
On combating racism and discrimination at

The Post

����������������� �����������������:

A global pandemic. An economic collapse. A presidential election. Ongoing systemic violence

against Black men and women that led to the deaths of Ahmaud Arbery, Breonna Taylor, George

Floyd and Tony McDade. Military police advancing on journalists and peaceful protesters. Mass

demonstrations incities across the world.

Amid this confluence of crises, Washington Post employees have not faltered. We have reported

under threat of infection and violence. We have sustained revenue as the economy splintered. We

have worked, from kitchen tables and bedroom closets, in the Springfield plant and on the streets of

D.C., to make sure the story of this moment gets told.

Still, thesearechallengingtimes for newspaperworkers.They are particularlypainfulfor Black

workers, for whom the virus and policeviolenceare livedrealities in disproportionateways. Inthese

times, WashingtonPost employeesdeserveleaders who are clear-eyedabout the realityof racism

andtake ownership of the systemicbias that exists inour owncompany.We deserve leaders who

are committedto combatingdiscriminationand to backingup that commitmentwith concrete,

meaningfulaction.

Manyemployees across this company feel the leadership on display at last week’s townhall fell

short of that standard. You said The Post stands against discrimination,when evidencefrom the

Guild’s comprehensivepay study and testimonials from our colleagues of color demonstratethat

workers experiencediscriminationevery day. You asked us for help and ideas, but never

acknowledgedthe many proposals put forwardby employees inrecent weeks and over many years.

Washington Post employees deserve more. So do Washington Post readers. Our newspaper cannot

fully tell the story of this moment, or of any moment, unless it is diverse and inclusive. We cannot

hold outside institutions accountable if we are unwilling to turn that same critical eye on ourselves.

We know you have worked hard in recent years to hire more diverse talent. But hiring is just the first

step. We must create systems to ensure we can retain our diverse talent — by offering equal pay for

equal work, by supporting career development and promotion, and by listening to employees of color

who speak up when the institution falls short.



We appreciate your offer to meet with us in response to our June 3 letter on these issues. We are

glad to hear you say that you are committed to fostering a diverse workforce and paying your

workers fairly. And we look forward to working with you to make good on that promise.

Below you will find 11evidence-based, actionable solutions recommended by your staff to address

discrimination and inequality at The Post. The proposals are informed by extensive research by

dozens of Guild members from across the country — surveys of current and former employees of

color, analysis of diversity initiatives at competitor newspapers and an interview with a professional

equity and diversity consultant. They also build on the recommendations laid out in the Guild’s pay

study last November, which revealed sizable pay gaps by race and gender, particularly for women of

color.
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�. ������ �� �������� ���� ��� ��������� ������� �� ��� ���������� ��� ��������� �� ��� ������� �������

�� ����� ��� ��������� ���� ������������������ ����������; this must be mandatory for leadership

positions.

�. ��������� ��� �����������, ���������� ��� �������� ��������� that will bring employees of color to

the company and give them opportunities to advance. These could include: internal reporting

fellowships with a transparent application process on the Foreign, National and Investigative desks,

which are the highest-paid desks in the newsroom and are disproportionately white and male; digital

sales training for members of the more diverse print sales team; and programs coordinated with

business or journalism associations such as NABJ to foster young journalists and employees of

color and prepare them for careers at The Washington Post. We also encourage you to reconsider

your position on booths at association conventions and HBCUs; The Post’s presence in these

spaces provides journalists and workers of color with essential networking opportunities and

communicates that The Post values their voices and sees their potential.

3. ��� ����� � ���� �� �����, �������� ������� ���� ��� ����� ������, that is used exclusively to correct

pay disparities for people of color, women, and other underrepresented groups. The Post must take

additional measures to address pay disparities, including ending its practice of asking job applicants

to list their salary history and desired salary. You can find more recommendations in our pay study.

4. ������ � ����������������� ���������� ��� ������������������� ������������ �� ������

�����������������. It is not enough to build pipelines only to entry-levelpositions at the Post; we

needpeopleof color in management positions,shaping decisions and fosteringa diverse array of

talent. Inthe newsroom,this program couldbuilduponexistingmanager trainingoffered through

Poynter.Employees would be paired with a mentorwho currently manages a different team than the



one the employee belongs to. The goal of this program would be to motivate employees of color to

seek roles in leadership, and to signal to them that The Post is invested in not only hiring diverse

candidates, but retaining them and building their careers.
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5. ���� �� ����������� ��������� �� ���� � �����-������� ������ ���������� �������� ��������� ������

�� ������, ��������� ��� ���������. This person will have a history of revamping and improving

recruiting, hiring and retention efforts in large companies. They will conduct an annual internal

assessment and produce findings and recommendations for creating a more diverse workplace,

draft initiatives to support these goals, and hold the company accountable for meeting them. There

should be clarity on where the position will sit in the organizational hierarchy and who they report up

to. This person should be hired by August 2020 at the latest, and their findings should be

communicated to employees across the company on a regular basis.

6. ��������� � ��������� ��������� �� ��������� ��� ���������� ���� ����� ������ ��� �����

����������� ���� ������� ��������� ������, ��������� ��� ��������� ���������� ��� ����. The committee

should comprise a mix of employees with a range of years of experience from all parts of the

organization, including the newly-hired D&I director. At least one executive from news and one

executive from commercial must attend each meeting. The committee should be formed by the end

of July 2020 at the latest and meet a minimum of one time a month.

7. �������� �� ������, ����������� ������ �� ������, ��������� ��� ��������� ����������� produced by

the D&I director and the diversity committee.

8.�������� ����������-������������������� ����������� ������ ����� ������; ���� �����

�������� ������������� ���� ����.The new policy shoulduphold a standardof accuracyand

fairness and it should not be enforced punitively. Employees should not have to worry they will be

disciplined for tweeting“Black Lives Matter”or similar assertions of their humanity and lived

experience.

9.���� � �����-������������ �� ��������� �������������������������� ��������� ����� ���

������� ���� ���� ���������,����� ���� ��� ������������������.This analysis should

encompassallemployees,not just Guild-coveredworkers, to providethe most comprehensive

pictureof pay within the organization.It is not sufficient to participatein the ASNEstudy (whichwas

suspendedthis year) as ASNE does not analyzedisparities inpositionor pay.The first review should

be releasedpublicly by the endof 2020.

10.������ �� ����-������ �������� �� ������� ��������� ���� �������� ��� ��� ������ �������, ��������

���� ������� ��� ��������. Race- and gender-specific training will give managers more tools for



supporting their direct reports. If we are to be an effective news organization, we must also be

willing to look critically at ourselves and examine the ways in which our work reflects and

perpetuates racist systems. These trainings should begin by fall 2020 at the latest.

11.������ ��� ����� ���� ��������� ���������� ��� ��������� �� ����, ������ ��� ����� ������� ��

��������.These are conversations we are all having already, but it is essential to enshrine equity,

diversity and inclusion language into a document that will assert our values and serve as a reference

for reporters and editors.

We hopeyou will consider these recommendationsseriously andmake a publiccommitment to

enacting them.We loveworkingat The Post, and that’s why it is so important to us that the company

take these steps.A diverse, equitableand inclusiveenvironment is one inwhich we canall do our

best work.That is the only way The Post can becomenot simply better than our competitors,but the

best possibleversionof itself.

Welook forwardto workingwithyouontheseefforts.


