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Employvee satisfaction and commitment are oritical to n aining high performing
izations and attracting and retaini D talent

= The US Merit Systems Protection Board (MSPB) found significant relationship between
employee engagement and mission accomplishment in federal agencies®. MSPB found
that higher levels of employee engagement are correlated with:

« Higher scores on the program resultsfaccountability portion of OMB’s Program Assessment
Rating Tool (PART)

=  An employee’s intent to leave the agency

» An agency's average sick leave use

»  Levels of equal employment opportunity (EEQ) complaint activity

=  Numerous studies of private and public sector organizations have demonstrated a
positive relationship between employee satisfaction and engagement and desired
organizational outcomes including customer satisfaction, productivity, and profitability.

TLLS. Merit Systems Protection Board. The Fower of Federal Employee Engagement. Washington DC, 2008,

24, K. Harer. F. L. Schmidt, and T. L. Hayes, Business -Unit Lovel Relationship Belween Employee Salistaction, Employes Engagement, and Business Quicomes: A Meta-analysis, Journal
of Applied Psychology, BY, 2002.; Corporate Leadership Council, Driving Employes Petformance and Retertion Brough Engagement: A Quantitative Analysis of the Effectivaness of
Employes Engagement 8&@:9;‘;;9& Gomorate Executive Board, Washington DG, 2004; T.E. Becker, R 8. Billings, D.M. Eveleth, and N.L. Gibert, Focl and Bases of Employse Commitment:

Implications for Job Performance, Acaéemy of Managemsﬁt Journal, 39, 1986, _ _ 2
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' Survey ' etho ology

Survey ii}«wmr

mw the Samy, DA fulf‘llﬁ::l tha Wm oﬁ the: Q;mts;r of National inteligence ({}i:}%\ii) m@wr&myﬁt o partgm;&ata inthe 3&‘% 1 |¥!§f&ﬁl§$¥l%
- Community Survey by incorporating survey items from the Intelligence Community Survey into the AHCS. The AHCS measures employee
perceptions across the dimensions that drive employee satistaction and identifies trends and changes over time.

Administration: The 2011 AHCS was open to all military and civilian DIA employees between April 4th and May 8th, 2011, Surveys were
administered via a web-based technology; employees received an email notification that inciuded a link to the survey on JWICS or SIPRNet.

Response Rate: The Agency response rate is 53%. Based on this response rate, the confidence level is 99% +/- 1.03%.

Data Analysis and Reporting: Data were collected and analyzed by DIA's Workforce Analytics Team (HCS-3). Analysis of DIA's Annual
Human Capital Survey included means testing for statisticat significance, trend analysis, sub-group analysis, regression analysis to identify
key satisfaction drivers, and comparison with the 2011 Intelligence Community Survey, and OPM’s Federal Employee Viewpoint Survey,

In this report, percent positive includes the top two points on the response scale: Agree and Strongly Agree, or Satisfied and Very Satisfied.

?*é{}ta m‘a Z‘&E{&E%%fﬂ{‘&nuﬁ “?“m%sm;

?:taisstm i*;f srgnzfiaan%: tiﬂ‘f&%mw mmn DiA's anﬁual scores are highlighted. Green cells ind If::&te & significant increase fmm ﬁ’iﬁ grevg}us
year while red cells indicate a significant decrease from the previous year. Statistically significant differences between sub-groups are also
highlighted: green font indicate a significantly higher score.

Statistical significance testing is conducted on mean scores, rather than percent positive scores. This data analysis method is utilized o
account for changes in the full distribution of scores; conducting significant testing on percent positive scores limits analysis to the upper end
of the distribution.

Given the selected analysis method, some small percent differences are statistically significant differences. This occurs when a considerable
movemant in scores at the lower end of the distribution causes a statistically significant mean difference but only a small difference in the
percent positive score, which encompasses only the upper end of the distribution.

Similarly, some larger percent differences are not statistically significant. This occurs when considerable movement in scores on both ends
of the distribution causes a large percent pusitive difference and a relatively stable mean score.

D
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Agency Respondent Profile

The survey respondent population is representative of the
DIA onboard population by key demographics.

Birdeze

JFRPL 39 '
LUt AFRICONM 15% 1.8%
US CENTCOM 0% 3.2%
e Bay By L USTYBERCTW 0.4% £1.5%
Civifian - [Ba & ' USEUTOM T5% 18%
Band 4 6% 36% US FFCOM 10% 1.0%
Band 5 12% 11% U NORTHCOM 0% 6%
DISES/DISL 3% 2% U PACCM, USFJ, and USFK 33% 2.0%
: ¥ LIS SOGOM 2.0% O 2.3%
Military ﬁiiﬁfgf;ﬁz& 53% 55% S SOUTHCON 0E% T
Wiitary Officer T 5% ek iilaiiss Sy 1
CTHER 0.5% 0. 3%

Note: Tables displaying eZHR data are bordered in orange, : 4
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Key Indices

This year, six indices were calculated to aggregate related individual items together into one sasy to understand score. Each
index score is calculated by taking an average of all its individual component item scores.

OPM calculates four Human Capital Assessment and Accountability Framework (HCAAF) indices to track progress towards
HCAAF objectives and the Conditions of Employee Engagement index to measure workforce engagement. ODNI calculates an
1C Coltaboration index to track levels of collaboration across the intelligence Communily.

2011 Index Comparison Scoures

Job Satisfaction

Leatership & Xnowledge Management
Results-Oriented Performance Culure
Talent Management

Condittons for Employes Engagemant

# Collaboration

¥ e ¥ l

WDIA2011  # NDIC 2011 0% 0% 40%  60%  BO%
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Job Satri—sfaction Index |

Description

The Job Satisfaction Index is part of OPM's Human Capital Assessment and Accountability Framework and is composed of seven ifems. This index
measures the degree to which employees are satisfied with their jobs, including fiking their work and feeling it is important, feeling satisfied with their
involvemnent in decisions affecting their work, their abilify fo get a beffer job, and their pay.

Aab Satisfaction index Job S Gon ndex Bams
b D18, W NOIC stve .
0% 4% 74% 5% The wark | do is important B9% | Bd%
] E W L bk the kind of work 1do, % F7%
0% * e .
GO 66% 6% » » WMy work glves me & Beling of personal accomplshment, £9% Te%
2 50% B 64% Consgidegring everyhing, how satisfied are you with your 829% BBY%
2 aom joh?
3 - T i Y w
e 30% Considering evenghing, how satisfied are you with vour 289, 64%
0% pay?
How satisfied are you with your invobement in decisions 56% 49%
10% 1 that affect your work?
0% " " ' How satisfed are you wih your opportunity o get a betier 18% 45%
008 008 2010 211 job nvyour organization?

Note: Per an DDNI mandate, only a stratified random
sample of 800 DIA emplovees were invited to complete
the survaey in 2010, Due to the small sample size, sub-
group results are nat avaliable for 2010,

*Cweorall Satisfaction dimension refers to the single tem “Considering everything, how satisfied are you with DIA?" while the other index scores are aggregated from a series of related items. 7




Leadership & Knowledge Management Index

Description
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The Leadership & Knowledge Management Index is part of OPM’s Human Capital Assessment and Accountability Framework and is composed of
12 items, This index measures the degree to which supervisors and senior leaders are perceived as krustworthy, respecled, motivating, and effective

overall.

% Positive

e A W NDIC
% 5% 3% 0%
70% W i w
B Pa— - * . 4
50% 1 sem 62% £2% 62%
m o]

0%

20%

10% -

%

Leadership & Koo i Mansgement index Hemsy

Positive

2008 008 H0 031

Note: FPar an QUNEmandate, only a sbratified random
sample of 300 [HA employees were invited to complete
the survey in 2010, Due to the small sample skze, sub-
group resulls are not avallable for 2010,

i@?&&& are protected from health and safely hazsrds 85% 78%
on the lob,
ﬁﬁymgnammaqn has prepared employees for potential 80% 73%
security threals,
Owerall, row good a job do you feel is baing done by your
) ; ; FA% T3%
immediale supenisor?
Fhave frust and confidence in mysupendsor, 1% %
Myworkioad ks reasonable, 85%. 69%
Managers work well with employees of diffarent 57% 67%
backgrounds.
| haae & high Jews! of respect for my organizalion's senior 785, 61%
leaters.
Mﬂa?&ﬂ? comunicate the goals and pdosifies ofthe 6% 58%
prganizaion.
Managers revew and evaluate the srganization’s progress
o _— H8% &8%
t&we}:ﬂ meeting its goals and objeclives.
How satisfied are you with the Information you recelve from
) ] P 85% &%
maenagement on what's going on in your organization?
How s&ﬁ;ﬁed are you with the policies and praclices of 50% 45%
your senior leaders?
in my organizalion, leaders generate high levels of 49% 41%
maotivation and commitment in the workioree.,

FED
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Description

' Res u-l-ts--o.--riented Performance Culture Index
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The Results-Oriented Performance Culture Index is part of OPM's Human Capital Assessment and Accountability Framework and is composed of 13
iterns. This index measures the degree to which employees can see a linkage between their work and the mission, goals, and performance of the

agency. It also gauges whether employees believe that high performers are recognized, rewarded, and promoted, and whether the agency effectively
deals with poor performance.

% Positive

Wt
70% - @i% B1%
B0% W
o1 @ »> ¢ —
40% 1 G4% 5% 39 55%
30%
0%
109% |
0%

3008 2009 2010 2014

Mote: Per an QDN mandate, only a siratified random
sample of 900 DIA employess ware invited to complete
the survey in 2010, Due to the small sample size, sub-
group results are not avallable for 2016,

opie | work with cooperade o get he job done.
My superdsor supporns myneed o balance work and olher a5% 82%
life in g,
i Kf‘i():i!\f how my work relates o the Agency's goals and 91% 80%
pricities,
i’;iz?i{?&f condiions aliow employees to parform their job 1% 3%
My performance appraisal is & fair reflection ofmy 72% 82%
performance,
i}:se:u%?uﬂs with my supendsor about my performances are 5% 62%
wothwhile,
Huiw sa&sﬁedvam yoL with the rectgrition you reoedve for 51% 40%
doing a good job?
Employees have a Boling of personal empowernment with “
55% $4%

respect i work professes.
Greativity and innovation are rewarded, ) 56% 41%
ir: mny wmx unit, differances in performance are recognisd £3% 40%
in & meaningfid way.
Promotions in mywaork unit are baged on merit 48% 35%
I my work unit, aleps are taken fo deal with a poor o

) . 5% 34%
performer who cannot or will not improve.
;T; raises depand on how weall emplovees pedorm thelr 20% 26%
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- Talent Management Index

Description

The Talent Management Index is part of OPMs Human Capital #s&essm&ﬂf and Accountability Framework and is composed of seven items. This
index measures employee perceptions concerning their organization’s ability to recruit and continuously improve top talent, It also gauges the
degree to which employees see themselves as being fully utilized and developed.

wibone D18 NOIC Palont M sment indey Hems
6%
0% - 9% " TE%
Fi% - W H " ge and skils | 78% I ?i’.}%
B0% L 2 +» . — necessany fo acoamaiish organiztional goals. i

% 509 0% 519 B1% 535 Buperdsors in mywork unit support employes B4% 55%

Gooabu dewelnpment,

g 30% My talents are uged wall in the workplace. 89% 62%
o9 Fam gwﬁm a el ppportunity to improve my skills inmy BO% 57%
10% | wrganizaiion,

How saisfied arg you with the fraining you receive for your N
0% , ' . Ta% 55%
T prasent ioh?
2008 2008 2010 031 My work unitis able io recrult pecple with the right skifls. 62% 53%
My training needs are assessed. 81% 45%

Note: Per an QDN mandate, only a stratified random
sample of 800 DIA smplovess were invited fo complete
the survey in 2010, Dus to the small sample size, sub-
group results are not avaliable for 2010,
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Conditions for Employee Engagement Index

Description

The Conditions for Employee Engagement Index was developed by QPM and is composed of eight items. This index measures the degree to
which employees find meaning in their work, fake pride in the work that they do and where they do it, and beligves their agency values them.

Conditions for Bmg Engagement index ltems  NDIC
0% Cuitive 2011
T -
BO%
So% My superdg or istens 1o what {hawe 1o say, &% 7%
#
2 % Mywork gives me a feeling of personal ascomplishment, H8% 2%
ﬁ Supenisors in mywork unit support employee 84% 69%
® % development,
T My talente are used well in the workplace, BY% 82%
1094 r@aﬁagai? communicate the goals and priodtes of the 6% 58%
orgardzation.
o - ’ T feed encoursged 1o comea up with new and belier ways of 66% 5655
WM T DA 2083 doing things, )
In my omganization, leaders generate high lewls of 49% 1%
motvalion and commitmant in the warkioree,
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IC Collaboration index

Description

The G Collaboration Index was developed by ODNI arxd Is composed of six iferns. This index measures employse perceplions relaled to the progress
of the 1C’s transformation. 1f gauges whether emplovees Teel a sense of communily (shared mission and values) across the IC, as well as the
importance they place on collaboration in accomplishing our mission. The index also gauges how often and how easily employses arg able o share
knowledge and collaborate with colleagues in other agencies.

18 Sollaborntion Index
o L0 B NIHE
A% - T T — I
0% o 82% §2% ag&nﬁim or components when mwasaw B5% | 5%
GO0 o — M Ty mission depends on 16 agencies and components sharning BE% 83%
¥ so% e 52k Ba% imawiedge and collaborating.
2 aom Wy wiork produnts are improved when | oan ooliaborate with 6B% 75%
% 30% - colleagues fom olher IC agencias and componenis.
® How sasy or dificuit s It shame knowladge and collaboraia on
20% work-rafated matiers with members of the IC who are oulside of 61% | 58%
1 your awn agency or 1 componant?
0% g g Hael & sense of commundty {.e., shared mission and walues ) with
B80% B6%
08 2005 20 Ml other empioyess across the K.
How often do you share knowledge and collaborate on work-related
Mote: Per an ODNI mandate, only & siratified random Omjc% :::;ﬁ;::g bors ofthe I wha are autside of your own agency| - 38% 46%

sample of 900 DIA amployees were invited to complete
the survey in 2010. Due to the small sample size, sub-
groun resuits are nol available for 2004
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Description

Each year, the Parinership for Public Service ranks Federal Agencies based on their survey resuits. DIA participates in this ranking as part of the
aggregats 1C score. The Partnership for Public Service measure 10 indices, including the Best Places o Work ranking. Whereas the other
indices are calcwlated via an average of the composite ftems, the Best Flaces fo Work ranking calculation, based on the three iterns below, is
proprietary to the Partnership for Public Service.

WA ZOLL B RINE 2031

Employee Skifls/Mission Match

86% -
Supportfor Diversity place 1 work 3% BE%
: Considenng everything, how satisted are
Pay TE% your with your job? 2% 66%
Strategic Management &waaﬂ@anﬁg m&?i‘ﬁi‘?mg how satisied are 80% 64%
wolk with yowr srganization?

Training & Development

Effective Leadership: Senior Leaders
Effective Leadership: Empowerment
Perf, Based Rewards & Advancement

Family Friendly Cobture & Benefits

U 20% . A0% B0% BO% 0%
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Key Dimension Analysis
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NDIC importance of Key Dimensions

NG Importance Values by Key Dimension

Job 078

Mission Accomplishment
Grganizational Culture
Recopnition

Seror Leadership

Performance Feedback | »
' Importance values {Pearson’s

correlation coefficient ) shows the
strength of the relationship
between each key dimension and
overall satisfaction. The
strongest correlations have the
highest values while the Jeast
strong correlations have the

Traking

Supervisor

mvolvemaent in Dedlsions
Workgroup

Commumcation

Career AdvancementOpportunities

Opportutitiesto Get a Better Job | 0.42 lowest values.
Office Leadership 0.39
Faciltdes and Resources . 038
Division Leadership | G639
Compensation W 0.5
Pay . .16
.00 8.0 .20 03,30 .40 050 0.60 0.70 0.80 .80
Note: Importancs values are derived by detenmining the level of correlation between the o 47

specific dimansion 1o the employes's overall level of satisfaction.
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201 1 AHCS Satisfaction -importance Matrix for NDIC

The Satisfaction-importance Matrix plots the satisfaction scores io the key workplace dimensions against its Pearson’s
correlation coefficient. This matrix provides a framework for identifying areas of success and areas of future focus.

A £ # Opportunities to Get a Better iob
g W Cargar Advancement Dpportunities
o G.80 % Senior Leadership
é # performance Fepdback
mg 070 - B M Communication
& ) W Division Leadership
L
§ B0 B Recognition
i‘: # E K a B Organizational Culture
%; .50 - ] B Pay
@ ¥ 7 i T {3 T T B »
Sagw ' o 60% 70% 50% oy o PeISAOR

% . 040 u a B Office Leadership

u # Involverment in Decisions
"

< W0 - B Faciitie s and Resources
w

b1 B BE Training

o

10: 020 B Supervisor

£, W Bah Bhaein o IR

«% Lol B g

B Dkt inne # pission Accomplshment

Satisfaction [Axis = Mean Score 65%}

B workgroup
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Low Scoring - High imporiance Dimensions

| Low scoring ~ high importance dimensions are those that

employees rate relatively unfavorably and are important to
overall satisfaction with DIA as an employer.

« Performance Feedback

* Racognition

+ Sanior Leadership

» Organizational Culture

» Involvement in Decisions

Low Scoring - Low Importance Dimensions
Low scoring - low importance dimensions are those that
employees rate relatively unfavorably but are not critical to overall
satisfaction with DIA as an employer.

s Opportunities to Get a Batter Job

» Career Advancement Opportunities

» Division Leadership

2011 AHCS Performance-Importance Matrix for NDIC

- High imbortance Dimensions

: :paﬁaz&ee dimensions are those that
employees rate relatively favorably and are important to
overall satisfaction with DIA as an employer.

« The Job

» Wission Accomplishment
» Supervisor

+ Training

High Beorl

aw Importance Dimensions

employees rate relatively favorably but are not critical to
overall satisfaction with DIA as an employer.

= Compensation
» Facilities and R
o Workgroup

» Gommunication

o Office Leadership
* Pay

Mote: importance values am derived by determining the level of correlation betwaen the
spacific dimension to the emplyee's overall level of satisfaction.

Source: 2011 Annual Human Capital Survey
Pate: June 2011
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Office and Comment Analysis




Parformance Feedback
Involvement in Decisions
Organizationat Culture

Facilities and Resources
Training

Carger Advancement Opportunities
Opporinities to Get & Betler Job
Senior Leadership

Office Leadership

Division Leadership
Compmunication

Supervisor

Wiorkgrougy

Pay

Corrpang ation

Job

index Scores
Job Satisfacton Index
Talent Managament ndex
Leadership and Know ledge Management index
Fasults-Oriented Performance Culture Index
Conditions for Brployee Engagement index
k. Colisboration Index

Note: Offices with less than 10 employees wers not included. This includes 2’2)‘(13):1 o usc

UNCLASEIFIED

(b)3):10 USC 424

B5%, 85% 76%
54% 38% 68%
£0% 54%, B6%
80% 385 BE%
54% 69% £3%
£0% % F%
Fhe Ve 55%
59% BZ% 45%
38% 62% T4,
6% B2% 85%
&% BE%, &5%
B7% 50% 65%
82% 84% T
B B2 %
7% 7% B7%
7% 85% 82%
69% Froh 1%
BEH, 855, B3%
78% 76% 78%
7 B2t 6B%
Bho 68% F1%
56% 55% 58%
76% 76% 71%
66% 50% 63%

21
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Each survey feapondwt had the opportunity to ;wc&vude up fo three comments on the areas they believe leadership should
- focus on to make DIA a better place to work. Verbatim comments are provided in a separate report.

Themes Career Opportunities: Comments related to career paths, career
atvancement and promotional opportunities.

18% Communication: Comments related 1o communication and
collaboration between leadership and employees, supervisors and
subordinates, and Intelligence Community components.

FacHities and Resources: Comments related to resources (people,
financial & IT), customer service, equipment, workspace, parking,
cafeteria, gym and general location and traffic.

Leadership: Comments refabed to leadership $tyia accessibifity, and
accourdability of DIA’s leaders.

Mission: Comments related to DIA's mission and abilly to eccomplish
its migsion goals.

Organizational Culture
Pay, Bonuses, and Benfeﬁﬁs
Carger Opportunities
Facilides and Resources
Leadership
Communication
Organizational Culture: Commaents related to Agency culfure,

employee accountability, work life balance, reorganizations, and
buresucracy.

Training and Mentoring

Performance Feedlackand Recognition Pay, Bonuses & Benefits: Comments related to pay modernization,

bonuses, swards, faimess of the promotion process, salary, benefits,

Supervisar the efimination of TLMS, and student loan repayment.

Performance Feedback and Recognition: Comments related to
recognition for good work and the informal and formal feedback
amployees receive regarding their performancs.

Workproup

Your Current Jobs
Supervisor: Comments related to your first line supervisor or
supervisory issues at DIA.

Training and ﬁ&mmﬁng fmmmenm refated to training and mentoring
opportunities, both at DIA Headquarters and in the field.

Your Current Job: Comments refated to the tasks you do each day,
including job fit and skill match fo your current position.

Mission

Other |

0% 5% 10% 15% 2%

Workgroup: Comments related to vour specific workgroup.
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Next Steps: New AHCS Actfioh Planning Requirement

DIA is requiring Directorate/Element/COCOM level Action Plans based on the resulis of the 2011 AHCS,

»  Diractorate/Element/COCOM level action plans will be
submitted to the CS/DD within 60 days of receipt of this

on Planning Resources

report. R W—
~  Slide 19 shows the low-scoring and high importance #2011 DIA AHCS Report
dimensions for your organization. w AHCS Action Planning Guide
= The AHCS Action Planning Guide, Agency level % AHCS Action Planning Checkist
report, and additional resources on action planning #  AHCS Action Planning Template
are available on the HC Survey Website. #  Agency Guide for the Best Place to Work in the Federal
Action plans should be submitted using the Action Government Rankings (Partnership for Public Service)
- Planning Template provided and posted on the HC w2010 Federal Employee Viewpoint Survey Report (OPM)
Survey Websile. s Annual Emplovee Survey Guidance (OPM)
= Address questions and requests for additional analysis = Employee Viewpaoint Survey Action Plan Examples:
of survey datato S}@V@ Sadier at ?ngﬁﬂ?nﬁﬁﬁﬁ o{r # mwﬁm@;ﬁg of Trﬁﬂﬁpﬁﬂaﬁf}ﬂ
DISADSBL, or email the Sumya email box. » Depariment of Energy

% Guide to Conducting Focus Groups
Available on the HC Survey Website
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2011 Annual apital Survey:

Appendices
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2048

Rgcogrilion - B0%
aridemance Feedback : 83%
Involvernent in Decisions 73%
Organizalionat Cullrs . 83%
Faciities and Resoures 1%
Training 7%
Larger Advancemant Opporiunities 45%
Opporunities o Cela Beller Job 410,
Senior Leadership 57%
Office Laadership 73%
Divigion Leadership 3%
Communication 68%
Superdsor 7%
Workgroup _ 80%
Fay G4%
Compensation B1%
Job Bl%,
index Scores
Job Salis@otion index 4%
Leacers p and Knowledge Managemerd Index T3,
Results-Orlented Performance Culture Index 63%
“Talent Management index TB%
Ceontifons for Emplovee Engagement index KA
i€ Collaboration dex B2%

Mote: Green cells indicate & 10% or more ingrease from the previous year, while red cells indicate & 10% or more decrease from the previous year.

* Par an ODNI mandate, only & stratified random sample of 900 DIA employess were invited to complete the sarvey In 2010, Due to the small sample size, sub-group
results gre not available for 2010,

UNCLASSIFIED
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Annual Muman Capial

mé%*s m:sgétm is im m‘;_ il ' :
DiN's workioree has ihe job-relevant knowiedge and s%ﬂifzz necessary o accomplish organizsionnsd goals. 80%

T know how mywark reigtes 1o DINs goats and pricrities, 8R4,
{understand how the goals of mydirectorate/COCOM are relaled to DIA's mission. 88%
Managers review and svalugte he orgenization's progrees towand mesting its goals and objeclives. BEY%
Managers communicate e goals and priefiies ofthe organizalion. T9%

Performance Feedback and Recognition

My performance appraisalfeaiuation is a fTair refiection of my performance, 5%
Discussions with my supendsor about iy performance ane wordhwhile, 86%
lam held accountabie for achieving resulls. BO%
Awards In mywork unit depend on how wall employees perform their jobs, 41%
Job openings are filled by the most qualified intermal or exdemal candidales. A48%
Pramaotions in myworkgroup are baged on mernd, 38%
Al employess haw an egqual opporlunily lo succesd indeperdent of their age, dssabalsty gender, race, nalionality sthnicily, religion, 53%
or sexal orleniation,

In mywork unit, differences in performance are recognized in a meaninglul way. 46%
i mywaork unit, steps are laken 1 deal with a poor performer who cannot or will notimprowe, AR%
Payraises depend on how well employees perloem their jobs. _ 23%
Employees are recogaized for providing high quality producls and sences. ) A5%
in my mosi recent performance appralsal, | undersipod what | had b do to be rated at daﬁ‘amni perfmance lewels. 48%
My supendsor sets and revises my performance obleclives as needed during the performance cycle, B 9%

Note: Grean cells iédicam & 10% ot more increase from the previous year, white red cells indicate a 1% or more decreass from the previous year,
* Rer an DDNI mandate, only 2 stratified random sampie of 800 DIA empioy&e& were invited fo complete the stzw&y in 2010. Due to the smak sample size, suls-group
results are not available for 2010, _ 26
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Huch more. 7% 5%
Semewhatmore, 27% 1%
The same 23% 28%
Somewhatless: 25%

Much less 18%
{Organizational Culture
Creativiy and innovadion are rewarded, . 54% 56%
tam proyd 0 work at DIA _ - _ §2% Bl
{ recommend my orpanimaion as 8 good ;)ia% 0 wintk, 0% 3%
{am Fealed respectiully without regard to my race, gender, age, disability stalus , sexual prentation, or cullural background. T9% BE%
Myleadershin encourages and respects aflernative points of vew and recommendations. G3% BB
in my organination, leaders generate high lewels of motivation and commitment in the worklorce. 54% | 4%
Leadershipfsupervs ors feam eaders work well with emplovess of different backgrownds, 0% B7%,
Emplovees haw a feeling of pardonal empowsrmant with respect 1o work processes., B7% 55%
Policies and programs promote diversily in the workplace for axample, recraliing mingrities and womern, iraining in awareness of 64% s8%
diversityissues, mentoring).
| believe the resuils of this sureywill be used o make my agency & beller place ko work. BliA A4,
EHA polickes allow me i balance my work and othar life issues, 6% Ba% |
1 feal encouraged B come yp with new and betler ways 10 doing things. NIA 649% -

Note: Green cells indicate a 10% or more increase from the previous year, while red cells indicate 2 10% or more decrease from the previous year,

* Per an GDNI mandate, only 8 stratified random sampie of 800 DIA emplovees were invited to complate the survey in 2010, Due o tba small sample size, sub-group
results ate not available for 2010, . " _ _ 27
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wu with the-following pwgfam s?

“E"ﬁimﬁ( %ggjﬁm& : : WA B2%
Allernate Work Sthedules (AWNS) : : A 54%
Health and Welliness Programs (for peample, exsrcize, mﬁﬁtmﬁ s oreaning, guit smoking programs) BA %
Employee Assigstance Programs (EAF) NiA, 62%
Ghiid Care Programs (for exampls, dayeare, paranting classes, parenting support groups) M/, 1%
Elder Cam Programs (for sxample, support groups, speakers) M 12%
Joint Spouse Assignmends N/A 18%

Flaase select the response below that best describes your allermative work schedule [AWS) siluation:
Currandly worl an ANVS of 41108 NIA (%

Curentlywork an AWS of 8/is. NA 5%

Cumenilywork an AWS nof isted abow| NiA 1%

No ANS: Nyreguestforan AWS was denied!  NiA 0%

No AWE: Notallowsd for myjobl NA 3%

No AWS: Pemsonal Choivel WA 47%,

Please select the response below that best describes your telework siustion:

Telowork on a reguiarbasis]  MA 24%

Tolowork infraquentlyl WA 15%

No Telework: Physical presence required] NA 22%
Mo Telework: Technical issues] NIA 5%

Mo Telework: Not allowed though O for Job]  N/A 3%
Mo Telpwork: Personal Cholee!  NA 25%

Note: Green cels indicate a 10% or more increase from the previous ﬁr&ar while red cells indicate a 10% or more decrease from the previous year,

* Par an ODNI mandate, only a stratified random sample of 300 DIA amployess were invited to mmpieée the survey in 2010. Dus to the small sample size, SUD-Group
resuits are not avallable for 2010, . . 28
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Appendix A: NDIC Trend Data 2009-2011*

Agnual Huran Caplial Survey Hems

sl conditions {ﬁ&r emmwe ﬁf&im i, lemperaiure, Hghting, workspace, ceanliness in the waﬁc‘alaw) aliow &mpwy%& fo
pedform thelr jobs well, _
Employses are protected from hoatit and safely hagards on the job, ) 79%
The orgaidzation has preparad employess for poleniial security hresls. ) B2%
The computer gssigned o me is adequale fo do myjob. 68%
1 havie the [T support | nead o do myiob, 55%
Carosr Development
(A prenddes high qualily raining to employees. 58% 55%
1 an given 8 real apportunity to improve sy skills in my organization. BO% BO%
Lknow hiow o find out about training opportunilies open o me at DiAormy COCOM MA :
{ hawe e opportunity to develop my career within DIA B
The tratring recuuited 1 do my job wel is avaliable to me when needed
Supervsiam in mywork uiit $upport employee deveiopment.
Mytrairdng needs are astessed,

2% onfy

| undersiand the sieps | need o lake lo move Sorward i my-carsér path,

Fhvis Hony was asked of civilion AL

Note: Green celis indicate a 10% or more increase from the previous year, while red cells indicate a 10% or mors decrease from the previous year.

* Per an ODNI mandate, only a stratified random sample of 800 DIA employees were invited to mmpieta the survey in 2010. Due to the small sample size, sub-group
resulls are not available for 2010 s 29 _
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b standacds of mn%ty ang eateg;ﬂiy

!;Agg' p}ﬁmmr is aa:asiaiaiﬂ 1 mewhen [need direction, BEY%,
- My supendsor acthely supports ity learning and carser development. 88%
My supandsor has e skills and experence needed B perform bie or her job. 5%
| am satisfied with the information freceive from my supenisor about what's going on in myworkgroup. 1%
Pharve st and confidence n my superdgor, 0%
My supendgor stppors my need 1o balance work and other bfe issuss. B8%
My supenisoriean leader is commilied o 3 workioree representative of all segments of sodiety, G8%
My supenisor listens fo what | have 1o say. NiA
Owarall, how good a job do you feel is being done by your immediale supersorfieam lead? Fi%
Leadership in My Division
My division leadership liglens to employees’ concems., 50%
| have a Hah lewet of respect for lsadership in mydivision at DIA 56% |
in my division, lesdership malntaing high standands of nonesly and integrity, 54%
| am safisfied with the information | recene from division leadership about what's going on in my division, 52%
Leadership in My Office
My ofice leadership listens o employees’ concems., 85%
thave & high tevel of respect for leadership in my office af DA 83%
Iy oy office, leaderstip maintains bigh standards of honesly and integrily. B5%.
I am satisfied with the information | receive from office leadership about whal's going on in my office, 6E%
DIA Executive Leadership .
DIA's executive leadership maintains kigh standards af honesty and integrily 75%
| am gatisfied with the informalion I receive from executive leadership about what's going on in he Agency. 5%
Executive leadership consishently lakes positive steps b create a suctessiyl s)rgzammﬁm B6%
1 have a high lewel of res pect for DIA's sendor leaders, 73%

Note: Green celis indicate @ 10% or more increase fom the previous year, while red calis indicate a 10% or more decrease from the PRIEVIOUS Year,

* Per an ODNI mandate, only a siratified random sample of 800 DIA employees were inwted to complete the survey in 2010, Due to the small semple size, sub-group
resiylts are not available for 2040,
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Thia beople 1 work with cooperate lo get the job dona.
| tred this peonte i myworkgroup.

The people Pwork with are commitied to DIAs mission, B4%
The people | work with are highly siilled. 88%
My workgroup is able fo recruit people with the right sialls. 1% |
Mywork unit is able o refadn people with the rght skifls, T3%
The siil leveld in mywork groop has mproved iy the pastyear, 54%

The Job liself
The work o is imporiant, 8% B8%
1 jike thie kind of work Fdo, 38%
Mywork gives me a Teeling of personal acgomplishment. B2%
My talents are used well in the workplace. 1%

Myworkioad is ressonabie.

b ensough information 16 do my Job well,

1inow whatis ssxpecied of me an the job.

The next & Hems v kel {0 vivi
Bedore | acceplad a job at Didor a COCOM, |was provided a realintic iob preview,
Pwas placed in 3 division the! mratches my professipnal interests.

sngioyees with one year or fess ferre at DIA oaly

Mote: Green cells indicate a 10% or more increase from the previous year, white red cells indicate 3 10% or more dacrease from the previous year.

* Per an ODNI mandate, only a siratified random sample of 900 DIA employees were Invited to complete the survey in 2010, Dus to the small sample size, sub-group
resulis are not avalable for 2010, 31
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Arsua! Homan Capital Survey Hems

Arid Mission ang wiw&} ity ﬁ!?'iﬁ!“ em;aiﬁwma aCross ihe i

Our miss%m %a&nﬂs on. Ef} agencies and componsnts shasing kﬁﬁwﬁedga ani miiammﬁrzg 0% BES
Employess in mywork unit share job knowledge with each other, - - - 77% 85%
| have the sppofiunity 10 work difecliywith members of other I agencies or components when mms.sary 81% 85%
How sasy or difficultis itio share knowledge and collaborate on work-related matiers with members of the IC who are outside of 4% 51%
yor gw agency of IC component?

My work products are improved when | can gollaborate with collbagues fom other IC agencias and components. 8% B8%
My supendsor emphasizes collaboration and informalion sharing with gther 10 agencies and components. F0%

Additional #tem
Hew oftern 60 you share knowledge and collaborate oft work-related matters with mambers of the K- ouigide of your own agency or 16 companenty

A leastonce aday, 11% 20%

Leoss than once s day, bal af lsast once s week, 25% 18% |
Less than weekly, but at least monthly,  18% 8%

Some, but less than once a month!  30%

Notatall 168%

£ m was asked u* g‘#w;f IR 208 Gy

within the next year, and if56, why?

This
Arer yoiz Coms igering jeaving D

Mo, | plan to stayat DIAL 72% TE%
Yoo, wralirel 0% 2%

Yas, Io take another governmant iob within the Inlelligence Communityy, 2% 6%

Y, B take another job cutside of the IC and within the Federal Gowammenty 8% a
Yeg, o take another job oulside the Federal Governmend] 4% 4%
Yes, for ancther ressont  13% 6%

Mote: Greaa sells indicate a 10% or more intrease fom the prawous yesr, while red cells smimta a 10% or more decrease from the previous year

* Per an ODNI mandate, only a stratifisd random samgle of 00 DIA employess were envsmd 1o complete the survey in 2010, mue 0 ma smmiadl sampﬁe gize, suh»«gmup
resuits are not available for 2010 o _ 3z _
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%ﬁamam& Feodback B89%
wslvsment in Declsions 49%
Crgenizational Culiure : 54%
Facilives and Rs%umm " 89%
Traiing %
Cargsr Advancement Opporunities 89%
Opportunities t Get o Batter Job . 8%
Senior Leadership Ga%
Offioe Leadership B80O%
Diision Lesdership 87%
Cammynication B82%
Superdsor 689%
Workgroup T7%
Pay 7%
Compens ation ) 89%
July 85%
index Scores
Job Satstaction Index - : 78%
Leadership and Knowledge Bsanagﬁmwt Inglex 69%
Results-Oriented Pearformance Culture Index B66%
Talent Management index 5%
Comditions for Employee Engagement Index T8%
IC Collaboration Index 688%

Note: To protect respondent anonyrmity, scotes for Offices with fawsr than ten respondents are not reporied. o 34
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Annual Muman Capital Survey Hems

Performance Feedback 54%
Invohanend in Decisions 38%
Organizational Cullure - : 9%
Faciities and Resources : ' 7%
Training 92%
Larear Advancement Opportunities G2%,
Opporprities to Get s Betler Job 62%
Senior Leadership 2%
Office Loaderghip B2%
Divislon Leadership 50%:
Conpmunication ' 4%
Superdgor B2%
Workgroup - i
Pay : 5%
GCompensation 7%
Job : 88%
Index Scores
Job Satisfaction ndex ] ] T8%
Leadership and Knowledge Management indey B88%
Resulls-Criented Performance Cullure Index 55%
Tatent Management index B2%,
Condifions for Employes Engagemant Index T8%
IC Collaboration Indax 59%

Note: To protect respondent anonymity, scores for Officas with fewer than ten respondents are not repeded.
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Annoal Muman Capital Survey Hems

Reoogniion .

Perfgtmance Feedback
invabement in Decisions
Qrganizational Cullure

Faciliies amnd Resources
Training

Carger Advancement ODpporfuniies
Cppodunities ¥ Get a Beter Job
Sertior Leagership

Cifice Leadership

Dihdsion Leadership
Commurication

Superdsor

Workgroup

Pay

Compensalion

Job

index Brores
Job Satisfaction index
Leadership and Knowledge Management index
Resulis-Oriented Performance Culture index
Talent Management index
Condiiens for Emploves Engagement index
G Codlaboration index

Note: To protect respondent anonymity, scores for Offices with fewer than ten respondents are not :&pa&ed.
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If you have any questions or comments, please contact
Steve Sadler at (703) 907-0885 or the Surveys email box.
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