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on The Mid-South Tribune 
and the Black Information 
Highway. Submit news and 
photos for all 50 states to: 
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Welcome, Travelers! 

Travel on the 
Black History Lane 

on 
The Mid-South 

Tribune 
and the 

Black Information 
Highway 

at www.Black 
Information 

Highway.com 
See the 

25th Annual 
Black History 2020 

Special Edition 
and Black History 2021 

Special Edition 
 

Welcome, Travelers! 

 
 Watch for  

The Mid-South Tribune’s 
2021 Juneteenth Edition!

 
Watch for  

The Mid-South Tribune’s 
27th Annual  

Black History Month  
Special Edition 

 
Coming February 2022 

 
To advertise, email to 

MSTbusiness@prodigy.net

 
To punish Coke for its 

punishment of  
Black-Owned  & Small  
Businesses in Atlanta, 

we say: 
 

No Coke! 
 No Woke! 

  Drink Pepsi!     
-The Mid-South Tribune-

NFL announces results of Washington Football Team 
review by Wilkerson Firm ... from sports page 1
tion of inappropriate conduct.  
Throughout her engagement, 
Wilkinson communicated with 
the league office on a regular and 
ongoing basis.  
Wilkinson interviewed more than 
150 people, most of whom were 
current or former employees of 
the club, and many of whom con-
ditioned their participation on a 
promise of anonymity.  She inter-
viewed owner Dan Snyder twice.   
Dan Snyder and the club released 
current and former employees 
from any confidentiality obliga-
tions for purposes of speaking 
with Wilkinson and pledged that 
there would be no retaliation 
against any current or former em-
ployee who did so.  Washington 
Football Team president Jason 
Wright emphasized this commit-
ment and encouraged employees 
to cooperate and speak with Wil-
kinson. 
 Commissioner Goodell said: "I 
want to thank Beth Wilkinson 
and her team for conducting a 
thorough and independent review 
of the Washington club's work-
place culture and conduct and 
providing both the club and me 
with a series of thoughtful rec-
ommendations based on her find-
ings.  Beth and her team 
performed their work in a highly 
professional and ethical manner.  
Most importantly, I want to thank 
the current and former employees 
who spoke to Beth and her team; 
they provided vital information 
that will help ensure that the 
workplace environment at the 
club continues to improve.  It is 
incredibly difficult to relive pain-
ful memories. I am grateful to ev-
eryone who courageously came 
forward." 
 Based on Wilkinson's review, the 
Commissioner concluded that for 
many years the workplace envi-
ronment at the Washington Foot-
ball Team, both generally and 
particularly for women, was 
highly unprofessional. Bullying 

and intimidation frequently took 
place and many described the 
culture as one of fear, and nu-
merous female employees re-
ported having experienced 
sexual harassment and a general 
lack of respect in the workplace. 
 Ownership and senior manage-
ment paid little or no attention to 
these issues. In some instances, 
senior executives engaged in 
inappropriate conduct them-
selves, including use of demean-
ing language and public 
embarrassment.  This set the tone 
for the organization and led to 
key executives believing that 
disrespectful behavior and more 
serious misconduct was accept-
able in the workplace.  The prob-
lems were compounded by 
inadequate HR staff and prac-
tices and the absence of an effec-
tively and consistently 
administered process for report-
ing or addressing employee com-
plaints, as well as a widely 
reported fear of retaliation.  
When reports were made, they 
were generally not investigated 
and led to no meaningful dis-
cipline or other response. 
   Dan Snyder has acknowledged 
that, as the club's owner, he is re-
sponsible for the culture.  
Owners are obligated to set an 
appropriate tone and establish 
appropriate standards, develop 
and implement appropriate pol-
icies, including a policy of non-
retaliation, ensure that there is 
proper training, compliance, and 
recordkeeping, invest in em-
ployee-related systems and in-

frastructure, and instill an ethic of 
respect at the club.  This did not 
occur at the Washington club for 
far too long, and Dan Snyder has 
acknowledged his personal re-
sponsibility for that failure.    
 Beginning near the end of the 
2019 season, Dan and Tanya 
Snyder made a series of signifi-
cant organizational changes 
based on his recognition that the 
club's workplace culture, initially 
on the football side but then more 
broadly, was deficient and 
needed to be significantly im-
proved to enable football and 
other club employees to perform 
at their full potential.  These steps 
included the hiring of Head 
Coach Ron Rivera and the deci-
sion to replace a number of top 
club executives.  Additional and 
more widespread changes have 
been made over the past year, and 
Wilkinson's review identified 
several strong and positive steps 
taken by ownership over the past 
year to improve workplace con-
duct and culture in Washington.  
None of the managers or ex-
ecutives identified as having en-
gaged in misconduct is still 
employed at the club.  In place of 
the prior leadership group, the 
Snyders have hired a new, highly 
qualified and diverse team of ex-
ecutives on both the football and 
business sides of the club.  These 
include club president Jason 
Wright, Chief HR Officer Andre 
Chambers, General Counsel 
Damon Jones, Chief Financial 
Officer Greg Rush, Senior Vice 
President of External Engage-
ment and Communication Julie 
Jensen, and Senior Vice President 
of Media and Content Julie Don-
aldson, as well as Coach Rivera 
and General Manager Martin 
Mayhew.  Overall, the new ex-
ecutive team shows an impres-
sive commitment to diversity, 
with a substantial number of 
women and people of color in 
leadership roles.  This leadership 

team appears to be both re-
spected within the community 
and genuinely committed to 
changing the workplace environ-
ment and is doing so with the 
full support of the Snyders. In 
addition, the cheerleader pro-
gram is now under the leadership 
of Petra Pope, who has replaced 
the all-female squad with what 
Pope has described as "an inclu-
sive, co-ed, diverse, athletic" 
dance team that will no longer 
pose for calendars. 
Apart from hiring a new leader-
ship team, the club has also im-
plemented strong and 
state-of-the-art policies and pro-

tocols regarding workplace con-
duct, reporting, and non-retalia-
tion and has also moved to 
institute comprehensive training.  
The club has retained outside re-
sources to assist in this effort and 
has given its assurance that these 
consultants will remain engaged 
on an ongoing basis and will be 
available to discuss their work 
with the league office.  
 Commissioner Goodell stated: 
"Over the past 18 months, Dan 
and Tanya have recognized the 
need for change and have under-
taken important steps to make 
the workplace comfortable and 

Please see sports page 4

Here’s how to promote conservation thru descending devices ... from sports page 3
that create healthy fisheries,” re-
marked Martin Peters, Division 
manager, Yamaha Marine Gov-
ernment Relations. “Anglers 
catch-and-release red snapper 
and red drum throughout the year 
and it’s important that they use 
release techniques and equipment 
that are proven to improve sur-

vival of the fish. Most anglers 
share Yamaha Rightwaters’ vi-
sion for sustainable fisheries. 
These results prove that they will 
take action to this end when pro-
vided with the right information 
and tools.” 
More project details and findings 
can be found on a fact sheet by 

also named the American Ath-
letic Conference’s Baseball 
Scholar-Athlete of the Year, 
which includes an additional 
$2,000 scholarship from the 
league office. 
 A 2021 candidate for the Senior 
CLASS Award, which focuses 
on the total student-athlete and 
encourages students to use their 
platform to make a positive im-
pact as leaders in their com-
munities, Trela is a four-time 
AAC All-Academic Team 

member, a two-time CoSIDA Ac-
ademic All-American, and 
earned both Dean’s List and 
Tiger 3.0 honors in every se-
mester since he joined the Tigers. 
The Bloomington, Ill native was 
named to the 2020 AAC Presea-
son All-Conference Team and 
started 243 games for the Tigers 
from 2017-21. Trela finished the 
2021 season second on the team 
in home runs, third in RBIs, sec-
ond in slugging %, and second in 
runs scored. 

In addition to his achieve-
ments on the field and in the 
classroom, Trela has vol-
unteered with Mid-South 
Mission of Mercy, which 
offers free dental cleanings 
for under-served and under-
insured people living in the 
Memphis and Mid-South 
area. He has also spent time 
at the Ronald McDonald 
House in Memphis...

UofM’s third baseman Alec Trela named Commissioner’s 
Postgraduate Leadership Award winner ...  from sports page 3

 In addition to his achievements 
on the field and in the classroom, 
Trela has volunteered with Mid-
South Mission of Mercy, which 
offers free dental cleanings for 
under-served and under-insured 
people living in the Memphis and 
Mid-South area. He has also 
spent time at the Ronald McDon-
ald House in Memphis, partici-
pated in the Step UP Walk for 
Down Syndrome, and joined his 
teammates for Mustache March. 

visiting assafishing.org.  
Agency and organization part-
ners participating in the Fish-
Smart South Atlantic effort 
include: Georgia Department of 
Natural Resources, Florida Fish 
& Wildlife Conservation Com-
mission, South Carolina Depart-
ment of Natural Resources, 

North Carolina Department Envi-
ronment & Natural Resources 
and The Nature 
Conservancy/Grays Reef Na-
tional Marine Sanctuary. 
In addition to ASA, major fund-
ing partners for this effort were 
Yamaha Marine and NOAA Fish-
eries. Additional programmatic 

Apart from hiring a new lead-
ership team, the club has also 
implemented strong and 
state-of-the-art policies and 
protocols regarding work-
place conduct, reporting, and 
non-retaliation and has also 
moved to institute compre-
hensive training.  The club 
has retained outside re-
sources to assist in this effort 
and has given its assurance 
that these consultants will re-
main engaged on an ongoing 
basis and will be available to 
discuss their work with the 
league office.  

and communication support was 
provided by the South Atlantic 
Fishery Management Council, 
Recreational Boating &  Fishing 
Foundation, SeaQualizer LLC, 
Shelton Fish Descenders and 
Shimano North American Fish-
ing. For more information, visit 
asa fishing.org.  

dignified for all employees, and 
those changes, if sustained and 
built upon, should allow the club 
to achieve its goal of having a 
truly first-tier workplace.  I truly 
appreciate their commitment to 
fully implement each of the 
below ten recommendations, but 
the league also must ensure ac-
countability for past deficiencies 
and for living up to current and 
future commitments." 
 Wilkinson made several specific 
recommendations, which are set 
forth below, regarding actions 
that the club should take to 
further improve and sustain the 
workplace culture improvements 
made over the past year.  Dan 
and Tanya have agreed to imple-
ment each of these ten (10) rec-
ommendations.  The club has 
made considerable progress over 
the last 18 months in implement-
ing these recommendations and 
will be required to implement 
each of them.  The specific rec-
ommendations are: 
 Protocols for Reporting Harass-
ment: Develop a formal protocol 
for reporting allegations of ha-
rassment and misconduct that al-
lows victims to report 
anonymously and without fear of 
retaliation.  Ensure that this pro-
tocol is communicated to all em-
ployees via the club's employee 
handbook and in other ways.  En-
gage a third party to monitor a 
confidential hotline/secure email 
site to receive workplace miscon-
duct reports. 
Disciplinary Action Plan: De-
velop a formal disciplinary ac-
tion plan with clear protocols and 
processes for documenting, eval-
uating, and adjudicating miscon-
duct.  Apply those protocols and 
processes consistently in a 
prompt and proportionate 
manner across the organization.  
This includes holding executives 
and other supervisors account-
able for addressing misconduct 
in the organization, including by 
requiring that supervisory level 
employees formally report any 
misconduct of which they be-
come aware and disciplining the 
failure to report such miscon-
duct. 
Regular Culture Surveys: Con-
duct regular, anonymized work-
place culture and sexual 
harassment climate surveys to 
track the Club's progress in ad-
dressing these issues.   
Regular Trainings: Engage an in-
dependent and professional third 
party to provide regular training 
for all employees on bullying, 
sexual and other forms of harass-


