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Abstract 

This study attempted to examine the factors that affect job satisfaction of journalists from Private 

and Government Media Institutions. It also investigated the overall job satisfaction of journalists. To 

address this, a total of 100 journalists were considered using convenient sampling techniques. 

Out of the 91 respondents, 45 from government and 46 ji-om private media institutions filled in 

self administered questionnaire in English adopted by the researcher from Spector (J 997) Job 

satisfaction Survey, an instrument to assess an employee's attitude toward variables such as pay, 

promotion, supervision, operating procedures, nature of work ,fringe benefits, rewards and 

communication. The journalists Demographic Survey were designed by the researcher to collect 

demographic data from the population. Besides, to substantiate and find out the factors that 

contribute to journalists turnover qualitative data were employed. The data obtained were 

analyzed by using descriptive statistical techniques of ji-equencies, mean and standard deviation. 

The finding of the study reveals that there were multiple factors that affect journalist's job 

satisfaction. Among the nine sub scales of Job satisfaction survey, pay, rewards, benefits, 

supervision, and promotion were recorded low mean score. Journalists were also ambivalent 

with their communication and relation with coworkers. The finding further reveals that 

respondents from private and government media institutions expressed satisfaction by their 

nature of work. More over this research indicates that majority of the respondents have an 

intention to leave their current job. On different notion majority of the respondents were not 

ready to change their profession yet. Results obtained through overall job satisfaction question 

indicated that most of the respondents are dissatisfied by their work situation. Likewise the 

interview result displayed multiple factors that contribute to journalist 's job satisfaction and 

turnover. Based on findings of the study all stake holders, recommended to critically examine the 

existing problems and tray to elevate the problems so as to make journalists enjoy their work and 

contribute for the development of the country. 
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CHAPTER ONE 

1.1 Introduction 

It is important that media managers and practitioners care about the work sati sfaction of their 

employees. There are many reasons why organizations should be concerned with employee job 

sati sfaction. For instance the rate of turnover because employees are unhappy can be alarming 

(Branham, L. 2005). Job satisfaction may also affect absenteeism, turnover and job performance. 

Strengthening this point Oshagbemi (1996) states that job satisfaction is an important subject 

because of its relevance to the physical and mental wellbeing of employees. 

Simi larl y Bruce and Blackburn (1992) reported that job sati sfaction has strong impact on 

employee motivation and thi s to give high quali ty work performance, and to have low 

absenteeism and turnover. For Oshagbemi (1996) , the effects of dissatisfaction that results in an 

employee 's withdrawal from job and company can range from mild to severe. This includes 

tardiness in showing up for work and a lack of interest by the employee in hi s or her 

responsibilities . Some less obvious signs of withdrawal from the job include: taking care of 

personal matters while at work, playing games, engaging in non-work related talk, spending time 

on social networks, and diminishing job performance. This may escalate to the employee not 

showing up to work entirely. 



Job satisfaction is also important from the perspective of maintaining and retaining the 

appropriate employees within the organization; it is about fitting the right person to the right job 

in the right culture and keeping them satisfied. Hence, an understanding of the facto rs relating to 

job sati sfaction is important. 

Literatures indicate that the level of individual's j ob sati sfaction is affected by intrinsic and. 

extrinsic motivating facto rs, the quality of supervision, and social relationships within the 

working group (Daft, 2005). After making a comprehensive observation on the issue, Ellickson 

& Logsdon, (2002) have reported that factors such as poor working conditions, staff shOltages, 

below competitive salaries, a lack of promotional opportunities were some of the factors 

contributing to employee di ssatisfaction 

In the case of journalists both intrinsic and extrinsic factors affect their satisfaction. Most studies 

(Deprez and Raeymaeckers, 20 12; Beam ,2006) suggest that journalists put more emphasis on 

intrinsic sati sfiers, but other studies suggest a mix find ings of intrinsic and extrinsic sati sfi er are 

the best predictors of journalists job satisfaction (Dvorak & Philips, 2001). Their intrinsic 

satisfaction can come from implementing journalistic acti vities, whereas, extrinsic factors have 

been associated with journalists satisfaction, with salary, perceived support from supervisors and 

co-workers, safety, and availability of recourse, among others. 

In addition to the above facto rs, when journalists perceive lack of support for their work, they 

may not be well motivated to perform their job best in the profession, and that when journalists 

are not sati sfied with their working conditions, they prefer to change institution or leave the 

profession at once. In a study by Deprez and Raeymaeckers, (20 12), Journalists who were 
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planning to leave the profession reported less sati sfaction and a more negative attitude toward 

journalism as a career. 

As the ultimate goal in the field of journalism is serving the society by telling the truth, it is 

imperative that journalists perform optimally and maintain acceptable levels of j ob satisfaction. 

To this end job satisfaction of Ethiopian journalists deserves a serious attention if effective 

functioning of the profession of journalism is needed and if journalists are expected to perform 

and serve the society. 

In view of this, the primary objective of thi s study is to determine the factors that affect job 

sati sfaction of journalists from Private and Government Media institutions. Assessing the overall 

job satisfaction of journali sts is also included in the objective of the study. 
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1.2 Statement of the problem 

Job sati sfaction is an attitude that employees have about their work and is based on numerous 

factors, both intrinsic and extrinsic to the individual. For example, Tuch & Martin (1991) in 

Cheung and Scherling (1999) have shown that employee job satisfaction is a function of intrinsic 

and extrinsic rewards offered by a job. Lambert (1991 , in Cheung, and Scherling 1999) says 

intrinsic rewards include the achievement of the task, whereas extrinsic rewards include pay, 

promotion, and good relationships in the workplace 

In line with thi s, Locke (1976) understands job satisfaction as "a pleasurable or positive 

emotional state, resulting from the appraisal of one's job experiences." Specter, (1997) on the 

other hand posits that job satisfaction is the extent to which people like or dislike their jobs. Job 

satisfaction is a general or global effective reaction that individuals hold about their jobs. 

There are a variety of factors that can affect a person ' s level of job satisfaction. As Evans (1997) 

examines some of these factors include the level of pay and benefits, the perceived fairness of 

the promotion system wi thin a company, the quality of the working conditions, leadership and 

social relationships, the job itself (the variety of tasks invo lved, the interest and challenge the job 

generates, and the clarity of the job description/requirements). Similarly, as Krietner and Kinicki 

(1 992) reported jobs satisfaction has a relationship with various variables such as achievement, 

advancement, job enhancement, team work, promotion, cooperation, job stress, mentoring and 

training needs, the development, management and recognition of success. 



Strengthening this point, Rue and Liod (19'10, 90) have thi s to say : 

Job salis/action refers to an individual 's general attitude toward the job. It can be affected by 

such/actors as working condition, p .1V and benefits, the individual altitude toward the 

organization and the work itself and the individuals health 

Other factors on job satisfaction 'nclude the management style and culture, employee 

involvement, empowerment and autrnomous workgroups (Evans, 1997). An employee with a 

high level of job satisfaction holds positive feelings about hi s or her job, whereas a dissatisfied 

holds negative feeling. More over employees want to know that their employers recognize their 

achievements in the workplace. They need to feel appreciated, as workers and as people 

(Branham, 2005). ' j . ~' 

Knowing the level of journalist job satishlction and minimizing turnover is very important for 

many reasons. As Kaplan (1996) pointed out, the outcome of the factors that contribute for job 
J' 

sati sfaction and turnover studies affect both the workers and the organization. In the workers' 
, , 

perspective it is obvious that people like to be treated fairly and wanted to feel they are making 

contributions. If workers feel respected and satisfied at work it could be a refl ection of a good 

treatment. In the organization's point of view good job satisfaction and low turnover can lead to 

better performance of the workers which affects the result of the organization. For Kaplan 

(1996), employee satisfaction is generally considered as the driver of the employee retention. 
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There are numerous reasons why employees can become di scouraged with their jobs and resign, 

including high stress, lack of communication within the company, lack of recognition, or limited 

opportunity for growth (Kaplan,1996). 

It is assumed that similar to other employees, Job satisfaction of journalists can cause a series of 

influences on various aspects of media institutions. Some of them such as the influence on 

journalist's productivity, loya lty and turnover can be mention as a direct impact on media 

institutions (Beam, 2006). More over journalist's turnover causes serious additional costs for 

media companies, therefore media managers are in permanent peruse of ways how to decrease 

and reduce it to its minimum. Probably, the best way to reduce journalist 's turnover would be 

through increase in the level of journalist 's job sati sfaction (Beam, 2006). Moreover, job 

satisfaction is considered as a strong predictor of overall individual well-being (Diaz-Serrano and 

Cabral Vieira, 2005), as well as a good predictor of intentions or decisions of employees to leave 

ajob (Gazioglu and Tansel, 2002). 

Literature indicates that journalist's job satisfaction is wOlth paying attention to media 

institutions, especially, since it is potentially under media institutions control - unli ke some of 

the other causes of turnover like illness and accidents (Brikend Aziri , 20 11). More over a media 

organization that sati sfies its journalists may produce from them affective commitment, 

continuance commitment as well as normative commitment and organizational citi zenship 

behaviors (Meyer and Allen, 1990 in Amanuel , 2005) 

As Spector, (1997) rightly observed that di ssatisfied employees if remained in the organization 

may involve in counterproductive activities such as theft, poor service, destructi ve rumors and 
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sabotage of equipment. Beside these counterproductive problems of dissatisfaction, employees' 

dissatisfaction gives rise to high level oftw'nover (Sarminah Samad 2006). 

If the factors, with which the employees are not satisfied, are not identified frequently , they can 

give ri se to severe problems for the institutions. So these factors must be identified so as to 

overcome the problem of dissatisfaction and minimize turnover because it can be harmful for the 

smooth operation of media institutions. It is al so true that factors that contribute for turnover and 

job satisfaction can evolve through time and may differ from institutions to institutions. 

Researchers acknowledge that high turnover brings destruction to the organization in the fo rm of 

direct and indi rect cost. According to Des and Shaw (2001) cost of learning, reduced morale, 

pressure on the existing employees and the loss of social capital are the indirect cost incurred by 

an organization due to high turnover. After making an observation on the issue, Staw (1980) has 

reported that expenditures incurred on the selection, recruitment, induction and training of new 

employees are considered as direct cost. 

Moreover job satisfaction being one part of life satisfaction and an important factor to retain 

employees, it needs to be studied and understood so as to avoid some of the potential 

ramification of dissatisfaction . This means that the factors that make up job sati sfaction should 

be identified and measured. 

Similar to other developing countries, level of job satisfaction among journalists in Ethiopia is 

unknown. Few studies have been made to find out the level of journalists job sati sfaction in 

Ethiopian government media institutions. For instance Amanuel , (2006) finds low job 

satisfaction among government media journalists in ERTA, ENA and EPA (Ethiopian Press 
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Agency). Through a smvey approach, he concluded that 89.6% of the journalists were 

' di ssati sfied ' with their work situation and 2.2% were ' very dissatisfied ' . The study was 

conducted in a situation where media were overstretched in a difficult election time. 

Still however, the question whether journalists are at present satisfied with their profession 

remains to be answered. The purpose of this study was, therefore, to assess the factors that affect 

job sati sfaction of journalists from private and government media institutions. It is also the 

intention of the paper to compare and contrast the factors that lead to job satisfaction among 

private and government media institutions jomnalists. This study is also intended to answer the 

overall job satisfaction of Ethiopian journalists. 

1.3 Objective of the study 

The primary objective of thi s study was to determine factors affecting job sati sfaction of 

journali sts from private and government media institutions. More over the study aims to compare 

and contrast factors that affect satisfaction of journali sts among private and government media 

institutions. Assessing the overall job satisfaction of journalist's was also included in the prime 

objective of the study. 

1.4 Research questions 

With the above background of the problem statement the study will attempt to answer the 

fo llowing questions: 

I. How do jomnalists perceive their job sat isfact ion? 

2. What are the fac tors that contribute to journalist ' s job satisfaction? 
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3. Is there any difference in job satisfactions between journalists from government and 

private media institutions? 

1.5 Purpose of the study 

The fundamental purpose of thi s study is to examine the main factors of job sati sfaction amongst 

a group of journalists in private and government media institutions. It is also hoped that as a 

result of thi s study some insights will be gained regarding current literature about the factors that 

contribute to journalist's satisfaction. All the same thi s paper is different because it addresses 

both private and state media. It is different also because it investigates the current overall job 

satisfaction of journalists in Ethiopian media institutions. 

1.6 Significance of the study 

Some of the benefits of thi s research for media managers as well as media institutions include : 

• It will enable media managers to understand the factors that contribute to turnover, job 

satisfaction and dissati sfaction of journalist 

• By understanding job satisfaction factors, media managers can systemati cally develop 

strategies to deal with motivational problems. 

• The results of this study can help media institutions to lower turnover costs by addressing 

factors that contribute for dissati sfaction and turnover. 

·The study will serve as source of reference for others who would like to know more about the 

Issue 
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1. 7 Scope and limitation of the study 

The sample only consists of journalists employed within six media institutions, as a result 

generalizing the outcome of the study can problematic. The other limitation of the study was that 

the analysis of the paper was made only in the accordance of the research questions. Variables 

like age, marital status; and educational background were not used to analyze the outcome of thi s 

study. In some cases friends in few media institutions were responsible in di stributing and 

handling of questionnai re, thus this might compromise the respondents answer. 

Though the factors affecting job satisfaction can be divided into two malll areas, namely, 

personal determinants and organizational factors (Nel et ai. , 2004); thi s study only focuses on 

organizational factors. 

Another contributing factor impacting on generali zation was the fact that only 91 questionnaires 

were used in thi s study as a sample to study the causes of satisfaction and dissatisfaction. 

Therefore the results of the study cannot be inferred to the whole media institutions and 

journalists and hence, the external validity of the study may be compromised. It carU10t therefore 

be taken as a complete analysis of job sati sfaction of journalists in Ethiopia. Rather, any 

conclusions emanating from the research are somewhat refl ection of reality in our media 

institutions. 
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1.8 Organization of the study 

The thesis consists of five chapters. Chapter One outlines the study' s general background and 

research objectives. It also describes the study' s main research questions, research design, data 

collection method, significance and limitations. To aid in the attainment of the objectives of the 

study, a survey of the available literature that was undel1aken is go ing to present in Chapter 2. 

The chapter therefore provides the theoretical grounding that forms the premise of the study. 

Chapter Three describes the study's methods, briefly discussing the triangulation approach that 

combines qualitative and quantitative research. The study relies mainly on questioners of 

journalists, which means editors and reporters. However, in-depth interviews of journalists also 

probed journalists' view regarding the factors that affect their job satisfaction and turnover. 

Chapter 4 focuses on the findings and dissections that became apparent from the research study. 

Chapter 5 deaIs with the summery of the findings , conclusion and recommendations. 

lli Pagc 



CHAPTER TWO 

2. Literature Review 

The literature review part of this study focuses on different scholars' opinions and explanations 

about the maj or ideas to be examined in the paper. In line with this, the chapter provides a review 

ofliterature and research on the definition of job satisfaction, theori es relating to job sati sfaction, 

general studies of job sati sfaction, the relationships between job sati sfaction and tw-nover, an 

overview of job satisfaction studies in journalists perspective, and an analysis of literature 

relating to the job sati sfaction of Ethiopian journalists. 

2.1. The concept of job satisfaction 

2.1.1 Job satisfaction defined 

Defining job satisfaction can be a difficult exercise. There has yet to be a universally agreed 

upon definitions of job satisfaction as it is a highly complex construct involving various 

components (Coomber & Barriball , 2006). Different authors have di fferent approaches towards 

defining job satisfaction. Some of the most commonly cited definitions and explanation on job 

satisfaction are analyzed in the text that follows. 

According to Gibson et ai, (2000:352 - 353) job satisfaction can be defined as an individual's 

expression of personal well-being associated with doing the job assigned. They view job 

satisfaction and job di ssati sfaction as feelings of happiness or unhappiness associated with doing 

a particular j ob as expressed by the job-holder (Gibson et ai, 2000). Based on the above view job 
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satisfaction depends on the level of intrinsic and extrinsic outcomes and how the Job holder 

views those outcomes. These outcomes have different values for different people. Likewise 

Spector (1997) described job satisfaction as the degree to which people liked their jobs. This 

definition adequately sununari zed job satisfaction however it did very little to actually describe 

how or why an individual was satisfied with their job. 

Robbins (2005, p. 72) on the other hand defines job satisfaction as "a collection of feelings that 

an individual holds towards hi s or her job." Similarly Graham (l982,p.68) defined Job 

satisfaction as "the measurement of one's total feelings and attitudes towards one's job". In his 

view Job sati sfaction is the constellation of attitudes about job. Job satisfaction is how employees 

fee l about different aspect of their job (Graham, 1982, 68). McKelma (2000) suggested job 

satisfaction was an individual's attitude to how well personal expectations corresponded to their 

actual outcomes. Although it provided some deeper insight, this definition still only began to 

examine the components of job satisfaction 

There is similar definition of job satisfaction that emphasizes the importance of employee 

attitude rather than external behavior. Vroom in hi s definition on job satisfaction focuses on the 

role of the employee in the workplace. Thus he defines job satisfaction as affective orientations 

on the part of individuals toward work roles which they are presently occupying (Vroom, 1964 

quoted in DUlmette, 1996). 

Bateman and Snell (1999 mentioned in Xolani Enoch. 2005) argue job sati sfaction or 

dissatisfaction from the perspective of fairness and processes used to mete out rewards . Jf people 

feel fairly treated from the outcomes they receive, or the processes used, they will be satisfied. If 
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on the other hand, people feel unfairly treated from the outcomes they receive, or the processes 

used to disseminate those outcomes, they will be dissatisfi ed. 

For Mullins (2005) Job satisfaction is a complex and multifaceted concept which can mean 

different things to different people. Job satisfaction is usua lly linked with motivation, but the 

nature of this relationship is not clear. Satisfaction is not the same as motivation. Job sati sfaction 

is more of an attitude, an internal state. It could, for example, be associated with a personal 

feeling of achievement, either quantitative or qualitative. 

Another interesting point on job satisfaction is presented by Armstrong a known management 

person. The term job satisfactions for him refer to the attitude and feelings people have about 

their work. Positive and favorable attitudes towards the job indicate job satisfaction. Negative 

and unfavorable attitudes towards the job indicate job dissatisfaction (Armstrong, 2006, p.264). 

Several authors concurred with the above-mentioned ideas regarding job satisfaction and 

emotional responses towards work, but add that several external aspects al so impact on the latter. 

For example based on its relation to emotion Hoppcock (1935 quoted in Pathak, 20 12) explain 

job satisfaction as "any combination of psychological, physiological , and environmental 

circwnstances that causes a person truthfully to say, ' I am sati sfi ed with my job"'. 

According to Hoppock (1935 mentioned in Pathak, 2012) although job satisfaction is under the 

influence of many external factors, it remains something internal that has to do with the way how 

the employee feels. That is job satisfaction presents a set of factors that cause a feeling of 

sati sfaction. 
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According to George et aI, (2008) a person with a high level of job satisfaction holds positive 

attitudes about the job, while a person who is di ssati sfied with hi s or her job holds negative 

attitudes about the job. Literature reviles that employee levels of job satisfaction can range from 

extreme satisfaction to extreme dissati sfaction. In addi tion to having attitudes about their jobs as 

a whole, People also can have attitudes about various aspects of their jobs such as the kind of 

work they do , their coworkers, supervisors or subordinates and their pay (George et ai, 2008). 

Luthan (1998) goes on to say that there are three important dimensions to job satisfaction. For 

him job satisfaction is an emotional response to a job situation. Secondly it is mostly affected by 

how well outcomes met or surpasses individual expectations. Thirdly the work itself, pay, 

promotion opportunities, supervision and coworkers are the most impoliant characteristics of a 

job about which people have effecti ve response. 

For the purposes of this study, job satisfaction is defined as the feelings or affective responses to 

a particular job, which usually are reflected in six areas. These areas include satisfaction with 

pay, satisfaction with promotion, satisfaction with people, sati sfaction with supervision, 

sati sfaction with the work itself, and total satisfaction (Smith et aI, 1969 mentioned in Michael 

K. et al 2003). 

2.2. Factors affecting job satisfaction 

There are a variety of factors that can affect a person 's level of job satisfaction. For the purposes 

of thi s stud y, several potenti al sources of job sati sfaction have been identified from the literature. 

Some of these factors include the level of pay and benefits, the perceived fairness of the 

promotion system within an organization , working conditions, leadership and social 

re lationships, the job itself (Dunnette, 1996). According to spector (1997) facets of satisfaction 
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include: appreciation, communication, and coworkers, fringe benefits, organization/company, 

policy and procedures, pay, personal growth, promotion opportunities, recognition, security and 

supervision. Other influences on satisfaction include the management style and culture, 

employee involvement, empowerment and autonomous workgroups. 

Seashore and Taber (1975,39) believe that job satisfaction carnes the following four 

implications: (1) job satisfaction is the aggregation of satisfaction an employee acquires Fom 

all aspects of work; (2) job satisfaction is the product of the satisfaction and the importance 

acquired Fom all aspects of work; (3) job satisfaction is the sum of the gap between the expected 

level of the satisfaction and the actual level of satisfaction; and (4) job salisfaclion is the 

aforesaid gap between the expected satisfaction and actual satisfaction, and multiplied with the 

weightings of importance for different work aspects and the finally derived aggregation. 

According to Armstrong (2006) the level of job sati sfaction is affected by intrinsic and extrinsic 

motivating factors , the quality of supervision, social relationships with the work group and the 

degree to which individuals succeed or fail in their work. It is believed that the behavior that 

helps the firm to be successful is most likely to happen when the employees are well motivated 

and feel committed to the organization, and when the job gives them a high level of satisfaction. 

Yuan Ting (1997,68) study reported that job satisfaction is determined primarily by 3 sets of 

factors . These factors are: 

Job characteristics, organizational characteristics, and individual characteristics. Findings 

sholV that job characteristics such as pay satisfaction, promotional opportunity, task clarity and 

significance, and skills utilization, as well as organizational characteristics such as 
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organizational commitment and relationship with supervisors and coworkers have consistenlly 

significant effects on the job satisfaction of federal government employees 

Other research showed that the key factors affecting job satisfaction are career opportunities; job 

influence, teamwork and job challenge (Armstrong, 2006). 

Similarly a majority of researcher' s measure job satisfaction on the basis of employee's attitude 

to the job, relations with co-workers, supervision, company policy and support, promotion, and 

pay (DeVane & Sandy, 2003). Many literature surveys reveal that the factors which contribute to 

the job satisfaction of any employee are: pay, work, co-workers, supervision environment and 

various other factors (Brown, 1997; DeMato, 2001; Greenberg & Baron, 1993). In this regard the 

study of Luthans (2005) suggests that pay, promotion, work, supervision and fellow workers are 

the main determinants of the job sati sfaction. The fo llowing section contains a review of these 

job satisfaction Variables 

2.2.1 The work itself and job satisfaction 

Studies in this area prove that getting much satisfaction by employees from their jobs increases 

their satisfaction. Robbins et al. (2003 , p. 77) refer to the work itself as "the extent to which the 

job provides the individual with stimulating tasks, opportunities for learning and personal 

growth, and the chance to be responsible and accountable for results." Robbins asserted that the 

characteristics of the job itself are the major variables in determining whether satisfaction is 

derived from the job. If the characteristics of the job are enhanced, job satisfaction is increased. 

According to Robbins (2005) employees tend to prefer jobs wllich afford them the opportunity to 

apply their skills and abilities, offer them variety and freedom as well as jobs where they get 

171 Page 



constant feedback on how well they are doing. Employees with high job satisfaction find 

themselves in complex and interesting jobs. The more complex the job, the more interesting it 

becomes, and the more satisfying it is for the worker (Wall & Martin, 1987). Similarl y Luthans 

(1995), states that the content of the work performed by employees is a major predictor of job 

satisfaction. Likewise Gruneberg (1979) wrote: " ... jobs which are deski ll ed and lack variety and 

autonomy are less satisfying than are jobs which allow for the individual's abilities to emerge" 

(p. 53). 

2.2.2 Pay and job satisfaction 

Material rewards are considered as important factors in job satisfaction. Money meets needs and 

wants of people, along with their fundamental needs. Pay can both positively and negatively 

affect job satisfaction (Irvine & Evans, 1995). Greenberg and Baron (1995) stated that a fair and 

equitable pay system contributes to job satisfaction. Research outputs indicates that Pay is among 

the primary factors of satisfaction for almost every type of employee in private, public, small, 

medium and large organization. Strengthening this point, Luthans (1995, p. 127) notes that 

"wages and salaries are recognized to be a significant, but complex, multidimensional predictor 

of job sati sfaction."Research appears to be unclear regarding the influence of pay on job 

satisfaction. 

2.2.3 Supervision and job satisfaction 

Literature suggested that a positive relationship exists between job satisfaction and supervision 

(Peterson et aI., 2003). Managers are one of the main factors which affect job satisfaction. Bruce 

and Blackburn (1992) ranked good managerial relations second among variables affecting job 
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sati sfaction. They asselted that both job satisfaction and job performance are dependent on 

supervisors in the organization. 

Managers interested in employees' work, assisting them in solution of their work related and 

personal li fe problems and also developing informal relations together with the formal ones are 

increasing employees' job satisfaction. 

According to Luthans (1995), there seem to be three dimensions of supervision that affect job 

sati sfaction. The first dimension has to do with the extent to which supervisors concern 

themselves with the welfare of their employees. The second dimension has to do with the extent 

to which people participate in decisions that affect their jobs. A third dimension of supervi sion 

which is related to job satisfaction, accord ing to Luthans (1995), is an employee's perception of 

whether they matter to their supervisor and their organization. 

2.2.4 Promotional opportunities and job satisfaction 

Vroom (1982) explained promotional opportunity as a desired, positive, personal goal. A number 

of researchers are in the opinion that j ob satisfaction is strongly related to opportunities for 

promotion (Peterson et aI. , 2003). Promotion opportunities influence job sati sfaction in different 

ways. V room (1982) found reliable evidence in existing literature to suggest that promotional 

opportunities are important to a worker's satisfaction with the job. Robbins (1989) maintains that 

employees seek promotion policies and practices that they perceive to be fair and W1ambiguous 

and in line with their expectations 

2.2.5 Fellow workers and job satisfaction 

A number of authors are in opinion that having friendly and supportive colleagues contribute to 

increased job satisfaction (Kreitner & Kinicki , 200 I). Work groups have a direct effect on the 
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job satisfaction of employees. For example, acceptance of an employee among hi s/her 

teammates, helping him/her and developing informal relations increase job satisfaction. 

Strengthening thi s point Luthans, (1995) reported that "the work group normally serves as a 

source of support, comfolt, advice and assistance to the ind ividual worker" (Luthans, 1995, p. 

127). 

2.2.6Job security and job satisfaction 

The study of Khalid & Irshad (2010) revealed that employees of publ ic sector organizations are 

more satisfied with job security as compared to their counterpart (Private sector organizations) . 

Morris et a1. , (1993) reported that increases in job security will result in greater organizational 

commitment. 

2.3 Importance of job satisfaction 

Job sati sfaction is an important subject because of its relevance to the physical and mental 

well being of any employees. It has a positive association with life satisfaction (Buitendach & De 

Witte, 2005), organizational commitment (F letcher & Williams, 1996) and job performance (De 

Witte, 2005). It is vital not only for employees but employers as it increases productivity and 

decreases employee turnover. As Tietj en & Myers, (1 998, p226) observes "Satisfaction creates 

confidence, loyalty and ultimately improved quali ty in the output ofthe employed". 

As we have seen earl ier, job satisfaction describes how sati sfied an individual is with hi s or her 

job. Many researches output indicated that Satisfied workers will be more productive and stay 

wi th the organization longe r, while dissatisfi ed workers will be less productive and will have 

more tendency to quit the work in between (Sarker, et aI, 2003). Another benefit o f job 

satisfaction is it reduced turnover. Previous researchers have shown that satis fi ed employees are 
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more likely to stay in the organization than those who are dissatisfied (Mobley et ai. , 1979). 

Besides its retention power job satisfaction is deemed to be an effective labor force and become 

an important asset for the organization's effectiveness (Masri, 2009). 

In line with the importance of job satisfaction argument, Spector (1997) li sts t1u'ee important 

features of job satisfaction. First, organizations should be guided by human values. In the 

existence of such cases the assessment of job satisfaction may serve as a good indicator of 

employee effectiveness. More over high levels of job satisfaction may be sign of a good 

emotional and mental state of employees. Second, the behavior of employees depending on their 

level of job satisfaction wi ll affect the functioning and activities of the organization's business. 

From this it can be concluded that job satisfaction wi ll result in positive behavior and vice versa, 

dissatisfaction from the work will result in negative behavior of employees. Thi rd, job 

satisfaction may serve as indicators of organizational activities . 

In addition to the above features, Job satisfaction positively affects employee behavior and this 

fact provides additional contribution to organizations performance. Employees with high job 

sati sfaction expect long-term perspectives regarding their position in an organization, and they 

can be much more devoted to that organization and can obtain a high-level productivity in their 

work. 

In contrary employee's dissatisfaction will affect their commitment to work and lead them to 

depart from the organization physically and/or mentally (Pathak, 2012). More over since job 

satisfaction involves employees' emotions and fee lings, it has a major impact on their personal , 

social and wo rk li ves (Sempane et ai. , 2002), and for this reason may also influence their 

behavior as employees. Spector (1985) wrote: "Attitudes have shown to relate to behavior 
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although correlations are typically modest. Withdrawal behavior, turnover, absenteeism, and 

withdrawal intentions are expected to correlate with satisfaction ... " (p. 695). 

Likewise Cherrington (1994) postulates that employees experiencing high satisfaction levels 

contribute to organizational commitment, job invo lvement, improved physical and mental health, 

and improved quality of life both on and off the job. Job di ssati sfaction on the other hand, 

culminates in higher absenteeism, turnover, labor problems, labor grievances, attempts to 

organize labor unions and a negati ve organizational climate. Bruce and Blackburn (1 992) wrote: 

"Satisfied employees are more likely to experience high internal work motivation, to give high 

quality work performance, and to have low absenteeism and turnover" (p. 6). 

According to Alavi and Askaripur (2003, p. 59 1), there are at least three general reasons why 

managers must focus on the job satisfaction of their employees: 

I . Evidence suggests that unsatisfied individuals leave organizations. 

2. Satisfied employees are in better health and have longer life expectancy 

3. Job sati sfaction in the workplace also affects individuals' private lives which in turn has an 

effect on absenteeism and other important work-related attitudes and behavior 

Schultz and Schultz (1998) emphasized that people spend one third to one half of their waking 

hours at work, for a period of 40 to 45 years, and that this is a very long time to be frustrated , 

dissatisfied and unhappy, especially since these fee lings carry over to family and social li fe, and 

affect physical and emotional health. For them a concept with such huge effect on personal and 

organizational life clearly deserves a corresponding amount of attention. More over being one 

part of li fe satisfaction and a critical factor in organizational behavior, job sati sfaction needs to 

be understood and studied so as to avoid the potential ramifications of dissati sfaction. 
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2.4 Journalists and Job satisfaction 

Examining the unique aspects of job satisfaction in these professions will help to understand 

what affects job satisfaction in journalism profess ion because job satisfaction exists In every 

profession and the nature of the profession may greatly influence job satisfaction. 

The American Heritage Dictionary, (2010) defines journalists as a person who does the job of 

"collecting, writing, editing and presenting of news or news articles in newspapers and 

magazines and in radio and television broadcasts." In order to effectively implement the above 

major duties of journalists, it is reasonable to think that journalists should exercises optimal level 

of satisfaction. 

[t is assumed that a well-managed media institution, as of any other organizations, normally 

considers j ournalists as the primary source of productivity gains. Many researchers have 

acknowledged the importance of manpower in smooth operation of any organization. A high 

quality journalist is the cornerstone of successful implementation of the profession of journalism. 

Therefore, it is important to pay attention to job satisfaction of the journalists . A healthy media 

institutions environment will not only increase the job satisfaction of journalists but it will at the 

same time improve the quality of production of news, articles, futures and the like. More over 

Job satisfaction of journalists can be considered as one of the main factors when it comes to 

efficiency and effectiveness of media institutions. 

The assumption regarding job satisfaction is that a sati sfied employee is a happy employee and a 

happy employee is more off a successful employee. As we have seen earl ier Job sati sfaction is 
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important in any profession, but it is particularly important in the media industri es where product 

quality is largely dependent on the individual talents and motivations of key perso lmel (Massey 

and Ewali, 2007). 

Existing studies regarding journalist's job satisfaction come up with different conclusions. For 

example a study conducted by MORl research inc. (1998 mentioned in A.l11an uel, 2005) reported 

that 64.5% of newspaper journalists were sati sfied. Likewise the study of Stone (2000) repOlied 

that 75% of media workers were 'sati sfied ' or 'very satisfied ' . Study shows (weaver and wi lhoit, 

2005 , quoted in Arnanuel, 2005) that majority of their media subjects who covered TV, radio and 

news paper were satisfied with their work. 

Studies of job satisfaction and journalists seem to consistently show there is a relationship 

between professional status and the job sati sfaction. As Beam (2006) observed Journali sts D 

satisfaction level can possibly influence job commitment, hlfllover, productivity, and other 

factors that affect the successful operation of an organization". 

Similar to any organization employee, lack of journali st 's professional sati sfaction can have a 

negative impact on both the personal and organizational levels. McQuarrie (1999) explain that a 

dissatisfied worker may suffer more stress, be absent from work more often, and be more likely 

to leave the organization. 

Although the literature referred to several factors that affect journalist's job satisfaction, such as 

pay, promotion, and ability to influence public opinion, two aspects of professional journali sm­

job security and editorial autonomy- were highlighted as strong predictors of journalistsD job 

satisfaction, p31iicularly in Europe and United States (Beam ,2006). 
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In contrast, sati sfaction can create a positive environment in which journalists are committed and 

motivated to perform their duties. "Satisfied workers perform better on the job and are less likely 

than dissati sfied workers to display withdrawal behaviors, such as absenteeism" (Chang and 

Massey 2010: 52). 

Generally speaking several theorists have developed categories for job sati sfaction. According to 

Herzberg etal, Motivation-hygiene theory for example, there are "intrinsic" factors that affect job 

satisfaction , such as "achievement, recognition, growth, etc." and "extrinsic" factors , such as 

"salary, status, working conditions, etc (Stamm and Underwood 1993)." When it comes to 

journalists, Intrinsic factors can be understood as those which relate to the job the journal ist 

performs (such as worker's autonomy and a sense of accomplishment); extrinsic factors are those 

things related to the journalistic work environment (such as salary or a person's boss)" (Ryan 

2009: 650). 

Similarly Chan et al. (2004) explain extrinsic satisfaction as an emotion which is derived from 

tangible rewards, such as salary and fringe benefits, while intrinsic satisfaction is derived from 

the more intangible aspects of work, such as autonomy, the feeling of having a challenging job, 

etc. 

Reinardy's (2009) research confirms the motivation-hygiene theory within journalism in that the 

lack of motivators does not lead to dissatisfaction, just no satisfaction. The biggest tie to job 

satisfaction for newspaper journalists is the professionalism of the newspaper - the quality of 

the journali sm produced (Reinardy, 2009). 
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Studies on journalist's job satisfaction have provided strong evidence that Journali sts who felt 

their news organization placed high importance on profits felt that the quality of journalism 

suffered, leading to decreased satisfaction. The most satisfied journalists are those with high 

autonomy in their work, those with influence within the newsroom and those who feel they are 

doing a good job at informing the public - all intrinsic values (Beam, 2006). A 2006 study by 

Beam revealed that perceptions of organizational goals and priorities play a key role in an 

employee's sense of job satisfaction. In a telephone survey of I , 149 media professionals 

working in radio , television and print media outlets, Beam(2006) found that job satisfaction was 

linked to the value a news organization placed on journalism over profit and was affected by the 

position the employee held within the organization. 

Likewise the study of Roya(1998 mentioned in Amanuel , (2005) reported that helping 

people(61 %) and autonomy(5l %) were the fundamenta l determinants of job satisfaction for 

journali sts . In thi s study pay is not the major factors for journalists, only 20% of journalists 

considered it as an important factor for journalists. Mensch and Wham (2005) suggested, it may 

be the lack of professional recognition and not so much the actual dollar amount which 

ultimately affected job satisfaction. 

Similarly Research by Pollard (1995), as cited in Beam (2006), showed that journalists 

professional satisfaction with their job goes up if they are provided with "more autonomy, 

authority, and control over their work- hallmarks of what he characterized as professional 

control" (Beam 2006: 172). One of the factors that have a negative impact on journalists 

autonomy is the intervention by what Weaver et al. (2007) referred to as "outside agents," 
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particularly government officials who try to control the news flow, affect the news gate keeping 

ro le and deny access to information. 

In a survey of local news employees in several television markets, Powers (1991) found that a 

manager 's leadership style is critical in determining job satisfaction. According to web-based 

survey of American journalists, Job security has proven to be among the major factors in 

journalist retention rates, according to some studies. Based on thi s study American journalists 

showed that job security, represented in steady employment, received the highest average rating 

for job satisfaction, topping 13 other categories (Ryan 2009). 

Likewise in a compilation of journalist attitudinal stud ies in 22 countries, Weaver and Will nat 

(2012) concluded that job security was one of the top four factors for journalists. It was rated 

important by 47.9 percent of journalists, close to helping people (47.2%) and only slightly lower 

than their company's editorial policy (48.4%) and editorial autonomy (49.5%). 

In their research Bergen and Weaver (1988) showed that journalists who were satisfied working 

in small- and medium-sized papers were "willing to trade off some pay for more job security". In 

their survey of American journalists, Bergen and Weaver (1988) found that the opportunity to 

choose the stories they will report and the chance to specialize in the field were among the 

significant predictors of job satisfaction for journalists at medium-sized American newspapers. 

Based on their research it is evident that the impOltance of professional recognition exceeding 

actual dollar amounts has been documented in professional journalists. 

Similarly, the result of some other studies also have shown meaningful relations between job 

satisfaction and wages, management policy, working conditions, possibilities of promotion, 
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gaining respect, the size of the organization and self development and achievement of the use of 

talents. ill a 1995 study of Canadian news workers, print and broadcast, Pollard (1995) looked at 

the ongoing conflict between organizational structure and the role of professionalism. 

Pollard cites several factors as critical to a news employee's sense of professionali sm, "service to 

community, full use of education or training, opportunities for initiative and growth, and being 

able to enjoy the work .. . " (Pollard, 1995), all things hi s research showed contri buted to job 

sati sfaction. Several studies have shown that a key indicator of job satisfaction in the realm of 

journalism comes from the employees' perception of their abi lity to produce high quality 

journalism. 

However, even with the widespread recognition of the importance of job sati sfaction and 

minimizing turnover in media industri es, there are varying perspectives on the means of doing 

this. The earli est strategy is to use wage increases to link job satisfaction and motivation to retain 

and satisfy journalists (Hill & Wiens-Tuers 2002). With the recognition that this is not enough to 

bring about job satisfaction, other perspectives emerged giving particular importance to working 

condi tions like tbe level of autonomy an employee exercises. Again since thi s only covers only 

an aspect of the job, a holistic approach emerged that targets the development of a certain quality 

of employment life (Champion-Hughes, 200 1) that covers fair wages, benefits, other 

employment conditions, and career development to support the fac ilitation of motivation and job 

sati sfaction directed towards organizational commitment. 

As we bave seen earlier the studies of job satisfaction of journalists in Europe and America have 

reported different outcomes. Researches on job satisfaction of jow'nali sts from African in 
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general , and Ethiopia in particular are very limited. In support of this Amanuel (2005) has this to 

say: 

Literature on journalist's job satisfaction in Africa is not only limited but apparently affected by 

circulatory problems. However the limited literature available seems to indicate that the job 

satisfaction of journalists is in the main a reflection the political- economic realities of the 

continent similar to the pressure of transitional democracies as in Eastern Europe of the early 

19990s. 

2.5 Ethiopian Journalists' Job Satisfaction 

Similar to the experience of other African countries, there are also relatively few studies on 

factors that affect job satisfaction of Ethiopian journalist's. Existing research has tended to focus 

on goverrunent media institutions. As mentioned previously, there have not been many studies 

done specifically regarding job satisfaction amongst Ethiopian private and govenullent media 

institutions journalists. 

In this regard worth noting, however, is a study conducted in the year 2006 on journalistsD job 

satisfaction among govenunent media journali sts working for 3 di fferent national news outlets 

in Ethiopia, namely ERTA, ENA and EPA (Ethiopian Press Agency). According to this survey 

study Amanuel , (2005) concluded that 89.6% of the journalists were 'dissatisfied' with their 

work situation and 2.2% were 'very dissatisfied ' . In thi s study only 8.2% of journalists from 

goverrunent media institutions were sati sfied. 

In another study conducted by Skjerdal (2008), it was reported that the lack of proper technical 

equipment and journalistic competence is mentioned by many informants as a major source of 
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dissatisfaction. More over poor salary was also mentioned by journalists as factors that 

contribute for their di ssatisfaction. Likewise similar outcomes were revealed by the study of 

Amanuel (2005), only 11 .9% of the respondents were indicated that they are satisfied with their 

pay, most of them, 58.2% were dissati sfi ed and 29.9% were very dissatisfi ed. 

After analyzing the existing reality in Ethiopian state owned Medias, Amanuel, (2005) explained 

the situation of journali sts who work in government media institutions as: 

"The professionaljournalistic value of balance andfairness have been challenged, leaving many 

professional journalists to bouts of guilt awareness and self reproach " 

Generally speaking the biggest tie to job satisfaction for journalists is the professionalism of the 

media institutions - the quality of the journalism produced (Reinardy, 2009). In thi s regard 

hear in Ethiopia, the study of Skjerdal (2008) repol1ed that all 34 informants for his study were 

found to be critical to the operations of the government media for professional reasons. More 

over in thi s study informants indicated that" the private media in Ethiopia are no better than the 

state-owned media when it comes to values like objectivity and fairness in reporting". Kruger 

(2005 mentioned in Amanuel, (2005) repol1ed the situation of Ethiopian state owned media 

institutions as: 

" The heavy handed state control caused considerable discomfort to journalists working 

there ... .it was clear thatthey fe lt unhappy and deeply compromised by the tight controls being 

exercised over their work. " 

As we have seen earlier there are many factors that can affect journalist 's professional 

satisfaction. Even if they face many challenges in line of duties, it is a documented fact that 
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journalists enj oy exercising the profess ion. Job stress is inherent in almost every job and is a 

condition or event that requires an adaptive response by an individual (Spector, 1997). Stress and 

burnout have been mentioned in many studies as fact factors affecting journali sts' job 

satisfaction in western Medias. 

While analyzing sources of di ssatisfaction among Ethiopian journali sts, Amanuel, (2005) 

ignored the assumption that pressure for profit as the cause of di ssati sfaction. Rather he 

concluded that "the teething troubles of the evolution of a democratic state and a civil society, 

the conflicting social and political groups and their interplay with the state media causing role 

conflicts in the journalists". Generally speaking based on the above literatures, job satisfaction in 

allied journali sm professions is influenced by factors such as pay, job stress, professional 

recogn ition, working environment, personality of supervisors, and promotion. These factors may 

have both positive and negative effects on an individual 's overall job sati sfaction 

Identifying and understanding the sources of job satisfaction however can be only the fi rst step. 

Understanding and addressing the potential consequences of job sati sfaction is crucial in order to 

appreciate the importance of examin ing j ob satisfaction of Ethiopian journalists. 

2.6 Relationship between Job satisfaction and tumover 

It has been said that job sati sfaction is a collection of pos itive feelings or an emotional state that 

a person perceives based on a variety of aspects of the work itself or work environment. Job 

satisfaction can be an important indicator of the employees ' fee ling about their job and a 

predictor of turnover (Saari & Judge, 2004 quoted in Wikipedia, 2009). According to French 

(2003), a high employee turnover rate is often prevalent in an environment where employees are 
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highly dissatisfied. In line with this argwn ent Brough and Frame (2004) state that job 

satisfaction is a strong predictor ofturnover ·intentions. 

High turnover and absenteeism are reported to be related to job di ssati sfaction, while low 

absenteeism is associated with high job sati sfaction (Saifudd in, et ai , 2008). Similarly Rahman et 

a l (2008) fo und that job satisfaction had negative effect on turnover intentions of IT professional. 

The Mobley model (1977 quoted in Lee 1988) was a signifi cant conceptual piece that explained 

the process of how job dissatisfaction can lead to employee turnover. Based on this model an 

employee normally experiences seven sequenti al and intermediate stages between job 

dissatisfaction and eventual turnover. 

Many researches on job satisfaction reveals that j ob satisfaction can be used as a broad concept 

to determine turnover. For example Research conducted by Vanderberg and Lance (1992) during 

which they surveyed 100 professionals in the information services for fi ve months showed a 

strong relations between job satisfaction and employee loyalty. Their research proved that the 

higher the degree of job satisfaction the higher is the level of employee loyalty. A study 

conducted by Stee l and Ovalle (1984) established a moderately strong relationship between job 

sati sfaction and turnover, indicating that less satisfied workers are more likely to quit their jobs. 

Even though the effects are modest the fact that job sati sfaction contributes to decreasing the 

level of employee turnover remains. 

2.7 Theoretical framework of the paper 

When exammmg the nature of job sati sfaction and turnover, it is important that different 

theoretical explanations such as Hertzberg ' s two factor theory and Discrepancy theory are used 
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to put the study of factors that affect job satisfaction and turnover of journalists in perspective. 

Those theories can serve as useful model for investigators to understand job satisfaction of 

journalists. 

2.7.1 Discrepancy theory 

According to Amodt, (2004) job sati sfaction is determined by the discrepancy between what 

employees want, value and expect and what the job actually provides. Based on this theory, 

when the actual received satisfaction is less than expected or perceived satisfaction, it causes 

dissatisfaction. Similarly porter (1961) states that satisfaction is the difference between what a 

person actually received and what he/she thinks he/she should receive. According to this theory 

satisfaction (or lack of it) arises from the discrepancy between what income an employee thinks 

he or she deserves to get and is actually getting, as well as what income others deserve and are 

actually getting. 

Discrepancy theory claims that satisfaction is related to the extent to which real outcomes match 

the expectation of the individual: the closer the match, the higher the person's satisfaction with 

it. Locke, (1969 cited in Kucel and Vilalta-Bufi, 20 II) adds that individuals' job satisfaction is 

the result of their subjective evaluation of the existing discrepancy between what they want from 

their job and what they perceive they get from the job. 

Researchers suggest that satisfaction is a function of what a person actually receives from his job 

situation and what he thinks he should receive or what he expects to receive (Agrawal , 1982 

quoted in Abraru, 1998). Strengthening thi s point locke (1969 quoted in Abraru, 1998) explained 

job satisfaction and dissatisfaction as a function of perceived relation between what one wants 
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from ones job and what one receives. An individual's satisfaction is determined by their self­

perceived desires and self-perce ived delivery. Discrepancies between them are associated with 

turnover (Jiang et al. 2002). 

2.7.2 Herzberg Two - Factor Theory 

Frederick Herzberg 's motivation-hygiene theory, also known as the two-factor theory, concludes 

that there are two factors in determining job sati sfaction (Xolani Enoch. 2005). Herzberg started 

the study of job satisfaction in the 1950's in Pittsburg. He started with the idea that what causes 

the job satisfaction are the opposite of those things that cause job di ssatisfaction. He conducted a 

survey where he asked participants to identify those things that made them feel positive with 

their job and those that made them feel negative. As a result Herzberg found out that what makes 

people happy is what they do or the way they' re utili zed and what makes people unhappy is the 

way they ' re treated. Things that make people sati sfied at work are different from those that cause 

di ssati sfaction so those two feelings can ' t be opposite (Ruthankoon, 2003 quoted in Riley, 2005). 

Based on these findings Herzberg created his theory of Motivators and Hygiene factors . One set 

of factors caused happy feelings or a good attitude within the worker, and these factors , on the 

whole, were task related. This intrinsic set of factors is called motivators and these include 

recognition, achievement, growth (possibility of growth), advancement, responsibility, and work 

itself. The other grouping is primarily present when feelings of unhappiness or bad attitude are 

evident, and these factors are not directly related to the job itself, hut to the conditions that 

surround doing that job. This second group of factors, Herzberg called hygiene factors (extra-job 

factors). These include salary, interpersonal relations - supervisor, interpersonal relations -

subordinates, interpersonal relations - peers, supervision - technical, company policy and 
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administration, working conditions, factors in personal life, status, and job security (Mi ller 2002 

quoted in Xolani Enoch. 2005). 

Both factors can contribute for employee satisfaction but they work for different reasons. 

Hygiene factors tend to cause only short-term satisfaction to the workers while motivators most 

probably cause longer-term job satisfaction. 

2.7.2.1 Motivators 

Motivators, or satisfiers, are those factors that cause feelings of satisfaction at work. Gibson et al 

(2000) say motivators pertain to the job content. Their absence doesn ' t prove highly 

di ssatisfying. But when present, they build strong levels of motivation that result in good job 

performance. Therefore, they're called the satisfiers or motivators. Motivators are job 

characteristics that are related to what the individual does in the work, such as achievement, 

recognition, the tasks of the job and responsibility. These factors are intrinsic to the occupation, 

and they lead to satisfaction (Herzberg, 2005). 

Motivators are those that come from intrinsic feelings. In addition to responsibility and learning 

opportunities also recognition, achievement, advancement and growth are motivation factors. 

These factors don't dissatisfy if they are not present but by giving value to these, satisfaction 

level of the employees is most probably going to grow. 

Motivation factors are the characteristics of work environment, which promotes employee 

growth and development. On the other hand, the motivating factors are explained as the six 'job 

content' factors including achievement, recognition, work itse lf, responsibility, advancement, 

and possibility of growth by (Ruthankoon, 2003 quoted in Riley, 2005). 

35 I P age 



2.7.2.2Hygiene factors 

Hygiene factors, or dissatisfi ers, are those that the employee expects to be in good condition. As 

motivators are those that in present cause sati sfaction , hygiene factors are those that don ' t cause 

sati sfaction but if they are lacking, it causes job dissatisfaction (Herzberg, 2005). Hygiene factors 

are the 'job context' factors, which include company policy, supervision, relationship with 

supervision, work conditions, relationship with peers, salary, personal life, relationship with 

subordinates, status, and job security" (Ruthankoon, 2003 quoted in Riley,2005). 

Hygiene factors can lead to dissatisfaction. Increasing satisfaction and decreasing sati sfaction 

will be caused by two different factors (Herzberg, 2005). Salaries or wages must be equivalent to 

those salaries that other people in the same organization. The status of the person must be 

recognized and maintained. Employees must feel that their job is as secured as it is possible in 

the current economical situation. The working conditions should be clean, sufficiently lit and 

safe in other way. Sufficient amount of fringe benefits like health, pension and child care must be 

provided and compensation in general equivalent to the amount of work done. 

These factors relate to the content of the work and if they are in proper form, it tends to eliminate 

job dissatisfaction (Gibson et al 2000). The opposite of satisfaction is not di ssatisfaction, but 

rather it is no sati sfaction. The same is true for dissatisfaction: the opposite of di ssatisfaction is 

not sati sfaction, but rather it is no di ssati sfaction (Riley, 2005). Although hygiene fac tors do not 

motivate employees, and that's the reason their absence increases di ssatisfaction. In contrast, 

motivation factors encourage effort; however, an absence of these wi ll not increase 
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dissatisfaction as will the hygiene facto rs, rather, it will lead to dissati sfaction (Hartel et aI. , 

2007). 

Generally speaking the basic premise of the Two-Factor Theory is that if an employer or 

manager is trying to increase job satisfaction and ultimately job performance for an employee or 

coworker, then they need to address those factors that affect one' s job satisfaction. The most 

direct approach is to work on the intrinsic, job content factors. Giving encouragement and 

recognition to the employee helps them to feel more valued within the company, as we ll as 

giving a sense of achievement and responsibility (Ri ley, 2005). 

Even if Herzberg two factor theory has been enjoyed a wide spread recognition all over the 

world, some Criticism at the same time leveled at Herzberg's motivation-hygiene factor theory 

implication. Hartel et aI. , (2007) indicated three main shortcomings of Herzberg's two factor 

theory. One of the criticisms of Herzberg's theory is that it oversimplifies work motivation. 

There are job factors that lead to both satisfaction and dissatisfaction. 

Secondly Hartel et aI. , (2007) point out that empirical evidence for Herzberg's theory is scarce 

and most support around this theory has been obtained using Herzberg' s own unique methods 

consisting of critical interviews. Last but not least the small sample of accountants and engineers 

he used as subjects become a subject of skepticism. The issue is whether results from such a 

small sample could be generalized to other occupational groups and to other countries. 
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CHAPTER THREE 

RESEARCH METHODS 

3.1 Introduction 

In thi s chapter the research process is described. Moreover the chapter describes the methods 

used in the co llection and analys is of data for this investigation. The subject selection process, 

research methods, data collection, and measuring instmments used in this study are also 

di scussed. This investigation would analyze the factors that affect job sati sfaction and turnover 

of journal ists employed both in private and govenmlent media institutions. It focuses on 

journalists who work in the Reporter news paper, Addis zemen new papers, Sheger FM 102 .1 , 

Fana FM 98.1, Ethiopian Herald news paper and FM 97. 1. 

For the purpose of this study, a survey method was employed. Even though the selection of 

research design depends on the nature of the study, there is an increasing importance of using 

both qualitative and quantitative methods as a research strategy. According to 8 aze ley(2002) 

employing both qualitative and quantitative methods are preferable because using both enable 

the researcher to verify and substantiate the data and discover something that would have been 

missed either qualitative or quantitative approach had been used. This combined approach offers 

"a combination of research methods [that] will produce a better and deeper understanding" 

(Hansen et aI. , 1998: 1). 
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Therefore, both quali tative and quantitative teclmiques were employed to meet the stated 

objective of the study. Quantitative technique was used to analyze the data gazered by 

questionnaire. The data which were obtained through interview were organized and analyzed by 

qualitative method. The chapter al so explains the methods of data co llection, such as sampling, 

individual in-depth interviews, and self-completion questionnaire. 

Generally speaking, the research was aimed at profiling the factors that affect job sati sfaction 

and turnover amongst jow-nalistic staff of Ethiopian private and government media institutions. [t 

is an attempt to answer the questions: 

• How do journalists characterize their job sat isfact ion? 

• What are the facto rs that contribute for job satisfaction of journalists? 

• Is there any difference in job sati sfactions between government and private media institutions 

journalists 

3.2 Research Design and methodology 

A research design is a framework specifying the methods and procedures for collecting and 

anal yzing the needed information (Cooper & Schi nd ler, 2003). As it indicated earlier, thi s study 

was attempted to investigate the factors that contribute to job satisfaction and turnover of 

journalists in Ethiopia by using six selected media institutions. It is understandable that based on 

the intended research questions and problem, researcher can choose the relevant method. The 

researcher must also specify the sow-ces of information, the research method or teclmique (e.g. 

survey or experiment), the sampling methodology and the schedule and the cost of the research 

(Zikmund,2003). 
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Bryman, (1988: 61) states that researchers should choose methods based on their research 

problem. He explains that: 

If some research topics are more suited to a survey, while others would be served by a 

qualitative approach, stili others will be even better served by a marriage of the two traditions, 

whereas the integrated strategy may not fit some issues. The critical issue is to be aware of/he 

appropriateness of particular methods (or combinations of methods) for particular issues. 

Therefore, based on the research questions, the research employed both quantitative and 

qualitative research method as it was best suited to answer the four research questions. 

Accord ing to Creswell (2009), in mixed research, the overall strength of the study is greater than 

either qualitative or quantitative methods. 

3.2.1 Quantitative Method 

In order to assess the factors that contribute to job satisfaction of journali sts who work in private 

and government media institutions, the study used mainly quantitative method. Quantitative 

research gives high infuses to descriptive analytical breadth of coverage and produces data in the 

form of numbers that can be aggregated and analyzed to describe and predict relationships 

(Holland and Campbell, 2005). It is quiet true that statistics gives an opportunity to generali ze. 

Quantitative technique was used to analyze the data gathered by questioners. 

However, as Silverman (2006) pointed out, the degree of generalizing depending on a sample 

and can increase valid ity of the study and consequently veracity of the relevant conclusion. 

Furthermore using quantitative method can be easy to make the work structured and objective. 
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But at the same time, the quantitative method, being fixed , limits fl ex ibility of the work 

(S ilverman, 2006). 

3.2.2Qualitative Method 

Another part of analysis was made on the basis of the qualitative research method. Qualitative 

method can help to wlderstand the inner life experiences of journalists in media organizations. 

Priest (1996) explains that when the aim is to understand the " insider's" perspective, a 

quantitative design is just not the way to go, one requires a holi stic and inductive approach which 

provides the opportunity to develop a descriptive, rich understanding and insight into the 

individual 's beliefs, concerns, motivations, culture, aspirations, behavior and preferences. 

Strengthening this point Maxwell (1996) states that thi s method is best suited for some specific 

purpose; (a) understanding meaning (b) context (c) identifying unanticipated phenomena and 

influences (d) generating new theories and (e) understanding the process by which actions take 

place and developing causal explanations (Maxwell 1996: 19-20 quoted in Tasnim, 2006 ). 

Therefore, selected journalists and editors who left their media institutions were interviewed to 

understand their feelings regarding the factors that contribute to job satisfaction. In the use of 

qualitative method, Babbie and Mouton (2002, cited in Haile-Giorgis, 2008, 6) said that: 

the researcherls has to make a deliberate attempt to put themselves in the shoes of the pe.ople 

they are .observing and studying and fly to understand their actions, decisions, behavior, 

practices, ritual and so on, Fom their perspective. \ 
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Likewise, according to Fossey et ai , (2002) Qualitative research is concerned with the 

interpretation of subjecti ve meanings, description of social context and the privileging of lay 

knowledge. In Qualitative Communication Research Methods Lindlof (1995,28) describes the 

importance of interviews: 

in qualitative research, one interviews people to understand their per;pectives on a scene, to 

retrieve experiencesji'om the past, to gain expert insight or information, to obtain descriptions of 

events or scenes that are normally unavailable f or observation, to fos ter trust, to understand a 

sensitive or intimate relationship, or to analyze certain kinds of discourse 

Babbie and Mouton quoted in Haile-Giorgis (2008,7) also say the following on use of qualitative 

study. 

The researcherls has to make a deliberate attempt to put themselves in the shoes of the people 

they are observing and studying and try to understand their actions, decisions, behavior, 

practices, ritual and so on, fi'om their peropective. 

3.3 Data collection methods 

Since this is descriptive study, interviews and the survey data methods were used to co llect the 

needed information. Quantitative methods - in thi s case using questioners- can show the 

contributing factors for journalist' s job sati sfaction, the achral level of sati sfaction, and compare 

and contrast the factors between private and government media institutions. In doing so, r 

believe that the objective nature of the paper was maintained by di stancing the researcher and 

journali sts. As Bryman (1988) argued, in order to have a reliable outcome in any study, the 

parad igm factors such as objectivity are important. Qualitative research method, in thi s case 

structured and unstructured interview of journalists to understand the underline factors for 

42 I P age 



journalists job satisfaction. Finally the collected data was analyzed based on the research 

questions. 

3.3.1 Target population 

The target population is the complete group of specific population elements relevant to the 

research project (Zikmund, 2003). For thi s study the target population was journalists who 

work/worked in private and goverrunent media institutions. The respondents were selected from 

the reporter news paper, Addis zemen new papers, Sheger FM 102.1, Fana FM 98. 1, Ethiopian 

Herald news paper and FM 97.1. Other media outlets were excluded due to time and financial 

constraints. 

3.3.2 Sampling method 

For the purpose of this study a non-probability sampling design in the form of a convenience 

sampling method was adopted and considered to be appropriate to gather the data. The rationale 

for using a convenience sampling method was due to the respondents being eas il y access ible, 

their availabi lity, as well as it being less time consuming and inexpensive to gather the research 

information. Weiman and Kruger (2001, p. 62) contend that "the advantage of non-probability 

samples is that they are less complicated and more economical than probability samples." The 

authors further postulate that convenience sampling involves collecting information of members 

of the population that are near and readily available for research purposes. However, a limitation 

highlighted by Leedy (1993) in terms of utilizing convenience sampling is that it is not 

necessarily representative of the population and therefore the results 'are not generalisable to 

other entities. 
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3.3.3 Sample size 

A sample is a subset, or some part, of a larger population. The purpose of sampling is to enable 

researcher to estimate some unknown characteristic of the population (Zikmund, 2003). Those 

media outlets, the reporter news paper, Addis zemen new papers, Sheger FM 102.1 , Fana FM 

98.1 , Ethiopian Herald News paper and FM 97.1 , were selected considering their accessibility 

and convenience to the researcher. Moreover for management and feasibility reasons 

determining the sample size of the study is mandatory task. For thi s study, sample sizes of about 

100 journalists who work in the above six media institutions were considered. The actual 

collected sample was 91 %. The reason for not meeting the desi red sample was in some media 

institutions journalists were assigned for field work in the time of this study and never returned 

the questionnaires. 

I contacted journalists personally in their organization and apprise them of the purpose for which 

the questionnaire could be used for prior to administering the questionnaires . So they completed 

it within twenty minutes and returned on the spot. In order to support the questionnaire and to 

find out the real factors behind journalist 's job satisfaction the study intended to interview 15 

journalists. Even if the intended numbers were 15 journalists, due to time constraints and the fact 

that few of them were not in the country at the time only 10 journalists were avai lable for the 

interview. These 10 journalists were interviewed to find out their detail views regarding the 

factors that affect their job satisfaction. Similarly these 10 sample journalists were also selected 

based on considering their accessibility to the researcher. 
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Mainly Personal contacts, informal communications and friends in the media industry were used 

both to facilitate the process for questiOlmaire and to facilitate the interview of journali sts who 

have leaved media institution. Without their help, it wouldn ' t be possible to get the relevant 

information especially from some media institutions. 

3.4 Data collection process 

A survey questionnaire with two sections A and B was constructed and distributed to journalists 

from six media institutions. I was responsible for distribution and co llection of questiorUlaires 

with support from friends in those media institutions. 

Section A gathered biographic information. Participants were asked to furni sh information with 

regard to their marital status, gender, educational level, age, job status and years of service 

employed in the media industries. In section A respondents were also required to indicate factors 

that contribute for their job satisfaction, overall job sati sfaction, intentions to leave the 

institutions and the profession and finally in section B journalists asked to fill spector (1997) job 

sati sfaction survey questions. One hundred self-administered questiorUlaires were printed. They 

were di stributed to j oumalists from six media institutions during working hours. 

In all institutions journalists were asked to fill questionnaires at the spot after giving explanation 

about the project and returri almost completed questiOlmaires. While most of journalists (91 %) 

fill ed the questionnaires immediately with enthusiasm, others took time to return. Very few 

journalists took questionnaires and never filled them properly. The other research method which 

was employed in thi s study was interview. In order to substantiate the questiOlmaire ten 

journali sts were interviewed. Data co llection procedures are di scussed in the text that follows. 
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3.4.1 Questionnaires 

Dess ler (2000) points out the following in terms of using questionnaires as a method of data 

co llection: 

• It is a quick and efficient way to obtain information from a large number of Individual s 

• It is less costly than interviewing a vast nwnber of people; and 

• Questionnaires secure participants' anonymity. 

For this study, fixed alternative questions were employed. Zikmund (2003:336 - 343) offers 

some guidelines in asking questions. In summary, these are: 

• Avoid complexity: Use simple, conversational language. 

• A void leading and loaded questions. 

• Avoid ambiguity: Be as specific as possible. 

• Avoid making assumptions 

The major drawbacks of using questiorulaires are however, outlined by Bless and Higson- Smith 

(1995): 

• the response rate for questionnaires tend to be low; and 

• the researcher nms the ri sk of receiving incomplete questiorulaires that wi ll have to be 

discarded 
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3.4.2 In-depth interviews 

According to Jupp (2006, p.157), interviews offer a researcher several advantages, particularly 

when done in-person: 

The advantages of interviews are that they enable the interviewer to follow up and probe 

responses, motives andfeelings and their potential added value is that the recording of 

nonverbal communications, facial expressions and gestures, fo r example, can enrich the 

qualitative aspects of the data. 

Fontana and Frey (\ 994 p. 365) also "'Tite the following about unstructmed interview, which is 

"the open-ended ethnographic (in-depth) interview": 

Unstructured interviewing provides a greater breadth than the other types, given irs qualitative 

nature . ... [It} is used in an attempt to understand the complex behavior of members of SOCiety 

without imposing any a priori categorization that may limit the field of inquiry. 

Pal1icipants were contacted one week pnor to their pre-determined interview date with a 

reminder to complete the pre-interview questionnaire for preparation and confirming the time 

and location of the interview. Individual semi-structured interviews were conducted in order to 

thoroughly capture the rich and unique experiences of each journali st. In light of this, 10 

journalists (editors and reporters) who were working in different media institutions were 

interviewed about factors that contribute to their turnover and job satisfaction. The interviews, 

each semi-structured and unstructured, probed the major factors and the actual practices. 

The interviews, done on a voluntary basis, took place between March 10th and May 2 of20 14. 

Interviews were done in-person, one-on-one and lasted on average 45 minutes, with some 
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running as short as 35 minutes while others went as long as an hour. Most interviews took place 

in the national theater "green garden", whi le a few took place in their offices. Most interviews 

were completed in one sitting with the researcher asking permission to fo llow up via emai l if 

necessary. Only few journalists were agreed to make the interview through audio recording 

device. In most cases recording the discussion through hand writing was used. After each 

interview sessions journali sts were asked to check whether or not their views were 

misrepresented or misunderstood. 

The list of questions for the interviews was designed to enab le the researcher to simply have a 

conversation with the participants. Starting with questions about the participant's education and 

experience in the fie ld gave them an opportunity to share about themselves and made for an 

easier transition into the specific questions about how they perceived their job, how they 

characterize the factors for their turnover and what impact that may have had on their job 

satisfaction . 

Interview questions included : 

• How do you characteri ze the working environment in media organizations? 

• What factors contribute to your job satisfaction? 

• Would you say there were relationships between the factors to yo w' turn over and job 

satisfaction? 
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3.5 Data analysis procedures 

The co llected data were analyzed in terms of literature and research questions. To achieve the 

objectives of the study 100 survey questionnaires were distributed for journalists who work in 

the above six media institutions. After gathering the data, the analysis over the results began. 

Firstly the results were entered into computer software known as statistical package for social 

sciences (SPSS) version 16.0, after which they were examined. 

The first things to be analyzed were the background information of the respondents such as 

gender, age, full -time/part-time, work experience and posi tion. The analysis went on to 

examining the tendencies arising from the data and interpreting it correctly in order to build them 

into tables. Moreover the responses given was analyzed and presented by the use of simple 

descriptive statics such as percentages, frequencies, mean and standard deviation. 

3.6 Measuring instruments 

To measure the contributing factors for journalist's job satisfaction, a questiollnaire compri sing 

of spector (1997) job satisfaction survey and some demographic items were constructed. 

Generally speakillg Job Descriptive Index (JDl) , the Minllesota satisfaction Questionnaire 

(MSQ) and Job Satisfaction Survey (JSS) were the most widely used scale to provide separate 

measure for satisfaction with specific aspect of job and employment conditions (Krietner and 

Kinicki , 1992, 186). Literature indicates that Job Descriptive Index (JDI) is practical attitude 

question developed by smith et al (1969). It was designed to measure five aspects of the work 

situation and it was used to secure job satisfaction (Francis and Gene, 1980). Another widely 

used instrument to measure job satisfaction is Millnesota satisfaction QuestiOlUlaire (MSQ) 

49 I P a g (' 



which is adopted from the likert-type scale items. In the likert type scale respondent is requested 

to mark each statement by selecting one of the five alternatives from strongly agree to strongly 

di sagree and responses are scored by marking 5,4,3 ,2 and I respectively(Abraru,1998). 

According to Weiss et al (1967, cited in Abram, 1998) the Minnesota sati sfaction QuestiOlmai re 

(MSQ) has also five scales with 20 items each. It is aimed at to measure facets of job satisfaction 

like working condition, pay and benefits, advancement, attitude towards the organization and 

other facets of job satisfaction. Like the likert-type for each item respondents are asked to mark 

one of the five alternatives to indicate their level of satisfaction. It is also a self admin istered and 

doesn't requires high qualification (Anastasi, 1979). 

The Job Satisfaction Survey(JSS) assessed nllle facets of job satisfaction ( pay, promotion, 

supervision, fringe benefits, contingent rewards, operating conditions, co-workers, nature of the 

work and cOITIlTIwlication), as well as overall job satisfaction(Spector 1997). The questiOlmaire 

consisted of a set of 36 items, all of which were considered to be of equal value and to which 

subjects responded in terms of how true the statement was. The scale was a summated rating in 

the form of a six-point Likert-type scale. The purpose of thi s questiolmaire was to stimulate the 

respondents' thoughts about their own areas of job satisfaction in relation to the nine facets of the 

JSS. 

The validity and reliability of all, Job Satisfaction Survey (JSS), the Minnesota satisfaction 

Questionnaire (MSQ) and Job Descriptive Index (JDI) were tested by the study of Spector 

(1997), Anastasi,( 1979) and smith et al (1969) respectivel y. 

After comprehensive reading and evaluation of the available job satisfaction measurement model 

the study was selected a modified form of spector (1997) Job Satisfaction Survey (JSS). The 
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maIO reason to not use the Job Descripti ve Index is that it only measures five areas of job 

sati sfaction, whereas Spector(1 997) Job Satisfaction Survey (JSS) included additional, more 

areas of the job; in an effort to obtain a m ore definiti ve picture of what influenced job 

sati sfaction levels of human services employees. 

The Minne~ota satisfaction Questionnaire (MSQ) as spector (1 997) rightly observed contained 

too many broad questions to accurately identify the exact job characteri stics. More over Job 

Satisfaction Survey (JSS) enables to cover major and selected facets of job satisfaction like pay, 

promotion, supervision, fringe benefi ts, contingent rewards, operating conditions, co-workers, 

nature of tile work and communication and overall job satisfaction. Also, unlike the 

questionnaires such as JOJ and Minnesota questionnaire (long form) that have many questions, 

thi s questionnaire has relatively small number of questions in more fi elds. My final reason is that 

it is easily and freely accessible for researcher. 

The questionnaire was separated into two sections: demographics and job sati sfaction survey. 

The demographic questions in thi s survey included age, rank (managers and non managers), 

education, gender, marital status and length of service in media industries. Answers to these 

questions provide a good picture of respondent's background. 

A modified version of the Job Satisfaction Survey (JSS) and other additional open ended and 

fi xed questions were utilized in this study to assess job satisfaction of journalists from pri vate 

and government media institutions. 

The job sati sfaction questions cover barriers to their job satisfaction, factors that contribute to 

their job satisfaction, overall rating of their job satisfaction and incidents that contri bute for 

sati sfaction and di ssati sfactions. The questions that were related to journalists career pl ans, plans 
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to remain In the profession, plans to remain in current position, and the choice of choosing 

journalism as a profession again were also included. 

A questionnaire survey was conducted from March 2014 up to April 2014. The sample for this 

study comprises full-time journalists including editor-in-chiefs, assistant editors, senior 

journalists and junior journalists. The data were co llected from six media institutions; three 

belong to the private sector (The reporter news paper, Sheger FM 102.1 and Fana 98.1) , and the 

other three belonging to the public sector (Addis zemen news paper, Ethiopian Hearald and FM 

97.1). 

3.7 Pilot Testing 

Pilot testing was conducted on a total of 5 participants (4 male and I female). Pa rt icipants were 

se lected from ex tension class of Addis Ababa Uni versity School of jOlU'nalism and 

communication. In this case students Uournalists by profession) were told how to give response 

to the questionnaire that provided them and some vague questions. which forwarded by the 

students, had been made clear during the pilot distribution. 

The instruments which assessed in the pilot try out generally constructed to measure the factors 

that contribute to job satisfaction of journalists . The instruments were piloted to check the clarity 

of the items and the internal consistency of the instruments. 

Each item of these scales was validated by journalists. Three of them have unanimously agreed 

on the relevance of the items for the desired target information. Therefore, two and one items to 

demographic variables, and facets of satisfaction were included after consultation. The clarity 
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and appropriateness of the items fo r the respondents of the items was further checked by 

management expert from the institution which I work. One language expert checked the 

appropriateness and clearness of the questions. 

3.8 Difficulties encountered 

There is no perfect study. Each researcher encounters an obstacle of some kind along the way. 

The first challenge that thi s researcher encountered in hi s study endeavor was lack of time and 

resources. Due to thi s fact this project onl y focused on six media outlets and forced to use 

convenient sampling. 

Secondly, in carrying out the study, the researcher did not get the maximum amount of materials 

about journalist's job satisfaction experience in Eth iopian context. More over it has been very 

difficult to find those journalists who have left the institutions. In administering the questioners 

some journalists did not fi ll out the questionnaires completely; some questions they skipped 

- Purposefully or accidentally - could affect the nwnber of responses on a specific issue but it 

did not impact dramatically the quality of the data. 

Thirdly in few media institutions some managers were not accepting the issue of studying the job 

sati sfaction of their journalists and the factors that contribute for satisfaction. Significant amount 

of time were passed to convince the purpose and significance of this study. 

3.8 Ethical considerations of the research 

Proper steps were taken to ensure the privacy and confidentiality of the data collected. In most 

cases before struting to conduct the study, permission were assured from the selected study area 
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management bodies. Ethical consideration were taken in to account so that the concern integrity 

consent and other human elements of the participant. Essentially, respondents were enlightened 

to know the purpose of the study prior to responding to the question. The sample to whom the 

questionnaire was administered was informed oftheir free will to participate in the research. This 

ensured that the responses they gave were not "clinically correct", but rather reflected their own 

feelings due to their own free will to participate and no management involvement. Data obtained 

in connection with thi s study were reported in the aggregate and remained anonymous 
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CHAPTER FOUR 

FINDINGS and DISSCUSSIONS 

4.1 Introduction 

The purpose of thi s study was to examine the factors that affect job satisfaction of Ethiopian 

journalists using a sample of six selected media outlets. This chapter presents the stati stical 

analyses and descriptions examining factors that affect job sati sfaction of journali sts in those 

selected Ethiopian Private and Government Media Insti tutions. The chapter also outlines the 

demographic information in table format. The descriptive statistics and results of interview are 

presented thereafter. 

As we have seen in second chapter, most of the results from previous research on job sati sfaction 

amongst Ethiopian journali sts are focused on government media institutions only. Thc researcher 

hopes this study will break some ground, presenting facts from both private and government 

media institutions. The researcher reviewed and categorized the responses of journali sts using 

the constant comparative method and presents it with simple stati sti cal mean, percentage and 

standard deviations. The following research questions were the cornerstone of thi s study. 

Those questions were 

• How do journali sts characterize the ir job satisfaction? 

• What are the factors that contribute for job satisfaction of journalists? 

• Is there any difference in job sati sfactions between government and private media institutions 

journali sts 
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This chapter is organized into three main sections which will address the research questions 

examining the factors that affect journalist's job satisfaction, actual job satisfaction level, and the 

comparative stati stics between job sati sfaction of journalists from private and goverrunent media 

institutions. 

4.2 Respondent characteristics 

The actual collected (91 %) questionnaires participants for this study covered every level of job in 

the profession of journalism according to the following breakdown: editor in chiefs, editors, 

senior reporters and reporters. The demographic characteristics of the sample journalists are 

illustrated in figure below. 
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Demographic Characteristics of the Respondents 

Frequency Percent 

1 Sex 
Male 

66 72.53 

Female 25 27.47 

Total 91 100.00 

2 Age 
<=21 

0 0.00 

21-34 58 63.74 

35-44 33 36.26 

45-54 0 0.00 

>=55 0 0.00 

Total 91 100.00 

3 Marital status 
Married 

23 25.27 

Unmarried 68 74.73 

Total 91 10000 

4 Educational qualification Diploma 
3 3.30 

Bachelor Degree 71 78.02 

Masters Degree 17 18.68 

Total 91 100.00 

5 Employer type Government 45 49.45 

Private 46 50.55 

Total 91 100.00 

6 Salary 
<2000.00 

7 7.69 

2001 .00-3000.00 24 26.37 

3001 .00-4000.00 33 36.26 

4001 .00-5000.00 18 19.78 

>5001.00 9 9.89 

Total 
91 100 

Table I: Demographic Characteristics of the Respondents 

A bigger percentage (63%) of respondents was between the age of 21 and 34 years, followed by 

33% between the ages of 35 and 44 years . There are no respondents in the age of 21 years and 

younger and more than 55 year' s category. Likewise of the 91 respondents 25% were female 
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and majority of them 75% were male. As we can see from table I, the majority of respondents 

(78%) had Degree; 3% had post high school or diploma; 18% had a Masters Degree 

qualification whi le none had a qualification less than grade 12. Most journalists 36%, fail in the 

salary category of 300 1-4000 Ethiopian birr per month, where as 26% of the respondents earn 

between 2001 - 3000 Ethiopian birr per month. 7% of journal ists who participated in this study 

indicated they earn less than 2000 Ethiopian birr per month. Only 9% of the respondents 

declared they earn more than 5000 Ethiopian birr per month. Majority of the respondents 

74. 73%, are unmarried and the remaining 25 .27% of the respondents are married. From the total 

respondent' s journal ists who work in private media institutions consists 50.5 5% and 49.55% 

represents government media institutions. 
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4.3 Descriptive Statistics Frequencies 

The fo llowing are Descripti ve statistics of the combined (private and government media 

institutions) responses of journalists to the questionnaire which asked their intentions to leave 

their current job, current profession, choosing journali sm as a profession again and their 

willingness to recommend an employment in their media organization. There were a total of 91 

valid responses for the open ended questions and most respondents from the original 9 1 did 

answer most ofthe questions. The responses are presented below. 

Journalists Intentions 

Employer type of the 

respondents Total 

Governm Private 

S.N. Questions Response ent % 

1 Do you plan to leave your present job Yes 
44 18 62 68.13 

within the next two years? No 28 29 31.87 

Total 
45 46 91 100.00 

2 Do you plan to leave the profession of Yes 
18 6 24 26.37 

journalism within the next two years? No 27 40 67 73.63 

Total 
45 46 91 100.00 

3 Would you recommend employment at Yes 
17 35 52 57.14 

your media institution to a friend? No 28 11 39 42.86 

Total 
45 46 91 100.00 

Knowing what you know now, if you had 

a chance to start your carrier over, 
26 37 63 

4 Yes 
69.23 

would you again choose journalism as 

your carrier profession? No 
19 9 28 30.77 

Total 
45 46 91 100.00 

Table 2: JOllma lists intentions towards their current job, joumalism profess ion, choosing the pro fession again and 

their will ingness to recommend an employment. 
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Journalists were asked if they plmmed to leave their current job within the next two years. The 

majority of respondents (68.13%) indicated they planned to leave their current job, and 31.87% 

indicated they did not plan to leave their current position. 

This research also finds out journalists perspective regarding their plans to leave journalism 

profession within the next two years. An overwhelming majority of respondents (73.63%) stated 

they did not plan to leave the profession and 26.37% of the respondents stated they did . 

Responding to an open-ended question , knowing what they know now if they had the 

opportunity to start their career over, would they choose journalism as a profess ion again. The 

majority of subjects 69.23% stated they would choose journalism as a career again, but 30.77% 

of the subjects would not choose journalism as a career again. In the case of recommending 

employment at their media institutions to a friend, 42 % of the respondents indicated that they 

wouldn't recommend their friend to work in their media organization. 57% of the respondents 

were happy enough to recommend a friend to work in their media orgmlization. 
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4.4 Facets of Job Satisfaction for journalists 

Job satisfaction survey (JSS) was used to obtain aggregate job satisfaction scores and to 

determine the 36 job facets subjects rated as important to their job sati sfaction. The resu lts 

obtained with the JSS are described in the following section. As I have discussed in chapter 3, 

the Job Satisfaction Survey, JSS is a 36 item, nine facet scales to assess journalist' s attitudes 

about the job and aspects of the job. These nine facets of job satisfaction are: Pay, Promotion, 

Supervision, Fringe Benefits, Contingent Rewards, Operating Procedures, Coworkers, 

Communication and Nature of Work (spector, 1997). 

The following table lists the nine subscales and their corresponding survey item numbers. Each 

of the nine subscales contained four items and a total satisfaction score could be computed 

combining all 36 items. 

Facet I [tern Number 

Pay I , lOr, 19r, 28 

Promotion 2r, 11 , 20,33 

Supervision 3, 12r, 21r, 30 

Fringe benefits 4r, 13,22,291' 

Contingent rewards 5, 14r, 23r, 32r 

Operating conditions 6r, 15,241', 31r 

Coworkers 7, 16r, 25 , 34r 

Nature of work 8r, 17, 27, 35 

Communication 9, 18r, 26r, 36r 

Table 3. Subscales and correspondin g item numbers of JSS (spector, 1997) 
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Spector's (1997) summated scoring system, as mentioned in Chapter 3, based on the following 

Likert-type responses: I ~ disagree very much, 2 ~ disagree moderately, 3 ~ disagree slightly, 4 

~ agree slightly, 5 = agree moderately, and 6 = agree very much, was utili zed to measure the job 

satisfaction level of journalists from private and goverrullent media institutions. The individual 

scores, once summed, determined the corresponding level of job satisfaction. Scoring for each 

item was performed automatically by the survey software statistical package for social sciences 

(SPSS) version 16.0, following the completion of the survey. 

According to Spector (1997), by subscale, using the summated scoring system, the following 

scores were hypothesized as representative of the corresponding level of satisfaction: scores with 

a mean item response (after reverse scoring the negatively-worded items) of 4 or more represents 

satisfaction, whereas mean responses of 3 or less represents di ssatisfaction. Mean scores between 

3 and 4 are ambivalence. 
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4.5 Results of the Job Satisfaction Survey 

Descriptive statistics in the form of arithmetic means and standard deviations were computed for 

the various dimensions assessed by the Job Satisfaction Survey (lSS). The results are presented 

in following table. 

Descriptive Statistics Frequencies 

Pay Promotio Supervision Canting Operating Cowork Nature Comm 

n ent conditions ers of work unicati 

rewards on 

N Valid 91 91 91 91 91 91 91 91 

Missing 0 0 0 0 0 0 0 0 

Mean 2.79 3.50 3.41 3.17 3.51 3.61 4.23 3.77 

Std. 
0.55 0.66 0.65 0.70 0.84 0.70 044 0.67 

Deviation 

Table 4 total results of the job satisfaction survey 

Table 4 indicates that the arithmetic mean for job satisfaction of the sample is low with a mean 

score of 2.79 for pay, 3.50 mean score for promotion, 3.4 1 mean score for supervis ion, 3.5 1 

mean score for operating conditions, 3.6 1 mean score for coworkers and 3. 77 mean results for 

communication. Among these nine sub scales of job satisfaction nature of work recorded the 

highest mean score of 4.23. Based on the fact that an average level of job sati sfaction , as 

measured by the JSS, it may be concluded that the overall job sati sfaction of the sample is 

relati vely low. The following tables presented the nine facets of job satisfaction in accordance 

with journalist's occupation. Table 5 presented the mean score of the nine facets of job 

satisfaction for both government and private media institutions journalists. Table 6 and 7 on the 
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other hand presented separate facets of job sati sfaction for government and private media 

institutions j ournalists' respectively. 

Facets of job satisfaction for both government and private media institutions 

journalists 

Sub scales of Employer type of N Mean Std. 

S. N. JSS the respondents Deviation 

Government 45 2.60 0.52 

1 Pay Private 46 2.97 0.5 1 

Government 45 3.27 0.53 

2 Promotion Private 46 3.72 0.71 

Government 45 302 0.44 

3 Supervision Private 46 3.80 0.58 

Government 45 2.86 0.75 

4 Fringe benefit Private 46 3.39 0.65 

Contingent Government 45 2.92 0.61 

5 rewards Private 46 3.42 0.71 

Operating Government 45 3.65 0.76 

6 conditions Private 46 3.38 0.89 

Government 45 3.35 0.64 

7 Coworkers Private 46 3.86 0.68 

Government 45 4.09 0.29 

8 Nature of work Private 46 4.36 0.52 

Government 45 3.47 0.34 

9 Communication Private 46 4.06 0.78 

Tab le 5 Facets of job sat isfacti on for both government and private media institutions journalists 
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Facets of Job sa tisfaction for Journalists in Governm ent Media Institutions 

Employer type of N Mean Std. 

S.N . Sub scales the respondents Deviation 

1 Pay Government 45 2.60 0.52 

2 Promotion Government 45 3.27 0.53 

3 Supervision Government 45 3.02 0.44 

4 Fringe benefit Government 45 2.86 0.75 

5 Contingent rewards Government 45 2.92 0.61 

6 Operating conditions Government 45 3.65 0.76 

7 Coworkers Government 45 3.35 0.64 

8 Nature of work Government 45 4.09 0.29 

9 Com09 Government 45 3.47 0.34 

Table6 

Facets of job satisfaction for Private Media Institutions journalists 

Employer type of N Mean Std. 

S.N. Sub scales the respondents Deviation 

1 Pay Private 46 2.97 0.51 

2 Promotion Private 46 3.72 0.71 

3 Supervision Private 46 3.80 0.58 

4 Fringe benefit Private 46 3.39 0.65 

5 Contingent rewards Private 46 3.42 0.71 

6 Operating condi tions Private 46 3.38 0.89 

7 Coworkers Private 46 3.86 0.68 

8 Nature of work Private 46 4. 36 0.52 

9 Communication Private 46 406 0.78 

Table 7 Facets of job satisfaction for Private Media Institutions journalists 
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4.6 Results for overall Job Satisfaction 

This research also find out journalists overall satisfaction with their current job. In thi s particular 

question journalists had the option of choosing from the following four job satisfaction options: 

very satisfied, sati sfied , dissati sfied , and very dissati sfied. The overwhelming majority of 

subj ects indicated they are either dissatisfied (54%) or very dissatisfied ( 16%). Among the 

respondents 25.27% of them indicated that they are satisfied. Only 3.30% of the respondents 

said that they are very satisfied. 

Overall Job satisfaction 

Overall , how satisfied are you with your present job? 

Satisfaction level Frequency Percent 

Very dissatisfied 15 16.48 

Dissatisfied 50 54.95 

Satisfied 23 25.27 

Very satisfied 3 3.30 

Total 91 100 

Table 8 overall job sat isfaction 

The following table (9) presented the overall job satisfaction of private and government media 

institutions journalists independently. Based on the finding 2 1.98% of journalists from 

government media indicated that they are dissatisfied, where as 32.97% of respondents from 

private media declared they are dissatisfied. 14.29% of journalists from government media 

indicated that they are very di ssatisfied, but only 2.20% of journalists from private state they are 

very dissatisfied. 
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Overall, how satisfied are you with your present job? 

Employer type of the respondents Total 

Satisfaction level Government % Private % % 

Very dissatisfied 13 14.29 2 2.20 15 16.48 

Dissatisfied 
20 21.98 30 32.97 50 54.95 

Satisfied 
12 13.19 11 12.09 23 25.27 

Very satisfied 0 0.00 3 3.30 3 3.30 

Total 
45 49.45 46 50.55 91 100 

Table 9 overall job satisfaction of private and government 

4,7 Discussions of the findings 

As we can see in table 2 journalists were asked about their intention to leave their current job. 

Majority {)f the respondents 68 .13% indicated that they do have an intention to leave their current 

job. Based on thi s study, only 31.87% of the respondents declined to say yes. In addition, if 

subjects stated they were planning to leave their current job, they were asked to indicate their 

reasons. By using different expressions many mentioned that the current salary scale (19%), luck 

of job satisfaction (18%), "unfavorable" working envirollli1ent (23%), luck of recognition for the 

work they did(12%), bad management (13%) and luck of promotion (6%) were the reason for 

leaving their current job. The remaining respondents simply mentioned "personal reasons" as 

their reasons for leaving their present job. 

[n this study luck of job satisfaction was mentioned by 18% of journalists as their reason to quiet 

their current job. Researchers found strong relationship between job satisfaction and turnover. 

For example Research conducted by Vanderberg and Lance (1992) during which they surveyed 
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100 professionals in the info rmation services for fi ve months showed a strong relations between 

job satisfaction and employee loya lty. Their research proved that the higher the degree of job 

sati sfaction the higher is the level of employee loyalty 

Luck of promotion was also raised by journalists as a reason to leave their job. Similar research 

outcome can be also found in the literatures. For example according to Grobler, et ai, (2006) lack 

of opportunity for advancement or growth can cause a high tumover rate for any organization. 

Likewise employees have been found to leave their organizations due to the lack of appreciation, 

recognition and rewards. Recognition is another critical ingredient in sustaining employee 

performance (Nel el aI. , 2004). 

As we can see from table 2 among who they said they are going to leave their current job 19% 

indicated poor salary scale is their reason. This finding is consistence with the argument of 

Rampur, (2009) , for him the most common reason for employee tumover rate being so high is 

the salary scale. Those who didn ' t have a job may take the first one that comes along to carry 

them through while searching for better paying employment (Ram pur, 2009). However Griffeth 

et al. (2000) noted that pay and pay-related variables have a modest effect on turnover. 

The existence of bad management (13%) was also mentioned as a reason for turnover intention 

for Ethiopian journalists. Similar outcome also revealed by Blake (2006), for him, existence of 

poor relationship between the employee and his/her immediate manager is also factor for 

turnover. There is a saying that "people leave managers, not organizations" (Blake, 2006). 

With regards to leaving journalism profession, only 26.37% of the respondents said they are 

go ing to quiet journali sm. But maj ority of them 73.63% indicated that they are not going to 
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change their profession. This finding is somehow consistent with the findings in Uganda. In 

Ugandan press Mwesige(2004) found that 64% of the studied journalists in Uganda reported they 

wou ld remain in journalism profess ion. For journalists confirming they did plan to leave the 

profession, they explained their reason for changing profession. Most respondents use sentences 

like: " luck of freedom in doing my job", " losing my passion to pursue in the journalism 

profession", "I fear political persecution", " tired of serving under incompetent bosses", " luck of 

autonomy", and "Iuck of satisfaction in what 1 am seeing in my office". Very few respondents 

indicated poor salary and benefit package in journali sm profession are their reasons to change 

their career in to another profession. 

This finding is supported by the study of Felder, (2004), who reported that only few journalists 

leave the profession solely because of low salary and frustration. Those who said they would 

leave the industry cited poor journalism quality as the main reason. Similarly the study of 

Reinardy (2009) indicated that journalists wi ll not leave the industry because of the workload, 

deadlines and low salary, but if those things lead to a decrease in the quality of journalism, they 

wi ll. 

Majority of, 69.23%, of the respondents stated that after knowing what they know now, if they 

had a chance to start their carrier over, they would choose journalism again. This finding 

reassured the assumption that most journali sts love their profession in whatever conditions and 

their nature of work. Only 30% forwarded no answer for thi s question. If respondents indicated 

they would not choose journalism as a profession again, they indicated why not. The most 

prevalent reasons given for not choosing journalism as a profession again were " its poor salary", 
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" luck of meeting professional goals", "extensive political pressure", "work stress" and some 

respondents simply said the "country is not ready fo r professional journalism". 

The other significant finding of this study is that still journalists in Ethiopia are not enjoying 

satisfaction in their overall job situation. This study revealed that most journalists were 

dissatisfied with their current job situation. As indicated in table 8, 54% of journalists expressed 

their dissatisfaction with their overall job situation, 16.48% of them said they are very 

dissatisfied; where as 25% of the respondents indicated that they are satisfied, only 3.3% state 

they are very sati sfied. 

This finding is slightly different with the study of Amanuel, (2005), which concluded that 89.6% 

of the journalists were 'dissatisfied' with their work situation and 2.2% were 'very di ssatisfied '. 

In this study only 8.2% of journalists from government media institutions were satisfied. 

Amanue1, (2005), finding reveled only 8% of journalists from government media institutions 

were enjoying satisfaction. The outcome of this study is also quiet contrary with a study 

conducted by MORl research inc. (1998) which reported that 64.5% of newspaper journalists 

were satisfied. 

When we look at journalists from government media insti tutions separately after 9 years of the 

study of Amanuel, (2005), this research revealed that 44% and 28% of studied journalists from 

goverrunent media declared they are dissatisfied and very dissatisfied respectively. Satisfaction is 

enjoyed by only 26% of journalists from government media institutions. 

Though Amanuel , (2005) study was conducted in a situation where media were overstretched in 

a difficult election time, sti ll however after 9 years many journalists from government media 
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institutions couldn ' t enj oy satisfaction. One thing which we can take as good news is that unlike 

8% in 2005, 26% of the studied journalists from government media insti tutions enjoy 

sati sfaction. When we look at journalists trom private media insti tutions separately majori ty of 

them 65.2% are dissatisfied, 23.9% and 6.5% of them declared that they are sati sfi ed and very 

satisfied respectively. 

In Ethiopian media institutions, based on spector( 1997) nine subscales of job satisfaction survey 

questionnaire, the study finds out that journalists find the relationship with their direct supervisor 

is unwelcoming, mean score of 3.41. Here supervision means to supervise journalists by the 

"senior ed itors", "gate keepers" or "team leaders" in media institutions. It plays an important role 

in context of job sati sfaction. This is supported by Vroom (1982), he stated that there is 

considerable evidence demonstrating that satisfaction is related to the consideration an employee 

feels is received from supervi sors. Similar research outcome was revealed by the study of 

Amanuel(2005) in Ethiopian government media institutions, which said majority of journalists 

were dissatisfied with supervision in thei r media institutions. 

In order to find journalists satisfaction with their supervisor, they were asked about how they feel 

about the amount of information they get, the amount of constructive feedback, one of the most 

important aspects when thinking about the employees' work sati sfaction, the appreciation the 

direct manager shows towards the work they do and they think the boss is quite aware of the 

abi lities of the worker and the time their supervisor takes to li sten to the employees' concerns. 

Most of journalists were ambivalence about the above factors. 

The finding shows that journali sts from goverrunent media institutions are more di ssatisfied than 

journali sts from private media institutions in tenns of supervision. The mean score for journalists 
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from government media is 3.0%, where as journali sts from private media institutions scored 3.8 

mean. Most of the respondents felt that they are very di ssatisfied with how their supervisor led 

the work. According to Linda 's (1998) sign ificant fac tors regarding to supervision which affects 

subordinates job sati sfaction are; personality, interpersonal behavior, and management skill s. 

Journalists from both private and goverrunent media in thi s survey indicated they are not 

sati sfied with the way their bosses lead the work. When asked to indicate factors that affect their 

job sati sfaction in the open ended question, the majority of respondent's journali sts indicated that 

"having bad and incompetent" supervisor affects their job satisfaction. This result of the study 

correlates with the study of Powers (1991). In a survey of local news employees in several 

television markets in the Midwest, Powers ( 199 1) found that a manager' s leadership style is criti cal 

in determining job satisfaction, as was an employee's perceived ability to play a part in the 

organization's decision-making process. 

The relationship between supervisor and journali sts is very essential when thinking of the job 

sati sfaction and work motivation. Relatively journalists from government media institutions 

fo und that they are not getting positive SUppOit from "editors" or "gate keepers" which they 

desire. Some said that their editors openly forbidden them "not to say anything negative abo ut 

their media institution even there are something to talk about". As Bruce and Blackburn (1992) 

reported good managerial relations is the second among variables affecting job satisfaction. They 

asserted that both job sati sfaction and job performance are dependent on supervisors in the 

organization. 

In thi s survey study in order to find out journalists perception regarding operating cond itions, 

they were asked about rules and procedures making doing a good job difficult, thei r efforts to do 
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a good job are blocked or not, whether there are too much work to do and about paper work to 

do. Satisfaction in relation to operating conditions, thi s research revealed that journal ists are also 

ambivalence with the work place environment. The mean score of 3.5 1 was recorded for 

journali sts in Ethiopia. Based on the finding of this study relatively private media journalist ' s 

recorded the lowest mean 3.38 with that of journalists from govenunent media institutions(3.65). 

According to Frame (2004) work conditions are defined as an employee 's work place, work 

instrwnents, the work itself, organization policy, and organizational rules 

Based on Herzberg (2005) two factors theory work environment is another motivating factor fo r 

the employees, since good working environment increases the productivity of the employees. 

Journalists in Ethiopia are not satisfied with the media insti tutions as a place to work; meaning 

that they consider their media institutions is not welcoming. In an open ended question to find 

the factors that cause dissatisfaction for journalists, most journalists use sentences like, "tense 

work ing conditions"," luck of basic equipment"," unfriendly relationships", "political pressure", 

"subjective and WljUSt evaluation methods" to express the factors for their di ssatisfaction. 

Likewise some Journali sts told of being dissatisfied in the workplace because of discriminatory 

acts directed toward them by management and fellow workers . Robbins (200 I ) advocates that 

working conditions will influence job satisfaction, as employees are concerned with a 

comfortable physical work environment. In turn this will render a more positive level of job 

satisfaction. 

In some cases journalists who participated in thi s study express their dissatisfaction regarding the 

supporting equipment at the workplace in an open ended question. Few journalists suggest that 

equipment is not good in their media organization. It is quite necessary to make sure that the 
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work ing environment of journalists is good and does not cause any disturbance and discomfort 

for the journalists during the work process. Based on the information gaze red for thi s study, it 

can be concluded that most organizations haven' t created appropriate working environment for 

the journali sts at their work place. 

Promotion was also an area of ambivalence for Ethiopian journalists, the mean score for 

0ppoltunity for advancement for journalists in tlus survey was 3.50 (see Table 4) indicating that, 

on the average, journalists in this survey do not perceive that advancement is likely. Journalists 

from government media institution again score the lowest mean 3.02 with that of journalists from 

private media compan ies, 3.72 mean score. This find ing shows that the participants surveyed 

had a mean score of three or higher for opportunity for advancement indicating that on the 

average, journali sts do not perceive the opportunity for advancement is good. In an open ended 

question to find negative factors that lead to dissatisfaction , Journalists report being passed over 

for promotions and found "other journalists" with less experience and qualifications were given 

the jobs. They reported feeling isolated in the organization because they are not supporting how 

media organization runs. 

Salary, fringe benefits and contingent rewards are the top most factors which cause 

di ssatisfaction for both private and government media institutions journalists . This is found from 

the response of the journalists of studied media institutions in Ethiopia. As shown in the tab le 

(Table 4) irrespective of private and government media institutions journalists opined that they 

aren' t satisfied by their salary, reward and benefit. The mean score of 2.60 and 2.97 were 

reported by this study for pay for both journalists from Govenunent and Private Media 

companies respectively. In thi s case all surveyed journalists are very di ssatisfied by their pay. 
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More over only few journal ists think there are fair benefit conditions for journali sts. The results 

are almost the same in relation with rewards, 2.92 and 3.42 mean score were reported for 

contingent rewards in journalists from government and private media institutions. The majority 

of journalists in this study find the fringe benefits compared to other profession is not fair. Only 

2.86 and 3.39 mean score were recorded for fringe benefits in journalist from both govenm1ent 

and private. 

As we all know pay and benefits are the main motivating and stimulating factors. According to 

Herzberg ' s(2005) two factor theory, sa lary is a hygiene factor which causes dissatisfaction. If 

salary is lower the employees become dissatisfied with their jobs. If the pay and benefits system 

is managed well at the media institutions, it can raise employee motivation, productivity and 

satisfaction. In open ended question journalists stated that the reason for their dissatisfaction is 

that they think the current salary is not coping with contemporary economic condition is 

required. 

Some journalists even thought that they are "victim of overlord" and they thought they are not 

paid in the way they do their work. This finding is different from the study of Tstati and 

Livio(2005 cited in Amanuel, 2005) , which reported pay is not indicated by journali sts in Israel i 

as a major factor for dissatisfaction. The subscale of pay, benefits and rewards were a major 

predictor of intention to leave and the literature supports this. In addition, pay and salary have 

been well established as major indicators of job satisfaction and thus indirectly affected intention 

to leave (Campbell , Miller, & Robinson, 1985) 

The other preliminary finding for the current study is that it indicates journali sts are enjoying 

relati vely better satisfaction with their relation to coworkers. Average mean score for coworkers 
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are 3.61 , and journalists from private media enjoying satisfaction by reporting 4.09 mean score. 

Journalists from government media reported 3.86 mean score for sub sca le of coworkers. This is 

consistence with the findings of Pitts (2004). In his study 80.2% of Serbian and Montenegro 

journali sts were sati sfied with relation to their colleague. 

In Ethiopian media institutions communication with co journalists is one of the few areas where 

journal ists enjoy relative satisfaction with mean score of 3.77. In this survey study, to find out 

journali sts satisfaction with communication, they were asked about commwlication in their 

organization, whether the goal of their organization is clear to them, whether they believe they 

know what is going on with the organization and whether work assignments are explained fully 

or not. Journalists from private media institutions enjoyed satisfaction by record ing the highest 

mean score of 4.6 with that of 3.47 for journalists from government media institutions. 

According to the study conducted by Miller (I980), it was di scovered that management & 

fi'iendly staff communications contribute to the level of job satisfaction. 

This study revealed significant outcomes about satisfaction in relation to Nature of Work for 

journalists. Journalist from both private and government media institutions are enjoying 

sati sfaction by the nature of their work. Among the nine sub scales to examine job satisfaction 

nature of work scored above 4 points. Journalists indicated that they are satisfied with the nature 

of their work by scoring average mean score of 4.23. Mean score of 3.47 reported for 

government and 4.36 mean score for journalists from private media institutions. The majority of 

the respondents think that they fee l good or very good about working as journalists and 

performing at their best. In 2005, journalists from government media institutions expressed 
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similar satisfaction about their nature of work (Amanuel, 2005). Mi ller (1980) found that there is 

evidence of a connection between day-to-day job conditions and a worker' s satisfaction level. 

4.8 Interview results and discussions 

In this part I present interview findings and discussions of the research regard ing factors that 

contribute to journali st's job satisfaction. The data presented has been extracted from the 

transcripts of the personal interviews with the selected journalists. Using journalist's responses, I 

presented their feelings about the factors that contribute to job satisfaction of journalists. All 

most all interviewed journalists asked conformation for the confidentiality of their responses. 

In the transcriptions of the interviews quoted throughout this section, instead of their name I used 

numbers to differentiate them. In the quotations from the transcripts I used generic terms such as 

"media institutions" or "managers" or "senior editors" enclosed in brackets in place of the actual 

name spoken by the participant in the interview. This has been dune to protcct the 

confidentiality of journalists. The fi ndings are presented in accordance with the presumed 

research question. 

In order to find out their view regarding factors that affect journal ist's job sati sfaction, the 

researcher planed to interview 15 journalists. But only 10 journali sts were avai lable at the time. 

These 10 journalists have worked in different media institutions and have different experiences. 

In order to find out the real factors, with the rank of junior reporter to senior editors in the 

Ethiopian media institutions were interviewed. 

The interviews were conducted through face to face. In most cases phone conversation and emai l 

were used to clarify things and to make sure I noted their responses properly .The interview 
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questions include questions about the factors that contri bute for their job satisfaction, incidents 

that lead them to leave the organization, questions about their job satisfaction level wh ile 

working as journali sts, their perception of the management sty le and work environment in their 

respective media organization and its relationship to their job satisfaction. 

How do you characteri ze your job satisfaction? 

Journali st 1 holds an undergraduate degree in literature from Addis Ababa University. 

Before becoming journalists he was a teacher in one of the private school in Addis Ababa. When 

I asked if he experienced job sati sfaction while he was a journalist, he answered : 

"I really loved the job. I had to take a pay cut. What I' m earning as a journalist was not what J 

used to earn. I was earning much more with the former job by taking extension classes. I was 

sati sfied and that I was happy with what I was doing as a journalist that makes up for even that 

monetary loss". 

Journalists 2, who have undergraduate degree in political sCIence and international relation, 

worked as a journal ist for the last 5 and half years in two different media institutions. He 

remembered his time as a journali sts as satisfactory one. He went on to say that: 

"From the outset the notion of serving the society tluough truth gives you something extra. 

Something which other professions do not give you. Reporting relevant issues used to give me 

pleasure and sense of self accomplishment I love just being a journalist. That just makes me feel 

good. [ feel like I'm helping my people through giving relevant information". 

Journalist 8 has been working as journali st in the last three years. Before his current duty he 

worked as PR expert in one public institution in one regional state. When asked about hi s time as 

a journalist, he expressed somehow a feeling of overall job satisfaction. He said that: 
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"Everything's was pretty good with the exception of the pay. The pay could be a little bit better 

and my boss could be a little bit better. Outside of those two facto rs, job satisfaction is pretty 

much there". 

Journali st 3, 4, 5, 6, and 9 hold different view regarding their experiences as journalists. They 

expressed their di ssatisfaction as: 

"I didn ' t fully exercise what I wanted to do and that makes me dissatisfied" 

"The issue which I used to report as a journali sts were not something which I aspired to do. I 

used to complain about it. I felt I wasn ' t doing journalism at all" 

"I should say that I loved the profess ion but my boss makes me to hate it. So it is very difficult 

to say I was happy being a journalist" 

"I wasn' t only dissatisfied but also decided to change the profession which doesn' t gives me hard 

time. From the outset I didn't study journalism; I only joined "media institution" for securing a 

job" 

"I fee l that if things were deferent in the "media organization" and if "managers" were a little bit 

supportive enough to coach us I would love to stay there" 

I asked them how they felt about job satisfaction, the media organization , their bosses and their 

professional freedom. Few of them responded as" well , not good, not bad, good and nice" 

For example journali st I said that: 

"Weill really fee l that the management was great there. They didn ' t feel that they have to come 

out every minute to check to see me writing news articles, how I prepared the story and whether 

I come on time or not. I don ' t know if that' s part of their management style, I'm not really sure. 

79 I P a g ~ 



So they pretty much modern. As I told you I worked in private news paper, my bosses only care 

about what I come up with. They kind of leave you to with your work". 

Journalist 8, in response to the same question she said: 

"Yes, I have job satisfaction. I feel creating story for children gives me the greatest satisfaction 

(she told me that she was working in one TV stations in children program section). I don 't know 

why but unlike my friends my bosses were good for me. My friends used to say to me it was 

because I was doing children program that I didn 't encounter what they claimed it "bad face of 

our bosses" 

Journalist 3 expressed dissatisfaction in her time as a journalist. She had worked in one "media 

organization" for 6 years as professional journalists and did not experience job sati sfaction in 

that classification. I asked if she experienced job satisfaction. Her response: 

"I was a senior editor and I liked the profess ion because it gives me an opportunity to help 

people but I don ' t think that what I was doing is included in the category. I wasn't not doing 

story telling or serving our audiences. I was doing a lot of paperwork like editing staff and being 

in the office a lot". 

I asked how they perceived journalism profession and here are some of their responses. 

Journalist 7 has M.A degree in English language. He stated that: 

"I like the respect that I get from my bosses and audiences. I was a professional journalist who 

has to think about societal problems and the one to show the way out from that problems". 

Similarly, journalist lOin response to the same question, he slated: 
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" I was enjoy working as a professional journalists much more than working as what can I say 

any other respected professions in our society. You know like for example being a doctor or an 

engineer. There is a certain amount of respect you get from the people because you have to uched 

their life. 1 used to prepare future articles about economic issues which touch the life many 

people directly or indirectl y". 

Unlike the above journalists, journalist 4 has different vIews regarding media institutions, 

journalism profession, their leaders, job sati sfaction and factors that lead his turnover. He has 

been in the profession of journali sm almost for 9 years. He said that all he knows in hi s 

profess ional work is about journalism. This journalist had recently changed jobs to another 

organization. The change occurred after he believed he would no longer exercise the profession 

as he wished. He expressed dissatisfaction with his professional work because of the increased 

responsibilities and luck of recognition for his work. Here is how he answered my question about 

the media organization he used to work and his boss's: 

" It is really amazing to describe how the "media organization" was operating. I have done 

everything they asked me to do. I realized that there was not fair distribution of work. Literally 

speaking my boss was not qualified to lead the news room. r remembered how we argued day in 

day out about the way we were reporting. The fi rst thing he used to check was whether the story 

has words or sentences which he framed to as "offending words to the goverrunent" rather than 

weather the story had news worthiness or had significant impact to the society or so on". 

Likewise journalist 5 describes why he leave "media organization". Note that the reason given 

for hi s departure is pressure to do what he doesn' t believe in, luck of autonomy and hi s 

perception of the incompetence of hi s manager. 
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"My supervisor was not competent to show me what I missed and he didn ' t appreciate the work 1 

have done. For your surpri se he usually took the credit for the work 1 have done. We were 

obliged to do what we didn ' t believe in. Like reporting some economic achievements while 1 

was witnessing serious economic problems in my day to day life. The worst thing is there was 

not autonomy in selecting issues and we were obliged to frame news's in certain ways" . 

1 asked specific example for his view and he recalled one incident: 

"I felt bad when 1 saw discrimination in our media institutions. When opportunity came for us to 

cover stories in abroad, our manger simply gave it to someone whom we believed was 

incompetent but " loyal" to the government. You can see clear discrimination between party 

members and none party members". 

When asked to elaborate about his claim of luck of autonomy and way of framing news's, he 

said: 

"We all know what our editorial pol icy says. Clearly in paper we do have autonomy to cover and 

report, but what I have done usually edited again and again and sometimes even I felt that the 

original story was dead. During my first years in the media organization [ used to argue about the 

way we frame the news but after a time I just let it go". 

Another journali st (journalist 9) also holds the same feeling and expressed it as : 

"The way "people" perceived us in the way of a government cadre contributes significantly fo r 

my decision to leave the media station. 1 just wanted to be considered as a professional journalist 

rather than a propagandi st. The antagonistic communications between journalists in our media 

institution were also made me di ssati sfied. I couldn ' t continue while I was not enjoying what 1 

was doing". 
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Most journalists expressed general terms to their departure from "media organization". In most 

cases interviewed journalists claimed that bad management, luck of job security, discrimination 

among journalists based on different things, luck offairness, fearing political persecution , luck of 

autonomy, luck of independences and the poor work environment in their media institutions were 

the factors that lead to their turnover. 

For example one journalist Qournalist 4) explained the situation as: 

"Well in general I found out that the "media institution "was mismanaged. There was no clear 

objective about what we suppose to achieve. I felt that they only care about the copy of the news 

paper or numbers of sponsors. The problem exists in both private and government media 

institutions. Luckily enough I have the experience of both. They believed that balance is "a 

luxury thing" in Ethiopia media. I sometimes wonder what I was doing. You know what some 

individual perhaps dictate the content of the paper or radio productions. I expressed my strong 

disagreement regarding how we cover political stories". 

When asked to elaborate about "some individual dictate the content of the paper" comment he 

declined to mention detail things but said that: 

"Outside of the news room or even sometimes individual who are not a j ournali st by profession 

have exerted their strong hands to influence the content of the paper. You may not believe me 

but the truth is that these individuals have strong say about the content of the paper; especia lly 

during we report political issues. These individuals are business man or politicians who have 

their interior motives. Things in news paper are more dynamic than in other wing of media. 

After agreeing on stories which is going to be covered in our weekly editorial meeting, our editor 

in chief usually changed it" . 
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Unlike other joulllalists, journalist 10 explained in detail about what few joulllalists said" 

di scrimination among joulllali st based on different things". 

" I don 't believe that what I do is appreciated or understood by my colleagues or management. 

Also, I didn't feel safe in my work environment due to my political stance. In one meeting 

regarding developmental states and developmental joulllalism I expressed my disagreement 

openly and then after that meeting I labeled as "right wing extremist". He further explained the 

situations as: 

"My immediate boss was afraid of giving assignments to me. My co lleagues afraid of socializing 

wi th me. At one point you know, you have to decide whether you have a future hear or not. I 

decided that they wanted me to leave so I did leave the "media organization" . 

In similar notion journalist 6 stressed luck of freedom and sense of insecurity in media industry 

pushed him to leave hi s job. For him journalism in Ethiopia is very risky profession. He further 

explains hi s view: 

"To tell you honestly I am not ready to sacrifice my youth. My family used to remind me that I 

should tack care of myself while I was producing something. I strongly believe that both the 

govenunent and the people are not ready for professional journalism in Eth iopia. Sometimes I 

exercised self censorship due to fear of persecution. Living your life in ex istence of such fear is 

very stressful , so I decided to leave". 

Likewise Journalist 9 stated multiple reasons: 

" Well I was not sati sfi ed with the way I was doing my job because there are so many dynamics 

in journali sm profession that I think that most people don't even understand. For example I'm 

young and I' m in a profess ion where joulllalists need to serve the society with passion I was 
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dissatisfied because I'm in an organization that' s top heavy with administrators and the people in 

the front line, like me are not encouraged to exercise real journalism. I'm not encouraged to think 

differently or to see things in different perspectives". 

Simi larly journalist 5 explained his reason for leaving media organization: 

"I was tired of do this; don ' t do that policies regardless of its importance to the people. It's not 

encouraging to do what they asked me only. So that's a big issue for me". 

Six of the 10 interviewed journalists have made a decision to change their careers and invo lve in 

another profession. Among the repeatedly mentioned profession by them, these are the major 

ones: a NGO communication officer, legal practitioner, PR officers in different organizations, 

and start their Owen business. The following statements describe participant 's reason fo r 

choosing another profession. I asked this of each participant: "Tell me why you chose to change 

yo ur profession" 

For example Journalist 7 states multiple reasons for changing journalism profess ion: 

"The number one factor was that I was pretty much dissatisfied in my professional life and I 

started reflecting on what made me happy and the first thing that came to mind was star1ing my 

Owen business in advertising". He further states that: 

"You know what I had two goals when [joined this profession. First of all [had strong dream to 

become professional journalist as of those who work in Aljazeera or BBe. Sometimes after 

watching their documentaries and live coverage, I override by guilty conscious of not serving the 

society. While I was working as a journalists in one "media organization" [ didn't fulfill my 

aspiration to tell the stories that could change the lives of many other, I did also wish to get the 
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experience to start my Owen news paper in the future. Both of my dreams couldn' t become real". 

(In one way or another most journali st share these views) 

In similar not one journalist expressed his reasons to change the profess ion. For this journalist 

the issue of job security was the fundamental reason to choose other profession: 

"First I was I junior journalist in one private news paper, and I didn ' t have a contract. My job 

was not secured. I couldn ' t really figure out why they didn 't give me a permanent position so 

that I don 't worry about the future. Every time my boss faces become angry I was really scared 

of what he is go ing to do. I knew I wanted to work and support my family. If opportunity came 

up I j oined one NGO and I am really satisfied now". Most journali sts who decided to invo lve in 

another career shared the above two journalists view. 

Each of the Interviewed journali sts worked in a government or private media, both in print and 

broadcast, institutions. Though they may have pursued other occupations after obtaining their 

undergraduate degrees, each had three to nine years of experience working in a media 

organization. Their stories suggest that their decision to make a career and job change was based 

on a sense of dissatisfaction with their job environment and what they repeatedly called it" luck 

of autonomy" and "political interference". The assertion of these journalists is very much 

consistent with the findings of Weaver et al. (2007). According to this study, Weaver et al. 

(2007) reported that "outside agents," particularly government officials who try to control the 

news flow, affect the news gate keeping role and deny access to information. According to 

French (2003), a high employee turnover rate is often prevalent in an enviromnent where 

employees are highly dissatisfi ed. 
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Most of them expressed their love for the profession. But other reasons for the career change 

were indicated. Journalists 5, 6 and 9 were forced to change their profession due to "bad working 

environment", " luck of professionalism" and "luck of job sati sfaction". This assertion of 

Ethiopian journalists is also consistent with the study which was conducted in Arab journalists 

by Pintak and Ginges (2012). They reported that Arab journalists in 14 countries were 

disappointed in their media 's lack of professionalism and high levels of corruption and 

government involvement. 

Journali sts 2, 3, 7 and 10 found that they could use their experience as journalist in their work as 

adverti ser. Most Journalists felt the pressure of doing "what they didn't believe in" and due to 

"having incompetent bosses". According to Armstrong (2006), many employees decide to resign 

from an organization as a result of conflict they may be having with their immediate managers. 

Journalists 1,4,8, and 10 thought that work as a journalist in Ethiopia is not rewarding in both 

profess ional and financial aspects. They mentioned luck of development in the career path and 

luck of recognition for their achievements contributed a lot for their decision to quiet journalism. 

This finding is key because, in a recent study of journalists who have left newspapers, it was 

revealed that over 50% of the survey respondents listed lack of career advancement as a very 

important factor in their decisions to leave (Media Report to Women, 1996). 

Those who leave the media perceive wage as a contributing factor but not the main factor. If they 

asked "would you remain there, if the wage was improved? Many declined to yes. Only few 

journalists acknowledge minimum wage for journalists as the main factors for his departure from 

the media institutions. Similar outcome was revealed by the study of Reinardy, (2009), which 
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concluded that journalists wi ll not leave the industry because of the workload, deadlines and low 

salary, but if those things lead to a decrease in the quality of journalism, they wi ll. 

The issue of stress was mentioned mainly from journalists working in news paper. Two of them 

mentioned that "our bosses only wanted to do the job with two or three journalists". One 

journalist said "sometimes I slept on the floor of our office". This finding is also consistent with 

the research of Felder, (2004) , which reported that few journalists leave the industry solely 

because of the stress and frustration. 

In some cases journalists complained about the institutional values of their media organization 

and how their media institutions run. For example one journalist said that "my boss only worried 

about numbers of the copies of the paper". Research has shown that workers are more satisfied 

with their jobs when they "perceive their personal goals and values as congruent with the 

organization 's goals, values, and culture" (Beam 2006: 171). Simi larly the study of Felder, 

(2004) indicated that those who said they would leave the industry cited poor journalism quality 

as the main reason. 

All most all noted that the primary source of job satisfaction for journalists was performing a 

professional journalism. This finding was also revealed by the study of Bergen and Weaver 

(1988).1n their survey of American journalists, Bergen and Weaver (1988) found that the 

0PPol1unity to choose the stories they will report and the chance to specialize in the field were 

among the significant predictors of job satisfaction for journalists at medium-sized American 

newspapers. 
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The other main reason mentioned by most participants for satisfaction in performing the work of 

a profess ional journalism was the opportunity to "help people", to set "agendas" in the 

community, to become a "voice" fo r those who don ' t have accesses. The essence of serving the 

people has mentioned as the main reason. This finding is consistent with the study of Pollard 

(1995). In his study of Canadian news workers, print and broadcast, Pollard looked at the 

ongoing conflict between organizational structure and the role of professionali sm. He concluded 

that sense of professional ism and service to community are the main factors that contributed to job 

satisfaction of journali sts. 

On the other hand, the predominant factors contributing to their turn over were "management 

incompetence", luck of independence, luck of autonomy to choose story 's, di scrimination in 

work place, luck of fairness in distributing story 's, political pressure and luck of recognition for 

good gob. Likewise research by Pollard (1995), as cited in Beam (2006), showed that 

journalists D professional satisfaction with their job goes up if they are provided with "more 

autonomy, authority, and control over thei r work- hallmarks of what he characterized as 

professional control 0 " (Beam 2006: 172). 

Another significant finding of this paper was journalist's perceptions that the poor performance 

of professional duties by "managers", "senior editors" and "gate keepers" in their organizations 

was a major factor contributing to job di ssatisfaction. 
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CHAPTERS 

SUMMERY, CONCLUSION and RECOMENDETIONS 

5.1 SUMMERY OF THE FINDINGS 

The mam objectives of the study were to investigate factors that affect job satisfaction of 

journalists from government and private media institutions. The study was also aimed at find ing 

the overall job satisfaction of journalists. In order to address the intended research questions the 

research employed both quantitative and qualitative research methods. As for quantitative 

research method, questionnaire was utilized. Moreover to substantiate the questionnaire, 

qualitative method in the form of individual in depth interview was employed. 

As we have seen in second chapter job satisfaction was understood as the fulfillment of one's 

expectation from job. It was also defined as the degree to which an individual likes their job and 

consists of an affective component which comprises an individual' s fee ling of satisfaction 

regarding their job and a perceptual component which evaluates whether one ' s job is meeting 

one's needs. So, job satisfaction cannot be generali zed. From institutional perspective, reward , 

working envirolIDlent, supervisory style affects the job sati sfaction of any employee. 

Generally speaking this study finds out 54.9% and 16.48% of the respondents are di ssati sfIed and 

very dissatisfied by their overall job situations respectively and 25.27% and 3.3% indicates they 

are satisfied and very sati sfied respectively. We can see that still sati sfaction for most journali sts 

is not an attainable task. Majority of journalists, 68.3% who participated in this study have an 
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intention to quiet their current job. As literature reveals dissatisfied employee have high chance 

to leave their job. In thi s study only 31 % of journalists planed to remain in their current job. 

The other significant finding of thi s study is that overwhelming majority of the studied 

journalists don' t have plane to change profession. 73 .63% of the respondents declined to say yes 

when asked about whether they have plan to peruse other profession. This clearly shows that 

though they are dissatisfied by their current job sitl1ation they love to remain in journalism 

profession. 

The study shows that pay is the most dissati sfacto ry element for both private and govenunent 

media institution journalists. Among the nine subs scale of satisfaction pay recorded the lowest 

mean score. For both journalists from govenunent and private media institutions average mean 

score of 2.79 was reported. They are getting poor salary which causes dissatisfaction to them. 

Herzberg identified salary as hygiene factor in his ' two factor theory'. Salary, fringe benefits and 

rewards are recorded lowest mean for both journalists from private and government media 

institutions. 

On the other hand communication, relation with coworkers, nature of work scored relatively 

highest mean score. Mean score of 3.77, 3.61 and 4.23 were reported for communication, 

relation with coworkers and nature of work respectively. Among the nine sub scales to measure 

job sati sfaction of journalists only nature of work recorded above 4 point mean. 

Possibility for advancement and supervision in contrary recorded low mean score. Mean score 

of 3.5 and 3.4 were recorded for promotion and supervision. In an open ended questions 

journalists stated their di ssatisfaction when there are denial of an opportunity for promotion, not 
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being given the necessary responsibility and authority to perform delegated tasks, and lack of 

promotional opportunities . 

The study also shows that nature of work with mean score of 4.23, contributes positively for 

creating job satisfaction for journalists in Ethiopia. For most journalists the nature of work 

creates satisfaction for them. 

Journal ists were also stated the factors affecting their job satisfaction. They indicated that bad 

working environment, unwelcoming interpersonal relationship, and supervision of boss are 

among the factors that affect their job satisfaction. 

More over this study also found that because of unfavorable working condition journalists from 

government media institutions are more di ssati sfi ed than journalists from private media 

insti tutions. Those journalists who participated in interview session described individual factors 

in their work that gave them job satisfaction. They identified helping people, autonomy, serving 

the people, getting feedback, having good supervisor who knows "what it takes" in the 

profession of journalism, as a major factor contributing to their job sati sfaction. Most 

interviewed journalist's directly or indirectly described the possibility to help people through 

their profession as the primary facto r for their job satisfaction. 
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5.2 CONCLUSIONS 

In light of the di scuss ions of the findings, the following points serve as concluding remarks fo r 

the study. This researcher recognizes the fac t that there are many factors which cause 

dissatisfaction to journali sts while very few causes remain which brings sati sfaction for 

Ethiopian journalists. There are also differences between private and government media 

journalists in enjoying job satisfaction. Moreover thi s study also revealed that journalists in 

Ethiopia feel ambivalence with communication and coworkers. However Ethiopian journali sts 

are very di ssati sfied with their pay, benefits and with their opportunities for promotion. In 

general the mean scores and the standard deviations fo r all the nine subscales of the JSS are 

relatively low. 

Likewise, the factors which are the causes of sati sfaction or dissati sfaction have also been 

diffe rent for journalists in private and government media institutions. But the existence of 

di ssatisfaction by their work situation more or less has acknowledged by the respondents. It 

seems that journali sts are critical to the implementation of professional j ournalism in Ethiopian 

media institutions. The situation for journalists in the media institutions in Ethiopia seems as one 

journalists put"unwelcoming". 

Some repeatedly mention the existence of incompetent ed itors and leaders in media institutions 

as the major source of dissatisfaction. Some journalists rai sed questions about operational 

decisions they saw being made by editors in their newsroom. They expressed concern that some 

supervisors luck competency and willingness to exercise professional journali sm. This suggests 

that bad management practices cause job di ssati sfaction no matter what the organizational 

structure might be. 
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As this research study has discussed and illustrated, job satisfaction of Ethiopian journalists 

needs serious attention from all stakeholders. If the existing dissatisfaction by their overall job 

sati sfaction continues, journalists cannot perform their job ethically and professionally. 
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5.3 RECOMENDETIONS 

The researcher would like to put few points as recommendations observed in carrying out thi s 

study. Even though these points were raised in chapter four and five in different dimensions, the 

researcher believes that mentioning them as recommendations would give further infuses to all 

stakeholders to deal with the problems and find out better solution for future. 

The majority of journalists are dissatisfied with their overall job situations. If effective 

functioning of the profession of journalism needed and if journalists are expected to 

perform well and serve the society, it needs attention from government and leaders of 

media institutions to critically examine the problems and address it. 

It appears that Media institutions need to improve the ski ll and personalities of 

supervisors since supervision crate dissatisfaction for most journalists. 

Though many journalists reflected dissatisfaction in the nine sub scales; almost all are 

enjoying satisfaction with their nature of work. This finding can work as a stepping stone 

for policy maker, and media leaders to address problem of professionalism in Ethiopia 

media industries. If problems are addressed properly most journalists are ready to work 

their job with passion. 

Media practitioners and leaders can also improve operating conditions for journalists so 

that they can enjoy satisfaction and remain in their current job and work productively. 

This study also revealed that among the many reasons which were forwarded by 

journalists to their job dissatisfaction, turnover and changing profession, fear of political 

persecution was the main one. The researcher believe such act from government and even 

the existence of assumed fear between journali sts would sooner or later kill the 
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possibility of developing journalism profession In Ethiopia , so it needs immediate 

attention from government. 

As few j ournali sts expressed it having different perspectives and opmlon on certain 

matters can cause problems for journali sts in some media institutions. There has to be 

press freedom that can allow journalists to have their Owen opinion. 

Maintaining the autonomy and freedom of journalists is also needed serious attention. 

This research revealed that in some media outlets individuals outside of the news room 

were determining the Contents of the paper. This clearl y endangers the whole essence of 

independence, autonomy and serving the truth in journalism profession. 

Media institutions is advised to look on to providing appropriate benefits, pay and 

rewards based on the contribution of journalists 

Appropriate recognition is also needed for the journalists who perform wel l. 

Rest of the findings shows that there are unfinished tasks from journali sts, media leaders 

and policy makers to elevate the problems of journalists in Ethiopia. 
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Appendix 

Journali st's satisfaction survey questionnaire 

I am a student from Addis Ababa university school of journalism and communication and th is is 

part of my M.A thes is research about factors affecting journalist's job satisfaction and turnover. 

The purpose of this questionnaire is to give you, and other journalists, the opportunity to tell how 

you fee l about your present job. On the basis of yo ur responses and those of others, I hope to get 

a better understanding of the things journalists like and di slike about their jobs. Kindly complete 

the fo llowing questions by circling or filling your answer where required. The information 

provided in this questionnaire will be treated confidentially. 

Section A 

I . Please indicate your gender: __ Male __ Female 

2. Please indicate your age: 

Under 21 ......... . 
21 to 34 ......... .... . 
35 to 44 ..... ..... ... . 
45 to 54 .......... ... . 
55 or older. ...... .. . 

3. What is your marital status: ____ _ 

4. Please indicate the highest educational qualification you have obtained: 

--post high school diploma 

__ Bachelors Degree 

__ Masters Degree 

__ Doctoral Degree 

5. Please indicate you' re major in Undergraduate School _____ _ 

Graduate School _______ _ 

6. How many years have you been worked as a journalist: __ _ 

7. What is your current j ob title: _________ _ 

8. Indicate if you are presently employed: Full -time----- or Part-time_ 

9. What is your monthly total before tax salary at yo ur present job: ___ _ 



Less than2000 birr .......... . 

2000 birr to less than 3000 birr. .......... .... ... . 

3000 birr to less than 4000 birr.. .. ... ... ........ .. ... . 

4000 birr to less than 5000 birr ........................ . 

5000 birr or more ............................... ... .. ........ . 

10. Do you plan to leave your present job within the next two years? 

No 

__ Yes: Indicate why _____________ _ 

11. Do you plan to leave the profession of journalism within the next two years? 

No 

__ Yes: Indicate why _____________ _ 

12. Would you recommend employment at your media institution to a friend? 

Yes 

No 

13. Knowing what you know now, if you had the chance to start your career over, wou ld 

You again choose journalism as your career profession? 

Yes 

__ No : Indicate why _____________ _ 

14. Please li st any barriers that hinder your present job satisfaction (use the back of this form to 

Complete your answer, if necessary). 

15. Please indicate any other issues that contribute to your overall job sati sfaction. 

16. Overall , how satisfied are you with your present job? Please check only one response. 

__ Very Satisfied 



Satisfied 

Dissatisfied 

__ Very Dissatisfied 

17. Please li st any positive factors that contribute to your present job satisfaction (use the back of 

thi s form to complete your answer, if necessary). 

Section B 

For the following questions, respondents requested to indicate whether they : Disagree very 

much, D isagree moderately, Disagree slightly, Agree slightly, Agree moderately, Agree very 

much 

Copyri ght Paul E . Spector 1994, all rights reserved. 

No Survey Question Disagree Disagree Disagr Agree Agree 
moderat 

very cc slightl moderatel 
much ely 

slightl y y 
y 

I I feel I am being paid a fa ir amount 
for the work I do. 

2 There is really too little chance for 
promotion on my job. 

3 My supervisor is qui te competent in 
doing his/her j ob. 

4 I am not satisfi ed with the benefits [ 
receive. 

S When [ do a good job, I receive the 
recognition for it that I should 
rece ive. 

6 Many of our rules and procedures 
make doing a good job difficult. 

7 I like the peop le I work with . 

8 I sometimes feel my job is 
meaningless. 

9 Communications seem good within 
thi s organization . 

10 Raises are too few and far between. 

Agree 
very 
much 



No Survey Question Oisagre Disagree Disagr Agree Agree Agree 
moderatel very much every ee slightl moderately 

much y slightl y 
y 

29 There are benefits we do not have 
which we shou ld have. 

30 I like my superv isor. 

31 I have too much paperwork. 

32 I don't feel my efforts are rewarded 
the way they should be. 

33 I am satisfied with my chances for 
promotion. 

34 There is too much bickering and 
fighting at work. 

35 My job is enjoyable. 

36 Work assignments are not fully 
explained. 
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