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SUBJECT: Results of the Executive Branch
Enpl oyee Et hics Survey 2000

The O fice of Governnent Ethics (OGE) is pleased to issue the
results of the Executive Branch Enployee Ethics Survey 2000 (the
survey). Arthur Andersen devel oped and conducted the survey for
OCGE and prepared the report. The report, together with the survey
instrunment, is available in its entirety on our Wb site at
WWW. USOge. gov.

The survey had two primary purposes. The first was to assess
the effectiveness of the executive branch ethics program from an
enpl oyee perspective. The second was to assess executive branch
ethical culture. To acconplish these objectives, the survey
guestions related to several primry measures:

* Program Awar eness: Are enployees aware of the ethics
programin their agencies?

» ProgramEffectiveness: Do enployees believe the ethics
program is effective? For exanple, do they rely on
ethics officials for advice? Is ethics training provided
by the agency useful ?

 Agency Culture Factors and Qutcones: How do enpl oyees
perceive, Wwthin their agencies, various aspects or
“factors” of organizational culture that are thought to
be associated with effective ethics managenent?  For
exanple, do enployees perceive that their agencies’
| eadershi p pays attention to ethics, that ethics concerns
are discussed openly, and that there is consistency
between policy and practice? Addi tionally, how do
enpl oyees perceive, wthin their agencies, a variety of
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“out comes” that are thought to exi st within organi zations
that have strong ethical cultures? For exanple, do
enpl oyees perceive that enployees within their agencies
recogni ze ethics issues when they arise and that they
seek advi ce?

The survey was distributed to a random sanple of
7,291 civilian enpl oyees from 22 executive branch departnents and
agenci es. A total of 2,704 responses were received, for a
37 percent response rate. There were three key enployee
denogr aphi ¢ vari abl es on whi ch t he above-nenti oned primary neasures
wer e anal yzed: supervisory status; work | ocation within or outside
t he Washington, DC area;! and financial disclosure report filing
status (public filer, confidential filer, non-filer). Sur vey
responses were analyzed on an executive branchw de basis, rather
t han agency- by-agency.

Sone key findings and recommendations fromthe final report
are sumari zed bel ow

1. Enpl oyees are generally aware of the ethics program and
famliar with ethics resources, but there are gaps.

Overall, nore than 75 percent of respondents said they were
aware that there are officials in their agency whose job
responsi bilities include providing advice to enpl oyees on ethics
i ssues. Awareness is far greater anong officials required to file
public financial disclosure reports (99 percent) or confidenti al
financial disclosure reports (95 percent). Awar eness is also
significantly higher anmong supervisors than non-supervisors.

Wil e these results are encouragi ng, the study al so i ndi cates
that there are needs that the ethics programhas not net. 1In the
| ast five years sone enpl oyees, for exanple, sought ethics advice
frompersons other than their agency ethics officials because they
did not know there was an ethics staff or because they believed
there was no ethics staff. O her enpl oyees reported that they
woul d have sought ethics-related advice in the |ast five years but
did not know whom to ask. The final report recommends that the
Government explore ways to inprove comruni cation to enpl oyees, so
that fewer will have needs that are unaddressed.

'Few di fferences were found when conparing enpl oyees in the
Washi ngton, DC area with those in other work | ocations.
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2. The programis working, but there is roomfor inprovenent.

Enpl oyees recei ve ethics training viavarious traini ng nethods
i ncluding in-person instructor-led |ecture, videotape, conputer-
based training, reference materials, etc. They report that,
overall, in-person, instructor-led training is the nost effective
met hod of training, while opportunity to exam ne regulations,
statutes, and other | egal resource materials is the | east effective
met hod. On a 5-point scale, enployees rate the useful ness of
training 3.76 in terns of maki ng them nore aware of ethics issues
inconnection with their work. Public and confidential filers rate
t he useful ness of training higher (4.09 and 3.98, respectively).

Study results indicate that, over the past 5 years, 46 percent
of all survey respondents received sone formof ethics training at

| east once per year. Ei ghty-nine percent of public filers said
they received training at | east once per year, as did 77 percent of
confidential filers. It appears, therefore, that 11 percent of

public filers and 23 percent of confidential filers are not
receiving the ethics training they are required to receive.

More positively, enployees are willing to seek ethics advice.
In the past 5 years, overall, 24 percent report seeking advice in
connection with their work. Again, public filers (71 percent) and
confidential filers (50 percent) were nore likely to seek ethics
advi ce.

Enpl oyees generally sought out agency ethics officials as
their resource for advice. In the past 5 years, overall,
59 percent of those enpl oyees seeki ng advi ce consul ted their agency
ethics officials, while 41 percent used other resources. On a 5-
poi nt scale, they rated the hel pful ness of agency ethics officials
4.28, as conpared with an average of 3.57 for other resources
consul t ed. Again, public filers (93 percent) and confidenti al
filers (83 percent) nore often relied on their agency ethics
officials for advice and rated the hel pful ness of those officials
hi gher (4.61 and 4. 45, respectively).

On questions relating to program effectiveness, filers
consi stently gave higher ratings than non-filers. Supervisors gave
hi gher ratings than non-supervisors.
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3. Ratings suggest enployees perceive agency ethical culture as
nei ther positive nor negative.

Enpl oyees’ overall indicate a neutral perception -— neither
very positive nor very negative -- with respect to agency ethical
culture. On the positive side, enployees tend to agree, if only
slightly, that “ethical behavior [is] rewarded,” that there is
“followup on reports of ethics concerns,” and that “unethical
behavi or [is] punished.” These results suggest enpl oyees perceive
some commtnent to ethics in their agencies.

Enpl oyees also tend to agree that there is “awareness when

ethics issues arise.” This finding is consistent with the high
| evel of awareness about the program reported by enployees in
connection with the Program Awareness neasure. It is significant

because increasing enpl oyee awareness of ethics issues is one of
the primary objectives of the executive branch ethics program

Anot her positive result is that, overall, enpl oyees perceive
that the i ncidence of “unethical behavior” within their agencies is
relatively infrequent. Anmong the specific behaviors exam ned

m suse of Governnent time and resources was thought to occur npst
frequently and accepting conpensation from outside sources for
perform ng Governnent duties was thought to occur |east frequently
(3.09 and 1.59, respectively).

On the other hand, enployees tend to disagree, if only
slightly, that there is “open di scussion about ethics,” that there
is “fair treatnment,” wth consistent standards applied across
enpl oyee ranks, and that there are “efforts to detect violators” of
et hi cs standards. Enpl oyees al so regi ster slight di sagreenent that
there is “consistency between ethics policies and practices” at
their agencies. 1In addition, enployees tend to disagree that it is
“OK for enployees to deliver bad news,” and that “ethics [are]
integrated into [agency] decision-making.”

Consi stent with other findings, financial disclosure report
filers reported a nore positive perception than did non-filers.
Simlarly, supervisors reported a nore positive perceptionthan did
non- super vi sors.

4. Frequency of ethics training is related to the perception of a
positive ethical culture.

Results of the survey indicate that frequency of ethics
training is directly related to positive perception of agency
culture. Enployees who received sone type of ethics training at
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| east once a year had significantly nore positive perceptions of
agency ethical culture than did those who received training |ess
frequently. The final report concludes that this finding provides
t he Governnent with a basis for inproving the perception of ethical
culture by providing additional ethics training. The report notes
that the current approach, where training is tied to an enpl oyee’s
fi nanci al di scl osure responsibilities, creates per cept ual
di fferences between filers and non-filers when non-filers would
al so benefit fromnore frequent ethics training.

The study notes that additional training would al so have the
positive effect of increasing enployee awareness of the agency’s
ethics program And significantly, the wite-in responses to the
two open-ended survey questions also support devoting nore
resources to training. In response to the question, “Wat, if
anything, makes it difficult for enployees to conply with ethics
policies?” 22 percent of the responses cited |ack of training,
know edge, or education. In response to the question, “Wat, if
anything, would further assist enployees to act ethically in
connection with their work?” 39 percent of the responses indicated
that nore training and educati on woul d nake a difference.

5. Supervisors are a key resource.

The report recomrends, based on a nunber of findings, that
supervisors be targeted for additional ethics training. First,
anal ysis indicates the perception that, “supervisory |eadership
[ pays] attention to ethics” has a strong relationship with a
desirable agency culture, thus suggesting that efforts to get
supervisors to play a nore significant role in the ethics program
would be worthwhile. Second, conpared to non-supervisors,
supervi sors have nore positive perceptions of agency culture, have
greater awareness of the ethics program and nake greater use of
programresources. These differences, noreover, persist even when
controlling for filing status.

O course many supervisors already receive annual training
because they have job responsibilities that require themto file
financial disclosure reports. Survey results suggest, however
that 12 percent of supervisors — sone 56,000 executive branch
enpl oyees — do not file financial disclosure reports and hence may
not be receiving annual training. The report recommends that OCGE
consider changing the current practice of allocating training
resources, under which training requirenents are based on enpl oyee
filing status, to include consideration of an enployee' s
supervisory role. Accordingto the report, this nodification would
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“...allocate inportant resources for personnel in the best position
to influence behavi or and outconmes - supervisors.”

Presumably, additional training for supervisors would not
sinply duplicate that givento filers but would be tailored to take
advantage of the fact that supervisors, because of their
interaction with subordinates, are in a unique position to
positively influence an agency’'s ethical culture. Thus,
supervisors could be trained to enphasize or otherw se nodel
behavi or that makes the point that the agency really does val ue
“open discussion of ethics” and “integration of ethics into
deci si on- maeki ng.”

6. Participation of executive |eadership is also inportant.

Study results also confirm that there is a relationship
bet ween the perception that “executive | eadership [pays] attention
to ethics” and the perception that an organization has a strong
et hical culture. As the report suggests, “Ethics prograns begin
at the top.” Agency |eadership’s active and visible role in the
pronoti on of an agency’s ethics programnmay be critical to program
success.

* * *

This survey represents OGE's first effort to assess executive
branch enpl oyee perceptions of agency ethical culture and ethics
prograns. The results provide a benchmark for mneasuring change.
OCGE expects that the real value of the survey will be apparent in
the future as the survey will provide a neans to assess the utility
of program changes i npl enmented between survey adm ni strations.

W are interested in agency reactions to the survey,
particularly the recomendati ons. Coments nmay be submitted to
t he Survey Taskforce, Ofice of Governnment Ethics, Suite 500, 1201
New York Avenue, NW, Wshington, DC 20005-3917, Attention:
Phyllis Hoffer. M. Hoffer may al so be reached at 202-208-8000,
extension 1184 or at pahoffer @ge. gov.

Again, for nore detailed information on the survey purpose,
met hodol ogy, and findings, please visit our Wb site at
WWW. USOge. gov.




