
2016 Merit Principles Survey Path 2

You are previewing this assessment.

 

Dear Federal Colleague:

Your opinion counts! The U.S. Merit Systems Protection Board (MSPB) asks that you take a little time to participate in our Merit Principles Survey 2016, a
Government-w ide survey of Federal employees and supervisors that covers a variety of workforce issues, prohibited personnel practices, and selected aspects
of your work experience and work environment. Because you are part of a random sample of Government employees, your views about your work and work
environment w ill represent those of the larger Federal workforce. This is an opportunity for you to inform policy by voicing your opinions and concerns about
workforce issues.

This survey is an important part of MSPB’s responsibility to assess the soundness of Federal merit systems. Your responses w ill help us make
recommendations to the President, Congress, agency leaders, and other decision makers on how to improve the Federal workplace. The information you share
w ill make a positive difference!

Your responses to this survey are voluntary and strictly confidential. Only MSPB staff and our survey support contractor staff w ill have access to the surveys
and no data that could be used to identify you w ill be disclosed to anyone.

On average, the survey w ill take about 30 minutes to complete. It may be completed at your work site or at home. If you have questions or trouble navigating
this survey, please email us at MPS2016@mspb.gov or call our survey hotline at 410-981-9315. There is also a Fact Sheet for Employees that may answer
questions you have about the survey. The  URL for the fact sheet is www.mspb.gov/netsearch/viewdocs.aspx

Thank you! We appreciate your help.

 

Sincerely,

James Read, Director, Office of Policy and Evaluation, U.S. Merit Systems Protection Board

 

To begin the survey or assessment, click Next.

 

Please select your language English (US)

 

In assessment preview mode, email address and custom fields are not displayed because they are campaign specific.

 

 Next 
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Before proceeding, you must certify that you are the person to whom the survey invitation was directed and that the responses that you
provide are true and accurate to the best of your knowledge.

 By checking this box, I certify and acknowledge the foregoing statement.

2016 Merit Principles Survey Path 2

General Information
 

Privacy Statement

 

MSPB wants to assure survey participants that your involvement in the Merit Principles Survey 2016 is both voluntary and confidential. This Privacy Statement
identifies MSPB’s authorization to conduct the survey and explains how we w ill manage the data we receive.

The purpose of collecting this information is to study how well the Federal Government is managing its workforce in adherence to the merit system principles. A summary of
the results of the survey will be shared with the President, Congress, and other Federal decision makers to be used in developing policy that supports both merit and
mission accomplishment.
Collection of the information is authorized by 5 U.S.C. § 1204.
Your responses to this survey are completely voluntary. There is no penalty if you choose not to participate. However, we encourage your participation to ensure that our
data is complete and representative of the Federal workforce.
Only MSPB staff and our survey support contractor staff will have access to individually completed surveys. In accordance with the Privacy Act of 1974 (Public Law 93-579),
no data will be disclosed that could be used to identify individual participants.

 

Definition of Survey Terms

 

Executives are members of the Senior Executive Service or equivalent.

Leaders are an agency's management team. This includes anyone w ith supervisory or managerial duties including supervisors, managers, and executives.

Organization means an agency, office, or division.

Supervisors are first-line supervisors who do not supervise other supervisors; typically those who are responsible for employees' performance appraisals and
approval of their leave.

Team leaders are those who provide employees w ith day-to-day guidance in work projects, but do not have supervisory responsibilities or conduct
performance appraisals.

Work unit means an employee’s immediate work unit headed by the employee’s direct supervisor.
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I enjoy my work.

My work gets me energized and excited.

I care deeply about my work.

I strive to give my work my best thinking.

It is easy for me to become happily immersed in my work.

When I work, I give my work my best effort.

I feel personally connected to my work.

I put my full physical energy into doing my work tasks.

I am eager to do my work.

When I work, I give my work my full concentration and focus.

I am dedicated to my work.

I am alert for insights relevant to my work, even when I’m not working.

I feel happy while doing my work.

I strive to keep making progress on my work.

When I do my work, I give it everything I have to offer.

Part of my mind becomes pleasantly absorbed by my work when I’m not
working.

I do my work w ith passion.

I am easily stirred into action by my work.

I involve myself personally in my work.

I do my work tasks to the fullness of my physical capacity.

When I work, I apply myself fully.

I find my work fulfilling.

Your Work 1
Please indicate your level of agreement or disagreement w ith each of the follow ing statements about your work.

 
Strongly
Agree

Agree
Neither Agree
nor Disagree

Disagree
Strongly
Disagree
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I take on more work than I should.

It is hard for me to realize when I have done my work well enough.

I put so much into my work that I wear myself out.

I put so much into my work that it negatively affects other areas of my life.

When I am not working, I worry about my work.

Your Work 2
Please indicate your level of agreement or disagreement w ith each of the follow ing statements about your work.

 
Strongly
Agree

Agree
Neither Agree
nor Disagree

Disagree
Strongly
Disagree
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My work is a good fit for my capabilities.

I like the amount of challenge and complexity in my work.

I like the variety of tasks and responsibilities in my work.

I like the amount of autonomy and decision making in my work.

My work gives me a good opportunity to apply my talents and strengths.

My work helps me develop and grow in a personally meaningful way.

My work helps me pursue important personal goals or aspirations.

My work gives me a good opportunity to do things I like to do.

My work gives me a good opportunity to do things I find interesting.

My work gives me a good opportunity to do things I am passionate about.

My work is the kind of work that I want to do.

My work supports a purpose, cause, or mission that is important to me.

My work gives me a good opportunity to make a meaningful difference or
impact.

My work is a good fit for my personality.

My work is consistent w ith my core values and beliefs.

I can apply my insights and ideas to my work w ithout holding back.

My work is a good fit for who I am.

My work is consistent w ith my personal sense of purpose or calling.

My work gives me a sense of connection to others pursuing common goals.

The work I do is important.

I have what it takes to do my work well.

Your Work 3
Please indicate your level of agreement or disagreement w ith each of the follow ing statements about your work.

 
Strongly
Agree

Agree
Neither

Agree nor
Disagree

Disagree
Strongly
Disagree

Don't
Know/NA
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There is a spirit of friendship and camaraderie in my work unit.

I am empowered to do my work the way I see best.

There is a culture of openness and support for new or different perspectives in
my work unit.

I feel needed and depended on at work.

My perspective is sought on important work matters.

My judgment is trusted and relied on at work.

I feel valued at work.

There is a culture of helping and supporting one another in my work unit.

I feel fully appreciated at work.

I feel encouraged to try new things in my work.

I am able to share my true thoughts and feelings at work.

I feel cared about personally at work.

I like the quality of relationships I have w ith my coworkers.

I feel comfortable talking to my supervisor about the things that matter to me
at work.

There is a spirit of trust in my work unit.

I am able to openly express my concerns at work.

I feel comfortable being myself at work.

I understand how I contribute to my agency's mission.

The work I do is meaningful to me.

My agency is successful at accomplishing its mission.

My work unit produces high quality products and services.

Overall, I am satisfied w ith my supervisor.

Overall, I am satisfied w ith managers above my immediate supervisor.

I know what is expected of me on the job.

My job makes good use of my skills and abilities.

I have the resources to do my job well.

I would recommend my agency as a place to work.

I have sufficient opportunities (such as challenging assignments or projects) to
earn a high performance rating.

Recognition and rewards are based on performance in my work unit.

I am satisfied w ith the recognition and rewards I receive for my work.

I am given a real opportunity to improve my skills in my organization.

I am treated w ith respect at work.

Your Workplace
Please indicate your level of agreement or disagreement w ith the follow ing statements:

 
Strongly
Agree

Agree
Neither Agree
nor Disagree

Disagree
Strongly
Disagree
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My opinions count at work.

A spirit of cooperation and teamwork exists in my work unit.

At my job, I am inspired to do my best work.

Creativity and innovation are rewarded.

I thrive at work.

I have an opportunity to develop my character in my organization.

Considering everything, how satisfied are you w ith your job?

 
Strongly
Agree

Agree
Neither Agree
nor Disagree

Disagree
Strongly
Disagree

 Very Satisfied Satisfied
Neither

Satisfied nor
Dissatisfied

Dissatisfied
Very

Dissatisfied
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My supervisor has a good understanding of my job performance and
accomplishments.

My supervisor provides timely feedback on my job performance.

My supervisor provides constructive feedback on my job performance.

My supervisor compliments me when I do a good job.

My supervisor talks w ith me or assists me when I need help.

My supervisor rates my performance fairly and accurately.

My supervisor treats me w ith courtesy and respect.

My supervisor has good technical skills.

My supervisor has good management skills.

My supervisor has good interpersonal skills.

My supervisor has good working relationships w ith decision makers in my
agency.

I am comfortable discussing workplace conflicts w ith my supervisor.

My supervisor responds constructively to workplace conflicts.

My supervisor deals effectively w ith poor performers.

My supervisor supports my need to balance work and family issues.

I have trust and confidence in my supervisor.

Your Supervisor
Indicate your level of agreement or disagreement with the follow ing statements:

 
Strongly
Agree

Agree
Neither

Agree nor
Disagree

Disagree
Strongly
Disagree

Don't
Know/NA
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Try creative or innovative things in my work.

Take personal responsibility for the work I do.

Spread excitement about work to others.

Try to learn ways to do my work better.

Suggest ideas for new or different ways of doing work.

Look for potential problems, obstacles, or risks related to work.

Express my concerns about work matters.

Look for ways that I can help others w ith their work.

Take the initiative to collaborate w ith others on work.

Look for ways to solve work problems.

Take charge rather than wait for direction on my work.

Try to develop myself toward my potential.

Foster work-related discussion among my colleagues.

Voluntarily put in extra effort towards my work.

Look for ways to better apply my abilities at work.

Try to help my colleagues see their value and importance at work.

Your Work Behaviors
To what extent do you do the follow ing things in your job:

 Great Extent
Moderate

Extent
Small Extent Not at All
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Select one of the follow ing options:

 Using or developing certain skills, talents, or abilities.
 Doing a certain type of work, job, occupation, or work role.
 Supporting a particular purpose, mission, or calling through my work.
 My relationship w ith my coworkers.
 My relationship w ith my supervisor.
 My senior leaders’ words and actions.
 Recognition and appreciation.
 Compensation and benefits.
 Work unit or organizational policies, programs, flexibilities, etc.
 Work unit or organizational culture

I feel engaged in my job.

 Strongly Agree
 Agree
 Neither Agree nor Disagree
 Disagree
 Strongly Disagree

Engagement
Which one of the follow ing is the most important factor for you to feel engaged in a job?
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My last annual performance review helped me to identify my strengths.

My last annual performance review helped me to identify my weaknesses.

My last annual performance review made me feel more enthusiastic about my
work.

In my work unit, steps are taken to deal w ith a poor performer who cannot or
w ill not improve.

My organization addresses poor performers effectively.

The standards used to appraise my performance are appropriate.

I understand what I must do to receive a high performance rating.

My performance appraisal is a fair reflection of my performance.

In my work unit differences in performance are recognized in a meaningful
way.

My Performance

 
Strongly
Agree

Somewhat
Agree

Neither
Agree nor
Disagree

Somewhat
Disagree

Strongly
Disagree

Not Sure
Not

Applicable
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Which performance appraisal rating system is most like the one you are under?

 2 Levels
 3 Levels
 4 Levels
 5 Levels

Performance Ratings
This set of questions pertains to the formal rating of record that employees receive.

Agencies use different systems to record performance ratings. Some may use 2 levels (pass or fail) while others may use 5 levels ranging from 1
(unacceptable) to 5 (outstanding).

2 Levels Fail/Unacceptable       Pass/Acceptable 3 Levels Fail/Unacceptable   Fully Successful   Outstanding/Exceeds Fully Successful 4 Levels Fail/Unacceptable   Fully Successful
Exceeds Fully Successful Outstanding 5 Levels Fail/Unacceptable Less than Fully Successful Fully Successful Exceeds Fully Successful Outstanding
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What performance appraisal rating should you have received?

Performance Ratings: Wanted 2 Level
The merit system principles state that job performance should be recognized and that employees should receive fair and equitable treatment.

Recollecting your most recent performance appraisal rating of record…

 

 Fail/Unacceptable Pass/Acceptable
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What performance appraisal rating should you have received?

Performance Ratings: Wanted 3 Level
The merit system principles state that job performance should be recognized and that employees should receive fair and equitable treatment.

Recollecting your most recent performance appraisal rating of record…

 

 Fail/Unacceptable Fully Successful
Outstanding/Exceeds Fully

Successful
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What performance appraisal rating should you have received?

Performance Ratings: Wanted 4 Level
The merit system principles state that job performance should be recognized and that employees should receive fair and equitable treatment.

Recollecting your most recent performance appraisal rating of record…

 

 Fail/Unacceptable Fully Successful
Exceeds Fully

Successful
Outstanding
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What performance appraisal rating should you have received?

Performance Ratings: Wanted 5 Level
The merit system principles state that job performance should be recognized and that employees should receive fair and equitable treatment.

Recollecting your most recent performance appraisal rating of record…

 

 Fail/Unacceptable
Less Than Fully

Successful
Fully Successful

Exceeds Fully
Successful

Outstanding
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What performance appraisal rating did you receive?

Performance Ratings: Received 2 Level
 Recollecting your most recent performance appraisal rating of record…

 

 Fail/Unacceptable Pass/Acceptable
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What performance appraisal rating did you receive?

Performance Ratings: Received 3 Level
 Recollecting your most recent performance appraisal rating of record…

 

 Fail/Unacceptable Fully Successful
Outstanding/Exceeds Fully

Successful
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What performance appraisal rating did you receive?

Performance Ratings: Received 4 Level
 Recollecting your most recent performance appraisal rating of record…

 

 Fail/Unacceptable Fully Successful
Exceeds Fully

Successful
Outstanding
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What performance appraisal rating did you receive?

Performance Received Received 5 Level
 Recollecting your most recent performance appraisal rating of record…

 

 Fail/Unacceptable
Less Than Fully

Successful
Fully Successful

Exceeds Fully
Successful

Outstanding
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How many employees are in your immediate work unit?

In your opinion, how many employees in your immediate work unit, if any, are
performing below what should be reasonably expected from them on the job?

In your opinion, how many employees in your immediate work unit, if any, are
performing so poorly that the agency should remove them from service? (This may
include employees you included in the question above.)

Quality of Performance
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There is little point in setting goals at work because so much happens that I cannot
control.

If I set a goal at work, I can achieve that goal w ith hard work and determination.

The responsibility for an employee’s career advancement lies mostly w ith the
employee.

The responsibility for employees’ career advancement lies mostly w ith the employing
organization.

When there is a new workplace policy, it should be implemented quickly to make
things better.

Existing workplace policies should be changed cautiously to avoid making things
worse.

It is important to closely direct employees’ work, so they do not make bad decisions.

It is important to let employees choose how to do their work, even if they sometimes
make bad decisions.

Success at a job like mine is determined mostly by things outside of the employee’s
control.

Most employees in a job like mine have it w ithin their power to succeed at their job.

Work Context
Please indicate your level of agreement or disagreement with the follow ing statements:

 
Strongly
Agree

Agree
Neither

Agree nor
Disagree

Disagree
Strongly
Disagree
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Describe your most important task at work
in a brief phrase or sentence.

 

How important is each of the follow ing as
you complete your most important task?

 

Characters Remaining: 1000

Completing the task quickly.

Keeping the cost low.

Meeting a specification or standard.

Follow ing the correct procedure.

Dealing w ith coworkers fairly.

Meeting the expectations of management.

Finding a better way to do the task.

Producing a high quality result.

Work Tasks 1
Describe and rate your most important work task.

 Critically Important Very Important Important Somewhat Important Not Important
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Leadership – Take charge, initiate action, make decisions, and provide direction.

Cooperation – Respect and support others. Work well w ith others one-on-one and in teams.

Influencing – Interact w ith and persuade others. Communicate and network effectively.

Analysis – Think and write clearly. Get to the heart of complex issues. Apply knowledge
effectively.

Creativity – Seek out and develop new ideas. Innovate and think strategically.

Organization – Plan and structure work. Follow directions and procedures. Work
systematically.

Adaptability – Respond flexibly to change, work well under pressure, and cope well w ith
disappointments.

Ambition – Focus on objectives, achieve results, and improve performance. Seek increased
responsibility.

Work Tasks 2
To what extent is each of these abilities important to performing your most important task?

 Great Extent
Moderate

Extent
Small Extent Not at All
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My work requires me to guide people through sensitive and/or emotional issues.

My work involves dealing w ith emotionally charged issues as a critical dimension of the
job.

My job requires that I manage the emotions of others.

My work requires me to provide comfort to people who are in crisis.

I am good at getting people to calm down.

I help co-workers feel better about themselves.

I attempt to keep the peace by calming clashes between co-workers.

I help co-workers deal w ith stresses and difficulties at work.

I try to actually feel the emotions that I must display.

My job requires that I pretend to have emotions that I do not really feel.

My job requires that I hide my true feelings about a situation.

I worry that this job is hardening me emotionally.

I leave work feeling tired and run down.

I leave work feeling emotionally exhausted.

Emotional Labor
Emotional labor refers to managing one’s own emotional state as well as that of persons w ith whom one is working.

Please indicate your level of agreement w ith the follow ing statements:

 
Strongly
Agree

Agree
Neither

Agree nor
Disagree

Disagree
Strongly
Disagree
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Continue in your current job and role at the same level of responsibility.

Take on new challenges, assignments, or roles in your current job.

Take on higher-level technical responsibilities.

Take on supervisory or managerial responsibilities.

Reduce your work responsibilities.

Reduce your work hours.

Move to a different occupation or line of work.

Move to a different organization within your current agency.

Move to a different agency w ithin the Federal Government.

Leave the Federal Government (e.g., retire or resign).

Career Interests: Plan
During the next two years, do you plan to:

 
Strongly
Agree

Agree
Neither

Agree nor
Disagree

Disagree
Strongly
Disagree

Don't
Know/NA
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Public support for your organization’s mission and work.

Public perception of your organization’s performance.

Your organization’s stability.

Your organization’s culture.

Clarity of your organization’s goals and objectives.

Attainability of your organization’s goals and objectives.

Working relationships w ith other organizations w ithin your agency.

Working relationships w ith Federal Government organizations outside your
agency.

Your opportunity to do work that you find meaningful.

Your opportunity to pursue a particular purpose or calling through work.

Your workload.

Your level of job stress.

Your geographic location.

Your work flexibility (e.g., telework, alternative work schedules, core hours).

Your ability to meet your work and family responsibilities.

Your ability to take time off or "get away" from work.

Career Interests: Work Environment and Conditions
Please indicate your level of satisfaction w ith the follow ing aspects of your organization and work environment.

 
Very

Satisfied
Somewhat
Satisfied

Neither
Satisfied

nor
Dissatisfied

Somewhat
Dissatisfied

Very
Dissatisfied

Don't Know
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My position description is an accurate reflection of my current job duties.

In my opinion, it is important that employees performing similar jobs in different agencies are
paid similarly.

In my opinion, the duties of positions in my organization change too frequently to be written
down in a formal position description.

Classification: Position

 Yes No Don't Know

 
Strongly
Agree

Agree
Neither

Agree nor
Disagree

Disagree
Strongly
Disagree
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Their qualifications.

The job they perform.

The results they produce.

How long they have been in the government.

The quantity of work they perform.

The quality of work they perform.

Pay rates for similar jobs outside the Federal
Government

Pay rates in their geographic region.

Classification: Pay Factors
For your organization to be most effective, to what extent do you believe each of the follow ing should be considered in setting employee pay?

 Great Extent Moderate Extent Small Extent Not at All
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…discriminated in favor or against someone in a personnel action based upon race.

…discriminated in favor or against someone in a personnel action based upon age.

…discriminated in favor or against someone in a personnel action based upon religion.

…discriminated in favor or against someone in a personnel action based upon sex.

…discriminated in favor or against someone in a personnel action based upon national origin.

…discriminated in favor or against someone in a personnel action based upon disabling
condition.

…discriminated in favor or against someone in a personnel action based upon marital status.

…discriminated in favor or against someone in a personnel action based upon political
affiliation.

…discriminated in favor or against someone in a personnel action based upon sexual
orientation.

…discriminated in favor or against someone in a personnel action based upon status as a
parent or caregiver.

…tried to influence someone to w ithdraw from competition for a position for the purpose of
helping or injuring someone else's chances.

…tried to define the scope or manner of a recruitment action, or the qualifications required,
for the purpose of improving the chances of a particular person.

…obstructed someone's right to compete for employment.

… solicited or considered improper employment recommendations.

…took or threatened to take a personnel action against an employee because the employee
disclosed a violation of law, rules, or regulations or reported fraud, waste, or abuse.

... took or threatened to take a personnel action against an employee because the employee
filed an appeal or grievance.

…knowingly violated a lawful form of veteran's preference or veteran's protection laws.

… inappropriately favored a veteran.

… asked an employee to sign a non-disclosure agreement limiting the individual’s ability to
blow the whistle on wrongdoing.

… discouraged providing information to an inspector general.

… discouraged providing information to another government investigator (e.g., office of
professional responsibility, criminal investigator).

… discouraged providing information to Congress.

… advocated for appointment, employment, promotion, or advancement of a personal friend
of the agency official.

… advocated for the appointment, employment, promotion, or advancement of a relative.

Prohibited Personnel Practices
For each item below, please indicate the option that you think best describes the situation.

In the past two years, an agency official (e.g. supervisor, manager, senior leader, etc.) in my work unit has…  

 
This has NOT
occurred in

my work unit

This has
occurred in

my work unit,
but I was not

personally
affected by

this

I was
affected

personally by
this

Don't
Know/NA
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Which of the below best describes the position of the official that you most recently observed advocating for the appointment, employment,
promotion, or advancement of a relative?

 An executive or similarly high-ranking official
 Middle management (a supervisor over supervisors, who is not an executive or official of similar rank)
 A first-line supervisor
 A non-supervisory employee in human resources
 Other
 Don’t know/can’t judge the official’s position
 Not Applicable

Use this space to describe "Other" (position)

 

Characters Remaining: 1000

What was the relationship between that official and the individual who benefited from the nepotism?

 Spouse of the official
 Child of the official
 Sibling of the official
 Niece/Nephew of the official
 Cousin of the official
 Other relative by blood or marriage (Use space below to explain type of relationship, e.g., brother-in-law of the official)
 Non-relative (Use space below to explain type of relationship, e.g., sexual partner of the official, sibling's roommate, child's friend)
 Not sure/can't judge relationship
 Not Applicable

Use this space to describe "Other" (relationship)

 

Characters Remaining: 1000

Nepotism
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In the past two years, has your agency asked you to enter into a nondisclosure agreement?

Non-Disclosure Agreements

 Yes No Don't Recall
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Did the non-disclosure agreement state that the provisions did not supersede or alter your
right to blow the whistle on wrongdoing?

Did the non-disclosure agreement state that the provisions did not supersede or alter your
right to whistleblower protections if you made a disclosure of wrongdoing?

Non-Disclosure Agreement Communications

 Yes No Don't Recall
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In the past two years, has your agency informed you of a non-disclosure policy?

Non-Disclosure Policies

 Yes No Don't Recall
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Did the communication about the non-disclosure policy include that the policy did not
supersede or alter your right to blow the whistle on wrongdoing?

Did the communication about the non-disclosure policy include that the policy did not
supersede or alter your right to whistleblower protections if you made a disclosure of

wrongdoing?

Non-Disclosure Policy Communications

 Yes No Don't Recall
Not

Applicable
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Does your job involve access to information that is specifically required by law or executive
order to be kept secret in the interest of national defense or the conduct of foreign affairs?

National Security

 Yes No Don't Know
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If so, do you know how to make a lawful, protected disclosure of wrongdoing involving information
normally required to be kept secret (e.g., national security secrets)?

Are you aware of a specific employee or office (other than the Inspector General) designated by the
head of the agency to receive disclosures of this type of information?

Disclosures for National Security

 Yes No Not Sure
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In the past 2 years, have you experienced a serious conflict in your work unit?

In the past 2 years, have you experienced any repeated unwanted non-sexual attention, humiliation,
harassment, bullying, or other malicious or offensive behavior on the job?

Workplace Conflict

 Yes No
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How many years have you been a Federal civil service employee?

 Under 1 year
 1-3 years
 4-7 years
 8-11 years
 12-15 years
 16-19 years
 20-23 years
 24-27 years
 28-31 years
 32-35 years
 More than 35 years

How many years have you been w ith your current agency?

 Under 1 year
 1-3 years
 4-7 years
 8-11 years
 12-15 years
 16-19 years
 20-23 years
 24-27 years
 28-31 years
 32-35 years
 More than 35 years

Please indicate your eligibility to retire from Federal service

 Currently eligible to retire (I can retire now)
 Eligible in less than 1 year
 Eligible in 1-2 years
 Eligible in more than 2 years but less than 5 years
 Eligible in 5 or more years
 I w ill not become eligible to retire

What is your supervisory status?

 Non-Supervisor (You don't supervise others)

Team Leader (You are not an official supervisor; you provide employees w ith day-to-day guidance in work projects, but don't have supervisory
responsibilities or conduct performance appraisals)

 Supervisor (You are responsible for employees’ performance appraisals and approval of their leave, but you don't supervise other supervisors)
 Manager (You are in a management position and supervise other supervisors)
 Executive (You are in the Senior Executive Service or equivalent and supervise managers or other executives)

If you are a member of the Senior Executive Service, are you:

 Career SES
 Non-Career SES
 I am not a member of the SES

Have you ever served on active duty in the U.S. military?

 Yes
 No

Did you use veterans' preference to obtain your first civilian job w ith the Federal Government?

 Yes
 No
 Don't Know

Demographics
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Are you a dues-paying member of a union?

 Yes
 No, but my position is covered by a bargaining agreement
 No, I am not sure if my position is covered by a bargaining agreement
 No, I am not eligible to be a member of a union
 Don't Know/Can't Judge

Where do you work?

 Headquarters
 Field

What is your annual salary, including locality pay but excluding any awards or bonuses?

 Less than $25,000
 $25,000 to $49,999
 $50,000 to $74,999
 $75,000 to $99,999
 $100,000 to $124,999
 $125,000 to $149,999
 $150,000 to $174,999
 $175,000 or more

Are you Hispanic or Latino?

 Yes
 No

Are you? (Please mark ALL that apply.)

 American Indian or Alaska Native
 Asian
 Black or African American
 Native Hawaiian or Other Pacific Islander
 White

Are you

 Male
 Female

Do you consider yourself to be:

 Heterosexual or Straight
 Lesbian or Gay
 Bisexual
 Other
 I prefer not to say

Do you consider yourself to be transgender?

 Yes
 No
 I prefer not to say

What is your age group?

 25 and under
 26-29
 30-39
 40-49
 50-59
 60 or older
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What is your current education level?

 Less than a high school diploma
 High school, equivalent diploma, or GED
 Some college credits but no degree
 Associate's college degree
 Bachelor’s college degree
 Master’s degree
 Professional degree (e.g., J.D., M.D., D.D.S.)
 Academic or scientific doctorate (e.g., Ph.D.)

Do you have a physical or mental impairment or disability?

Yes, and it substantially limits one or more major life activities. Major life activities may include walking, seeing, standing, sitting, breathing, bathing, etc.
 Yes, but it does not affect a major life activity
 No
 I prefer not to answer

During the past year, how many days per week (on average), did you telework--work from home or from another location such as a telework
center? (This does not include field work).

 5 days per week
 4 days per week
 3 days per week
 2 days per week
 1 day per week
 Not regularly (on an ad hoc basis)
 None-I choose not to telework
 None-I am not eligible to telework

Is your immediate work group (the employees who also report to your supervisor) composed of:

 About the same number of males and females
 Slightly more males than females
 Substantially more males than females
 Slightly more females than males
 Substantially more females than males

Is your immediate supervisor?

 Male
 Female
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How familiar are you w ith your agency’s ethics program?

How familiar are you w ith the rules of ethical conduct for executive branch employees?

Ethics
For purposes of this section, the terms “ethics” and “ethical” are intended to describe the rules of ethical conduct that apply to you as a federal employee. This
includes acting impartially in carrying out your official duties and not using your public office for private gain (e.g., not accepting gifts given to you because of
where you work, not participating in government work that could benefit you personally, and not accepting payments from outside sources for the work you
do as government employee). The term does not include sexual harassment, non-sexual harassment, discrimination, or favoritism.

Please indicate your level of familiarity with the follow ing:

 
Very

Familiar
Familiar

Somewhat
Familiar

Slightly
Familiar

Not at all
Familiar
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To answer employee questions about ethics.

To prevent violations of ethics policies.

To educate employees regarding the ethics standards expected of them.

To educate employees regarding the ethics standards in general.

To ensure fair and impartial treatment of the public and outside organizations in their
dealings w ith your agency.

To detect and resolve potential conflicts of interest.

To discipline/prosecute violations.

Ethics Programs
To what extent do you believe each of the follow ing items is a focus of your agency’s ethics program?

 Great Extent
Moderate

Extent
Small Extent Not at All
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Are there officials in your agency whose job responsibilities include providing advice to employees on
ethics issues?

I know how to contact an ethics official at my agency for assistance in applying the government
ethics rules.

Ethics Officials

 Yes No N/A

 Yes No
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If you have sought ethics related advice in the last five years how helpful was your
agency’s ethics official?

Ethics Consultation 1

 
Did not
Consult

Very
Helpful

Helpful
Somewhat

Helpful
Slightly
Helpful

Not at all
Helfpul
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Immediate Supervisor

Supervisor above Immediate Supervisor

Other Supervisor

Human Resources Office

Work Colleague

Other  

Characters Remaining: 1000

Ethics Consultation 2
If you have consulted someone other than your agency's ethics official, indicate who you consulted and rate their level of helpfulness

 Did not Consult Very Helpful Helpful
Somewhat

Helpful
Slightly Helpful Not at all Helfpul
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If you have sought advice in the last five years, but did not consult your agency ethics official, why not?

 Not Applicable.
 There is no ethics staff.
 Didn’t know there was an ethics staff.
 They don’t have time for me.
 No confidence I’d get good advice.
 Believed nothing would be done.
 Afraid I’d get in trouble.

Other reasons.

 

Characters Remaining: 1000

If you have not sought ethics-related advice in the last five years, why not?

 Not Applicable.
 Never had a question.
 Didn't know whom to ask.
 Confident in my own ability to address the issue.
 No confidence I'd get good advice.
 Believed nothing would be done.
 Afraid I'd get in trouble

Other reasons.

 

Characters Remaining: 1000

Ethics Consultation 3
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In the last five years, have you filed a public (OGE Form 278) or confidential (OGE Form 450/450A) financial disclosure report?

 Yes, using OGE Form 450 450A.
 Yes, using OGE Form 278.
 Both OGE Form 450/450A and OGE Form 278
 No

Ethics Financial Disclosure
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Have you ever received ethics training as an executive branch employee?

Ethics Training

 Yes No
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Understanding the ethics rules that apply to your conduct as a federal
employee.

Making you more aware of potential ethics issues at your federal workplace.

Guiding your decisions and conduct as a federal employee.

Ethics Training Usefulness
In general, how useful was any ethics training you received as an executive branch employee in:

 
No Training
Received

Very Useful Useful
Somewhat

Useful
Slightly
Useful

Not at all
Useful

Page 50 of 54
;



In-person instructor led lecture/discussion

Teleconference or satellite broadcast

Web Modules

Reference materials (e.g., legal documents, laws, regulations)

Ethics Training Methods and Effectiveness
Indicate whether the agency used any of the follow ing methods for any ethics training you received, and rate their effectiveness.

 Not Received Very Effective Effective
Somewhat
Effective

Slightly
Effective

Not at all
Effective
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Agency employees improperly accepting gifts given to them because of where
they work or what they do in their federal positions.

Agency employees improperly benefiting financially from work they do in their
federal positions.

Agency employees improperly using their federal position to assist friends or
family.

Ethics Violations
In your opinion, how often do these types of conduct occur at your agency?

 
Very

Frequently
Frequently

Somewhat
Frequently

Almost Never Not at All
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My agency has an ethical culture.

Senior leaders at my agency communicate the importance of ethical behavior.

Senior leaders at my agency demonstrate ethical behavior.

Supervisors at my agency demonstrate ethical behavior.

Employees at my agency demonstrate ethical behavior.

I understand the importance of ethical behavior in the federal workplace.

I feel comfortable reporting ethics violations.

Ethics Culture
Indicate your level of agreement or disagreement w ith the follow ing statements.

 
Strongly
Agree

Agree
Neither Agree
nor Disagree

Disagree
Strongly
Disagree

Back        
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Thank you for participating in the 2016 Merit Principles Survey. 

Your responses w ill be held in the strictest confidence.
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