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Overview

Response Rate

UNCLASSIFIED

Key Findings and Recommended Focus Areas

58% of DIA's eligible
workforce completed the
2017 WES, an 8% 580
decrease from 2016. \ ' )
DIA’'s response rate
exceeded the IC-wide  comd o
response rate of 50.8%. "“'““:959% W

Key Findings

Scores for 80 out of 85
survey items increased.

3

Largestincrease was 8%. "Awards in my work unit
depend on how well employees do their jobs."

Scores for 5 out of 85 survey
items stayed the same.

Global Satisfaction

Scores for the Global Satisfaction Index

increased 3 percentage points since 2016;

global satisfaction has increased over each
of the last three years.

All DIA Leadership Characteristics
scores increased from 2016.

MI
&

Fair
Empowering

@ Motivating

—
|

|

For the greaiest impact on Leadership Satisfaction,

@ Trustworthy

Communicative

Largest increase:
Effective Leadership - Fairness

= 2016 W 2017
focus on Communication at all leadership levels. 2014 2015 2016 2017
13 of 13 key index scores DA's For the
Increased between lnclu_smn Greatestimpacton
2016 and 2017. Quotient Oraanizstional Satistaction

2016 to 2017.

~ 2 in 7 civilians

plan to leave DIA
in the next year. Most cite:
Career Progression /
Promotion Opportunities

focus action planning on these three
low-scoring high-importance indices:
+ Effective Leadership ~ Senior Leaders
- Effective Leadership - Empowerment
* Performance Based Rewards & Advancement
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2017 WES Respondents vs DIA Employee Profile

Comparison of Survey Respondents to myHR Data

Employees by Key Demographics R
Civilian Employees by Grade

91%

30 Years or Older

DISES/DISL 5 ll '
Possess a Bachelor's Degres or B2% oy 4

Higher T e
D
Military Officers (among Military m -

GG-13 (among Civilians) - GG12 m 10%
® Survey Respandents aaid = I.'-\"
Outside of NCR A% myHR Data e 2

=
conasin CHRD

EmyHR Dats W Survey Respoadents

RNO Minorities

Military TR

Employees by Generation
28% 26%
Baby Boomers Baby Boomers
(bom 10a5-106¢p  OUFVey Respondents (born 1946 1964)
48% 49%

Generation X &

Generation X
(barn 1965~ 1980} : R Sar

24% myHR Data

Millennials

‘barn 1581 = 2004)

Note: Demographic w orkforce datawas pulled frommyHR on 27 April 2017 to align to the

ulation taking the WES
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Global Satisfaction Analysis
Global Satisfaction ltem Scores Over Time

2017 Global Satisfaction Item Scores Global Satisfaction Item Scores Over Time

Scores for all four Global Satisfaction items from lastyear, and all
Pa exceed the scores from 2014.
0 y
12%
satisfied

with your pay?

60%

. . r a o
Considering everything, 73% 71% 72% =
how satisfied are you V\ i = 53% ay

Organizational t
Satisfaction

Job

Satisfaction

Considering everything, :
how satisfied are you Recon[‘;::ndlng t
with vour job? 2014 2015 2016 2017
N Organizational Satisfaction by DIA Organization
i iden
0 Satisfaction Organizational Satisfaction increased Agency-wide from 57% to 60%
BU /ﬂ Considering everything, between 2016 and 2017, and satisfaction scores increased for most DIA organizations.

satisfied how satisfied are you

1d . ¥, a3
i t rg ' imny
ll]’(#{_\ aur o __,!”H/HUF n 2016 2017

¥
i

5% 0 o = .
621 ER62 % e GG |
. 4594
Recommending
| recommend my = 7 [uExe o = = = B = s == = £ =
=M . SC 424 o o o © 8
S 8 - g8 8 g8 8 8 8 g 8 8
arganizalion as a W - = = < = Q |
vd place t k g = & E £ E a o/ " S ¥l
qood place to Work. < w w 4] [ Emix
good pf g o s 2 3 3 > B U |sc 424]
w = " - w @
5 b g [hzf}.m Usc 3 -
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2016 - 2017 Success Stories
Top Gains

Survey items with the Greatest Change between 2016 and 2017

Awards in my workunit depend on how well

0L
The four survey items "%‘8 ~ employees do their jobs.
with the greates! Arbi i I o d on
change between 2016 £ ?"-i;. |’tyrary ac]'ttpn,! persona avorltt:m; a}ﬂ co?rc:lon or
not lolerated.
and S017 ate-ai e . partisan political purposes are 0! [o/ers 4 ot
- “ /o more On the
right. Three are related o In mywork unit, the differences in performance Spot, Special Act and
to peff?rmance anq + T ' are recognized in a meaningful way. Time Off Awards
related to culture. =0/ Creativity and innovation are r=wr e, employees between
+ /[~ FY15 and FY16™

Perceptions of Senior Leaders” Perceptions of Military Assignment

Scores for all 4 items regarding
military assignments at DIA
Increased over the last year,

The largest increases:

Effective Leadership—

/.; ',
( g %‘\) Senior LeadersIndex Score
-

Millennials
Perceptions of (born after 1980) My supervis_or understands what | need
Senior Leaders continued to succeed in my career as a member of
to improve between 2016 Generation X the US military.
& 2017 among all (born 1965 - 1980) and

I have the opportunity to meet my
training requirements while assigned to
DIA.

generations, with the

greatest increase among Baby Boomer

Millennial respondents. (born 1946 - 1964) >
+47°

Note: Awards dataw as pulled frommyHR on 19 July 2017

*Note Employees born prior to 1946 make up less than 0.5% of DIA's w orkforce and are not included in the generation analysis

lote: The aw ards calculation does not take into account DISES/DISLs  aw ards, annual bonuses or any recruitment, relocationg
relention incentives.
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Index Trend Analysis

Key Index Scores Over Time

13 out of 13 key index scores targest I;ndeX ere Increa§e:
. Effective Leadership -
Increased Senior Leaders
between 2016 ;
and 2017 increased from
48% to 59%
between
2013 & 2017
All indices also
exceeded 2013 scores as This index score increased across
reflected in the graph below all grade, rank & generation groups

2015 #2014 ®m2015 ®m2016 m2017

5 Year Index Trend, 2013 - 2017
Int I‘

Employee Teamwark Effective Waork/Life Support for Innovation Training & Effective Effective Strategic Performance Effective
Skills/Mission L=adership - Balance Diversity Development Leadership- Leadership- Management Based Rewards Lezadership -
Match Supervisors Senior Leaders  Fairness & Ernpowsrment
Advancement

Note: 2013 & 2014 Index scores were recalculated to match ODNI algorithm; scores may differ slightly fromprior DIA reports.
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2017 Recommended Focus Areas

Continue to Focus on These Three Areas to Maintain Momentum

To identify focus areas, the correlation between each key index and organizational satisfaction was examined.
These three recommended focus areas are both highly correlated to satisfaction and low-scoring among the indices.
They were focus areas in 2013, 2014, 2015, and 2016 and all three have increased significantly over the last three years.
Continue focusing on these three areas to maintain this positive momentum.

Effective Leadership -
Empowerment

The extent to which employees feel

Performance Based
Rewards & Advancement

The extent to which employees feel

—4—DlA -8 (C —d—Federal

empowered with respect to rewarded & promoted
work processes and in a fair and timely
satisfied with their manner for their
involvement in 0 performance
decisions 5 1 /[] and innovative 530/0
that affect contributions
their work. to the workforce.
525 S2% 52% =3________:. S1% 52% 578 53% 58%
% . .
4% 43% 44% : 1% 46% A% 45% 53%
o - 46% :
b 40% az% £1% 41% 4% i
2013 2014 2015 2016 2017 2013 2014 2015 2016 2017

~=DIA ~f~IC —d—Federal

Eifective Leadership -
Senior Leaders

Satisfaction with the amount of information
provided by management,
level of respect for

senior leaders,

and perceptions

of senior leaders’
honesty, integrity,

& ability to motivate.

59%

2013 2014 2015 2016 2017
~9=DIA “B|C ~d~Federal

Note: Federal survey results willbe released in late Fall 2017
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2017 Recommended Focus Areas

By Rank and Grade

Perceptions by Rank and Grade DIA Onboard Population by Rank and Grade

Index scores increased across nearly all grade and rank

categories for the three focus areas. @ Enlisted
However, as in 2015 and 2016, @ Officer & Warrant Officer
Fivilian G126 o) 3 Up to GG12
Civilian GG13s . ® GGi3
continue to be the lowest scoring group by rank or grade J ' ®cGi4
s :I;_t. :.\' 3 s . GG1 5
One third of DIA's gy @  ODisEsDsL

workforce are 1o Source: myHR, 27 April 2017

Focus Area Scores by Rank and Grade, 2016 & 2017

Effective Leadership~ Effective Leadership - Performance Basad
Semor_Leaders_ Empowermen{ Rewa:\rds & Advancement 4SA) sfon
Enlisted |+ Enlisted the spot cash
I li' = awards, time off
Officer & Warrant Officer & Warrant 16,5005 1 P
ey s awards, and special
_ - — act awards were
UptoGGI2 | Do givento GG13s in
FY16
ot G613 §
GG14 o Only 4.7% of
the GG13 population
GGi5 was promoted in

DISES/DISL
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DIA added Leadership Characteristics to the WES in 2016 in order to measure employee perceptions of leaders in their chain of

command. Respondents were asked to report their satisfaction with their leaders and to rate their leaders on 5 Leadership
Characteristics:

TRUSTWORTHY

I have frust and confidence in

MOTIVATING

. generates a high level of
maotivation & commitmentin the workforce.

FAIR

Personal favoritism is not
folerated by ;

\T‘i"
&
A&

& 5 y
37 S e

®

®

COMMUNICATIVE

{ am satisfied with the information
[ receivefrom

EMPOWERING

| feel empowered by

LEADERSHIP SATISFACTION
Overall, | am satisfied with

i3 ausc |
24

2016 2017

63% €

" agree

58%

640
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Leadership
Satisfaction

£ 105|A1adng aur 1514
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@ Empowering

Japeal apod-[/vqayiq

Across all leadership levels, the characteristic
most closely correlated to Leadership Satisfaction

is Communicative; to improve leadership satisfaction,
focus on Communication at all leadership levels.

Communicative

W 2017 WES

and
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SULL
ors received the most positive scores.
For four of the six leadership characteristics, Office/Center
received the least positive score.
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Scores for all four Military perceptionitems increased over the last two years and all exceed 2013 scores

2013 2014 2015

2016

2017

Military Perceptions
Perceptions of DIA Assignment

My supervisor understands what | need to succeed
in my career as a member of the U.S. military.

| have the opportunity to meet my training

Military Perceptions 2013 - 2017

UNCLASSIFIED

requirements while assigned to DIA.

My assignment at DIA is a career advancing
opportunity.

Perceptions of Cooperation

Military & Civilians work well
together within the DIA enterprise

79%
of
1%
of

Civilians
A
Military ik

Agree

8% gap
between military & civilian
responses in 2017, compared
to a 7% gap in 2016.

Warrant Officer

Enlisted

% agree

Perceptions of Assignment by Rank & Organization

My assignmentat DIA is a career advancing opportunity

Lowest
Scoring

Military Officers
& those assigned
to DOand ST
were least likely
to see their DIA
assignment as a
career advancing
opportunity.

67%
62% N 61% N 60%
35% M sa%
CSH DIRDDR J2 RMS §DR

% agree

Lowest
Scoring

52%
42%
DOJ ST




Military Perceptions
Military Element Analysis

@ US Nawy

@ US AirForce

@ US Army

@ US Marine Corps

Source: myHR, 27 April 2017
Note: US Coast Guard personnel
represented 0% of the onboard
population as of 27 April2017
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Among all Military assigned to DIA,

US Air Force personnel have the least positive and
US Marine Corps personnel have the most positive
perceptions of their assignment, placement, and
supervisor support.

Almost one third of Military assigned to
DIA are US Air Force Personnel

Military Perceptions by Element £ XU Navy ® uUs AirForce ®Us Army

@ USs Marine Corps

My supervisor

My assignment understands what
makes good | need to
use of my succeed in my
skills and career as a

experience. member of the

U.S. military.

% agree

| have the
Op;c;r::r;:; = My assignment at
training DIA is a career
requirements advancing
while assigned at opportunity.

DIA.




Civilian Intent to Leave
QOverview

ing to
«W9%0Ley  299%of civilian

N
Q ®  respondents indicated
thatthey plan to leave DIA
(o) within the next 12 months.
2 9 / o This item provides insight into which types of
civilian employees are considering leaving

DIA and faclors driving theirintent to leave.
The percentage of employees intending to
leave exceeds the percentage of employees

that actually depart the agency.

Destination of Civilians Planning to Leave
Nata: Chart does nol add up to 100% because
respondents could select multiple categories

IC Government Job

Nen-IC Government Job
Non-Government Job 17%

Another Reason 15%

Retiring 10%

Relocating 9%

Personal Reasons . 39

Returning to School .2% Three; quarters of those
planning to leave plan to
Caring for Family Members l1% find an IC or non-IC
GovernmentJob.

UNCLASSIFIED

Top 10 Factors Influencing Intention to Leave

Note: Bespondents could select mulliple responses

Insufficient career progression /
promotion opportunities

Bureaucracy / inefficient work
processes

Dissatisfaction with DIA senior
leadership

Insufficient access to career
development opportunities

Dissatisfaction with my immediate
supervisor or management

Insufficient recognition for my
work

Negative work environment

Insufficient lateral career flexibility

Insufficient tools and resources
needed to do my job

Poor work/life balance

The most commonly selected factor is
Insufficient career progression/ promotion opportunities.
Almost three out of four respondents who selected
IC Government Job as a destination selected this factor.

UNCLASSIFIED

56%
56%

Notan option in 2015
47T%

39%

B b

27%

2%
26%

2%
24%
Notan option in 2015
8%
23%

21%
2 3 "'l'fu

2015
_ ® 2016

19%
16% W 2017

Note: This survey itemprovides insight into w hich types of civilian employees are considering leaving DIA and factors driving their intent ta leave.
The percentage of employees infendingto leave often exceeds the percentage of employees that actuallydepartthe agency.
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Civilian Intent to Leave
Trends in Attrition Based on myHR Data

Trends in Attrition Attrition Rate Trend

The average attrition rate for FY12-FY16 was

6.3% &

« In FY18, the attrition rate was 5.5% even though 28%
of 2015 WES respondents indicated they planned to
leave DIA within the next 12 months.

«  Between June 2016 and May 2017, Baby Boomers
and GG-13's were the highest populations to depart .
DIA. CIGLE FY14 FY15 FY16

*FY16 Attrition by Generation and Grade

o,
2% .
i 12%

3%

. 10%
45%
26%
31% 36%
miillennia mGeneration X = Baby Boomers Sient Generation BlUpto GGI10 eGG11 aGGE12 mGGIE eGG14 eGG15 =DISESDISL

29% of civilian survey respondents indicated that they plan to leave DIA within the next 12 months.
These groups are the most high and low risk:

High Risk Groups Low Risk Groups

Least Likely 1o Plan e Leave

Mos! Likely te Plan o Leave

- GG13 & Below (32%) - DISES/DISL (14%)

« Millannials(34%) = Less than 1 year DIA Tenure (23%)
= 1-3 Years DIA Tenure (36%) » Baby Boomers (26%)
“Note: Afiritiondata w as pulled frommyHR on 19 July 2017 reflects June 2016-May 2017 to align more closely to the Intent to Leave Scores
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£ Civilian Intent to Leave
B Analysis of GG13s as a High Risk Group

Based on civilian intent to leave as well as myHR attrition data, GG13s are at particularly high risk to leave DIA. Of those
civilians that intend to leave, 32% are GG13 & Below and in FY16, 36% of the attrition rate was made up of GG13s.
GG13s also score the lowest in the key survey indices when broken down by grade.

Analysis of GG13s and the Factors Most Likely to Influence the Decision to Leave

|
GG13s Bureaucracyinetficient work processes, 41% GG135 T "
0 X0% o Diks
33 /0 | civilian workforee
.

Promotions into GG07- GG15

fromFY14 - FY16*
Based on grade, GG13s scored
lower in Organizational
Satisfaction, Job Satisfaction, In FY17, 26% of the
and Recommending DIA GG13 population
o GG13s scored lower in all submitted a PAF. Of
Key Index Scores. The those that submitted a
average score was 28% less H i PAF, 13% received a “P"
than the highest scoring
group, DISES/DISL GGO7 GGO8 GGO9 GGI0 GGli GGl2 GGl13 GGl4  GGIS
2014 ® 2015 W2016

*Note: This chartdepicts the grades employees w ere promoted into and not the grade they previously had.
Note: Promotion data w as pulled frommyHR on 19 July 2017
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# % Civilian Intent to Leave

Actual Attrition vs. Intentto Leave FY13-FY17*
S00NG to L, The 29% of respondents who .
Q™ Yo indicated that they plan to leave DIA The avg.
in the next 12 months report less gap
positive responses to all survey between
items. =e={ctual Astrition Actual
Many of the lowest scoring items for = Ll A?trnti]o n _'_&
those intending to leave are related to F 7% i &% Leave s
career growth, performance-based " T e 230,
rewards/recognition, and fairness.
FY13 FY14 FY15 FY16 FY17

Largest Gap: Lowest Scoring Items: Intending to Leave
Recommending DIA 8 Intending 1o Leave

B Intending to Stay

o Pay raises depend on how well employees perform their
jobs. 14%
27%
of those who are How satisfied are you with your opportunity to get a
better job in your organization?

Planning to
eave would How satisfied are you with the poiicies and praclices of

recommend their your senior leaders?

organization as a

good p!ace o Pramotions in my work unit are based on men.

work

Employess have a feeling of personal empowermenl
with respect to work processes.

In my work unit, steps are taken to deal with a poor m

of those who are
not planning to
leave wo
recommend their
organization as a
good place to
work

performer who canne! or will nol impréve,

Creativity and innovation are rewarded.

| recommend my organization as a good place to work.

2o s=Be =Be =l =R
e =4+ =8+ = =
oo e =0 e e
e =She =Sj% ool ===«
=ie s e =i+ =8~
=80 = 5. =5 =
e
-
=R =Bs =+ =5 =
e SRe == - =5 ==~

‘Note: Attrition data is not available for FY 17 until the end of the fiscal year,




2017 Inclusion Quotient
Overview, Comparing DIA to
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the IC and Fed, and Trend Analysis

About the Inclusion Quotient

The Inclusion Quotient was
calculated by IC agencies for
the first time in 2015.

20 items related to inclusive
environments are grouped
into five Habits of Inclusion,
which are used to determine
an Inclusion Quotient.

o\us.\o n QUO ti@

66%

DIA's Inclusion Quotient
increased from 62% in

2016 to 66%
in 2017.

5 Habits of Inclusion: DIA Scores
Fair 28 s 4

Perceplion of
equitable treatment,

Cooperative

Perception that mangement encourages
communication & collaboration.

Empowering
Perception of the availability of
resources & supporilo excel.

BT

Perf:eptione! management support ‘NN .. N .'I. . d f~ v
fordiversity. nnn | i 0 L X

Perception of supervisor support for
worlklife balance & career development.

DIA
2017

IC
2017

Fed
2016

Inclusion Quatient.

Fair
DIA's 2017 Scores for all
Inclusion Quotient Cooperative 5 Habits
is 8 percentage _ increased
points higher than Empowering between 2016
the Federal 2016 and 2017.
Inclusion Quotient, Open e
and 3 percentage ; e largest
points FI:\ower tha?n SURpaFtive 81% increase was for
the IC-wide 2017 Fair.

Inclusion Quotient

66%

12016 ® 2017
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Comment Analysis

329/0 of survey respondents responded to
the question:

If you could tell DIA lteadership one thing,
whatwould it be?

Culture

"l applaud DIA HQ's interest and attempts to

generale an Agency culture. | think this is
good for the long term.”

UNCLASSIFIED

Comment Themes and Keywords

Top Comment Themes

Career Opportunities
Less than 4% of all comments
related to each of the fallow ing
Pay & Benefits, Communication,
Your Current Job, Empow erment,
Workgroup & Tearmw ork, Training Culture
& Development _ 15%
Strategic Management
1 3‘*’5
Mission Services B¥
7%
2 02015
Performance Based Rewards & Advancement ) B SDiE
6%
= 2017

Supervisor W

* Note: Comment themes were self-selected by respondents.

Most Commonly Used Words

OPPOIIUNItY gyperyisoy Srector

supemsors"“’“ #riy
ma"mb‘;geé'gm position

personnel

poor

SGian ity - Career Opportunities
Dfoblem o em,fs'?"ee 1'-‘ Jt]’*r“‘
tiogs . move epertie PIoe e opportunities "Limited career opportunities is a big one.
belaeve rem » branch . i =
%?&?&n Ve orqamzatnon' it feel tlm e The new PAF/Talent Management System is
p r O m Ot' O n ]O b - b prone to embellishment and akin fo a self
avosts _leave | RP reedbadt - een- aggrandizing paper work arill that lakes far
ProCesSp,s l e rs a enc y “‘.j"‘f’i‘g’ too much time and resources for both the
© Senior = w . """ understand e individual employee and everyone involved.
level training ; m | S S| O N culture I think everyone understands the intent but
support  milit: 3y coarue  management ils a step in the wrong direction. The result
rometed SyS!er‘n really posmons . h h! S o 1 ” »
v performance workforce IO OO S mo may be worthwhile - more people will quit
o mé:’emceéf,( members upefrme p y because of this system."
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Next Steps
Whereto 2017 Focus WES Action Planning

Enterprise Action Planning Areas The action planning areas identified since 2013 as both low
scoring and highly correlated to overall satisfaction have improved significantly over the last
three years, but have not yet returned to 2012 levels. Maintain momentum by continuing to focus
action plans on:

+ Effective Leadership — Senior Leaders

+ Effective Leadership - Empowerment

» Performance Based Rewards & Advancement

Perceptions of Leadership Effectiveness
Across all leadership levels, the characteristic most closely correlated to Leadership
Satisfaction is Communicative; to improve leadership satisfaction, focus on:

+ Communication at all leadership levels

Civilians at High Risk for Atlrition Focus action plans on the civilian groups most likely to leave
DIA within the next 12 months:

» GG13s & Below
« Millennials (born after 1980)
*» 1~ 3 Years DIA Tenure

® @

Military Element with Least Positive Perceptions of Assignment
Focus action plans on the Military element with the least positive perceptions of their DIA
assignment:

©)

« US Air Force Personnel Assigned to DIA
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2017 Workforce Engagement Survey:
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Appendix A:
Survey Methodology and Definitions
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"@"- Appendix A:

What's Next: Forums for Releasing Annual Survey Results

DIA Annual Workforce Engagement Survey Annual IC Climate Survey Resulis

Agency Level < ODNI briefs the IC-wide annual survey results to
S IC leaders
« Brief OHR leadership on Agency level survey results ; .
+ Brief DR/DD/CoS on Agency level survey results ' ODMLRIEnaes Ki-Nog IRSUIS T SOIdIeRS
* Release Agency level survey results to the « ODHNIlreleases IC-wide index scores to the
workforce Partnership for Public Service for inclusion in the

Best Places to Work in Government rankings

Directorate Level

+  Release Directorate and CCMD survey reports and e
respective comment files to Directorate and CCMD E. FedView Annual Survey Results
leadership. A

Next Steps «  OPM releases FedViewAnnual Survey results in
Fall 2017

« Conduct additional analysis of survey data or ; - : .
comments by request: »  Partnership for Public Service publishes the

LT Best Places to Work in Government rankings in
Fall 2017

» The survey team mailbox:




Appendix A:

Methodology and Importance

SurveyOverview

About the Survey: DIA fulfilled the Office of the Director of National Intelligence (ODNI) requirement to participate in the 2017 Intelligence Community
(IC) Survey by incorporating survey items from the IC Survey into the Workforce Engagement Survey (WES). The WES measures employee
perceptions across the key indices that drive employee satisfaction and identifies trends and changes over time.

Administration: The 2017 WES was open to all DIA-funded military*, civlian and JDA employees between 08 May and 10 June 2017. Contractors and
Interns were invited to leave a comment. Surveys were administered via a web-based technology; employees received an email that included a link to
the survey on JWICS or SIPRNet.

Response Rate: The Agency response rate is 58%, an eight percentage point decrease from last year's 66% response rate. Based on this response
rate, the confidence lewvel is 99% +/- 1.5.

Data Analysis and Reporting: Data was collected and analyzed by DIA's Workforce Analytics Team Analysis of DIA's Workforce
Engagement Survey included index calculations; sub-group analysis; regression analysis to identify focus areas and comparison with the Intelligence
Community Climate Survey (ICCS) and Office of Personnel Management's (OPM) Federal Employee Viewpoint Survey (FedView).

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

Why are Employee Perceptions Important?

Employee satisfaction and commitment are critical to 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.2 MSPB found that higher levels of employee engagement are correlated with:

» Higher scores on the program results/accountability portion of Office of Management and Budget's (OMB) Program Assessment Rating Tool
(PART)

« Anemployee's intent to leave the agency

« Anagency's average sick leave use

* Lewels of equal employment opportunity (EEO) 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. 3

' CCMD military were nol included in the Agency level repart bul are included in individual CCMD reports.

2 0.8, Merit Sy stems Protection Board, The Power of Federal Enployee Engagement, Washington DC, 2008,

TJ. K Harter, F. L Schmidt, and T. L. Hayes, Business -Unif Level Reiationship Belween Enplayee Salislaction, Enployee Engagement, and Business Outcomes: A Meta-analysis, Journal of Applied Psychology.
87, 2002,; Corporatle Leadership Gouncil, Driving Employee Performance and Retention through Engagement. A Quantitative Analysis of the Elfectiveness of Enplayee Engagement Strategles, Gorporate
Execullve Board, Washinagton DC, 2004; T.E. Becker, R.S. Billings. D.M. Evelelh, and N.L. Gilbert, Foci and Bases of Enployee Cormmitrrent: Inplicatiens for Job Perforrmance. Academy of Management

rnal, 39, 1996.
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Definitions of Key Indices

Measures the extent to which employees feel empowered with respectto work processes and how satisfied theyare with their
involvementwith the decisions thataffect their work.

Measures the extent to which employees believe disputesare resolved fairlyin theirwork unit, whether or not employees believe
arbitrary action and personal favoritism is tolerated, and ifemployees feel comfortable reporting illegal activities without fear of
reprisal.

Measures the level of respectemployees have for senior leaders, satisfaction with the amountof information provided by
management, and perceptions aboutseniorleaders’ honesty, integrity, and ability to motivate employees.

Measures employees' opinions abouttheirimmediate supervisor's job performance, how well supenisors give employees the
opportunity to demonstrate leadership skills, and the extent to which employees feel supervisors supportemployee development
and provide worthwhile feedback about job performance.

Measures the extent 1o which employees feel that their skills and talents are used effectively. Furthermore, It assesses the extent
to which employees getsatisfaction from theirwark and understand how their jobs are relevantlo the organization's mission.

Measures employee perceplions of efforts to improve the way work is done, including their own personal motivation fo promote
change and the supportand rewards they receive for promoting new ideas.

Measures how satisfied employees are with their pay.

Measures the extent to which employees feel they are rewarded and promoted in a fair and timely manner for their performance
and innovative contributions to the workforce.

Measures the extent to which employees believe thatmanagementensures theyhave the necessaryskills and abilities to do
their jobs,is successful athiring new employees with the necessaryskills to help the organization, and works to achieve the
organizational goals with targeted personnel strategies and petformance management.

Measures the extent to which employees believe thatactions and policies ofleadership and managementpromote and respect
diversity.

Measures the exient fo which employees believe employees communicate eftectively both inside and outside oftheir team
organizations, creating a friendly work aimos phere and producing high qualitywork products.

Measures the extent to which employees believe their developmentneeds are assessed and appropriate training is offered,
allowing them to do their jobs effectively and improve their skills.

Measures the extent to which employees consider their workloads reasonable and feasible.and managers supportabalance
between work and life.
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Definitions and OPM Indices

Definitions of ODNI and OPM Indices

This index was developed by ODNI to measure employee perceptions ofthe IC's progress toward transformation and
integration. This indexis composed of 5 survey items and measures whetheremployees feel a sense of community
(shared mission and values) acrossthe IC, the imporiance theyplace on collabaration in accomplishing our mission, and
how easilyemployees can share knowledge and collaborate with colleaguesin otheragencies,

Intelligence
Community (IC)
Integration

This index is part of OPM's Human Capital Assessmentand Accountability Framework developed in 2009 and s
composedof7 items. This indexmeasuresthe degree to which employees are satisfied with their jobs, including liking
their work and feelingitis important, feeling satisfied with theirinvolvementin decisions affecting their waork, their ability to
get a better job, and their pay.

Job Satistaction

Leadership & This index is part of OPM's Human Capital Assessmentand Accountability Framework developedin 2009 and is
Knowledge composedof12items. This indexmeasures the degree to which supervisors and senior leaders are perceived as
Management trustworthy, respected, motivating, and effective overall.

This index is part of OPM's Human Capital Assessmentand Accountability Framework developed in 2008 and is
composed of 7 items. This indexmeasures employee perceptions concerning theirorganization's abilityto recruit and
continuouslyimprove top talent. It also gauges the degree to which employees see themselves as being fullyutilized and
developed.

Talent Management

This index is part of OPM's Human Capital Assessmentand Accountability Framework developedin 2009 and is

Results-Oriented composedof13items. This indexmeasures the degree to which employees see a linkage between theirwork and the
EETe G EL GO agency's mission, goals, and performance. It also gauges whetheremployees believe that high performers are
recognized, rewarded, and promoied, and whether the agency eftectively deals with poor performance.

This index was developed by OPM in 2011 to measure the engagementpotential ofan agency's work environment —the
conditions thatlead to employee engagement. The indexis composed of 15 items and includes items related to
employee perceplions ofthe integrity of leadership and leadership behaviors, the interpersonal relationship between
workerand supervisor, and employees’ feelings of motivation and competencyrelated to theirrole in the workplace.

Conditions for
Employee
Engagement

This index was developed by OPM in 2014 and was calculated by IC agencies forthe first time in 2015. The index is built
on the conceptthat individual behaviors, repeated over time. form the habits that create the essential building blocks of
an inclusive environment. Workplace inclusion is a contributing factorto employee engagementand organizational
performance. This indexis composed of 20 items thatare related to inclusive environments, These 20 items are grouped
into 5 Habits of Inclusion: Cooperative, Empowering, Fair, Open, and Supportive.

New
Inclusion Quotient (1Q)
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Index Source
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Index Sources

The Partnership for Public Service ranks Federal Agencies annuallybased on theirsurvey results. DIA
patticipates in this ranking as partof the aggregate IC score. The Partnership measures 12 sub-indices and the
BestPlaces to Work (BPTW) ranking. ODNI also calculates BPTW sub-indices overall forthe IC and by IC
Agency. Whereas the other indices are calculated via an average of the composite items, the Best Places to
Wark ranking calculation is proprietaryto the Partnership.based on the three items below:

Best pll?}f!?cse? Work » | recommend myorganization as a good place fo work

+ Considering everything. how satisfied are you with your job?

« Considering everything, how satisfied are you with your organization?

The /C Best Places to Work index scores are aggregated across the Intelligence Community. Individual IC
Agency scores are not released to the public.

OPM created the Global Satisfaction Index to provide a more comprehensive indicator of employees' overall
work satisfaction. The indexis a combination ofemployees’ satisfaction with their job, their pay, and their
organization, plus theirwillingness to recommend theirorganization as a good place to work.

Global Satisfaction
Index

Seven OPM and ODNI indices were calculated to aggregate related individual items together into one easyto
understand score. Each indexscare is calculated by taking an average of all its individual componentitem
scores:

+  OPM calculates four Human Capital Assessmentand Accountability Framework (HCAAF) indices to track
progress lowards HCAAF objectives and the Conditions of Employee Engagementindexto measure

OPM/ODNI Indices workforce engagement.
+ OPM calculates the New Inclusion Quotient (New 1Q), which was builton the concept that individual

behaviors, repeaied over time, form the habits thatcreate the essential building blocks ofan inclusive
environment.

+ ODNI calculates an IC Collabaration indexto track levels of collaboration across the Intelligence
Community.
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Appendlx A:

of Comment Topics

Definition of Comment Topics

Commentsrelated to DIA's mission and abilityto accomplish its mission and goals.

Comments related fo career paihs, careeradvancementand promofional opportunities.

Comments related to organizational culture, inclusiveness, fairness and innovation.

Comments related to communication between leadership and employees, supervisors and subordinates, and
within the IC.

Comments related to being empowered with respectio work processes and involvementin decisions thataffect
work,

Commenisrelated lo leadership style, accessibility, and accountabilityof DIA enterprise leaders.
Comments related fo Mission Services, to include IT, Human Resources, Security, Facilities, and Logistics.

Comments related to pay modernization, bonuses, awards, salary, benefits, the elimination of TLMS, and student
loan repayment.

Comments related to being recognized and promoted in a fair and timelymanner for performance and
contributions to the workforce.

Commentsrelaied to your first line supervisoror supervisoryissues atthe DIA enlerprise
Comments related lo training and mentoring opportunities throughout the DIA enterprise andin the field.
Comments related to your specific workgroup.

Comments related to the tasks you do each day, including job fitand skill match to your current position.
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Committed to Excellence in Defense of the Nation
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Importance (Axis = Mean Pearson’s Correlation, 0.52)

Appendix B:

2017 WES Performance-Importance Matrix
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The Performance-Importance Matrix examines the relationship between each key index and organizational satisfaction.
This matrix provides a framework for identifying areas of success and areas of future focus.

High Performing —
Hgh Importance Indices

. Innovation

Suppart for Diversity

Low Performing— 0.75%
High Importance Indices
Effective Leadership -
Senior Leaders
Performance Based Rewards
& Advancement L Tos
= L] Training &
E"‘Em: tvel lmi::l’ e Developmant
L 0S5
Strategic Management
> R - i - e W
35% A0 45% SO 55% 0% G5%
Effective Leadership- (a5
Falrness

Low Parforming-
Low Iimportance Indices

¢ Effective Leadership il

Supﬁf:‘5°r§ki;15fmissiun Match
°

Jio Io% 8% 85%
L

Teamwork
]

Work/Lile Balance

Pay
@

High Performing-
Low Im portance Indices

Performance (Axis = Mean Index Score, 65‘@

About the Matrix

+ This matrix plots index scores on the horizontal
axis and Pearson's correlation coefficient on the
vertical axis. Pearson’s correlation coefficient
measures the correlation between each index and
organizational satisfaction.

« Pay, Work/Life Balance, and Teamwork have the
least strong correlation with organizational
satisfaction.

+ The three indices with the strongest correlation
with organizational satisfaction are also low
performing. For the most impact on organizational
satisfaction, action plans should focus on the
following three low-performing and high-
importance indices:

+ Effective Leadership - Empowerment
» Performance Based Rewards & Advancement
+ Effeclive Leadership —Senior Leaders
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Appendix B:

Effective Leadership - Empowerment Index

Shou e e | Effective Leadership: Empowerment Index ltems DIA DIA DIA DIA

The Effective Leadership - % Pasitive 2014 2015 2016 2017

Empowerment Index is composed of Employees have a feeling of personal empowerment with & 37% & 36% @ 38% M 45%
two items. respect to the work processes.

How satisfied are you with your involvement in decisions
that affect your work?

& 44% M 47% # 54% B 58%

This index measures the extent to which
employees feel empowered with respect
to work processes and how satisfied they
are with their involvement with the
decisions that affect their work.

Note: Due to rounding, the directional arrows foritems with very small score changes (less than .05%)
may not appearto match the direction of the score change.

DIA Index Score - 2017 Effective Leadership - Empowerment Index Scores: 2013 - 2017*

DIA’'s index score
529 52% 52% 53% increased by
9
percentage
points
40% 42% between
2015 and 2017

51%

2013 2014 2015 2016 2017
—4=DIA ~i~IC =d—Federal

* 2017 Federal survey results will be released in late Fall 2017
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Appendix B:

Effective Leadership - Fairness Index

About the Index | Effective Leadership: Fairness Index Items DIA DIA DIA DIA

The Effective Leadership - Fairness £ U ROTARE SIS S0 AN 20 13

Index is composed of two items. | can d!scloge a suspected m‘oiailon of any law, rule, or B 64% 5 64% 5 64% @ 69%
regulation without fear of reprisal.

This index measures the extent to which Arbljitrary agtjon. personal favortism and coercion for O 48% W 46% @ 47% @ 55%

employees believe disputes are resolved partisan polttical pumpases are not lolerated.

fairiy in their work unit. whether or not Note: Due to rounding, the directional arrows foritems with very small score changes (less than .05%)

. ; ; may not appearto match the direction of the score change.
employees believe arbitrary action and

personal favoritism is tolerated, and if
employees feel comfortable reporting
illegal activities without fear of reprisal.

DIA Index Score - 2017 Effective Leadership - Fairness Index Scores: 2013 - 2017*

66% DIA’s index score
increased by

0 55% 5% 53% 4% !
0 59% percentage
53

o 52% 54% points
between

. = = e 2015 and 2017
2013 2014 2015 2016 2017

—4—DIA ~@-IC —d—Federal

645¢

* 2017 Federal survey results will be released in late Fall 2017
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Appendix B:

Effective Leadership - Senior Leaders Index

About the Index Effective Leadership: Senior Leaders Index Items DIA DIA DIA DIA

& 3 2% Posilive
The Efective:Laaterahip = Seitior | have a high level of respect fo "‘ anizations senior — . N -
. . I
Leaders Index* is composed of four items. 9 P o W 42% B 48% @ 60% M 64%
leaders
Rt | In my organization, leaders generate high levels of motivation
This index measures the level of respect AR DRt i e Ts, W 32% M 40% B 45% B 51%
employees have for senior leaders, My organization's leaders maintain high standards of honesty o oo/ o ool o sgos @ 71%
satisfaction with the amount of information and integrity. 5 : =
provided t_)y managernent‘ and _perce_ptlons How satisfied are you with the infermation you receive from o 5 » ”
about senior leaders’ honesty, integrity, and management on what's going on in your organization? W 40% M 46% B 53% AN 56%

ability to motivate employees.

Note: Due to raunding, the directional arows for items with v ery small score changes (less than ,056%)
may not appear to match ihe direction of the score change.

DIA Index Score — 2017 Effective Leadership —Senior Leaders Index Scores: 2013 - 2017**

58% S 565 57% o DIA’s index score
increased by
13
percentage
points
between

2013 2014 2015 2016 2017 2015 and 2017
~$=-DIA =@~|C =#—Federal

09%

* The definition of “Senior Leaders” provided to survey respondents was the following:

"Senior Leaders include the heads of the department/agency, CCMDs, agency Directorates, and their immediate leadership team.

Senior Leaders may hold either a political or career appointment, and are typically members of the Senior Executive Senice or equivalent.”
** 2017 Federal survey results will be released in late Fall 2017
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About the Index

The Effective Leadership - Supervisors
Index is composed of four items.

This index measures employees’ opinions
about their immediate supervisor's job
performance, how well supervisors give
employees the opportunity to demonstrate
leadership skills, and the extent to which
employees feel supervisors support
employee development and provide
worthwhile feedback about job
performance.

UNCLASSIFIED

Effective Leadership - Supervisors Index

Effective Leadership: Supervisors Index Iltems DIA DIA DIA DIA

% Pasitive 2014 20015 2016 2017

Ovwerall, how good a job do you feel is being done by your

immediate supenisor? W 72% B 73% B 76% B 78%

Supendsars in my work unit support employee

development. &% 66% M 68% M 73% M 76%

Discussions with my supenisor about my performance are

worthwhile. & 60% M 62% M 66% B 68%

My supervisors provides me with opportunities to

demonstrate my leadership skills. @576 @ T1% M- T W 70%

Note: Dueto rounding, the directional arrows for items with very small score changes (less than .05%)
may not appearto match the direction of the score change.

DIA Index Score - 2017

14%

Effective Leadership — Supervisors Index Scores: 2013 - 2017*

DIA’s index score
increased by

6
percentage

points
between
2015 and 2017

74%

62% 62% 63% 64%

2013 2014 2015 2016 2017

—4-DIA ~@~IC —d~Federal

* 2017 Federal survey results will be released in late Fall 2017
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The Employee Skills / Mission Match
Index is composed of 5 items.

This index measures the extent to which
employees feel that their skills and
talents are used effectively. Furthermore,
it assesses the extent to which
employees get satisfaction from their
work and understand how their jobs are
relevant to the organization's mission.

Employee Skills / Mission Match Index

About the Index —

Employee Skills/ Mission Match Index ltems

% Pgsitive

My work gives me a feeling of personal accomplishment.

UNCLASSIFIED

DIA DIA DIA DIA
2014 2015 2016 2017

W 73% 2 73% & 79% D 79%

| like the kind of work | do.

¥ 80% M 81% Mk 83% M B4%

My talents are used well in the warkplace.

W 59% M 62% M 69% M 70%

I know how my work relates to the agencys goals and
priorities.

& 74% B 79% M 81% M 84%

The work | do is important.

W 83% M 84% M 89% M 90%

Note: Due to rounding, the directional arrows for items with very small score changes (less than .05%)
may not appearto match the direction of the score change.

DIA Index Score - 2017

81%

78% 78% 9% '
76' i 7 9%
15% 74% 15% 76%
2013 2014 2015 2016

—4—DIA ~8-IC —d—Federal

Employee Skills / Mission Match Index Scores: 2013 - 2017*

81% _
DIA’s index score
9% increased by

5
percentage

points
between

2017 2015 and 2017

* 2017 Federal survey results will be released in late Fall 2017
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Innovation Index

About the Index -
Innovation Index items DiA DIA DIA DIA

The Innovation Index is composed of e ZAUALS ANISrea i 2HTE N AT
three items and was calculated by IC | am constantly looking for ways to do my job better. NA NA 93% M 94%
agencies for the first time in 2016. Creativity and innovation are rewarded. W 37% @ 40% = 40% M 47%
| feel encouraged to come up with new and better ways of
oo i : ; 55% 58% 59% 65%
This index measures employee doing things. b » . "‘

perceptions of DIA's efforts to improve Note: Due to rounding, the directional arrows for items with very small score changes (less than .05%)
may not appear to maich the direction of the score change.

the way work is done, including their
own personal motivation to promote
change and the support and rewards
they receive for promoting new ideas.

DIA Index Score - 2017 Innovation Index Scores: 2013 - 2017*

71% 72%
6}——————! DIA’s index score
pe- increased by
& — —a= 4
U percentage
points
between
2013 2014 2015 2016 2017 2016 and 2017
—=DIA ~@~IC =&—Federal

* 2017 Federal survey results will be released in late Fall 2017




UNCLASSIFIED
Appendix B:
Pay Index

About the Index - Pay Index Item DIA DA DA DA

% Positive 2014 2015 2016 2017

The Pay Index

_ : ) Considering everything, how satisfied are you with your & 5 & 5
is composed of just one item: 7 W 65% Mk 73% W T1% B 72%
Note: Due to rounding, the directional arrows foritems with very small score changes (less than .05%)
CO”Sfdeffng evefythfng hOW may not appear to match the direction of the score change.
!

satisfiedare you with yourpay?

This index measures how satisfied
employees are with their pay.

DIA Index Score — 2017 Pay Index Scores: 2013 - 2017*

73% 2
71% 2% DIA’s index score
increased by

7 2 0/ 64% 1
L —— percentage

e i 55% point
50% 3% between
2013 2014 2015 2016 2017 2016 and 2017

=——DIA -8-IC —&—Federal

* 2017 Federal survey results will be released in late Fall 2017
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Performance Based Rewards and Advancement Index

About the Index
- Performance Based Rewards & Advancement Index ltems DIA DiA DIA DIA

% Fosifiv 2014 2015 2016 2017
The Performance Based Rewards — Ll i _
and Advancement Index Promotions in my work unit are based on merit % 28% B 36% B 41% B 43%
is composed of 6 items. Employe:es are recognized for providing high quality products & 54% @ 55% @ 61% M 68%
and senvices.
This index measures the extent to Creativity and innovation are rewarded. & 37% @ 40% = 40% M 47%
which emp!oyees feel they a,-e' Myﬁgfn:f::z:nce appraisal/evaluation is a fair reflection of my & 66% B 67% B 69% B 73%
rewarded and promoted in a fair and Ll , - : -
timely manner for their performance and QOL:QSdaT;std are you with the recognition you receive for doing & 50% @ 52% @ 55% @ 59%
innovative contributions to the HQ jt = = e
Wordarts. How satisfied are you with your opportunity to get a better jo & 25% @ 28% @ 33% @ 36%
in your organization?

Note: Due torounding, the directional arrows foritems with very small score changes (less than .05%)
may not appear to match the direction of the score change.

DIA Index Score — 2017 Performance Based Rewards & Advancement Index Scores: 2013 — 2017

DIA’s index score
increased by

8
percentage

points
= - between
2013 2014 2015 2016 2017 2015 and 2017

—4—DIA -#-IC —d—Federal

53%

* 2017 Federal survey results will be released in late Fall 2017
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Strategic Management Index

About the Index
- Strategic Management Index ltems DIA DIA DIA DIA

The Strategic Management Index % Pasitive 2014 2015 2016 2017
is composed of four items.

The agency's workforce has the job-relevant knowledge and

. - N Q, O, (1} {=}
This index measures the extent to which skills necessary to accomplish organizational goals. ¥ 63% @ 65% @ 67% M 69%
employees believe that management
ensures they have the necessary skills My work unit is able to recruit people with the right skills. ¥ 37% B 47% & 45% M 47%

and abilities to do their jobs, is successful

= ; The skill level i rk has i ved in th t ; 47% 51% 49% 51%
at hiring new employees with the e skill level in my work group has improved in the past year. W g W Ap

[ izati Managers review and evaluate the organization's progress
necessary skills tp help the orggngtlon. anagers review evaluate the organi s progres & 47% @ 51% B 569 & 61%
and works to achieve the organizational toward meeting its goals and objectives.
goals with targeted personnel strategies Note: Due to rounding, the directional arrows foritems with very small scare changes (less than .05%)
and performance management. may not appear to match the direction of the score change.

DIA Index Score — 2017 Strategic Management Index Scores: 2013 - 2017*

DIA’s index score
58% 59% 58% 58% S7% lnCI'eased by
0 R - 4
0 > i s 2 ercentage
56% perceniag
9% 52% 53% points
— a7% between
2013 2014 2015 2016 2017 2015 and 2017

—4—-DIA ~@~|C =—&—Federal

* 2017 Federal survey results will be released in late Fall 2017
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Support for Diversity Index

About the Index | Support for Diversity Index Items DIA DA DA DA

% Pasitive 2014 2015 2016 2017
The Support for Divgrsity Index :iﬂey sfﬂ;;&:;\fi;f;{ié iu;?mmitted to a workforce representative of all 77% @ 79% M 80% M 82%
is composed of three items. AL Y- N
Policies and programs promote diversity in the workplace (for
example, recruiting minorities and women, training in 55% M 60% M 61% M 67%

This index measures the extent to which awareness of diversity issues, mentoring).

Emp 'F’yees believe .that actions and Managers/supenisors/team leaders work well with employees ” L ”
policies of leadership and management of different backgrounds. 66% W 64% = 64% Mk 68%

promote and respect diversity.

Note: Dueto rounding, the directional arrows foritems with very small score changes (less than .05%)
may not appear to match the direction of the score change.

DIA Index Score - 2017 Support for Diversity Index Scores: 2013 - 2017*

i ! 7. DIA’s index score
.____———-—. '

0 — o ¢ 69% increased by
- 2 65%
69% I 5

i - o percentage
54% 55% 6% " :
points
2013 2014 2015 2016 2017 i

~4=DIA ~@~IC =d—Federal 2015 and 2017

* 2017 Federal survey results will be released in late Fall 2017
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Teamwork Index

About the Index |

The Teamwork Index
is composed of three items.

This index measures the extent to which
employees believe employees
communicate effectively both inside and
outside of their team organizations,
creating a friendly work atmosphere and
producing high quality work products.

Teamwork Index Index ltems

% Positive

The people | work with cooperate to get the job done.

UNCLASSIFIED

DIA DIA DIA DIA
2014 2015 2016 2017
M 87% M 88% @ 87% M 88%

Employees in my work unit share job knowledge with each
other.

< 79% M 81% = 81% Mfh 83%

Managers promote communication among different work units
(for example, about projects. goals, needed resources).

& 43% M 56% & 54% B 60%

Note: Due to rounding, the directional arrows foritems with very small score changes (less than .05%)
may not appearto match the direction of the score change.

- DIA Index Score - 2017

16%

Teamwork Index Scores: 2013 - 2017*

: ; 80% G4
77% 77% 79% 79% DIAS index score
g . increased by
76
74% 74% % 2

71% 3 & percc?ntage

64% 63% b4% B65% pOIntS
between

2013 2014 2015 2016 2017 2015 and 2017

=$=D|A ==IC =-de=Federal

* 2017 Federal survey results will be released in late Fall 2017
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Training and Development Index

About the Index | Training and Development Index ltems DIA DIA DIA DIA

% Positive 2014 2015 2016 2017

The Training and Development Index

is composed of four items. LT Iven:a Tegl oppostunity: 1 Isprovs iy skl 1 Ty W 51% @ 57% M 62% M@ 66%
organization.

This index measures the extent to which | have enough information to do my job well. ¥ 73% M 76% ¥ 75% B 76%

employees be"eve their deve!opment My training needs are assessed. ‘ 40% 0 45% Q 51% ’ 56%

needs are assessed and appropriate How sat'!sfied are you with the training you receive for your & 44% @ 48% @ 53% B 55%

training is offered, allowing them to do F;Irese'; lab? e 1 ; : : e e
o : ; ; ote: Dueto rounding, the directional arrows foritems with very small score changes (less than .05%)

tf}l(ellllr' JODS effectlvely and improve their may not appearto match the direction of the score change.

SKIIS.

DIA Index Score — 2017 Training and Development Index Scores: 2013 - 2017* |

65% 66% 66% DIA's index score
increased by
7
percentage

52% points
between
2015 and 2017

64% 64%

63%

2013 2014 2015 2016 2017
—4—DIA ~-IC —d&—Federal

* 2017 Federal survey results will be released in late Fall 2017
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Work Life Balance Index

About the Index Work/Life Balance Index Items DIA DA DA DA

; % Positive 2014 2015 2016 2017

The Work Life Balance Index My supenvisor supports my need to balance work and other o, & 85% D 85% M 87%
is composed of three items. life issues. iy oS °

My workload is reasonable. W 66% M 67% = 67% M 69%
This index meas_ures th"f" extent to which | have sufficient resources (for example, people, materials, 46% 50% 509 549,
employees consider their workloads bidliaty ta G i jabies: b e e
reasonable and feasible, and managers Note: Due to rounding, the directional arrows foritems with very small score changes (less than .05%)
support a balance between work and life. may not appear to match the direction of the score change.

DIA Index Score — 2017 Work Life Balance Index Scores: 2013 - 2017

699 70% 70% 70% 70%
el . :':;";:% DIA's index score
0 67% 6;;6 67% 68% increased by
10% - Ee—— & 3
] 5a%
o - percentage
points
2013 2014 2015 2016 2017 between
——=DIA ~@~IC —d—Federal 2015 and 2017

* 2017 Federal survey results will be released in late Fall 2017
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IC Integration Index

About the Index IC Integration Index ltems DIA DA DA DIA

% Posifive 2014 2015 2016 2017
The |c |l'lte raﬂon lndex was develo ed b Qur mission depends on IC agencies and components sharing knowledge and collaborating. 81%: #k 82% @ B7% @ BE&%
9 ped by po
ODNI to measure employee perceptions of the L:z\;i;r;?yoppununhy to work directly with members of ather IC agencies or components when 1% @ 5% B 8% B 85%
!C S progress toward transformation and My work products are improved when | can collaborate with colleagues from other IC agencles and 70% M 73% M T5% @ 77%
integration. components. 2 = £
it whath | faal f | feel a sense of community (... shared mission and values) with other employees across the IC, 54% M 59% @ 67% B 69%
gElUQG? ether emP 0}'995 eelasense o How easy or difficult is it o share knowledge and collaborate on work-related matters with members of 53% # 55% B 59% B 619
community (shared mission and VElUGS) the IC who are outside of your own agency or IC component? A = . =

across the IC, as Wl?ll gs the |mpo_rtance they Note: Due to rounding, the directional arrows foritems with very small score changes (less than .05%)
place on collgboratlon in accomplishing our may not appear to match the direction of the score change.
mission. The index also gauges how easily

employees can share knowledge and
collaborate with colleagues in other agencies.

DIA Index Score — 2017 IC Integration Index Scores: 2013 - 2017*

DIA’s index score
increased by

5

760/0 percentage
points
between

' ' ' - . 2015 and 2017
2013 2014 2015 2016 2017
—=DIA ~&-|C

* 2017 Federal survey results willbe released in late Fall 2017
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Appendix B:

About the Index

The Job Satisfaction Index is part of OPM's
Human Capital Assessment and
Accountability Framework and is composed
of 7 items.

This index measures the degree to which
employees are satisfied with their jobs,
including liking their work and feeling it is
important, feeling satisfied with their
involvement in decisions affecting their work,

OPM Job Satisfaction Index

OPM Job Satisfaction Index llems

% Positive

The work | do is important.

UNCLASSIFIED

DIA DIA oA DIA
2014 2015 2016 2017
83% * 84% * 83% * 0%

| like the kind of work | do.

80% @ 81% M 83% M 84%

My work gives me a feeling of personal accomplishment.

73% 5 73% M 78% @ 79%

Considering everything, how salisfied are you with your job?

61% M 65% M 67% B 89%

Gonsidering everything, how satisfied are you with your pay?

65% @ 73% & T1% @ 72%

How satisfied are you with your involvement in decisions that affect your work?

445 @ 47% @ 54% B 58%

How satisfied are you with your opportunity io get a better job in your organization?

25% M 28% M 33% M 36%

their ability to get a better job, and their pay.

Note: Due to rounding, the directional arrows foritems with very small scare changes (less than .05%]
may not appearto match the direction of the score change.

DIA Index Score — 2017

69%

B 7%

Job Satisfaction Index Scores: 2013 - 2017*

il
64% g 53|%
6% 62%
2013 2014 2015 2016 2017

—4—DIA ~-#-|C —4—Federal

DIA’s index score
increased by

4
percentage

points
between
2015 and 2017

* 2017 Federal survey results will be released in late Fall 2017
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Appendix B:

OPM Leadership & Knowledge Management Index

About the Index OPM Leadership & Knowledge Management Index liems DiIA DiA DIA DIA

A % Positive 2014 2015 2016 2017
The Leadership & KPOW ledge Employees are protected from health and safety hazards on the job. 78% M 79% Mk 80% = BO%
Management Index is part of Overall, how goad a job do you feel is being done by your immediate supervisor? 72% @ 73% @ 76% M 78%
OPM's Human Capital - My organization has prepared employees for potential security threats. 74% M 76% M 77% B 78%
Assesament and Accourtabllity | have trust and confidence in my supenisol 67% i 69% M 73% M 75%
Framework and is composed of - 5 S bt S St s =
12 items. Supendasors work well with employees of different backgrounds. 66% Wb 64% v 64% Mh 68%
My workload is reasonable, 66% M B7% & 67% M 69%
Tl;llis Lndex meas Lires(;he d_egreelu Managers review and evaluate the organization's progress toward meeting its goals and objectives. 47% M 51% M 56% M 61%
Wnicn supemsors anad senior
leaders a?g perceived as Managers communicate the goals and priorities of the organization. 44% @ 50% @ 56% @ 60%
trustworthy, respected, motivating, | have a 'high level of msPect for my org?nization's senior leaders, : : 42% M 48% i 60% M 64%
and effective overall. :r(;\:nsi::izzﬁg are you with the information you receive from management on what's going on in your 40% @ 46% M 53% @ 56%
How satisfied are you with the policies and practices of your senior leaders? 31% M 37% M 43% M 48%
In my organization, leaders generate high levels of motivation and commitment in the workforce. 32% M 40% M 45% M 51%

Note: Due to rounding, the directional arrow sforitems with very small score changes (less than .05%) may not appear to match the
direction of the score change.

DIA Index Score — 2017 Leadership & Knowledge Management Index Scores: 2013 - 2017*

DIA’'s index score
increased by

8
percentage

points
2013 2014 2015 2016 2017 between
2015 and 2017

66%

—4—DIA ~#~|C —d—Federal

* 2017 Federal survey results will be released in late Fall 2017
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OPM Talent Management Index

About the Index
OPM Talent Management Index ltems DIA  DIA DIA DIA

F % Positi 2014 1 18 17
The Talent Management Index is part of — e
OPM's Human Capital Assessment and The workforce has the job-relevant knowledge and skills necessary 1o accomplish organizational goals. 3% & 65% & 67% & 69%
Accountability Framework and is composed of Supendsors in my work unit support employee development. 66% @ 68% @ 73% B 76%
7 items My talents are used well in the workplace. 59% @ 62% M 69% @ 70%
: | am given a real opportunity to improve my skills in my organization. 51% M@ 57% @ 62% B 66%

. . How satisfied are you with the fraining you receive far your present job? 44% @ 48% @ 53% @ 55%
This ind(.BX mea_sures emplpyge pg(ceptlons ’ My worl unit is able to recruit people with the right skills. 37% M 47% & 45% B 47%
COT‘ICEH‘II!’\Q their qrganlzatlon s ability to recruit My training needs are assessed. 40% & 45% B 51% B 56%
and continuously mprovg top talent. It also Note: Due to rounding, the directional arrows foritems with very small score changes (less than .05%)
gauges the degree to which employees see may not appear to match the direction of the score change.
themselves as being fully utilized and
developed.

DIA Index Score — 2017 Talent Management Index Scores: 2013 — 2017°
- 66% 6565
65 65 - :

DIA’s index score
increased by

63% z
52% percentage

points

2013 2014 2015 2016 2017 between
2015 and 2017

—4—DIA -#-1C —&—Federal

* 2017 Federal survey results willbe released in late Fall 2017
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OPM Results-Oriented Performance Culture Index

About the Index | OPM Results-Oriented Performance Culture Index ltems DIA DIA DIA DIA

The Results-Oriented % Positive 2015 2016 2007
Performance Culture Index is The people | work with cooperate to get the job done. 87% Mk 88% W 87% & 88%
part of OPM's Human Capital My supenisor supports my need to balance work and other life issues. 84% v 85% = 85% @h 87%
Assessment and Accountability I know how my work relates to the Agency’s goals and prioities. 74% M\ 79% @ 81% M 84%
':gai?;:\:rk and is composed of My performance appraisal is a fair reflection of my performance. 66% Mk 67% Mk 69% M 73%
Discussions with my supendsor about my performance are worthwhile. 60% Mk 62% & 66% A 68%
This index measures the degree Physical conditions allow employees to periorm their job well. 66% Mh 68% W 67% © 67%
to which employees see a How satisfied are you with the recognition you receive for doing a good job? 50% M 52% M 55% M 59%
linkage between their work and Creativity and Innovation are rewarded, 37% Mk 40% < 40% @ 47%
the agency's mission, goals, and Employees have a feeling of personal empowerment with respect to work processes. 37% =» 36% M 38% @ 45%
performance. It also gauges Promotions in my workgroup are based on merit. 28% M 36% B 41% M 43%
whether employees believe that I  d . zed T 31% @ 38% @ 44% @ 51
high erfbrmirs: are iscoantsed: n my work un!t, ifferences in performancn?, are recognized in a meaningful wayl. A A s b A
rewarded, and promoted, and In my work unit, steps are taken io deal with a poor performer who cannot or will not improve. 25% M 28% M 36% M 41%
whether the agency effectively Pay raises depend on how well employees perform their job. 15% M 21% & 26% @ 29%
deals with poor performance. Note: Due to rounding. the directional arrows foritems with very small score changes (less than .05%) maynot appearto

match the direction of the score change.

DIA Index Score — 2017 Results-Oriented Performance Culture Index Scores: 2013 - 2017

DIA’s index score
increased by

1% ;
B 1 U/ 0 51% 51% 52% = percentage

points
between
2015 and 2017

2013 2014 2015 2016 2017
—4—-DIA ~#-|C —&—Federal

* 2017 Federal survey results will be released in late Fall 2017
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OPM Conditions for Employee Engagement Index

About the Index OPM Conditions for Employee Engagement index Items DIA DIA DIA DA

% Posilive 2014 2015 2016 2017
Jox My supenisor treats me with respect. 83% M 85% <> B5% M B7%
The Conditions for , — - — . -~
E I E = | know how my work relales to the Agency's goals and priorities. 74% AN 79% W 81% @ 84%
mpioyee Engageme | know what is expected aof me on the job. B1% W 79% & 82% & B2%
Index was developed by My supenisor listens to what | have to say. 78% Mp 79% & B1% M 83%
OPM and is Composed of My work gives me a feeling of personal accomplishment. 73% £ 73% M 78% M 79%
15 items. Ovwerall, how good a job do you feel is being done by your immediate supenisor? T2% Mp 73% @ 76% M 78%
| have trust and confidence in my supenisor. 67% M 69% M 73% M 75%
This index measures the Supenisors in my work unil support employee development. 66% M 68% @ 73% M 76%
engagement potential of an My organization's leaders maintain high standards of honesty and integrity, 51% #h 58% @& 66% M 71%
agency's mrk environment My talents are used well in the Workplace. 59% ’ B2% ' 69% * 70%
and includes items related to Sﬁ;ﬂ.sgs?w gooed a job do you feel is being done by the manager direcily above your immediate 56% M 58% b 64% M 68%

leadership, the supervisor : ——
: . | feel encouraged to come up with new and better ways of daing things. 55% MM 58% & 59% M 65%

relationship, and employee : — =
otivatio Managers communicate the goals and priorities of the organization. 44% M 50% 4 56% fk 60%
m 4alian. | have a high level of respect for my organization's senior leaders. 42% M 48% & 60% dr 64%
In my organization, senior leaders generate high levels of motivation and commitment in the workforce.  32% @b 40% & 45% @ 51%
Note: Due to rounding, the directional arrows foritems with very small score changes (less than .05%) may not appear lo match the direction of the score
change.
DIA Index Score — 2017 Conditions for Employee Engagement Index Scores: 2013 - 2017*

|

yong 72% 73% DIA’s index score
; increased by

8

7 3 0/0 62% percentage

points
between
2015 and 2017

g
.-

2013 2014 2015 2016 2017
——DIA ~&-|C —d—Federal

© 2017 Federal survey results will be released in late Fall 2017
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Appendix B:

OPM Inclusion Quotient

About the Index Inclusion Quotient ltems

The Inclusion Quotient (also known SEREN
as the New |.Q) was developed by Inclusion Quotient Index Score Bﬂ% e 62% * 66%
OPM in 2014 and was calculated by IC insiiston Quiotient: Cooperative . 59% ¥ So% @ 6%
agencies for the first time in 2015. The Managers promote communication among different work units (for example, about projects, 56% W 54% M 60%
: : : . Is, ed ) G : :
index is composed of 20 items that are podlsi rsded IacouIcRe) , - , —
related to inclusive environments Managers support collaboration across work units to accomplish work objectives. 63% M 64% M 69%
These 20 items are e Inclusion Quotient: Empowering 58% @ 60% M 64%
grouped into 5 : : - - %
Habits of Inclusion — | have enough information to do my job well. 76% W 75% M 76%
s : < | feel encouraged to come up with new and better ways to do things. 58% M 59% M 65%
Cooperative, EmPO.We”“gv Fair, My talents are used well in the workplace. 62% M 69% M 70%
Open, 3nd.SUpP°m_Ve- &b Employees hawve a feeling of personal empowerment with respect to work processes. 3% M 38% M 45%
Workplace inclusion is a contributing Inclusion Quotient: Fair a5% @ 50% M 56%
factor to employee engagement and In my work unit, steps are taken to deal with a poor performer who cannot or will not 28% M 36% @ %
organizational performance. In my work unit, differences in performance are recognized in a meaningful way. 38% M M% @ 51%
Awards in my work unit depend on how well employees perform their jobs 49% M 54% i 62%
R h s e Arbitrary action, personal favoritism and coercion for pattisan political purposes are not 46% M 47% M 55%
2016 - 2017 tolerated.
Prohibited Personnel Practices (for example. illegally discriminating for or against any
i'ﬂ}s”‘ employee/applicant, obstructing a person’s right to compete for employment, knowingly 66% M 67% M 7%
violating veterans' preference requirements) are not tolerated.
Inclusion Quoetient: Open : 61% M 62% i 66%
Creativity and Innovation are rewarded. 0% = 40% & 47%
Policies and prc‘:g‘ram.s promote dnersltly in rhg workplace (for‘example, recruiting minorities 60% M 61% M@ 67%
and women., training in awareness of diversity issues, mentoring).
My supenvisor is committed to a workforce representative of all segments of society 79% M 80% Mk 82%
| Supervsors work well with employees of different backgrounds. 64% M B64% Ak 68%
| | Inclusion Quotient: Supportive 78% 0 80% @ B1%
- My supenvisor supports my need to balance work and other life issues. 85% @ 85% M 87%
S E 5 5 =0 < = My supenisor provides me with constructive suggestions to improve my job performance. 65% M 67% M 70%
a = ‘g & @ © = My supenisor listens to what | have to say. 79% M 81% M 83%
2 a 2 § 8 My supenisor treats me with respect. 85% & 8% M 87%
@ 8 In the last six months, my supenisor has talked with me about my performance. 78% M 81% P B81%
= E 8
w
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Appendix C:

Respondent Profile

4§

Survey Survey
Demographic Categories Respondents  Population Variance
(2017 WES) (myHRdata)
Gidi . | 2017 survey respondents are
ivilian 84% 78% 6% idel i f the
Employee Status Military 16% 21% -5% ey repres:lanFa i
JBA i3 S5 1% survey popu ataop by key
Male 70% 69% 1% demographics.
Gender
Female 30% 31% -1% ; -
bt Minority 31% 33% -2% Variance for demographic
: ¥ Non-Mnority 69% 679% 29 categories with a difference of
. CONUS 86% 820, 4% at leaSt 5‘?/0 between
Work Location GRS N Saa 4% representation in the workforce
Pay Grades 12 & Under 23% 23% 0% and representation among
Pay Grade 13 38% 40% -2% survey respondents are
Civillan PayBand [PVIC L CRE] 24% 23% 1% bolded.
Pay Grade 15 13% 1% 2%
DISES/DISL 2% 2% 0% Civilians, Military Officers, and
Enlisted 46% 53% -7% CONUS respondents are
Military Rank Warrant Officer 5% 5% 0% slightly over-represented and
Officer 49% 43% 6% Military, Military Enlisted, and
Millennial (born after 1980) 24% 25% -1% OCONUS respondents are
Generation Generation X (born between 1965 and 1980) 48% 49% -1% slightly under-represented.
Baby Boomer (born between 1946 and 1964) 28% 26% 2%
Notes:

Onboard survey population data was pulled from myHR on 27 April 2017.
Employees born before 1946 make up less than 1% of the survey population and are not included in this analysis.
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WES Survey Respondent Profile
Profile of WES Respondents by Key Demographics

Respondents by Key Demographics Respondents by Grade
) 39% @ pisesoist [ 2%
. sa% @

GG-13 DIA Civilian 615 m
(among Tenure of 6-10 Military Of.ﬁ-cers aie
> Civilian years (among Military 82% 3 i
S ESpoRdEnts) il
5 Possess a
Qutside of S e
o Degree GG11 l3°.-is
-R-N-] H‘ h
31% / g GG10 & Below
RNO m

Minorities

wrn®

ry

1@
/ 30 Years Respondents by Generation
Or Older
®

Baby Boomers
(born 1946 1964)

48%

Generation X

Respondents by Directorate

K] 1] ! M ST
| 17% 18% 19% 4% 2% W

Note: Dala reflected is based on the population of people that responded to the 2017 WES

24%

Millennials

(bom 1981 - 2004)




Profile of DIA Employees by

Employees by Key Demographics

@ myHR Employee Profile

UNCLASSIFIED

Key Demographics in myHR

40% 47% @ 66108 Below [JELN
49% @ GG-13 (among DIA Civilian ce1 [
Outside of Civilian & JDA Tenure of 6-10 cot2 BT
ears :
e inbounds) y 47% @ = =
33% “. Military Officers _
e (among Military GG14
Minorities Employecs) GG15 ikl
95% @ pisesoist 2
21%@ Possess a Bachelor’s Employees by Generation
Militar Degree or Higher (of
Y those reported)
1% 92%
IDA _—— 30 Years
B b Or Older
Employees by Directorate
CE co DI L MS ST,
18% 18% 13% 22% 4% 23% 3% .
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DIA Index Score Trend Data 2014-2017

Best Places to Work Sub-Index Scores
Effective Leadership - Empowerment Index 40% & 42% Mk 46% B 51%
Effective Leadership - Faimess Index 52% #» 52% Mk 54% M 59%
Effective Leadership - Senior Leaders Index 40% M 46% M 54% & 59%
Effective Leadership - Supenisors Index 66% M 68% M 72% M 74%
Employee Skills/Mission Match Index 74% M 76% fh 80% M 81%
Innovation Index N/A N/A 64% @ 68%
Pay Index 65% M 73% & 71% B 72%
Performance Based Rewards & Advancement Index 42% M 45% M 48% M 53%
Strategic Management Index 47% M 52% M 53% B 56%
Support for Diversity Index 62% M 64% Mr 65% M B9%
Teamwork Index 69% M 74% =0 74% B 76%
Training and Development Index 52% #h 56% M 60% M 63%
Work/Life Balance Index 65% # 67% M 68% M 70%
OPM and ODNI Index Scores
Job Satisfaction Index 62% @ 65% Mv 68% M 69%
Leadership & Knowledge Management Index 55% M 58% M 63% M 66%
Results-Oriented Performance Culture Index 51% @ 54% Mk 58% M 61%
Talent Management Index 52% M 56% Mk 60% W 63%
Conditions for Employee Engagement Index 62% M 65% Mk 70% M 73%
Leaders Lead 45% @ 51% M 58% M 63%
Supenisors 73% M 75% M 78% M 80%
Intrinsic Work Experience 69% M 70% M 74% B 76%
IC Integration Index 68% M 71% M 74% & 78%
Inclusion Quotient Index N/A 60% Mp 62% @ B6%
Inclusion Quotient: Cooperative N/A 59% = 59% M 64%
Inclusion Quotient: Empowering N/A 58% M 60% @ 64%
Inclusion Quotient: Fair N/A 45% M 50% M 56%
Inclusion Quotient: Open N/A 61% M 62% M 66%
Inclusion Quotient: Supportive N/A i &
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Appendix C:

DIA Index Score Trend Data 2016-2017

Workforce Engagement Survey lHems 2016 2017
Positive Neutrai Negative Positive Neutral Negafive
Agency Goals and Mission Accomplishment
DIA's mission is clearly defined. 81% 10% b 83% 9% 8%
The workforce has the job-relevant knowledge and skills necessary 1o accomplish organizational goals. 67% 18% 15% 69% 16% 14%
| know how my work relates 1o the agency's goals and priorities. B81% M% 8% 84% 9% 7%
Managers review and evaluate the organization's progress toward meeting its goals and objectives. 56% 25% 19% 61% 23% 16%
Managers communicate the goals and priorities of the organization. 56% 20% 23% 60% 20% 20%
| feel inspired by DIA's mission and goals. 63% 25% 13% 67% 21% 1%
Leadership
My organization's senior leaders maintain high standards of honesty and integrity. 66% 21% 13% 1% 18% 11%
_l have a high level of respect for my organization's senior leaders. B60% 23% 18% 64% 20% 15%
In my _organizalian. senior leaders generate high levels of motivation and commitment in the workforce. 45% 27% 28% 51% 25% 24%,
DIA's senior leaders listen to employees’ concerns. 50% 27% 23% 53% 25% 21%
How satisfied are you with the policies and practices of your senior leaders? 43% 29% 28% 48% 26% 26%
How satisfied are you with the information you receive from management on what's going on in your organization? 53% 23% 24% 56% 23% 21%
Counterintelligence
| | have been trained 1o identify counterintelligence threats. 93% 5% 2% 93% 5% 2%
| feel comfortable reporting wulnerabilities or suspicious activities 1o the appropriate DIA authorities. 91% 6% 3% 92% 5% 3%
DIA leadership is committed 1o defending against counterintelligence threals. B7% 10% 3% 88% 9% 3%
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Appendix C:

DIA Index Score Trend Data 2016-2017

Workforce Engagemeni Survey llems 2016 2017
Positive Pasitive Newtral Negative Posilive Neutral Negative

Your Supervisor
My supenisor maintains high standards of honesty and integrity. 81% 1% 8% 83% 10% 7%
My supenisor has the skills and experience needed to periorm his or her job. 78% 1% 11% 79% 1% 10%
| am satisfied with the information | receive about what's going on in my workgroup. 70% 13% 17% 72% 13% 15%
| have trust and confidence in my supenisor. 73% 12% 15% 75% 12% 13%
My supenisor supports my need to balance work and other life issues. 85% 9% 5% 87% 8% 5%
My supervisor is committed to a workforce representative of all segments of society. B0% 16% 4% 82% 14% 4%
My supensor listens to what | have to say. 81% 10% 9% 83% 10% 8%
My supenisor provides me with opportunities to demonstrate my leadership skills. 74% 14% 12% 76% 13% 1%
My supenisor provides me with constructive suggestions to improve my job performance. 67% 17% 16% 70% 16% 14%
In the Jast six months, my supervisor has talked with me about my performance. 81% 9% 11% 81% % 10%
My supenisor treats me with respect 85% 9% 6% B7%% 8% 5%
Overall, how good a job do you feel is being done by your immediate supenisor? 76% 14% 10% 78% 13% 9%
Overall, how good a job do you feel is being done by the manager directly above your immediate supenisor? B64% 20% 16% 68% 18% 14%

Your Workgroup
The people | work with cooperate to gel the job done. 87% 8% 5% 88% 8% 4%
| trust the people in my workgroup. 80% 12% 7% 81% 12% 7%
The people | work with are highly skilled. 75% 17% B% 75% 17% 8%
My work unit is able to recruit paople with the right skills. 45% 24% 3% 47% 23% 30%
The skill lavel in my work group has improved in the past year. 49% 27% 24% 51% 26% 22%
Employees in my work unit share job knowledge with each other. 81% 10% 8% 83% 10% 7%
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Appendix C:
DIA Index Score Trend Data 2016-2017

Workforce Engagement Survey Hems 2016 2017
Positive Neuwutral Negative Positive Neurtral Negative
Your Job
The work | do is important. 89% 7% 4% 90% 6% 4%
| like the kind of work | do. 83% 10% 7% 84% 10% 7%
My work gives me a feeling of personal accomplishment. 78% 12% 9% 79% 12% 9%
My talents are used well in the workplace. 69% 14% 18% 70% 13% 17%
My workload is reasonable. 67% 13% 19% 69% 14% 17%
| have enough information to do my job well. o 14% 12% 76% 14% 10%
| have sufficient resources (for example, people, materials, budget) to get my job done. 52% 16% 33% 54% 168% 30%
| know what is expected of me on the job. B2% 10% 8% 82% 11% 7%
| am constantly looking for ways to do my job belter. 93% 6% 1% 94% 5% 1%
Considering everything, how satisfied are you with your job? 67% 18% 15% 69% 17% 14%
Career Development
| am given a real opportunity to improve my skills in my organization. 62% 19% 19% 66% 18% 17%
Supendsors in my work unit support employee development. 73% 14% 13% 76% 13% 12%
My training needs are assessed. 51% 24% 25% 56% 22% 22%
How satisfied are you with the training you receive for your present job? 53% 25% 22% 55% 25% 20%
How satisfied are you with your opportunity to get a better job in your organization? 33% 31% 36% 36% 30% 34%
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DIA Index Score Trend Data 2016-2017

Workiorce Engagement Survey ltems 2016 2017
Positive Neurdral Negative Positive Neutral Negalive

Performance Feedback and Recognition

My performance appraisal/evaluation is a fair reflection of my performance. 69% 15% 16% T3% 14% 13%
Discussions with my supenisor about my performance are worthwhile. 66% 17% 17% 68% 17% 15%
Awards in my work unit depend on how well employees perform their jobs. 54% 22% 24% 62% 21% 18%
Promotions in my work unit are based on merit. 41% 31% 28% 43% 28% 28%
Employees are recognized for providing high quality products and senices. 61% 21% 18% 68% 18% 14%
In my wark unit, differences in periarmance are recognized in a meaningful way. 44% 30% 26% 51% 28% 22%
In my work unit. steps are taken to deal with a poor performer wha cannot or will not improve. 36% 28% 36% 41% 27% 32%
Pay raises depend on how well employees perform their jobs. 26% 33% 41% 29% 33% 38%
In my most recent performance appraisal, | understood what | had to do to be rated at different performance levels. 63% 17% 20% B4% 17% 18%
How satisfied are you with the recognition you receive for doing a good job? 55% 25% 20% 59% 24% 17%
Considering everything, how satisfied are you with your pay? 1% 16% 14% 72% 15% 13%
In my wm‘ﬂ unit‘. monetary awards (i.e. bonuses, On the Spot (OTS) awards. and Special Act Awards (SAAs)) are N/A N/A N/A 579 579, 179
awarded in a fair manner.

In my work unit, monetary awards (i.e. bonuses, On the Spot (OTS) awards. and Special Act Awards (SAAs)) are N/A N/A N/A 54% 9% 17%
awarded in a timely manner.

SAA/OTS awards are a more motivating factor in rewarding my performance than end of year bonuses. N/A N/A N/A 39% 42% 19%
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DIA Index Score Trend Data 2016-2017

Workforce Engagement Survey Hems 2016 217
Positive Neutra! Negalive Positive Neutral Negalive

Culture
Creativity and Innovation are rewarded. 40% 29% 31% 47% 26% 27%
| feel encouraged to come up with new and belter ways of doing things. 59% 21% 20% B85% 17% 18%
Employees have a feeling of personal empowerment with respect to work processes. 38% 26% 36% 45% 23% 32%
| am proud to work within the DIA enterprise. 70% 20% 9% 74% 17% 9%
| recommend my organization as a good place to work. 53% 26% 21% 58% 23% 18%
| am treated respectiully without regard to my race. gender, age, disability status, sexual arientation, or cultural 76% 15% 9% 79% 13% a%,
background.
Mmf;zgme;:fromote communication among different wark units (for example, about projects, goals, needed 54% 209 24, 60% 19% 21%
Managers support collaboration across work units to accomplish work cbjectives 64% 20% 16% 69% 16% 15%
Supervisors work well with employees of different backgrounds. 64% 20% 15% 68% 18% 14%
Policies and pmgrar.ﬂs Iprornoie diversity in the workplace (for example, recruiting minorities and women, training in &1% 285 1% 67% 239, 10%
awareness of diversily issues, mentoring).
Military and civlians work well together within the DIA enterprise. 74% 18% 9% 78% 14% 8%
| can disclose a suspected violation of any law, rule, or regulation without fear of reprisal. B84% 19% 16% B89% 16% 14%
Arhitrary action, personal favoriilsm, and coercion for partisan political purposes are not tolerated. 47% 24% 28% 55% 21% 24%
Prohibited Personnel Practices (for example, illegally discriminating for or against any employee/applicant,
obstructing a person's right to compete for employment, knowingly violating veterans' preference requirements) are 67% 21% 12% 1% 18% 11%
not tolerated
| believe the results of this suney will be used to make my agency a better place to work. A46% 29% 25% 51% 27% 22%
How satisfied are you with your invalvement in decisions that affect your work? 54% 22% 24% 58% 21% 21%
Considering everything, how salisfied are you with your arganization? 57% 22% 22% 60% 20% 20%
Work Environment
Physical conditions (for enlta_mple. noise level, temperature, lighting, workplace, cleanliness in the workplace) allow 67% 13% 20% 67% 149 199%
employees to perform their jobs well.
Employees are protected from health and safety hazards on the job. 80% 12% 8% 80% 12% 8%
My organization has prepared employees for potential security threats. 7% 14% 8% 78% 14% 8%
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Appendix C:

DIA Index Score Trend Data 2016-2017

Weorklorce Engagement Survey lems 2016 2017
Positive Neudral MNegative Positive Neutral Negative
Military Experience at DIA [asked to Military respondents anly|

My assignment at DIA makes good use of my skills and experience. 72% 13% 15% 73% 12% 14%
My assignment at DIA is a career advancing opporiunity. 53% 22% 26% 56% 24% 20%
My supervisor understands what | need to succeed in my career as a member of the U.S. military. 70% 15% 14% T4% 15% 1%
| have the opportunity to meel my training requirements while assigned to DIA, 62% 22% 16% 66% 20% 14%

JDA Experience [askad to respondents who indicated they had joint duty credit only]

My Joint Duty qualifying experlence increased my understanding of the importance of intelligence integration, 86% 1% 3% 86% 10% 4%
f&s a result of my Joint Duty qualitying experience, | feel a stronger sense of community with employees across the 759, 20% 8% 76% 18% 6%
Workforce Engagement Survey llems 2016 2017
Positive Neutral Negative Positive Neutral Negative
IC Integration . :
| feel a sense of community (i.e., shared mission and values) with other employees across the IC. 67% 20% 13% 68% 19% 12%
Our mission depends on IC agencies and components sharing knowledge and collaborating. 87% 10% 3% 88% 9% 3%
| have the opportunity to work directly with members of other IC agencies or components when necessary. 85% 10% 5% 85% 10% 5%
How easy or difficult is it to share knowledge and collaborate on work-related matters with members of the IC who 599 3%, 99, 81% 30% 9%
are outside of your own agency or IC component?
My work products are improved when | can collaborate with colleagues from other IC agencies and components. 75% 23% 2% 7% 21% 2%
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Appendix D

Sub-group Comparison

Sub-groups included in Appendix D

The first set of slides in Appendix D examines key index scores, key item scores, and New 1Q
scores for each of the following sub-groups:

« Civilian or Military Status

+ Gender

« Race/National Origin (RNO) Minority Status
= Civilian Grade Category

» Military Rank Category

= CONUS/OCONUS Work Location

« Generation

« Civilian DIA Tenure

The second set of slides in Appendix D examines civilian future plans for each of the following
sub-groups:

« Gender

Race/National Origin (RNO) Minority Status
« Civilian Grade Category

Generation

Civilian DIA Tenure
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Appendix D: Sub-Group Comparison

Civilian and Military Comparison

Respondents by Civilian/Military

® Miitary B Civilian

Key ltem Results

ORGANIZATIONAL JOB
Military: 1 6% Civilian: 84% SATISFACTION SATISFACTION Leadership
Satisfaction
5.7% 1% Trustworthy

GAP GapP
Communicative
PAY RECOMMENDING Motivating

DIA
Empowering

1.9% 3.8%
GAP Gap Fair

m Miitary = Civilian

Effective Effective

Effective Effective Employee Innovation Pay Performance Strategic Support for Teamwork Training and Worli/Life
Leadership-  Leadership-  Leadership-  Leadership- Skills/Mission Based Rewards Managemsnt Diversity Development Balance
Empowsrment Faimess Senicr Leaders  Supervisors Match & Advancement

Perceptions of
Leadership Characteristics

® Military m Civilian

2017 Key Index Scores

42% 41%

= Military = Civilian




Gender Comparison

Respondents by Gender
ORGANIZATIONAL

Women: 30% Men: 70% SATISFACTION

2017 New Inclusion Quotient
1.5%

o

GAP

PAY

m Women ® Men | Women

Key Item Results

JOB
SATISFACTION

2.3%
GAP

RECOMMENDING

DIA

4.8%

GAP

B Men

A1% 41%

2017 Key Index Scores
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Appendix D: Sub-Group Comparison

Perceptions of
Leadership Characleristics

Leadership
Satisfaction

Trustworthy
Communicative
Motivating
Empowering

Fair

B2 B4%

Effective Effective Effective Effective Employes Innowation
Leadership - Leadership - Leadership - Leadership-  Skilla/Mission
Empowerment Fairness Senior Leaders  Supervisors Match

u Women

Performance

Strategic

Based Rewards Management

& Advancement
u Men

Wark/Life
Balance

Training and
Development

Support far Teamwork

Diversity
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Appendix D: Sub-Group Comparison

RNO Minority Status Comparison

‘ inority Key Item Results Perceptions of
Respondents by RNO Minority Status Leadership Characteristics

Non-minarity: 9%  Minority: 312 ORGANIZATIONAL JOB

SATISFACTION SATISFACTION
g i Leadership
Satisfaction
2017 New Inclusion Quotient
65 0.5% Trustworthy
GAP
64
Communicative
RECOMMENDING
PAY DIA Motivating
: Empoweri

4.5% il

GAP ! 66%

m Non-Minority  ® Minority ® Non-Minority —m Minority B Non-Minority & Minority

2017 Key Index Scores

Effective Effective Effective Effective Employee

Innovation Pay Performance Strategic Suppont for Teamwork  Training and Work/Life
Leadership - Leadership- Leadership- Leadership- Skills/Mission

Based Management  Diversity Development Balance
Empowerment Faimess  Senior Leaders Supervisors Match Rewards &

Advancement
®w Non-Minority = Minority
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Appendix D: Sub-Group Comparison

Civilian Grade Category Comparison

Civilian Respondents by Grade Key Item Results Perceptions of
Leadership Characteristics

Up to GG12: 23% GG13: 38% GG14: 244 ORGANIZATIONAL JOB

GG15: | 2%. DISES/DISL: - SATISFACTION SATISFACTION Leadership
Satisfaction

2017 New Inclusion Quotient
G5 40.1% Tewstworthy

e GAP
74
88

Communlcative

PAY

DIA Motivating

Empowering

Fair

UploGG12 = GG13 m GG14 m GG15 M DISES/DISL UploGG12 = GG13 m GG14 m GG15m DISES/DISL

2017 Key Index Scores

Effective Effective Effective Effective Employee Innovation Pay Performancs Strategic Support for  Teamwork  Training and Work/Life
Leadership - Leadership- Leadership- Leadership- Skills/Mission Based Management  Diversity Develocpment Balance
Empowerment  Fairness Senior Supervisors Match Rewards &
Leaders Advancement

Upto GG12 =GG13 mGG14 mGG15 mDISESDISL
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Appendix D: Sub-Group Comparison
Military Rank Group Comparison

| < Key ltem Results Perceptions of
sl LA Leadership Characteristics

Officer: 49%  Warrant Officer: 5% ORGANIZATIONAL JOB
Enlisted: 46% SATISFACTION SATISFACTION Loadership
Satifaction
2017 New Inclusion Quotient '
. 1 3 30/0 1 0.50/0 Trustworthy
GAP GAP
Communicative
PAY RECOMMENDING
DIA Motivating
25.40/0 6-40/0 Empowering
GAP GAP :
Fan
m Officer m Warrant Officer m Enlisted W Officer ® Warrant Officer B Enlisted

2017 Key Index Scores

—_—— | .

T4% T5%: 74%
88% €8% 68% A

Effective Effective Effective Effective Employee Innovation Pay Performance Strategic Support for Teamwark Training and Work/Life
Leadership- Leadership- Leadership - Leadership- Shills/Mission Based Rewards Managemsnt Diversity Development Balance
Empowerment Fairness Senior Leaders  Supervisers Match & Advancement
= Officer ® Warrant Officer 8 Enlisted
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Respondents by Work Location

oconus: 14<. conus: 862

2017 New Inclusion Quotient

B OCONUS m CONUS

Appendix D: Sub-Group Comparison
CONUS/OCONUS Work Location Comparison

Key ltem Resulis

ORGANIZATIONAL JOB
SATISFACTION SATISFACTION

5.3% 11%

GAP Gap
RECOMMENDING

PAY SlA

W OCONUS  ® CONUS

Effective Effective Effective Effective
Leadership - Leadership- Leadership- Leadership-
Empowerment Faimess  Senior Leaders Supervisors

2017 Key Index Scores

UNCLASSIFIED

Perceptions of
Leadership Characteristics

Leadership
Satisfaction

Trustworthy
Communicative
Motivating
Empowering

Fair

B OCONUS = CONUS

3g% 41%

Performance

Employee Innovation Pay Strategic
Skills/Mission Based Management
Match Rewards &
Advancement
8 OCONUS =CONUS

Support for
Diversity

Teamwork Work/Life

Balance

Training and
Development
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Appendix D: Sub-Group Comparison

Generation Comparison

i Key Item Results Perceptions of

Millennial: Generation X: Baby Boomer: ORGANIZATIONAL JOB

24% 48% 28% SATISFACTION SATISFACTION

Leadership
Satisfaction
2017 New Inclusion Quotient & &
8.6% 8% Trustworthy
msm G GAP ,
Communicative

AP
PAY

RECOMMENDING

DlA Motivating
T.7% Empowering

, GAP
Fair

¥ Millennial M Generation X W Baby Boomer = Milennial ™ Generation X B Baby Boomer

2017 Key Index Scores

21.8%
Gap

Effective Effective Effective Effective Employee Innovation Pay Performance Strategic Support for Teamwork Training and WorkiLife
Leadership - Leadership - Leadership-  Leadership-  Skills/Mission Based Rewards Management Diversity Developmant Balance
Empowerment Fairness Senior Leaders  Supervisors Match & Advancement

= Millennial = Generation X wBaby Boomer

Note: For this analysis, Millennials are defined as respondents born after 1980, Generation X is defined as respondents born
betw een 1965 and 1980, Baby Booirers are defined as respondents born betw een 1946 and 1964, Employees born prior to
1946 make up less than 0.5% of DIA's w orkforce and are not included in this analysis.
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Respondents by Tenure

<1 Yr: 1-3 Yrs: . 4-5Yrs:8%
6-10Yrs:39% 11-20 Yrs:29% >20 Yrs:8%

2017 New Inclusion Quotient
B2,

Key Iltem Resulis

ORGANIZATIONAL
SATISFACTION

JOB
SATISFACTION

12,79
GAr

RECOMMENDING
DIA

28.4%
GAP

30.3%
Gap

<1 Year = 1-3 Years m 4-5 Yearsm 6-10 Yearsm 11-20 Yearsm >20 Years
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Appendix D: Sub-Group Comparison

Civilian DIA Tenure Comparison

Leadership Characteristics
Ladership Satistaction
Trustwerthy
o
Motnvating

Empowering

Faw

i

2017 Key Index Scores

Effective Effective Effective Effective Employes Innovahon Berformance Strategic Support for Teamwork Training and  Work/Life Balance
Leadership - Leadership - Leadership - Leadership - Skills/Mission Based Rewards & Managameant Diversty Cevelopmant
Empowerment Faimess Senior Leaders Supervisors Malch Advancement
Less than 1 year 1-3years wd-S5years wh-10years m11-Z20years wMore than 20 years

llllllll
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Appendix D: Sub-Group Comparison

Civilians Planning to Leave DIAby Gender and RNO Status

Gender RNO Status

Civilian Future Plans A" PM Female Minorities _Nor_a-_
Civilians minorities

Are you considering leaving DNA within the next year?
No 1% T1% 71% 71% 72%
Yes (All affirmative responses) 29% 29% 29% 29% 28%

If you are considering leaving DIA within the next year. why? (Respondents could select multiple responses)
Yes, to take another government job within the Intelligence Cammunity 48% 49% 445 45% 48%
Yes, to take another job outside of the |ICand within the Federal Government 27% 26% 26% 33% 24%
Yes, to take another joh outside the Federal Government 1% 19% 13% 17% 17%
Yes, for another reason 15% 13% 17% 17% 14%
Yes, to retire 10% 12% 8% 8% 1%
Yes, to relocate away from my work location 9% 9% 8% 7% 10%
Yes, for personal reasons (not job-related) 3% 3% 4% 3% 3%
Yes, to return to school 2% 2% 2% 1% 2%
Yes, to care for family members 1% 1% 2% 2% 1%

Please saleci the factors that have caused you to consider leaving DIA. (Respondents could select mulliple responses)
Insufficient career progression/promotion opportunities 56% 54% 56% 58% 54%
Bureaucracy / inefficient work processes 39% 41% 36% 34% 42%
Dissatisfaction with DIA senior leadership 31% 33% 27% 26% 33%
Dissatisfaction with my immediate supervisor or management. 26% ! 26% 25% 29% 24%
Insufficient access to career development opportunities 27% 28% 25% 29% 24%
Insufficient recognition for my work 24% 26% 21% 3% 21%
Negative work environment 23% 22% 25% 24% 23%
Insufficient tools and resources needed to do my job 18% 21% 17% 15% 21%
Insufficient lateral career flexibility 23% 22% 24% 25% 21%
Organizational Change (restructuring, rearganization) 13% 15% 10% 10% 15%
Poor work/life balance 16% 15% 17% 16% 15%
Inconvenient work location / long commute 16% 15% 17% 14% 16%
Insufficient challenge in my current or projected work 15% 16% 14% 14% 16%
Other 13% 13% 13% 12% 14%
Coworker competence 12% 12% 12% 10% 13%
Insufficient access to flexible workplace arrangements 13% 12% 16% 168% 12%
Dissatisfaction with current pay or benefits 13% 13% 1% 14% 12%
High cost of living at my work location 13% 14% 1% 13% 13%
Retirement or VERA/VSIP eligibility 8% i 9% 5% 6% 8%
Culture does not support diversity 8% 7% 10% 14% 4%
Lack of spousal accommodation 3% 3% 3% 3% 3%
NTE expliration 0% 1%
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Appendix D: Sub-Group Comparison

Civilians Planning to Leave DIAby Grade Category

Grade Category

All DIA
Clvitians

DISES/

Upto GGI2  GG13 GG14 GG1§ ok

Civilian Future Plans

Are you considering leaving DIA within the next year?
No 1% 1% 67% V2% BO% 88%
Yes (All affirmative responses) 20% 29% 33% 28% 20% 12%

It you are considering leaving DIA within the next year, why? (Respandents could

lect multiple responses)

Yes, to take another government job within the Intelligence Community 48% 55% 52% 41% 31% 6%
Yes, to take another job outside of the IC and within the Federal Government 27% 29% 29% 27% 158% 0%
Yes, to take another job outside the Federal Government 17% 14% 19% 17% 18% 13%
Yes, for another reason 15% 13% 14% 17% 14% 6%
Yes, to retire 105 3% 7% 14% 30% 75%
Yes, to relocate away from my work location 9% 10% 9% 9% 6% 6%
Yes, for personal reasons (not job-related) 3% 3% 3% 4% 2% 0%
Yes, to return to school 2% | 2% 2% 2% 2% 0%
Yes, to care for family members 186 1% 1% 2% 0% 0%

Please selecl the factors that have caused you to consider leaving DIA. (Respondents

could selest mu. res )
Insufficient career progression/promotion opportunities 56% 64% 62% 49% 28% 13%
Bureaucracy / inefficient work processes 3%% 42% 41% 3% 35% 6%
Dissatisfaction with DIA senior leadership 31% 26% 36% 26% 34% 6%
Dissatisfaction with my immediate supervisor or management. 26% 26% 28% 24% 21% 0%
Insufficient access to career development opportunities 27% 35% 30% 19% 1% 0%
Insufficient recognition for my work 24% 23% 28% 20% 21% 0%
Negative work environment 23% 25% 24% 20% 21% 0%
Insufficient tools and resources needed to do my job 19% | 24% 20% 15% 19% 0%
Insufficient lateral career flexibility 23% 29% 24% 20% 14% 0%
Organizational Change (restructuring, reorganization) 13% 13% 13% 17% 12% 0%
Poor work/life balance 16% 17% 14% 19% 18% 19%
Inconvenient work lecation / long commute 168% 16% 14% 17% 19% 0%
Insufficient challenge in my current or projected work 15% 18% 16% 12% 17% 0%
Other 13% 13% 13% 168% 12% 13%
Coworker competence 12% 14% 14% 10% 6% 0%
Insufficient access to flexible workplace arrange ments 13% 15% 15% 11% 10% 0%
Dissatisfaction with current pay or benefits 13% 29% 10% 5% 3% 0%
High cost of living at my worlk location 13% 19% 14% 8% 10% 0%
Retirement or VERA/VSIP eligibility B 2% 6% 12% 17% 69%
Culture does not support diversity 8% 9% 10% 4% 3% 6%
Lack of spousal accommaodation
NTE expiration




Appendix D: Sub-Group Comparison

Civilians Planning to Leave DIA by Generation

Generation

All DlA = = 2 Baby
Civilians Millennials Generalion X Praniars

Civilian Fulure Plans

Are you considering leaving DIA within the next year?
Na T1%. 66% 71% T4%
Yes (All affirmative responses) 28% 34% 20% 26%
If you are considering leaving DIA within the next year, why? (Respondents could select multiple responses)
Yes, to take another government job within the Intelligence Community 48% B60% 53% 28%
Yes, to take another job outside of the IC and within the Federal Government - 27% 3% 30% 18%
Yes, to take another job outside the Federal Gavernment 17% ' 23% 19% 10%
Yes, for another reason 15% 8% 17% 20%
Yes, to retire 10% 0% 0% 0%
Yes, to relocate away from my work location 9% 12% 10% 5%
Yes, for personal reasons (not job-related) 3% 4% 4% 2%
Yes, to return to school 2% 3% 3% 0%
Yes, to care for family members 1% 1% 2% 1%
Please select the factors that have caused you 1o consider leaving DIA. (Respondents could select mulliple responses)
Insufficient career progression/promotion opportunities 56% 62% 61% 41%
Bureaucracy / inefficient work processes 39% 47% 42% 28%
Dissatisfaction with DIA senior leadership 31% 32% 35% 24%
Dissatisfaction with my immediate supervisor or management. PR 2B, 28% 20%
Insufficient access to career development oppartunities 27% 35% 27% 18%
Insufficient recognition for my work 24% 23% 27% 21%
Negative work environment 23%. 23% 27% 16%
Insufficient tools and resources needed to do my job 19%. 24% 20% 13%
Insufficient lateral career flexibility 23% 27% 24% 17%
Organizational Change (restructuring, recrganization) 13% 15% 16% 9%
Poor work/life balance 18% 17% 19% 10%
Inconvenient work location / long commute 16%. 15% 17% 14%
Insufficient challenge in my current or projected work 15% 22% 14% 12%
QOther 13% 13% 13% 15%
Coworker competence 12% 19% 13% 5%
Insufficient access to flexible workplace arrangements 13% 16% 14% 10%
Dissatisfaction with current pay or benefits 13% 24% 12% 5%
High cost of living at my work location 13% 18% 14% 7%
Retirement or VERA/VSIP eligibility 8% 0% 2% 24%
Culture does not support diversity B% 9% 9% 5%
Lack of spousal accommodation 3% 4% 4%
NTE expiration 05 1% 0%
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% Appendix D: Sub-Group Comparison

W Civilians Planning to Leave DIA by Civilian DIA Tenure
DIA Tenure

More
All DIA 11-20
Civilians Upiotlyear 1to3years 4-5Years 6-10years ypars lha;r::o

Civilian Future Plans

Are you considering leaving DIA within the next year?
No T1% B1% B67% 68% 68% 73% 1%
Yes (All affirmative responses) 29% 19% 33% 32% 32% 27% 29%

If you are considering leaving DIA within the next year, why? (Respondents could sefect multiple responses]
Yes, to take anather government job within the Intelligence Community 48% 59% 62% 53% 52% HN% 22%
Yes, to take another job outside of the ICand within the Federal Government 27% 27% 30% 32% 28% 25% 12%
Yes, to take another job outside the Federal Government 17% 15% 15% 23% 18% 18% 10%
Yes, for another reason 8% 14% 14% 13% 14% 17% 15%
Yes, to retire 10%: 0% 0% 1% 6% 12% 54%
Yes, to relocate away from my work location &% 12% 13% 9% 9% 10% 1%
Yes, for personal reasons (not job-related) 3% 3% 2% A% 3% 5% 0%
Yes, to return to school 2% 5% 2% 1% 2% 2% 0%
Yes, to care for family members 1% 1% 1% 1% 1% 2% 1%

Please select the factors that have caused you to consider leaving DIA. (Respondents could select multiple responses)
Insufficient career progression/promotion opportunities 56%: 45% 64% 68% 599 52% 35%
Bureaucracy / inefficient work processes 39% 30% 36% 51% 43% 38% 22%
Dissatisfaction with DIA senior leadership 1% 17% 25% 35% 34% 33% 229,
Dissatisfaction with my immediate supervisor or management. 26%: 27% 28% 30% 25% 27% 15%
Insufficient access to career development opportunities 27% 29% 31% 40% 26% 25% 12%
Insufficient recognition for my work 24% 13% 21% 30% 24% 27% 16%
Negative work environment 23% 22% 29% 30% 21% 24% 18%
Insufficient tools and resources needed to do my job 19% 16% 22% 29% 20% 19% 6%
Insufficient lateral career flexibility 23% 31% 28% 28% 23% 22% Ve
Organizational Change (restructuring, reorganization) 13% I 6% 15% 1% 15% 15% 6%
Poor work/life balance 16% 10% 21% 18% 15% 18% 12%
Inconvenient work location / long commute 16% 17% 17% 18% 14% 18% 11%
Insufficient challenge in my current or projected work 1596 27% 17% 19% 16% 13% 7%
Other 13% 16% 1% 10% 14% 14% 12%
Coworker competence 12% 9% 18% 18% 12% 1% 5%
Insufficient access to flexible workplace arrangements 13% 19% 15% 21% 13% 12% 6%
Dissatisfaction with current pay or benefits 13% 35% N% 20% 10% 9% 3%
High cost of living at my work location 13% 22% 21% 13% 12% 14% 3%
Retirement or VERA/VSIP eligibility 8% ) 0% 0% 4% 4% 8% 445,
Culture does not support diversity B 5% 9% 12% 8% 9% 4%
Lack of spousal accommadation 3% 3%
NTE expiration 0% 3%
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Appendix E:

Scores by Demographic: Trustworthy, Motivating & Fair
| Sams |  Gender | ANOCategory |  Generation |

Civilian
Minorities
MNon- minorities
Millennial
Generation X
Baby Boomer

TRUSTWORTHY: | have trust and confidence in
All Leadership Levels
Team Lead
First Line Supenisor
Branch Leadership
Division Leadership
Office or Center Leadership
Directorate DD4/J-code Leadership
DIA Agency Leadership (DR, DD, CoS)
MOTIVATING:
All Leadership Levels
Team Lead
First Line Supenisor
Branch Leadership
Division Leadership
Office or Center Leadership
Directorate DD4/J-code Leadership
DIA Agency Leadership (DR, DD, CoS)
FAIR: Personal lavoritism is nol tolerated b
All Leadership Levels
Team Lead
First Line Supenisor
Branch Leadership
Division Leadership
Office or Center Leadership

83% T7% 81% 72% 75% 80% 82% T7% T4%
82% 75% 80% 1% T4% 79% 79% 75% T7%
78% 73% 76% 71% 70% 76% 76% 72% 75%
76% 68% 72% 64% 66% 1% 69% 688% 71%
70% 59% 62% 80% 61% 62% 60% B80% 65%

T7% 70% 73% 68% T1% 72% 76% 69% 69%
76% 68% 72% 65% B6% T1% 72% 68% 71%
70% 66% 68% 66% 64% 89% 69% 65% 68%
69% 62% 65% 60% 61% 64% 63% 61% 66%
65% 53% 55% 56% 57% 55% 52% 53% 60%
58% 56% 56% 58% 58% 57% 51% 56% 61%

59% 59% 58% 63% 61% 59% 61% 57% 61%

76% 62% 67% 58% 61% 66% 66% 62% 65%
80% 1% 75% 67% 69% 76% 78% 1% 68%
81% 71% 7% 65% 68% 76% 75% 71% T4%
TT% 66% 71% 62% 63% 71% 72% 66% 67%
76% 61% 67% 56% 59% 65% 63% 61% 66%
70% 52% 57% 50% 54% 56% 52% 53% 61%
Directorate DD4/J-code Leadership 68% 53% 57% 49% 51% 57% 53% 55% 56%
DIA Agency Leadership (DR, DD, CoS) 56%

Note: Green textindicates ascore atleast 5% higher than the ALL DIA 2017 WES score for that leadership level;
Red indicates a score 5% or more below .
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Appendix E:
Scores by Demographic: Communicative, Empowering & Satisfaction

Military

Millennial
Generation X

Minorities
Non- minorities

All Leaderdtip Levels
Team Lead
First Line Supsnisar
Branch Leadership
Division Leadership
Office or Center Leadership
Directorate DD4/J-code Leadership
DIA Agency Leadership (DR, DD, CoS)

EMPOWERING: | feel empowered b
All Leadership Levels
Team Lead

First Line Supenisor

Branch Leadership

Division Leadership

Office or Center Leadership

Directorate DD4/J-code Leadership

DIA Agency Leadership (DR, DD, GOSJ

81% T4% 78% T2% 75% T8% 81% 74% 74%
79% 73% 77% 69% 72% 76% 76% 73% 75%
75% 70% T2% 69% 68% 72% T4% 68% 71%
72% 64% 67% 62% 64% 67% 65% 63% 68%
1% 58% 60% 59% 61% 60% 55% 60% 65%
60% 59% 59% 80% 59% 60% 55% 59% 64%
67% 64% 63% 69% 66% 65% 65% 63% 69%

71% 62% 66% 61% 63% 65% 65% 63% 65%
7% 69% 74% 66% 70% 73% 75% 70% 67%
T7% 71% 75% 68% 68% 74% 73% T1% 73%
T4% 68% 72% 64% 66% 1% 72% 67% 69%
69% 63% 66% 61% 61% 66% 64% 63% 66%
66% 56% 59% 57% 60% 57% 54% 58% 62%

All Leadership Levels
Team Lead

First Line Supervsor
Branch Leadership
Division Leadership
Office or Center Leadership

Directorate DD4/J-code Leadership
DIA Agency Leadership (DR, DD, CoS)

83%  76% 80% 72%  76% 79%  81%  76%  75%
80% 74%  78%  T0%  72%  77%  76%  T4%  T6%
%  72%  T4%  68%  69%  74%  75%  70%  74%
72%  67%  70%  64%  65% = 70%  68%  66%  69%
69% 59% 61% 60% 62% 61% 61% 59%, 64%
68%  61% 62% 61%  62% 62% 61% 61%  65%
69%  62% 62% 66% 69%  62%  65%  61%  64%

Note: Green textindicates ascore atleast 5% higher than the ALL DIA 2017 WES score for that leadership level;
Red indicates a score 5% or more below .
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Scores by Grade & Rank Group: Trustworthy, Motivating & Fair

Grade Category Rank Category

Up to GG12
DISES/DISL
Warrant Officer

TRUSTWORTHY: | have trust and confidencein
All Leadership Levels
Team Lead

First Line Supervisor
Branch Leadership
Division Lsadership
Cffice or Center Leadership

Directorate DD4/J-code Leadership
DIA Agency Leadership (DR, DD, CoSj

T7% 75% 82% 81% 100% 80% 1007% 86%
T7% 73% 76% 87% 88% 82% 82% 83%
75% 70% 76% 82% 93% 76% 82% 80%
1% 62% 1% 80% 90% 1% 82% 80%
60% 49% 60% 75% 95% 72% 58% 70%

MOTIVATING: genarates a hig
All Leadership Levels 66% 57% 62% T1% 91% T1% 71% 69%
Team Lead T1% 68% 72% T2% 100% 75% 88% 79%

First Ling Supervsor

Branch Leadership

Division Leadership

Office or Center Leadership

Directorate DD4/J-code Leadership

DIA Agency Leadership (DR, DD, CoS)
FAIR: Personal favoritismis not tolerated b

All Leadership Levels

Team Lead

First Line Superisor

Branch Leadership

Division Leadership

70% 65% 68% T7% 92% 7% 78% 73%
71% 62% 69% 75% 81% 70% 69% 70%
65% 55% 655% 77% 90% 67% T0% %
54% 44% 51% 67% 91% 70% 50% 63%
49% 53% 66% 90% 60% 50% 57%
52% 59% 68% 93% 59% 50% 60%

64% 56% 65% 71% 87% 75% T8% 76%
72% 69% 75% 73% 100% T7% 94% 84%
69% 67% 74% 87% 88% 81% 7% 83%
69% 61% 72% 79% 81% 72% 75% 82%
B1% 53% 68% TT% 91% 75% 74% 78%
Office or Genter Leadership 52% 42% 55% 64% 88% 7T1% 69% 70%
Directorate DD4/J-code Leadership 59% 44% 53% 52% 82% 68% 100% 66%
DIA Agency Leadership (DR, DD, CoS) 5450 54%, 45% 53% 65% 90% 67% 88% 63%

Note: Green textindicates ascore atleast 5% higher than the ALL DIA 2017 WES score for that leadership level;
Red indicates a score 5% or more below .



Appendix E:

Scores by Grade & Rank Group: Communicative, Empowering & Satisfaction

Up to GG12
Warrant Officer

All Leadership Levels
Team Lead

First Line Supervsor
Branch Leadership
Division Leadership
Office or Center Leadership

Directorate DD4/J-code Leadership
DIA Agency Leadership (DR, DD, CoS)

T7% 72% 76% 78% 100% 78% 94% 86%
75% 70% 75% B1% 88% 81% 73% 76%
72% 66% 73% 83% 94% 74% 79% 76%
65% 57% 70% T9% 95% 69% 83% 74%
54% 49% 60% 2% 96% 70% 67% 73%

All Leadership Levels
Team Lead

First Line Supenisor
Branch Leadership
Division Leadership
Office or Center Leadership
Directorate DD4/J-code Leadership
DIA Agency Leadership (DR, DD, CoS)

1% 66% 74% 72% 100% 74% 100% 81%
70% 68% 73% 83% 92% 7% 75% 76%
69% 65% 1% 76% 80% 74%: 69% 76%
64% 56% 68% 80% 88% 65% 65% 73%
52% 45% 60% 72% 96% 68% 50% 66%
53% 42% 52% 68% 92% 60% 67% 62%

All Leadership Levels '
7% 74% 80% 80% 100% 80% 94% 87%

Team Lead

First Line Supenisor 75% 1% T4% B5% 88% 81% 75% 80%
Branch Leaders hi_p 75% 68%  74% 82% 88% T6% 72%  78%
Division Leadership 1% 59% 1% BO% 95% 69% 78% 74%
Office or Center Leadership 60% 49% 60% 72% 95% 72% 62% 69%

Directorate DD4/J-code Leadership
DIA Agency Leadership (DR, DD, CoS)

Note: Green textindicates ascore atleast 5% higher than the ALL DIA 2017 WES score for that leadership level;
Red indicates a score 5% or more below .

66% 53% 59% 72% 92% 64% 100%  69%
63%




UNCLASSIFIED

Questions or comments? Please contact:

BY3) 10 USC 424

The survey mailbox:

Committed to Excellence in Defense of the Nation

UNCLASSIFIED
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