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Newsroom diversity gap remains

The numbers in this report put in stark
focus the reality of the newspaper
industry’s challenge to significantly

expand diversity in the nation’s newsrooms
over the next quarter century.

For the past 22 years, the leadership of
the American Society of Newspaper Editors
has made a sustained commitment to the
goal of achieving parity between newsroom
employment and the national population of
racial and ethnic minorities.

In spite of bold initiatives and heroic
efforts by individual journalists, editors and
their newspapers, the gap between the
racial and ethnic composition of America’s
newsrooms and America’s communities has
not narrowed.

In 1978, people of color made up about
19% of the U.S. population. Newsrooms
then were 96% white and 4% minority. The
gap between newsroom and nation was 15
percentage points. Since then, newspapers
have made progress in hiring. The current
annual ASNE census shows that journalists
of color make up nearly 12% of newsroom
staffs. But the national population of people
of color has grown to 28%. The 15 percent-
age-point gap remains.

How could this be? How — after years of
job fairs and campus visits, committee stud-
ies and recruitment efforts, and the untiring
work of thousands of journalists — could
there be zero progress in closing the gap?

The Freedom Forum’s analysis of the
ASNE newsroom census, explained in detail
in this report, provides some clues: Journal-
ists of color have left their newspaper jobs
almost as fast as new recruits have come in
the door. On average, between 1994 and
1999, newsrooms hired about 550 addition-
al journalists of color each year. Over the
same period, about 400 journalists of color
each year left the newspaper business. This
annual net gain of 150 explains the incre-
mental improvement of less than 1% report-
ed each year in the ASNE census.

These numbers tell an underreported
story: Retention is a major problem under-
cutting recruiting and hiring programs.

Retention is a complex issue. Many fac-
tors — some real, some perceived — con-
tribute to the conclusions by individual
journalists of color about whether they can
find satisfaction sufficient to sustain a com-
mitment to newspaper careers.

Management skills are at the heart of the
retention challenge. Effective mentors and
role models are essential in helping journal-
ists of color satisfy their expectations in
many aspects of their jobs:

■ Making an impact as a journalist.

■ Working in a flexible and creative environ-
ment.

■ Covering stories that interest them.

■ Having the opportunity to work for an edi-
tor of color.

■ Experiencing career development and
advancement opportunities equal to those
of their white colleagues.

■ Believing the newspaper’s commitment to
diversity is genuine.

Each and all of these points influence the
choices journalists of color make about
whether to stay or leave.

The Freedom Forum drew its insights
into the retention challenge from its survey
last summer of members of the four national
associations of journalists of color. This
report provides a full survey analysis. 

But there is more to this stark picture. If
ASNE is to meet its goal of achieving parity
by 2025 while raising retention rates to the
levels of white journalists, newspapers must
hire an additional 625 journalists of color
each year. That’s 625 more than the current
annual average of 550.

We hope you will spend some time with
this report. We believe it provides an impor-
tant context to the thinking and perceptions
of journalists of color in the nation’s news-
paper newsrooms. It lays out the meaning of
the numbers and suggests critical new
dimensions that must be understood and
addressed if the cause of diverse newsrooms
is to fully succeed.

INTRODUCTION 

By Robert H. Giles, senior vice president, The Freedom Forum
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In 2000, people of color make up about
12% of journalists at U.S. daily newspa-
pers, compared with about 28% of the

U.S. population. Long an active concern of
the American Society of Newspaper Edi-
tors, the goal of eliminating this racial gap
between newspaper staffs and the public
has become a top priority as a new millen-
nium begins.

Research by The Freedom Forum, in
cooperation with ASNE, has identified sever-
al important dimensions of this disparity
through a detailed analysis of ASNE’s annual
newsroom census and a comprehensive sur-
vey concerning the perceptions and experi-
ences of newspaper journalists of color.

The analysis of ASNE census data yielded
these startling findings:

■ Although U.S. dailies now employ more
than three-and-a-half times as many jour-
nalists of color than they did in 1978, the
gap between newsrooms’ racial composi-
tion and that of their communities has not
narrowed in the past 20 years.

■ About 21% of first-time, full-time hires are
journalists of color, a rate that has not
improved since 1995.

■ Since 1994, journalists of color have left
the newspaper business at almost twice
the rate of white journalists.

■ Since 1994, U.S. dailies collectively hired
an average of about 550 new journalists of
color each year, while about 400 have left
the newspaper business.

■ Had newspapers retained journalists of
color at the same rate as they retained
white journalists from 1994 through 1999,
about 13% of U.S. newspaper journalists
would have been people of color in 1999,
instead of the 11.6% reported in the 1999
ASNE census.

■ ■ ■

Looking ahead to 2025, the ASNE census
analysis indicates that improving retention
among journalists of color to equal that of
white journalists would increase newsroom
diversity more than would a similar

improvement in hiring rates.
Even if newspapers improve their reten-

tion rates, however, roughly half of all jour-
nalists they hire over the next quarter centu-
ry would have to be people of color if they
are to meet the goal of racial parity with the
general population by 2025.

To achieve parity, about 625 additional
journalists of color must join the newspaper
work force each year from 2000 through
2025 — above and beyond the current
annual average of 550.  Over 26 years, this
would add more than 16,000 journalists of
color to the nation’s newspaper staffs
beyond the estimated 18,000 that the tradi-
tional hiring “pipeline” could provide,
assuming modest growth in the diversity of
the traditional pipeline each year.

Because lower retention rates for journal-
ists of color adversely affect newsroom
diversity, The Freedom Forum surveyed
newspaper journalists of color in the sum-
mer of 1999. The survey’s key findings:

■ Journalists of color were indeed far more
likely than white journalists to say they
might leave the newspaper business.

■ The most common factors that might
cause journalists of color to leave are
interest in another field, lack of advance-
ment opportunities and burnout.

■ One finding starkly demonstrated the
salience of the advancement issue: Three-
fourths of journalists of color agreed with
the statement, “As a journalist of color, I
sometimes feel that I have to work harder
than white journalists to get ahead.”

■ Better pay, better hours and more oppor-
tunities for professional development
would encourage many journalists of
color to stay at newspapers.

The study also explored the factors per-
suading people of color to go into journal-
ism. College newspaper experience influ-
enced two-thirds of the respondents. Two-
thirds also said “the desire to make an
impact” was “very influential” in deciding to

Retention is key to improving diversity
EXECUTIVE SUMMARY

By Lawrence T. McGill, director/research, Media Studies Center
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become a journalist.
For many, especially African-American

journalists, the desire to make an impact
relates to a personal commitment to cover
stories about their own racial and ethnic
communities. But just as many preferred to
cover other kinds of news.

In seeking solutions to the retention
problem, the study identified several factors
that could represent a solid foundation for
improvement:

■ Eight of 10 journalists of color said they
still would choose newspaper journalism
if they had it to do over.

■ Despite concerns that “insufficient
opportunities for advancement” might
cause them to leave the newspaper
business, most journalists of color
assessed their current prospects for
advancement as either “excellent” or
“good.”

■ Journalists of color, by large majorities,
also reported good relationships with
their immediate supervisors.

■ Three out of four journalists of color who
said they might leave newspaper
journalism said newspapers could
induce them to stay — notably, by
offering better pay, better hours, more
advancement and professional-
development opportunities, and more
flexibility to be creative on the job.

The survey findings lead to the following
recommendations:

■ Efforts to retain journalists of color should
focus on improving the newsroom as a
work place and the management skills
that influence the work environment.

■ Almost every respondent who said “better
pay” would help keep him or her in news-
paper journalism said “better hours”
would help, too. In a new information-
based economy that offers journalists
career options with greater lifestyle flexi-
bility, the industrial model of newsroom
management may become outdated.

■ Many journalists of color expressed disap-
pointment that newspaper work hadn’t
measured up to their expectations of cre-
ativity. To retain creative people, newspa-
pers must take this seriously.

■ Journalists of color appear especially
attuned to work place factors that they
believe affect their advancement possibili-
ties. Supervisors should actively and regu-
larly address career-development and
advancement issues for journalists of
color, as they should for all journalists.

■ Journalists of color are themselves
diverse. To a great extent, newspapers
must tailor recruitment and retention
efforts to the individual.
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Newspapers and the mathematics of diversity
“To cover communities fully, to carry out

their role in a democracy, and to succeed in
the marketplace, the nation’s newsrooms
must reflect the racial diversity of American
society by 2025 or sooner. At a minimum, all
newspapers should employ journalists of
color and every newspaper should reflect
the diversity of its community.

“The newsroom must be a place in
which all employees contribute their full
potential, regardless of race, ethnicity, color,
age, gender, sexual orientation, physical abil-
ity or other defining characteristic.”

So reads the ASNE diversity mission state-
ment issued on Oct. 20, 1998. At that time,
according to the U.S. Census Bureau, people
of color made up 27.7% of the U.S. popula-
tion. Journalists of color made up 11.5% of
U.S. daily newspaper staffs, a difference of
about 16 percentage points.

Newspapers have tried to close this gap
for 20 years. In 1978, ASNE made an initial
pledge to achieve racial parity in the nation’s
newsrooms by 2000 or sooner. Back then,
the proportion of people of color in the
United States stood at about 19%, while the
proportion of journalists of color at U.S.
newspapers was about 4%, a gap of 15 per-
centage points.

The racial gap between America’s news-
rooms and America’s communities has not
narrowed in the past 20 years. The best that

can be said is that the increasing proportion
of journalists of color on newspaper staffs
(up 7.5 percentage points in 20 years) has
more or less kept pace with increases in the
proportion of people of color in the general
population (up more than 8 percentage
points in 20 years).  

Without intensive
efforts led by ASNE over
those 20 years, the gap
surely would have
widened. Because of
those efforts, U.S. dailies
now employ more than
three-and-a-half times as
many newspaper jour-
nalists of color as they
did in 1978. Given such
significant gains, it is
frustrating for those in
the newspaper industry to face the fact that
newspapers today are no closer to racial par-
ity with the U.S. population than they were
20 years ago.

Moreover, the U.S. population becomes
more diverse with each passing year. By
2025, people of color will make up 37.6% of
the population, according to U.S. Census
Bureau projections. Given this outlook,
what exactly will it take to close the racial
parity gap?

To answer that question, The Freedom
Forum analyzed the data from ASNE’s annu-
al newsroom employment surveys since
1978 and tested a number of prospective
hiring and retention scenarios regarding
journalists of color.

The startling conclusion of these analyses:
Given current retention rates for both white
and non-white journalists, nearly three of
every five new hires in the newspaper
industry over the next 25 years (58.5%)
would have to be journalists of color to
achieve racial parity by 2025.

Obviously, the existing “pipeline” that
brings new journalists into the field does
not produce candidates of color at anything
remotely approaching this rate. Without rad-
ical changes in newspapers’ recruitment
and retention strategies, ASNE’s goal of
racial parity by 2025 stands at risk.
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Nearly three of every
five new hires in the
newspaper industry
over the next 25 years
(58.5%) would have to
be journalists of color
to achieve racial parity
by 2025.

Newsrooms still have not achieved racial parity

Sources: U.S. Census Bureau; American Society of Newspaper Editors
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The ‘pipeline’
Since 1994,

about 21% of all
first-time, full-
time newsroom
hires at newspa-
pers have been
journalists of
color. Given the
pool of available
college gradu-
ates, is this a rea-
sonable achieve-
ment, or has the
newspaper
industry under-
performed in
terms of attract-
ing people of
color to the busi-
ness?

According to the American Council on
Education’s 1999-2000 report on “Minorities
in Higher Education,” 20.5% of all bachelor’s
degrees conferred in 1997 upon non-foreign
students ages 18 to 24 went to people of
color. This suggests that, for most occupa-
tions, about one in five qualified first-time
job candidates would be people of color.

The numbers vary somewhat by field of
study. For example, students of color
received more than one-fourth (25.8%) of all
bachelor’s degrees in the biological and life
sciences. At the other end of the spectrum,
just 13.7% of bachelor’s degrees in the edu-
cation field went to students of color.

Homing in specifically on journalism,
University of Georgia Professor Lee Becker’s
annual survey of journalism enrollments and
graduates showed that in 1997, students of
color received 22.9% of bachelor’s degrees
at schools of journalism and mass communi-
cations. However, just 14% of print journal-
ism graduates in 1997 were students of
color (figure cited by Lee Stinnett in The
American Editor, May/June 1999).

Given the small percentage among print
journalism graduates, newspapers’ hiring
rate for journalists of color since 1994 (21%
of all first-time, full-time hires) is about as
good as one could expect.

Clearly, the pipeline side of the equation
requires dramatic and immediate attention
by the newspaper industry, schools of jour-
nalism and mass communication, and news-
paper-oriented nonprofit organizations. Sim-
ply waiting for the educational system to
begin producing more graduates of color
will not enable ASNE to reach its diversity
goals.

Retention
As important as the pipeline is, The Free-

dom Forum’s analysis of the ASNE employ-
ment data also recognized that retention is a
serious issue to be addressed.

Since 1994, newspaper journalists of
color have left the industry at nearly twice
the rate of white journalists. Among journal-
ists of color, the annual average departure
rate since 1994 has been 7%, compared
with 4% among whites.

These rates of departure from the news-
paper business should not be confused with
newsroom turnover at individual newspa-
pers, which the Newspaper Association of
America estimated at about 12% in 1997.
Not all journalists who leave individual
newspapers (“turnover”) actually depart the
newspaper business (“departure”).  Only
those who leave newspaper jobs to take
new positions outside the newspaper indus-

American
Indian

Asian
American

HispanicAfrican
American

White

Education

Health/Medicine

Business

Social Science

Journalism/MC

Engineering

Life Sciences 74.2% 6.7% 4.5% 14%

76.8% 6.5% 5.1% 11.1%

77.1% 12% 7% 3.3%

77.4% 9.3% 6.5% 6.1%

78.1% 9.4% 5.5% 6.5%

82.5% 7.8% 3.7%

23.2% non-whites

22.9% non-whites

22.6% non-whites

21.9% non-whites

17.5% non-whites
5.4%

86.3% 13.7% non-whites7.2% 4%
1.6%

0.6% 25.8% non-whites

0.5%

0.6%

0.7%

0.5%

0.7%

0.9%

1997 journalism graduates of color compared to other fields

Sources: 1999-2000 ACE report on "Minorities in Higher Education"; Lee Becker, University of Georgia
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try are counted in the departure rates above.
The retention problem to be addressed

focuses on the departure of journalists from
newspaper jobs. For individual papers, how-
ever, the interest in retention involves both
journalists leaving the business and those
going on to jobs at other newspapers.

Put another way, U.S. daily newspapers
have hired an annual average of 550 new
journalists of color each year since 1994.
Over the same six-year period, however, an
average of about 400 journalists of color left
the industry each year.

How important is retention to the goal of
racial parity? Had newspapers simply
retained journalists of color at the same rate
they retained white employees between
1994 and 1999 (i.e., 96% retention instead of
93% retention), ASNE’s 1999 census would
have found that 13% of newspaper journalists
were people of color, rather than 11.6%.

Now, let’s look at the long-term effects of
retention rates.

If newspapers continue to hire and retain
white and non-white journalists at the rates
established between 1994 and 1999, jour-
nalists of color will make up only 13.4% of
the newsroom work force in 2025 (see Sce-
nario A in chart below). This would put
newspapers more than 24 percentage

points behind the pro-
portion of people of
color in the general
population (projected
to be 37.6% in 2025).

Newspapers can
improve these numbers,
of course, with better
hiring or retention rates.
Let’s compare the long-
term impact of improv-
ing each of these rates
by 3 percentage points.
Which strategy would most affect the news-
room’s racial diversity?

Improving the retention rate for journal-
ists of color will have a greater long-term
impact on overall newsroom diversity than
will improving the rate of new hires by a
similar amount.

If the retention rate were improved from
93% to 96% starting in 2000 (with no change
in the hiring rate), the proportion of journal-
ists of color at U.S. dailies would reach
18.4% in 2025.

By contrast, if the hiring rate were
improved from 21% to 24% of all first-time,
full-time hires starting in 2000 (with no
change in the retention rate), the proportion
of journalists of color at U.S. dailies would
reach only 15.2% by 2025.

Of course, the best option would be to
improve both the hiring and retention rates.
This strategy would enable the proportion
of newspaper journalists of color to reach
20.5% by 2025.

This would represent real progress.
Clearly, an industry in which one of five
employees is of color is markedly different
from an industry in which one in eight is of
color, which is the situation today. 

But even with such improvements, news-
papers would move no closer to racial parity
with the population than they were in 1978.
The gap would remain at about 17 points.
So, other scenarios must be imagined.  

Augmenting the ‘pipeline’
At a minimum, let’s assume that newspa-

pers find a way to rectify the retention prob-
lem and retain journalists of color at the
same rates as white journalists by the year
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2006. At what rate, then, would they need
to hire journalists of color to achieve racial
parity with the U.S. public by 2025?

Assuming that the retention issue can be
solved by 2006, newspapers would have to
choose journalists of color for 48% of all
first-time, full-time hires every year from
2001 through 2025 to achieve the racial-par-
ity goal. Without the retention improve-
ment, though, newspapers would have to
choose journalists of color 58.5% of the
time, as noted earlier.

Let’s translate this into raw numbers to
clearly see the magnitude of the problem.

Between 1994 and 1999, newspapers
hired an average of 2,618 first-time, full-time
employees per year, according to the ASNE
newsroom census. Of these, an average of
550 per year (or 21%) were journalists of
color.

Let’s assume that the industry hires an
average of 3,000 first-time, full-time news-
room employees each year between 2000
and 2025. Let’s further assume that newspa-
pers improve the rate at which they hire
new journalists of color (through the tradi-
tional pipeline) by half a percentage point
per year.

That is, in 2001, the rate of first-time, full-
time hires of journalists of color would be
21.5% (up half a point from the six-year
average of 21% between 1994 and 1999). In
2002, it would be 22%; in 2003, 22.5%; and
so on, until the rate reaches 33.5% in 2025.

Given current trends in higher educa-
tion, such an improvement would more or
less parallel the year-by-year graduation rates
of students of color. Under this scenario, the
proportion of journalists of color at newspa-
pers in 2025 would reach 23.4%. That
would still fall short of the goal of 37.6%,
but it does begin to narrow the gap
between the newsroom’s diversity and the
U.S. population’s projected diversity.

Given this scenario, then, how many
additional journalists of color must be added
to the pipeline each year to achieve racial
parity by 2025? The answer is about 625 per
year beyond the number that we can reason-
ably count on the traditional pipeline to pro-
duce (see Appendix 1, “Hiring and Reten-

tion Scenario No. 2”).
What appears to be needed is the creation

of a supplemental pipeline (or pipelines) of
aspiring journalists of color to augment the
existing pool of job candidates from schools
of journalism and mass communications.
(The Freedom Forum is engaged in signifi-
cant efforts along just these lines.)

Of course, it will be
difficult to build a sup-
plemental pipeline that
immediately begins pro-
ducing an additional 625
new journalists of color
each year. But if such a
pipeline could con-
tribute 50 additional
journalists of color in
2001, 100 in 2002, 150
in 2003 and so on, it
would indeed enable
ASNE to reach its diversity goal of racial parity
with the U.S. population by 2025.

Other scenarios might also be imagined,
both more and less optimistic than the one
just described. A range of possible scenarios
and their implications in terms of the size of
the supplemental pipeline needed to reach
parity is presented in Appendix 1.

Each scenario suggests benchmarks that
could be established along the way to the
racial-parity goal. For example, annual hiring
benchmarks might be tracked in two cate-
gories: first, the annual number of first-time,
full-time hires of journalists of color generat-
ed by the traditional higher-education
pipeline, and second, the annual number of
first-time, full-time hires generated by any
supplemental pipelines.

Newspapers also should establish reten-
tion benchmarks. As in the above scenario,
newspapers might strive to improve the
retention rate of journalists of color by half a
percentage point each year from 2001
through 2006, until it matches the retention
rate for white journalists. In the drive to
improve diversity, it is important to keep in
mind that the goal becomes much more dif-
ficult to reach without efforts on the reten-
tion side of the equation.

What appears to be
needed is the creation
of a supplemental
pipeline (or pipelines)
of aspiring journalists
of color to augment the
existing pool of job
candidates.
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To better understand the problems
involved in recruiting and retaining newspa-
per journalists of color, The Freedom
Forum, in cooperation with ASNE, conduct-
ed two surveys of newspaper journalists
during the summer of 1999, one of journal-
ists of color and one of white journalists.

The surveys explored:

■ Why journalists of color might leave news-
paper journalism.

■ What would keep journalists of color in
newspaper journalism.

■  Why journalists of color entered journalism.

■ Pre-employment experiences of journal-
ists of color.

Among the major
findings:

■  Journalists of color
were far more likely
than white journalists
to say they might
leave the newspaper
business at some
point.  

■ Most commonly, journalists of color 
cited interest in another field of work, lack
of advancement opportunities and
burnout as factors that might cause them
to leave the field.

■ Better pay, better hours and more profes-
sional-development opportunities would
encourage many to stay at newspapers.

■ For most journalists of color, “the desire to
make an impact” was very influential in
their decision to enter journalism.

The survey of journalists of color polled
members of the National Association of
Black Journalists (NABJ), the Asian American
Journalists Association (AAJA), the National
Association of Hispanic Journalists (NAHJ)
and the Native American Journalists Associa-
tion (NAJA) who work for U.S. daily newspa-
pers with circulations of 25,000 or more.
According to ASNE’s 1999 annual newsroom
census, eight of nine journalists of color
work at newspapers of this size.

Telephone interviews were conducted
with a total of 496 journalists of color —
200 African Americans, 153 Asian Ameri-
cans, 120 Hispanics and 23 Native Ameri-
cans. Data from the surveys of Native Ameri-
can journalists are not reported here
because the sample size was too small to
permit meaningful analysis.

For comparison, 400 additional inter-
views were conducted with a cross-sectional
sample of newspaper journalists who work
for U.S. dailies with circulations of 25,000 or
more. Of these, 349 were white. (Additional
methodological details about the surveys
may be found in Appendices 2 and 3.)

Why journalists of color might leave
newspaper journalism

The Freedom Forum undertook the sur-
vey of newspaper journalists of color as a
consequence of its analysis of the annual
ASNE census data, which showed that lower
retention rates for journalists of color adverse-
ly affected overall newsroom diversity.

As suggested by the ASNE census data,
the survey confirmed that journalists of
color were more likely than white journal-
ists to say they might leave the newspaper
business at some point. More than half
(55%) of newspaper journalists of color said
they were considering leaving the field,
while just one in three white newspaper
journalists (32%) said they might change
careers.

Among journalists of color, African Amer-
icans were the most likely to say they might
leave the business — 59% said they might
change careers, while just 39% said they

Journalists of color in the newsroom:
perceptions and experiences

Plan to stay in 
newspaper journalism

Might change careers

White journalistsNAHJAAJANABJ

59%

39%

53%

43%
49% 50%

32%

66%

The survey confirmed
that journalists of color
were more likely than
white journalists to say
they might leave the
newspaper business.

Journalists of color are more likely to leave newspapers
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planned to stay in newspaper jour-
nalism.  

Although Hispanic journalists
were the least likely to say they
might leave the business, a near
majority (49%) said they might
change careers, while half (50%)
said they planned to stay in the
field.  

Of those who said they might
leave newspaper journalism, about
four in 10 (41%) said they expected
to leave within the next five years.
Overall, this means that nearly one
in four journalists of color (23%)
may leave the newspaper business
within the next five years.

Keep in mind that these num-
bers are prospective — they mea-
sure intentions, not actual depar-
tures. The best information about
decisions to leave journalism, of
course, comes from journalists
who have actually left the field, a
difficult sample to track down. Addi-
tional research tracking the journal-
ists in the current study would be
valuable to determine whether
intentions become realities.

Why might journalists of color
be more likely than white journal-
ists to leave newspaper journalism?

A number of factors seem to be
present, some of which are as likely
to affect white newspaper journal-
ists as they are to affect journalists
of color. The factor cited most often (and in
nearly equal numbers by both white and
non-white journalists) was interest in anoth-
er field of work.

More than two-thirds (70%) of journalists
of color, and nearly the same proportion
(66%) of white journalists, said that “interest
in another field of work” would be “a major
factor” if they decide to leave newspaper jour-
nalism. This was the No. 1 answer for all four
groups of journalists — whites, Hispanics,
Asian Americans and African Americans. They
most often mentioned fiction writing and
teaching as alternative career preferences.

This suggests that the lure of other career

opportunities may be more of a factor dri-
ving journalists’ decisions to leave than any
newspaper-specific factor. But when it
comes to factors that may be pushing peo-
ple out of newspaper journalism, journalists
of color are more likely than white journal-
ists to feel those “pushes.”

For example, concerns about insufficient
advancement opportunities loomed much
larger for journalists of color than for white
journalists as a major factor driving them
away from newspaper journalism.  

Six in ten journalists of color (61%) said
that “lack of opportunities for advance-
ment” would be a major factor for them in

White
journalists

NAHJ

AAJA

NABJ

Stress
on the job

Not being able
to cover

stories that
interest them

Family
considerations

Financial
reasons

Burnout

Lack of
opportunities

for advancement

Interest in
another

field of work

68%
74%

70%
66%

63%

60%
58%

39%

53%

47%

50%
41%

54%
42%

43%
55%

56%
57%

42%
54%

60%
32%

41%
45%

40%
45%

68%
63%

41%

51%
56%

35%

Working
conditions

Journalists of color are more likely to cite “insufficient advancement
opportunities,” “burnout” and “not being able to cover stories that interest
them” as factors that might cause them to leave.

Percentage saying “major factor”
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deciding to leave the
field. The same was true
for 39% of white journal-
ists.

Dramatically under-
scoring just how salient
the advancement issue
is to journalists of color
is the finding that three-
fourths of them (76%)

agreed with the statement, “As a journalist
of color, I sometimes feel that I have to work
harder than white journalists to get ahead.”

Moreover, fully nine out of 10 African-
American journalists (90%) agreed with this
statement; two-thirds (67%) agreed “strongly.”

The implications of this response are
sobering. In strongest terms, this means that
most journalists of color don’t fully believe
that newspapers hold equal standards for
advancement for them as for white journal-
ists. It is worth considering whether news-
papers might be sending this message subtly
and unintentionally to journalists of color.

This perception may be influenced by
how much effort the newspaper appears to
expend to become more diverse in its cover-
age and newsroom employment. As journal-
ists of color assess their prospects in news-
paper journalism, they cannot help but
notice their newspaper’s degree of commit-
ment to diversity issues. For many journal-
ists of color, their newspaper fails to make
the grade in this respect.

When asked to grade their newspapers

on coverage of racial and ethnic communi-
ties in their markets, three in five white jour-
nalists (62%) gave an A or a B. In contrast,
just two in five journalists of color (39%)
gave their newspapers such high marks.

Regarding their newspapers’ commit-
ment to newsroom diversity, two of three
white journalists (67%) gave their paper
high marks (A or B), while just a slight
majority of journalists of color (54%) did so.

We might summarize the difference in
perceptions this way: Most journalists of
color see how far newspapers still have to
go in terms of diversity issues, while white
journalists tend to focus on how far newspa-
pers already have come.

Journalists of all races frequently cited
burnout as a factor that might cause them to
leave newspaper journalism, but journalists
of color cited it more often than white jour-
nalists. Three in five journalists of color
(59%) said burnout would be a major factor
if they decided to leave journalism, com-
pared with 47% of white journalists. Hispan-
ics (68%) and Asian Americans (63%) were
especially likely to cite this factor.

Finally, journalists of color were signifi-
cantly more likely than white journalists to
say that not being able to cover stories that
interest them would be a major factor in
deciding to leave newspaper journalism
(50% vs. 35%). Again, Hispanics were the
most likely to hold this position (60%), fol-
lowed by Asian Americans (54%) and
African Americans (42%).

Of course, other factors might play an
important role concerning whether to stay
in the newspaper business. But the survey
found no significant differences between
journalists of color and white journalists in
any of the following areas:

■ Leaving the field for financial reasons (48%
of journalists of color said this would be a
“major factor” vs. 42% of white journalists).

■ Leaving the field due to stress on the job
(42% vs. 45%).

■ Leaving the field due to family considera-
tions (50% vs. 57%).

Somewhat surprisingly, even though
journalists of color frequently cited “insuffi-

Somewhat agree

Strongly agree

NAHJAAJANABJ

23%

67% 31%

36%

21%

45%

“As a journalist of color, I sometimes feel that I have to work
harder than white journalists to get ahead.”

Concerns about 
insufficient advance-
ment opportunities
loomed much larger for
journalists of color than
for white journalists.
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cient advancement opportunities” as a
major factor that might cause them to leave
newspaper journalism, most assessed their
current prospects for advancement as quite
good. More than half (57%) viewed their
advancement potential within their own
newspapers or newspaper groups as either
“excellent” or “good.”

Regarding advancement possibilities
within newspaper journalism in general,
journalists of color were even more positive
(78% “excellent” or “good” vs. 68% of white
journalists).

Hispanic journalists had especially posi-
tive expectations about advancement in the
field — nearly nine of 10 (87%) rated their
advancement opportunities as either “excel-
lent” or “good.”

The contrast is striking between these
positive findings about advancement

prospects and the earlier one concerning
“lack of opportunities for advancement” as a
factor that might cause journalists to leave
the field. It suggests that journalists of color
may be especially attuned to work place fac-
tors that they perceive as affecting their
advancement prospects. This sends supervi-
sors the message that they should actively
and regularly address career development
and advancement issues for journalists of
color, as they should for all journalists.

What would keep journalists of color in
newspaper journalism?

Several survey findings suggest ways that
newspapers could improve the retention
rate for journalists of color.

Most said they like their jobs “very
much,” including two-thirds (65%) of Asian
Americans and Hispanics and 57% of
African-American respondents. Only 4% of
journalists of color said they did not like
their current job “very much.” Among white
journalists, 70% liked their job “very much.”

Moreover, eight of 10 journalists of color
(81%) said they would choose newspaper
journalism again if they had it to do it over,
as did 83% of white journalists. Asian-Ameri-
can journalists were most likely to feel this
way (87%), followed by Hispanics (83%) and
African Americans (76%).

By large majorities, journalists of color
also reported good relationships with their

FDCBA
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ournalists
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NABJ 30%2% 49% 15% 4%

38%7% 46% 8% 2%
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38%29% 21% 7% 3%
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immediate supervisors in several respects:

■ Nearly nine of 10 journalists of color
(87%) agreed that “my immediate supervi-
sor welcomes my ideas and suggestions
about the newsroom.”

■ Eight of 10 (81%) agreed that “my immedi-
ate supervisor cares about my professional
development as a journalist.”

■ Seven of 10 (70%) agreed that “my imme-
diate supervisor advocates my story ideas
to senior editors.”

In fact, journalists of color were as likely
as their white counterparts to say they had
good relationships with their immediate
supervisors. Within the margins of sampling
error for this study, this held true in mea-
surements for all three racial groups —

Asian Americans, Hispanics and African
Americans.

Finally, three out of four journalists of
color who said they might leave newspaper
journalism (77%) also said newspapers could
do something to keep them in the field.

Hispanic and Asian-American journalists
most often mentioned “better pay and/or
better hours” as the most likely inducement
to keep them in newspaper journalism. This
was cited by 30% of those who said they
might leave the field.

Among African-American journalists,
“better pay/better hours” was the second
most-frequent response, cited by 28%.
Slightly more African-American journalists
(32%) said that “more opportunities for pro-
fessional development and advancement”
would help keep them in the field. 

It may seem surprising that “better pay”
did not dominate the responses to the exclu-
sion of other issues. However, about half of
the journalists of color responding to this
survey had been working in the newspaper
business for at least 10 years and reported
current salaries of $50,000 or more. So the
survey findings do not necessarily negate the
issue of low starting salaries in journalism.

A third factor that would help many jour-
nalists of color to strengthen their commit-
ment to newspaper journalism was “more
flexibility to be creative on the job.” This
was especially true for Hispanics (17%) and
Asian-Americans (16%).

Asian-American journalists

Hispanic journalists

Black journalists

Better working
conditions

More action
on race issues

More flexibility to be
creative in the job

More opportunities for
professional development

Better pay/
better hours

28%

32%

9% 10%
7%

0%

12%

37%

9%

17% 17%

6%

27%

23%

16%

4%
7%

17%

35%

16%

White journalists

Not very/not at all

Somewhat

Very much

White journalistsNAHJAAJANABJ

57%

39%

4%

65%

4%

31%

65%

2%

32%

70%

2%

28%

How much journalists like their jobs

Journalists cite better pay/better hours as main inducement to stay in journalism
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Why journalists of color entered journalism
The expectation that they could make a

difference was a significant reason why
many journalists of color became newspaper
journalists. Fully two-thirds (67%) said that
“the desire to make an impact” was “very
influential” in their decision. This was true
for just two in five white journalists (39%).

Given this desire, it is not surprising that
journalists of color would cite “not being
able to cover stories that interest [them]” as
a major reason to consider leaving the field
(as noted on page 11).

For some journalists of color, the “desire
to make an impact” appears tied to a person-
al commitment to improve the coverage of
their own racial and ethnic communities.
Nearly half (47%) of African-American jour-
nalists, 42% of Hispanics and 34% of Asian
Americans expressed at least a mild prefer-
ence for spending most of their time cover-
ing racial and ethnic communities as well as
issues affecting people of color.

Although most Asian-American journalists
(59%), half of Hispanic journalists (50%) and
more than four in 10 African-American jour-
nalists (44%) said they preferred to cover
other kinds of news, most journalists of
color (69% of African Americans, 62% of His-
panics and 57% of Asian Americans) said
they felt newspapers expected them to

cover racial and ethnic stories.
The vast majority (75%) of journalists of

color also said the “desire to write” was very
influential in their decision to go into journal-
ism. The comparable figure for white journal-
ists was 69%.

For most journalists of color, working on
a college newspaper was important to their
decision to go into journalism. About three-
fourths (74%) reported working on their col-
lege newspaper, and nearly two-thirds (66%)
viewed this experience as either “very” or
“somewhat influential.” 

All four racial groups (African Americans,
Asian Americans, Hispanics and whites) were
equally likely to characterize college newspa-
per experience as “very” or “somewhat influ-
ential” in their decision to enter journalism.

High school newspaper experience was
“very” or “somewhat influential” to 50% of
newspaper journalists of color, 56% of whom
did work on a high school newspaper. About
half of those who did (52%, or 29% of the
total sample) said this experience was “very
influential” in their decision to enter
journalism.

Among white journalists, 52% worked on
a high school newspaper, and about four in
10 of those (42%, or 22% of the total sample)
said this was “very influential” in their deci-
sion to become a journalist.

Disagree

Agree

NAHJAAJANABJ

69%

25%

57%

38%

62%

33%

Disagree

Agree

NAHJAAJANABJ

47%
44%

34%

59%

42%

50%

Newspaper journalists of color feel pressure to work harder than white journalists and to cover racial/ethnic stories

“I prefer to spend most of my time covering stories about
racial and ethnic communities and issues that affect people
of color.”

“As a journalist, I feel that it’s expected of me to cover stories
about racial and ethnic communities and issues that affect
people of color.”
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Finally, specific indi-
viduals were more likely
to have helped steer
journalists of color
toward a newspaper
career than was true for
white journalists, sug-
gesting that role models
are important in the
recruitment of journal-
ists of color. This was
especially true for
African Americans.

College professors
appear to have had the greatest impact on
the decisions of journalists of color to enter
the field. Ranking slightly below college pro-
fessors in terms of influence were “another

journalist” and high school teachers. Few
journalists reported being influenced much
by family or friends to go into journalism.

Six in 10 journalists of color (59%) said a
college professor (or professors) had been
either “very” or “somewhat influential” in
their decision to become a journalist, vs.
44% of white journalists.

African Americans were more likely
(36%) to say that a college professor (or pro-
fessors) had been “very influential,” vs. 26%
of Asian Americans, 27% of Hispanics and
18% of whites.

High school teachers were somewhat less
likely to exert an influence. Still, they played
a “very” or “somewhat influential” role in
the decision-making process for half (50%)
of the journalists of color.

Among African Americans, 29%
said a high school teacher (or teach-
ers) had been “very influential.” The
responses of Asian-American, His-
panic and white journalists did not
differ appreciably from one another
on this question: 22% of Asian Amer-
icans and 17% of Hispanics said a
high school teacher (or teachers)
had been “very influential” in their
career choices, vs. 19% of whites.

“Other journalists” were another
significant influence, comparable to
college professors’ level of influ-
ence. Nearly three in 10 journalists
of color (28%) said that another
journalist was “very influential” in
their decision to enter journalism,
compared with 16% of white jour-
nalists.

Again, African Americans were
more likely than other journalists of
color to report that another journal-
ist had played a “very influential”
role. About one-third (34%) said
that another journalist had been
“very influential,” compared with
24% of Asian Americans and 23% of
Hispanics.

White journalistsNAHJAAJANABJ
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40%
46%

42%
46%

36%

26%
27%
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31%
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22%

34%

24%

23%
16%

29%

22%
17%

19%

77%

77%
70%
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39%

Percentage saying “very influential” 

Factors that influenced journalists to enter journalism 

Most journalists of
color see how far news-
papers still have to go
in terms of diversity
issues, while white
journalists tend to
focus on how far news-
papers already have
come.
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Pre-employment experiences 
of journalists of color

Journalists of color and white journalists
took similar educational paths into newspa-
per journalism.  

About half of both groups were journal-
ism majors in college. As noted above, about
half of both groups worked on their high
school newspapers, and about three-fourths
worked on their college newspapers.

More than 90% of the journalists in each
racial group held at least an undergraduate
degree, and about three in ten (31% of jour-
nalists of color and 26% of white journalists)
held advanced degrees. 

In other respects, however, their pre-
employment experiences diverge markedly.
African-American journalists, for example,
were more likely than journalists from other
racial backgrounds to have majored in either
journalism or mass communication.

Two-thirds of African-American journalists
(68%) graduated from either journalism or
mass communication programs, compared
with 58% of Hispanics, 54% of whites and
53% of Asian Americans.

In addition, African-American journalists
decided to become journalists at a much ear-
lier age than did journalists of other racial
groups. More than half (56%) of African
Americans said they decided to become jour-
nalists during high school or earlier, com-
pared with 38% of Asian Americans, 40% of
Hispanics and 39% of whites.

Overall, nearly two-thirds (66%) of journal-
ists of color took an internship before enter-
ing journalism as a professional. Less than
half (46%) of white journalists did so.

Across racial groups, about seven out of
eight internships were paid (86% for journal-
ists of color, 85% for white journalists).
Among all journalists who took an internship,
about four in 10 received college credit for it
(42% of journalists of color, 37% of white
journalists).

Conclusions and recommendations
The survey results strongly suggest that

efforts to keep journalists of color in the
newspaper field should focus on the news-
room as a workplace and on management
skills that influence the work environment.

Asked whether anything could be done to
keep them in newspaper journalism, the top
three answers given by journalists of color
and white journalists alike were: “better pay
and better hours,” “better work conditions”
and “more flexibility to be creative on the
job.” At least two-thirds of the responses fell
into one of these three categories, all of
which concern work place issues.

Mentions of “better pay” were almost
invariably linked to the desire for “better
hours” as well, suggesting that supervisors
could address the underlying dissatisfaction
either through greater compensation or
through better management of the journalis-
tic workload. The industrial model of news-
room management is in danger of becoming
outdated in the context of a new information
economy that provides journalists with alter-
native career opportunities with greater
lifestyle flexibility.

Journalists who said that “better work
conditions” would help keep them in news-
paper journalism are saying that something in
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the current work place structure is hindering
them from deriving full satisfaction from their
jobs. For some journalists, “better work con-
ditions” may be another way of asking for
“better hours” to do their work. For others, it
may be a commentary on the quality of the
materials they have to work with, the quality
of communication between reporters and
supervisors, or even the amount of respect
they feel they receive.

Those who replied that “more flexibility
to be creative on the job” would help keep
them in the field may be expressing disap-
pointment that newspaper work hasn’t mea-
sured up to their expectations as a creative
enterprise. Newspapers must take this seri-
ously if they are to retain the services of cre-
ative people. Moreover, journalists who find
their jobs enriching and challenging are far
less likely to complain about working longer
hours.

We also asked, “If you left the newspaper
business, how important a reason would
each of [a number of factors] be in your leav-
ing?”

At first glance, the results of this question
would suggest that factors outside the work
place per se loom the largest in the minds of
journalists who might be considering leaving
the field. But work place issues may be
important in determining whether such fac-
tors lie dormant or eventually inspire a move
away from the newspaper field.

For example, both white and nonwhite
journalists cited “interest in another field of
work” more often than any other factor that
might cause them to leave newspaper jour-
nalism. But to what extent is “interest in
another field of work” a cause or an effect?
For many journalists, it is conceivable that
“better work conditions” might prevent
“interest in another field of work” from
becoming a conscious preoccupation and,
hence, a catalyst for a career change.

For journalists of color, “lack of opportuni-
ties for advancement” was the second most-
often cited factor that might cause them to
leave newspaper journalism. Advancement is
in some sense synonymous with the opportu-
nity to face increasing challenges over the
course of one’s career. While not everyone

can advance to the top of the
organizational pyramid, a work
place that recognizes a worker’s
inherent need for on-the-job
growth and professional develop-
ment will find ways to challenge
employees regularly, whether
those challenges lead directly to
promotions or not.

Many of the other most-fre-
quently cited factors associated
with the possibility of leaving the
field also relate directly to work place issues
— factors such as “burnout,” “family consid-
erations,” “stress on the job” and “not being
able to cover stories that interest [me].” All of
these were among the highest-ranking factors
that might cause journalists to leave the
newspaper field. Another frequently men-
tioned factor, “financial reasons,” also might
relate to work place concerns in ways that
have already been suggested.

Four other aspects of the survey shed
additional light on how journalists of color
experience the work place.

Among the factors considered influential
in becoming a journalist, one of the highest
for journalists of color was “the desire to
make an impact.” To the extent that managers
take this and other factors into account in
work place organization (through story
assignments and so forth), a journalist of
color might be more likely to stay in the field.

The newspaper’s commitment to diversity
in the newsroom and in news coverage sends
a daily message to journalists of color con-
cerning how integral they are to the newspa-
per. To the extent that journalists of color
perceive the news organization as committed
to diversifying the work place (toward the
end of improving coverage of racial and eth-
nic communities), they might be more likely
to stay in the field.

Many journalists of color said they felt
they had to work harder than white
journalists to get ahead. Editors should
understand the degree to which such
perceptions might drive journalists of color
out of the newspaper business.

More than anything else, the journalist’s
relationship with his or her immediate super-

Efforts to keep
journalists of
color in the
newspaper field
should focus on
the newsroom as
a work place.
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visor could be key to retaining journalists of
color. To the employee, the supervisor per-
sonifies the work place ethos. To the extent
that the supervisor is open to ideas and sug-
gestions, is an advocate for the journalist,
and cares about the journalist’s developmen-
tal needs, a journalist (white or nonwhite)
might be more likely to stay in the field.

Finally, the survey findings indicate clear-
ly that journalists of color are themselves
diverse. For example, not all journalists of
color want to spend their time covering sto-
ries about racial and ethnic communities
and issues that affect people of color. On
the other hand, many do. Only clear, fre-
quent communication between supervisors
and journalists can establish appropriate
preferences.

The survey also found that in many
important areas, the perceptions and experi-
ences of African-American journalists dif-
fered significantly from those of Asian-Amer-
ican and Hispanic journalists. For example,
the survey found that:

■ African Americans decided at a younger
age than other journalists of color to go
into journalism.

■ African Americans were more likely to cite
role models as having had an important influ-
ence on their decision to enter journalism.

■ African American newspaper journalists
were more likely to have earned journal-
ism or mass communication degrees.

■ African Americans were the most likely to
say they might leave the newspaper
business.

■ African Americans were more likely to
agree with the statement, “As a journalist
of color, I sometimes feel that I have to
work harder than white journalists to get
ahead.”

■ African Americans were less likely to men-
tion “burnout” or “not being able to cover
stories that interest them” as potential rea-
sons for leaving newspaper journalism.

■ African Americans were more likely to say
that “more opportunities for professional
development and advancement” would in-
duce them to stay in newspaper journalism.

The perceptions and experiences of His-
panic journalists also differed in important
ways from those of other journalists of color:

■ Hispanics were less likely than other
journalists of color to have taken an
internship before entering journalism as a
professional.

■ Hispanics were more likely to view their
advancement possibilities as “excellent”
or “good.”

■ Hispanics were the most likely to say that
they planned to stay in newspaper jour-
nalism.

■ Hispanics were more likely to mention
“burnout,” “working conditions” and “not
being able to cover stories that interest
[them]” as potential reasons for leaving
the newspaper business.

■ Hispanics were more likely to say that
“better pay/better hours” would induce
them to stay in newspaper journalism.

Finally, the responses of Asian-American
journalists were also distinctive in several
respects:

■ Asian Americans were more likely than
other journalists of color to have worked
on their college newspapers and to have
taken internships before entering journal-
ism as a professional.

■ Asian Americans were more likely than
other journalists of color to report strong
positive relationships with their immedi-
ate supervisors.

■ Asian Americans were more likely to give
high grades (A or B) to their newspapers’
commitment to newsroom diversity.

■ Asian Americans were the least likely to
“agree strongly” that they sometimes feel
they have to work harder than white jour-
nalists to get ahead.

■ Among those who said they might leave
newspaper journalism, Asian Americans
were least likely to characterize this possi-
bility as “very likely.”

■ Asian Americans were least likely to say
that “financial reasons” would be a “major
factor” that might cause them to leave
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newspaper journalism.

What this all means is that any efforts to
recruit and retain newspaper journalists of

color will, to a great extent, have to be as indi-
vidual as are journalists of color themselves.
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This report is the result of the efforts of
many dedicated individuals. At the top of
the list are the nearly 900 newspaper jour-
nalists who took time to participate in the
surveys that formed the basis for this study.
Their willingness to contribute their time
and thoughts to the issues addressed in this
study is very much appreciated.

In many ways, this research would not
have been possible without the help and
support of Bobbi Bowman, ASNE’s diversity
director. Bobbi provided invaluable guid-
ance at virtually every step of the research
process. Among other things, she consulted
with The Freedom Forum during the analy-
sis of the ASNE census data, provided addi-
tional ASNE data as needed, convened meet-
ings to discuss the development of the jour-
nalists of color survey and made herself
available for consultation at a moment’s
notice. A very big “thank you” goes her way.

Unity ’99 President Catalina Camia pro-
vided extremely helpful advice as we honed
the issues and the language of the journalists
of color survey. We are grateful also to the
executive directors of the four associations
of journalists of color who graciously shared
their membership lists with us for this sur-
vey: Rene Astudillo (AAJA), Anna Lopez
(NAHJ), Gordon Regguinti (NAJA) and Toni
Samuels (NABJ).

The questionnaire-design process was
aided enormously by the input of Joseph Tor-
res (communications director for NAHJ), Walt
Swanston (executive director of Unity) and
Caesar Andrews (editor, Gannett News Ser-
vice), each of whom carved out time from
their busy schedules to consult with us on
the survey. Professor Lee Becker of the Uni-
versity of Georgia also was very helpful in

guiding us to relevant background materials.
Sincere “thank yous” also must go to

many people at The Freedom Forum for
their very capable assistance on this project:
to Patty Casey, Christy Mumford Jerding and
Maurice Fliess for their heroic efforts in
creating this publication; to Sheila Owens,
Susan Bennett and Mary Kay Blake for
valuable feedback on earlier written
versions of the research findings; to Félix
Gutiérrez for his dynamic leadership on
diversity issues, as well as free-lance editor
Mary Anderson.

Kathleen Collins, former research
coordinator for the Media Studies Center, was
heavily involved in all aspects of this project
throughout 1999. Her assistance was
invaluable.

A special debt of thanks goes to former
Media Studies Center fellow Victor Merina.
His guidance, sometimes on a daily basis,
improved the study enormously. Every good
idea in this report bears his imprint.

Enough cannot be said about the helpful-
ness and professionalism of the staff at the
Center for Survey Research and Analysis at
the University of Connecticut, which con-
ducted the surveys of newspaper journal-
ists. In particular, kudos to project director
Jennifer Dineen, who supervised the survey
research process from beginning to end. Not
only are her research management skills
appreciated, but she made many important
substantive contributions to the study as well.

Finally, grateful acknowledgement must
go to Bob Giles and Charles Overby for their
leadership, vision and guidance. Their abid-
ing commitment to improving newsroom
diversity provided the essential impetus for
this research.

ACKNOWLEDGMENTS



NEWSROOM DIVERSITY 23

Hiring and retention strategies that will
enable newspapers to reach the goal of
racial parity with the general population by
2025 depend upon a number of assump-
tions about the journalistic work force over
the next 25 years.

Each projection requires assumptions
about such things as:

■ Total work force: Will it grow or will it
remain at about its current level?

■ Annual new hires: How many new jour-
nalists will be hired each year between
now and 2025?

■ Annual number of journalists of color
entering through the existing “pipeline”:
How many aspiring journalists of color
will the “traditional pipeline” produce
each year?

■ Retention of current work force: At what
rates will the newspaper business retain
both white and nonwhite journalists from
year to year?

When assumptions about any of these
areas change, so do projections of how
many additional journalists of color newspa-
pers will need each year to reach parity.
Each of the hiring and retention strategies
that follow illustrates different strategies the
newspaper industry might adopt to meet
the goal of racial parity with the general
population by 2025.

As a first example, let’s look at the Bench-
marking Proposal adopted by the Board of
the American Society of Newspaper Editors
in September 1999. With respect to each of

the above questions, the ASNE Benchmarking
Proposal assumes the following:

■ Total work force: The total journalistic
work force at newspapers will remain at
its current level of 55,100 through 2009.
The ASNE proposal does not project
beyond 2009, but for illustration, let’s
assume that the newspaper work force
remains at this level through 2025.

■ Annual new hires: The ASNE Benchmark-
ing Proposal makes no specific assump-
tions regarding the number of new jour-
nalists that will be hired each year. Rather,
the number of annual new hires is allowed
to increase or decrease as needed to meet
the requirement that the total work force
will remain constant through 2025.

■ Annual number of journalists of color
entering the existing “pipeline”: The
ASNE scenario assumes that the “tradition-
al pipeline” will produce enough journal-
ists of color each year to compensate for
normal turnover.

■ Retention of current work force: The
ASNE scenario makes no specific assump-
tions about the retention rates for either
journalists of color or white journalists.
So, for illustration, let’s assume that the
annual retention rate for white journalists
between now and 2025 is 96% per year
and, for journalists of color, 93% per year.
Those figures represent the average reten-
tion rates for each group during the six-
year period from 1994 through 1999.

APPENDIX 1: HIRING AND RETENTION SCENARIOS 
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The table labeled “Scenario No. 1” shows
how the assumptions in the ASNE Bench-
marking Proposal would play out year-by-
year through 2025.

The table is divided into five parts:
Retention Benchmarks, Hiring Benchmarks,
Impact on Hiring, Impact on Total Work
Force and Target. The key columns to look
at in each of these areas:

■ Retention Benchmarks: Column 3 shows
how many journalists of color newspapers
would retain each year (from the base total
in Column 1), given different assumptions
about retention rates (Column 2).

■ Hiring Benchmarks: Columns 4 through 6
project the number of journalists of color
that newspapers would need to hire each
year, either through the “traditional
pipeline” (Column 4) or a “supplemental
pipeline” (Column 5), to reach the goal of
racial parity by 2025.

■ Impact on Hiring: Column 8 shows what
percentage of all new hires in a given year
(Column 7) would be journalists of color
under the given scenario.

■ Impact on Total Work Force: Column 11
shows the overall percentage of journal-
ists of color in the work force each year
under the given scenario.

■ Target: Column 12 projects the propor-
tion of people of color in the general pop-
ulation between now and 2025, according
to U.S. Census Bureau estimates.

By comparing columns 11 and 12, it is
possible to see how close the newspaper
industry would be to the goal of parity in a
given year.

The ASNE Benchmarking Proposal
assumes that if newspapers can rely on the
“traditional pipeline” to produce aspiring
journalists of color at a rate compensating
for normal turnover, then they would need
to add 550 journalists of color to the system
each year to reach parity by 2025.  

How did it arrive at the figure of 550?
That number represents 1% of the total
work force (55,100). By increasing the per-
centage of journalists of color in the work

force by 1 percentage point per year over
the next 25 years, newspapers would reach
the goal of parity by 2025.

Now, let’s look at this scenario in finer
detail. One thing to note is the increasing
demand on the traditional pipeline to
replace journalists of color who leave the
industry (Column 4). By 2011, according to
this scenario, the traditional pipeline would
need to provide 872 journalists of color to
compensate for industry turnover. By 2016,
this number would increase to 1,064, and
by 2021 it would reach 1,257.

Why does the demand for replacement
journalists grow so fast? Because, according
to the ASNE scenario, the total number of
journalists of color in the work force would
grow by 1 percentage point (or 550 individ-
uals) per year.  

In 1999, about 6,400 journalists of color
worked at newspapers. By 2011, according
to the Benchmarking Proposal, their numbers
would nearly double, to 12,450, because
newspapers would add another 550 journal-
ists of color to the work force every year.

If retention rates do not change, twice as
many journalists of color will be in the work
force by 2011, but twice as many also will
leave newspapers. So, the demands on the
traditional pipeline will escalate over time.

Whether the traditional pipeline can meet
this escalating demand is unclear, although
there may be ways to make this happen. It is
certainly a worthy problem for study.

Also unclear is whether the total work
force can remain at 55,100 over the next 25
years. Indeed, the ASNE Benchmarking Pro-
posal recommends reexamining staffing lev-
els in 2010 and adjusting the proposal if nec-
essary.

Nevertheless, under this proposal, news-
papers would add more than 11,000 journal-
ists of color to the work force by 2009.
Whether the total work force could remain
at 55,100 given such an influx is an open
question.

The open questions suggest that alterna-
tive scenarios might be developed whose
assumptions differ from those of the ASNE
Benchmarking Proposal.

Hiring and Retention Scenario No. 1
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This report earlier presented one such al-
ternative to the ASNE Benchmarking Propos-
al. Its assumptions were the following:

■ Total work force: The total work force
would grow as needed, given other
assumptions about hiring and retention
rates over time.

■ Annual new hires: Newspapers would
hire an average of 3,000 per year, starting
with 2,500 in 2000 and increasing by 40
new hires per year, up to 3,500 in 2025.

■ Annual number of journalists of color
entering through the existing pipeline:
The number of journalists of color from
the traditional pipeline would increase by
half a percentage point each year, starting
at 21% of new hires in 2000 and reaching
33.5% of new hires in 2025.

■ Retention of current work force: The
annual retention rate for white journalists
would remain 96%, equivalent to the six-
year average retention rate for white jour-
nalists between 1994 and 1999. The reten-
tion rate for journalists of color would be
93% in 2000, also the same as the six-year
average between 1994 and 1999. Begin-
ning in 2001, the retention rate for jour-
nalists of color would improve by half a

percentage point per year until it reaches
the same level as that for white journalists
(96%) in 2006. It would remain at 96%
through 2025.

Given these assumptions, the total num-
ber of journalists of color that newspapers
would need to add to the work force, above
and beyond those the traditional pipeline
provides, would be an average of 625 per
year, or more than 18,000 over the next 25
years (see Scenario No. 2). By comparison,
the ASNE Benchmarking Proposal estimates
that newspapers would need to hire 550
additional journalists of color each year.

The total journalistic work force, accord-
ing to Scenario No. 2, would grow from
55,100 in 1999 to 69,316 by 2025.

Is Scenario No. 2 more likely than Sce-
nario No. 1? No one knows. But each clearly
leads to different prescriptions for best
reaching the goal of racial parity with the
general population by 2025.

Because different sets of assumptions
lead to different potential solutions, this
appendix provides four possible hiring and
retention scenarios. By showing various
approaches, perhaps this report can
advance the search for workable solutions.

Hiring and Retention Scenario No. 2
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28 NEWSROOM DIVERSITY

Scenario No. 3 builds upon the ASNE
Benchmarking Proposal’s hiring and reten-
tion scenario (No.1) but changes two basic
assumptions:

1) It assumes that the retention rate for
journalists of color will improve by half a
percentage point per year until it reaches
parity with the retention rate for white jour-
nalists (96%) in 2006. It would remain at
96% from 2006 through 2025. Scenario No.
1, by contrast, assumed that the retention
rate for journalists of color would remain at
93% through 2025.

2) It assumes that the number of journal-
ists of color from the traditional pipeline
will grow by half a percentage point per
year, starting at 21% of new hires in 2000
and reaching 33.5% of new hires in 2025 —
a rate proportionate to the expected annual
increase of people of color in the popula-
tion. Scenario No. 1, by contrast, assumed
that the traditional pipeline would provide
new journalists of color at a rate compensat-
ing for annual turnover.

The remaining assumptions built into Sce-
nario No. 3 are the same as in Scenario No. 1:

■ Total work force: The total journalistic
work force at newspapers would remain at
its current level of 55,100 through 2025.

■ Annual new hires: No specific assump-
tions need to be made regarding the num-
ber of new journalists that newspapers
will hire each year. The number of annual
new hires is allowed to increase or
decrease as needed to meet the require-
ment that the total work force will remain
constant through 2025.

Given these assumptions, Scenario No. 3
suggests that the number of journalists of
color that newspapers would need to hire
over and above those entering the industry
through the traditional pipeline would be
about 410 per year, rather than the 550 per
year that Scenario No. 1 projects.

This illustrates the dramatic impact that
improving retention rates could have upon
increasing diversity. While improving
retention will not eliminate the need for a
supplemental pipeline to bring additional
journalists of color into newspapers, it
would make the task of building such a
pipeline less Herculean.

Hiring and Retention Scenario No. 3
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Hiring and Retention Scenario No. 4

Scenario No. 4 makes one additional
change in the assumptions of Scenario No. 3.

Specifically, it assumes that the total
work force will grow by half a percentage
point per year over the next 25 years, simi-
lar to the rate at which it assumes the num-
ber of journalists of color from the tradition-
al pipeline will grow. Scenario No. 3, by
contrast, projected the work force to remain
constant at 55,100 between 2000 and 2025.

This growth rate — half a percentage
point per year — would cause the total
work force to grow from 55,100 in 1999 to
about 62,400 in 2025, roughly midway
between the projections of Scenarios No. 2
and No. 3.

One reason for changing this assumption
is that Scenario No. 3 projected an average
of 2,200 new hires per year over the next
25 years — significantly lower than the
industry average of 2,600 between 1994 and
1999. At a time when newspapers will be
working hard to add hundreds of new jour-
nalists of color to their staffs each year, it
seems unlikely that the average number of
new hires per year would actually be lower
than in the 1990s.

The remaining assumptions built into
Scenario No. 4 remain the same as in
Scenario No. 3:

■ Retention of current work force: The
retention rate for journalists of color
would improve by half a percentage point
per year until it reaches parity with the
rate for white journalists (96%) in 2006. It
would remain at 96% from 2006 through
2025.

■ Annual number of journalists of color
entering through the existing pipeline:
The number of journalists of color from
the traditional pipeline would increase by
half a percentage point per year, starting
at 21% of new hires in 2000 and reaching
33.5% of new hires in 2025.

■ Annual new hires: No specific assump-
tions need to be made regarding the num-
ber of new journalists hired each year
because this is tied to the assumption that
the total work force will grow by half a
percentage point per year through 2025.
The average number of new hires per year
under this scenario is about 2,600.

Given these assumptions, Scenario No. 4
suggests that the number of journalists of
color that newspapers would need to hire
over and above those entering the industry
through the traditional pipeline would be
about 540 per year. 
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Hello. My name is [   ] and I am calling from the Center for Survey
Research and Analysis at the University of Connecticut. We are conduct-
ing a survey of newspaper journalists about important issues facing jour-
nalism and I would like to ask your opinion on a few issues. 

S1. What is the approximate circulation of the daily newspaper
you currently write for?

NABJ AAJA NAHJ White journalists
25,000 to less than 50,000 3% 5% 0% 20%
50,000 to less than 100,000 13 7 18 20
100,000 to less than 250,000 30 29 25 26
250,000 to 500,000 32 37 35 23
Over 500,000 23 22 22 11

First, a few questions about your decision to enter journalism. How
influential were each of the following in your decision to become
a journalist?  Very influential, somewhat influential, not very
influential, or not at all influential?

Q1. Desire to write 
NABJ AAJA NAHJ White journalists

Very influential 77% 77% 70% 69%
Somewhat influential 18 16 19 19
Not very influential 2 1 5 3
Not at all influential 4 6 5 8
Don’t know/Refused 1 0 1 1

Q2. Desire to make an impact
NABJ AAJA NAHJ White journalists

Very influential 66% 65% 70% 39%
Somewhat influential 29 31 21 44
Not very influential 3 1 5 6
Not at all influential 2 3 4 10
Don’t know/Refused 1 0 0 0

Q3. A high school teacher (or teachers) 
NABJ AAJA NAHJ White journalists

Very influential 29% 22% 17% 19%
Somewhat influential 25 28 25 25
Not very influential 6 12 11 8
Not at all influential 40 37 47 48
Don’t know/Refused 0 1 0 0

Q4. A college professor (or professors) 
NABJ AAJA NAHJ White journalists

Very influential 36% 26% 27% 18%
Somewhat influential 25 28 32 26
Not very influential 9 12 13 10
Not at all influential 30 33 28 46
Don’t know/Refused 1 0 0 0

Q5. A member of your family
NABJ AAJA NAHJ White journalists

Very influential 10% 7% 11% 9%
Somewhat influential 12 15 21 16
Not very influential 12 12 14 10
Not at all influential 67 66 54 65
Don’t know/Refused 1 0 0 0

Q6. Another journalist 
NABJ AAJA NAHJ White journalists

Very influential 34% 24% 23% 16%
Somewhat influential 24 35 36 29
Not very influential 13 15 8 11
Not at all influential 30 26 33 44
Don’t know/Refused 0 0 0 0

Q7. A friend (or friends)
NABJ AAJA NAHJ White journalists

Very influential 11% 5% 7% 8%
Somewhat influential 19 27 20 14
Not very influential 14 20 20 10
Not at all influential 57 48 53 68
Don’t know/Refused 0 0 0 0

Q8. Working on a high school newspaper
NABJ AAJA NAHJ White journalists

Very influential 31% 28% 26% 22%
Somewhat influential 21 22 21 20
Not very influential 7 5 5 8
Not at all influential 39 45 47 50
Don’t know/Refused 2 1 1 0

Q8a. Working on a college newspaper
NABJ AAJA NAHJ White journalists

Very influential 40% 46% 42% 46%
Somewhat influential 26 23 21 22
Not very influential 7 11 3 4
Not at all influential 27 20 34 28
Don’t know/Refused 1 0 0 0

The survey polled 200 members of the National Association of Black Journalists (NABJ), 153 members of the Asian American Journalists Association
(AAJA), 120 members of the National Association of Hispanic Journalists (NAHJ), and 349 white journalists who work for U.S. daily newspapers with
circulations of 25,000 or more. In this poll, "n =" followed by a number represents the number of respondents who were asked a particular question.
The margins of sampling error for each population are as follows: NABJ = ±5 percentage points; AAJA = ±5 percentage points; NAHJ = ±6 percentage
points; white journalists =±6 percentage points. Due to rounding and/or open-ended questions, percentages may not always equal 100.

APPENDIX 2: THE FREEDOM FORUM JOURNALISTS OF COLOR SURVEY — JULY 1999
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Q9. When did you decide to become a journalist? 
NABJ AAJA NAHJ White journalists

Before junior high 
or middle school 7% 5% 7% 5%

During junior high or 
middle school 11 7 10 4

During high school 38 26 23 30
During your first or

second year of college 20 26 27 24
During your third or fourth 

year of college 14 16 9 13
After graduating from college 10 20 24 23
Don’t know/Refused 1 0 0 1

Q10. While you were in high school, did you work on your school
newspaper? 

NABJ AAJA NAHJ White journalists
Yes 60% 54% 52% 52%
No 40 46 48 48
Don’t know/Refused 1 0 0 0

Q11. Before coming to your current job, what was your position or
title at your previous job? 

NABJ AAJA NAHJ White journalists
Reporter 28% 25% 26% 23%
Writer 14 9 17 8
Editor 28 25 23 33
Photographer, photojournalist, 
or artist 3 4 7 8
On-line editor 1 1 0 0
Department director 4 1 2 2
Student/first job 7 10 4 7
Intern 2 10 3 2
Assistant/researcher 7 5 1 3
Non-journalist 7 10 17 14

Q12. And what type of organization did you work for? 
NABJ AAJA NAHJ White journalists

Daily newspaper 73% 69% 67% 62%
Weekly newspaper 5 0 6 8
Television news department 1 1 0 1
Radio news department 0 0 2 0
Online news organization 0 0 0 0
Wire service 1 3 3 2 
Other media organization 8 11 12 9
Non-media organization (specify) 8 8 9 15
Don’t know/Refused 4 8 1 3

Q13. What was the approximate circulation of that paper?
(Base=Respondents who said they worked at a daily newspaper in
answer to previous question)

NABJ AAJA NAHJ White journalists
(n=146) (n=106) (n=80) (n=349)

Under 10,000 0% 0% 1% 7%
10,000 to 25,000 4 3 5 14
25,000 to 50,000 11 8 11 19
50,000 to 100,000 15 14 19 16
100,000 to 250,000 25 23 14 17
250,000 to 500,000 25 25 30 15
Over 500,000 13 16 14 7
Don’t know/Refused 7 11 7 5

Now, I have a few questions about your current job.
Q14. Overall, would you say you like your current job very much,
somewhat, not very much or not at all? 

NABJ AAJA NAHJ White journalists
Very much 57% 65% 65% 70%
Somewhat 39 31 32 28
Not very much 3 3 1 2
Not at all 1 1 1 0
Don’t know/Refused 1 0 1 0

Please tell me whether you agree or disagree with each of the following
statements:
Q15. My immediate supervisor welcomes my ideas and sugges-
tions about the newsroom.

NABJ AAJA NAHJ White journalists
Strongly agree 47% 60% 52% 56%
Somewhat agree 38 33 34 31
Somewhat disagree 8 5 9 4
Strongly disagree 6 1 3 4
Don’t know/Refused 2 1 2 5

Q16. My immediate supervisor advocates my story ideas to senior
editors.

NABJ AAJA NAHJ White journalists
Strongly agree 38% 43% 41% 43%
Somewhat agree 29 33 29 27
Somewhat disagree 7 9 7 7
Strongly disagree 9 3 8 2
Don’t know/Refused 18 12 15 21

Q17. My immediate supervisor cares about my professional devel-
opment as a journalist.

NABJ AAJA NAHJ White journalists
Strongly agree 38% 50% 41% 49%
Somewhat agree 39 33 41 35
Somewhat disagree 8 12 8 8
Strongly disagree 10 4 7 5
Don’t know/Refused 5 1 3 2
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Q18. What’s your view about your advancement possibilities with
your own newspaper or newspaper group? 

NABJ AAJA NAHJ White journalists
Excellent 13% 19% 19% 18%
Good 38 44 43 39
Fair 29 26 25 22
Poor 19 9 12 16
Don’t know/Refused 3 3 1 6

Q19. What’s your view about your advancement possibilities
within newspaper journalism in general?

NABJ AAJA NAHJ White journalists
Excellent 18% 24% 30% 22%
Good 52 58 57 46
Fair 24 14 10 18
Poor 6 3 3 9
Don’t know/Refused 1 2 0 5

Q20. Please tell me which of the following best describes the
highest position within newspaper journalism you hope to reach? 

NABJ AAJA NAHJ White journalists
Reporter, copy editor,
photographer or artist 14% 32% 24% 32%

Mid-mgmt (i.e. city editor or 
section editor) 22 17 13 18

Senior editor or other top 
newsroom post 36 40 51 35

Publisher 13 5 3 3
Other 12 6 6 12
Don’t know/Refused 4 1 3 1

Q21. Do you hope to work for a newspaper that is larger or
smaller than the one that currently employs you — or is the size
of the paper where you work now about right? 

NABJ AAJA NAHJ White journalists
Would prefer a larger paper 37% 39% 34% 30%
Would prefer a smaller paper 4 3 4 0
Current paper about right 56 50 51 64
Don’t know/Refused 4 9 11 6

Q22. On a scale of A through F, how would you grade your newspa-
per's coverage of racial and ethnic communities in its market area? 

NABJ AAJA NAHJ White journalists
A 2% 7% 8% 16%
B 30 38 38 46
C 49 46 36 28
D 15 8 14 8
F 4 2 3 1
Don’t know/Refused 1 0 1 1

Q23. On a scale of A through F, what grade would you give to your
newspaper's commitment to ethnic and racial diversity in the
newsroom?

NABJ AAJA NAHJ White journalists
A 8% 16% 16% 29%
B 33 53 41 38
C 39 20 26 21
D 14 7 14 7
F 6 3 3 3
Don’t know/Refused 0 1 0 2

Please tell me whether you agree or disagree with each of the following
statements:
Q24. I prefer to spend most of my time covering stories about
racial and ethnic communities and issues that affect people of
color.

NABJ AAJA NAHJ
Strongly agree 17% 13% 21%
Somewhat agree 30 21 21
Somewhat disagree 34 46 31
Strongly disagree 10 13 19
Don’t know/Refused 9 7 8

Q25. As a journalist of color, I feel that it’s expected of me to
cover stories about racial and ethnic communities and issues that
affect people of color.

NABJ AAJA NAHJ
Strongly agree 35% 20% 32%
Somewhat agree 34 37 30
Somewhat disagree 16 25 21
Strongly disagree 9 13 12
Don’t know/Refused 6 5 5

Q26. As a journalist of color, I sometimes feel that I have to work
harder than white journalists to get ahead.

NABJ AAJA NAHJ
Strongly agree 67% 36% 45%
Somewhat agree 23 31 21
Somewhat disagree 7 21 18
Strongly disagree 3 11 13
Don’t know/Refused 1 2 3

Q27. Have you ever worked under the direct supervisor of an edi-
tor of color? (If “no” or “Don’t know/Refused” skip to Q28)

NABJ AAJA NAHJ White journalists
Yes 56% 53% 62% 42%
No 44 47 38 58



NEWSROOM DIVERSITY 35

Q27a. Are you currently working under an editor of color?
(Base=Respondents who answered “yes” to previous question.  If “no” or
“Don’t know/refused” skip to Q28)

NABJ AAJA NAHJ White journalists
(n=112) (n=81) (n=74) (n=147)

Yes 29% 36% 37% 34%
No 71 64 61 65
Don’t know/Refused 0 0 2 1

Q27b. Would that be 
(Base=Respondents who answered “yes” to previous question):

NABJ AAJA NAHJ White journalists
(n=33) (n=29) (n=27) (n=51)

Your immediate 
supervisor 59% 69% 58% 48%

A higher 
level supervisor, 25 14 25 27

or both? 16 17 8 21
Don’t know/Refused 0 0 8 5

Q28. Are you likely to stay in newspaper journalism indefinitely or
might you change careers? (If “plan to stay,” skip to Q42)

NABJ AAJA NAHJ White journalists
Plan to stay 39% 43% 50% 66%
Might change 59 53 49 32
Don’t know/Refused 3 4 1 2

Q29. How likely is it that you will eventually leave the field of
newspaper journalism? (Base for Q29-Q39=Respondents who said
“might change” or “Don't know/Refused” in response to previous question) 

NABJ AAJA NAHJ White journalists
(n=124) (n=87) (n=60) (n=119)

Very likely 37% 17% 38% 28%
Somewhat likely 56 68 48 63
Not very likely 7 10 12 9
Don’t know/Refused 1 5 2 1

If you left the newspaper business, how important a reason
would each of the following be in your leaving? Would it be a
major factor, a minor factor, or not a factor at all?  
Q30. Working conditions

NABJ AAJA NAHJ White journalists
(n=124) (n=87) (n=60) (n=119)

Major factor 41% 51% 56% 35%
Minor factor 48 40 34 49
Not a factor 11 9 10 17

Q31. Lack of opportunities for advancement
NABJ AAJA NAHJ White journalists

(n=124) (n=87) (n=60) (n=119)
Major factor 63% 60% 58% 39%
Minor factor 24 28 26 33
Not a factor 14 13 16 26
Don’t know/Refused 0 0 0 2

Q32. Financial reasons
NABJ AAJA NAHJ White journalists

(n=124) (n=87) (n=60) (n=119)
Major factor 50% 41% 54% 42%
Minor factor 36 47 32 38
Not a factor 15 12 14 20

Q33. Stress on the job
NABJ AAJA NAHJ White journalists

(n=124) (n=87) (n=60) (n=119)
Major factor 41% 45% 40% 45%
Minor factor 44 41 42 39
Not a factor 15 13 18 16

Q34. Family considerations
NABJ AAJA NAHJ White journalists

(n=124) (n=87) (n=60) (n=119)
Major factor 43% 55% 56% 57%
Minor factor 29 35 28 21
Not a factor 28 10 16 23

Q35. Racism
NABJ AAJA NAHJ White journalists

(n=124) (n=87) (n=60) (n=119)
Major factor 27% 32% 34% 13%
Minor factor 49 44 32 16
Not a factor 21 23 34 70
Don’t know/Refused 3 1 0 1

Q36. Feeling isolated from your colleagues
NABJ AAJA NAHJ White journalists

(n=124) (n=87) (n=60) (n=119)
Major factor 11% 24% 28% 12%
Minor factor 47 43 30 31
Not a factor 41 32 40 57
Don’t know/Refused 1 0 2 1
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Q37. Burnout
NABJ AAJA NAHJ White journalists

(n=124) (n=87) (n=60) (n=119)
Major factor 53% 63% 68% 47%
Minor factor 32 30 20 39
Not a factor 15 7 12 14

Q38. Not being able to cover stories that interest you
NABJ AAJA NAHJ White journalists

(n=124) (n=87) (n=60) (n=119)
Major factor 42% 54% 60% 32%
Minor factor 35 35 14 32
Not a factor 21 10 26 34
Don’t know/Refused 2 1 0 2

Q39. Interest in another field of work  (If “minor factor,” “not a fac-
tor,” or “Don’t know/refused,” skip to Q40)

NABJ AAJA NAHJ White journalists
(n=124) (n=87) (n=60) (n=119)

Major factor 68% 74% 70% 66%
Minor factor 28 23 26 28
Not a factor 3 1 4 5
Don’t know/Refused 0 2 0 1

Q39a. What field in particular? 
NABJ AAJA NAHJ White journalists
(n=84) (n=64) (n=42) (n=68)

Fiction writing 15% 20% 29% 11%
Teaching/education 16 20 18 19
Law 8 5 7 1
Internet/new media 4 12 11 8
Magazine or TV 9 12 4 9
Other media 4 3 4 17
Business (non-media) 22 9 4 17
Other/non-specific 12 3 14 14
Don't know 11 15 11 4

Q40. About how much longer do you expect to remain in newspa-
per journalism? (Base= Respondents who said they “might change”
careers or “Don’t know/Refused” in response to question Q28.)

NABJ AAJA NAHJ White journalists
(n=124) (n=87) (n=60) (n=112)

0 to 6 months 1% 0% 6% 3%
6 months to 1 year 6 3 0 6
1-3 years 11 6 18 9
3-5 years 25 27 20 19
5 or more years 42 49 41 33
Don't know 14 14 14 31

Q41. Is there anything that could be done to keep you in newspa-
per journalism? (If “no” or “Don’t know/refused,” skip to Q42.)

NABJ AAJA NAHJ White journalists
(n=124) (n=87) (n=60) (n=112)

Yes 78% 78% 74% 78%
No 17 15 20 14
Don’t know/Refused 5 7 6 9

Q41a. And if so, what would that be? (Base=Respondents who
answered “yes” to previous question)

NABJ AAJA NAHJ White journalists
(n=97) (n=68) (n=44) (n=83)

Better pay / better hours 28% 27% 37% 35%
Professional development/

advancement 32 23 9 16
More recognition/

appreciation from employer 2 6 3 0
More flexibility for creativity 9 16 17 10
More meaning/chance to 

make a Difference 2 7 3 3
Better work conditions 12 7 6 17
Other 7 4 6 14
Don’t Know 2 6 3 5
More action on race issues 7 4 17 0

Finally, just a few questions for classification purposes.
Q42. What was the last year of school you completed? (If no col-
lege or “Don’t know/Refused,” skip to Q45)

NABJ AAJA NAHJ White journalists
Less than high school 0% 0% 0% 0%
High school grad 0 0 0 1
Some college 3 2 5 7
College 65 73 64 65
Post grad 33 25 31 26

Q43. What was your major in college? (Asked open-ended)
NABJ AAJA NAHJ White journalists

(n=200) (n=153) (n=120) (n=345)
Journalism 55% 48% 50% 48%
Mass communication 13 5 8 6
English/literature 10 18 11 16
Political science 2 6 7 5
Other 20 24 24 26
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Q44. Did you work as a journalist on your campus newspaper?
NABJ AAJA NAHJ White journalists

Yes 73% 79% 70% 70%
No 27 21 30 30
Don’t know/Refused 1 0 0 0

Q45. Did you take an internship at a newspaper before entering
journalism as a professional?  (If “no” or “Dk/Ref,” skip to Q48.)

NABJ AAJA NAHJ White journalists
Yes 66% 73% 54% 46%
No 34 28 45 54
Don’t know/Refused 0 0 1 0

Q46. Was the internship paid or unpaid? (Base=Respondents who
said “yes” in answer to previous question)

NABJ AAJA NAHJ White journalists
(n=132) (n=112) (n=65) (n=161)

Paid 89% 86% 78% 85%
Unpaid 11 14 20 14
Don't remember 0 0 2 1

Q47. Did you receive college credit for the internship?
(Base=Respondents who answered “yes” in response to question Q45.  If
“no” or “Don’t know/Refused,” skip to Q49.)

NABJ AAJA NAHJ White journalists
(n=132) (n=112) (n=65) (n=161)

Yes 39% 44% 46% 37%
No 61 56 52 62
Don’t know/Refused 1 0 2 1

Q48. Have you ever worked for an ethnic or tribal newspaper? (if
“no” or “Don’t know/Refused,” skip to Q49.)

NABJ AAJA NAHJ White journalists
Yes 39% 12% 20% 4%
No 62 88 80 96

Q48a. Did you work at an ethnic or tribal paper immediately prior
to taking the job you currently hold? (Base=Respondents who
answered “yes” to previous question)

NABJ AAJA NAHJ White journalists
(n=78) (n=18) (n=24) (n=13)

Yes 19% 22% 40% 15%
No 81 78 60 85

Q49. Which category best describes your job? Is it,
NABJ AAJA NAHJ White journalists

Reporter 51% 53% 46% 46%
Editorial writer 2 2 7 5
Copy editor 10 5 8 9
Photographer or artist 4 8 8 7 
Mid-mgmt (i.e. city editor 
or section editor) 21 23 0 20

Senior editor or other 
top newsroom post 5 3 16 7

Other 7 6 10 7
Don’t know/Refused 0 0 6 0

Q50. How many years in total have you been working as a profes-
sional journalist, either at a newspaper or in some other area of
journalism?

NABJ AAJA NAHJ White journalists
Less than five 13% 26% 5% 12%
Five to nine 25 34 32 11
Ten to fourteen 23 16 22 14
More than fifteen 40 24 41 62

Q51. How many years have you been working as a daily newspa-
per journalist? 

NABJ AAJA NAHJ White journalists
Less than five 17% 31% 27% 17%
Five to nine 28 30 19 13
Ten to fourteen 23 17 24 14
More than fifteen  33 21 30 56

Q52. How many different daily newspapers have you worked for
since you became a professional journalist?

NABJ AAJA NAHJ White journalists
1 20% 25% 19% 32%
2 31 22 24 22
3 24 23 32 26
4 11 12 8 10
5 6 9 5 6
6 or more 9 8 8 4

Q53. Have you worked as a journalist in other areas besides daily
newspaper journalism? (If “no” or “Don’t know/Refused,” skip to Q55.)

NABJ AAJA NAHJ White journalists
Yes 45% 41% 57% 56%
No 55 59 43 44
Don’t know/Refused 1 0 0 0
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Q54. What other areas of journalism have you worked in? (Accept
multiple responses. Base= Respondents who answered “yes” to previous
question.)

NABJ AAJA NAHJ White journalists
(n=90) (n=63) (n=68) (n=195)

Weekly newspaper 32% 25% 35% 42%
Magazines 26 15 21 25
Freelance work 10 15 16 20
Wire service 11 14 9 15
Radio news department 17 6 17 5
Television news department 11 8 17 6
Non-media organization 10 8 2 9
Online news organization 4 0 0 3
Other type of media organization 2 4 3 6
Other (not specified) 9 20 22 20
Don’t know/Refused 1 8 0 0

Q55. If you had it to do over again, would you choose newspaper
journalism as a career?

NABJ AAJA NAHJ White journalists
Yes 76% 87% 83% 83%
No 16 6 11 10
Don’t know/Refused 8 7 6 7

Q56. In which of the following groups would you place yourself?
NABJ AAJA NAHJ White journalists

White 0% 1% 0% 100%
Black or African American 98 0 1 0
Hispanic or Latino 0 0 92 0
Asian American or South Asian 0 92 0 0
Native American 0 0 0 0
Or, some other category 1 2 5 0
Biracial 2 5 2 0
None of the above 0 0 0 0

Q57. How much is your personal yearly income? Is it under
$40,000 or more? (If “$40,000 or more,” skip to Q57b.)

NABJ AAJA NAHJ White journalists
Under $40,000 27% 33% 30% 30%
$40,000 or more 72 65 69 66
Don’t know/Refused 2 2 0 4

Q57a. Is it: (Base= Respondents who answered “under $40,000” in
response to previous question.)

NABJ AAJA NAHJ White journalists
(n=54) (n=51) (n=36) (n=105)

Under $10,000 2% 0% 0% 1%
$10,001-$20,000 0 4 0 4
$20,001-$30,000 34 32 28 34
More than $30,000 64 64 69 61
Don’t know/Refused 0 0 3 1

Q57b. Is it: (Base= Respondents who answered “$40,000 or more” in
response to Q57.)

NABJ AAJA NAHJ White journalists
(n=144) (n=100) (n=83) (n=231)

$40,001-50,000 26% 26% 20% 31%
$50,001-75,000 51 53 46 44
Over $75,000 22 19 30 18
Don’t know/Refused 1 2 3 7

Q58. In what year were you born? (Converted to age.)
NABJ AAJA NAHJ White journalists

Under 30 years old 20% 42% 14% 14%
30-40 years old 42 35 44 25
Over 40 years old 38 20 42 60
Don’t know/Refused 0 3 0 2

Q59. Sex of respondent:
NABJ AAJA NAHJ White journalists

Male 38% 44% 54% 68%
Female 62 56 46 32
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The Freedom Forum commissioned The
Center for Survey Research and Analysis at
the University of Connecticut to conduct
this study on the perceptions and experi-
ences of newspaper journalists of color. The
survey was developed and directed by Dr.
Lawrence T. McGill, director of research for
the Media Studies Center, in consultation
with the American Society of Newspaper
Editors and The Center for Survey Research
and Analysis (CSRA). At CSRA, the project
was directed by Jennifer Dineen. (Please see
Acknowledgements for additional informa-
tion regarding survey development.)

Sample Design
The Center for Survey Research and

Analysis at the University of Connecticut fol-
lows procedures in sampling and data pro-
cessing that are designed to minimize error
in the results. The “journalists of color” pro-
ject used four separate sources to draw our
samples. Interviews were conducted with
200 members of the National Association of
Black Journalists; with 153 members of the
Asian American Journalists Association; 120
members of the National Association of His-
panic Journalists; and 23 members of the
Native American Journalists Association. 

In each case, the universe was defined as
members of the relevant journalism associa-
tion who are practicing journalists at daily
newspapers with circulations of 25,000 or
more and who identify themselves as the
race or ethnicity in the association’s name.
For example, the universe of African-Ameri-
can journalists is defined as practicing jour-
nalists who are NABJ members and who
identify themselves as black or African-
American.

Telephone interviews with journalists of
color were conducted June 7-25, 1999. At
the 95% level of confidence, the margin of
error for the NABJ and AAJA samples is plus
or minus 5 percentage points; the margin of
error for the NAHJ sample is plus or minus 6
percentage points. The margin of error for

the NAJA sample is plus or minus 12 per-
centage points. Those data are not present-
ed here because the sample size was so
small 

In addition, a cross-sectional sample of
400 journalists at newspapers with daily cir-
culations of 25,000 or more was inter-
viewed by telephone. The sample of 400
newspapers was drawn using the Bacon’s
Media directory, which includes a list of all
U.S. newspapers and is updated quarterly.
The June 1999 edition was used for this pro-
ject. Once a newspaper was contacted, an
editor was asked for the names of journalists
whose last names started with a randomly
assigned letter of the alphabet. If no journal-
ists at the paper had a last name starting
with the random letter, the editor was asked
for journalists whose name began with the
next letter in the alphabet.  

Telephone interviews with journalists
across the country were conducted June 25
through July 8, 1999. The margin of error for
the cross-sectional sample is plus 6 percent-
age points at the 95% level of confidence.
Sampling error for subgroups is larger.

Fieldwork
All interviews for this project were con-

ducted at the Center for Survey Research and
Analysis’ telephone center at its facility in
Storrs, Conn. Interviews were conducted by
telephone between June 7 and July 8, 1999,
using a Computer Assisted Telephone Inter-
viewing (CATI) system. The CATI system
uses computerized questionnaires, thereby
reducing the amount of human error in the
survey process.

The telephone interviews took place
Monday through Friday from 8 a.m. until 8 p.m.
Eastern Standard Time. Callbacks were made
before 8 a.m., after 8 p.m., and on Saturdays
and Sundays upon request. Journalists were
also provided with a toll-free telephone
number that they could call to conduct the
interview at a time and from a place most
convenient to them.

APPENDIX 3: SURVEY METHODOLOGY
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The Freedom Forum is a nonpartisan, international foundation dedicated to free press, free
speech and free spirit for all people. The foundation pursues its priorities through conferences, edu-
cational activities, publishing, broadcasting, online services, fellowships, partnerships, training,
research and other programs.

The Freedom Forum funds only its own programs and related partnerships. Unsolicited funding
requests are not accepted. Operating programs are the Newseum at The Freedom Forum World Cen-
ter headquarters in Arlington, Va., the First Amendment Center at Vanderbilt University in Nashville,
Tenn., the Media Studies Center in New York City and the Pacific Coast Center in San Francisco. The
Freedom Forum also has operating offices in Cocoa Beach, Fla., Buenos Aires, Hong Kong, Johannes-
burg and London. 

The Freedom Forum was established in 1991 under the direction of Founder Allen H. Neuharth as
successor to the Gannett Foundation. The Freedom Forum does not solicit or accept financial contri-
butions. Its work is supported by income from an endowment now worth more than $1 billion in diver-
sified assets.

1101 Wilson Blvd.
Arlington, VA 22209
703/528-0800
www.freedomforum.org


