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Abstract

Abstract

In recent years, a number of changes characterised the business management
environment nationally and internationally. These include global expansion of
business activities, business alliances and expanding business interests across
industries. Related changes also characterise the media environment. These
comprise {amongst others) lechnological changes; globalised business interests and
activities; increasing numbers of news events to be covered and increasing
competition to do so. South African media enterprises have not escaped these
changes. In fact, they face an additional challenge to adjust to changing political,

economic and social landscapes that characterise South Africa post-1994.

Business owners and managers thus increasingly realise that people are among their
most important assets and resources, and that they should manage these resources
properly. However, traditional management approaches (also in the media) often
neglected this aspect, as management styles were autocratic and top-down.
Businesses are therefore now required to fit human resources management into a

paradigm that benefits both staff and the enterprise.

To achieve this, managers need expertise in six managerial competencies rooted in
general management theory. These are communication, planning and administration,
strategic action, teamwork, global awareness, and self-management. This study
aimed to measure the importance attached to and current implementation of these
competencies by first-line news managers in South Africa's mainstream media. This
was done among first-line news managers and reporters from a representative

sample of South African mainstream media tities.

Effect size analyses identified gaps between the importance and implementation for
all six competencies. In many cases, qualitative data from interviewees on higher
management levels of media enterprises confirmed these gaps. This implies that
human resources management in South Africa's mainstream media newsrooms is

currently neither effective nor efficient.



Abstract

The study concludes with a proposed newsroom management framework based on
the six managerial competencies measured. It is argued that implementation thereof
could improve human resources management in newsrooms. This, in turn, could
enable South African media enterprises to produce and distribute more professional

news products to the benefit of internal and external stakeholders.
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Bestuursbevoegdhede onder operasionele bestuurders in Suid-Afrika se

hoofstroom media: ‘n Raamwerk vir nuuskantoorbestuur

‘n Aantal veranderinge kenmerk die hedendaagse bestuursomgewing. Dit siuit in die
internasionalisering van sake-aktiwiteite, besigheidsvennootskappe en ‘n uitbreiding
van sakebelange na verskillende bedrywe. Soortgelyke veranderinge kenmerk ook
sake-aktiwiteite in die media. Dit hou, onder meer, verband met tegnologiese
vooruitgang; uitbreiding van sakebelange en —aktiwiteite oor landsgrense heen, en ‘'n
toenemende aantal nuusgebeure wat te midde van sterk kompetisie deur die media
gedek moet word. Die Suid-Afrikaanse media spring nie hierdie veranderinge vry nie.
inteendeel, die bedryf staar 'n addisionele uitdaging in die gesig, naamlik om aan te
pas binne politieke, ekonomiese en sosiale veranderinge in post-apartheid Suid-
Afrika.

Sake-eienaars en bestuurders besef toenemend dat mense van hul belangrikste
bates en hulpbronne is, en gevolglik behoorlik bestuur moet word. Tradisionele
bestuursbenaderings (ook in die media) het egter nie noodwendig hierdie siening
ondersteun nie. As sodanig, is bestuurstyle dikwels gekenmerk deur outokrasie.
Sake-ondernemings word dus nou uitgedaag om mensehulpbronnebestuur op 'n

benadering te skoei wat beide personeel en die onderneming bevoordeel.

Om dié doei te bereik, moet bestuurders vaardig wees in ses stelle
bestuursbevoegdhede wat in algemene bestuursteorie gesetel is. Hierdie
bevoegdhede omsluit kommunikasie, bepianning en administrasie, strategiese aksie,
spanwerk, globale bewustheid, en seifbestuur. Die studie het ten doel gehad om die
belangrikheid te toets wat aan hierdie bestuurshevoegdhede gekoppel word. Die
huidige implementering daarvan deur operasionele bestuurders in Suid-Afrika se
hoofstroommedia is ook ondersoek. Dit is gedoen onder operasionele bestuurders en

verslaggewers uit ‘n verteenwoordigende steekproef van media-organisasies.
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Ontleding van effekgroottes dui op gapings tussen die belangrikheid en
implementering van al ses bestuursbevoegdhede. In baie gevalle bevestig
kwalitatiewe data uit onderhoude met bestuurders op hoér bestuursviakke hierdie
gapings. Dit impliseer dat mensehulpbronnebestuur in Suid-Afrika se hoofstroom

media tans nie effektief of doelmatig is nie.

Gegee hierdie bevindinge, stel die studie 'n raamwerk voor vir nuuskantoorbestuur.
Die rasionaal is dat implementering van die bestuursbevoegdhede kan bydra om
mensehulpbronnebestuur in Suid-Afrikaanse nuuskantore te verbeter. Dit kan
daartoe lei dat Suid-Afrikaanse media-organisasies 'n meer professionele
nuusproduk vervaardig en versprei, wat tot voordeel van interne en eksterne

belangegroepe is.



Acknowledgements

Acknowledgements

In completing this study, | would like to thank:

¢ God - for the strength to complete this and for keeping His promises to me;

¢ Derik and Elanderi — for believing in me and for being patient until this was
completed;

o Prof. Deon de Klerk — for his knowledge of the discipline and his wisdom of
life;

e My family — for their love;

¢ The Sanef Education and Training Committee (ETC) — for permission to use
the data and results from the first and second Sanef Skills Audits;

¢ Dr Suria Ellis — for her advice on the methodological section of the study;

¢ My employer — for the opporiunity and the time to devote to the study; and

¢ Managers and reporters in the South African mainstream media for
paricipating in the study.

Mark 5:34: Jesus said to her, Daughter, you took a risk of faith, and now you're
healed and whole. Live well, live blessed! Be healed of your plague.
(The Message, Peterson, 2002:1833).



1.1

1.2
1.2.1
1.2.1.1
1.2.1.2
1.2.1.3
1.2.1.4
1.2.1.5
1.2.1.6
1.2.2
1.2.3
1.2.4
1.2.5
1.2.6

1.3
1.3.1
1.3.2
1.3.3
1.3.4
1.3.4.1
1.3.4.2
1.3.4.3
1.3.4.4
1.3.4.5

Table of contents i

Table of contents

p.
Chapter 1: Introduction and orientation
INtrodUction ... e 1
Definition of research terminology ...........ccooveeeeiiinicc e 2
Managerial competencies ............ccc.cccoovvvviiiiciiiiiei e 2
COMMUNICALION . ... e e 2
Planning and administralion .............c...ccccceveeeiiiiiviian e 3
SIHAEGIC @CHOM .ooeveeeeiiiiciieeee e e ae e e e e e r et 3
TEAIMWOTK ...uvviiieieeiee ettt et e e e e e e e e e e s bt rcneeten et e e e e eaeas 4
GIODAI @WETEINESS ...ovvccieeiie e 4
Self-management .........ccc.cciiiei e 5
First-line news managers ...................ccc...ovvvveciiiiiiirae e eeee e 5
South African mainstream media newsrooms .............cccccccovvvvvneenne.n 6
Newsroom management ...................cccccivieoeiiiiiiiiii 7
RESPONAENES ..o e e e e an 7
INTEIVIEWEES ... e 7
Backgroundtothe study ..., 8
Changing management approaches .............cc.ccccccceevvvviviiieiecciciiiiienns 8
The quest for a new media management paradigm ............................. 9
Media management in a South African context ..................cc.oceeeevnnins 10
Factors challenging media management in South Africa ................. 11
ATACK OF SKIMIS ..o 11
Transformation in the media indUSITY ......ccccccoiiiviiii e, 12
Socio-economic challenges ........cccocevviei e 13
News, staff, and infrastructure management .........ccccccccovivveiieeeieeeieieinnnnn. 14

Apparent juniorisation 0f NEWSIOOMS ..........ccc.ccevviremiiiiiiescsenenseeaenrennaeninns 14



1.4

1.5
1.51
1.5.2

1.6

1.7
1.7.1
1.7.2
1.7.2.1
1.7.2.2
1.7.3
1.7.3.1
1.7.3.2
1.7.3.3
1.7.4
1.7.4.1
1.7.4.2
1.7.5

1.8

1.8.1
1.8.2

1.8.3

1.84

1.9

Table of contents ii

Problem statement ..................ccc.ccooviiiiiiec 15
Purpose of the Study ..o e 16
General reSearch ODJECHIVE ..............covvvveeeiiiiiiiie i 16
Specific research 0bJeCtiVeS ..........coovcvveiiiiiiieiie e 16
Research hypotResSes .............ccooiiiiiiiiii et 17
Research design and methodology .............cccovvvvvvviicciiiiiiciee e 18
Literature StUAY ...........cooooiiiii e 18
Empirical research ... 18
RESEArCH AESIGNS ...cooeiiii i e 18
RESeAarch inSITUMENIS ... ...cc.cooeiieiiaiiiis e 19
Research population and sample frame ... 20
Media tyPES ... e 20
Media OWNErShID «......ccore e 21
National repreSentiVity ... viiiiiiiie e 21
Sampling procedure .............cc..cccovviiiii 22
Professional profile of first-line news managers included in the study .... 24
Professional profile of reporters included in the study .............cccccccov.. 25
Data analysis ....................... PSPPSR OO 26

Possibilities for further study on newsroom management

iN South Africa ... e 27
Involving community media in the country ..................cccooveeeeieiiiin, 27
Expanding quantitative research to respondents on higher
managementlevels ... 28
Expanding qualitative research to first-line news manager and
reporter reSPONAents .................c.ccoeciiiiii e 28
Increasing the time spent at individual media titles, in order to

increase the size of the volunteer and availability samples .............. 29

Division of the study .............ccccciiiiii 30



Table of contents jii

Chapter 2: Theoretical framework: General management within the

context of newsroom management

2.1 Introduction ... 34
2.2 The dimensions of management ...............c....ooovvvceiciiiiiicie e, 34
2.3 Planning as a basic management function .................................. 36
2.3.1 The need for proper planning ................cocoeveeeeiiiiiicireiirii e 36
2.3.1.1  Ildenlify potential problems which might negatively impact on

DUSINESS SUCCESS ...ovcciiiieiiiies ettt e a e brsee e 37
2.3.1.2  Establish the business’ future focus (goals and objectives) ................... 37
2.3.1.3  Determine how available resources should be utilised and applied

to achieve organisational goals and objectives and maximise profit ....... 37
2.3.1.4  Support another management function, namely control ........................ 38
2.3.1.5  Prevent misunderstanding on the tasks that need to be performed

and the people responsible forit ..............ooeee i 38
23.2 Levels of planning ..................cccccccoicic 38
2.3.2.1 Strategic level ................... P 38
2.3.2.2 TACHCAIIQVEI ... 39
2.3.2.3 Operational level .................cccooiiiiii e 39
2.3.3 Factors that hamper effective planning ......................cccoovvviiiiiiiiinecernnenn. 40
2.3.3.1  The inability to PIAN ..o 40
2.3.3.2 Inadequate planning PrOCESSES ......coovuiiiiirieiecai et e 40
2.3.3.3 Lack of commitment to the planning process ..........ccecoveeiviciirenreieenneenn. 41
2.3.3.4  Inferior information .............ccoiiiiiioioeieeieee et 41
2.3.35 Lackoffocus onthe fulure ........ccooimvveeieiie i 41
2.3.3.6 Over-reliance on the planning department ..................c..cooveiiiiniinnn 42



2.3.4

2.3.4.1
2.34.2
2.3.4.3

2.4
2.4.1
2.4.1.1
2.4.1.2
2.4.1.3
2.4.2
243

2.4.3.1
2.4.3.2
2.4.3.3
2.4.3.4
2.4.3.5
2.4.4

2.4.4.1
2.4.4.2
2.4.4.3
2.4.4.4
2.4.5

2.4.5.1
2.4.5.2
2.4.5.3

2.5
2.5.1
2511
2.5.1.2

Table of contents v

Decision making as an additional management function

associated with planning ........................ccccciiiie e 42
ROUINE JBCISIONS ... iiiiiiiiii et s erabr e s 43
AQAPLVE ECISIONS ...ttt ettt 44
INNOVALIVE TECISIONS ...vvvvreieee e 44
Organising as a basic management function ..................................... 45
The importance of organising properly ...................coeoveveiiiiccvnvcniennn. 45
To establish lines of authorily ...........c.cccoooiiiii e, 45
It improves organisational OUIDUL ..................c.ccoiiiiieeieec e 45
To communicale PrOPErIY .........ooovveeeeieecnisir e v v e 46
Organising @S @ PrOCOSS .............ccovvveiiiiiieeieeiiiriinerieieie e 46

Managerial roles implied by organising as a management

function ... 48
OFQANISET ...ttt e e e a e e 49
Li@ISON OffICEI ... ..ieeiiiiiiiiiiei e et e e e e 49
Staffing CoOrdinalor .........cccocoviiiiiiiiee et 50
Distributor Of F@SOUICES .......o.vivviiiiiii e 51
Delegator OF tASKS ..ottt et e et 51
Factors hampering effective organisation ...........................cccccoevvinnn. 51
INSURCIENE DIANINING ..ooooooeoe e 52
Improper definition of relationships and lines of authority .............c.......... 52
Inability to delegate Properly ...........ccccccccvvvmiiiiiiiiee e 52
Abuse of functional authOrity ...........c..cccoiieieeieiiicee e 52

Coordination as an additional management function

associated with organisation .................c...cooceeecee e 53
Unity 0f COMMANT .......coociviiiiiiirce et e s 53
SCAIAr PrinCiple ........vvveeieei s 54
Span of MANAGEIMENL .. ...ttt ae e e s eenaeaes 54
Leading as a basic management function .....................cceeeeinen, 55
Management roles associated with leading ......................ccc........0 55
Figurehead and SPOKESPEISOMN .......euveriiiriri e 55

NBGOUAIOT ..o ciieiiiie e e e ee s ee e 56



2513
2.5.1.4
2.5.1.5
2.5.1.6
2.5.1.7
2.5.2

2.5.2.1
2522
2.5.2.3
2.5.2.4
2.5.3

2.5.4

2.5.4.1
2.5.4.2
2.5.5

2.6
2.6.1
2.6.2
2.6.2.1
2.6.2.2
2.6.2.3
2.6.3
2.6.3.1
2.6.3.2
2.6.4

2.7

Tahle of contents v

COACH . iiiiiie 56
Team BUIIAEr ... e 56
TQAM PIAYEI ...oeoiiiiie e 57
Technical problem SOIVES ... e 57
INtrapreneUTENIrePren@UI ........co.ccoveiiie e 57

Motivation as an additional management function associated

W JEAMING ... e 58
JOD AESIGI .ovveiiiiiie e e 59
Selling SpecCific QOAIS .......ooovvi e 59
Financial and other inCentives ..........cccccov v s 60
Inciusion in decCiSioN MAKING ........ccocoerieriiiiie et 60

Communication as an additional management function
associated with leading ...............cccccocoviiiiiiiiiiiiie e 60

Delegation as an additional management function associate

WItR 1eading .............covvieiiiii e 61
Delegating authorily without responsibility ..........cccccccoevriiiiiiiiniireciinn 61
Delegating responsibility without authorily .........c.c.ccccccvcvriiiiiiiieciien 62
Leadership skills as a tool to lead more effectively ...........ccc.c.......... 62
Control as a basic management function.................ccccceeeininiinn, 63
The need for proper control ......................ooeeveiiiiiiiieiiee e, 65
CONIOl @S @ PrOCESS ..eveveiieeeeieieteieeeie et e e ce e et s e e e e e e ee e e e e e iiianns 66
Establishing performance criteria based on goals and objectives ........... 66
Comparing actual performance with predetermined standards ............... 66
Reinforcing positive behaviour or taking corrective action ...........c........... 67
Managerial roles implied by control as a management function ...... 68
O =TT - OO U UP PP 68
Handler of diSHUrDANCE .............ccoccviviviiii e 68

Discipline as an additional management function associated
WIH CONIIOL ...t 69



3.1

3.2
3.2.1
3.2.2
3.2.2.1
3.2.22

3.3

3.3.1
3.3.2
3.3.3

3.4

3.4.1

3.4.2

3.4.3

3.4.4

3.4.5
3.4.6

3.4.7

3.5

3.5.1

3.5.2

3.6

Table of contents vi
Chapter 3: Methodology

Introduction ... 72
Research framework ..............cccoiiiiiii e 72
Literature StUAY ................coooiiii e e e 73
Empirical reSearch ...................ooiiiiiiiiiiiiei e 75
RESCAICH deSIGNS .......eeeieiiiiiii e 75
ReSearch inSIUMENIS .....cc.cvveveiiiie et 78
Research population and sample frame ..................ccoocn e 89
Media tyPes ..o e 90
Media ownership ..o 92
National repreSentivity ............cccocooiiiioriee ittt 93
Sampling procedure ..o 94
Step 1: Compiling the sample frame of media titles ......................... 94
Step 2: Calculating the proportional sample per media type ............ 95
Step 3: Calculating the proportional sample per media

OWRNEISHIP LYPE ..o e 95
Step 4: Drawing a systematic random sample from the

FESPECHVE SIrala ............ocoeeiiiiieiiiieec e 96
Step 5: Categorising the above sample into geographical areas ..... 97
Step 6: Drawing a volunteer and availability sample of

first-line NEWS MaNagers ................ccccccvvviviiienccei e, 97
Step 7: Drawing a volunteer and availability sample of reporters .... 99
Data analysis ...........coooiiiiiii s 100
Qualitative data analysis ...............ccoceeeeiviiiiie e 100
Quantitative data analysis ..................cccocoviiiiiiiiiiie e 101



4.1

4.2

4.2.1
4.2.2
4.2.3
4.2.4

43
4.3.1
4.3.2
4.3.2.1

4.3.2.2

4.3.3

4.4

4.4.1
44.2
4.4.3
4.4.4
445
4.4.6
447
4.4.8
4.4.9

Table of contents

Chapter 4: Communication as a managerial competency

within the context of newsroom management

(La 1 q g« [TT o {1 o E OO

The need for proper communication in modern-day enterprises ...
Technological innovation ....................ccoeeeeiiiiiiicciiiiiee e
Communicating with a culturally diverse workforce ......................
Communication in an informationage ..............cccocccvvvvieeenniiininnn,

Communication with staffin teams ..............ccciiieciiiiieeiie e

Dimensions of communication as a managerial competency ........
Formal communiCation ..................cccooeeviiiiiiiiiiine e
Informal communication ......................cccoceecccii
The need to adjust informal communication to reach the

[argel QUAIBINCE .........coooviiiiiei et e
Initiatives to facilitate understanding in informal communication

I B OIS oo e

Barriers to effective communication ...................ccc..coo i
Semantics and Jargon ..o
Information overfoad ......................ccociiii
Communication channels ....................cccco.oiiiiiiiiin e,
Noise or diStraction .................cccccciiiiiiiin e
Trust and credibility .....................cccoeiimiiiiiri e,
Listening SKillS ...................oooiiiie e
Emotional Darriers ..............ccccocovci it e a e
Nonverbal communication ..................c...ccccccccciiiieiiiiiiiiieeeeaee,
FeedbDackK .............ccooooimvi i e

vi



4.5

4.5.1
4.5.2
453
4.5.4
4.5.5
4.5.6
4.5.7

4.6

4.6.1

4.6.1.1
4.6.1.2
4.6.1.3

4.6.1.4

4.6.1.5
4.6.1.6

4.6.1.7
4.6.1.8
4.6.1.9
4.6.1.10
4.6.1.11
4.6.1.12
4.6.1.13
4.6.1.14
4.6.1.15

Table of contents Vil

Addressing communication barriers ...........cccoooei e 123
Focus on the audience — whether one person or more .................. 124
Create a climate for open communication .......................c.c.cccceeeinns 124

Be cautious not to cloud messages with too much information .... 125

Effectively manage emotions ..................................cccciiiiiinn. 125
Implement active listening skills ......................ccccovivicnniviiiiirenee 125
Use technology sparingly ..............covvvvvieeeiiiiiiiiieiiicec e 126
Communication should be based on sound ethical standards ...... 127

Results — the importance and implementation of
communication as a managerial competency ................coceeeieieennnn, 129
Comparing the importance of management tasks related

to communication as a managerial competency with

the implementation thereof ........................cccoccei i, 131
Originating formal communiCation ...............c.cccccciiiiiiieeeiiiiicee s 131
Encouraging feedback and comment from reporfers ...........ccccovveeeee 131

Using technological resources to accommodate communication

TIEBUIS Loiiieeie ittt r b 132
Soliciting interpersonal communication between first-line news

managers and rePOrTEIS . ....ccooooiiiiie e 133
Maintaining sound interpersonal refationships with reporters ............... 134

Taking reporters’ feelings/emotions into account when

communicating With them ..........ooooiiiii e 134
Negotiating resources for reporters ............ccooceeeeiiiiiiiiieiiiiiieee e 135
Developing relationships with higher management .................c.cccceeee. 135
Exercising influence with higher management ...............cc.ccccccccevvvenn. 136
Decisively handling difficult reporters ............cc.coooovevcciiii 136
Handling difficult reporters fairly ..........c..cccocci i, 137
Aligning goals to promote communiCation ..............cocveveeeieeiiiniiian, 137
Language skills that promote communication ..........ccccccccvveveccrvennnnnnenn. 138
Handling multicultural differences to promote communication .............. 138

Handling multitingual differences to promote communication ............... 139



4.6.2

4.6.2.1
4.6.2.2

4.6.3

4.6.3.1

4.6.3.2

4.6.3.3

4.6.3.4

4.6.4

4.6.4.1

4.6.4.2

4.6.4.3

4.6.4.4

Table of contents

Implementation of management tasks related to

communication as a managerial competency .................ccccccceevnenn.
Maintaining sound interpersonal relationships with reporters ...............
Taking reporters’ feelingsiemotions into account when

communicating with tRem ...
Comparing the importance and implementation of

communication as a managerial competency across media

Importance of communication as a managerial competency

from the perspective Of repOMErs ............cccccvvvierieie v,
Implementation of communication as a managerial competency

from the perspective Of rEPOMErS .........cceeevvviiiiieeree i,
Importance of communication as a managerial competency

from the perspective of first-line news managers ............c..cccccccvvevveennen,
Implementation of communication as a managerial competency

from the perspective of first-line news managers ............cccoeevveveeevvnnnnn,
Comparing the importance and implementation of
communication as a managerial competency across media
OWNEISHIP LYPES ...t aa e
Importance of communication as a managerial competency

from the perspective Of rePOMETS ......ccccoooocoviviiiiiiiiiieee e
Implementation of communication as a managerial competency

from the perspective Of rePOMEIS ........ccovveieiiviiiiieiieiiie e
Importance of communication as a managerial competency

from the perspective of first-line news managers ............ccccceeovvvevivevene.
Implementation of communication as a managerial compeltency

from the perspective of first-line news managers ........c....cccoveeeeevvveeeinnn,

AT SUMIMANY oot ereet ettt eer s e e s s ee s s e e tetet et e rtreebber s nrabs s e e e e eeenns



Table of contents X

Chapter 5: Planning and administration as a managerial

competency within the context of newsroom management

5.1 Introduction ... 153
5.2 Planning and administration within a changing business

ENVIFONMENT L e e 154
521 Increased need for properplanning ...........................ccceeveiiiivceninnn, 165
5.2.2 Approaches to newsroom planning in the South African

mainstream media ...................ccooov i 156
53 Dimensions of planning and administration as a managerial

COMPELEINICY ..o et e e e e et eranenaes 157
5.3.1 Gathering and analysing information to facilitate problem

SOIVING ..o e e 158

5.3.1.1 Gathering and analysing information on external and internal factors ... 158
5.3.1.2  The need for a more participative approach to gathering and

analysing information ...........c..ocovviiiiiic s 159
5.3.1.3 Technology as a means to facilitate information gathering

NG ANAIYSIS ...coveeiiiiii e e e e s 160
5.3.2 Planning and organising projects .................c.ccccvviivvviiiiin e 161
5.3.2.1 Developing plans and schedules to achieve organisational

goals and objectives effeCtively ..............cccceviciiivieee i 161

5.3.2.2 Obtaining and organising resources needed to achieve

organisational goals and 0bjectives ..........c.....c.ccoeviiriiiiicciee e 162
5.3.2.3 Delegating responsibility for task completion to staff ..............cccccovviin. 163
5.3.3 Time Management ................ccoooeeeeriiiieiree e e v 163

5.3.3.1 Aspects related to time management in a South African

MEAIA CONEXE ... e e et 164
5.3.4 Budgeting and financial management ......................cccccoiiiinenninne 166
5.3.4.1 The media’s challenge to balance financial and other objectives .......... 167

5.3.4.2 The need for proper financial management skills among news

g T To (= SO PO OPRRR TR 168



5.4

54.1

54.1.1
5.4.1.2

54.1.3
54.1.4

5.4.1.5
5.4.1.6
54.1.7
5.4.1.8
54.1.9
5.4.1.10
5.4.1.11
54.1.12
5.4.2

5421
54.2.2
5.4.2.3
5.4.2.4
5.4.3

5.4.3.1

54.3.2

Tabtle of contents

Results — the importance and implementation of

planning and administration as a managerial competency ............
Comparing the importance of management tasks related to
planning and administration as a managerial competency

with the implementation thereof .....................cccoiviiiiveiniiiene i
Taking well-informed decisions despite deadline pressure ...................
Anticipating consequences of risks taken to deliver the news

PIOGUCE ..o e a e e et r e e s
Defending consequences of riskS taken ..........ccccccccciiicneeeie i

Pro-actively developing plans to improve the level of professional

Pro-actively scheduling plans to achieve setgoals ..................ccccoeein.
Prioritising tasks to deliver the desired news product ...........cccc.ccoevvn.
Delegaling responSibility for tasks .........oococcvciviiieiieiiiiieeiee e
Delegating authority 10 perform tasks ...........cccvveviiiivee e
Identifying resources to deliver the news product ................cccoceevvvnenn..
Obtaining resources to deliver the news productl ...............ccoeeveeeeverenn,
Organising resources oblained ...............cocoov e
Budgeting and financial management ..................ccccevvveiiiniiiiien e
Implementation of management tasks related to planning

and administration as a managerial competency ............................
Taking well-informed decisions despite deadline pressure ...................
Prioritising tasks to deliver the desired news product ..............ccc..c.......
Budgeting for activities in the departmentisection ..............ccccccvieenn,
Handling a variety of incidents @t 011Ce ..........c..cccvvvvevvrericcii e
Comparing the importance and implementation of planning

and administration as a managerial competency across

MEi@ LYPOS ..o e
Importance of planning and administration as a managerial
competency from the perspective of reporters ..........cccococceieviiiviieneennes
Implementation of planning and administration as a managerial

competency from the perspective of reporters ...........cccccocevviivieniinnnn



Table of contents Xii

5.4.3.3 Importance of planning and administration as a managerial

competency from the perspective of first-line news managers .............. 186
5.4.3.4 Implementation of planning and administration as a managerial

competency from the perspective of first-line news managers ............. 187
5.4.4 Comparing the importance and implementation of planning

and administration as a managerial competency across media

OWNErShip LYPES ......coooeviii i e 188
5.4.4.1 Importance of planning and administration as a managerial

competency from the perspective of reporters ...............ccccoevvveeeveveniinnns 189
5.4.4.2 Implementation of planning and administration as a managerial

competency from the perspective of reporters ........ccoccvvveiiceivennnininnn, 190
5.4.4.3 Importance of planning and administration as a managerial

competency from the perspective of first-line news managers ............. 191
5.4.4.4 Implementation of planning and administration as a managerial

competlency from the perspective of first-line news managers ............. 192

55 SUMMANY oot e e e et 194

Chapter 6: Strategic action as a managerial competency

within the context of newsroom management

6.1 INtroduction ... ... e 196
6.2 Dimensions of strategic action as a managerial competency ........ 197
6.2.1 Understanding the industry .......................cccccccviiiiieiieee e 198
6.2.1.1  Past, current and future challenges facing the industry ...................... 198
6.2.1.2  Current trends in the South African media environment ........................ 199
6.2.2 Understanding the enterprise .................ccccccccoceeciiiiiiniiieeie e 203
6.2.2.1  Understanding and balancing internal stakeholder concerns ............... 203

6.2.2.2 Understanding and addressing business strengths and
WEBKIIESSES ..ovvueeiiiiteiiitee et e e et e e e e e e ae bt e e e e e e e aa e e e e nr e ee e 208

6.2.2.3 Understanding organisational competencies and culture ..................... 211



6.2.3

6.3

6.3.1

6.3.1.1
6.3.1.2
63.1.3
6.3.1.4
6.3.1.5
6.3.1.6
6.3.1.7
6.3.1.8

6.3.1.9

6.3.1.10
6.3.1.11
6.3.1.12
6.3.1.13
6.3.1.14
6.3.1.15
6.3.1.16

6.3.2

6.3.3

6.3.3.1

6.3.3.2

Table of contents Xiii

Taking StrategiC action ...................ccccoviiiiiicrici e e 215

Results — the importance and implementation of strategic
action as a managerial competency ...........cccccciviiee e 218
The importance of management tasks related to strategic

action as a managerial competency compared to the

implementation thereof ....................c.ccoo oo 219
Monitoring changes in the department/section ............ccccevviveeveeiiniinen. 219
Monitoring changes in the media enterprise ..............cccccccccccvvvivrvnnens 221
Monitoring changes in the media environment ...........cccc.ooviivveeivanenen, 221
Monitoring changes in the broader South African context ..................... 221
Monitoring changes in the international context ................ccccccevvvveeinnn. 221
Playing a role in setting the news agenda ...............cccccccoeieeeeiieiiiieneein, 223
Knowing the news enterprise’s news policy and implementing it .......... 224

Being informed about the activities of other media enterprises and

SIrateQiC PAMNEIS ........vviiiiir et e e e 225
Understanding the concerns of internal stakeholders ...........c.............. 226
Understanding the concerns of external stakeholders ................c.......... 226
Knowing the media enterprise’s vision, mission and goals .................... 227
Making decisions in line with the organisational vision and mission ...... 228
Ensuring that operational goals support organisational strategy ........... 228
Realising organisational gOals ............ccccccviiiviiviiiiii e 228
Developing human reSOUICES ..........cccceevoiiiiieerieieeaeecte e eare s 229

Understanding the nature of the news product vis-a-vis

the targef QUAIBNCE ...........eeeveeiiiieee e et eer e e 230
Implementation of management tasks related to strategic

action as a managerial COmpetency ...............ccooccvveecnivieriiennnie 232
Comparing the importance and implementation of strategic

action as a managerial competency across media types ................ 233
Importance of strategic action as a managerial competency from

the perspective Of rePOrters .......coceevveeiiiiie e 234
Implementation of strategic action as a managerial competency

from the perspective Of rePOMErS ... occoriri e e 235



6.3.3.3

6.3.3.4

6.3.4

6.3.4.1

6.3.4.2

6.3.4.3

6.3.4.4

6.4

7.1

7.2
7.2.1
7.2.2
7.2.2.1

7.3
7.3.1
7.3.1.1
7.3.1.2

Table of contents xiv

Importance of strategic action as a managerial competency from

the perspective of first-line news managers ..............ccceeevvvervvveevevenenss 236
Implementation of strategic action as a managerial competency

from the perspective of first-line news managers ...........c...cceeevveeeeienn. 237
Comparing the importance and implementation of strategic

action as a managerial competency across media ownership

7/ + =X SO URPPPSSPP PRI 239
Importance of strategic action as a managerial competency

from the perspective Of repOMErS .......ccccovvevviieiiiii i 240
Implementation of strategic action as a managerial competency

from the perspective Of rePOMErS ..........c.cccveeeivii i 241
Importance of strategic action as a managerial competency

from the perspective of first-line news managers .........cc.ccccccveeeevieeeniinn, 243
Implementation of strategic action as a managerial competency

from the perspective of first-line news managers ............cccceccveevrnnnnn. 244

Chapter 7: Teamwork as a managerial competency

within the context of newsroom management

INErOAUCHION ....ooiiee e ee e 248
Workplace teams .........ccooiiieeiiiiiii e e 249
Workpiace teams defined .....................cccccoevviiiveveiiieeeie e 249
Increased tendency to incorporate workplace teams .................... 250
Implementing a teamwork approach in the media ........................ccoeene 251
Dimensions of teamwork as a managerial competency .................. 252
Team deSigN ..................oovvieiee e 253
Establish clearly defined objectives ...........c..c..cccvciniiiiiiincniiinn 254

SHAffING LEAMS oo eeiii ettt 255



7.3.1.3
7.3.1.4
7.3.1.5
7.3.2

7.3.2.1
7.3.22
7.3.2.3
7.3.3

7.3.3.1
7.3.3.2

7.4

7.4.1

7.4.1.1
7.4.1.2
7.4.1.3
7.4.1.4
7.4.1.5
7.4.1.6
7.4.1.7
7.4.1.8
7.4.1.9
7.4.1.10
7.4.1.11
7.4.1.12

7.4.1.13
7.4.1.14
7.4.1.15
7.4.1.16
7.4.1.17

Table of contents

The need for clearly defined roles and responsibilities .........................
Rofes within a teamwork CONExt ..........cooocicciiiicii e,
Monitoring performancCe .............cc.covveviver it
Creating a supportive teamwork environment ................................
Creating an environment characterised by empowerment ....................
Assisting teams lo idenlify and acquire necessary resources ...............
Managers as coaches, counsellors and mentors ..................ccvevvvvvvnnen,
Managing team dynamiCs .............c..ccccvovimeiiiiiiiiirireee e
Understanding and utilising individual strengths and weaknesses .......

Resolving individual and team Conflict ...............ccccccoivveeiioniiinniniiiene,

Results — the importance and implementation of teamwork

as a managerial competency ..............cccccviiriiciire
The importance of management tasks related to teamwork

as a managerial competency compared to the implementation
LREIEOT o e
Structuring the department to implement teamwork .....................cccoun.
Organising reporters into 1eaIMS .........c.cccccvvvirrcviiiiiie e
Assisting reporters in acquiring knowledge to work in teams ................
Formulating leamwork ObJeCHiVES ...........ccc..oivvieie i,
Motivating reporters to perform satisfactorily in teamwork situations ....
Sharing the responsibilities associated with teamwork .............c..cc.......
Compiling teams to accommodate diverse ideas .............coeeevee i
Compiling teams to effectively utilise technical skills .................. e
Defining team 0DJECHVES ..........ococciiiiiiii e
Defining individual ODJEeCHVES ............ccccivviiiiiicieiieeree e
Creating an environment where teamwork is rewarded ........................
Coaching, mentoring and counselling reporters through a team
PIOJECE ...t
Supporting teams in identifying and obtaining resources needed .........
Understanding individual strengths and weaknesses in a team ...........
Managing team CONIC ... v
Sharing recognilion and credit with members of the team ....................
Praising reporters in the department ..........c.ccocovviiiiiccineie s

pAT



7.4.2

7.4.2.1

7.4.2.2

7.4.2.3

7.4.2.4

7.4.3

7.4.3.1

7.4.3.2

7.4.3.3

7.4.3.4

7.4.4

7.4.4.1

7.4.4.2

7.4.4.3

7.4.4.4

7.5

Table of contents

Implementation of management tasks related to teamwork as a
managerial COmPetencCy ..............c.cccoiiiviiieiiiiii e
Motivating reporters to perform satisfactorily in teamwork situations ...
Understanding individual strengths and weaknesses within a team .....
Sharing recognition and credit with members of the team ...................
Praising reporters in the department ...........c...coovvveiiciiiieecnee e
Comparing the importance and implementation of teamwork

as a managerial competency across media types .................cccc......
Importance of teamwork as a managerial competency from

the perspective Of rePOMers .......ococcvciiee e eee e
Implementation of teamwork as a managerial competency from

the perspective Of rePOMEIS ........ceeiiiiiiveei et ee e
Importance of teamwork as a managerial competency from

the perspective of first-line News Mmanagers ..........c.cccocvevcvvireereccrenienen.
Implementation of teamwork as a managerial competency from

the perspective of first-line NEWs Managers ........cc.ccoocvceeveeevieiiiieeeceeins
Comparing the importance and implementation of teamwork

as a managerial competency across media ownership types ........
Importance of teamwork as a manageriai competency from the
PErsSPeclive Of FEPOMEIS .......oocoiiiiiiiiiiieeeee et
Implementation of teamwork as a managerial competency from the
PErspeCtive Of FEPDOMEIS ..........ccoiiiiiiciiiaiiiee et
Importance of teamwork as a managerial competency from the
perspective of first-line News Managers ..........ccceeecccvveviiicviiieeereiineen
Implementation of teamwork as a managerial competency from the

perspective of first-line NEWS MAanagers ...........cccccocceveeviiiiveeeeece e



Table of contents AVl

Chapter 8: Global awareness as a managerial competency

8.1

8.2

8.2.1

8.2.1.1

8.2.12

8213

8.3

8.3.1

83.1.1

8312

8.3.2
8321

83.2.2
83.23

8.4

8.4.1

8.4.1.1

within the context of newsroom management

314 goT o [1Ted AT o TR U 299

Challenges associated with a globalised business

ENVIFONMENT ... e ea e e 300
Threats and opportunities presented by global activities .............. 300
The impact of globalisation on the media industry .............cccoeovnnenenene. 301
Challenges presented by globalisation ................cccccccoovivveiiinvinennennnn.., 302
Knowledge as a core competency in a globalised environment ........... 303

Dimensions of global awareness as a managerial competency ..... 304
Cultural knowledge and understanding .........................ccccccviiieens 305
Being informed of political, social and economic trends and

recognising the impact thereof ............ccccoeoiiieiv i 305
Understanding, reading and speaking more than one language

Y= o1 O PSP PP PR 307
Cultural openness and sensitivity .................ccocccvviciiiniviniiieeeececnins 308
Insight into national, ethnic and cultural differences and the

ability to examine these openly and objeCtively ..............ccccoviiivivnnnnn.. 308
Sensitivity towards cultural cues and skills to avoid stereotyping ......... 313
Ability to adjust behaviour when communicating with people from

different ethnic and cultural backgrounds ............ccccceeiiiimiivivneeieenee, 314

Results — the importance and implementation of global

awareness as a managerial competency ..., 315
The importance of management tasks related to global

awareness as a managerial competency compared to the
implementation thereof ...............cc.cccccccociiiiviiiiiee e 316
Being informed about social, political and economic changes in

SOULN AFTICE ...oeveieeee ettt e e e a e e 318



8.4.1.2
84.1.3
84.1.4
84.1.5
84.1.6
8.4.1.7
84.1.8
84.1.9
8.4.2

8.4.2.1
8.4.3

84.3.1

8.4.3.2

84.3.3

84.3.4

844

8.4.4.1

8.4.4.2

84.4.3

8.4.4.4

Table of contents xviii

Being informed about international social, political and

ECONOMIC CHANGES .. .o.coiiciniiiie ettt bae e e e iaenes 318
Recognising the impact of these changes on the media ....................... 319
Developing multilingual SKillS ..........c..ccoveiviiiii e 319
Confidence in handling ethnic/cultural differences ... 320
Gaining understanding in ethnic and cultural differences ..................... 321
Being sensitive to ethnic and cultural cues ...........cccccovvvviiiiceivinecineenn, 322
Being able to adapt to ethnic and cultural cues ...........c.............. VPR 322
Adjusting behaviour when interacting with different cultures ................ 322

Implementation of management tasks related to global

awareness as a managerial competency .............c...cccccevcciiiiinennns 323
Willingness to gain understanding of ethnic and cultural differences .... 324
Comparing the importance and implementation of global

awareness as a managerial competency across media types ........ 324
Importance of global awareness as a managerial competency

from the perspective Of FEPOMErS ..........eeeveeiiiiiiciei et 326
Implementation of global awareness as a managerial competency

from the perspective Of rEPOMEIS . .....coveviviiiiieii et 327
Importance of global awareness as a managerial competency from

the perspective of first-line NEWS Managers .............ccccccccccveveveeeevinennns 327
Implementation of global awareness as a managerial competency

from the perspective oOf first-line Nnews managers .........c.ccoeveevieiiinininnenn, 328
Comparing the importance and implementation of global

awareness as a managerial competency across media

OWNEISHHP LYPES ..ottt 330
Importance of global awareness as a managerial competency

from the perspective OF rePOMErS ......covvvvvvvereciiiicciieii v 331
Implementation of global awareness as a managerial competency

from the perspective Of FEPOMEIS ........cccccvvriiiiiiiiiee e e e eeeeeierrieer e 332
Importance of global awareness as a managerial competency

from the perspective of first-line news managers .........c.cccoceevvnnnncnon, 333
Implementation of global awareness as a managerial competency

from the perspective of first-line news managers .................ccoccvvveeenenn, 333



8.5

Table of contents

Chapter 9: Self-management as a managerial competency

9.1

9.2
9.2.1
9.2.1.1
9.21.2
9.2.1.3

9.2.2
9.2.2.1

9.2.2.2
9223

9.2.3
9.2.3.1

9.2.4
9.2.4.1

9.2.4.2

9.3

within the context of newsroom management

IO UG ON .o

Dimensions of self-management as a managerial competency .....
Integrity and ethical conduct ......................ccccceivviiiiiiiiiiiieeee,
Clear personal standards .............cvvveeeiiiiieeieee e
Admit to miStakes Made ..............cccccciiiiiiieiiie e
Take responsibility for individual actions by being honourable,
Steadfast and Self-assured ...........cccccee i
Personal drive and resilience .......................ccciiieciiiiiiiiiee e
Seek responsibility, are innovative, ambitious and motivated to
achieve personal and organisational goals ...............ccceeeeiiieiiieiiininnn,
WOork difigently ..o e
Persevere when facing obstacles and have the ability to recover
AREITAIHUIE ..o et e
Balanced professional and personallife ..................cc.ccc....cccoo.
Balance work and other responsibilities in a way that neither is
NEGIEGIEM ... .o
Self-awareness and development ......................cccc.coeciv i,
Being cognisant of their strengths and weaknesses and ways

through which these can be utilised orimproved ...........c...ccovvveeeviennnn..
Learning from work and life experience and be willing to adjust

learning in light of changed Situations ...............ccoeceeiiiiiieiiveniei e

Results — the importance and implementation of

self-management as a managerial competency ..................cccce

Xix



9.3.1

9.3.1.1
9.3.1.2
9.3.1.3
9.3.1.4
9.3.1.5
9.3.1.6
9.3.1.7
9.3.1.8
9.3.1.9
9.3.1.10
9.3.1.11
9.3.1.12
9.3.1.13
9.3.1.14
9.3.1.15
9.3.1.16
9.3.1.17
9.3.1.18
9.3.2

9321
9.3.2.2
9.3.2.3
9.3.2.4
9.3.2.5
9.3.2.6
9.3.2.7

9.3.28
9.3.2.9

Table of contents

The importance of management tasks related to
self-management as a managerial competency compared to

the implementation thereof ....................cooooeeeiiiii it
Conduct based on clearly defined personal values .............ccccocceeieeinnn,
Accommodating different personal values ............c..ccccocvceiiiicccren i
Upholding the news enterprise’s code of ethics .........ccccoveievviiinicnnn,
Admitting to personal mistakes .....c..cocoeeevviiiiiiiiiiicc e
Working diliGently ............ooovve e
Being conscious of a healthy lifeStyle .........cccccoovviiiin i
Being able to lead a healthy lifestyle ................ccoeeeiiiiiiiiveriee e,
Taking reSPONSIDIILY ......oovvivreeeeeiii et
Being ambitions/imotivated to achieve set objectives ..........cccccoveveein..
Persevering under conditions of failure and Stress ........ccccevvvvviiiieenenn..
Coping with secondary trauma ............ccoocoveemriiiieieeieieieee e
Balancing pnvate life and work responsibilities .............cccccovvvvveveivieenn.
Taking reporters’ physical state into account ..................cccovvvvvvnvnnnen...
Taking reporters’ mental state into account ...............cccccveevicccieiverennn.
Being able to clearly define personal and professional goals ...............
Maximising individual Strengths ........ccc.ccccococviiiiiivieii e
Addressing individual weaKneSSeS ......ccooovvcvicciviiieieiee e,
Being able to learn from mistakes and past experience ......................
Implementation of management tasks related to
self-management as a managerial competency ...................co.ccee....
Taking reSponSiDIlitY ........ccccooviv i
Admilting to personal miStaKes ............couvvvrevciiiiiii e eeeeeeinaeiinnan,
Basing conduct on clearly defined personal values .............................
Upholding the news enterprise’s code of ethiCs ............cccoovvivviiiiine.
Being able to learn from mistakes and past experience .......................
Taking reporters’ mental state into account ................ccccccovvevevenvnnninnnns
Accommodating differing personal values between
departmentallsection managers and reporters .........c.ccoccceeeeiverieieiinnenn.
Taking reporters’ physical state into account .............ccc.c..ccccccoeciveeninn,
Working diligently ...........c..ooooiceiiiiiei e ettt



9.3.2.10

9.3.3

9.3.3.1

9.3.3.2

9.3.3.3

9.3.3.4

9.3.4

9.3.4.1

9.3.4.2

9.3.4.3

9.3.4.4

9.4

10.1

10.2

Table of contents xxi

Persevering under conditions of failure and Stréss .........coocceevvviviieeeeeen. 373
Comparing the importance and implementation of

self-management as a managerial competency across

MEIA EYPES ......oeeieeei e et e 374
Importance of self-management as a managerial competency

from the perspective Of rePOMErs ..........coovvvecciunriicii e e, 375
Implementation of self-management as a managerial competency
from the perspective Of rEPOMEIS .......cccooviireer e er e 376
Importance of self-management as a managerial competency

from the perspective of first-line news managers ............cccccccvevecnrennns 377
Implementation of self-management as a managerial competency

from the perspective of first-line news managers ..........cc.ooovvvcccnieneee 378
Comparing the importance and implementation of

self-management as a managerial competency across media
oWnership tYPeS ........oooiie e 380
Importance of self-management as a managerial competency from

the perspective Of rePOMEIS ... cc.c..c.coeevviviiiee et ee e s rareeaens 381
Implementation of self-management as a managerial competency

from the perspective Of repOrtErs .....cccoivvviveveciiiiiieeeie e 382
Importance of self-management as a managerial competency from

the perspective of first-line news managers .......cc...ococccocvvveiiiineennnnn, 384
Implementation of self-management as a managerial competency

from the perspective of first-line news managers ..........cccoeevvvvemeeeeienen.. 385

Chapter 10: Conclusions and recommendations

[Ta1 0o 1s L1134 Lo 1 RPN 391

Synopsis of the study ... 392



10.3
10.3.1
10.3.1.1

10.3.1.2

10.3.1.3

10.3.1.4

10.3.2
10.3.2.1

10.3.2.2

10.3.2.3

10.3.2.4

Table of contents il

Conclusions based on researchresults .....................oiivvviiinieneenn, 394
Conclusions based on research objectives ........ccccecvveevnnnees 394
The importance reporters in South Africa's mainstream media

newsrooms attach to the six managerial competencies ........................ 394
The perception among reporters in South Africa’s mainstream

media newsrooms with regard to the implementation of the six

managerial COMPEIENCIES .. ...v.uriiieree et e eveaeees 398
The importance first-line news managers in South Africa’s

mainstream media attach to the six managerial competencies ............ 403
The perception among first-line news manaqers in

South Africa’s mainstrearm media newsrooms on their own

implementation of the six managerial competencies ................cccc.ee.... 407
Conclusions based on research hypotheses .................c......cc.co... 413
Research hypothesis 1: First-line news managers in South

Africa’s mainstream media do not consider the managenal

competencies important for newsroom management ..............ccccccuv.... 413
Research hypothesis 2: Due to the little importance first-line

news managers attach to these competencies, first-line news

managers in South Africa’s mainstream media do not implement

them optimally either, with subsequent negative impact on

NEWSIOOIM ACHVILY ....coee e et e e e r e e 414
Research hypothesis 3: Reporters in South Africa’s mainstream media,

on the other hand, consider the managerial competencies essential

to effective and efficient newsroom management. They consider it

more important than News Managers .......ccceccociiv i 414
Research hypothesis 4: Given the importance they attach to

these competencies, reporters do not consider their first-line

news managers to implement these optimally, with subsequent

negative implications for newsroom activity and professional media



10.3.2.5

10.3.2.6

10.4

10.4.1
10.4.2
10.4.2.1
10.4.2.2
10.4.2.3
10.4.2.4
10.4.2.5
10.4.2.6
10.4.3

10.4.4

10.4.4.1
10.4.4.2

Table of contents AXii

Research hypothesis 5: Due to factors such as structure,

audience characteristics and historical background associated

with different media types, reporters and first-line news

managers al individual media types attach different levels of

importance to the six managerial competencies. As a result, they

also perceive the optimal implementation thereof differently ................ 415
Research hypothesis 6: Based on advantages and challenges

associated with different media ownership structures in the

country, reporters and first-line news managers at media titles

operating under different ownership frameworks perceive the

importance of the six managenal competencies differently. As a

result, they also perceive the optimal implementation thereof

IFFErENtlY ... 416

Recommendations based on research results: a proposed
newsroom management framework ............c.ccccoeiieeeeviere e veieiieinns 418
Premises for the proposed newsroom management framework ... 419

Elements of the proposed newsroom management framework ..... 420

SeIf-Management ............ooo i e 422
GlODal @WareNESS .......veeieiiiieii e 423
Srate@QiC @CHON .......oeiiiiiiii i e 424
Planning and adminiStration ..............cccccooeiiiiiiiiireriiiee et 425
COMMUIICBHON ...t et a e et e e 4286
TEAMWOTK .ottt ee st 428

Implementing the proposed newsroom management
Framework ..o 429
Aspects that facilitate the successful implementation
Of the frameWOrK ..........ccccc.ooiiiieeiii e 429
Involvement from top management and OWNers ................ccceeeieeeeees 430

Pro-active and well-planned initiatives aimed at transferring skills ....... 430



Tabie 1.1:
Table 1.2;
Table 1.3:

Table 1.4:

Table 1.5;

Table 3.1:

Table 3.2:

Table 3.3;

Table 3.4;

Table 4.1:

Table 4.2:

Table 4.3:

Table 4.4:

Tahle of contents iy

List of tables

Sample of mainstream media in South Africa per media type ............ 23
Sample of mainstream media in South Africa per ownership type ..... 23

Sample of mainstream media in South Africa per geographical

Abridged professional profile of first-line news managers in the

South African mainstream media ..., 24
Abridged professional profile of reporters in the South African
MAINStream MEIA ......ooooeiviieiri et e e 25

Results of validity tests performed on the questionnaire

O TEPOMEIS oorvvieiie ettt s 80
Results of reliability tests performed on the questionnaire

(o] (=] o Te ] (=7 - S PR 81
Results of validity tests performed on the questionnaire for

first-line NEWS MaNagErS ..o e 83
Results of reliability tests performed on the guestionnaire for

first-line news managers .............ccco i 83

Comparing the importance and implementation of

communication as a managenal competency between first-line

news managers and repPOMers ......cc.oovvvvveeeieeiiiiiiicee e 130
Comparing the implementation of communication as

a managerial competency between first-line news managers

AN TEPOTIEIS ..ottt e e a e e e e e e e e eeneeees 140
Importance and implementation of communication as a

managerial competency across media types from the

perspective of reporters .........ccoivioiiiii 141
Importance and implementation of communication as a

managerial competency across media types from the

perspective of first-line News managers ..........cccccoveririiiiiiccnennnnn. 142



Table 4.5;

Table 4.6:

Table 5.1;

Table 5.2:

Table 5.3:

Table 5.4:

Table 5.5:

Table 5.6:

Table 6.1:

Table 6.2:

Table of contents v

Importance and implementation of communication as a

managerial competency across media ownership types from

the perspeclive of reporters ..., 146
Importance and implementation of communication as a

managerial competency across media ownership types from

the perspective of first-line news managers .............cccce i, 147

Comparing the importance and implementation of planning

and administration as a managerial competency between

first-line news managers and reporters .......cccccoovvevveeiiiiieieenrccnienn, 171
Comparing the implementation of planning and administration

as a managerial competency between first-line news managers

ANA TEPOMETS .vvitiiiiie vt e ettt s s e s e reeeaeeeeeveresresans 180
Importance and implementation of planning and administration

as a managerial competency across media types from the

perspective Of rePOMErs .....o.oovi e 182
Importance and implementation of planning and administration

as a managerial competency across media types from the

perspective of first-line news managers ..........ccccocvveviiiccc 183
Importance and implementation of planning and administration

as a managerial competency across media ownership types

from the perspective of reporters .......c.ccoceviiviie e 188
Importance and implementation of planning and administration

as a managerial competency across media ownership types

from the perspective of first-line news managers ..................cccoceeee 189

Comparing the importance and implementation of strategic

action as a managerial competency between first-line news

managers and repPorters ...t 220
Comparing the implementation of strategic action as a

managerial competency between first-line news managers

AN TEPOMEIS .ot eiiiiieee e ee e e e s s e e s e a e beeaeaee s 232



Table 6.3;

Table 6.4:

Table 6.5:

Table 8.6:

Table 7.1:

Table 7.2:

Table 7.3;

Table 7.4:

Table 7.5:

Table 7.6:

Table of contents X1

Importance and implementation of strategic action as a

managerial competency across media types from the

perspective of reporters ..., 233
Importance and implementation of strategic action as a

managerial competency across media types from the

perspective of first-line News Managers ...........cocccecvvvvierveeenvieeeeeenn. 234

Importance and implementation of strategic action as a

managerial competency across media ownership types from

the perspective of reporters ........cccocccveveie e 239
Importance and implementation of strategic action as a

managerial competency across media ownership types from

the perspective of first-line news managers .......cccoccvvveveeeiiveeennnn. 240

Comparing the importance and implementation of teamwork

as a managerial competency between first-line news managers

ANA FEPOIEIS . e 273
Comparing the implementation of teamwork as a managerial
competency between first-line news managers and reporters ......... 283
Importance and implementation of teamwork as a managerial
competency across media types from the perspective of

[ cT e Lo g (= - U 285
Importance and implementation of teamwork as a managerial
competency across media types from the perspective of

first-line NEWS MAaNAGErS ....c.ovviiiiiriee e 286
Importance and implementation of teamwork as a managerial
competency across media ownership types from the perspective

Of TEPOMEIS oo e e e 291
Importance and implementation of teamwork as a managerial
competency across media ownership types from the perspective

of first-line NEWS MAaNAGEIS ....cciii i 292



Table 8.1;

Tabie 8.2:

Table 8.3:

Table 8.4

Table 8.5:

Table 8.6:

Table 9.1:

Table 9.2:

Table 9.3

Table 9.4

Table 9.5:

Table of contents

Comparing the importance and implementation of global
awareness as a managerial competency between first-line news
managers and rePOMEIS ... et e e
Comparing the implementation of global awareness as a
managerial competency between first-line news managers and

1] oTo ] (= €= P PO PRTRN
Importance and implementation of global awareness as a
managerial competency across media types from the perspective
Of TEPOMEIS ..o e e e e
Importance and implementation of global awareness as a
managerial competency across media types from the

perspective of first-line news managers ............cccoocvvviinn,
Importance and implementation of global awareness as a
managerial competency across media ownership types from the
perspective Of repPorters ..........vueveceeeeieiiiciieee e
Importance and implementation of global awareness as a
managerial competency across media ownership types from the
perspective of first-line news managers ............ccc.c.cocvvennnens
Comparing the importance and implementation of
self-management as a managerial competency between

first-line news managers and reporters ...........cccoevviveiiiiiiienee e
Comparing the implementation of seif-management as a
managerial competency between first-line news managers and
(=TTl (=] 5= O TP
Importance and implementation of self-management as a
managerial competency across media types from the

perspective of reporters ...
Importance and implementation of self-management as a
managerial competency across media types from the

perspective of first-line news managers ..........cccccooeiie
Importance and implementation of self-management as a
managerial competency across media ownership types from

the perspective oOf rePOMErsS ... ..coceeiiviiiiiie e

XX



Table 9.6:

Table 10.1:

Table 10.2:

Tabie 10.3:

Table 10.4:

Table 10.5:

Table 10.6:

Table 10.7:

Table 10.8:

Figure 10.1:

Table of contents

Importance and implementation of self-management as a

managerial competency across media ownership types from the

perspective of first-line news managers ............cccooviiviccnineees

Links between research objectives and hypotheses, questions

in the questionnaire and discussion of research results .................

Most important management tasks related to each

managerial competency from the perspective of reporters ............

Management tasks related to each managerial competency

reporters perceive first-line news managers to implement best .....

Most important management tasks related to each

managerial competency from the perspective of first-line news

MANAGETS ...viiuveeeeeeiereiee et et e raee e e aetesessteasbesresensseseassessentasaeeensantes

Management tasks related to each managerial competency

first-line news managers perceive themselves to implement best ....

Importance and implementation of individual managerial

competencies as perceived by reporters and first-line news

managers at different mediatypes ...........c..ciie e

importance and implementation of individual managerial
competencies as perceived by reporters and first-line news

managers at media titles operating under different

ownership frameworks ...

Skills transfer initiatives to facilitate implementation of the

proposed newsroom management framework ..............ccccen

List of figures

A proposed newsroom management framework ...

XXVill



Table of contents XX

List of Addenda

Addendum A: Sanef's South African National Skills Audit Phase 2
- 2004/5 Questionnaire for first-line news managers ................... 433

Addendum B: Sanef's South African National Skills Audit Phase 2
— 2004/5 Questionnaire for reporters ............c.ccccvvivieeere e 439

Addendum C: Sanef's South African National Skills Audit Phase 2

Framework for INtemVIEWS ..o 445

Addendum D: Rotated factor patterns retained by Kaiser's criterion

Importance and implementation of managerial competencies

from the perspective of repoORers .........ccccoocviviiiniiicccciiicen 448

References

R =0 1 TSRS 452
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Chapter 1:

Introduction and orientation

South Africa is a different country to what it was 10 years ago. And newsrooms need
to reflect that — not simply by how many black and female faces make up our
teams and are sourced in our media, but also in how we work together,

- Ranchod (2003:10)

In the last ten years we have seen media owners and managers grapple with varying degrees
of success with managing media in a democratising and developing country. In general
there is a tendency towards short commercial imperatives and profit making at the
expense of long term planning for sustained viability and profitability.

Managers need to develop better managerial skills.

— Kupe (2004:38)

1.1 Introduction

This study focuses on the importance and implementation of six managerial
competencies in South Africa's mainstream media newsrooms. These competencies
are inherent to general management theory, and encompass communication,
planning and administration, strategic action, teamwork, global awareness, and self-
management. The importance and implementation of these competencies were
tested among respondents from the first-line news manager and reporter tiers of a
sample of mainstream media titles in South Africa. This was done to develop a
newsroom management framework for South African mainstream media, given the
gaps between importance respondent groups attach to these competencies, and the

current implementation thereof by first-line news managers.

This chapter provides the background and motivation to the study. it furthermore

focuses on the research objectives and research hypotheses in light of the problem
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statement described. These elements form the framework against which the research
methodology is delineated and suggestions for future research are made. The

chapter concludes with the division of the study by means of a chapter outline.
1.2  Definition of research terminology

For the purposes of this study, the following operational definitions apply.
1.2.1 Managerial competencies

Within the framework of this study, managerial competencies refer to sets of
knowledge, skills, behaviours and attitudes (first-line news) managers need to be
successful. These competencies specifically relate to communication, planning and
administration, teamwork, strategic action, global awareness and self-management
(Hellriegel, Jackson & Slocum, 2005:4-5; Hellriegel, Jackson, Slocum, Staude, Amos,
Klopper, Louw & OQosthuizen, 2004:5;, Qosthuizen, De Bruyn, Jacobs & Kruger,
2002:29-32).

To be more specific, individual managerial competencies comprise of (Hellriegel et
al., 2005:4-5; Hellriegel et al., 2004:5; Oosthuizen et al., 2002:29-32).

1.2.1.1  Communication

Communication refers to the effective transfer and exchange of information to
promote understanding between managers and employees. This is crucial in media
management (Markus, 2001:15). Peters (2004:5) substantiates this statement as
follows: “Reporters complain that editors communicate with them exclusively through
e-mail, (while) ... top editors complain that they are the last to know about problems
that might profoundly impact (on) the enterprise”.’ In comparison, one of the
characteristics afforded to “successful” news managers is their *human” approach to

newsroom communication — personal contact, interaction and discussions with

' For the purposes of this study, the tlerms “enterprise” or “enterprises”, “organisation” or
“arganisations” and "company” or “companies” are used synanymously to the terms "business” or
“businesses”.
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employees (Young, 2003:26-29; Fink, 1996:96). Internal communication also needs
proper attention in South African newsrooms. In an environment traditionally
characterised by strained relationships between newsroom management and staff,
open communication channels could increase sensitivity and understanding.
Moreover, the potential for conflict and misunderstanding due to different cultural
backgrounds necessitates proper communication to foster trust and credibility (see
Steyn & De Beer, 2002:63). This competency is discussed in detail in chapter four of
the study.

1.2.1.2  Planning and administration

Planning and administration as a managerial competency refers to managers’ ability
to decide “what tasks need to be done, determining how (these) can be done,
allocating resources to enable them to be done, and then monitoring progress to
ensure that (these) are done” (Hellriegel et al., 2005:17).° This includes gathering
and analysing information, solving problems, and properly managing time and
financial resources — all important aspects to the media industry and media
management (Hollifield, 2003:136; Fink, 1996:78;, Rankin, 1986:33). A new
ownership class, increased competition for advertising and market share, and lower
profit margins all necessitate sound financial management skills. As is the case
among international media enterprises, these aspects are all prevalent in the current
South African media environment (Berger, 2004a:36). Flowing from these, news
managers need good time management skills to manage an increasing workload
amidst tighter deadlines {see Du Toit, 2003:25; Steyn & De Beer, 2002:53). This

competency is discussed in detail in chapter five of the study.
1.2.1.3  Strategic action

Strategic action requires insight into the enterprise’s vision, mission and values

(ensuring that management actions are aligned accordingly) as well as into the

% This description serves as the operational definition for planning and administration as a managerial
competency in the context of this study. As such, the dimensions of planning and administration
ouflined by Hellriegel et al. (2005:17) are perceived more from a general management perspective
than from a financial management angle. The financial management qualities of this competency do
subsequently not feature as strongly as financial management experts might expect (also see the
discussion in secticn 5.3.4).
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industry (e.g. see King-Shankleman, 2000 on the role of organisational vision,
mission and culture in managing the British Broadcasting Corporation [BBC] and
Central News Network [CNN]). It also requires managers to take visionary leadership,
especially when it comes to change management (Bridle, 2006:45; Gade, 2004.6).
The New York Times Group primarily had this in mind when it implemented webcasts
to inform employees of its vision and mission, and provide them with continuous
information on the company’s performance (Jones, 2003:14-17). However, as Du
Toit (2003:25) points out, involving news managers in strategic thinking and planning
processes is something new to the South African media. As a result, more attention

should be paid to this competency. It is discussed in detail in chapter six.

1.2.1.4 Teamwork

Teamwork relates to accomplishing tasks through small groups who work
interdependently and who are collectively responsible to achieve set goals and/or
objectives (Hellriegel, Jackson, Slocum, Staude, Amos, Klopper, Ivancevich, Lorenzi,
Skinner & Crosby, 2001:18). Specific dimensions include team design, a supportive
teamwork environment and team dynamics (Hellriegel et al., 2005:18-20). Whereas
the media of the past (also in South Africa) was characterised by “lone wolf” reporters
covering news events (see Gade, 2004:10) the teamwork approach becomes more
common in modern-day media environments. Underwood (1995:x) refers to “team
journalism”, where editors, for instance, work with reporters and graphic designers to
produce “a slick and stylised editorial product”. In the United States (US),
“newspapers across the country have embraced the team concept. If implemented
effectively, (it) can energise employees, ... enhance quality and encourage ...
innovation in ... newsrooms”" (Thompson, 2001:7,; also see Fink, 1996:80). However,
poor implementation can de-motivate employees, resulting in less creative energy
and inferior work. This competency is discussed in detail in chapter seven of the
study.

1.2.1.5 Global awareness

Global awareness refers to managers’ ability to draw resources from different

countries and regions and serve markets across multiple cultures, appreciate cultural
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knowledge and cultural sensitivity (Hellriegel et al., 2001:21). Although South African
news managers need sound knowledge and understanding of international cultures,
they especially need insight into the multicultural and multilingual nature of South
African newsrooms and media audiences (Nsidi, 2002). As Ranchod (2003:8) points
out, all these cultural groups have stories that need to be told. The media should tell
it in such a way that it facilitates understanding between different groups in the
country. This can, however, only happen if news managers and reporters are skilled
in the global awareness competency. If they lack understanding of their multicultural
environment, media personnel could struggle to adequately perform and properly
reflect on events typical to the South African society. This competency is discussed

in detail in chapter eight of the study.

1.2.1.6 Self-management

Seif-management requires managers to take responsibility for their professional and
private lives (Hellriegel et al., 2005:24-25). As such, it entails that staff (especially
managers as leaders) act with integrity, and base their actions on clear ethical
conduct. It also requires them to display personal drive, lead a balanced work and
private life, and take responsibility for developing their skills (Hellriegel et al.,
2001:24). This is especially needed at a time when employees across different
industries (also in the media) experience increased conflict to fulfil their personal and
professional responsibilities (see Montgomery, Peeters, Schaufeli & Den Ouden,
2003:195-211 with regard to this challenge among newspaper managers). In the
South African media context this competency is also needed to keep political and
other celebrities (also those in the media) true to their moral claims (Makhanya,
2003:12). If news managers take responsibility for their actions, they will be more
confident to admit mistakes and enforce ethical conduct among reporters (see Nel,
2003:15; also see Gaziano & Coulson, 1988:871). This competency is discussed in

detail in chapter nine of the study.

1.2.2 First-line news managers

First-line managers are employees who “are directly responsible for the production of
goods and services” (Hellriegel et al., 2004:12). Within the context of this study,
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these refer 1o news managers {e.g. news editors, assignment edilors, section editors
or night editors) responsible for the "production” of news by reporters or rank-and-file
employees as referred to in the US context (see Herrick, 2003:39). Due to flatter
organisational structures typically found in newsrooms, first-line news managers
often also perform activities traditionally associated with middle management tiers in
other enterprises. As such, Peters (1999:9) points out that this is “the worst job in
journalism”. On the one hand, these managers are responsible to meet the needs
and expectations of subordinates (i.e. reporters, camera people and other technical
staff). On the other, they are also required to adhere to the professional needs and
expectations of top level management and owners. First-line news managers also
need to satisfy demands and expectations from more diverse audiences, and a more
demanding and diverse workforce. This happens amidst constantly changing media
conditions. These relate to technological changes, a shrinking newshole® and
expanding news agenda, as well as increased competition for news and profitability
(see Serafini, 2004:24; Campbell, 2000:56; Underwood, 1995:30). Moreover, news
managers are expected to accomplish increasing volumes of work with fewer human
{(and often other) resources. In light of this, first-line news managers who participated
in Peters’ (1999:9) newsroom study indicated that this position is probably one of the
most challenging in the media industry today. Issues related to these challenges are
discussed in chapters four to ten of this study.

1.2.3 South African mainstream media newsrooms

In the context of this study, South African mainstream media newsrooms refer o
newsrooms of daily and weekly newspapers, consumer magazines, radio stations,
television channels, on-line media and mainstream news agencies. Sections 1.7.3
and 1.7.4 provide a detailed discussion of the parameters according to which these
media newsrooms were selected (also see sections 3.3.1; 3.4.1 and 3.4.2). Only

including mainstream media newsrooms in the study was motivated by the fact that

¥ Newshole refers to the space available to a specific media type to report on news events (i.e. the
news agenda) (Fink, 1996:206). For newspapers, for instance, this refers to the number of pages
available to cover news events for a specific period of time (either daily in the case of daily
newspapers or weekly in the case of weekly newspapers). For television channels, for instance, it
refers to the length of a news bulletin, as well as the number of news bulletins allocated in
programming schedules. Given increased costs associaled with news production {either in terms of
human resource or techrical costs), the newshote for different media types is shrinking. More careful
planning and consideration is thus needed to fill the newshole given an expanding news agenda.
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these media enterprises employ more full-time salaried workers and operate under

different conditions than community media (also see section 1.8).

1.2.4 Newsroom management

Hellriegel et al. (2001:8) define management as “the tasks or activities involved in
managing an enterprise, namely planning, organising, leading and controlling”. For
purposes of this study, newsroom management refers to planning, organising,
leading and controlling tasks and activities in a newsroom environment. Fink
(1996:77) provides a more focused definition of newsroom management, by
indicating that this term involves the “efficient use of all resources at every level to
move the (news enterprise) toward planned organisational goals. Resources include
people, money, time, the goodwill of readers and advertisers — and increasingly
these days — the new technology revolutionising the industry”. It is argued in this
study that effective newsroom management is only possible if managers are aware
of, comprise of and properly implement certain management tasks related to the six

managerial competencies defined in section 1.2.1.

1.2.5 Respondents

Throughout this study, the terms “respondent” or “respondents” refer to first-line news
managers and reporters who participated in the research by completing and returning

self-administered guestionnaires (also see section 1.7.2.2.1).

1.2.6 Interviewees

Throughout this study the terms “interviewee” or “interviewees” refer to those senior
members of staff at each media title with whom qualitative, semi-structured interviews
were conducted (aiso see section 1.7.2.2.2). Given prior arrangements that no
statement or perspective would be linked to individuals, their newsrooms or their
media enterprises, no references are provided for statements by individual
interviewees. In these cases, it is merely stated that ‘“interviewees
indicated/mentioned/highlighted ...". With regard to interviews for the 2002 South
African National Editors’ Forum (Sanef) National Journalism Skills Audit (see Steyn &
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De Beer, 2002),* references are, however, provided. Discussions with Audit 1

interviewees did not reflect on their own capabilities or management approaches.

1.3 Background to the study

The need for effective and efficient management in any enterprise needs no
motivation, as it is the tool through which organisational resources are steered to
achieve organisational goals and objectives. As such, media management is the tool
through which media enterprises achieve organisational goals, and thus needs little
motivation either. In fact, a recent study in the US found that effective and efficient
management is an important contributing factor in media enterprises' success or
failure (Fedler, 2003). The study found that only 29% of US employee-owned
newspapers founded in the twentieth century survived the turn of that century.
Insufficient management was one of the main factors contributing to the failure of the
remaining 71% (see Fedler, 2003).

1.3.1 Changing management approaches

With the advent of the twenty first century (and concomitant global changes)
business owners and managers are faced with an additional dilemma. This takes on
the form of a quest for effective and efficient management styles and structures. In
order to survive amidst changing political, economic and social dispensations and
among conditions of increased competition, enterprises need to successfully address

this challenge. The media is no exception.

Fortunately, more enterprises realise that a large percentage of organisational
success lies in their human resources capacity. As a result, their focus shifts towards
attracting, developing and keeping talented and loyal workers (Von Bormann,
2004a:28-34; Claassen, 2002; Heliriegel et al, 2001:5; Stamm & Underwood,
1993:528). Many media enterprises similarly realise that motivated staff are crucial in

achieving organisational goals by improving quality, productivity and profitability

* Hereafter Audit 1. This Audit was conducted to investigate the reporting, writing and accuracy skills
among (especially junior) reporters in South Africa's mainstream media. It became clear, however, that
improper human resource management is a main conlributing facter to the level of professional media
oulput.
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(Fink, 1996:145). This is especially the case given higher self-interest and job
ideals/expectations among employees than was the case some decades ago (e.g.
see Codrington, 2004:36-37; Warhover, 2003).

This approach directly contrasts “older”, top-down management approaches (in the
media and elsewhere) where employees were “managed by fear” (Cameron, 2003).
As such, enterprises now focus on more open, democratic and participative
management styles that acknowledge, accommodate and manage employee needs
and expectations (Rensburg & Cant, 2003:178; Rue & Byars, 2000:236,; also see
Gallet, 2002; Els, 2002; Geldenhuys, 2002 for how role-players in the South African
media view this shift).

In the US for instance, CNN “reorganised” a senior employee, Richard Kaplan, out of
his position because he still followed an autocratic management approach. Moreover,
he was said to be “arrogant ... and difficult” and “could explode on people” (Farhi,
2000:42-45). Clear distinctions on this issue were also identified in the South African
media during research for Audit 1. At media titles with an autocratic management
approach, editors/news editors could not understand "what is wrong" with today's
young people who have no respect for or loyalty to the media enterprise (Steyn & De
Beer, 2002:53). On the other hand, media titles with more participative management
approaches seemed to experience organisational success on many levels,
Editors/news editors at these titles highlighted financial success, while employees
were committed, loyal and enthusiastic about their jobs (see Steyn & De Beer,
2002:53).

1.3.2 The quest for a new media management paradigm

However, given the traditional top-down management approaches found in the
media, the above is not an easy transformation. Media researchers, academics and
practitioners currently “struggle” to fit newsroom management into a new paradigm
(e.g. see www.aejmc.org for research papers presented on this topic during the
2003, 2004 and 2005 Annual Conventions of the Association for Education in

Journalism and Mass Communication [AEJMC]). This paradigm should provide that
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the enterprise, its employees, its audience and ultimately society at large benefit from
improved professional output (see Ratlou, 2005:51).

This ideal is, however, clouded by the contradiction media enterprises find
themselves in. On the one hand, the media is responsible for promoting diverse
perspectives and viewpoints among citizens (i.e. media audiences).® This keeps
them informed about the world around them. However, on the other hand (and since
as early as 1897), voices are raised that the media’s financial operations, activities
and involvement is “turning journalism upside down" (Herrick, 2003:5). This often
causes tension between professional newsroom staff and media owners (see Liebes,
2000:295).

Today, this is probably more the case than ever before in light of emphasis on profit,
increased competition and growing media conglomerates. As one editor interviewed
for Audit 1 put it: "Journalism has lost its social cause. Whereas it used to be about

making a difference, it is now about getting rich” (Khumalo, 2002).

1.3.3 Media management in a South African context

As can be seen from the above statement, the South African media does not escape
the controversies outlined above. South African media post-1994 experiences
continuous change, ranging from diversity in ownership, legislation, titles,
employment equity, media coverage, and global/international exposure to the
audiences it serves (Kupe, 2004:38; Berger, 2004a:36; Von Bormann, 2004a:28-34;
also see The International Journal on Media Management (2003, 5[2]); Cameron,
2003; Brown, 1992:46 for perspectives on how these issues impact on international
media enterprises). Findings from Audit 1 therefore implied that newsroom
management in the South African mainstream media needs to improve for the media
to fulfil its rightful role in a democratising society (see Steyn & De Beer, 2002:62-65;
also see De Beer & Steyn, 2002; Steyn & De Beer, 2003; 2004 for additional

research on this issue). One editor interviewed for Audit 1 felt so strongly about this

® Obviously, “the media” in itself can not perform this role, as it comprises of outlets (e.g. newspapers,
radio stations, television channels) through which audiences are informed and entertained. This
responsibility rather lies in the hands of media owners and staff who communicate viewpoints through
these outtets to promote diverse perspectives.
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issue that he indicated that the "legacy of neglecting proper news management now
impedes on the level of newsroom performance” (Whitfield, 2002). Another editor
contributed the lack of journalism skills to a lack of media management skills (More,
2002).

1.3.4 Factors challenging media management in South Africa

Media transformation is a long-term process, and some commentators argue that
many issues still need to be successfully addressed before media enterprises in
South Africa and elsewhere can operate optimally (e.g. see Albarran, Chan-Olmsted
& Wirth, 2006; Kupe, 2004:38; Berger, 2004h:1; Tyler Eastman, 2002:102-105). This
specifically became apparent during the so-called Sun City Indaba between
government and Sanef in 2001. During this indaba government expressed criticism
and concern that the media does not properly cover events in the South African
society. Moreover, they complained that the media (from their perspective) tries to
portray government (and its activities) as negatively as possible (see Makhanya,

2003:13). These discussions formed the main catalyst for Audit 1.

From a theoretical point of view, the following issues are said to contribute towards
the problem of insufficient newsroom management in South Africa (e.g. see Steyn &
De Beer, 2002:1-3; Tomaselli & Shepperson, 2002:190-213; Berger, 2002:254-277,
Steenveld, 2002; Proctor Simms, 2002; Megwa, 2001:281-285; also see Thornton,

2003, Peters, 1999 with regard to the international situation).

1.3.4.1 A lack of skills

Results from Audit 1 highlighted a lack of skills among (especially junior) reporters to
properly identify, gather and present news events in a professional manner. These
particulariy related to a lack of reporting, writing and accuracy skills (see Steyn & De
Beer, 2002:9). More specifically, skills shorlage was also identified with regard to
(see Steyn & De Beer, 2002:12-23):

= Aspects of generai knowledge and skills to properly contextualise news

events;
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Knowledge and insight into ethical issues and how the media should report on
it;

Sensitivity towards typical South African issues (e.g. HIV/Aids) and how the
media is supposed to report on those; and

The ability to produce a fair and balanced news story in which all relevant

issues and angles were taken into account.

1.3.4.2  Transformation in the media industry

The South African media industry post-1994 witnessed transformation in a number of

areas. In general, transformation was characterised by liberalisation in terms of:

Changed legisiation guiding media enterprises and their activities (see Li,
n.d.:1; Steyn & De Beer, 2002:22);

Increased focus on employment equity, both in terms of race and gender.
Media enterprises subsequently introduced a number of equity programs and
policies (see Kupe, 2004:38). This inevitably affected newsroom activity and
output (see section 1.3.4.1; also see Steyn & De Beer, 2002:24);

Increased media coverage of local and international events as a result of
globalisation and the opening of international markets for news, information
and entertainment (Berger, 2004a:36; Von Bormann, 2004a:28-34). This was
also brought about by changes in the South African society, resulting in a
changed media audience with changed needs and expectations (see section
1.3.4.3);

Liberalisation of ownership structures. The media during apartheid was
characterised by “state control of especially the electronic media, ... big
business monopoly of the English press” (Louw, 1993:1) and the majority of
the Afrikaans language press “in favour of the National Party government”
(Louw, 1993:2). However, already in the early 1990s, calls were made for
liberalisation of media ownership. Towards the start of the twenty first century
this increasingly became a reality. A variety of national and international role
players gained ownership access of South African media. This affected the

media on a number of levels. Firstly, large corporations and financially strong
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individuals have the financial muscle and diverse resources to ensure the
success of their ventures. Unfortunately, these (especially international)
owners’ interest in the media often does not go beyond maximising profit (e.g.
see Pillay, 2002). This results in increased pressure on employees to perform
and deliver the news product. Secondly, a new breed of owners are said to
lack experience and understanding of the media industry. Moreover, they lack
insight into the history and format of specific media titles. As a result, they lack
the ability to manage these titles optimally (e.g. see Abraham, 2002). These
issues inevitably also impact on the management of human (and other)
Newsroom resources;

e Media convergence, brought about by changed technology. The pace of
technological development also impacts on media activities;

e Changing newsroom cultures, linked with changed roles and expectations
among newsroom staff. Results from Audit 1 highlighted that newsroom
subordinates expect media enterprises to offer them more than financial
remuneration. Moreover, they expect their superiors to manage them (and the
news product they produce) differently (see Steyn & De Beer, 2002:48); and

¢ Increasing criticism of the media industry and how it addresses national and
international events. As indicated in section 1.3.4, this was one of the major
contributing factors to the start of discussions between the government and
Sanef on how to improve the level of professional output in the South African

media.

All these factors put increasing strain on newsroom staff to be skilled and

experienced in what media enterprises expect of them.

1.3.4.3  Socio-economic challenges

In the context of this study, these challenges relate to an emerging group of media
staff and audiences. These groups do not necessarily belong to a particular cultural
or racial group. Instead, they see themselves as professionals/media users per se
who interpret news issues vis-a-vis new social and economic circumstances (see
Makhanya, 2003:12). Whereas the political and socio-cultural situation in the country
influenced reporters’, managers' and audiences’ view of life during apartheid, post-
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apartheid media professionals and audiences seem less clamped down by political
and other baggage. On the one hand, socio-economic and political changes impact
on the way newsroom staff and audiences view their personal (and professional)
situations. On the other hand, it also seems to impact on the way in which they form
their perspectives on reality (e.g. see Jacobs, 2002; Pretorius, 2002; Nsidi, 2002).
While some commentators see this as a positive situation {(e.g. see Pretorius, 2002),
others express concern thal a lack of political knowledge and experience might
prevent the media from playing its rightful role in post-apartheid society (e.g. see
Jacobs, 2002). Others are also of the opinion that affirmative action, empowerment,
and fast-tracking policies and programmes might leave a skills gap which could take
a long time to fill (see Barrell, 2002).

Linked to the above is the increase in celebrity culture and absence of role models
whom junior reporters (and increasingly also news managers) can imitate or who can
personally mentor and coach them to acquire professional skills (see Wrottesley,
2002; Barrell, 2002).

1.3.4.4 News, staff, and infrastructure management

Changes in news coverage, human resource management and management of
infrastructure over the last decade or two necessitate that these issues are analysed.
This specifically relates to issues such as technological convergence and the
introduction of new technology (e.g. see Omar, 1999), increased media competition,
and a growing number of news events (with potentially widespread impact on
society) that call to be included on the national and international media agenda. This
inevitably calls for new management approaches — not only with regard to human

resources, but also in terms of news and infrastructure.

1.3.4.5 Apparent juniorisation of newsrooms

Newsroom juniorisation results from high staff turnover, empowerment and fast-
tracking policies. Results from Audit 1 highlighted that juniorisation is a reality among
reporters (see Steyn & De Beer, 2002:25). However, results from the 2005 Sanef
Skills Audit Phase 2: Managerial competencies among first-line news managers in
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South Africa’s mainstream media newsrooms (Steyn, De Beer & Steyn, 2005a)®
indicated that this is also the case among first-line news managers. Results from
Audit 2 also indicated that issues such as staff turnover and fast-tracking policies
impede on first-line news managers’ performance. However, inexperienced reporters,
increasing deadline pressure and competition add to the pressure on first-line news

managers to perform effectively and efficiently.
1.4 Problem statement

Within general management theory, properly addressing human aspects of
management is integral to organisational success (DuBrin, 2003.6; Rue & Byars,
2000:4). Audit 1 illustrated this with regard to the South African media. Since then, a
number of local media researchers and practitioners also underlined the need to
properly address these issues (e.g. Kupe, 2004:38; Nel, 2003:14-16; Du Tolit,
2003:24-25; Whitfield, 2002; More, 2002; Steyn, Steyn & De Beer, 2004). However,
this is not an easy process in a media management context. On the one hand, few
media enterprises demand, coach, embrace or reward human aspects of
management (Peters, 2004:30). Moreover, managers do not necessarily obtain
management skills from previous experience (Rankin, 1986:24), despite the
importance thereof (see Radipere & Van Scheers, 2005:410). As such, improved
managerial competencies could address these dilemmas and assist in better
management performance (Akande, 2001:10; Hellriegel et al., 2004:26). This could
lead to increased organisational effectiveness and efficiency — the goals of any
successful enterprise, also the media (Louw, 2002:109-112; Rabe, 2002:115-119;
Fink, 1996:98). Key to this success, however, is media enterprises’ ability to attract,

motivate and retain good employees (Rankin, 1986:32).

Given the above, the rationale for this study is to determine the importance first-line
news managers and reporters in South Africa’s mainstream media attach to the six

managerial competencies set out above. The study will also determine perceptions

® Hereafter Audit 2. The baseline data for this research study was compiled for the purposes of Audit
2. Sanef granted the researcher permission to use research data and resulits from both Audit 1 and
Audit 2 for the purposes of completing this study. The baseline data provided the framework along
which additional qualitative and quantitative data anaiyses were performed with the aim of establishing
a newsroom management framework for mainstream media newsrooms in South Africa.
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among these groups with regard to the current implementation of managenal
competencies in mainstream media newsrooms. Based on this, the study aims to

develop a framework for newsroom management in the South African context.

1.5 Purpose of the study

1.5.1 General research objective

A growing body of knowledge shows that addressing the human aspects of
management should form an integral part of organisational management in order to
bring about organisational success (e.g. see Redmond, 2006:118; Cole, 2004:349;
Kennedy, 2002:14). in a developing and democratising South African media context,
the importance of this aspect was illustrated in findings from Audit 1 (see Steyn & De
Beer, 2002). Using a framework of six managerial competencies rooted in general
management theory (Hellriegel et al., 2005:4-5; Lussier, 2003:4-14; Daft, 2003:4-12)
this study aims to determine how important first-line news managers and reporters
consider each competency. Moreover, it aims to ascertain perceptions (among first-
line news managers and reporters) on the current implementation of these
competencies by first-line news managers. Subsequently, a framework for newsroom
management in a South African context will be developed — an area in which little

research has been done.

1.5.2 Specific research objectives

The following specific research objectives were set for the study.

1.5.2.1 To determine the importance reporters in South Africa's mainstream media
attach to the six managerial competencies of communication, planning and
administration, strategic action, teamwork, global awareness, and self-
management vis-a-vis the general management theoretical framework;

1.5.22 To determine the perception among reporters with regard to the
implementation of these managerial competencies by first-line news

managers in South Africa’s mainstream media;
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1.6.2.3 To determine the importance first-line news managers in South Africa’s

mainstream media attach to these managerial competencies vis-a-vis the

general management theoretical framework; and

1.56.24 To determine the extent to which first-line news managers in South Africa’s

1.6

mainstream media perceive themselves to implement these managerial

competencies.

Research hypotheses

The following research hypotheses were set for this study.

1.6.1

1.6.2

1.6.3

1.6.4

1.6.5

1.6.6

First-line news managers in South Africa's mainstream media do not consider
the managerial competencies important for newsroom management;

Due to the little imporiance they attach to these competencies, first-line news
managers in South Africa's mainstream media do not implement them
optimally either, with subseguent negative impact on newsroom activity;
Reporiers in South Africa’'s mainstream media, on the other hand, consider
the managerial competencies essential to effective and efficient newsroom
management. They consider it more important than news managers;

Given the importance they attach to these competencies, reporters do not
consider their first-line news managers to implement these optimally, with
subseqguent negative implications for newsroom activity and professional
media output;

Due to factors such as structure, audience characteristics and historical
background associated with different media types, reporters and first-line news
managers at the respective media types attach different levels of imporiance
to the six managerial competencies. As a result, they also perceive the optimal
implementation thereof differently; and

Based on advantages and challenges associated with different media
ownership structures in the country, reporters and first-line news managers at
media titles operating under different ownership frameworks perceive the
importance of the six managerial competencies differently. As a result, they

also perceive the optimal implementation thereof differently.
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1.7 Research design and methodology

The framework for this study was developed around a literature study (see section
1.7.1). This framework was expanded through empirical research into the importance
and implementation of the six managerial competencies among reporters and first-
line news managers in a sample of mainstream media newsrooms in South Africa
(see Table 1.1; also see Steyn et al., 2005a:2-23).

1.7.1 Literature study

The literature study on the six managerial competencies embedded in general
management theory focused on issues regarding the importance and effective
implementation of these competencies at enterprises across different industries.
However, the specific focus was on instances where the competencies relate to
media management or newsroom management. Because only a few examples could
be found where studies specifically pertain to the South African newsroom
management environment, the majority of the applications were made from a general
management context or an international newsroom management context (see
section 3.2.1).

1.7.2 Empirical research

1.7.2.1 Research designs

This study combined quantitative and gualitative research designs. This decision was
motivated by perspectives among scholars such as Neuman (2004:82) and Struwig
and Stead (2001:19) that quantitative and qualitative research complements each
other (despite their many differences). The aim was thus to transform “data into
information, {(providing better) insights and knowledge” (Struwig & Stead, 2001:19)
into the phenomenon researched. The aim was furthermore to gain a true
understanding of the issues set out in the research objectives and hypotheses.
Qualitative and quantitative data was compared through triangulation (see section
3.221.3).



Chapter 1: Introduction and orientation 18

1.7.2.2 Research instruments

The following research instruments were developed and applied.

1.7.2.2.1 Quantitative research instruments

Two research instruments were used for the purposes of quantitative research.
These were a self-administered questionnaire for first-line news managers and a
separate one for reporters (see Addendum A and Addendum B). The questionnaires
aimed to collect data pertaining to respondents’ professional profile, attitudes about
issues related to their media enterprises and work environment, as well as the
importance and implementation of the six managerial competencies (see section

3.2.2.2.1 for a detailed discussion of self-administered questionnaires used).

Questionnaires were developed and revised in cooperation with the Sanef Education
and Training Committee (ETC). Input was also obtained from other members on
Sanef's electronic mailing list, in order to address issues of time (i.e. how long it will
take respondents to complete the questionnaires given the fact that research was
done in real-time situations) and practicality. The concept questionnaires were tested
during a pilot study at Mooivaal Media’s offices in Vanderbijlpark at the end of August
2004. Feedback from respondents in the pilot study was used to adjust and refine

questionnaires.

Final questionnaires were distributed among and completed by a sample of reporters
(n=207) and first-line news managers (n=79} (see sections 1.7.4; 3.4.6 and 3.4.7). All
care was taken that respondents remained anonymous in order to encourage open
and honest responses.

1.7.2.2.2 Qualitative research instruments

The qualitative research section of the study was conducted through semi-structured
interviews (n=43) among a sample of interviewees (see Addendum C for the
interview framework used). These interviewees consisted of newsroom staff on

higher management levels of the media titles included in the sample. Arrangements
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were made telephonically and via electronic mail beforehand with potential
interviewees. They were informed on the purpose of the research and fieldwork
procedures (see section 3.2.2.2.2 for a detailed outline of the interviewing

procedure).

Qualitative data was also compiled through observational research. According to
Adler and Adler (1994:378)} this refers to “the act of noting a phenomenon ... and
recording it for scientific or other purposes”. Qualitative observations thus focused on
interviewees’ verbal and nonverbal expressions related to newsroom management
approaches, as well as the implementation of the six managerial competencies
tested in the questionnaires. Section 3.2.2.2.2 provides a delailed description of the

approach implemented during observational research.
1.7.3 Research population and sample frame

The research population for the study consisted of all mainstream media titles in
South Africa at the time when the study was initiated in May 2004. From this
population a sample frame was constructed for the study (N=106). The following
specific considerations were taken into account (in cooperation with and upon

approval of the Sanef ETC) when the sample frame was compiled.
1.7.3.1  Media types

Compiling a representative sample of mainstream media types operating in South
Africa was the first consideration for the study. The sample frame based on media

type included (also see section 3.3.1 for a detailed discussion):

¢ Daily newspapers,
o Weekly newspapers;

+ Consumer magazines dealing with hard and soft news’ and published weekly;

“In a journalism context, the term “hard news" refers to “event-based stories ... and to depth
coverage” (Nel, 2001:58), such as a natural disaster, the death of a celebrily or an accident with large
scale implications. Similarly, the term “soft news” refers to “stories ... whose purpose is more to
entertain than to inform. ... Sometimes the terms ‘human interest’ or ‘features’ are used to describe
soft news stories” (Nel, 2001:59-80).
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* Independent/commercial radio stations, as well as radio stations forming part
of the public service broadcaster (South African Broadcasting Corporation
[SABC]) and who are specifically responsible for producing and distributing
news;

¢ Independent/commercial television channels, as well as television channels
forming part of the SABC and who are specifically responsible for producing
and distributing news;

¢ On-line media responsible for producing and distributing news; and

+ Mainstream news agencies.

1.7.3.2 Media ownership

The sample frame in terms of media ownership was compiled on the basis of the

following categories (also see section 3.3.2 for a detailed outline of these categories):

¢ Companies listed on the Johannesburg Securities Exchange (JSE);

¢ Companies not listed on the JSE;

+ Media titles with a public service mandate; and

¢ Media titles with a majority of foreign ownership (although local shareholders

might also be involved).

1.7.3.3  National representivity

In order to generalise results across mainstream media titles in the country, the
sample frame needed to be nationally representative. Purposeful sampling was
subsequently used to obtain a sample frame of media titles from geographical areas
with the largest concentration of mainstream media (see section 1.7.4; also see
section 3.3.3).

The following geographical areas were included in the sample frame:*

8 Geographical areas such as Kimberley, Polokwane and East-London were not included, as they do
not have national media which would fit the research profile.
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o Cape Town;

* Johannesburg/Pretoria;
e Durban;

e Port Elizabeth;

+ Bloemfontein; and

¢ Nelspruit.

1.7.4 Sampling procedure

As indicated in section 1.7.3.3, the aim with the sampling procedure was to have a
research sample from which research results could be generalised beyond the
sample. As a result, sampling needed to be as representative as possible of the
country’'s mainstream media. After consultation with the Sanef ETC and a senior
statistical advisor at the Potchefstroom campus of the North-West University (Ellis,
2004), the following sampling procedure was implemented (also see section 3.4 for a
detailed discussion):

e Compiling the sample frame of media titles, based on the above
considerations (see section 1.7.3);

+ Calculating the proportional sampie per media type strata. The sample of
media titles per media type and media ownership type needed to be
proportional to that in the sample frame and distributed across the
geographical areas set out in section 1.7.3.3 (see section 3.4.2 with regard to
the specific formula used to compile this sample). This sample rendered 47
media titles (across media types and media ownership types) to be included in
the study (n=47},

o Drawing a systematic sample from the respective strata, to make the sample
as representative and random as possible (see section 3.4.4 for a detailed
discussion of this procedure);

+ Categorising the above sample into the relevant geographical areas in order to
conduct the fieldwork;

+ Drawing a volunteer and availability sample of first-line news managers at the

identified media titles, as fieldwork was conducted in real time; and
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¢ Drawing a volunteer and availability sample of reporters (reporting directly to
the first-line news managers included in the above sample). These reporters
needed to be available at the media title at the time when fieldwork was

conducted.

Based on the above, Tables 1.1-1.3 indicate the sample of media titles included in

the research.

Table 1.1: Sample of mainstream media in South Africa per media type
(n=4T7)
[ Media type n
Daily newspapers 8
Weekly newspapers 6
Magazines 4
On-line media 4
News agencies 2
Radio stations 16
Television channels 7
Total 47
Table 1.2: Sample of mainstream media in South Africa per ownership type
(n=47)
Media ownership type n
JSE listed companies 18
Unlisted companies 10
Public service mandate 13
Companies with a majority of foreign ownership 6
Total 47

Table 1.3:

area (n=47)

Sample of mainstream media in South Africa per geographical

Geographical area n
Johannesburg/Pretoria 25
Cape Town 10
Durban 6
Port Elizabeth 2
Bloemfoniein 2
Nelspruit 2
Total 47
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1.7.4.1

Professional profile of first-line news managers included in the study

Based on the quantitative data obtained from the volunteer and availability sample,

Table 1.4 summarises the professional profile of first-line news managers who
participated in the study (n=79) (also see Steyn et al., 2005a:24-43).

Table 1.4:

South African mainstream media

Abridged professional profile of first-line news managers in the

Variable

Most prevalent percentages

Ownership type

Work in JSE listed company — 50.63%

Geographical location

Johannesburg — 54.43%

Media type where respondents currently work

Daily newspaper — 34.17%

Gender

Male — 80.56%

Highest educaticnal qualification

Advanced diploma — 20.25%
3 year B degree — 21.562%
Honours degree — 22.78%

Mother tongue

English — 50.65%

Language respondents mestly communicate in at work

English — 80.82%

Period in journalism

Longer than 5 years — 48.05%

Position in the news enterprise

Other {(e.g. sporls editor, managing editor, life-
style editor, executive producer, supplement
editor, foreign editor, and assistant editor) —
37.18%

Period in this pasition

[nexperienced - 58.23% in position less than 3
years

Position before becoming a first-line news manager

OCther {e.g. sub editor, night editor, senior
producer, editor at other media, fealure editor
and deputy editor {e.g. news, sport) — 43.04%
Senior reporter — 41.77%

Table 1.4 above highlights the following salient professional characteristics of first-

line news managers in South Africa’s mainstream media:

¢ Half of the respondents work in JSE listed companies, while 54.43% are

located in Johannesburg;

¢ Just more than one third work at a daily newspaper;

¢« Males represent 60.56% of the respondents, indicating that gender equity

programmes have not yet changed the composition of first-line newsroom

management;
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+ Firstline news managers are highly qualified, although it was not determined
whether these qualifications are in communication or journalism related fields
or in management;

¢ Although English is the mother tongue of just more than half of respondents,
more than 80% indicated that they predominantly communicate in English at
work. As will be indicated later (e.g. sections 4.6.1.156 and 8.3.1.2) this poses
significant challenges to effective newsroom communication and subsequently
newsroom management; and

¢ Just under half of firstline news manager respondents are working in
journalism for more than 5 years, while more than haif employed in their
current positions for between 1 and 3 years. This indicates high levels of
junicrisation and inexperience among first-ine news managers. The

implications thereof are discussed throughout the study.

1.7.4.2  Professional profile of reporters included in the study

Based on the quantitative data obtained from the volunteer and availability sample,
Table 1.5 summarises the professional profile of reporters who participated in the
study (n=207) (also see Steyn et al., 2005a:24-43).

Table 1.5: Abridged professional profile of reporters in the South African

mainstream media

| Variable Most prevalent percentages
| Ownership type - Work in JSE listed company — 40.58%
| Geographical location Johannesburg — 48.79%
Media type where respondents currently work Weekly newspaper — 25.85%
Broadcasting (radio) — 25.85%
Gender Male — 51.03%
Female — 48.97%
Highest educational qualification Advanced diploma — 23.98%
3 year B degree — 19.89%
Mother tongue English — 28.86%

Afrikaans — 20.9%

Language respondents mostly communicate in at work English - 72.49%

Period in journalism Longer than 5 years — 50.24%
Position in the news enterprise Reporter — 35.29%
Period in this position Inexperienced — 67.32% in position less than 3

years

Person reporter reports to News editor — 53.73%
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Table 1.5 highlights the following salient professional characteristics of reporters in

South Africa’s mainstream media (also see Steyn et al., 2005a:24-43).

e A total of 40.58% work at a JSE listed company, while 48.79% are based in
Johannesburg. The latter can be expected, as the highest concentration of
media titles in South Africa is located in Johannesburg;

e Male (51.03%) and female (48.97%) respondents are almost evenly
represented. This indicates that gender equity programmes have been more
successful on reporter level than on first-line news manager level;

* Most reporters have an advanced diploma as highest educational qualification.
As was the case with first-line news managers, the areas in which these
qualifications were obtained were, however, not determined;

s Only 28.86% indicated that English is their mother tongue, while 72.49%
indicated that they predominantly communicate in English at work. As was the
case among first-line news managers, this situation poses challenges to
effective newsroom communication and management;

* More than two thirds of reporters (67.32%) have been in their current position
for less than three years; and

» Most of them (35.29%) indicated that their job title was that of reporter, with
73.73% of them reporting to the news editor.

The above profiles provide the context for the research results reported in chapters
four to nine of this study.

1.7.5 Data analysis

Both gquantitative research instruments were tested for validity and reliability by
subjecting it to Exploratory Factor Analysis (EFA) (see Bartholomew, Steele,
Moustaki & Galbraith, 2002:143-174) and calculating Cronbach's Alpha coefficients
(Anastasi, 1988). These tests proved that the guestionnaires were both valid and
reliable. Data collected on the importance and implementation of managerial

competencies was analysed through effect size analysis (see Ellis & Steyn, 2003:52;
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Cohen, 1988:20-27), while data on the professional profile of reporters and first-line
news managers was analysed through frequency tables (see Tables 1.4 and 1.5).
Specific aspects related to the data analysis are discussed in detail in chapter three
of the study.

1.8 Possibilities for further study on newsroom management in South Africa

After completing the study on newsroom management in South Africa’s mainstream
media newsrooms vis-a-vis the six managerial competencies applied in general
management theory, the following possibilities were discovered for further study on
the topic. These possibilities can also be applied in further study on newsroom
management in South Africa in general.

1.8.1 Involving community media in the country

The nature of activities, deadline pressure, audience needs and expectations, and
structure of community media are some of the factors differentiating it from
mainstream media (see Emdon, 2005:34-40). Another factor relates to the
percentage of full-time and paid staff members employed by the mainstream media,
compared to those employed by community media. As a result, it would not have
been possible to place these two media entities on the same level and include both in
the same study.

However, as Emdon (2005:34-40) indicates, community media also experience
particular difficulties when it comes to effective and efficient management, especially
when managing newsroom staff. As such, it would present valuable insight into the
nature of newsroom management at community media if a similar study is conducted
among these titles. If similar research designs and research instruments to the
current study are used, the results of the two studies could be compared in order to
develop a comparative newsroom management framework applicable to mainstream

and community media in the country.
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1.8.2 Expanding quantitative research to respondents on higher management
levels

As indicated in section 1.7.2.2.2, respondents on higher media management levels
only contributed to this research study by means of qualitative data. This data proved
valuable for triangulation purposes (see section 1.7.2.1) as (in some cases) it refuted
quantitative results obtained from questionnaires completed by first-line news
managers and reporter respondents. As such, it provided an additional perspective
on guantitative results. On the other hand, however, it indicated that higher
management levels might (in some cases) not be properly informed or cognisant of
newsroom conditions or challenges.

Additional to the qualitative input provided by these managers, future research
studies into newsroom management could also include a quantitative research
instrument (questionnaire) similar to the ones completed by first-line news managers
and reporters. Such a research instrument will add an additional (third) tier of similar
quantitative results for comparative purposes. Moreover, it could serve as an
additional triangulation method to increase the validity and reliability of gualitative

results,

1.8.3 Expanding qualitative research to first-line news manager and reporter

respondents

As was indicated in section 1.7.2.2.1, quantitative research instruments only applied
to first-line news manager and reporter respondents. As a result, guantitative data
obtained from these respondent groups could be biased in one way or another.
Respondents completed the questionnaires while also being occupied with day-to-
day news production and distribution responsibilities. As such, time and other

pressures could have influenced the perspectives they provided.

Time and other constraints (e.g. financial, deadline pressure, staff shortages)
allowing, it would be useful for future research also involve these respondent groups
in gualitative research processes. As individual interviews would be difficult, focus

group interviews with samples of these respondent groups might be valuable to
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expand on gquantitative data. With regard to reporters, it can provide insight into
specific positive and negative issues related to newsroom management. These can
then be compared with quantitative results from questionnaires. As far as first-line
news managers are concerned, focus group interviews could be valuable to ascertain
specific factors hampering their newsroom management skills or abilities. Comparing
qualitative input with quantitative research data could provide insight into the causes
of inefficient management. In the current research, the researcher coutd merely
speculate on such causes.

1.8.4 Increasing the time spent at individual media titles, in order to increase

the size of the volunteer and availability samples

As was indicated in sections 1.7.2.2.1 and 1.7.4, the fieldwork for this research was
done in real time. As a result, the researcher needed to work with those reporters
and first-line news managers available at the media titles during the 3 hour period
allocated per title. Factors such as staff shortages, deadline pressure, the operating
schedule at some media litles, and breaking news stories played a role in limiting the
number of questionnaires completed per title.

When future research on this topic is considered (and time, personal and financial
resources are available) it would be valuable to spend longer periods of time at each
media title. While this would enable the researcher to increase the number of
questionnaires received (and subsequently increase the representivity of data), it
would also increase the amount of qualitative observations made. The latter could
especially be valuable to provide additional insight into newsroom management
activities and approaches. However, given the pressure under which many
newsrooms operate to produce and distribute news stories on an increasing number
of news events, this might be difficult. In some cases contact people at media titles
were reluctant to allow the researcher more than 30 minutes to 1 hour in their

Nnewsrooms.
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1.9 Division of the study

The study consists of ten chapters, compiled as follows:

¢ Chapter 1: Introduction and orientation;

e Chapter 2: Theoretical framework: General management within the context of
newsroom management. This chapter provides the theoretical framework
against which the six managerial competencies are discussed in later chapters
(see below);

e Chapter 3. Methodology. This chapter expands on the methodological
framework provided in section 1.7. As such, it provides insight into the
research design, research instruments, research population, sampling
procedure, research sample, and data interpretation procedures followed;

e Chapter 4: Communication as a managerial competency within the context of
newsroom management. This chapter delineates the dimensions of
communication as a managerial competency. Against this theoretical
background, the research results pertaining to the importance and
implementation of the communication competency in South African
mainstream media newsrooms are presented,;

e Chapter 5: Planning and administration as a managerial competency within
the context of newsroom management. Similar to the above, this chapter
focuses on the dimensions of the planning and administration competency.
The theoretical framework is again used as a backdrop for discussing the
research resuits related to the importance and implementation of this
competency in South African mainstream media newsrooms;

o Chapter 6: Strategic action as a managerial competency within the context of
newsroom management. The dimensions of strategic action as a managerial
competency are set out in this chapter. These dimensions are used as a
framework to provide and discuss the research results on the importance and
implementation of strategic action as a managerial competency in South
African mainstream media newsrooms;

e Chapter 7. Teamwork as a managerial competency within the context of

newsroom management. This chapter presents the theoretical framework for
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teamwork as a managerial competency by unpacking the dimensions related
to this competency. This is followed by the research results applicable to the
importance and implementation of the teamwork competency in South African
mainstream media newsrooms;

» Chapter 8: Global awareness as a managerial competency within the context
of newsroom management. The need for managers to be cognisant of the
dimensions of the global awareness competency is highlighted in this chapter.
This provides a framework against which the research results on the
importance and implementation of this competency in South African
mainstream media newsrooms are discussed;

» Chapter 9: Self-management as a managerial competency within the context
of newsroom management. This chapter focuses on the dimensions of self-
management as a managerial competency. The final set of research results
pertaining to the importance and implementation of this competency in South
African mainstream media newsrooms is also provided and discussed; and

e Chapter 10: Conclusions and recommendations. In this chapter the outcome
of the study is summarised in conclusions based on the research objectives
and hypotheses provided in section 1.6. This chapter also provides
recommendations with regard to implementing more effective and efficient
newsroom management practices in South African mainstream media
newsrooms vis-a-vis the six managerial competencies tested. These
recommendations form the basis of the proposed newsroom management

framework.

1.10 Summary

This chapter provided the introduction and orientation to the study. In the first
instance, the specific terminology was clarified. This was followed by the background
and motivation for the study in light of changing management approaches worldwide.
This was posted against the changes characterising the South African mainstream
media environment since the advent of democracy in the country in 1994. It was also
indicated how these changes challenge media and newsroom management. Against
this backdrop, the research purpose, objectives and hypotheses of the study were
provided, foltowed by a brief exposition of the research methodology implemented.
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This issue is discussed in more detail in chapter three. Based on the quantitative
resuits obtained from first-ine news manager and reporter respondents, a brief
outline was provided of the salient aspects related to the professional profile of
newsroom staff. This was followed by suggestions for future research focusing on
media/newsroom management in South Africa. The chapter concluded with an

outline of how the remaining chapters of the study are presented.

The next chapter focuses on general management as a framework against which the
six managerial competencies are discussed.
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Chapter 2:

Theoretical framework: General management within the

context of newsroom management

The traditional world of work assumed the purpose of management was to contral and limit peaple,
enforce rules and regulations, seek stability and efficiency, design a top-down hierarchy to direct
people, and achieve bottom-line results. The new workplace and emerging management para-
digm recognises that loday’s managers need different skills to engage workers' hearts and
minds as well as take advantage of their physical labour. The new workplace asks that
managers focus on leading change, on harnessing people's crealivity and enthusiasm,
on finding shared vision and values, and on sharing information and power. ...
Managers focus on developing, not controlling, people to adapt to new tech-
nologies and extraordinary environmental shifts, and thus achieve total
corporate effectiveness.

- Daft (2003:iii)

Management is not an activity that exists in its own right. It is rather a description of a variety of activities
carried out by those members of organisations whose role is that of a “manager” i.e. someone who
either has formal responsibility for the work of one or more persons in the organization or who is
accountable for specialist advisory duties in support of key management activities.

- Cole (2004:9)

The (news manager) is a representative of the working journalist to the corporate world, and at the
same time the representative of corporate back to the world of writers, photographers, and
other creative professionals. All (news managers) operate under substantial stress
in a highty competitive environment.

- Redmond (2006:127)
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21 Introduction

This chapter outlines dimensions of the general management theory. In the process
of optimising owners' wealth, managers are required to effectively and efficiently
utilise organisational resources available to them. To achieve this, managers perform
specific management tasks and functions. The discussion subsequently outlines
elements of basic management functions (i.e. planning, organising, leading and
control). It also focuses on additional management functions (i.e. decision making,
coordination, communication, motivation, delegation and discipline) managers
perform in this process. Dimensions of these functions are applied to and discussed

within the context of newsroom management in South Africa's mainstream media.

2.2 The dimensions of management

Managers are responsible to achieve organisational goals and objectives by
efficiently and effectively utilising organisational resources available to them (DuBrin,
2003:5; Lussier, 2003:5). In a free market and capitalistic environment, organisational
goals and objectives will (in the final instance) always be connected to maximising
owners’ wealth in some way or another (Ehrhardt & Brigham, 2003.9; Ross,
Westerfield, Jordan & Firer, 2001:9-10). To achieve the above, managers are
required to utilise organisational resources in the most efficient and effective manner
possible. While the former refers to the way in which the activity is approached - i.e.
realising maximum output with minimum input, the latter focuses on taking the correct

action to achieve the set goal or objective (see Daft, 2003:748).

Modern day media enterprises (similar to businesses in many other industries),
however, often have a one-dimensional view of success, namely financial.
Maximising owners’ wealth as a measure of financial success could imply that
resources are exploited if efficiency is not qualified by social and stakeholder
responsibility (De Klerk, 1998:139). A more balanced approach to management will
therefore argue that owners’ wealth is optimised (instead of maximised) by utilising
resources effectively and efficiently. This will contribute to improved quality of life for
stakeholder groups affected by the enterprise’s actions (DuBrin, 2003:95-96). In the
case of the media, applying resources with the predominant aim of financial success
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could also result in other organisational goals and objectives (such as responsible

and truthful reporting} falling by the wayside (see Wasserman, 2003).

Managers have access to a number of resources, namely (DuBrin, 2003:6; Lussier,
2003:6):

+« Human resources (i.e. the people needed to do the job). The specific people
chosen to perform specific tasks depend on the nature thereof (e.g. reporters,
technical crew, camera people),

¢ Financial resources (i.e. capital available to achieve set goals and objectives).
Whereas capital can become available through profit, it can (in some cases)
also be borrowed or obtained through contributions from other sources
(including the government, foreign donors, advertising revenue) (also see
section 8.2.1.1),

e Physical resources, e.g. office space, raw material, office equipment and
production facilities; and

¢ Information resources, namely data used to take decisions before performing
the expected task.

In order to utilise resources effectively and efficiently, managers need to perform
certain management tasks. According to management guru Peter Drucker, these
tasks are similar across business industries. Drucker was of the opinion that,
although management tasks could be performed in a different sequence, they all

need to feature somewhere in the management process (Starbuck, 2005:2).

Management tasks are rooted in the general management framework. According to
Kroon (1995:4), general management as a business function differs from other
functions in that it does not exist as an independent division within an enterprise.
Rather, it refers to all management aclivities which guide managers on different
management levels. Over time, management tasks have been categorised into four
basic and six additional management functions. Basic management functions refer to
planning, organising, leading and controlling, while additional management functions
refer to decision making, coordination, communication, motivation, delegation and
discipline (Lussier, 2003:9-10).
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Researchers such as Hellriegel et al. (2004:10) and Rue and Byars (2000:6)
emphasise that these management functions are not necessarily performed
individually or separately. They rather form a combined cycle of activities, each
contributing towards more effective management. Moreover, managers are not
required to allocate a specific amount of time to each function. Depending on their
position in the business and the specific organisational goal that needs to be
achieved, managers can decide on the amount of time needed for each function.
They can also decide on the seguence in which management functions should be
implemented.

Linked to these management functions, DuBrin (2003:8-12) highlights seventeen
managerial roles managers can perform in the course of their management activities.
These roles specifically refer to “expected sets of activities or behaviours stemming
from a job” (DuBrin, 2003:8). The relevant roles applicable to each management
function are discussed in more detail in each section related to basic management

functions.

2.3  Planning as a basic management function

Planning as a management function refers to short, medium and long-term planning.
As such, it constitutes a two-phase process. In the first instance, organisational goals
and objectives are set. In the second phase, managers identify ways to meet these
goals and objectives through tailor made policies, plans and programmes (Hellriegel
et al., 2004:10; DuBrin, 2003:6; Kroon, 1995:10).

Aspects related to planning as a basic management function are subsequently
discussed.

2.3.1 The need for proper planning
“Planning enables a manager or an enterprise to actively affect rather than passively

accept the future” (Rue & Byars, 2000:140). This quotation summarises the need for

proper planning in any enterprise. It also constitutes planning as the central
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management function needed for organisational success (DuBrin, 2003:6). Kroon
and Van Zyl (1995:111) support the above, by stating that proper planning reduces

future business uncertainties.

The latter seems especially relevant within an increasingly changing and uncertain
local and global business environment (Hellriegel et af., 2004:10). Within this
environment it becomes increasingly important for businesses to implement proper
planning in order to pro-actively perform the activities outlined in sections 2.3.1.1-
2.3.1.5 (see Oosthuizen et al., 2002:40-41; Kroon & Van Zyl, 1995:113).

2.3.1.1 Identify potential problems which might negalively impact on business

SUCCcess

increased organisational complexity, on the one hand, and increased global
competition on the other necessitate this. In an age of multinational companies,
company mergers and global activity, improper planning affects all areas of business
activity (also see section 8.2.1 for the extent to which this applies to a global media
environment). In an increasingly competitive business environment, this can

determine organisational failure or success.

2.3.1.2 Establish the business’ future focus (goals and objectives)

This might relate to increased focus on social responsibility, improved
competitiveness or increased market share. As discussed in section 5.2, changes in
internal and external markets necessitate that media enterprises are clear about their
future strategies. However, as outlined in section 7.3.1.1, a lack of properly defined
individual and team goals and objectives seems to constrain proper newsroom

activity in South Africa’'s mainstream media.

2.3.1.3 Determine how available resources should be utilised and applied to

achieve organisational goals and objectives and maximise profit

This can be especially relevant in instances where the time span between decision-

making and results is longer. As such, proper planning can ensure that resources
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allocated for a long-term project (e.g. research, development and introduction of a
new product) are allocated effectively (see section 5.2.2 for the extent to which this is
effective in mainstream media newsrooms in South Africa). in a changing
management environment (see Daft, 2003:iii quoted at the outset of this chapter)
resources should also be utilised to achieve optimum profit (see Hellriegel et al.,
2004:76). Managers can attain this through, for instance, loyal and motivated staff.
While these staff contribute to the business’ financial bottom-line, they also add to
long-term business growth, profitability and survival.

2.3.1.4  Support another management function, namely control

Proper planning facilitates properly defined goals and objectives. This, in turn,
facilitates performance measurement (see section 2.3.4).

2.3.1.5 Prevent misunderstanding on the tasks that need to be performed and the

people responsible for it

Proper planning avoids duplication, while it also prevents that some tasks are not
performed at all. A case in point relates to the BBC. It is said that a BBC radio
reporter left Heathrow airport on the same flight as a BBC television reporter to cover
the same story. The reporters only discovered this duplication while collecting their

luggage upon their return to Heathrow airport (see Quinn, 2002:21).

2.3.2 Levels of planning

The need for proper planning necessitates managers to plan on three levels. These
are subsequently discussed (see Cole, 2004:136-139; Hellriegel et al., 2004.77-78;
DuBrin, 2003:10; 112-113; Lussier, 2003:131; Rue & Byars, 2000:142).

2.3.2.1 Strategic level

This is primarily the responsibility of top management. Strategic planning includes

that long-term plans are formulated to determine the enterprise's overall direction.
These plans also assist in dealing with challenges due to changes in the enterprise’s
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external environment. Moreover, il facilitates the development and implementation of
corporate policy. In order to achieve this, management needs to be aware of
organisational strengths and weaknesses. Moreover, they need to identify external
opportunities and threats. Based on the characteristics identified, the enterprise can
develop a proper vision, mission, goals and objectives. These, in turn, assist in the
development of proper strategies which clearly delineate the necessary resources.
Chapter six of this study outlines detail with regard to strategic thinking and planning
processes.

2.3.2.2 Tactical level

Middle managers are responsible to develop and implement tactical plans within the
framework of strategic plans (see Kroon & Van Zyl, 1995:116) in order to "accomplish
a specific part of the company’s strategy” (Daft, 2003:215). In the first instance,
tactical planning supports strategic planning by means of short-term plans with a time
frame of one year or less. Strategic plans are thus transformed into specific plans
relevant to a department or a challenge that needs to be addressed. Middle and first-

line news managers are usually responsible for tactical planning.

2.3.2.3 Operational level

According to DuBrin (2003:113) and Daft (2003:216) planning related to day-to-day
business activities is termed operational planning. This usually is the responsibility of
managers on lower organisational levels (e.g. supervisors, department managers
and individual employees) (see Daft, 2003:218). As such, it forms the “tool” for daily
and weekly operations. Within the context of the newsroom management, a daily or
weekly diary meeting or conference is a tool through which news managers plan for
the day or week ahead (see section 54.1.4-54.111 for the extent to which
operational planning occurs in South African mainstream media newsrooms). As
such, schedules or time frames are important instruments for measuring staff's

performance (also see section 5.3.3).

Given the context of this study and the subsequent focus on first-line news managers
{see section 1.5.1) operational planning is particularly relevant. In performing short-
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term and day-to-day planning activities, first-line news managers are primarily
concerned with operational planning. As discussed in sections 5.4.1.4 and 5.4.1.5,
first-line news managers in South Africa’'s mainstream news media admit that they
have trouble to plan their activities properly, in support of their news enterprises’
strategic and tactical planning activities. Over and above this, results outlined in
sections 6.2.3 and 6.3.1.17 also highlight that first-line news managers are often ill-
informed about their news enterprises’ strategic plans. This prevents them from

properly aligning operational plans with strategic and tactical ones.

2.3.3 Factors that hamper effective planning

For planning to be effective, it needs to be flexible (see Oosthuizen et al., 2002:39).
This is especially important given the constantly changing internal and external
environments in which businesses operate (see section 8.2). Managers (on different
organisational levels) should thus attend to the following factors that could hamper
effective planning (Plunkett & Attner, 1994:116-117).

2.3.3.1  The inability to plan

Some managers lack effective planning abilities due to a lack of skills and
experience. Inexperienced managers might find it difficult to plan effectively, despite
possible management education. In order to address this situation, enterprises
should take care to appoint and task a more experienced colleague to mentor and
coach inexperienced staff. Given juniorisation and fast-tracking programmes in the
South African media (see Steyn et al, 20052a:38), inexperience in planning as a

management function could pose important challenges to newsroom management.

2.3.3.2 Inadequate planning processes

Enterprises with inexperienced management staff should especially emphasise
adequate planning processes. These processes could facilitate planning activities
among inexperienced managers. However, a lack of sufficient planning processes,
linked with inexperienced staff might present a barrier to organisational success. As
such, results from Audit 2 (see Steyn et al., 2005a:45-48) indicate that reporters in
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South Africa’s mainstream media newsrooms are especially negative about the lack

of sufficient newsroom planning processes.

2.3.3.3 Lack of commitment to the planning process

As outlined above, some managers lack skills and experience to plan properly.
Others fail to plan properly because of an alleged lack of time (Lussier, 2003:131).
Another contributing factor, however, is a lack of commitment to planning. This could
be attributed to a lack of insight into the benefits of proper planning, linked to
insufficient knowledge about the disadvantages of insufficient planning. As outlined in
section 5.2.2, first-line news managers experience difficulty to properly design and
implement medium to long-term plans. While this could be attributed to a lack of skills

and experience, it could also result from a lack of commitment to planning.

2.3.3.4 Inferior information

As indicated in section 5.3.1, managers need adequate information to plan properly.
This relates to aspects such as costs, personnel, time frames, or potential
changes/developments that might affect the enterprise. In the South African media
context, interviewees who participated in the study emphasised that they increasingly
involve role-players from other departments in the media enterprise (e.g. advertising,
promotions, human resources) in their planning activities. This initiative strengthens
the diversity of input into planning. It also ensures that managers are properly

informed of organisational activities.

2.3.3.5 Lack of focus on the future

Section 5.2.2 outlines that a lack of proper longer term planning currently hampers
proper organisational performance in some South African media enterprises.
Managers might subsequently lack focus on the future strategies and activities of
their business operations. This could result in organisational failure or sub-par

performance.
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2.3.3.6  Qver-reliance on the planning department

Organisational interests and activities are characterised by an intertwined network
across geographical borders and business interesis (see section 8.2.1). As a resuit,
businesses can no longer afford to solely rely on a single department for all their
planning activities. This requires that role-players from as many departments/units as
possible are involved in the planning process. Such an approach will expose
managers on higher organisational levels to the realities facing first-line news
managers and subordinates at the lower end of the organisational ladder. This could
reveal possibilities or challenges a single planning department would not necessarily
be aware of. Section 5.2.1 also indicates that this approach empowers employees on
lower organisational levels. This, in turn, could stimulate their creativity and
commitment. Failing to do so might communicate to these employees that their
perspectives and experiences are not important enough for top management to take

cognisance of.

Some commentators (e.g. see Van Niekerk, 2004:33; Daft, 2003:227) take this
approach further by demonstrating the importance of involving the enterprise’s
external stakeholders in planning activities. Such an approach could expose external

stakeholders to business strategies related to, for instance, social responsibility.

2.3.4 Decision making as an additional management function associated with
planning

One of the characteristics of successful planning is that a varietly of options are
considered before decisions are taken (see Daft, 2003:228). Within the context of this

chapter, decision making is the first additional management function discussed.

Drawing on different perspectives (e.g. DuBrin, 2003:493; Lussier, 2003:544; Rue &
Byars, 2000:444) the essence of decision making refers to the process of deciding on
an approach/strategy/plan/goal after considering different alternatives. In order to
lake informed decisions, management teams should (DuBrin, 2003:139-143; Daft,
2003:281-287):
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+ Clearly identify and analyse the extent to which the current situation differs
from the desired one. This will facilitate that the ultimate solution is identified
and implemented,

* Generate as many alternative solutions as possible in light of the above
analysis;

e Determine the value of each suggestion and establish to what extent it could
solve the problem;

+ Take a decision based on the most suitable aiternative;

* Implement the strategy decided on. This entails that sufficient resources are
available to facilitate implementation; and

+ Evaluate and control how effectively the strategy has solved the problem.

In applying the above to the media newsroom, a case in point could be what the best
possible news angle should be to cover a news event. The newsroom team thus
needs to decide what they want to achieve with their news coverage (e.g. do they
want to give more depth to information already published; or do they want to cover
the story from a different angle than has already been done). Their next challenge
would be to list a variety of alternatives. Interviewees who participated in the
research indicated that they would involve as many newsroom staff as possible in
this process. The team then considers alternative solutions through open debate.
Ultimately, however, the news manager remains responsible for taking the decision
and defending the consequences thereof. Finally, news managers need to secure
ownership and commitment from newsroom staff to implement the decision to the

benefit of the news enterprise as a whole.

However, different situations call for different decision making methods. This
depends on the amount and type of information available or the risk associated with
each situation. As Hellriegel et al. (2004:154) indicate, the following types of decision
making methods are available.

2.3.4.1 Routine decisions

These refer to standard decisions managers take, and usually flow from well-defined
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or day-to-day situations. Within the context of this study, routine decisions might
refate to news managers deciding whether to assign one or more reporters to cover a
predetermined news story such as the arrival of a movie star in the country. As such,
the news manager will know in advance who the celebrity is and how important
he/she is for the media title's target audience. However, routine decisions can be

influenced by important, yet unexpected news occurrences.

2.3.4.2 Adaptive decisions

Unexpected occurrences necessitate managers to take adaptive decisions. In an
attempt to improve on organisational performance, managers’ planning and decision
making approach should be such that plans can be adapted if necessary. With
reference to the above example, news managers should be adaptive enough to scale
down on the number of reporters covering the celebrity’'s arrival if an unexpected
event occurs. As such, a bus accident in the target audience's immediate area can
necessitate the media title to send more reporting staff to the scene of the accident

and fewer to cover the arrival of the movie star.

2.3.4.3 Innovative decisions

These decisions are the result of unusual circumstances. In many cases managers
need to take innovative decisions as situations develop, despite having incomplete
information. These decisions should be limited as much as possible, because
decisions based on inadequate information could be detrimental to organisational
success. In a newsroom context, media enterprises often need to cover stories
related to natural disasters or incidents of crime despite limited information. Given
tight competition among media tities, news managers are often challenged to take
innovative decisions. In the case of a natural disaster, for instance, it is important to
have a reporting team on the site ahead of the competition.

In order to achieve planned goals and objectives, managers should organise
available resources in the most effective and efficient manner. Organising thus

constitutes the second basic management function.
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24 Organising as a basic management function

“If planning is considered as providing the route map for the journey, then organising
is the means by which you arrive at your chosen destination” (Cole, 2004:184; also
see Daft, 2003:312). Organising can therefore be defined as the management
function which aligns “duties, responsibilites and authority of people and
departments” (De Bruyn, 1995:221) to achieve objectives (Lussier, 2003:172). In this
process, each manager is assigned specific activities. Managers thus have authority
over staff who are responsible to perform activities (see Hellriegel et al., 2004:10;
Rue & Byars, 2000:186). In this process, organisational resources (see section 2.2)
are utilised more effectively and organisational goals and objectives met more
efficiently.

Aspects related to organising as a basic management function are subsequently

discussed.

2.4.1 The importance of organising properly

Apart from optimally achieving organisational goals and objectives, proper
organisation is also necessary for the reasons discussed below (see DuBrin, 2003:7;
Rue & Byars, 2000:186).

2.4.1.1  To establish lines of authority

Clear lines of authority leave little doubt about who is responsible for what. In turn,
clearly defined roles and responsibilities facilitate that goals and objectives are met
more effectively (see section 7.3.1.1. Also see section 7.3.1 for a discussion of
reporters’ and first-line news managers’ perspectives on this issue). Clear lines of

authority also improve control over organisational resources.

2.4.1.2 It improves organisational output

Individuals or departments should predominantly be concerned with their contribution
towards organisational output and success. Rue and Byars (2000:186) describe this
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as synergism — efforts to produce a whole greater than the sum of the parts.
However, to achieve this, individuals must be informed of organisational goals and
objectives. Moreover, they need to know how they (or their departments/units) can
contribute towards achieving these. Quantitative data analysed for this study indicate
that this is not currently the case among reporters and first-line news managers in

South Africa's mainstream media (see section 6.3.1.13).

2.4.1.3 To communicate properly

The need for and dimensions of proper communication as a managerial competency
is discussed in chapter four of this study. Suffice to state here that clear and effective
communication (on all organisational levels) informs staff of changes, decisions or
challenges facing the enterprise. As a result, they can contribute better towards
addressing these, feeling more valued and part of the enterprise (see section 4.6.1
for reporter and first-line news manager respondents’ perceptions of current

newsroom communication).

2.4.2 Organising as a process

The need for proper organisation entails that managers systematically go about
implementing it as a management function. As such, the following steps can facilitate
proper organisation (see Lussier, 2003:188-194; Oosthuizen et al., 2002:60-64; De
Bruyn, 1995:222-231):

¢ Clearly define organisational goals and objectives derived from the planning
process;

¢ Determine the most important activities through which goals and objectives
can be achieved,

¢ Determine which human and other resources should be allocated to perform
defined activities;

¢ Classify activities in terms of departments/units responsible for performing
them. This step aims to ensure that tasks are performed systematically. As

such, organisational activities occur on different levels, namely:
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- Functionally (e.g. the marketing, administration, human resources
and/or production departments are responsible to perform specific
tasks),

- Divisionally (i.e. on the basis of characteristics such as geography,
product or service, customers, or processes); or

- As a combination of functions and divisions.

In the South African media, the SABC’s regional offices are examples of a
divisional classification. As such, news gathering, production and distribution
activities are done regionally (although some news items are also broadcasted
nationally) (see SABC, 2003/4). On the one hand, this approach ensures that
the corporation spends it resources (human, financial, infrastructure) more
sensibly. On the other, divisional classification also facilitates that different

geographic regions receive news coverage.

Functional classification is also found within regional offices. In some
instances, teievision reporters and technical crew would be responsible to
produce a news story for national television only. However, in other cases,
functional and divisional classification is combined, when a single reporter and
technical crew produces a news story for local and national radio, as well as

for national television;

Refine job design within each depariment/unit to define what each staff
member is responsible to do. The importance of this aspect for individual and
organisational success is outlined in section 7.2.1. Individual responsibilities
should be defined in terms of individual strengths/weaknesses (see section
7.3.3.1). Finally, job design should ultimately facilitate that individual staff
members are not assigned too many or too few tasks (also see section
9.2.2.2).

Given conditions of convergence, introduction of new information technology
and smaller newsrooms, staff members in the South African media are
required to become more multi-skilled (see Frense, 2003:29). Although this

can be positive, managers should be cautious not to over-task individuals in
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terms of scope and depth of tasks. This is especially relevant given the

juniorisation of South African newsrooms (see section 1.3.4.5).

Organisational structure largely affects job design. While organisational
structures can be formal and highly standardised, it can also be flexible and
more spontaneous. The type of enterprise, the nature and scope of its
activities, as well as its goals and objectives all determine organisational
structure. In this regard, managers within a flatter organisational structure
should also ensure that their span of management is not too wide, as this

could hamper their performance.

Interviewees who participated in this research described that flatter
organisational structures, with more informal lines of reporting, are at the order
of the day in many South African media newsrooms. On the one hand, they
highlighted the benefits of flexibility in terms of decision making, action and
participation by more newsroom employees. On the other, however, they
expressed the negative impact on management functions such as proper

planning;

Delegate tasks, authority and responsibility to individuals in departments/units
(see section 254 for a more detailed discussion on delegation as an
additional management function), and

Provide staff with adequate feedback on both positive and negative aspects of
their performance (see section 4.4.9 for a detailed discussion on the
importance of proper feedback). However, within the context of newsroom
management in general (see Geisler, 2004:2; Peters, 1999:20) as well as in
the South African media (see Steyn et a/., 2006a:54), this issue does not

receive sufficient attention yet.
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2.4.3 Managerial roles implied by organising as a management function

In order to properly perform the above-mentioned steps related to organising as a
management function, managers need to perform five managerial roles (DuBrin,

2003:10-11). These are subsequently discussed.

2.4.3.1 Organiser

Managers must be good organisers. During the course of a day they need to assign
individual tasks to staff, serve as sound-boards to assist staff with progress on tasks;
communicate organisational goals and procedures to staff, and establish procedures
guiding departmental activities. News managers do not escape these responsibilities.
In fact, the fast-paced newsroom environment places an additional premium on news
managers to be good organisers. They should be in control of progress made with
every news story, and informed of new developments which could impact on news
angles. News managers should thus ideally be reporters' first point of contact while

working on a story.

Over and above this, news managers are also responsible to keep staff abreast of
the “bigger” organisational picture. As such, they should inform them on where the
newsroom fits into the organisational structure, how it could contribute towards
organisational success, and how organisational changes (positive or negative) could
affect its activities. Results from this study, however, indicate that both first-line news
managers and reporters are more focused on the work they need to do than on wider

organisational issues (see sections 6.3.1.4 and 6.3.1.5).

2.4.3.2 Liaison officer

Managers need to develop and sustain a network of contacts beneficial to the
enterprise and/or the department. As such, they should act as liaison officers,
constantly looking for potential new contacts, while simultaneously maintaining
existing contacts. Managers are also required to liaise with colleagues on higher
management levels. Improved interpersonal relationships could foster trust between
these managers. Finally, managers also need to liaise with subordinates on lower
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organisational levels.

The latter presents managers with a particular challenge. To be effective in the media
environment, reporters must also liaise with news sources and potential contacts.
This enables them to build a relationship of trust with news sources, which could be
especially beneficial when they need to obtain information under difficult
circumstances. However, results from Audit 1 highlighted that celebrity status plays
an increasingly important role among South African reporters (see Steyn & De Beer,
2002:53). Seeing their names printed in newspapers and magazines, hearing their
voices on radio and seeing their faces on television is becoming an important
networking tool for reporters. The negative element associated with this is that
reporters sometimes unconditionally demand by-lines, irrespective of how much effort
they put into a news story or how many times superiors had to rewrite a story
because of insufficient information or incorrect facts (see Msibi, 2002; Leballo, 2002;
Du Plessis, 2002). This presents managers with an additional liaison function, as
they need to organise reporters and their efforts to the advantage of the news

enterprise.

2.4.3.3 Staffing coordinator

Managers are responsible to recruit, evaluate, remunerate, train, promote and
demote staff members. This role also relates to the additional management function
of coordination (see section 2.4.5). Organisational goals and objectives can only be
achieved effectively and efficiently if managers properly organise and coordinate all
employees. This relates to both the over-achievers and the under-achievers.

Over-achievers should be organised in such a manner that they do not cause harm
to their employer, themselves or their profession. The recent Jayson Blair case in the
US serves as a case in point. Allegations are that news managers failed to properly
perform this role. Blair, an apparently talented, young, black New York Times
reporter, was found guilty of providing false quotations, plagiarising other
newspapers and reporters and pretending to report from locations he did not visit
(Kelly & Venezia, 2003:1; Morton, 2003:76). Critics claim that if Blair's activities were
coordinated and organised more effectively, this situation could have been
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prevented. Some are of the opinion that Blair was pushed too hard to perform and
that he was forced into a situation too challenging for his skills and experience (see
Shafer, 2003:1; Wasserman, 2003).

2.4.3.4 Distributor of resources

In performing this role, managers ensure that available resources are distributed to
the uitimate benefit of the enterprise. As such, managers are required to authorise
the use and discontinued use of physical resources {such as motor vehicles and

technical equipment) and the expenditure of financial resources.

Interviewees who participated in this research indicated that this role poses a difficult
challenge for South African news managers. One interviewee indicated that they
were forced to implement a stringent policy guiding the use of company vehicles.
Incidents were recorded where staff would use a company vehicle with new tyres for
“official” purposes, and return it with retread tyres. Ancther interviewee elaborated on
the transport service they introduced for staff members. While this service ensures
that staff do not experience problems getting to work due to unreliable public

transport, it also prevents that company vehicles are used for private purposes.

2.4.3.5 Delegator of tasks

Managers are responsible to assign tasks to staff; ensure that they correctly prioritise
these tasks and that they are committed to perform tasks effectively and efficiently.
Delegation as an additional management function is discussed in more detail in
section 2.5.4. A seemingly important challenge facing South African news managers
is to delegate both responsibility and authority to reporters. This issue is discussed in
more detail in sections 5.4.1.7 and 5.4.1.8. Inability to also delegate authority
(together with responsibility) might leave reporters negative towards their news

managers and the tasks they need to perform.

2.4.4 Factors hampering effective organisation

As is the case with planning as a management function (see section 2.3) certain
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factors can also hamper effective organisation (Oosthuizen ef al., 2002:73; De Bruyn,
1995:238-239). These are subsequently discussed.

2.4.4.1 Insufficient planning

Insufficient planning results in the organising function not being thought through and
implemented properly. This, in turn, could see resources being organised
haphazardly and subsequently wasted. The unexpected nature of news events,
however, often leaves news managers with little option but to organise resources on

short notice in order to cover a breaking news event.

2.4.4.2 Improper definition of relationships and lines of authority

This results in roles and responsibilities not being clarified. It thus necessitates that
proper communication channeis are established, job descriptions clarified and
reporting lines confirmed (also see sections 2.4.5.1-2.4.5.3). The impact of this issue
on effective and efficient newsroom management in South Africa is outlined in
sections 7.4.1.9 and 7.4.1.10.

2.4.4.3 Inability to delegate properly

The need for and impact of proper delegation is outlined in section 2.5.4. Managers
thus need the skills and experience to properly delegate both responsibility for tasks
and the authority associated with it o subordinates (see sections 5.4.1.7 and 5.4.1.8
for the extent to which this barrier currently hampers organising as a management

function in South African mainstream media newsrooms).

2.4.4.4 Abuse of functional authority

Managers outside of a department can easily be guilty of abusing functional
authority. Departmental managers should subsequently be cautious to “protect” staff
members from this abuse. Failing to do so could negatively impact on organising as a
management function. As such, interference from other managers could confuse staff
about activities already agreed upon within their own department. Managers from the
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marketing or circulations departments at a media enterprise can, for instance, assign
tasks to reporters who fall outside their functional authority. If this issue is not
managed properly, tension can arise between reporters and the first-line news

managers they are supposed to report to.

in addressing the factors outlined above, managers must perform the second

additional management function, namely coordination.

2.4.5 Coordination as an additional management function associated with

organisation

Coordination refers to the additional management function through which all
organisational resources are synchronised in order to achieve organisational goals
and objectives (e.g. see Daft, 2003:747; Plunkett & Attner, 1994:279). According to
Hellriegel et al. (2004:211-213) effective coordination relies on the three principles

discussed below.

2.4.5.1  Unity of command

This principle implies that each staff member is only directly responsible to one
supervisor. Both managers and staff should be clear on who gives direction to a staff
member and to whom each staff member reports. On the one hand, this principle
eliminates confusion on who staff should report to. On the other hand, it can also
improve staff morale and motivation if they receive clear guidance from a specific
manager. Proper guidance and feedback on performance can also facilitate that staff

members develop a relationship of trust with superiors.

Within a newsroom context characterised by flatter organisational structures, this
principle should in theory be easier to implement. Interviewees who participated in
the research indicated that these structures do support and accommodate unity of
command. However, quantitative resuits obtained from first-line news managers and
reporters show that this is not necessarily the case. Discussions in section 7.4.1
indicate that first-line news managers are not always clear on how to coordinate staff.
This is especially the case given their own lack of management experience.
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Moreover, reporters experience a need for clearer guidance from their news

managers. These especially seem prevalent in teamwork situations.

2.4.5.2 Scalar principle

This principle implies that a clear chain of command links each staff member to
someone on a higher organisational level. If this is the case, staff members are clear
on who their “boss” is. They subsequently have the opportunity to develop a
relationship with one superior. Ideally this person should also be the one staff

members approach when they need guidance on personal or professional problems.

Interviewees highlighted a more flexible and democratic approach to newsroom
management (see Steyn et al., 2005a:23). This implies an open door approach, with
interviewees emphasising that staff members are welcome to approach them with
personal or professional problems at any time (also see section 4.6.1.4). However,
the absence of clear reporting lines might overstretch a particular news manager

whom reporters feel more comfortable with.

2.4.5.3 Span of management

This principle implies that the number of people reporting to a single manager should
be limited. Flatter and non-hierarchical organisational structures in newsrooms could
imply that managers’' span of management increases. Given the open door
approach, managers might spend so much time addressing reporters’ problems that
they have little time available to perform other management tasks. Moreover, a wider
span of management might see less diligent reporters (who might happen to have
fewer personal or professional problems) “disappearing” and not performing as they
are supposed to.

Once resources are co-ordinated and activities assigned to designated staff
members, managers need to influence subordinates, peers and superiors. This is
where leading as a basic management function becomes important. The
interpersonal processes of motivation, communication and delegation (as additional

management functions) support leading as a hasic management function (see
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Hellriegel et al., 2004:11).

2.5 Leading as a basic management function

Kroon (1995:10) defines leading as the process through which people (as human
resources) are influenced to such an extent that they enthusiastically participate in
tasks aimed at effectively achieving organisational goals and objectives. Daft
(2003:514) coins leading as the “peopte activity” of management functions. As such,
Lussier (2003:310) highlights that leading should be characterised by:

¢ A common goal and a sense of belonging among staff. This will enable them
to reach their goal quicker and more efficiently;

o Strength, safety and power in numbers. Staff should operate in unity in order
to successfully achieve a common goal,

¢ Organisational leaders taking turns to do the hard (or more challenging) work.
This allows leaders with different skilis to address different challienges, instead
of one person suffering from too much responsibility; and

e Continuous support and encouragement while staff do their jobs. This
specifically relates to staff who experience difficulty to perform properly (due to
personal or professional problems). Once these problems are resolved, those

team members will have more confidence to rejoin the rest of the team.

Aspects related to leading as a basic management function are subsegquently
discussed.

2.5.1 Management roles associated with leading

In properly performing their leading function, managers need 1o perform the following
roles (DuBrin, 2003:11-12).

2.6.1.1 Figurehead and spokesperson

This role implies that the manager entertains members of external publics (such as
strategic partners or clients) as the official organisational representative. The
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manager also acts as organisational spokesperson in times of crisis. In the media (as
in other enterprises), higher-level management often performs this role. In the case
of a print publication this is usually the editor, while in broadcasting the station

manager can act as spokesperson.
2.5.1.2 Negotiator

The negotiator's task is to consult with internal and external role-players. News
managers often negotiate with superiors (e.g. the editor or station manager) for
additional funds or technological equipment needed to cover a news story. Similarly,
news managers in radio broadcasting negotiate with colleagues in television units for
shared use of facilities or staff. This is often the case when a news event is covered

for both television and radio and combined resources are utilised more effectively.
2.5.1.3 Coach

Coaches take responsibility to mentor and guide staff. Editors and news editors who
participated in Audit 1 expressed the need for improved newsroom coaching and
mentoring (see Steyn & De Beer, 2002:30, 38, 44). Aspects related to first-line news
managers’ coaching roles are discussed in more detail in seclions 4.4.8; 44.9; 7.3.2;
and 9.24.1.1.

Managers' coaching role within the South African mainstream media is made more
difficult given the generation of younger reporters currently active in media
newsrooms (e.g. see Heyl, 2002; Pretorius, 2002; Leballo, 2002). In contrast to their
predecessors, these reporters have a different perspective on their financial,
personal and professional needs. They are also more aware of their rights, conditions
of employment and the “rewards” associated with these (see McCabe, 2002;
Claassen, 2002). Many of them have a negative stance on coaching, and perceive it
as negative criticism on their work and professional conduct. Unfortunately many
South African newsrooms are also characterised by a lack of (human and other)

resources (e.g. see Els, 2002). This hampers effective coaching even further.
2.5.1.4 Team builder

Team builders aim to build and maintain effective teams. This role is becoming
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especially relevant in the media. An increasing number of newsrooms prefer
teamwork as a substitute for the individual, lone-ranger approach (see section
7.2.2.1; also see Gade, 2004.7). As team builders, managers must ensure that staff
receive recognition for work well done. At some on-line media newsrooms in South
Africa, for instance, news managers would circulate e-mails of praise when an
employee performed well. A carbon copy of the note would also be sent to superiors.
While this motivates employees, it also keeps management informed about
subordinates’ performance (Gallet, 2002). Managers should also initiate informal
work-related or additional activities that could boost team morale. These include
sports activities in which staff from one department or different departments can
participate against each other. The extent to which first-line news managers succeed

in performing this role is discussed in section 7.4.1,

2.5.1.5 Team player

Team players strive to display appropriate personal conduct, resulting in admiration
and support from staff. Within the context of the study, first-line news managers
indicated that they are often expected to give up personal values in order to perform
as media enterprises expect of them (see section 9.3.1.1). While this situation could
be detrimental for managers’' personal and professional lives, it also communicates a

negative image to staff members.

2.5.1.6  Technical problem solver

Modern-day managers are increasingly challenged to be multi-skilled. While they
need technical skills related to their jobs (e.g. reporting, writing and production skills),
they are also expected to display knowledge and insight into other areas related to

their business activities (e.g. sales, marketing and human resource management).
2.56.1.7 Intrapreneur/Entrepreneur
In the context of this study, this role first and foremost refers to that of corporate

intrapreneur. According to Hellriegel et al. (2005:143) an intrapreneur is “someone in

an organisation who champions turning new ideas into profitable realities”. The
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changing face of the South African media landscape (see section 6.2.1.2) will

increasingly challenge media managers to perform this role.

In the recent past, this role has been taken to an extreme when media managers
were compelled to face an entrepreneurial challenge. When South African airwaves
were liberalised in the early 1990s (see section 1.3.4.2), many news managers and
staff were challenged to set up and develop successful, independent radio stations.
As a result, media practitioners had little choice but to think innovatively, take
cognisance of their competition, and determine market expectations. They were also
required to successfully market the new stations to potential customers and
audiences. Many of these stations are now examples of entrepreneurial thinking and
independent media success (e.g. see Kahn, 2002; Nash, 2002; Katopodis, 2002).

The above management roles related to leading as a basic management function
imply that managers perform additional management functions. These are
subsequently discussed.

2.5.2 Motivation as an additional management function associated with

leading

Motivation can be defined as “any influence that triggers, directs or maintains goal-
directed behaviour” (Hellriegel et al., 2004.262; also see Rue & Byars, 2000:290).
Explanations related to why people are motivated in a specific manner (e.g. see
Lussier, 2003:381-394; Rue & Byars, 2000:290-299; Du Toit, 1995:327-344) all focus
on individuals' basic needs which need to be satisfied. If this is the case, individuals
experience a reward, communicating to them that their behaviour is appropriate and
that similar behaviour could in future result in similar need satisfaction (Daft,
2003:546-547; DuBrin, 2003:320-325). As such, managers should be aware of
different circumstances and events that motivate different people. !f this is the case,
motivated staff will contribute towards effectively and efficiently achieving

organisational goals and objectives.

This is one of the main catalysts behind changed management approaches, also in a
media management context (see sections 1.3.2 and 1.3.3). As indicated by the
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quotation at the start of this chapter (Daft, 2003:iii}, changed organisational
environments and human resource characteristics necessitate a different look at
motivational factors. This became evident in the South African media during research
for Audit 1. On the one hand, managers at traditional media (especially newspapers}
with traditional management approaches complained about uninspired staff. On the
other hand, colleagues at “new" media such as on-line sites and independent radio
stations experienced the opposite (see Steyn & De Beer, 2002:53; ailso see
Bezuidenhout, 2002). In brief, enterprises can focus on the following aspects to

satisfy staff needs and subsequently increase their motivation.

2.5.2.1 Job design

Work should be structured in such a manner that it increases productivity and job
satisfaction (Daft, 2003:562). As such, jobs should be simplified and staff assigned
tasks they are skilled to perform. Staff could also be rotated between jobs in order to
prevent boredom and encourage multiskilling. Finally, job enrichment can be
encouraged, allowing staff to have more control over what they need to do and how
they need to do it.

The latter was witnessed during a number of interviews for this research. As such,
interviewees explained initiatives through which staff agreements attempt to utilise
the skills of, for instance, employees with small children who need more flexible
working conditions. While the media enterprise benefits from such agreements, it
also motivates staff members, as it provides them with opportunities for personal

growth and a sense of achievement.

2.5.2.2 Setting specific goals

Managers should keep in mind that staff need specific (individual and team) goals to
improve their perfformance (see DuBrin, 2003:325). These goals should also be used
as a measure to evaluate performance. This issue is discussed in detail in section
7.3.1.5. The extent to which first-line news managers succeed in properly motivating
reporters through well-defined goals is discussed in section 7.4.1.10.
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2.5.2.3 Financial and other incentives

Financial incentives for good performance have traditionally been considered one of
the main factors motivating staff to improve their performance or to keep up good
performance (DuBrin, 2003:331). However, a changed workforce has necessitated
that enterprises think innovatively about (and wider than) financial incentives when
trying to motivate staff. One aspect related to his expansion is profit sharing and gain
sharing. Successful motivational initiatives introduced by East Coast Radio in

KwaZulu-Natal are discussed in section 6.2.2.1.

2.5.2.4  Inclusion in decision making

Including staff from different organisational levels in decision making has also (within
some sectors of the South African media industry) proven to be a strong motivational
factor. This ranges from decisions on designing and developing new office space
(see Kahn, 2002) to establishing organisational goals and objectives (Nash, 2002).
Other media titles initiate frequent discussions during which staff are briefed on their
role at the title and within the context of the broader enterprise (see Els, 2002;
Claassen, 2002). The benefits associated with this initiative are discussed in section
6.2.3. However, the extent to which first-ine news managers and reporters
experience this to be the case in their day-to-day newsroom activities are discussed
in section 6.3.1.

2.5.3 Communication as an additional management function associated with
leading

According to Daft (2003:581), communication can be defined as “the process by
which information is exchanged and understood by two or more people, usually with
the intent to motivate or influence behaviour’ or “tc inform or remind” someone
(Smith, 1995:373). As such, managers are responsible to persuade colleagues,
initiate dialogue and feedback, and listen actively (see sections 4.4.6 and 4.4.9).
Over and above these, communicators should also be sensitive towards nonverbal
communication (see section 4.4.8). Since perception, backgrounds and interests
influence these messages (DuBrin, 2003:350), this is especially relevant in South
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Africa, given the multilingual and multicultural composition of newsrooms (see section
8.2.2.2).

The full scope of communication within the context of management in general, but
specifically newsroom management, is outlined in chapter four. For the purposes of
this discussion, it will therefore suffice to state that results from this study identified

gaps in newsroom communication that need to be addressed (see section 4.6.1),

2.5.4 Delegation as an additional management function associated with
leading

Delegation flows from setting organisational goals and objectives, prioritising tasks
and allocating resources to achieve these (see section 5.3.2.2). As such, Hellriegel et
al. (2005:302) describe delegation as “the process of giving authority to a person (or
group or team) to make decisions and act in certain situations”. Effective delegation
motivates subordinates, while it also frees managers to avail sufficient attention to
tasks high on their list of priorities (see Fink, 1996:89). Increasingly complex and
diverse business demands leave modern-day managers with little choice but to
delegate tasks to subordinates (see Stréh, 2002:66).

Unfortunately, it is common for managers to fail in effectively performing this
management function (see Daft, 2003:315; Simmons, 1990:55). One of the most
common reasons for this relates to fear (see Hellriegel et al., 2004:215). Managers
fear losing power and control, have perceptions that employees are inexperienced or
already too busy, or are concerned that mistakes could damage the enterprise (also
see Hellriegel ef al., 2004:215). As a result, managers easily fall into one of the
following traps (see Heliriegel et al., 2005:303).

2.5.4.1 Delegating authority without responsibility

Once subordinates have the authority to perform delegated tasks, they need to take
responsibility for it. Within a more open and participative newsroom management
approach post-1994, reporters seem to have more authority than within the autocratic

newsroom management system pre-1994. However, news managers who
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participated in both Audit 1 and this research complained that many reporters lack
responsibility to properly do their jobs. As such, reporters are said to neglect attention
to detail (e.g. completeness, correctness, fairness), but nevertheless expect to see
their names printed in a story by-line. They attributed this situation to reporters’ youth
and inexperience. Obviously, this presents managers with a difficult challenge in

terms of delegation.

2.5.4.2 Delegating responsibility without authority

Subordinates will find it difficult to perform optimally if they are not given authority to
complete the tasks delegated to them (see Stréh, 2002:67; Fink, 1996:91). Research
results discussed in section 5.4.1.8 indicate that first-line news managers can still
improve on this aspect of their management ammour. While reporters indicated that
they lack authority to perform delegated tasks, first-line news managers themselves
admitted that they need to improve on this area. However, given reporters’ seeming
lack of responsibility, news managers can not be blamed for being reluctant to
delegate more authority.

As is outlined in sections 5.4.1.7 and 5.4.1.8, inability to delegate responsibility and
authority was found to be one of the most important shortcomings among first-line
news managers who participated in this study. The management implication of such
failure is that news managers might end up with insufficient time to properly do all
their work, while simultaneously having an unmotivated and unenthusiastic workforce
(Stréh, 2001:68).

2.5.5 Leadership skills as a tool to lead more effectively

Managers need leadership skills to effectively perform leading as a basic
management function. Kruger (1995:353) defines leadership as the ability to “get
people to effectively work as a team, create loyalty among group members and
contribute meaningfully to achieving organisational goals” (also see Bridle, 2006:45).
Hellriegel et al. (2004:284) emphasise that this should be achieved by establishing
and maintaining sound interpersonal relationships rather than imposing

administrative activities on staff members (also see Leballo, 2002 with reference to
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the SABC's perspective on this issue).

Commentators differ about the origin of leadership skills. While some are of the
opinion that true leaders are born, others believe that leadership skills can be
developed (see Hellriegel et al., 2005:438; Lussier, 2003:406). According to
Hellriegel et al. (2004:301-302) this can, for instance, be achieved through:

¢ On-the-job training. In the South African media on-the-job training (e.g.
through cadet schools at media enterprises) has traditionally formed an
integral part of media training. However, this tradition has largely been phased
out, leaving a gap in practical newsroom training;

e Formal assessment and training. Interviewees who participated in the
research indicated that this forms an important part of leadership training.
However, some explained that it is not always easy to achieve (see section
9.2 .4 for a discussion of the challenges facing South African media enterprises
in this regard); and

« Coaching and mentoring. This is achieved with the assistance of senior
colleagues who have the skills and experience to guide younger and more
inexperienced staff. Given the inexperience among first-line news managers in
South Africa (see section 1.7.4.1) this becomes especiaily important. This

issue is discussed in section 9.2.4.1.1.

Following the basic management tasks of planning, organising and leading,
managers need to monitor the extent to which staff perform the planned (Cole,
2004:240). To achieve this, managers need to implement control as a basic

management function.

2.6 Control as a basic management function

Rue and Byars (2000:378) describe control as the systematic “process of ensuring
that organisational activities are going according to plan; accomplished by comparing
actual performance to predetermined standards or objectives”. Control activities thus
aim to ascertain deviations from predetermined decisions and introduce corrective
action to address these (Kroon, 1995:11).
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In essence, control therefore entails a process through which quantitative and

qualitative feedback systems are developed and introduced (Cole, 2004:240). These
measures include (Hellriegel et al., 2004:404-405; DuBrin, 2003:411-413; Qosthuizen
et al., 2002:100-102):

Preventative or pro-active control measures set out before activities
commence. These aim to reduce errors and minimise the need for corrective
action. Specific mechanisms include rules, regulations, policies and
recruitment procedures. In a media context, news policies and codes of ethics
are preventative measures guiding newsroom staff's reporting activities (see
sections 6.2.2.3 and 9.3.1.3 for a discussion on the implementation of these
measures in South African mainstream media newsrooms);

Concurrent or steering control measures intended to monitor activities or
actions while these are carried out. This type of control is especially relevant in
contexts where time is essential and corrective action is needed before the job
can be completed successfully. Interviewees who participated in the research
emphasised their focus on monitoring reporters’ progress on assigned tasks
during the course of the day. As such, they aim to identify potential problems
with stories in order to rectify it before deadlines. However, they also
highlighted factors hampering their success in this area (e.g. see section
4.6.1.2), and

Post- or feedback control measures aimed at rectifying problems that have
occurred and preventing them from occurring in future. Interviewees who
participated in the study highlighted that they post corrections and guidelines
on previous mistakes on the enterprise’s intranet as a post-control measure.
These guidelines are aimed to prevent reporters from making the same
mistakes in future (e.g. see Els, 2002). However, post-control mechanisms are
only effective if employees actively strive to implement these as a way of
improving their efforts.

Aspects related to control as a basic management function are subsequently

discussed.
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2.6.1 The need for proper control

Changed organisational structures, management environments and management
approaches necessitate that enterprises revisit control as a management function
(see Daft, 2003:672-675). With the emphasis on open, democratic and participative
management, staff members often take responsibility to align their performance in

terms of organisational success themselves.

As such, employees are informed about the business' financial performance, in order
to see how they could contribute towards success in this area. With regard to this
issue, it seems as if news managers in South Africa face a dilemma. On the one
hand, interviewees stated that few members of newsroom staff (including lower level
managers) are interested in the financial status and activities of the enterprise they
work for. This was especially relevant among media titles that form part of larger
media enterprises. On the other hand, interviewees at, for instance, independent
radio stations, smaller news agencies and some on-line media expressed the
importance of keeping reporters and news managers updated on this issue.
Moreover, staff seem interested in receiving this information, as it motivates them to

contribute to the business’ financial success.

Against this background, enterprises particularly need proper control measures in
order to (Hellriegel et al., 2004:404;, DuBrin, 2003:410; Rue & Byars, 2000:378;
Crous, 1995:444).

* Prevent crises. Because management is constantly aware of any problems,
these can be addressed before turning into crises. As such, concurrent control
in the newsroom enables managers to address imbalance or insufficient
information in a story before it is published or broadcasted. In this process, the
media enterprise prevents a crisis due to incorrect news reporting;

¢ Standardise quality and output, implying that resources are applied more
efficiently. In a media context, this ensures that media titles constantly provide
target audiences with fair and balanced news coverage of events;

¢ Prevent malpractice, theft and wastage. Section 2.4.3.4 outlined controi

measures impiemented by a weekly newspaper to prevent staff members from
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using company vehicles for personal purposes or redistributing company
assets for personal gain;

» Stimulate delegation, as managers are better informed about staff members'
workload and performance; and

* Facilitate performance evaluation and appraisal of each staff member.

2.6.2 Control as a process

Control as a management function implies implementation of the control process.
According to Cole (2004:240), DuBrin (2003:413-417), Qosthuizen et al. (2002:107-
111) and Crous (1995:446-448) this process entails the following elements.

2.6.2.1 Establishing performarice criteria based on goals and objectives

These criteria should be clear and verifiable and determined during the planning
process. Criteria usually evaluate aspects such as production, profitability, and
productivity. In order to effectively perform this task, managers need adequate, timely
and relevant information. Staff members should be involved in establishing these
criteria to know exactly what the basis of measurement is. Measurement can either
be done quantitatively {e.g. expressed in numbers, currency or time) or qualitatively
{e.g. expressed in terms of expected behaviour associated with service delivery).
Quantitative standards provide a clearer picture of the number of units an employee
produced. However, in a media context, it is difficult to use these in isolation of
gualitative standards.

It could be useful for news managers to use the number of stories a reporter wrote in
a specific period of time as a measure of performance. However, managers should

also consider the quality/depth of these stories when measuring output.
2.6.2.2 Comparing actual performance with predetermined standards
This enables managers to determine the extent to which actual performance differs

from the standards agreed upon. It is important, however, that managers and staff
agree beforehand on how much deviation will be allowed before action is taken. It is
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also important that personal conditions {such as iliness, marital problems or personai
loss through death) are taken into account when performance is compared with
predetermined standards. Results of comparisons should be communicated to both
managers and staff concerned. As such, managers and staff need to know about
negative deviation, but definitely also about instances in which employee
performance exceeded expectations and agreements (see section 2.5.1.4 for an
example of how this is done at on-line media titles in South Africa).

2.6.2.3 Reinforcing positive behaviour or taking corrective action

This depends on the outcome of the above stage. Managers should clearly and
objectively determine causes of sub-par performance. These would indicate whether
measures should be introduced to improve performance or whether standards should
be adjusted to a more acceptable level. It is again important that managers properly
communicate the outcome of this stage to staff in order to provide aiternatives that
could address deviations.

Similarly, managers shouid reinforce positive behaviour through coaching and
mentoring. Coaching entails the process through which managers observe
employees over a specific period of time and provide feedback on how to keep up or
improve performance (see Hellriegel et al, 2005:370). The benefits of proper
coaching are discussed in sections 7.3.2.3 and 9.2.4. However, the challenges facing
South African news managers to property implement this reinforcement measure are
highlighted in sections 7.3.1 and 9.3.1.

Most importantly, control should be perceived as a balanced and fair process. Too
much lenience on sub-par performance can be as detrimental to organisational
success as managers being too stringent. In the latter situation, staff can manipulate
information to portray a more positive picture of their activities. Moreover,
organisational productivity can be limited if staff need permission for every decision
they want to take {(see Qosthuizen et al., 2002:106).
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2.6.3 Managerial rofes implied by control as a management function

In order to effectively perform control as a management function, managers perform
the roles outlined below (DuBrin, 2003:12).

2.6.3.1 Overseer

Overseers are responsible to develop and implement systems to measure
departmental or individual performance and productivity. This role also entails that
staff receive constant feedback. Finally, overseers are responsible to monitor staff's
use of technical facilities and equipment. This role aims to ensure that resources are
utilised effectively and that activities stay within the framework of plans developed in

the planning phase.

Within the context this study different views exist on managers’ role as overseers.
Qualitative data collected for Audit 1 showed that this role is much more prevalent in
media newsrooms with autocratic management approaches. In these newsrooms
managers “check up” on reporters much more than in newsrooms with open and
participative management approaches. Interviewees pointed out that once staff
members bought into the enterprise’s plans and objectives, this role almost becomes
obsolete (see Kahn, 2002; Katopodis, 2002).

2.6.3.2 Handler of disturbance

This role implies that managers are responsible to handle grievances in the
department and resolve complaints from staff and other managers. This role also
requires managers to resolve team conflict and performance related complaints
raised by other departments. Resolving team conflict is probably one of the most
important activities news managers need to perform. Section 7.3.3.2 outlines details
with regard to this management role, while section 7.4.1.15 describes the extent to

which first-line news managers are successful in performing this role.
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2.6.4 Discipline as an additional management function associated with contro!

Discipline is generally regarded as the last alternative to correct human action. In the
disciplinary process, managers introduce punitive measures in order to rectify
performance that deviates from set standards or agreed upon aclivities (see Lussier,
2003:452). As such, discipline can take on the form of immediate dismissal (in cases
where employees commit serious offences). In other cases, however, discipline can
also imply corrective action, providing employees an opportunity to rectify behaviour
(see DuBrin, 2003:455). Within a participative and democratic working environment,

the latter is most often the preferred way of introducing disciplinary measures.

Lussier (2003:452-453) outlines that disciplinary processes should include the
following steps (also see DuBrin, 2003:456):

¢ Refer to previous incidents and subsequent agreements on how to improve
behaviour;

e Give staff an opportunity to explain their behaviour. This step provides
managers with the opportunity to gain as much information about the incident
as possible;

+ Refer to previous discussions (if any) in which staff members committed to
adjust their behaviour according to agreed principles;

¢ Managers subsequently introduce disciplinary action. Depending on the
seriousness of the offence (and previous disciplinary encounters), staff can
either receive an oral or written warning;

+ Offenders get an opportunity to reclify their behaviour. As such, managers
receive a commitment from staff that the situation will improve;

*» Managers and offenders sit down and develop a workable plan through which
commitment can be displayed. If such a plan was developed in the past, staff
need to recommit to it; and

+ Finally, managers summarise the discussion and subsequent agreements. If
monitored behaviour does not improve, staff could be suspended or
discharged.
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First-line news managers should also ensure that disciplinary procedures take the

relevant provisions of South African labour legislation into account.

Within the context of this study it seems as if disciplinary action is not a common
occurrence in South African mainstream media newsrooms. Other than the examples
of offences described in section 2.4.3.4, interviewees made little reference to the
need for serious disciplinary action. They did state, however, that labour legislation
plays an important role in the way disciplinary hearings and procedures take place.
Some referred to the benefits associated with these procedures. Others, however,
expressed their concern that it provides staff with leeway to take chances. They
mainly ascribed this to staff's knowledge that labour legislation makes it more difficult
for media enterprises to suspend or discharge them.

2.7 Summary

This chapter outlined dimensions of general management theory. As such,
managers' responsibility to optimise owners’ wealith rests on their ability to effectively
and efficiently utilise the organisational resources available to them. This, in turn,
implies that managers perform specific management functions and tasks. The
discussion subsequently focused on the basic management functions, namely
planning, organising, leading and control. It was indicated in each instance how
changing organisational environments necessitate a different perspective on
managers' performance of these tasks. More specifically, dimensions of these
management functions were explained within the context of newsroom management
in the South African mainstream media. Additional management functions associated
with the basic management functions were also outlined. These discussions
delineated the elements of decision making, coordination, communication,

motivation, delegation and discipline.

In order to effectively and efficiently perform the above-mentioned management
functions, managers need specific managerial competencies. Within the context of
this study, these competencies refer to communication; planning and administration;
strategic action; teamwork; global awareness; and self-management (see section
1.2.1). Together with general management theory, these managerial competencies
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form the theoretical framework of this study. As such, each is discussed in detail in
chapters four to nine. In each instance, theoretical elements associated with the
dimensions of these competencies are outlined, followed by qualitative and
guantitative results obtained from data collected for this study.

The following chapter outlines aspects of the research methodology applied in the
study.
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Chapter 3:

Methodology

Quantitative research and qualitative research respectively ... provide an ideal complement
to one another such that their sensitive and focused combination will result in an
excellent and all-round picture of the issue being researched.

- Roe (2004:79)

Conducling research on the journalists' lurf enhanced understanding and
interpretation of the context in which newsroom changes are occurring.
- Singer (2004.843)

3.1 Introduction

This chapter expands on the methodological framework applicable to this study as
outlined in section 1.7. As such, aspects related to the research design and research
instruments are set out. This is followed by a discussion of the research population,
research sample and sampling procedure applicable to the study. In the final
instance, aspects of the data analysis and interpretation procedures used during the
research process are delineated.

3.2 Research framework

The first point of departure for this study was to undertake a thorough literature study
from which the research could be expanded. Expansion was done through empirical
research into the importance and implementation of the six managerial competencies

applicable to this study (see section 1.2.1; also see Steyn et al., 2005a:2-23).
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3.2.1 Literature study

In line with the perspective of authors such as Daymon and Holloway (2003:35) and
Jankowicz (2005:163), the first rationale behind the literature study was to become
familiar with published material on some aspects related to the research problem
addressed in the study. The rationale also flowed from the need to position the
current research approaches, findings and suggestions within a “body of scientific
knowledge” (Babbie & Mouton, 2001:565). As such, literature was studied on the
importance and implementation of the six managerial competencies applied in this
study (see section 1.7.1). While literature on these competencies related to business
activity across various industries, attention was specifically focused on the relevance

thereof within a media and newsroom management context.

Literature indicated a variety of trends. On the one hand a shift in management
approaches and styles was witnessed (see section 1.3.1). This not only became
apparent in organisational aclivity across various industries, but specifically also in
the media (see section 1.3.2). On the other hand, cognisance of the changes within
the South African media environment post-1994 (and concomitant challenges facing
the media) suggested that a different media management paradigm is needed.

Results from Audit 1 confirmed this need (see section 1.3.3).

The latter fulfilled another purpose of the literature study. As Daymon and Holloway
(2003:35) state, a literature review provides researchers with a rationale for their
study. This was also the case with regard to the current research study. The majority
of literature studied related to a general management context (across a variety of
business industries and in different countries around the world). A number of
applications were found with regard to media and newsroom management in an
international context. However, literature specifically pertaining to media and
newsroom management in South Africa is scarce. Moreover, literature specifically
related to the importance and implementation of the six managerial competencies in
media and newsroom management in South Africa could not be found. The lack of
sufficient literature on the research topic, linked to the need for proper newsroom
management in a changing media environment, underlined the relevance and
necessity of this study.
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As Neuman (2004:68-69) and Cooper and Schindler (2003:101) suggest, the

literature review comprised of:

e Textbooks on management in general, but specifically also on media and
newsroom management. The latter largely consisted of recent international
publications on the topic;

¢ Articles published in newspapers and popular journals. These articles are
predominantly written with the mass market in mind (Neuman, 2004:.69).
However, it provided interesting insight into changing local and international
trends related to management in general. Moreover, it provided insight into
challenges facing local and international media. These challenges, in turn,
confront academics and media practitioners with questions related to human
resource management in a media environment;

* Articles published in opinion magazines in which experts and intellectuals
debate and express their views. These debates specifically relate to the
above trends and the way in which they affect media actlivity and media
management in particular;

¢ Aricles in academic journals. With regard to media and newsroom
management, these articles were again largely applicable to the international
context. However, related to management in a broader context, results were
found on research studies specifically pertaining to the South African
business environment and management within this context. Relevant issues
discussed in these articles were applied to management in a newsroom and
media context;

e Conference papers obtained from researchers personally, collected while
attending national and international conferences or via Internet sites
developed and managed by conference organisers. Personal notes taken
during panel discussions on media and newsroom management at
(specifically) international conferences were also included in the literature
overview;

o Research reports published after the completion of research projects. These

reports were either obtained from the researchers themselves or from the
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investigated from more than one perspective. This provided a fuller
understanding of the research issues under discussion and was especially
valuable during the qualitative part of the data collection process;

o Methodological triangulation. This refers to the use of different methodological
approaches when collecting data. As indicated above, gualitative and
quantitative data collection and analysis methods were used in the study.
These comprised of semi-structured interviews, observation and self-
administered guestionnaires (see section 3.2.2.2.1); and

* |Interdisciplinary triangulation. This approach to triangulation implies that
researchers apply different interdisciplinary approaches in a single study. As
Janesick (1994:215) states, this combination assists researchers to gain a
broader understanding of the research phenomenon they investigate. For the
purposes of this study, the researcher combined the disciplines of media and
management. As such, the researcher utilised a theoretical framework
traditionally applied in management studies to gain a better understanding of

management activities in a media newsroom context.

With the previous discussion in mind, the next section outlines the specific research

instruments used in the study.

3.2.2.2 Research instruments

As indicated in section 3.2.2.1.1, quantitative and qualitative research instruments

were implemented to collect data. These are outlined below.

3.2.2.2.1 Quantitative research instruments — self-administered questionnaires for

reporters and first-line news managers

Two research instruments were used to collect quantitative data. Both were self-

administered questionnaires aimed at reporters and first-line news managers.
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e Self-administered questionnaire for reporters

In the first instance, respondents from a reporter sample (see section 3.4) completed
a questionnaire focusing on aspects of their professional profile, and attitudes
towards aspects of their working environment (see Addendum B). For the purpose of
this study, the final part of the questionnaire is of particular importance. In this part of
the questionnaire reporters rated the importance they attach to the six managerial
competencies by rating management tasks associated with each. They also rated
their perception of how well first-ine news managers (they report to) currently
implement the same management tasks. A total of 207 reporter respondents

completed questionnaires at the various media titles visited (n=207).

It was important to determine the validity and reliability of the questionnaire. Validity
indicates the extent to which research findings “are accurate, reflect the purpose of
the study and represent reality” (Daymon & Holloway, 2003:274). Reliability, on the
other hand, points out “the extent to which a particular data collection approach wili
yield the same results on different occasions” (Lancaster, 2005:72). Two tests were
subsequently performed on the questionnaire (also see Gade, 2004:28 with
reference to a newsroom study in which similar tests were applied to measure validity

and reliability of research instruments).

In the first instance, Exploratory Factor Analysis (EFA) was performed on each of the
six managerial competencies to determine the dimensionality of the sets of items
(see Stamm, 2003:137). A small number of factors explaining a large proportion of
the variance indicates that the set of items measures a few latent variables (factors)
(see Bartholomew et al., 2002:143-174). The ideal is to have items pertaining to a
specific variable measuring only one factor. This implies that the items only measure
one variable/aspect. Table 3.1 outlines the EFA results as calculated for each of the

six managerial competencies.
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implementing the process of triangulation. According to Lancaster (2005:175) the
term triangulation was "borrowed from navigation and surveying, where multiple
reference points are taken to check an object's location”. In the context of data
collection and interpretation, triangulation refers to the process by which researchers
combine methods, data, and theoretical approaches in one study. On the one hand,
this approach addresses biases of single methodologies and/or perspectives (see
Fortner & Chrstians, 2003:354; Struwig & Stead, 2001:18-19). On the other, the
purpose is to establish a “fully rounded analysis of some phenomenon” (Fortner &
Christians, 2003:354). This process verifies data (Hickson, 2003:194) and
subsequently increases data reliability and validity (Babbie & Mouton, 2001:275-276;
Du Plooy, 2002:39).

Researchers have the option to apply different types of triangulation in a research
study. For the purposes of this study, the researcher implemented the following types
(see Lancaster, 2005:76; Daymon & Holloway, 2003:98-99; Janesick, 1994:214-215):

¢ Data triangulation refers to collecting different sets of data (qualitative and/or
guantitative) from different groups of respondents and at potentially different
research sites. For the purposes of this study data was collected quantitatively
from a sample of first-line news managers and reporters employed at different
mainstream media newsrooms across South Africa. Data was collected
through self-administered questionnaires (see section 3.2.2.2.1). Another set
of data was coflected qualitatively among managers in higher management
tiers of the media titles included in the study. This data was collected through
semi-structured interviews and observation (see section 3.2.2.2.2). As outlined
in section 3.2.1 the literature study provided another data source;

¢ Investigator/researcher triangulation. As was indicated in section 1.3.4.5,
baseline data for the research study was collected as part of research for
Audit 2. Within the framework of the Audit, investigator/researcher
triangulation was used to compile baseline data. As such, the skills and
expertise of more than one researcher were used in all qualitative and
guantitative data collection processes. Apart from addressing Audit
requirements, this approach also prevented researcher bias as far as possible.

Over and above this, researcher triangulation was useful in that issues were
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investigated from more than one perspective. This provided a fuller
understanding of the research issues under discussion and was especially
valuable during the qualitative part of the data collection process;

* Methodological triangulation. This refers to the use of different methodological
approaches when collecting data. As indicated above, qualitative and
quantitative data collection and analysis methods were used in the study.
These comprised of semi-structured interviews, observation and self-
administered questionnaires (see section 3.2.2.2.1); and

+ Interdisciplinary triangulation. This approach to triangulation implies that
researchers apply different interdisciplinary approaches in a single study. As
Janesick (1994:215) states, this combination assists researchers to gain a
broader understanding of the research phenomenon they investigate. For the
purposes of this study, the researcher combined the disciplines of media and
management. As such, the researcher utilised a theoretical framework
traditionally applied in management studies to gain a better understanding of

management activities in a media newsroom context.

With the previous discussion in mind, the next section outlines the specific research

instruments used in the study.

3.2.2.2 Research instruments

As indicated in section 3.2.2.1.1, quantitative and qualitative research instruments

were implemented to collect data. These are outlined below.

3.2.2.2.1 Quantitative research instruments — self-administered questionnaires for

reporters and first-line news managers

Two research instruments were used to collect quantitative data. Both were self-

administered questionnaires aimed at reporters and first-line news managers.
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s Self-administered questionnaire for reporters

In the first instance, respondents from a reporter sample (see section 3.4) completed
a questionnaire focusing on aspects of their professional profile, and attiludes
towards aspects of their working environment (see Addendum B). For the purpose of
this study, the final part of the questionnaire is of particular importance. In this part of
the questionnaire reporters rated the importance they attach to the six managerial
competencies by rating management tasks associated with each. They also rated
their perception of how well first-line news managers (they report to) currently
implement the same management tasks. A total of 207 reporter respondents

completed questionnaires at the various media tities visited (n=207).

It was important to determine the validity and reliability of the questionnaire. Validity
indicates the extent to which research findings “are accurate, reflect the purpose of
the study and represent reality” (Daymon & Holloway, 2003:274). Reliability, on the
other hand, points out “the extent to which a particular data collection approach will
yield the same results on different occasions” (Lancaster, 2005:72). Two tests were
subsequently performed on the questionnaire (also see Gade, 2004:28 with
reference to a newsroom study in which similar tests were applied to measure validity
and reliability of research instruments).

In the first instance, Exploratory Factor Analysis (EFA) was performed on each of the
six managerial competencies to determine the dimensionality of the sets of items
(see Stamm, 2003:137}). A small number of factors explaining a large proportion of
the variance indicates that the set of items measures a few latent variables (factors)
(see Bartholomew et al., 2002:143-174). The ideal is to have items pertaining to a
specific variable measuring only one factor. This implies that the items only measure
one variable/aspect. Table 3.1 outlines the EFA results as calculated for each of the

six managerial competencies.
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Results of validity tests performed on the questionnaire for

Reporters — Importance

Managerial competency

Number of factors retained by Kaiser's
criterion® and the relation thereof to the
dimensions of individual managerial
competencies

Cumulative
variance
explained by
the number of
factors
retained

Communality
estimates for
all items

Communication

2 factors retained
» [nformal communication; and
¢ Formal communication.

66.46%

0.50 - 0.74

Planning and administration

3 factors retained

» Budgeting and financial management,

= Gathering and analysing information; and
¢ Planning and organising projects.

74.42%

0.58 -0.90

Strategic action

3 factors retained

¢ Understanding the internal and external
media environment;

+ Monitoring changes and aligning the media
enterprise accordingly; and

s Cognisance of the national and
international news agenda.

72.12%

0.60-0.86

Teamwork

4 factor retained

73.44%

0.563-0.83

Global awareness

2 factors retained

» Cultural knowledge and understanding;
and

* Cognisance of national and international
changes and the impact thereof on the
media enterprise.

79.97%

0.48 - 0.91

Self-management

2 factors retained
» Integrity and ethical conduct; and
+ Balanced personal and professional lives.

73.97%

0.56 - 0.92

Reporters — Implementation

Communication

1 factor retained

63.86%

0.51-0.73

Planning and administration

2 factors retained
* Planning and organising projects; and
» Budgeting and financial management.

76.27%

0.65-0.90

Strategic action

2 factors retained

o Understanding the internal and external
media envircnment; and

+ Monitoring changes in the media
environment and aligning the media
enterprise accordingly.

73.64%

0.60 — 0.87

Teamwork

1 factor retained

78.35%

0.61-0.87

Global awareness

2 factors retained

» Culturat knowledge and understanding;
and

« Cognisance of national and international
changes and the impact thereof on the
media enterprise.

84.28%

0.56 -0.92

Self-rmanagement

1 factor retained

73.38%

0.62 -0.81

? Addendum D outlines the rotated factor patterns retained by Kaiser's criterion. This is provided for all
competencies retaining more than one factor.
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From the results outlined in Table 3.1 one can conclude that the questionnaire for
reporters was a valid research instrument. This is based on the finding that a
principal components analysis retained between one and three factors for each
competency. The cumulative variance explained by factors was in all instances
higher than 50% and the communality estimales were larger than 0.48 for all items.
To compare the six managerial competencies in terms of importance and
implementation among first-line news managers and reporters, the average count of

items in each competency was calculated as a measure of that competency.

Secondly, Cronbach’'s Alpha coefficients were calculated for each of the six
managerial competencies contained in the questionnaire. These coefficients estimate
the reliability of the type of scale where interrelated items are summed to obtain an
overall score for each participant. This is done by determining the internal
consistency of the test or the average correlation of items in the test (SAS Institute
Inc., 2005:295). According to Hocking et al. (2003:131) Cronbach's Alpha coefficient
indicates how constant respondents were in the responses they provided for a given
competency when they completed the questionnaire. This reflects the extent to which
the items used in the questionnaire (i.e. specific management tasks related to each
managerial competency) reflect the competency (construct) it is supposed to (see
Cooper & Schindler, 2003:237). Table 3.2 oullines the Cronbach's Alpha coefficients

as calculated for each of the six managerial competencies.

Table 3.2: Results of reliability tests performed on the questionnaire for

reporters
Managerial competency Cronbach's Alpha coefficient
Importance Implementation
Communication 0.85 0.96
Planning and administration 0.95 0.97
Stralegic action 0.96 0.97
Teamwork 0.98 0.98
Global awareness 0.94 0.95
Self-management 0.97 0.98

According to Hocking et al. (2003:132) the Cronbach’s Alpha coefficients should at

least be 0.9 for a research instrument to be reliable. However, coefficients of



Chapter 3: Methodology 82

between 0.7 and 0.9 are also acceptable in instances where new research
instruments are developed. Based on the results outlined in Table 3.2 one can
conclude that the questionnaire for reporters was a reliable research instrument. All

the Cronbach'’s Alpha coefficients calculated were higher than 0.9.

o Self-administered questionnaire for first-line news managers

Respondents from a first-line news manager sample (see section 3.4.6) also
completed a similar questionnaire than the one administered to reporters (see
Addendum A). They also provided data related to their professional profile and
attitudes towards aspects of their working environments. Similar to reporters, they
also rated the importance they attach to each of the six managerial competencies by
means of rating management tasks associated with each competency. More
importantly, however, they rated their perspective of how well they implement these
management tasks in their daily newsroom management activities. A total of 79 first-
line news manager respondents completed this questionnaire at the different media
titles visited (n=79).

As was the case with the questionnaire for reporters, the one for first-line news
managers was also tested for validity and reliability. An EFA analysis was performed
on the items in each competency to test for validity, using the principal components
method. Cronbach’s Alpha coefficients were also calculated to test for reliability.
Table 3.3 outlines the results related to validity of the research instrument, while

Table 3.4 outlines the results obtained for the reliability thereof.

Based on the results outlined in Table 3.3 one can conclude that the questionnaire
for first-line news managers was a valid research instrument. Aithough a number of
constructs retained 4 to 5 factors, the cumulative variances explained were above
68% in all cases. The communality estimates were larger than 0.46 for all items. It
should also be taken into account that the EFA was conducted on only 79
guestionnaires completed by first-line news manager questionnaires. In some cases,
25% of these cases were excluded from the calculations on the basis of missing data
values. The relatively small number of cases tested, together with the cases ignored
on the basis of the missing data values, could have negatively influenced the validity
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results. However, since the questionnaire for first-line news managers was the same
as the one used for reporters (and found to be a valid research instrument), one can
state that this research instrument was also valid. In order to compare the six
managerial competencies in terms of importance and implementation among first-line
news managers and reporters, the average count of items in each competency was

calculated as a measure of that competency.

Table 3.3: Results of validity tests performed on the questionnaire for first-

line news managers

First-line news managers — Importance

Managerial competency Number of factors retained by Cumulative Communality
Kaiser's criterion variance estimates for all
explained by the items
number of factors
retained
Communication 3 68.34% 0.56 - 0.85
Ptanning and administration | 5 80.88% 0.60 — 0.95
Sirategic action 3 75.54% 0.64 - 0.90
Teamwork 2 85.25% 0.75-0.92
Global awareness 2 73.57% 0.69 -0.82
Self-management 4 76.05% 0.52-0.94
First-line news managers — Implementation
Communication b 76.09% 0.50 - 0.88
Pianning and administration | 4 75.09% 0.48 -0.91
Strategic action 4 76.49% 0.46-0.89
Teamwork 3 79.05% 0.70-0.94
Global awarensess 2 70.10% 046 - 0.85
Seif-management 4 73.10% 0.57 —0.87

Table 3.4: Results of reliability tests performed on the questionnaire for first-

line news managers

Managerial competency Cronbach’s Alpha coefficient
Importance Implementation
Communication 0.93 0.89
Planning and administration 0.91 0.86
Strategic action 0.96 0.95
Teamwork 0.98 0.96
Global awareness 0.91 0.90
Seif-management 0.94 0.93

All Cronbach'’s Alpha coefficients outlined in Table 3.4 were above 0.90 except for
implementation of the communication competency and the pianning and

administration competency respectively. Although all these coefficients should ideally
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be at least 0.90, values between 0.7 and 0.9 are acceptable in instances (such as

this) where new research instruments are developed (Hocking et al., 2003:132). It is

therefore concluded that the questionnaire for first-line news managers was a reliable

research instrument.

Both questionnaires were compiled in English, and consisted of three types of

guestions:

Closed questions to compile data on respondents’ professional profile. These
guestions specifically related to biographical details (e.g. gender, the media
type they are currently employed at; educational qualifications; mother tongue;
position in the media enterprise; period of time they have been in that
position). In each instance, the question contained a fixed number of items.
The respondent had to choose the most applicable one from the list provided
(see Du Plooy, 2002:138). Given the risk associated with closed questions
that the list of options might exclude a respondent's potential answer, care
was taken to make these lists as extensive as possible. Respondents were
also encouraged to provide their answer even if it did not match the options
provided. For this purpose, the option “other” was listed. Respondents were
requested to specify their answer in cases where they chose “other”;
Likert-type statements were used to measure respondents’ attitudes towards
specific organisational and job-related aspects such as infrastructure,
remuneration, management style, ethics and working conditions. Although
reievant for Audit 2, these were not a primary focus of this research study and
thus not reported on directly. For the purposes of measuring respondents’
attitudes, they were asked to rate the Likert-type statements on a five level
scale. As such, it was indicated on the questionnaire that 1t = extremely
negative and 5 = extremely positive;

Likert-type statements were also used to determine perceptions'® on the

importance of the six managerial competencies among respondents in the two

"% “Perception” was defined as “ways of observing and the bases for making judgments" (Plunkett &
Attner, 1984:359). It enables individuals to “make sense out of the snvironment, by selecting,
organising and interpreling information” (Daft, 2003:485). Perceptions “affect behaviour and
performance” {Lussier, 2003:269) and management should be aware thereof, {0 anlicipate how it
might affect behaviour and performance (alsc see Steyn et al. 2005:12).



Chapter 3: Methodology 85

respondent groups. As Bagozzi (1994:14) states, Likert scales can be used to
measure respondents’ perceptions on a series of statements (also see Crimp,
1990:100). The same scale applied than the one discussed above. It was thus
indicated on the questionnaire that 1 = not important and 5 = absolutely
important. This scale was applicable to a list of management tasks specifically
related to each of the six managerial competencies. The same scale was
furthermore used to determine reporter respondents’' perceptions of how well
first-ine news managers currently implement the six managerial
competencies. First-line news manager respondents needed to indicate how
well they perceive themselves to implement the management tasks listed; and
e Open-ended questions. The aim with these questions was to encourage
respondents to offer “any answer they wish” to the question posed (Neuman,
2004:361). As such, respondents were asked to list the three most important
constraints and three most important opportunities facing first-line news
managers in their departments/sections. Again, first-ine news managers’
answers had to relate to issues hampering or promoting their own
performance. Responses from this section were incorporated with gualitative
and quantitative research results on the importance and implementation of the

six managerial competencies.

Questionnaires were handed out to the volunteer and availability sample of first-line
news managers and reporters (see sections 3.4.6 and 3.4.7) at the start of the
interview with the contact person (see below) and collected afterwards. Care was
taken to assure respondents that they would remain anonymous in order to

encourage frank and open responses.

3.2.2.2.2 Qualitative research instruments — interviews and observational research

Qualitative research instruments comprised of semi-structured interviews and

observational research. These are subsequently discussed.
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o  Semi-structured interviews

The first qualitative research instrument used was semi-structured interviews (n=43)
among a sample of interviewees. These interviewees comprised of newsroom staff
on higher management levels at the media titles included in the sample (see section
3.2.2.2.2). As Jankowicz (2005:257) indicates, semi-structured interviews refer to a
technigue in which the sequence of the interviewing process is not strictly determined
beforehand. May (2001:123) considers this characteristic one of the biggest
advantages related to semi-structured interviews. Due to the flexible nature thereof,
researchers can probe interviewees about additional (but relevant) aspects that come
to the fore during the interviewing process. Given this “freedom”, researchers usually
have a list of specified questions or topics to be discussed during the interview (see
Addendum C for the interview framework used in this research). These guestions or
topics are asked to or discussed with interviewees in a systematic and consistent
manner (see Struwig & Stead, 2001:98).

Telephonic and/or e-mail arrangements for the interviews were made in advance with
the editorial person in charge of the media title. In the majority of cases this was the
editor (at print media) or news editor, regional editor, current affairs editor or on-line
editor (at broadcasting media, on-line media or news agencies). In some cases,
however, the editorial person in charge of the media title delegated the interviews to
a newsroom colleague (see Steyn et al., 2005a:9-21 for a complete list of
interviewees as well as their contact details). During initial discussions, the
researcher explained the purpose of the research to potential interviewees. A
document containing specifics on the research study, as well as details on the
research and fieldwork procedures was then passed on to them electronically once
the interview was confirmed. The arrangement was that they would facilitate
newsroom access by informing staff (especially first-line news managers and
reporters) of the proposed research. The rationale was that informed respondents

would be more willing to be included in the research project when approached.

On average, interviews lasted between 30 minutes and 1 hour. In some cases,

however, interviews exceeded an hour. Interviews focused on the general
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management approach applicable in newsrooms as well as the importance and
implementation of the six managerial competencies used in the research.

¢ Observational research

Qualitative data was also compiled through impressions obtained during
observations. According to Adler and Adler (1994:378) observational research entails
“the act of noting a phenomenon, often with instruments, and recording it for scientific
or other purposes”. As such, observations were made of, amongst others,
respondents’ and interviewees' verbal and nonverbal expressions; reactions towards
the research project in general and the specific newsroom atmosphere at the time of
conducting the fieldwork.

This was made possible because fieldwork for the study was done in real-time. As
such, the phenomenon of managing people was observed in a real-time and natural
newsroom environment. First-line news managers and reporters were thus observed
in their natural contexts and among those colleagues they naturally interact with in
their day-to-day activities. As indicated in the quotation from Singer (2004:843) at the
outset of this chapter, such an approach enables researchers to gain a better
understanding of the environment in which the research data is collected. This
understanding facilitates data interpretation, as researchers are able to identify and
elaborate on trends and situations. This insight provides a different perspective to the

“clinical” data collected with quantitative research instruments.

In the context of this study, triangulating qualitative and quantitative data provided
valuable insights into the phenomenon of managing newsroom staff. In some
instances the two sets of data complemented each other, confirming a trend or

situation. In other instances, however, qualitative and quantitative data contested

" The possibility exists that qualilative data provided during interviews could (to some extent) be
(positively or negatively) biased. This is based on the argument that interviewees' perception or
experience of the issue under discussion could be influenced by their general approach to newsroom
managemeant. These perceptions could be formed through interaction with newsrcom staff (including
first-ine news managers and reporters). However, the same could be argued with regard to
perceptions reporters and first-line news managers expressed quantitatively. While there is no
guarantee that interviewees' perceptions truly reflect newsroom siluations, policies or aclivities, one
can accept that higher level managers would be well-informed about management aclivities in their
Newsrooms.
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each other. Questions subsequently arose about which set of perspectives truly
reflects newsroom management activity. Due to the nature and scope of the research
it is only possible to indicate that different perceptions/experiences exist among
different respondent groups who participated in the research. it is not possible to
indicate with confidence which perception and/or experience most accurately refiects
newsroom reality. One has {o accept, however, that the quantitative responses
represent a reasonably acceptable statistical view of responses provided by a larger
group of respondents than the single-respondent interviews.

Data obtained from observational research was combined with gqualitative data from
interviews, as well as guantitative data from questionnaires. In line with what
Lancaster (2005:99) suggests, this was done to:

+ Identify connections and possible causes'’ between gqualitative and
quantitative data in relation to larger trends, patterns or styles of behaviour not
verbalised during interviews. Instead of relying solely on data provided during
interviews, observations gave an additional perspective to newsroom
management activities. In some cases, a positive and relaxed newsroom
atmosphere matched interviewees' descriptions of newsroom management
approaches. in other cases, however, the newsroom atmosphere and
respondents’ verbal as well as nonverbal communication indicated that
newsroom staff were not satisfied with newsroom management. In many
cases quantitative data analysis indicated that these newsrooms experience
the most serious problems. By implementing observational techniques, subtle
issues were identified which would probably not have come to the fore if only
quantitative research techniques were used;

¢ Support or refute comments made during interviews,

¢ Verify or oppose quantitative data from questionnaires; and

o Draw more substantiated conclusions based on an additional research

dimension. These, in turn, facilitated better research recommendations.

2 However, the research did not intend to establish causal links between the different research
variables.
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Once the nature of the research instruments was determined, the methodological
focus shifted to the research population and sample frame. These are subsequently
discussed.

3.3 Research population and sample frame

As was outlined in section 1.8, a variety of factors differentiates mainstream and
community media in the country. These relate to the nature of news production and
distribution, deadline pressure due to different production and publication schedules,
different needs and expectations from target audiences and different newsroom
structures. Another, more important, factor within the scope of this research relates to
newsroom staff composition. Whereas mainstream media almost solely employ full-
time and paid staff members, community media often relies on volunteer staff who
work only a certain number of hours. As a result, community media face different

human resource management challenges than their mainstream counterparts.

Based on these considerations (and factors such as financial and time constraints)
the study only focused on mainstream media. The Sanef ETC also approved this
decision. The research population of mainstream media was used to construct a
sample frame. According to Cooper and Schindler (2003:188) a sample frame is a
“list of elements from which the sample is actually drawn”. The sample frame for this
study consisted of all mainstream media titles in South Africa (N=106) at the time

when the study was initiated in May 2004.

In cooperation with and upon approval by the Sanef ETC, specific considerations
about fixed variables formed the framework for the sample frame. If fixed variables
are set, researchers can draw conclusions and make comparisons across variables.
The only prerequisite is that at least two cases/sites related to each fixed variable
must be included in the sample (Ellis, 2004). For the purposes of this research study,
this implied that at least two daily newspapers had to, for instance, be included in the

national sample.

In applying the above method, data could also be used to calculate a standard
deviation. According to Weaver (2003:152) standard deviation is the “most commonly
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used measure of dispersion” and is important in “estimating the probability of how
frequently certain scores can be expected to occur in random sampling” (also see
Clifton, Nguyen & Nutt, 1992:74).

The following considerations applied in determining the fixed variables for the study.

3.3.1 Media types

The first consideration was to draw a representative sample of mainstream media
types in South Africa. The following parameters were used to develop the sample

frame applicable to media types:

* The researcher’s existing knowledge of mainstream media types in the country
which are responsible for producing and distributing news products. Media
types which only focus on entertainment were not included in the sample
frame, as newsroom management was the central focus of the study;

¢ The researcher collaborated with other South African media experts
{academics and practitioners) to verify the completeness of the sample frame;

¢ The researcher also collaborated with members of the Sanef ETC to verify the
list;

o Experience on the part of the researcher and the Sanef ETC gained afler
conducting and completing research for Audit 1 among (mainly} mainstream
media in the country;

¢ Additional recommendations by the Sanef ETC, namely that mainstream news
agencies should also be included in the research. This did not form part of
initial research parameters, and news agencies were also not included in Audit
1. However, including this media type proved useful, as the researcher gained
valuable insights from respondents and interviewees at these sites. These did
not only relate to human resource management challenges in a newsroom
context, but also to management approaches in general; and

¢ Requirements for a stratified systematic random sample (see section 3.4.4).

Based on these parameters, the sample frame according to media type included:
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Daily newspapers;

Weekly newspapers;

Consumer magazines. Although South African media enterprises produce and
distribute a large number of magazines, the sample frame only included those
dealing with aspects of hard and soft news. Moreover, only magazines with a
weekly production and distribution schedule were included in the sample
frame. The rationale behind this was that magazines with a monthly schedule
face different/more lenient deadline challenges, which could skew research
resuits. Finally, only magazines that focus on general actuality issues were
included in the sample frame. This implied that titles focusing on, for instance,
health, business, gender, crafts or do-it-yourself were excluded;

Radio stations producing and broadcasting news. These included radio
stations affiliated with the public service broadcaster (SABC) as well as
independent/commercial broadcasters. The sample frame did not include
campus or community radio stations which use volunteer staff members. Only
radio stations with salaried employees were included in the sample frame.
SABC regional stations were also included in the sample frame, given that
they produced and distributed news;

Television channels producing and broadcasting news bulletins on an
hourly/daily basis. As was the case with radio stations, these channels were
only included in the sample frame if they had salaried employees. Television
channels affiliated with the SABC and independent/commercial broadcasters
were again included in the sample frame. International news channels
broadcasting in South Africa (e.g. CNN or the BBC) were not included in the
sample frame;

On-line media specifically responsible for distributing news. In some cases,
on-line media titles were responsible for limited news production by compiling
news items. The majority, however, mainly focused on adjusting existing news
items {compiled and distributed by news agencies) for distribution to target
audiences. Both on-line media titles connected to print publications {(e.g. daily
or weekly newspapers) and electronic broadcasters (e.g. television channels)

were included in the sample frame; and
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» Mainstream news agencies. Regional (e.g. Eastern Cape News Agency
[ECNA]) and international (e.g. Reuters and Associated Press [AP]) news
agencies were not included in the sample frame, even though they deliver
news to the South African media on a large scale. NGO/specialist news
agencies or government news agencies were also not included in the sample

frame.

3.3.2 Media ownership

Since 1994, ownership of South African media changed considerably, especially in

terms of (see seclion 1.3.4.2; Froneman, 2004:6-11):

» Deregulation of interests (especially in broadcasting);

* Foreign media ownership;

* Liberalisation of broadcasting airwaves, with licences being awarded to
community and commercial media; and

» Various black economic empowerment initiatives.

To some extent, each of these changes imposed new demands on owners,
shareholders, political role-players and audiences. One specific area relates to the
availability/lack of resources for media enterprises to perform their activities
effectively and efficiently (see section 1.6). As a result, media owners, managers and
reporters could think differently about the importance of the six managerial
competencies applicable to this study. More importantly, however, it could also affect
the effective and efficient implementation of these competencies in mainstream

media newsrooms.

Based on these considerations, and after consultation with the Sanef ETC, it was
decided that media ownership would form the second fixed variable for the study.

The same prerequisites applied as outlined in section 3.3.1.

The sample frame of media ownership types was subsequently compiled according

to the following ownership categories:
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» Media titles affiliated with companies listed on the Johannesburg Securities
Exchange (JSE),

¢ Media titles affiliated with companies not listed on the JSE;

¢ Media titles with a public service mandate; and

e Media titles affiliated with companies with a majority of foreign ownership
(although local shareholders might also be involved).

3.3.3 National representivity

In order to generalise research results wider than the research sample, the latter
must be representative of the research population (see Babbie & Mouton, 2001:647;
also see Struwig & Stead, 2001:5). To generalise research resuits obtained from the
sample frames discussed in sections 3.3.1 and 3.3.2 to all mainstream media in
South Africa, the sample frame also had to be naticnally representative. The

following geographical areas were therefore included in the sample frame:

« Cape Town;,

¢ Johannesburg/Pretoria;
s Durban;

s Port Elizabeth;

* Bloemfontein; and

e Nelspruit.

To accomplish the required geographical distribution, purposeful sampling was used.
According to Neuman (2004:138) a purposeful or judgemental sample refers to a
procedure in which researchers use their knowledge, expertise, judgement or specific
research objectives to draw a sample that would serve a specific purpose (alsc see
Du Plooy, 2002:114). This provides researchers with a sample frame from which a

sample of “information-rich" (Struwig & Stead, 2001:122) respondents can be drawn.

Purposeful sampling is classified among non-probability samples. This implies that
not all members of the research population have an equal chance to be included in
the sample (Du Plooy, 2002:113-114). Subseqguently, it is not suitable or advisable in
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all instances. However, as Neuman (2004:138-139) states, some situations justify the

use thereof. These are:

* Instances in which researchers are cognisant of cases/situations/individuals
which will be especially informative about the research problem. In the context
of national representivity, the researcher knew that the geographical areas
included in the purposeful sample are those with the highest concentration of
mainstream media titles. As a result, these areas will also be the most
“informative” about newsroom management;

¢ Cases in which researchers want to research a specialised population that is
difficult to “list” for the purpose of random sampling; and

¢ Instances in which researchers do not necessarily strive to generalise
research results, but rather gain a better understanding of the phenomenon
under discussion. As indicated in section 3.2.2.1.2, the purpose with
combining qualitative and guantitative research instruments in this study was
to gain a better understanding of the interaction between managers and

reporters in real-time newsroom situations.

The next step in the methodological process was to draw the research sample.

3.4 Sampling procedure

As indicated in section 3.3 (also see section 1.7.3.3) the aim with the sampling
procedure was to have a representative sample in terms of media type and media
ownership type that could be generalised to the bigger research population. After
consultation with the Sanef ETC and a senior statistical advisor at the Potchefstroom
campus of the North-West University (Ellis, 2004), the following sampling procedure

was implemented.
3.4.1 Step 1: Compiling the sample frame of media titles
Taking into account the considerations of media types (see section 3.3.1), media

ownership types (see section 3.3.2) and national representivity {see section 3.3.3) a
sample frame of 106 media titles was subsequently compiled (N=106).
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3.4.2 Step 2: Calculating the proportional sample per media type

As Cooper and Schindler (2003:195) indicate, proportional sampling refers to a
sampling procedure which ensures that all strata in a research study are
proportionally represented (also see Struwig & Stead, 2001:113). The sample of
each stratum drawn from the sample frame is therefore proportionate to its
representation in the total research population. In the context of this study, media
type and media ownership type each represented a stratum. The sample from these
strata had to be proportional to each stratlum's representivity in the total sample

frame and distributed across the different geographical areas (see section 3.3.3).

The following formula was applied to calculate the proportional sample for each

media type included in the research sample (also see Dillon, Madden & Firtle,
1990:283):

n=(X+Y)xN

Where:
» n = the number of media titles of each media type included in the sample;
* X = the number of media titles of each media type in the sample frame;
+ Y = the total sample frame; and

e N = the total number of media titles to be visited for the research. '

Table 1.1 outlines the stratified random sample according to media type.

3.4.3 Step 3: Calculating the proportional sample per media ownership type

The same formula was used to calculate the proportional sample per ownership type,

namely:

® Due to budgstary considerations, Sanef suggested that 47 media titles were to be included in the
research.
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n=X+YxN

Where:

¢ n =the number of media titles of each ownership type included in the sample.
¢ X = the number of media titles of each ownership type in the sample frame;
e Y = the total sample frame; and

¢ N = the total number of media titles to be visited for the research.

Table 1.2 outlines the stratified random sample according to media ownership type.

3.44 Step 4: Drawing a systematic random sample from the respective

strata

A systematic random sample according to media type and media ownership type was
subsequently drawn to make the sample as representative and random as possible.
The first step was to determine the number of each media type according to different
ownership categories. A calculation was subsequently done to determine the
proportional number of media in each ownership category to be included in the
sample. A systematic random sample was then drawn. According to Hocking ef al.

(2003:232) this sampling procedure requires researchers to:

e Starl at any randomly chosen point on the sample frame. In the context of this
study, a randomly selected point was used on the list of media types
contained in the sample frame;

e Ensure that all potential respondents in the sample frame have an equal
chance to be included in the sample. For the current research study this
implied that all media titles listed per media type needed to be considered for
inclusion in the sample; and

e Calculate a skip interval. After choosing a random spot on the list of each

media type from where sampling started, initially every third and thereafter
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every second of the remaining cases were included in the sample to reach the

required number of cases per media type.

In cases (at daily and weekly newspapers) where the systematic random sample only
rendered one mainstream title, a community newspaper (including Verified Free

Distribution [VFD] titles) was included in the sample. However, this title needed to:

¢« Have comparable circulation figures to mainstream titles in the specific
metropolitan/urban area;

e Be situated in the metropolitan/urban area already included in the
geographical sample frame;

¢ Be published on a daily {in the case of daily newspapers) and weekly (in the
case of weekly newspapers) basis; and

¢ Have salaried employees.

3.4.5 Step §: Categorising the above sample into geographical areas

Based on the sample compiled through the above procedure, the chosen media titles
were categorised into geographical areas for the purposes of conducting the
fieldwork. As outlined in section 3.2.2.2.2, meetings were subsequently set up with
the relevant contact people.

Table 1.3 outlines the sample of mainstream media per geographical area.

3.4.6 Step 6: Drawing a volunteer and availability sample of first-line news

managers

Fieldwork commenced once meelings at individual media titles were arranged per
geographical area. During fieldwork, a volunteer and availability sample was drawn of
first-line news managers available at each media title. Volunteer and availability
samples are classified as non-probability samples. According to Cooper and
Schindler (2003:183) this implies that sampling is “arbitrary and subjective” — each
member of the research population thus does not have an equal chance to be
included in the sample (see Du Plooy, 2002:113).
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Non-probability sampling is generally not considered a preferred sampling method
(e.g. see Jankowicz, 2005:203; Cooper & Schindler, 2003:198; May, 2001:95).
However, researchers acknowledge specific instances/situations in which it can
provide useful data. These include instances when (Jankowicz, 2005:202; Neuman,
2003:137; Du Plooy, 2002:113; May, 2001:95):

* Researchers want to focus more on issues, trends or events and the extent to
which these affect society. Smaller and non-probability samples can then
provide meaningful insight into these matters. In these instances, the aim is
not to generalise research results, but rather to improve understanding of the
phenomenon under discussion;

e Researchers do exploratory research or when pre-testing a research
instrument (e.g. questionnaire);

e |t is difficult to compile a sample frame from which a random sample can be
drawn. These include instances where people in dispersed, rural areas are the
target population and little “formal” information is available about them. The
best method to apply then is for the researcher to “collect” respondents while
travelling through the area and conducting fieldwork among respondents
whose details are available;

e The researcher uses a small target population and the non-probability sampte
includes the majority of the target popuiation in any way;

¢ The research objective or research problem is more "fit" for non-probability
sampling than for statistically proven methods; or

 Researchers have limited time and financial resources. Obviously, these
factors should ideally not limit a research project. However, researchers often
have few resources available for exploratory research or a pilot study. Non-
probability sampling could then provide equally insightful data in a shorter
period of time and at a lower cost.

As outlined in section 3.2.2.2.2, fieldwork for the research was done in real-time

situations. As a result, the researcher spent only a specific time at each media title,
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collecting quantitative and qualitative data. This motivated the use of availability and

volunteer samples among first-line news managers for the following reasons:

« [t was difficult to have an exact sample frame of the first-line news managers
who would be available to participate in the research at the time the fieldwork
was conducted. This was due to tight news production schedules and
managers’ responsibility to meet deadlines irrespective of the research project.
While first-line news managers could thus potentially be in the newsroom at
the time of fieldwork, professional obligations could prevent them from being
included in a predetermined sample; and

¢ As a rule, questionnaires were handed out when fieldwork commenced and
collected once fieldwork was completed. In a few cases, contact people
requested that questionnaires were handed out before the actual fieldwork
commenced. In these instances, the contact person briefed potential
respondents and handed out questionnaires. These were collected after the
fieldwork was completed. As a rule, questionnaires were also not ieft at media
titles after the fieldwork was completed. As a result, first-line news manager
respondents had to be available at the site and willing to participate in the
research in the period that fieldwork was conducted in order for them to be
included in the sample.

Given the requirements discussed above, a total of 79 first-line news managers were

included in the volunteer and availability sample (n=79).

3.4.7 Step 7: Drawing a volunteer and availability sample of reporters

The research required that reporter respondents needed to report directly to the first-
line news managers included in the above sample. The same guidelines applicable
to first-line news manager respondents also applied to reporter respondents.
Reporters also had to be available at the media title at the time when fieldwork was
conducted, and were voluntarily included in the research. Apart from the factors
which motivated the use of volunteer and availability sampling among first-line news
managers (see section 3.4.6), the nature of the news process necessitated that this
sampling method was also applied among reporters. Although reporters were



Chapter 3; Methodology 100

scheduled to be in the office at the particular time of visiting the media titles, breaking
news stories could compel them to leave the newsroom. If these reporiers were
identified for inclusion in a predetermined sample, their absence from the newsroom

could render a dysfunctional probability sample.

Given the considerations discussed above, 207 reporter respondents were included
in the volunteer and availability sample (n=207).

3.5 Data analysis

The final step entailed that the researcher analysed data collected during the above

process. These processes are subsequently outlined.

3.5.1 Qualitative data analysis

Qualitative data from interviews and observational research (see section 3.2.2.2) was
analysed and interpreted through qualitative content analysis. As Manning and
Cullum-Swan (1994:464) explain, content analysis was traditionally a quantitative
method used to analyse numerical data. However, in quantitative research,
researchers often exclude the context in which events occur. In a qualitative research
approach, however, context provides researchers with an additional and important
understanding of events (see Neuman, 2004:87; Struwig & Stead, 2001:12).

Qualitative content analysis thus entails a process through which themes, patterns
and categories emerge as the research progresses. By studying field/interview notes,
documents (e.g. letters, memoranda, diaries) and taking into account the context in
which the events took place, gualitative researchers are able to identify trends and

occurrences that enrich their research studies.

For the purposes of this study, qualitative content analysis entailed that interview
notes and observations were transcribed, categorised and compared. As such, the
researcher identified similar and different trends for inclusion in the research results.
Specific care was taken to highlight instances in which different trends, perspectives
or challenges were identified. In some instances, these differences highlighted
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positive aspects related to newsroom management. In other instances, however, i
was concluded that differences contributed to ineffective and inefficient newsroom
management. These were highlighted and discussed in the results sections of
chapters four to nine.

3.5.2 Quantitative data analysis

As Clifton et al. (1992.98) state, the issue of “significance” is often considered when
researchers analyse and interpret empirical research data. As such, "significance”
refers to whether a change or trend is noteworthy enough to be considered
important. Moreover, the question whether the difference between two issues (e.q.
importance and implementation of managerial competencies) is big enough to notice
can also be answered in terms of “significance”. Within the context of quantitative
research, significance if often measured in statistical terms (e.g. see Babbie,
1989:455).

However, as Steyn (2005:1) explains, statistical significance does not indicate how
important the differences or correlations between statistical data are. In order to
address this shortcoming, Steyn (2005:2) suggests that effect size indexes are used.
The size of these indexes is a direct indication of the practical significant differences

or correlations between the items measured.

The general research purpose of this study was to determine the importance first-line
news managers and reporters in the South African mainstream media attach to the
six managerial competencies applied (see section 1.5.1). The study also aimed to
determine perceptions related to the current implementation of these competencies
by first-line news managers (see section 1.5.2). The researcher thus used effect size
indexes (d-values) to indicate practically significant differences between the
importance and implementation of the six competencies (see Ellis & Steyn, 2003:52).
In this process, the research aimed to identify problems related to ineffective and

inefficient newsroom management.

Effect sizes indicating practically significant effects were calculated by using the
following formula (Cohen, 1988:20-27):
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Where:

+ d = effect size;
s X X, is the difference between the means of quantitative data obtained from
the two respondent groups (first-line news managers and reporters); and

e . is the maximum standard deviation of the two compared groups.

Once effect sizes were calculated, the researcher used the following guidelines to
interpret these values {Cohen, 1988:20-27):

¢ d=0.2 = no practically significant effect;
¢ d=0.5=moderate effect, and

» d=0.8 orlarger = a practically significant effect.

Over and above these, quantitative data analysis on the professional profile of
respondents was also done and reported in the form of frequency tables (see
sections 1.7.4.1 and 1.7.4.2).

3.6 Summary

This chapter outlined the methodological framework and techniques applied to
investigate the importance and implementation of six managerial competencies
among first-line news managers and reporters in South Africa’s mainstream media. [t
outlined and motivated the triangular combination of qualitative and gquantitative
research designs in order to obtain as much insight into the research phenomenon
as possible. The chapter also delineated the quantitative and qualitative research
instruments used for data collection purposes. The researcher substantiated this
approach through relevant literature on qualitative and quantitative research

methods. Similar literature was also used to motivate the specific methodological
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approach applicable to compiling the research population and sample frame. An
outline of the sampling process indicated how the representative research sample
was drawn. The chapter concluded with an outline of the qualitative and quantitative
data analysis methods used to obtain the richest possible insight into the research
phenomenon.

The next chapter of the study outlines the dimensions of communication as a
managerial competency. These dimensions serve as the backdrop against which
research results on the importance and implementation of this competency in South

Africa’s mainstream media newsrooms are outlined.
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Chapter 4:

Communication as a managerial competency

within the context of newsroom management

Effective communicalion is the glue that bonds people together
regardless of language, race, or ethnic background
- Maddox (1990:11)

We can communicale with the world, but we
can't seem to communicate with each other
- United States (US) newspaper editor (Peters, 2004:2)

4.1 Introduction

Little argumentation is needed that news managers (as managers in any other
industry) need good communication competencies to assist them in properly doing
their jobs. As such, proper communication is needed for media (and other business)
enterprises to effectively and efficiently achieve organisational goals and objectives
(see section 2.2). If managers effectively communicate with both subordinates and
superiors, the media enterprise's internal as well as external stakeholders will benefit
(see section 4.2).

This chapter focuses on communication as a managerial competency. In the first
instance, the dimensions of this competency are discussed. This is followed by an
outline of potential barriers to effective communication, as well as ways through
which these barriers can be removed. The chapter concludes with qualitative and
quantitative research results on the importance and implementation of
communication as a managerial competency among first-line news managers and
reporters in South Africa’s mainstream media newsrooms.
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4.2 The need for proper communication in modern-day enterprises

Broadly defined, communication refers to “the process of sending and receiving
messages” (Thill & Bovée, 2002:2). This process can only be successful if the
receiver receives and understands the intended message correctly. This
understanding, in turn, results in desired action or reaction. Effective organisational
communication poses many benefits, including quicker problem solving; improved
decision making; increased productivity; steadier work flow; stronger business
relationships; enhanced professional image; and improved response from internal
and external stakeholders (Thill & Bovée, 2002:3).

In a more focused sense (and specifically as a managerial competency),
communication refers to the effective transfer and exchange of information in order to
facilitate understanding between managers and others in the enterprise (Hellriegel et
al., 2001:16). According to Daft (2003:580) managers spend at least 80% of their
working day communicating with others. Proper and clear communication between
management and employees is thus crucial. On the one hand, obtaining and
disseminating relevant information (i.e. communicating) can ensure successful
strategic positioning and eventually organisational survival (Orpen, 1991:31). On the
other hand, Jo and Shim (2005:277) found that employees who receive sufficient
information through proper communication processes are more likely to form trusting
relationships with their managers. This, in turn, results in improved job satisfaction
and employee performance. inadequate internal communication, however, prevents
employees from developing a clear picture of the enterprise's vision, mission and
goals (and where they stand in the process of achieving those). This results in an
overall lack of organisational effectiveness (Orpen, 1994:568). It also prevents
management from identifying and reacting to potential organisational problems (Thill
& Bovée, 2002:7).

Media enterprises are no exception. The primary aim of these enterprises is to
communicate. As such, they strive to communicate messages about societal events
(local, national and international) to target audiences in the fairest and most balanced
manner possible. However, media communication does not end there. Media

enterprises are primarily also expected to facilitate proper two-way communication
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between employers and employees. Despite this, Northrup (1996:7) points out that
the media is often bad at managing internal communication, despite its
communicative nature. Peters (1999:10) supporls this. Reporters and other
newsroom staff (not appointed in management positions) indicated in a newsroom
study in the US that many newsroom problems could be solved if internal

communication were to improve.

The increasingly global nature of media activities (see section 8.2) linked with more
flexible conditions of employment (see section 2.5.2.1) progressively sees media
enterprises implementing the concept of “virlual newsrooms” and “virtual offices”
(Northrup, 1996:6). Thill and Bovée (2002:3) indicate that the number of US
telecommuters'® is estimated around 16 million. Virtual offices are especially
prevalent among female media practitioners, also in South Africa. An interviewee
who participated in this research outlined that the media title she works for
increasingly accommodates female staff members who work from home offices. She
accentuated that they would rather be more accommodating towards these

employees than stand a chance of losing their skills to another media title.

Some of the challenges mentioned above are subsequently discussed in more detail
(also see Thill & Bovée, 2002:3-6).

4.2.1 Technological innovation

Technology has the potential to improve communication. It has already improved the
speed and frequency of communication. Moreover, it has enabled people across the
globe to be in contact on a minute-to-minute basis. New technology (such as the
Internet, electronic mail, voicemail) thus facilitates new and innovative employer-
employee communication, irrespective of space and time (see Chan-Olmsted,
2006a:251; Wicks, Sylvie, Hollifield, Lacy & Scohn, 2004:99).

" As Thill and Bovée (2002:4) indicate, telecommutors are employees who do not physically commute
to work. Instead, communication technology (such as the Internet, electronic mail, cellular phones)
enables them to perform their agreed upon activities from home (or other form of virtual) offices.
Telecommutors are often expected to perform their jobs, complete projects and meet deadiines with
little or no supervision.
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Enterprises in the twenty first century thus have little choice but to improve internai
communication. This is especially relevant given the increasingly limited personal
contact between personnel and the increase of virtual offices. A lack of proper
communication could detrimentally affect organisational management, and

subsequently business success.

Media enterprises in South Africa and abroad already utilise the opportunities new
technology present to improve internal communication. As such, the New York Times
Group uses webcasts to reinforce their “journalistic mission and ... cherished values,
yet encourage (their) ambitions as a business organisation so that (they) could raise
(their) level of performance to new heights” (Jones, 2003:14). According to Jones
(2003:14), this approach addressed the dilemma that communication messages
simply become “pieces of paper” fluttering down from management to staff members.
In a South African media context, Media24, for instance, uses its intranet (scoop.net)
as both a communication and training instrument. As such, it provides reporters with
feedback on stories written, as well as areas in which stories and story ideas could
be improved. The intranet also serves as an information tool through which staff are
informed of salient issues on the national and international media training agenda
(Els, 2002; also see section 2.6).

4.2.2 Communicating with a culturally diverse workforce

This issue is probably nowhere more relevant than in South Africa (also see chapter
eight). The country's post-1994 landscape changed to such an extent that the media
needs to address the needs and expectations of a “mixed mosaic of identities divided
up by age, language, culture, urban/rural differences, regions ... education and
incomes” (Addison, 2004:35; also see Witepski, 2006:40). As such, recent studies
found that more than 40% of South Africans “often do not, or seldom, understand

what is being communicated in English” (Anon, 2004:14).

This challenge also faces the media in terms of internal communication. As part of
media transformation since 1994, several attempis were made to address cultural
and language diversity in the media. As such, multilingual staff members from a more

diverse cultural background were increasingly appointed in media positions. On the
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one hand, these initiatives ensured that media enlterprises have a more
representative workforce. On the other, it enables the media to produce and
distribute a more diverse news product to the country’s media audiences (see Von
Bormann, 2004a:31; Berger, 2004a:36).

Given the increasingly global nature of media audiences, this challenge is not unique
to South African newsrooms. Wicks et al. (2004:42) argue that having a culturally
diverse workforce is probably one of the biggest challenges facing media managers
in the next decade (also see Fink, 1996:148). As such, news managers are likely to
face tests related to newsroom conflict and tension among colleagues from different
cultural backgrounds and orientations. To address these, managers and reporters
will require skills that demonstrate sensitivity and adjustment when communicating
with a culturally diverse workforce (also see sections 4.6.1.6 and 4.6.1.14 for an
outline of how well first-line news managers in South Africa’s mainstream media

perform on this area).

4.2.3 Communication in an information age

Communicating in an information age requires staff on all organisational levels to
manage increasing volumes of information. This is positive in the sense that more
information is available upon which to base decisions. However, given the
importance of basing decisions on proper information (see section 5.3.1), staff need
skills to effectively and efficiently find, analyse, evaluate and disseminate information.
They also need skills to properly communicate relevant information to the appropriate

stakeholder groups for inclusion in their decision making processes.

As such, proper internal communication can facilitate organisational success, as staff
members understand events and decisions affecting the enterprise (see Burton,
2001:16). Moreover, it provides them with insight on their role in these events and
decisions and strengthens their sense of organisational "belonging”. Enterprises
should thus ensure that relevant information is communicated timeously and

effectively throughout the organisational ranks.
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4.2.4 Communication with staff in teams

Organising staff into work teams has become increasingly popular among enterprises
worldwide (see section 7.2.2). This is encouraged by the increase realisation that
top-down and authoritarian management styles do not render optimal staff
performance (see Hellriegel et al., 2005:36-61 for an overview of how management
styles and approaches have been adapted over the years). Moreover, global and
increasingly networked organisational operations necessitate a shift towards
collaborative work groups or teams responsible for realising organisational goals and
objectives (see llbury & Sunter, 2005:76). Employees on different organisational
levels should therefore have the skills 1o properly communicate with colleagues
within a teamwork context.

This also applies to the media. As such, the shift towards newsroom teams can be
attributed to factors such as digital (and increasingly also virlual) newsrooms, more
flexible conditions of employment and technological developments (see Quinn,
2002:33). However, not all agree that teams are necessarily the ultimate framework
upon which to base newsroom activity. Peters (2004:37), for instance, points out that
many employees are “not enthusiastic about the teams they're on ... (and) many are
forced to partner with co-workers who have few teamwork skills". Similarly, the
Financial Times Group states: “Just as our editorial reporting and analysis aims to
stand out from the crowd ... so too our internal cuiture promotes an environment
where individual contribution is highly valued (and where) ... individually and differing

opinions are not subsumed by an overriding team ethos” (Young, 2003:27).

Reality is, however, that teamwork is currently the preferred way of organising
organisational activities (for many enterprises) and managers will need to adjust their
communication skills and competencies accordingly (Quinn, 2002:53). The extent to
which this is successful in South African mainstream media newsrooms is outlined in

section 7.3.1.

Given this background, the dimensions of communication as a managerial

competency are subsequently outlined.
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4.3 Dimensions of communication as a managerial competency

According to Hellriegel et al. (2005:15)

communication {as a managerial compeltency) is perhaps the most fundamental. Unless
you can express yourself and understand others in written, oral, and nonverbal ...
communication, you can't use the other compelencies effectively to accomplish tasks
through other pecple. Nor can you effectively manage the vast network of relationships

that link you to other people inside and outside of your organisation.

Jacobs (2004:7) supports this perspective by stating that effeclive communication
should be the vehicle through which management and employees aim to engender
“goodwill and mutual understanding”. This will, in turn, facilitate that organisational
goals and objectives are aligned with personal ones. Given the dynamic and
changing environment in which businesses operate and employees perform their

professional activities, this issue is particularly important (see Gillis, 2004.8).

Managers will only successfully achieve this if they are aware of and skilled in the
different dimensions of communication as a managerial competency. These
dimensions are subsequently discussed (see Hellnegel et al, 2005:15-17,
QOuosthuizen et al., 2002:29; Hellriegel et al., 2001:16-17).

4.3.1 Formal communication

Formal communication techniques are implemented to inform internal and external
stakeholders of organisational activities and events. The style and format of formal
communication depends on factors such as the nature of the enterprise; the nature of
the message communicated; and the nature of the target audience. Specific
communication instruments include presentations, written letters and memoranda.
Within a modern-day organisational context, formal communication messages are
increasingly also distributed via electronic mail. Irrespective of the specific
communication instrument used, messages should remain clear, accurate, concise
and understandable.
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Contemporary media enterprises utilise the opportunities presented by new
communication technology. As such, senior managers at the Financial Times Group
use (amongst others) quarterly presentations to staff members as formal
communication instrument. These presentations aim inform staff of important
business issues and projects adding to the group’s success (Young, 2003:29).
Similarly, top management at the New York Times Company uses webcasts to
communicate important information to staff. Video recordings are made of top
management discussing relevant issues with each other and “with staff” (by looking
directly into the camera). These “conversations” are then communicated
electronically to staff via the group’s intranet (Jones, 2003:15). Members of top
management are of the opinion that these messages convey “a sense of enthusiasm
and commitment from the top” and in the process also motivate staff (Jones,
2003:14).

As stated above, electronic mail is an increasingly popular means to pass on formal
communication messages to staff. However, as Peters (2004:5-86) points out, this is
not necessarily ideal in a newsroom context. Peters conducted a newsroom study at
almost 40 newspapers in the US. Findings from this study confirmed that 60-65% of
respondents are introverts. As such, electronic mail could be perceived an ideal
instrument to avoid direct interaction or verbal communication with colleagues.
However, respondents seemed aware of the potential danger of over-ulilising
electronic mail as a formal communication instrument. Their main concern focused
on the extent it limits proper interaction and discussions between themselves and

their supervisors.

During qualitative interviews for this research, interviewees on higher management
levels of South Africa’s mainstream media newsrooms highlighted the use of various

formal communication instruments. These included:

¢ Electronic mail correspondence, especially when managers want to keep a
record of correspondence between themselves and reporters. These
messages would especially be used to keep record of discussions aimed at
improving reporters’ performance;

» Messages posted on the intranets of media titles (also see section 4.2.1);
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o Letters and/or memoranda, especially when formal organisational policy
issues or other organisational changes are communicated to staff;

* Presentations used when people in higher management positions want to
address staff on company policy or related changes; and

¢ Newsletters or other internal publications. These communication instruments
are implemented to communicate changes in company policy or related
issues to staff. However, managers in regional offices of the SABC expressed
their concern that they (and staff) would often learn about these changes only
through messages in newsletters or other publications. As such, they would
not be informed personally of changes which might affect their working
conditions or personal situations. They attributed this to a lack of formal
communication between higher level managers and staff. In their view, one
explanatory factor could be the distance between regional offices and the

head office in Johannesburg.

Given the different formal communication instruments available, Vogt (2004:24)
wamns that these processes can not be effective if management actions do not
support communicated messages. This could see organisational morale, productivity,
motivation and performance suffering. Young (2003:28) supports this sentiment; “if
managers bark orders at their people, keep key information from their teams or chop
and change their minds about funding products ... a lack of credibility in leadership
messages ensues and people quickly feel disempowered”. Clearly, any enterprise

striving for success would want to prevent this.

The extent to which first-line news managers in South Africa's mainstream media
newsrooms succeed in implementing formal communication instruments and

processes is outlined in section 4.6.1.1.

4.3.2 Informal communijcation

It is estimated that 80% of information passed on through informal communication
networks relate to the enterprise and its activities (Thill & Bovee, 2002:8). By
implementing informal communication processes, managers build a network of
contacts among relevant internal and external stakeholder groups (Hellriegel et al.,
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2005:16). These contacts aim to elicit feedback and ultimately promote two-way
communication between managers and stakeholders. Despite this, managers often
lack the skills to ulilise proper feedback (see section 4.4.9 for more detail on the

effect this has on effective communication).

4.3.2.1  The need (o adjust informal communication to reach the target audience

informal communication approaches need 1o vary, depending on the receivers
background, education, language, culture or ethnicity. As such, it can include
informal discussions, lunches or the occasional cup of coffee with a randomly
selected group of employees (Rankin, 1986:34). Senders need a sound knowledge
and understanding of their audience's characteristics before formulating and
transmitting messages. If not, it might be decoded incorrectly and be misunderstood,
with the original intention being lost (Thill & Bovée, 2002:11).

Within a globalising organisational environment, enterprises need to be even more
aware of the potential for inappropriate communication or misunderstood messages.
Rodriquez (2004.6) summarises this dilemma:

Communicators need to counsel executives on ... how to verbalise the messages that
reflect the company’s real objectives, how to pick the right channel and media to
communicate, how to present themselves so that people will listen, how 1o anticipate

the outcomes of communication and how 1o gather feedback.

As such, language is an important factor. This is especially relevant for internal and
external communication in the South African media environment. Resuits from Audit
1 highlighted that almost half of the reporters participating in the research did not
work in their mother tongue (Steyn & De Beer, 2002:37). As a result, print media
reporters often find it difficult to accurately spell words, formulate sentences and
logically put a story together. Similarly, broadcast reporters face challenges to
pronounce words and phrases understandably, given that it could be in a second or
third language. This, in furn, poses the dilemma of communicating effectively with the
target audience (also see Anon. [2004:15]} with reference to similar challenges facing
other media publications in South Africa).
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Despite the external communication challenges described above, effective internal
communication is similarly challenged by staff who communicate in a language other
than their mother tongue. As such, about 30% of first-line news managers and more
than 40% of reporters who participated in this study indicated that (on average) they
do not communicate in their mother tongue (also see sections 1.7.4.1 and 1.7.4.2).
Managers should thus be cautious of potential misunderstanding and adjust informal
communication messages in order to optimally facilitate effective communication.
Interviewees included in the research confirmed these findings. However, they stated
that multilingualism in newsrooms facilitates communication, staff morale and

interpersonal relationships. They therefore do not perceive it as a hampering factor.

4.3.2.2 Initiatives to facilitate understanding in informal communication situations

Understanding between sender and receiver can be facilitated through sensitivity
towards and tolerance of others' needs, opinions, feelings and idiosyncrasies

(Peters, 1999:12). Communicators thus need to hone interpersonal skills.

However, recent research indicated that news managers perform worst in this area
(Geisler, 2004:1). While these managers were said to be strong in areas of product
and process management, reporters rated them worst at managing people. The
study (Geisler, 2004:1) found that one in four newly appointed managers needed
significant improvement in this area (also see section 10.1). Findings from other
studies {see Jo & Shim, 2005:277; Xenitelis, 2004:7; Heuman, 2004:7; Gillis, 2004.8;
Romano, 2002:14-16; Peters, 1999:22; Gaziano & Coulson, 1988:869; 871)
confirmed these results. Apart from insufficient communication skills, these studies
found that managers also spend too little time with subordinates, lack leadership and
interpersonal skills, and do not provide sufficient feedback. As a result, they are
perceived as impatient, bad tempered and bad mannered. These characteristics do
not facilitate informali communication or interpersonal relationships. Given the
importance subordinates attach to it, managers need to focus on improving these
skills.
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Participants in South African newsroom studies also expressed these sentiments.
Respondents who participated in Audit 1 had two broad perspectives. At media titles
where more stringent management styles apply, (especially older) respondenis
complained that younger reporters seemingly lack motivation and loyalty. Moreover,
these reporters were said to be in journalism only for the celebrity status associated
with their jobs. As this perspective differs from that held by older colleagues, a
negative newsroom atmosphere developed. On the other hand, (especially younger)
respondents employed by media titles with more participative management
approaches were very positive that employees work hard and enjoy their jobs.
Moreover, they were appreciative about the valuable contribution these staff make
towards the media titles and the profession. As a result, the latter group of
respondents seemed more prone to focus on interactive communication sessions.
During these sessions, staff on different organisational levels participate in open and
frank discussions on issues confronting the enterprise. On the one hand, these
discussions were said to benefit interpersonal relationships (despite different cultures
and backgrounds). On the other, it also increases awareness, sensitivity and

understanding among employees on different organisational levels.

Accessibility on the part of both parties involved in the communication process also
facilitates effective two-way communication. This is especially applicable when
managers communicate with staff. Inaccessibility was said to be one reason why top
manager Richard Kapian was “managed” out of his position at CNN's headquarters
in Atlanta. Staff members experienced him as “arrogant, demanding and difficult”,
with the tendency to “explode on people” (Farhi, 2000:42-43).

4.3.3 Negotiation

Negotiation skills are often considered “survival skills for managers” (Romano,
2002:16). As such, it requires managers to negotiate with superiors and subordinates
on behalf of an enterprise or a team in order 10 establish consensus on an issue,
Consensus is needed on goals and objectives as well as willingness to achieve these
(Hellriegel et al., 2005:16). Negotiation might also be needed to determine and
establish organisational roles, as well as to identify, obtain and utilise resources to

the benefit of all parties involved.
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Within a newsroom context, the above could relate to managers negotiating with
owners of media enterprises to, for instance, obtain adequate technological
equipment needed to cover news events. Some interviewees who participated in this
research aired their frustration about the nature and outcome of these negotiation
processes. As such, they experience that owners are unaware of the needs and
requirements of the news production and distribution environment. They ascribed this
to the fact that media owners are not familiar with the media industry, as their
ownership interests stretch over various industries. As a result, they fail to
understand the need to upgrade or replace outdated equipment. If this is the case,
media titles find it difficult to cover certain news events. Moreover, if they do cover
the events, the news product is often inferior and unprofessional compared to that of

their competition who have access to better equipment.’

Newsroom negotiation might also be needed to decide whether news footage or
photographs should be included in coverage of a specific news event. On this issue,
interviewees stressed that the majority of newsrooms prefer negotiation and
democratic decision making to resolve these issues. They outlined how newsroom
staff (from different organisational levels) use newsroom meetings to discuss
advantages and disadvantages of covering a particular news event. However, many
emphasised that they (as managers) ultimately remain responsible to take the
decision and be accountable for their decision. Van Nostran (2004:10) echoes this
approach: “employees seem to have more things to say and more guestions to raise
..., but it is still the leader’'s responsibility to make the decisions and live by the

consequences”.

Given the multicultural nature of many work environments (see section 8.2)
managers need awareness of and experience in negotiating styles across cultures.
As such, Thill and Bovée (2002:11) state that negotiators from the US, Canada and

'S Because the sample for this research did not include media owners, it is possible that this
perspeclive only provides one angle to this situation. As such, the possibility exists that the media
owners under discussion do not have funds to immediately upgrade or replace equipment. It might
also be the case that they consider other issues more urgent. As a result, they would rather spend
available funds to address those issues. This does not imply, however, that interviewees’ frustration is
not valid. Again, proper communication and information between owners and managers could reduce
this frustration.
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Germany often approach negotiations on a more impersonal basis than their
counterparts from Japan. Whereas the former group is more interested in the
economic gains as primary outcome of the negotiation process, the latter focuses on

establishing and maintaining long-term relationships.

Irrespective of the negotiation approach followed, successful negotiators are
expected to have an honest and genuine approach to the negotiation process.
Moreover, they are required to control their emotions, listen actively to what is said
and how it is being said, and demonstrate understanding of the message.
Unfortunately, these are often aiso the factors that hamper effective communication.
Given the need to optimise communication, these barriers are subsequentiy
discussed.

4.4 Barriers to effective communication

Although all communication interaction implies that meaning is exchanged between
senders and receivers, Thill and Bovée (2002:12) point out that the message as such
contains no meaning. Meaning is only established once the intended meaning (on
the part of the sender) matches the perceived meaning (in the mind of the receiver).
Inability to achieve this indicates that communication barriers hamper effective
communication. Unless these barriers are identified and overcome, effective
communication can not take place. The following issues pose barriers to effective
communication (see Lussier, 2003:345-362; DuBrin, 2003:359-362; Thill & Bovée,
2002:12-14).

4.4.1 Semantics and jargon

Semantics and jargon can cloud message perception. This is especially true in South
Africa. Employees from 11 different language backgrounds potentially interact and
communicate with each other. In an attempt to address this challenge, many
enterprises adopted English as the language of communication, even though it is not
the mother tongue of many employees. This notion is especially witnessed among
young black South Africans (Anon, 2004:14). As such, it is likely that English will
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remain a prevalent language in print and electronic media, despite government (and
other) efforts to redress the language imbalance in the media.

However, communicating in a second or third language can increase communication
barriers associated with semantics and jargon. The current research supports this
statement. Interviewees indicated that newsroom staff are more multilingual than two
to three years ago. They also emphasised that this aspect unifies newsrooms and
facilitates internal communication (Steyn et al/, 2005a:32). However, quantitative
results (see sections 4.6.1.13 and 4.6.1.15) indicate that first-line news managers
and reporters perceive multilingualism as a potential barrier to effective newsroom

communication.

4.4.2 Information overfoad

Thill and Bovée (2002:13) indicate that the average white-coliar worker in the US
sends and receives almost 200 messages per day. This happens through a variety of
communication channels such as telephone calls (more than 50), electronic mail
(around 30), voice mail {more than 20) and other forms of mail (almost 20). On the
one hand, this could broaden their perspective and facilitate decision-making. On the
other, it could also lead to information overload (also see section 4.2.3).
Communicators are thus challenged to be clear and concise, in an effort to effectively
transfer the message the first time. Respondents in a newsroom study (Peters,
2004:26) echoed this. They indicated that news managers need to be more direct in
internal communication. This will enable employees to know exactly what is

communicated to and expected of them.

4.4.3 Communication channels

The type of message largely determines which communication channel will be most
appropriate. Each communication channel has limitations which could distort some
part of the message (Thill & Bovée, 2002:81). It is therefore important that
communicators convey their message in such a manner that staff's “imagination (is
captured) and ... level of passion and commitment (is raised)’ (Vogt, 2004:26).
Failure to successfully decide on the most appropriate communication channel could
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prevent effective communication. However, this is not an easy task. Differences in
ethnic and cultural backgrounds, language, education and individual personalities all
influence this decision. Different communication channels also communicate different
“pictures” about the sender in the mind of the receiver. For instance, a formal
message needs to be communicated through a formal letter or memorandum,

Moreover, a confidential matter would be better communicated by letter than by fax.

Section 4.3.1 outlined that reporters place a high premium on proper communication
through the most appropriate channel. As such, it is important that news managers
focus on establishing and utilising proper interpersonal communication channels
instead of using impersonat channels such as electronic mail. One reason for this is
that reporters increasingly want the opportunity for personal feedback and interaction
(see Jo & Shim, 2005:278; Geisler, 2004:2). This especially relates to information
that directly affects their working conditions. Mediated messages often do not allow
this opportunity.

Within a changing and increasingly interactive newsroom environment, however, the
role of electronic communication channels (such as electronic mail) should not be
underestimated. For instance, news editors at on-line media (such as news24.com)
indicated that they utilise electronic communication to encourage interaction and the
exchange of ideas. As such, the website would update editors of print newspapers on
breaking news by sending electronic newsletters to them. This proves to be
particularly valuable with regard to sharing ideas between different media outlets
(see Heyl, 2002).

4.4.4 Noise or distraction

Noise or distractions can hamper effective communication. As such, illegible copy
(e.g. due to bad fax transmission), bad telephone connections or poor acoustics
during an oral presentation can hamper the communication process. However,
distractions can also relate to limitations on the side of the receiver. These include
health problems, emotional problems or negative attitudes (also see sections 4.4.6,
4.4.7 and 4.4.9).
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4.4.5 Trust and credibility

Trust and credibility can determine the measure of response to a message. In a
recent study on the relationship between effective employer-employee
communication and trusting relationships, Jo and Shim (2005:279) found that
“‘managers who communicate well and attentively to their subordinates perform better
in situations that involve nurturing and maintaining trusting reiationships”. The same
authors also found that “employees receiving positive communication are more iikely
to ... form trusting relationships with ... management” (Jo & Shim, 2005:278). Gillis
{2004:8) similarly found a positive correlation between trust and credibility and the
extent to which employees participate in organisational communication. As trust and
credibility increases, staff tend to be more commitied to the enterprise. This results in

improved organisational relationships.

However, developing relationships with superiors or subordinates takes a deliberate
effort {(on any organisational level). As Orpen (1991:36) states, it is easier for people
to communicate with colleagues on the same organisational level. This is ascribed to
the fact that these people are more likely to share interests and concerns. Interaction
is thus less threatening. Managers therefore need to make a concerted effort to build
trust between themselves and subordinates. This requires open and honest
communication, accessibility and respect of others’ needs and expectations
{(Romano, 2002:15).

As is the case in other industries, media managers also need to foster trusting and
credible external relationships with various stakeholders (e.g. the government, other
media enterprises, audiences and advertisers). This will only succeed if media titles
convey factually accurate, clear and correct messages to these stakeholders (see
Bezuidenhout, 2002; Du Plessis, 2002).

External relations, however, are not the primary focus of this study. As a result, the
extent to which first-line news managers in South Africa’s mainstream media are able
to establish and maintain sound internal relationships is outlined in sections 4.6.1.5
and 4.6.1.8.
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4.4.6 Listening skills

Selective listening (or a tack of listening skills) can also hamper effective
communication. The finding that first-line news managers spend most time at the
workplace listening to others (Maddox, 1990:2) necessitates that they address poor
listening skills (also see Berryman-Fink, 1985:309 for differences distinguishing
listening skills among female and male manager respondents). As such, former
AlliedSignal (sic) Aerospace ranked good listening skills a critical component of
effective communication when they developed a formal management training
program. This program was aimed at addressing communication challenges

managers are expected to face (Van Nostran, 2004:10).

Research findings highlight that news managers also need to improve their listening
skills. “Not listening” was one of the negative behaviours cited in a recent study on
news managers' strengths and weaknesses (Geisler, 2004:2). Equally, respondents
identified “listening with respect and interest” as some of the most positive

management behaviours that foster “a climate for good work” (Geisler, 2004:4),

4.4.7 Emotional barriers

Emotional barriers often debilitate ciear communication and objective listening. While
people communicate on a content level as well as an emotional level, it is said that
the latter potentially affects communication behaviour most (Romano, 2002:14).
Managers should thus have the skills to identify and control the emotive side of
communicating and interacting with staff. Moreover, they have the additional task to
control their own emotions. Ability to do this could help them to remain calm when
communicating with (potentially difficult) employees. As a result, contentious issues

will be resolved more satisfactorily.

First-line news managers’ ability to be sensitive towards stafl's emotional needs and
control their own emotions when communicating with staff is outlined in section
4.6.1.6.
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4.4.8 Nonverbal communication

This form of communication includes facial expression, vocal quality, gestures and
posture. It is estimated that nonverbal communication constitutes at least two thirds
of total communication (Beall, 2004:18). Despite this, many communicators tend to
overlook nonverbal activity and focus more on verbal expressions. Maddox (1990:2)
found that formal communication training could exaggerate this situation. As such, it
was found that the more business communication courses first-line news managers
took, the less important they considered nonverbal communication compared to
verbal skills. This finding necessitates that managers pay particular attention to align
nonverbal communication with verbal messages.

Nonverbal communication can pose particular cross-cultural communication
challenges, as different rules guide communication across societies. For instance,
eye contact may differ between communicators from an Arab or North American
culture. Similarly, gestures and physical contact (or the absence thereof) could send
different messages in different cultures (Beall, 2004:20).

Given the above (and within multicultural South African newsrooms), managers and
reporters should attend to their nonverbal messages. As such, clothing and
professional conduct (or the lack thereof) could send a particular negative message.
As newsroom coaches and mentors, first-line news managers should thus highlight
the professional aspects of nonverbal communication to staff. They should also
indicate the negative effect of improper nonverbal communication. This will probably
become more important due to the younger, more inexperienced and multicultural
nature of South African newsroom staff (e.g. see Ludman, 2002; also see section
1.7.4.2).

4.4.9 Feedback

Feedback verifies messages. However, receivers are often reluctant to give
feedback, especially when they are uncertain about the sender's reaction to
feedback. A lack of trust and credibility in a relationship can also prevent receivers
from giving truthful and open feedback. As was indicated above, managers should be
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skilled to interpret both verbal and nonverbal elements of feedback. By asking
questions or requesting receivers to paraphrase, managers can ensure that they

understand feedback correctly and that they address potential misunderstanding.

Peters (2001:5) confirmed the above with regard to news managers. Research
results indicated that these managers consider it “perhaps the most dreaded of all
management duties”. They ascribed their reluctance to give feedback to a fear of
hurting employees’ feelings. Moreover, respondents indicated that giving constructive
feedback is not a natural “talent” and that they receive too little training, coaching and
mentoring on this area from higher level managers. Geisler (2004:3) supports these
sentiments, as it was found that newsroom staff consider reguiar feedback an area in

which newsroom management skills should improve most.

With regard to South African newsrooms, findings of Audit 1 and Audit 2 indicate that
juniorisation and inexperience are significant characteristics of reporters and first-line
news managers (see Steyn & De Beer, 2002:25-26; Steyn et al., 2005a:38-39; also
see sections 1.7.4.1 and 1.7.4.2). Feedback and coaching thus become even more
important. However, the potential value of proper feedback is hampered by
newsroom realities such as staff shorlages, increased deadline and competitive
pressure, and resultant lack of time. First-line news managers’ performance on this

management task is outlined in section 4.6.1.2.

4.5 Addressing communication barriers

Section 4.4 delineated aspects that potentiaily hamper effective communication.
Given that breakdown in communication is often blamed for personnel problems, and
given the amount of time managers spend trying to rectify these problems, it is
obvious that these barriers should be addressed. As such, the following can serve as
important guidelines (Vogt, 2004:25; Thill & Bovée, 2002:15-18; Romano, 2002:14-
16).
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4.5.1 Focus on the audience — whether one person or more

When communicating, senders should focus on their audiences, irrespective of the
size thereof. Communicators should take the needs, preferences and characteristics
of audiences into account. They should also be informed of the receiver(s) level of
education, age, perceptions and biases. Furthermore, parties should agree on how
much time is avaitable for communication. This requires senders to spend time with
their audience in order to properly understand these issues. Once senders are in a
position to see the world through the eyes of their audience, a relationship will
develop, interaction will improve and communication will probably become more
effective. This, in turn, will again reflect in employees’ loyalty and commitment
towards the enterprise (see Wells, 2004:1 for a recent illustration of loyalty among
newsroom staff at the BBC). Results from this study (see section 4.6.1.4) show that
first-line news managers are not very successful in communicating with newsroom

staff as an internal audience.

Getting to know the audience is not only relevant when communicating with
subordinates. It can also be particularly valuable in communication with superiors. If
managers get to know their superiors better, they could be successful in developing a
relationship of trust with them. This, in tum, will enable them to exercise influence
when communicating with them (see Ford, 1996:7) The extent to which first-line news
managers succeed in successfully communicating with superiors is discussed in
sections 4.6.1.8 and 4.6.1.9.

4.5.2 Create a climate for open communication

In any relationship or interaction, two-way flow of information is important to develop
and maintain the relationship. In the context of organisational communication, it is
therefore important to create a climate for open communication. Orpen (1994:59)
found that enterprises that encourage employees to participate in open, two-way
communication and decision making create a more loyal and committed employee

corps.
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This approach can be facilitated through open and informal communication settings.
In these settings, managers can get a better sense of the needs and ideals among a
wide variety of employee groupings (Porter, Lorsch & Nohria, 2004:68). Open debate
also tends to favour organisational development and success. By obtaining a wider
range of solutions, potential organisational problems can be solved more effectively.
Finally, open communication also poses the advantage of higher accuracy, as both
parties can ensure that the message is properly understood (see Rankin, 1986:35).
Again, proper feedback and good listening skills are important.

4.5.3 Be cautious not to cloud messages with too much information

As was indicated in section 4.4.2, information overload currently challenges many
enterprises. Communicators should thus continuously review their communication
strategies and the nature of messages. The main aim should be to determine
whether messages do not provide too much or too little information to the audience.
Just as the latter can leave audiences detached and uninvolved in organisational

activity, the former can leave them helpless due to information overload.

4.5.4 Effectively manage emotions

All parties involved in the communication process should effectively manage their
emotions (also see section 9.2.3.1.1). For communication to be effective, both parties
should (as far as possible) remove emotions from the communication process. In an
organisational context, managers are responsible to restore their own “emotional
equilibrium” as well as that of staff members they communicate with. They shouid
also try to avoid situations where emotional barriers (such as misunderstanding or

overreaction) can hamper effective communication.
4.5.5 Implement active listening skills
Active listening skills can avoid communication barriers. According to Romano

(2002:15} active listening skills are most effective in managers’ endeavour to control

emotional barriers. By actively listening to a subordinate, managers demonstrate tha
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they have empathy with the person and/or the situation. As a result, subordinates

might also try to be more accommodating.

Active listening skills include (see Thill & Bovée, 2002:36-37):

s Paraphrasing (i.e. ‘repeating” the person’s comments);

* Emotional labelling (i.e. identifying the person’s feelings and indicating that
the message is listened to and understood);

¢ Reflecting/mirroring (i.e. repeating the last part of the communicated
message). In this process more information is solicited without guiding the
direction of the conversation;

+ Effective silences to diffuse highly emotional conversations;

+ Minimal encouragers (i.e. gestures such as nodding the head or proper eye
contact);

¢ Using “I" messages;

¢ Using open-ended questions to stimulate discussion; and

¢ Summarising the sender’s story in the listener's own words.

Taking notes (if appropriate) can also facilitate the listening process, although the
receiver should be cautious not to focus so much on the note taking process that the

oral message is misunderstood or missed.

4.5.6 Use technology sparingly

Section 4.2.1 outlined that technological developments can facilitate effective
communication. However, technology such as the Internet and teleconferencing
should be utilised to support and improve the quality and effectiveness of the
communicated message. Technology as such will not necessarily facilitate
communication. Again, aspects related to the audience, the type of message and the
intention of the message should be considered when deciding to use technology or

mediated communication instead of an interpersonal communication approach.
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Within the context of this research study, reporters recognised the importance of
technology as a means to promote effective newsroom communication (see section
4.6.1.3). However, unlike respondents in similar studies (e.g. Peters, 2004) their
perception is that first-line news managers in South African mainstream media
newsrooms use technology too sparingly. Moreover, they are also of the opinion that
mediated communication could facilitate effective communication (see section
4.6.1.3).

4.5.7 Communication should be based on sound ethical standards

Messages based on sound ethical standards should include “all relevant information,
(be) true in every sense, and (not) deceptive in any way" (Thill & Bovée, 2002:17).
Communicators (especially managers) should also ensure that messages are legal,
balanced and something they can live with (also see section 9.2.1 for a more detailed
discussion of the issue).

In organisational communication, a formal code of ethics can be valuable to guide the
above process. As such the importance of ethical communication in a media context
can not be underestimated. This does not only relate to communication with
audiences and other external stakeholders, but specifically also to internal
communication. Changed legislation compels managers to adhere to legal conduct
and ethical standards. In addition, interviewees who participated in the research
indicated that the younger generation of newsroom reporters are well informed about
their conditions of employment. Subsequently, media enterprises and news
managers have little choice but to ensure that all staff members act in an ethical and
legally acceptable manner. Research results from Audit 2 (see Steyn et al.,
2005a:46) reinforce this need. As such, both first-line news managers and reporters
indicated that they have very positive attitudes about the existence and
implementation of ethical codes at their respective media enterprises (also see
section 9.3.1.1 with regard to the current implementation of management tasks

related to ethical conduct by first-line news managers).

Qualitative data obtained from interviewees, however, provided differing

perspectives. One interviewee admitted that “there might be a code of ethics (in this
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enterprise), but | am unaware of it". Another said that they have a formal newsroom
code of ethics, but that “the newsroom is not very strong on ethics” and that "the
code of ethics is not applied”. Some interviewees also stated that their media
enterprises lack a formal code of ethics. Despite this, others stressed the importance
of upholding sound ethical standards despite the danger of losing a good story. Their
perspective is that inability to do so could result in audiences losing trust and
credibility in the media title.

Other interviewees indicated that a formal code of ethics forms an important part of
their news operations and that they have mechanisms in place to formalise the code.
At a magazine (that forms part of a bigger media enterprise) the interviewee
indicated that, aithough they do not have a formal code of ethics for the magazine
itseif, they are currently developing a joint code for all magazines in the group. An
interviewee in broadcasting probably made one of the most important comments on
this issue. He acknowiedged that news enterprises can “have beautiful policies in
glossy books, bul if people do not inculcate the issue of ethics and a professional

approach”, news enterprises will still have problems (Steyn ef al., 2005a:91).

The previous three sections of this chapter outlined the dimensions of communication
as a managerial competency. It also set out potential barriers to effective

communication and ways to overcome these and improve communication.

The next section focuses on research results, specifically pertaining to the
importance and implementation of communication as a managerial competency
among first-line news managers in South Africa’s mainstream media newsrooms.
Quantitative results are based on first-ine news managers’ and reporters’
perspective of how important they consider the management tasks related to
communication as a managerial competency. It also outlines the extent to which first-
line news managers perceive themselves to implement these tasks, as well as

reporters’ experience thereof.
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4.6 Results — the importance and implementation of communication as a

managerial competency

Tables 4.1 and 4.2 display quantitative results on the following issues:

The difference between the imporiance first-line news managers attach to
each of the management tasks related to communication as a managerial
competency and the extent to which they perceive themselves to implement
the tasks described. This is compared with the difference between the
importance reporiers attach to each management task and the extent to which
they perceive their first-line news managers to implement the task; and

The difference between first-line news managers' perception of how they
currently implement the management tasks compared to reporters perception
thereof.

The aggregate effect size of communication as a managerial competency (without

dividing it into separate management tasks or comparing it on the basis of media

type or media ownership type), shows that:

First-line news managers indicaled a practically significant difference (d=0.81)
between the importance of communication as a managerial competency and
their current implementation thereof; while

Reporters only indicated a moderately significant difference (d=0.66) between
the importance of communication and the current implementation by first-line
news managers.

This implies that first-line news managers are significantly aware of their inability to

implement the communication competency given the importance they attach to it.

Media enterprises should appreciate that managers voice their concerns about their

lack of communication skills. If something is not done to address the issue, managers

might feel that their concerns are not important enough for media enterprises to

address.
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Table 4.1: Comparing the importance and implementation of communication as a managerial competency between first-

line news managers and reporters

Communication as a managerial competency

First-line news managers Reporters
Management task n Mean Std Effect n Mean Std Effect
X -X deviation size ¥ -X deviation size
’ {d) ’ (d)
13.1.1 Originating formal communication 71 1045 0.92 0.47 180 0.63 1.32 0.48
13.1.2 Encouraging feedback and comment from reporters 70 10.57 0.81 0.69 1756 _ 1 0.7% 1.42 0.53
13.1.3 Technological resources to accommodate communication needs 68 |0.38 0.98 0.38 166 | 0.80 1.30 0.62
13.1.4 Sol_nc:tmgﬁurlterpersgnal communication bet\_fveen‘ self and reporters | 67 | 0.43 1.03 0.42 174 | 0.87 1.49 0.58
13.1.5 Maintaining sound interpersonal relationships with reporters 72 042 | 0.84 0.50 175 0.82 | 1.537 0.60
13.1.6 Taking into account reporters’ feelings/emotions in communication | 74 | 0.24 | 0.77 0.32 172 1 0.83 | 1.63 0.51
13.1.7 Negotiating resources for reporters 61 |0.48 0.10 0.50 169 | 0.95 1.59 0.60
13.1.8 Developing relationships with higher management 71 1082 1.05 0.60 173 | 0.54 148 0.37
13.1.9 Exercising influence with higher management 71 | 0.87 1.07 0.66 168 0.62 1.46 0.43
13.1.10 Decisively handling difficult reporters 67 | 278 1.01 0.81 172 1 0.76 1.61 0.47
13.1.11 Handling difficult reporters fairly 67 |0.55 0.94 0.59 167 1 0.75 1.56 0.48
13.1.12 Using hierarchical structures 1o promote communication 68 | 0.32 1.00 0.32 162 0.38 1.53 0.25
13.1.13 Aligning goals to promote communication 64 | 0.58 0.99 0.59 164 0.75 142 0.53
13.1.14 Language skills that promote communication 71 [ 0.54 1.05 0.51 170 0.67 1.32 0.51
13.1.15 Handling multicultural differences to promote communication 68 | 0.27 0.84 0.32 168 | 0.69 1.40 0.50
13.1.16 Handling multilingual differences to promote communication 65 | 0.51 0.99 0.52 164 | 0.60 1.41 0.42
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4.6.1 Comparing the importance of management tasks related to communication

as a managerial competency with the implementation thereof

Table 4.1 outlines the following with regard to each management lask relaled to

communication as a managerial competency.

4.6.1.1  Originating formal communicalion

A moderately significant effect (d=0.47) was calculated on the difference between the
importance first-line news managers {n=71) attach to originating formal communication,
and their current ability to do so. Reporters (n=180) regard this management task more
important (x,=4.26) than their managers do (x;=4.14). From their perspective, first-line
news managers are also worse al originating formal communication than first-line news
managers perceive it to be the case. As such, reporters indicated a higher moderately
significant effect {d=0.48) than managers do. Both managers and reporters thus

identified this as an area in need of improvement.

4.6.1.2 Encouraging feedback and commenl from reporters

A moderately significant difference was again found between the importance first-line
news managers (d=0.69) and reporters (d=0.53) attach to the issue and the exlent lo
which it is implemented. However, first-line news managers (n=70) seem more
concerned about their management performance on this issue than reporters (n=175)
are. Both groups of respondents therefore indicated that improvement is needed in this
area. This finding corresponds with other studies quoted earlier (see section 4.4.9). The
difference, however, is that first-ine news managers participating in this study
acknowledge that their feedback skills should improve. Unlike colleagues quoled in
other studies, they might thus be open to feedback, even though they currently lack
proper skills to invile feedback.
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Interviewees also stressed the importance of consultation with and proper feedback to
reporters. This does not only relate to the stories they write, but also to organisational
decisions (e.g. on audience focus, or other organisational changes). As indicated in
section 4.3.3, however, interviewees emphasised that staff would oniy be consulted to a

certain point. Afterwards, managers need to take a decision,

Despite the finding that first-line news managers should encourage more feedback from
reporters, some reporters seem to disapprove of feedback. As such, interviewees
explained that reporters often regard it as negative criticism on their work or their
performance. If this is the case, the purpose of feedback as a constructive tool to

improve performance can be forfeited.

4.6.1.3 Using technological resources to accommodate communication needs

Reporters (n=166) regard the use of technological resources to accommodate
communication more important than first-line news managers’ current implementation
thereof. As such, a moderately significant effect was calculated (d=0.62). Section 4.4.3
highiighted that findings from international newsroom studies indicate reporters'
preference to interpersonal communication over electronic communication (also see
Peters, 2004). South African reporters, however, differ. Research results from this study
indicate that they expect first-tine news managers o increase their use of electronic
communication (and other technological resources). They are of the opinion that this

could facilitate effective newsroom communication.

The finding that first-line news managers (n=68) highlighted no practically significant
difference (d=0.38) between the importance and their current implementation of this

management task indicates that they are satisfied with their current performance.
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4.6.1.4  Soliciting interpersonal communication between first-line news managers and

reporters

Reporters (n=174) also seem dissatisfied with the current implementation of
interpersonal communication in newsrooms. As such, they indicated a moderately
significant difference (d=0.58) between the importance lhey attach lo this management
lask and managers’ current implementation thereof. Again, firsl-line news managers
(n=67) seem salisfied with their current impiementation of interpersonal communication,

as they highlighted a practically insignificant effect (d=0.42).

The majority of interviewees outlined that they have an open door approach to
newsroom communication. This implies that they reguiarly leave their offices to discuss
professional (and personal) issues with staff. Conversely, they also openly invite staff
into their offices to discuss issues of concern. Through ohservation, the researcher also
wilnessed that physical newsroom layout in many instances facilitale this approach.
Many editors/managers sit in offices without curtains or blinds, with only glass partitions
separating them from the newsroom. In other newsrooms, first-line news managers

share offices/newsrooms with reporters lo facililate interpersonal relationships.

On a more interpersonal level, other interviewees highlighted that newsroom staff
{across organisational levels) get along well outside the office. As such, staff oflen join in
informal social aclivities after work. They were of the opinion that this interaclion

strengthens newsroom relationships.

Qualitative data thus somewhat contradicts quantitative findings. The lalter shows that,
despite the activities and initiatives oullined above, reporters still experience insufficient

interpersonal communicalion with first-line news managers.
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4.6.1.5 Maintaining sound interpersonal relationships with reporters

Quantitative findings support a need between both groups of respondents to improve
interpersonal newsroom relationships. First-line news managers (n=72) and reporters
(n=175) both indicated a moderately significant difference between the importance they
attach to sound interpersonal relationships and the current state thereof. Again, the
effect size was bigger for reporters (d=0.60) than for first-line news managers (d=0.50).
This indicates that reporters experience a grealer need for improvement in this area

than first-line news managers.

This finding can be linked to the importance of developing trust for mutually beneficial
communication (see section 4.4.5). Developing trust, however, requires sound
interpersonal relationships, open communication and insight. The need for (but absence
of) sound interpersonal relationships between news managers and reporters aiso
features prominently on international media management agendas. This is due to the
realisation that poor newsroom relationships can “lower newsroom morale, disrupt
newsroom routines, impair a newspaper's performance and drive good people from the
business” (Fedler, 2002:171).

4.6.1.6 Taking reporters’ feelings/emotions into account when communicating with

them

First-line news managers (n=74) indicated no practically significant difference (d=0.32)
between the importance they attach to this management task and their current
implementation thereof. Reporters (n=172), on the other hand, indicated a moderately
significant difference (d=0.51). They therefore highlighted a bigger gap between the
importance they attach to it and first-line news managers’ implementation thereof. These
results indicate that reporters are of the opinion that first-line news managers can do
more to accommodate their feelings and emotions when communicating with them.
News managers need to address this perception. If reporters experience that their

feelings and emotions are not sufficiently taken into account, they might become
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demotivaled and less committed to their jobs or media enterprises. This could ultimately

have a negative effect on newsroom productivity.

4,6.1.7  Negotiating resources for reporters

The importance of negotiation was outlined in section 4.3.3. Despite this, quantitative
findings indicate that both firsi-line news managers (n=61) and reporters (n=169)
experience that too little is done to negotiate resources for reporters to do their jobs. As
such, moderately significant differences between the importance and current
implementation were calculated for both reporters (d=0.60} and first-line news managers
(d=0.50). Since reporters highlighted a bigger effect size, it is clear that they experience
a bigger gap between the importance they attach to this management task and first-line

news managers' current implementation thereof.

4.6.1.8 Developing relalionships with higher management

The importance of establishing and maintaining satisfactory relationships with people on
higher management levels was discussed in section 4.5.1. However, quantitative
findings from this study indicate that (although they consider it an important
management task) first-line news managers (n=71)} experience difficulty in this area.
They subsequently indicated a moderately significant difference (d=0.60) between the
importance they attach to it and their ability to develop relationships with superiors.
Reporters (n=173), however, perceive their first-ine news managers successful in
performing this management task given the importance they attach to it. As a result,

they highlighted a practically insignificant effect (d=0.37).

These results again contradict earlier (qualitative) findings. Section 4.6.1.4 indicated that
news managers on higher management levels have an open door approach to
newsroom management and communication. However, despile their perception that
they are accessible to subordinates, first-line news managers still experience a need to

interact with them more often and on a more meaningful basis. Whereas these
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relationships could benefit first-line news managers, they should guard against a
situation of us (management) versus them (reporters). Newsroom segmentation on this

basis could be detrimental to staff relationships in general.

One interviewee in broadcasting described the serious problem he experienced with
newsrcom segmentation when he joined the title. Improper internal communication
(coupled with a rigid management approach) resulted in constant “in-fighting”.
Subsequently, debriefing sessions and discussions on stories ended in accusations that
first-line news managers challenge reporters’ integrity and intelligence. This caused
reporters o become demoralised and insecure. Subsequently they failed to take
responsibility for their stories and missed deadlines. He outlined how addressing these
issues and focusing on the newsroom's main objective (namely to produce good news

stories) rectified the situation to some extent.

4.6.1.9 Exercising influence with higher management

In line with the above, first-line news managers {(n=71) alsc expressed an inability to
exercise influence with higher levels of management (d=0.66) despite the importance
they attach to it. Weakness in this area might leave first-line news managers feeling
discouraged and unwilling to persevere in their attempts. Despite the perception among
managers on higher organisational tevels that they encourage open newsroom
communication, a number of quantitative resuits indicate that first-line news managers

do not necessarily experience it that way.

4.6.1.10 Decisively handling difficult reporters

The majority of interviewees identified direct confrontation as a primary tool to resolve
newsroom conflict. While first-line news managers (n=67) regard it important to
decisively handle difficult reporters, they indicated a practically significant gap (d=0.81)
with regard to their current ability to do so. Reporters (n=172), however, do not totally

agree. As such, they only indicated a moderately significant difference (d=0.47) between
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the importance they attach to it and first-line news managers’ impiementation thereof.
Reporters thus perceive first-ine news managers better at handling difficult reporters

than managers rate themselves.

Inability to properly perform this management task might leave first-line news managers
feeling ill-equipped to address newsroom conflict. Moreover, it could create the
perception that they fail to perform part of their management duties. Similarly, difficult
reporters might sense that they can cause newsroom tension or conflict without being
reprimanded, as their first-line news managers lack the skills to do so. Likewise,
reporters on the receiving end of conflict might become frustrated and negative about

newsroom relationships if managers fail to effectively address conflict.

4.6.1.11 Handling difficult reporters fairly

The potential consequences of the above situation seem to already affect newsroom
relations. As such, both reporters (n=167) and first-line news managers (n=67)
experience a gap between the importance of handling difficult reporters fairly and the
extent to which this happens in practice. First-line news managers seem most aware of
this situation, as the effect size calculated for them (d=0.59) was higher than that

calculated for reporters (d=0.48).

4.6.1.12 Aligning goals to promote communication

Both first-line news managers {n=64) and reporters (n=164) indicated a moderately
significant difference between the importance of aligning goals to promote
communication and first-line news managers' ability to do so. Again, first-line news
managers seem more aware of their inability in this area (d=0.59) than reporters’
perception thereof (d=0.53). Uncertainty about newsroom or organisational goals resuits
in difficulty or inability to achieve these goals (also see section 7.2.1). This could

eventually also contribute towards organisational failure. A clear focus on individual and
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organisational goals and activities, on the other hand, could improve commitment,

productivity and ultimately newsroom output.

4.6.1.13 Language skills that promote communication

The multilingual and multicultural nature of South African newsrooms was touched upon
in section 4.2.1 and is discussed in more detail in section 8.3.1.2. However, guantitative
results show that first-line news managers do not necessarily possess the language
skills needed to promote newsroom communication. Both first-line news managers
(n=71) and reporters (n=170) are equally aware of managers' shortcomings in this
regard. As such, moderately significant differences were calculated between the
importance and current implementation of this management task (d=0.51 for both first-

line news managers and reporters).

4.6.1.714 Handling multicultural differences to promote communication

Despite their perceived inability to handle mullilingual differences (see section 4.6.1.15
below), first-line news managers (n=68) do not perceive a significant gap between the
importance they attach to handling multicultural differences and their ability to do so
{d=0.32). Reporters (n=168), however, differ. They experience a moderately significant
difference between the importance they attach to this management task and managers’
current implementation thereof (d=0.50). Whereas first-line news managers thus feel
satisfied with their ability to resolve multicultural differences (given the importance they
attach 1o it), reporters feel that they should improve this skill to facilitate effective
newsroom communication. Multiculturalism will most probably continue 1o characterise
South African newsrooms. First-line news managers should thus be equipped to

address these differences and improve newsroom communication.
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4.6.1.15 Handling multilingual differences to promole communication

First-line news managers (n=65) acknowledged that they possess insufficient skills to
adequately address multilingual differences and accordingly promote communication
(d=0.52). This finding was made despile an earlier discussion that 75.10% of first-line
news managers (on average) communicate in their mother tongue as part of their
newsroom aclivilies (see section 1.7.4.1). Reporters (n=164) did not indicate this as an

area in need of improvement given the importance they attach to it (d=0.42).

As was oullined in section 4.5.1, interviewees seem to share reporters’ perspective on
this issue. They underlined the multilingual nature of newsrooms, but perceive this to be
a unifying rather than a dividing feature. Given the muitilingual nature of South African
newsrooms, first-line news managers' perspective with regard to their own language
ability should be addressed. They should also be skilled in the strategies needed to
effectively handle multilingual differences and utilise language as a unifying factor in

newsroom communication.

4.6.2 Implementation of management tasks related to communication as a

managerial competency

Table 4.2 displays a general trend that first-line news managers perceive their
implementation of the management tasks related to communication better than
reporters. Despite this, practically significant differences between these two respondent

groups were found in two areas. These are outlined below.

4.6.2.1 Maintaining sound interpersonal relationships with reporters

First-line news managers (n=76) and reporters (n=192) experience a moderate
significant difference (d=0.46) on the former group’s abilily to maintain sound
interpersonal relationships with the latter. As such, first-line news managers regard

interpersonal relationships with reporters more positive than reporters do.
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Table 4.2: Comparing the implementation of communication as a managerial

competency between first-line news managers and reporters

First-line news managers Reporters
Management task n Mean Std n Mean Std Effect
{x2) deviation (x2) deviation size
(d)
QOriginating formal communication 75 | 3.7 0.84 193 | 3.63 1.20 0.06
Encouraging feedback/comment 74 | 3.69 0.91 189 | 3.41 1.20 0.23
Technology to accommodate communication | 72 | 3.43 1.1 182 | 3.22 1.16 0.18
Saliciling interpersonal communication 71 |3.87 0.93 191 1 3.38 1.28 0.39
Interpersenal relationships with reporlers 76 | 4.01 0.83 192 | 342 1.29 0.46
Reporters’ feelings and emotions 78 [4.03 0.81 187 | 3.23 1.38 0.58
Negotiating resources for reporters 65 |3.65 1.01 185 | 3.17 1.31 0.36
Relationships with higher management 75 [3.27 1.11 188 |[3.28 1.20 0.01
Exercising influgnce wilh higher management | 756 | 2.88 1.17 187 | 3.12 1.20 0.20
Decisively handling difficult reporters 70 |3.33 1.06 188 | 3.23 1.29 0.07
Handling difficult reporters fairly 71 1379 1.07 180 |3.27 1.19 044
Hierarchy to promote communigation 72 | 317 1.19 183 | 3.21 1.19 0.03
| Aligning goals to promate communication 68 | 3.41 1.12 179 | 3.15 1.16 0.22
| Language skills that promote communication | 75 | 3.68 1.02 187 | 3.46 1.25 0.18
| Handling multicultural differences 71 1379 0.97 183 | 3.28 1.24 0.41
| Handling multilingual differences 69 | 3.46 1.09 180 | 3.28 1.23 0.17

4.6.2.2 Taking reporters’ feelingsiemotions into account when communicating with

them

First-line news managers (n=78) and reporters (n=187) alsc experience a moderate

significant difference (d=0.58) on the former group's ability to take reporters’' feelings

and emotions into account when communicating with them. Reporters rating the

implementation of this management task lower (x;=3.23) than first-line news managers

{x,=4.03) might be influenced by their perception that they lack sound interpersonal

retationships with managers. Nevertheless, the implication is that trust and credibility do

not necessarily characterise reporter-manager relationships. This could negatively affect

overall newsroom activity and professional output.
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4.6.3 Comparing the importance and implementation of communication as a

managerial competency across media types

In order to obtain a more detailed perspective on the importance and implementation of
communication as a managerial competency, comparisons were made among reporters

and first-line news managers employed at different media types.

Table 4.3: Importance and implementation of communication as a managerial

competency across media types from the perspective of reporters

Media type Reporters
Importance — Communication
Effect size (d}
n Mean Std Daily Weekly | Magazine TV Radio On- News
| (x4} deviation | news- news- line agency
paper paper media
Datly 44 |393 | o074 0.03 0.03 049 |008 |021 |o057
newspaper
Weekly
newspaper _50 3.90 1.09 0.05 0.36 | 0.08 0.17 0.41
Magazine 10 1395 0.77 043 |0.05 )0.16 0.51
Television 18 | 4.28 0.64 .38 0.32 0.09
Radio 46 | 3.99 0.79 0.1 0.45
On-line 11 'a08 |o049 0.49
media
News
| agency 8 4.34 0.55
Implementation — Communication
Effect size (d)
n Mean Std Daily Weekly | Magazine v Radio On- News
{x2) deviation | news- news- line agency
paper paper media
Oally 47 346 | 0.76 0.37 0.15 033 |018 [019 |008
newspaper
Weeky 151 |304 | 1.16 0.49 000 |022 050 |00
newspaper
Magazine |10 | 3.60 0.95 0.47 [0.33 0.02 0.23
Television 19 [ 3.14 0.98 0.16 0.48 0.25
Radio 49 | 3.30 0.94 0.35 0.10
Online 12 | 362 |083 0.25
media
News 8 1339 095
| agency
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Table 4.4: Importance and implementation of communication as a managerial
competency across media types from the perspective of first-line
news managers

Media type First-line news managers
B Importance - Communication
Effect size (d)
n | Mean Std Daily | Weekly | Magazine | TV | Radio [ On- News
(xy) deviation | news- news- line agency
paper paper media
Daily
newspaper 26 1403 0.80 0.07 0.02 005 | 042 0.21 0.16
Weekly
RewsBapaT 22 | 397 0.65 0.03 0.12 | 0.60 D17 0.23
Magazine |2 4.00 1.08 007 | 034 0.13 0.14
Television |3 4.07 0.83 0.35 0.25 0.10
Radio 8 4.36 0.36 1.01 0.27
Cn-line
iedia 8 3.86 0.49 0.38
News
agency 5 4.15 0.77
Implementation — Communication
Effect size (d)
n Mean Std Daily Weekly | Magazine ™ Radio On- News
{x2) deviation | news- news- line agency
paper | paper media

| Daily
newspaper 26 | 3.08 (0.565 0.24 0.73 012 | 021 0.99 0.60
Weekly
newspaper 23 1353 0.63 0.55 0.35 | 042 0.63 0.38
Magazine | 2 3.08 0.87 0.81 10.90 0.10 0.26
Television | 3 3.75 0.55 0.11 1.13 0.70
Radio 11 13.83 0.71 0.98 0.79
On-line
| media 8 3.14 0.28 0.2
News
| agency 5 3.28 0.68

Tables 4.3 and 4.4 highlight the following results.

4.6.3.1

Importance of communication as a managerial competency from the

perspective of reporters

A moderately significant difference (d=0.49) on the importance of communication

as a managerial competency was highlighted between reporters from daily
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newspapers {n=44) and those employed by television channels (n=18). A similar
difference (d=0.57) was recorded between reporters from daily newspapers
(n=44) and their colleagues at news agencies (n=8). Reporters working in
television (x;=4.28) as well as those working at news agencies (x,=4.34) consider
the communication competency more important than their counterparts at daily
newspapers (x,=3.93);

A moderately significant difference {d=0.51) was found between reporters
working at magazines (n=10) and those at news agencies (n=8). Similarly, a
moderately significant difference (d=0.49) was calculated between reporters
working at on-line media (n=11) and those from news agencies {n=8). In both
cases, reporters working at news agencies (x;=4.34) perceive communication
more important than their colleagues at magazines (x,=3.95) or on-line media
{x=4.08); and

A moderately significant difference (d=0.45) was calcutated between reporters
working at radio stations (n=46) and those working at news agencies (n=8). The
former group considers communication as a managerial competency less
important (x,=3.99) than the latter (x;=4.34).

4.6.3.2 Implementation of communication as a managerial competency from the

perspective of reporters

A moderately significant difference (d=0.49) exists on the implementation of
communication as a managerial competency between reporters at weekly
newspapers (n=51) and those at magazines (n=10). A similar difference {d=0.50)
was calculated between reporters employed by weekly newspapers (n=51) and
those at on-line media {(n=12). In both cases, reporters at weekly newspapers
{x2=3.04) perceive their first-ine news managers’ implementation of
communication worse than reporters at magazines (x2=3.60) and on-line media
{x2=3.62)

Reporters employed by on-line media (n=12) are also of the opinion that their

first-line news managers impiement communication better (x;=3.62) than their
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colleagues in television (n=19) (x,=3.14). A moderately significant difference was
subsequently calculated (d=0.49); and

Reporters working at television channels (n=19) also rated their first-line news
managers worse at imptementing communication (xz=3.14) than their colleagues
at magazines (n=10; x2=3.60). As a result, a moderately significant difference
(d=0.47) on the impiementation of this competency was calculated between these

two groups.

4.6.3.3 Importance of communication as a managerial competency from the

perspective of first-line news managers

Based on the importance first-line news managers attach to communication as a
managerial competency, a moderately significant difference (d=0.60) was
calculated between managers at weekly newspapers (n=22; x;,=3.17) and those
working at radio stations (n=8; x,=4.36); and

A practically significant difference (d=1.01) was caiculated between the
importance first-line news managers at radio (n=8) and their colleagues at on-line
media (n=8) attach to this competency. The latter group considers communication

much less important (x,=3.86) than their counterparts at radio stations (x:=4.36).

4.6.3.4 Implementation of communication as a managerial competency from the

perspective of first-line news managers

A moderately significant difference (d=0.73) was found between the
implementation of communication among first-line news managers at daily
newspapers (n=26) and their colleagues at both magazines (n=2) and news
agencies (n=5; d=0.60). The former group consider themselves better (x,=3.68)
at implementing communication than the latter two groups (x.=3.05 for
magazines and x;=3.28 for news agencies). However, a practically significant

difference (d=0.99) exists between the former group and their counterparts at on-
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line media (n=8). The former (x,=3.68) again consider themseives better
implementers than the latter (x,=3.14),

Moreover, a moderately significant difference (d=0.55) was calculated between
managers at weekly newspapers (n=23) and their peers at magazines (n=2) as
well as on-line media (d=0.63; n=8). In both cases the former group considers
their implementation better (x;=3.53) than the latter groups (x,=3.05 for
magazines and x;=3.14 for on-line media);

However, practical significant differences (d=0.81 and d=0.90 respectively) were
found between first-line news managers working at magazines (n=2) and those
working in television (n=3) and radio (n=11). In both cases, first-line news
managers at radio (x,=3.83) and television (x,=3.75) regard themselves better
impiementers of communication than those at magazines (xz=3.05);

A practically significant difference (d=1.13) was also found with regard to the
implementation of communication between first-line news managers at television
stations (n=3) and those at on-line media (n=8). The former indicated that they
rate their current implementation better (x,=3.75) than the latter (x2=3.14). First-
line news managers at television channels also rated their implementation
moderately significantly better (d=0.70) than their colleagues at news agencies;
and

Finally, practically significant differences (d=0.98 and d=0.79 respectively) on the
implementation of communication were calculated between managers al radio
stations (n=11) and on-line media (n=8) as well as news agencies (n=5). Radio
station managers again perceive themselves better implementers of
communication (x,=3.83) than those at on-line media (x;=3.14) and news

agencies (x,=3.28).

Comparing the importance and implementation of communication as a

managerial competency across media ownership types

In order to obtain a more detailed perspective on the importance and implementation of

communication as a managerial competency, comparisons were made among reporters
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and first-line news managers employed at media titles with different ownership

structures.

Table 4.5: Importance and implementation of communication as a managerial
competency across media ownership types from the perspective of
reporters

Media Reporters
ownership
type
Importance — Communication
Effect size (d)
n Mean Std Listed Unlisted Public Foreign
(x1) deviation companies companies service ownership
mandate
Listed
companies 76 | 3.99 9.?9 0.01 0.09 017 J
Unlisted
companies 48 |[3.99 1.01 0.08 0.12
Public
service 33 139 0.84 0.25
mandate
Fareign
ownership 30 [4.12 0.64
Implementation - Communication
Effect size (d)
n Mean Std Listed Unlisted Public Foreign
(x2) deviation companies companies service ownership
mandate

Listed
companies 81 | 3.52 0.90 0.33 0.71 0.03
Unlisted
companies 48 | 3.12 1.20 .0;20 0.31
Public
service 37 | 2.88 0.81 0.75
mandate
Foreign
owhership 30 | 3.49 0.68
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Table 4.6: Importance and implementation of communication as a managerial
competency across media ownership types from the perspective of
first-line news managers

Media First-line news managers
ownership
_type
Importance - Communication
Effect size (d)
n | Mean | Std Listed Unlisted | Public Foreign
{xs) deviation companies companies sarvice | ownership
mandate
Listed
companies 3% | 3.99 0.77 L).M 0.58 0.1
Unlisted | 43 | 403 | 0.69 | 0.60 0.17
companies
Public
service 9 4.44 0.32 1.20
mandate
Foreign
ownership 13 1 3.91 0.44
Implementation - Communication
Effect size (d)
n Mean Std Listed Unlisted Public Foreign
{xz) deviation companies companies service | ownership
— mandate

Listed
companies 39 | 3.57 0.62 0.28 0.63 0.32
Unlisted
companies 14 ) 3.40 0.59 0.94 0.05
Public
service 12 | 3.96 0.60 0.98
mandate (
Foreign
ownership 13 | 3.37 JO.SB 17

Tables 4.5 and 4.6 highlight the following resulits.

4.6.4.1 Importance of communication as a managerial competency from the

perspective of reporters

¢ No practical significant difference was found on the importance of communication

among reporiers at media with different ownership structures. Reporiers overall

perceive communication an important managerial competency (x1=4.00).
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4.6.4.2 Implementation of communication as a managerial competency from the

perspective of reporters

o Irrespective of the ownership model, reporters rated the implementation of
communication lower than the importance they attach to it (x,=3.25);

+ As such, a practically significant difference (d=0.75) was found between reporters
at the public service broadcaster (n=37) and those employed by foreign owned
companies (n=30). The latter indicated that their first-line news managers
implement communication belter (x,=3.49) than the former (x,=2.88);

o Furthermore, a moderately significant difference {d=0.71) was found between
reporters employed by the public service broadcaster (n=37) and those employed
by companies listed on the JSE (n=81). The former group again perceives their
first-line news managers worse implementers (x=2.88) than the latter (x>=3.52);

e From reporters’ perspective, first-line news managers at the SABC are thus
worse implementers of communication than those employed by both listed and
foreign owned companies. As such, reporters at the SABC consider their first-line
news managers worsl at the following management tasks associaled with

communication:

- Handling difficult reporters fairly (n=34; x»=2.56);

- Taking into accounl colleagues’ feelings and emotions when
communicating with them (n=34; x,=2.65),

- Using hierarchical structures in the media enterprise to promole
communication (n=35; x;=2.69),

- Developing relationships with higher levels of management (n=34,
x=2.71),

- Exercising influence with higher levels of management (n=34; x;=2.71),

- Aligning (personal and reporters’) goals to promote communication (n=35;
x2=2.71); and

- Decisively handling difficult reporters (n=37; x,=2.73).
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Qualitative data obtained from interviewees at the SABC confirm these findings.
Interviewees highlighted that managers at the corporation often negiect
communication. As such, staff members (especially those in regional offices} are
often deprived of proper communication and information from head office. Given
the composition of the SABC (in terms of staff and audience composition) and the
geographical challenges associated with regional offices, it is important that the
corporation focuses on properly informing staff of all relevant issues. Moreover,
given the importance attached to interpersonal communication, the corporation
should ensure that representatives from head office regularly communicate with
staff in regional offices. A variety of communication instruments are available to
facilitate this despite challenges posed by physical structure or location of offices.
Managers at the SABC should utilise these. Although mediated communication is
not always the preferred channel of communication, it remains better than not

communicating at all.

4.6.4.3 Importance of communication as a managerial competency from the

perspective of first-line news managers

Overall, first-ine news managers (irrespective of the ownership structure
associated with their media enterprise} consider communication a very important
managerial competency (x,=4.09). They even consider it more important than
reporters (see section 4.6.4.1),

When comparing the importance first-ine news managers attach to this
competency across media titles with different ownership structures, interesting
findings were made. A moderately significant difference (d=0.58) was found
between the sample of first-line news managers at listed companies (n=39) and
those employed by the SABC (n=9). Unlike their subordinates, first-line news
managers at the SABC consider communication more important (x1=4.44) than
their colleagues at listed companies (x,=3.99). First-ine news managers at the

SABC (n=9} also consider communication more important {(x;=4.44} than their
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peers at unlisted companies (n=13; x;=4.03), as a moderately significant
difference (d=0.60) was calculated;

Finally, the sample of first-line news managers at the SABC (n=9) also seems
significantly more aware of the importance of communication (x;=4.44) than their
colleagues at foreign owned companies (n=13; x,=3.91). As such, a practically
significant effect size was calculated between these two groups (d=1.20);

The above indicates that the sample of first-line news managers at the SABC is
most aware of the importance of communication as a managerial competency.
They are much more aware of this issue than their peers at other media titles.
These managers are aiso more aware of the importance of communication than
SABC reporiers who participated in the study. These findings contradict reporters’
perspective on the issue. While first-line news managers at the SABC might thus
consider communication important, their subordinates experience the opposite

when it comes to the implementation thereof.

4.6.4.4 Implementation of communication as a managerial competency from the

perspective of first-line news managers

Overall, first-line news managers (irrespective of the ownership structure on
which the media title operates) consider themselves better implementers of the
communication competency (x,=3.58) than reporters experience it to be the case
(x2=3.25);

As such, a mederately significant difference (d=0.63) was caiculated between
first-line news managers at listed companies (n=39) and those employed by the
SABC (n=12). The latter group considers themselves better at implementing
tasks associated with communication (x;=3.96) than the former group (x;=3.57);
First-line news managers at the SABC (n=12) also consider themselves far better
at implementing the communication competency (x,=3.96) than their colleagues
at unlisted companies (n=14; x,=3.40). A practically significant difference
(d=0.94) was subsequently caiculated between the two groups. Managers at the

SABC also regard themselves far better communicators than their peers at
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foreign owned companies (n=13; x2=3.37). A practically significant difference
(d=0.98) was again calculated,

« The above implies that the sample of first-line news managers at the SABC
considers themselves better at communication than any of their colleagues at
other media enterprises. However, the extent to which this reflects the actual
newsroom situation is debatable, as SABC reporters indicated their first-line news

managers worst at implementing this competency.

The conclusions and managerial implications of the above findings are discussed in
chapter ten of this study.

4.7 Summary

This chapter focused on communication as a managerial competency. Firstly, the
importance of and need for effective workplace communication was hightighted. This
was outlined against the background of changing technological developments; the need
to communicate with a culturally diverse workforce which increasingly operates in teams;
and challenges presented by the information age. These aspects were applied to
newsroom communication in a changing global (and South African} workplace

environment.

Secondly, attention was focused on the dimensions of communication as a managerial
competency, with specific reference o newsroom management. This discussion focused
on formal and informal communication as well as negotiation as dimensions of the
communication competency. Atlention was aiso given to barriers which could hamper

effective communication, as well as ways to address these barriers.

In the final part of the chapter, qualitative and guantitative research resuits on the
importance and implementation of communication as a managerial competency were
discussed. As such, it was found that first-line news managers in South Africa’s

mainstream media newsrooms experience a bigger gap between the importance and
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implementation of the communication competency than reporters. In light of this, first-
line news managers also perceive themselves better implementers of this competency

than reporters experience it to be the case.

Comparing research results across media types, it was found that reporters at news
agencies consider communication most important, while reporters at weekly
newspapers consider their first-line news managers the worst implementers of this
competency. When looking at first-line news managers, those at news agencies
indicated the competency to be most important, while peers at magazines perceive

themselves to be the worst implementers.

Finally, results were also compared across media ownership types. As such, reporters
employed by foreign owned companies indicated that they regard communication the
most important. Their colleagues at the SABC, however, indicated that their first-line
news managers are the worst implementers thereof. Despite this, first-line news
managers at the SABC indicated this competency to be most important, with colleagues
at foreign owned companies perceiving themselves to be worst implementers of the

communication competency.

The following chapter focuses on planning and administration as a managerial
competency, with specific reference to the importance and implementation thereof in

South Africa’'s mainstream media newsrooms.
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Chapter 5:

Planning and administration as a managerial competency

within the context of newsroom management

Any manager who wants to make effective decisions must be certain those decisions are
closely aligned with the current business opportunities, unigue resources, and
strengths of the media company. Planning is done in cycles with careful timing

and resource allocation part of the process.
— Wicks et al, (2004:159)

Thirty or forty years ago practically no planning took ptace on any newspaper. Profit margins
were s0 handsome little thought was needed in the long range direction. This whale scene
has changed radically. if a newspaper is to survive and show good progress today it
must have an annual plan and a strategic (long range) plan or failure will result
over the course of time.
~ Rankin (1986:33)

The communications and media industries are not quite at a “cross-roads”™ - but rather “a spaghetti
junction”. And the better map you have, the easier it will be to make
the right decision on which road to take.
- Boone (2005:2)

51 Introduction

This chapter focuses on planning and administration as a managerial competency.
Guidelines delineating the importance of proper planning as a basic management

function within the management process were set out in section 2.3. As a result, this
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chapter primarily focuses on the dimensions of planning and administration as a
managerial competency.'® it also highlights research results particular to this research
study. The focus is specifically on the importance and implementation of pianning and
administration as a managerial competency from the perspective of reporters and first-

line news managers active in South Africa’'s mainstream media newsrooms.
5.2 Planning and administration within a changing business environment

Within a changing twenty first century business environment, enterprises are challenged
to rethink planning strategies and procedures. These challenges also face the media.
Changes in internal and external media environments affect the way media enterprises
think about planning (Wicks et al., 2004:159; also see Fink, 1996:118). These include:

e Technological innovations;

* Economic recesses affecting staff numbers;

* Increasing competition among media enterprises;

¢ Within the US context also the events of September 11, 2001;
* Changed consumer attitudes and values;

+ The role of government and regulatory bodies,;

* Advertising trends; and

+ Trends in competilor stralegies.

Within a South African media environment, all the above faclors impact on media
enlerprises’ planning approaches. Moreover, the birth of democracy in 1994 brought

aboul additional challenges (e.g. see sections 1.3.4.1-1.3.4.5).

Given these challenges, “change” is becoming lhe “mantra” (Gade, 2004:5-6) of many
enterprises {(also the media). This necessitales that planning activities and approaches
are adjusted accordingly. One way in which media enterprises currently accommodate

this is by revising the regularily of their budgeting review process. While simultaneously

'8 See footnote 2 for an operational definition of the ptanning and administration competency.
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planning for longer term goals and objectives, a large US media enterprise, for instance,
also introduced a twice-annual review process. This approach enables them to have
better control over shorter term fluctuations in consumer and advertising behaviour
(Wicks ef al., 2004:159). This strategy underscores management guru, Gary Hamel's,
approach that enterprises can no longer perceive their customers and markets to remain
unchanged (Kennedy, 2002:73). As a result, they need to adjust their approaches to

planning.

5.2.1 Increased need for proper planning

Given the above challenges, executives and managers agree that (apart from proper
human resource development) planning has probably become more important than ever
(e.g. see Masitsa, 2005:176 on the importance of proper planning skills needed among
school principals in South Africa). As such, they consider it the second most important
contributor to organisational success (Grimm, 2000:32). In support of this perspective,
CEO of Sonic, Cliff Hudson, summarises the essence of planning by describing a typical
day at his office: “Basically, the whole day comes down to a series of choices”
(Hellriegel et al., 2005:17).

Quinn (2002:51) endorses this perspective with regard to the media. He states that
news managers increasingly focus on the need for better planning, while simultaneously
questioning “the historical attitudes” about newsroom planning. According to Fink
(1996:117) previous generations of media managers considered planning too time
consuming, too expensive and too bureaucratic. Exaggerating this situation, Gade
(2004.6) points out that many news managers lack the organisational background to
plan, execute and monitor newsroom change. As a result, they lack the ability to
manage newsrooms effectively and efficiently, often resulting in crisis management
(Fink, 1996:117). However, a recent study by the Poynter Institute (Geisler, 2004:1)
found that “new bosses in newsrooms” were rated fairly well on “their ability to develop
systems, organise the work, manage their time and resources, multi-task plan, think

strategicaliy and troubleshoot”.



Chapter 5: Planning and administration as a managerial competency 156

To a certain extent Underwood {1995:26) supports the view that newsroom planning
should become more of a priority. As such, he quotes Walker Lundly (at the time editor
of the St. Paul Pioneer Press in the US) who is of the opinion that “You can’t plan too
much”. However, Underwood (1995:163) also highlights the dangers associated with too
rigid planning, given the unpredictable and unexpected nature of news. As such, he
warns that too much planning could turn newsroom staff into “loyal corporate soldiers”. I
this is the case, newsroom staff could be “robbed” of their creative and individual
professional freedom. As a result, they could be expected to perfectly fit into pre-
planned, packaged needs of media titles. This poses the risk that reporters become
mere gatherers of information. In the process, they could lose sight of the original aim of
journalism, namely to portray societal events fairly and balanced (Underwood,
1995:163).

5.2.2 Approaches to newsroom planning in the South African mainstream media

Focusing on the South African media context, planning as a managerial competency
seems in need of improvement. As such, reporters who participated in this research
study expressed a negative attitude about the level of planning and administration at
their media titles (Steyn et a/, 2005a:48). In a certain sense, interviewees who
participated in the research agreed that planning should be improved. This is especially
the case with regard to medium to long-term planning (especially among first-line news
managers). Interviewees attributed the decreased focus on longer term planning to
flatter organisational structures in many newsrooms (also see Kupe, 2004:38).
Interviewees at radio and on-line media operations especially highlighted this
shoricoming. Due to flatter organisational structures, first-line news managers at these
enterprises are often expected to perform multiple roles. On the one bhand, they are
managers (with the responsibilities associated with these positions). On the other hand,
they also need to mentor and coach inexperienced staff members. In addition, many of
them are also reporters and presenters. All these responsibilities distract their attention

from proper newsroom planning.
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Other interviewees were of the opinion that the unexpected nature of the news industry
makes long-term planning more difficult. However, news managers have the
responsibility to communicate to newsroom staff that planning is high on their
management agenda. As one interviewee put it; *lt is still better to have plans which are
delayed or changed due to breaking news stories than to do no planning at all". One
way news managers can get the message across to newsroom staff that planning is a
priority is to pro-actively plan coverage of newsworthy events that are known well in
advance. These, for instance, include events such as a national election or a major
sports event (e.g. the Olympic Games) (see Steyn et al., 2005a:48). Ways in which to

address this challenge are discussed in section 5.3.1.2,

In order to achieve the challenges described above, managers (and for the purposes of
this study specifically news managers in the South African mainstream media) need to
hone their planning skills. They can do this by improving on the dimensions of planning

and administration as a managerial competency. These are subsequently discussed.

5.3 Dimensions of planning and administration as a managerial competency

The planning and administration competency includes activities where managers identify
objectives and ways to achieve them (see Hellriegel et al., 2005:17). As such, it involves
(Hellriegel et al., 2005:17; Oosthuizen et al., 2002:30; Hellriegel et al., 2001:17-18):

+ Gathering and analysing information in order to solve problems;
¢ Planning and organising projects;
¢ Proper time management; and

« Skills related to budgeting and financial management.

Each activity is discussed in more detai in sections 5.3.1-5.3.4.
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5.3.1 Gathering and analysing information to facilitate problem solving

According to Hetiriege! ef al. (2004:19) this dimension of the planning and administration
competency implies thal managers process all relevant information. This will enable
them to take proper and timely decisions. These decisions are aimed to optimally reach
goals and objectives (see Badenhorst, 2003:62). In addilion, relevant information
enables managers to pro-actively identify issues which could affect the future success of
the enterprise. It also provides them with the opportunity to determine the origin thereof
(Ford, 1996:7). With this in mind, managers need the skills to pro-actively anticipate
potential consequences of their decisions, as well as ways to counteract these (see
Fink, 1996:89). In short, managers need proper information to do proper planning
(Rankin, 1986:32).

Unfortunately, research shows that this area needs improvement within a newsroom
management context. As such, reporters, first-line news managers and their superiors
highlighted insufficient planning and organising skills as a reason for “sub par
performance” by first-line news managers (Peters, 1999:22). The same respondent
groups labelled the inability to plan properly as a characteristic of poor first-line news
managers (Peters, 1999:35).

5.3.1.1 Gathering and analysing information on external and internal factors

As indicated earlier (see section 5.2) changing business environments most likely
require more thorough planning than ever before (also see Rosentiel & Mitchelt,
2004:85). within the media environment, managers need proper information on past and
current market conditions to align their planning decisions accordingly (Wicks et al.,
2004:163). This includes information on consumer preferences, technological
developments, economic changes, government decisions on media policy, changes in
legislation guiding the media, as well as strategies and activities among competitors.
These, however, all relate to external factors which could influence a media enterprise’s

performance.
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Media managers, however, also need to gather and analyse relevant information on
internal aspects and activities, as these factors can play an equally important role in a
media enterprise’'s success or failure. Aspects include defining goals and objectives,

allocating resources and monitoring staff performance.

Liebes (2000:296), however, also suggests that input from internal and extemal
stakeholders can be combined for ptanning purposes. As such, input from newsroom
staff on how to cover a specific news story (or whether to cover it at aft) can be
compared with input from external stakeholders (e.g. government, media audiences,
media owners). This approach can present news managers with even more information
on which to base decisions.

53.1.2 The need for a more participative approach (o gathering and analysing

information

In order to achieve the above, managers need feedback and participation from staff
across organisational levels (see Quinn, 2002:37). Implementing this approach presents
a number of benefits that could improve internal management. On the one hand, staff
members will experience that their input and views are valued and important. On the
other hand, managers will be provided with more meaningful and adequate information
on a wider range of topics and perspectives to use in decision making (see Porter et al.,
2004:68; Anon, 1998:52). Unforlunately, management styles of the past did not
necessary value this approach (see Prelorius, 1996:21).

In a South African newsroom environment characlerised by inexperienced first-line news
managers (see Steyn ef al., 2005a:39), more participalive approaches could contribute
meaningfully to organisational success. On the one hand, it could facilitate information
gathering and generating different approaches to problem solving. On the longer term,
reporters with experience in participative management approaches will be eguipped to

implement these initiatives once they become managers themselves. This will improve
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their management skills, as they had “access {o vast amounts of information, to years ...

of (other managers’) experience ... (to) use (in their) own jobs” (Juechter, 1982:45).

Fortunately, it seems as if many South African media enterprises are already
imptementing this management approach. During interviews for Audit 1, the news editor
of a magazine in Gauteng outlined their approach to information gathering (see Steyn &
De Beer, 2002:44). This entaiis meetings attended by staff from different organisational
tevels (including security personnel or cleaning staff). These meetings are a platform
during which employees present "unique” story ideas from various communities which
would not traditionally receive news coverage. In cases where supporting staff present a
viable idea, members of the reporling staff are assigned to cover the story. She outlined
that this approach provides the magazine with a variety of story ideas. It also increases
the amount of information on which to base news decisions. Finally, it communicates to
staff members that they make meaningful contributions towards the magazine's

SUCCESS,

Data for this research study indicate that a parlicipative approach to information
gathering is even more entrenched at media enterprises than was the case dunng Audit
1. Interviewees emphasised that they encourage two-way flow of information from as
many staff members as possible (Steyn et al., 2005a:50). Their approach is to *hear” all
possible voices/viewpoints. However, as outlined in section 2.3.4, news managers seem
aware of the potential negative affect of this management approach. These include
lengthy newsroom discussions and delays in decision-making (see Steyn et al,
2005a:54).

5.3.1.3 Technology as a means to facilitate information gathering and analysis

A decade ago, Pretorius {1996:22) envisaged that “accurate and timeous information by
means of the right computer technology will become a critical success factor (for winning
enterprises)’. Today, technological innovation provides managers with a “dynamic way”

(Wicks et al., 2004:163) to gather information. This relates to both external (e.g.



Chapter 5: Planning and administration as a managerial competency 161

customers and other stakeholders) and internal markets (staff members). As such,
communication technology (e.g. the Internet, electronic mail, intranets) assists
managers to become aware of and address potential internal and external problems.
Quinn (2002:23) points out that these instruments couid become a core component of

organisational success in future.

This specifically relates to media enterprises. Technological development enables these
enterprises to gather and analyse information on a breaking news story more
professionally and timely than in the past. In the process, they targely overcome
limitations of time and space. As such, Northrup (1996:6) stresses that “virtual
newsrooms” can assist news managers in this process. By utilising the advantages of
improved technology, news managers can update and inform those involved in the news
production and distribution process, irrespective of the time of day or physical location.
They can also use technology to inform reporiers and technical staff of relevant
information on the news event. As indicated in sections 2.6 and 4.2.1, intranets provide
media enterprises with an instrument to facilitate and encourage two-way information

flow.

5.3.2 Planning and organising projects

According to Heliriegel el al. (2004:19) this dimension of planning and administration as

a managerial competency includes the following elements.

5.3.2.1 Developing plans and schedules 10 achieve organisational goals and

objectives effectively

Organisational goals and objectives can not be achieved without proper schedules. This
is especially the case in a rather unpredictable business environment such as the news
industry. News managers therefore need to develop plans and schedules and prioritise
tasks as much as possible. On the one hand, this will provide them with a framework

according to which organisational goals and objectives can be achieved. On the other, it
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will also enable them to accommodate unforeseen events within the predetermined

framework.

Despite the importance of this aspect, news managers’ inability to properly develop
plans and schedules was highlighted as an important obstacle towards effective
newsroom management (see Peters, 1999:22). Reporters participating in Peters’ study
indicated that their managers only pay proper attention to those tasks which would make
them look organised in the eyes of their superiors. As a result, assignments are often
handed out to staff at the last minute and story angles are only discussed when
information gathering and processing is well underway. Such an approach is obviously

detrimental to the effective and efficient application of organisational resources.

53.2.2 Obtaining and organising resources needed to achieve organisational goals

and objectives

In order to prevent a situation as described above, managers need the skills to identify,
obtain and organise resources. Media managers face a situation in which an increasing
number of national and international news events need to be covered. Given a media
environment characterised by staff reductions (e.g. see Wicks et al., 2004:35; Herrick,
2003:75) and increased pressure for financiai profitability (Herrick, 2003:228; Campbeil,
2000:57), this is not an easy task. News managers thus need skills to determine the
resources needed to meet predetermined goals and objectives in the short, medium and

long-term.

Once resources are identified, managers need the skills to properly organise these. This
coutd be difficult in an unpredictable media environment. However, Davis and Dunlap
(2000:79, 82) and Fink (1996:201) underline the importance that newsroom resources
are properly organised to cover news events when they do occur. If this is the case,
available resources will be utilised as efficiently and effectively as possible. Over and
above this, proper planning will justify the need to apply additional resources to cover

unexpected breaking news stories. However, this should still result in appropriate return
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for the media enterprise — financially and joumalistically (Fink, 1996:200). This
necessitates that news managers are well versed in budgets and other aspecls of

financial management (see seclion 5.3.4).

5.3.2.3 Delegating responsibility for task completion to staff

Once managers have sel goals and objectives, prioritised these and allocated resources
to achieve these, it is important that they have the skills to effectively delegate tasks to
staff members. Delegation as an additional management function associated with

leading was outlined in section 2.5.5.

5.3.3 Time management

As one of the most influential management thinkers {Kennedy, 2002:48), Peter Drucker
was of the opinion that “nothing is more important to executives and managers than time
management” (Herrick, 2003:52). Drucker based his argument on the fact that time (as a
resource) can not be bought, created or invented. If managers fail to effectively utilise

the amount of time available to them, it is wasted for good.

With this in mind, time management as a dimension of the planning and administration

competency refers to managers’ ability to (Hellriegel et al., 2004:19):

+ Handle several projects at once (without spreading their own resources too thin);

+ Keep a schedule of activities and negotiate changes within that schedulie with
staff members,

+ Work efficiently under time pressure; and

» Screen interruptions which might negatively impact on their activities.

Herrick (2003:53) subsequently suggests that managers need the ability to properily
manage their own time. This is achieved through proper prioritising and pilanning — both

long-term and short-term, and keeping (personal and organisational) goals and
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objectives in mind. Moreover, managers should guard against changing these priorities,

unless it is absolutely unavcidable.

As was stated in section 5.3.2.1, this is not an easy task for news managers.
Unexpected news events could make it difficult for them to stick to predetermined ideas
and approaches — also with regard to time management. As a result, flexibility is
probably the key in newsrcom time management. Managers should develop skills to
manage their own time as well as that of others, given the flexibility needed to

accommodate unforeseen events.

5.3.3.1 Aspects related to time management in a South African media context

The need for proper time management among news managers and reporters was
already highlighted during interviews for Audit 1. Aspects playing a role in this process
relate to:

s A changed media envircnment. Since the mid-1990s, South African and
international newsrooms are characterised by fewer and more diverse human
resources (also see section 2.4.2). As such, downsizing initiatives in the US
resulted in major newspaper companies reducing their workforce with 5-10% by
2001 (see Gade, 2004:7). This implies that remaining staff experience increased
pressure to cover an increasing number of news stories. Increased deadline
pressure (due to a focus on profitability and competition) leaves reporters and
managers little choice but to work in a “fast paced daily environment” (Cresswell,
2002), exaggerating this situation even further (see Katopodis, 2002). Adding to
this dilemma, interviewees for Audit 1 stated that inexperienced staff and high
staff turnover in newsrooms all need to be considered when thinking about time
management (see Steyn & De Beer, 2002:24-27; Proctor Simms, 2002; Philips,
2002; also see sections 1.3.4.2 and 1.3.4.5);

s Changed profile of newsroom staff. Interviewees (especially in smaller

newsrooms such as independent radio stations or news agencies) indicated that
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the profile of their current newsroom staff makes it difficult to manage their own
time properly. As such, inexperienced reporters in small newsrooms struggle to
cover important breaking news stories without continuous guidance from
managers. As a result, news managers have no choice but to leave cell phones
on at all times or go to the office at night or over weekends to guide
inexperienced staff. They also need to allocale more time to complete a specific
assignment than necessary, despite already tight deadlines (e.g. see Pather,
2002; Katopodis, 2002);

Changed labour legisiation. This aspect seems to have a bigger impact on time
management in a newsroom context than when fieldwork for Audit 1 was
conducted. Largely, interviewees for this study indicated that legisiation protects
staff from working overtime. As such, interviewees indicated that they deliberately
give staff time off when they have worked on a project for a long period of time.
Their main motivation is that staff can not continue to deliver quality work if they
are overworked. Some pointed towards staff's refuctance to take time off, as they
would continue to work regardless of the overtime they have already put in.
Interviewees mainly attributed this attitude to the fact that staff enjoy their work.
As a result, they do not expect news managers o give them time off for overtime.
Other interviewees, however, described how staff members abuse changed
legislation. They would insist to have time off, even if they have only worked
overtime for a short period. Others described how staff would “pretend” to work
on an assignment, while actually spending time on personal responsibilities or
sitting in their cars waiting for the time to pass;

Increased cultural and ethnic diversity in newsrooms. As Hellriegel et al.
(2005:101) point out, people’s orientation towards time differ. Whereas the
majority of Westerners believe that “time is money”, other cuitures regard time as
an unlimited resource. As a result, they would approach deadlines and
appointments in a much more lenient fashion. This inevitably presents potential
tension among news managers and staff;, and

Generation gaps among newsroom staff. Many interviewees for Audit 1 outlined

the management dilemmas associated with a younger generation of newsroom
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staff (also see section 2.5.1.3). As such, colleagues often perceive younger
reporters as oblivious to time and deadline restrictions. Moreover, they would
hand in an incomplete or inaccurate story and leave the office to go home (see
Steyn & De Beer, 2002:45). This situation puts additional pressure on more
experienced reporters and/or managers to fill in gaps or correct mistakes. As a
result, it becomes difficult for those staff members to adhere to time management

schedules. This, in turn, creates newsroom tension and frustration.

Despite these factors, some interviewees who participated in this research outlined that
they have succeeded in properly managing their time. As such, they described a
deliberate decision to work overtime less often. Many were of the opinion that they enjoy
a better quality of life as a result. It should be emphasised, however, that these

managers are all appointed in higher organisational levels.

5.3.4 Budgeting and financial management

According to Hellriegel et al. (2004:19) the elements of budgeting and financial
management as dimensions of the planning and administration competency refer to

managers’ ability to:

* Understand budgets, cash flows, financial reports and annual reports;
» Keep accurate and complete financial records; as well as

s Create and use budget guidelines in the course of their daily activities.

As such, budgeting assists managers with efficient pianning; ensuring effective and
efficient allocation of available resources; and monitoring how resources are utilised
throughout the budgeted period (Hellriegel et a/., 2005:281).
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5.3.4.1 The media’s challenge to balance financial and other objectives

As a rule, media enterprises (but specifically mainstream media as included in this
research) are profit oriented entities. However, as Campbell (2000.55) states, the media
is “radically different from most businesses because the future of democracy depends
on an unencumbered free press”. This is probably one of the most contentious issues
within modem-day journalism (see section 1.3.2). As such, media enterprises are
criticised for focusing so much effort on financial success that they iose sight of their
responsibility o also inform and entertain a diverse media audience in a fair and
balanced manner (e.g. see The Pew Research Centre, 2004:1; Beam, 2004:2; Meyer,
2004:55). As Underwood (1995:169), for instance, states:

... tnere is built into journalism the possibility of inducing change and helping 1o create a
world that is more just and more peaceful; it is this possibility that has fired and continues
to fire the imagination of journalists everywhere on earth. Political and especiaily economic

reality, however, severely circumscribes these possibilities.

The South African media does not escape this controversy. Addison (2003a:26), for
instance, raises criticism that the country's media lack social responsibility and do not
fulfil its rightful role in democratisation initiatives. Or as Von Bormann (2004a:29) states,
“the strategy remains, particularly for listed media companies, the shortest route to the
greatest profits. The triple bottom line — economic, social and environmental — is not a
priority” (also see Berger, 2004c:3). However, one might rather argue that the economic
bottom line is currently too much of a priority, and that the media actually needs to
increase it social and environmental responsibility. Moerdyk (2005:7) supports this
perspective by referring to the potential danger facing the media if it does not acquire a
more social responsible role. He bases this argument on the increasing need among

readers and listeners for trustworthy providers of information.

Over and above this, many media enterprises are accused that they deliberately seek

and please customers. In more instances than not, these customers represent the more
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affluent and influential communities in society (Herrick, 2003:228; Von Bormann,
2004a:31). As a result, it is argued that the media neglects issues relevant to minority
communities (Gade, 2004:5). Uitimately, these voices maintain that journalism is subject
to “commercial exploitation” (Powers, 2004:74). Counteracting these arguments, owners
of large and profitable media enterprises assert that “diminished journalism is better than
no journalism” (Herrick, 2003:228).

Given the above-mentioned accusations, critics call on media enterprises to improve
their public responsibility role and plough back some of their profit into improved wages,
improved technology and other resources for staff to do their work, or increased
involvement in public service projects. However, critics claim that media enterprises
often fail to fulfil these roles, as owners lack insight into the intricate nature of the media
industry. Interviewees for this research specifically voiced these concerns (see Steyn e!
al., 2005a:26; also see section 4.3.3).

5.3.4.2 The need for proper financial management skills among news managers

Given the above debate, news managers need to master financialt management skills. In
order to implement these properly, they need sound financial information. If this is not
the case, “organisations would have poorly defined goals, if they were to have goals at
all; and managerial learning and organisational growth might never occur” (Wicks et al.,
2004:261). In fact, without proper financial information enterprises or departments will

find it almost impossible to take informed decisions.

Flatter hierarchical structures (as found to be the trend at many media enterprises) imply
that more employees and managers will probably contribute towards financial decisions
than was the case in the past (Valoyi, Lessing & Schepers, 2000:33). As a result,
employees on lower organisational leveis should also be skilled to understand and
interpret financial information. If this were the case, they would be in a better position to
contribute to financial decision making processes. In an increasingly integrated and

converged media environment, Underwood (1995:33) emphasises the importance that
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media managers also coordinate financial planning activities with colleagues in other
departments (e.g. advertising, circulation). However, he warns that managers should not
become so involved with budgeting and planning processes that they fait to focus

sufficient attention on the journalistic side of their positions.

However, financial management and budgeting are complex issues. As a result, many
managers do not intuitively have the skills to grasp the related concepts. They therefore
need training and guidance to perform the tasks associated with financial management
properly (Masitsa, 2005:192). Fortunately, technological developments (e.g.
computerised software} make it easier for managers to gain confidence in budgeting and

financial management activities (see Herrick, 2003:238).

The previous four sections of this chapter provided a theoretical context on the
dimensions of planning and administration as a managerial competency. The next part
focuses on research results pertaining to the importance and impiementation of planning
and administration as a managerial competency among first-line news managers and
reporters in South Africa’s mainstream media. The quantitative results are based on the
importance first-line news managers and reporters attach to management tasks related
to this competency. It also provides first-line news managers’ view on how well they

currently implement these tasks, as well as reporters’ experience thereof,

5.4 Results — the importance and implementation of planning and administration

as a managerial competency

Tables 5.1 and 5.2 display quantitative results on the following issues:

o The difference between the importance first-line news managers attach to each
management task related to the planning and administration competency and
their perception of how well they currently implement it. This is compared with the
difference between the importance reporters attach to each management task

and their experience of first-line news managers’ implementation thereof; and
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« The difference between first-line news managers’ view on how well they

implement each management task and reporters’ experience thereof.

The aggregate effect size of planning and adminisiration as a managerial competency
(without dividing it into different management tasks or comparing it on the basis of media

type or media ownership type) shows that:

« First-line news managers indicated a moderately significant difference (d=0.54}
between the importance they attach to the planning and administration
compelency and their current implementation thereof; and

+« Reporters agreed with this perception. A moderately significant difference
(d=0.63) was subsequently calculated between the importance they attach to this
competency and their experience of first-line news managers’ current

implementation thereof.

This implies that first-line news managers and reporiers experience a gap between the
importance they attach to this compelency and the current implementation thereof. The
somewhat larger effect size calculated for reporers (compared to first-line news
managers) indicates that they experience a bigger gap between importance and current

implementation by first-line news managers.

5.4.1 Comparing the importance of management tasks related to planning and

administration as a managerial competency with the implementation thereof

Table 5.1 outlines the following with regard to each management task related to

planning and administration as a managerial competency.
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Table 5.1: Comparing the importance and implementation of planning and administration as a managerial

competency between first-line news managers and reporters

Planning and administration as a managerial competency

First-line news managers Reporters
Management task n Mean Std Effect n Mean Std Effect
%%, deviation size XX, deviation size
_ {d). (d)
13.2.1 Taking well-informed decisions despite deadling pressure 73 | 0.52 0.85 0.46 172 0.72 1.31 0.69
13.2.2 Anticipating conseguences of risks taken to deliver news product 70 1039 0.84 0.42 175 0.75 1.42 0.54
13.2.3 Defending consequences of risks taken 68 [ 0.40 0.95 0.77 173 0.71 1.33 0.54
13.2.4 Pro-actively developing plans to improve output 70 | 0.69 0.89 0.80 174 0.98 1.41 0.70
13.2.5 Pro-actively scheduling plans io achieve sel goals 65 | 0.82 1.01 0.54 171 0.91 1.50 0.60
13.2.6 Prioritising tasks to deliver the desired news product 70 [0.44 0.83 0.61 172 1 0.97 1.31 0.74
13.2.7 Delegating responsibility for tasks 67 | 0.37 0.92 _ 041 172 1 0.48 1.34 0.36
13.2.8 Delegating authority to perform tasks 67 | 0.46 0.84 0.55 170 0.57 1.32 043
13.2.9 Identifying resources to deliver news product 67 | 0.67 0.88 0.77 171 0.83 1.41 0.59
13.2.10 Obtaining resources to deliver the news product 64 | 0.97 1.14 0.85 173 1.05 1.38 0.76
13.2.11 Organising resources obtained 66 | 0.62 0.94 0.66 174 0.91 1.38 0.66
13.2.12 Keeping accurate and complete financial documentation 45 | 0.64 1.26 0.51 151 0.36 1.45 0.25
13.2.13 Budgeting for activities in the department/section 48 | 0.60 1.09 0.56 151 0.36 1.50 0.24
13.2.14 Using financial information to plan activities 51 | 0.57 1.06 0.54 148 0.43 1.56 0.27
13.2.15 Using financial information when taking decisions 52 | 0.58 1.07 0.54 150 | 0.35 1.50 0.24
13.2.16 Using financial information when perdorming control activities 49 1069 1.03 0.68 146 | 0.25 1.56 0.16
13.2.17 Handling a variety of incidents at once 70 | 024 0.69 0.35 173 | 0.64 1.47 0.43
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5.4.1.1  Taking well-informed decisions despite deadline pressure

Both first-ine news managers (n=73; d=0.46) and reporters (n=172; d=0.69) indicated a
moderately significant difference between the importance they attach to this
management task and the former group’s current implementation thereof. Both groups
thus admit that first-ine news managers do not implement this task as well as they

should, given the importance they attach to it.

By admitting their tack of skills in this area, first-line news managers call for improved
skills or newsroom conditions to facilitate their performance. Reporters, on the other
hand, signal that they are not satisfied with the way in which superiors take decisions
and that media enterprises should address this issue. As was the case during Audit 1
{Steyn & De Beer, 2002:45), both first-line news managers and reporters therefore
experience that deadline pressure influences newsroom activities. As was indicated in
section 5.2.2, the unexpected nature of the news industry could put news managers in a
position where they need to take important decisions in a short period of time or on short
notice. Despite this, sections 53.2.1 and 5.3.3 underscored the need for news

managers and reporters prioritise thorough (yet flexible) planning.

5.4.1.2 Anticipating consequences of risks taken to deliver the news product

Reporters (n=175} indicated a moderately significant difference (d=0.54)} between the
importance they attach to this management task and first-line news managers' current
ability to implement it. First-line news managers (n=70), on the other hand, indicated a
practically insignificant difference (d=0.42} between the importance they attach to this

management task and their current implementation thereof.

On the one hand, this result might show a perception among reporters that first-line
news managers are too cautious or unwilling to take risks. On the other hand, however,
it could also highlight a perception amaong reporters that first-line news managers take

irresponsible risks without thoroughly considering the potential consequences thereof.
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Irrespective of which perception truly reflects the current newsroom situation,
inexperience among first-line news managers could be an important contributing factor.
As such, this could leave managers overly cautious to take risks (also see section
1.7.4.1).

5.4.1.3 Defending consequences of risks taken

Reporters (n=173) only indicated a moderately significant difference (d=0.54) between
the importance they atlach to this management task and their experience of how well
first-ine news managers currently perform on this area. First-line news managers
(n=68), on the other hand, experience a bigger gap between the importance they attach
to it and their current implementation thereof. As a result, they indicated a practically

significant effect size (d=0.77).

This result can be linked to the discussion in section 5.4.1.2. 1t might also tie in with first-
line news managers’' acknowledgement that they lack the ability to develop retationships
with superiors or exercise influence within higher management levels (see sections
4.6.1.8 and 4.6.1.9). Improved communication and better relationships between these
two management tiers might address this situation. Moreover, more management
experience and improved skills related to this managerial competency might equip first-
line news managers with skills and boldness to properly defend the consequences of

risks taken properly to top management.

In a newsroom environment characterised by increased pressure to beat the competition
(despite more limited human and financial resources), this management task might
become even more important in future. Apart from this, section 4.3.3 outlined how media
owners diversify their business interests across various industries. As a result, first-line
news managers should have the skills to defend the consequences of risks taken to top
management and owners. This might especially be the case when financial success is
at stake.
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5.4.1.4  Pro-actively developing plans to improve the level of professional output

This was another area in which first-line news managers (n=70) experience a bigger gap
between the importance and their current implementation of the management task. As
such, a practically significant effect size (d=0.80) was calculated. Reporters (n=174),
however, seem somewhat less aware of this gap. As such, they only highlighted an
(albeit high) moderately significant effect size (d=0.70) on this issue. This could be
attributed to the fact that reporters consider this management task somewhat less
important (x;=4.24) than first-line news managers (xy=4.29) who participated in the
study.

The dilemma of pro-active planning in a newsroom context was discussed in section
5.2.2. However, failure to do so might differentiate media enterprises from their
compelition. Whereas inability to plan often results in crisis management, well devised
plans would present media enterprises with a choice of options to implement when they
need to take quick decisions.

Qualitative data from this research support this perspective. Interviewees underlined the
importance of pro-actively developing plans, given the challenges associated with this
management task in a newsroom context. Their view is that this could improve
professional output, while it could also alleviate first-line news managers’ burden of

constantly having to take rush decisions and then defend the outcome to superiors.
54.1.5 Pro-actively scheduling plans to achieve set goals

The inability to pro-actively schedule plans to achieve set goals and objectives flows
from the above. While first-line news managers (x1=4.31) and reporters (x1=4.06)
consider this management task important, they both acknowledged that the former
group does not currently implement it optimally. As a result, both first-line news

managers (n=65; d=054) and reporters {n=171; d=0.60) indicated a moderately
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significant difference between the importance and current impiementation of this
management task.

Interviewees across the country described daily newsroom planning sessions during
which they schedule plans. The nature of these sessions differs, but the majority
consists of conferences and meetings (morning/afternoon or more often in the case of
daily newspapers, morning conferences in the case of weekiy newspapers, or weekly
meetings in the case of magazines). In cases where (for instance broadcast) media
enterprises have regional offices, conferences include telephonic discussions (line talks)
to get regional input. During these meetings, managers hand out assignments, staff
discuss ideas and compile diaries. While some media titles prefer that only specific staff
attend these meetings, interviewees at others indicated that they try to make these
meetings as inclusive as possible. As such, they extend an open invitation to all staff

members to attend meetings.

However, these conferences mainly focus on the day-to-day activities (and feedback
from staff) in order to produce the desired news product. Many interviewees emphasised
that these are not the platform to pro-actively plan for the medium to long-term and that

little time is actually available to do this type of planning (aiso see section 5.2.2).

5.4.1.6 Prioritising tasks to deliver the desired news product

Both reporters (n=172; d=0.74) and first-line news managers (n=70; d=0.61) indicated a
moderately significant difference between the importance and current implementation of
this management task. Despite the bigger effect size, reporters consider this
management task less important (x1=4.39) than first-line news managers (x1=4.58).

As was indicated in section 5.3.2.1 the ability to prioritise tasks is an important
management skill. It does not only make life easier for managers, but also provides
subordinates with a clearer view of the sequence in which they should address tasks

assigned to them. By indicating a larger gap between the importance and
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implementation of this management task, reporters hightighted a need for improvement
in this area. First-line news managers will also benefit from improving pricritising skills.
This will address haphazard approaches to work and clearly inform all newsroom staff
about the issues they need to priorilise during the course of the day. It will ultimately

aiso reduce the need for crisis management.

5.4.1.7 Delegating responsibility for tasks

First-ine news managers (n=67; x;=4.29) consider this management task more
important than reporters (n=172; x1=4.07). Despite this, neither group of respondents
experience a praclically significant difference between the importance they attach to this
task and the current implementation thereof (d=0.41 for first-line news managers and
d=0.36 for reporters).

5.4.1.8 Delegating authorily to perform tasks

In contrast with the results in section 5.4.1.7, first-line news managers (n=67) indicated a
moderately significant difference (d=0.55) between the importance they attach to this
management task and their current implementation thereof. Reporters (n=170), on the
other hand, highlighted no practically significant difference (d=0.43). This indicates that
the level of importance they attach to it equals their experience of first-line news

managers’ implementation thereof.

The findings in sections 5.4.1.7 and 5.4.1.8 indicate that first-line news managers find it
easy to delegate responsibility for tasks to reporters given the importance they attach to
this management task. However, they admit that they are not always prepared to
delegate the authority for completing tasks. Given the importance of delegating
responsibility and authority to subordinates (see sections 2.4.2; 2.4.3.5; 2.4.4.3), media
enterprises should address this issue. Failure to do so could leave reporters frustrated
and demotivated to complete tasks effectively and efficiently. Moreover, a lack of proper

delegation skills will increase first-line news managers’ responsibilities. This, in turn, will
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leave them with less time to spend on other (possibly more important} management
tasks. Eventually this poses the threat that first-line news managers’ stress levels

increase, leaving them prone to suffer workplace burnout {aiso see section 9.2.3.1).

5.4.1.9 Identifying resources to deliver the news product

Both groups of respondents highlighted discrepancies between the importance they
attach to this management task and first-line news managers' current ability to perform
it. First-line news managers (n=67), however, seem more aware of their inability in this
area than reporters (n=171). As such, a practically significant effect size (d=0.77) was

calculated, while reporters highlighted a moderately significant difference (d=0.59).

First-line news managers' acknowledgement of this dilemma shouild communicate to
superiors and owners that newsroom decision makers have trouble to do what media
enterprises expect of them, given the available resources. As was found by Rosentiel
and Mitchell (2004:86) media enterprises (obviously also those in South Africa) should
realise that disinvesting in (especially human) resources could put decision makers in a
difficult position to address an expanding workload. Failure to do this might, in turn, lead

to a decline in guality of journatism, circulation figures, and ultimately revenue.

5.4.1.10 Obtaining resources to deliver the news product

First-line news managers (x:=4.01) and reporters {x,=4.21) agree on the importance of
obtaining resources needed to deliver the news product. Reporters (n=173), however,
consider this management task more important than first-line news managers (n=64).
Given this, both groups indicated a practically significant difference between the
importance and first-line news managers’ current implementation thereof (d=0.85 for
first-line news managers and d=0.76 for reporters). In this case, first-line news
managers experience a bigger gap between the importance they attach to it and their
ability to perform this task.
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This finding can be linked directly to the above issue, as an inability to identify resources
could make it more difficult to obtain them. Interviewees emphasised this frustration. As
was highlighted in section 4.3.3 some interviewees explained the difficulty they have to
obtain (especially financial) resources. They attribute this difficulty to owners' lack of
insight into the media industry, and subsequently the difficulties media managers face.
As a result, they sometimes hesitate to address newsroom needs within the expected

time frame.

5.4.1.11 Organising resources obtained

Despite the importance both first-line news managers (n=66; x,=4.15) and reporters
(n=174; x,=4.20) attach to lhis management task, they experience a moderately
significant difference with regard to the current impiementation thereof (d=0.66 for first-

line news managers and reporters respectively).

First-line news managers indicated in the above sections that they have trouble to
identify and obtain resources needed to deliver news products. Adding to this, they also
acknowledge a lack of skills to organise resources in such a manner that media
enterprises can achieve organisational goals and objectives. Managers probably need
more clarity on why they are trying to identify and obtain resources (e.g. they need
human resources to cover a specific news event, and they need financial resources to
cover the costs associated with it). This knowledge might enable them to know how they
should optimally utilise resources obtained. Based on a finding by Berryman-Fink
(1985:309) one can argue that appointing more female managers as part of media
enterprises’ gender equity initiatives might address this situation. Berryman-Fink found

that women's ability to organise equips them to be more effective managers.

5.4.1.12 Budgeling and financial management

First-line news managers are aware of the importance of budgeting and financial
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management in a newsroom management context. Despite this, they indicated
moderately significant differences between the importance and their current ability to

implement these tasks. More specifically, they experience gaps with regard to:

¢ Keeping accurate and complete financial documentation (n=45; d=0.51});
+ Budgeting for activities in the departmen¥/section (n=48; d=0.56);

¢ Using financial information to plan activities (n=51; d=0.54),

* Using financial information when taking decisions (n=52; d=0.54); and

» Using financial information when performing control activities (n=49; d=0.68).

It is thus clear that first-line news managers lack the skilis to property perform the
management tasks associated with financial management and budgeting given the
importance they attach to it. Again, one can contribute this inability to management
inexperience. This situation could pose serious challenges to newsroom management,
especially since first-line news managers indicated that they experience difficulty to
defend the consequences of risks to top management (see section 5.4.1.3). If first-line
news managers keep proper financial records of activities, ptan and make decisions
based on available funds and use financial information to control newsroom activities,

top management might also be less critical of financial risks.

Interestingly, reporters indicated no practical significance between the importance they
attach to these management tasks and first-line news managers’' current implementation
thereof. This could reflect a lack of understanding among reporters on the importance of
these management tasks in a newsroom environment. Given the emphasis on
profitability and the financial considerations of newsroom activities (see section 5.3.4.1)

one would expect this situation to be different.
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-Table 5.2: Comparing the implementation of planning and administration as a

managerial competency between first-line news managers and

reporters
First-line news managers Reporters
Managemaent task n Mean Std n Mean Std Effect
{xz) deviation [x2) deviation size
__{d)
Taking well-informed decisions 77 | 4.16 0.84 190 | 3.40 1.26 0.60
Anticipating conseguences of risks taken 74 | 3.95 0.76 187 | 3.45 1.17 043
Defending consequences of risks taken 72 1388 0.85 187 | 3.44 1.27 0.34
Pro-actively ptanning to improve output 73 | 362 1.04 190 | 3.26 1.29 0.27
Pro-actively scheduling plans 67 | 3.55 1.05 189 1 3.15 1.23 0.33
Prioritising tasks 74 1418 0.77 190 | 3.40 1.21 0.65
Delegating responsibility for tasks 71 | 4.07 0.82 187 | 3.58 1.14 0.43
Delegating authority to perform lasks 71 1387 0.86 189 | 3.50 1.25 0.30
Identifying resources 71 1370 0.80 186 [3.3% |1.24 0.26
Obtaining resources 68 | 3.1 1.02 189 [ 3.186 1.20 0.03
Organising resources 70 [ 3.59 0.99 190 | 3.28 1.21 0.25
Accurate/complete financial documentation | 50 | 2.94 1.38 169 | 3.50 1.25 0.40
Budgeting for activities 51 | 286 1.20 168 | 3.43 1.26 0.45
Using financial information to plan activilies | 55 | 2.86 1.25 165 | 3.32 1.26 0.37
Using financial information to take decisions | 55 | 3.02 1.16 166 | 3.40 1.20 0.32
Using financial information to control 52 290 1.26 160 13.36 1.256 0.36
Handling a variety of incidents at once 75 | 417 0.80 188 1347 | 1.29 0.54
5.4.2 Implementation of management tasks related to planning and

administration as a managerial competency

Results in Table 5.2 indicate thal first-line news managers in general perceive

themselves beller implementers of the management tasks relaled to the planning and

administration competency than reporters. The only area in which this perspeclive is

reversed relales to financial management and budgeting tasks. As oullined in seclion

5.4.1.12, first-line news managers perceive themselves worse implementers of these

lasks than reporters experience it to be the case. Over and above this, resulls in Table

5.2 highlight four areas where first-line news managers differ from reporters on the

implementation of management tasks associated with the planning and administration

competency. These are subsequently discussed.
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54.2.1 Taking well-informed decisions despite deadline pressure

A moderately significant difference (d=0.60) was calculated between first-line news
managers’ (n=77) view of how well they implement this management task and reporters’
(n=190) experience thereof. As indicaled above, first-line news managers perceive

themseives better implementers than reporters experience it to be the case.

5.4.2.2 Prioritising tasks to deliver the desired news product

A moderalely significant difference (d=0.65) was also calculated in terms of first-line
news managers’ ability to perform this task and reporters’ perception thereof. Again,
first-line news managers (n=74) consider themselves belter al this task than reporters

(n=180) experience it in day-to-day newsroom situations.

5.4.2.3 Budgeting for activities in the department/section

As indicated above, reporters (n=168) perceive first-line news managers better at
budgeting for activities than first-line news managers (n=51) themselves perceive it 10 be
the case. As a resull, a moderately significant difference (d=0.45) was calculated

between the two groups of respondents.

5.4.2.4 Handling a variety of incidents at once

Finally, a moderately significant difference (d=0.54) was highlighted between first-line
news managers’ view of this management task and that of reporters. As was the case
with the implementation of the above two management tasks, first-line news managers
(n=75) consider themselves better at implementing this task than reporters {n=188)

experience it to be the case.
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implementation of planning and

In order to obtain a more detailed view of the importance and implementation of

planning and administration as a managerial competency, comparisons were made

among reporters and first-line news managers across media types.

Table 5.3: Importance and implementation of planning and administration as a
managerial competency across media types from the perspective of
reporters

| Media type Reporters
Importance — Planning and administration
Effect size (d)
n Mean Std Daily Weekly | Magazine ™V Radio On- News
{xs) deviation | news- rnews- line agency
paper paper media
Daily
newspaper 43 | 3.97 0.68 0.02 0.07 048 | 012 0.07 0.73
Weekly
newspaper 51 | 3.85 1.04 0.06 0.35 }0.10 0.07 0.49
Magazine |9 4.02 0.62 042 |0.06 0.0 0.72
Television 18 | 4.31 0.72 0.34 0.40 0.21
Radio 44 [14.06 0.74 0.05 0.54
g 1 403 |o72 0.61
media
News
e 8 [4.46 0.38
Implementation — Planning and administration
Effect size (d)
n Mean Std Daily | Weekly | Magazine | TV | Radio On- News
(x3) deviation | news- news- line agency
__paper paper media
Daily
Pai— 46 | 3.47 0.83 0.31 0.27 0.21 | 0.04 0.36 0.14
Weekly
newspaper 51 | 312 1.14 0.51 0.10 1 0.28 0.57 0.42
Magazine | 9 3.70 0.86 0.41 |[0.28 0.07 0.12
Television 18 | 3.23 1.15 0.18 0.46 0.31
Radio 50 |3.43 0.96 0.34 0.17
On-line
madia 11 13.76 0.74 0.19
News 8 |359 082
| agency L
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Table 5.4: Importance and implementation of planning and administration as a
managerial competency across media types from the perspective of
first-line news managers

Media type First-line news managers
Importance — Planning and administration
Effect size (d)
n Mean Std Daily Weekly | Magazine TV Radio On- News
() deviation | news- news- line agency
paper paper media
Daily
newspaper 26 |4.00 0.73 0.02 0.12 003 | 047 0.12 0.06
Weekly
newspaper 21 1 4.01 0.81 0.10 0.05 | 041 0.10 0.04 B
Magazine 2 4.09 0.12 0.12 | 0.57 Q.00 0.05
Television | 3 3.96 1.06 0.36 0.12 0.08
Radio 8 4.34 0.44 0.31 0.33
On-line
e 8 4.09 0.80 0.05
News
agancy 5 4.05 0.88
Implementation — Planning and administration
Effect size {(d)
n Mean Std Daily Weekly | Magazine TV Radio Oon- News
(xz) deviation | news- news- line agency
paper paper media
Daily
newspaper 26 | 363 0.50 0.02 0.32 024 | 017 0.38 0.19
Weekly
newspaper 22 | 361 0.73 0.20 025 | 014 0.29 0.21
Magazine | 2 347 0.17 039 |0.49 0.12 0.37
Television | 3 3.88 1.06 0.16 0.45 0.08
Radio 11 13.71 0.49 0.52 0.10
On-line
media 8 3.40 0.60 0.45
News 5 |380 [o088
 agency

Tables 5.3 and 5.4 highlight the following resuits.

5.4.3.1

Importance of planning and administration as a managerial competency from

the perspective of reporters

A moderately significant difference (d=0.48) on the importance of the planning

and administration competency was highlighted between reporters working at
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daily newspapers (n=43) and television (n=18). A simitar (albeit higher) difference
(d=0.73) was found between reporters working at daily newspapers (n=43) and
those at news agencies {n=8). Television reporters (x;=4.31) and those at news
agencies (x1=4.46) regard this competency more important than their peers do at

daily newspapers (x,=3.97).

The rools of this finding could be traced to both television and news agencies
operating with smaller newsroom staff components than daily newspapers. As a
result, reporters at these media realise that planning and administration is vital if
they want to effectively compete wilh larger media enterprises (of which daity
newspapers often form part). Another explanation (also see section 5.3.4.2) could
be that television and news agency newsrooms tend to have flatter structures. As
a result, planning and administration might be easier than within larger media
enterprises (of which newspapers form part); and

When comparing the importance atlached to planning and administration among
reporters at news agencies (n=8) with that of reporters employed by other media
types, moderately significant differences were again found. These reporters
perceive planning and administration more important (x1=4.46) than peers at
weekly newspapers (n=51; d=0.49; x,=3.95). They also perceive it more
important than peers at magazines {n=9; d=0.72; x1=4.02); radio (n=44; d=0.54;
x,=4.06) and on-line media (n=11; d=0.61; x,=4.03). In this instance, the above
arguments aboul smaller newsrooms and flatter organisational structures at news
agencies are not valid, as news agencies seem to have equaily small newsrooms
than on-line media and some radio stations. It couid, however, be valid with
regard to the difference between news agencies and weekly newspapers and

some magazines.
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5.4.3.2 Implementation of planning and administration as a managerial competency

from the perspective of reporters

A moderately significant difference (d=0.51) on the implementation of the
planning and administration competency was found between reporters at weekly
newspapers (n=51) and peers at magazines (n=9). Magazine reporters (x>,=3.70)
perceive their first-line news managers belter implementers of this management
task than their colleagues al weekly newspapers (x,=3.12). Again, the above
arguments could be valid. Since magazine newsrooms are often smaller than that
of weekly newspapers, first-line news managers realise the value of proper
planning and administration and implement it as such. Less bureaucracy at
magazines might also facilitate proper planning and administration (compared to
weekly newspapers). However, bolh media lypes operate on a weekly schedule.
Subsequently an argument that magazine deadlines are more lenient than those
at weekly newspapers would be invalid;

Similarly, a moderately significant difference (d=0.57) on the implementation of
this competency exists between reporters at on-line media (n=11) and colleagues
at weekly newspapers (n=51). The same moderate significant difference {d=0.46)
was found between reporters al on-line media (n=11) and those at television
(n=18). In both cases, reporters at on-line media (x,=3.76) perceive first-line news
managers better implementers of this competency than colleagues al weekly

newspapers (x2=3.12) and television (x»=3.23).

Many on-line media titles obtain news reports electronically from other sources
(e.g. other websites, news agencies). This implies that they need nol assign
reporting teams to cover breaking news stories. To some extent, part of the work
involved in covering a news story has thus already been done. As one
interviewee al an on-line media title put it: “News dictates our planning”. This
might altow more time for first-line news managers at these sites lo plan properly
for the short, medium and long-term. Nevertheless, an interviewee at an on-line

media tille associaled with a weekly newspaper expressed her concern and
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dissatisfaction with the level of daily planning at the site. Despite various methods
to monitor reporters’ progress on assigned tasks, she expressed a need for better
planning. She highlighted that staff come in at different times of the day, as they
work in shifts. As a result, it is difficult to have daily planning sessions where all

staff members are involved.

5.4.3.3 Importance of planning and administration as a managerial competency from

the perspective of first-line news managers

First-line news managers' view of the importance of planning and administration
differ moderately significantly across different media types. As such, a moderately
significant effect size (d=0.47) was calculated between first-line news managers at
radio (n=8) and those at daily newspapers (n=26). A moderately significant
difference (d=0.57) was also found between first-line news managers at radio (n=8)
and the sample of magazine respondents (n=2). In both cases, first-line news
managers at radio consider planning and administration more important (x;=4.34)}

than their counterparts at daily newspapers (x1=4.00) and magazines (x;=4.09).

With regard to independent radio stations, one can again argue that they operate
with smaller newsrooms, with the first-line news manager often also forming part of
the reporting team (see section 5.2.2). As a resull, they are highly aware of the
importance of proper planning, as a lack thereof could negatively affect the news
product. With regard o radio stations associated with the public service broadcaster,
qualitative data from interviews highlighted a lack of proper planning between the
head office in Johannesburg and regional offices. This could result in higher
awareness among first-line news managers at regional offices that newsrooms need

proper planning to perform as is expected of them.
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5.4.3.4 Implementation of planning and administration as a managerial competency

from the perspective of first-line news managers

A moderately significant difference (d=0.49) on the implementation of planning
and administration was calculated between first-line news managers at radio
stations (n=11) and those at magazines included in the sample (n=2). Again, first-
line news managers at radio stalions consider themseives better implementers
(x2=3.71) than those at magazines (x,=3.47). This finding is in line with the above.
Because first-line news managers at radio perceive planning and administration
more important, they attempt to implement it properly. Interestingly, however,
radio station reporters do not perceive their first-ine news managers to be
significantly better at the implementation of this competency than those working
at other media titles;

Likewise, a moderately significant difference (d=0.45) on the implementation of
this competency was found when companng the view of first-line news managers
at television channels (n=3) and their colieagues at on-line media (n=8). The
former group considers themselves better at implementing this competency
(x2=3.88) than the latter (x,=3.40). The same difference was also calculated
between first-line news managers at news agencies (n=5) and those at on-line
media (n=8). The former group again perceives themselves better implementers
of this competency (x,=3.80) than the latter (x,=3.40). Despite the fact that first-
line news managers at on-line media realise the importance of proper pianning,
they experience a need to improve on their implementation thereof; and

Finally, a moderately significant difference (d=0.52) on the implementation of this
competency was calculated between first-line news managers at radio stations
(n=11) and those at on-line media (n=8). The former group considers their skills
in this area better (x,=3.71) than the latter (x,=3.40). A similar difference (d=0.45)
was found between managers at on-line media (n=8) and those at news agencies
(n=5). As was the case above, the former group considers themselves worse
impltementers (x,=3.40) than the latter (x,=3.80).
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the importance and implementation of planning and

administration as a managerial competency across media ownership types

In order to obtain a more detailed perspective on the importance and implementation of

planning and administration as a managerial competency, comparisons were made

among media titles operating on different ownership structures.

Table 5.5: Importance and implementation of planning and administration as a
managerial competency across media ownership types from the
perspective of reporters

Media Reporters
ownership
type
Importance — Planning and administration
Effect size (d)
n Mean Std Listed Unlisted Public Foreign
(x) deviation companies companies service ownership
mandate

Lised 175 1413|064 0.14 0.27 0.06

companies

Unlisted

companies 49 | 3.98 1.06 0.07 0.10

Public

service 31 | 3.91 0.82 0.22

mandate

Foreign

ownership | 29 | 409 0.68

Implementation — Planning and administration
Effect size {d)
n Mean Std Listed Unlisted Public Foreign
(xz) deviation companies companies service ownership
mandate

Listed

companies 80 |3.52 0.98 0.16 0.52 0.00

Unisted 1 47 1334 | 113 0.29 0.16

companies

Public

service 37 | 3.0 0.89 0.57

mandate

Foreign

ownership | 22 | 352 0.78
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Table 5.6: Importance and implementation of planning and administration as a
managerial competency across media ownership types from the

perspective of first-line news managers

Media First-line news managers
ownership
type
Importance — Planning and administration
Effect size (d)
n | Mean Sid Listed Unlisted Public Foreign
{x4) deviation companies companies service ownership
mandate
Listed
companies 39 [ 4N 0.75 0.29 0.41 0.36
Unlisted 45 1384 | 0.0 0.64 0.01
companies
Public
service 9 4.41 0.47 1.01
mandate
Fareign
ownership 13 | 3.83 0.57
Implementation - Planning and administration
Effect size {(d)
n Mean Sid Listed Unlisted Public Foreign
{x2) deviation companies companies service ownership
mandate
Listed
companies 39 | 368 0.52 0.22 0.36 0.44
Unlisted
companies 13 | 3.50 0.81 0.48 0.14
Public
service 12 | 3.88 0.55 0.75
mandate
Fareign
ownership 13 | 3.39 0.65

Tables 5.5 and 5.6 highlight the following resulls.

5.4.4.1 Importance of planning and administration as a managerial competency from

the perspective of reporters

No practical significant difference was calculated between the importance reporters at
different media attach lo planning and administration as a managerial compelency.
frrespective of the ownership structure, reporters regard planning and administration an

important managerial competency (x1=4.03).
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5.4.4.2 Implementation of planning and administration as a managerial competency

from the perspective of reporters

+ |rrespective of the ownership maodel, reporters overall rated the implementation of
planning and administration lower than the importance they attach to it {x,=3.35).
However, they consider their firstdine news managers better at implementing this
competency than the communication competency (x,=3.25 see section 4.6.4.2);

¢ A moderately significant difference (d=0.52) on the implementation of this
competency was calculated between reporters working at JSE listed companies
(n=80) and those employed by the public service broadcaster (n=37). As was the
case with the implementation of the communication competency (see section
4.6.4.2) the latter group of respondents perceive first-line news managers worse
at imptementing planning and administration (x2=3.01) than the former (x;=3.52);

« Similarly, 2 moderately significant difference (d=0.57) on the implementation of
this competency was caiculated between reporters employed by the public
sefvice broadcaster (n=37) and those employed by foreign owned media
companies (n=29). In this instance, the former group of respondents consider
their first-line news managers worse implementers (x,=3.01) than the latter group
(x2=3.52);

e Looking at this finding in more detail, SABC reporters perceive their first-line
news managers worst at implementing the following management tasks

associated with planning and administration:

- Taking well-informed decisions despite pressures posed by tight deadlines
(n=36; x,=2.56);

- Pro-actively developing plans to improve the level of professional output
(n=36; x2=2.64);

- Properly scheduling these plans in order to achieve the set goals (n=36;
x2=2.69);
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- Defending the consequences arising from these risks to lop management
(n=35; x2=2.74),

- Prioritising tasks in order to deliver the desired news product (n=37;
X;=2.78);

- Delegating authority to reporters to perform tasks (n=386; x»=2.92);

- Organising resources (human and otherwise) obtained (n=37; x,=2.92),
and

- Handling a variety of incidents at once (n=36; x,=2.92).

To a certain extent, qualilative data from inlerviewees provide a different
perspeclive to the above results. Some interviewees described several
mechanisms to properly plan for the short, medium and long-term. These include
face-to-face planning sessions, line latks with head office and workshops. Despite
these, some interviewees described reporters’ hesitance to cooperate and put
these plans into action. As one interviewee stated: “People have no responsibility.
Editors end up having to find stories. There is not enough initiative on journalists'’
side”. He emphasised that they encourage reporters to give their line managers
an indication of story ideas and the budget they need to cover the story.
Nevertheless, some reporters refuse to do even that. However, at other SABC
regional offices managers praised reporters for taking initiative on story ideas,

making it easier for newsroom managers to plan and stick to planning schedules.

54.4.3 Importance of planning and administration as a managerial competency from

the perspective of first-line news managers

Overall, first-ine news managers (irrespective of the ownership structure
applicable) consider planning and administration a very important competency
{x,=4.05). They even consider it more important than reporters indicated in
section 5.4.4 1,

When comparing the importance of this competency across different ownership

models, a moderately significant difference (d=0.64) was calculated between first-
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line news managers at the SABC (n=9} and those employed by unlisted
companies (n=12). The former group considers this competency more important
(x1=4.41) than the latter (x;=3.84); and

Finally, a practical significant difference (d=1.01) on the importance of this
competency was calculated between first-line news managers at the SABC (n=9)
and those employed by a foreign owned company {n=13). Again, SABC
managers consider this competency more important (x1=4.41) than their

colleagues at foreign owned companies {x;=3.83).

The above indicates that first-line news managers at the SABC are most aware of
the importance of this competency. They are much more aware than peers al
other media enterprises. The above resulls also indicate that these managers are
more aware of the importance of this compelency than reporters who participated
in the study. As was the case with the communication competency, these findings
contradict reporters’ perspective on the implementation of planning and
administration as a managerial competency {see seclion 4.6.4.2). These findings
therefore indicate that despite the importance first-line news managers at the
SABC attach to this competency, subordinates experience that they do not

implement it optimally.

5.4.4.4 Implementation of planning and administration as a managerial competency

from the perspective of first-line news managers

Overall, first-line news managers (irrespective of the ownership structure
applicable) consider their implementation of this competency better than their
subordinates {x2=3.61);

A  moderately significant difference (d=0.46) was caiculated on the
implementation of this compelency between first-line news managers at the
SABC (n=12) and their colleagues employed by unlisted companies {n=13).
Again, the former group considers themseives better implementers (x;=3.88) than
the latter (x,=3.50}); and
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Finally, a practically significant difference (d=0.75) was found on the
implementation of this competency between first-line news managers at the
SABC (n=12) and those at foreign owned companies (n=13). Again, the former
group considers themselves better at implementing planning and administration
(x,=3.88) than the latter (x,=3.39).

When looking at individual management tasks associated with planning and
administration, first-line news managers at the SABC consider themselves best

at:

- Prioritising tasks in order to deliver the desired news product (n=11;
x2=4.64);

- Taking well-informed decisions despite pressures posed by tight deadlines
(n=12; x.=4.33);

- Delegating responsibility for tasks to reporters (n=12; x,=4.25),

- Handling a variety of incidents at once (n=12; x,=4.25);

- Anticipating consequences of risks (financial and otherwise) taken in order
to deliver the news product (n=12; x,=4.17);

- Pro-actively developing plans to improve the level of professional output
{n=12; x2=4.09);

- Identifying resources (human and otherwise) needed to deliver the news
product (n=12; x,=4.08); and

- Organising resources (human and otherwise) obtained (n=12; x2=4.00).

One can conclude from the above that many of the management tasks first-line
news managers at the SABC consider themselves best implementers of are also
those reporters rated as their biggest weaknesses. These relate to first-line news
managers’ ability to take well-informed decisions despite tight deadline pressures;
their skills to pro-actively develop plans to improve professional output; anticipate
consequences of risks taken in an attempt to deliver the news product; and their

skills to handle a variety of incidents at once. It is thus obvious that a discrepancy
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exists between first-line news managers’ perspective and reporters' experience. It
is not possible from this research to determine which perspective reflects the
actual newsroom situation. However, these findings indicate that this situation

should be addressed.

The conclusions and managerial implications of the above findings are discussed in

chapter ten of this study.

5.5 Summary

This chapter focused on proper planning and administration as a managerial
competency. Against the theorelical background on planning as a basic management
function in section 2.3, this chapter departed from the importance of proper planning and
administration in a changed business environment. These elements were also

discussed within a South African newsroom context.

The second part of the chapter outlined the dimensions of the planning and
administration competency. These relate to managers' ability to gather and analyse
information aimed at proper problem soiving; plan and organise projects; properly
managing time; and properly performing budgeting and financial management functicns.
in each instance, the theory related to these dimensions was applied to a global and
South African media context.

The final section of the chapter provided quantitative and qualitative research resuits on
the importance and implementation of planning and administration as a managerial
competency. As such, it was indicated that reporters who participated in the study are
more aware than firstline news managers of the gaps between the importance and
current implementation thereof. Despite this, first-ine news managers in general
perceive themselves better implementers of this competency than reporters experience
it to be the case. The only difference was found with regard to budgeting and financial

management aclivities. Reporters perceive their first-ine news managers better
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implementers of the management tasks related to these aclivities than first-line news

managers rate themselves.

Data on the importance and implementation of planning and administration was also
compared across different media types and media ownership types. As such, it was
found that reporters at news agencies consider the planning and administration
competency the mast important. However, reporters at weekly newspapers consider
their first-line news managers the worst implementers of this competency. When looking
at first-line news managers’ view on this issue, research results indicated that those at
on-line media and magazines consider this competency most important. However, first-
line news managers at on-line media perceive themselves the worst impiementers
thereof. Similarly, reporters employed by JSE listed companies indicated that they
perceive this competency most important. Reporters at the SABC were, however, of the
opinion that their managers are the worst implementers of this competency. Despite this
view, first-line news managers at the SABC consider planning and administration most
important of all first-line news managers who participated in the study. Their colleagues
at foreign owned media enterprises perceive themselves worst in terms of implementing
this competency.

The following chapter of this study focuses on strategic action as a managerial
competency, with specific reference to the importance and implementation thereof in
South African mainstream media newsrooms.
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Chapter 6:

Strategic action as a managerial competency

within the context of newsroom management

What makes a radio station initiate an aggressive Internet venture to deliver its programming
product online? ... What makes a broadcast television network merge with a movie studio?
Many of these managenial decisions are a result of the dynamic refationship between
a media organisation, its environment, and its attempt to develop and implement
activities that align its organisational resources with environmental changes.

- Chan-Olmsted (2006b:161)

Strategic management is considered a management approach that effectively aligns the
organisation with the increasingly volatile business environment in which it operates.
To ensure long term survival and sustainable growth in this type of environment,
it is imperative that pre-emptively planned change initiatives be implemented
and controlled effectively — the essence of strategic management.

- Cronje and Neuland (2003:22)

Strategic choices made by a firm will affect its performance.
— Shrikhande (2001:148)

Introduction

This chapter focuses on strategic action as a managerial competency. Dimensions of

the theoretical framework are firstly provided. These are subsequently applied to a

newsroom management context, specifically given characteristics of the South African

mainstream media. The theoretical framework is followed by research results on the
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importance attached to and implementation of the strategic action competency among
reporters and first-line news managers in South Africa’s mainstream media newsrooms.
These resuits highlight areas in which first-line news managers and reporter
respondents experience gaps between the importance and current implementation of

specific management tasks retated to this competency.

6.2 Dimensions of strategic action as a managerial competency

According to Hellriegel ef al. (2005:20-21) and Heliriegel et al. (2004:20-21) the strategic
action competency refers to “understanding the overall mission and values of the
organisation and ensuring that employees' actions match (these)'. As such, this
competency necessitates that staff understand both the industry and the enterprise in
which they work, and have the skills needed to take strategic action. Being more
specific, the dimensions of this competency require that employees have insight into,
understand and commit themselves to the mission and vision of the enterprise. They
should subsequently align every organisational activity accordingly. This requires
managers to develop and implement new product development strategies, guide new
business ventures, distribute profit, and increasingly also become involved in mergers,
acquisitions and long-term planning (Valoyi et al., 2000:33). In order to effectively and
efficiently perform these tasks, managers need visionary leadership skills to assist them
in taking and implementing decisions (Oosthuizen ef al., 2002:30).

Traditionally, management tasks associated with strategic thinking were the
responsibility of top management (see Valoyi et al., 2000:33). However, (as outlined with
regard to the planning and administration competency in chapter five) the present-day
tendency is to involve staff members up and down hierarchical structures in strategic
management activities {(e.g. Du Toit, 2003:25; Kim, 2002:233; Valoyi et al., 2000:33). An
organisational environment in which internal stakeholder concerns are increasingly
important for organisational success or failure necessitates this approach (see section
6.2.2.1).
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To achieve this, managers should especially become well versed in the following

dimensions of strategic action as a managerial competency.

6.2.1 Understanding the industry

It was discussed earlier in this study (see sections 5.2 and 2.3.1.2) that modern-day
enterprises face the challenge of constantly changing internal and external
environments, It was also highlighted in sections 1.3.3, 1.3.4 and 5.2 that the
international and South African media is confronted with similar ongoing change (also
see Gade, 2004:5). This situation seems unlikely to change in future. This necessitates
that staff across organisational levels, as well as business owners are informed and
have a thorough understanding of the industries in which they work (see Peters,

2004:34). They specifically need insight into the following aspecls.

6.2.1.1 Past, current and future challenges facing the industry

No manager can properly think and plan strategically if they are unaware of the history
and current challenges facing the industry in which they work. Similarly, they also need
the skills to anticipate potential future challenges their industry would need to address.

This obviously also applies to media managers.

However, within a context of diversifying business interests, many business owners lack
sufficient background and understanding of new industries they enter. As a result, they
sometimes find it difficult to think and operate strategically, given the history and current
industry trends. Again, this also applies to the media, and especially a developing media
industry in South Africa. With the liberalisation of media interests (see section 1.3.4.2}
many incoming media owners originally had interests in other business industries. As a
result, they might lack insight into the history and current chaltenges facing the media.
Interviewees who participated in this research expressed their view that many owners

subsequently fail to understand strategic decisions taken by media managers.
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Interviewees for both Audit 1 and Audit 2 expressed their concern about this issue.
During Audit 1 interviewees attributed the situation to factors such as inexperience, lack
of skills and juniorisation (e.g. see Jacobs, 2002; Heyl, 2002). More specifically,
however, they contributed it to a lack of understanding about the craft, purpose and role
of journalism in society. They emphasised that news managers should refocus their
attention to understand journalism as an important pillar of democracy, instead of merely

seeing it as a “money making corporate” (Jacobs, 2002; also see Gans, 2004:10).

These factors often also prevent business owners from successfully analysing industry
related trends and the implications thereof (DuBrin, 2003:124; Lussier, 2003:136).
Subsequently, they might fail to effectively position their businesses within an
increasingly competitive market. Failure to achieve this was highlighted as one of the
most important factors hampering success at some media titles included in this research
(see Steyn et al., 2005a:25-26; also see Addison, 2005:32).

6.2.1.2 Current trends in the South African media environment

In order to strategically position media enterprises in South Africa, media owners and
managers should take cognisance of current trends affecting the industry. They should
also be able to anticipate potential industry related changes in order to ascertain
whether these hold threats or opportunities for media enterprises. Moreover, they should
be informed of the activities among both their competition and strategic partners (see
King-Shankieman, 2000:1-2; Rankin, 1986:34).

With this in mind, owners and managers of South African media enterprises should be

informed about:

e An emerging black middle class who relies on the media for information,
education, health advice, voter education, lifestyle tips (Addison, 2003a:26) and
personal growth opportunities (Addison, 2005:34). If media enterprises can pro-
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active position themselves to address the needs of this market, they will capture a
growing audience in need of education, information and entertainment;

The geographical distribution of newspaper readers, with the majority being
situated in urban areas. These readers share communalities on the basis of age,
language, culture, education and income rather than previous demarcations
based on race (Addison, 2004:35). This trend, however, also highlights a
potential need for information among readers in rural areas, given the challenge
of low literacy rates. If the majority of newspaper distribution is focused on urban
areas, community orienled newspapers could be instrumental to address the
needs of readers in rural communities (also see Emdon, 2005:34-40);

Daily newspaper circulation constantly increasing in the last 10 years. These
figures are estimated at about 3.6 million, with weekly newspapers also showing
an increase to more than 16 million readers (Addison, 2003a:28). This contrasts
internationally declining annual circulation trends of around 2% (Accone,
2005a:22). While a large section of the upcoming market of black readers
currently reads tabloid newspapers, it is anticipated that these readers will
“mature” in their newspaper preferences and focus more on “serious” titles as
source of infformation and entertainment;

Linked to the above, the increasing imporiance of community and tabloid
newspapers in capturing and expressing issues relevant to local communities.
These tities also add to the diversity of interests porirayed in the media (Addison,
2003b:26; Capraro, 2003:19);

Magazine circulation figures rising to around 12 million. This means that about
one magazine is available for every four people in the country. It is estimated that
the readership of women'’s interest magazines exceeds 9 million, compared to the
more than 6 million readers of male interest magazines (Addison, 2003b:25).
However, as Addison (2003c¢:21) points out, this might be much lower among
rural black readers due to distribution challenges, illiteracy and cost. Again, this
presents the media with an uncaptured reader market. Similarly, niche market

publications (e.g. travel and outdoor, craft, and interior decorating publications)
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pose new opportunities for media enterprises wanting to enter the magazine
market (see Van der Linde, 2005:29);

s Radio listening patterns ameng South African adults. Recent figures show that
more than 23 miilion people listen to the radio on a daily basis, representing
aimost 80% of the adult population in the country (Von Bormann, 2003:26). This
market turns on their radios for 34 hours and 12 minutes per week, or 4 hours
and 53 minutes per day (Accone, 2005a:23). This situation presents opportunities
for both information and education, as radio does not require the listener to be
literate. Moreover, it needs litlle and inexpensive infrastructure, and easily
reaches more remote areas of the country. Given this, trends in radio revenue
show increases of between 13% and 20% in recent years (Gous, 2004:9),

e The role played by regiona!l and independent radio stations in identifying with
listeners’ needs and interests, and adding a community voice to radio broadcasts
(Accone, 2004:30; Von Bormann, 2004a:32; Radmark, 2003:29). However, the
number and variety of regional broadcasters is increasing. Radio stations should
thus ensure that they continue to capture listener interests through innovative and
interesting programming (Abrahams, 2004:48). This is again especially the case
in urban areas where it is easier for listeners to switch to another radio station,
should the existing one not satisfy their information and entertainment needs;

¢ Continued growth potential shown by the Internet. This is in line with international
trends indicating that around 700 million people currently use the Internet as a
source of information and entertainment (Accone, 2005b:23). However, trends
also indicate that blogging'’ is a strong media growth point, with increasing
numbers of bloggers providing readers information on a variety of topics (Accone,
2005b:23). Within the framework of blogging it is anticipated that news will
become more of a “conversation” between producers and consumers. As such,

Stepp (2004:62) points out that the “lines will blur between producers and

"7 “Blogging” can be defined as the act of interacting on an Internet weblog. “Weblog" refers to “a personal
jounal that is frequently updated and intended for general public consumption. Blogs generaily represent
the personality of the author or reflect the purpose of the Web site that hosts the blog. ... The essential
characteristics of the blog are its journal form, typically a new entry each day, and its informal style”
{Whatis?com, 2006:1). As such, Accone (2005b:23) states that “Blogging is akin to a written version of
reality TV — a glimpse into the mind, and often heart and soul, of a real individual”.
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consumers (of news), changing the role of both”. Media enterprises should thus
be aware of this trend and the impact thereof on their own position and activities.
For instance, blogging adds additional pressure on media enterprises to be “on
top of" news events and bring news stories to their audiences as quickly as
possible. However, it also places additional responsibility on the media to be a
reliable and accurate source of information;

Similar challenges facing the broadcasting industry (locally and internationally).
Digitisation of information, global networks and increased broadcasting and
bandwidth capacity present new possibilities to reach more people with a wider
variety and increased amount of information. These changes will most probably
see increased competition for audiences and advertising (see Kiing-Shankieman,
2000:1-2). As such, Gans (2004:12) and Singer (2004:842) point out that
increased competition can have positive as well as negative implications for
media enterprises. On the one hand, it might result in reporters having to produce
more stories than would have been the case without competition. On the other, it
might cause reporters to focus more on quantity than quality and depth of stories.
Media managers should thus manage this opportunity in such a manner that
audiences continue to benefit from good quality stories presented to them;
Potential posed by synergy in new technology to package print media with radio,
television and the Internet (Harris, 2005:10). This could present the SABC with a
strategic advantage. At the moment it is the only broadcaster in South Africa
operating national radio stations and television channels. These outlets could
potentially be used in the above-mentioned packaging possibilities (Radmark,
2004:37). However, information obtained during qualitative interviews for this
research suggests that the corporation is faced with internal challenges which
could hamper these advantages (also see sections 6.3.4.1-6.3.4.4 with regard to
quantitative results pertaining to these issues);

Emerging new markels for television programming and advenrtising, especially in
light of new technological developments and the potential posed by interactive
marketing and communication (Von Bormann, 2004b:27-28). One of the newest

trends in South Africa is Personal Video Recorders (PVR’s) or Digital Video



Chapter 6: Strategic action as a managerial competency 203

Recorders (DVR's), This technology provides viewers with a personalised option
of watching television, as broadcasts can be recorded digitally to a hard disk. This
allows viewers different options of pausing live television, replaying scenes durnng
a live broadcast or skipping advertisements {Dicey, 2006.:30-31); and

e Perceived imbalance in coverage of rural areas and representation of
marginalised groups (e.g. women and the less privileged). This presents media
owners and enterprises with unique challenges to be first in addressing these
inequalities and capturing a section of the market previously unaccounted for
(Kupe, 2004:38).

The extent to which first-line news managers in South Africa’s mainstream media
newsrooms are currently aware of these factors is discussed in sections 6.3.1.3 and
6.3.1.4.

6.2.2 Understanding the enterprise

While the above skilis enable managers to be informed of challenges and trends related
to a macro ievel of their working environment, they should also have a sound knowledge
of factors affecting their micro management environment. As such, news managers
should understand their enterprise. This relates to understanding the concerns of
various stakeholders, strengths and weaknesses of different organisational strategies
and structures, as well as the possibilities or {imitations presented by their enterprises’
particuiar corporate cuiture (DuBrin, 2003:124; Lussier, 2003:136).

6.2.2.1 Understanding and balancing internal stakeholder concerns

Human resources is widely considered the most important business resource (see Von
Bormann, 2004a:28-34; Hellriege! et al., 2001:5; Stamm & Underwood, 1993:528; also
see section 1.3.1). It is also considered the “real source of wealth in the future”
(Veldsman, 1996:13). Managers thus need to understand internal stakeholder concerns

and strive to address these concerns as far as possible. However, as Fink (1996:151)
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points out, managers should ensure that individual needs and concerns are aligned with
the enterprise’s overall needs and objectives (also see Michelman, 2003:1). This will not
only contribute to a happy, satisfied and more productive workforce, but also a more
successful enterprise (Chan, Pan & Lee, 2004:255; Burton, 2001:13). Despite this,
employee morale has not traditionally been top priority in the media industry. News
managers' first loyalty was often “to the corporation and their career within the
corporation” (Underwood, 1995:35).

However, employee morale has probably not been more retevant than within modern-
day enterprises — also the media. As such, Grimm (2000:34) describes the current
employer-employee relationship: “employees are in the driver's seat as never before,

and they are demanding much”. Grimm (2000:34) mainly attributes this to two factors:

» Demographic attributes with an accompanying new mindset among employees.
Employers and managers are challenged to understand the potential impact of
demographic attributes on organisational activities. As such, managers should
determine and understand what motivates their workforce. They should similarly
determine and understand what causes employee frustration or defensive
behaviour (see Kim, 2002:231; Stréh, 2001:59; Fink, 1996:152). An important
aspect in this regard is generation gaps between employees. Depending on the
generation in which employees were born, it is said that their needs, motives,
expectations and values differ. This often causes organisational conflict. For
instance, employees born between the 1920s and 1940s (the so-called “silent
generation”) tend to be hard working and prefer rules and formal structures. In
comparison, the younger generation born between the 1960s and 1980s (the so-
called “x-ers") tend to dislike supervision, prefer flexibility and thrive on change. In
between these two generations, the soc-called "baby boomers" are found. Born
between the late 1940s and 1970s, this generation is characlerised by a
tendency to know all the answers and strive towards achieving high personat and
professional goals. (Lowies, 2005:6; Codrington, 2004:36-37; Grimm, 2000:34).

In many cases, baby boomers are currently appointed in management positions
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and are challenged to effectively and efficiently manage staff from the so-calied

“x-ers”,

The effect of generation gaps in media newsrooms was especially oullined during
interviews for Audit 1. Older generation employees agreed that the present
generation of reporters lost enthusiasm about and commitment to their jobs. A
case in point is younger reporters’ disinterest in "staying” with a story until it is
completely and correctly done. Another example is young reporters’ inability to
follow the progress of their stories until it successfully passed through the
different processes leading up to publication. As a result, they tend to leave the
office as soon as they “dropped” their stories into the electronic system (Steyn &
De Beer, 2002:54).

Interviewees who participated in Audit 1 subsequently explained that younger
reporters should be treated differently than their predecessors. As such, they can
not tell these reporters what to do anymore or how to do their work. Young
reporters ailso want to work more independently than in the past — all
characteristics of typical generation x-ers as described above. Older generation
edilors and news editors admitted that this posed the challenge of managing an
emerging generation of reporters differently to not compromise the journalism

output of their news enterprises; and

Different job attitudes. This was especially prevalent during interviews for Audit 1.
The majority of news managers stated that younger reporters believe media
enterprises should “buy” their skills and expertise for a specific price. In turn, they
will deliver a specific product (also see Nel, 2003:15; Burton, 2001:14). Reporters
are thus not willing to work long hours under unacceptable working conditions
without being properly paid for their skills, experience and contribution anymore.
However, (younger) interviewees underiined that reporters who work in a give-
and-take relation with their employers are not indifferent about their jobs or their

profession (see Steyn & De Beer, 2002:55). Older generation interviewees
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differed. They interpret this attitude as an overall lack of commitment compared to

that among previous generations of reporters.

Different job attitudes also imply that employees tend to seek better job
opportunities elsewhere if they are dissatisfied with their working conditions. It is
therefore not surprising to see many make more frequent job changes than was
the case some decades ago (see Beam, 2004:4; Chang, 2004.2). Grimm
(2000:34) supports this with regard to the US job market. He describes a recent
study among US college students. This study found that 78% of respondents
anticipate to stay in their first jobs for three years or less. Similariy, 57% indicated

that they would probably move to their second job within two years.

In the South African media, high staff turnover implies that neither staff nor
managers get the opportunity to “settle” in their new positions or with new
superiors/subordinates. New people often fill vacant positions after staff leave the
enterprise for greener pastures before this can happen (see Proctor Simms,
2002; Russel, 2002). This especially applies to black staff members. Due to the
shortage of well-skilled and experienced black employees (or those with
potential) (Russel, 2002), there is strong competition among the media (and other
industries) to employ these candidates and keep them employed (see Pather,
2002). In addition, staff turnover also negatively affects other areas. For instance,
remaining staff get additional responsibility, often lowering professional output.
Moreover, enterprises need to invest financial resources to recruit, retrain and

relocate new staff members (also see section 9.3.1.17).

Given these chalienges, employee loyalty and commitment is probably more important
now than ever before. Enterprises are thus obliged to seek aiternatives through which
loyalty can be increased. Brown (1992:42) describes this dilemma: “young people
coming into companies today don't have automatic loyalty. When they feel that they are

contributing and have a voice, they are much more likely to become a part of tha
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organisation”. As a result, enterprises should look beyond a monthly pay check to

reward and motivate employees (see Underwood, 1995:34).

This can be done through:

» Opportunities for personal growth and development (e.g. training or retraining
opportunities) (see Malinga, 2002 with regard to the need for mid-career training
among newsroom staff);

* Support to address personal problems among staff (e.g. by providing day-care for
employees’ children or helping new employees obtain a morigage to buy a
house) (see Moerdyk, 2003:6; also see Herrick, 2003:87); and

¢« Employee involvement in decisions that affect their direct working environment
(e.g. how work space should be structured, what kilchen and restroom facilities
should look like and where it should be located) (see Valoyi et al., 2000:33).

Looking at the South African mainstream media, the majority of data from interviews for
Audit 1 and this research study indicate that media enterprises still need to do more to
imptement the above strategies (see Ley, 2002; More, 2002).

An exception, however, was found at an independent commercial radio station in
KwaZulu-Natal included in the research sample for Audit 1. As part of the SABC's
unbundling process in the early 1990s, this radio station was sold o private owners. As
a result, it was challenged to attract and keep loyal staff members. Station owners and
managers subsequently decided to deliberately involve employees in decision making
processes. These even included the design and development of a new company
building (Kahn, 2002). When the station was sold, employees lost all the benefits they
enjoyed while being part of the SABC (e.g. medical aid schemes and pension funds).
Owners and management therefore realised that they need to reward and motivate
employees (mostly from a younger generation) differently. They subsequently
introduced a scheme where all employees (from the news desk to the cleaning staff)

have shares in the company. Staff members were also offered a thirteenth cheque,
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performance bonus and inclusion into a company grading system that measures
productivity. In return, the station witnessed the formation of a committed, invoived,
productive and cost-effective work force. In addition, staff bought into the vision and
mission of the company, with a direct bearing on the quality of output deiivered to its
sharehoiders, audiences and owners (see Witepski, 2006.40; also see Kahn, 2002;
Steyn & Steyn, 2003:18).

6.2.2.2 Understanding and addressing business strengths and weaknesses

To think strategically and address the challenges associatled with managing internal
stakeholder concerns, managers should understand the strengths and weaknesses of
business strategies or structures. Focusing on specific competencies in the
enterprise/department will facititate this process (Hellriegel et al., 2005:20-21). As such,
managers should take cognisance of and aim to effectively address the following
aspects (Michelman, 2003:2-3; Stréh, 2001:62-64; Grimm, 2000:34-35);

» Enterprises should take responsibility for employees. If employees experience
that they can contribute meaningfully to organisational success, both parties will
benefit (see Ali, Khaleque & Hossain, 1992:11), To achieve this, enterprises
should identify and address strengths and weaknesses in business strategies and
approaches. If businesses, for instance, experience that top-down management
approaches leave employees demotivated and disloyal, they should consider
adopting more participative management styles. Within the context of this study,
this could apply to “traditional” news enterprises such as newspapers. These
enterprises can learn from the success of other enterprises (e.g. independent
radio stations} which successfully take responsibility for employees. These media
titles experience the benefits of increased staff loyalty, motivation and productivity
{see Steyn & Steyn, 2003:18);

» Enterprises should think more strategicaily about appointing or promoting
managers. As Grimm (2000:34} points out, "people don't leave companies. They

leave bad bosses”. In an attempt to prevent this, enterprises should identify
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potential weaknesses in human resources policies and address these to benefit
the enterprise and its employees. One such initiative is to equip managers with
the necessary fraining, skills and support to achieve their full management
potential. As such, Burton (2001:17) describes training and development as “the
critical link between the vision, goals, measures and improved performance of an
enterprise”. However, she also states that South African companies lag behind
their internationa! counterparts when it comes to investing in proper training and
development. Whereas overseas companies spend between 6 and 10% of their
payroll on this aspect of employee development, South African companies only
spend about 1% (on average). While they couid reclaim this payment from the
Sectoral Education and Training Authorities (SETAs) by investing in staff training,
many do not utilise the opportunity. Small and inexperienced newsrooms also
make it more difficuit for media enterprises toc send employees on skills
improvement programmes (see Steyn et al., 2005a:35). With this in mind, the role
of newsroom mentoring, coaching and peer group support should not be
underestimated (see Fedler, 2002:173, Peters, 1999:48; also see section
9.2.4.1). Given the impact of high staff turnover and junicrisation on South African
media enterprises, this issue seems particularly important;

Enterprises should adjust business structures and policies that employees are
given a “piece of the action”. It was discussed in section 6.2.2.1 that involving
staff in decision-making and other forms of strategic thinking is beneficial to both
employees and enterprises (also see Valoyi el al, 2000:33). This initiative
communicates to them that the enterprise values their contribution. 1t will also
give them a sense of achievement to see how their input contributes to
organisational success (see Kim, 2002:231). Enterprises should thus equip
employees with skills to understand organisational goals and objectives.
Moreover, employees should understand how different departments/sections
support each other (micro view) and where the enterprise fits into the broader

environment (macro view) (Richardson, 1985:38).
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A newsroom study by Peters (1999:16) found that first-line news managers
consider “the chance ... to effect change” and the ability to shape the news
agenda most appealing about their jobs. On the contrary, the same study found
that a lack of vision among news managers was one of the biggest weaknesses
preventing them from effectively doing their jobs (Peters, 1999:20). However,
news managers themselves seemed oblivious about this shortcoming. They
indicated that vision and insight into strategic activities should come from

managers on higher organisational levels (also see Ford, 1996.5).

As Ali ef al. (1992:11) point out, however, staff involvement in stralegic thinking is
often most difficult in developing countries. In these counlries, management is
characterised by centralisation of authority and control. Low educalional levels
often prevent employees from understanding the participative nature of these
initiatives. This aspect need not be a problem in the South African mainsiream
media conlext. Data collected for this research study show that the majority of
first-ine news managers and reporters are well-educated and have tertiary
qualificalions (see Steyn et al., 2005a:30; also see sections 1.7.4.1 and 1.7.4.2),
and

Given the characteristics of modern-day employees outlined in section 6.2.2.1,
enterprises should also address strengths and weaknesses presented by
conditions of employment and growth opportunities. Modern-day employees’
needs and expectations necessilale that conditions of employment are as flexible
as possible (given the parameters of organisational goals and objeclives).
Enterprises should also allow for as many growth and development opportunities
as possible (see Burton, 2001:15). This is especially important given the trend
described in section 6.2.2.1 that staff easily ieave employers for “greener
pastures” if they are not satisfied with their conditions of employment. As was
discussed in section 6.2.2.1, needs and expectations do not only relate to
financial aspects, but increasingly also other conditions of employment (see
Rankin, 1986:32).
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6.2.2.3 Understanding organisational competencies and culture

To a certain extent, the above dimensions of the strategic action competency can be
linked to two aspecls inherent o any enterprise. These are organisational competencies

and organisational culture.

6.2.2.3.1 Organisational competencies

King-Shankleman (2000:21) defines organisational competencies as “distinclive
organisational attributes that creale sustainable competitive advantage and, critically, a
platform for future growth”. As such, managers shouid understand which organisational
attributes give them a compelitive advantage over their competition. If these
competencies are known, managers should ulilise it to the benefit of their enterprise.

However, if this is nol the case, enlerprises and their decision making staff should:

e Look towards idenlifying and implementing individual skills and lechnical
infrastructure available throughout the enlerprise and which could present a
compelilive advantage. These are aspects lacking among or difficult for them to
duplicate. In the South African media environment, managers and decision
makers at the SABC should, for inslance, realise the unique opportunity of
combining radio and television infrastructure and expertise on a national basis
{see section 6.2.1.2). This provides the corporation with a competitive advantage
over olher broadcasters who mainly operale on a regional basis (such as
independent radio stations with a regional focus). Moreover, it gives also gives
the SABC a competitive advantage over compelitors who only have the expertise
and infrasltructure to broadcaslt radio or television programs on a national basis
{(e.g. independent television channels);

¢ Strive to coordinate organisational competencies throughout the enterprise. With
regard to the above example, lhe SABC faces an important challenge. The

current organisational structure with a head office in Johannesburg and regional

currently the case amoung ey wepreyo=-o o
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offices throughout the country makes it difficult for the corporation to properly
communicate and coordinate activities, policies and skills (see sections 4.3.1 and
5.3.3.3). Again, the corporation should identify and focus on the competitive
advantage this structure presents, instead of seeing it as a inhibiting factor (as is
currently the case among many employees) {see the discussion in sections
54.4.2and 5.4.4.4),

» (Create a meaningful distinction regarding these competencies in the minds of
internal and external stakeholders. With reference 1o the above example, the
SABC should clearly communicate the advantages presented by national
infrastructure, staff representation and related possibilities to staff. For instance,
regional staff should realise the benefits to the SABC if regional offices provide
different news angles on a news story. In this process, the interests of different
communities are portrayed. Because its competition is not represented in all
these communities, the SABC has a compelitive advantage. Moreover, the
corporation should clearly communicate this competitive advantage to regional
and national audiences; and

¢ Indicate to internal and external stakeholders how these competencies could
benefit them. For instance, these competencies enable staff members to develop
technical skills needed o “file a news story” for both television and radio.
Audiences, on the other hand, will benefit from receiving a wider variety of

perspectives on a news story.

6.2.2.3.2 Organisational culture

Organisational competencies often extend back {o the enterprise’s founding mission. As
a result, these are closely linked to the organisational culture. According to Rankin
(1986:25) organisational culture refers to “the rites and rituals of (organisationalt) life” or
as “a system of shared values {what is important) and beliefs {(how things work)".
Redmond (2006:130) expands on this view by referring to the role of organisational
culture in times of change. As such, he states that organisational culture is;
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basic assumptions that a given group has invenied, discovered, or developed in leamning to
cope with its problems ... (and) which have worked well enough to be considered valid ...
(This is) ... therefore ... taught to new members as the correct way to perceive, think, and
feel in relation to those problems.

Moving closer to the context of this study, Singer (2004:846) describes newsroom culture

as “the set of shared atlitudes, values, goals and practices” that characterises the

newsroom environment. For reporters, specifically, these refer to “professional values of

expertise, ethics, public service, and autonomy, plus work routines that foster those
values” (Singer, 2004:846).

According to Arumugam (2001:25) managers should be well versed in both forms of

organisational culture, namely:

Formal organisational culture reflected in written policies and guidelines. Within a
newsroom context these include news angles on stories; legal and ethicat
elements relevant 1o news coverage; as well as policies guiding staff on whether
to accept gifts from external stakeholders while covering a news story. Media
enterprises’ news policies also form an important instrument that captures formal

newsroom culture and conduct.

Interviewees who participated in this study highlighted a lack of formal news
policies at many media enterprises (or newsrooms). In cases where news policies
were in place, interviewees again expressed different views. Some described
having formal news policies which news managers apply diligently. An
interviewee at an independent radio station outlined their policy to provide new
staff members with a copy of the policy when they join the station. These staff
members are expected to work through the policy and implement it within a
month. Other interviewees, however, described that the news policy either forms
part of an ethical code of conduct or that it is unwritten. In one interviewee's

words: “journalism is a craft and is not determined by a formula. It should
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therefore give people space to be creative. Formal news policies could hamper

this creativity”.

The latter could be a negative trend in South African newsrooms, especially given
high staff turnover rales and inexperienced newsroom staff. It could also make
life more difficult for news managers (see Steyn ef al., 2005a:69). The extient to
which these aspects influence newsroom management is discussed in section
6.3.1.5; and

« Informal organisational culture. This includes “unwritten” organisational rules
related to dress code, organisational etiquetie and taboos (see Singer, 2004:846;
Peters, 2004.37).

For organisational cullure to contribute positively to staff morale, it is important that
informal and formal cultures match. This also ensures that policies and behaviour align.
This was highlighted as a challenge facing many news managers in South Africa. During
interviews for Audit 1, interviewees stressed that junior reporters often find it difficult to
understand the importance of “unwritten™ newsroom policies. These refer to dress code,
general courtesy when dealing with sources or punctuality (see Steyn & De Beer,
2002:52).

Leadership styles and management approaches are important instruments 10 establish
and reinforce organisational culture (e.g. see Odendaal & Roodt, 1998:15; Visser, Roodt
& Schepers, 1997:43). Within a broader organisational context, the role of the Chief
Executive Officer (CEQ) becomes especially important. Porter et al. (2004:72) describe
this role as “setting and communicating strategy, putting sound processes in place,
selecting and monitoring key people ..., (setling) the tone and (defining) the

organisalional culture and values™.

Focusing on media enterprises specifically, Quinn (2002:25) states that newsroom

culture is “heavily influenced by the people in charge”. Literature reveals that news
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managers should be well aware of and experienced in the organisational cuiture of their
media enterprises. This is especially important because “media organisations tend to be
highly developed cultures with distinctive codes of behaviour” (Redmond, 2006:129),
News managers should also be informed of the changes in organisational culture and
adjust their management approaches accordingly. In the past, many enterprises (also in
the media) considered it “appropriate, even beneficial” to control workers with fear
(Burton, 2001:14). However, Burton (2001:14) states that it is now “generally regarded
as old-fashioned”. Moreover, Odendaal and Roodt (1998:15) state that the change in
social norms and atlitudes (specifically in South Africa) rules out traditional autocratic

management styles.

Organisationatl culture (and more specifically newsroom culture and newsroom policy) is
said to play a role in the extent to which empioyees pariicipate in strategic activities. It
also determines their level of job satisfaction (Chang, 2004:6,16). As a resull, news
managers shouild grasp the challenges and opporiunities presented by specific

newsroom and organisationa! cultures.
6.2.3 Taking strategic action

The final dimension of stralegic action as a managerial competency involves that
managers implement operational plans translated from strategic plans devised during
strategic thinking processes.'® As such, Kennedy (2002:9) refers to management expert
Igor Ansoff's premise that managers should determine departmental goals and
objectives and the extent to which deparimental aclivities and products shouid be
diversified. These elements assist the enterprise to develop and exploit its current

market position.

8 Experts in strategic thinking would argue that strategic action entails the entire process of strategic
planning and implementation (e.g. see Lussier, 2003:132; DuBrin, 2003:112). However, for the purposes
of this study, taking stralegic action implies that first-line news managers translate strategic and tactical
plans intc operational plans relevant for their specific department/section. This is done against the
background of their knowledge about the industry and enterprise in which they work {see Hellriege! et af.
2005:22).



Chapter 6: Strategic action as a managerial competency 216

In this process, Campbell (2000:54} highlights the importance of cooperation across
organisational divisions. This requires management to have knowledge and insight into
the strategies and policies of different organisational departments. This interaction
enables managers to devise and execute plans beneficial to the enterprise as a whole,
and not only to the specific department (see Smolkin, 2004:30). With regard to
newsroom management, news managers require sufficient insight into the activities of
other media depariments such as marketing, circulation and advenrising. This equips
them to balance the demands of informing audiences in a fair and balanced manner,
while simultaneously cooperating to achieve organisational goals (Underwood,
1995:33).

Within the context of newsroom management in South Africa, it seems as if this issue
still needs to be addressed. As such, a number of interviewees who pariicipated in this
research pointed out that their newsrooms often operate as “islands” in the broader
media enterprise. More deliberate efforts are thus needed to integrate newsrooms with

the rest of the enterprise in terms of activity, policy making and decision making.

Apart from aligning deparimental strategies and policies, managers shouid also ensure
that their decisions are coordinated with the enterprise’'s overall vision, mission and
goals. On the one hand, this will ensure that organisational objectives are met. It will,
however, simultaneously ensure that resources are allocated and utilised as effectively
and efficiently as possible (Daft, 2003:247; Lussier, 2003:152). If employees are
involved in this process, they will feel motivated to contribute to organisational success
(see section 6.2.2.1). They will not only understand how they fit into organisational goals
and objectives, but aiso how their skills and competencies can contribute to achieve
these (Burton, 2001:14; also see section 7.3.1.1).

As such, Kennedy (2002:10} describes objectives as tools to measure performance and
control resource utilisation. It furthermore enables managers to pro-actively identify
chalienges that could derail organisational success if not managed successfully (Peters,

2004:31). This is especially important in times of organisational change (Kennedy,
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2002:12). Effective objectives should be so clear and specific that management and
employees know exactly what is expected of them and how well they perform in this
respect (Stréh, 2001:64). If not, staff members rely on the organisational grapevine to
keep them informed of their objectives and performance. A number of interviewees who
participated in this research study expressed the negative impact this has on newsroom
activity.

Despite the above and management efforts to the contrary, many interviewees for this
study complained about the difficulty they have to get employees involved in the above
process. As such, interviewees at the SABC described efforts by top management to
make the strategic thinking process as inclusive as possible. However, staff often fail to
buy into this process. Interviewees at larger media enterprises, on the other hand, stated
that staff are not necessarily able to recite the enterprise’s vision, mission and goals.
However, they are well aware of policies and strategies applicable to their specific
newsrooms. This was especially the case at media enterprises with international
interests and activities. As one interviewee indicated: “larger organisational activities are

far removed from people’s daily lives”.

The importance of clearly communicating organisational goals and objectives to external
stakeholders was specifically underlined during interviews for Audit 1. For instance, an
editor at an on-line media titte expressed her view that such a policy enables external
stakeholders to question issues, policies and programmes they do not agree with. She
was also of the opinion that such a culture will ultimately contribute towards reaching
strategic and other organisational goals, while increasing accuracy in news output and

strengthening news enterprises’ credibility (Gallet, 2002).

The previous sections of this chapter outlined the dimensions of strategic action as a
managerial compelency. The discussion subsequently focuses on research results
pertaining to this managerial competency. As such, elements regarding the importance
and implementation of the strategic action competency in South African mainstream

media newsrooms are outlined. These results specifically delineate the importance
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reporters and first-line news managers attach 1o this competency. This is compared with

the perception each of these respondent groups has about first-line news managers’

current implementation of management tasks refated to this competency.

6.3

Results — the importance and implementation of strategic action as a

managerial competency

Tables 6.1 and 6.2 display quantitative results on the following issues:

The difference between the importance first-line news managers attach to each of
the management tasks related to strategic action as a managerial competency
and their view on how they currently impiement these tasks. This is compared
with the difference between the importance reporters attach to each of these
management tasks and their experience of firsi-line news managers’ current
implementation thereof; and

The difference between first-line news managers’ perspective of how they

implement the management task described and reporters’ experience thereof.

The aggregate effect size of strategic action as a managerial competency (without

dividing it into different management tasks) shows that:

First-line news managers indicated a practically significant difference (d=0.81)
between the importance they attach to this competency and their current
implementation thereof; while

Reporters only indicated a moderately significant difference (d=0.59) between the
importance they attach to this competency and their view on how first-line news

managers currently implement it.

This implies that first-line news managers experience a bigger gap between the

importance they attach to this competency and their current implementation thereof.

They thus acknowledge that they need {0 improve their skills related to this management
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competency, given the importance they attach to it. Reporters, however, only expenence
a moderately significant gap with regard to current implementation, given the importance
they attach to it.

If media enterprises want to effectively and efficiently reach organisational goals and
objectives (e.g. to survive, gain market share and improve competitiveness),
management skills on this area should be improved. Media enterprises cannot consider
first-ine news managers too low on the organisational hierarchy to involve them in

strategic thinking processes.

6.3.1 The importance of management tasks related to strategic action as a

managerial competency compared to the implementation thereof

Table 6.1 outlines the following with regard to each management task related to

strategic action as a managerial competency.

6.3.1.1  Monitoring changes in the depariment/section

Reporters (n=166) seem slightly more aware than first-line news managers (n=66) of the
gap between the importance they attach to this management task and the current
implementation thereof. First-line news managers, however, consider this management
task more important (x,=4.44) than reporters (x,=4.17). Despite this, they indicated a
smaller effect size (d=0.64) than reporters (d=0.65).
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Table 6.1: Comparing the importance and implementation of strategic action as a managerial competency between first-

line news managers and reporters

Strategic action as a managerial competency

First-line news managers Reporiers
Management task n Mean Std Effect n Mean Std Effect
X -7, deviation size XX deviation size
(d) (d)
13.3.1 Monitoring changes in the department/section 66 | 0.57 0.80 0.64 166 | 0.92 1.41 | 065
13.3.2 Monitoring changes in the media enterprise 62 |0.74 1.44 0.65 161 0.69 1.47 [ 0.47
13.3.3 Monitoring changes in the media environment 65 | 0.74 1.14 0.65 165 0.78 1.44 0.54
13.3.4 Monitoring changes in the broader South African contexd 63 | 0.70 1.00 071 | 164 | 0.73 1.45 0.51
13.3.6 Monitoring changes in the international context 60 |0.62 1.09 0.57 159 | 0.52 145 0.36
13.3.6 Knowing the national news agenda 68 | 0.31 0.72 1 0.43 171 | 0.47 1.16 0.41
13.3.7 Knowing the international news agenda 63 g 0.33 0.80 0.42 169 0.46 1.23 = 0.38
13.3.8 Playing a role in setting the news agenda 64 | 0.64 1.10 0.58 167 | 0.55 147 0.37
13.3.9 Knowing the enterprise’s news policy 67 | 0.49 0.98 0.51 169 | 0.46 1.25 0.37
13.3.10 Implementing the enterprise’s news policy 67 |0.52 0.88 0.60 171 0.40 1.37 0.29
13.3.11 Being informed on the activities of other media enterprises 68 | 0.53 1.07 0.50 170 0.54 1.25 0.43
13.3.12 Being informed on the activities of strategic partners 60 | 0.83 1.24 0.67 164 0.60 1.35 0.44
13.3.13 Understanding the concemns of internal stakeholders 65 |0.68 0.597 0.70 169 1.11 1.62 0.68
13.3.14 Understanding the concerns of external stakeholders 67 | 0.66 1.23 0.54 161 | 0.61 1.44 042 |
13.3.15 Knowing the enterprise’s vision, mission and goals 70 | 0.66 1.01 0.65 167 0.48 1.22 1 0.39
13.3.16 Making decisions in line with organisational vision and mission 68 | 0.56 1.06 0.563 170 | 0.47 1.35 0.35
13.3.17 Ensuring that operational goals support organisational sirategy 64 | 0.63 1.12 0.56 164 0.39 1.32 0.30
13.3.18 Realising organisational goals 65 | 0.63 0.99 0.64 167 ] 0.39 1.32 | 0.30
13.3.19 Developing human resources 65 | 1.05 1.18 0.89 171 0.95 1.58 0.60
13.3.20 Understanding nature of news product vis-a-vis target audience 68 | 047 0.94 0.50 171 0.73 1.18 0.61




Chapter 6: Strategic action as a managerial competency 221

6.3.1.2 Monitoring changes in the media enterprise

First-line news managers (n=62) aiso seem more aware than reporters (n=161) of the
difference between the importance they attach to this management task and their
current implementation thereof. First-ine news managers again perceive this
management task more important (x;=4.13) than reporters (x,=4.01). Given this
importance, both groups highlighted a moderately significant effect size with regard to
managers' current implementation of this task (d=0.65 for first-line news managers and
d=0.47 for reporters).

6.3.1.3  Monitoring changes in the media environment

First-line news managers (n=65) consider this management task more important
(xs=4.21) more important than reporters (n=165; x,=4.16). They also experience a
bigger practically significant difference between the importance they attach to it and their
current implementation thereof (d=0.65 for first-line news managers and d=0.54 for

reporters).

6.3.1.4 Monitoring changes in the broader South African context

As was the case above, first-line news managers (n=63) consider it more important
(x;=4.19) than reporters (n=164; x,=4.14) to monitor changes in the broader South
African context. Given the importance they attach to it, first-line news managers
indicated a much higher moderately significant effect size (d=0.71) than reporters did
(d=0.51). First-line news managers are therefore more aware than reporters that they do

not implement this management task as they are supposed to.

6.3.1.5 Monitoring changes in the international context

In contrast with the previous management tasks, first-line news managers (n=60)

consider it less important (x;=3.77) than reporters (n=159) to monitor changes in the
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international context (x,=3.86). In fact, they consider this management task the least
important of all management tasks related to monitoring change in the different contexts
described. Nevertheless, they experience a moderately significant difference (d=0.57)
between the importance they attach to it and their current implementation thereof.
Reporters, on the other hand, highlighted no practically significant difference on this
issue (d=0.36).

The results pertaining to first-line news managers’ ability to monitor change in the
different media contexts indicate that they are very aware of their shortcomings in this
area. The finding that first-line news managers consider it most important to monitor
changes in their depariment/section (see section 6.3.1.1}) is encouraging. This indicates
that they realise the importance of monitoring changes which could affect their
immediate working environment and conditions. This is also a positive finding for
reporters, as they consider it most important for managers to monitor newsroom
changes {see section 6.3.1.1). This finding is also in line with theoretical aspects

outiined in section 6.2.2.1.

A positive aspect related to the results described in sections 6.3.1.1-6.3.1.5 is that first-
line news manager respondents are aware of the importance to monitor changes in
order to anticipate subsequent opportunities and threats. As such, both respondent
groups regard it more important to monitor changes in the national and local contexts
{(see sections 6.3.1.3 and 6.3.1.4) than in the international context (see section 6.3.1.5).
As a result, one could argue that they are more focused on addressing the needs and
expectations of their target audience {(South African communities in different areas of the
country}). Their main objective is thus to reach these audiences with an informed
message on events occurring in their immediate and national environments rather than

focusing on international events that could have a less immediate impact on their lives.

This can also be linked to the discussion on planning and administration as a
managerial competency and the results outlined in section 5.4.1. A lack of skills among

first-line news managers to properly monitor changes in the different organisational
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contexts, could leave them unaware of the opportunities or challenges these changes

present. This does specifically relates to:

¢ Internal changes (i.e. staff turnover);

¢ Changes in the media enterprise (e.g. change of ownership with subsequent
changes in operational activities);

» Changes in the media environment (specifically brought about by technological
developments which might severely impact on traditional media),

» Changes in the broader South African environment (e.g. changed legisiation with
regard to licensing, privatisation of media); and

¢ Changes in the international context (e.g. activities of muitinational companies

which might affect the South African media industry).

Given the increasingly competitive environment in which media enterprises operate,
first-line news managers should ensure that they are informed of these issues in order to

strategically position their media enterprises.

6.3.1.6 Playing a role in selting the news agenda

Neither first-line news managers (n=68) nor reporiers (n=171) experience a gap
between the importance of knowing the national news agenda and the former group's
ability to do so. The same applies to their ability to know the international news agenda.
However, first-line news managers {(n=64) experience a moderately significant difference
(d=0.58) between the importance of and their current ability to set the news agenda.
Reporters (n=167) seem unaware of this difference, as they indicated a practical
insignificant difference (d=0.37) between the importance and first-line news managers’

ability to perform this management task.

First-line news managers thus experience that their role in setting the news agenda is

overshadowed by other (more important) issues. These could relate to:
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o Owners' financial agenda to mosily focus on news evenls that benefit
circulation/audience figures and subsequently sales;

¢ Audience agendas, resuiting in atlention being focused on news stories which
have higher news value to audiences; or possibly even

s A political agenda requiring them 1o focus on specific news events rather than

others which could portray certain polilical role players in a negative light.

Interviewees who participated in the study highlighted the influence of these agendas on

setling the news agenda for different media titles.

6.3.1.7 Knowing the news enlerprise’s news policy and implemenling it

First-line news managers (n=67) also highlighted a moderalely significant difference
{d=0.51) between the importance they attach to and their current knowledge of the
enterprise's news policy. Moreover, they experience a moderately significant difference
{d=0.60) between the importance they attach to implementing this policy and their ability
to do it. Reporters (n=169 and n=171), on the other hand, seem unaware of this gap. As
such, they highlighted no practical significant difference (d=0.37 and d=0.29) between
the imporlance of these management tasks and first-line news managers' current

implementation thereof.

First-line news managers’ response 1o these issues could be a “plea” for media
enlerprises to formalise their news policies and prevent misundersianding on editorial
issues. Reporlers’ response to these issues might display their own ignorance that first-

line news managers do not properly know about or impiement these policies.

This finding is in line with qualitative data obtained during interviews (see section
6.2.2.3).
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6.3.1.8 Being informed about the activities of other media enterprises and strategic

partners

First-line news managers (n=68 and n=60) also indicated a moderately significant
difference between the importance they attach to these management tasks and their
current knowledge about the activities of other media enterprises (d=0.50) as welt as
strategic pariners (d=0.67). Again reporlers (n=170 and n=164) experience no
practically significant gaps on the implementation of these issues given the importance
they attach to it (d=0.43 and d=0.44 respectively). Interestingly enough, both groups
considered it equally important for first-line news managers to be knowledgeable on the
activities of other media enterprises (x;=4.18 for reporters and x,=4.17 for first-line news
managers). Reporters, however, considered it more imporant (x;=4.05) than first-line
news managers (x,=3.93) for the latter to be knowledgeable about the activities of

strategic partners.

The role of competition and the trend to form strategic alliances was discussed in
section 6.2.1. This necessitates that first-line news managers are aware of the activities
and performance of both competitors and strategic partners. Given different
management levels (and the concomitant roles of each) it is true that first-line news
managers do not necessarily play a key role to position their enterprises in the market.
This would traditionailly be the role of middle and top management. Nevertheless, given
the trend to more inclusive management frameworks and approaches, first-line news

managers can play a meaningful role in these decisions.

Some interviewees who participated in the research confirmed that first-line news
managers are not always aware of issues such as the circulation figures of other media
titles. They are, however, well aware of their own titles’ circulation figures, products and
publications. This indicates that their main concern remains their own news product and
how they can align this against their competition. At on-line media titles, however, a
deliberate effort was witnessed to regularly inform staff on the performance of their

competition. Efforts were also witnessed to inform staff on the financial performance of
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their own site. Interviewees at these sites emphasised the importance of this exercise

vis-a-vis other editorial newsroom functions.

6.3.1.9  Understanding the concerns of internal stakeholders

First-line news managers (n=65) highlighted a moderately significant difference (d=0.70)
between the importance they attach to and their current understanding of internal
stakeholder concerns. Reporters (n=169) also experience a moderately significant
difference (d=0.68) between the importance they attach to managers’ understanding of
internal stakeholder concerns and their current ability to do so. Interestingly, first-line
news managers (x1=4.41) consider this management task more important than reporters
(x1=4.25).

These effect sizes outline an acknowledgement on the part of first-line news managers
that they are less able to understand internal stakeholder concerns than external ones
(see section 6.3.1.10 below). They thus admit a need to improve their understanding of
staff members' concerns. Given the discussion in section 6.2.2.1, this issue needs to be
addressed. Improvement in this area could enable first-line news managers to better
serve the needs and expectations of their staff. Interviewees at, for instance
independent radio stations, seem highly aware of this need. They indicated how
knowledge of staff needs and expectations benefits the enterprise on a number of areas.
These include increased motivation, commitment and loyalty to the company (also see
section 6.2.2.1),

6.3.1.10 Understanding the concerns of external stakeholders

First-line news managers (n=67) indicated a moderately significant difference (d=0.54)
between the importance and their ability to understand the concems of external
stakeholders. Reporters (n=161), on the other hand, indicated no practical significant
difference on this issue (d=0.42).
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Some interviewees described measures through which media enlerprises slrive to
address the needs and expectations of audiences. They atso underlined that audiences
are considered their most important external stakehoiders. This necessitates the media
to remain accurale, credible and trustworthy in the eyes of their audience. However,
media enterprises need staff to buy into this approach. The interviewee at an
independent television channel outiined their strategy lo achieve this. As such, specific
knowledge of the slation's audience provides all staff (i.e. reporters, managers and
lechnical crew) with knowledge on what appeals lo audience members. All strategic
aclivities, decisions and efforts are subsequently aligned to achieve this. The
interviewee described the benefits the channel already enjoys in the form of increased
staff loyalty and commitment, as well as increased audience numbers (also see section
6.3.1.16).

6.3.1.11 Knowing the media enterprise’s vision, mission and goals

Both first-line news managers (n=70) and reporters (n=167) consider it important to
know the media enterprise’s vision, mission and goals. First-line news managers
consider this management task slightly more important (x,=4.31) lhan reporters
{x,=4.29). A number of interviewees also underlined the efforts made by their media
enterprises to clearly communicate these aspects to all empioyees. Despite this, first-
line news managers indicaled a moderately significant difference (d=0.65) between the
importance they attach to this management lask and their current awareness thereof.
Reporters, on the other hand, seem less aware of this shortcoming. They highlighted no
practical significant difference belween the importance they attach to this management

task and their experience of how well first-line news managers implement it (d=0.39).

Despite many efforts, the above results seem lo confirm some inlerviewees' perspective
that staff often know little about the media enterprises’ overall vision, mission and goais.
This became especially evident at, for instance, broadcast media or print publications
with regional offices (also see section 6.2.2.3.1). In spite of formal and informal efforts to

inform staff {see seclion 4.3.1) interviewees stated that many staff members remain
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ignorant about these issues. This results in an inability to align individual and
organisational goals accordingly (see section 6.3.1.2). Apart from this, managers can
also become demotivated if they lack clarity on individual and organisational

expectatlions and the extent to which they live up to these.

6.3.1.12 Making decisions in line with the organisational vision and mission

The above shortcoming also hampers first-line news managers’ ability to align decisions
to the organisational vision and mission. Both groups of respondents regard this
management task important. As such first-line news managers (n=68) consider it slightly
less imporant (x,=4.14) than reporters (n=170; x4=4.16). However, they seem more
aware of their inability to impiement this task accordingly. Given this, first-line news
managers indicated a moderately significant difference (d=0.53) between the importance
and their current implementation of this management task. Reporlers seem less aware
that first-line news managers struggle with this issue. They highlighted no practically
significant difference (d=0.35) between the importance they attach to this management

task and their experience of managers’ implementation thereof.

6.3.1.13 Ensunng that operational goals support organisational strategy

Given the above, first-line news managers (n=64) also indicated that they find it difficult
to align operational goals to support the organisational strategy, despite the importance
they attach to it (d=0.56). Reporters (n=164) again seem unaware of this shorlcoming,
as they indicated no practically significant gap (d=0.30) between the imporiance they

attach to this task and managers’ current implementation thereof.
6.3.1.14 Realising organisational goals
Flowing from the above, first-line news managers (n=65) seem uncertain about the role

they play in realising organisational goals. As a result, they highlighted a moderately
significant difference (d=0.64) between the imporlance they attach to this management
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task and their current implementation thereof. As was the case with the previous two
management tasks described, reporters (n=167) again seem unaware of firsl-line news
managers' struggle in this area. They subsequently highlighted no practicat significant
difference (d=0.30) between the importance and implementation of this task.

As was discussed in seclion 6.2.3, the final dimension of the slrategic action
competency requires thal managers align operalional goals lo organisational goals and
objectives. This can only be done successfully if managers are cognisant of and
successful in implemenling the management tasks outlined in seclions 6.3.1.11-
6.3.1.14. If this is not the case, managers can not be expected to effectively take
strategic action. The results that reporters seem satisfied with first-line news managers’
current implementation of these tasks could indicate their own ignorance on the
importance of these issues. It could also highlight a perception that these lasks are
something beyond the scope of their organisational activities. Given the trend to involve
more people in stralegic aclivities, this situation should be rectified. Such a step will not
only benefit the enterprise, but alsc individual newsrooms and staff members working in
those newsrooms.

6.3.1.15 Developing human resources

Quantitative data collected with regard lo the attitudes first-line news managers and
reporters have about different aspects of their working environment highlighted a
general negative attitude about human resource development (see Steyn et al,
2005a:45). Results on the implementation of this management task (given the
importance attached to it) confirm this sentiment. First-ine news managers (n=65)
consider this management task slightly more important (x;=4.25) than reporters (n=171;
x1=4.19). As a result, firstline news managers indicated a practically significant
difference (d=0.89) between the importance they attach to this management task and
their current implementation thereof. Reporters support this perspective and indicated a
moderately significant difference (d=0.60) between the importance and current

impiementation thereof.
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Given the importance both groups attach to this task, the current perceptions should be
addressed. This is even more important given the role internal stakeholders play in
modern-day enterprises (see section 6.2.2.1). Failure to properly develop human
resources could leave first-line news managers frustrated, as reporters might experience
that the media enterprise does not consider them important enough to develop their
capabilities. This, in turn, might leave them demotivated and disloyal or might result in

them leaving the enterprise for better employment opportunities etsewhere.

6.3.1.16 Understanding the nature of the news product vis-a-vis the target audience

Both first-line news managers (n=68) and reporters (n=171) indicated that they regard
this management task very important. In fact, they rated it among the most important
management tasks related to strategic action (x4=4.52 for first-line news managers and
x1=4.45 for reporters). Given this, both first-line news managers (d=0.50) and reporters
(d=0.61) indicated a moderately significant difference between the importance they

attach to this task and first-line news managers’ current implementation thereof.

This finding can be linked to the earlier result (see section 6.3.1.10) that first-line news
managers lack insight into external stakeholder concerns. Given the increasingly
competitive media environment, they should make a deliberate effort to understand their
target audience, know what their needs and concerns are and how the news product

can address these.

A number of interviewees described strategies to rectify this situation:

« Radio stations deliberately invite listeners to call in, host politicians on talk shows
who might address listeners' questions and concerns, and openly invite positive
and negative feedback. These iniliatives are all aimed at aligning their news

product with audience needs and expectations;
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Other radio stations have the benefit that they primarily employ staff who live or
grew up in communities that form part of their target audience. Their knowledge
of the community enables them to choose news angles or news stories relevant
to their needs and interests;

On-line media implement a system of feedback and opinion polls encouraging
audience members to raise their opinion on an issue published on the site. Given
the immediacy of this media type, feedback and comments are almost instant.
These enable them to rectify cases where their news products do not align with
the needs of their target audience; and

An independent television channel developed their organisational strategy around
a fictitious audience member who displays the characteristics of their target
market (also see section 6.3.1.10). The channel introduced this “audience
member” to all staff members during a workshop. Staff thus know who/what to
focus on in order to achieve the channel's goals and objectives. As the
interviewee put it: “all staff members became compliant” to the strategic plan they
developed. From then onwards, the channel aims to improve their understanding
of their audience and shapes its editorial policy and strategic plan around this

focus.
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Table 6.2: Comparing the implementation of strategic action as a managerial

competency between first-line news managers and reporters

First-line news managers Reporters
Management task n Mean Std n Mean Std Effect
{x2) deviation {x2) deviation size
() I
Monitoring changes in the department 70 | 384 083 182 3.37 1.19 0.39
Monitoring changes in the enterprise 66 341 1105 179 | 3.39 1.20 0.02
Monitoring changes in the media context 70 | 3.51 1.05 183 (342 1.24 0.08
Manitoring changes in the SA context 68 | 3.57 1.00 179 3.48 1.21 0.08
Monitoring changes in international context | 65 | 3.20 1.14 176 3.40 1.21 017
Knowing the national news agenda 73 14.29 0.70 188 3.97 1.1 0.29
Knowing the international news agenda 68 [4.03 0.79 189 3.75 1.18 0.24
Ptaying a role in setling the news agenda 70 | 343 1.12 182 3.67 1.22 0.20
Knowing the enterprise’s news policy 72 1410 0.92 187 3.89 1.07 0.20
Implementing the news policy 73 | 4.07 0.96 188 3.81 1.1 0.23
Being Informed on activities of other media | 73 | 3.63 1.03 188 | 3.65 1.15 0.02
g::‘['nr?elrgformed on activities of strategic 67 | 318 1.09 180 347 118 0.24
Understanding internal stakeholders 70 [ 373 1.02 186 [3.20 1.28 0.41
Understanding external stakeholders 72 |3.43 1.07 180 | 3.49 1.15 0.05
Knowing organisational vision, mission, etc. | 75 | 3.63 1.18 185 | 3.81 1.14 0.15
Making decisions within this vision etc. 73 3862 1.10 185 | 3.67 1.14 0.04
Goals suppont organisational strategy 69 | 3.44 1.14 182 | 3.65 1.07 0.19
Realising organisational goais 71 1349 1.07 183 3.66 1.14 0.14
Developing human resources 70 1324 1.15 186 | 3.28 1.26 0.02
Understanding product vis-a-vis_audience 73 1411 0.81 187 [ 3.74 1.14 0.32

6.3.2 Implementation of management tasks related to strategic action as a

managerial competency

In contrast with the implementation of previous managerial competencies (see Tables

4.2 and 5.2) neither group of respondents perceive first-line news managers to be better

implementers of management tasks related to the strategic action competency. in some

areas, reporiers perceive first-line news managers better implementers than managers

perceive themselves. In other areas, the opposite was found. On average, however,

first-line news managers consider themselves slightly better at implementing these tasks

(x,=3.65) than reporters experience it 1o be the case (x;=3.59). Over and above this,

results in Table 6.2 highlight no area displaying a moderate or significant difference

between managers’ view of implementing the management task and reporters’

experience thereof.
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6.3.3 Comparing the importance and implementation of strategic action as a

managerial competency across media types

In order to obtain a more detailed view of the importance and implementation of

strategic action as a managerial competency, comparisons were made among reporters

and first-line news managers across media types.

Tables 6.3 and 6.4 highlight the following results.

Table 6.3: Importance and implementation of strategic action as a managerial
competency across media types from the perspective of reporters
Media type Reporters
importance —~ Strategic action
Effect size (d)
n | Mean Std Daily | Weekly | Magazine | TV | Radio | On-line | News
| {xi) deviation | news- , news- media | agency
paper ! paper
{Da"y 42 1406 1068 | 0.04 0.19 057 {009 (034 |041
newspaper ] ’ ) ) ) | ) ’
| Weekly
newspaper 50 [4.10 1.00 0.09 0.35 |0.02 0.20 0.24
Magazine 9 4.20 0.64 0.40 | 0.10 0.15 0.23
Television | 17 | 445 0.61 [ 0.46 0.22 0.17
| Radio 44 }i.‘ls 0.70 B 0.24 0.31
| On-line
fredia 10 | 4.30 0.69 0.07
Hews 8 |434 050
agency |
Implementation - Strategic action
Effect size (d)
n | Mean Std Daily | Weekly | Magazine | TV | Radio | On-line | News
{x2) deviation | news- news- media | agency
_paper paper
Daily i
| newspaper | 46 | 384 0.76 0.31 0.07 026 005 1026 0.44
Weekly
fewspaper 52 |3.28 1.14 , 0.37 0.09 |0.35 0.49 0.65
Magazine 9 3.71 1.04 1 0.31 10.02 0.13 0.30
Television | 19 | 3.39 0.97 | 0.31 0.47 0.65
Radio 49 4 3.68 0.89 TL 0.17 0.38
On-line
media 11 | 3.84 0.50 jL 0.21
News 8 l402 o086 |
agency Al
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Table 6.4: Importance and implementation of strategic action as a managerial

competency across media types from the perspective of first-line

news managers

[ Media type B First-line news managers
r B Importance — Strategic action
Effect size (d)
n Mean Std Daily Weekly | Magazine TV Radio On- News
(x1) deviation | news- news- line agency
! ) paper paper media |
Daily
newspaper 25 (4.24 0.81 0.05 0.55 0.23 | 059 0.05 0.30
Weekly
newsnaper 21 |4.20 0.75 0.51 019 |0.70 0.00 0.26
Magazine 2 3.80 0.78 014 [(1.19 0.51 0.26
Television | 3 3.97 1.20 0.63 0.19 0.03
Radio 8 472 0.42 1.086 0.24
On-line
cedia 8 4.20 0.49 0.26
News
S | 5 4.00 0.76
[ Implementation — Strategic action
Effect size (d)
n Mean Std Daily Weekly | Magazine TV Radio On- News
(x2) deviation | news- news- line agency
paper paper media
Daily
flewspapef 26 | 3.77 0.70 0.26 1.70 048 |0.35 0.59 0.40
Weekly
newspapes 21 |3.58 0.65 1.56 0.24 | 0.67 0.36 027
Magazine |2 2.58 0.18 227 1230 1.82 0.44
Television | 3 3.43 0.38 0.94 0.18 0.16
Radio 11 14.02 0.63 1.06 0.57
Ondine g 1335 | 043 0.11
media
iNews 5 [320 |[143
agency
6.3.3.1 Importance of strategic action as a managerial competency from the

perspective of reporters

A moderately significant difference (d=0.57) was calculated belween the

importance reporters al daily newspapers (n=42) attach to strategic action as a

managerial compelency compared to colleagues at television channels (n=17).
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The latter group considers this managerial competency more important (x;=4.45)
than the former (x,=4.06). Given this, top management and owners at daily
newspapers should ensure that reporters are involved in strategic action activities
as much as possible. This will contribute to keep them motivated and give more
meaning to their daily work-related activities; and

Reporters at television channels (n=17) consider strategic action more important
(x1=4.45) than their colleagues at radio stations (n=44) (x;=4.13). Subsequently, a
moderately significant difference (d=0.46) on the importance of this competency
exists between reporters at these two media types. This finding could indicate a
need for more strategic planning in television newsrooms, resulting in reporters

considering it more important.

6.3.3.2 Implementation of strategic action as a managerial competency from the

perspective of reporters

Reporters at different media types indicated a moderately significant difference
on the implementation of strategic action. A moderately significant difference was
calculated between reporters at weekly newspapers (n=52) and those at both on-
line media (n=11; d=0.49) and news agencies (n=8; d=0.65). Reporters at weekly
newspapers also consider their managers worse implementers of this
competency (x2=3.28) than peers at on-line media (x,=3.84) and news agencies
(x2=4.02). This finding corresponds with qualitative data obtained at these sites.
Interviewees at on-line media as well as news agencies outlined how they strive
to involve employees from different organisational levels in strategic action
activities. These media titles probably both have smalier newsrooms and flatter
organisational structures than weekly newspapers. As a result, it is probably
easier to implement these initiatives; and

Television reporters (n=19) indicated a moderately significant difference on the
implementation of the strategic action competency compared to peers at on-line
media (n=11; d=0.47) and news agencies (n=8; d=0.65) respectively. The former

group again rates their first-line news managers worse at implementing this
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competency (x2=3.39) than their counterparts at on-line media (x;=3.84) and
news agencies (x;=4.02). This relates to the above result that television reporters
regard strategic action more important than those at other media such as weekly
newspapers. As a result, they might have higher expectations on how this
competency should be implemented. If these expectations are not met, reporters
might be left disappointed. Again, this correlates with qualitative data obtained at
these sites. Managers at on-line media titles explained their deliberate focus to
perform strategic responsibilities as well as possible. One such interviewee
underscored that they have little choice in this if these ventures want to survive

and prosper.

6.3.3.3 Importance of strategic action as a managerial competency from the

perspective of first-line news managers

First-line news managers at radio stations (n=8) indicated a moderately
significant difference between the importance they attach to strategic action
compared to the view held by colleagues at daily newspapers (d=0.59), weekly
newspapers (d=0.70) and television stations (d=0.63). These managers also
indicated a practically significant difference (d=1.19) on the importance of this
competency compared with the sample of first-line magazine managers (n=2).
They perceive this competency more important (x;=4.72) than peers at daily
newspapers (n=25; x;=4.24), weekly newspapers (n=21; xy=4.20); magazines

(n=2; x,=3.80) and television channels (n=3; x,=3.97).

When comparing the views of broadcast and print media managers, it could be
argued that those at independent radio stations realise the impact proper
strategic thinking could have on the survival of their business entities. The
possibility exists that first-line news managers at print media (forming part of
larger media enterprises) lack this vision. Strategic action activities at these
enterprises are most fikely limited to higher management levels. As a result, first-

line news manager respondents might be unaware of the importance or impact
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these activities have on the business ventures' future. The extent to which this

perspective differs across ownership structures is outlined in section 6.3.4.3;

First-line news managers at on-line media (n=8) also perceive the strategic action
competency much more important (x;=4.20) than their peers at magazines (n=2,
x,=3.80). As a result, a moderately significant difference (d=0.51) was calculated
between these groups; and

Finally, a practically significant difference (d=1.06) on the importance of this
competency was calculated between first-line news managers at on-line media
(n=8) and those at radio stations (n=8). A practically significant difference
(d=0.94) was also calculated between first-line news managers at news agencies
(n=5) and those at radio stations. First-line news managers at radio stations
consider strategic action more important (x,=4.72) than their counterparts at on-

line media (x;=4.20) and news agencies (x;=4.00).

6.3.3.4 Implementation of slrategic action as a managerial competency from the

perspective of first-line news managers

First-line news managers at daily newspapers (n=26) perceive themselves better
implementers of this competency (x2=3.77) than colleagues at magazines (n=2;
x=2.58), television channels (n=3; x,=3.43) and on-line media (n=8;, x,=3.35).
Magazine managers perceive themselves especially bad implementers of the
strategic action competency. One reason for this view could be that all the
magazines included in the research sample form part of large media enterprises.
As a result, they could experience a lack of opportunity to properly implement
their strategic action ideas. Practically significant (d=1.70) and moderately
significant (d=0.48 and d=0.59) differences were subsequently calculated
between the above media types;

Similarly, a practically significant difference (d=1.56) on the implementation of this
competency was calculated between the sample of first-line news managers at

magazines (n=2) and those at weekly newspapers (n=21). Managers at weekly
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newspapers again perceive their implementation of this competency better
(x>=3.58) than those at magazines (x,=2.58);

A moderately significant effect size (d=0.67) on the implementation of this
competency also exists between first-line news managers at weekly newspapers
(n=21) and those at radio stations (n=11). The latter group perceives themselves
better implementers of this competency (x,=4.02) than the former (x>=3.58) (also
see section 6.3.3.2),

First-line news managers at radio (n=11) and television {n=3) regard themselves
good implementers of the strategic action competency (x2=3.43 for teievision and
x>=4.02 for radio). As a result, some of the highest practically significant
differences were calculated between first-line news managers at these media and
those at magazines (d=2.27 for television channels and d=2.30 for radio stations).
This result can also be linked to the perspective among first-line magazine
managers (n=2) that they are not particularly good at implementing strategic
action activities. They also perceive themselves practically significantly worse
(d=1.82) than their colleagues at on-line media (n=8),

First-ine news managers at radio stations (n=11) also highlighted a practically
significant difference (d=0.94) when compared with colleagues at television
channels (n=3). As a result, they perceive themselves better implementers of this
competency (x>=4.02) than peers at television channels (x,=3.43),

First-line news managers working at on-line media (n=8) indicated a practically
significant difference (d=1.06) between their implementation of this competency
and that of colleagues at radio stations (n=11). The latter perceive themselves
better implementers (x;=4.02) than their colleagues at on-line media (x,=3.35),
and

Finally a moderately significant difference (d=0.57) on the implementation of this
competency was also calculated between managers at news agencies (n=5) and
those at radio stations (n=11). The latter again perceive themselves better
implementers of this competency (x,=4.02), their peers at news agencies

(x2=3.20) (also see section 6.3.3.4).
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Comparing the importance and implementation of strategic action as a

In order to obtain a more detailed perspective on the importance and implementation of

strategic action as a managerial competency, comparisons were ailso made among

media titles operating on different ownership structures.

Table 6.5: Importance and implementation of strategic action as a managerial
competency across media ownership types from the perspective of
reporters
Media Reporters
ownership

type

Importance — Strategic action
Effect size (d)
n Mean Std Listed Unlisted Public service Foreign
(x1) deviation companies companies mandate ownership
Listed
companies 74 | 424 0.63 0.18 0.32 0.01
Uniisted 47 |a06 | 103 0.05 0.18
companies
Public
service 30 402 0.70 0.33
mandate
Foreign
ownership 29 | 4.25 0.69
Implementation — Strategic action
Effect size {d)
n Mean Std Listed Unlisted Public service Foreign
{x3) deviation companies companies mandate ownership

Listed 80 |3.73 |o0.89 0.29 0.46 0.10
companies
Unlisted 48 {341 | 1.13 0.08 0.21
companies
Public
service 37 1 3.32 0.85 0.38
mandate
Foreign
ownership 29 | 3.65 0.79

Tables 6.5 and 6.6 highlight the following results.
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6.3.4.1 Importance of stralegic aclion as a managernal compelency from the

perspective of reporters

¢ No practical significant difference was found on the importance reporters at
different media attach to strategic action as a managerial competency.
Irrespective of the relevant ownership structure, reporters regard strategic action

an important managerial competency (x,=4.14).

Table 6.6: Importance and implementation of strategic action as a managerial
competency across media ownership types from the perspective of
first-line news managers
Media First-line news managers
ownership

type

Importance —~ Strategic action
Effect size (d)
n Mean Std Listed Unlisted Public service Foreign
(x4) deviation companies companies mandate ownership
Listed 38 417 | 079 0.23 0.78 0.14
companies
Unlisted
companies 12 | 3.97 0.85 0.96 0.36
Public
service 9 4.79 0.3 1.07
mandate
Foreign
ownership 13 (428 0.48
Implementation — Strategic action
Effect size (d)
n Mean Std Listed Unlisted Public service Foreign
{x3) deviation companies companies mandate ownership

LERg 38 |358 | 069 0.13 0.64 0.04
companies
Unlisted
companies 13 | 3.45 1.00 0.57 0.10
Public
service 12 | 4.03 0.56 0.76
mandate
Foreign
ownership 13 | 3.55 0.62
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6.3.4.2 Implementation of stralegic action as a managerial competency from the

perspective of reporters

Irrespective of the relevant ownership model, reporters overall rated the
implementation (x,=3.53) of strategic action lower than the importance (x;=4.14)
they attach to it. However, they consider their first-line news managers better
implementers of this competency than the communication competency (x=3.25
see section 4.6.4.2) or the planning and administration competency (x;=3.35 see
section 5.4.4.2);

As was the case with the implementation of planning and administration, a
moderately significant difference (d=0.46) was calculated on the implementation
of this competency between reporters at JSE listed companies (n=80) and those
at the SABC (n=37). The latter perceive their first-line news managers worse at
implementing strategic action {(x»=3.32) than the former (x,=3.73);

These findings indicate that reporters at the SABC perceive their first-line news
managers worse implementers of the strategic action competency than
colleagues at listed companies. They also experience their supervisors to be
worse than reporters at unlisted companies (x;=3.41) and companies with foreign
ownership interests (x,=3.65) perceive it to be the case. According to SABC

reporters, their supervisors are worst at;

- Monitoring changes in the media environment (n=36; x;=2.94);

- Monitoring changes in the media enterprise (n=36; x,=2.94),

- Monitoring changes in the depariment/section (n=34; x,=2.97);

- Monitoring changes in the international context (n=35; x,=3.06);

- Understanding the concerns of internal stakehoiders (n=36; x»=3.06);

- Developing human resources (n=36; x,=3.06),

- Monitoring changes in the broader South African context (n=34; x,=3.09);
and

- Being informed on the activities of other media enterprises (n=36;
x2=3.19).
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These results indicate that SABC reporters regard their first-line news managers
worst in terms of monitoring changes in the corporation’s micro and macro
environments. As a result, they also perceive superiors unable to identify the
possible opportunities and threats presented by these changes. Given the
increased importance of interrelationships and interdependency between media

enterprises and other environments, this issue needs to be addressed urgently.

To a certain extent, these results differ from qualitative data obtained from
interviewees at the SABC. The majority of these managers described the
corporation's focus on the impact of changes in its micro and macro
environments. As such, they expect newsroom staff to read (complimentary
copies of) newspapers, use the Internet, and watch national and international
television broadcasts. Given this, they perceive newsroom staff to be well aware
of the local and international news agenda. However, from reporters’ perspective,
awareness does not necessarily transtate into the ability to pro-actively deal with

the consequences of these changes.

The above quantitative findings also indicate reporters' view that first-line news
managers at the SABC are unable to understand the concerns of internal
stakeholders and develop human resources. This highlights a perception that

staff members' needs and expectations are not sufficiently addressed.

To some extent, this correlates with qualitative data. Interviewees at the SABC
described staff as unmotivated and doing less than is expected of them.
However, they alsc emphasised that these employees would often be the first to
claim benefits associated with, for instance, working overtime. Moreover,
interviewees outlined how some staff members abuse facilities and equipment for
personal benefit (see section 2.4.3.4). This poses a serious challenge for SABC
news managers. Moreover, observation and informal interaction with reporters at

some regional offices made it clear that many staff members are unhappy with
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their working conditions and working environment. Some reporters were openly
hostile towards and negative about their managers, the way work is being done
and the extent to which their needs and expectations are addressed. If the SABC
wants to fulfil its public service broadcasting role 1o the diverse range of
audiences in the country, this issue should be resolved. Given increasing
competition for revenue and audiences, the corporation can not afford 10 see

internal matlers hampering its responsibility 1o audiences.

6.3.4.3 Importance of strategic action as a managenal competency from the

perspective of first-line news managers

Overall, first-line news managers (irrespective of the relevant ownership
structure) consider strategic action a very important managerial competency
(x1=4.30). They consider it more important than reporters indicated in section
6.3.4.1. Despite the discussion in section 6.3.4.2, first-line news managers at the
SABC regard this managerial competency most important (x,=4.79). They deem
it more important than peers at other media titles operating on different ownership
structures;

More specifically, practically significant differences were caiculated among
managers in three of the four ownership categories. In the first instance, a
practically significant difference {d=0.78) on the importance of this competency
was found between first-line news managers at the SABC (n=9) and their peers
at JSE listed companies (n=38). As indicated above, the former group considers
this competency more important than the latler;

Similarly, a practically significant difference (d=0.96) on the importance of
strategic action was also calculated between first-line news managers at the
SABC (n=9) and colleagues al unlisted companies (n=12). Again the former
group considers this competency more important than the latter;

Finally, the biggest practically significant difference {d=1.07) on the importance of
this competency was calculated between first-line news managers at the SABC
{n=9) and peers at companies with a majority of foreign ownership (n=13);
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¢ In contrast with the image reporters have of their first-line news managers, these
results thus indicate that first-line news managers at the SABC are most aware
that strategic action is an important managerial competency. They are much
more aware of this than colleagues employed by media enterprises operating on
different ownership models. These managers also consider this competency

more important than reporters who participated in the study (see section 6.3.4.1).

6.3.4.4 Implementation of strategic action as a managerial competency from the

perspective of first-line news managers

e Overall, first-ine news managers (irrespective of the media enterprises’
ownership structure) consider their implementation of the strategic action
competency better (x,=3.65) than their subordinates experience it to be the case.
Again first-line news managers at the SABC perceive themselves best at
implementing this competency {x-=4.03),

¢ A moderately significant difference (d=0.64) on the implementation of this
competency was thus calculated between first-line news managers at the SABC
(n=12) and their colleagues at JSE listed companies (n=38). Again, the former
perceive themselves better at implementing this competency (x2=4.03) than the
latter (x2=3.58);

¢ A moderately significant difference (d=0.57) on the implementation of this
competency was also calculated between first-line news managers at the SABC
{n=12) and their colleagues at unlisted companies (n=13);

» A practically significant difference {d=0.76) on the implementation of strategic
action was found between first-iine news managers at the SABC (n=12) and
those at foreign owned companies (n=13); and

¢ The above results indicate that first-line news managers at the SABC perceive
themselves very good at implementing the strategic action competency. When
focusing on individual management tasks, these managers perceive themselves

best when it comes to;
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- Knowing the national news agenda (n=12; x,=4.58);

- Knowing the enterprise's news policy (n=12; xz=4.50);

- Implementing the enterprise’s news policy (n=12; x;=4.50);

- Knowing the enterprise’s vision, mission and goals (n=12; x;=4.42);

- Understanding the nature of the news product vis-a-vis the target audience
(n=12; x=4.33),

- Monitoring changes in the department/section (n=12; x,=4.25);

- Understanding the concerns of internal stakeholders (n=12; x;=4.25); and

- Making decisions in line with organisational vision and mission (n=12;
x2=4.25).

This indicates that first-line news managers and reporters at the SABC generally
agree on the management tasks the former are good at. To some extent this is a
positive finding, as discrepancies between first-line news managers’ and
reporters’ perspectives are not as big as with the communication and planning
and administration competencies (see sections 4.6.4.4 and 5.4.4.4). Only two
exceptions were found. In the first instance, first-line managers consider
themselves fairly good at monitoring departmental changes and anticipating the
potential impact thereof. Reporters, on the other hand, identified this as the
management task they perceive superiors second worst at. Similarly, first-line
news managers rate their skills to understand the concerns of internal
stakehotders fairly well, while reporters consider these skills as some of the worst
(see section 6.3.4.2). It is clear from these discrepancies that reporters should
either change their perception of how well first-line news managers implement
these management tasks or first-line news managers should realise that they are

not as good at these tasks as they think.

The conclusions and managerial implications of the above findings are discussed in

chapter ten of this study.
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6.4 Summary

This chapter focused on strategic action as a managerial competency. As such, the
chapter firstly provided a broad theoretical background to the dimensions of strategic
action. These related to the need for first-line news managers to understand the past
and current challenges facing their industry. This aspect was specifically applied to
current trends in the South African media environment. It was argued that if first-line
news managers are aware of and understand these trends, they would be able to better
position their media enterprises within a competitive South African media environment.
This was followed by an outline of the importance that first-line news managers
understand the enterpnise in which they work. As such, they should understand the
needs of internal stakeholders; business strengths and weaknesses; and organisational
competencies and culture. Given these two dimensions, it was indicated that first-line
news managers would be in a better position to take strategic action and align

operational goals and objectives with organisational cnes.

The latter part of the chapter outlined gualitative and guantitative research results on the
importance and impiementation of this competency by first-line news managers in South
Africa’s mainstream media newsrooms. As such, it was indicated that first-line news
managers currently experience a bigger gap between the importance they attach to this
competency and their implementation thereof. In this regard, they consider their inability
to properly develop human resources as their biggest shortcoming. Reporters, on the
other hand, are also aware of the gap between the importance they attach to this
competency and first-line news managers’ current implementation thereof. However,
they seem less critical of the current situation than first-line news managers. They
indicated that first-line news managers need the most significant improvement when it

comes to understanding internal stakeholder concerns.

When comparing the research resulls on this competency across media types, it was
found that reporters at television channels regard it most important. However, those

employed by weekly newspapers consider their first-ine news managers the worst
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implementers thereof. Similarly, first-line news managers at radio stations highlighted
that they perceive this competency most important across the industry. In contrast, their

colleagues at magazines perceive themselves to be the worst implementers thereof.

In the final instance, research results were also compared across media types operating
on different ownership structures. As such, it was found that reporters at companies with
a maijority of foreign ownership consider this competency most important. Their peers at
the SABC, however, indicated that they perceive their first-line news managers as being
worst at implementing it. This is despite the finding that these first-line news managers
are the group of respondents who perceive this competency most important. Whiie they
also perceive themselves best at implementing strategic action, their colleagues at

unlisted companies rated themselves the worst implementers thereof.

The following chapter of the study focuses on teamwork as a managerial competency.
Dimensions of this competency are oullined in order to discuss the importance and

implementation thereof in South African mainstream media newsrooms.
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Chapter 7:

Teamwork as a managerial competency

within the context of newsroom management

Teamwork is essential to success (but) does not come easy.
— Akande (1992:10)

The basic principle of selting up teams is not that they should be able to operate independently, but
that all members of a team share responsibility for the team's performance and consequently
share in the team's decision-making. This is a far cry from the traditional and aged
management model that bestows exclusive decision-making authority on a single
manager who is expected to be all-knowing and all-capable.

- Northrup (1996.5)

Teams require a "new breed” of journalist with different personality traits and skills than the "lone wolf” who
worked well alone and often produced breakthrough stories.
- Gade (2004:10-11)

We need to work better in teams,
- Ken Merrigan, Sections Editor, The Age in Melbourne, Australia (Quinn, 2002:51)

74 Introduction

This chapter outlines aspects related to teamwork as a managerial competency. In the
first instance the theoretical dimensions of the teamwork competency are outlined.
These are described with specific reference to teamwork as an element of newsroom

management. While some descriptions reiate to the international context, the study
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focuses on the mainstream media context in South Africa in particular. Theoretical
dimensions are followed by research results with regard to the importance and
implementation of teamwork among first-line news managers and reporters in South
Africa’s mainstream media newsrooms. These results aim to identify areas in which
respondents (reporters and first-tine news managers) perceive gaps between the
importance they attach to specific aspects of this competency and the current

implementation thereof by first-line news managers.

7.2  Workplace teams

Given the position attributed to workplace teams within modern-day working
environments (see section 7.2.2), elements related to this concept are subsequently

outlined.

7.2.1 Workplace teams defined

According to Thill and Bovée (2002:25) and Thompson (2001:8) teams can be defined
as units or groups of people who work together and interdependently to achieve specific
performance related goals. According to Covey (1999:186) real interdependence
between groups or individuals can only be achieved among people with a truly
independent character. Covey (1999:187) argues further that interdependence enables
people to enter into meaningful interaction with others. In an organisational context, this
refers to interaction with team members, other internal stakeholders and customers (see
Daft, 2003:25-26). This, in turn, results in increased productivity, as well as opportunities

for learning and development.

Apart from interdependence, team members also share responsibility for the outcome of
their assignments. To achieve this, effective teams need (Gade, 2004:21; Wicks et al.,
2004:33; Moerdyk, 2003:6; Thill & Bovée, 2002:28; Smith, 2001:5):
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o Clearly defined goals, principles and specified roles according to which they
perform their individual and team responsibilities (see section 7.3.1.1 for a more
detailed discussion of this issue; also see sections 7.4.1.4; 7.4.1.9 and 7.4.1.10
for the extent to which respondents in this study perceive this to be the case in
South African mainstream media newsrooms),

s A prominent leader who displays the required leadership skills;

e Trusting relationships that enable open and honest communication (see sections
4.4.5 and 4.6.1.5 for a more detailed discussion of these issues);

+ Creative thinking and initiative; and

¢ A shared sense of rewards and/or setbacks following consensus in decision
making (see section 7.4.1.16 for the extent to which this currently applies in

South African mainstream media newsrooms).

These elements lie in with the “fox versus hedgehog” approach described by llbury and
Sunter (2005:35). Whereas the latter relates to the process of applying individual efforts
to achieve organisational goals, “foxes” tend to realise the need for and challenges
related to an interdependent workplace environment. They also realise that “knowledge
of the system as a whole (enables them to) optimise decisions about the future” of their
businesses (Hbury & Sunter, 2005:35-36).

As Ahles and Bosworth (2004:44) point out, these factors also distinguish workplace
teams from work groups. The latter often lack commitment or the responsibility to

achieve set objectives (e.g. committees, councits or task forces).

7.2.2 Increased tendency to incorporate workplace teams

Already in the early 1990s, Peter Drucker indicated that the information technology
revoiution will oblige enterprises to “re-engineer themselves” (Drucker, 1993:80). One
outcome of this re-engineering process is to organise staff members into workptace
teams (also see Henricks, 1997:38). A study conducted towards the end of the 1990s
(Daft, 1997:338) found that 83% of US enterprises have already implemented workplace
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teams or were moving towards implementing it. A case in point is the international travel
agency and provider of global financial services, American Express. According to Thill
and Bovee (2002:25) this company has entrenched the teamwork approach in both
internal and external business strategies. Subsequently, employees are required to
collaborate as effectively and efficiently as possible to the benefit of customers. As
Ahles and Bosworth (2004:43-44) indicate, successful enterprises increasingly realise
that “high performing organisations start with high performing teams”. As a result, this
approach seems likely to remain the preferred method of organising human resources in
future (also see Eyles, 2005:48).

7.2.2.1 Implementing a teamwork approach in the media

As is the case among the enterprises described above, newsroom teams are but one
element characterising the newsroom management revolution {see Gade, 2004:7;
Gade, 2003:1; Quinn, 2002:51). As such, these teams usually consist of 6-10 staff
members collaborating in reporting, writing, editing and packaging activities (Gade,
2004:8). In order to achieve the most professional results, efforts are made to combine
the knowledge and experience of senior staff members with creative and technical skills

especially found among younger colleagues.

However, for many media enterprises the move away from traditional newsroom
structures to the team approach is not easy. As discussed in section 1.2.1.4, media
newsrooms were traditionally characterised by “lone ranger” or “lone wolf" type
employees. These employees (in many cases introverts) (see Peters, 2004:5)
predominantly relied on their own skills and abilities to perform their professional duties
(see Gade, 2004.10-11; Quinn, 2002:51). Newsroom staff therefore find it challenging to
adjust an individualist work approach to accommodate a more interdependent and
dynamic work environment. Given this (and other newsroom trends such as juniorisation
and high staff tumover), Neuzil, Hansen and Ward (1999:3) point out that it might take
three to five years to introduce and establish an atmosphere in which colleagues feel

comfortable to impiement and adhere to teamwork principles. Given these challenges,
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“most media companies converting to team management ... hire a consulitant to guide
managers in the early stages of conversion” (Wicks et al.,, 2004:33). The end resuit is
often that resources (human, financial and technotogical) are combined more effectively

and efficiently to improve the gquality and professionalism of journalism output.

However, introducing and utilising newsroom teams has not been without failure. The
above-mentioned aspects, linked with a fear of change, organisational policies, staff
relationships and attitudes all contribute towards poor implementation of the team
approach (e.g. see Gade, 2004:10; Thompson, 2001:7; Neuzil et al, 1999:2). As
Thompson (2001:7) points out, failure in this area can “sap morale, decrease
productivity and squelch the creative potential of one of the {media’'s) most important
resources, the reporter’. The extent to which this applies to South Africa’s mainstream

media newsrooms is discussed in section 7.4.1.

7.3 Dimensions of teamwork as a managerial competency

According to Hellriegel et al. (2005;18) and Hellriegel et al. (2004:18) the teamwork
competency entails that tasks are accomplished through small groups of people (teams)
who are collectively responsible, and who work interdependentiy. Given this, the
dimensions of the teamwork competency entail that managers (Hellriegel et af., 2005:18;
Hellriegel et al., 2004:18; Qosthuizen et a/., 2002:31):

* Properly design teams;
* Create an environment supportive of teamwork; and

¢ Property manage team dynamics.

Each of these dimensions is discussed in more detail in sections 7.3.1-7.3.3. In each
instance the discussion specifically focuses on the relevance of these dimensions within

the media and newsroom management contexts.
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7.3.1 Team design

The first challenge facing managers/ieam leaders is to design teams in such a manner
that team members' skills, expertise and experience contribule towards achieving
organisational goals as effectively and efficiently as possible. For instance, Thill and
Bovée (2002:25) refer to an international study amongst more than 200 enterprises in
almost 20 countries towards the end of the 1990s. Results from this study indicated that

companies that operate in teams experience the highest performance improvement.

This tendency was first witnessed during the so-called Hawthorne experiments
conducted by Elton Mayo at the Hawthorne plant of the General Electric Company
dunng the late 1920s and early 1930s (Albarran, 2006:4; Herrick, 2003:86; Kennedy,
2002:158-163). During these experiments the size of female work teams was reduced
from 100 to 5. Researchers found that the improvement in team design resuited in
increased productivily among employees. Moreover, workers also improved
interpersonal relationships and established support groups outside the work

environment.

A more recent exampie where improved team design resuited in improved performance
and output was demonstrated at the Chevrolet motoring plant in Fremont California.
After the company introduced a system of self-managing teams, it wilnessed ordinary
staff members taking responsibility to stop the assembly line once they witnessed
manufacturing mistakes. Subsequently, the company experienced better cooperation
between plant workers, union leaders and management, with concomitant improvement

in performance and organisational output (Simmons, 1990:54),

Research by Gade (2004:24) also confirmed this change in terms of improved
newsroom productivity. With regard to the South African newsroom context, smaller
newsrooms (especially those at independent radio stations) experienced similar
improvement in productivity and interpersonal relationships (see section 6.2.2.1).

Moreover, interviewees at these media titles described improved relations among
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newsroom staff outside of the office. As such, they were of the opinion that colleagues
often serve as a “family” or support group for staff who might be new or unfamiliar to a
specific city or community (see Steyn et al., 2005a:54).

Given the important role properly designed teams can play in organisational success,

managers/team leaders should focus on the following aspects when designing teams.

7.3.1.1  Establish clearly defined objectives

This element refers to managers’ (or team leaders') ability to formulate clear objectives
thal inspire team members, foster commitment towards their jobs and their enterprises,
and ultimately result in improved performance (Hellriege! et al., 2005:21; Hellriegel et al.,
2004:20; Flanagan, 2003;26). This will, in turn, result in improved organisational
performance (Minty & Bennett, 2001:22; also see section 6.2.3).

As such, managers/team leaders should define objectives that (DuBrin, 2003:131; Kroon
& Van Zyt, 1995:131);

» Are clear, concise and objective — team members should have no doubt about
what individual and team objectives entail. As such, Wicks et al. (2004:33) state
that objectives should be set out so visibly thal individual team members are able
to independently give corresponding recolliections thereof. If this is the case,
employees will be inspired to achieve (individual and organisational) goals and
objectives and take responsibility for their decisions and behaviour (Dinkmeyer,
1991:504). This, in turn, will motivate them to improve their performance and
conlribute towards organisalional success (Burton, 2001:13, 15);

e Are accurate in terms of what the final performance outcome should be. Team
members should thus be clear on what their ullimate purpose is. In order to
achieve this, objectives should also be measurable;

e Are achievable by competent team members whose skills and expertise are

combined in such a manner that objectives are reached with little difficulty;



Chapter 7: Teamwork as a managerial competency 255

o Challenge team members to think innovatively and come up with alternatives
through which the final goal can be achieved more efficiently;

¢ Require participation from team members to set and achieve objectives. As such,
Stréh (2001:62) indicates that enjoyment of the work itself; pride in good
performance; belief in the importance of the work they do; and the desire to
exceed previous performance leveis all contribute to improve employees’
performance and achievements;

e Focus on smalier accomplishments that contribute towards the final goal. In this
regard, constant motivation, encouragement, praise and monitoring is important
to keep team members focused on what the eventual outcome of their efforts is;
and

* Are specific in terms of what the final goal is, who will be responsible to achieve
it, when it should be achieved, and how the outcome should be reached. These
expectations should preferably be set out in writing, in order to avoid any

misunderstanding between team leaders and team members.

The essence of team management therefore lies in managers’ ability to set out the goals
and objectives team members are expected to achieve. Moreover, team members
should be mobilised to achieve these as effectively and efficiently as possible (Herrick,
2003:56; Anon, 1998:52). However, resuits from this research study indicate that this is
not yet the case in South African mainstream media newsrooms (see sections 7.4.1.4;
7.4.1.9 and 7.4.1.10).

7.3.1.2 Staffing teams

This element of the teamwork competency refers to the challenge to put the right people
with the right combination of skills in a team with the aim to achieve the above-
mentioned objectives (DuBrin, 2003:7). This is, however, not always an easy task, given
characteristics of modern-day workforces described in section 6.2.2.1. Managers are

therefore challenged to compile teams in such a manner that diversity in skills,
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backgrounds and ideas facilitates effective teamwork rather than hamper it (see Heriz-
Smith, 1998:40).

According to Northrup (1996.5) the purpose of workplace teams is often misunderstood.
Instead of aiming to create autonomous working groups, these teams should be staffed
in such a manner that “the broadest possible number of staff members and the broadest
range of talents” are combined. While this allows for increased creativity (see Hellriegel
et al., 2005:21), it also ensures that each staff member's skilis and expertise are utilised
to the benefit of optimal decision making (Thill & Bovée, 2002:26; Henricks, 1997:38).
However, as Wicks et al. (2004:33) underline, team members should remain mindful that
they are part of a team and that they should utilise their skills and ideas in such a
manner that the team benefits from their contribution (also see White, 2003). Managers
should also be mindful of this aspect when staffing teams. Instead of merely “plug(ging)
people into old roles”, managers should ensure that team members are utitised in areas

where their skills and expertise are most useful (Moses, 2002:12).

This dimension of the teamwork compelency thus requires managers to know staff and
their existing technical, creative or educational skills. They should also be aware of the
role these skills play in individual performance, as this would ultimately influence team
performance and organisalional success (Adams, 1989:37). As such, managers should
keep in mind that effectively combining a variety of skills is more important than the

contribution made by individual members (Ahles & Bosworth, 2004:54).

Applying this to a newsroom management context, Davis and Dunlap (2000:21)
underline that editors need improved skills in this area. Graham (2001:16-17) also
applies this aspect to newsroom management, by describing the transformation process
at The Witchita Eagle in lhe process of implementing a teamwork system. This
newspaper in the US state of Kansas is the largest news-gathering operation in the
state. However, due to declining circulation figures, the newsroom was transformed in
the beginning of 1995 to create an organisational culture conducive to creativity and

experimentation. In this process, teams were staffed in such a manner that members'
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interests, skills and needs were accommodated optimally. One reporter described the
advantages of this approach as allowing “those with ideas and motivation to explore
brave new worlds” (Graham, 2001:24). However, although management included the
entire newsroom in the above process, the teamwork approach was not met positively
by all newsroom staff.

Given increasing diversity in South African newsrooms (in terms of race, gender and
representation of other minority groups)} as outlined in section 1.3.4.2, properly staffing
teams poses an important newsroom management challenge. The extent to which news

managers live up to this challenge is explored in section 7.4.1.2,

7.3.1.3 The need for clearly defined roles and responsibilities

Irrespective of how well teams are staffed, managers are responsible to ensure that
team members are clear on the individual as well as team roles and responsibilities
needed to optimise team performance (see Gade, 2004:16). These should, in turn, be
linked to individual, team and organisational goals and objectives (Wicks ef al.,
2004:33). However, as Henricks (1997:38) states, establishing these roles and
responsibilities is a two-way process. On the one hand, managers should inform team
members of their roles and responsibilities. On the other, team members should also
have the opportunity to communicate their (individual and group) expectations to
managers. Unfortunately, it seems as if proper two-way communication does not always
take piace in a teamwork environment. Neuzil ef al. (1999:6) found that almost 25% of
participants in their research were of the opinion that communication under a team

system decreased compared to a previous, more individualistic working environment,

Properly defined roles and responsibilities in a teamwork environment become even
more important in a media environment where “newsroom convergence” is becoming
the rule rather than the exception (Singer, 2004:839). As such, media technologies,
newsroom functions, as well as strategic activities between depariments and often aiso

different industries become increasingly intertwined (see Wirth, 2006:447). This
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necessitates an increasing focus on teamwork — not only across departments, but also
across industries. As such, staff from television and radic or from print and on-line media
may, for instance, be required to cooperate in a single team. Within this context,
individual team members and teams as a whole should be absolutely clear about their
roles and responsibitities and the expectations related to compiling and distributing a

professional news product.

Interviewees at the SABC who participated in this research described the chailenges
they face to address this issue. Reporters and technical crew (especially in regional
offices) are often expected to “file” {produce) news stories for both radio and television.
As a result, interviewees underlined the need for constant communication between
managers and staff to ensure that the two parties agree on the modus operandi. This
situation also enforces the need for newsroom staff to be more multi-skilled, as they are
increasingly required to perform a variety of activities in the news gathering, production

and distribution process.

7.3.1.4 Roles within a teamwork context

The implementation of teamwork as a managerial competency can probably improve if
managers are aware of the eight roles applicable to a teamwork context. Meredith
Belbin identified these roles as part of research on “Management teams: why they
succeed or fail" (Kennedy, 2002:24}. In a newsroom context, it is possible, however, that
team members do not necessarily perform all eight roles. On the other hand, it is
possible that some team members portray a number of the roles described below. This
could especially be the case in smaller newsrooms. Nevertheless, knowledge of these
roles might improve teamwork in a newsroom context. In short, team roles comprise of
(Kennedy, 2002:24-25):

» The company worker. This person is conservative, hard working and has good
management skills. This role is often portrayed by someone with an inflexible

personality and who is sceptical to "new” ideas. As a result, this team member
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becomes a stabilising factor in teams, preventing them from wasting resources on
unachievable ideas;

The chairperson. This team member is calm and controlled and has the ability to
treat ali people and ideas on merit. The chairperson also has strong creative
abilities. As a result, he/she weighs every “new” idea on merit before deciding
whether it is feasible or not;

The shaper is an extrovert who challenges ineffectiveness or complacency.
Although this team member might be irritable and impatient, his/her approach
might encourage less diligent team members to improve their performance. The
shapet's dynamic personality thus acts as a driving force to improve team
effectiveness and performance;

The pilanter. This person is individualistic with a strong intellect and imagination.
As a resuli, this team member could originate ideas on how to approach a
project, although these ideas might not always be viable due to practical
considerations. Nevertheless, “planting” these ideas in the minds of team
members could see someone devising a way of bringing it to life;

The resource investigator is enthusiastic and prone to investigate new ideas due
to his/her curious nature. Subsequently, he/she is usually the team member with
an exiensive list of contacts. These enable him/her to succeed in locating
financial or information resources needed to cover a news event. However, team
leaders face the chalienge to keep this person interested in projects after the
initial excitement has passed;

The monitor-evaluator is a team member with soberness, lack of emotion and
good discretion/judgement. This person often dampens team enthusiasm
because of his/her inability to motivate others. However, the sober nature of this
team member often sees him/her timeously identifying potential difficutties related
to unattainable ideas;

The team worker is probably one of the key role players in a teamwork context.
This person establishes and maintains a friendly and trusting teamwork
environment and a positive team spirit. The team worker is aware of team

members’ needs and expectations and has the ability to address challenging
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situations. However, the team worker should constantly be reminded of the
team’s anticipated goals and objectives; and

¢ The completer-finisher. This person is painstaking, conscientious and somewhat
of a perfectionist. He/she will only be satisfied once the final touches are put to an
assignment. Unfortunately, team members who are less focused on detail might
get irritated or demotivated when they perceive the completer-finisher to “detay”
progress on a project. This role can not be underestimated in a newsroom
environment. Given the focus on detail, factual accuracy, fairness and balance
that needs to characterise news reports (irrespective of the medium used), each
newsroom team needs a completer-finisher. This person plays an especially
valuable role to ensure that news reports display the above characteristics given
factors such as increased deadline pressure, staff shortages and inexperience,
and a lack of general knowledge among reporters (see Steyn & De Beer,
2002:54).

7.3.1.5  Moniloring performance

Clearly defined roles and responsibilities enable team leaders to monitor individual and
team progress towards attaining predetermined goals and objectives (DuBrin,
2003:391). This necessitates that team members' output is measured continuously and
systematically {Fink, 1996:154). In this process, team leaders will be abie to identify
strengths to expand on and weaknesses to address in an attempt to improve
performance (see Pretorius, 1996:21). As such, team leaders can determine whether
team members are doing what they are supposed to do. Moreover, they can determine
whether team members are performing to their best ability and how this performance

affects that of other team members (see Peters, 2004:14-15).

However, monitoring performance does not only apply to supervisors monitoring
subordinates’ work. As Dinkmeyer (1991.506) suggests, team structures should also
accommodate instances where subordinates want to give feedback on supervisors'

performance. Unfortunately, this approach was not welcomed in South African
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newsrooms pre-1994. The non-consuitative and authoritarian management approaches
made it almost impossible for newsroom staff to “speak their minds” with regard to

monitoring supervisors' performance.

The nature of the news industry aiso makes it difficult to monitor performance in the
traditional sense of the word. On the one hand, staff performance can not be measured
purely on a quantitative basis (see Thompson, 2001:11; Neuzil et al., 1999:3). Producing
more news stories does not necessarily eguate good gquality news stories. Similarly,
pure gualitative measurement can also be problematic, due to the partial subjective
nature of this approach. Rosentiet and Mitchell (2004:85) underscore this ditemma: “the
best journalists are often those who bring the indefinable, the intangible, to their work ...
In modern business, we tend to vaiue what we count. And what is not counted tends to
be devalued”. Peters (2004:22) supports this by stating that the US media industry “can
claim among the most ineffectual” when it comes to monitoring and evaluating employee
performance. News managers are often also not trained to realise the importance of this

management task or to implement it properly.

Interviewees for this study seem aware of this difficutty. Some newsrooms follow a more
guantitative route to measure performance by monitoring the number of news stories
published or broadcasted. Others, however, perceive this impractical. They argue that
newsrcoms should measure input rather than output. From their perspective factors
such as a changed news agenda or available space/time ofien determine which news
items will be used and which not. As a result, two reporters can spend equal amounts of
time and effort to produce a news story, with the one story being published and the other
not. Their perception is that it would be unfair to “count” the published/broadcasted story

but “ignore” the effort that went into the other one.

7.3.2 Creating a supportive teamwork environment

The second dimension of the teamwork competency requires managers to create a

supportive teamwork environment. As such, they should provide team members with the
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opportunity to perform optimally, assist them in identifying and obtaining resources, and

continuously mentor and coach them.

7.3.2.1  Creating an environment characterised by empowerment

Managers are required to ensure that team members work in an environment where
they are empowered to perform as expected of them. This environment should also
provide managers the opportunity {o reward, praise and recognise teamwork (Heliriegel
et al., 2005:21). As such, Odendaal and Roodt {(1998:14) explain that team members
should be given the “authority to take decisions within (their} area of work without having
to get approval from anyone else”. If this is the case, they will experience a more equal
distribution of power and control among all team members (Neuzil et al, 1999:2).
Importantly, however, is that shared power also implies increased responsibility and the
need for team members to think differently about their work (see Gade, 2004:20).
However, distributing power to subordinates is considered one of the most difficult things
managers had to accept in recent years {see Henricks, 1997:38). As such, it is important
that top management support line managers in this process (see Thompson, 2001:8;
Simmons, 1990:55; Richardson, 1985:43).

A case study on The Oregonian newspaper in the US illustrates the value of
empowerment within a newsroom team context. This paper introduced newsroom teams
towards the middle of the 1990s. According to a first-line news manager the change
towards managing smaliler newsroom teams enabled her to listen to staff members and
empower them to solve their own problems. In her view, she adopted the approach that
staff members should leave her office feeling “smarter, stronger, and more able” to

resolve the issue discussed (Wicks et al., 2004:34).

However, management expert Meredith Belbin warns that a cullure of empowerment
requires thorough assessment and proper implementation. As such, empowerment
should not be seen as a convenient way for managers to shift their responsibility onto

subordinates (Kennedy, 2002:24). If employees experience that managers are not
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sincere in their empowerment initiatives, they will become reluctant to participate in
future teamwork activities (Herrick, 2003:88). This will forfeit the whole idea behind a

teamwork approach.

In an attempt to prevent the above, managers need (Geisler, 2004:4; Akande, 1992:11;
Dinkmeyer, 1991:505):

e Skills to identify and address negative perceptions that could hamper a positive
teamwork environment., Team leaders should consistently practice these skills.
They also need skills to identify and address negativity about teamwork issues
among themselves;

e True encouragement skilis. These entail that they listen actively to team
members’ needs and concerns (see section 4.5.5 for more detail on this issue);
and

¢ Skills, experience and the inclination to recognise and reward good team or
individual performance. Within the South African media environment, this activity
sometimes seems to fall by the wayside. Managers often have too little time to
properly praise and reward feam members on a job well done. This is brought
about by increased deadline pressure, competition, staff shortages and a lack of
skills among staff (ailso see section 7.4.1.11 for a discussion of the research

results pertaining to this issue).

7.3.2.2 Assisting teams to identify and acquire necessary resources

Team leaders’ responsibility towards the team goes beyond crealing a supportive
teamwork environment. Teams will not be able to operate optimally if they lack
resources (Flanagan, 2003:27). Burton (2001:16) warns that a lack of resources might
leave team members depressed and demotivated, as they experience that they are
expected to perform without the means to do so. Despite the need for proper resources,

Rosentiel and Mitchell (2004:88) peoint out that “more newsroom resources do not
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guarantee a better product. Good management is the essential link. Bad leadership can

squander more resources”.

The responsibility to identify and acquire resources extends beyond the role of team

leaders or managers on lower organisational levels (see Wicks et al.,, 2004.:32). Top

management should especially be committed to perform this management task. While

resources mostly relate to money, in a newsroom context it also includes (also see

section 2.2):

Information (see Peters, 2004:8, 37; Herrick, 2003:114). Given experience in and
contact with the industry, more seasoned team members can be vital to assist
inexperienced colleagues with information needed to properly cover a news
event. In many cases, unfortunately, experienced team members feel that they
had to learn the hard way and that junior reporters should establish their own
information networks. As Quinn {(2002:21) puts it, newsroom staff are often guiity
of not effectively utilising the “collective news judgement and expertise” of trained
and experienced reporters. This atlitude does not benefit team spirit. Moreover,
the increasingly inexperienced character of many South African newsrooms often
sees this resource being lost;

Time available to properly complete the assignment given (Wicks et af,
2004:33). Due to the woridwide trend to downsize newsroom staff {e.g. see
Gade, 2004:7), this resource becomes increasingly scarce. In the process,
remaining staff members are challenged to fill an expanding news agenda. This
leaves many with more work than they can effectively do, and increasingly less
time to do it in (Edmonds, 2004:100; Rosentiel & Mitchell, 2004:86); and

Up to date and sufficient infrastructure to cover news events in a competitive and
effective manner. However, interviewees for this research expressed their view
that owners expect media managers to cut costs as far as possible and
subsequently increase profit margins. They experience that this attitude resuits in
a lack of investment in adequate infrastructure, leaving newsroom teams to

operate with outdated, inadequate or insufficient infrastructure (also see section
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4.3.3). Apart from this perception, inslances were also highlighted where
newsroom staff are guilty of abusing newsroom infrastructure and equipment for

their personal benefit (see section 2.4.3.4).

7.3.2.3 Managers as coaches, counsellors and mentors

As was set out in section 1.3.1, several aspects related to human resource management
in the twenty first century differ considerably from traditional management approaches.
Former management styles implied that structures of authority were set out (and
applied) in a non-negoliable manner. The new approach, on the contrary, focuses on
multilevel support, involvement, acknowledgement, respect and aclive participation in
order lo motivate and manage employees (see Abraham, 2002; Claassen, 2002; Els,
2002; Leballo, 2002, also see sections 1.3.3 and 1.3.4 with regard to changed

approaches in the South African media environment).

Changed management approaches have inevitably also changed managers’ roles.
Heriz-Smith (1998:40) illustrates this change as follows:

Managers (had) the skills necessary to herd sheep. A lot of nagging and worrying at the
ankles while keeping a sharp look out for defauiters and wanderers as well as the odd wolf
while, at the same time, keeping a wary eye on the shepherd to check that everyone was
going in the direction he wanted. (Today's managers are required to) ... be curious and
perceptive, independent in thought and action, energetic and task driven, able to deal with
complexities and ambiguities, given 1o broad and lateral interests, open to new experiences

and motivated towards high standards and improvement.

As this iliustrates, managers' role has changed from being “micromanagers” to
becoming leaders (Boone, 2005:2; Eyles, 2005:46; Underwood, 1995:117;) with the
ability to guide, coach and mentor staff (Cronje & Neuland, 2003:26; Daft, 2003:26;
DuBrin, 2003:290-291, 387; Ford, 1996:7). Effective managers are also required to
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facilitate workplace activities and encourage staff members to perform as is expected of
them {see Neuzil et a/., 1999:2; Dinkmeyer, 1991:508).

This also applies to newsroom management, as the information age demands new
newsroom management skilis (Quinn, 2002:21). However, being coaches, counseliors
and mentors requires that managers have good leadership sKills. As discussed in
section 10.1, managers often lack these skills (also see Fink, 1996:77). In many cases,
they lack the understanding of human relationships and the motivational skills to lead
themselves and others; get people interested in completing a project and see to it that
they succeed in this endeavour (see Geisler, 2004:1; Peters, 2004.36; Peters, 1999:20).

This area also needs attention in South African mainstream media newsrooms. Results
from Audit 1 indicated that senior staff members often lack the time to coach junior
reporters in reporting and writing aclivities (Steyn & De Beer, 2002:44). Given
inexperience among the majority of newsroom staff (see Steyn et al., 2005a:35-36; also
see sections 1.7.4.1 and 1.7.4.2) this inevitably affects the level of professional media
output. Given lhis, news managers should improve on their coaching and mentoring
skills. As such, they should develop skills to effectively listen o ideas/concemns (see
section 4.5.5). They also need lo question and challenge ideas in order to ensure that
team members have contemplaled ideas and that these are viable. if nol, managers
need skills lo guide staff lowards introducing an idea on which resources can be ulilised

more effeclively and efficienlly (see Ford, 1996:8).

News managers also need to improve their coaching skills (also see section 9.2.4).
Given the challenges described above, media newsrooms can introduce a system
through which star performer employees are given the opportunily lo coach peers. While
this will acknowledge staff who exceed job-retated expectations, it will also address the
current lack of coaching. Two media titles were idenlified during Audit 1 where a similar
approach was already introduced or about to be introduced (see Claassen, 2002;
Sibanda, 2002).
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7.3.3 Managing team dynamics

In order for the above-mentioned dimensions of the teamwork competency to succeed,
managers need the skills to manage both positive and negative team dynamics. As
such, team leaders should understand and utilise individual strengths and weaknesses,

and have the ability to resolve individual and team confiict.

7.3.3.1 Understanding and utilising individual strengths and weaknesses

Probably some of the most important principles regarding this dimension of teamwork
were set out by Meredith Belbin (Kennedy, 2002:22). The premise of these principles is
that teams consist of people with strengths and weaknesses. Managers are thus
challenged to compile teams in such a manner that strengths and weaknesses balance
and complement each other (see Wicks et al., 2004:33). As such, Belbin refers to so-
called “allowable weaknesses” affording “imperfect people” the opportunity to form part
of “perfect teams” (Kennedy, 2002:23).

This argument is based on the principle that the strengths of some team members
accommodate the weaknesses in others. Given the requirement that managers need to
compile teams with the ability to effeclively achieve organisational goals and objectives
(Lussier, 2003;173), they need thorough knowledge and understanding of individual
strengths and weaknesses. Davis and Dunlap (2000:20) take this argument further.
They are of the opinion that news managers should also be mindful of superiors’
strengths and weaknesses. This will enable them to accommodate these aspects when

interacting with superiors {also see section 4.6.1.8).
7.3.3.2 Resolving individual and team conflict
Because teams consist of people, confiict is inevitable. Team leaders thus require skills

to address and resolve confiict and direct individual and team energy into a posilive

direction. Thill and Bovée (2002:29) underline the need for these skills: “functioning
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effectively in teams requires many skills. However, none is more important than the

ability to handle conftict”.

Team and individual conflict can be caused by (Fink, 1996:173-174):

¢ Uncertainty among team members about tasks, roles and responsibilities (see
Wicks et al., 2004:32);

+ Disagreement on how and when tasks should be performed;

¢ A lack of communication and trust among team members (see Minty & Bennett,
2001:22);

¢ |rreconcilable interests and attitudes. It was outlined in section 7.3.1.2 that teams
should be compiled in such a manner that diversity and creativity are
accommodated optimally. However, managers should be cautious, as tco much
diversity can cause conflict;

o Competition for limited resources (Thill & Bovée, 2002:29; Thompson, 2001:9;
also see section 7.3.2.2). Managers/team leaders should guard to avail more
resources (such as infrastructure or time) to some team members than to others;
or differentiate when financial or other incentives are distributed; and

« Competition for recognition. In this regard, news managers should, for instance,
guide against having two teams who cover the same newsbeat (e.g. crime, sport,
environment, entertainment). If this is the case, both groups would strive to
achieve the same goal and getting recognition from supervisors, resuiting in

conflict.

Conflict is, however, not always negative. As such, Cilliers (1995:398) and Plunkett and
Attner (1994:483) indicate that individuals/teams can alsc experience “functional
conflict”. This refers to increased creative thinking and innovation as a result of conflict.
Conflict can thus inspire team members to think and act more resourcefully. As a result,
organisational goals and objectives can be achieved more effectively and efficiently

because of improved performance.
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During negative team conflict, team managers can implement the following guidelines to

resoive conflict;

Recognise conflict and tension as quickly as possible and resolve differences
through negotiation and consensus (Wicks et al., 2004:33);

Facilitate clear and honest communication between conflicting parties (Thill &
Bovée, 2002:30; Thompson, 2001:10);

Get parties to “speak their minds” and present their feelings and emotions 1o each
other (Thill & Bovée, 2002:30);

Encourage team leaders to share vulnerabilities and shoricomings with team
members and learn from team members (Gade, 2004:21). However, due 1o
traditional management roles, this is not always an easy task;

Actively strive to identify relevant facts and arrive at workable solutions. In this
process, consider all potential solutions 1o the problem and impiement the one
that benefits most parties {Thill & Bovée, 2002:30); and

Encourage team members to “stick together’ in difficull times and confront
external conflict as a team. Inability to do this wiil see team members fighting

among each other to the detriment of the team (Thill & Bovée, 2002:30).

In order to implement these guidelines, managers can introduce a number of conflict
management styles, namely (Daft, 2003.632-633; Lussier, 2003:281-285; Plunkett &
Attner, 1994:486-487):

Competing style, which perceives one person’s perspective as the solution to the
problem. This style is often implemented when quick decisions are needed (e.g.
in emergencies or when newsrooms must decide on the coverage of a natural
disaster or an occurrence such as the September 11 terrorist attacks in the US).
Team members must then realise that negotiation and democratic decision
making will not form part of the conflict resolution process and that the team

leader is responsible 1o take the best decision as quickly as possible;
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* Avoiding style, where parties neither confront each other, nor agree to cooperate
in an attempt to solve the problem. As such, parties might consider the situation
too trivial to address or they might “buy time” to gather more information. Within
any context, however, this conflict management style can be detrimental to open
communication and trust, as the situation is likely to remain unresolved;

« Compromising style {or negotiating conflict styte). In this approach, both parties
agree to compromise some of their power, expectations or views to
accommodate each other. This approach applies when parties need temporary
solutions to a prablem. It is important that both parties enter the agreement with a
positive outcome in mind, instead of focusing on what they compromised in the
process;

« Confrontation, forcing conflicing parties to wveoice their concerns and
disagreements. The idea is to determine what causes conflict, and address the
problem accordingly;

¢ Accommodating style, characterised by high levels of cooperation. This style
works best where parties realise that they were wrong or when parties decide that
sound relationships are more important than the conflicting issue; and

s Collaborating style, where the focus is to find a solution that will benefit both
parties. This implies, however, that parties negotiate in order to arrive at the best
possible solution. The knowledge that one party is not favoured at the cost of the

other facilitates this process.

Interviewees who participated in this research study indicated that direct confrontation is
the most commonly used conflict resoiution method in their newsrooms. While literature
warns that confrontation often “ends in hurt feelings and no resolution” (Plunkett &
Attner, 1994:487), interviewees highlighted their success with applying this method. At
some titles, conflicting individuals or teams confront each other directly in a specially
allocated area (e.g. a balcony at one media title, or a specific room at other media titles).
They then try to resolve the conflict themselves first. If this is not successful, news
managers have the responsibility to invite both parties into their office to state their

perspective on the issue. It is only when this strategy fails that people in higher
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management positions become involved in conflict resolution processes. However, in
general, interviewees described that they experience littte newsroom conflict and that
staff generally get along very well (see the discussion on research results pertaining to
this issue in section 7.4.1.15).

The previous three sections of this chapter provided a theoretical context for the
dimensions of teamwork as a managerial competency. The next part focuses on
qualitative and quantitative research results pertaining to the importance and
implementation of teamwork as a managerial competency in South Africa’'s mainstream
media newsrooms. Quantitative results are based on the importance first-line news
managers and reporters attach to this competency. This is compared with how well both
groups perceive first-line news managers to implement management tasks related to the

teamwork competency.

7.4 Results — the importance and implementation of teamwork as a managerial

competency

Tables 7.1 and 7.2 display quantitative results on the following issues:

¢ The difference between the importance first-line news managers attach to each of
the management tasks related to teamwork as a manageriali competency and
their view of how they currently implement it. This is compared with the difference
between the importance reporters attach 1o the same management tasks and
their experience of first-line news managers’ current implementation thereof; and

o The difference between first-line news managers’ view of their current
impiementation of the teamwork competency compared to reporters’ experience
thereof.

The aggregate effect size of teamwork as a managerial competency (without dividing it
into different management tasks or comparing it on the basis of media type or media

ownership type) shows that:
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+ First-line news managers indicated a practically insignificant difference (d=0.43)
between the importance they attach te the teamwork competency and their
current implementation thereof; while

¢ Reporters indicated a practically significant difference (d=0.75) between the
importance they attach to this managerial competency and their experience of the

current implementation thereof by superiors.

The difference between first-line news managers’ perception of this issue and that of
reporters implies that the proper implementation of teamwork in South African
mainstream media newsrooms should be addressed. This can be done by determining
whether first-line news managers are not implementing teamwork properly or whether
reporters have unrealistically high expectations. If this issue is resoived properly,
teamwork can play an important role to improve the media’s professional output. If not,
reporters will become frustrated and perceive their contribution to the news process as
insignificant. Moreover, first-line news managers might become frustrated, as they will
not see proper progress among newsroom teams. This, in turn, will leave top
management and owners frustrated because their business operations will probably not

effectively and efficiently achieve organisational objectives.

7.4.1 The importance of management tasks related to teamwork as a managerial

competency compared to the implementation thereof

Table 7.1 outtines the following with regard to each management task related to

teamwork as a managerial competency.
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Table 7.1: Comparing the importance and implementation of teamwork as a managerial competency between

first-line news managers and reporters

Teamwork as a managerial competency

First-line news managers Reporters
Management task n Mean Std Effect n Mean Std Effect
X -5 deviation size % -X, deviation size
(d) : (d)
13.4.1 Structuring the department to implement teamwork 61 | 0.62 1.14 0.55 162 1.01 1.41 0.72
13.4.2 Organising reporters into teams 51 | 0.55 1.24 0.44 157 0.75 1.42 0.53
13.4.3 Assisting reporters in acquiring knowledge to work in teams 53 | 045 1.37 0.33 160 0.99 1.50 0.66
13.4.4 Formulating teamwork objectives 58 | 0.47 1.25 0.37 157 0.85 1.34 0.64
13.4.5 Motivating reporters to perform satisfactorly in teamwork situations | 58 | 0.40 1.09 0.36 161 0.84 1.55 0.54
13.4.6 Sharing the responsibilities associated with teamwork 62 | 0.57 1.17 0.48 158 0.95 1.43 0.66
13.4.7 Compiling teams to accommodate diverse ideas 60 | 053 1.26 0.43 158 0.92 1.56 0.59
13.4.8 Compiling teams to effectively utilise technical skills 57 | 0.44 1.17 0.38 160 0.92 1.55 0.59
13.4.9 Defining team objectives 61 |0.28 1.27 0.22 157 0.74 1.45 0.51
13.4.10 Defining individual objectives 61 | 0.31 1.07 0.29 160 1.08 1.41 0.77
13.4.11 Creating an environment where teamwork is rewarded 55 1071 1.56 0.46 159 1.11 1.53 0.73
13.4.12 Coaching/mentoring/counselling reporters through team projects 57 | 0.60 1.43 0.42 155 1.06 1.57 0.68
13.4.13 Supporting teams in identifying resources needed 53 | 047 1.37 0.35 157 0.91 1.49 0.81
13.4.14 Supporting teams in obtaining resources needed 52 | 0.54 1.35 0.40 156 | 0.92 1.45 0.63
13.4.15 Understanding individual strengths and weaknesses in a team 61 |0.18 1.27 0.14 162 1.02 148 0.69
13.4.16 Managing team conflict 58 | 0.52 1.33 0.39 158 1.04 1.52 0.68
13.4.17 Sharing recognition and credit with members of the laam 62 |0.27 1.03 0.27 164 0.85 1.42 0.66
13.4.18 Praising reporters in the department 62 | 0.32 0.92 035 | 165 | 0.88 1.48 0.60
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7.4.1.1  Strucluring the department to implement teamwork

Both first-line news managers (n=61) and reporters (n=162) indicated a moderately
significant difference (d=0.55 for firstdine news managers and d=0.72 for reporters)
between the importance they attach to this management task and the current
implementation thereof. First-line news managers are thus aware that they can improve
their departmental structures to properly accommodate teamwork. Reporters, on the

other hand, seem more aware of this shortcoming.

This finding somewhat contradicts qualitative data. In the majority of cases interviewees
voiced their opinion that the media environment and newsroom structures have changed
to such an extent that teamwork is inevitable. However, interviewees were of the opinion
that this approach facilitates learning and developing additional skills among team
members. They also gave examples (e.g. national elections or sports events such as the
Olympic Games) in which they deliberately staff a team with the aim to improve team
members' skills. In this process, they hope 1o present their audiences with the best

possible news coverage ahead of the competition.

7.4.1.2  Qrganising reporters into teams

Although first-line news managers (n=51) perceive insignificant difference (d=0.44)
between the importance of this management task and their current implementation
thereof, reporters differ. As such, reporters (n=157) indicated a moderately significant
difference (d=0.53) between the importance they attach to this issue and the current
implementation thereof. First-line news managers also consider this management task

less important (x,=3.54) than reporters (x,=3.78).

The need for team leaders to know individual team members (and their strengths and
weaknesses) was outlined in section 7.3.3.1, Section 6.2.2.1 also described the need for
managers to address internal stakeholder concerns and expectations. Findings

indicated, however, that a gap exists between the imporlance managers attach to this
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task and their implementation thereof (see section 6.3.1.9). These factors might all play

a role in first-line news managers’ inability to properly organise reporters into teams.

7.4.1.3 Assisting reporters in acquiring knowledge to work in teams

This seems to be another problem area in managers' teamwork armour. Whereas first-
line news managers (n=53) indicated a practically insignificant difference (d=0.33)
between the importance of this management task and their current implementation
thereof, reporters (n=160) highlighted a moderately significant difference (d=0.66).
Reporters also consider this management task more important (x,=3.94) than managers
(x1=3.70). This implies that reporters are part of a team expected to accomplish specific
tasks. However, they lack guidance from superiors 1o properly perform these tasks. This
might leave reporters feeling unfocused, negative or unenthusiastic about the work they
need to do,

7.4.1.4 Formulating teamwork objectives

Reporters (n=157) again indicated a moderately significant difference (d=0.64) between
the importance they attach to this management task and first-line news managers’
implementation thereof. First-line news managers {n=58), however, again perceive litlle
difference between the importance and current implementation of this task (d=0.37).
Given the importance of setting ciear objectives and guidelines to direct team activities

(see seclion 7.3.1.1), this issue needs to be addressed.

7.4.1.5 Motivating reporters to perform satisfactorily in teamwork situations

The importance of motivation as an additional management function was outlined in
section 2.5.2. However, as was the case with previous management tasks related to
teamwork, this issue needs improvement. Again, first-line news managers (n=58) seem
less concerned that a difference exists between the importance of motivation and the

extent to which they currently motivate team members (d=0.36). In contrast, reporters
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{n=161) indicated a moderately significant difference (d=0.54) between the importance
of and first-line news managers’ current implementation thereof. Despite these results,

managers consider proper motivation more important {(x,=4.04) than reporters {x,=3.90).

Qualitative data again contradict these findings. Interviewees described first-line news
managers’ efforts to molivate staff, increase loyalty towards their jobs, and improve
performance. These included an initiative by a radio station to display a monthly graph in
the newsroom. This graph illustrates the number of times a reporter's outputs (news
stories) reached the national or regional news agenda. Some newspaper newsrooms
have implemented similar graphs comparing current and previous sales and circulation.
Despite this, interviewees indicated that some reporters still {ack motivation for their
jobs. This perspective correlates with qualitative data provided during Audit 1 in which
managers highlighted reporters’ lack of commitment and enthusiasm to their work (see
Steyn & De Beer, 2002:53).

7.4.1.6 Sharing the responsibilities associated with teamwork

Although managers are increasingly required to empower team members with the skills
to operate in a team, they remain ultimately responsible for newsroom decisions (see
section 7.3.2.1). Despite this, both first-line news managers (n=62) and reporters
(n=158) experience a moderately significant difference between the importance they
attach to this management task and the current implementation thereof. Reporters,
however, seem more aware of this difference (d=0.66) than first-line news managers
{d=0.48). This result illustrates a perception that first-line news managers could share
more responsibilities with reporters than is currently the case. However, given qualitative
data provided by interviewees for both Audit 1 and this research study, one could
understand why first-line news managers might be reluctant to do this. If reporters fail to
take proper responsibility for their own work (and doing it according to managers’
expectations) it would be difficult to motivate why managers shouid give them additional

responsibility. The opposite might also be true. Because reporters experience that
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managers give them too little responsibility, they are more reluctant to perform as is

expecled of them.

7.4.1.7 Compiling teams to accommodate diverse ideas

First-line news managers (n=60) indicated little difference between the importance they
attach to this management task and their current implementation thereof (d=0.43).
Reporters, on the other hand (n=158) differ. They perceive a moderately significant gap
(d=0.59) between the importance they attach to this management task and first-line
news managers’ implementation thereof. Reportiers are therefore of the opinion that

more diverse newsroom teams would perform better.

7.4.1.8 Compiling teams to effectively utilise technical skills

Similar results were obtained on this management task than described in section
7.41.7. Whereas first-ine news managers (n=57) again perceive a practically
insignificant difference (d=0.38) between the importance of this task and their
implementation thereof, reporters differ. As such, reporters (n=160) indicated a
moderately significant difference (d=0.59) between the importance and current
implementation thereof. As was the case above, they again experience that managers

could do more to utilise the range of technicai skills available among newsroom staff.

Improvement in this area could avoid duplication of work (by different teams) or
duplication of skills among team members in one team. This, in turn, can prevent that
resources are wasted. From qualitative data it seems as if this siluation is especially
applicable in broadcasting, where one team of reporters and technical crew could cover

a news event for both radio and television.
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7.4.1.9  Defining team objectives

Once organised into teams, reporters (n=157) seem unclear about team objectives. As a
result, they indicated a moderately significant difference (d=0.51) between the
importance they attach to this management task and first-line news managers'
implementation thereof. First-line news managers (n=61) again seem unaware that they
lack skills in this area, as they indicated a practically insignificant effect (d=0.22) on this
issue. First-line news managers also perceive this management task less important
(x4=3.62) than reporters (x;=3.94). Given the importance of clearly defined objectives to
enable proper team performance (see section 7.3.1.1), this issue needs to be
addressed.

7.4.1.10 Defining individual objectives

Quantitative results further indicate uncertainty among reporters with regard 1o individual
objectives within a teamwork context. As such, reporters (n=160) indicated a practically
significant difference (d=0.77) between the importance they attach to this management
task and first-line news managers' current implementation thereof. The need to rectify
this situation becomes even more important given that first-line news managers (n=61)
indicated a practically insignificant difference (d=0.29) between the importance they
attach to and their current implementation of this management task. First-line news
managers therefore experience that they perform well to set out individual objectives
(x2=3.48), while reporters differ (x,=3.08). These findings correlate with an eariier
newsroom study (see Neuzil et al., 1999:6) in which reporters also indicated uncertainty

about individual objectives within newsroom teams.

Being uncertain about objectives makes it difficult (if not impossible) for individuals to
perform as expected. Through these results, reporters therefore expressed the need to
be briefed and debriefed more on what is expected of them, how they perform, how they
can improve their performance and how they contribute (or not) towards reaching

organisational goals and objectives. A number of interviewees underlined the
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importance of briefing and debriefing reporters. However, they simultaneously
highlighted the difficulty first-line news managers experience given issues such as

deadline pressure and reporters reacting negatively to briefing and debriefing sessions.

7.4.1.11 Creating an environment where teamwork is rewarded

Both first-line news managers (n=55) and reporters (n=159) indicated a moderately
significant difference between the imporiance of this management task and the former
group's ability to properly implement it (d=0.46 for first-line news managers and d=0.73
for reporters). Reporers, however, seem much more aware of gaps related to the
implementation of this management task than their superiors. However, first-line news
managers acknowledged that they can do more to reward teamwork. As was expected,
reporters atso consider this management task much more important (x,=4.03) than first-

line news managers (x1=3.77).

7.4.1.12 Coaching, mentoring and counselling reporters through a team project

This management task can be linked to properly defining team and individual objectives
{see sections 7.4.1.9 and 7.4.1.10). Reporters (n=155) indicated a moderately significant
difference (d=0.68) between the importance they attach to this management task and
first-line news managers’ current implementation thereof. First-line news managers, on
the other hand {n=57), again indicated a practically insignificant difference (d=0.42) on
this issue. They are thus fairly satisfied that the importance they attach to this
management task correlates with their implementation thereof. Given this resuit, media
enterprises should determine whether first-ine news managers implement this
management task poorly {although they perceive themselves to bhe good at it) or

whether reporers expect too much from superiors,
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7.4.1.13 Supporting teams in identifying and oblaining resources needed

The importance of access to adequate resources was discussed in section 7.3.2.2.
Despite this, reporters (n=157) highlighted a moderately significant difference (d=0.61)
between the importance they attach to support in identifying resources needed and first-
line news managers’ abilities in this area. First-line news managers, on the other hand
(n=53), are of the opinion that they implement this management task properly, given the
importance they attach to it. As a result, a practically insignificant difference (d=0.35)
was calculated. Despite this, the two groups consider this management task almost

equally important (x,=3.99 for reporters and x,=3.78 for first-line news managers).

Similar to the above, reporters (n=156) also perceive a moderately significant difference
(d=0.63) between the imporiance they attach 1o supponri in obtaining resources and first-
line news managers' ability to do so. First-line news managers (n=52) again perceive a
smaller gap between the importance they attach o it and their current implementation

thereof. As such, a practically insignificant difference {d=0.40) was calculated.

Given the results outlined in this and previous sections (e.g. sections 7.4.1.9 and
7.4.1.10) reporters indicatled a feeling of unceriainty about their role in newsroom
activities. As such, they are uncertain about what is expected of them, how they should
approach tasks, and where they should get the necessary resources to perform these
tasks. To a certain extent, these findings contradict qualitative data. During interviews
for Audit 1 and this research study, interviewees described how first-line news managers
{and sometimes also managers on higher organisational ieveis) go further than the extra
mile to assist reporiers in these activities. As such, they outlined how superiors support
reporters in getting a story, getting a fresh angle on a story, getting sources, and

including diverse sources when producing a news story.

For the purposes of proper newsroom management, it is again important to determine

which perspective truly reflects newsroom activities. While it might be that reporters are
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not properly guided in the above process, it might also be that they have unrealistic
expectations of their first-line news managers.

7.4.1.14 Understanding individual strengths and weaknesses in a team

First-line news managers (n=61) who participated in this study experience little
difference between the importance they attach to this management task and their
current implementation thereof (d=0.14). Reporters, on the other hand (n=162)
experience a moderately significant gap (d=0.69) between the implementation of this

management task and the importance they attach to it.

As outlined in section 7.3.3.1, this management task forms an important part of
managing team dynamics. The fact that first-line news managers seem unaware of their

inability in this regard indicates that attention shouid be paid to this issue.

7.4.1.15 Managing team conflict

The research results in sections 4.6.1.10 and 4.6.1.11 indicated that managers struggle
to effectively handle difficult reporters and manage newsroom conflict. Quantitative
results related to managing team conflict support these findings. However, when it
comes to effectively managing team conflict, it was found that reporters (n=158) are
especially aware of the gap between the importance they attach to this management
task and managers’ implementation thereof. As such, a moderately significant difference
(d=0.68) was calculated. Again, first-line news managers (n=58) only highlighted a
practically insignificant difference (d=0.39) between the importance they afford this
management task and their current implementation thereof. As discussed in section
7.3.3.2, these findings differ from gualitative data provided by interviewees. The latter

indicated that they rarely experience newsroom conflict at their media titles.
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7.4.1.16 Sharing recognition and credit with members of the team

Given the importance they attach to this management task, reporters (n=164) again
seem more aware of first-line news managers’ (n=62) inabilities in this area than
managers themselves. As such, first-ine news managers indicated a practically
insignificant difference {(d=0.27) on this issue. Reporters, on the other hand, highlighted
a moderately significant difference (d=0.66). Despite this finding, the two groups
perceive this management task almost equally important (x;=4.15 for reporters and

x1=4.13 for first-line news managers).

Sharing recognition and credit with reporters will leave them feeling part of
organisational activities. However, it seems as if this is not the case in all newsrooms.
Yel, interviewees outlined different initiatives to share recognition and credit with team
members. These included adding the names of technical staff in rolling credits following
a television news bulletin, sharing financial rewards on commissioned work according to
reporters’ contribution to the piece, and praising individual team members informally
and/or formally during newsroom meetings. At on-line media, for instance, reporters’
names are published at the bottom of an article. This indicates that the story was “edited
by ...". While this gives reporters recognition for their work, it aiso adds the responsibility

to be accurate and responsible in reporting and editing.

7.4.1.17 Praising reporters in the department

This management task can be linked to the above. However, first-line news managers
seem to again disappoint subordinates in the extent to which they praise them for work
well done. As such, reporters (n=165) indicated a moderately significant difference
(d=0.60) between the importance they attach to this task and their view of how well first-
line news managers currently implement it. Again, first-line news managers (n=62) seem
oblivious about their shoricomings in this area, as they highlighted a practically
insignificant difference (d=0.35) between the importance they attach to this management

task and their current imptementation thereof.
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Table 7.2: Comparing the

283

implementation of teamwork as a managerial

competency between first-line news managers and reporters

First-line news managers Reporters
Management task n Mean Std n Mean Std Effect
{x2) deviation (x2) deviation size
{d)
Structuring department for teamwork 64 | 3.36 1.17 179 3.14 1.26 0.17
QOrganising reporters into teams 55 | 3.07 1.32 172 3.10 1.25 0.02
Assisting reporters lo work in teams 57 [3.30 1.12 174 2.99 1.27 0.24
Formulating teamwork objectives 62 | 319 1.11 176 2.98 1.23 0.18
Molivating reporters to work in teams 63 | 3.7 1.02 177 3.1 1.29 0.47
Sharing the responsibilities of leamwork 66 | 3.55 1.10 177 3.16 1.28 0.30
Compiling teams with diverse ideas 64 |3.50 1.04 174 1312 1.32 0.29
Compiling teams to utilise technical skills | 61 | 3.48 1.15 176 3.15 1.32 0.24
Defining team objectives 64 | 3.44 1.14 174 3.24 1.26 0.16
Defining individual objectives 65 | 3.48 1.19 177 1 3.09 1.34 .29
Rewarding teamwork 59 [ 3.14 1.25 176 | 2.96 1.33 0.13
Coaching/mentoring/counselling teams 81 | 340 1.19 170 294 1.33 0.34
Supporting teams in identifying resources | 58 | 3.38 1.17 175 3.08 1.30 0.23
Supporting teams in obtaining resources 56 | 3.32 1.08 172 3.13 1.28 0.15
Understanding strengths/weaknesses 65 |3.82 1.01 179 1312 1.26 0.55
Managing team conflict 62 | 3.48 1.05 176 | 2.97 1.36 0.38
Sharing recognition and credit in teams 66 | 3.82 1.01 183 | 3.26 1.3 0.51
Praising reporters in the depariment 67 | 4.16 0.86 180 3.35 1.37 0.59

7.4.2 Implementation of management tasks related to teamwork as a managerial

competency

Results in Table 7.2 indicate that first-line news managers in general perceive

themselves better implementers (x,=3.48) of the management tasks related to teamwork

than reporters experience this to be the case (x,=3.11). Over and above this, results in

Table 7.2 highlight four areas where first-line news managers differ from reporters on

the impiementation of management tasks associated with the teamwork competency.

These are subseqguentty discussed.

7.4.2.1 Motivating reporters to perform satisfactorily in teamwork situations

A moderately significant difference (d=0.47) was calculated between first-line news

managers’ (n=63) view of how well they implement this management task and reporters’
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(n=177) experience thereof. As indicated in above, managers perceive themselves

better implementers (x,=3.71) than reporters experience it to be the case (x2=3.11).

7.4.2.2 Understanding individual strengths and weaknesses within a team

A moderately significant difference (d=0.55) was again calculated between the two
respondent groups. As such, first-line news managers {n=65) perceive themselves
better implementers (x2=3.82) of this management task than reporters experience it to

be the case (x;=3.12).

7.4.2.3  Sharing recognition and credit with members of the team

First-line news managers (n=66) and reporters (n=183) again differ on how well the
former group implements this management task. As a result, a moderately significant
effect size (d=0.51) was again calculated. As was the case with the previous two
management tasks, reporters again perceive their managers worse implementers
(x2=3.26) of this management task than managers themselves perceive their

performance (x2=3.92).

7.4.2.4  Praising reporters in the department

The biggest difference between the two groups of respondents was calculated on this
management task (d=0.59). This can be ascribed to firstline news managers’ (n=67)
view that they are better at implementing this task {x;=4.16) than reporters (n=180)

experience it to be the case (x>=3.35).
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7.4.3 Comparing the importance and implementation of teamwork as a

managerial competency across media types

In order to obtain a more detailed view of the imporlance and implementation of
teamwork as a managerial competency, comparisons were made among reporters and
first-line news managers across media types.

Table 7.3: Importance and implementation of teamwork as a managerial

competency across media types from the perspective of reporters

Media type Reporters
Importance — Teamwork
Effect size (d)
n Mean Std Daily Weekly | Magazine ™V Radio On- News
{x1) deviation | news- news- line agency
paper paper media
Daily 41 |3.70 ) 0.94 0.37 0.44 065 (027 |037 |o085
newspaper
Weelly 148 |4.19 i 1.11 0.00 019 {014 loos |o0.3s
newspager
Magazine 9 4.1 U).TO 0.23 {020 0.08 0.55
Television 17 1431 0.87 0.41 0.30 0.21
Radio 45 1395 0.78 0.13 0.69
On-line
media 10 | 4.05 L0.7’6 0.59
News
sy 8 |4as0 1 0.43
' - Implementation ~ Teamwork
l Effect size (d)
n Mean Std Daily Weekly | Magazine TV Radio On- News
’ {x3) deviation | news- news- line agency
§ 1 paper | paper media
| Daily a1 (333 | o003 0.44 0.16 031 lo16 (018 |0.01
newspaper |
Weekly | 49 1,75 | 131 0.58 022 1031 |031 044
newspaper
fMagazine |8 352  [1.12 042 |0.32 0.31 0.14
Television |19 1304 | 091 0.11 0.14 0.24
Radio 50 |3.16 [1.07 0.01 0.14
Pn-line 11 1317 |o7s 0.14
| media
News
| agency LB 3.34 1.26
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Table 7.4: Importance and implementation of teamwork as a managerial
competency across media types from the perspective of first-line

news managers

Media type First-line news managers
Importance — Teamwork
Effect size {d)
n | Mean Std Daily | Weekly | Magazine | TV | Radio [ On- News
{x;) deviation | news- news- line agency
paper paper media
Daily 23 |38 |[1.15 0.06 0.93 006 |051 [025 [0.04
newspaper
Weekly 11 |376 |1.18 0.85 011 |056 |030 |o0.10
newspaper
Magazine 2 2.76 0.92 0.78 | 1.80 1.47 1.12
Television | 3 3.92 1.49 0.34 0.13 0.03
Radio 8 4.42 0.62 0.48 0.54
On-line
media 8 4.11 0.64 0.23
News
agency 5 3.88 1.00
Implementation — Teamwork
Effect size (d)
n Mean Std Daily Weekly | Magazine TV Radio On- News
{x3) deviation | news- news- line agency
paper paper media
Daily 21 (343 | 087 0.02 1.18 022 |034 |005 059
newspaper
Weekly
newspaper 22 | 3.45 0.99 1.06 0.21 |0.28 0.02 0.50
Magazine 2 2.40 0.02 094 (182 164 1.93
Television | 3 3.24 0.89 0.55 0.28 0.79
Radio 11 13.73 0.69 0.37 0.27
On-line
media 8 3.47 0.65 0.59
News
Lagen oy 4 3.94 0.80

Tables 7.3 and 7.4 hightight the following results.

7.4.3.1 Importance of teamwork as a managenal competency from the perspective of

reporters

* A moderalely significant difference (d=0.65) was calculated on the importance

reporters attach to the teamwork when comparing staff al daily newspapers
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(n=41) with those al television channels (n=17). The latter group regards
teamwork more important (x;=4.31) than their colleagues at daily newspapers
{x,=3.70);

However, a praclically significant difference (d=0.85) was calculated between
reporters al daily newspapers (n=41) and peers at news agencies (n=8). The
latler consider this managerial competency much more important (x,=4.50) than
reporters al daily newspapers (x,=3.70). This result can be attributed to smaller
newsrooms at news agencies inciuded in the study compared to those at daily
newspapers. As a resull, reporters are highly aware of the role proper teamwork
plays to achieve organisational goals and objectives; and

Moderately significant differences on the importance of this competency were
also calculated between reporters at news agencies (n=8) and those at
magazines (n=9; d=0.55); radio (n=45; d=0.69); and on-line media (n=10;
d=0.59). In all three instances, reporters at news agencies consider this
managerial competency more important (x;=4.50) than peers al magazines
(x1=4.11); radio (x,=3.95) and on-line media (x,=4.05). This finding contrasts
qualitative data oullining the strong emphasis interviewees al radio stations put

on proper teamwork.

7.4.3.2 Implementation of teamwork as a managerial competency from the

perspective of reporters

A moderately significant difference (d=0.58) on the impiementation of the
teamwork competency was calculated between reporters at weekly newspapers
(n=49) and colleagues at magazines (n=9). The latter group perceives their first-
line news managers betler implementers of this competency (x»=3.562) than the

former (x2=2.76).
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7.4.3.3 Importance of teamwork as a managerial competency from the perspective of

first-line news managers

» First-line news managers at radio stations (n=8) indicated that they perceive the
teamwork competency more imporiant (x,=4.42) than their colleagues at daily
newspapers (n=23; x,=3.83). As a result, a moderately significant difference
(d=0.51) was calculated between these two groups of respondents;

¢ A similar difference (d=0.56) was calculated between first-line news managers at
radio stations and those at weekly newspapers (n=21). As was the case above,
first-line news managers at radio stations again perceive this competency more
important (x;=4.42) than their peers at weekly newspapers (x;=3.76). These
findings can be related to the size of (especially independent) radio newsroom
teams in comparison with newsroom teams at daily and weekly newspapers. Due
to fewer human resources, firstdline news managers at radio are utterly aware of
the importance of teamwork;

» However, practically significant differences on the importance of teamwork were
calculated between first-line news managers at daily newspapers (n=23) and
magazines (n=2; d=0.93), as well as between first-line news managers at daily
newspapers and weekly newspapers (n=21; d=0.85). In both cases, first-line
news managers at magazines consider this competency iess important (x,=2.76)
than their counterparts at daily (x,=3.83) and weekly (x,=3.76) newspapers;

s Aparl from this, practically significant differences on the importance of teamwork
were also found between first-line news managers at magazines (n=2) and their
counterparts at television (n=3; d=0.78), radio (n=8; d=1.80); on-line media (n=8§;
d=1.47) and news agencies (n=5; d=1.12). Managers employed by magazines
regard this competency iess important (x,=2.76) than their colleagues at any of
the other four media types (x;=3.92 for television; x,=4.42 for radio; x;=4.11 for
on-line media; and x1=3.88 for news agencies); and

e Finally, moderately significant differences were also caiculated between the
importance first-line news managers at radio stations (n=8) attach to teamwork

compared to the view held by colleagues at on-line media (n=8; d=0.48) and
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news agencies (n=5; d=0.54). Radio station managers indicated that they
perceive this competency more important (x;=4.42) than colleagues at on-line

media (x+=4.11) and news agencies (x;=3.88).

7.4.3.4 Implementation of teamwork as a rmanagerial competency from the

perspective of first-fine news managers

First-line news managers at daily {(n=21; x,=3.43) and weekly newspapers (n=22;
x2=3.45) consider themselves practically significantly better (d=1.18 for daily
newspapers and d=1.06 for weekly newspapers) implementers of teamwork than
their colleagues at magazines (n=2 x,=2.40);

Managers at daily (x>=3.43) and weekly newspapers (x,=3.45), however,
consider themselves worse at implementing this competency than their
counterparts at news agencies (n=4; x2=3.94). As a resuit, moderately significant
differences were calculated between respondents at daily newspapers and news
agencies (d=0.59) as well as those al weekly newspapers and news agencies
(d=0.50),

It was indicated in section 7.4.3.3 that first-line news managers at magazines
regard teamwork far less important than their counterparts at television channels,
radio stations, on-line media and news agencies. This perspective was reinforced
when the same group of respondents rated their implementation of this
competency. As such, they consider themselves far less effective (x,=2.40) than
their colleagues at the above-mentioned media types. This implies that practicaity
significant differences were calculaled between managers at magazines and
colleagues at television (d=0.94); radio (d=1.92); on-line media (d=1.64); and
news agencies (d=1.93);

When comparing the perspective of first-line news managers at television
channels {n=3) with those employed by radio stations (n=11) and news agencies
(n=4), the former group considers themselves worse at implementing the
teamwork competency {x,=3.24) than the latter groups (x,=3.73 for radio stations

and x,=3.94 for news agencies respectively). In line with this, a moderately



7.4.4

Chapter 7: Teamwork as a managerial competency 290

significant difference (d=0.55) was calculated between managers at television
channels and those at radio stations, while a practically significant difference
(d=0.79) was catculated between television managers and peers at news
agencies (also see section 7.4.4.4); and

In the final instance, a moderately significant difference (d=0.59) was found
between the perception first-line news managers at on-line media (n=8) have
about their teamwork skills compared to those at news agencies (n=4). As was
the case with earlier comparisons, the latter regard themselves belter at

implementing this competency (x,=3.94) than the former (x,=3.47).

Comparing the importance and implementation of teamwork as a

managerial competency across media ownership types

In order to obtain a more detailed perspective on the importance and implementation of

teamwork as a managerial competency, comparisons were also made among media

titles operating on different ownership structures.

Tables 7.5 and 7.6 highlight the following results.

7.4.4.1 Importance of teamwork as a managenal competency from the perspective of

reporters

No practically significant difference was found on the importance reporters at
different media attach to teamwork as a managerial competency. Irrespective of
the ownership structure applicable, reporters regard teamwork a fairly important

managerial competency (x,=3.97).
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Table 7.5: Importance and implementation of teamwork as a managerial
competency across media ownership types from the perspective of
reporters

Media Reporters
ownership
type
Importance — Teamwork

[ Effect size (d) _

n Mean Std Listed Unlisted Public | Foreign
(x4} deviation companies companies service ownership
I mandate

Listed

companies 72 | 412 0.76 0.04 0.44 0.18

Unlisted

companies 46 | 4.07 1.1 0.30 0.13

Public

service 31 | 3.74 0.85 0.18

mandate

Foreign

ownership | 28 | 393 1.03

Implementation — Teamwork
Effect size (d)
n | Mean | Std Listed Unlisted Public Foreign
{x2) deviation companies companies service ownership
mandate

Listed

companies 75 (327 1.10 0.14 0.51 i0.01

Unlisted I3

companies 47 | 3.09 L1.26 0.31 0.13

Public |

service g | 270 0.89 0.55

mandate

Foreign

ownership 27 | 3.25 0.99 1

7.4.4.2 Implementation of teamwork as a managerial competency from the

perspective of reporters

the relevant rated the

implementation of teamwork slightly better (x;=4.00) than the importance they

Irrespective  of ownership structure, reporters
attach to it (x,=3.97). They also consider their first-line news managers better
implementers of this competency than the communication competency (x;=3.25
see section 4.6.4.2), planning and administration competency (x>=3.35 see

section 5.4.4.2); or the strategic action competency (x;=3.53 see section 6.3.4.2);
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Table 7.6: Importance and implementation of teamwork as a managerial
competency across media ownership types from the perspective of
first-line news managers

Media First-line news managers
ownership

type

Importance — Teamwork
Effect size {d)
n | Mean | Std Listed Unlisted Public Foreign
{xs) deviation companies companies service ownership
| mandate
Listed |
companies 37 | 3.70 1.19 IO.‘IZ 0.78 0.20
Unlisted
companies 12 ] 3.84 1.00 D.79 0.10
Public
service 9 463 0.40 0.82
mandate
Foreign
ownership 12 | 3.94 0.84
Implementation — Teamwork
Effect size (d)
n | Mean Std Listed | Unlisted Public Foreign
(x2) deviation companies companies service ownership
mandate

Listed
companies 35 | 3.37 0.92 0.40 0.43 0.1
Unlisted 1 45 1373 | 084 0.04 0.56
companies
Public
service 12 | 376 0.65 0.61
mandate
Foreign
ownership | 12 | 3% 0.82

s As was the case with the implementation of previous competencies (e.g. planning

and administration in section 5.4.4.2 and strategic action in section 6.3.4.2), a
(d=0.51) on the
competency was calculated between reporters employed by JSE

moderately significant difference implementation of this
listed
companies (n=75) and those at the SABC (n=38). The latter perceive their first-
line news managers worse at implementing teamwork (x,=2.70) than those

employed by JSE listed companies (x,=3.27);
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A moderately significant difference (d=0.55) on the implementation of teamwork
was also calculated when the views of reporters at the SABC (n=38) were
compared with that of reporters at companies with predominantly foreign
ownership (n=27), Again, reporters at the SABC regard their superiors worse at
implementing this competency (x,=2.70) than those at companies with a majority
of foreign ownership (x2=3.25),

Overall, reporters at the SABC (n=38) thus consider their managers the worst
implementers of this competency across the mainstream media industry
(x2=2.70). Looking at specific management tasks related to the teamwork

competency, reporters rated the following tasks the lowest;

- Managing team conflict (n=37; x,=2.38),

- Coaching/mentoring/counselling reporters through team projects (n=35;
x=2.40)

- Assisting reporters in acguiring knowledge to work in teams (n=36;
x=2.50);

- Formulating teamwaork objectives (n=37; x,=2.57}; and

- Creating an environment where teamwork is rewarded (n=37; x-=2.62).

The above indicates that reporters at the SABC perceive their first-line news
managers worst when it comes to managing team conflict. This result is in line
with eartier industry-wide findings that first-line news managers struggle to handle
difficult reporters decisively (see sections 4.6.1.10 and 7.4.1.15). Qualitative data
obtained from interviewees at the SABC support this finding. As such, one
interviewee highlighted the openly hoslile newsroom environment he entered
when joining the corporation. He also described feelings of suspicion and
antagonism between managers and reporters at the time. At another regional
office of the SABC qualitative data and observation made it clear that reporters
are unhappy with the current state of newsroom management and that newsroom

conflict is a reality. Because the scheduled interviewee did not turn up for the
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interview, it was impossible to determine the extent to which observations

correlate with reality.

Another weakness in SABC managers' teamwork skills {from the perspective of
reporters) is their inability to coach, mentor and guide reporters through team
projects. Interviewees, however, disagreed. One outlined the mentoring and
coaching processes in place at the corporation. However, he indicated that
reporters are often unwilling to perform basic tasks related to their jobs, let alone
additional tasks aimed at improving their skills. Another interviewee described a
briefing and debriefing process through which senior staff members mentor
reporters. However, he admitted that many reporters are negative about this
initiative, as they perceive it as condescending, with mentors “intruding” on

reporiers’ professional territory.

As was indicated in section 7.4.1.16, it can be difficult to acknowledge the
contribution of every individual involved in a newsroom leam project. Reporiers at
the SABC perceive this management task one of the most important weaknesses
among first-line news managers. Despite attempts to address this situation (see
section 7.4.1.16) this finding indicates that reporters are still dissatisfied with the

way in which first-line news managers implement this management task.

7.4.4.3 Importance of teamwork as a managerial competency from the perspective of

first-line news managers

Overall, first-line news managers (irrespective of the relevant ownership
structure) consider teamwork an important managerial competency (xs=4.03).
They also consider it slightly more imporant than reporiers indicated in section
7.3.4.1. First-line news managers at the SABC (n=9) (compared with colieagues
at other media enterprises) again perceive this competency most important
(x1=4.63); and
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¢ Practically significant differences on the importance of this competency thus exist
between first-line news managers at the SABC and those at listed companies
(n=37; d=0.78); unlisted companies (n=12; d=0.79); and companies with a
majority of foreign ownership (n=12; d=0.82). As stated above, first-line news
managers at the SABC perceive the teamwork competency more important than
peers at listed companies (xs=3.70); unlisted companies (x,=3.84); and

companies with a majority of foreign ownership structures (x,=3.94).

7.4.4.4 Implementation of leamwork as a managerial compelency from the

perspective of first-line news managers

» Reporters and first-line news managers who participated in the study rated the
implementation of teamwork exactly the same (x;=4.00). As was the case with
other managerial competencies (e.g. communication in section 4.6.4.4; and
strategic action in section 6.3.4.4) first-line news managers at the SABC (n=12)
again consider themselves best at implementing the teamwork competency
(x2=3.76);

o A moderately significant difference (d=0.61) on the implementation of this
competency was subsequently calculated between first-line news managers at
the SABC (n=12) and their colleagues at companies with a majority of foreign
ownership (n=12);

o Similarly, a moderately significant difference (d=0.56) on the implementation of
teamwork exists between first-line news managers at unlisted companies (n=12)
and those at companies with a majority of foreign ownership (n=12). The former
group regards themselves slightly better at implementing this competency
(xz=3.73) than the latter (x,=3.27),

¢ When looking at individual management tasks first-line news managers at the

SABC perceive themselves best at, the following stands out:

- Praising reporters in the department (n=12; x,=4.58),

- Sharing recognition and credit with members of the team (n=12; x;=4.25);
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- Sharing the responsibilities associated with teamwork (n=12; x,=4.25);

- Motivating reporters to perform satisfactorily in teamwork situations (n=12;
x2=4.17);

- Defining individual objectives (n=11; x,=4.09); and

- Understanding individual strengths and weaknesses in a team (n=12;
Xx2=4.08).

As was the case with other competencies (e.g. strategic action in section 6.3.4.4),
the above indicates that first-line news managers at the SABC generally perceive
themselves best at implementing those management tasks reporters rated them
bad at (see section 7.4.4.2);

As such, this group of respondents perceive themselves good at praising
reporters and sharing recognition and credit with team members. These were
also the two areas in which reporters gave managers the most credit for their
performance. However, from reporters’ point of view, first-line news managers
implement one or two other management tasks belter (see section 7.4.4.2);
First-line news managers at the SABC also perceive themselves good at sharing
the responsibilities associated with implementing tasks in a teamwork context.
Reporters, however, have a different perspective. As a result, they rated it one of
their managers’ worst abilities (x=2.73);

While first-line news managers regard themselves good team motivators,
reporters regard first-line news managers' skills in this area low (x;=2.76);
First-line news managers also ratled themselves better with defining individual
objectives than reporters did. Whereas reporters regard their first-line news
managers worst at defining team objectives, first-line news managers themselves
indicated their strength in defining individual objectives. It is not possible to
determine from this research which of the two perceptions is a true reflection of
the day-to-day implementation of these management tasks in newsrooms,; and
First-ine news managers at the SABC rated their skills to understand individual
strengths and weaknesses fairly good (x,=4.08). Reporters, however, regard this

as one of first-line news managers biggest weaknesses (x,=2.76).
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The conclusions and managerial implications of the above findings are discussed in

chapter ten of this study.

7.5 Summary

This chapter focused on the dimensions of teamwork as a managerial competency. In
the first instance, managers’ responsibility to properly design teams was discussed.
Attention was then focused on managers’ role in setting out clear individual and team
objectives in order to foster commitment and enthusiasm among team members.
Subsequently, team members should be given the responsibility and authority to
perform the tasks assigned to them. In the process of coaching and mentoring team
members, managers should also assist them to identify and obtain the resources they
need to perform their duties. The final dimension of the teamwork competency entails
that team leaders should effectively manage individua! strengths and weaknesses within
a team. This is especially important, as these factors often cause tension and conflict
among team members. Obviously, managers also need the expertise and insight to

effectively address conflict situations.

in the latter part of the chapter the discussion specifically focused on guantitative and
gualitative research results relevant to this part of the study. As such, it was found that
reporter respondents are much more aware of the gaps between the importance they
attach to teamwork as a managerial competency and first-line news managers' current
implementation thereof. While they highlighted important gaps on all the management
tasks listed, first-line news managers only perceive themselves performing below their

expectations on a few of these tasks.

When research results were applied to specific media types, it was found that reporters
at news agencies regard teamwork most important. However, reporters at magazines
consider their first-line news managers best when it comes to implementing this

competency. When comparing the perspective of first-line news managers across the
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industry, it was found that those at radio stations value this competency most. As a
result, they also perceive themselves good at implementing it. However, results
indicated that colleagues at news agencies perceive themselves best implementers of

the teamwork competency.

When these results were compared across different ownership types, a different picture
evolved. Reporters at listed companies regard the teamwork competency most
important. Hence, they also regard their first-line news managers good at implementing
this competency. Reporters at the SABC, however, consider this competency least
important, while also perceiving their first-line news managers worst at implementing it.
First-line news managers at the SABC, however, rated teamwork by far the most
important across the industry. They also perceive themseives best at implementing it. It
is evident from these results that the perceptions between reporters and first-line news
managers at the SABC differ and that the issue should be addressed before SABC

newsroom teams can function optimaily.

The following chapter focuses on global awareness as a managerial competency, with
specific reference to the importance and implementation thereof in South African

mainsiream media newsrooms.
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Chapter 8:

Global awareness as a managerial competency

within the context of newsroom management

The corollary of media industry growth, concentration, and convergence has been the emergence of an
imperfect oligarchy, compnised of globally reaching, multilayered, and multiplatformed information
and entertainment corporations ... operating within the cuitural practices and sensibilities of
numerous (different communities).

— Andrews (2003:236)

{South Africans) come from different experiences, and newsroom cultures and values need to reflect this
difference and diversity, not silence it ... Our journeys, routes and roots (are) different. Our experiences
(are) different. And we need to bridge that gap.

- Ranchod (2003:10)

8.1 Introduction

This chapter demarcates the dimensions of global awareness as a managerial
competency. In the first instance the theoretical dimensions of the global awareness
competency are outlined and applied to newsroom management in a South African and
international context. This is followed by research results on the importance and
implementation of global awareness as a managerial compelency in South Africa’s
mainstream media newsrooms. The intention is to highlight areas in which respondents
(reporters and first-line news managers) perceive gaps between the importance they

attach to this competency and first-line news managers’ current implementation thereof.
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8.2 Challenges associated with a globalised business environment

Changes in tocal and international business approaches see enterprises entering an
environment characterised by (see Cronje & Neuland, 2003:24):

¢ Increased competition;
¢ Increasing numbers of and increasingly versatile markets that need to be served
with more versalile products; and

e An overall shortening of physical and time distances.

These elements characterise a phenomenon known as globalisation (see section 8.2.1).
Similar to businesses in other industries, media enterprises are challenged to address a
number of internal and external challenges resulting from this phenomenon. Internally,
this relates to an increasingly diverse social and cultural workforce. From an external
perspective, media enterprises are expected to satisfy the diverse needs and
expectations of audiences in different geographical locations (and often from diverse
backgrounds). These audiences expect to receive information on breaking news events
and new products available in different markets (Ranchod, 2003:8). Over and above
this, the media is also required to entertain audiences in a variety of areas. These issues
inevitably impact on the way in which media enterprises are staffed and managed, as
well as the way in which they operate (Sanchez-Tabernero, 2006:464; also see
Shrikhande, 2001:147-168 with regard to how CNN Intermnational and BBC World in Asia

have adjusted their competitive strategies in an attempt to address these challenges).

8.2.1 Threats and opportunities presented by global activities

Over recent decades, globalisation has become one of the most salient characteristics
of business activity worldwide. Some consider it a threat to communities and cultures on
the periphery (i.e. minorities). Other, however, are of the opinion that it presents a
number of benefits to marginalised groups, as it exposes them to a wider variety of

products and services. Sanchez-Tabernero (2006:471), however, probably summarises
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the issues surrounding globalisation best by stating that it does not necessarily present

threats or opportunities. It rather presents a challenge that needs to be managed

properly in order to capitalise on the opporiunities it offers.

8.2.1.1

The impact of globalisation on the media industry

Compared to industries responsible for producing and distributing consumer products,

globalisation might affect media enterprises differently. Chan-Olmsted and Chang

(2003:217) ascribe this to the foltowing differences between media products and other

consumer products:

Media products are dual and complementary in nature. As such, different media
products complement each other or provide an alternative perspective on an
issue or event. For instance, a television news bulletin only provides the most
salient information on a breaking news story. Weekly newspapers, however, can
cover the same event in more depth or from a different news angle;

The majority of media enterprises rely on diverse (and some would argue

incompatible) sources of revenue. These inciude:

- Owners, often from different industries in different countries and with
different cultural backgrounds than the target market;

- Consumers, such as viewers paying to watch a television programme via
pay per view television or subscribers paying a certain amount of money to
receive a specific bouquet of programmes; and

- Advertisers, who pay to have their products and services promoted via

different media channels.

More than one person (often millions of people) can simultaneously use media
products without it becoming depleted or unavailable to other consumers. In fact,
increased acceptance and consumption of media products contributes to

improved economies of scale;
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Many media products (such as television programmes or movies) are marketed
and distributed to consumers via different communication channels and at
different times. Movies are, for instance, screened at movie theatres, but it might
(at different times) also be available through cable or satellite television
broadcasts; or by means of pay per view television in hotel rooms; and

The nature of media products (and the acceptance thereof) is often influenced by
the cultural preferences of the target market. As such, Reca (2006:185) states
that “media product content displays ... a cultural and symbolic nature, ... (it thus)

also have socio-cultural value ... (and it) can never be dissociated (thereof)”,

8.2.1.2  Challenges presented by globalisation

Despite the above differences, media and other enterprises face similar challenges

related to doing business in a globalised context. These include:

Cuttural imperialism. During the late 1970s, researchers indicated that culturally
strong countries (such as the US) threaten the cultural diversity of weaker
countries and regions. The latter are mostly situated in the developing world.
However, similar concerns have also been expressed with regard to the impact of
US media products on neighbouring Canada (see Sanchez-Tabernero,
2006:471);

Concentration of media ownership. Critics argue that media concentration could
result in a concentration of economic, cultural and political power in the hands of
fewer individuals/enterprises (Singer, 2004.839). Because media owners
subsequently aim to protect similar interests, the likelihood is that news products
are compiled in such a manner that these interests would not be harmed
(Angwin, 2004a:B1). Critics argue that this could see diversity in news coverage
becoming obsolete (e.g. see Bagdikian, 1990), depriving media consumers from
getting as many sides of the news story as possible (see Omar, 1999:2). Critics
also argue that owners’ primary knowledge of and experience in other industries

often exaggerates this situation (see Herrick, 2003:305; also see section 4.3.3).
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Owners of media conglomerates, on the other hand, argue that expanding
interests on a global scale are merely attempts to ensure “business survival”
(Herrick, 2003:328). In a somewhat unexpected comment, Ted Turner {CNN
founder, Time Warner board member and generally considered one of the
“fathers” of media ownership concentration) disagreed. He called on the US
government to "break up big media companies ... which have grown too large
and too powerful” (Angwin, 2004b:B6) and which have become "detrimental to
the survival of small, emerging companies” (Angwin, 2004a:B1). Through these
statements, Turner probably strengthened the position of critics against media

concentration to the detriment of his own media interests; and

¢ Technological innovation. To a certain degree, the advent of new communication
media (such as the Internet) addresses these concerms. The nature of Internet
communication affords any person/institution the opportunity to become both
sender and receiver of information (e.q. see section 6.2.1.2 with regard to
blogging). This media characteristic disperses the power commonly associated
with concentration of media ownership into the hands of more role-players.
Moreover, it increases the information and entertainment options available to
media audiences (see Herrick, 2003:308). Apart from this, technological
innovation also provides media enterprises with the opportunity to improve the

quality and professionalism of media output (Sanchez-Tabernero, 2006:471).

8.2.1.3 Knowledge as a core competency in a globalised environment

The realities of and challenges associated with global business activity have
transformed knowledge into a core competency (Quinn, 2002:23). As such, knowledge
is considered the primary tool that enables managers to take quick, reliable and
informed decisions. As Herrick (2003:328) states, "going intermnational ... carries
unexpected perils for ... companies ... because they are not nearly as familiar with the

politics and policies of foreign nations as they are of their own". This does not only relate
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to managing the needs and expectations of external markets (e.g. audiences;
advertisers; government and other regulatory bodies) (see Andrews, 2003:235). It
specifically also relates to managing the needs and expectations of a culturally diverse
internal market. Adding to this dilemma is the tendency that staff are often distributed
across large geographical areas, their only link being mediated communication channels
(Quinn, 2002:53). Diverse backgrounds and the lack of interpersonal communication

increase the potential for communication problems and misunderstanding.

Given this, knowledge and insight into these aspects becomes critical for organisational
success. This can be facilitated if managers are aware of and skilied in the dimensions

of the global awareness competency. These dimensions are subsequently discussed.

8.3 Dimensions of global awareness as a managerial competency

Global awareness as a managerial compelency refers to managers' ability to draw
resources from multiple countries and serve markets across multiple cultures (Hellriegel
et al., 2005:22; Hellriege! et al., 2004:21; Hellriegel et al., 2001:21). As such, managers
need cultural knowledge and understanding, and display characteristics of cultural

openness and sensitivity.

This definition evidently also applies to newsroom management in South Africa.
However, lo a certain extent challenges related to the global awareness competency
present itself in a different guise within the South African media environment. As Berger
(2004a:36) states, the South African media has been siow to expand across national
borders. The exception is satellite television, available in Africa, Greece, Cyprus, China
and Thailand through the DStv network (Harris, 2005:11; Van der Linde, 2005:28) and
some activities into Africa by Media24. Apart from this, a number of international media

companies (e.g. from Nigeria, Ireland and the US} have also invested in South Africa.

However, characteristics of South Africa's domestic market present news managers with

distinctive micro management challenges related to the global awareness competency.
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On the one hand, the media is obliged to employ a workforce that is representative of
the country's ethnic, language and other minority groups (e.g. see Berger, 2004a:36;
Kupe, 2004:38). On the other, it also needs to serve a culturally and linguistically diverse
audience (see Addison, 2003d:21) despite increasing exposure to global news,
information and entertainment (see Anon, 2004:15). As a result, news managers must
narrow down their interpretation of the global awareness competency to focus on the
requirements of their micro management environments. As newsroom management is
the focal point of this study, the subsequent discussion on the global awareness

competency highlights aspects relevant to this context.

8.3.1 Cultural knowledge and understanding

As Herrick (2003:328) indicates, entering international markets presents enterprises with
potential pitfalls in terms of cultural knowledge and understanding. Hellriegel et al.,
(2005:22) support this perspective by explaining how growing up in a certain country
equips an individual with knowledge and understanding of social/cultural norms and
traditions applicable to that country. This process also provides individuals with
knowledge and experience about geography, climate, politics, economic history and
values relevant to their surroundings. This knowledge almost becomes second nature.
In many cases, however, foreigners lack this insight when entering international

markets. This could be detrimental to the success of their activities in those markets.

In an attempt to address the above-mentioned shortcomings, managers need to improve
their skills and expertise in the following areas (see DuBrin, 2003:46; Oosthuizen et a/.,
2002:31; Hellriegel et al., 2001:21-24).

8.3.1.1 Being informed of political, social and economic trends and recognising the

impact thereof

Thill and Bovée (2002:48) describe market giobalisation as the tendency for various

international markets to operate as one. As a result, political, social and economic
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events impact on business activities across national borders. Business owners and
managers thus have little choice but to remain informed of these events and the impact
thereof on their business activities. This knowledge enables them to strategically
position their businesses within changing environments (also see section 6.3.1.5). As
outlined in sections 4.2.1 and 8.2.1.2, improved communication technology contributes

to, but also facilitates, these processes.

interviewees who participated in this research study outlined ways in which their media
enterprises strive to improve newsroom staff's knowledge and awareness of changing
political, social and economic conditions (e.g. see section 6.3.4.2 with regard to these
efforts by the SABC). Apart from these initiatives, interviewees also described the role
played by research offices or libraries at some media titles to assist staff in obtaining

additional information when compiling news stories.

Despite these efforts, interviewees gave the impression that one of their biggest
chaillenges is to persuade staff members to utilise these facilities. Some attributed it to a
lack of time and tight deadlines, while others ascribed it to staff's lack of interest to get
as much information as possible when compiling a news story. The resuit is that many
news stories lack context, especially given low general knowledge skilis (see Steyn &
De Beer, 2002:12-20).

As outiined in section 6.3.1.5, first-line news managers in South Africa’s mainstream
media consider it least important to monitor changes in the internationai context in order
to identify the potential impact thereof on their media enterprises. Qualitative data
supported this finding. Given the intertwined nature of national and international events
in the global market (see section 8.2) managers can not afford to lack insight into these

issues and the extent to which it impacts on their media enterprises’ activities.

Despite this finding, both managers and reporters who parlicipated in this research
indicated that they place a high premium on being informed about changes in their local

and national contexts (see sections 6.3.1.3 and 6.3.1.4). This implies a tendency to be
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aware of and properly reflect on issues relevant to regional and national audiences.
These include:

e Cultural and language issues;
o Economic activity;
¢ Infrastructure; and

e Social issues such as HIV/Aids, poverty and unemployment.

This finding is particularly positive in terms of addressing the needs and expectations of
a diverse South African media audience. Qualitative data again confirmed this finding.
For instance, interviewees at the SABC's regional offices described efforls to cooperate
with colleagues in different regions when covering a news event. Their view is that this
process provides audiences with a more accurate and representative news story (also
see Nsidi, 2002).

8.3.1.2 Understanding, reading and speaking more than one language fluently

The role of language to facilitate effective communication was outlined in sections
4.3.2.1 and 4.4.1. This role seems even more prevalent {o promote understanding
between parties during intercultural communication (Kennedy, 2002:99). The original
intention with this element of the global awareness competency was probably to equip
managers with skills to communicate on an internationa! level. However, returning to the
micro management environment of South African news managers, the language
situation in South Africa necessitates that they are well versed in the country’s

indigenous languages.

As elsewhere in the world (e.g. see Thill & Bovée, 2002:49) cultural and language
diversity increasingly characterises the workforce in South African businesses — also the
media (see sections 4.2.2 and 8.3; also see Farr, 2005:48; Von Bormann, 2004a:34). As
such, research results for Audit 2 indicated that all eleven official South African

languages are represented to some extent in mainstream media newsrooms (see Steyn
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et al., 2005a:32). While this is positive in terms of representation, it also poses the
potential for misunderstanding and ineffective newsroom communication. This potential
is confirmed by other findings from Audit 2 that 80.82% of firstdine news managers
predominately communicate in English, even though it is the mother tongue of only
50.65% (see Steyn, Steyn & De Beer, 2005b:13). The situation looks even worse among
reporters, as 72.49% of them indicated that they predominantly communicate in English
at work, even though it is the mother tongue of only 28.26% (Steyn et al., 2005b:13).
Research by the Pan South African Language Board confirms the danger posed by this
situation. The Board found that more than 40% of South Africans do not understand
messages communicated to them in English (Anon, 2004:14).

Adding to the difficullies presented by the above situation is interviewees' apparent lack
of insight into the potential threat posed by language diversity in newsrooms. The
majority of them described multilingualism as a unifying factor in newsrooms (see Steyn
et al., 2005a:56). However, quantitative data from reporters and first-line news
managers showed that the latter lack sufficient language skifls to promote newsroom

communication (see section 4.6.1.13).

8.3.2 Cultural openness and sensitivity

Apart from cultural knowledge and understanding, the global awareness competency
also reguires managers to be open to cultural diversity and display sensitivity towards
cultural differences. As such, managers need to address the following elements (see
DuBrin, 2003:46; Qosthuizen et al., 2002:31; Hellriegel ef al., 2001:21-24).

8.3.2.1 Insight into national, ethnic and cultural differences and the ability to examine

these openly and objectively

People born and raised in a particular environment grow accustomed to and
subsequently belong to a particular cuiture (see section 8.3.1). As a result, they share

symbols, beliefs, and norms that guide their behaviour. Moreover, they share
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“assumptions about how people should think, behave, and communicate and they will

act on those assumptions in much the same way" (Thill & Bovée, 2002:50).

However, cultural differences (increasingly within the same country) abound. In a
business environment, this aspect especially necessitates that parties are sensitive
towards these differences, understand it and react appropriately to it. Because this
inclination will cultivate mutual trust and respect, cooperation will improve with

subsequent improvement in organisational output (see Badenhorst, 2003:62).

Probably one of the most important research studies on cuitural diversity (Kennedy,
2002:97) was done by the Dutch engineer and psychologist Geert Hofstede (1983).
Through research among IBM staff in more than 70 countries in the 1980s, Hofstede
developed a framework to explain cuiltural diversity on the basis of four dimensions
(Hofstede, 1983:75-89). South African managers also participated in Hofstede's
research. However, the survey was done at a time when cultural diversity was not such
a prominent characteristic of South African businesses as is currently the case. The
majority of South Africans included in the study would thus have been while male
respondents. Nevertheless, the framework devetoped from Hofslede's research remains
useful to understand workplace diversity in South African businesses. In the context of

this study, this applies to South African mainstream media newsrooms in particular.

According to Hofstede, the following aspects can explain cultural diversity in the
workplace (see Cole, 2004:129; Kennedy, 2002:98).

8.3.2.1.1 Uncertainly avoidance

This aspect of Hofstede's framework refers to the level of comfort people experience in
ambiguous or uncertain situations. Within a low avoidance culture, individuais tolerate
uncertainty and adjust their behaviour accordingly. However, in high avoidance cultures,
individuals perceive uncertainty as a threat. As a result, they tend to avoid it (Hill,

2001:99). In Hofstede's study South African managers were typified as displaying low
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uncertainty avoidance characteristics (see Johansson, 2003:72; Ball & McCulloch,
1999:294).

At the time of Hofstede's study the South African society displayed characteristics of
certainty and stability. During the apartheid years white maile employees, for instance,
enjoyed high levels of job security. However, a new dispensation post-1994 brought
about uncertainty for the same group of employees due to affirmative action and gender
equity programmes. As a result, these employees might display characteristics typical of
high avoidance cultures. South African managers are thus required to adjust human
resource management approaches in light of this uncertainty. Affirmative action and
black economic empowerment (BEE) initiatives are especially prevalent on higher media
management levels (Von Bormann, 2004a:34; Berger, 2004a:36; Addison, 2003a:25).
As a result, black managers should be sensilive towards characteristics of high
avoidance cultures among white colleagues and manage their fears and frustrations

accordingly. Ignorance of this tendency could result in misunderstanding and conflict.

Another aspect currently characterising South African newsrooms is high staff turnover
(see section 1.3.4.5). This was already identified during Audit 1 (see Steyn & De Beer,
2002:25) and again confirmed during the current research (see sections 1.7.4.1 and
1.7.4.2;, also see Steyn et al, 2005a:38-39). This aspect inevilably impacts on
newsroom stability, as newsrooms are often expected to deliver professional news
products with fewer and less experienced staff. Managers who display characteristics of
high avoidance cultures could struggle to handle the instability associated with these
situations. This, in turn, might increase their stress levels and impact negatively on

newsroom efficiency and professionalism.
8.3.2.1.2 Power distance
This element relates 1o people’s ability to accept that power (in society, business or even

interpersonal relationships) is unequally distributed between the parties involved. As

such, high power distance cultures accept power imbalances easier than low power
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distance cultures. The latter perceives the gap between those with power and those
without as much smaller (see Keegan & Green, 2003:149). In Hofstede's study, South
African respondents were classified as displaying characteristics of high power distance
cultures (see Doole & Lowe, 2001:82). As a result, they were more comfortable with the
reality that organisational and social power is distributed unevenly. As Hill {2001:99)
states, such an inclination is prevalent in socielies where members “let inequalities {in
physical and intelleciual capabilities) grow over time into inequalities of power and
wealth”.

However, people in management positions, management styles and conditions are all
different post-1994 than during Hofstede's study. Affirmative action and BEE policies, as
well as changes in management styles across the South African media (see section
1.3.3), potentially impact on the power distance dimension. This, in turn, could challenge

effective newsroom management.

Section 1.3.1 described the transformation from top-down management styles towards
more open, democratic and participative approaches. Interviewees who participated in
both Audit 1 and the current research study confirmed that the latter is the preferred
management style and that it has been implemented successfully in the majority of
newsrooms. However, some inlerviewees described how this management style has
decreased the power distance between themselves and subordinates. When autocratic
management styles applied, all staff members were highly aware of the power distance
between themselves and their superiors. However, interviewees outlined that a more
relaxed power distance also implies a more relaxed relationship between superiors and
subordinates. As a result, some subordinates take liberties with regard 1o their work
responsibilities. This creales additional responsibilities for managers and increases

tension, while it lowers their productivity and professionalism.
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8.3.2.1.3 Masculinity-femininity

This dimension of Hofstede's framework refers to the tendency in some cultures to have
specific expectations about gender roles. Whereas masculine cultures prefer
assertiveness, feminine cultures prefer flexibility and focus more on the welfare of and
relationships with others (see Hollensen, 2001:173). South African managers who
participated in Hofstede's study were characterised as displaying more masculine traits
(Johansson, 2003.72). This finding corresponds with the notion to apply top-down
management styles. However, this tendency has changed in post-apartheid South

African society.

With reference to newsroom management in South Africa, the tendency towards
masculinity-femininity can, for instance, be distinguished among different generations of
staff (see seclion 6.2.2.1; also see Steyn & De Beer, 2002:56). As such, older
employees often prefer a masculine approach to work responsibilities (i.e. highly
structured and assertive). Younger employees, on the other hand, display a more
feminine approach. As a result, they are more relaxed about their work responsibilities
and focus more on establishing relationships rather than destroying them by being too
task-oriented. The newsroom management chailenges flowing from these differences

were discussed in section 6.2.2.1.

8.3.2.1.4 Individualism-collectivism

The final dimension of Hofstede’s framework refers to the preference among people or
societies for individual action or collective efforts. Members of individualistic cultures
tend to focus their responsibilities on themseives and their immediate family. In the
collectivist cultures, however, people are expected to be loyal to and responsible for a
wider group of dependents (see Cateora & Graham, 2002:109). South African managers
in Hofstede's study predominantly displayed characteristics of an individualist culture
(Doole & Lowe, 2001:82). As such, they were probably more focused on themselves

and the needs of their immediate reiatives rather than the needs of a wider society.
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However, managers empioyed by South African enterprises post-1994 do not
necessarily display these characteristics. This is also the case among newsroom staff in
the country.

The stronger emphasis on collectivism in some African cultures may directly contrast the
more individualistic approach found in many Western cuitures. However, interviewees
described how black reporters who belong to more collectivist cultures often face
unrealistic financial and social responsibilities. These cultures expect members to
distribute financial resources among an extended family. Once they have lived up to
these responsibilities, many struggle to meet their own financial needs. On a social level
members of a collectivist culture are also faced with various responsibilities. Events
such as weddings or funerals could result in staff being absent from the office for long
periods of time. Members of individualistic cultures might become frustrated if this
situation is not addressed. As a result, news managers are required to be sensitive
towards and manage these differences without compromising professional quality, while

also preventing newsroom tension and conflict (e.g. see Frense, 2003:28).

8.3.2.2 Sensitivity towards cultural cues and skills to avoid stereotyping

Unfortunately, it is not sufficient 1o merely understand cultural differences. Managers
{and staff) should also be sensitive towards signals that indicate cullural differences.
Insensitivity towards these cues could resull in poor performance among those who
experience that they are not understood or that their cultural preferences are not

acknowledged and accommodated (Arumugam, 2001:25).

Cues on cuitural differences can, for instance, be provided nonverbally (see section
4 .4.8). Although many aspects of nonverbal communication correspond across cultures
{see Beall, 2004:19-20) the degree of expression often differs. This especially relates to
facial expression, eye contact, physical proximity and gestures. Parties should be

sensitive towards these differences and react accordingly.
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Sensitivity towards cultural differences also prevents ethnocentrism and stereotyping.
The former describes people's tendency to believe that their own culture and cultural
traits is superior to that of others (Thill & Bovée, 2002:56). Subsequently, they expect
others to change their customs in order to facilitate effective communication. They aiso
lack sensitivity to factors that could cause misunderstanding and lapse in
communication, as they judge people (or their arguments) before they have sufficient
information {Romano, 2002:14). This easily results in stereotyping and an inability to
establish proper relationships (Thill & Bovée, 2002:56).

8.3.2.3 Ability to adjust behaviour when communicating with people from different

ethnic and cultural backgrounds

One of the first challenges related to the above is the awareness that people’s culture
and background could affect behaviour and atlitudes. This implies flexibility on the part
of both parties. In addition, communicators can adjust their behaviour during intercultural
communication by keeping the following in mind (Thill & Bovée, 2002:60-62):

e Look for common ground, but assume that differences exist and be aware of
potential implications thereof;

* Take responsibility to establish effective communication. Do not consider it the
other party's responsibility;

* Do not judge people or their perspectives before having sufficient information;

« lIdentify and develop technigues that demonstrate respect in different cuitures;

+ Empathise with the other party and try to communicate accordingly;

e Develop skills to tolerate differences and control frustration in confusing
situations;

¢ Look beyond people’s appearance to discover the true person you are interacting
with;

+ Be conscious to send clear verbal and nonverbal messages, and
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* Implement feedback on communication in order to establish how effective the

message reached the other party.

Given the multicultural nature of South African newsrooms, news managers and
reporters need lo increase their awareness of the above-mentioned issues. They also
need to implement as many of these as possible in order to facilitate intercultural
communication. If this is the case, multiculturalism could become a strength in media
newsrooms rather than a dividing factor {see More, 2002; Katopodis, 2002, Omar,
1999:3).

The previous sections of this chapter oullined the dimensions of global awareness as a
managerial competency. The discussion subsequently focuses on research results,
specifically pertaining to the importance and implementation of the global awareness
competency in South Africa’'s mainstream media. Quantitative resuits are based on how
important first-line news managers and reporters regard the management tasks
associaled to this competency. In addition, it provides both groups’ perspective on the

current implementation of these lasks by first-line news managers.

8.4 Results — the importance and implementation of global awareness as a

managerial competency

Tables 8.1 and 8.2 display quantitative resuits on the following issues:

» The difference between the importance first-line news managers attach to each of
the management tasks related to the global awareness competency and their
perception of the current implementation thereof. This is compared with the
difference between the importance reporters altach to each of the management
tasks and their perception of first-ine news managers’ impiementation of each
lask; and

= The difference between the implementation of these management tasks from the

perspective of reporters and first-line news managers.
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The aggregate effect size of global awareness as a managerial competency (without
dividing it into different management tasks or on the basis of media type or media

ownership type) shows that:

e First-line news managers are highly aware of the difference between the
importance they attach to this competency and their current implementation
thereof. As a result, they indicated a practically significant effect size (d=0.96);
and

e Reporters are also aware of the difference between the importance of this
competency and first-line news managers’ implementation thereof. However, they
experience a smaller gap than news managers. A moderately significant effect

size (d=0.73) was therefore calculated.

Given these results, top management and owners should realise that first-line news
managers perceive themselves unable to optimally perform the management tasks
associaled with the global awareness competency. Due to the reality of
multicutturalism and muitilingualism in newsrooms, first-line news managers should

be equipped with skills 1o harness these as unifying rather than dividing factors.

8.4.1 The importance of management tashs related to global awareness as a

managerial competency compared to the implementation thereof

Table 8.1 outllines the following with regard to each management task related to global

awareness as a managerial competency.
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Table 8.1: Comparing the importance and implementation of global awareness as a managerial competency between

first-line news managers and reporters

Global awareness as a managerial competency i
First-line news managers Reporters
Management task n Mean Std Effect n Mean Std Effect

X -X, deviation size X, X, deviation size

(d) ' (d)
13.5.1 Being informed about social, political changes in SA 71 045 0.71 0.63 170 0.61 1.16 0.53
13.5.2 Being informed about international social, political changes 71 | 0.54 0.86 0.69 170 0.61 1.12 0.55
13.5.3 Recognising the impact of these changes on the media 69 [ 0861 0.86 0.71 165 0.62 1.15 0.54
13.5.4 Developing multilingual skills 67 | 1.10 1.10 1.00 65 | 0.95 1.51 0.63
13.5.5 Confidence in handling ethnic/cultural differences 70 1078 0.96 0.82 167 0.87 1.41 0.62
13.5.6 Gaining understanding in ethnic and cultural differences 69 | 0.48 0.74 0.65 167 082 1.31 0.70
13.5.7 Being sensitive to ethnic and cultural cues 71 1056 0.77 0.73 167 0.79 1.28 0.61
13.5.8 Being able o adapt to ethnic and cultural cues 71 | 0.58 0.89 0.65 168 0.89 1.35 0.66
| 13.5.9 Adjusting behaviour when interacting with different cultures 70 (049 0.76 0.64 169 | 0.78 1.34 0.58
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8.4.1.1 Being informed about social, political and economic changes in South Africa

Both first-line news managers (n=71) and reporters (n=170) are aware that this
management lask is not currently implemented optimally, given the importance they
altach to it. As a result, moderately significant differences were calculated for both
groups of respondents (d=0.63 for first-line news managers and d=0.53 for reporters).
This effect size shows that first-line news managers are slightly more aware of their

shortcomings in this regard than reporters.

8.4.1.2 Being informed about international social, political and economic changes

As was the case above, both first-line news managers (n=71) and reporters (n=170) are
aware that this management task is not implemented optimally either, given its
importance. Moderately significant effect sizes were subsequently calculated (d=0.69 for
first-line news managers and d=0.55 for reporters). First-line news managers therefore
again indicated that they do not perform well enough on this area, and that they should

pay more attention to international changes.

The findings outiined in sections 8.4.1.1 and 8.4.1.2 correlate with earlier findings
related to the strategic action competency (see section 6.3.1.5). Both sets of resulits
indicate that newsroom staff (especially first-line news managers) are less aware of
changes in the international context than they think they should be. Qualitative data
(especially from interviews for Audit 1) confirm this situation (see section 8.3.1.1; also
see Steyn & De Beer, 2002:12-20).

Given the trends associated with globalisation outlined in section 8.2.1, media
enterprises have little choice but to stay competitive. In order to achieve this, they need
to stay abreast of changes in their micro and macro environments. As such, ignorance
about changes in these environments should be addressed urgently. inability to address
this situation could see media audiences choosing alternative sources of information

(e.g. on-line media, a variety of television channels and radio stations). This could lead
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to media enierprises losing their competitive advantage in a market characterised by

light competition (see section 8.2).

8.4.1.3 Recognising the impact of these changes on the media

Because first-line news managers are ill-informed about changes in the above-
mentioned news contexts, respondents highlighted an inability among this group to
recognise the impact of these changes on the media industry. As such, first-line news
managers (n=69) highlighted a moderately significant difference (d=0.71) between the
importance they attach 1o this management task and their ability to implement it.
Reporters {n=165) again seem less aware of this gap, although they also highlighted a
moderately significant difference (d=0.54) between the importance and implementation

thereof.

As discussed in section 8.3.1.1, managers across business industries are required to
recognise the impact of national and international changes on global business activity.
An inability among media managers to perform this management task might
detrimentally affect media enterprises. As such, the media could be unable to adjust
their news agenda or story angles to address the impact of these events. On the other
hand, media titles might consider it unnecessary to adjust their news coverage of
events, because they are unaware of the impact these changes have on their business

aclivities.

8.4.1.4  Developing multifingual skifls

The discussion in section 4.2.2 outlined how South African newsrooms are becoming
increasingly multilingual and multicultural. 1t also highlighted specific consequences for
the media and media management. Despite the reality of these changes, guantitative
results from this section of the research indicate that newsrooms are not yet reaping the
full benefits of multilingualism and muiticuituralism. Whereas the majority of interviewees

consider multilingualism a unifying factor in newsrooms, first-line news managers and
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reporters disagree. First-line news managers (n=67) seem especially aware of the
difference belween the importance they attach to having multilingual skills and their
current ability to develop these skilis. As such, a practicaily significant effect size
(d=1.00) was calculated. Reporters (n=165) are moderately aware of this gap. However,

they regard it less significant than first-line news managers (d=0.63).

Through these findings, first-line news managers thus acknowiedge that they do not yet
possess sufficient multilingual skills to effectively interact with newsroom staff from
different language backgrounds. This might, in turn, negatively affect effective
newsroom communication. Media enterprises should address this situation given the
role multilingualism can play to facilitate effective communication (see section 8.3.1.2;
also see Addison, 2003d:21).

8.4.1.5 Confidence in handling ethnic/cultural differences

Linked to the above is first-line news managers’ ability to handle ethnic and cuitural
differences. Again managers on higher organisational levels seem ignorant about the
true state of affairs in newsrooms, or tried to paint a more positive picture during
interviews. As such, a number of interviewees indicated that multiculturalism might have
been a problem during Audit 1, but that they now hardly ever experience newsroom
conflict due to cultural differences. They also pointed out that newsroom staff are more
relaxed about culturalt and ethnic differences. They ascribe this situation to staff
members being more informed about and accommodating towards each others’' political,

cultural or even religious differences than in the past.

First-line news managers and reporters, on the other hand, again differ. As such, first-
line news managers (n=70) indicated a practically significant difference (d=0.82)
between the importance they attach to this management task and their ability to
currently perform it. Reporters (n=167) again seem aware of this difference, but do not
perceive it as such a significant shortcoming among news managers. As a result, a

moderately significant difference (d=0.62) was calculated between the importance they
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attach to this management task and their experience of managers’ current
imptementation thereof.

Multiculturalism currently characterises South African newsrooms and is likely to
become even more prevaient in future in light of employment equity and affirmative
action initiatives (see section 8.3.2.3). This necessitates that mechanisms are
implemented through which newsroom staff (especially news managers) are equipped

to accommodate ethnic and cuitural differences more satisfactorily.

8.4.1.6 Gaining understanding in ethnic and cultural differences

The importance of understanding ethnic and cultural differences was outlined in section
8.3.2.1. With regard to this management task, both groups of respondents highlighted a
moderately significant difference between the importance they attach to it and first-line
news managers’ current skills in this area. Other than in the previous management
tasks, reporters (n=167) seem more aware of this gap than first-line news managers
(n=69). As a result, a bigger moderately significant difference (d=0.70) was caiculated

among this group than among first-line news managers (d=0.65).

This shortcoming can again be linked to an earlier finding that first-line news managers
lack proper relationships with newsroom staff (see section 4.6.1.5). As a result, they do
not know staff well enough to gain insight inlo specific issues that could lead to ethnic

and cu'tural differences.

Qualitative data, once again, provided a different picture. Interviewees emphasised the
unifying role these elements play in newsroom activity. They contributed this to younger
employees being less concerned about cuitural differences than their counterparts were
some years ago. As a result, they deliberately make an effort to understand ethnic and
cultural differences and accommodate these in their interaction with colleagues.

Interviewees’ experience is that this contributes to a unified newsroom atmosphere.
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Looking at the above quantitative resuits, however, it is not clear whether this is a true

reflection of newsroom conditions.

8.4.1.7 Being sensitive to ethnic and cultural cues

Given the above finding, first-line news managers (n=71) and reporters (n=167) also
indicated that they experience a moderately significant difference between the
importance they attach 1o this management task and the former group's current ability.
First-line news managers, however, seem more aware of their shortcomings in this area,
as a bigger effect size was calculated among them (d=0.73) than among reporters
(d=0.61).

Given the importance of this management task (see section 8.3.2.2), first-line news

managers should deliberately focus to improve their skills in this area.

8.4.1.8 Being able to adapt to ethnic and cullural cues

Apart from the above, news managers also need the skills to adapt to ethnic and cuitural
cues. With regard to his management task, first-line news managers (n=71) and
reporters (n=168) seem equally aware of the difference between the importance and
current implementation thereof. As a result, a similar moderately significant effect size
was calculated between these groups (d=0.65 for first-line news managers and d=0.66
for reporters).

8.4.1.9  Adjusting behaviour when interacting with different cultures

First-line news managers (n=70) again seem more aware of the gap belween the
importance of this management task and their current ability to properly perform it. As a
resuit, a higher moderately significant effect size (d=0.64) was calculated among them
than among reporters (n=169; d=0.58). A lack of skills in this area might convey a

negative message to reporters from other cultures or language backgrounds. Inability to
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adjust behaviour when interacting with people from different cultures might communicate
to reporters that superiors are not interested in gaining a better understanding of their
culture.

These results again contradict qualitative data. Interviewees highlighted that staff are
sensilive towards these differences and thal newsrooms devoie time and effort {o

accommodate these as much as possible.

Table 8.2: Comparing the implementation of global awareness as a managerial

competency between first-line news managers and reporters

First-line news managers Reporters ]
Management task n Mean Std n Mean Std Effect
{x2) deviation {x2) deviation size
)
Informed about social, political changes in SA | 76 | 4.08 0.77 191 3.87 1.10 1020
Informed about international social/political
changes 76 | 3.86 0.91 190 3.67 1.19 0.16
Recognising the impact thereofonthe media | 74 | 3.76 0.79 184 3.72 1.19 0.03
Daveloping multilingual skills 74 280 1.22 184 2.95 1.23 0.12
Caonfident in handling ethnic/cultural
differences 75 | 3.63 1.04 188 3.36 1.24 0.21
Gaining understanding of these differences 76 1 4.08 0.86 187 | 345 1.26 0.50
Being sensitive 1o ethnic/cultural cues 176 | 3.91 0.96 189 .51 1.21 0.33
Being able to adapt to ethnic/cultural cues 76 | 3.86 0.92 189 3.40 1.22 1037
Adjusting behaviour when interacting with
different cultures 75 1 3.01 0.90 191 351 1.22 JL0.33

8.4.2 Implementation of management tasks related to global awareness as a

managerial competency

Resulls in Table 8.2 indicate that first-line news managers in general perceive
themselves better implementers of the management tasks retated to global awareness
than reporters experience it to be the case. Moreover, no practically significant
difference on the implementation of this compelency was calculated between the two
groups of respondents (d=0.14). As was the case with the leamwork competency (see

seclion 7.4.2) reporters consider their managers slightly worse at implementing the
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giobal awareness competency (xz=3.49 for reporters and x,=3.77 for first-line news

managers).

Looking at results in Table 8.2, only one area displays a moderately significant
difference between managers' view of how they implement it and reporters’ experience

thereof. This is subsequently discussed.

8.4.2.1  Willingness to gain understanding of ethnic and cultural differences

A moderately significant difference (d=0.50) was caiculated between first-line news
managers’ (n=76) willingness to gain understanding of ethnic and cultural differences
and reporters’ (n=187) experience thereof. As indicated in above, managers perceive
themselves better implementers (x,=4.08) of this management task than reporters

experience it to be the case (x»=3.45).

The implications of this finding have already been discussed above (see section
8.4.1.6).

8.4.3 Comparing the importance and implementation of global awareness as a

managerial competency across media types

To obtain a more detailed view of the importance and implementation of global
awareness as a managerial competency, comparisons were made among reporters and

first-line news managers across media types.
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Table 8.3: Importance and implementation of global awareness as a managerial

competency across media types from the perspective of reporters

Media type Reporters
Importance — Global awareness
Effect size {d)
n Mean Std Daily Weekly | Magazine v Radio On- News
(xy) deviation news- news- line agency
paper paper media
Daily '
newspaper | 41 | 414 0.75 0.00 0.38 026 [011 | 0.31 0.70
Weekly
Fewspages 48 | 4.14 0.96 0.29 020 |0.09 0.24 0.55
Magazine |9 4.42 0.65 012 | 0.24 0.08 0.38
Television 17 [ 4.33 0.75 0.13 0.05 0.45
Radio 44 | 4.22 0.83 0.17 0.53
En-line 10 (437 |059 0.51
media
iews 8 |467 |036
agency
Implementation — Global awareness
Effect size (d)
n Mean Std Daily Weekly | Magazine TV Radio On- News
(x2) deviation | news- news- line agency
paper paper media

Daily
newspaper 46 | 3.56 077 0.29 0.05 0.10 | 0.10 0.31 0.23
Weekly
newspaper 51 13.20 1.25 0.33 0.22 (037 0.50 0.09
Magazine 9 3.62 1.09 0.14 10.04 0.19 0.27
Television 18 | 3.47 0.90 0.19 0.40 0.14
Radio 51 | 3.68 1.0 0.17 0.31
On-line
media 11 1383 0.84 047
News
agency 8 3.32 1.10
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Table 8.4: Importance and implementation of global awareness as a managerial
competency across media types from the perspective of first-line

news managers

[ Media type First-line news managers
Importance — Global awareness
Effect size (d)
n Mean Std Daily Weekly | Magazine TV Radio On- News
{x1) deviation | news- news- line agency
paper paper media
Daily
newspaper 24 | 447 | 0.65 0.23 0.21 0.30 | 0.06 0.75 0.14
Weekly
newspaper 21 1428 0.82 0.06 0.47 10.28 0.36 0.12
Magazine 2 4.33 0.47 0.71 | 0.30 0.54 0.09
Television | 3 4.67 0.33 0.28 1.05 0.58
Radic 8 4.51 0.57 0.80 0.22
Ondine g 1308 [065 0.61
media
News
agency 5 4.38 0.49
Implementation — Global awareness
[ Effect size (d)
n Mean Std Daily Weekly | Magazine TV Radio On- News
(x2) deviation | news- news- line agency
_paper paper media
Daily
newspaper 25 | 3.98 0.59 0.52 1.1 054 |022 0.94 0.38
Weekly
newspaper 22 | 3.59 0.76 0.33 0.21 | 0.69 0.20 0.13
Magazine |2 3.33 0.31 0.00 [175 0.18 0.45
Television | 3 3.33 1.20 0.65 0.08 0.30
Radio 11 | 4.1 0.44 1.27 0.54
Qiyling 8 |343 |054 0.33
media
Nows 5 |369 |[0.78
agency

Tables 8.3 and 8.4 highlight the following results.

8.4.3.1 Importance of global awareness as a managerial compelency from the

perspective of reporters

» A moderately significant difference (d=0.70) exists between the importance

reporters at news agencies (n=8) and those at daily newspapers (n=41} attach to
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the global awareness competency. The former group considers this competency
more important (x;=4.67) than the latter (x,=4.14). Reporters at news agencies
(n=8) also consider global awareness more important (x;=4.67) than reporters
(n=48) at weekly newspapers (x;=4.14). As a result, a moderately significant
difference was calculated between these two groups (d=0.55); and

Apart from this, reporters at news agencies (n=8) also consider global awareness
more important {x,=4.67) than reporters at television channels (n=17; x,=4.33);
radio stations {n=44; x,=4.22) and on-line media (n=10; x,=4.37). Moderately
significant differences were subsequently calculated between reporters at news
agencies and those at television channels (d=0.45); radio stations {d=0.53) and
on-line media (d=0.51).

8.4.3.2 Implementation of global awareness as a managerial competency from the

perspective of reporters

Reporters at on-line media (n=11) consider the implementation of global
awareness better (x,=3.83) than any other reporters included in the study.
Reporters at weekly newspapers (n=51) regard their first-line news managers
worst at implementing this competency (x,=3.20). As a resuit, a moderately
significant difference (d=0.50) was caiculated between reporters at weekly
newspapers and on-line media; and

A moderately significant difference (d=0.47) on the implementation of global
awareness was also calculated between reporters at on-line media (n=11) and

their counterparts at news agencies (n=8).

8.4.3.3 Importance of global awareness as a managerial competency from the

perspective of first-line news managers

First-line news managers at television channeis (n=3) regard this competency

most important (x,=4.67) of all first-line news managers who participated in the
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study. Their colleagues at on-line media (n=8) consider it least important
{x:=3.98);

Given this, practically significant differences on the importance of this
competency were calculated between first-line news managers at on-line media
and their colleagues at other media types. These differences apply to daily
newspapers (n=24; x;=4.47; d=0.75); television channels {n=3; x,=4.67; d=1.05)
and radio stations (n=8; x;=4.51; d=0.80). In all instances, first-line news
managers at on-line media consider this competency less important (x,=3.98)
than their colleagues at the other media types;

A moderately significant difference (d=0.47) was aiso calculated between first-line
news managers at television channels (n=3; x,=4.67) and those at weekly
newspapers (n=21; x,=4.28) and magazines (n=2; x;=4.33; d=0.71); and

Finally, moderately significant differences on the importance of this competency
exist between first-line news managers at magazines (n=2) and those at on-line
media (n=8; d=0.54); first-line news managers at television channels {n=3) and
those at news agencies (n=5; x;=4.38; d=0.58); as well as managers at on-line

media (n=8) and their colleagues at news agencies (n=5; d=0.61).

8.4.3.4 Implementation of global awareness as a managerial competency from the

perspective of first-line news managers

First-line news managers employed by radio stations (n=11) perceive themselves
best at implementing the global awareness competency (x;=4.11). Their
colleagues at magazines (n=2) and television channels {n=3), however, consider
themselves worst (x,=3.33 for both). Resuits in section 8.3.3.3, in contrast,
indicated that first-ine news managers at television channels regard this
competency most important of all managers who participated in this research.
Despite the importance they thus attach to this competency, managers at these
media titles experience that they lack the skills, time or opportunity to properly

implement it;
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Given this finding, a number of moderately significant or practically significant
differences were calcutated across media types. Firstly, moderately significant
differences on the implementation of this competency were calculated between
first-line news managers at daily newspapers (n=25) and their colleagues at
weekly newspapers (n=22; d=0.52) and television channels (n=3; d=0.54);
Firstdine news managers at daily newspapers (n=25) also consider themselves
better (x,=3.98) at implementing this competency than those at on-line media
(x2=3.43). As a result, a practically significant difference (d=0.94) exists between
these two groups;

Because first-line news managers at radio stations (n=11) perceive themselves
good at implementing the global awareness competency (x,=4.11) compared to
those at weekly newspapers (n=22; x,=3.59), a moderately significant difference
{d=0.69) was calculated between these two groups;

The major difference in implementation of global awareness between managers
at magazines (n=2) and those at radio stations (n=11) is confirmed by a
practically significant effect size (d=1.75). As such, radio station managers
perceive themselves significanlly better implementers of this competency
(x2=4.11) than those at magazines (x,=3.33). They aiso consider themselves
better at implementing these tasks than managers at on-line media (n=8;
x>=3.43). This was again illustrated by a practically significant effect size
(d=1.27),

A moderately significant difference (d=0.45) on the implementation of global
awareness was calculated between managers at magazines (n=2) and those at
news agencies (n=5). The latter group does, however, not consider themselves
much better at implementing this competency than the former (x>=3.69 for news
agencies, compared to x,=3.33 for magazines),

Different perspectives on the implementation of global awareness between
managers at television channels (n=3; x,=3.33) and radio stations (n=11;
x2=4.11) resuited in a moderately significant effect size (d=0.65); and

Finally, a moderately significant difference (d=0.54) on the implementation of

global awareness exists between managers at radio stations and those at news
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agencies. This can be due to the perception among managers at radio stations

(n=11) that they implement this competency better (x;=4.11) than their colleagues

at news agencies (n=5; x,=3.69).

8.4.4 Comparing the importance and implementation of global awareness as a

managerial competency across media ownership types

In order to obtain a more detailed perspective on the importance and implementation of

global awareness as a managerial competency, comparisons were also made among

media titles operating on different ownership structures.

Table 8.5: Importance and implementation of global awareness as a managerial
competency across media ownership types from the perspective of
reporters

Media Reporters
ownership
type
Importance — Global awareness
Effect size (d)
n Mean Std Listed Unlisted Public service Foreign
(xy) deviation companies companies mandate ownership

Listed

companies 73 |4.37 0.69 0.26 0.33 0.19

Unlisted

companies 46 4.(-)7 0.89 B 0.03 0.13

Public

service 30 |4.07 0.89 0.19

mandate

Foreign

ownership_ 28 | 424 0.61

Implementation - Global awareness
Effect size (d)
n Mean Std Listed Unlisted Public service Foreign
{x;) deviation companies companies mandate ownership

Listed

companies 79 | 368 0.96 0.28 0.40 0.20

Unlisted

companies 48 | 3.36 1.15 0.08 0.12

Public

service 38 | 3.27 1.04 0.22

mandate |

Foreign 29 | 349 090

ownership
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Table 8.6: Importance and implementation of global awareness as a managerial
competency across media ownership types from the perspective of
first-line news managers

Media First-line news managers

ownership
type
Impertance — Global awareness
Effect size (d)
n Mean Std Listed Unlisted Public Foreign
{x4) deviation companies companies service ownership
mandate

Listed )37 1438 |07 0.24 0.41 0.22

companies

Unlisted

companies 12 | 4.21 0.63 0.74 0.02

Pubiic

service ] 4.68 0.44 0.63
mandate

Foreign

ownership | 13 | 422 0.72
Implementation — Global awareness
Effect size {d)
n Mean Std Listed Unlisted Public Foreign
{x3) deviation companies companies service ownership
mandate

Listed =~ |38 |376 |09 0.07 0.24 0.10

companies

Unlisted 43 ' 379 1073 0.30 0.02

companies

Public

service 12 | 3.94 0.74 0.33

mandate

Foreign

ownership 13 [ 3.69 0.62

Tables 8.5 and 8.6 highlight the following results.

8.4.4.1

perspective of reporters

Importance of global awareness as a managerial competency from the

+ No practically significant difference on the importance reporters attach to this

managerial competency was found between media operating on different

ownership modeis. Reporters overall regard this an important managerial

competency (x;=4.19). As such, reporters at listed companies (n=73) regard it
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most important (x,=4.37), with those at unlisted companies (n=46) and those at
the SABC (n=30) perceiving it least important (x;=4.07 respectively). This finding
could be attributed to listed companies operating on a more giobal scale than
unlisted companies or even the SABC. As a result, reporters are aware of the

importance of global awareness with regard to their enterprises’ activities.

8.4.4.2 Implementation of global awareness as a managerial competency from the

perspective of reporters

No practical significant difference on the implementation of global awareness
exists between reporiers at different media ownership types. Irrespective of the
ownership model, reporters in general rated the implementation of this
competency worse (x2=3.45) than the imporiance they attach to it {x,=4.19).
Reporters are therefore of the opinion that first-line news managers shoutd
improve their skills on this competency, given the importance they attach to it;
Despite the above, reporters in general consider their first-line news managers
better implementers of this competency than the communication competency
(x2=3.25 see section 4.6.4.2); or the planning and administration competency
(x2=3.35 see section 5.4.4.2). However, they perceive their managers worse at
implementing global awareness than strategic action (x;=3.53 see section
6.3.4.2); or teamwork (x2=4.00 see section 7.4.4.2); and

Reporters at the SABC again perceive their first-line news managers the worst
implementers of this competency. They are of the opinion that their superiors

should especially improve in terms of their:

- Multilingual skiits (n=36; x,=3.06);
- Confidence in handling ethnic/culturat differences (n=37; x-=3.11); and
- Ability to adapt to ethnic and cuitural cues (n=37; x-=3.16).

These results indicate that reporters expect managers to be more fluent in the

languages spoken in SABC newsrooms. However, the corporation’s structure of
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regional offices complicates this situation. On the one hand, regional offices are
instrumental to broaden the corporation’s scope and serve as many communities,
cultures and languages as possible. Interviewees emphasised that this is only
possible if newsrooms employ a diverse team of employees. However, this
implies that staff might represent any of eleven official language groups in the
country. These staff members could also come from different cultural and ethnic
backgrounds. Given this situation, one could empathise with managers who face

a difficult task to properly understand and react to cultural differences.

8.4.4.3 Importance of global awareness as a managerial competency from the

perspective of first-line news managers

Overall, first-line news managers (irrespective of the ownership structure
applicabte) consider global awareness an important managerial competency
(x+=4.37). They also consider it slightly more important than reporters indicated in
section 8.4.4.1 (x,=4.19), and

As was the case with other competencies, first-line news managers at the SABC
(n=9) perceive this competency most important (x,=4.68). Given this, moderately
significant differences were calculated between themselves and colleagues at
unlisted companies (n=12; d=0.74) as well as those employed by companies with
a majority of foreign ownership (n=13; d=0.63). Managers at the SABC also
perceive global awareness more important than those at unlisted companies

(xy=4.21) and companies with majority of foreign ownership (x,=4.22).

8.4.4.4 Implementation of global awareness as a managerial competency from the

perspective of first-line news managers

First-line news managers in general indicated that they perceive their
implementation of global awareness better (x,=3.78) than reporters consider it to
be the case (x;=3.45). As was the case with other managerial competencies

discussed (e.g. communication [see section 4.6.4.4]; strategic action [see section
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6.3.4.4]; and teamwork [see seclion 7.4.4.4]) first-line news managers at the
SABC (n=12) again consider themselves the best implementers of this
competency (x,=3.94). However, they only consider themselves siightly better

than colleagues elsewhere in the industry.

As such, first-line news managers at the SABC perceive themselves best at

implementing the following management tasks related to global awareness:

- Adjusting their behaviour when interacling with different cullures (n=12,;
x7=4.25),

- Being informed about social and political changes in South Africa (n=12;
Xo=4.17};

- Being sensitive to ethnic and cultural cues (n=12; x,=4.08);

- Gaining understanding in ethnic and cultural differences (n=12; x;=4.08),
and

- Being able to adapt to ethnic and cultural cues (n=12; x;=4.08).

A positive aspect of the above findings is that first-line news managers and
reporters at the SABC more or less agree on the global awareness lasks the
former group performs well (see seclion 8.4.4.2). Reporters indicated that
managers display a lack of skills when handling difficult situations or differences
between different cultural groups. However, both groups agree that first-line news
managers interact well with people from different cuiltural backgrounds.
Interviewees also confirmed this finding by emphasising sound social

relationships between staff from different cuitures;

First-line news managers employed by companies with a majority of foreign
ownership (n=13) perceive themselves worst at implementing global awareness
(x2=3.69). This is the case despite the importance they attach to it (see section
8.4.4.3); and
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e Apart from this, no practically significant difference on the current implementation
of global awareness was calculated between first-line news managers at the

different media tities.

8.5 Summary

This chapter focused on the dimensions of global awareness as a managerial
competency. Background on the phenomenon of globalisation and the management
implications thereof for businesses in the twenty first century provided the context for the
subsequent discussion. This specifically focused on the implications for media

management in an information age.

With regard to the dimensions of global awareness as a managerial competency, the
need was highlighted for managers to have sufficient knowledge and understanding of
different cultural and ethnic groups and their customs. This aspect is mainly facilitated
by managers’ ability to speak/understand more than one language. Given the giobal
marketplace in which businesses operate, the discussion indicated how important it is
for managers to be aware of changes in both the immediate and international context.
They also need the ability to recognise the impact thereof on the different business
contexts. In doing so, they wilt be able to pro-actively position their enterprises

accordingly.

Managers' openness and understanding of the differences between cultures and
nationalities facilitates this process. These differences were discussed by using
Hofstede's framework and applying it to the South African newsroom context. It was
argued that managers' cognisance of the dimensions in Hofstede's framework might
assist them to understand differences among staff members and optimise newsroom
interaction. Apart from Hofstede's framework, guidelines were also provided according

to which managers can adjust their own behaviour during intercuttural communication.
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The latter part of the chapter focused on the empirical research resuits relevant to this
managerial competency. Findings indicated that first-line news managers are more
aware of their inability to properly implement management tasks related to global
awareness given the importance they attach to it. While reporters also seem aware of
some gaps in implementation, these were less significant given the importance they
attach to these tasks.

When comparing results on the importance and implementation of the global awareness
competency across media types, it was found that reporters at news agencies consider
this competency most important. However, they experience current implementation
thereof the second lowest of reporters throughout the industry. Results indicate that
reporters at on-line media experience their managers best at implementing global
awareness, given the importance they attach to it. As far as first-line news managers are
concerned, those at television channels indicated that they consider this competency
most important. However, they perceive themselves worst at implementing it. Their
colleagues at radio stations perceive themselves best at implementing the management

tasks related to global awareness.

When research findings were compared across different ownership types, reporiers at
listed companies indicated that they perceive global awareness most important of all
reporiers who participated in the research. They also perceive their first-line news
managers best at implementing the management tasks related to it. Reporters at the
SABC consider this competency least important, and also perceive their first-line news
managers worst at implementing it. First-line news managers' perspective, however,
differs. While those employed by the SABC perceive this competency most imporiant,
they also perceive themselves best at implementing it. Again, it became evident that
reporiers and first-line news managers at the SABC differ on the current implementation
of the global awareness competency in their newsrooms. If the corporation truly wants to
meet its public service mandate and bring information and entertainment to the whole
spectrum of local and (to a lesser exient) international audiences, this issue needs to be

addressed.
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The next chapter focuses on self-management as a managerial competency, with
specific reference to the importance and implementation of this competency in South

Africa’s mainstream media newsrooms.
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Chapter 9:

Self-management as a managerial competency

within the context of newsroom management

Self-management ... means persistence, self-knowledge, willingness to take risks,
commitment and challenge. Above all, it means willingness to go on learning,
and in particular to leam from adversity and failure.

- Kennedy (2002:31)

Only by maintaining a personal balance and staying grounded can (managers) achieve
the perspeclive required to make decisions in the interest of the company
and its long-term prosperity.
— Porter et al, (2004.72)

Even long before the advent of modern, market-driven journalism, newspaper reporting,
with its stresses, deadlines, and the constant risk of burnout, wasn't a profession
where it was easy to grow old gracefully.

- Underwood (1995:162)

9.1 Introduction

This chapter delineates the final of the six managerial competencies relevant to this
study, namely self-management. At first, it provides a framework for discussing the
dimensions of self-management within a newsroom management context. Applications
specifically focus on the extent to which dimensions of this competency could facilitate
or hamper newsrocom management in South Africa’s mainsiream media newsrooms.
Qualitative and quantitative research results on the importance and implementation of

self-management in the above-mentioned newsrooms are discussed in the second part
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of the chapter. These discussions aim to provide insight into the gaps between the
importance reporters and first-line news managers attach to this competency and the

current implementation thereof by the latter group.

9.2 Dimensions of seif-management as a managerial competency

The nature of business activity across various industries and areas of specialisation
requires managers to be well skilled in terms of the self-management competency. In a
media context it becomes even more important, given fewer resources and an
increasing workload (Rosentiel & Mitchell, 2004:86). In research among township
secondary schools, Masitsa (2005:192) found that principals need good self-
management skilis to address the challenges related to their working environment. It
was found that a lack of these skills is likely to increase frustration, stress and ultimately

burnout among principais.

When experiencing difficult personal or professional situations, individuals tend to fall
into the trap of blaming external circumstances or other individuals for their dilemmas
(Dinkmeyer, 1991:504). However, this does not address these problems. Individuals
should rather develop skills to take responsibility for and control over the situations that
cause tension, frustration and stress (see De Klerk, 1998:143). This reguires that they

hone the skills related to the self-management competency.

Self-management as a managerial competency can be defined as managers’ ability to
take responsibility for their private and professional lives (Hellriegel et al., 2005:24;
Hellriegel et al., 2004:24). Focusing this definition closer to the object of this study,
Peters (2004:33) explains that self-management in a newsroom context does not merely
relate to activities associated with day-to-day newsroom management. It specifically
also includes managers' ability to manage their careers and career paths, both with

regard to daily activities and longer term futures.
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Based on the above definitions, the next part of this chapter discusses the basic
dimensions of the self-management competency (see Hellriegel ef al., 2005:24-26;
Hellriegel et al.,, 2004:24-26). These elements are applied to management in general
(e.g. see QOosthuizen et al, 2002:31-32; Heliriegel ef al., 2001:24-26), but more

specifically atso to newsroom management.

9.2.1 Integrity and ethical conduct

In order for managers to act ethically and with integrity, they require the following traits.

9.2.1.1  Clear personal standards

Managers especially need this characteristic at times when they experience pressure to
compromise standards. They also need it in cases where situations obligate them to
violate their personal vaiues/beliefs for the sake of the enterprise or other causes. The
media environment is characterised by a “race” among media titles to be "first” to cover
a news event or to cover it from a different (often more sensational) angle. In many
instances, the ultimate aim is to meet or improve the financial bottom line (Pew
Research Centre, 2004:2; Campbeil, 2000:56). These situations challenge news
managers to sacrifice personal values. Another area in which this often occurs relates to
plagiarism in the media. This is a salient issue among local media (e.g. see Somerville,
2003:9), as well as internationally. The most predominant recent example is probably
the Jayson Blair incident at the New York Times earlier this decade (e.g. see Colford,
2003:14, 16, Jenkins, 2003:14-16; also see section 2.4.3.3).

In an attempt to address these situations, managers need the skills and responsibility to
identify instances in which their personal values are challenged and address it
timeously, Failure to do this might damage media enterprises’ credibility. More
importantly, however, it might contribute that critics question managers’ own skilis and
abilities. Unfortunately, this is not always an easy task. Media managers would often

justify a lapse in ethical conduct by arguing that they “must put into newspapers what
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people want to read and onto television what people want to see” (Accone, 2005b:23).
They also blame other factors (as outlined in section 9.2) for their actions. Truth is,
however, that the media is responsible to inform its target audience about as many news
events in the fairest and balanced manner possible. This does not allow for propaganda
or sensationalism. Unfortunately, increased competition tempts media enterprises to
downplay this responsibility. Or as Accone (2005b:24) phrases it, the news media is

easily tempted to favour “news values that place spectacle over substance”.

However, Campbell (2000:56) argues that none of the above circumstances justify
media enterprises or newsroom staff to concede ethical standards to be successful. As
such, both parties should strive to enforce high ethical standards, integrity and trust and
deliver a professional product (Mageni & Slabbert, 2005:399; Quinn, 2002:18). News
managers have an additional responsibility to play a leading role and “set the tone" for
subordinates to follow (Fink, 1996:89). This becomes especially important given
research findings that subordinales are acutely aware of their managers’ ethical lapses
(Daft, 2003:155-156). As such, news managers can, for instance, implement guidelines
related to sound ethical conduct as oullined in the King Il report on corporate
governance in South Africa (see Du Toit, 2006:411-416).

Importantly, however, is that integrity and high ethical standards can not be imposed on
newsroom staff through formalised policies or codes. It needs to be inherent to the
make-up of individual news managers and reporters and based on clear personal
standards. As such, these are generally considered characteristics of good news
managers (Peters, 1999:32). As Underwood (1995:170) argues, these characteristics
can only be nurtured if newsroom staff are “unfettered, acting on the basis of (their) own

reason, sensitivity and commitment”.

From qualitalive data obtained during both Audit 1 and this research it seems as if
media ethics is a problematic issue in South African mainstream media newsrooms.
Conclusions from Audit 1 indicated that media enterprises should pay attention to

improve reporters’ basic media ethics and media law skills. While interviewees
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highlighted a lack of insight in this area, reporters themselves acknowiedged that they
are not adequately proficient in these skills (see Steyn & De Beer, 2002:62).

Current research results indicate that media enterprises still do not pay enough attention
to address this issue. Both quantitative and qualitative data supported this argument
(see section 9.3.1.1 for quantitative resuits). From a qualitative point of view, some
interviewees acknowledged that a code of ethics exists, while others admitted that their
newsrooms fail to implement these codes. Others, fortunately, emphasised the

important role ethics play in their newsroom activities (see section 9.3.1.3).

Ethical conduct and clear personal values do not only apply when newsroom teams
produce and distribute a news product. It also applies to business/workplace ethics and
managers should clearly communicate principles to employees. This relates to issues
surrounding sexual harassment, a hostile work environment, and conflict of interest
(Potter, 2004.64; Zieman, 2003). Given the finding from Audit 1 that reporters in South
African mainstream media newsrooms lack sufficient life skills training {see Steyn & De
Beer, 2002:52, 62), news managers should also address this aspect of the self-
management competency.

9.2.1.2 Admit to mistakes made

No person is perfect, and it is inevitable that people (in their personal and professional
capacities) make mistakes. For managers to stay credible and generate esteem in the
eyes of their subordinates (and their external audiences), they must admit to mistakes.
This does not only relate to managers on lower organisational levels, but specifically
also to those on higher management levels — even CEQO's. As such, managers should
be open towards subordinates if they struggle with personal and professional fears and
limitations. This will make it easier for themselves and subordinates to accept that they
are not perfect, and that they sometimes err (Porter et al., 2004:71). If managers
succeed in this area of their professional lives, they will most probably enforce ethical

conduct among subordinates. They will also encourage them to react similarly in
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situations where they are at fault. From an external communication point of view this
inclination will indicate to media audiences that media enterprises are serious about

providing them with a truthful message (Pew Research Centre, 2004:6).

9.2.1.3 Take responsibility for individual actions by being honourable, steadfast and

seif-assured

According to management expert Warren Bennis (Kennedy, 2002:29), managers can
only display true leadership characteristics if they take responsibility for their own
actions (i.e. manage themselves). In a study among 90 successful public figures in the
US conducted during the mid-1980s, Bennis found that this ability is one of the four key
talents his respondents shared. From a newsroom management perspective, this ability
will enable managers to be more self-confident. This, in turn, will reduce frustration and

prevent aggressive reaction in difficult situations (Geister, 2004:4; Rankin, 1986:35).

Over and above this, self-assured managers could facilitate a more participative working
environment and increase the level of professional output. As such Visser et al.
(1997:43) found that managers with more positive self-attitudes feel less threatened by
their subordinates. As a result, they are more willing to request input and feedback from
them (also see Stroh, 2001:72). A newsroom study by Peters (1899:31) also highlighted

self-assurance as a characteristic displayed by the best news managers.

9.2.2 Personal drive and resifience

In order for managers 1o successfully achieve this dimension of the self-management

competency, it is important that they achieve the following.
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9.2.2.1 Seek responsibility, are innovative, ambitious and motivaled to achieve

personal and organisational goals

As such, Ford (1996:5) states that modern-day business and management
environments do not have room for managers who lack the desire to achieve their best
potential. Bennis' research (Kennedy, 2002:29) echoes this sentiment, indicating that
leadership requires managers to provide staff members with direction and a sense of
purpose. They aiso need to take risks and be innovative. Unfortunately, as Ford
(1996:6) indicales, research over two decades has shown that managers’ inability to
take responsibility for personal and professional shortcomings often hampers

management efficiency.

Managers are not the only staff members who need these skills. It also applies to
subordinates. They can not expect managers to be motivated and provide them with
good mentoring, training and management if they lack personal drive and motivation
themselves (see Zieman, 2003). Unfortunately, editors and news editors are
increasingly challenged to address this dilemma when working with unmotivated

employees.

As such, many editors and news editors interviewed for Audit 1 highlighted this dilemma
{e.g. see Geldenhuys, 2002; Van Wyk, 2002; Sibanda, 2002). Interviewees attributed
this difficulty to uncertainty about the potential role media staff can play in a developing
society. In addition, they contemplated the possibility that a younger generation of
employees has a more fatalistic approach towards work than their predecessors {see
Geldenhuys, 2002; Sibanda, 2002; Russel, 2002).

9.2.22 Work diligently
Achieving the above dimension of the self-management competency requires managers

and staff to work diligently. As Fink (1996:89) states, “there is no substitute for

disciplined, effectively organised hard work”. While hard work enables managers 1o be
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more effective (resulting in less work-related frustration and stress), it also sets the
example for subordinates to follow. In a newsroom study in the US (Peters, 1999:31)
respondents described the best managers as those with the ability to work hard.
Respondents on different newsroom levels (subordinates, middle managers and top
editors) who participated in Peters’ (1999:35) study agreed that laziness is a common

characteristic among poor managers.

Having said this, balance remains an important prerequisite. Constantly increasing
workloads can also render staff ineffective. As such, top editors who participated in
Peters’ (1999:26) study believed that news managers on lower organisational levels
were ineffective because they have too much work and too many professional
responsibilities. As a result, they are unable to perform even their basic responsibilities.
Given the trend that many news managers become “hybrid editors” (Beam, 2004:7) it
becomes even easier to fall into this trap. As Underwood (1995:29) states, “fifteen years
ago, editors were editors. Today they are editor-managers’ editing newspapers, while
simultaneously being involved with the business management side thereof. As a result,
they are expected to uphold both professional journalism standards and manage the
media enterprise on a profitable basis. Undoubtedly, these additional responsibilities
lead to additional stress.

Almost across the board and throughout the media industry interviewees who
participated in this research study indicated that their newsroom staff are generally hard
working. While some acknowledged that a number of staff members work too hard,
others described isolated instances of individuals not pulling their weight, They also
highlighted the negative impact of this situation, as colleagues are often required to
perform additional tasks. In an attempt to prevent newsroom staff from working too hard
for long periods of time, some interviewees stated that they would interfere and obligate
staff to take time off to regain their focus and energy (also see section 9.3.1.12).

To a certain extent this contradicts qualitative data interviewees provided during Audit 1.
During these interviews, a number of respondents highlighted that (especially junior)
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reporters are sometimes perceived as lazy, with a “different” work and professional
attitude. In their defence, younger interviewees emphasised that young employees are
not lazy. They are rather less clamped down by political and emotional baggage (see
Steyn & De Beer, 2002:45, 53).

Despite the importance of working hard to obtain professional success, Ford (1996.5)
warns that it does not guarantee management success. Nevertheless, many managers
(also news managers) are promoted to management fevel because of their ability to
work hard. If this is the case, managers’ lack of management skilis is often ignored,
while managers themselves are ignorant about their inabilities in this regard (Peters,
2004:26).

8.2.2.3 Persevere when facing obstacles and have the ability to recover after failure

Finally, managers need to persevere when facing obstacles and have the ability to
recover after failure. Again, Bennis' research findings among US public figures indicate
that these people “simply don't think about failure, don't even use the word”. However,
as indicated in section 9.2.1.2, failure is synonym to human nature. As a result,

managers need the ability to accept failure and learn from it.

9.2.3 Balanced professional and personal life

Managers are still human with all the complexities associated with any human being. A
reasonable batance shouid thus be struck between work and private activities for mental
and physical well-being. However, this is not an easy task, especially because it is
difficult to completely separate these two aspects. As Arumugam (2001:25) states, a thin
line exists between managers' personal and professional psyche. As a result, managers’
personal lives impact on their professional performance, and vice versa. This
necessitates balance between these two spheres of life. For managers to be successful
in this area of the self-management competency, they should address the following

issues,
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9.2.3.1 Balance work and other responsibilities in a way that neither is neglected

In the words of Redmond (2006:136), “One of the most difficult things for any leader or
manager to achieve is life balance. ... it is not uncommon for a person to be swept up by
a career and see it as an end in itself". Many cultures value work ethic and performance
driven employees. However, people's personal lives are equally challenging (especially
given the increase in issues such as substance abuse and divorce) (see Mageni &
Slabbert, 2005:393; De Kierk, 1998:146). According to Drucker (1993:156) the latter is
an important characteristic that distinguishes modern-day marriages from that of a
century or more ago. Whereas in the past marriages were mostly ended through death,
modern-day marriages are moslly dissolved through divorce. The challenge therefore

remains for managers to lead balanced professional and private lives.

Being aware of the factors that trigger stress (inside and outside the workplace) can

assist managers in the above. These include (Cole, 2004.:383-384):

¢ External issues (e.g. a downslide in economic activily, political uncertainty);

» Organisational issues {e.g. managemenl cullure, prospects [or the lack thereof]
for career development);

» Work issues (conflict at the office, pressure lo perform better),

» Relalicnships at work (with customers, colleagues, supervisors);

¢ Domestic issues (e.g. social life, ar the lack thereof, marital problems); or

¢ Personality issues (e.g. perceplions aboul work, a person’s ability to adapt to

change, motivation).

Stress created by any of these factors influences individuals' private and professional
lives. In order to perform optimally, staff need to resolve this stress. Redmond
(2006:136-137) subseqguently suggests that managers ought lo divide their day into 3
equal parts of 8 hours each. As a result, they would spend 8 hours working, 8 hours

resting or relaxing and 8 hours sleeping. Slress caused by an imbalance between work,
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relaxation and sleep might cause managers to suffer from depression, alcohol or drug
abuse, or see their marriages and other personal relationships fail. People who reach
this point are also more likely to suffer from burnout, ruining their professional and

private lives.

The above issues present specific dangers for black and female employees in a post-
apartheid South African media environment. Despite affirmative action and employment
equity initiatives, reality is that only a small pool of qualified and experienced (black and
female) employees is available to be “writers, speakers, thinkers, leaders (and news
managers) in a multitude of spaces” (Boezak & Ranchod, 2003:1). As a result, a handfu!
of people is expected to perform an increasing number of tasks. This often leaves them
over-extended, lacking time, and ultimately balance in their lives. Research findings that
female newsroom employees are more likely to experience job burnout due to work
related stress and work dissatisfaction (Chang, 2004:4) necessitate that South African

media enterprises address this situation.

Adding to this dilemma is that the above-mentioned group of spokespeople are
increasingly younger and more inexperienced. Interviewees who participated in Audit 1
confirmed this trend. As such, they stated that in some newsrooms the "staff component
almost solely consisted of female employees, often under 30 years of age and in
management positions” (Steyn & De Beer, 2002:24). These employees are often also
“thrown into the deep end” and expected to work on major news events without the
necessary skills and experience. Adding to this dilemma is that staff shortages prevent
media enterprises from having adequate support systems to assist junior staff and

relieve some of the pressure they face.

While the above discussion highlighted some of the professional challenges South
African newsroom staff face, their personal and/or family lives are often equally
challenging. A recent international study among 69 newspaper managers (Montgomery
et al., 2003:195-211) found that respondents increasingly experience conflict between

work and family responsibilities. It concluded that those with well-established work and
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home resources are less likely to suffer from disengagement and work burnout than
those without it. In a South African context newsrocom staff from African culiures are

often required to take care of and resolve matiers related to an extended family.

The above underscores the importance of establishing and nurturing ways in which
managers’ physical and mental health can be taken care of. These are subsequently

discussed.

9.2.3.1.1 Taking care of oneself

Farr (2005:48) states that the extent to which companies support staff in coping with
stressful situations is indicative of a wider vision — for the companies and the countries
in which they operate. However, despite the assistance employers provide, individuals
should take primary responsibility for their mental and physical well-being themselves.
Inability to do so might leave them emotionally imbalanced, resuiting in additional stress
due to strained personal and professional relationships (see Masitsa, 2005:181; Peters,
2004:10; Cronje & Neuland, 2003:24; Romano, 2002:14).

Managers can take better care of themselves by:

¢ Determining how family structures influence their work satisfaction and
professional performance (Kim, 2002:237). While supportive family structures can
support and improve professional performance, a lack thereof can have the
opposite effect. If managers experience the latter to be the case, they should
address the situation. One interviewee who participated in this research
described his realisation that his work takes up too much of his family time.
Moreover, work-related stress negatively influenced his family life. As a result, he
scaled down on his work activities, and made deliberate efforts to separate work
and family time/responsibilities. Similarly, single parents or unmarried employees
might fack support from family structures. If this is the case, they need to

establish such a support system in the form of colleagues, extended family
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members, friends or peers (Davis & Dunlap, 2000:65). Some interviewees for this
research described how this already happens among (especially) younger
reporters in South African newsrooms;

Receiving counselling to address personal and professional difficuities,
Counselling programs can assist employees to discover deeper issues effecting
their efficacy and self-esteem (Arumugam, 2001:25). The South African business
environment (including the media) is characterised by unceriainty in terms of job
security and potential for promotion (see section 8.3.2.1.1) for many employees
(see Mageni & Slabbert, 2005:395). For many years the media has also been
characterised by conditions in which (especially reporters) were exposed to
conflict situations, unsafe working conditions and subsequent trauma. While
these conditions undoubtedly affect reporters’ professional lives, it also impact on
the lives of news managers. In managing the trauma experienced by reporters,
managers can potentially also be traumatised. In order to address this,
counselling services are probably more of a necessity than a luxury in media
enterprises. These services can also prove valuable to address personal and
other professional concems, such as increased work pressure, newsroom conflict
or inexperience. Nevertheless, very few interviewees who participated in this
research mentioned that counselling services are available to staff;

Rekindling relationships with friends and family. Through their New CEO
Workshops, members of the Harvard Business School established that changed
relationships with family and friends are one of the most significant changes
newly appointed CEOs experience (Porter et al., 2004:71). The same probably
goes for managers on different organisational levels. Given this, managers
should actively work to rekindie relationships. Apar from providing managers with
much needed suppont, friends and family can also play a meaningful role to
connect managers with a world outside of their business responsibilities.
However, this is not always easy, given time constraints and other professional
responsibilities; and

Participating in regular social activities. Regular exercise can for instance, be a

way in which managers can take mental and physical care of themselves. Other
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aclivities, such as family vacations or hobbies, can also provide managers with
constructive outlets to relieve work-related tension (see De Klerk, 1998:149).
Upon retirement, professionals often complain that work responsibilities have
consumed their time to such an extent that they were unable to undertake
relaxing social activities. Keeping up such activities while being professionally
employed will assist managers to adjust easier to the changes related to
retirement (see Porter et al., 2004.71).

While the above guidelines may help managers to live more balanced personal and
professional lives, it can also provide them with a clearer perspective on their personal
and professional goals. This could increase their professional and personal satisfaction,
leaving them feeling more motivated, less stressed and more productive (Kim,
2002:232).

9.2.4 Self-awareness and development

Managers can only reach their personal and professional goals if they have a clear
understanding of their abilities and shortcomings. They can achieve this by taking the
following into account.

9.2.4.1 Being cognisant of their strengths and weaknesses and ways through which

these can be utilised or improved

As Davis and Dunlap (2000:64) state, news managers are often promoted to
management positions without proper preparation of what awaits them. In many cases,
this aspect does not emerge until they encounter serious difficuity. Until then, many
managers struggle to keep up with professional demands, resuiting in increased stress
and feelings of incompetence. This situation implies that managers are ignorant about
their strengths and weaknesses and how these could affect their performance. In order

to implement the seif-management competency properly, news managers shouid thus
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establish ways to identify strengths and weaknesses. The following can assist them in

this process.

9.2.4.1.1 Finding a mentorimentors

News managers should find a mentor with the skills, ability, experience and inclination to
guide them in discovering strengths and weaknesses. Respondents who participated in
Peters’ (1999:47) newsroom study supported this need. News managers confirmed that
mentors play an imporiant role in improving their skills — I think two hours of coaching
from my boss would be better than 10 hours with these experts they bring in" (Peters,
1999:48; also see Brooks, 2005:42). However, Davis and Duniap (2000:65-66)
emphasise that media enterprises should not introduce mentoring systems in a top-
down fashion. Instead, news managers should take the responsibility themselves to find
mentors who can assist them in personal development. Whereas inexperienced
managers could easily experience the former system as patronising or interfering,

mentors could be truly valuable to them.

Interviewees who participated in Audit 1 as well as the current research confirmed the
danger related to introducing a (perceived) top-down mentoring system. They described
that (especially younger) personnel are often critical of older colleagues scrutinising their
work, even though the intension is to assist them in developing strengths and
weaknesses (Steyn & De Beer, 2002:38, 44, 47).

Apart from the above, a lack of time and work overload also challenge the successful
implementation of mentoring systems in South African media newsrooms {Steyn & De
Beer, 2002:30). In addition, news managers’ own inexperience hampers the success of
these initiatives (Steyn et a/., 2005a:35).
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9.2.4.1.2 Getting input from peers and subordinates

News managers constantly find themselves in the presence of fellow employees. As a
result, input from peers and subordinates is probably one of the easiest ways to obtain
feedback on strengths and weaknesses. Moreover, by inviting input from a variety of
newsroom staff, managers will get a 360 degree view on where they do well or where
they can improve (Simmons, 1990:57). Important, however, is that managers are
receptive to the input they receive. While they should judge comments for faimess and
accuracy, they should not dismiss negative input outright on the basis that it is unfair or
inaccurate. They should also be aware that feedback indicates the way in which
colleagues experience them. As such, those colleagues with a negative attitude towards
managers are likely to also provide negative feedback. Still, managers should see

feedback as a way in which they can identify and address strengths and weaknesses.

Many factors may hamper effective input and feedback from peers in a South African
newsroom context. Among these are a lack of time and experience, as well as a lack of
commitment. Results from Audit 1 identified a lack of commitment from reporters to stay
with their stories throughout the different news processes, including receiving input from
peers as one of the major shortcomings in South African newsrooms. The increased use
of technology to facilitate this process reduces interpersonal interaction and feedback
even more (see Steyn & De Beer, 2002:48).

9.2.4.2 Learning from work and life experience and be willing to adjust learning in light

of changed situations

Quinn (2002:21) underscores the important role learning plays in an information society.
As such, he argues that managers shouid benefit from *life-long learning combined with
learning from experience”. They shouid therefore initiate personal development
programmes that can improve their personal and professional performance (Arumugam,
2001:25). However, it is not enough that managers are willing to learn. Organisational
environments that facilitates learning should support this willingness (Quinn, 2002:31).
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Unfortunately, many media enterprises traditionally considered the cost of training more
important than the benefits associated with improved skills. In this process, they ignored
the advantages properly trained personnel can present to overall company performance
and progress. As such, Thompson (2001:12) states that the biggest barrier to proper
newsroom training is probably budgetary constraints. Fortunately, this perspective
seems to be changing. To quote a news manager at The Wichita Eagle in the US: “Train
and train again. Any cost involved will be minimal compared to the price you'll pay for
insufficient training” (Graham, 2001:27).

Research for this study and Audit 1 identified that interviewees at different media
enterprises have different views on this issue. During Audit 1 interviewees described a
number of mechanisms their media enterprises have introduced across organisational
levels to facilitate skills improvement. While these included external training and
development programmes (for instance through the Institute for the Advancement of
Journatism [IAJ] in Johannesburg, as well as through various tertiary training
institutions), some internal initiatives were also described. As such, interviewees at
Media24, for instance, explained how the company uses intranet technology to provide

staff with additional, internal training (see Els, 2002; also see sections 2.6; 4.2.1).

However, a number of factors negatively affect the potential contribution these efforts
make towards training and development. On the one hand, smaller newsroom staffs,
increased competition and deadlines, as well as juniorisation make it increasingly
difficult for media enterprises to send staff on external training programmes. This is
especially the case among media titles located further away from metropolitan areas
(such as Johannesburg or Cape Town) where the majority of training courses are
presented. In an attempt to address this situation, media enterprises have entered into
agreements with training providers to present regional courses over a shorter period.
Through these agreements, staff benefit from attending training courses closer to home,

while media enterprises need not lose staff for long periods of time,
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Unfortunately, despite ail these efforts, interviewees highlighted an overall lack of
interest among staff to utilise training opportunities and improve their skills (see Ley,
2002). This relates to both external and internal training opportunities. While this
tendency hampers self-development, it also hampers the extent to which media

enterprises can improve professional output.

However, as section 10.4.4.2 indicates, formal training is not necessarily and in all cases
the answer to improve management skills and professional performance among
newsroom staff. A number of interviewees for this research supported this view. As
such, they indicated that formal business fraining does not necessarily equip news
managers with the knowledge and experience to perform optimaily. The ongoing lack of
common ground between media professionals and media trainers/educators
exacerbates this dilemma. This is not only the case in South Africa, but also
internationally. As Lepre and Bleske (2005:191) point out, a iong-ranging debate exists
with regard to which aspects of professional or conceptual media training should receive
the most attention in training curricula. South African interviewees emphasised that a
combination of experience, talent, inclination, coaching, mentoring and ongoing training
probably provides a more workable solution to this problem. Probably most important,
however, is staff's willingness to imprave their skills, learn from work and life experience

and unlearn obsolete skills given changed circumstances.

The previous four sections of this chapter provided a theoretical context on the
dimensions of self-management as a managerial competency. The next part thereof
focuses on research resuits, specificaily pertaining to the importance and
implementation of this managerial competency in South Africa’s mainstream media

newsrooms.
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Results — the importance and implementation of self-management as a

managerial competency

Tables 9.1 and 9.2 display guantitative results on the following issues:

The difference between the importance first-line news managers attach to each of
the items related to self-management as a managerial competency and the
extent to which they perceive themselves implementing these tasks. This is
compared with the difference between the importance reporters attach to each
management task and their experience of first-ine news managers'
implementation thereof; and

The difference between the implementation of these management tasks from the

perspective of reporters and first-line news managers.

The aggregate effect size of self-management as a managerial competency (without

dividing it into individual management tasks or on the basis of media types or media

ownership types) shows that:

First-ine news managers are highly aware of the difference between the
importance they attach to self-management as a managerial competency and
their current implementation thereof. As a resuit, a practically significant effect
size (d=0.82) was calculated; and

Reporters also seem aware of this difference, although to a smaller extent than
first-line news managers. As such, a moderately significant effect size (d=0.66)
was calcutated between the importance they attach to this competency and their

experience of first-line news managers’ implementation thereof.

This implies that first-line news managers perceive their ability to implement self-

management worse than reporters experience it. First-line news managers’ inability

to properly impiement the management tasks related to self-management, could

negatively affect both subordinates and managers themselves. White reporters could



Chapter 9: Self-management as a managerial competency 357

become demotivated, managers could experience feelings of failure. This situation
could subsequently affect both groups’ private lives negatively. The opposite could
also be the case. If first-line news managers lead unfulfilled personal lives, feelings
of discontent could spill over into their professional lives, with negative

consequences.

9.3.1 The importance of management tasks related to self-management as a

managerial competency compared to the implementation thereof

Table 9.1 outlines the following with regard to each management task related to self-

management as a managerial competency.

9.3.1.1 Conduct based on clearly defined personal values

First-line news managers {n=70) perceive a moderately significant difference (d=0.51)
between the importance of basing their conduct on clearty defined personal values and
their ability to achieve it. Reporters (n=162) share this sentiment. As a resuit, a
moderately significant effect size (d=0.47) was also calculated between the importance
they attach to this management task and their experience of first-line news managers’
ability to accomplish it. Both groups of respondents thus acknowledge that professional
situations arise in which managers are obliged to sacrifice their personal values. If
reporters are aware of their managers’ inability to uphold personal values in difficult

situations, it might indicate that this has become common newsroom practice.
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Table 9.1: Comparing the importance and implementation of self-management as a managerial competency

between first-line news managers and reporters

Self-management as a managerial competency

First-line news managers Reporters
Management task n Mean Std Effect n Mean Std Effect
X, - %, deviation size X X, deviation size
{d) (d)
13.6.1 Conduct based on clear personal values 70 | 0.37 0.73 0.51 162 0.59 1.24 0.47
13.6.2 Accommodating different personal values 70 | 0.50 0.85 0.59 163 | 0.96 1.37 0.70
13.6.3 Upholding the news enterprise’s ethical code 70 | 0.26 0.70 0.37 168 0.67 1.24 0.54
13.6.4 Admitting to personal mistakes 71 1038 0.93 0.41 164 1.02 1.51 0.67
13.6.5 Working diligently 71 10.20 0.77 0.26 170 | 0.69 1.22 0.57
13.6.6 Being conscious of a healthy lifestyle 69 | 048 1.1 0.43 154 0.35 1.55 0.23
13.6.7 Being able to lead a healthy lifestyle 70 | 0.80 1.33 0.60 154 0.30 1.49 0.20
13.6.8 Taking responsibility 69 | 0.26 0.68 0.38 168 | 0.85 1.30 0.65
13.6.9 Being ambitious/maotivated to achieve set objectives 71 | 0.59 1.05 0.56 168 0.63 1.31 0.48
13.6.10 Persevering under conditions of failure and stress 70 | 0.46 0.85 0.54 168 0.69 1.26 0.54
13.6.11 Coping with secondary frauma 61 | 0.44 0.8% 0.50 156 0.81 1.38 0.59
13.6.12 Balancing private life and work responsibilities 69 | 0.99 1.30 0.76 161 0.75 1.43 0.52
13.6.13 Taking reporters’ physical state into account 62 |0.44 0.88 0.50 161 0.68 1.47 0.46
13.6.14 Taking reporters’ mental state into account 61 [ 049 0.92 0.53 160 [ 0.95 1.52 0.63
13.6.15 Being able to clearly define personal and professional goals 69 | 062 1.06 0.59 162 0.70 1.36 0.51
13.6.16 Maximising individual strengths 71 1052 0.79 066 167 | 0.91 1.35 0.68
13.6.17 Addressing individual weaknesses 71 10.80 1.05 0.76 165 1.02 1.41 0.72
13.6.18 Being able to learn from mistakes and past experience 71 | 044 | 0.81 0.54 168 | 1.02 143 072
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This poses an important dilemma to both groups of respondents. On the one hand, first-
line news managers might feel unabie to stand up to superiors (or owners) if they are
expected to ignore unethical or inaccurate activities aimed to promote circulation or
increase profit margins. On the other hand, this tendency might alsc entice reporters to
sacrifice personal values in difficult professicnal situations. Both these attitudes could
harm the professional standard and credibility of journalism in the country. Extending
this argument to newsroom staff's personal lives, such an attitude could also see them

sacrificing personal values in difficult personal situations.

8.3.1.2 Accommodating different personal values

Linked to the above, first-line news managers (n=70) aiso indicated a moderately
significant difference (d=0.59) between the importance they attach to accommodating
differing personal values and their current ability to do so. Reporters (n=163) are also
aware of this flaw. Consequently, they perceive a bigger difference (d=0.70) between
the importance of this management task and first-line news managers' ability to

implement it

Managers’' inability in this regard could be detrimental to newsroom refationships and
effective newsroom communication. The finding that reporters are significantly aware of
this situation might reflect managers' lack of concern for subordinates’ personal values.
If this is the case, reporters could get the impression that managers do not value their
views and that they are merely workers who are expected to complete the tasks

managers delegate to them,

With regard to this management task, quantitative results contradict qualitative data. The
majority of interviewees stated that they could not recall a recent incident in which staff's
personal values clashed with professional expectations. They also emphasised that,
should such a situation occur, newsroom management would generally be
accommodating towards reporters’ values. Other interviewees, however, disagreed.

Their opinion was that newsroom managers would expect reporters to compromise
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personal values should these clash with professional requirements. They justified this by
stating that reporters’ professional responsibilities are more important than their
personal values. Some interviewees were of the opinion that a ctash belween personal

values and professional responsibilities is integral to the journalism profession.

9.3.1.3 Upholding the news enterprise’'s code of ethics

First-line news managers (n=70) apparently do not experience much difference between
the importance of upholding news enterprises’ code of ethics and their ability to do so.
As a result, they indicated practically insignificant effect size on this issue (d=0.37).
Reporters (n=168), on the other hand, differ. Given the importance they attach to this
issue, they experience a moderately significant difference (d=0.54) on first-line news
managers’ current implementation thereof. This might again increase newsroom conflict
and stress. Reporters might easily get the impression that managers expect them to
uphoid ethical codes, while managers themselves fail to do so. In an attempt to prevent
this, superiors should keep a watchful eye on first-line news managers' ethical conduct

(or lack thereof).

However, qualitative data indicates that some managers on higher organisational levels
are equally ignorant about media enterprises’ code of ethics and the extent to which

newsroom staff uphold this (see seclion 4.5.7).

Fortunately, this does not seem to be the case throughout the industry. Other
interviewees emphasised the importance that newsroom staff do not sacrifice ethics in
order to getl a better story. Their main motivation was that this could see audiences
losing trust in the newsroom and the credibility of their news products (see section
4.5.7).
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9.3.1.4 Admilting to personal mistakes

Reporters (n=164) also perceive first-line news managers poor at admitting to personal
mistakes, given the importance they attach to it. As a result, a moderately significant
effect size (d=0.67) was calculated on this issue. First-line news managers (n=71),
however, seem ignorant of their inability in this regard. Given the importance they attach
to this management task, they indicated practically insignificant effect size (d=0.41} on

their current implementation thereof.

This situation might again affect newsroom morale and relationships negatively. If
reporters experience (and managers acknowledge} that it is not important to admit when
you err, they might decide to follow superiors’ example. In this process, professional
relationships will suffer, as reporters will lose respect for first-line news managers.
Subsequently, they might become reluctant that first-line news managers mentor them
on other personal or professional issues. In all, none of these situations can benefil
participative and open management styles said to be the preferred management

approach in South African newsrooms (see section 1.3.1}.

9.3.1.5 Working diligently

Reporters (n=170) also perceive their first-line news managers as being lazy and
irresponsible (see section 9.3.1.8). Given the importance they atlach to managers
working hard, they indicated a moderate significant difference (d=0.57) on their ability to
do so. First-line news managers (n=71) again seem ignorant of this issue. Given the
importance they atlach to this management task, they indicated a practically insignificant

effect size (d=0.26) on their current implementation thereof.

Reporters’ experience also differs from that of interviewees. Section 9.2.2.2 outlined that
interviewees across the industry regard their newsroom staff as hard working. First-line
news managers (like reporters) are responsible to work hard and contribute towards

newsroom output. In fact, their leadership positions increase this responsibility. If this
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discrepancy is not clarified, reporters might experience that they are required to work
harder, while they consider their first-line news managers to be lazy. This could increase
negativity among reporters.

9.3.1.6  Being conscious of a healthy lifestyle

Neither group of respondents perceive a practically significant difference belween the
importance they attach to first-line news managers being conscious of leading a healthy
lifestyle and the extent to which they succeed in doing so. As such, first-line news
managers (n=69) seem more aware of the gap between the importance they attach 1o it
and their ability to implement this management task. They highlighted a bigger effect
size (d=0.43) on this issue than reporters (n=154; d=0.23).

9.3.1.7 Being able to lead a healthy lifestyle

Results on managers’ ability to lead a healthy lifestyle reinforce their perspective that
they work very hard. As such, first-line news managers (n=70) highlighted a moderately
significant difference (d=0.60) between the importance they attach to this management
task and their ability to implement it. In line with the above resulls reporters (n=154) do
not perceive this 1o be a problem among first-line news managers, given the importance
they attach to it. Subsequently, they highlighted a praclically insignificant effect size
(d=0.20).

When interviewees were asked about newsroom staff's lifestyles, some (jokingly)
remarked that newsroom staff are much healthier now than they were some decades
ago. One interviewee stated that newsroom staff do not drink, smoke or socialise as
much as they used to in the past. Others, however, emphasised that their staff are under
enormous stress and that many do not lead a heaithy lifestyle. In some cases, siaff

members’ personal problems also have a negative impact on their professional lives.
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9.3.1.8 Taking responsibility

Given the importance they attach to this management task, reporters (n=168)
experience a moderately significant difference {d=0.65) in terms of first-line news
managers’ current implementation thereof. As was the case in section 9.3.1.5, first-line
news managers (n=69) again differ. Given the importance they attach to this
management task, they perceive themselves to implement it well. As a result, a

practically insignificant effect size (d=0.38) was calculated.

8.3.1.9 Being ambitionsimotivated to achieve set objectives

Both first-line news managers (n=71) and reporters (n=168) identified a lack of
ambition/motivation among the former group 1o achieve set objectives, given the
importance they attach to it. As a result, moderately significant effect sizes were
calculated for both groups. However, first-line news managers seem more aware of their
inability in this regard, as a bigger effect size was calculaled (d=0.56) than for reporters
(d=0.48). If media enterprises do not address this situation satisfactorily, reporters could
become equally demotivated to achieve set objectives. This will negatively affect

newsroom performance and output.

9.3.1.10 Persevering under conditions of failure and stress

The two groups of respondents seem equally aware of first-line news managers’ inability
to persevere under conditions of failure and stress, given the importance they attach to
it. As such, the same effect size (d=0.54) was calculated for first-line news managers
(n=70) and reporters (n=168). This result can be linked to resuits in section 9.3.1.1 that
first-line news managers find it difficult to uphold personal values in difficult work
situations. Over and above this, it can also be linked to their perception that they work

hard and that they can subsequently not lead a healthy lifestyle.
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These results indicate that first-line news managers in South Africa’s mainstream media
perceive themselves 1o operate under relatively high levels of professional strain,
resulting in high stress levels. Findings that firsi-line news managers are already
demotivaled and negative about their working conditions increase the risk that this could
affect newsroom activity negatively (see Steyn et af., 2005a:44). A lack of molivation
among first-line news managers could easily influence reporters to alsc become more
negative. If this is the case, media enterprises might struggle to meet organisational
goals and objectives.

9.3.1.11 Coping with secondary trauma

Section 9.2.3.1.1 referred to unsafe conditions and conflict situations in which South
African reporters often have to perform their jobs. When reporters return to the office
after covering such news events, first-line news managers need to address secondary
trauma (experienced through the eyes of reporters). This places an additional burden on

them to resolve stressful situations and maintain a positive newsroom atmosphere.

When asked o rate this management task, both reporters {(n=156) and first-line news
managers (n=61) indicated a moderately significant difference between the importance
they attach to it and the latter group’s implementation thereof. Again, reporters seem
more aware of managers’ inability in this area, as they highlighted a larger effect size
(d=0.59) than first-tine news managers (d=0.50). If this result is linked to findings
discussed in section 9.3.1.2, it again describes reporters’ perception that first-line news
managers are less concerned with them as people. As a result, they fail to adeqguately
deal with reporters’ trauma and stress. It might also by the case that first-line news
managers would like to address these issues, but that they are ill-equipped or lack the

time to do so.

Only in a very few instances did interviewees indicale that their media enterprises have
structures and/or programmes in place through which staff are assisted to cope with

work related stress or trauma. Given the conditions under which reporters and other
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newsroom staff sometimes operate, more should probably be done to put such

mechanisms in place.

9.3.1.12 Balancing private life and work responsibilities

In line with earlier findings that first-line news managers (n=69) operate under serious
work pressure, they again indicated a bigger difference between the importance they
atlach to this management task and their ability to implement it. Again, reporters (n=161)
seem less aware of this gap. This is based on the finding that first-line news managers
indicated a practically significant effect size (d=0.76) on this issue, while reporters only
highlighted a moderately significant effect size (d=0.52). If this is a true reflection of
newsroom conditions, media enierprises should address first-line news managers'
working conditions in order to prevent burnout. Resuits from this study indicate that first-
line news managers probably experience too much siress and have more responsibility
than is healthy for them.

When asked to rate the balance between staff members’ personal and professional
lives, interviewees had different opinions. Some considered their employees too relaxed
about their work and too focused on their private lives. This group of employees is said
to use private issues as excuses for not being able o perform properly (e.g. female
employees having to fetch children from school or having to attend to ill children with
subsequent absenteeism from work). Other interviewees stated that the majority of their
employees are workaholics and that they often have to obligate them to take time off
from work. This group of interviewees was also of the opinion that employees’
professional lives often become their private lives. This was especially the case among
younger staff members who do nol have a family and might not be familiar with
conditions in a specific city. In order to prevent loneliness, they stay at the office for

longer.
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8.3.1.13 Taking reporters’ physical state into account

Reporters (n=161) and first-line news managers (n=62) both indicated a moderately
significant difference between the importance of taking reporters’ physical state into
account and first-line news managers’ ability to do so. Unlike previous results, first-line
news managers seem slightly more aware of their inability in this regard. As such, a
bigger efiect size (d=0.50) was calculated for first-line news managers than for reporters
{d=0.46).

9.3.1.14 Taking reporters’ mental state into account

In contrast, reporters (n=160) experience a bigger difference between the importance of
this management task and first-line news managers’ ability to consider their mental
state. While moderately significant effect sizes were calculated for both first-line news
managers (n=61; d=0.53) and reporters (d=0.63), the former seem more satisfied with
their current performance, given the importance they avail to this management task.
Reporters’ dissatisfaction with this issue might relate to their perception that managers
are unaware of their level of motivation, job satisfaction and incompetence to perform as
employers expect them to. Moreover, they might experience that managers expect them

to perform well, despite possible physical or mental constraints.

Given the relative ease with which employees seem to exchange negative working
conditions for greener pastures (see Steyn & De Beer, 2002:54; Grimm, 2000:35) media
enterprises should address this situation. Moreover, given the high level of self-interest
among a younger generation of staff, reporters who do not feel valued could seek
alternative employment opportunities. Such a move would benefit them in the sense that
they might enjoy increased job satisfaction and a better quality of life. However, it would
negatively affect media enterprises, as the gap left by reporters leaving newsrooms puts
additional pressure on remaining staff. From a financial point of view, media enterprises

also need to spend additional resources to replace staff.
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9.3.1.15 Being able to clearly define personal and professional goals

Section 7.3.1.1 outlined the importance of clearly defined individuai and group objectives
when staff operate in teams. However, sections 7.4.1.9 and 7.4.1.10 indicated that
South African newsroom staff are not always clear on individual or group objectives in a
teamwork context. As a result, they struggle to perform as news managers expect of

them.

Results on first-line news managers’ ability to define personal and professional goals
within a self-management context again confirm the above. Both first-line news
managers (n=69) and reporters (n=162) seem moderately significantly aware of the
difference between the importance they attach to this management task and the former
group’s ability 1o implement it. First-line news managers, however, seem more aware of
their inability in this regard, as a bigger effect size (d=0.59) was calculated for them than
for reporters (d=0.51).

Failing to define personal goalis could leave both managers and reporters feeling
meaningless and unfocused. Inability o define professional goals might create the
impression that staff can not perform optimally on this area either. This might leave them
feeling demotivated and unfocused, resulting in a negative newsroom atmosphere and

poor professional output.

However, first-line news managers can not be solely responsible to define reporters’
personal goals. This remains reporters’ own responsibility, although newsroom leaders
should guide them in this process. Guiding reporters includes assistance in obtaining
resources to achieve goals. However, as section 9.2.4.1.2 oullined, a lack of interest in
self-development seems to characterise staff employed by many South African

newsrooms.
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9.3.1.16 Maximising individual strengths

Respondents agree that first-line news managers lack the management ability to
maximise individual strengths and address individual weaknesses (see section
9.3.1.17), given the importance of these management {asks. As was the case with
previous results, reporters (n=167) perceive first-line news managers slightly worse at
this management task. As such, a bigger effect size was calculated for reporters
(d=0.68) than for first-line news managers (n=71; d=0.66).

9.3.1.17 Addressing individual weaknesses

First-line news managers (n=71) seem acutely aware of their inability to address
individual weaknesses, given the importance they attach to it. As a result, they
highlighted a practically significant effect size (d=0.76) with regard to this management
task. Reporters (n=165) are also aware of this inability, but only indicated a moderately
significant difference (d=0.72) between the importance they attach to this management

lask and firsi-line news managers’ implementation thereof.

If first-line news managers are unable to address either their own weaknesses or that of
subordinates, they can neither guide themselves nor newsroom staff to improve

shortcomings.

Interviewees in general were of the opinion that media enterprises have various
initiatives in place to maximise individual strengths and address weaknesses. While
some referred to formal training courses, others described methods 1o expose
(especially junior) staff members to different sections of the industry in order to increase
their experience and improve their skills. Other enterprises include study loans for staff

in their annual budgets.

In addition to the above, bigger media enterprises often oblige managers 1o identify

people who can be put through training courses. One interviewee stated that they are in
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the process of very expensive personality tests aimed to identify people’s personal
development areas. They also obligate staff io complete specific training courses before
they are considered for promotion to management positions. When they make an
external staff appointment, that employee is required to complete specific training

COUrses.

Interviewees at smaller media enterprises described the dilemma they face with regard
to maximising strengths and addressing staff's weaknesses. They explained the amount
of human and other resources they invest to thoroughly train inexperienced staff
members. Because they can often not afford to send staff on formal training courses,
they approach training from an interpersonal perspective instead. As such, experienced
staff members spend time and energy to guide, mentor and coach inexpenenced staff
through the different aspects of their jobs. Their frustration sets in when bigger media
enterprises “poach” junior staff (through financial and other offers) just as they show
progress and potential. In this process, smaller media enterprises lose between 30-40%
of their staff to bigger media enterprises annually. Interviewees explained that they
become the “training ground” for bigger media enterprises. One interviewee
subsequently suggested that a model should be developed through which smaller and

bigger media enterprises can cooperate in this respect to the benefit of both.

9.3.1.18 Being able to learn from mistakes and past experience

in line with an earlier finding that reporters perceive first-line news managers unable to
admit personal mistakes (see section 9.3.1.4) they are also of the opinion that managers
are unable to leamn from these mistakes and past experience. As a resull, reporters
(n=168) highlighted a (high) moderately significant difference (d=0.72) between the
importance they attach to this management task, and first-ine news managers’
implementation thereof. First-line news managers (n=71) also admitted that they do not
properly implement this management task given the importance they attach to it.
However, they are more satisfied with their performance than reporters are. As a result,

a smaller effect size (d=0.54) was calculated among this group of respondents.
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This result indicates that first-line news managers should develop the ability to learn
from mistakes made in the past. If they fail to do this, they will also struggle to guide
reporters in learning from their mistakes. This could negatively affect media enterprises’

performance and the level of journalism output presented to audiences.

Table 9.2: Comparing the implementation of self-management as a managerial

competency between first-line news managers and reporters

First-line news managers Reporters
Management task n Mean Std n Mean Std Effect
(x2) deviation (x2) deviation size
(d)
Conduct based on clear personal values 78 | 4.28 0.72 185 3.57 1.15 0.62
Accommodating different personal values 75 1391 0.90 185 | 3.24 1.25 0.53
Upholding ethical code of news enlerprise 75 1439 0.77 188 3.76 1.13 0.56
Admitting to personal mistakes 76 | 4.25 0.93 187 3.34 1.43 0.64
Working diligently 76 | 442 0.70 192 3,79 1.27 0.50
Being conscious of a healthy lifestyle 74 | 3.68 1.12 174 3.47 1.24 0.17
Being able to lead a healthy lifestyle 75 1340 1.21 173 3.51 1.23 0.09
Taking responsibility 74 | 4.45 0.60 189 3.58 1.28 0.68
Ambitious/motivated to achieve objectives 76 | 3.97 0.94 188 3.69 1.21 0.24
Persevering despite failure and stress 76 | 4.24 0.83 188 | 3.65 1.21 0.48
Coping with secondary trauma 67 13.93 0.84 176 3.44 1.23 0.39
Balancing private life and work 74 | 3.58 1.15 182 3.50 1.30 0.07
Taking reporters’ physical state into account | 67 | 4.10 0.87 181 3.42 1.28 0.53
Taking reporters’ mental state into account | 68 | 4.03 0.90 180 3.3 1.34 0.54
Clearly defining personal/professional goals | 74 | 3.77 0.94 183 3.51 1.26 0.21
Maximising individual strengths 76 | 3.93 0.79 189 3.39 1.24 0.44
Addressing individual weaknesses 76 | 3.59 0.90 188 | 3.30 1.27 0.23
Learning from mistakes/past experience 76 | 4.21 0.77 191 349 | 1.31 0.55

9.3.2 Implementation of management tasks related to self-management as a

managerial competency

Results in Table 9.2 indicate that first-line news managers in general perceive
themselves better implementers of the management tasks reiated to self-management
than reporters experience it to be the case. Moreover, no practically significant
difference was calculated on the implementation of self-management between the two
groups of respondents (d=0.22). As such, both groups consider the general

implementation of this competency equally good. As was the case with the teamwork
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competlency (see seclion 7.4.2) and the global awareness competency (see section
8.4.2) reporters consider their managers slightlty worse when it comes to the
implementation of the self-management competency (x,=3.50 for reporters and x,=4.01

for first-line news managers).

Looking at results in Table 9.2, ten areas display a moderately significant difference
between managers’ view of how they implement it and reporters’ experience thereof.
These are subsequently highlighted.

9.3.2.1 Taking responsibility

A moderately significant difference (d=0.68) was calculated between first-line news
managers’ (n=74) ability to take responsibility and reporters' (n=189) experience thereof.
As indicated in above, managers perceive themselves better implementers (x,=4.45) of

this management task than reporters experience it o be the case (x;=3.58).

8.3.2.2 Admilting to personal mistakes

A moderately significant difference (d=0.64) was calculated between first-line news
managers' (n=76) ability to admit to personal mistakes and reporters’ (n=187)
experience thereof. Managers again perceive themselves better at implementing this

management task (x,=4.25) than reporters perceive it to be the case (x;=3.34).

9.3.2.3 Basing conduct on clearly defined personal values

As was the case with the above two management tasks, a moderately significant
difference (d=0.62) was also calculated on the implementation of this management task.
First-line news managers (n=76) perceive themselves belter at basing their conduct on
clearly defined personal values (x;=4.28) than reporters (n=185) experience it to be the

case (x2=3.57).
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9.3.2.4 Upholding the news enterprise’s code of ethics

Although smaller than in the case of the above-mentioned management tasks, first-tine
news managers (n=75) and reporters (n=188) again experience the former group’s
ability to uphold news enterprises’ codes of ethics differently. As such, a moderately
significant effect size (d=0.56) was calculated. Firstline news managers again
experience that they are more successful in this regard (x,=4.39) than reporters
experience them to be (x,=3.76).

9.3.2.5 Being able to learn from mistakes and past experience

First-line news managers (n=76) perceive their ability on this management task far
better (x,=4.21) than reporters (n=191) experience it to be the case (x;=3.49). As a

result, a moderately significant effect size (d=0.55) was calculated.

9.3.2.6 Taking reporters’ mentaf state into account

The difference between first-line news managers’ (n=68) view on their implementation of
this management task and reporters’ (n=180) experience was bigger than on other
management tasks. The former group again perceive themselves better at taking
reporters’ mental state into account (x2=4.03) than the latter group experiences it to be
the case (x;=3.31). As a result, a moderately significant effect size (d=0.54) was

calculated.

9.3.2.7 Accommodating differing personal values belween departmental/section

managers and reporters

First-line news managers (n=75) perceive themselves slightly better (x;=3.91) at
implementing this management task than reporters (n=185) experience it to be the case

(x2=3.24). As a result, a slightly smaller effect size was calculated (d=0.53).
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9.3.2.8 Taking reporters’ physical state into account

Sectlion 9.3.2.6 oullined that reporters and first-line news managers differ on the latter
group’s ability to consider reporters’ mental state. Similarly, results on this management
task indicate that reporiers experience their managers just above average in terms of
considering their physical state. Whereas first-line news managers (n=67) perceive
themselves good at implementing this management task (x;=4.10), reporters (n=181)
differ (x;=3.42). Given this difference, a moderately significant effect size (d=0.53) was

calculated.

9.3.2.89 Working diligently

First-line news managers (n=76) consider themselves exceptionally good at
implementing this management task (x,=4.42). Reporters (n=192), on the other hand,
experience that first-line news managers could work harder than is currently the case
(x»=3.79). Based on this result, a moderately significant effect size (d=0.50) was again
calculated between the two respondent groups.

9.3.2.10 Persevering under conditions of failure and stress

Despite the stressful conditions under which news managers operale, they (n=76)
perceive themselves good at persevering under these conditions (x,=4.24). Reporters
(n=188) experience it differently, and are of the opinion that news managers couid
improve in this area (x,=3.65). As a result, a moderately significant effect size {d=0.48)

was calculated.
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9.3.3 Comparing the importance and implementation of self-management as a

managerial competency across media types

To obtain a more detailed view of the importance and implementation of self-

management as a managerial compelency, comparisons were made among reporters

and first-line news managers employed by different media types.

Table 9.3 Importance and implementation of self-management as a managerial
competency across media types from the perspective of reporters
Media type Reporters
Importance — Self-management
Effect size (d
n Mean Std Daily Weekly Magazine v Radio On- News
{xs) deviation news- news- line agency
paper paper media
Daily
newspaper | 41 | 423 0.65 0.00 0.40 0.04 | 017 | 0.03 0.13
Weekly
newspaper 49 423 0.98 0.27 0.04 |0.14 0.03 0.09
Magazine 9 4.49 0.54 0.23 | 048 0.44 0.30
Television | 16 | 4.27 0.96 0.18 0.01 0.05
Radio 43 | 4.09 0.82 0.20 0.28
On-line
media 10 | 4.25 0.48 012
News
agency 8 432 0.56
Implementation — Self-management
Effect size (d
n Mean Std Daily Weekly | Magazine TV Radio | On-line News
(xz) deviation news- news- media | agency
paper paper
Daily 46 |362 |0.85 0.29 0.72 032 |017 015 | 001
newspaper
Weekly
newspaper 50 |3.27 1.23 0.79 0.03 |0.14 0.39 0.30
Magazine 9 4.24 0.70 0.92 072 0.59 0.64
Television 19 1330 1.02 0.13 0.44 0.33
Radio 43 | 3.44 1.11 0.28 0.18
On-line I
media 11 1375 0.83 0.12
News
agency 8 |3.64 0.94
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Table 9.4 Importance and implementation of self-management as a managerial
competency across media types from the perspective of first-line
news managers

Media type First-line news managers
Importance — Self-management
Effect size (d
n Mean Std Daily Weekly | Magazine ™ Radio On- News
{xy) deviation news- news- line agency
paper paper media
Daily
newspaper 24 | 448 0.68 0.08 0.07 0.52 | 0.27 0.19 0.19
Weekly 154 1442 |o053 0.01 0.77 |045 014 |o0.14
newspaper
Magazine |2 4.42 0.82 051 1030 0.08 0.08
Television | 3 4.83 0.29 0.42 1,11 0.95
Radio 8 4.66 0.41 0.72 0.81
Ondine g 1435 |043 0.00
media
News 5 |435 |0.50
| agency
Implementation — Self-management
Effect size (d)
n Mean Std Daily Weekly Magazine TV Radic On- News
{x2) deviation news- news- line agency
paper paper media

Daily 25 |406 |053 0.32 0.19 086 |020 (065 |001
newspaper
Weekly
newspaper 22 | 3.86 0.64 0.03 1.03 | 055 0.28 0.30
Magazine 2 3.89 0.94 0.67 | 035 0.22 0.18
Television | 3 4.52 0.03 0.71 1.43 0.74
Radio 11 1421 0.43 0.91 0.25
Online g 1368 |058 0.60
media
News 5 |408 |o062
agency

Tables 9.3 and 9.4 highlight the following resuits.

9.3.3.1

Importance of self-management as a managerial competency from the

perspective of reporters

Reporters al the different media types consider seif-management a very

imporiant managerial competency (x1=4.27). As such, magazine reporters (n=9)
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consider it most important (x;=4.49), with those at radio stations (n=43)
considering it least important (x,=4.09). In fight of this, a moderately significant
difference (d=0.48) was calculated between the importance magazine reporters
(n=9) attach to self-management compared to colleagues at radio stations
(n=43).

9.3.3.2 Implementation of self-management as a managerial competency from the

perspective of reporters

While section 9.3.3.1 outlines that reporters generally regard self-management an
important managerial competency, they consider the implementation thereof
worse (x2=3.61) than the importance they attach to it. However, magazine
reporters {n=9) perceive their first-line news managers best at implementing this
competency (x2=4.24). Weekly newspaper reporters (n=50), on the other hand,
consider their first-line news managers worst implementers of this competency
(x2=3.27);

As a result, a number of moderately and practically significant differences were
calculated across media types. Firstly, a (high) moderately significant difference
(d=0.72) exists between reporters at daily newspapers (n=46) and their
colleagues at magazines (n=9). The former group considers their first-line news
managers worse at implementing this competency (x>=3.62) than the latter
(x2=4.24). Daily newspaper newsrooms usually have more staff members among
whom managers can distribute the workioad. This is not always the case at
magazines. However, daily newspapers operate on tighter deadlines than the
magazines included in the research. This factor might leave managers at
magazine newsrooms with less stress and more room for self-management than
their colleagues at daily newspapers;

However, when comparing the implementation of self-management between first-
line news managers at weekly newspapers (n=50) and those at magazines (n=9),
the above argument does not hold ground. A practically significant difference

(d=0.79) on the implementation of this competency was calculated between
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reporters at these sites. The former group (n=50) again considers their first-line
news managers worse implementers of this competency (x,=3.27) than the latter
(x2=4.24); and

Finalty, moderately significant differences and practically significant differences
on the implementation of this competency were also calculated between
magazine reporters (n=9) and their counterparts at television channels (n=19),
radio stations (n=43), on-line media (n=11) and news agencies (n=8). The biggest
of these differences was calculated between magazines and television channels
(d=0.92) and magazines and radio stations (d=0.72). The differences between
magazines and on-line media (d=0.59) and between magazines and news

agencies (d=0.64) were moderately significant.

9.3.3.3 Importance of self-management as a managerial compelency from the

perspective of first-line news managers

First-line news managers across the industry regard self-management most
important (x,=4.50). They also regard it more important than reporters do
(x;=4.27 — see section 9.3.4.1). As such, first-line news managers at television
channels (n=3) consider it most important (x,=4.83), while peers at on-line media
(n=8) and news agencies (n=5) consider it least important (x;=4.35 respectively).
Due to their perception that they operate under conditions of severe pressure,
first-line news managers at television channels might regard this competency
most important;

In light of the above, a moderately significant difference (d=0.52) on the
importance of this competency was found between managers at television
channels (n=3) and their counterparts at daily newspapers (n=24). The former
considers this competency more important (x;=4.83) than the latter (x1=4.48),
Similarly, a moderately significant difference (d=0.45) was calculated between
first-line news managers at weekly newspapers (n=21) and their counterparts at
radio stations (n=8). In this case, the latler group considers this competency more
important (x;,=4.66) than the former (x,=4.42);
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Given the finding that managers at television stations regard this competency so
important, a praclically significant difference (d=0.77) was calculated between
themselves and their counterparts at weekly newspapers (n=21), those at on-line
media (n=8; d=1.11) and those at news agencies (n=5; d=0.95). Similarly, a
moderatety significant difference (d=0.51) was found between this group
(television channel managers) and colleagues al magazines (n=3); and

First-line news managers at radio stations (n=8) regard the self-management
competency second most important across the industry (x,=4.66). As a resull,
moderately significant differences were calculated between themselves and
peers at on-line media (n=8; d=0.72) and at news agencies (n=5; d=0.61). One
might argue that radio station managers regard this competency important given
the emphasis independent radio stations put on it (as indicated during interviews).
However, many on-line media and news agencies operale under similar pressure
than independent radio stations, resulting in a situation where media tilies pay

eqgual attention to the proper development of self-management skills.

9.3.3.4 Implementation of self-management as a managerial competency from the

perspective of first-line news managers

Given the importance first-line news managers attach to the self-management
competency (x+=4.50, see section 9.3.4.3), they acknowledge that they do not
implement it as well as they would like to (x;=4.04). They therefore accept that
there is room for improvement. Again, first-line news managers at television
channels (n=3) consider themselves best at implementing this competency
(x2=4.52). This contrasts the perspective among reporters at these media litles.
They do not regard their managers the best implementers of this competency
(x1=3.30, see section 9.2.4.2). On the other hand, first-line news managers at on-
line media (n=8) consider themselves worst implementers of self-management
(x2=3.68). This again contrasts the views of subordinates who report to them.
Reporters at these sites rated first-line news managers second best across the

industry (x,=3.75). To some extent, this indicates that first-line news managers a
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on-line media titles put too much pressure on themselves when evaluating their
self-management skilis. Reporters perceive them to be well equipped to properly
implement this competency;

Given the above, a practically significant difference (d=0.86) was found between
managers at daily newspapers (n=25) and their colleagues at television channels
(n=3). The latter consider themseives better implementers of this competency
(x2=4.52) than the former {x,=4.06). Moreover, a moderately significant difference
(d=0.65) was calculated between managers at on-line media (n=8) and their
colleagues at daily newspapers (n=25). This finding can be attributed to an earlier
resuit that managers at on-line media rate themselves worse implementers of this
competency than (x,=3.68) than peers at daily newspapers (x,=4.06);

First-line news managers working at television channels (n=3) indicated that they
consider their implementation of self-management better than colieagues at
weekly newspapers (n=22). A practically significant effect size was subsequently
measured (d=1.03). When comparing other media types on this issue, a
moderately significant effect size (d=0.55) was found between weekly
newspapers {n=22) and radio stations {(n=11). Again, the former group considers
themselves worse (x,=3.86) than the latter (x,=4.21);

A moderately significant difference (d=0.67) was also calculated between first-line
news managers at magazines (n=2) and those at television channels (n=3). First-
line news managers at television channels perceive themselves better
implementers (x,=4.52) of this competency than colleagues at magazines
(x2=3.89);

Due to the finding that first-tine news managers at television channels (n=3)
regard themselves better at implementing self-management than colleagues at
other media types, high moderately significant and practically significant
differences were calculated. Firstly, high moderately significant differences were
calculated between first-line news managers at television channels (n=3) and
their colleagues at radio stations {n=11; d=0.71) and at news agencies {n=5;

d=0.74) respectively. Moreover, first-line news managers at television channels
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consider themselves praclically significantly better (d=1.43) at implementing this
competency than their colleagues at on-line media (n=8);

Respondents at on-line media (n=8; x,=3.68) again rated themselves worse
implementers of this competency than their colleagues at radio stations (n=11;
x>=4.21). As a result, a practically significant difference exists (d=0.91);

A moderately significant difference (d=0.60) was found between first-line news
managers at on-line media (n=8) and their counterparts at news agencies {n=5).
Again, managers at on-line media rated themselves worse (x,=3.68) than those
at news agencies (x,=4.06); and

The above results all indicate that first-line news managers at on-line media
should improve their perception of how well they perform in terms of
implementing the self-management competency. if this is the case, they will
probably perform better than they currently do, because their self-worth and self-
esteem will improve. The oppaosite is, however, the case at television channels.
Although they perceive themselves good implementers of this competency,
subordinates differ. As a result, they should pay attention to align their own

perception to subordinates’ experience thereof.

Comparing the importance and implementation of self-management as a

managerial competency across media owhership types

in order to obtain a more detailed perspective on the importance and implementation of

self-management as a managerial competency, comparisons were also made among

media enterprises operating on different ownership struclures.
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Table 9.5: Importance and implementation of seif-management as a managerial
competency across media ownership types from the perspective of
reporters
Media Reporters
ownership

type

Imporiance — Self~-management
Effect size (d)
n | Mean Std | Listed Unlisted Public service Foreign
{x1) deviation JLcoEpanies companies mandate ownership
Listed B
companies 72 [ 4.36 0.59 Jt 0.24 0.50 0.07
Unlisted
companies 46 | 4.12 0.98 _J 0.26 0.29
Public
service 30 | 3.86 1.00 0.54
mandate
Foreign '
ownership 28 | 440 0.58 _[
Implementation — Self-management
Effect size (d)
n Mean Std Listed Unlisted Public service Foreign
{x2) deviation companies companies mandate L ownership

Listed
companies 78 | 367 0.94 0.19 0.79 516
Unlisted
companies 48 | 3.44 1.22 0.43 0.32
Public
service 38 | 292 .96 0.95
mandate
Foreign
ownership 29 1383 0.88

Tables 9.5 and 9.6 highlight the foltowing resulits.

9.3.4.1

Importance of self-management as a managerial competency from the

perspective of reporters

« Irrespective of the ownership structure, reporiers across the industry consider

self-management an important managerial competency (x,=4.19). When looking

across media ownership structures, reporters at companies with a majority of

foreign ownership (n=28) regard this competency most important (x;=4.40), with
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those at the public service broadcaster (n=30) regarding it least important
(x,=3.86); and

Given the above, moderately significant differences were calculated between
reporters at the SABC (n=30) and those at listed companies (n=72; d=0.50) as
well as those at companies with a majority of foreign ownership (n=28; d=0.54).

it is difficult to speculate on the factors that could influence the importance
someone attaches to the self-management competency. In a South African
newsroom management context, one could argue that reporters at companies
with a majority of foreign ownership are aware of the effort that goes into
newsroom management. They might also be aware of the pressures on
newsroom staff to perform in light of a competitive international environment. As a
resull, they regard it more important for news managers to address their self-
management skills to cope with professional demands. At the SABC, on the other
hand, reporters might be so negalive about their superiors (and the way in which
they manage newsrooms) that they do not care much about these colleagues’

self-management skills.

9.3.4.2 Implementation of self-management as a managerial competency from the

perspective of reporters

rrespective of the relevant ownership model, reporters rated the implementation
of self-management moderately worse (x,=3.47) than the importance they attach
to it (x;=4.19). Those at companies with a majorily of foreign ownership (n=29)
again consider their subordinates best at implementing this competency
(x2=3.83). Those at the SABC (n=38) consider their managers worst
implementers thereof (x,=2.92). It might be the case that reporters at the SABC
regard this competency so unimportant that they are not able to evaluate how
well their managers implement it. The opposite could aiso be true for reporters al
companies with a majority of foreign ownership, given the importance they attach

toit;
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Table 9.6: Importance and implementation of seif-management as a managerial
competency across media ownership types from the perspective of
first-line news managers
Media First-line news managers
ownership

type

Importance — Seif-management
Effect size {d)
n Mean Std Listed Unlisted Public service | Foreign
{x4) deviation companies companies mandate | ownership
Listed
companies 37 | 447 0.62 0.12 0.52 0.21
Unlisted
companies 12 | 4.39 0.41 0.98 0.11
Public
service 9 4.80 0.34 0.87
mandate
Foreign
ownership 13 | 4.34 0.53
Implementation — Self-management
Effect size (d)
n Mean Std Listed Unlisted Public service Foreign
{x2) deviation companies companies mandate ownership

Listed
companies 38 | 4.03 0.54 0.10 0.51 iD.GQ
Unlisted {
companies | 13 | 408 0.48 0.46 | 077
Public |
service 12 | 4.30 0.40 1.10
mandate
Foreign
ownership | 13 | 357 0.87 j

¢ When looking at the specific management tasks reporters at the SABC perceive

their first-line news managers poor at, the following was found:

Admitting to personal mistakes (n=36; x,=2.53);

Addressing individual weaknesses (n=36; x,=2.64);

Accommodating different personal values (n=36; x,=2.69);

Being able to learn from mistakes and past experience (n=36; x,=2.71),
and

Maximising individual strengths (n=38; x;=2.74).
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In line with the results on the importance reporters attach to this competency (see
section 9.3.4.1), practically significant differences were also calculated on the
implementation thereof. This was the case between reporters at the SABC (n=38)
and those at listed companies (n=78; d=0.79) as well as those at companies with

a majority of foreign ownership (n=29; d=0.95).

9.3.4.3 Importance of self-management as a managerial competency from the

perspective of first-line news managers

Similar to reporters, first-ine news managers across different media ownership
structures regard self-management an important competency (x;=4.50). They
even regard it more important than reporters do (x1=4.19, see section 9.3.4.1). As
such, first-line news managers at the SABC (n=9) consider this competency most
important (x+=4.80). This correlates with an earlier finding that first-line news
managers at television channels perceive this competency most important of al

media types included in the research (see section 9.3.3.3).

Firstdine news managers employed by companies with a majority of foreign
ownership (n=13) perceive this competency least important. Section 9.3.4.1
outlined that reporters at these companies consider self-management most
important. Given these findings, different expectations are likely to arise between
these respondent groups. Failure to meet these could resull in newsroom conflict
and damage the enterprises’ professional output. Given the competitive and
profit-oriented environment these media enterprises operate in, a decline in

professional output could result in negative performance and profitability;

The above indicates differences in opinion between first-line news managers at
the SABC and their colleagues at companies with a majority of foreign ownership.
As a result, a moderately significant difference (d=0.52) was calculated between
managers at the SABC (n=9) and their colleagues at listed companies (n=37).
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The former group regards this competency more important (x;=4.80) than the
latter (xy=4.47); and

« This difference in opinion also results in practically significant differences
between respondents at the SABC (n=8) and their colleagues at unlisted
companies (n=12; d=0.98) as well as those at companies with a majority of
foreign ownership (n=13; d=0.87).

9.3.4.4 Implementation of self-management as a managerial competency from the

perspective of first-line news managers

¢ Firstline news managers across ownership types indicated that they perceive
their implementation of self-management better (x;=4.00) than reporters consider
it to be the case (x,=3.47; see section 9.3.4.2). As was the case with other
managerial competencies discussed {e.g. communication [see section 4.6.4.4);
strategic action [see section 6.3.4.4]; teamwork [see section 7.4.4.4]; and global
awareness [see section 8.4.4.4]) first-line news managers at the SABC (n=12)
again consider themselves best at implementing the self-management
competency (x;=4.30). Those at companies with a maijority of foreign ownership
{(n=13) consider themselves worst at implementing it (x,=3.57). This again

correlates with the above discussicn in section 9.3.4.3.

As such, first-line news managers at the SABC perceive themselves best at

impiementing the following self-management tasks:

- Upholding the news enterprise’s ethical code (n=12; x,=4.75),

- Basing conduct on clear personal values {(n=12; x=4.67);

- Working diligently (n=12; x,=4.58);

- Being able to learn from mistakes and past experience (n=12; x,=4.58),
- Admitting to personal mistakes (n=12; x,=4.50);

- Persevering under conditions of failure and stress {(n=12; x;=4.50);

- Taking reporters’ mental state into account (n=12; x,=4.50);
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- Taking responsibility (n=12; x,=4.42);
- Taking reporters’ physical state into account (n=12; x,=4.42); and

- Maximising individual strengths (n=12; x,=4.42).

When comparing these results with the management tasks SABC reporters rated
their superiors worst at (see section 9.3.4.2), it is unfortunate that managers
consider their strength to lie in many of these aspects. Again, these findings
indicate that reporters and managers at the SABC are not on the same page with
regard to the latter's management performance. In some instances, qualitative

data obtained from interviews also contradict the above.

Managers' view on these issues is that they work hard, are responsible,
persevere under difficult conditions, admit to personal mistakes and learn from it.
Moreover, they are of the opinion that they function on clear personal standards
and uphold the news enterprise’s ethical code. They also see themselves
considerate towards reporters’ physical and mental state. Interviewees, however,

differed on some of these issues,

Firstly, they highlighted the dilemma with first-line news managers who pretend to
work hard, while they are “only trying to get as much from the media enterprise as
possible”. They described how managers would sit around without doing anything
(often even outside of normal working hours) and eventually claim overtime from
the corporation. Moreover, some first-line news managers are suspected of being
dishonest with time sheets. They would, for instance, indicate that they came into
the office at a certain time to cover a breaking news event, white the story would
only became known later. This poses serious challenges for people on higher
management levels at the corporation. Furthermore, other interviewees explained
the ethical dilemmas (on personal and professional conduct) they experience

(see section 2.4.3.4);
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¢ In light of the above, a number of moderately and practically significant
differences on the implementation of self-management tasks were calculated
across media with different ownership structures. In the first instance, mederately
significant differences were calculated between first-line news managers at listed
companies (n=38) and their colleagues at both the SABC (n=12; d=0.51) and
companies with a majority of foreign ownership {n=13; d=0.69). In both cases,
those at the SABC consider themselves better implementers (x,=4.30) than those
at the other two groups (x,=4.03 for listed companies and x,=3.57 for companies
with foreign ownership);

» Similarly, a moderately significant difference (d=0.46) exists between first-line
news managers at unlisted companies (n=13) and their colleagues at the SABC
(n=12). The latter again perceive themselves better at implementing self-
management tasks (x,=4.30) than the former (x,=4.08); and

e As can be expected (given the different views on the implementation of this
competency) a practically significant difference (d=1.10) exists between first-line
news managers at the SABC (n=12) and their colleagues at companies with a

maijority of foreign ownership (n=13).

9.4 Summary

This chapter focused on the dimensions of self-management as a managerial
competency. it was argued that managers especially need self-management skills due
to increasingly competitive business environments. This does not only relate to
increased competition for financial resources and profits, but specifically also to fewer
human resources expected to handle an increasing workioad. This situation ofien
challenges staff to balance increased work stress and complex personal circumstances.

These conditions are especially relevant to media staff.

By delineating the dimensions of the self-management competency, it was indicated that
first-line news managers in the South African mainstream media environment need

integrity and clear ethical standards. This provides them with a basis from which to
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conduct their personal and professional lives. Moreover, it enables them to set an
example through which they can lead, coach and mentor newsroom subordinates. In
doing so, both groups could play a meaningful role in presenting media enterprises’

audiences with truthful, balanced and ethically sound news reports.

In addition, first-line news managers shouid also be resilient, driven, motivated and able
to learn from past experiences and mistakes. Once again, this will improve their job
satisfaction, while it will also enable them to lead by example. If reporters witness that
their superiors are motivated and focused on their professional responsibilities, they
could be motivated to do the same. They will also be more open to approach their
managers with problems if they experience that superiors learn from mistakes and
adjust their behaviour accordingly. Again, this does not only relate to professional

issues, but also to personal ones.

Most importantly, however, newsroom staff should also strive to lead balanced personal
and professional lives. As such, they should ensure that they balance work and personal
responsibilities in order to avoid stress and ultimately poor performance. Guidelines
were provided according to which newsroom staff (especially first-line news managers)

can arrange their individual responsibilities.

Finally, it was indicated how first-line news managers could address their individual
weaknesses and expand on their individual strengths. Suggestions were made on how
employees can identify these and attain the opportunity to learn new skills and untearn

outdated ones given changed professional expectations.

The latter part of the chapter focused on the empirical research results obtained from
this study. Findings indicated that first-line news managers are more aware of their
inability to properly implement self-management tasks given the importance they attach
to it. While reporters also seem aware of some weaknesses in this area, these are less

significant.
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When comparing results on the importance and implementation of the self-management
competency across media types, it was found that magazine reporters consider this
competency most important, Their coileagues at weekly newspapers, however,
experience their supenors to be the worst implementers thereof. As far as first-line news
managers are concerned, those at television channels indicated that they consider this

competency most important. They also perceive themselves best at implementing it.

When research findings were compared across different media ownership types, it was
found that reporters at companies with a majority of foreign ownership perceive this
competency most important. Although reporters at the SABC rate their managers worst
al implementing self-management tasks, reporters at foreign ownership companies
seem not entirely happy with the implementation thereof either. As was the case with
other competencies, first-line news managers at the SABC again perceive themselves
best at implementing self-management tasks, given the fact that they also consider i
most important. In contrast with the importance reporters at foreign ownership
companies attach to this compelency, their superiors perceive themselves worst at
implementing it. Quantitative results obtained from the two respondent groups at the
SABC differed. Some of these results also differed from qualitative data provided by
interviewees at the corporation. These findings made it evident that the SABC should
attend to the issues highlighted in an effort to improve professional output.

The next chapter outlines the research conciusions for this study in light of the resuits on
the six managerial competencies discussed in chapters four {o nine. These are followed
by recommendations aimed to provide soiutions to newsroom management problems

identified by this study.



Chapter 10: Conclusions and recommendations 390

Chapter 10:

Conclusions and recommendations

(It) is widely regarded as the worst job in journalism. The demands are relentless, the sacrifices many and
the rewards few... (Managers) are moored between the buffeting of their
subordinates on the one side and the constantly shifting winds of top management...
(They) are portrayed by subordinates as ill-behaved automatons who have few skills
and fewer journalistic convictions, by top managers as well-intentioned workhorses
who get bogged down in the process and offer little in the way of initiative or
strategic thinking, and by (themselves) as hapless victims caught in the
crush of circumstances.
— Peters (1999:9)

New managers in newsrooms are ... like new supervisors in other industries ... promoted
because they demonstrated talent in their craft. They were top reporters, designers,
producers, or photojournalists. But they have moved into jobs that require a whole
new set of competencies. Their journalism skills, no matier how superior, are not
sufficient. Now they need to know how o teach, motivale, correct, inspire, and
improve the work of others.

- Geisler (2004:2)

Final implementation of policy is in the hands of .. first-line supervisors, yet they often
are the youngest, most inexperienced and least trained of all managers.
- Fink (1996:80)

Itis easy to point out management failures, but it is difficult fo suggest remedies.
~ Morton (2003:76)
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10.1 Introduction

The above four quotations summarise the dilemma investigated by this study. As
outlined in section 1.5.1, enterprises across industries worldwide are realising the
importance of properly addressing the human aspects of management in order to
maximise organisational success. However, as the above quotations indicate, this
responsibility often rests in the hands of well qualified, yet inexperienced managers (also
see DuBrin, 2003:3). Neither the media in general, nor the South African media is an
exception (see section 1.3.4.1).

Based on this predicament, the study set out to determine how important first-line news
managers and reporters in South Africa’s mainstream media consider six managerial
competencies. These competencies are rooted in general management theory (see
section 1.5.1). The study also aimed to ascertain how these two respondent groups
currently experience first-line news managers’ implementation of these competencies

(see section 1.5.1).

Given the theoretical framework provided in chapter two and chapters four to nine, as
well as the qualilative and quantitative research results discussed in chapters four to

nine, this chapter provides:

* A synopsis of the study;

¢ Research conciusions based on research objectives (see seclion 1.5.2) and
research hypotheses (see section 1.6); and

* Recommendations based on the research results. These recommendations
culminate in a proposed framework for newsroom management in South Africa’s

mainstream media.
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10.2 Synopsis of the study

Chapter one provided an introduction and orientation into the research approach. Firstly,
operational definitions were outlined. This was followed by a background and motivation
for investigating the research phenomenon under discussion. In the first instance, the
focus fell on the shift towards a new management paradigm across enterprises. It then
focused on media management in general and newsroom management within a post-
apartheid South African media context. This discussion was followed by an outline of
research objectives, research hypotheses and research methodology applicable to the
study. In the final instance, suggestions were made with regard to possibilities for future

research in this field.

In chapter two the broad theoretical framework for the study was provided. It focused on
the dimensions of management, as well as basic and additional management functions
managers perform to effectively and efficiently manage organisational resources.
Chapter two formed the theoretical background for discussing the six managerial

competencies in chapters four to nine.

Chapter three expanded on the brief methodological framework provided in chapter one.
As such, it focused on the applicable research design and research instruments. It also
outlined the research populalion and research sample, as well as the sampling
procedure implemented. it finally provided detail with regard to the data analysis and

interpretation procedures applied.

In chapters four to nine the theoretical dimensions of the six managerial competencies
(i.e. communication; planning and administration; strategic action; teamwork; global
awareness; and self-management) were oullined within the context of newsroom
management. This was followed by research results pertaining to the importance and

implementation of each competency in South African mainstream media newsrooms.



Chapter 10: Conclusions and recommendations

393

The present chapter draws this study to a close by providing conclusions and

recommendations based on the research results discussed in chapters four to nine.

Table 10.1 outlines the links between the study's research objectives and hypotheses,

the questions in the queslionnaires and sections in which research findings were

discussed.

Table 10.1:

questionnaire and discussion of research results

Links between research objectives and hypotheses, questions in the

Research objectives and hypotheses

Sections and
questions in the
_questionnaire

Discussion of |
research results

Research objective 1: To determine the importance reparters
in South Africa's mainstream media attach to the six managerial
competencies of communication, planning and administration,
strategic action, teamwork, global awareness, and self-
management vis-a-vis the general management theoretical
framework

Questionnaire for
reporters, Category
C. Sections 13.1A -
13.6A

Sections 4.6.1;
541:6.3.1;7.4.1;
8.4.1 and 9.3.1

Research objective 2: To determine the perception among
reporters with regard to the implementation of these managerial
competencies by first-line news managers in South Africa's

Questionnaire for
reporters, Category
C, Sections 13.1B —

Sections 4.6.2:
542:6.3.2,7.4.2,
84.2and 9.3.2

mainstream media 13.68 B
Research objective 3. To determine the importance first-line Questionnaire for Sections 4.6.1;
news managers in South Africa’s mainstream media attach to first-line news 54.1,6.31;7.4.1;

these managerial competencies vis-a-vis the general
management theoretical framework

managers, Category
C, Sections 13.1A —
13.6A

84.1and9.3.1

Research objective 4: To determine {he extent to which first-
line news managers in South Africa’s mainstream media
perceive themselves to imptement these managerial
competencies.

Questionnaire for
first-line news
managers, Category
C. Sections 13.1B -
13.6B

Sections 4.6.2;
542:6.32,742;
8.42and 9.3.2

Research hypothesis 1: First-line news managers in South
Africa’s mainstream media do not consider the managerial
compelencies important for newsrcom management.

Questionnaire for
first-line news
managers, Category
C, Sections 13.1A —
13.6A

Sections 4.6.1;
54.1:631:7.41;
8.4.1and 9.3.1

Research hypothesis 2: Due to the little importance they attach
to these competencies, first-line news managers in South
Africa's mainstream media do not implement them optimally
either, with subsequent negative impact on newsroom activity.

Questionnaire for
first-line news
managers, Category
C, Sections 13.18 -
13.6B

Sections 4.6.2;
542,632, 742,
8.42and 9.3.2

|

Research hypothesis 3: Reporters in Scuth Africa's
mainstream media, on the cther hand, consider the managerial
competencies essential to effective and efficient newsroom
management. They consider it more impaoriant than news
managers.

Questionnaire for
reporters, Category
C, Sections 13.1A —
13.6A

Sections 4.6.1;
54.1;6.3.1;,7.4.1;
8.4.1and 9.3.1
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Research hypothesis 4: Given the importance reporters altach
to these competencies, they do not consider their first-line news

Questionnaire for
reporters, Category

Sections 4.6.2;
54.2:63.2,74.2;

managers to implement these optimally, with subsequent C, Sections 13.1B - 842and98.3.2
negative implications for newsroom aclivily and professional 13.6B

media output.

Research hypothesis 5: Due to factors such as structure, Questionnaires for Sections 4.6.3;
audience characteristics and historical background associated reporters and first- 54.3:6.3.3,74.3
with different media types, reporters and first-line news line news managers, | 84.3and 9.3.3

managers at individual media types attach different levels of
importance to the six managerial competencies. As a result,

they alsc perceive the optimal implementation thereof differently.

Category C, Sections
13.1A -~ 13.6A and
Sections 13.18 -
13.68

Research hypothesis 6: Based on advantages and challenges
associated with different media ownership structures in the
country, reporters and first-line news managers at media titles
operating under different ownership frameworks perceive the
importance of the six managerial competencies differently. As a
result, they also perceive the optimal implementation thereof
differently.

Questionnaires for
reporters and first-
line news managers,
Category C, Sections
13.1A - 13.6A and
Sections 13.1B —
13.68

Seclions 4.6.4;
544,6.34;:7.4.4;
8.4.4 and 9.3.4

10.3 Conclusions based on research results

This section focuses on conclusions flowing from the research results discussed in
chapters four to nine. These conclusions are drawn along the lines of the research
objectives (see section 1.5.2) and research hypotheses (see section 1.6) initiaily set out.
In each instance, conclusions are drawn on the basis of the six managerial
competencies. The management implications of these conclusions within a South

African newsroom management context are also debated.

10.3.1 Conclusions based on research objectives

10.3.1.1 The importance reporters in South Africa’s mainsiream media newsrooms

aftach to the six managerial competencies

The study’s first objective was to determine how important reporters in South Africa’'s
mainstream media consider each of the six managerial competencies. The following

conclusions are drawn:

e Reporters in South Africa’'s mainstream media (n=207) consider the six

managerial competencies very important (x,=4.11);
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¢ As such, they rank these competencies (from most to least important) as follows:

- Global awareness (x4=4.23; n=177);

- Self-management (x,=4.22; n=176);

- Strategic action (x;=4.16; n=180);

- Planning and administration (x,=4.05; n=184);
- Teamwork (x;=4.01;, n=178); and

- Communication (x,=4.00; n=187).

In terms of management tasks relaled to each competency, reporters consider the

following most important, as indicated in Table 10.2,

Table 10.2: Most important management tasks related to each managerial

competency from the perspective of reporters

Managerial competenc

Most important management tasks

Global awareness

Being informed about sacial, pelitical and economic changes in South Africa (x,=4.45;
n=175);

Willingness to gain understanding of ethnic and cultural differences (x;=4.33; n=174),
and

Being able to recognise the impact of local and international changes an the media
industry (x,=4.29; n=176).

Self-management

Being able to learn from mistakes and past experiences (x;=4.51;, n=173),
Working diligently (x,=4.50; n=174}; and
Taking responsibility (x,=4.41, n=175)

Strategic action

Understanding the nature of the news product vis-&-vis the news enterprise’s target
audience (x,=4.45; n=179);

Knowing the national news agenda {x,=4.40; n=179); and

Knowing the news enterprise’s news/editorial policy (x,=4.33; n=177).

Planning and
administration

Prioritising tasks in order to deliver the desired news product (x,=4.39; n=178), #—‘
Taking well-informed decisions despite pressures posed by light deadlines (x,=4.38;
n=183); and

Pro-actively developing plans to improve the level of professional output {x,=4.24;

n=182).

Teamwork

Praising reporters in the news department (x;=4.18; n=175);

Defining individual objectives (x,=4,16; n=171}

Sharing recognition and credit with team members (x,=4.16; n=173);

Structuring department/section to implement teamwork principles (x,=4.10; n=175); and
Understanding individual strengths and weaknesses to function within a teamwork
situation (x,=4.10; n=173).

Communication

Originating formal communication (e.g. e-mail, memoranda, meetings) to inform
reporters of relevant aclivities (x,=4.26, n=186);

Maintaining sound interperscnal relationships with colleagues (x,=4.25; n=183); and
Sofliciting interpersonal communication between managers and reporters (e.g.
discussions, mentoring) (x,=4.21; n=183).
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The following conclusions are drawn based on the outline in Tabie 10.2.

10.3.1.1.1  Global awareness

Reporters regard it more important that news managers are informed about changes in
a local and national context than in an international context. They thus perceive it more
important that target audiences are informed about the intricacies in the South African

news environment than events in the international context.

10.3.1.1.2  Self-management

Reporters consider the self-awareness and development dimension of self-management
less important than other dimensions of this competency. This does not cnly relate to
the self-development of first-line news managers, but also that of reporters themselves.
This might indicate that reporters perceive their superiors as employees with specific
organisational responsibilities rather than “people” with needs and expectations. They
subsequently might lack compassion for the challenges facing superiors. Apart from this,
reporters aiso regard it less important that managers focus on their {reporters’) self-
awareness and development. As a result, they do not expect news managers to take
responsibility for subordinates’ needs and expectations either, Qualitative data from
interviews (especially dunng Audit 1) indicate that reporters often fail to take
responsibility for this management task themselves. This issue should be addressed if
media enterprises want to assist newsroom staff to reach their full personal and

professiconal potential.

10.3.1.1.3  Strategic action

As was the case with the global awareness competency, reporters consider it most
important that strategic action activities are aligned with target audiences’ needs and

expectations, as well as news enterprises’ goals and objectives.
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10.3.1.1.4  Planning and administration

Reporters perceive the level of professional output most important. As a result, they
expect news managers to control resources in such a manner that the most professional
news product can be produced and distributed to target audiences.

10.3.1.1.5  Teamwork

Reporters regard it most important that managers involve team members (reporters) in
newsroom activity and encourage them throughout newsroom projects. This seems
especially relevant in instances where decisions and activities affect their personal and
professional lives.

10.3.1.1.6 Communication

Reporters place the highest premium on interpersonal contact and communication
between themselves and superiors.

The general conclusion drawn from the above is that reporters consider the six manageriai competencies very
important for effective and efficient newsroom management.

Based on the above, and given research results from previous newsroom (and organisational) studies, the
expeclation was, however, that reporters would award more importance lo two managenal competencies in
particular.’ These are:

s Communication

Research and literature in general emphasise the need for proper communication in any relationship (whether
interpersonal or professional). Chapter four also highlighted the implications of improper or ineffective
communication. This is especially applicable in a multicultural and multilingual environment where differences
potentially cloud effective communication.

Given this. one can conclude that newsroom management in the South African mainstream media can be more

1° Having said this, respondenis were not expected to rate all six competencies egually important.
Moreover, this statement does not underrate the importance of the other four managerial competencies.
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effective and efficient if reporters regard communication more important. If this were the case, they would
expect first-ine news managers to improve their communication skills as well. This will not only improve
interpersonal newsroom relationships, but reporters will also be more knowledgeable of newsroom
developments and decisions. They will consequently feel more involved in decision making and accept more
ownership for their actions and the contribution these efforts make to improve the news product in general; and

o Teamwork

Research and literature also outline the trend ({in the media and elsewhere) to utilise teamwork as the preferred
way of deciding on and implementing organisational pians, policies and activities. While teamwork does not
necessarily guarantee organisational success, enterprises increasingly realise that it presents more benefits
than previous individualistic and autocratic approaches.

The finding that reporters in the South African mainstream media award so little importance to teamwark might
indicate that they are not fully aware of the benefits it presents. if this perspective is changed and reporters
consider teamwork more important, they might also expect their superiors to implement it better. Improvement
in this area will not only benefit news enterpnses, but also target audiences.

10.3.1.2 The perception among reporters in South Africa’s mainstream media
newsrooms with regard to the implementation of the six managenal

compelencies

The second research objective was to determine how well reporters perceive first-line
news managers' current implementation of the six managerial competencies. This was
in each instance compared with the importance reporters attach to it. The aim was to
identify gaps between importance and implementation which could potentially affect
effective and efficient newsroom management. The following conclusions are drawn:

» Reporters in South Africa's mainstream media (n=207) regard the implementation
of the six managerial competencies just above average (x;=3.39). This indicates
that they experience first-line news managers slightly worse at implementing the
competencies given the importance they attach to it (see section 10.3.1.1);

» In their view, first-line news managers implement the competencies as follows

(from best to worst):

- Strategic action (x=3.56; n=194);
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Global awareness (x2=3.49; n=194);

Self-management (x;=3.49; n=193);

Planning and administration (x»=3.38; n=193);

Communication (x2=3.29; n=196); and
Teamwork {x,=3.11; n=187).

In terms of the implementation of management tasks related to each competency,

reporiers perceive their managers best at the tasks as indicated in Table 10.3.

Table 10.3: Management tasks related to each managerial competency reporters

perceive first-line news managers to implement best

Managerial competency | Management tasks reporters perceive first-line news managers to implemenq

best

Strategic action

¢ Knowing the national news agenda (x,=3.97; n=188)

= Knowing the news enterprise's news/editorial policy (x,=3.89; n=187);

» Implementing the news enterprise’s news/editorial policy (x>=3.81; n=188); and
+ Knowing the news enterprise’s vision, mission and goals {x,=3.81; n=185).

Global awareness

Being informed about social, political and economic changes in South Africa
{x,=3.87;: n=191);

Being able 1o recognise the impact of local and international changes on the
media industry (x,=3.72; n=184), and

Being informed about social, political and economic changes within an
international context (x;=3.72; n=184).

Self-management

Working diligently (x,=3.79; n=76),
Upholding the news enterprise's code of ethics (x,=3.76; n=75); and
Being ambitious/motivated lo achieve set objeclives (x,=3.69; n=78).

Planning and
administration

Delegating responsibility for tasks to reporters (x,=3.58; n=187);

Delegating authority to reparters to perform tasks (x,=3.50; n=189},

Keeping accurate and complete financial documentation on activities within the
department/section (x,=3.50; n=169}; and

Handling a variety of incidents at once {x,=3.47; n=188).

Communication

Originating formal communication (e.g. e-mail, memoranda, meetings) to inform
reporters of relevant activilies (x,=3.63; n=193);

Possessing language skills that promote communication (x,=3.46; n=187); and
Maintaining sound interpersonal relationships with colleagues {x;=3.42; n=192).

Teamwork

Praising reporters in the news depariment (x,=3.35; n=180};
Sharing recagnition and credit with team members (x,=3.26, n=183); and
Defining team objectives (x;=3.24; n=174).

The following conciusions are subsequently drawn.
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10.3.1.2.1  Strategic action

Reporters agree that firstlline news managers are best at implementing the
management tasks they regard most important (see section 10.3.1.1). Yet, they perceive

the implementation thereof worse than the importance they attach to it.

10.3.1.2.2 Global awareness

Reporters are of the opinion that two of the three management tasks they regard
important are aiso imptemented well (see section 10.3.1.1). However, they perceive their
managers unable to properly address the challenges presented by ethnic and cultural
differences in newsrooms, despite the importance they attach to it. This inability might
cause tension between reporters and managers, as a lack of understanding between

them could hamper newsroom activity.

Managers' ability to successfully apply the global awareness competency in the South
African context will play an important role in organisational success or failure. This does
not only relate to local business activity, but also the ability to compete in the
international market. However, one needs to have realistic expectations of South African
managers. It is not possible for them to be experienced and educated in the traits and
traditions of all cultural and language groups in the country. Subordinates can thus be
instrumental to expand managers’ knowledge and experience about different cultures. If
not, ethnic and cultural differences will divide South African workplace environments

rather than unite them,.

10.3.1.2.3  Self-management

Reporters experience gaps between those management tasks they regard most
important and those they perceive managers to impiement best. The exception is
managers' ability to uphold news enterprises’ codes of ethics. Reporters did not highlight

this management task as one of the three most important tasks related to self-
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management. However, they perceive managers skilled at implementing it. Managers
should note this perception and continue to act ethically, despite pressures to do
otherwise. This will contribute that newsroom staff in general uphold sound ethical

standards and provide audiences with fair and balanced news coverage.

10.3.1.2.4  Planning and administration

In reporters’ view, first-line news managers do not optimally implement any of the
management tasks they consider most important. This discrepancy might create
newsroom tension if reporters’ expectations related to planning and administration are
not met. If circumstances require managers 1o address more important management
tasks related to this competency, they should communicate this to reporters. Being
informed might reduce tension between managers and subordinates, as the latter gain

insight into managers’ current priorities.

10.3.1.2.5 Communication

Reporters generally perceive first-line news managers best at implementing those
management tasks related to communication they regard most important (see section

10.3.1.1). This can facilitate proper newsroom management.

10.3.1.2.6  Teamwork

Reporters also agree that news managers are best at implementing the management
tasks related to teamwork they consider most important (see section 10.3.1.1). Despite
this, reporters indicated a practically significant difference between the importance they
attach to specific teamwork tasks and the extent to which first-line news managers

currently implement it (see section 7.4.1).

One area in which first-line news managers can improve (given the importance reporters

attach to it} is their ability to set objectives. While reporters consider it most important
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that managers define individual objectives, they experience that superiors are better at
defining team objectives. Although this is not a negative situation per se, insufficient
briefing on individual responsibilities can leave reporters feeling "lost” about what
managers expect of them. This situation might worsen among inexperienced and young
reporters. First-line news managers are therefore obliged to properly guide and bnef
reporters on individual roles and responsibilities. However, if managers are young and
inexperienced themselves, they might be unsure about team members' roles and
responsibilities themselves. If South African newsroom teams want to function optimally

to produce and distribute the most professional news products possible, this situation

should be addressed.

The general conclusion drawn from the above is that reporters are dissatisfied with the implementation of
the six managerial competencies, given the importance they attach to it. As a result, their expectations
around proper newsroom management are potentially unmet. This might leave them disillusioned with
newsroom management approaches. Given higher self-interest and job ideals among modern-day
employees across business industries, staff find it easier to “sell” their skills and experience to the next
employer if they feel disappointed with professional circumstances. This becomes even mare likely when
factors such as salary and working conditions seem mare favourable. To a certain extent, this is already
evident in the South African media. This study highlighted high staff tumover and (subsequently)
inexpenenced staff as predominant characteristics of mainstream media newsrooms.

While some might argue that poor salaries and difficult working conditions (e.g. long hours) are the main
cause for the above, resulls from this study indicate that more factors are at play. In an aftempt to foster
tong-term commitment and loyalty towards employers, media owners and mariagers need a different
perspective on human resources management in a media context. It is argued in section 10.4.2 that the
proposed newsroom management framework could address some of these challenges.

Having said this, one should alsc keep another factor in mind. Reporters’ youth, inexperience and high
self-interest might create unrealistically high expectations about proper newsroom management. It was
found that the majority of reporters have lertiary education qualifications. However, these qualifications are
most likely in communication, joumnalism or related fields. As a result, few reporters were exposed to
management issues during the course of their studies. Subject matter on media management has only
recently been introduced in some media fraining curricula. This initiative would probabiy better prepare
graduates for the demanding media environment they enter as reporters. Subsequently, they are likely to
develop more realistic expectations about the way in which their superiors address newsroom
management challenges. If this is the case, they might also be more sympathetic lowards the difficult task
facing their {often equally young and inexperienced) news managers.
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10.3.1.3 The importance first-line news managers in South Africa’s mainstream

media altach to the six managerial competencies

The study's third objective was to determine the importance first-line news managers in
South Africa’s mainstream media attach to the six managerial competencies. Results on
this issue aiso provided the opportunity to compare perceptions between reporters and

first-line news managers. The foliowing conclusions can be drawn:

» First-line news managers in South Africa’s mainstream media (n=79} consider the
six managerial competencies very important (x;=4.17). They even consider it
more important than reporters (x,=4.11) (see section 10.3.1.1};

¢ As such, they rank the individual competencies (from most to least important} as

follows:

- Self-management (x,=4.47; n=71},

- Globat awareness (x4=4.36; n=71};

- Strategic action (x;=4.24; n=72);

- Planning and administration (x;=4.05; n=73};
- Communication (x,=4.04; n=74) and

- Teamwork (x;=3.88; n=70).

First-line news managers and reporters agree on the two competencies rated
moderately important (i.e. strategic action and planning and administration}.
Although they aiso agree on the two most important (i.e. self-management and
global awareness) and two leastl important (i.e. teamwork and communication}

competencies, the exacl order given to these competencies differs.

In terms of the most important management tasks related to each competency, first-line

news managers highlighted the following as set cut in Table 10.4.



Chapter 10: Conclusions and recommendations 404

Table 10.4: Most important management tasks related to each managerial

competency from the perspective of first-line news managers

Managerial competency

Most important management tasks

Self-management

» Taking responsibility (x,=4.69; n=70);
+ Persevering under conditions of failure and stress (x,=4.67; n=70);
+ Conducting oneself according to clearly defined personal values (x,=4.63; n=70),

and
Being able to leamn from mistakes and paslt experiences (x,=4.63; n=71).

Global awareness

Being informed about social, political and economic changes in South Africa
{x,=4.56; n=71),

Willingness to gain understanding of ethnic and cultural differences (x,=4.54;
n=69}; and

Being sensitive to ethnic and cultural cues (x,=4.44; n=71).

Strategic action

Knowing the news enterprise’s news/editorial policy (x,=4.61; n=71},
Knowing the naticnal news agenda (x,=4.60; n=70); and
implementing the news enterprise's news/editorial policy (x,=4.56; n=70).

Planning and
administration

Taking well-informed decisions despite pressures posed by tight deadlines
{x,=4.67; n=73);

Prioritising tasks in order to deliver the desired news product (x,=4.58; n=73); and
Handling a variety of incidents at once (x,=4.39, n=72).

Communication

Maintaining sound interpersonal refationships with colleagues (x;=4.45; n=74},
Soliciting interpersonal communication between managers and reporters (e.g.
discussions, mentoring} (x,=4.31; n=71);

Taking colleagues’ feelings and emotions into account when communicating with
them (x,=4.28; n=74); and

Handling difficult reporters fairly (x,=4.28; n=72).

Teamwork

Praising reporters in the news department (x,=4.45, n=67),

Sharing recognition and credit with team members (x,=4.13; n=69); and

Sharing in the responsibilities associated with the implementation of a teamwork
approach (x,=4.09, n=68).

The following conclusions are subsequently drawn.

10.3.1.3.1  Self-management

Similar to reporiers (see section 10.3.1.1), first-line news managers also do not consider

it that important to focus on the self-awareness and development dimension of this

competency. This applies to their own development, as well as that of reporiers. This

might indicate a perception that managers' professional environment does not alfow

them to pursue personal goals and responsibilities. Moreover, it does not allow them to

take responsibility for reporters’ development either. As was the case with reporlers,

supervisors might subsequently also see subordinates as “instruments” responsible to
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produce a professional news product. If managers succeed to focus more on reporters’
development, they might witness staff becoming more committed to their professional

responsibilities.
10.3.1.3.2 Global awareness

Reporters and first-line news managers agree on the two most important management
lasks related to global awareness. However, first-line news managers consider these

management tasks more important than reporters (see section 10.3.1.1).
10.3.1.3.3  Slrategic action

Reporters and first-line news managers also agree on the most important management
tasks related to strategic action. First-line news managers again perceive these tasks

more important than reporters.
10.3.1.3.4  Planning and administration

First-line news managers are highly aware of the demanding working conditions they
face and the impact these have on their management performance. Subsequently, they
regard the management tasks associated with professional responsibilities very

important — even more important than reporters (see section 10.3.1.1).
10.3.1.3.56  Communication

Both respondent groups agree on the importance of proper interpersonal contact and
communication in a newsroom context (also see section 10.3.1.1). In fact, first-line news
managers consider it more important than reporters to maintain sound interpersonal

relationships with colleagues.
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10.3.1.3.6  Teamwork

First-line news managers consider it even more important than reporters (see section
10.3.1.1) to involve subordinates in newsroom activities. Moreover, they consider it
important to praise reporters and share recognition with them. Despite this view,
research results in section 7.4.1 indicate that reporters experience a bigger gap between
the importance they attach to management tasks associated with teamwork and the
current implementation thereof.

The following general conclusion can be drawn from the above discussion: Like reperters, first-line news
managers consider the six managerial competencies very important for effective and efficient newsroom
management. In fact, they consider all the individual competencies excep! teamwork more important than
reporters. However, as was the case with the reporter respondents, the expectation was that first-line news
managers would rate communication and teamwork more important than they did. This expeclation rests on
the following arguments {also see section 10.3.1.1);

« Communication

Section 10.3.1.1 highlighted that newsroom management could improve if reporters regarded the
communication competency more important. This seems even more applicable to news managers. Proper
communication down organisational ranks, as well as communication with superiors on higher management
levels could facilitate newsroom management. This relates to improved relationships between managers on
different organisational levels. Additionally, it also implies that managers on lower organisational levels could
be better informed about organisational activities, decisions and poiicies. Knowledge of and insight into these
issues would, in tumn, enable them to pass accurate information on to subordinates; and

s Teamwork

Given the preference for teamwork as an approach to reach organisational goals and objectives, the
expectation is that first-line news managers would consider this competency more important. If this were the
case, they might also focus more on properly implementing the teamwork approach. Improvement in this
area would not only benefit reporters (as they would feel more involved in newsroom activities), but also
managers themsetves (as they would be able to share respansibilities with colleagues).

However, as with reporters, the finding that first-line news managers rank teamwaork the least important
managerial competency might indicate that they too prefer individual newsroom efforts above a teamwork
approach. This might be the result of inexperience in the benefits of teamwork; an unwillingness or inability to
properly organise and support staff members in teams; or the inclination to take credit for professional
newsroom oulput themselves instead of sharing it with team members. Given the benefits of proper
teamwork, it is important that this inclination is changed.
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10.3.1.4 The perception among first-line news managers in South Africa’s mainstream
media rniewsrooms on their own implementation of the six managerial

competencies

The final research objective was to determine how first-line news managers in South
Africa’s mainstream media perceive their own implementation of the six managerial
competencies. On the one hand, this was compared with the importance the two
respondent groups attach to individual competencies. Moreover, it was compared with
reporters’ experience of the current implementation of these competencies. The aim was
again to identify possible gaps between importance and implementation which coutd
detrimentally affect effective and efficient newsroom management The following

conclusions can be drawn:

¢ First-line news managers in South Africa’s mainstream media (n=79} perceive
their implementation of the six managerial competencies better than reporters
experience it to be the case (see section 10.3.1.2}. However, they still rate it
lower (x2=3.68) than the importance (x,=4.17) they altach to it;

+ Firstline news managers therefore acknowledge that they are often unable to
implement the competencies as well as they think they cught to. This is a positive
finding, as managers admit that they need improved skills to facilitate more
effective and efficient newsroom management;

e Against this background, first-line news managers rank their implementation of

the six managerial competencies as follows (from best to worst):

- Self-management (x;=4.00; n=76);

- Global awareness (x2=3.77; n=76),

- Strategic action (x>=3.63; n=76);

- Planning and administration (x,=3.63; n=77);
- Communication (x»=3.56; n=78); and

- Teamwork (x>=3.48; n=71),
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The above indicates that first-line news managers rank their impiementation of

the six competencies in the same order as the importance they attach to it (see

section 10.3.1.3). They nevertheless rank their implementation thereof worse

than the importance they attach to it (see section 10.3.1.3).

In terms of the implementation of management tasks related to each competency,

managers perceive themselves best at the tasks indicated in Table 10.5.

Table 10.5: Management tasks related to each managerial competency first-line

news managers perceive themselves to implement best

Managerial competency

Management tasks implemented best

Self-management

Taking responsibility (x=4.45; n=74);
Working diligently (x,=4.42: n=76); and
Uphclding the news enterprise’s code of ethics (x,=4.39; n=75).

Global awareness

Being informed about social, political and economic changes in South Africa
(x2=4.09; n=78};

Willingness to gain understanding of ethnic and cultural differences (x;=4.08;
n=76);

Being sensitive to ethnic and cultural cues (x,=3.91; n=76); and

Adjusting behaviour appropriately when interacting with people from different
cultural and ethnic backgrounds (x,=3.91, n=75).

Strategic action

s Knowing the national news agenda (x,=4.29; n=73),

Understanding the nature of the news product vis-a-vis the news enterprise’s
target audience (x;=4.11; n=73}; and
Knowing the news enterprise's news/editorial policy (x,=4.10; n=72).

Planning and
administration

Prioritising tasks in order to deliver the desired news product (x,=4.18; n=74);
Handling a variety of incidents at once (x;=4.17; n=75); and

Taking well-informed decisions despite pressures posed by tight deadlines
{x;=4.16, n=77).

Communication

Taking into account colleagues’ feelings and emotions when communicating
with them (x>=4.03; n=78);

Maintaining sound interpersonal relalionships with coileagues (x,=4.01,
n=76); and

Soliciting interpersonal communication between managers and reporters (e.g.
discussions, mentoring) (x;=3.87; n=71).

Teamwork

s Praising reporters in the news depariment (x,=4.16; n=67);

Sharing recognition and credit with team members (x,=3.92; n=66); and
Understanding the individual strengths and weaknesses to function within a
teamwork siluation (x,=3.82; n=65).

The foliowing conclusions are subsequently drawn.
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10.3.1.4.1  Self-management

Despite the importance first-line news managers atiach to certain self-management
tasks (see section 10.3.1.3), they admit that they do not optimally implement these.
Failure to do so might leave them with additional stress and frustration, as they
experience inability to meet their own needs and expectations. Media enterprises could
thus benefit from determining the conditions that contribute to this situation. They should
aiso afford first-line news managers the opportunity to address these conditions. These

might, for instance, relate to:

¢ Staff shortages and inexperience among reporters to perform the tasks allocated
to them properly. This might add pressure and responsibility among first-line
news managers to produce a professional news product;

» Unrealistically high expectations from owners. This could pressure first-line news
managers to produce news products that wouid benefit circulation or audience
figures, irrespective of whether they act ethically in the process or not. This might
leave managers with the impression that they are expected to sacrifice personal
values for the sake of their jobs;

s Deadline pressure and the pace against which news events are covered;

e A lack of proper mentoring and coaching, especially in light of the junior and
inexperienced character of many first-line news managers,

« |Inability to realise the benefits associated with proper self-awareness and
development. Given the demanding newsroom management environment, first-
line news managers probably have litile opportunity to lead a healthy lifestyle or
balance their private and professional lives. As a resull, many are likely to suffer
from professional burnout. This might cause them to leave their current employer
for better employment opportunities eisewhere;

¢ The fraditional perception that journalism is a tough profession characterised by
stress and burnout. Given this character, balanced and healthy lives were not
considered part of employee benefits. Some managers might subsequently

accept these conditions because they want to live up to the expectations of the
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profession. In the process of attracting, developing and keeping talented and
loyal staff (see section 1.3.1) this perspeclive should be changed. This can either
be done through training (specifically coaching and mentoring) or by introducing
newsroom support systems. Legislation applicable to South African businesses
can also facilitate this process;

¢ The inability, or lack of interest, to take care of reporters’ mental and physical
state. However, in the context of more open management approaches where a
high premium is placed on people’s needs and expectations, this inclination
needs to change. If managers want to develop meaningful reiationships with
employees, they need to attend to subordinates’ physical and mental well-being.
This does not only relate to professional issues, but increasingly also to personal

Ones.

Having said this, literature indicates that self-management might be the most
challenging of the six managerial competencies (see section 9.2.3.1). Results from this
study show that this is also the case among first-line news managers in South Africa’s

mainstream media.

10.3.1.4.2  Global awareness

First-line news managers perceive themselves best at implementing the two
management tasks they (and reporters) consider most important. This indicates that
managers strive to acquaint themselves with the orientations, values, beliefs and
customs of people from different South African cultures. While this will foster sensitivity

towards people from other cultures, it will also enhance newsroom relations.
10.3.1.4.3  Strategic action
Both reporters (see section 10.3.1.1) and first-line news managers (see section

10.3.1.3) agree on the importance and implementation of specific management tasks

related to strategic action. As such, both groups consider it important to develop news
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products according to the needs and preferences of target audiences. New ways of
calegorising audiences (e.g. age, education, professional status, urban/rural location)
necessitale that news managers know their audiences even better than before. It also
necessilales thal media enterprises address audience needs and stralegically position
themselves to achieve this, given tendencies in the South African media industry (see
sectlion 6.2.1.2).

Media enterprises would subsequently benefit to increasingly involve first-line news
managers (and employees on other organisational levels) in strategic thinking and
decision making. However, first-line news managers’ inexperience often prevents them
from regarding stralegic thinking as a primary part of their jobs. The above results,
however, indicate that South African news managers already realise the important role
they can play in strategic thinking processes. Media enterprises should capitalise on this
perspective to the benefil of their business activity. Importantly, however, they shouid
remain cognisant of first-line news managers’ professional shortcomings and address
these to the benefit of internal and external stakeholders. Failing to do so will most

probably prevent them from successfully operating their businesses.

10.3.1.4.4  Planning and administration

First-line news managers perceive themselves good at impiementing the same
management tasks related to planning and administration than the ones they perceive
most important (see section 10.3.1.3). Reporters, however, disagree on the extent lo
first-line news managers perform the management tasks they consider most important. It
is important that news enterprises determine whether reporters’ expectations about what
the planning and administration compelency entails are skewed or whether managers

should reassess their planning and administration priorities.
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10.3.1.4.5  Communication

First-ine news managers perceive themselves best at implementing those
communication management tasks they consider most important (see section 10.3.1.3).
While reporters agree to some extent on the importance of the management tasks listed
(see section 10.3.1.1) they do not in all instances agree on the implementation thereof
(see section 10.3.1.2). The media in general is notorious for poor internal
communication (see section 4.2). Conciusions in sections 10.3.1.1 and 10.3.1.3 outlined
the necessily that newsroom staff consider the communication competency more
important and that media enterprises should impiement measures to address this

situation.

10.3.1.4.6 Teamwork

First-line news managers and reporters agree on the importance of some management
tasks related to the teamwork competency. They also agree on first-line news
managers’ current implementation of these tasks (see section 10.3.1.2). However,
respondents disagree on the importance and implementation of other management
tasks. Given findings that reporters are more dissatisfied with first-line news managers'
implementation of teamwork than managers seem to be themseives (see section 7.4.2),
this issue needs to be addressed. It is therefore important that first-line news managers
are equipped with the skills needed to promote teamwork. If this is the case, reporters
will believe that their activities contribute towards the improvement of news products.
Audiences will also benefit by receiving better quality news products (also see section
10.4.2).
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Based on the above, the following general conclusion can be drawn: Given the importance first-line news
managers attach to the six managerial competencies, they are less satisfied with their implementation thereof.
They are nevertheless still more satisfied with their implementation of these than reporters are. Although poor
implementation of the managenal competencies can leave reporters frustrated, it could cause firstline news
managers to become despondent and disappointed in their management skills. This might especially be the case
if managers are young and inexperienced. Moreover, findings from this research that first-line news managers are
more negative about certain aspects of their working environment than reporters, might exaggerate this situation.

First-line news managers who participated in the study have good educational qualifications and some indicated
that they completed additional training since joining the media. However, it was not determined whether these
qualifications are in communication or journalism related fields or in management. This finding, linked with their
lack of experience, might contribute that they lack knowledge of the six managerial competencies, and the way in
which these fit into the management functions they perform. For newsroom management in South Africa to
improve, media enterprises should address this situation.

The pool of skilled managers in the South African media is currently relatively small, especially as far as black and
female managers are concemed. Media enterprises often also struggle to keep skilled managers employed, as
other industries or govemment depariments tend to poach them. This situation could worsen if managers are
dissatisfied with their working environment or their performance. Given these factors, it seems inevitable that the
media investigates the benefits associated with an altemative newsroom management framework as proposed in
section 10.4.2.

10.3.2 Conclusions based on research hypotheses

10.3.2.1 Research hypothesis 1: Firstline news managers in South Africa’s
mainstream media do not consider the managerial competencies important

for newsroom management

Based on the results from this study the conclusion is drawn that this research
hypothesis can not be accepted. Section 10.3.1.3 outlined that first-line news managers
regard the six managerial competencies very important (x;=4.17). Section 10.3.1.3
delineated the extent to which this finding applies to each of the six competencies.
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10.3.2.2 Research hypothesis 2: Due o the liltle importance first-line news managers
aftach to these competencies, first-line news managers in South Africa’s
mainstream media do not implement them optimally either, with subsequent

negative impact on newsroom activity

In light of the results from this study, this hypothesis can not be accepted. Section
10.3.1.4 highlighted that first-line news managers perceive their implementation of the
six competencies better than reporters experience it to be the case. However, managers
also acknowledged that they often do not implement the competencies as well as they
would like to, given the importance they attach to it. As such, they only consider
implementation thereof slightly above average (x,=3.68). Section 10.3.1.4 highlighted

the extent to which this applies to each of the managerial competencies.

10.3.2.3 Research hypothesis 3: Reporters in South Africa’s mainstream media, on the
other hand, consider the managerial competencies essential to effective and
efficient newsroom management. They consider it more important than news

managers

Against the background of resuits from this study the conclusion is drawn that this
research hypothesis can not be accepted. While reporter respondents regard the six
managerial competencies very important (x;=4.11), they do not regard it more important
than first-line news managers (see sections 10.3.1.1 and 10.3.1.3). Section 10.3.1.1

outlined the extent to which this applies to each of the six competencies.

10.3.2.4 Research hypothesis 4. Given the importance they attach to these
competencies, reporters do not consider their first-line news managers to
implement these optimally, with subsequent negative implications for

newsroom aclivity and professional media output

Given the results from this study, this hypothesis can be accepted. Section 10.3.1.2

indicated that reporters perceive the implementation of the six managerial competencies
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just above average (x,=3.39). They also perceive the implementation thereof worse than

the importance they attach to it. Section 10.3.1.2 outlined the impact of this perception.

10.3.2.5 Research hypothesis 5: Due to factors such as struclure, audience

characleristics and historical background associated with different media

types, reporters and first-line news managers at indjvidual media types attach

different levels of importance to the six managerial competencies. As a result,

they also perceive the optimal implementation thereof differently

Based on research findings this hypothesis can be accepted. Table 10.6 hightights the

extent to which this applies to each of the individual competencies.

Table 10.6: Importance and implementation of individual managerial
competencies as perceived by reporters and first-line news managers
at different media types
Managerial Media type Media type considering it Media type Media type
competency considering it most least important considering it considering it
important implemented best implemented
worst

Reporters

Communication

News agency

Weekly newspaper (x,=3.90;
n=50)

On-line media

(x=3.62,n=12) | (%,=3.04;n=51) |

Planning and

r(§,=4.34: n=8)
News agency

Weekly newspaper (x,=3.95;

On-line media

Weekly newspaper

Weekly newspaper

management

n=9)

administration {x;=4.46: n=8) n=51) (x;=3.76; n=11) {%,=3.12: n=51)
Strategic action | Television (x,=4.45; Baily newspaper (x,=4.06; News agency Weekly newspaper
n=17) n=42} {x/=4.02; n=8) (%,=3.28, n=52)
Teamwork News agency Daily newspaper (x,=3.70; Magazine (x,=3.52; | Weekly newspaper
{x,=4.50, n=8) n=41) n=9) {x,=2.76; n=49)
Global News agency Daily newspaper (x,=4.14; On-line media Weekly newspaper
awareness (x,=4.67; n=8) n=41) (x;=3.83, n=11} (x,=3.20, n=51)
Weekly newspaper (x,=4.14;
n=48) y
Self- Magazine (x;=4 .49; Radio (x,=4.09; n=43}) Magazine (x,=4.24; | Weekly newspaper

n=9)

Xx=3.27; n=50)
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First-line news managers
Communication | Radio (x;=4.36; n=8) On-line media {x,=3.86; n=8) | Radio {x,=3.83; Magazine
n=11) {x,=3.05; n=2)
Planning and Radio (x,=4.34; n=8) | Television (x,=3.96; n=3) Television (x;=3.88; | On-line media
administration n=3) (x=3.40; n=8)
Strategic action | Radio (x;=4.72; n=8) | Magazine (x;=3.80; n=2) Radio (x,=4.02; Magazine
n=11) {x,=2.58; n=2)
Teamwork Radio (x,=4.42; n=8) Magazine (x;=2.76; n=2) News agency Magazine
(%,=3.94; n=4) {x=2.40; n=2)
Global Television (x,=4.67; On-line media (x,=3.98; n=8) | Radio (x=4.11; Magazine
awareness n=3) n=11) (x>=3.33; n=2)
Television
{x,=3.33; n=3)
Self- Television (x;=4.83; On-line media (x;=4.35; n=8) | Television (x,=4.52; | On-line media
management n=3) News agency (x,=4.35; n=5) | n=3) {x,=3.68; n=8)
10.3.2.6 Research hypothesis 6: Based on advantages and challenges associated with

different media ownership structures in the country, reporters and first-line

news managers al media

tites operating under different

ownership

frameworks perceive the importance of the six managerial competencies

differently. As a resull, they also perceive the optimal implementation thereof

differently

In light of the research results, this hypothesis can be accepted. Table 10.7 highlights

the extent to which this applies to each of the individual competencies.
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Table 10.7: Importance and implementation of individual managerial
competencies as perceived by reporters and first-line news managers
at media titles operating under different ownership frameworks

Managerial Media ownership | Media ownership | Media ownership | Media ownership type
competency type considering | type considering | type considering considering it
it most important | it least important it implemented implemented worst
best
Reporters
Communication | Foreign ownership | Public service Listed company Public service mandate
{x,=4.12; n=30) mandate (x4=3.91; | (x=3.52; n=81} {x,=2.88, n=37)

n=33)

Planning and
administration

Listed company
{x;=4.13; n=75)

Public service
mandate (x,=3.91;
n=31)

Listed company
(x+=3.52; n=80)
Foreign ownership
{x,=3.52; n=29)

Public service mandate
{%,=3.01; n=37)

Strategic action

Foreign ownership
{x,=4.25; n=29)

Public service
mandate (x,=4.02;
n=30}

Listed company
(x,=3.73; n=80}

Public service mandate
{x,=3.32; n=37)

Teamwork Listed company Public service Listed company Public service mandate
(x,=4.12: n=72) mandate (x;=3.74; | (x,=3.27, n=75) (x,=2.70; n=38)

n=31}
Global Listed company Fublic service Listed company Public service mandate
awareness {x,=4.37; n=73) mandate {x,=4.07; | {x,=3.68; n=79) (x=3.27; n=38)

n=30}

Unlisted company

{x,=4.07; n=48)
Self- Foreign ownership | Public service Faoreign ownership | Public service mandate
management {x,=4.40; n=28) mandate (x,=3.86; | (x,=3.83; n=29) {x,=2.92; n=38)

n=30)

First-line news managers

Communication

Public service
mandate {x,=4.44;
n=9)

Foreign ownership
(x;=3.91; n=13)

Public service
mandate (x,=3.96;
n=12)

Foreign ownership
(x=3.37, n=13)

Planning and
administration

Public service
mandate (x,=4.41;
n=9)

Foreign ownership
(x=3.83; n=13)

Public service
mandate {x,=3.88;
n=12)

Foreign cwnership
{x7~3.39; n=13)

Strategic action

Public service
mandate (x;=4.79;
n=9})

Unlisted company
{x=3.97; n=12)

Pubiic service
mandate (x,=4.03;
n=12)

Unlisted company
(x;=~3.45; n=13)

Teamwork Public service Listed company Public service Foreign ownership
mandate (x;=4.63; | (x;=3.70; n=37) mandate (x;=3.76; | (x;=3.27, n=12)
n=g} n=12)

Global Public service Unlisted company | Public service Foreign ownership

awareness mandate (x,=4.68; | (x,=4.21; n=12) mandate (x;=3.94; | (x,;=3.69; n=13)
n=9)j n=12)

Self- Public service Foreign ownership | Public service Foreign ownership

management mandate (x-=4.80; | {x;=4.34; n=13) mandate (x,=4.30; | (x;=3.57;, n=13)

n=9)

n=12)
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10.4 Recommendations based on research results: a proposed newsroom

management framework

The previous seclion of this chapter delineated conclusions with regard to the research
objectives and research hypotheses. These were derived from research results outlined

in chapters four to nine of the study.

Research results and conclusions clearly indicate that current newsroom management
practices in South Africa’s mainsiream media are neither effeclive nor efficient.
Subsequently it can nol be considered optimal either. Criticism about local and
international news coverage from external media slakeholders such as the government
and audiences (see section 1.3.4) further underlines this finding. In fact, staff members
themselves suggested during research for Audit 1 that media enterprises need to

address issues pertaining to newsroom management (see section 1.3.3).

In addition to the above, this research study particularly highlighted shortcomings in
current newsroom management approaches. Effect sizes on the difference between the
importance respondents attach to the six managerial competencies and the current
implementation thereof support this argument. As such, firstdine news managers
themselves acknowledge that they fall short in implementing the managerial
competencies as well as they ought lo, given the importance they attach to it.?° In their

view the biggest gaps currently exist with regard to:

% Reporters also indicated that they perceive gaps between the importance they attach to each
competency and their experience of the way in which first-line news managers currently implement it. One
might argue that reporters’ views are biased. Or that they saw the research as a way of expressing their
frustration with news managers or their werking conditions. Moreaver, one could argue that they lack
sufficient knowledge or experience to know which managenal competencies are important in a newsroom
management context. Despite these arguments, reporters’ views on this issue can not be dismissed, as
they are the staff members who experience first-iine news managers' implementation therecf first-hand.
Given this, reporters indicated practically significant and moderately significant differences between the
importance and implementation of all managerial competencies. They highlighted the following:

Teamwork (d=0.75);

Global awareness (d=0.73);
Self-management {d=0.66),
Communication (d=0.66);

Planning and administration (d=0.63); and
Strategic action {d=0.59).
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) Global awareness {d=0.96);

¢  Self-management (d=0.82);

e  Communication (d=0.81);

. Strategic action (d=0.81);

e  Planning and administration (d=0.54); and
e  Teamwork (d=0.43).

10.4.1 Premises for the proposed newsroom management framework

Results from this study indicate that media enterprises in South Africa should address
the state of newsroom management. One way of doing this is to fit newsroom
management into a competency-based paradigm. It is argued that the proposed
framework could assist in this process. This framework is based on the following

premises:

e All management functions are integral to successful business activity as they
form part of a continuous management process. in order to perform these
management functions effeclively and efficiently, managers need managerial
competencies comprising of specific management tasks. Section 2.2 outlined
that the sequence in which managers implement these competencies and lasks
might differ between business types. However, they must all be performed in
some stage of the management process;

» Management in general is currently transformed into more open, democratic
and participative management slyles and approaches (see section 1.3.1);

. More importantly (for the purposes of this study) is the fact that media
management undergoes similar changes in search of new management styles
and approaches (see section 1.3.2). Changes in the macro management media
environment (e.g. technological, political, economic and social) all necessilale

this transformation;
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. As a result, news managers need to rethink the importance and implementation
of managerial competencies needed for effective and efficient newsroom
management;

. Unfortunately, first-line news managers who are responsible to produce and
distribute professional news products with the assistance of reporters (see
section 1.2.2) are often least capable to do what is expected of them. As such,
inexperience or a lack of skills are important contributing factors. Adding to this
dilemma is the notion that first-line news managers are often ignorant about

their management deficiencies.

10.4.2 Elements of the proposed newsroom management framework

Given the above arguments, the proposed newsroom management framework takes the
six managerial competencies and uses these as building blocks towards more effective
and efficient newsroom management. As such, the framework does not rank individual
competencies in a specific order of importance. It is argued instead that each one is a
prerequisite for the next to be introduced successfully in the newsroom management

process.

The overriding motivation behind the above is that the effective implementation of each
competency could facilitate more optimal newsroom management. As a result,
motivation, ownership and loyalty among newsroom siaff could improve. This might
contribute towards improved productivity and job satisfaction among staff. It might
ultimately lead to tower staff turnover and the opportunity for newsroom staff (especially
managers) to gain more management experience than is currently the case. |deally, all
these factors will contribute towards producing and distributing a more professional
news product to the benefit of media enterprises and external stakeholders. If the latter
group’s needs and expectations are met, they will be less likely to criticise the media, its

activities and products.
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Figure 10.1 illustrates the framework, after which each element is discussed in more

detail.

The six managerial competencies support the proposed newsroom management

framework in the following manner.

Figure 10.1: A proposed newsroom management framework

| Global awareness |
| Strategic action VL

Planining & administre’:tion

v v

LCommunication |

v v

Teamwork

Effective and efficient newsroom management

I |
v v

Improved news product




Chapter 10: Conclusions and recommendations 422

10.4.2.1 Self-management

Self-management should form the backbone of newsroom management. This derives

from the assertion that:

+ All employees (and especially managers responsible to manage resources) need
clearly defined personal values;

¢ If this is the case, they will be motivated to work hard, be responsible, and have
clearly defined personal and professional goals;

« They will have the skills to acknowledge differences between people and
accommodate these;

e Because of clearly defined personal and professional values and goals, they will
also be clear about their strengths and weaknesses. As such, they will aim to
maximise the former, and improve on the latter;

+ Self-managed employees will also find it easier to admit to mistakes and use
incidents related to these to gain insight and prevent similar mistakes in future;

¢« They will also realise that they are responsible to advance their personal and
professional lives. As such, they will be motivated to achieve personal and
professional goals despite difficulties or failure;

+ Employees with good self-management skills will also find it easier to uphold
professional codes of ethics. As a result, they will less easily fall prey to situations
in which personal or professional ethics are sacrificed; and

« Finally, they will focus more on the well-being of fellow employees. As such, news
managers will focus more on the well-being of subordinates, and strive to address

personal and professional problems.

The challenge is therefore for employees on different organisational levels (in this case
higher level media managers, first-line news managers and reporters) to successfully
establish the parameters for personal and professional conduct outlined above. Once
they achieve this, they will be in a position to implement the other managerial

competencies more effectively and efficiently. However, given acknowledgement in
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literature and research studies that this is probably the most difficult managerial
competency to fathom (see sections 9.2.3.1 and 10.3.1.4) this might be a challenging
task.

Moreover, it is not something employers can impose on staff members. Each employee
should take personal responsibility to establish, maintain and develop the dimensions of
this competency. individuals can draw from other managerial competencies in an
attempt to successfully develop the self-management competency. These relate to
proper interpersonal relationships (rooted in the communication competency); teamwork
(found in the teamwork competency); and expanding their perspective wider than their

own situation or knowledge (i.e. global awareness and strategic action competencies).

One also needs to accept, however, that media newsrooms (like any other enterprise)
do not exist and operate in an ideal world. As such, physical and personal shortcomings
will always be part of the environment in which the proposed framework is implemented.
Nevertheless, managers and subordinates shoutd both strive to implement the elements
of the self-management competency as far as possible. Improvement on one or two of

the areas outlined above could aiready result in improved newsroom management.

10.4.2.2 Global awareness

Once a well-established personal and organisational self-management framework is in
place, first-line news managers can implement the global awareness competency. This

competency becomes an instrument through which:

s Media enterprises exptore their macro and micro environments to identify trends
in the international, iocal/national and business environment. While the former is
important in the South African media environment, the latter two components are
probably more important. As such, technological, political, social and economic
changes within post-apartheid South Africa can strongly impact on media

enterprises’ activities and success; and
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¢ Managers utilise knowledge obtained from the above process to position their

media enterprises as strategically as possible.

In a multicultural and multilingual South African sociely, it is specifically important for
news managers to apply the global awareness competency in a more local sense. As
such, they should be able to properly communicate in more than one language
(preferably also an indigenous African language). They should also accept the reality of
ethnic and cullural differences, recognise these differences and handle them effectively.
Finally, news managers should be sensitive towards cues that might indicate the above

differences and adjust their behaviour accordingly.

While well-developed global awareness skills will enable news managers to position
their news enterprises and news products strategically, it will also enable them to
interact effectively with colleagues from different cultural, language and ethnic
backgrounds. This will foster sound interpersonal relationships, reduce conflict and
contribute towards a more collaborative newsroom atmosphere. However, the social and
political history of South African communities and business environments probably

makes this process more challenging.

10.4.2.3 Strategic action

The perspectives gained from exploring the macro and micro environments can provide
media enterprises with the insight they need to improve strategic decision making. By

subsequently implementing the strategic action competency, media enterprises can:

¢ Be equipped with information on changes in the micro and macro contexts. This
refers 1o changes in the depariment, media enterprise, media environment,
broader South African and international environment;

« Identify strengths, weaknesses, opportunities and threats related to these

changes which might influence macro and micro management environments,
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¢ Be well informed about the national and international news agenda and how the
media enterprise should cover these evenis vis-a-vis the needs and expectations
of its target audience and other extemnal stakeholders (e.g. government);

s Develop clear strategies that support the enterprise’s news/editorial policy;

« Be cognisant of other media enterprises’ (i.e. competitors’) and strategic partners’
activities and plans. While the former will give them a competitive edge, the latter
will ensure that activities and resources are not duplicated and that alliances are
clearly understood; and

+ Be especially mindful of the needs and expectations of its internal stakeholders
(i.e. staff members) and how these can be ulilised to the benefit of the media

enterprise.

Strategic action must be positioned within the context of the media enterprise's vision,
mission and goals. In contrast, these decisions {and the knowledge it is based upon)
can also influence the enterprise’s vision, mission and goals. The ultimate aim should,
however, be to ensure thal operational goals and objectives support the organisational

strategy.

10.4.2.4 Planning and administration

The framework devised through strategic action subsequently forms the basis upon
which the planning and administration competency is implemented. Proper strategic

action will enable news managers to:

e Pro-actively devise plans to optimally identify, obtain and organise the resources
needed to meet the organisational goals and objectives set in the previous phase;

» Use plans to budget for planned newsroom activities,

¢ Use budgets for decision making and monitoring activilies;

¢ Anticipate risks based on plans, budgets and related decisions. Well-Informed
news managers will also find it easier to defend the risks taken among superiors

if they were involved in planning and decision making processes;
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Schedule plans to meet organisational goals and objeclives and serve the needs
and expectations of the various (internal and external) stakeholders;

Prioritise tasks based on the above schedules. The skill to properly priortise
enables news managers to take better decisions despite pressures presented by
tight deadfines, increased demands for higher profit margins, and realities of
smalier and more inexperienced newsroom teams; and

Delegate both responsibility and authority to newsroom subordinates, and reduce
pressure on themselves. Well-informed news managers who were involved in
planning and decision making will probably find it easier to delegate tasks to
subordinates. This flows from the premise that informed and involved managers
are less likely to fear losing controi over newsroom activities when delegating

tasks to subordinates.

It is unrealistic to expect first-line news managers to properly implement plans that were

developed without their knowledge, input or ownership. The need therefore arises to

involve these managers in the planning process as much as possible. Over and above

this, involvement, insight and ownership will enabie them to improve implementation of

communication as the next managerial competency in the proposed framework.

10.4.2.5 Communication

No enterprise will benefit from well devised plans based on clear strategic action and

thorough environmenta! analysis which are not implemented properly. This necessitates

proper communication and requires news managers lo:

Muster formal and informal communication skills. As such, newsroom staff on all
organisational levels need skills to express themselves and understand
colleagues’ verbal, nonverbal and written communication;

Develop proper external communication skills. This relates to establishing and
maintaining a network of contacts outside the media enterprise. More importantly

(for the purposes of this study) they need sound internal communication skills. A
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lack of these skills will prevent them from establishing and maintaining sound
interpersonal relationships, handling conflict and addressing multilingual and
multicultural differences. This, in turn, will hamper trust and openness, with
subsequent negative impact on newsroom activity;

¢ Implement good motivational skiils. Failure to do so will frustrate managers (if
reponters do not perform tasks allocated to them). Moreover, it will elicit negative
responses from reporters if assignments are forced upon them;

s Utilise improved communication technology (e.g. intranet, electronic builetin
boards, and electronic mail) to facilitate the above process. Managers should,
however, guard against over-utilising technology. Personal interaction and
informal discussions should remain a priority. Given the era of virluai offices,
employees working with minimum supervision and a lack of interpersonal contact,
the use of mediated communication might become inevitable;

« Develop communication skills that facilitate interaction with higher management
levels. Open communication with superiors wilt foster interpersonal relationships
and enable news managers to negotiate with superiors over resources and
contribute during meetings and discussions; and

e Develop skills to acknowledge colleagues’ feelings and emotions during
interaction. In an environment characterised by potential misunderstanding and

conflict as a result of various differences, these skills become invaluable.

Feedback is probably one of the most valuable instruments to facilitate the above
process. On the one hand it gives subordinates the opportunity to ask questions and
address uncertainties. On the other, it informs superiors about the extent to which
subordinates understand the messages sent. This, in turn, allows for policies and
decisions to be adjusted (if necessary) to benefit the enterprise and its various
stakehoiders. In addition, a culture of open feedback creates an environment where all
employees feel valued and take ownership of decisions. This could prove an important
prerequisite towards implementing the final competency in the proposed framework,

namely teamwork.
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10.4.2.6 Teamwork

Feelings of ownership, loyalty and commitment among staff will facilitate the proper
implementation of the teamwork competency. In this process, first-line news managers

should focus on;

¢ Structuring the newsroom and newsroom staff in such a manner that teamwork is
facilitated. This implies that managers support teamwork and encourage staff to
participate in such an approach;

+ Individual strengths, weaknesses and technical skills when compiling teams. In
this process, diversity becomes an important instrument to originate a variety of
ideas and plans;

+ Properly defining team and individual objectives. This will enable individuals to
perform optimally, resulting in more optimal team performance;

e Assisting teams in identifying and obtaining the necessary resources. While these
relate to financial resources, it also include resources such as time (to do what is
expected of them) and infrastructure (e.g. technical equipment);

e Delegating responsibility to team members;

« Guiding, coaching and mentoring team members through projects.
Unsympathetic or rude team leaders who make team members feel inferior easily
discourage teams. Mentoring and coaching is, however, particularly challenging
in South African newsrooms. The pool of experienced and skilled first-line news
managers is small, given realities of high staff turnover, youth, inexperience and
alternative employment opportunities;

e Praising reporters for work well done and sharing recognition with them. This will
not only increase their motivation, but also encourage them to achieve
organisational goals and objectives. This inclination will also promole team
coherence to the benefit of news production and uitimately the media enterprise’s
different stakeholders; and

¢ Accepting the reality of conflict in any teamwork situation. As a result, they need

skills to constructively resoive confiict.
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Given all of the above, it seems necessary that the South African mainstream media
expand its pool of skilled firsi-line news managers. However, this will probably be a long-
term process, especially given demands to diversify media staff. Important, however, is
that managers are skilled and experienced to make a real difference in newsroom

management and that they are not merely appointed for the sake of window dressing.

10.4.3 Implementing the proposed newsroom management framework

To a certain extent, some media titles in the country (especially independent and
commercial radio slations) have already implemented an approach simitar to the above-
mentioned framework. As a result, they already reap the benefits associated with this
management approach. While this relates to improved news products, growing audience
figures, increasing adverlising revenue, increased profit and satisfied owners, these
issues probably all stem from success on another area. These stations are successful in
addressing the needs and expectations of their most imporiant resource — staff. This
implies that staff's job satisfaclion increases, they are more motivated, take ownership of

activities across organisational levels and are increasingly commitied to their employers.

10.4.4 Aspects that facilitate the successful implementation of the framework

Based on literature, previous research and qualitative data provided by interviewees
who participated in this research, the successful implementation of an alternative

newsroom management framework relies on:



Chapter 10: Conclusions and recommendations 430

10.4.4.1 Involvement from top management and owners

Ownership, commitment and involvement from top management and owners are
probably the most important aspects in the implementation process. If this lacks,
managers on lower organisational levels will struggle to successfully implement the
benefits presented by an alternative management framework. They will not only find it
difficult to obtain the necessary resources (i.e. time, infrastructure, and money), but will

also become frustrated if top management and owners do not support their initiatives.

10.4.4.2 Pro-active and well-planned initiatives aimed at transferring skills

These initiatives should focus to equip staff on all organisational levels (but especially
first-line news managers responsible to implement the framework) with skills to
successfully adjust newsroom management approaches. Most important is that these
initiatives should not be an afterthought, but a deliberate attempt to improve newsroom

management.

Moreover, traditional approaches to skills improvement (such as formal training
programmes) will not necessarily be sufficient. This study found that news managers
(and reporters) currently employed in South Africa’'s mainstream media have good
educational qualifications. However, this does not imply that they automatically are

effective managers.

Instead, skills transfer programmes should include the following initiatives as presented
in Table 10.8 (see Starbuck, 2005:2; Cronje & Neuland, 2003:25; Peters, 1999:34; Fink,
1996:172 for a discussion on the importance of these initiatives and how the media and

other enterprises have already successfully implemented it}.
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Table 10.8: Skills transfer initiatives to facilitate implementation of the proposed

newsroom management framework

Skills transfer initiative

Practical application ]

Exposure to “real” management situations

Media enterprises should expose managers to
situations in which they can apply the theoretical
skills and knowledge obtained through formal
education programmes. As such, newsrooms can
link newly appointed managers with more
experienced peers during an initial orientation
period when first joining the enterprise. While new
appointees should address practical management
issues themselves, peers should guide them in
these processes.

Establishing “infarmal”, yet structured platforms to
exchange skills

This could take the form of quality circles among
peers to facilitate the exchange of best practices
and guidelines for improved newsroom
management. In cases where quality circles mainty
consist of inexperienced managers, a more
expenenced manager (whom juniors trust) should
be involved as mentor to guide managers in their
discussions. While this initiative will improve their
management skills, it will also foster interpersonal
relationships between staff on different
organisational levels,

Training in higher order skills

These include cognitive proficiency, self-knowledge,
emotional capacity and determination. Improvement
in these areas could assist managers in improving
the human resource management responsibilities of
their newsroom activities.

Cultivating insight into the rationale behind
implementing the managenal competencies in
newsroom imanagement

Introducing participative coaching and mentoring
programmes through which mentors assist
inexperienced managers to understand the
managerial competencies they need to apply. This
is especially relevant in cases where formal training
programmes did not address elements of these
compeltencies.

Manitoring and evaluating implementation of the
managerial competencies

Once managers understand the rationale behind
the proposed framework, media enterprises should
regularly monitor their implementation thereof.
Evaluation can either take on the form of informal
discussions (e.g. focus groups) or formal
assessment (e.g. through questionnaires and/or
interviews). As such, media enterprises can take
responsibility for this monitoring process
themselves or employ external researchers to do it
on their behalf.

Given the above discussion, the conclusion can thus be drawn that the general research

objective (see section 1.5.1) and the research objectives (see section 1.5.2) of this study
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have been achieved. It can also be concluded that the applicable research hypotheses
(see section 1.6) have been addressed. These culminated in the proposed newsroom
management framework outlined in section 10.4.

Morton (2003:76) was guoted at the outset of this chapter stating that it is “easy to point
out management failures, but it is difficuit to suggest remedies”. It might even be more

difficult to introduce and implement remedies that do come to mind.

As such, implementing the proposed newsroom management framework will
undoubtedly not be an easy process or a quick fix to address criticism against the
media. On the one hand, media enterprises operate in an environment characterised by
tough competition — where “being first” o cover a news event can mean success or
failure. As a result, the media can not afford to scale down or suspend its aclivities until
all elements of the proposed framework are in place. However, the chailenge for media
owners and managers will be to realise the benefits associated with this framework,
even fthough these will not become visible overnight. Once this is the case,
implementing the proposed framework will be a gradual process. And even if media
enterprises are nol successful o implement all elements of the proposed framework,
improving first-line news managers’ skills in some of the managerial competencies might

result in more effective and efficient newsroom management.
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Addendum A: Sanef's South African National Skills Audit Phase 2 — 2004/5
Questionnaire for first-line news managers

PLEASE NOTE THAT THIS QUESTIONNAIRE IS
COMPLETED ANONYMOUSLY. ALL INFORMATION WILL
BE TREATED AS CONFIDENTIAL AND YOUR IDENTITY
WILL NOT BE LINKED TO IT IN ANY WAY

FOR OFFICE USE ONLY:
A: Ownership category:

* i
i l
g Listed company I L) ’
i Unlisted company 14 \
, Public service mandate a3 {

B: Geographical location: =
,l Johannesburg 01 i
| Cape Town 02 !
i Durban a3 [
i Port Elizabeth 04 ,
l Bloamfontein 05 ]
i Nels_pru;t R |

Category A: Professional profile

4.  What is your “mother tongue™?

Alfrikaans g1
English 02
IsiXhosa 03
Ndebele 04
Pedi 05
Seswati 06
Southern Satho g7
Tsonga 08
Tswana 09
Venda 10
Zuly 11
Other (please specify) ..o 12
5. Indicate what percentage of the time spent at work
you communicate in your mother tongue
........................ Yo

6. In which of the following languages do you

communicate most of the time at work?

[ Afrkaans 01
English i1k 02
isiXhosa 03
Ndebele 04
Pedi 05
Seswati 06
Southern Sctho 07
Tsonga 08
Tswana 09
Venda 10
Zulu 11
Qther (please specify) ... 12

7. What journalism/media management training have

_you completed additional to the qualification in 37

Name of training course Institution

Year

1. In which medium do you currently work?
Dailly newspaper 01
Wee Kly newspaper I 02
ngazme 03
Broadcasting (television) 04
Broadcasting (radio) 05
On-line media 06
News agency 07

2. What is your gender?

Male 01
Female 02 |

3. Your highest educational qualification is?
Completed secondary school | 01
In-house training | 02
Completed 1 year certificate 03
Completed 1 year diploma 04
Completed an advanced diploma 05
Completed a 3 year B degree 06
Completed a 4 year B degree 07
Completed an honours degree 08
Completed a Master's degree 09
Completed a PhD 10

8. How long have you been working in editorial

managernent?
Less than 1 year 01
Between 1 year and 3 years 02
Between 3 and 5 years 03
Longer than 5 years 04

9. What is your position in the enterprise?

News editor 01
| Night editor 02
Content aor on-line editor 03
Assignment editor 04
Bulietin editor 05
Departmenl/section editor 06
Other (please specify) o7

10. How long have you been in this position?

Less than 1 year 01
Between 1 year and 3 years 02
Between 3 and 5 years 03
Longer than & years 04

11. Which position did you hold before being

appointed as a first-line news manager?
Junior reporter 01
Reporter . o 0z
Senior reporter ] 03
Worked as reporter at another 04
media enterprise
Worked at another enterpnise | 05
(not media)
Other (please specify) | 06
........................................ L
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Category B: Attitudes

12. Rate your attitude about the following issues (as you experience them in your media enterprise} on a scale of 1 to 5, where 1 =

extremely negative and 5 = extremely positive:
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121 The structure of internal communication {e.g. verbal communication, written communication etc.) 1 2 3 4 S
12.2 The level of planning and administration 1 2 3 4 5
12.3 The way in which teamwork has been implemented in order to improve news gathering and news reporting 1 2 3 4 5
12.4 Strategic leadership within your enterprise i 2 3 4 5
12.5 The level of sensilivity arong managers with regard to industry related trends 1 2 3 4 5
12.6 The level of human resources development 1 2 3 4 5
12.7 Infrastructure available for managers to successfully perform the work expecled of them 1 2 3 4 5
12.8 Infrastructure available for reporters to successfully perform the work expected of them 1 2 3 4 5
12.9 The remuneration policy implemented in your media enterprise 1 2 3 4 5
12.10 _The overall management style applied in your media enterprise 1 2 3 4 5
12.11  The nature of employment {i.e. the level of job satisfaction you experience) 1 2 3 4 5
12.12  The opportunities you as a first-line news manager are given to be creative in the news gathering and news production processes 1 2 3 4 5
12.13 _Ths opportunities to give input in terms of news management structures 1 2 3 4 5
12.14  Working conditions currently found in your media enterprise 1 2 3 4 5
12.15  Your loyalty towards the media enterprise in which you work 1 2 3 4 5
12.16  Your ability as first-line news manager to match your personal values with that of the media enterprise 1 2 3 4 5
12.17  Your willingness 1o be publicly associated with the media enterprise 1 2 3 4 5
12,18 Availability of funding to successfully perform the task at hand 1 2 3 4 5
12.19  Organisational structure of your media enterprise i 2 3 4 5
12.20  The level of news output in your media enterprise compared 1o that of similar media enterprises in South Africa 1 2 3 4 5
12.21 The overall level of professional skills found within the media enterprise 1 2 3 4 5
12.22  The ethical code of your news enterprise 1 2 3 4 5
12.23  The level of ethics within your media enterprise (e.g. honesty and apenness in terms of news gathering and news processes elc.) 1 2 3 4 5
12.24  Pressure from external stakeholders (e.q. owners, society, government, political parties) aimed at management 1 2 3 4 5
12.25 Pressure from external stakeholders (e.g. owners, society, government, political parties) aimed at reporters 1 2 3 4 5
12.26  The level of career development within the media enterprise 1 2 3 4 5
12.27 Management's knowledge about specific media policies (e.g. with regard to HIV/Aids; media law and media ethics) 1 2 3 4 5
12.28 Management's ability to transfer the above 1o first-line news managers (e.g. provision of and guidance in using the SA Ombudsman's | 1 2 3 4 5
ethical code of conduct)
12.29 Management's level of technical skills (e.g. computer, writing, reporting elc.) 1 2 3 4 5
12.30  The importance your media enterprise attaches to reporters' safety while covering a news event 1t ] 2 3 4 5
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Category C: Importance and implementation of managerial skills and competencies
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A. Using the scale on the left-hand side of the statement, indicate the level of importance you attach to the task described within your

line of duty as a first-line news manager {where 1 = not important and 5 = absolutely important).

B. Using the scale on the right-hand side of the statement, indicate the extent to which you implement the task described within your

line of duty as a first-line news manager (where 1 = absolutely not and 5 = absolutely}.

13.1 Communication — The ability of transferring information and facilitating understanding
A B
17234 [5 ]131.1 Originating formal communication (e.g. e-mail, memoranda, meetings) to inform reporters of relevant activities 1121314151 NA
123 (4[5 ]13.1.2 Encouraging feedback and questions (from reporters} about formal communication 1 [ 2]13]4[5][NA
112 3|4 [5]13.1.3 Using a variety of technological resources to accommodate individual communication needs 1 [21314]5]|NA
1 |2 3[4 )5 ]13.14 Soliciting interpersonal communication between myself and reporters (e.g. discussions, mentoring) 11213 [4]151NA
11231415 1315 Maintaining sound interpersonal relationships with colleagues 1123745 ([NA
1213145 |13.1.6 Takinginto account colleagues’ feelings and emetions when communicating with them 1123|1415 NAJ
11213 |4 |5 ]131.7 Negotiating over resources for reporters 112 13]415]|NA
112131415 p3.1 .8 Developing relationships with higher levels of management 1 (2 (3]14]|5]|NA
11213 |4 |5 | 13.1.8 Exercising infiuence within higher levels of management 1121345 ]|NA
121314 [5 | 13.1.10 Decisively handiing difficult reporters 112[314]5]|NA
1 (2|34 |5 {13.1.11 Handling difficult reporters fairly 123145 Na]|
1 |2 13[4 |5 [13.1.12 Using hierarchical structures within the media enterprise to promote communication 1 1213[415!NA
1 ]2 3[4 15 ] 13.1.13 Aligning {personal and reporters’) goals to promote communication 1 ]2 1345 ]|NA
1121214 |5 | 13.1.14 Possessing language skills that promote communication 112 3[4]5]|NA
1+ ]2 13 ]4 |5 | 13.1.15 Handling mufticultural differences to promote communication 112]13]4!05]|NA
1172 |3 ]4 [5 | 13.1.16 Handling multilingual differences to promote communication 1 (23145 NA
13.2 Planning and administration — Planning, performing and controlling identified tasks

7 ]2 3 [a |5 11321 Taking well-informed decisions despite pressures posed by tight deadtines 1 [2[3[4[5]|NA
12134 ]5 | 1322 Anticipating canseguences of risks (financial and otherwise) taken in order to deliver the news product 112 |3]4]5)NA
112 (34 |5 ] 1323 Defending the consequences arising from these risks 1o 1op management 1 [2 |3 ]415]|NA ]
112 (3|4 [5]1324 Proactivaly developing plans to improve the leve! of professional output 1 ([2[3]4]5|NA
11213 [4 |5 | 1325 Properlyscheduling these plans in order to achieve the set goais 11213/4]5]|NA
1 |2 3714 [5]13.26 Prioritising tasks in order to deliver the desired news product 1 [ 2]3]4([5]NA
112 |3 |4 |5 1327 Delegating responsibility for tasks to reporters 112131415 NA
11213 ]4 5 |13.28 Delegating authority to reporters to perform tasks 10213[4]15!NA
11234 |5 (1329 Identifying resources {human and otherwise) needed to deliver the news product 11213415 ]|NA
1 ]2 13[4 |5 | 13.2.10 Obtaining resources (human and otherwise} needed to deliver the news product 1121 314]5]NA
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1 ]2 ]3[4 |5 [132.11 Organising resources (human and otherwise) obtained 1 (213415 NA
112 [3 |4 ]85 [13.212 Keeping accurate and complete financial documentation on activities within my department/section 1 123|415 ]|NA
1|2 3[4 |5 |132.13 Budgeting for the activities 1o be performed in my department/section 112, 314]|5]|NA
112 13 |4 |5 [ 13.214 Using financial information o plan activities in my department/section 1]213]4]5][NA|
12 [3 |4 [5 | 13215 Using financial information when taking decisions 112 ]3[4]5|NA)
112 (3[4 |5 | 13.2.16 Using financial information when performing control activities 112 [3]4]15]NA
112 [3 14 ][5 |13.2.17 Handing a variety of incidents at once 1123485 NA
13.3 Strategic acticn — Understanding and adapting to the media enterprise’s vision, mission and goals
11231745 ]1331 Monitoring changes within my department/section to identify strengths, weaknesses, opportunities and threats | 1 [ 2 | 3 | 4 [ 5| NA
impacting on the performance of my department/section
12134 ]5]1332 Monitoring changes within the media enterprise lo identify strengths, weaknesses, opportunities and threats | 1 | 2 | 3 | 4 | 5| NA
impacling on the performance of my department/section
1121314 |5 ]123.3 Monitoring changes within the media environment to identify strengths, weaknesses, opportunities and threats | 1 | 2 | 3 [ 4 | 5| NA
impacting on the performance of my department/section
11234 |5 [13.34 Monitoring changes within the broader South African context to identify strengths, weaknesses, opportunitiesand | 1 | 2 | 3 | 4 | 5| NA
threats impacting on the performance of my department/section
1|2 (3|4 |5 |1335 Monitoring changes within the international context to identify strengths, weaknesses, opportunities and threats | 1 | 2 | 3 | 4 | 5§ NA
impacting on the performance of my department/section
112 (3[4 |5 [133.6 Knowingthe national news agenda 112[3]4|5] NA
112 (3 (4[5 [1337 Knowingthe international news agenda 1121314 ([5] NA
1 (2 |3 |45 |1338 Playinga rolein setting the news agenda 11231 4([5] NA
1 (21314 |5 ]| 1339 Knowingyour enterprise’s news/editorial policy 112 3[4]5] NA
1121314 |5 ] 13.3.10 implementing your enterprise’s news/editorial policy 112|345 NA
112 ]3[4 ]5113.3.11 Being informed about the activities of other media enterprises (i.e. competitors) 1121314 |5[NA
112 | 3[4 ]5 |13.3.12 Being informed about the activities of strategic partners 1123 ]4]15] NA
1 |2 |3 ]4 |5 |13.3.13 Understanding the concerns of internal stakeholders {s.g. reporters) 1213 [ 4[5 NA
112 [3 |4 |5 !13.3.14 Understanding the concerns of external stakeholders (e.g. shareholders, society at large) 1102314 ]5[NA
112 |3 (4 |5 | 13.3.15 Knowing the enterprise’s vision, mission and goals 11234 ]5) NA
112 |3 |4 [5 |13.3.16 Prioritising and making decisions consistent with the enterprise’s vision, mission and goals 112 (3[4 |5 NA
11213 |4 5113317 Ensuring that operational goals (and objectives) support organisational strategy 112|314 (5] NA
1 12 3 14 |5 [13.3.18 Realising crganisational goals 121345 NA
1|2 (3|4 [5 [13.3.19 Developing human resources 1|2 3]415] NA
112 13[4 |5 |133.20 Understanding the nature of the news product vis-&-vis the news enterprise’s target audience 112131415 NTAj
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Addendum A: Questionnaire for first-line news managers

1|2 {34 |5 ] 1367 Beingabletolead a healthy lifestyle 112345 NA
1 [2 (3 4|5 [13.6.8 Taking responsibility 11231 4|5 NA
112 (3[4 |5 | 136.9 Beingambitious/motivated 1o achieve sel objectives 112 ]3[4 15 NA
112 (3[4 ]5 | 136.10 Persevering under conditions of failure and stress 112345 NA
1 [2 ]34 |5} 136.11 Coping with secondary trauma (experienced through the eyes of reporters within the depariment/section) 11213145 NA
12 (3|4 |5 | 136.12 Balancing private life and work responsibilities 1102131 4|5 NA
112 ]3[4 15 |13.6.13 Taking reporters’ physical state into account 1121 3[4 ]5 NA
112 (3[4 )5 | 136.14 Taking reponers mental state into account 11213145 NA
1 ]2 |3 14 ]5 | 136.15 Being able to clearly define personal and professional goals 11213 | 4[5 NA
1123 |4 |5 |13.6.16 Maximising individual strengths 12345 NA
|1 12 13[4 |5 |136.17 Addressing individual weaknesses - 1123|4115 NA
1 ]2 (3 |4 |5 | 136.18 Being able to learn from mistakes and pasl experiences 112314 )5 NA

r

14, In your view, state the three most important constraints facing you as first-line news manager, hindering the management
of reporters

15. In your view, state the three most important opportunities facing you as first-line news manager, facilitating the
management of reporters
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Questionnaire for reporters

Addendum B: Sanef’s South African National Skills Audit Phase 2 — 2004/5

PLEASE NOTE THAT THIS QUESTIONNAIRE IS
COMPLETED ANONYMOUSLY. ALL INFORMATION WILL
BE TREATED AS CONFIDENTIAL AND YOUR IDENTITY
WILL NOT BE LINKED TO IT IN ANY WAY

FOR OFFICE USE ONLY: ;

A: Ownership category:
Listed company 01
Unlisted company 02
Public service mandate 03
B: Geographical location:
Johannesburg 01|

| Cape Town 02_ |

| Durban 03
Port Elizabeth 04
Bloemfontein 05 :
Nelspruit 06 !

Category A: Professional profile

4.  What is your “mother tongue”?

Afrikaans 01
English 02
isiXhosa 03
Ndebele 04
| Pedi 05
| Seswati 06
{ Southern Sotha 07
Tsonga 08
Tswana 09
Venda 10
Zulu 11
Other {please specify) ........o..oeeeven. 12

5. Indicate what percentage of the time spent at work
you communicate in your mother tfongue

6. In which of the following languages do you
comrunicate most of the time at work?

1. In which medium do you currently work? Afrikaans 01
Daily newspaper 01 English 02
Weekiy newspaper 02 istXhosa 03
Magazine 03 Ndebele 04
Broadcasting (television) 04 Pedi 05
Broadcasting (radio) 05 Seswati 06
On-ling media 06 Southern Sotho 07
News agency o7 Tsonga 08

2.  What is your gender? t\TJZ\.::ga ?g
Male 01 (z

ulu 11
Female 0z | Other (please specify) .......ccoccccoon... 12

3. _Your highest educational qualification is?

Completed secondary school 01 7. What journalism/media management training have
In-house lraining 02 you completed additional to the qualification in 37
Completed 1 year certificate 03 Narne of training course Institution Year
Completed 1 year diploma 04

Cormnpleted an advanced diploma 05

Completed a 3 year B degree 06 _|
Completed a 4 year B degree o7

Completed an honours degree 08

Completed a Master's degree 09

Completed a PhD 10

8. How long have you been working in

journalism?
[ Less than 1 year 01 |
| Between 1 year and 3 years 02
Between 3 and 5 years 03
Longer than 5 years 04

9. What is your position in the enterprise?

Junior reporter 01
Reporter 02
Senior reporter 03
Other (please specify) 04

10. How long have you been in this position?

Less than 1 year 01
Between 1 year and 3 years 02
Between 3 and 5 years 03
Longer than 5 years 04
11. Who do you report to as first-line news
manager?
News editor 01
Night editor 02
Content/on-line editor 03
Assignment editor 04
Bulietin editor 05
Department/section editor 06
Other {please specify) 07
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B. Using the scale on the right-hand side of the statement, indicate the extent to which the first-line news manager within your department/section

Category C: Importance and implementation of managerial skills and competencies

Addendum B: Questionnaire for reporters
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A. Using the scale on the left-hand side of the statement, indicate the level of importance you as a reporter attach to the management task
described, as applicable to first-line news managers within your department/section (where 1 = not important and 5 = absolutely important).

implements the management task described (where 1 = absolutely not and 5 = absolutely).

13.1 Communication — Managers’ ability to transfer information and facilitate understanding

A B
112713 ]4]5]131.1 Originating formal communication (e.g. e-mail, memoranda, meetings) to inform reporters of relevant activities 1123145 NA
1]2]3]4]5 (1312 Encouragingfeedback and questions {from reporters) on formal communication 11213 ]4]51NA
1 2134 [5]131.3 Usinga variety of technological resources to accommodate individual communication needs 1 [213[4]5[|NA
112314 |5 (1314 Soliciting interpersonal communication between themselves and reporters (e.g. discussions, mentoring) 1121314 5] NA
11213145 P3.1 .5 Maintaining sound interpersonal relationships with reporters 11213145 )NA
1 2131415 ] 1316 Takinginto account reporters’ feelings and emotions when communicating with them 1 12 (3[4 5]|NA
112 |3 ({4 |5 1317 Negotiating resources for reporters 1121314 ]5!0NA
112314 5 ]1318 Developing relationships with higher levels of management 1 2131415 NA
1l2 (3[4 ]5 11319 Exercising influence within higher levels of management 112314 5]NA
112 |3 |4 |5 | 13.1.10 Decisively handling difficull reporters 11213145 NA
1 12 [3 4 15 1131.11 Handling difficult reporters fairly 1231415 |NA
1 (2 13[4 [5 [131.12 Using hierarchicai structures within the media enterprise to promote communication 11213415 NA
112 |3 ]4 !5 ]13.1.13 Aligning (personal and reporters’) goals to promote communication 1 {2]3[4]5]|NA
1 ]2 |3 |4 |5 ]13.1.14 Possessing language skills that promote communication 112314 |5]|NA
112 |3 (4 !5 ] 131.15 Handling multicultural differences to promote communication 112134 |5][NA
1213 |4 |5 ] 13.1.16 Handling multilingual differences to promote communication 1]1]2[314]5]NA
13.2 Planning and administration — Managers’ ability to pfan, perform and control identified tasks
112134 |5 ]1321 Takngwel-informed decisions despite pressures posed by tight deadlines 11213145 ]|NA
1123 |4 |5 ]1322 Anticipating consegquences of risks {financial and otherwise) taken in order to deliver the news product 11213 [4]15][NA
112 (3[4 |5 ]|1323 Defending the consequences arising from these risks to top management 11213145 NA
1 (231741511324 Pro-actively developing plans to improve the levei of professional output 1123145 NA
11213 [4 |5 ]1325 Properlyscheduling these plans in order to achieve the set goals 11213145 NA
1 ]2 (314 |5 | 1326 Prioritising tasks in order to deliver the desired news product 11213145 NA
112 3[4 |5 [1327 Delegating responsibility for tasks to reporters 11213145 NA
112 3[4 [5]13.28 Delegating authority to reporters to perform tasks 1]12]13]14]5]|NA
L1 /213 ]4 (51329 Identifying resources (human and otherwise) needed to deliver the news product 1 (2130415 NA
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1 (2 ]3[4 |5 ]13210 Obtaining resources (human and otherwise) needed to deliver the news product 1 ]2 [3 4[5 NA
1 ]2 3[4 |5 !13.2.11 Organising resources (human and otherwise) obtained 112345 ]|NA
1 (2 (3 ]4 |5 | 13.2.12 Keeping accurate and complete financial documentation on activities within the department/section 112]3]4]5]|NA
11213 |4 |5 | 13.213 Budgeting for the activities to be performed in the department/section 1 [ 213 [4]5]NA
112 ]3[4 |5 | 13214 Using financial information to plan activities in the department/section 112 13[4]5]|NA
1 (2 [3 14 |5 | 13.2.15 Using financial information when taking decisions 1 (2 [314]5([NA
1123 |4 |5 | 13.2.16 Using financia! information when performing control activities 1121314 15]|NA
112 13[4 5 ]|13217 Handling a variety of incidents at once 112 [3[4]5]NA
13.3 Strategic action — Managers' ability to understand and adapt to the media enterprise’s vision, mission and goals _
112 3145|1331 Monitoring changes within the department/section fo identify strengths, weaknesses, opportunities and threats | 1 | 2 | 3 | 4 | 5| NA
impacting on the perforrnance of the department/section
1121314 15 ]1332 Monitoring changes within the media enterprise to identify strengths, weaknesses, opportunities and threats | 1 | 2 | 3 | 4 | 5| NA
impacting on the performance of the department/section
1 (2 (3|4 ]5 ] 1333 Monitoring changes within the media environment to identify strengths, weaknesses, opportunities and threats | 1 [ 2 | 3 ] 4 | 5] NA
impacting on the performance of the department/section
1(2 3|4 |5 |1334 Moniloring changes within the broader South African context to identify strengths, weaknesses, opportunitiesand | 1 [ 2 | 3 | 4 | 5| NA
threats impacting on the performance of the department/section
1012134 |5 ]1335 Monitoring changes within the international context to identify strengths, weaknesses, opporiunities and threats | 1 [ 2 [ 3 | 4 | 5| NA
impacting on the performance of the department/section
112|314 |5 ] 1336 Knowing the national news agenda 1123 [415] NA
112 (3[4 1|5 | 1337 Knowingthe international news agenda 11213 [ 4]5] NA
112 3[4 |5 (1338 Playing arolein setting the news agenda 112131 4]5] NA
112 [3 |4 |5 ]1339 Knowing the enterprise's news policy 112131 4([5] NA
112 3[4 [5 ]| 13.3.10_Implementing the enterprise’s news policy 1123 [4]5] NA
112 (3 ]4 |5 ] 13.3.11 Being informed on the activities of other media enterprises (i.e. competitors) 112134151 NA
112 3[4 [5 [133.12 Being informed on the activities of strategic partners 1121314 [5] NA
1 (2 [3 |4 [5 13313 Understanding the concerns of internal stakeholders {(e.g. reporters) 112134 ]5]NA
112 |3 [4]5 |13.3.14 Understanding the concerns of external stakeholders (e.g. shareholders, society at large) 11231 4]5] NA
112 [3 4[5 | 13.3.15 Knowing the enterprise’s vision, mission and goals 112 3[4 ]5] NA
112 |3 |4 |5 | 133.16 Priontising and making decisions consistent with the enterprise’s vision, mission and goals 112314 5] NA
1 (2 ]3[4 |5 [13.3.17 Ensuring that operational goals (and objectives) support organisational strategy 11213 [ 4 ]5] NA
112 13 |4 15 | 13318 Realising organisational goals 11213 4 |5[NA
112 (3 1|4 |5 | 13.3.18 Developing human resources 1]2)]3]4[5] NA
112 3[4 [5]13.3.20 Understanding the nature of the news product vis-a-vis the news enterprise's target audience 1121 3[4 15] NA
13.4 Teamwork — Managers’ ability to organise reporters into small groups, facilitating shared responsibility and interdependenc
112 |3 14 5 |1341 Structuring the department/seclion to implement teamwork principles 11213 4[5 NA
11213 (4 |5 |134.2 Organising reporters into leams 1123 [415 NA
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1127345 ] 1343 Assisting reporters in acquiring specialised knowledge of working within a teamwork structure 12 (3 415 NA
1 /21341511344 Formulatingteamwork objectives 112 3104]5 NA
11231745 [1345 Motivating reporters to perform satisfactorily within teamwork situations 112131415 NA
112134 |5 ]1346 Sharing in the responsibilities associated with the implementation of a teamwork approach 1712131415 NM
112|314 15 ]1347 Compilingteams in such a way that diverse ideas are accommodated/promoted 172 13[4 (5] NA
12|24 |5 ]1348 Compilingteams in such a way that technical skills are utilised effectively 112131415 NA
1t |2 134 5 | 134.9 Defining team objectives 112 13| 4|5 NA
112 [3 (4 [5 [ 13.4.10 Defining individual objectives 1213 4150 NA
%1_ 2 |3 4|5 | 13.4.11 Creating an environment within the newsroom where teamwork is rewarded 1/]2]3 44 5| NA
1 [2 ]3[4 |5 |134.12 Coaching, mentoring and counselling reporters throughout a team project 112 (1314 150 NA
1 12 13[4 ][5 ] 13413 Supporting teams in identifying resources necessary to achieve set goals/objectives 11213145 NA
1 [2 13[4 |5 | 13.4.14 Supporing teams in obtaining resources necessary 1o achieve set goalsfobjectives 11213450 NA
i |2 3[4 ]5 [134.15 Understanding individual strengths and weaknesses to function within a teamwork situation 112131415 NA
1 |2 [3 14 (5 ]13.4.16 Managing team conflict optimally 11213045 NA
1213 [4 |5 | 13.4.17 Sharing recognition and credit with members of the team 1] 2|13 [4]5 NA
T 2773 a5 13418 Praising reporters in the depariment/section 1123 4[5 NA
13.5 Global awareness — Managers' level of cultural knowledge, understanding and cultural sensitivity
1 ]2 (3 (4|5 ] 1351 Beinginformed about social, political and economic changes in South Africa 11231415 NA
1 ]2 13[4 51352 Beinginformed about social, political and economic changes within an international context 112131 4]5 NA
112 ]3[4 [5 1353 Beingable lorecognise the impact of local and international changes on the media industry 1123415 NA |
1123 (4 )5 ]1354 Developing multilingual skills 112|345 NA
112 ]3[4 |5 | 1355 Being confident in handling ethnic and cultural differences 112131415 NA
1 {23 ]4 |5 ] 13586 Wilingness to gain understanding in ethnic and cultural differences 112131415 NA
112 13 ]4 15 )1357 Beingsensitive 1o ethnic and cultural cues 1121 3] 4[5 NA
112 |3 (4|5 ]13.58 Beingableto adapt to ethnic and cultural cues 1]2]3 415 NA
112 ]3[4 5 ]1359 Adjusting behaviour appropriately whan interacting with people from different culturai and ethnic backgrounds 11 2] 3 (4[5 NA
13.6 Self-management — Managers' ability to take responsibility for their actions, performance and success in both private and professional life
1 (2 (3[4 [5]136.1 Conductingthemselves according to clearly defined personal values 112131415 NA
112 3 1415|1362 Accommodating differing personal values between themselves and reporters 11213145 NA
1 {23 (4|5 11363 Upholding the ethical code of the news enterprise 12 (345 NA
112 ]3[4 15 ]1364 Admitling to personal mistakes 11213415 NA
11213 ]4 |5 11365 Working diligently 1123 ([4]5 NA
112 |3 4 |5 |136.6 Beingconscious of a healthy lifestyle (e.g. diet, exercise} 172134150 NA
112134 |5 1367 Beingabletolead a healthy lifestyle 11213145 NA
112 |3 |4 |5 |136.8 Taking responsibility 1] 2] 3] 45 NA
1121314 |5 }1369 Beingambitious/motivated to achieve Set objectives 172 3] 415 NA
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17. In your view, state the three most important opportunities facing first-line news managers within your department/section, supporting
them in managing reporters

112 |3 |4 |5 | 13.8.10 Persevering under conditions of failure and stress 1121345 NA
1121314 |5 [136.11 Coping with secondary trauma (experienced through the eyes of reporters within the department/section) 123 | 4]5 NA
1 (213 |4 |5 | 13612 Balancing private life and work responsibilities 11213450 NA
1123 4|5 | 13.6.13 Taking reporters’ physical state into account 112 (3415 NA
112|314 |5 | 13.6.14 Taking reporters' mental state into account 11213 |45 NA
1123 ]4 |5 |136.15 Being able to clearly define personal and professionai goals 12 [3]4]5 NA
112 1314 |5 |136.16 Maximising individual strengths 112 (345 NA
112 (3|4 |5 | 13.6.17 Addressing individual weaknesses 112345 NA
12 3[4 5] 136.18 Being able to learn from mistakes and past experiences 1123 4[5 NA
16. In your view, state the three most important constraints facing first-line news managers within your department/section, hindering

them in managing reporters
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Addendum C: Sanef’s South African National Skills Audit Phase 2

Framework for interviews

General

o Give a general introduction on the management structure of your
enterprise.

¢ On what level do you function?

Competencies

1.

1.1

1.2
1.3

2.1
2.2
2.3
2.4

Communication (The way information is transferred and understanding

facilitated in the enterprise)

How does communication take place between you and the people reporting to
you?

What is the role of interpersonal relationships in facilitating communication?
How do you handle difficult situations / reporiers?

Planning and administration (How identified tasks are planned, put into
action / performed and controlled)

How do you plan activities for the people your are responsible for?
Do they participate?
How do you get people to perform the planned activities as agreed?

How do you control performance on agreed upon activities?



3.1

32

3.3

3.4

3.5

4.1

4.2

4.3
4.4

5.1

52
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Strategic action (The way the enterprise’s vision, mission and goais are

understood throughout the enterprise and adapted to/executed)

Are you and the people reporting to you aware of the strengths and
weaknesses of the enterprise and the opportunities and threats confronting
the enterprise?

Are you and the people reporting to you aware of the enterprise’'s vision,
mission and goals?

What is the knowledge level (your own and that of the people reporting to you)
of the national and international news agenda?

Do the people reporting to you know and execute the enterprise’'s news
policy?

How is the enterprise’'s news policy and news product aligned to the
enterprise’s target audience?

Teamwork (Organising reporters into small groups, the way shared

responsibility and interdependency is facilitated)

Do you implement teamwork as a modus operandi in your area of
responsibility? How?

If yes, how do you facilitate shared responsibility and interdependency in
teams?

How is conflict handled in teams?

How is recognition handied in teams?

Global awareness (The level of cultural knowledge, understanding and

cultural sensitivity in the enterprise)

How do you promote cultural knowledge, understanding and sensitivity among
the people reporting to you?

How important is multilingualism in your newsroom?



6.1
6.2
6.3
6.4

6.5
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Self management (The way people in the enterprise are able to take
responsibility for their own actions, performance and success in
professional and private lives)

How do you accommodate people’'s personal values in the work situation?
Does the enterprise have a formal code of ethics?

If yes, how is the enterprise’s code of ethics upheld in the work situation?

How balanced are the lives of people reporting to you in terms of their work
and personal lives?

How are the people reporting to you encouraged to build on their strengths
and improve their weaknesses?
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Addendum D: Rotated factor patterns retained by Kaiser’s criterion

Importance and implementation of managerial competencies

from the perspective of reporters

Importance of managerial competencies

Communication

Management task Factor 1 Factor 2
Informal Formal
communication | communication
13.1.1 Originating formal communication 0.805
13.1.2 Encouraging feedback and comment from reporters 0.380 0.771
13.1.3 Technological rescurces to accommodate communication needs 0.812
13.1.4 Soliciting interpersonal communication between self and reporters 0.764 0.322
13.1.5 Maintaining sound interpersonal relationships with reporters 0.781
13.1.6 Taking into account reporters' feelings/emotions in communication | 0.829
13.1.7 Negotiating resources for reporters 0.591 0.582
13.1.8 Developing relationships with higher management 0.549 0.524
13.1.9 Exercising influence with higher management 0.600 0.428
13.1.10 Decisively handiing difficult reporters 0.486 0.646
13.1.11 Handling difficult reporters fairly 0.684 0.356
13.1.12 Using hierarchical structures to promote communication 0.427 0.564
13.1.13 Aligning goals to promote communication 0.689 0.368
13.1.14 Language skills that promote communication 0.780 0.368
13.1.15 Handling muiticultural differences to promote communication 0.704 0.454
13.1.16 Handling multilingual differences to promote communication 0.703 0.383
Planning and administration
Management task Factor 1 Factor 2 Factor 3
Budgeting and | Gathering Planning
financial and and
management analysing organising
information | projects
13.2.1 Taking well-informed decisions despile deadline pressure 0.800
13.2.2 Anticipating consequences of risks to deliver news product 0.778
13.2.3 Defending conseguences of risks taken 0.787 0.317
13.2.4 Pre-aclively developing plans to improve output 0.674 0.435
13.2.5 Pro-actively scheduling plans to achieve sel goals 0.767 0.378
13.2.6 Prioritising tasks to deliver the desired news product 0.579 0.544
13.2.7 Delegating responsibility for tasks 0.734
13.2.8 Detegating authority to perform tasks 0.707
13.2.9 ldentifying resources to deliver news product 0.439 0.708
13.2.10 Obtaining resources to deliver the news product 0.353 0.768
13.2.11 Organising resources obtained 0.326 0.769
13.2.12 Keeping accurate and complete financial documentation 0.827
13.2.13 Budgeting for activities in the department/section 0.896
13.2.14 Using financial information 1o plan aclivities 0.904
13.2.15 Using financial information when taking decisions 0.899
13.2.16 Using financial information during control activities 0.556
13.2.17 Handling a variety of incidents at once 0.699
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Management task Factor 1 Factor 2 Factor 3
Understanding Monitoring | Cognisance
the internal and | changes and of the
external media | aligning the | national and
environment media international
enterprise news
according! agenda
13.3.1 Monitoring changes in the department/section 0.737
13.3.2 Monitoring changes in the media enterprise 0.867
13.3.3 Monitoring changes in the media environment 0.822
13.3.4 Moriitoring changes in the broader South African 0.834
context
13.3.5 Monitoring changes in the international context 0.791
13.3.6 Knowing the national news agenda 0.849
13.3.7 Knowing the international news agenda 0.793
13.3.8 Playing a role in setfling the news agenda 0.424 0.597
13.3.8 Knowing the enterprise’'s news policy 0.575 0.503
13.3.10 Implementing the enterprise’s news policy 0.688 0.419
13.3.11 Being informed on the activities of other media 0.340 0.389 0.607
enterprises
13.3.12 Being informed on the activities of sirategic pariners 0.550 0.334 0.436
13.3.13 Understanding the concerns of internat stakeholders 0.565 0.448 | |
13.3.14 Understanding the concerns of exiernal stakeholders | 0.729 0.365 B
13.3.15 Knowing the enterprise’s vision, mission and goals 0.736
13.3.16 Making decisions in line with organisational vision, 0.814
mission etc.
13.3.17 Ensuring that operational goals support organisational | 0.883
strategy
13.3.18 Realising organisational goals 0.874
13.3.19 Developing human resources 0.671 0.326 0.344
13.3.20 Understanding nature of news product vis-a-vis target | 0.506 0.644
audience _‘
Global awareness
Management task Factor 1 Factor 2
Cultural knowledge Cognisance of
and understanding national and
international
changes and the
impact thereof on
the media
enterprise
13.5.1 Being informed about social, political changes in SA 0.370 0.818
13.5.2 Being informed about international social, political changes 0.900
13.5.3 Recognising the impact of these changes on the media 0.340 0.842
13.5.4 Developing multilingual skills 0.418 0.549
13.5.5 Confidence in handling ethnic/cultural differences 0.685 0.521
13.5.6 Gaining understanding in ethnic and cultural differences 0.862 0.377
13.5.7 Being sensitive to ethnic and cultural cues 0.908
13.5.8 Being able to adapt to ethnic and cullural cues 0.894 0.324
13.5.9 Adjusting behaviour when interacting with different cultures | 0.828 0.314
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Self-management
Management task Factor 1 Factor 2
Integrity and Balanced

ethical conduct

personal and
professional lives

13.6.1 Conduct based on clear personal values 0.709
13.6.2 Accommodating different personal values 0.804
13.6.3 Upholding ethical code of news enterprise 0.845
13.6.4 Admitting to personal mistakes 0.805
13.6.5 Working diligently 0.763 0.322
13.6.6 Being conscious of a healthy lifestyle 0.934
13.6.7 Being able to lead a healthy lifestyle 0.926
13.6.8 Taking responsibility 0.841
13.6.9 Being ambitious/motivated to achieve set objectives 0.702 0.478
13.6.10 Persevering under conditions of failure and stress 0.803
13.6.11 Coping with secondary trauma 0.666 0.509
13.6.12 Balancing private life and work responsibilities 0.774 0.382
13.6.13 Taking reporters’ physical state into account 0.733 0.380
13.6.14 Taking reporters’ menlal state into account 0.808 0.331
13.6.15 Being able to clearly define personal and professional goals 0.760 0.396
13.6.16 Maximising individual strengths 0.882
13.6.17 Addressing individual weaknesses 0.785
13.6.18 Being able to learn from mistakes and past experience 0.819
Implementation of managerial competencies
Planning and administration
Management task Factor 1 Factor 2
Planning and Budgeting and
erganising financial
projects management
13.2.1 Taking well-informed decisions despite deadline pressure 0.831
13.2.2 Anticipaling consequences of risks taken to deliver news product 0.722 0.334
13.2.3 Defending consequences of risks taken 0.775 0.300
13.2.4 Pro-actively developing plans to improve autput 0.744 0.480
13.2.5 Pro-actively scheduling plans to achieve set goals 0.773 0.436
13.2.8 Priorilising tasks to deliver the desired news product 0.793 0.366
13.2.7 Delegating responsibility for tasks 0.700 0.400
13.2.8 Delegating authority to perform tasks 0.722 0.422
13.2.9 |dentifying resources to deliver news product 0.714 0.508
13.2.10 Obtaining resources to deliver the news product 0.691 0.506
13.2.11 Organising resources obtained 0.658 0.589
13.2.12 Keeping accurate and complete financial documentation 0.454 0.762
13.2,13 Budgeting for activities in the department/section 0.418 0.820
13.2.14 Using financial infarmation to plan activities 0.392 0.866
13.2.15 Using financial information when taking decisions 0.370 0.859
13.2.16 Using financial information when performing contral aclivities 0.353 0.836
13.2.17 Handling a variety of incidents at once 0.734 0.330
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Management task Factor 1 Factor 2
Understanding Monitoring
the internal and changes in the
external media media
environment environment and
aligning the media
enterprise
_ _ accordingly

13.3.1 Monitoring changes in the depariment/section 0.869

13.3.2 Monitering changes in the media enterprise 0.326 0.875

13.3.3 Monitoring changes in the media environment 0.514 0.761

13.3.4 Monitoring changes in the broader South African context 0.552 0.678

13.3.5 Monitaring changes in the international context 0.532 0.690

13.3.6 Knowing the national news agenda 0.729 0.367

13.3.7 Knowing the international news agenda 0.779

13.3.8 Playing a role in setling the news agenda 0.702 0.511

13.3.9 Knowing the enterprise’s news policy 0.817 0.354

13.3.10 Implementing the enterprise's news policy 0.830 0.368

13.3.11 Being informed on the aclivities of olther media enterprises 0.747 0.376

13.3.12 Being informed on the aclivilies of strategic pariners 0.787

13.3.13 Understanding the concems of internal stakeholders 0.629 0.457

13.3.14 Understanding the concerns of external stakeholders 0.717 0.419

13.3.15 Knowing the enterprise’s vision, mission and goais 0.759 0.376

13.3.16 Making decisions in line with organisational vision, mission 0.719 0.411

13.3.17 Ensuring that operational goals support organisational strategy 0.795 0.369

13.3.18 Realising organisational goals 0.787 0.387

13.3.19 Developing human resources 0.632 0.414

13.3.20 Understanding nature of news product vis-g-vis target audience | 0.745 0.434

Global awareness
Management task Factor 1 Factor 2

Cultural knowledge
and understanding

Cognisance of
national and
international

changes and the
impact thereof on

the media
enterprise

13.5.1 Being informed about social, political changes in SA 0.373 0.862

13.5.2 Being informed about international social, political changes | 0.334 0.902

13.5.3 Recognising the impact of these changes on the media 0.369 0.873

13.5.4 Developing multilingual skills 0.668 0.341

13.5.5 Confidence in handling ethnic/cultural differences 0.824 0.413

13.5.6 Gaining understanding in ethnic and cultural differences 0.882 0.340

13.5.7 Being sensitive to ethnic and cultural cues 0.860 0.337

13.5.8 Being able to adapt lo ethnic and cultural cues 0.906 0.311

13.5.9 Adjusting behaviour when interacting with different cullures | 0.833 0.328

References 452




References 452

References

ABRAHAM, A. 2002. News editor, Kfm 94.5. Verbal communication with the author.

Cape Town. (Copy of the notes in possession of the author.)

ABRAHAMS, R. 2004. Radio response. The changing tastes of radio listeners.
Journal of Marketing, 10(3):48-49,

ACCONE, D. 2004. Media spectacles. Journal of Marketing, 10(3):28-31.

ACCONE, D. 2005a. Media desk. Journal of Marketing, 11(1):20-23.

ACCONE, D. 2005b. The problem with freedom... Journal of Marketing, 11(3).22-24,

ADAMS, R.H. 1989. Management, analysis and planning for skili deveiopment ... in
the 90s. SAM Advanced Management Journal: 34-40, Autumn.

ADDISON, G. 2003a. Africa presses its case. Journal of Marketing, 9(2):25-29.

ADDISON, G. 2003b. New agenda for women's magazines. Journal of Marketing,
9(4):24-28.

ADDISON, G. 2003c. Press and politics. Backing the black elite. Journal of
Marketing, 9(4):20-22.

ADDISON, G. 2003d. Media desk. Journal of Marketing, 9(2):20-22.

ADDISON, G. 2004. Remaking the press. Journal of Marketing, 10(3):34-38,

ADDISON, G. 2005. Daily press is maturing. Journal of Marketing, 11(2):30-36.



References 453

ADLER, P.A. & ADLER, P. 1994. Observational techniques. (/n Denzin, N.K. &
Lincoln, Y.S., eds. Handbook of qualitative research. Thousand Oaks: Sage. p. 377-
392.)

AHLES, C.B. & BOSWORTH, C.C. 2004. The perception and reality of student and

workplace teams. Journalism & Mass Communication Educator, 59(1):42-59, Spring.

AKANDE, A. 2001. Team skills development; an experience-based framework for

management training. Journal of European Industrial Training, 16(1):10-16.

ALBARRAN, A.B. 2006. Historical trends and patlerns in media management
research. (in Albarran, A.B., Chan-Olmsted, S.M. & Wirth, M.O., eds. Handhook of
media management and economics. Mahwah, New Jersey. Lawrence Erlbaum
Associates. p. 3-22.)

ALBARRAN, A.B., CHAN-OLMSTED, S.M. & WIRTH, M.O., eds. 2006. Handhook of
media management and economics. Mahwah, New Jersey: Lawrence Erlbaum
Associates.

ALl, M.R., KHALEQUE, A. & HOSSAIN, M. 1992. Participative management in a
developing country. Attitudes and perceived barriers. Journal of Managerial
Psychology, 7(1):11-16.

ANASTASI, A. 1988. Chronbach’s Alpha. New York: Macmillan.

ANDREWS, D.L. 2003. Sport and the transnationalising media corporation. Journal
of Media Economics, 16(4):235-251.

ANGWIN, J. 2004a. Ted Turner — Yes, that Ted Turner — attacks big media. The Wall
Street Journal, B1, 6 Aug.

ANGWIN, J. 2004b. Turner says it's time to break up. The Globe and Mail: B6, 6 Aug.



References 484

ANON. 1998. Lessons from the present into the future. People Dynamics, 16:52-53,
Jun.

ANON. 2004. Vernacular languages — ten years on. Journal of Marketing, 10(6):14-
186.

ARUMUGAM, S. 2001. Why performance management doesn’'t work. And ways to fix
it. People Dynamics: 24-25, Aug.

BABBIE, E. & MOUTON, J. 2001. The practice of social research. Oxford; Oxford
University Press.

BABBIE, E. 1989. The practice of social research. Belmont: Wadsworth Publishing
Company.

BADENHORST, C. 2003. The administrative office manager: a pivotal position.
Management Today Yearbook: 62.

BAGDIKIAN, B. 1990. The media monopoly. Boston: Bacon Press.

BAGOZZI, R.P. 1994, Measurement in marketing research: basic principles of
questionnaire design. (/n Bagozzi, R.P., ed. Principles of marketing research.
Cambridge, Massachusetts: Blackwell Business. p. 1-49.)

BAGQOZZI, R.P., ed 1994. Principles of marketing research. Cambridge,
Massachusetts: Blackwell Business,

BALL, D. & MCCULLOCH, W. 1999. International business. The challenge of global
competition. Boston: Irwin McGraw-Hill.

BARRELL, H. 2002, Editor, Mail & Guardian. Verbal communication with the author.
Johannesbhurg. (Copy of the notes in possession of the author.)



References 455

BARTHOLOMEW, D.J., STEELE, F., MOUSTAKI, |. & GALBRAITH, J.l. 2002. The
analysis and interpretation of multivariate data for social scientists. Boca Raton:
Chapman & Hall/CRC.

BEALL, A.E. 2004. Body language speaks. Reading and responding more effectively

to hidden communication. Communication World: 18-20, Mar.-Apr.

BEAM, R.A. 2004. Journalists and the workplace: How organisational goals and
priorities influence job satisfaction and ratings of journalistic performance. Paper read
in the Media Management and Economics Division of the Association for Education
in Journalism and Mass Communication, Annual Convention, Toronto, Canada, 4-7
August 2004,

BERGER, G. 2002. Seeing past race: politics of the HRC’s inquiry into racial
representation. Ecquid Novi, 23(2):254-277.

BERGER, G. 2004a. Media transformation score card. Journal of Marketing,
10(2):36.

BERGER, G. 2004b. Miserable state of affairs. Mail & Guardian on-line: 1, 25 Mar.

BERGER, G. 2004c. Fourth estate needs a fourth bottom line. Mail & Guardian
Online, Aug. 18.
htip://www.mg.co.za/articlePage.aspx?articleid=135202&area=/insight/insight__colu
mnists/ Date of access: 15 Mar. 2006.

BERRYMAN-FINK, C. 1985. Male and female managers' views of the communication
skills and training needs of women in management. Public Personnel Management,
14(3):307-313, Fall.

BEZUIDENHOUT, N. 2002. News Manager, news24.com. Verbal communication

with the author. Cape Town. (Copy of the notes in possession of the author.)



References 456

BOEZAK, S. & RANCHOD, S. 2003. African time. Rhodes Journalism Review, The

quest. Special edition on training for journalists, 22:1, Sep.

BOONE, J. 2005. Oxford to train future Murdochs. Financial Times, 25 Apr.
https://registration.ft.com/registration/barrier?referer=http://www.google.co.za/search
?hl=en&q=%220xford+to+train+future+murdochs%22&meta==&location=http%3A//ne
ws.ft.com/cms/s/4918f62a-b5b0-11d9-be59-00000e2511¢8,dwp_uuid=ee2406hb6-
2031-11d8-81¢c6-0820abe49a01.html Date of access: 15 Mar. 2006.

BRIDLE, P. 2006. Leadership. Who changed the rules? Leadership in a First World
Country. Journal of Marketing: 44-45, Feb./Mar.

BROOKS, M. 2005. More than just touchy-feely. Journal of Marketing, 11(5):42.

BROWN, D. 1992. Why participative management won't work here. Management
Review: 42-46, Jun.

BURTON, L. 2001. Managing motivation. People Dynamics, 19:12-17, Aug.

CAMERON, G. 2003. The newspaper credibility crisis: lessons for the classroom.
Panel discussion at the Newspaper and Communication Technology and Policy
Divisions, Association for Education in Journalism and Mass Communication 86th

Annual Convention, Kansas City, USA, 30 July — 2 August.

CAMPBELL, D. 2000. Bridging the culture gap. American Journalism Review: 57,
Mar.

CAPRARQ, 1. 2003. Bright future for Kaapse Son. Journal of Marketing, 9(4):19.

CATEORA, P.R. & GRAHAM, J.L. 2002. International marketing. New York:
McGraw-Hill Higher Education.



References 457

CHAN, J.M., PAN, Z. & LEE, F.L. 2004. Professional aspirations and job satisfaction:
Chinese journalists at a time of change in the media. Journalism & Mass

Communication Quarterly, 81(2):254-273, Summer.

CHANG, L.A. 2004. How demographics, income, work experience, staff size,
newsroom policy and intent to stay in journalism affect newspaper reporters’ overall
job satisfaction. Paper read in the Media Management and Economics Division of the
Association for Education in Journalism and Mass Communication Annual
Convention, Toronto, Canada, 4-7 August 2004,

CHAN-OLMSTED, S.M. & CHANG, B-H. 2003. Diversification strategy of global
media conglomerates: Examining its patterns and determinants. Journal of Media
Economics, 16(4):213-233.

CHAN-OLMSTED, S.M. 2006a. Issues in media management and technology. (In
Albarran, A.B., Chan-Olmsted, S.M. & Wirth, M.O., eds. Handbook of media
management and economics. Mahwah, New Jersey: Lawrence Erlbaum Associates.
p. 251-273.)

CHAN-OLMSTED, S.M. 2006b. Issues in strategic management. (In Albarran, A.B.,
Chan-Olmsted, S.M. & Wirth, M.O., eds. Handbook of media management and

economics. Mahwah, New Jersey: Lawrence Erlbaum Associates. p. 161-180.)

CILLIERS, F. 1995. Konflik, spanning, innovasie en kreatiwiteit. {In Kroon, J., red.
Algemene bestuur. Pretoria; Kagiso Tersiér. p. 385-414).

CLAASSEN, G. 2002. Editor: Science and Technology, Die Burger. Verbal
communication with the author. Cape Town. (Copy of the notes in possession of the
author.)

CLIFTON, P., NGUYEN, H. & NUTT, S. 1992. Market research. Using forecasting in

business. Oxford; Butterworth Heinemann.



References 458

CODRINGTON, G. 2004. Mind the generation gap. Journal of Marketing, 10(6):36-
37.

COHEN, J. 1988. Statistical power analysis for the behavioural sciences. Hillsdale,
NJ: Erlbaum,.

COLE, G.A. 2004. Management theory and practice. Australia: Thomson.

COLFORD, P.D. 2003. The Times after the storm. Jayson Blair, Howell Raines, and

the rest of us. Flooding the zone. Columbia Journalism Review, 14, 16, Jul./Aug.

COOPER, D.R. & SCHINDLER, P.S. 2003. Business research methods. Boston:
McGraw Hill.

COVEY, S.R. 1999. The 7 habits of highly effective people. Powerful lessons in
personal change. London:; Simon & Schuster.

CRESSWELL, R. 2002. Night News Editor, Cape Argus. Verbal communication with

the author. Cape Town. (Copy of the notes in possession of the author.)

CRIMP, M. 1990. The marketing research process. New York: Prentice Hall.

CRONJE, S. & NEULAND, E. 2003. Strategy implementation: new realities.
Management Today, 18(10):22-26.

CROUS, M.J. 1995. Beginsels van beheer. (/n Kroon, J., red. Algemene bestuur.
Pretoria; Kagiso Tersiér. p. 443-459.)

DAFT, R.L. 1997. Management. Forth Worth: Dryden.

DAFT, R.L. 2003. Management. Australia; Thomson South-Western.



References 459

DAVIS, F. & DUNLAP, K.F. 2000. The effective editor. How to lead your staff to
better writing and better teamwork. St. Petersburg: The Poynter Institute and Bonus
Books.

DAYMON, C. & HOLLOWAY, |. 2003. Qualitative research methods in public

relations and marketing communications. London: Routiedge.

DE BEER, A.S. & STEYN, E.F. 2002. Sanefs "2002 South African National
Journalism Skills Audit”: An introduction, and the Sanef report regarding the media

industry. Ecquid Novi, 23(1):11-86.

DE BRUYN, H.E.C. 1995. Beginsels van organisering. (In Kroon, J., red. Algemene
bestuur. Pretoria: Kagiso Tersiér. p. 221-242))

DE KLERK, D. 1998. Stewardship in the Economic and Management Sciences.

Potchefstroom: Potchefstroom University for Christian Higher Education.

DENZIN, N.K. & LINCOLN, Y.S., eds. 1994. Handbook of qualitative research.
Thousand Oaks: Sage.

DICEY, L. 2006. A viewing revolution? Journal of Marketing: 30-33, Feb./Mar.

DILLON, W.R., MADDEN, T.J. & FIRTLE, N.H. 1990. Marketing research in a
marketing environment. Homewood, IL: Irwin.

DINKMEYER, D. 1991. Encouragement: Basis for leader training and participative
management. Individual Psychology, 47(4):504-508, Dec.

DOOLE, I. & LOWE, R. 200t. International marketing strategy. Analysis,

development and implementation. Australia: Thomson Learning.

DRUCKER, P.F. 1993. Post-capitalist society. Oxford: Butterworth-Heinemann.



References 460

DU PLESSIS, T. 2002. Editor, Rapport. Verbal communication with the author.

Johannesburg. (Copy of the notes in possession of the author.)

DU PLOOQY, G.M. 2002. Communication Research. Techniques, methods and
applications. Landsdowne: Juta.

DU TOIT, A. 2006. Corporate governance. {/n Nieman, G. & Bennett, A., eds.
Business management. A value chain approach. Pretoria: Van Schaik. p. 404-418.)

DU TOIT, M.A. 1995. Motivering. (In Kroon, J., red. Algemene bestuur. Pretoria:
Kagiso Tersiér. p. 327-351.)

DU TOIT, P. 2003. A solution community. Rhodes Journalism Review. The quest.

Special edition on training for journalists, 22:24-25, Sep.

DUBRIN, A.J. 2003. Essentials of Management. Australia: Thomson South-Western.

EDMONDS, R. 2004. News staffing, news budgets and news capacity. Newspaper
Research Journal, 25(1):98-109.

EHRHARDT, M.C. & BRIGHAM, E.F. 2003. Corporate Finance: a focused approach.
Australia: Thomson South-Western.

ELLIS, S. 2004. Senior subject specialist, Statistical Consultation Service, North-
West University (Potchefstroom). Verbal communication with the author,

Potchefstroom. (Copy of the notes in possession of the author.)

ELLIS, S.M. & STEYN, H.S. 2003. Practical significance (effect sizes) versus or in
combination with statistical significance (p-values). Management Dynamics:
Contemporary Research, 12(4).51-53.

ELS, D. 2002. Manager: Editorial Development, Media24. Verbal communication with

the author. Cape Town. (Copy of the notes in possession of the author.}



References 461

EMDON, C. Huge growth of small media. Journal of Marketing, 11(5):34-40.

EYLES, N. 2005. Die kuns om mense te bestuur. Finweek: 46-48, 5 Oct.

FARHI, P. 2000. Crunchtime. American Journalism Review: 42-45, Nov,

FARR, M. 2005. Goeie balans noodsaaklik. Dit is die volledige pakket wat die verskil
maak. Finweek: 48, § Oct.

FEDLER, F. 2003. A 20th century phenomenon: employee-owned dailies rare, and
71% fail. Paper read at the Media Management and Economics Division, Association
for Education in Journalism and Mass Communication 86th Annual Convention,
Kansas City, USA, 30 July — 2 August.

FEDLER, F.E. 2002. Reporters’ difficult relationship with editors: causes and
consequences. Ecquid Novi, 23(1):170-188.

FINK, C.C. 1996. Strategic newspaper management, Boston: Allyn & Bacon.

FLANAGAN, L. 2003. Nothing and everything. Rhodes Journalism Review, The
quest. Special edition on training for journalists, 22:26-27, Sep.

FORD, R. 1996. Getting the most from the best. Accountancy SA: 5-9, Mar.
FORTNER, R.S. & CHRISTIANS, C.G. 2003. Separating wheat from chaff in

qualitative studies. (In Stempel, G.H., Weaver, D.H. & Wilhoit, G.C., eds. Mass
communication research and theory. Boston: A&B. p. 350-361.)

FRENSE, A. 2003. The (S)ABC of news training. Rhodes Journalism Review, The

quest. Special edition on training for journalists, 22:28-29, Sep.

FRONEMAN, J.D. 2004. Die transformasie van Suid-Afrika se massamedia.
Potchefstroom: PU vir CHO.



References 462

GADE, P. 2003. The evolution of the managerial revolution: corporate newspapers,
profit and organisational change. Paper read at the Media Management and
Economics Division, Association for Education in Journalism and Mass

Communication 86th Annual Convention, Kansas City, USA, 30 July — 2 August.

GADE, P.J. 2004. Newspapers and organisational development: management and
journalist perceptions of newsroom cultural change. Journalism Communication
Monographs, 6(1):3-55, Spring.

GALLET, F. 2002. Interactive Editor, iafrica.com. Verbal communication with the

author. Cape Town. {(Copy of the notes in possession of the author.)

GANS, H.J. 2004. Journalism, journalism education and democracy. Journalism &
Mass Communication Educator, 59(1):10-16, Spring.

GAZIANO, C. & COULSON, D.C. 1988. Effect of newsroom management styles on

journalists: a case study. Journalism Quarterly, 65:869-880.

GEISLER, J. 2004. New hosses: Betlter at the product than the people. A study of the
strengths and challenges of new managers in NEWSrooms.
http://iwww.poynter.org/graphics/bulk_mail_hd.jpg Date of access: 15 Sep. 2004.

GELDENHUYS, K. 2002. Editor, District Mail, Helderpos. Verbal communication with

the author. Somerset West. {Copy of the notes in possession of the author.}

GILLIS, T.L. 2004. In times of change, employee communication is vital to successful
organisations. Communication World: 8-9, Mar.-Apr.

GOUS, C. 2004. Radio poised for more growth. Journal of Marketing, 10(6).9.

GRAHAM, G. & THOMPSON, T. 2001. Inside newsroom teams. An editor's guide to

the promise and problems. Evanston, IL: Media Management Centre.



References 483

GRAHAM, G. 2001. Dispatches from team newsroom. (In Graham, G. & Thompson,
T. Inside newsroom teams. An editor's guide to the promise and problems. Evanston,
IL: Media Management Centre. p. 15-28.)

GRIMM, J. 2000. Turning on, turning off, turning over. Editor & Publisher, 133(17):32-
35.

HARRIS, S. 2005. Die koerant kom weer. SA se winsgewendste stasies en
publikasies. Finweek: 10-12. 5 Oct.

HELLRIEGEL, D., JACKSON, S.E. & SLOCUM, J.W. 2005. Management. A

competency-based approach. Australia: Thomson South-Western.

HELLRIEGEL, D., JACKSON, S.E., SLOCUM, J., STAUDE, G., AMOS, T,
KLOPPER, H.B., IVANCEVICH, J.M., LORENZI, P., SKINNER, S.J. & CROSBY,
P.B. 2001. Management: quality and competitiveness. Chicago: Richard D lrwin.

HELLRIEGEL, D., JACKSON, S.E., SLOCUM, J., STAUDE, G., AMOS, T,
KLOPPER, H.B., LOUW, L. & OOSTHUIZEN, T. 2004. Management. South African
edition. Oxford: Oxford University Press.

HENRICKS, M. 1997, Goue reéls vir goeie bestuur. Finansies & Tegniek: 36-38, 9
Mei.

HERIZ-SMITH, T. 198. How do we get commitment? Management Today, 14:35, 40,
Jul.

HERRICK, D.F. 2003. Media management in the age of giants. Business dynamics
of journalism. lowa: lowa State Press.

HEUMAN, S. 2004. Global perspectives. How can communicators bridge the gap

between executives and employees? Communication World: 6-7, Mar.-Apr.



References 464

HEYL, C. 2002. Editor, news24. Verbal communication with the author. Cape Town.
(Copy of the notes in possession of the author.)

HICKSON, M. 2003. Qualitative methodology. (/n Hocking, J.E., Stacks, D.W. &
McDermott. S.T. Communication research. Boston: A&B. p. 193-215.)

HILL, C.W.L. 2001. International business. Competing in the global marketplace:
postscript 2001. Boston: Irwin McGraw-Hill.

HOCKING, J.E., STACKS, D.W. & MCDERMOTT, S.T. 2003. Communication
research. Boston: A&B.

HOFSTEDE, G. 1983. The cultural relativity of organisational practices and theories.
Journal of International Business Studies: 75-83, Fall.

HOLLENSEN, S. 2001. Global marketing. A market-responsive approach. Harlow:
Prentice Hall.

HOLLIFIELD, C.A. 2003. Editorial — The impact of financial markets on media
management practices. The International Journal on Media Management, 5(4):136.
http://www.mediajournal.org/modules/pub/view.php/mediajournal-136 Date of
access: 23 Jul. 2004.

ILBURY, C. & SUNTER, C. 2005. Games foxes play. Planning for extraordinary
times. Cape Town: Human & Rousseau Tafelberg.

JACOBS, K. 2002. Managing Editor, You. Verbal communication with the author.

Cape Town. (Copy of the notes in possession of the author.)

JACOBS, N.N. 2004. Global perspectives. How can communicators bridge the gap

hetween executives and employees? Communication World: 6-7, Mar.-Apr.



References 465

JANESICK, V.J. 1994, The dance of qualitative research design: metaphor,
methodolatry and meaning. (/n Denzin, N.K. & Lincoln, Y.S., eds. Handbook of
qualitative research. Thousand Oaks: Sage. p. 209-219.)

JANKOWICZ, A.D. 2005. Business research projects. Australia: Thomson.

JENKINS, E. 2003. The Times after the storm. Jayson Blair, Howell Raines, and the

rest of us. Fixing the system. Columbia Journalism Review: 14-16, Jul./Aug.

JO, S. & SHIM, S.W. 2005. Paradigm shift of employee communication: the effect of
management communication on trusting relationships. Public Relations Review,
31:277-280.

JOHANSSON, J.K. 2003. Global marketing. Foreign entry, local marketing and global
management. Boston: McGraw-Hill Irwin.

JONES, J. 2003. Using Webcasts to inspire staff at The New York Times Company.
SCM, 7(3)%.14-17, Apr./May.

JUECHTER, W.M. 1982. The pros and cons of participative management.
Managemen! Review. 44-48, Sep.

KAHN, A. 2002. News Editor, East Coast Radio. Verbal communication with the

author. Durban. (Copy of the notes in possession of the author.)

KATOPODIS, K. 2002. News Editor, Eyewitness News, 702 Talk Radio. Verbal
communication with the author. Johannesburg. (Copy of the notes in possession of
the author.)

KEEGAN, W.J. & GREEN, M.C. 2003. Global marketing. Upper Saddle River, NJ:
Prentice Hall.



References 466

KELLY, K.J. & VENEZIA, T. 2003. Blair says “Sorry" as his ex-bosses fall. New York
Post Online Edition. hitps:/iwww.nypost.com/news/regionalnews/58451.htm Date of
access: 3 Sep. 2003.

KENNEDY, C. 2002. Guide to the management gurus. The most comprehensive and

authoritative guide to management thinking. London: Random House.

KHUMALO, R, 2002. News Editor, The Natal Witness. Verbal communication with

the author. Pietermaritzburg. (Copy of the notes in possession of the author.)

KIM, S. 2002. Participative management and job salisfaction: Lessons for
management leadership. Public Administration Review, 62(2):231-241, Mar./Apr.

KROON, J. & VAN ZYL, J.J. 1995. Beplanning en planne. (in Kroon, J., red.
Algemene bestuur. Preloria; Kagiso Tersiér. p. 111-134.)

KROON, J. 1995. Bestuur en bestuurders. (in Kroon, J., red. Algemene besiuur.
Pretoria: Kagiso Tersiér. p. 3-26.)

KRUGER, S. 1995. Leierskap. (/n Kroon, J., red. Algemene bestuur. Pretoria: Kagiso
Tersiér. p. 353-371.)

KUNG-SHANKLEMAN, L. 2000. Inside the BBC and CNN. Managing media

organisations. London: Routledge.

KUPE, T. 2004. Media transformation action points. Journal of Marketing, 10(2):38.

LANCASTER, G. 2005. Research methods in management. A concise introduction to
research in management and business consullancy. Amsterdam: Elsevier

Butterworth Heinemann.

LEBALLO, T. 2002. Managing Editor — News, SABC News. Verbal communication
with the author. Johannesburg. (Copy of the notes in possession of the author.)



References 467

LEPRE, C. & BLESKE, G.L. 2005, Little common ground for magazine editors and
professors surveyed on journalism curriculum. Journalism & Mass Communication
Educator, 60(2):190-201, Summer.

LEY, M. 2002. Deputy Editor, Beeld. Verbal communication with the author.

Johannesburg. (Copy of the notes in possession of the author.)

LI, J. nd. South Africa's media consolidates its gains. Overseas Press Club of
America.
http://www.opcofamerica.org/press_freedom/articles/southafrica_022205.php Date of
access: 8 Apr. 2005.

LIEBES, T. 2000. Inside a news item: a dispute over framing. Political
Communication, 17:295-305.

LOUW, P.E. 2002. Improving South African journalism standards. Ecquid Novi,
23(1%:.109-112.

LOUW, R. 1993, Foreword. (In Louw, P.E., ed. South African media policy. Debates
of the 1990s. Bellville: Anthropos. p. 1-3.)

LOWIES, P. 2005. As ouderdom jou laat gaap. Model help generasies om mekaar te
verstaan. Naweek-Beeld. 6, 5 Mar.

LUDMAN, B. 2002. Associate Editor, Mail & Guardian. Verbal communication with

the author. Johannesburg. (Copy of the notes in possession of the author.)

LUSSIER, R.N. 2003. Management Fundamentals. Concepts, applications, skills
development. Australia: Thomson South-Western.

MADDOX, M.E. 1990. Communication skills needed by first-line news managers.
Manage, 42(2):11-15.



References 488

MAGENI, G.F. & SLABBERT, A.D. 2005. Meeting the challenge of the work-life
balance in the South African workplace. South African Journal of Economic &
Management Sciences, 8(4):393-401, Dec.

MAKHANYA, M. 2003. Normality the South African story. Rhodes Journalism

Review, The quest. Special edition on training for journalists, 22:12-13, Sep.

MALINGA, P. 2002. Managing Editor, Fair Lady. Verbal communication with the

author. Cape Town. (Copy of the notes in possession of the author.)

MANNING, P.K. & CULLUM-SWAM, B. 1994. Narrative, content, and semiotic
analysis. (/n Denzin, N.K. & Lincoln, Y.S., eds. Handbook of qualitative research.
Thousand Oaks: Sage. p. 463-477.)

MARKUS, W. 2001. Why communications matter for media management? Editorial
introduction. The International Journal on Media Management, 3(3):15.
hitp://iwww.mediajournal.org/modules/publview php/mediajournal Date of access: 23
Jul. 2004.

MASITSA, G. 2005. Crucial management skills for principals of township secondary
schools. Acta Academica, 37(1):173-201.

MAY, T. 2001. Social research. Issues, methods and process. Maidenhead: Open

University Press.

MCCABE, J. 2002. Managing Editor, East Cape Weekend. Verbal communication

with the author. Port Elizabeth. (Copy of the notes in possession of the author.)

MEGWA, E.R. 2001. Democracy without citizens: the challenge for South African

journalism education. Journalism Studies, 2(2):281-285.

MEYER, P. 2004. Saving journalism. How to nurse the good stuff until it pays.

Columbia Journalism Review: 55-57, Nov./Dec.



References 469

MICHELMAN, P. 2003. Your new core strategy: Employee retention. Harvard
Management Update, 26 Nov. 2003.
http:/fhbswk.hbs.edu/pubitem.jhtm!?id=38038&t=organisations Date of access: 10 Jun.
2005.

MINTY, H. & BENNETT, K. 2001. Performance management in the age of
participation. People Dynamics, 19:20-25.

MOERDYK, C. 2003. When money doesn't talk. Journal of Marketing, 9(4).6-7.
MOERDYK, C. 2005. Someone to believe in. Journal of Marketing, 11(4):6-9.
MONTGOMERY, A.J., PEETERS, M.C.W., SCHAUFELI, W.B. & DEN OUDEN, M.
2003. Work home interference among newspaper managers: its relationship with

burnout and engagement. Anxiety, Stress and Coping, 16(2):195-211, Jun.

MORE, C. 2002. Acting Editor, Sowetan. Verbal communication with the author.
Johannesburg. (Copy of the notes in possession of the author.)

MORTON, J. 2003. Post-scandal assessment. American Journalism Review,
25(6):76, Aug./Sep.

MOSES, L. 2002. Tough times means managing with less. Edifor & Publisher,
135(9):12-13.

MSIBI, Z. 2002. News Editor, /langa. Verbal communication with the author. Durban.
(Copy of the notes in possession of the author.)

NASH, S. 2002. News Editor, Radio Algoa. Verbal communication with the author.
Port Elizabeth. (Copy of the notes in possession of the author.)

NEL, F. 2001. Writing for the media in Southern Africa. Oxford: Oxford University

Press.



References 47¢

NEL, F. 2003. Power. Who has it, who should get it? Rhodes Journalism Review,

The quest. Special edition on training for journalists, 22:14-16, Sep.

NEUMAN, W.L. 2004. Basics of social research. Qualitative and quantitative
approaches. Boston: Pearson A&B.

NEUZIL, M., HANSEN, K. & WARD, J. 1999. Twin Cities journalists’ assessment of

topic teams. Newspaper Research Journal, 20(1):2-16, Winter.

NIEMAN, G. & BENNETT, A., eds. 2006. Business management. A value chain
approach. Pretoria: Van Schaik.

NORTHRUP, K.J. 1996. The digital newsroom of the future: a new way of managing
news. Seybold Report on Publishing Systems, 25(18):3-8.

NSIDI, T. 2002. News editor, Sunday Tribune. Verbal communication with the author.

Durban. (Copy of the notes in possession of the author.)

ODENDAAL, A. & ROODT, G. 1998. Corporate culture and participation:
independent constructs? Journal of Industrial Psychology, 24(3):14-21.

OMAR, Y.A. 1999. South African media in the new millennium. Opening address:
Sowetan's SA Press Freedom Day, 19 October 1999. Government Communication
and Information System. http://www.gcis.gov.za/media/dceo/991019.htm Date of
access: 8 Apr. 2005.

OOSTHUIZEN, T.F.J., DE BRUYN, H.E.C., JACOBS, H. & KRUGER, S. 2002,

Management tasks for managerial success. Johannesburg: Entrepro Publishers.

ORPEN, C. 1991, The effect of formal and informal communication on managerial

satisfaction and performance: an empirical study. Communicare, 10(1):31-37, Jun.



References 471

ORPEN, C. 1994, The effect of organisational commitment on the relationship
between communication quality and managerial attitudes. Communicare, 13(1).:58-
63, Jun.

PATHER, D. 2002. Editor, The Mercury. Verbal communication with the author.

Durban. (Copy of the notes in possession of the author.)

PETERS, S. 2001. Feedback. Newsroom employees want it, managers avoid it.

Evanston, IL: Northwestern University Media Management Centre.

PETERS, S.L. 1999. Caught in the middle. How to improve the lives and
performance of newspaper middle managers. Evanston IL: Northwestern University
Media Management Centre.

PETERS, S.L. 2004. Managing newsroom employees. A guide to solving common
personnel problems.
http://www.mediamanagementcenter.org/center/web/publications/data/Managing.pdf
Date of access: 21 Jun. 2004.

PETERSON, E.H. 2002. The Message Remix. The Bible in contemporary language.
Colorado Springs, Navpress.

PEW RESEARCH CENTER FOR THE PEQOPLE AND THE PRESS. 2004. Bottom-
line pressures now hurting coverage, say journalists. Press going too easy on Bush.
Washington DC: The Pew Research Centre for the People and the Press.

PHILIPS, J. 2002. Editor Drum. Verbal communication with the author. Cape Town.

(Copy of the notes in possession of the author.)

PILLAY, K. 2002. News editor, e-tv. Verbal communication with the author. Cape

Town. (Copy of the notes in possession of the author.)

PLUNKETT, W.R. & ATTNER, R.F. 1994, introduction to management. Belmont:
Wadsworth.



References 472

PORTER, MW., LORSCH, JW. & NOHRIA, N. 2004. Seven surprises for new
CEOs. Harvard Business Review: 62-72, Oct.

POTTER, D. 2004. Conflicts of interests. The revolving door between poiitics and
journalism is spinning out of control. American Journalism Review, 26(6):64,
Dec./Jan.

POWERS, A. 2004. The global structure of media organisations. (/n Wicks, J.L.,
Sylvie, G., Hollifield, C.A., Lacy, 8. & Sohn, A.B. Media management. A casebook

approach. Mahwah: Lawrence Erlbaum Associates. p. 74-98.)

PRETORIUS, B. 1996. Winning organisations: what will be required in the future.
Human Resource Management, 11:20-22.

PRETORIUS, W. 2002. News Editor, Die Burger, Eastern Cape. Verbal
communication with the author. Port Elizabeth. (Copy of the notes in possession of
the author.)

PROCTOR SIMMS, M. 2002. SABC news, Port Elizabeth regional office. Verbal
communication with the author. Port Elizabeth. (Copy of the notes in possession of
the author.)

QUINN, 8. 2002. Knowledge management in the digital newsroom. Oxford: Focal
Press.

RABE, L. 2002. The Fourth Estate under siege — a call for synergy. Ecquid Novi,
23(1):115-119.

RADIPERE, S. & VAN SCHEERS, L. 2005. Investigating whether a lack of marketing
and managerial skills is the main cause of business failure in South Africa. South

African Journal of Economic & Management Sciences, 8(4).402-411, Dec.

RADMARK, 2003. Beyond all expectations. Journal of Marketing, 9(6):29.



References 473

RADMARK. 2004. At last. Radio is more open. Journal of Marketing, 10(1).36-37.

RANCHOD, S. 2003. African story. Rhodes Journalism Review, The quest. Special
edition on training for journalists, 22:8-11, Sep.

RANKIN, W.P. 1886. The practice of newspaper management. New York: Praeger.

RATLOU, S. 2005. In Black & white. Journal of Marketing, 11(5):51.

RECA, A.A. 2006. Issues in media product management. (/n Albarran, A.B., Chan-
Olmsted, S.M. & Wirth, M.O., eds. Handbook of media management and economics.

Mahwah, New Jersey: Lawrence Erlbaum Associates. p. 181-201.)
REDMOND, J.W. 2006. Issues in human relations management. (/In Albarran, A.B.,

Chan-Olmsted, S.M. & Wirth, M.O., eds. Handbook of media management and
economics. Mahwa, New Jersey: Lawrence Erlbaum Associates. p. 115-144.)

RENSBURG, R. & CANT, M., eds. 2003. Public Relations: South African

perspectives. Sandown: Heinemann.

RICHARDSON, P.R. 1985  Courting greater employee involvement through
participative management. Sloan Management Review: 33-44, Winter.

RODRIQUEZ, A. 2004, Global perspectives. How can communicators bridge the gap

between executives and employees? Communication World: 6-7, Mar.-Apr.

ROE, M. 2004. Market research in action. Australia; Thomson.

ROMANO, S.J. 2002. Communication survival skills for managers. FBI Law
Enforcement Bulletin. 14-16, Sep.

ROSENTIEL, T. & MITCHELL, A. 2004. The impact of investing in newsroom
resources. Newspaper Research Journal, 25(1).84-97, Winter.



References 474

ROSS, S., WESTERFIELD, R.W., JORDAN, B.D. & FIRER, C. 2001. Fundamentals

of Corporate Finance. Beijing: Irwin/McGraw-Hill.

RUE, LW. & BYARS, L.L. 2000. Management skills and application. Boston: Irwin
McGraw-Hill.

RUSSEL, C. 2002. Day News Editor, The Star. Verbal communication with the

author. Johannesburg. (Copy of the notes in possession of the author.)

SABC, 2003/4. Annual report. SABC news and current affairs, 82,
http://iwww.sabc.co.za/portal/site/menuitem.f7f580ebd1506ee48891f2e75401aeb9/
Date of access: 19 Apr. 2005.

SAS INSTITUTE INC. 2005. SAS Institute Inc., SAS OnlineDoc®, Version 9.1, Cary,
NC.

SANCHEZ-TABERNERO, A. 2006. Issues in media globalisation. (/n Albarran, A.B.,
Chan-Olmsted, S.M. & Wirth, M.O., eds. Handbook of media management and

economics. Mahwah, New Jersey: Lawrence Erlbaum Associates. p. 463-491.)

SERAFINI, D. 2004. In black 'n white: TV's future is red all over. Intermedia, 32(4).24,
Nov.

SHAFER, J. 2003. The Jayson Blair project. How did he bamboozle the New York
Times? http:/islate.msn.com/id/2082741/ Date of access: 3 Sep. 2003.

SHRIKHANDE, S. 2001. Competitive strategies in the internationalisation of
television; CNNI and BBC World in Asia. The Journal of Media Economics,
14(3):147-168.

SIBANDA, M. 2002. News Editor, City Press. Verbal communication with the author.

Johannesburg. (Copy of the notes in possession of the author.)



References 475

SIMMONS, J. 1990. Participatory management. lessons from the leaders.
Management Review, 54-58, Dec.

SINGER, J.B. 2004. More than ink-stained wretches: The resosialisation of print
journalists in converged newsrooms. Journalism & Mass Communication Quarterly,
81(4):838-856, Winter.

SMITH, M.P. 2001. Why teams, why now. (/n Graham, G. & Thompson, T. Inside
newsroom teams. An editor's guide to the promise and problems. Evanston, IL:
Media Management Centre. p. 5-6.)

SMITH, N.J. 1995. Kommunikasie. (/n Kroon, J., red. Algemene bestuur. Pretoria:
Kagiso Tersiér. p. 373-393.)

SMOLKIN, R. 2004. Uncertain times. American Journalism Review: 26-37, Dec./Jan.

SOMERVILLE, D. 2003. Plagiarism is the new black. Journal of Marketing, 9(6):9.

STAMM, K. & UNDERWOOD, D. 1993. The relationship of job satisfaction to

newsroom policy changes. Journalism Quarterly, 70(3).:528-541, Autumn.

STAMM, K.R. 2003. Measurement decisions. (In Stempel, G.H., Weaver, D.H. &
Wilhoit, G.C., eds. Mass communication research and theory. Boston: A&B. p. 129-
146.)

STARBUCK, P. 2005. Obituary Peter Drucker. Father of modern management
theory, he was the first to see it as a distinct function. The Guardian Unlimited, 14
Nov. http://www.guardian.co.uk/obituaries/story/0,3604,1641752,00.htm! Date of
access: 15 Mar. 2006.

STEENVELD, L., ed. 2002. Training for media & democracy: A colioquium for South
African journalists, media trainers, and media scholars. Grahamstown, The South
African National Editors’ Forum and the Independent Newspapers Chair of Media
Transformation, Rhodes University.



References 476

STEMPEL, G.H., WEAVER, D.H. & WILHOIT, G.C., eds. 2003. Mass communication
research and theory. Boston: A&B.

STEPP, C.S. 2004. When everyone's a journalist. A seismic shift, thanks to the
Internet. American Journalism Review, 26(6).62, Dec./Jan.

STEYN, E. & DE BEER, A.S. 2002. Sanef's 2002 South African National Journalism
Skills Audit. Final report. May 2002. Available on-line at: http://www .scribe.co.za or
electronically from the author.

STEYN, E. & STEYN, T.F.J. 2003. Managerial competencies required in the media
newsroom: an exploratory study. Paper read at the Media in Africa: current issues,

future challenges conference, 11-12 September 2003, Stellenbosch.

STEYN, E., DE BEER, A.S. & STEYN, T.F.J. 2005a. Sanef Skills Audit Phase 2:
Managerial competencies among first-line news managers in South Africa's
mainstream media newsrooms. Final report, May 2005. Available on-line at:

http://iwww.sanef.org.za or electronically from the author.

STEYN, E., STEYN, T.F.J. & DE BEER, A.S. 2005b. Obtaining “better news” through
better internal management — A survey of first-line news managerial competencies in
South African mainstream media newsrooms. Paper read in the International
Communication Division, Annual convention of the Association for Education in
Journalism and Mass Communication (AEJMC), San Antonio, Texas, USA, 10-13
August 2005.

STEYN, E.F. & DE BEER, A.S. 2003. Preparing for the future: The level of journalism
skills in South African media — a reason for concern? Paper read at the International
Division of the Association for Education in Journalism and Mass Communication
(AEJMC) Annual Convention, Kansas City, Missouri, 30 July-2 August 2003.



References 477

STEYN, E.F. & DE BEER, A.S. 2004. The level of journalism skiils in South African
media — a reason for concern within a developing democracy? Journalism Studies,
5(3):387-397.

STEYN, E.F., STEYN, T.F.J. & DE BEER, A.S. 2004. Improving internal relations in
South African newsrooms: the need for managerial competencies. Paper read at the
International Communication Division of the Association for Education in Journalism
and Mass Communication (AEJMC) Annual Convention, Toronto, Canada, 4-7
August 2004.

STEYN, H.S. 2005. Handleiding vir bepaling van effekgrootte-indekse en praktiese
betekenisvolheid. Potchefstroom: Statistiese Konsultasiediens.

hitp./fwww .puk.ac.za/fakulteite/natuur/skd/index.html Date of access: 5 Dec. 2005.

STROH, E.C. 2001. Personnel motivation: strategies to stimulate employees to
increase performance. Politeia, 20(2).59-74.

STROH, E.C. 2002. Don't be afraid to delegate. Politeia, 21(2):66-79.

STRUWIG, F.W. & STEAD, G.B. 2001. Planning, designing and reporting research.
Cape Town: Pearson Education South Africa.

THE INTERNATIONAL JOURNAL ON MEDIA MANAGEMENT. 2003. 5(2). General
issues in media management.
http://Awww.mediajournal.org/modules/issue/view.php?id=15 Date of access: 23 Jul.
2004.

THILL, J.V. & BOVEE, C.L. 2002. Excellence in business communication. United
States of America: Pearson Prentice Hall.

THOMPSON, T.A. 2001. Insight for managers. {/n Graham, G. & Thompson, T.
Inside newsroom teams. An editor’s guide to the promise and problems. Evanston,
IL: Media Management Centre. p. 7-15.)



References 478

THORNTON, L-J. 2003. What journalism students need to know about the journalism
business — and why. Panel discussion at the Media Management and Economics
Division and Internship and Careers Interest Group, Association for Education in
Journalism and Mass Communication 86th Annual Convention, Kansas City, USA,
30 July - 2 August.

TOMASELLI K.G. & SHEPPERSON, A. 2002, State of the discipline communication
studies in South Africa. Ecquid Novi, 23(1).190-213.

TYLER EASTMAN, S. 2002. Managers must take responsibility for the level of
expertise of the next generation of journalists. Ecquid Novi, 23(1):102-105.

UNDERWOOQOD, D. 1995. When MBA's rule the newsroom. How the marketers and

managers are reshaping today's media. New York: Columbia University Press.

VALOQYI, E.G., LESSING, B.C. & SCHEPERS, J.M. 2000. Participation in decision
making. Journal of Industrial Psychology, 26(3):32-38.

VAN DER LINDE, B. 2005. Naspers en Johncom. Mediaspelers in die kollig.
Interessante coreenkomste en verskille. Finweek: 28-29, 14 Dec.

VAN NIEKERK, A. 2004. Good governance is an ongoing quest. Journal of
Marketing, 10{6):32-35.

VAN NOSTRAN, K. 2004. Top-down: building a better organisation through effective
communication. Communication World. 10, Mar.-Apr.

VAN WYK, J.J. 2002. News Editor, Rapport. Verbal communication with the author.
Johannesburg. (Copy of the notes in possession of the author.)

VELDSMAN, T.H. 1996. Making the future present tense: The changing people
management context. People Dynamics, 14:12-18, Feb.



References 479

VISSER, W.P., ROODT, G. & SCHEPERS, J.M. 1997. Deelnemende bestuur as
funksie van bestuurders se selfkonsep en mensbeskouing. Journal of Psychology,
23(1).42-49.

VOGT, P. 2004. Awareness to action. Connecting employees to the bottom line.
Communication World: 22-26, Mar.-Apr.

VON BORMANN, T. 2003. Radio: vibrant, diverse and local. Journal of Marketing,
9(6):26-34.

VON BORMANN, T. 2004a. Media faces the challenge of transformation. Journal of
Marketing, 10(2):28-34.

VON BORMANN, T. 2004b. TV's new slot in the media schedule. Journal of
Marketing, 10(1).26-29.

WARHOVER, T. 2003. What journalism students need to know about the journalism
business — and why. Panel discussion at the Media Management and Economics
Division and Internship and Careers Interest Group, Association for Education in
Journalism and Mass Communication 86th Annual Convention, Kansas City, USA,
30 July — 2 August.

WASSERMAN, E. 2003. The newspaper credibility crisis: lessons for the classroom.
Panel discussion at the Newspaper and Communication Technology and Policy
Divisions, Association for Education in Journalism and Mass Communication 86th
Annual Convention, Kansas City, USA, 30 July — 2 August.

WEAVER, D.H. 2003. Basic statistical tools. (In Stempel, G.H., Weaver, D.H. &
Wilhoit, G.C., eds. Mass communication research and theory. Boston: A&B. p. 147-
181.)

WELLS, M. 2004. Drama outside. Disarray inside. The governors force out Dyke. The
Guardian International Edition: 1, 30 Jan.



References 480

WHATIS?COM. The leading IT encyclopaedia and learning centre. 2006. Blog.
http://whatis techtarget.com/definition/0,289893,sid9_gci214616,00.html  Date  of
access: 16 Feb. 2006.

WHITE, D. 2003. Building stories by building teams.
hitp://iwww.poynteronline.org/content/content_view.asp?id=16376 Date of access: 7
Oct. 2005.

WHITFIELD, C. 2002. Editor, Cape Times. Verbal communication with the author.

Cape Town. (Copy of the notes in possession of the author.)

WICKS, J.L., SYLVIE, G., HOLLIFIELD, C.A,, LACY, S. & SOHN, A.B. 2004. Media

management. A casebook approach. Mahwah: Lawrence Erlbaum Associates.

WIRTH, M.O. 2006. Issues in media convergence. (/n Albarran, A.B., Chan-Olmsted,
S.M. & Wirth, M.QO., eds. Handbook of media management and economics. Mahwah,
New Jersey: Lawrence Eribaum Associates. p. 445-462.)

WITEPSKI, L. 2006. Multilingual programming. Journal of Marketing: 40, Feb./Mar.

WROTTESLEY, S. 2002. Member of Sanef Education and Training Committee.
Verbal communication with the author. Cape Town. (Copy of the notes in possession
of the author.)

XENITELIS, M. 2004, Global perspectives. How can communicators bridge the gap

between executives and employees? Communication World. 6-7, Mar .-Apr.

YOUNG, A. 2003. Aligning employer and consumer brand messages at the FT. SCM,
7(3):26-29, Apr./May.

ZIEMAN, M. 2003. What journalism students need to know about the journalism
business — and why. Panel discussion at the Media Management and Economics
Division and Internship and Careers Interest Group, Association for Education in
Journalism and Mass Communication 86th Annual Convention, Kansas City, USA,
30 July - 2 August.





