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Moderator
Ladies and gentlemen, thank you for standing by.  Welcome to the Chief’s All Employee Call.  At this time, all participants are in a listen-only mode.  Later, there will be an opportunity for questions, with instructions being given at that time.  [Operator instructions].  As a reminder, today’s conference is being recorded.


I’d now like to turn the conference over to your host, Cynthia Hale.  Please go ahead.

Andrea
Good afternoon, and welcome again.  I’m Andrea Weeks [ph], your host for today, acting for a couple weeks as chief exec.  Before we get started, I want to make sure that everybody in this room and [indiscernible] Leopold Room knows where to go in the event of an emergency.  We can walk right out of the doorway and down the stairwell to our right for safety.

With that, I have the pleasure of introducing you all to our new interim chief, Vicki Christiansen.

Vicki
Thank you.  Thank you, Andrea, and it’s good to see several bright faces here in the Leopold Room.  I think it’s a good afternoon and a good morning to our folks out in the Alaska region.  It’s really, really important for me to connect with all of you.

I have to say that you all give me great energy and you all give me great hope.  We’ve been really facing some pretty daunting challenges that have looked ourselves straight at us in the last couple of weeks, and it’s with the strength and the courage and what folks that speak up, lean in, and are forward-thinking, that are willing to stand up for our mission and for the importance of our workplace, that gives me the strength to step up into this role as your interim chief.  I’m going to rely heavily on your commitment and your service as we move forward to confront some of these serious challenges, but I also see it’s a great opportunity.  


Before we dive into some of that, some of you are probably asking, well, who is Vicki Christiansen, where did she come from, and what’s she about.  I’ll give you just a brief little background.  I came to the Forest Service seven years ago, in 2010.  Thirty years prior to that, I helped deliver the mission of the Forest Service, but I did it through working in state natural resources.


I’m a forester by training, and my first professional forestry job after all my summers on a wildland fire engine as I was going through college, my first forester job was helping reforest the 5,000 acres of state trust lands that were completely obliterated by the Mt. Saint Helens blast.  Right then, I was a user of Forest Service science.  There wasn’t a lot of science about reestablishing a Douglas fir forest after a blast, but there was some.  Forest Service researchers partnered with us as we did our experiments to reforest those trust lands.


I was in highly operational jobs, different line officer positions, somewhat similar to the Forest Service, but with State Department of Natural Resources, and I found myself 25 years after the mountain blew, we were commercially thinning those same forests I had helped establish.  I then went on and I served as the state forester for the State of Washington.


I’ll give you just a little insight.  My passion, or what gives me my energy, is connecting people and their natural resources, so there’s going to be a little bit of a theme here:  connecting people and their natural resources.  Stay tuned.


I next went over to the State of Arizona, and I served as the Director of the Department of Forestry and served as the State Forester of Arizona.  


Then in 2010 an opportunity presented itself that I, quite frankly, never really considered would happen, and instead of helping to deliver the mission of the Forest Service, where we sustain the health, diversity and productivity of the nation’s forest and grasslands for current and future generations, I had an opportunity to join the Forest Service.  I came in as the Deputy Director of Fire and Aviation for about two years, and then I went to be the Associate Deputy Chief for State and Private Forestry.  In the last year and a half I served as the Deputy Chief for State and Private Forestry.


That bit about my passion of connecting people and natural resources is really fitting of how we serve the land and we care for people, or we serve people and we care for the land, see, there’s an inter-mix there.  And that’s what I really want to highlight in my expression and my connection and my ask of all of you, our mission and our work are highly important, but to get our work done, it takes all of us.  It takes all of us in a safe, resilient, and rewarding work environment. 

Some of you are probably asking about what does it mean, interim chief?  Well, I want to acknowledge we had a sudden transition with our chief and Secretary Perdue asked me to step up.  He asked me to step up with the full authority, confidence, and expectation that we lead forward, but we lead forward together.


But, quite frankly, he wants to wait until a permanent Undersecretary for the Natural Resources and Environment gets in place, which we hope will be in the coming months, before a permanent selection was made.  So, together, I commit to you we are going to lead forward with the full authority of USDA and the Secretary.

It’s pretty humbling to be asked to step up into the interim chief’s role, and certainly in these times and these circumstances.  A little over a week ago this was not on my radar screen, but I can assure you that I will not take on any challenge or any opportunity without the full commitment of both my heart and my head.  You have that commitment from me.


I do want to address the importance of our work.  Our work priorities are not going to change, the priorities to achieve our great mission.  We’ve identified five national priorities.  We’re leaning into looking at ways that we can do our work different, and that includes empowering and uplifting employees.  


We’ve had some hard truths look at us.  We’ve known about these, but they’re starring right at us and clearly we’re not doing enough.  Let me state again, we cannot achieve the work of our mission without the safe, respectful, rewarding, resilient work environment that our colleagues and the American people require and deserve.  


In order to be successful in our work, to care for the land and serve the American people, we must hold ourselves and our agency accountable to the highest standard of conduct.  We will not tolerate behavior that makes our colleagues or the people in our communities unsafe in any way, including harassment, bullying, assault and retaliation. 


The recent news reports have focused a bright light on a problem the agency has been combating for years, and they have made it painfully clear that the policies prohibiting such behaviors are simply not enough.  I hurt for the employees who have endured harassment and retaliation.  I know they’re not okay, and they need our help.


I hurt for our entire workforce.  We all have been touched in some way by these incidences.  I want to acknowledge that internally our emotions are running the gamut.  Some are mad.  Some are sad.  Some are reliving painful memories.  Some are in despair.  Some see this as a great moment to change and move forward, and some are apathetic. 


None of those are right or wrong, it just says we all process things differently.  It shows the diversity of who we are in each one of us, so I ask for your empathy and your humility and your patience and a lot of straight talk to help us break through the silence that seems to keep getting in our way.


This is a watershed moment, it’s a call to action to permanently change our culture and improve our structures and our systems.  A quick fix won’t work.  I feel strongly that we have to really drill down deep and uncover what is really going on in all parts of the agency.  We must do it in a way we’ve never done before.  It’s time to dig in and examine what values are underlying our culture, what needs to permanently change.  It’s time to come to terms for who we are today.


I want to acknowledge that many of you feel this isn’t prevalent where you’re at or in your workplace.  It is uneven probably across our work units, but we will not accept these behaviors anywhere.  It’s intolerable to have them anywhere.


So, we must ask ourselves, is this really who we are, is it really who we want to be, what will it finally take to permanently change it?  So, to confront this culture, everyone must do their part, no more by-standing, looking the other way or putting our blinders on. 


I personally feel a very heavy burden for the change that we must make, but no one person, not even interim chief can make the shift alone.  We all need to gain understanding of the values that are driving and underneath the culture and commit to changing it together.


I have heard many of you, it is going to take all of us.  I have heard others say, well, what is leadership going to do?  Each of us has a role in this.  We start by owning our part of the culture that we have helped create by our silence, our inaction, and our lack of awareness.


So, we need to acknowledge the enormity of this work.  We are a very complex organization, with nearly 30,000 employees with subcultures and norms.  This is not an easy problem.  We certainly don’t have all the answers.  We don’t even know all the pieces that need attention.  But you can’t fix what you don’t know, so we need to take the time, the energy, and the focus to really work on it together.  Many of you have already offered some great ideas and suggestions, and we are going to move forward with many of them.  But time’s up, we must act.


I commit to breaking the silence, and I commit to hold everyone accountable for their behavior while we more aggressively work to address these underlying challenges in our culture.  I ask each of you to commit to your colleagues and to the American people that we will not rest until the USDA Forest Service is a safe, rewarding and resilient workplace for everyone.


The purpose of the Forest Service has always been about something bigger than any one of us, and we cannot support anyone who erodes trust in our agency’s great mission.  Gifford Pinchot, our first chief, said it wisely, “The vast possibilities of our great future are only possible if we make ourselves responsible for that future.”  I want to ask all of you to join me, to join us to stand up for your colleagues, and let’s deliver our great mission, because it takes a healthy work environment to accomplish a wonderful mission.


We said it’s time to act, and in the last four days many of you have reached out.  We’ve collected ideas, and we’ve put together a starting point, a 30-day plan of action.  Holding a lot of that work and leading out on that is our Acting Associate Chief, Lenise Lago.  I’m going to ask Lenise to come up and share with you what’s in store, and then we’d like to get your feedback and questions.

Lenise
Thank you.  Vicki, the first thing that I would like to say to you is thank you.  I’m excited about working with you as interim chief, and more than that, I am just simply grateful that when the Secretary asked, you said yes.  That must have been extremely difficult.  Throughout my career, I’ve known a number of people who introduced themselves and say, “I have the best job in the Forest Service.” That was rarely the Chief.  


There were several things that you shared that I want to amplify because I agree with them so strongly.  You said this problem is not new.  It is not new.  You said we can’t fix it with process.  Well, I agree with that.  We have not been able to fix it with process.  You said it’s a cultural problem, and we have a very complex culture.  That is true too.  I’m ready to pledge myself to you to do whatever it takes to address and solve this.


As Vicki mentioned, we have been working to try to get below what it is we’re not doing.  If you read literature on harassment in institutions it says have a strong policy, it says have leaders who are committed.  We have those things.  We hold people accountable.  We publish our disciplinary actions.  But some things really stand out that we are not doing enough on.  This 30-day plan is designed particularly to get at some of those things, so some of them will evolve over longer than 30 days but some of them we can do immediately, but we are starting them all in the next 30 days.


First of all, what’s become vividly clear is people aren’t being heard about what they’re experiencing.  We’re designing an employee listening session so that we’re not talking into a vacuum, we’re talking to our leaders.  We’re going to have all senior leaders in this agency out talking to their employees.  And recognizing there are longstanding situations that are difficult to resolve, we’re going to send them out there with some resources, counselors, civil rights folks, communications folks, people who can help, just as Vicki said, end the silence, give people a forum to talk about what they’ve experienced.


This is going to be really important information to populate a stand up.  Many of us have participated in a stand-down in our career, where everybody puts down their work and gathers together over some important issue that we’ve experienced where we need to address.  We’re not going to call this a stand-down, we’re going to call it a stand up, we’re going to stand up for each other.  The curriculum, for lack of a better word, around that stand up will come from the listening sessions, and a few other things that I’m going to talk about here also in our 30-day plan. 


Back to policy for a second, so the really obvious thing is the policy doesn’t have us taking care of employees the way we need to.  So, we have two actions in the 30-day plan that stem from our learning around that.  I call it the front end and the back end.


In the front end, we’ve been working with some national experts, the Rape, Assault, and Incest National Network; NOVA, the National Office of Victim Advocacy; NOAH, the National Oceanic—I don’t even remember what NOAH stands for, but they have done a lot of work around this issue in their agency, and there are others.  What we’re working with them to do is to develop training for all of our employees, so we can increase the number of people who feel comfortable addressing situations of harassment in the workforce.  So, instead of simply doing something after it’s already happened, giving people skills, confidence, and other resources to step in and say this is not okay.  

What you said [audio disruption], so that we have people who feel comfortable intervening.  Taking somebody aside and saying, I don’t think you meant that this way, but this is what it sounded like.  Or more directly confrontational methods if other folks, people who might be the object of anger or frustration, they’ll feel comfortable having other people in that work unit do it.  


It really isn’t going to change unless we are all invested together in making a difference, so advocacy training for what’s known in the literature as bystander training.  It’s not being a passive bystander, it’s being an active bystander.  So, that’s what I’m talking about on the frontend.


On the back end, we have a lot of misconduct investigations that conclude without substantiating misconduct.  There are a lot of reasons for that. There are conflicting accounts.  There are conflicting statements from witnesses.  There wasn’t anybody around when it happened.  Some things, while they feel like harassment, don’t rise to the level of misconduct.  But we have said before, and I’ll say it again, every time someone makes a harassment complaint, it’s an indication that something’s wrong.  So, what’s been happening is the investigation ends, Employee Relations completes a report saying there was not a finding of misconduct, and that report has been going to the employee who made the claim in the first place.


We’re not doing that anymore.  A senior leader from that organization, and if the next senior leader is part of the harassment, then it goes to the senior leader above that, but someone in leadership has to go consult with the person who raised the issue and develop a remediation plan for whatever that issue was.  So, we will have people involved more than just closing a case and getting a report, and I call that the back end.


So, front end, more resources and skills to stop harassment, and it will require everyone to be involved.  And the back end, when there’s a conclusion that there was not misconduct, we’re still going to do something to address whatever the issue is in that workplace.

Another item in the next 30 days, we have done workplace assessments, we sometimes call them climate assessments, workplace surveys.  We’ve done them at different units at different times and for different reasons, but we have not done an agency-wide survey of employee’s perceptions around sexual harassment, harassment, and their work environment.


We’re going to undertake a contract to do a total workforce climate assessment.  Where we’ve done it in the past, we’ve gotten a lot of good information.  We’ve used it to shape tools, like training, for example.  It’s identified places where we need additional resources, people, supervision, whatever it might be, but as I said, we’ve never done that for the entire agency.  So, we’re working to get that under a contract in the next 30 days.


We are developing an employee code of conduct called, “This is Who We Are.”  It’s more than a list of don’t do this, don’t do that.  The idea of this code of conduct is it is both inspiring and unifying.  

In the Forest Service, we would never tolerate harassment against another employee.  Any harassment against any one of us is harassment against all of us, but it will also include information that links our expectations around conduct to our safety journey, to our leaders’ stance and habits, and also to our values work, our value around safety, our value around inclusion, our value around community, so things like that.


We have been testing the code of conduct with different audiences, and we’re working to deliver that as part of this Stand Up for Each Other, which will be later this summer.  I mentioned the listening session that’s going to feed the Stand Up for Each Other, we have an anti-harassment training program.  It’s about three hours long.  It includes videos of employees throughout the agency doing testimonials, talking about what’s important about respect, what’s important about people working together, giving some actual examples from our files of harassment and misconduct, and then stopping and having discussion questions.


So, units will do this training together, and they’ll have an opportunity to discuss, reflect, and reinforce the training by conversation.  That will all be part of the Stand Up for Each Other later this summer.


Many people are aware that the Office of Inspector General released an interim report late last week.  That interim report was on Forest Service efforts to address sexual harassment.  The report was based on an audit OIG did in California, and their recommendation was based on findings that people widely distrust the agency’s investigation process, the recommendation was to use contract investigators, and specifically in California, for a period of one year.  


We accepted the recommendation.  We’ve implemented the recommendation as of March 1st, and we are going beyond that in this 30-day plan.  We’re working to get contract resources to make contract investigators available nationwide for harassment and sexual harassment claims.


We have a tool coming out within a couple of weeks, and we call it a heat map.  We are geospatially referencing where harassments complaints are coming from, so we’ll be able to identify where there seems to be a problem, because there’s a large number of them and get resources to that location.  

So, those are the nine items in our 30-day plan.  More about them to follow.  There are I guess a few things that would close with.  If you’re in this room and you’re on this call, at least to this point, I would say at minimum you’re curious, maybe you’re angry, hurt, resentful, but you’re here.  And I take that as a positive sign.  I believe you care about the agency, and that’s why you’re here.  I’m going to assume that you’re willing to commit to make this a better agency, because we can’t do it,   Vicki and I can’t do it, the NLT can’t do it, we cannot do it without people throughout the agency being willing to stand up and play a role. And so that’s what I would ask from all of you.  

This isn’t a fire problem.  It’s not a Region 5 problem.  It’s not limited to any grade, any region, any occupation, it’s not exclusively men on women, it’s throughout the agency, and we’re only going to solve it if we address it throughout the agency.


So with that, Vicki, those are our steps forward, and I’ll turn it back over to you.

Vicki
Thank you, Lenise.  I think Lenise and I are both going to open it up for any questions or comments.

Moderator
[Operator instructions].  One moment for our first question.

Vicki
We can see if there’s any in the room here.

Kim
[Audio disruption].  I think this is a watershed moment, and I think a lot of us have witnessed a lot of [audio disruption].  I’m really, really happy to see that [audio disruption] very bold and very productive.

Lenise
Thank you, Kim.  For those of you on the phone, there was appreciation for taking this stand at this time.  LeAnn?

LeAnn
The agency-wide [audio disruption], do you know the timing of the surveys you’ll be releasing [audio disruption]?

Lenise
On the phone, the question was about the intention to do an agency-wide climate assessment.  I am hopeful that we can get it awarded in just a few months, so that we can do it during field season when our temporaries are on.  That’s the intention.
Moderator
We do have a question coming from the phone line.  Connie Carpenter, your line is open.

Connie
I had a question too about putting together a national group from all the different regions, and I was curious, what kind of time commitment do you think that would be and if you had any thoughts about meeting for prolonged periods together or virtual or maybe you haven’t thought about it that far.

Lenise
Hi, Connie.  Thanks for that comment because you reminded me of another thing underway which just isn’t on my list, and that’s the employee advisory group.  We announced our intention to create it I believe last week or the week before, asked for nominations to come through NLC members.  

Erin O’Connor who’s our senior advisor on work environment issues, will be heading up that advisory group.  By the way, she has gotten loads of people raising their hand, so thank you if you’re one of the people who have done that.  We wanted to be representative of our entire agency.


Connie, I can’t say with complete certainty what the time commitment would be.  I would say it would be several times a month most likely by phone reviewing input, suggestions, truthing, alternatives for things that we might do, getting people’s perspective, testing some of the things that I talked about on the 30-day plan for how those resonate or how to roll them out, so that kind of thing. 


I was asked previously if we thought it would require a lot of travel.  I don’t think so.  I think a lot of it can be done over phone and BTC, so that’s what we’re thinking now.

Connie
Okay.  Thank you.

Lenise
You’re welcome.

Moderator
Next, we’ll go to the line of Vicki Atkinson.  Your line is open.

Vicki A.
I have a comment that a lot of this seems to have been foisted off on the first line work leaders, and we often don’t have the knowledge to handle these things.  We do the best we can, but it’s very difficult and we found that if you do it wrong, you can make it worse.  Our nearest help is back in Albuquerque.  We can’t get reliable help.  What are we supposed to do?

Lenise
Vicki, this is Lenise again.  I really appreciate your reflection.  Supervision is a challenging, sometimes thankless, mostly rewarding endeavor, and so I appreciate people who are willing to be supervisors.

Our intention for the majority of the items that I mentioned involve a higher level of leader than first line supervisor getting involved, so the listening sessions that I talked about, the intention is forest supervisors, lab leaders, regional foresters, and station directors host those listening sessions.  The recommendation that a supervisor follow up with an employee who’s made a harassment complaint in which misconduct wasn’t substantiated, the expectation there is it’s a district ranger or higher level of supervisor.  

We have people all up and down who don’t have strong skill sets in confronting these types of issues.  That’s an ongoing problem.  We have coaching resources, and believe it or not, we have really good modules in AgLearn around advanced supervisor training.  My own experience is I’ve gotten better only through practice, and you have to actually talk to people and listen to their experiences in order to get to be a better supervisor.


Vicki, anything you want to add?

Vicki  
I would.  I think Vicki’s comment was about confronting some of these issues in her workplace, not just what’s in the 30-day plan, if I understood.  


So, those are really good things that we need to know, Vicki, about you need more backing, you need more support, where to reach out, how to get those kinds of things.  Those could be breaks in the system that are not getting us to the intended outcomes and results that we want, so that’s an example of speaking up and identifying some needs.  But we also are going to ask folks to work with us on identifying solutions where we can.

Moderator
Thank you, and next we’ll go to the line of Tracy Scott Michael.

Tracy
Hello, my name’s Tracy.  I’m here in Juneau, Alaska, and I have a comment regarding participation and getting involved and everybody.  Oftentimes, when we come across instances like that, when we witness bullying, harassment, and things of this nature, even retaliation, we shy away from wanting to get involved for fear of retaliation on ourselves or getting involved, period.  We want to turn the other cheek.  

But now is not the time.  If we collectively stand up, then we should take some actions.  If we see anything, the first thing you want to do is correct, address the individual, but if you’re not that person, go to your desk or go to the side, pull out your electronic technology and document it.  Whether you want to type or send a text to yourself, or if you have a recording app on there, say what you saw.  Get it documented.


I use the word “documented” on purpose.  As a former EEOC investigator, a lot of problems we came into when we were doing investigations and trying to get a resolution is again the conflict of information we were getting from witnesses.  If you immediately document or put in writing somewhere what you saw immediately, then the more retention that you have of the event is going to be available to you in that moment.


The longer you wait over a period of time, the percentage of retention, it falls into the lower numbers, and then you have scattered bits and pieces of what you saw.  The objective is to get it documented as soon as you can and then give it to someone who can initiate an action.  Again, oftentimes, people don’t feel like they have that moxie, if you will, to confront, but you can document.  Nothing prevents you from documenting what you saw.  That’s all I have.

Lenise
Wow.  Thanks a lot, Tracy.  I’m sure there’s a lot of people in Juneau writing down your name.  Thank you for your words, and thanks for helping. 


Now, we have a question in the room here.

LuAnn
Thank you, Lenise.  This is LuAnn Moore.  I’m the Washington office RND, I’m the National Program Lead for Economics.  I have a question about certain assumptions that seem prevalent here.  We did not change our current circumstances internally.  The senior leaders didn’t evict Mr. Tooke, it took something external to cause that to happen.

So, I’m just wondering, even with the training, there seems to be a lot of assumptions that it’s employees at employee level, that SCS [ph] don’t do this, that senior leaders don’t do this.  I’m wondering what can you do to reassure us that when something is documented, when proper investigation has taken place, when all the procedures have been followed, and you uncover something, there actually will be action taken?  Because this current case didn’t come from within.

Vicki
Thank you for pointing that out.  When I said our commitment to hold everyone accountable, that is all the way up and down the line.  It does not mean there’s any one part of our whole system that is not going to be held accountable for the work environment being safe and rewarding for everyone.  

With that said, the USDA, they have the oversight of any senior executive, which is the chief’s position, any of the senior leaders of the agency are in the senior executive service, so they oversee, they hold the investigations, and that was not something directly in our purview.


But in our how we are, we expect that we cannot bystand, we cannot look the other way, and each one of us will be held accountable to the values that we expect of all of us.  Thank you for that comment. 
Moderator
Thank you.  Next, we’ll go to the line of Leslie Polk [ph].  

Leslie
This is Leslie Polk.  I’m the Chief Steward of Local 1981 out here in Region 5 in the regional office.  I had a question in general, on this call you’ve asked for our comments, but some people aren’t comfortable giving their name and we did not have the opportunity to make an anonymous question on this call.  We were specifically asked to give our name.



I’m willing to stand up for my colleagues in this room, but we’d like to know why.  This is just evidence of what some of the problems might be that we’re having, so thank you.

Vicki
Thank you, Leslie.  I really appreciate that feedback, and quite frankly, I don’t think the technology allowed us, or we didn’t work through the technology to be able to do that.  I really want to acknowledge that this was not necessarily the time where we’re going to go deep and get the comments of standing up for each other that we really do envision.


The sessions of breaking the silence that you’ll see coming in the next two to three weeks are designed just to do that, that you’ll have time with the leader, but then they’ll be a third party, an ER or CR [ph] person.  There will be separate breakouts, like in the afternoon that you can go see the leader or you can go see a third party independent, so we really want to get folks to be able to speak up and really acknowledge that anonymity is important to that.


So, we’d like you to offer any other ideas on how we can do that as well.  Thank you for your comment.

Lenise
Hi, Leslie.  This is Lenise.  Some things, we just don’t know.  Vicki and I did not know that it wasn’t confidential, so thanks for telling us.  This was arranged pretty quickly, staff folks had to move fast, and somebody made that call, I guess.  I would just say to you and to our phone operator, if anybody doesn’t want to give their name from now until the rest of the call, don’t give your name.

W
So, can we ask a question?

W
I have a question.  Actually, I have a couple questions.  I’m just wondering in the accountability area, I noticed that sexual harassment is really egregious and kind of another category, but victims of particularly long, ongoing egregious behavior of harassment and bullying, I think part of the healing process for those victims is there should be a way, signing a confidentiality statement or something that they are aware of how their perpetrators were held accountable.  They should know that.  They need that.  That’s part of their healing process.  I’m talking egregious ongoing behavior.


And then the other thing I wanted to express as far as treatment for victims of particularly egregious behavior, I know we have the EAP line, it’s good for five sessions or what have you, but what kind of support and reach out is being planned for people trying to heal, people that may have post-traumatic stress after a situation has, what looks like on paper been resolved.  Thank you.

Lenise
Thanks for those.  The first thing that you referenced about confidentiality and having the accuser know what actions were taken, I assume you know that the reason that we don’t disclose that is because of limitations of the Privacy Act.  And as part of preventing retaliation when people participate in an investigation we assure them confidentiality so that they’ll be more comfortable sharing what happened or what they saw, etc.


I don’t know a way around the Privacy Act.  However, I do know that members of Congress are interested in some of the processes or legal hurdles that we have that make it difficult to be either faster or more severe in the actions that we take.  If you have a suggestion about a way to suggest confidentially letting the accuser know what has happened and you want to share that via the employee advisory team, I’d invite you to do that.


The second thing that you brought up was resources for people, and you noted the Employee Assistance Program, which as you’ve pointed out is five visits to a licensed counselor.  We weren’t contemplating expanding that.  However, I think that’s a great area for us to be tuned to when we go to the listening sessions, for the employee advisory group to give input on, and I will really look really hard at that.


I think now we have someone in the room.  Thank you.

Alice
Alice Ewen in the Washington Office.  You had mentioned, Lenise, that there would be process for sort of those inconclusive, closed cases, that they wouldn’t just be closed and then nothing happen.  Is that strictly going forward or are we going to be doing some looking back over a period of time?
Lenise
You know what, I had been thinking going forward, but I think retroactively makes a lot of sense.  So, I will see how we can enable that.

Vicki
I think we have time for one more question.

M
I have a question from the employee feedback email.

Vicki
Great.

M
Does this harassment policy deal with supervisor harassment of employees?

Lenise
Unequivocally yes, it does.

Vicki
We can take one more question from the phone.

Moderator
Our final question will come from the line of Sam Saylee [ph].  Your line is open. 

Sam
I’m interested to know if the heat maps that indicate the harassment complaints will be made public to Forest Service employees so that we can know where problem areas may be.
Vicki
Yes, it will.  We’re all in this together, and we’ll own it together. 


I want to thank everyone, as Lenise said, for taking the time.  That shows that you’re curious, you’re interested, and there’s probably other emotions that this really matters.  It demonstrates what we have the opportunity to do moving forward.


This is a great agency.  We’ve had many struggles in the past in our agency.  We are feeling and living this one right now, but we have so much to build from, our mission and our great people that are in it.  Just folks rolling up their sleeves and the few comments and questions we’re able to take on this call demonstrates a great deal.


We can’t wait to get out, break the silence, say time’s up, and stand up for each other.  Thank you.

Moderator
That does conclude our conference for today.  Thank you for your participation and for using the AT&T Executive TeleConference Service.  You may now disconnect.

