management (64% of the sample) were seen
as sources of high to very high morale by a representative sample of members of the
National Professional Teachers’ Organisation of South Africa (Naptosa) (Hayward 2002). 

The level of morale impacts on other functions in the organisation. For example, in his
research on human competence, Hall found that the symptoms of poor morale often
affect productivity and efficiency in organisations: ‘Absenteeism, labor grievances, waste,
pilferage, and poor quality – all signs of unrest and low morale – certainly affect how
well people do what needs to be done’ (1988: 201). In turn, lower job performance can
contribute to attrition. Wright and Cropanzano examined the relationship of emotional
exhaustion to job performance and voluntary turnover. They established a positive
relationship between emotional exhaustion and subsequent voluntary turnover and 
found that, ‘Emotionally exhausted employees exhibit diminished job performance and
eventually quit their job’ (1998: 492). 

Finally, existing research reveals that a decline in employee morale because of the effects
of attrition on the attitudes and behaviour of remaining staff may result in additional
turnover (Mobley 1982). Turnover itself may stimulate more turnover because of the
‘enduring effects of social networks and negative effects on the workers who remain’
(Moore & Burke 2002: 75), as well as by making employees aware of possible job
opportunities elsewhere (Staw 1980, cited in Mobley 1982).

1.1.4 HIV/AIDS and attrition

Besides the usual attrition that occurs in any organisation, HIV/AIDS might lead to
additional attrition among educators because morbidity and mortality contribute to
stressful working conditions. This in turn creates more workplace stress if the workload 
is intensified as a result. Because of matches between the profiles of people living with
HIV/AIDS (PLWA) and those of South African educators – both being mostly African,
female and of younger age (an average age of 32) – South African educators are seen as
a high-risk group3 in terms of HIV/AIDS (Vass 2003). In other words, because of the high
concentration of Africans, women, and younger people in education, the occupation
might be more affected by HIV/AIDS than other occupations.

Stressful working conditions might also contribute to attrition. For instance, in a study on
the impact of HIV/AIDS on the health sector, 16.2% of nurses indicated that they would

4
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2 Merriam-Webster Online Dictionary available at http://www.m-w.com.
3 Assuming that the prevalence of HIV/AIDS among teachers – given their demographic profile – is no different from
that of the general population.
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consider alternative employment and 7.7% another profession if the risk of HIV were to
increase in their work environment (Shisana et al. 2003).

1.2 Objective of the study

The objective of the study is to determine the impact of job satisfaction, morale, workload
and HIV/AIDS on SA educators who are thinking about leaving their profession.

This objective will be carried out by: 1) exploring the characteristics of those educators
who consider leaving education; and 2) comparing the perceptions about the workplace
of teachers who consider leaving the profession to those of educators who do not want
to leave, with respect to job satisfaction, morale, workload, and HIV/AIDS.

1.3 Methodology

A number of research methods were employed in the study.4 A questionnaire containing
questions relating to the factors that determine the demand for and supply of South
African educators in public schools was developed, using information obtained from 
the literature, educator focus groups, and interviews with experts. The questionnaire
consisted of a number of sections relating to the work environment and lifestyle of
educators.

The questionnaire was tested and shortened through a pilot study that was conducted
among 438 educators in 33 schools located in the North West and Western Cape
provinces. The questionnaire was combined with HIV testing, and three modes of
questionnaire administration and three methods of collecting biological specimens were
tested.

A national survey of public schools was conducted early in 2004 among 24 200 
educating staff employed at 1 766 public schools in the nine provinces of South Africa.
The Department of Education’s School Register of Needs and the database of the
government’s Personnel Salary System (PERSAL) were available for the sample frame.
Professional nurses collected information and saliva or blood specimens from educators
and school principals during face-to-face interviews at public schools. 

Ethical approval for the study was obtained from the Ethics Committee of the Human
Sciences Research Council (HSRC). All interviews were confidential and non-compulsory
and respondents had to give their informed written consent before being interviewed, as
well as before providing a specimen for HIV testing. Results of HIV tests were linked to
the questionnaire data of each respondent. 

Quality control was conducted by provincial co-ordinators and fieldwork team supervisors
in the field, as well as by a team of editors, once completed questionnaires had been
returned to the HSRC. Completed questionnaires were coded and the collected data

5

Introduction

4 A comprehensive overview of the methodology appears in Section Two of the report on: ‘The Health of our
Educators: A focus on HIV/AIDS in South African public schools’.
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captured by a professional data-capturing company. After the data capturing was
completed, programmes were run to validate the reliability of the data and to check for
data-capturing mistakes.

The data were analysed with the aid of statistical packages, such as the Statistical Package
for Social Scientists (SPSS) and the Statistical Analysis System (SAS). Exploratory analysis
of the data was done before the weighted data were analysed using STATA. Prior to data
analysis, weighting procedures were applied to the data to take into account the realised
samples and non-responses. 

1.4 Presentation of results

Section 2 of this report reviews factors that might encourage educators to leave – what
we term ‘pull’ factors. These generally refer to teachers’ perception of alternative options
and careers, which might be more fulfilling or better paid.

Section 3 reviews factors that might ‘push’ educators to leave. These include
remuneration, workload stress and a range of other factors that influence job satisfaction
and morale, by looking at the outcome of a factor analysis that was performed on a 
16-item job satisfaction scale and a six-item item job stress scale.

Section 4 focuses on the connection between attrition and HIV/AIDS. In this section, 
we aim to determine the impact of HIV/AIDS on attrition and the impact of HIV/AIDS 
on educator morale. 

Sections 5 and 6 contain a summary and discussion of the findings as well as final
conclusions and recommendations.

6
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Respondents were asked if they had ever considered leaving their profession. More than
half of the sample indicated they had thought about leaving, with 29% of the sample
indicating that they thought about leaving very often, and 25% indicating that they
thought about it from time to time. Forty-four per cent of the sample stated that they 
did not want to leave.

There are many factors within the work environment that can encourage teachers to 
leave or stay. There is some evidence to show that external factors may impact greatly on
educators’ perception of their work environments. Some educators are deeply committed
to their profession and it would be difficult to draw them away. Others may be attracted
by other options, insofar as they are available. This section explores the extent to which
alternative opportunities may affect educators’ intentions to leave.

The literature shows that the decision to leave one’s job is preceded by a complex
psychological process during which employees evaluate their current situation and their
chances of finding alternative employment. Turnover is affected by a mixture of push and
pull factors, although the availability and the quality of other job opportunities also play
an important role.

The majority of educators who thought about leaving their current positions indicated that
they would be attracted by job opportunities not necessarily related to teaching. Table 2.1
shows that more than half of them (52%) would favourably consider any job opportunity
that involved a higher pay package, while a quarter stated that they would be attracted
by other career possibilities. 

In an effort to determine the impact of job availability in South Africa on educator
attrition, potential leavers were asked if they felt they were prevented from leaving
education because of limited job opportunities outside of education. The majority (85%)
agreed that the lack of job opportunities elsewhere prohibited them from leaving the
classroom. The cost of quitting may be too high, therefore, for these educators to leave.
However, 12% of the potential leavers felt that they were not prevented from leaving their

7

2. Factors that attract
educators away from
education 

Table 2.1: Factors that attract educators to alternative employment options

Factors Percentage

Teach outside SA 4.1

Teach at private institution 3.9

Change to another career 24.6

Go back to university/college and study something different 4.4

Better salary 52.3

Other 9.2

Unknown 1.5

Total 100.0
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profession because of limited job opportunities elsewhere. This group of educators would
be most likely to continue to think about leaving and engage in searches for new job
opportunities. 

It is probable that teachers in urban areas might have greater access to alternative work
opportunities. Educators living in metropolitan areas are usually exposed to a variety of
career opportunities and lifestyles, which could raise their aspirations in terms of careers
and economic well-being, and encourage them to consider alternative options in terms of
profession. Indeed, it was found that the proportion of educators who considered leaving
their profession was higher in the Western Cape (73%) and Gauteng (68%) than in the
other seven provinces (see Table 2.2). The proportion of educators who were dissatisfied
with their salaries and considered leaving was greater in the Western Cape (75%) and
Gauteng (70%) than in the Eastern Cape (43%) and Limpopo (50%) (see Table 3.2). 

This finding is confirmed by Table 2.3, which shows that more teachers in urban areas
(66%) wanted to leave their profession than those in rural schools (46%). As was stated
earlier, life in urban areas usually exposes people to other careers, jobs with higher
status, and better financial prospects, which could increase their aspirations to obtain
enhanced social and economic gains. These aspirations could pull educators teaching 
in urban areas out of education. On the other hand, the lack of mobility and limited
exposure to alternative opportunities in rural areas could limit thoughts of leaving their
profession for educators in rural areas. 

8
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Table 2.2: Profile of SA educators who considered leaving, by province

Province Total N1 Consider leaving education

Percentage2 95% CI

Total 20 6263 54.0 (53.1, 55.5)

Province

Western Cape (WC) 2 4163 72.9 (70.2, 75.5)

Eastern Cape (EC) 2 544 43.9 (40.4, 47.6)

Northern Cape (NC) 1 119 64.5 (60.9, 68.0)

Free State (FS) 1 352 60.1 (56.1, 63.9)

KwaZulu-Natal (KZN) 4 263 51.1 (48.9, 53.4)

North West (NW) 1 839 52.4 (49.2, 55.7)

Gauteng (GT) 3 317 68.0 (65.1, 70.7)

Mpumalanga (MP) 1 496 55.1 (50.5, 59.6)

Limpopo (LP) 2 280 47.4 (44.1, 50.7)

Notes: 
1 Observed frequencies
2 Reflects percentages based on weighted frequencies
3 Totals will not necessarily add to 20 626 owing to missing values
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Substantial differences were also found in terms of sex, race, and level of qualification
among educators who thought about leaving their profession. According to Table 2.4,
more males considered leaving than females (61% as opposed to 51%). A possible
explanation for this could be that more men (37%) than women (28%) regretted their
initial career choice to become a teacher. Male educators could also view the education
profession as a stepping stone in their career advancement, which could make them less
tolerant of conditions of service that they regard as poor. For instance, of educators who
were dissatisfied with their salaries more males (62%), than females (51%) considered
leaving; while of educators who experienced a lack of career development opportunities
in the profession, more males (82%) than females (72%) thought about leaving. 

Table 2.4 also shows that a higher percentage of white, coloured and Indian/Asian
teachers than African teachers thought about leaving their profession. Other studies have
shown that white, coloured and Indian professionals have greater success in the South
African labour market (for example, see Moleke 2005). It is quite possible that this factor
explains, at least partly, the high variation in responses by race.

Finally, it was found that teachers who had obtained qualifications at a higher level (at
least at the level of higher diploma or first degree) were more likely to consider leaving
their jobs (see Table 2.4). The labour market value attached to higher skills could pull
educators with more advanced skills out of education, especially those who are teaching

9
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Table 2.3: Profile of SA educators who considered leaving, by type of institution, location of
school and position

Total N Consider leaving education

% 95% CI

Total 20 626 54.0 (53.1, 55.5)

Type of institution

Primary school 11 463 51.3 (49.7, 52.9)

Secondary/high school 7 275 59.2 (57.2, 61.2)

Combined/intermediate 1 719 51.6 (47.5, 55.6)

Location of school

Rural 10 497 45.45 (43.9, 47.1)

Urban 10 027 65.9 (64.3, 67.5

Position

Teacher 15 363 54.0 (52.7, 55.3)

Senior teacher 2 200 60.4 (57.8, 62.9)

Education specialist 636 60.0 (55.6, 64.3)

Deputy principal/Principal 1 989 50.6 (47.8, 53.4)
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in areas of high economic activity, for example metropolitan areas where more alternative
employment opportunities could be available. 

Increases in HIV/AIDS-related morbidity and mortality could also pull highly skilled
educators from the educator profession, especially since their mix of skills can be applied
in areas outside education.

A lack of career development opportunities could push more highly qualified educators
out of education. A higher percentage of educators who had obtained at least a higher
diploma or first degree and who were unhappy about the lack of career development
opportunities in education (80%) than educators with less skills (diploma, 70%; Grade 12
and lower, 65%) considered leaving their profession.

Table 2.5 shows that educators with between 5 and 26 years of teaching experience were
more likely to consider other job opportunities. Most of these educators would typically
be between 29 and 56 years of age. Their labour market value could be higher due to 
the teaching and managerial experience that they have acquired in the practising of their
profession. This could pull them from education.

10
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Table 2.4: Profile of SA educators who considered leaving, by sex, race and highest qualification

Total N Consider leaving education

% 95% CI 

Total 20 626 54.0 (53.1, 55.5)

Sex

Male 6 580 60.7 (59.1, 62.2)

Female 14 018 51.3 (49.9, 52.6)

Race

African 14 439 49.7 (48.3, 51.1)

White 2 778 70.2 (67.2, 73.0)

Coloured 2 705 70.6 (67.8, 73.4)

Indian/ Asian 623 69.5 (65.7, 73.1)

Highest qualification

Higher diploma/first degree & higher 10 355 61.6 (60.2, 63.0)

Diploma/occupational certificate 8 457 48.9 (47.4, 50.4)

Grade 12 & lower 927 38.7 (35.0, 42.7)

Grade 8–11 & teacher’s qualification 822 36.1 (32.2, 40.3)
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Results from the study also revealed higher HIV prevalence among educators with
between 5 and 26 years teaching experience than among educators with less or more
experience. The impact of considered attrition and HIV/AIDS among educators with
between 5 and 26 years teaching experience could push more educators out of
education, due to a lack of educators with experience who can take the lead in the
profession.

Educators with less or more experience were less likely to leave, which could have 
been, in the case of the younger educators, because of the initial work-related enthusiasm
that is usually found among new entries. Also, educators who had taught for longer than
25 years might have been too near retirement to consider a career change. 

Wrong career choices can motivate educators to explore other job opportunities. For 69%
of educators, teaching was their first career choice and remained their career choice after
three years in the profession.

A significantly smaller percentage of teachers who considered leaving (potential leavers)
than those who did not consider leaving (non-potential leavers) indicated that teaching
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Factors that attract educators away from education

Table 2.5: Profile of SA educators who considered leaving, by age and years of teaching
experience

Total N Consider leaving education

% 95% CI

Total 20 626 54.0 (53.1, 55.5)

Age

22 & younger 107 56.1 (44.4, 67.2)

23–30 1 945 56.3 (53.4, 59.2)

31–40 9 133 59.2 (57.8, 60.6)

41–50 6 926 52.2 (50.6, 53.9)

51–60 2 348 40.6 (38.0, 43.3)

61–65 136 24.3 (16.7, 34.1)

Older than 65 6 33.7 (5.4, 82.0)

Years of teaching experience 

5 or less 2 823 44.9 (42.5, 47.2)

6–10 4 405 59.0 (56.9, 61.0)

11–20 7 898 60.1 (58.5, 61.7)

21–25 2 562 51.2 (48.7, 53.7)

More than 25 2 745 43.0 (40.5, 45.6)
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was their first career choice: 60% (95% CI: 58.2, 60.8) as opposed to 81% (95% CI: 79.8,
81.8). Also, a larger proportion of the potential leavers – 38%, (95% CI:36.6, 39.0) – than
non-potential leavers – 20%, (95% CI:18.6, 20.8) stated that they had changed their minds
about teaching after three years in the classroom. Of the 60% of potential leavers for
whom teaching was initially the best career option, 20% changed their opinions after
three years in education.
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Inadequate remuneration (40%) and heavy workload (24%) seemed to be the most likely
reasons for educators to depart from education, while 12% of the sample of teachers
mentioned their inability to cope with outcomes-based education (OBE). It is worth
noting that only a few educators indicated that the impact of HIV/AIDS on education 
was the main reason why they would consider leaving their profession.

3.1 Remuneration

There is a high level of dissatisfaction among educators regarding the size of their
remuneration packages, with about three-quarters of educators stating that they earned 
an inadequate salary. This is particularly the case for male teachers: Table 3.1 shows that
62.3% of male teachers who believed their salary to be inadequate were thinking about
leaving. 

Table 3.2 shows that there is considerable variation by province in the proportion 
of educators who thought about leaving, due to inadequate salaries. A much larger
proportion of Western Cape- and Gauteng-based educators than those based in other
provinces, felt their salaries were inadequate and thought about leaving the profession.
This might be connected to the perception of alternative opportunities.

13

3. Factors in the work
environment that encourage
educators to leave

Table 3.1: Educators who believe their salary is inadequate 

Consider leaving Earn an inadequate salary

Male (%) Female (%)

Yes 62.3 51.4

No 37.7 48.5

Unknown 0.1 0.1

Total 100.0 100.0

Table 3.2: Educators who believe their salary is inadequate, by province

Consider Earn an inadequate salary

leaving WC GT EC NC FS KZN NW MP LP

(%) (%) (%) (%) (%) (%) (%) (%) (%)

Yes 75.0 70.1 43.3 65.5 62.4 52.0 55.1 55.9 49.6

No 25.0 29.9 56.6 33.9 37.4 47.9 44.8 44.1 50.3

Unknown 0.0 0.0 0.5 0.2 0.1 0.1 0.0

Total 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0

Note: ‘Yes’ refers to those potentially leaving; ‘no’ refers to those who do not plan to leave
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3.2 Workload stress

The following section deals with workload and its relationship to attrition. In this section
we report on the percentage of educators who have experienced an increase in workload
in the last three years, and provide reasons for this increased workload. 

Respondents were asked to comment on workload changes in the past three years, as
well as possible reasons for the heavier workloads. Results from the survey showed that
70% of respondents had experienced an increase in workload over the past three years.
Only 19% of educators reported that their workload had remained more or less stable. 
In addition, most educators had experienced job overload, as 60 per cent of educators
claimed that their workloads were too high. 

Questions on class size and/or the number of hours spent on teaching per week provided
more insight into the relationship between workload and attrition. Educators’ responses
on the average number of learners in their classes, as well as the total number of hours
they spent on teaching per week, were analysed. For the year 2003, most educators in
the survey (62%) reported more than 40 learners per class, while the average class for
23% of educators consisted of 30–41 learners. Thirty-seven per cent of educators’ classes
had grown in size since 2001, although 32% indicated smaller classes in 2003 than in
2001. The class size of the majority of educators had not increased since 2001.

Most educators (54%) indicated a working week (teaching hours during and after formal
school) of between 30 and 41 hours and 12% spent more than 41 hours on teaching 
per week. This working week excluded time spent on other activities such as school
functions and recreation. The number of hours that the majority of teachers (86%) spent
on teaching had not changed since 2001. No meaningful differences in terms of working
week could be found between educators who considered leaving and those who did not
want to leave.

While class size and working hours had not increased over the past three years,
respondents indicated increased workloads. Although these results seem to contradict
each other, working hours were limited to the hours that educators spent teaching per
week, while the questions on workload referred to their total workload. Also, class size
and working hours are quantitative interpretations of workload. Other facets of teaching
– such as the challenges of implementing new curricula and systems, which are more
related to a qualitative interpretation of the concept ‘workload’ – played a role in
educators’ evaluation of changes in their workload.

In an effort to determine the relationship between workload and thoughts of leaving 
the profession, the responses of educators who thought about leaving their profession
were compared with those of educators who wanted to remain in education. Table 3.3
shows that a significantly higher proportion of those who considered leaving (76%)
reported increases in workload than did those who did not consider leaving (63%). Also,
significantly more educators who considered leaving (69% [95% CI: 67.3, 69.7]) than those
that did not consider leaving (52% [95% CI: 50.0, 52.9]) perceived their workloads to be
too heavy.

There is a regional bias to these figures. It is important to recall earlier findings that a
larger proportion of educators in the Western Cape and Gauteng wanted to leave.
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Challenging working conditions, such as heavy workload, could play a part in pushing
educators from these provinces out of education. Of the educators who indicated that
their workload was too high, more from the Western Cape (79%) and Gauteng (74%) than
from provinces such as the Eastern Cape (49%) and Limpopo (55%) indicated that they
thought about leaving education. Also, more educators from the Western Cape (77%) and
Gauteng (74%) than from KwaZulu-Natal (56%) and the Eastern Cape (46%), who felt that
they had to perform tasks not in their job descriptions, had intentions to leave.

Only educators who indicated that they had encountered increases in workload had to
explain why their workload had increased. Increases in the number of learners per class
(74%), the lack of parental involvement in aspects of their children’s education (75%) and
teacher shortages (68%) were reported as being responsible for heavier workload among
educators in general. Interestingly, the results show that only 16% of educators related
higher workload to absenteeism among colleagues.

Table 3.4 compares the reasons for an increase in workload among educators who
considered leaving (potential leavers) and those who wanted to remain in their profession
(non-potential leavers). There is clearly concern among all teachers about increasing
workload being caused by all the factors outlined in Table 3.4, except for absenteeism.
Those who were thinking of leaving were more affected by the lack of involvement by
parents, a shortage of educators and weak discipline. 

3.3 Other factors contributing to job satisfaction

This section considers other factors contributing to job satisfaction in education. Survey
results are reported according to the factor structure developed for the job satisfaction
and job stress scales. The outcome is discussed by first looking at the factor analysis,
before the outcome on the items contained in every factor is explained.
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Factors that encourage teachers to leave

Table 3.3: Changes to workload in past three years

Workload Consider leaving Do not consider leaving

% 95% CI % 95% CI

Increased 75.7 (74.6, 76.9) 62.6 (61.2, 63.9)

Remained more or less same 15.8 (14.8, 16.8) 23.5 (22.3, 24.7)

Decreased 5.9 (5.4, 6.6) 9.0 (8.2, 9.8)

Don’t know 0.4 (0.3, 0.6) 0.8 (0.6, 1.0)

Not applicable (occupied 
position less than 3 years) 1.5 (1.2, 1.8) 2.4 (2.0, 2.9)

Unknown 0.6 (0.5, 0.8) 1.8 (1.5, 2.2)

Total 100.0 100.0
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A 16-item job satisfaction scale and a 6-item job stress scale were developed to determine
job satisfaction among educators (see report on The Health of our Educators: A focus on
HIV/AIDS in South African public schools, Section Eight, Appendices, Appendix 1:
Development of scales and indices). Respondents had to indicate whether they agreed
with, were unsure about, or disagreed with each item. The items covered work-related
factors such as career advancement and recognition, peer support, working conditions
and low socio-economic status. 

Table 3.5 reflects the six factors that account for 61% or more of the total variance on
responses to job satisfaction. The table shows that the highest means were calculated for
factor 5 (community enhancement) and factor 2 (peer support). Respondents seemed to
be satisfied with the opportunities that teaching provides for community development
and, in general, were also satisfied with the friendship and support that they received
from other educators and their shared dedication to teaching. 
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Table 3.4: Reasons for increased workload over the past three years

Consider leaving? Agree

(yes/no) % 95% CI 

An increase in the number of learners/students per class 

Yes 72.4 (70.8, 74.0)

No 75.6 (74.1, 77.1)

Learners’ limited understanding of the language used to teach

Yes 59.1 (57.4, 60.8)

No 55.3 (53.6, 57.1)

Lack of involvement of parents in their children’s education

Yes 78.1 (76.8, 79.3)

No 70.7 (69.2, 72.2)

Shortage of educators

Yes 71.6 (69.9, 73.2)

No 63.5 (61.8, 65.3)

Absenteeism among colleagues 

Yes 24.3 (22.7, 25.9)

No 19.6 (18.3, 21.0)

Lack of discipline among learners 
(for example, it takes longer to get learners to pay attention)

Yes 67.6 (65.9, 69.1)

No 49.9 (48.2, 51.7)

Note: ‘Yes’ refers to potential leavers; ‘No’ refers to teachers planning to stay
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Table 3.5 also shows that potential leavers experienced lower levels of job satisfaction
than non-potential leavers – overall their means on all factors relating to job satisfaction
were lower than those for the latter group. They were, in comparison to the non-potential
leavers, particularly unhappy with teaching in terms of career advancement and teaching
structure, as well as learner discipline and respect. The biggest differences between the
means of the two groups were found in career advancement (Difference [D] = 0.44),
teaching structure (D = 0.41) and discipline and respect (D = 0.29). Poor teaching
structure (1.95), lack of job security (2.02), and lack of opportunities concerning career
advancement and recognition (2.20) attribute the most to teachers’ considering leaving 
the profession.
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Factors that encourage teachers to leave

Table 3.5: Contributors to job satisfaction or dissatisfaction1

Factors and items Consider leaving Do not consider Total

education leaving

M (item) M (item) M (item)

1. Career advancement and recognition 
(Teaching provides possibilities for promotion; 
teaching provides ample career development 
opportunities; I have the opportunity to 
participate in decision-making in my 
institution’s policies; I receive recognition 
for my work as an educator) 2.20 2.64 2.39

2. Peer support (I get along well with my 
colleagues; my colleagues and I support 
each other; my colleagues and I are united 
in our dedication to teaching) 2.79 2.91 2.84

3. Teaching structure (working hours/
load/policies) (my workload is not 
too heavy) 1.95 2.36 2.13

4. Discipline and respect (My learners 
respect me as a educator; most of my 
learners are well disciplined) 2.49 2.78 2.61

5. Community enhancement 
(Teaching provides me with opportunities 
to assist in shaping the future of young 
people; teaching provides me with 
opportunities to empower people with 
meaningful knowledge and information) 2.91 2.96 2.93

6. Job security (Teaching provides me 
with job security; I am afraid that I will 
be forced to take up a teaching position 
in an area/school/college where I do 
not want to teach) 2.02 2.25 2.12

Note: 
1 Total item means range from 1 (low job satisfaction) to 3 (high job satisfaction).
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Responses to the items relating to job satisfaction showed that most educators (60%) 
were satisfied with the opportunities that their jobs allow for developing and empowering
young people. They are generally also satisfied with the level of autonomy – in terms of
participating in decision-making on school policies – that they experience (79%); have
good (93%) and supportive (90%) relationships with their colleagues; and are united in
their dedication to their profession (85%). On the whole, respondents were also satisfied
with learner discipline (69% of respondents) and the respect (87% of respondents) that
learners show in the classroom. With respect to their working conditions, they were
content with their working hours (78%), despite the time spent over weekends and 
after hours on extra-curricular activities. However, 61% were of the opinion that their
workloads were too heavy, and 24% of educators were dissatisfied with the level of job
security in education. 

Table 3.6 compares the job satisfaction of potential leavers to those that plan to stay.
Potential leavers need more possibilities for promotion and career development, as well
as more recognition in education. In comparison with non-potential leavers, significantly
fewer educators who considered leaving were of the opinion that ample career
advancement opportunities exist in education (in terms of promotion and development)
and that educators receive sufficient recognition for the work that they are doing. In
addition, potential leavers were not satisfied with the policies that affect their jobs. 
Only one-third of the potential-leaver group expressed their satisfaction with workplace
policies while 63% of educators who do not want to leave expressed satisfaction with
workplace policies.

Table 3.6 also reveals items on which educators from both groups – the potential leavers
and the non-potential leavers – expressed similar views, although the items were less
pronounced among those who considered leaving. For instance, fewer potential leavers
(79%) than non-potential leavers (91%) supported the idea that educators were united in
their dedication to teaching. Significantly fewer of the potential leavers felt that learners
behaved well. Only 24% of potential leavers – as opposed to 42% of non-potential leavers
– supported the idea that educator workloads were not too heavy, and only 53% of the
former group were satisfied with the job security that their profession offered, in
comparison to 72% of the latter group.

Finally, considerably more potential leavers (58%) than non-potential leavers (50%) feared
that they would not be employed in an area or at a school of their choice. 

Table 3.7 illustrates the three factors that account for 67% or more of the total variance on
responses to job stress. The table shows that the highest means were calculated for factor
3 (low socio-economic status) and factor 1 (problems with teaching methods and
administration). 

Low socio-economic status (2.73) caused the most stress for all educators, irrespective 
of whether they were considering leaving or not. The means of factors that relate to
problems with teaching methods and administration (D = 0.35) and problems with the
educational system (D = 0.34) differed most between the two groups.

Adapting to new work methods differs greatly by race. Negative attitudes towards the
education department, difficulty in adapting to new curricula, and pass requirements and
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Factors that encourage teachers to leave

Table 3.6: Significant contributors to job dissatisfaction

Consider leaving Agree

education (yes/no) % 95% CI 

Teaching provides possibilities for promotion

Yes 38.6 (37.4, 39.9)

No 62.2 (60.8, 63.5)

Teaching provides ample career development opportunities 

Yes 48.0 (46.6, 49.4)

No 74.5 (73.3, 75.7)

I have the opportunity to participate in decision-making on my institution’s policies

Yes 73.3 (72.1, 74.5)

No 85.3 (84.3, 86.2)

My workload is not too high

Yes 24.4 (23.4, 25.5)

No 41.8 (40.4, 43.1)

I am satisfied with the content of the policies that affect my job

Yes 32.8 (31.6, 33.9)

No 62.7 (61.4, 64.0)

My colleagues and I are united in our dedication towards teaching

Yes 79.1 (77.9, 80.3)

No 91.9 (91.1, 92.6)

Teaching provides me with job security 

Yes 53.3 (52.0, 54.6)

No 71.9 (70.6, 73.1)

Teaching offers reasonable working hours (despite extra-curricular activities)

Yes 70.9 (69.5, 72.1)

No 85.5 (84.5, 86.3)

Most of my learners/students are well disciplined

Yes 60.2 (58.7, 61.6)

No 80.0 (79.0, 81.1)

I receive recognition for my work as an educator

Yes 57.1 (55.7, 58.6)

No 86.4 (85.5, 87.3)

Note: ‘Yes’ refers to potential leavers; ‘No’ refers to those who plan to stay
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reporting systems, could be partly responsible for the fact that more white, coloured and
Asian educators thought about leaving (as shown in Table 2.4 earlier). Three-quarters 
of white, coloured and Indian/Asian teachers compared to only 56% of Africans who
indicated that they were stressed because of the implementation of new systems and
curricula in education, considered leaving their profession. Also, 78% of non-African
teachers in comparison to only 62% of Africans who experienced negative attitudes
towards the education department, considered leaving.

In contrast, significant differences were found between the perceptions of the two 
groups on items that contribute to job stress in the classroom. According to Table 3.8,
considerably more of the educators who were thinking about leaving recounted that they
experienced negative attitudes towards the education department and reported stress due
to transformation in education. For example, more than half of the potential leavers were
unhappy with the education department as compared to less than a third of the non-
potential leavers. In addition, significantly more of those who were considering leaving
were stressed because they had to perform tasks that they felt were not part of their job
description.

Collegial cohesiveness can be an important contributor to morale and thoughts of leaving
or staying in the education profession. 
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Table 3.7: Contributors to job stress1

Factors and items Consider leaving Do not consider Total

education leaving

M (item) M (item) M (item)

1. Problems with teaching methods and
administration (I experience stress arising 
from the implementation of new curricula, 
pass requirements and reporting systems; 
I experience stress with the preparation/
assessment involved in applying the 
outcomes-based education (OBE) approach) 2.63 2.28 2.48

2. Problems with educational system 
(Performing tasks not in my job description; 
I experience negative attitudes towards 
the education department) 2.26 1.92 2.11

3. Low socio-economic status 
(I earn an inadequate salary; The teaching 
profession needs more status and respect 
from the community) 2.74 2.72 2.73

Note: 
1 Total item means range from 1 (low job stress) to 3 (high job stress)
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Results from the survey revealed that 47% of educators could not form an impression of
the exact level of morale that existed at work. High levels of morale were indicated by
38% of educators, while 15% of the sample indicated the opposite at the schools where
they taught.

Table 3.9 shows that educators who thought about leaving were more pessimistic about
the level of morale at the schools where they taught than those who did not want to
leave. A significantly smaller proportion of potential leavers (28%) than non-potential
leavers (49%) thought that a high level of morale existed at work, while low morale was
reported by more of the first than the second group. 

Absenteeism in education may relate to difficult conditions at work. A relationship was
found between level of morale and longer periods of absence from work. Significantly
more educators that reported low levels of morale (13% [95% CI: 11.4, 14.6]) than those
indicating high levels of morale (6% [95% CI: 4.9, 6.3]) were absent for between 10 and
20 days in total, during 2002. A similar situation existed in 2003, during which 14% (95%
CI: 12.5, 15.6) of educators with impressions of low morale as opposed to 8% (95% CI:
6.8, 8.4) of those with impressions of high morale were absent for between 10 and 20
days, in total. 
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Factors that encourage teachers to leave

Table 3.8: Significant factors contributing to job stress

Consider leaving education Agree

(yes/no) % 95% CI 

Performing tasks not in my job description

Yes 59.5 (58.3, 60.6)

No 50.7 (49.3, 52.1)

I experience negative attitudes towards the education department

Yes 54.2 (52.9, 55.5)

No 31.8 (30.5, 33.1)

I experience stress with the preparation/assessment involved 
in applying the OBE approach

Yes 78.4 (77.3, 79.4)

No 61.0 (59.7, 62.2)

I experience stress arising from the implementation of new curricula, 
pass requirements and reporting systems

Yes 78.4 (77.3, 79.4)

No 59.9 (58.5, 61.2)

Note: ‘Yes’ refers to potential leavers; ‘No’ refers to those who plan to stay
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A relationship between collegial cohesiveness, high morale, and low potential attrition
was also found. For example, of the educators that received collegial support and
expressed high levels of morale, significantly more (60% [95% CI: 58.2, 61.5]) stated that
they would prefer to remain in education than leave the profession (40% [95% CI: 38.5,
41.7]). A similar relationship between collegial cohesiveness, high morale, and low
potential attrition was found among respondents who indicated that they and their
colleagues were united in their dedication to teaching.
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Table 3.9: Impact of morale at work on consideration to leave

Level of morale Consider leaving education Do not consider leaving

% %

High morale 28.4 49.1

95% CI (27.0, 29.8) (47.5, 50.8)

Neither high nor low morale 15.8 17.4

95% CI (15.0, 16.7) (16.5, 18.4)

Low morale 21.2 7.6

95% CI (19.9, 22.6) (6.8, 8.4)

Morale varies from time to time 34.3 25.4

95% CI (33.2, 35.5) (24.2, 26.7)

Unknown 0.3 0.5

95% CI (0.2, 0.4) (0.3, 0.8)

Total 100.0 100.0
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The relationship between HIV/AIDS and attrition is discussed in this section. We first look
at educators who are affected by the disease either by being HIV-positive or by being
indirectly affected because of colleagues, learners and relatives living with HIV/AIDS.
Second, in this section we aim to determine the impact of HIV/AIDS on attrition. Finally,
the impact of HIV/AIDS on morale is discussed.

Of the sample tested, 12.7% were HIV-positive, while 30% indicated that the disease
affected them in the exercising of their profession. The educators that were affected 
by HIV/AIDS were determined through two to three qualifying questions about their
acquaintance with PLWA (colleagues, learners, and family members) to ensure that
responses on impact were based on experience and not hearsay. For instance, all
respondents were asked if they knew educators at the school where they taught, who
were living with HIV/AIDS or had died from HIV/AIDS-related illnesses in the previous
two years. Affected respondents comprised educators who agreed with at least one of 
the ways, mentioned in the questionnaire, in which HIV/AIDS could possibly impact 
on them. It was found that 7% of the sample was affected through HIV/AIDS among
colleagues; 20% through HIV/AIDS among learners; and 13% through ill relatives. 

Educators who were affected and/or infected were grouped together to determine the
correlation between HIV/AIDS and attrition. In total, 37% of the sample were living with
HIV/AIDS and/or affected by HIV/AIDS. Ten per cent of respondents were infected with
and affected by HIV/AIDS. 

Educators who considered leaving the profession were more affected by HIV/AIDS 
than those educators who do not consider leaving. Significantly more potential leavers
(40% [95% CI: 38.2, 41.5]) than non-potential leavers (33% [95% CI: 31.4, 34.3]) indicated
that HIV/AIDS among educators, learners and family members impacted on them in the
practice of their profession. 

Results showed that educators were emotionally affected by HIV/AIDS: 6% were
depressed because of colleagues who were living with or had died from HIV/AIDS; 
13% were emotionally affected through HIV-positive/affected learners; and 11%
experienced feelings of sadness and depression because of relatives who had passed
away or were living with HIV/AIDS. This may impact on educator morale, which, 
in turn, may lead to more educators leaving their profession. 

The relationship between HIV/AIDS and morale was determined by distinguishing
between educators who were affected by the disease and educators who were HIV-
positive (Table 4.1). Educators who were affected were less positive about the level of
morale at their schools than those not affected by the disease. A smaller proportion of
those affected (30%) than those not affected (41%) reported high levels of morale, while
more of the educators affected compared to those not affected, reported low morale. 

In contrast to the affected group, more educators (45%) who were living with HIV/AIDS
than not living with HIV/AIDS (37%) reported high levels of morale at work. 

Increased absenteeism may disrupt work activities and increase dissatisfaction among
educators. In general, 85% of educators were absent from work for a total of 10 days or
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4. HIV/AIDS and educators
who are considering leaving 

 

 

Fr
ee

 d
ow

nl
oa

d 
fr

om
 w

w
w

.h
sr

cp
re

ss
.a

c.
za

 



less in 2002, and 84% in 2003 (excluding maternity leave and school holidays). A further
8% (2002) and 10% (2003) of educators were absent for a total of between 10 and 20
days.

A relationship was found between HIV/AIDS and longer periods of absence from work.
More of the educators that were affected5 by HIV/AIDS (12% [95% CI: 10.9, 13.2])
compared to those not affected by HIV/AIDS (6% [95% CI: 5.8, 7.2]) reported absence
from work for a total of between 10 and 20 days in 2002. A similar situation was
established for 2003, with 14% (95% CI: 12.3, 14.9) of the affected versus 8% (95% CI: 
7.4, 8.9) of the non-affected absent from school for a total of between 10 and 20 days.

More educators that were HIV-positive were absent for a total of between 10 and 20 days
in 2003 (12% [95% CI: 10.7, 13.8]) than in 2002 (8% [95% CI: 6.6, 9.2]).
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Table 4.1: HIV/AIDS and morale

High Neither high Low Morale varies  Unknown Total

morale nor low morale from time

morale to time

% % % % % %

Affected 30.4 17.0 18.9 33.5 0.2 100

95% CI (28.7, 32.2) (15.9, 18.2) (17.4, 20.5) (32.1, 35.0) (0.1, 0.3)

Not affected 40.8 16.3 13.3 28.8 0.8 100

95% CI (39.3, 42.3) (15.5, 17.1) (12.3, 14.3) (27.8, 29.9) (0.6, 1.1)

PLWA 44.6 17.3 10.5 27.2 0.3 100

95% CI (42.0, 47.3) (15.6, 19.2) (9.1, 12.2) (25.0, 29.5) (0.2, 0.7)

Not living with 
HIV/AIDS 36.9 16.6 15.2 30.9 0.4 100

95% CI (35.5, 38.4) (15.8, 17.4) (14.1, 16.3) (30.0, 32.0) (0.3, 0.6)

5 Excluding educators who were both affected and living with HIV/AIDS.
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In this section we aim to identify the possible causes of educator attrition. Some of the
associated factors explored include work overload, low levels of job satisfaction and
morale, as well as the impact of HIV/AIDS, which contribute to educators’ desire to leave
the education profession. On the basis of a sample of 20 626 educators representative 
of public schools in the nine provinces of South Africa, the opinions of educators who
indicated that they often, or from time to time, considered leaving their profession were
analysed and compared to those of a group of educators who indicated that they did not
want to leave their profession.

Among educators who considered leaving, the main causes of dissatisfaction were
remuneration, challenging working conditions, poor relationships with the education
department, a lack of respect for the profession, and stress due to transformation in
education (such as the system of OBE and the implementation of new curricula). As 
such, these factors could be perceived as ‘pushing’ them out of education. Potential leavers
experienced increased workload as well as job overload and a lack of career advancement
in teaching, and reported the need for more possibilities for promotion, career development,
and recognition. In addition, the potential leavers were not satisfied with the policies that
affected their jobs and experienced negative attitudes towards the education department.
Potential leavers were also unhappy with the lack of job security and were worried that 
they would not be employed in an area or at a school of their choice. Salaries and the lack
of respect for the profession shown by the community also caused dissatisfaction. These
findings support results from previous studies (Mor Barak et al. 2001; Ramrathan 2002) in
which job dissatisfaction was linked to the intention to leave. 

A lack of interest in the educator profession could also contribute to potential leavers’
dissatisfaction at work, as most of them indicated that teaching was not their first career
choice. This is supported by Mor Barak et al. (2001) who found a lack of professional
commitment to be a good predictor of the intention to leave. 

Job frustrations were balanced by factors in the work environment that may prevent
educators from leaving their profession. Potential leavers were, for instance, satisfied 
with the possibilities that education allows them to develop and empower young people
with knowledge and information. This correlates with findings in the study by Naptosa
(Hayward 2002), in which more than three-quarters of educators were reported to regard
the importance of the education profession in improving the quality of life in South Africa
as a source of high morale in their work environment. Collegial relationships and the
support that respondents received from other staff members were also sources of
satisfaction at work. In fact, a relationship was found between these aspects – high
morale and low potential attrition. Finally, educators who considered leaving the
profession were also content with their working hours, despite the extra-curricular
activities in which they had to engage. 

HIV/AIDS contributes indirectly to attrition by impacting on the morale of the affected.
HIV/AIDS had an emotional impact on the educators in this study, and significantly 
fewer of the affected than the non-affected reported high levels of morale. Although few
educators would leave their jobs because of HIV/AIDS, it affected more of the potential
leavers than non-potential leavers. 
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A relationship between low morale and considered attrition was established. Similar to
findings in previous studies (Lawless 1979; Wright & Cropanzano 1998), this study found
that educators who considered leaving were more pessimistic than non-potential leavers
in their impressions of morale at school. Personal morale might even be lower, as was
found in the Naptosa study on morale (Hayward 2002) where educators’ perceptions of
morale amongst colleagues were 10% higher than their perceptions of their own levels 
of morale. 

A relationship between low morale and longer periods of absence from school was also
found, which supports Hall’s (1988) claim that the symptoms of poor morale impact on
productivity and efficiency in organisations. 

HIV-infected educators’ impressions of morale at work were higher than those not
infected. This could be because the outcome does not reflect their personal levels of
morale. It could also be that educators were aware of their HIV status and have re-
evaluated their work and working conditions accordingly. 

Although many of the educators considered leaving because of dissatisfaction at work,
there are other factors that could prevent them from leaving their jobs. Firstly, limited
local job alternatives and high unemployment (with the official unemployment rate at
28% according to Statistics South Africa 2004) could force them to re-evaluate their
existing jobs and reduce their thoughts about leaving. Secondly, education provides
educators with a regular income as well as other financial benefits, such as a retirement
fund (for permanent employees), medical fund (67%) and housing subsidy (27%). These
benefits may have a stronger effect on their decision to leave or remain in education than
the lack of job satisfaction that they experience, especially since many educators live in
poor socio-economic environments and are taking care of up to five children and/or
other dependants (70%) as well as relatives living with HIV/AIDS (9%). Thirdly, most
educators (68%) are female and family responsibilities, for example child-rearing, as well
as benefits such as school holidays may discourage them from leaving their current jobs.
Finally, educators living in rural areas (41%) may not be aware of alternative employment
opportunities because of poorly equipped workplaces (for example, lack of telephones,
faxes, computers), a lack of external contact, as well as a lack of knowledge on how to
find information on alternative employment. 

Nevertheless, more than half of South African educators in the study stated that they had
the intention of leaving education voluntarily because of a lack of job satisfaction. It is
worth noting that dissatisfaction was not limited to those educators who considered
leaving. Most educators were, for instance, of the opinion that their workload was too
heavy, remuneration was inadequate and the profession was not accorded adequate
status and respect. 

For these reasons, it is important that the sources of frustration among educators be
addressed urgently, as many educators might feel trapped in their present positions and
could embark on less extreme withdrawal options such as increased absenteeism or
passive job behaviour. This would have a negative impact on service provision and the
quality of education in South Africa, since many of these teachers are highly qualified
senior staff with several years of teaching experience.
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More job opportunities could become available in future because of HIV/AIDS.
Ramrathan (2002) suggested that HIV/AIDS could be the single most important factor that
might impact on teacher attrition. Besides increases in HIV mortality (involuntary attrition)
in education, the education sector could also lose healthy and able staff to other sectors
as more jobs become available because of HIV/AIDS-related mortality. The workforce
could also increasingly be affected, which might increase dissatisfaction and cause
additional attrition. This would most likely be selective attrition, which could deprive 
the education sector of valuable resources. 

In investigating the economic impact of AIDS in South Africa, Nattrass (2003) remarked
that more highly skilled workers could benefit from greater employment opportunities
and higher wages. An increase in the demand for scarce skills could, for instance,
increase the shortage of mathematics and science teachers. Results from the present 
study show that young, better qualified teachers are already more likely to consider other
job opportunities. This situation could also create a sense of failure among educators
remaining in education as they could see themselves as not sufficiently skilled to obtain
alternative employment. 

The process by which an employee decides to leave his or her job is complex and is
preceded by several intermediate steps, during which factors such as job satisfaction,
alternative employment opportunities, and the costs and benefits of moving to a new job
are considered. The survey addressed various aspects relating to the work and lifestyle 
of educators, which limited questions on any one particular aspect. Besides organisational
factors, group, personal and environmental factors could also impact on employees’
attitudes towards their jobs. For the purpose of future workforce planning, more research
is needed on the impact of these factors on job satisfaction and attrition, as well as 
on the career decisions of students. To mitigate and manage the impact of attrition, 
he consequences of the voluntary departure of teachers on remaining staff and the
workplace itself should be explored. Educators who have left the profession should be
traced in order to enhance our understanding of actual attrition and the factors and
processes that lead to attrition. 

Finally, this study does not predict attrition in education, although the focus is on
educators who were considering leaving education. In view of media publicity on
dissatisfaction in education and the emotions that these reports have elicited, the study
has aimed to increase understanding of some of the factors relating to attrition in
education by means of a national study of South African educators teaching at public
schools. Attrition has been measured based on PERSAL and is addressed in the
companion report titled ‘Educator Attrition and Mortality in South Africa’ (Mobile 
Task Team 2005).
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In order to retain educators in the classroom and secure educational services,
dissatisfaction in education should be addressed and the value of the profession – 
in terms of shaping and developing future generations in South Africa – should be 
re-asserted. To manage this process effectively, we recommend the development of a
national plan by the DoE, in partnership with educators, labour representatives, parents
and other stakeholders. The following section contains recommendations for interventions
on the key issues which need to be addressed. 

6.1 Remuneration 

Although salary increases alone may not have a long-term impact on attrition and may
not provide the answer to all the challenges that educators face in the classroom, they 
are the most direct and powerful way to demonstrate the value accorded to the education
profession. While salary increases might be expensive to implement, this must be
considered against the risks and costs linked to educator dissatisfaction and attrition, the
recruitment of educators who no longer practise their profession, and retraining. Salary
increases should be structured and distributed in relation to a career to ensure that
educators do not remain at any level without prospects of improvement. Remuneration 
at entry level should also be in line with salaries at other levels. For example, Crouch 
and Perry (2003) found that the compensation in education is relatively more attractive
for young educators who are not well-qualified than for better-qualified middle-age
educators. A lack of financial progress following entry into the profession could
encourage attrition after a few years and should be addressed.

6.2 Workload

Educators should be released from administrative tasks and other activities that increase
their workload and distract their attention from teaching. The workload of educators has
increased as a result of various policy changes that have been implemented in education.
In-service training should be provided by trainers who are familiar with the challenges of
teaching to empower educators with practical knowledge and skills to ensure a smoother
and more effective transition to the new systems and curricula. However, without access
to proper facilities and learning materials such as libraries, laboratories and computers,
effective implementation would be limited. Information systems in education should be
streamlined and standardised across provincial departments to allow for uniform, quick
capturing and accessing of statistics. Members of the community, for example parents and
business owners, should become more involved in the schools in their neighbourhood.
They could contribute to education by sharing their expertise and resources. ‘Buddy
systems’ between schools should also be developed to assist schools in poor socio-
economic environments.

6.3 Career advancement and recognition 

Teachers need more steps on their career ladders, across their entire career path. The
promotion structure should allow for career advancement opportunities that do not
remove educators from the classroom. Excellence and professional development should
be recognised through ongoing appraisal and rewards. Innovative thinking is needed 
on criteria for evaluating excellence and determining the nature of rewards.
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6.4 Job security 

Appointments and transfers to areas and schools without choice could increase attrition
and impact on work performance. MacDonald (1999) found that matching the school and
the biographical, socio-economic and cultural background of the educator was the best
strategy to retain teachers and reduce attrition. 

Although this may lead to a maldistribution of skills, the offering of incentives rather than
compulsory appointments should be more effective in recruiting teachers to teach in
unpopular areas and schools.

6.5 Upgrading and broadening of existing skills base 

To mitigate the effect of attrition and sustain quality educational provision, the workforce
should be encouraged to upgrade or broaden their skills, especially in fields in which
shortages have been identified. Opportunities should be flexible and practical to
accommodate educators with diverse educational needs and from different socio-
economic environments, and should be complemented by a supportive work situation. 

6.6 Recruitment

The lack of interest shown in the profession will not turn around unless the working
conditions of educators improve. Traditionally, career decisions were influenced by a
sense of vocation towards a specific occupation, and job opportunities for women were
limited to a few occupational areas, such as teaching or nursing. Nowadays, women have
more choice, with wider career options. Their decisions are influenced by a range of
factors such as incentives, work environment, and opportunities for further development.
Employment equity legislation also encourages employers to appoint more women. Also,
by attending school, potential newcomers are exposed to the education profession as
well as to the work environment (classroom) of educators. This could have a direct effect
on the career choices of learners who consider teaching as a future career.

Educators also play an important role in the marketing of their profession. Although 
they may remain in education because of a lack of available alternative employment, 
they may, in this way, be discouraging prospective new entrants from joining. 

Potential newcomers should participate in extensive career counselling to enhance
professional commitment to education and to prevent young teachers from leaving the
profession after only a few years of experience.

6.7 The impact of HIV/AIDS on educators

The impact of HIV/AIDS is likely to intensify in future and have an additional impact on
attrition. Support mechanisms for affected and infected staff should be implemented in
order to secure excellence and sustainability in service provision. For example, training
and counselling services should be available to educators to empower them to support
colleagues, learners and acquaintances affected by HIV/AIDS.
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