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(U) About the Workforce Engagement Survey (WES)

Survey Overview

About the Survey: DIA fulfilled the Office of the Director of National Intelligence (ODNI) requirement to participate In the 2018 Intelligence Community (IC) Survey by Incarporating survey items
from the IC Survey into the Workforce Engagement Survey (WES). The WES measures employee perceptions acress the Xey Indices that drive employee satisfaction and Identifies trends and
changes over time

Administration: The 2018 WES was open o all DIA-funded military. civilien and JDA employees between 07 May and 03 June 2018, Contractors and Interns were invited to leave a comment
Surveys were administered via a web-based technolcgy; employees received an email that Included a link 10 the survey on JWICS or SIPRNet.

Response Rate; The Agency response rate was 54%, a 4% decrease from last year's 58% response rate. Based on this response rate, the confidence level is 8% +/- 1.07.

| i E)(31 10 USQ
Data Analysis and Reporting: Data was collectad and analyzed by DIA's Workforce Analytics Team Anaiysés of DIA's Workforce Engagement Survey Included an examination of
mean level differences and subgroup analysis,

In this report, percent positive includes the top twe points on the response scale: Agree and Sirongly Agree, or Satisfied and Very Satisfied.
Due to the restructuring of data into the dashboard, some histarical data may differ by a few percentage points from whal was previously reported.

Why am Employes Percapbions Imporsant?

Employee satisfaction and commitment are critical te maintaining high performing organizations and attracting and retaining top talent

The US Merit Systems Protection Board (MSPB) found a significant relationship between employee engagement and mission accomplishment In federal agencies.’ MSPE found that higher levels of
employee engagemeant are correlated with:

+ Higher scores on the program resulis/accountability portion of OMB's Program Assessment Rating Teal (PART)
- An employee’s intent to leave the agency

An agency's average sick leave use
- Levels of equal employrment opponunity (EEO) complaint activity

Numerous studies of private and public sector organizations have demonstrated a positive relationship between employee satisfaction and engagement and desired organizaticnal cutcomes,
Including: customer satisfaction. productivity, and profitability.*

U S Mem Sysiems Protecion Board. The Power of Feaeral Empiopes Engagement. Washington OC, 2008

ZJ K Harer £ L Schmidt. and T L Hayes, SBusiness -Unt Leve! Relationshe Betwesn Employee Salisfaction, Empioyes Engagement and Eusiness Outoomes: A Mels-analysis, Jourma/ of Appded Psyonoiogy, 87, 2002, Comovate Lesgership Coun
Oriing Empioyes Pemarmance and Refsanon tvowgh Engagement. A Quantiaiive Analysis of ine EMeciiveness of Empioyee Engagement Straleques. Colporake BEvecutive Board Washingron OC 2004, T E Becker, RS Bilings, DM Eveletn anaNL
Gilbert. Foct aha Bases of Empdoyee Commetmen! Impacations fol Job Performiance, Academy of Managemenl Joumal, 29, 1936




(U) 2018 Agency WES Overview
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(U) Index Score Comparison

DIA Index Score Trends Over Time: 2017-2018
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(U) Inclusion Quotient (1Q)
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(U) Perceptions of Leadership Effectiveness
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(U) Civilian Intent to Leave & Future Plans

Top ¥ Fechon nfsencing ienton 1 Legre™
% o Pxse plarsas) o lssve aclecing sath fxcier]

IneuSicigst carssr progresaniromehen opporiurties

Planning to Leave

Buareaucraty | InefMiciant work processss

Chseanstacnion witw DIA senior iwasership
28%

roufient sctess o caneer development opporiunities

£ faesan wih my AUpSTVBOT Of ITENAgEmEN

Coriaration of Cathins Feneing 1 Leane' insutticsant bstarel career fleablity

Gavamment Job within 1&
veaufficent recaostian Ly my won

COVEMMENT SO0 DUtsIoe 1T

Non-Governmest sob
Negatwe work enviroemant

Afithe feason

R=tnng
rufliceent toals snd resources needaa fo de my b

Seioeaing

Personal ressan
Il = Faor workMs batanne

Schoot

Canng e family

“The perceriags of emplovess nienceg o leave cfles exceads the pesteniage of empioyses that depar! Bie agency

""Respondants could sesect more than one destination and more han one reason 1o leave




Employee Skills/Mission Match
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(U) Subgroup Index Score Comparison
Military and Civilian Comparison
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Empaoyee Skdls/\isson Malch
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(U) Subgroup Index Score Comparison
Gender Comparison
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(U) Subgroup Index Score Comparison

RNO Minority Status Comparison
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% (U) Subgroup Index Score Comparison

Generation Comparison
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(U) Subgroup Index Score Comparison

Civilian Grade Category Comparison
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(U) Subgroup Index Score Comparison
Civilian Grade Category Comparison
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(U) Comment Analysis

Each respondent had the opportunity to respond to the following question:

Top Coanent Themes
Leadership
Culture

Ability 1o Accomplish the Mission/Strategic Management
Performance Based Rewards & Advancement

Mission Services

Training & Development

Pay & Benefils

Supernvisor

Communication

Your Current Job

Empowerment

Workgroup & Teamwork




(U) Key Index Analysis

Effective Leadership - Empowerment Index
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(U) Key Index Analysis

Effective Leadership - Fairness Index

- — e — — —p p—— o n“-o
4% e (31
16 !TT 15
About the ndex
Th EfMective Leadsrship - Farmess £ & composes of 2 sem. TS Index messyres the aneed 10 which empioyees Delieve dsayles b raadived By in ther work ol whether o net

empioyess baleve mw S2ton ad personsl favontam S wieested. sng if empioyess fead comionable reporting llegal sctivity wihout fear of reprisal

Effective Leadershep - Faimess Indax DIA 2017 DIA 2018

Arberary acbon. personal favontsm and coercion for partisan poltical purposes are not E5% 6% ]. 1%
tolerated

| o sciose & suspected wolation of any law, nde. of reguiaton without fSesr of repassl B&% 7% T 2%




(U) Key Index Analysis

Effective Leadership - Senior Leaders Index

DRA Trend Over Teme
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(U) Key Index Analysis

Effective Leadership - Supervisors Index
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(U) Key Index Analysis

Employee Skills/Mission Match Index

DAA Trend Over Time
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(U) Key Index Analysis
Innovation Index
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(U) Key Index Analysis
Pay Index
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Performance Based Rewards and Advancement Index

[RA Trend Over Time
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(U) Key Index Analysis

Strategic Management Index

DAA Trend Over Time
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About the Index

The Strategee Manasgement index s composed of 4 tems. This ndex measures the exdent to whsch empioyees beleve that managemen ensures ey have the necessary skils and
abil=es to do their jobs, is successid at hinng new employees with the necessary skils %o help the orpancabion. and works to schieve the organizational goals with targeted personne
sirstegies and performance management.
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= (U) Key Index Analysis

Support for Diversity Index
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About the Index
The Support for Deverity Indes S composed of 3 fems, Tres index measures the exdent 10 which employees believe the actions and polices of leadership snd management promole aod

Suppon for Diversity bndex
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(U) Key Index Analysis
Teamwork Index
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Abcnst the Indes
The Teamwork Indes is compased of 3 tems. This index measures the extent io which empioyess beligve empioyess communicate efiactively both inside and outside of ther team

orpanzations, creating s more frnendly work atmosphere and produsing high guaity products

oA 2017

Employees in my work Lt share job knowledge with aach clher 23% 3% 0%
Managers promote communication smong different work units (for example. sbout prosects 0% B1% 1. 1%
Qoa's. nesced resources )

The pecple | work wth cooperate S0 get the b done 8a% 2% 0%




(U) Key Index Analysis

Training and Development Index

AR Trend Over Time
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(U) Key Index Analysis
Work Life Balance Index
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(U) Survey Trend Data
Workforce Engagement Survey Items

¥ Workiorce Engzgement Survey kems

DlA 2017 ki
% Positive
¥ Agency Goals and Mission Accomplishment
DIA's mession 1= tlearly dsfines
teel inspired by DIA's misson and gesls

know how my work rel

es fo the agency's goals and proriies

Managess reves 2nd evaliate the arganaalion’s progress towand meeting 28 geals and ohiecives
Managers commusncale the Soals and prorilies of the organzation
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am -]iurn 3 ra3l opporunity 10 mrproree mmy Sy n my organgabon




(V) Survey Trend Data
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¥ Workforce Engagement Sarvey lems DIA 2017
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DA 2018
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¥ Caresr Plans [Asked to dvilian employees only]

Are you considering leaving DIA within the next year, and if so, why? (Employess could select =1)
No, | plan 1o sty 3t DIA
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Plesse select the factors that have caused you to consider leaving DIA {selzct all that apply)
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(U) Survey Trend Data
Workforce Engagement Survey ltems

¥ Workforce Engagement Survey tems

DA 2016
2007
D 26 % Positive
¥ Counterintslligence

fzel vomfortabis reporin wwinsraoilines or suspiioos 2xnivisss to the aoproprate DIA auh
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Astabary achon parsonal fevertism, & cowcion for partiasn poltical purposes are not tolsraled

Consscenr

worything, how satisSed are pou with your cngas@ation?

Croativity and mnovalicn are rowasded

CAA approprately consders and protects the crvl kbertine and privacy ol DIA employess asd US persens
fesl ancouragad 10 come up with new and befer waps of doing things.

am proud 8 work aitse the DIA entepiss.

am treaned respactiully withos regard Lo my race, gender, a3 disabilty siatus, sewual onents

on, of culural background.

bebeve the resuls of iR

suresy will be ws=d lo make my agentcy a heler place to work

I can disgloss 3 suspectsd vickstion of any iw nuls, or reguistion whout fezr of repn

How satshisd are you with your irvolvamant in decisions thal aflset your work?

Siipecvisan work well sith emplovees of affecant backarounds

Polises and Programs prix frale divairs

o the workpiate (for exampie. tacieting menofties and woemen, Irainng n Swareness of d

SISy S5UeS. memonng)
Profibed Parsonnel Peactees (for maampes . Begal decaminalion n persanne! decsion saeh as hein
requanemants) arg ot telecaied

¢« pay sefing. obstreciing a persan’s nght ko compste for employment. knavangly vicaling veletans preference




DIA 2016

¥ Workforce Engagement Survey ftems LA 2097 % Positive

P |C integration

My work products 2re improsed when | zan codabe

‘with calleagues from cther IC agences and companenis

Cur missson depends on IC agenniss and comsanents shanng knowledgs and codatarzling

Hew 2asy or difficull 15 £ 1o shars nowadas and collsborate on workseizted maiers with membars of he IC who 2re sutsde of your own agency or IC companent?

| fiect @ zenze of commumity (1 & | shared messon asd values ) wilh other enployees 2cross the IC

| have the coporundy 1o work droctl' with mambess of other IC agarcios of companents whan necessary

¥ Howoften do you share knowledge and colisborats on work-selated mattees with bers of the i who are outside of your ewn sgency or IC compament?

Al fezsl onge 3 g3y

Less than ance 3 day, bul 2l least once 3 week

Less than weahkdy, bul 21 least menfily

Not 2t &

Soma bul Was an once @ mosth

LANTT E!p.ﬂ.l‘lbl_lw 10 tespondents who indicesed they had joint duty credit only]

‘-"_1' Jarit Dusty q'..uhhlng. expatmncs incressed my andersisndeng of ke wmportanca of nnelrrgu‘-ce irkegrafios
AS 3 result of my Joant Duty qualityny expete
¥ Lsadership

DIAs setior waders listen lo essployeas’ concema

fei 3 stronget sense of communty with employses across the 12,

Haow satmfied are you with e mfosadaon pou recan'e from management on whal's Gong on m your organization?

Hew sitnfied are you with e policikes and prattices of your safice
hy crgarszaton’s samor leaders maimtam tagh stardasds of honesty and ntegnts

| have 3 high level of respact lor iy OISANLAILN'S sondr kadsrs

In my oroaneaton, senor Baders generals hat leves of melvaton and cormmiimend in the sondorce
¥ Military Experi at DIA fasked ta Military respondents only]

| hase the coponunty to meet my Bainng regurameants while assanad 1o DIA

Ny assignmam 3l DA = a carser adeancing opporunty

od wee of mry akills and expomonce

Wy assagnment 3t DA makes g

Iy supervisor endiesstands wial | need 16 suceosd in iy clreer an a mamsber ol the




(U) Survey Trend Data

Workforce Engagement Survey ltems

DA 2016

¥ Workforce Engagement Survey tems DA 2oaY % Positive

¥ Performance Feedback and Recognition

Promsotons in my work unit are based on ment

SAANOTS gwards =re = more molivating fzctor in rewsring my perfoemance Tan end of year bonuses
Pa\- fAIZES -'.“.'Fé""tl on now wel amployess DE?T‘C-""I henr _ﬂr-’:
Wy perforrance sporasstievaiuston s a Gir refiection of my performance

I ey most secem perfarmancs apprassal, | Lndenstosd what | had

10 10 be rated al Sffesem perfomancs keals
b oy week it diferences iy peronnance ate recognized in 3 meannghul wsy
by work: enil, monetasy 2wands (e bonu

O b Spol (073 awerds ane S i Al Awands (3AAs)) sre swarded in @ bmely manser

b my work wnit, monstaey awands (e bonusss, On the Spot (0TS swerds, and Spaical Act Awards (SA~LS)) are swerded n 2 far maneer

o

 performas who cannot o will nol imgt ove

kn my work snil. sleps are taksn 1o deal with =

How satishied ars you 'with the recognton you recomne for dong a good b7

Deecuscaons with my suged about my performance sra worthwlhbe
Employess dre racogrezed lor proeding tagh quasy prodecls and serveces

Apands 0 my work unit depand on how well empioyees parfom thes

Censidenng sventieng how saliskied are you with your pay?

b Woik Esvironmant

Employeas are protesied from heaith snd safiety hazards on the b

My orgamzation has oepared empboyses fon potential securty threats

Physst s conditicns {loe example. foisa levs], lemperature. ohting workplace. cleantiness in e workplace) alow employess o periorm Sier pis wal
¥ YourJob

Wy workiosd is reasorabie

Thie work | do & /mporan

My taients are s=ad well (n he workplace

My work grees e 2 lesling of parsonal accomphshment

| haee sullicent resaurces or exampls, pecpie. mals

Eudgel) o o2l ooy |ob dane

| know wnat ks sxpected of me o0 e b
| ik the kind of werk | do
Considenng evarything, how satisfad are you wth your job?

| @m constantly looking for wags to &5 21y job Detler




(U) Survey Trend Data
Workforce Engagement Survey ltems

DA 2018

¥ Workforce Engagement Survey ftems DA 2091 % Positive

¥ Youwr Supersisor

| 2m satshed with the nformston | recere sbout what's giesg on = my workgrous
| v trust and condidsnces in my supenvsar

In the (a5t sox mmanths, my supervisor Bas Blked wih me about my pedormance
My supsrisor has the skifs and expesiance needad 1o parform hs of bar ob

My supesrvisor i committed o 3 ssccione representative of all segmonts of socinty

Srvis0r IRLaes 1o whal | have 10 S8y

Wby supsrvisor mamtsns hagh siasdards of honesty and Biegrity

My supervsor provdes me wilh Construcive SUggestors 10 Impeove Iy job parformance
My superizor proedes me wilh eppoitundies 10 demansiats my leadersho sills

My supsrvisor supparts my nesd 82 balance work and ofer ife iseuss

My superizar resls me with respect

Dwemall now geod 3 job do you feel it beng dane by the manager dreclly above your Immedale supanysor?

Creetall Frow good 3 job do yiu fesl = ety done by your imrmodiae superyisoe?
¥ Your Workgoup

My work urd = 2his (o secruit peopes with the aghl skdls

The pecgle | work with are highly skited

The pecple | werk with coopesate to get 1he jof dons

Thie shall favel in my work proup has Improvied m he past yezr

| trizst the people in my sorkgroup

Emplayess i rey wark uni share b knowledge with each athes




(U) Survey Trend Data
|Q Index

DiA 2018

¥ Workforce Engagement Swivey items - 1Q Index DiA 2017 % Positive

¥ Supportive

My supervsar simpers my need to balante work 2nd other e lssues

My superisor islens lo what | Save lo s3y

My supervisar breats me wilh recpect

My superriser providies me with constructive suggestions la impreve my job perforsasce
in the las! s menthe, my supentsor has E%ed with me about Ty pariormance

Crezti/ity and Ipnovaton ars resarded

wipenvisors work well with emip

Feren! backgrounds

Polkiss and grograms promede desersily in the workpiace (for exarrple, recrutng mineniios and woman. F3irng & swareness of dversty Brues, menionng)

tve ol 3ll segmests of sotiefy

My superasa is commitied o 3 workfonze repré

¥ Empowering

fee! ercouraged Lo coms uo Wil new and belier ways of dairg thaos

mployess have 3 tzaling of personal smpowerment with 1espect o work processes

My i= ad well in tha warkplace

¥ Cooperative

Managess promote sommuncEBan among aiffesen! work wrots [Yor axample. aboul prosocis. geals. neecnd resaurces)
Mar agers scppan c OHAROMASON ACN0Ss mOrk Lnks 20 accompbsh wirk objetlives

¥ Fair

Awasrds n ) work enit Sepand on Sow well emzloyees perk

N my work unit. sleps are tak

withap performar who cannol or wil not meprer

2 ety wiotk umil Sflerences in pedarmance are racognees 1 a2 masing il wiy

ehitenry achan partonal feontsm and

caan for partican poltcal purposes are ro! 1of ratod

Prohdied Parsonnel Pizcnces For sxampla, illegal distrimnaton m personned d

NS suth DS BN o Py selting edsliutling & person's rght omipeie for employrsant, knowsngly g velerans preference

equstemedis) am ol Inderated




(U) Survey Trend Data

Leadership Scores

A 2018

¥ Workforce Emgagement Survey ltems - Leadership Scores DA 2017 %% Positive

¥ Trustworthy: | kave trust and confidence in 3
Al Leadershp Levels

Team Lead

Fusl Lire Superasot

Beranch Leadershp

Drvissan Londership

Cice L eadeentep

DIR Leagership

DiA Agency Lessershp

¥ Motivating: generates s high level of motivation and commitment in e workiorcs,
Al Leadershp Lessis

Taam Lead

Furel Line Svperasos

Bigneh Leadershig

Drassan Lesdershp

Ofjes Leadesshp

CIR Leassrehip

DiA Agency Laadarship

¥ Fair: Persanal tavoritism is not tolerated by 2

Al Leadershpe Lovods

Team Lesd
First Line Superasor

Beanch Leadsrshg

Divissan Lesdership
Ofics Lzadeszhp
DIR Lecedarship

({18 Agency Leadorshp




¥ Workforce Emgagement Survey ltems - Leadership Scores

¥ Communicative: | am satisfied with the Information | recelve from ;
Al Leadersiip Lavels

Team Laad

Fist Lins Supenesce

Branch Leacershp

Devisson Leadarship

Office Leadership

DR Leadarship

DA Agercy Leadership

¥ Empowering: | feel empowered by :
AN Leadershp Levels

Team Lead

FrstLins Supenssor

Branch Leadershp

Devision Leadership

Office Lesdershe

DR Leadeeship

DA Ageney Loadershg

¥ Conflict Resolution: | have confidesce in the conflict resolution skills of my =
All Leadessing Levels
Team Leas

Firsi Line Sugenasor
Eranch Leadershp
Dovisson Leadership
Cffice Leadershe
IR Leadorship

DA Agerey Loadershio




(U) Survey Trend Data
Leadership Scores

¥ Workforce Engagement Survey Items - Leadership Scores D 217 i
P inclusivity: demaonstrates inclusive behaviors with employees ol different backgrounds (for exampls, behaviors thet include listening to, consulting with, sccemmadating, and engaging with others)

All Leadership Lavess N

Team Lead R'A

First Line Suparoser N'A

Erarch Laadarskp NA

Cevimon Leadanhip A

Otfice Leadershp A

DIR Lezdesthip hA

DIA Agency Lazdership N

P Overall Satisfaction: Ovarall, | am setishied with )

All Lenderatap Laveis B3N+
Tearn Lagd s 4
First Line Superisty 5% +
Branch Leadershep T35, 4
Chvison Leaderzhip B7%

Gifice Leadarshg 1% ¥
DIR Leadership %

DIA Agency Leatlstship 3% ¢




(U) Definitions
Key Indices

Effectrve Leadership - Falmess Measures the exian] 10 wiith employess Defieve dispifes are resched falily 0 |ey work unit whether of not employess televe aritrary aclion 2nd personal lavornitism is tkeraled. and ¢ employess fee!
vonsbie seportng (egal activities without fear of reprsal

movals empicyess

Effective Leadership - Supefvisors Measures employees opinions Sbout Ner mmedizie supanvisors pb pefonrance Row wall supenisors dive employess the opporiunity to demonstrate leadership skifis. and De
SUpesvisOrs suppan emiyes development and provide worttmhile fe2abad k abold ob perftnmancs

Employee Skilis/Mission Match Measures the exieni 1o whith smployess fes| T3l iheir =hills and zlenls are used efisctively. Furhermors, it assesses the extent 1o which empioyess get satisiaction from their work and uniersiand how their jobs
are elevant to e oiganization's missian, )
1
Innovation Measures employee percepbons o |
Measures how saishied empioyess are with their pay ‘
Performance Based Rewaras & Measures the extenl to which employess feal Mey are rewanded and promoied m = far and tmely manser lof el perfonmance 2nd Innovaive coptnbutions o the worklonce
Advancement

Strategic Management Measures ihe exienl o which employess befieve ikal management ensures thev have the necsssary sklls and abdities fo do heir jobs. is suctessil 21 hinng new employess wiilh ihe necessary =klfs 1o help the
organization. and works to achieve the organizational goals wilh argeted personnel strafegies and performance management

Effective Leadersh LTI LISl 1 1easures the level of respect employess fave for ssnoreaders satisfaction we the amourt o inforrmation provided by mznagement ang percepiions sbalt serigr eaders’ honesty, integmy. =nd ability 1o ‘
to 'which employees feet ‘

£N0Is 1o Imprcae e w2y work is done. InChading Thelr own personal moivaiion %0 pramaole change and the supoorl 2nd rewards ey receive lor promoting new ieas

Support for Diversity Measares the extent 1o wiich employess befieve 3l 2030ns ang policies of leadeiship and mansgement promote and respect dVersity.

< the exient [o which employess befieve empioyess communicale efizciively boh inside and cuiside

Teamwork their feam ceganeations, cresiing 2 Mendly work smosphere and procucing high quality work

products

SI

Training & Measures the exlen| 1o which employess believe thelr developmen| nesds are assessed and aporopaals raming & offered. aliowing them 1o 40 Mer pobs effecivedy and Improve her skilis.

WorkiLife Balance Measures the exient 1o which smployess consider e¥ worklcads ressonable and feasible and managers supgor 3 balance betwesn work ang §fe




(U) Definitions
Comment Themes

Ca Opportunities Comments relaled %0 tatesr paths Caresr advancameant and promotional oppeundies.
Comments related %0 arganezationzl culiurs, Bolusivensss, Taimess and nnovation |
Carmments ielated % commuonication between leadesship and employees. supenvisars and subotdnales. and wilkin the IC.

Comments selated 0 being empowered with respest 10 work processss and involvermert in decisions that affect work

Cormrenits ralated 0 kadersnip Syle accesuiblity, 2nad accountabiily of DIA enferpriss leaders

Comments elated % Mission

TVIC

Cormments ielated % pay modem|zation. salary, berefits, the imination of TLMS, and student inzn repament

Benelits
ad rards & Cormenis related 30 being recognized and prometed in a fa¥ anc himsly manser for performances and Comfmbutions 1o ine workiomee

Advancement

Corsmnents jelated o your frsl e Supervisor of Supenisan 1ssues 3l e DA enlerpise
_":IOI"I"I;’ETT_.“‘:TEIZEEQ W traning and memanng DppoTtniies throughcut the F_‘_'.A enerpnss and m the field
Commenis related ¥ you specific wiskgroup

C-GI’TITTEnB r2igted 0 e tasks vou do each cay, nckiding job it and skl maich wan your cument posiion




UNCLASSIFIED/AQUD

Questions or comments? Please contact:

(B33 10 UsC 424

The survey mailbox:

Committed to Excellence in Defense of the Nation

UNCLASSIFIED//TCU0
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