
which of the following is not a prohibited
personnel practice
which of the following is not a prohibited personnel practice is a critical question in
understanding the boundaries and regulations governing employee rights and employer
responsibilities within the federal workforce and beyond. Prohibited personnel practices are a set of
illegal actions that employers, especially within government agencies, are forbidden from engaging in
when making decisions about hiring, firing, promotions, or other employment matters. Knowing which
actions fall outside these prohibitions helps clarify the lawful exercise of managerial discretion and
ensures compliance with personnel regulations. This article provides an in-depth exploration of
prohibited personnel practices, highlights common examples, explains the legal framework, and
ultimately identifies which actions do not constitute prohibited personnel practices. This knowledge is
essential for HR professionals, managers, legal advisors, and employees seeking to understand their
rights and obligations. The following sections will cover the definition, examples, legal consequences,
and exceptions related to prohibited personnel practices.
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Understanding Prohibited Personnel Practices
Prohibited personnel practices refer to certain actions taken by federal employees or agencies that
violate laws designed to ensure fair and equitable treatment in employment decisions. These
practices undermine merit-based employment systems, which promote fairness, integrity, and
accountability. The U.S. Office of Special Counsel (OSC) and the Merit Systems Protection Board
(MSPB) oversee enforcement against these illegal practices. Understanding these prohibited acts is
key to maintaining a neutral and non-discriminatory workplace environment.

Definition and Scope
Prohibited personnel practices encompass any employment action that violates merit system
principles or legal protections afforded to employees. These include retaliation against
whistleblowers, discrimination based on race, gender, or other protected characteristics, nepotism,
and conflicts of interest. The scope extends to hiring, firing, promotions, transfers, and other
personnel actions taken by supervisors or managers.



Purpose of Prohibiting Certain Practices
The main objective behind prohibiting certain personnel practices is to foster a fair workplace where
employment decisions are made based on qualifications and merit rather than improper
considerations. This ensures that employees are protected from abuse of authority and arbitrary
decisions that could harm morale and efficiency.

Common Examples of Prohibited Personnel Practices
Numerous actions are classified as prohibited personnel practices. These illegal practices are
explicitly outlined to prevent abuses of power and protect employee rights. Identifying these
examples helps distinguish lawful managerial actions from prohibited ones.

Retaliation Against Whistleblowers
One of the most serious prohibited personnel practices involves retaliation against employees who
disclose evidence of wrongdoing, waste, fraud, or abuse within an agency. Such retaliation can
include demotion, suspension, or termination and is strictly forbidden under federal law.

Discrimination and Favoritism
Discriminating against employees based on race, color, religion, sex, national origin, age, disability, or
other protected classes is prohibited. Similarly, nepotism—favoring relatives for employment
decisions—is also illegal. These practices violate equal employment opportunity principles.

Obstruction of Merit System Principles
Actions that undermine merit-based hiring and promotion, such as manipulating job competitions or
falsifying qualifications, are prohibited. They compromise the integrity of the personnel system and
harm qualified candidates.

Legal Framework Governing Personnel Practices
The regulation of prohibited personnel practices is grounded in federal statutes and regulations
designed to protect employees and uphold merit principles. The legal framework provides guidance
on what constitutes prohibited acts and the mechanisms for redress.

Key Legislation and Agencies
The Civil Service Reform Act of 1978 is a foundational statute that defines prohibited personnel
practices and establishes enforcement procedures. The Office of Special Counsel investigates
allegations, while the Merit Systems Protection Board adjudicates disputes. Other laws, such as the
Equal Employment Opportunity statutes, complement this framework.



Enforcement and Remedies
Employees who believe they have been subjected to prohibited personnel practices can file
complaints with the OSC. Investigations may lead to corrective actions, reinstatement, back pay, or
disciplinary measures against offending managers. This enforcement ensures accountability and
fairness in federal employment.

Which Actions Are Not Prohibited Personnel Practices
Understanding which of the following is not a prohibited personnel practice is essential to differentiate
between illegal actions and legitimate management decisions. Not every adverse or unfavorable
personnel action constitutes a prohibited practice if it is based on lawful and objective criteria.

Lawful Performance-Based Actions
Actions such as termination, demotion, or non-selection based on documented poor performance or
misconduct are not prohibited personnel practices. Employers retain the right to manage their
workforce effectively by enforcing standards and holding employees accountable.

Routine Personnel Decisions
Decisions regarding transfers, reassignments, or changes in work schedules that comply with
applicable laws and policies are generally not prohibited. Such decisions, when made in good faith
and for legitimate business reasons, fall outside the scope of prohibited personnel practices.

Examples of Non-Prohibited Actions

Terminating an employee for consistent failure to meet performance standards after due
process.

Reassigning an employee to a different department to address organizational needs.

Declining to promote an employee who does not meet the established qualifications for the new
position.

Implementing disciplinary actions based on substantiated violations of workplace policies.

Granting leave or flexible schedules within the bounds of agency policies.



Implications for Employers and Employees
Recognizing which of the following is not a prohibited personnel practice helps organizations maintain
compliance while exercising proper managerial authority. It also empowers employees to understand
their rights and the limits of employer actions.

Guidance for Employers
Employers should establish clear policies and training programs to differentiate lawful employment
decisions from prohibited personnel practices. Documenting performance issues and following due
process reduces legal risk and supports a merit-based system.

Employee Awareness and Protections
Employees benefit from understanding the boundaries of prohibited personnel practices to identify
unlawful treatment and seek appropriate remedies. Awareness promotes a culture of fairness and
accountability in the workplace.

Frequently Asked Questions

Which of the following is not considered a prohibited
personnel practice under U.S. federal employment law?
Taking an adverse personnel action based on personal favoritism rather than merit is generally
prohibited, but simply making a hiring decision based on qualifications is not a prohibited personnel
practice.

Is providing performance feedback to an employee a
prohibited personnel practice?
No, providing performance feedback is a normal managerial responsibility and is not considered a
prohibited personnel practice.

Is whistleblowing protection a factor in identifying prohibited
personnel practices?
Yes, retaliating against an employee for whistleblowing is a prohibited personnel practice; however,
managing employee performance fairly is not prohibited.

Is nepotism always classified as a prohibited personnel
practice?
Nepotism can be a prohibited personnel practice if it violates merit system principles, but not all



family-related hiring decisions are automatically prohibited.

Does failing to grant a promotion to an unqualified employee
constitute a prohibited personnel practice?
No, denying a promotion to an unqualified employee based on merit is not a prohibited personnel
practice.

Is granting leave or time off to an employee considered a
prohibited personnel practice?
No, granting leave or time off in accordance with policy is a standard personnel action and not a
prohibited personnel practice.

Additional Resources
1. Understanding Prohibited Personnel Practices in Federal Employment
This book offers a comprehensive overview of prohibited personnel practices within the federal
workforce. It explains the legal framework designed to protect employees from unfair treatment and
discrimination. Readers will gain insight into what constitutes prohibited actions and the remedies
available to affected personnel.

2. The Whistleblower’s Guide: Rights and Protections
Focusing on whistleblowers, this guide outlines the protections afforded to federal employees who
expose wrongdoing. It clarifies which personnel practices are prohibited and which actions are lawful,
helping readers distinguish between retaliation and legitimate managerial decisions. Practical advice
on reporting misconduct is also included.

3. Federal Employee Rights and Responsibilities
This book educates federal employees about their rights and the boundaries of acceptable workplace
behavior. It details prohibited personnel practices and explains which actions are considered lawful,
fostering better understanding of employee protections. The book also addresses how to handle
disputes and seek recourse.

4. Workplace Ethics and Prohibited Practices in Government Agencies
Examining ethical standards in government workplaces, this title identifies prohibited personnel
practices and discusses the importance of integrity in public service. It highlights examples of
improper conduct and contrasts them with permissible managerial actions. The book serves as a
guide for both supervisors and employees.

5. Legal Boundaries in Federal Human Resources Management
This text provides an in-depth analysis of laws governing federal human resource practices, including
prohibited personnel practices. It identifies which actions violate employee rights and which practices
are acceptable under federal regulations. Case studies illustrate common scenarios and legal
outcomes.

6. Defending Against Retaliation: What Federal Employees Need to Know
Aimed at federal workers concerned about retaliation, this book explains prohibited personnel



practices related to retaliation and whistleblowing. It clarifies which employer actions are unlawful
and which are legitimate managerial decisions. Readers will learn how to protect themselves and
navigate the complaint process.

7. Federal Employment Law: Distinguishing Prohibited from Permissible Actions
This book clarifies the complex distinctions between prohibited personnel practices and lawful
employment actions in the federal sector. It helps readers understand the legal definitions and criteria
used to evaluate workplace conduct. The content is designed for HR professionals, managers, and
employees alike.

8. Managing Within the Law: Avoiding Prohibited Personnel Practices
Targeting supervisors and managers, this guide outlines best practices for managing federal
employees without violating prohibited personnel rules. It provides examples of prohibited actions
and offers strategies for lawful decision-making. The book emphasizes compliance and ethical
leadership.

9. Employee Protections and Prohibited Personnel Practices: A Practical Handbook
This practical handbook offers clear explanations of employee protections against prohibited
personnel practices. It covers the scope of what is prohibited and highlights which actions are not
considered violations. The book serves as a useful resource for employees, managers, and legal
advisors seeking clarity on this topic.
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