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M_RIT PRINCIP_ GOg_RNING THE F_IERAL _.

The Civil Service Reform Act (Pub. L. No. 95-454, 92 Stat. 111 (1978))

requires that Federal personnel management be implemented consistent with the

following merit principles:

(1) Recruitment should be from qualified individuals from appropriate

sources in an endeavor to achieve a work force from all segments of society,

and selection and advancement should be determined solely on the basis of

relative ability, knowledge, and skills, after fair and open competition which

assures that all receive equal opportunity.

(2) All employees and applicants for employment should receive fair

and ecfaitable treatment in all aspects of personnel management without regard

to political affiliation, race, color, religion, national origin, sex, marital

status, age, or handicapping condition, and with proper regard for their

privacy and constitutional rights.

(3) Equal pay should be provided for work of equal value, with

appropriate consideration of both national and local rates paid by employers

in the private sector, and appropriate incentives and recognition should be

provided for excellence in performance.

(4) All employees should maintain high standards of integrity,

conduct, and concern for the public interest.

(5) The Federal work force should be used efficiently and effectively.

(6) Employees should be retained on the basis of the adequacy of their

performance, inadequate performance should be corrected, and employees should

be separated who cannot or will not improve their performance to meet required
standards.

(7) Employees should be provided effective education and training in

cases in which such education and training would result in better

organizational and individual performance.

(8) F2nployees should be-
(a) protected against arbitrary action, personal favoritism, or

coercion for partisan political purposes, and

(b) prohibited from using their official authority or influence

for the purpose of interfering with or affecting the result
of an election or a nomination for election.

(9) Employees should be protected against reprisal for the lawful
disclosure of information which the employees reasonably believe evidences --

(a) a violation of any law, rule, or regulation, or

(b) mismanagement, a gross waste of funds, an abuse of

authority, or a substantial and specific danger to public

health or safety.

It is a prohibited personnel practice to take or fail to take any

personnel action when taking or failing to take the action results in the

violation of any law, rule or regulation implementing or directly concerning

these merit principles.

The blerit Systems Protection Board is directed by law to conduct

special studies of the civil service and other Federal merit systems to

determine whether these statutory mandates are being met, and to report to the

Congress and the President on whether the public interest in a civil service

free of prohibited personnel practices is being adequately protected.

These studies, of which this report is one, are conducted by the
Office of Merit Systems Review and Studies.
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Sirs:

In accordance with our responsibilities under section 202(a)
of the Civil Service Reform Act of 1978 (5 U.S.C. section
1205(a) (3)), it is my honor to submit this report titled,
"Getting Involved: Improving Federal Management with
EmplOyee Participation."

· This report is the result of a U.S. Merit systems ProteCtion
Board study designed to identify any systems, policies, or
procedures each of the major Federal departments and
agencies have in place which allow or encourage employees to
identify agency-related problems without fear of reprisal.

The report discusses Quality Circlesl, Suggestion ·Programs,
Hotlines, and a number of other programs and systems which
are specific to particular agencies. All of the systems
have the potential to foster constructive employee
involvement. Given adequate support and development, these
programs (and others of similar concept) may ultimately
assist Federal agencies in delivering their services more
effectively and efficiently.

Respectfully,

Maria L. Johnson
Acting Chairman

The President of the United States
The President of the Senate

The Speaker of the House of Representatives

Washington, DC
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CHAPTER 1

'. INTRODUCTIONAND OVERVIEW

A. PURPOSEOFTHISREPORT

On January 15, 1985, the Merit Systems Protection Board (MSPB) released

its report, "Blowing the Whistle in the Federal Government: A Comparative

Analysis of 1980 and 1983 Survey Findings." That report noted that fewer
euployees observed fraud, waste and mismanagement in the Federal Government in

1983 than in 1980. It also highlighted some concerns, including the lack of

measurable progress in overcoming Federal employee resistance to reporting
instances of fraud, waste, and abuse, and a significant increase (from 20% in

1980 to 37% in 1983) in fear of reprisal among those employees who observed

fraud, waste or abuse, but did not report it.

As a result of this study, the Board recommended that:

Given the limited impact that the current Federal

"whistleblowing protections" appear to have had relative to
the encouragement of constructive employee involvement in

identifying or resolving instances of fraud, waste, or

abuse, Congress and the Administration should encourage

Federal agency heads to develop or explore alternative or

additional methods of achieving that goal.

This report on employee involvement systems provides a "first of its kind"

sur_nary of those major management initiatives underway in the 22 largest

Federal departments and agencies which may achieve part of what Congress wanted

to realize through the CSRA "whistleblower protections," i.e., involvement of

Federal employees in keeping fraud, waste, and mismanagement to a minimum.

This is a "good news" report in the sense that the study was designed to

identify and report on successful (or potentially successful) employee involve-
ment systems or mechanisms. It may serve, therefore, as a source book for

those Federal managers or policymakers searching for new (to them) ways of

constructively tapping into a potentially valuable reservoir of information

-- Federal employees. Where appropriate, specific agency telephone numbers are

provided for those who may wish more detailed information about a particular
agency's system. The study is based on two basic premises:

1. It is simply "good management" and in the best interests of the

Government and the taxpayer to encourage Federal employees to become
constructively involved in identifying or resolving organizational or

operational problems (including the problems of fraud, waste, and

abuse); and

2. There are conscious management actions that can be taken to promote

employee involvement in a constructive manner that minimizes the

potential for antagonism between the employee and the agency.
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The MSPB study team found little documented evidence that any of the em-

ployee involvement systems mentioned in this report significantly reduced

fraud. The study team did find many cases where the implementation or re-

finement of selected employee involvement systems resulted in significant cost

savings as a result of a reduction in waste or mismanagement. In many cases,

the systems discussed in this report seemed to foster creativity, prudent risk

taking, and enhance organizational performance. A basic merit principle is
that, "the Federal work force should be used efficiently and effectively."

This principle and one other, which states that employees "should be protected"

when they lawfully disclose information on mismanagement, abuse of authority,
etc., serve as the authorizing framework within the Civil Service Reform Act

(P.L. 95-454) for this study.

It should be noted that one agency's highly successful_employee involvement

system could be another agency's "disaster" because of major differences in
work force composition, agency mission, top management styles, and so on. In

reviewing this report, therefore, it should be remembered that any employee
involvement system must be specifically designed to suit the particular needs

of each individual agency or organization. Once these differences are taken
into account, most of the various systems discussed in this report will have

applicability within a wide range of different agencies and organizations.
While no panaceas are offered in this report, it should be noted that most of

the employee involvement systems described are mixtures of common sense and

good management.

The Office of Merit Systems Review and Studies (MSRS) performs two func-

tions assigned to the Board by law. The first is to conduct special studies to

determine whether the public interest in a civil service free from prohibited

personnel practices is adequately protected. The second is annually to review

and report on the significant actions of the Office of Personnel Management

(OPM), including an analysis of whether actions of that office are consistent

with the merit system principles and free from prohibited personnel practices.

Reports prepared by MSRS are addressed to the President and the Congress. They
also are sent to heads of executive departments and independent agencies,

Federal personnel and EEO officials, public administration organizations, and

to the public on request.

Reseach conducted by the Office of the Merit Systems Review and Studies is

a primary source of information concerning the effect of executive and legis-

lative initiatives on the statutory merit principles and prohibited personnel

practices. The reports resulting from this research are used by the Board,

Congress, and OPM to evaluate Governmentwide personnel policies and practices.

B. H_THIS INFORMATION_SGATHERED

On September 20, 1983, the Board sent to the heads of the 22 largest
Federal departments and agencies a detailed request for information on any

currently operational systems, policies, or procedures relative to the concepts

of employee involvement in organizational problem identification and resolu-




