
IN REPLY REFER TO: 

March 28, 2016 
 
TO:  All Employees, GRCA 
FROM:   Regional Director 
 
Last week, I participated in a series of meetings in different locations to discuss the OIG report and our 
path forward.  It’s a busy time of the year, and many of you were unable to break away to participate.  So 
I wanted to share with you a summary of both what I said, and what I heard. 
 
Let me begin by thanking those who participated for your candor and input.  Both Annette Martinez, 
Associate Regional Director for Workforce Management (who accompanied me) and I were appreciative 
of your willingness to engage with us and share your perspectives.  The challenges at the park are 
incredible; the dedication and the commitment of the workforce to protecting resources and serving the 
public were quite evident. 
 
I began each meeting by describing the circumstances we are in and providing some perspectives from 
my vantage point.  Superintendent Uberuaga and Deputy Superintendents Chalfant and Drapeaux were 
present for that portion of the meetings because it is important that they know what I am communicating 
to you.  We are collectively working together to implement the NPS response to the OIG report.  In order 
to foster an opportunity for employees to engage in open discussion with me, they departed before I 
opened the meetings to questions and discussion. 
 
I talked about the extensive nature of the OIG’s investigation, my respect for the courage for the 
individuals who signed the letter to Secretary Jewell, my reaction when I first read the letter, the 
investigation that followed, and the crafting of the NPS response that outlines the actions we will take.  
We are working diligently to meet the deadlines and procedures laid out in the response. 
 
I spoke also to the emotional and human reactions that I, and perhaps many of you, have had in response 
to the report.  I described how my emotions have ranged from disappointment to disgust, from anger to 
aggravation, from bureaucratic-process driven to a determination to forge a new future.  I restated and 
reaffirmed my commitment to a zero tolerance of hostile treatment, sexual harassment, and discrimination 
in the workplace.  I shared my perspective and expectation that none of us has the right to treat any of our 
co-workers with anything but the utmost of dignity, respect, and human decency.   We should treat others 
as we would want to be treated, or would want our family and friends to be treated.  None of us, male or 
female, regardless of position or job title, age or experience, should feel humiliated, embarrassed, or 
appalled in the course of doing our jobs.  Each of us has a role to play in speaking up if we see anyone 
being treated that way.  
 
I talked about the rights in the personnel system regarding the grievance and EEO processes.  Some of 
those processes will continue to play out, so we must all work really hard to understand and respect that.  
I recognize that there is an interest in knowing specifics as to how individuals are being dealt with in the 
aftermath of the OIG report.  Yet, we also must respect the privacy and confidentiality rights of individual 
Federal employees. 
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I shared my desire that this workplace be as Grand as its name.  But in being Grand, we cannot ignore 
how some of what has happened in the past has affected us – the park, the region, and the Service.  The 
road ahead to build a new and positive reputation for the Grand Canyon – that we can all be proud of – 
will not be easy.  It will take all of us working together to demonstrate the excellence and professionalism 
that we want to be the hallmark of this park and staff. 
 
I concluded each session by talking about public service and the expectations that go along with that.  We 
should be above reproach – in our ethics, in our behavior, in our interactions with the public and with 
each other.  What I ask of myself, and of each of you, is to come together to make the changes that will 
chart a new future for the employees of Grand Canyon National Park.   
 
The bullet points below capture some of the most frequently voiced sentiments that I heard: 

 
• We need to remain vigilant and address potential issues of sexual harassment and hostile work 

environment and discrimination park-wide.   
• There is a need to rebuild trust and confidence around the park.  There needs to be greater alignment 

between actions and words. 
• Some individuals fear retaliation and/or reprisal if employees come forward to report their 

experiences.  This is especially true for seasonal and non-permanent employees, who may be 
interested in securing permanent positions and be hesitant about coming forward. 

• Communications is critical; consider ways of sharing the actions taken by management while still 
respecting and protecting the necessary confidentiality and privacy requirements. 

• Some employees perceive inequitable treatment across work groups.  This can contribute to a 
perception that the work of some groups is not equally valued or respected.   

• Some believe there is a culture of intimidation at the park, and questioned whether differing opinions 
are valued or tolerated.   

• Others shared that some employees believe “their way” is always right and do not respect the 
decision-making space of supervisors and managers. 

• We need to learn lessons from this experience, communicate them, cultivate self-reflection and 
respect for every individual. 

• Greater clarity, definition and explanation of what is meant by zero tolerance would be helpful. 
• Varied perspectives were shared regarding the decision to abolish the River District.  Not knowing 

what the park is moving toward and how important work will be accomplished is unsettling. 
• Some supervisors voiced concern about lack of support (sometimes in the park, sometimes by 

regional staff, sometimes by the attorneys) when they do propose to take disciplinary action. 
• Some employees expressed that there could be better communications about the basic rights of 

employees (and also expectations of supervisors and managers) when it comes to the grievance, EEO, 
and alternative dispute resolution processes.   

• Strong concern was expressed about the importance of NPS remaining on the river to both protect and 
understand park resources and to observe and monitor and assist visitors. 

 
Thank you again for the work you do day-in and day-out in furtherance of the resources and visitors at 
Grand Canyon National Park.  I appreciated hearing from so many of you.  We will be keeping you 
informed as we work together to rebuild a foundation of professionalism and trust. 

 
Sue E. Masica 
Regional Director  
 


