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Overview
Key Findings and Recommended Focus Areas

Key Findings Where to Focus Action Planning

2016 Enterprise Action Planning Areas
66% of DIA’s eligible workforce 2015 The action planning areas identified
completed the 2016 WES, 2014 since 2013 as both low scoring and
a 10% increase over 2015. 2013 highly correlated to overall satisfaction

DIA’s 2016 response rate exceeds 942
the IC-wide response rate of 49%.

have improved significantly over the last two years,
but have not yet returned to 2012 levels. Maintain
momentum by continuing to focus action plans on:

All DIA Leadership Characteristics Fair ) Eﬂect!ve Leadersh!p — Senior Leaders
scores increased from the 2016 @ Empowering - Effective Leadership — Empowerment
Leadership Effectiveness Survey (LES) Motivating - Performance Based Rewards & Advancement

@ Communicative
® Trustworthy Civilians at High Risk for Attrition
Focus action plans on the civilian groups
most likely to leave DIA within the next

W LES W WES

12 months:
10 of 12 index scores LIAS : « Millennials (born after 1980)
increased between Incm?]on i B J
2015 and 2016. : . = o Quoﬂent « GG13s & Below
Largest increase: increased from + 1 -3 Years DIA Tenure
=ffective Leadership - Senior Leaders 201510 2016.

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 Navy Personnel Assigned to DIA

~1in 3 civilians
plan to leave DIA
in the next year. Most cite:
Career Progression /
Promotion Opportunities
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Iltem Trend Analysis

ey Iltem Scores Over Time

10%

agree

Organizational
Pride
I am proud to work
within the
DIA Enterprise.

JOD
Satisfaction
Considering everything,
how satisfied are you

with your job?

Organizational
Satisfaction

5 7 0/0 Considering everything,

satisfied

how satisfied dare you

Recommending
DIA

| recommend my
organization as d
good place to work.

with yvour organization?

¥

Key ltem Scores Over Time

Scores for all four key items - over the last two years,
but none have matched 2012 scores.

Organizational t

Pride

Organizational '
Satisfaction

Recommending t

DIA

2012 2013 2074 2015 2016

Organizational Satisfaction by DIA Organization®

Organizational Satisfaction increased Agency-wide from 50% to 57%
between 2015 and 2016, and satisfaction scores increased for most DIA organizations
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|and OIG. DD scores include Centers per the April 2016 DIA Organizational Chart.
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Iltem Trend Analysis
ltem Score Changes between 2015 and 2016

Changes in Item Scores for all Trended Survey Items, 2015 to 2016

Of 90 survey items, scores for 54 (lems increased and 10 items decreased

I|||||IIIII|III!IIIII|||Il||||||unum....].......,.',..,.,.,..

items with the Largest Increases and Decreases, 2015 to 2016

| have a high level of respect for my organization's senior leaders.

My assignment at DIA is a career advancing opportunity. (Military Question)

My organization’s senior leaders maintain high standards of honesty and integrity.

In my work unit, steps are taken to deal with a poor performer who cannot or will not improve.

| feel a sense of community with other employees across the IC.

DIA's senior leaders listen to employees' concerns.

My assignment at DIA makes good use of my skills and experience. (Military Question)

Overall, how good a job do you feel is being done by the manager directly above your immediate supervisor?

How satisfied are you with the information you receive from management on what's going on in your organization?
How satisfied are you with the policies and practices of your senjor leaders?

| feel inspired by DIA's mission and goals.
The people | work with are highly skilled.
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2014 - 2016 Success Stories

Top Gains

Survey items with the Greatest Change between 2014 and 2016

: : o/ | have a high level of respect for m
AN NSO Ry IR Wt +1 8 y orgamzatiogn 's. seniol .'z-:i'fen: :
grealest change between 2014

and 2016 are on the right. S AR

: My organization's oo leader s maintain

The first two are related to Yol d ;

senior leaders, while the last one + 1 5 high standards of honesty and integrity.
is related to the survey results
being used to improge DIA. .1 39;'3 | believe the results of 1/1/s survay will be used
+ to make my agency a better place to work.

Perceptions of Senior Leaders Perceptions of Military Assignment

-~ Effective Leadership — Scores for all 4 items regarding
Senior Leaders Index Score military assignments at DIA
% increased over the last two years,
< Millennials and all exceed 2012 scores.
Perceptions of (born after 1980) The largest two year increase:
Senior Leaders improved .
significanﬂy between Generation X My aSngnment 3t D’A
2014 & 2016 among all (born 1965 - 1980) is a career advancing
generations, with the most opportunit
dramatic increase among Baby Boomer PP y

/0
Millennial rospondents. (6019461964 +11

Note: Employees born prior to 1946 make up less than 0.5% of DIA's workforce and are not included In the generation analysis.



Key Index

10 out of 12 key index scores

increased
between 2015
and 2016

Only 3 out of 12 indices
match or exceed 2012 scores:
Employee Skills/Mission
Match. Teamwork & Pay

2012 w2013 ®=2014 m2015 m2016

Employes Teamwork Effective Pay
Skills/Mission Leadership -
Match Supervisors

Note: 2012 — 2014 Index scores were recalculated to match ODNI algorithm; scores may differ slightly from prior DIA reports

Scores Over Time

o

Largest Index Score Increase:
Effective Leadership -

Senior Leaders
increased from
40% to 54%
between

2014 & 2016

This index score increased across
all grade, rank & generation groups

5 Year Index Trend, 2012 - 2016

New in
2016

Work/Life Support for
Balance Diversity

Innovation

UNCLASSIFIED

,af oy
( O ) New in 2016: 640/0
|k \g{ an Innovation Iindex
W will be calculated for all
IC Agencies

This index measures employee
perceptions of efforts to improve the
way work is done, including their
personal motivation to promote
change and the support and rewards
they receive for promoting new ideas.

Training & Effective
Development Leadership -
Senior Leaders

Performance Effective

Effective Strategic
L=adership- Management Based Rewards Leadership -
Fairness & Empowerment
Advancement
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2016 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, and 2015, and all three have increased significantly over the last two years.
Continue focusing on these three areas to maintain this positive momentum.

Eftective Leadership —
Senior Leaders

Satisfaction with the amount of information
provided by management,

level of respect for

senior leaders,

~#-DIA -8-|C =d~Federal

The extent to which employees feel
empowered with respect to

work processes and

satisfied with their

——DIA -8~|C —a—Federal

Effective Leadership —
Empowerment

Perfoermance Based
Rewards & Advancement

The extent to which employees feel
rewarded & promoted

in a fair and timely

manner for their

and perceptions involvement in performance
of senior leaders’ 54% decisions 460/0 and innovative 48%
honesty, integrity, that affect contributions
& ability to motivate. their work. to the workforce.
53% 52% 52 52% 53%
— = s
46%
] 84% 430 G4%
46%
43% +4,
a2% .
40% DIA 40% DA
2012 2013 2014 2015 2016 2012 2013 2014 2015 2016 2012 2013 2014 2015 2016

——DIA -8-IC —&—Federal

Note: 2016 Federal survey results will be released in late Summer / Fall 2016
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2016 Recommended Focus Areas

I (2vardAa armd DaAamls
B\,’ Grade and nank

Perceptions by Rank and Grade

Index scores increased across nearly all grade and rank
categories for the three focus areas.

DIA Onboard Population by Rank and Grade

. - Upto GG12
However, as in 2014 and 2015, $GG13
Civilian GG13s @co
@®caGis
continue to be the lowest scoring group by rank or grade. @ DISES/DISL
£ Enlisted

One third of DIA's

SN @ Officer & Warrant Officer
workforce are © 1 0=

Source: eZHR. 18 Aptil 2016

Focus Area Scores by Rank and Grade, 2015 & 2016

Effective Leadership — Effective Leadership - Performance Based
Senior Leaders Empowerment Rewards & Advancement
IS, 40% I 2015, 58%
Officer & Warrant | 1, 50N Officer & Warrant | S 8% Officer & Warrant _ 2015, 48%
Officer 64% Officer Officer
Up to GG12 I' Up to GG12 UptoGG12 |
e G612 [
GG14 m — GG14 |
TR cors B 035,61 |
g s
| St .,. £ I[-_ JULELAZS
DISES/DISL 889 DISES/DISL DISES/DISL 76%
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ltems and Key Indices

Key Item Comparison

UNCLASSIFIED

Comparing DIA and IC Scores

DIA scores are lower than IC scores for key items.
The largest gap is for Recommending My Organization

Organizational Job Recommending

Satisfaction Satisfaction My Organization
9% 15%
lower lower

mDIA

miC

Item Comparison Overview

DIA scored below the IC for 66% of survey items.
The survey items with the largest gap between DIA and
IC scores are:

« Employees have a feeling of personal
empowerment with respect to work processes. (DIA
scored 16% lower)

* | recommend my organization as a good place to
work. (DIA scored 14% lower)

« Creativity and innovation are rewarded. (DIA
scored 14% lower)

Key Index Comparison

DIA index scores were below the IC index scores
for 10 of 13 indices, all except Employee Skills/Mission
Match, Effective Leadership — Supervisors, and Pay.

w2016 DIA

®m 2016 1C

Employee Skills/Mission Match
Teamwork

Effective Leadership - Supervisors
Pay

Work/Life Balance
Support for Diversity

Innovation

Training and Development
Effective Leadership - Senior Leaders
Effective Leadership - Fairness
Strategic Management
Performance Based Rewards & Adv

Effective Leadership - Empowerment

gap
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Comparing DIA and IC Scores
OPM and ODNI Indices

These indices are calculated for all Federal agencies; ODNI compares agency scores across the Intelligence Community
and OPM compares scores across the Federal government*.

2016 Scores for OPM and ODNI Indices - DIA Scores for OPM and ODNI Indices, 2012 - 2016

W DIA 2016 ®mIC 2016

~@~|C Integration
-4 Conditions for Employee Engagement
~@-Job Satisfaction

~{i~Leadership & Knowledge Management
IC Integration New Inclusion Quotient (1Q)

Inclusion Quotient (1Q)

=#—Talent Management
Conditions far Employee

Engagement

—@—Results-Oriented Performance Culture

75%
Job Satisfaction
70%

Leadership & Knowledge 63% 65%
Management 60%
60% 55%
Talent Management S .
ﬁﬁ“- 50% |

Results-Oriented 45%
Parformance Culture 2012 2013 2014 2015 2016
Scores for all indices increased by at least two
DIA scored the same as or lower than the IC-wide score - percentage points between 2015 and 2016.
for all indices. The greatest difference was for The greatest increases were for:
Talent Management & Inclusion Quotient Conditions for Employee Engagement (+5%) and
(6% gap for each). Leadership & Knowledge Management (+5%).

* 2016 Federal survey resulls will be released in late Summer / Fall 2016
Note: See Appendix B for detail on each OPM and ODNI Index.
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Perceptions of Leadership Effectiveness

DIA launched a L. hip Effectiveness Survey ( ) in February 2016 in order to measure employee perceptions of leaders
in the1r chaln of command Respondents were asked to rale thelr Ieaders on 5 Leadershlp Characteristics:

The 5 Leadership Characterlstics were added to the WES in 2016 and scores for aII characteristlcs increased.
LES WES LES WES

- COMMUNICATIVE gl
TS TOHTIY 62% 66% { am satisfied with the information 60?’6 63%

I have trust and confidence in .  agres

| receive from

MOTIVATING \ el o)
______generates a high level of 55%_ - 59% S 54%.- 1 58%
o agree ogree : ~SgrEEs S dgfee

N e . : | feel empowered by
maofivaftion & commitment in the workforce.

FAIR

Personal favoritism fs not 5 1%"' 58% @ el 64%

biarated By — ™ Overall, | am salisfied with agree
S el el . *This item was not included on the LES

Leadership Satisfaction by DIA Organization

78% 74% T 7
?Ox 59%58&68%63
Qo o %

Note: DR includeg®(®! 10 USE 424 |DD scores include Centers per the April 2016 DIA Organizational Chart.
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Effectiveness
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Across all leadership levels, the characteristic
most closely correlated to Leadership Satisfaction

is Communicative; to improve leadership satisfaction,

For all Leadership Characteristics, Team Leads
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Perceptlons of Leadersh|p Eﬁectlveness

rceptions by Characteristic and Level in their Chain of Command

Across all Leadership Characteristics and for The largest differences between GG-13s
all Leadership Levels in the respondent’s chain of command, and all DIA respondents:
GG13s have the least positive perceptions Leadership Characteristic - Fair
of their Leadership. Leadership Level - Center Leadership

Leadership Characteristic Scores Leadership Satisfaction Scores
by the Respondent's Grade & Rank Category at all levels in the
Chain of Command
@ LEADERSHIP < O GG13s All Other Respondents
SATISFACTION = i

TRUSTWORTHY

\I\ﬂ N

I‘I
=
il

=
I
|

|
|
)

|

@ Officer & -
Warrant Officer M— S —

@ Enlisted COMMUNICATIVE I/ o]
Up to GG12 ——

© GG13 —_—

® GG14 : n—

® GG15 MO TV ATING

@ DISES/DISL ey §

_——————

|

. EMPOWERING

Directorate DD4,45%
J-code Leadership, 52%
DIA Agency Leadership,

Division Leadership
Center Leadership

Branch Leadership




Military Perceptions
Perceptions of DIA Assignment
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Military Perceptions 2012 - 2016

Scores for all four Military perception items /ncreased over the last two years, and all exceed 2012 scores

69%
649 __a My supervisor understands what | need to succeed
58% ~62% - e
—_— E 4 : in my career as a member of the U.S. military.
50 56% 56% 56% 53%
S —__45% ' | have the opportunity to meet my training
p S 4%~ requirements while assigned to DIA.
My assignment at DIA is a career advancing
2012 2013 2014 2015 2016

My assignment at DIAT
my skills :

70%

opportunity.

Perceptions of Cooperation

Military & Civilians work well
together within the DIA enterprise

Perceptions of Assignment by Rank Category & Organization

My assignment at DIA is a career advancing opportunity

Lowest leiaet
Scoring Scoring
Military Officers el
% < : 56% 55
6{2{@ 73’6 & those assigned el B BT o
Military Civilians to DD and ST

Agree

Agres

7% gap
between military & civilian
responses in 2016, compared
toa 15% gap in 2015.

Enlisted

% agree

were least likely
to see their DIA
assignment as a
career advancing
opportunity.

Warrant Officer

CSQDRJ J2 § DI

o Bgree

MS

DO STRDD
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Military Perceptions
Military Element Analysis

@ Among all Military assigned to DIA,
US Navy personnel assigned to DIA
have the least positive perceptions of their

@ US Marine Corps assignment, placement, supervisor support and
Assigned @ US Navy ability to meet training requirements.
to DIA @ US Air Force
® us Army

Almost one quarter of Military assigned
Source: eZHR, 18 April 2016
Note: US Coast Guard personnel to DIA are US Navy Personnel

. d represenied 0% of the onboard
° @ population as of 18 April 2016
(TR GRS EEER I @ US Marine Corps @ US Army @ US Air Force @ US Navy

64%
71% [

65%
70%

58%
64%

69% | 67%

My supervisor | have the
My assignment

understands what | opportunity to My assigpmeni
makes ?cmcl need to succeed meet my training atDiAisa
:ﬁﬁl: a:z in my career as a requirements career advancing
experience. member of the while assigned opportunity.

U.S. military. to DIA.

% agree % agree




Civilian Intent to Leave

Overview

9 31% of civilian
respondents indicated
that they plan to leave DIA
within the next 12 months.

This item provides insight into which types of
civilian employees are considering leaving
DIA and factors driving their intent lo leave.,
The percentage of emplayees intending to
leave exceeds the percentage of employees
that actually depart the agency.

Destination of Civilians Planning to Leave

Note: Chart doses not add up to 100% because
respondents could select multiple catsgories

IC Government Job
Non-IC Government Job
Non-Government Job
Another Reason
Retiring

Relocating

Personal Reasons

Returning to School E3 Three-quarters of those

’ _ planning to leave
Caring for Family Members plan to find an IC or non-IC

Government Job.,

UNCLASSIFIED

Top 10 Factors Influencing Intention to Leave

Note: Respondents could select multiple responses

Insufficient career progression /
promotion opportunities

56%

Bureaucracy / inefficient work
processes

47%

Dissatisfaction with DIA senior

0
leadership 38%

Dissatisfaction with my immediate
supervisor or management.

Insufficient access to career

0
development opportunities o
Insufficient recognition far my =
work 29%
Negative work environment 28%

Insufficient tools and resources
needed to do my job

21%

Insufficient lateral career flexibility 21%

Organizational Change
(restructuring, reorganization)

20%

III N
W
III e
e~

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




High Risk Groups

Mast Likely to Plan to leave in the
next 12 months

31% of civilian
respondents indicated that
they plan to leave DIA
within the next 12 months.
These groups are most
likely to plan to leave DIA:

< Willennials (41%)

* 1-3 Years DIA
Tenure (38%)

+ GG13 & Below (34%)

Low Risk Groups

Laasr Likely to Plan to Leave in
the next 12 months

« DISES/DISL (20%)

+ Less than 1 year DIA
Tenure (22%)

- Baby Boomers (26%)

Top Destination

All 3 high risk groups are_

most likely to plan to
leave DIA for
another IC Agency.

na to
A\“\\\\ ' L B
; 7
&
&

Q. :
Millennials

DIA Tenure

5

\'a?‘“.mg to Le‘a
7 GG13
& Below

E 4

Civilian Intent to Leave
High Risk and Low Risk Demographic Groups

High Risk Groups and the Factors Most Likely to Influence the Decision to Leave

Insufficient career progression/promotion opportunity, 69%
Bureaucracy'inefficient work processes, 42%
Insufficient access to career development, 35%

Dissatisfaction with Senior Leadership, 35%

Dissatisltaction with supervisar/management, 29%

Insufficient career progression/promotion opportunity, 67%

Bureaucracy/inefficient work processes, 49%

Digsatisfaction with Senlor Leadarship, 38%

Dissatisfaction with supervisor’'management,35%

Insufficient access 1o career davelopment, 35%

UNCLASSIFIED

Millennials

L0 anier 153au)

Employees with
1-3 Years Tenure
make up 12% of DIA’s
civilian workforce

GG13s & Below
make up 63% of DIA's
civilian workforce

Note: Demographic workforce dafa source: eZHR, 18 April 2016

Note: This survey item provides insight inta which types of civilian employees are considering leaving DIA and factors driving their intent to leave.
The percentage of employees intending to leave often exceeds the percentage of employees that actually depart the agency.
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€% Civilian Intent to Leave
W How Intentto Leave Impacts Perceptions

aing to £
o -6y
Q\_. : by

31%

The 31% of respondents who indicated that they plan to leave DIA in the next 12 months
report less positive responses to all survey items.

T T T e
®ntending to Stay  Mintendsg to leave

Many of the lowest scoring items for those intending to leave are related to

career growth, performance-based rewards/recognition, and fairness.

Lowest Scoring ltems: Intending to Leave

@ Intending to Stay B Intending to Leave

Largest Gap:
Organizational Satisfaction

28%

of those who are
lanning to

How satisfeed are you with your opportunity to get a
better job in your organization?

ipiRiiaie
I
FiiRi 1944
FpiRife
dieiedidie

Pay raigas depend on how well employees perform their
jobs.

- —
= —

Employees have a feeling of personal empoweament
wilh respec! lo work processes,

gave are
satisfied with

their ; , In my work unil, steps are taken to deal with a poor
organization performer whao cannot or will not improve.

il i.* i i‘ﬁ* ﬁi i| Promotions in my work unit are based on mert. o5

68%

of those who are

not planning to
leave are
satisfied with
 their
organization.

L
F44 88985
iftifieai
pififeifee

How satisfied are you with the policies and practices of
your senior leaders?

Creativity and innovation are rewarded,

In my work unit, differences in performance are
recognized in a meaningful way
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2016 Inclusion Quotient
Overview, Comparing DIA to

the |C and Fed, and Trend Analysis
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About the Inclusion Quotient

The Inclusion Quotient was

calculated by IC agencies for usion Quor,.

5 Habits of Inclusion: DIA Scores

Perception of supervisor suppart for

DIA’'s 2016
Inclusion Quotient
is 5 percentage
points higher than
the Federal 2015
Inclusion Quotient,
and 6 percentage
points lower than
the IC-wide 2016
Inclusion Quotient.

DIA
2016

Fed
2015

IC
2016

Inclusion Quotient

the first time in 2015. QG\ Qo work life balance & career davelopment,
20 items related to inclusive e Jpen 280 4888 ¥ i Y
environments are grouped Perception of management support i Hi A1 A1 T J-}’ ' OZ /o
into five Habits of Inclusion, 'Ed“’ers“y' L 28 . e B <
which are used to calculate 620/ mpowering $ 92000008350 o
' ient. Perception of the avallability of LR 60 /
an Inclusion Quotient 0 reirgsrzéosn&ﬁsupigﬁgae::::;I,0 w w w T w w TN o)
DIA’s Inclusion Quotient Cooperative T T Y
increased from 60% in Perception that mangement encourages w w w w fm w | 5 9 O/
2015 to 62% communication & collaboration. N ! O
in 2016. Fair ® 09 8 0 v 9 0 80
P 1 f ]n'.r- l. .'m"- u'.l'. ‘ 5 Oo/
equitable freatrmert. www 'w naAnnn O
Comparing DIA to the IC and Comparing DIA's 2015 and 2016 Scores
Federal Government Scores -

62%

[E— 77 ] Sacrastonal
Lo By 5 Habits
Supportive I S increased or
Stén | T remained the
Yl \ same between
Empowering 2015 and 2016.
Cooperative The largest
- increase was for
Fair.

Fair

B 2016 42015

* 2016 Federal survey results will be released in late Summer / Fall 2016
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Comment Analysis
Comment Themes and Keywords

Top Comment Themes

i

320/0 of survey Leadership 22%
respondents Career Opportunities m
responded to the Culture
question: Strategic Management

If you could tell Supervisor A

DIA leadership Mission Services I

one thing, Performance Based Rewards & Advancement |11
Whaf wo Uld h‘ be ? Less than 5% of all commentis related to each of the fallowing topics:
Pay & Benefits, Communication, Your Current Job, Empowerment, Workgroup & Teamwaork, Training & Development

50 Most Commonly Used Words

Suppor‘t gxperience hange believe

romotion culture

time persowel:
erformance curent
i et organization "
n Opportunities - = gsupegisomeam employees
evelleadershipratessey.
WOrKkmission Jeaders. woking
NEWVVLaes divisions=s " senior =™

position

ranch




Next Steps

DIA Annual Workforce Engagement Survey

Agency Level

-

Brief Leadership on Agency level survey results
Release Agency level survey results to the
workforce

Directorate Level

Release Directorate and CCMD survey reports and
respective comment files to Directorate and CCMD
leadership.

Next Steps

Conduct additional analysis of survey data or
comments by request:

« Glenda Houston: (202) 231-6944
* The survey team mailbox: Surveys@coe.ic.gov

UNCLASSIFIED

Forums for Releasing Annual Survey Results

Annual IC Climate Survey Results

ODN! briefs the IC-wide annual survey results to
IC leaders

ODNI provides |C-wide results to Congress

ODNI releases IC-wide index scores to the
Partnership for Public Service for inclusion in the
Best Places to Work in Government rankings

FedView Annual Survey Results

OPM releases FedView Annual Survey results in
Fall 2016

Partnership for Public Service publishes the
Best Places to Work in Government rankings in
Fall 2016
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2016 Workforce Engagement Survey:
Agency Report

Appendix A:
Survey Methodology, Definitions, and Respondent Profile

One Mission. One Team. One Agency.

Committed to Excellence in Defense of the Nation
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Appendix A:
Methodology and Importance

Survey Overview

About the Survey: DIA fulfilled the Office of the Director of National Intelligence (ODNI) requirement to participate in the 2016 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 2016 WES was open to all DIA-funded military ' and civilian employees between 10 May and 10 June 2016. Surveys were
administered via a web-based technology; employees received an email notification that included a unique link to the survey on JWICS or
SIPRNet.

Response Rate: The Agency response rate is 66%, a ten percentage point increase over last year's 56% response rate. Based on this
response rate, the confidence level is 99% +/- 0.83.

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®. 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

«  Levels of equal employment opportunity (EEQ) complaint activity

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

' CCMD miulitary were not Included In the Agency level report but are included in individual CCMD reports.

* LS. Merit Systems Protection Board. The Power of Federal Employee Engagement. Washington DC, 2008,

#J. K. Harter, F. L, Schmidl, and T, L. Hayes, Business -Unit Level Relationship Between Employee Salisfaction, Employee Engagement, and Business Qutcomes: A Meta-analysis, Joumnal of Applied
Psychology, 87, 2002.; Corporate Leadership Council, Driving Employee Performance and Retention through Engagement: A Quantitative Analysis of the Effectiveness of Employee Engagement
Strategles, Corporate Executive Board, Washington DG, 2004: T.E. Becker, A.S. Billings, D.M. Eveleth, and M.L. Gilbert, Foe/ and Bases of Employee Commitment: Implications for Job Perfarmance.,
Academy ol Managemant Journal, 39, 1996
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Definitions of Key Indices

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.

Measures the extent to which employees believe disputes are resolved fairly in their work unit, whether or not employees believe
arbitrary action and personal favoritism is tolerated, and if employees feel comfortable reporting illegal activities without fear of
reprisal.

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

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

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.

Measures employee perceptions of efforts to improve the way work is done, including their own personal motivation to promote
change and the support and 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 that management ensures they have the necessary skills and abilities to do
their jobs, is successful at hiring new employees with the necessary skills to help the organization, and works to achieve the
organizational goals with targeted personnel strategies and performance management.

Measures the extent to which employees believe that actions and policies of leadership and management promote and respect
diversity.

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.

Measures the extent to which employees believe their development needs 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 support a balance
between work and life.
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Intelligence
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Integration
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Talent Management
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Conditions for
Employee
Engagement

New
Inclusion Quotient (IQ)

Definitions of ODNI and OPM Indices

This index was developed by ODNI to measure employee perceptions of the IC's progress toward transformation and
integration. This index is composed ol 5 survey items and measures whether employees feel a sense of community
(shared mission and values) across the IC, the importance they place on collaboration in accomplishing our mission, and
how easily employees can share knowledge and collaborate with colleagues in other agencies.

This index is part of OPM's Human Capital Assessment and Accountability Framework developed in 2009 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 impartant, feeling salisfied with their involvement in decislons affecting their work, their ability to
get a better job, and their pay.

This index is part of OPM's Human Capital Assessment and Accountability Framework developed in 2009 and is
composed of 12 items. This index measures the degree to which supervisors and senior leaders are perceived as
trustworthy, respected, motivating, and effective overall.

This index is part of OPM's Human Capital Assessment and Accountability Framework developed in 2009 and is
composed of 7 items. This index measures employee perceptions concerning their organization’s ability to recruit and
continuously improve top talent. It also gauges the degree to which employees see themselves as being fully utilized and
developed.

This index is part of OPM’s Human Capital Assessment and Accountability Framework developed in 2009 and is
composed of 13 items. This index measures the degree to which employees see a linkage between their work and the
agency's mission, goals, and performance. It also gauges whether employees believe that high performers are
recognized. rewarded, and promoted, and whether the agency effectively deals with poor perfarmance.

This index was developed by OPM in 2011 to measure the engagement potential of an agency's work environment — the
conditions that lead to employee engagement. The index is composed of 15 items and includes items related to
employee perceptions of the integrity of leadership and leadership behaviors, the interpersonal relationship between
warker and supervisor, and employee’s feelings of motivation and competency relate to their role in the workplace.

This index was developed by OPM in 2014 and is being calculated by |C agencies for the first time in 2015. The index is
built on the concept that individual behaviors, repeated over time, form the habiis that create the essential building blocks
of an inclusive environment. Workplace inclusion is a contributing factor to employee engagement and organizational
performance. This index is composed of 20 items that are related to inclusive environments. These 20 items are grouped
into 5 Habits of Inclusion: Cooperative , Empowering, Fair, Open, and Supportive.
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Index Sources

Index Sources

The Partnership for Public Service ranks Federal Agencies annually based on their survey results, DIA
participates in this ranking as part of the aggregate |C score. The Parinership measures 12 sub-indices and the
Best Places to Work (BPTW) ranking. ODNI also calculates BPTW sub-indices overall for the IC and by IC
Agency. Whereas the other indices are calculated via an average of the composite items, the Best Places to
Work ranking calculation is proprietary to the Partnership, based on the three items below:

Best P:a::’?s to Work « | recommend my organization as a good place to work
naices

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

The IC Best Places to Work index scores are aggregated across the Intelligence Community. Individual IC
agency scores are not released o the public.

Seven OPM and ODNI indices were calculated to aggregate related individual items together into one easy to
understand score. Each index score is calculated by taking an average of all its individual component item
scores;

« OPM calculates four Human Capital Assessment and Accountability Framework (HCAAF) indices to track
progress towards HCAAF objectives and the Conditions of Employee Engagement index to measure

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

behaviors, repeated over time. form the habits that create the essential building blocks of an inclusive
environment.

« ODNI calculates an IC Collaboration index to track levels of collaboration across the Intelligence
Community.
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Definition of Comment Topics

Comments related to DIA's mission and ability to accomplish its mission and goals.

Comments related to career paths, career advancement and promotional 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 respect to work processes and involvement in decisions that affect
work.

Comments related to leadership style, accessibility, and accountability of DIA enterprise leaders.
Comments related to Mission Services, to include IT, Human Resources, Security, Facilities, and Logistics.

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

Comments related (o being recognized and promoted in a fair and timely manner for performance and
contributions to the workforce.

Comments related to your first line supervisor or supervisory issues at the DIA enterprise.
Comments related to training and mentoring opportunities throughout the DIA enterprise and in the field.
Comments related to your specific workgroup.

Comments related to the tasks you do each day, Including job fit and skill match to your current position.
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Respondent Profile

Survey Survey

Demographic Respondents  Population
{2016 WES) (eZHR data)

2016 survey respondents are

C- I Go . =
Employee Status M':’t:" fz; i . widely representative of the
Ma'] 14 Bgu" 700/0 = survey population by key
Gender 2 g - 1% demographics.
Female 31% 30% 1%
RaceEthnicity [N 3 N i Variance for demographic
Non-Minority Eark Bnk 1% categories with a difference of
Work Location CONUS 86% 81% 5% at Ieast 50,‘0 between
OCONUS 4% 19% -5% representation in the workforce
Pay Grades 12 & Under 18% 19% -1% and represen[ation among
Pay Grade 13 41% 43% -2% survey respo ndents are
Civilian Pay Band Pay Grade 14 25% 24% 1% bolded.
Pay Grade 15 13% 1% 2%
DISES/DISL 3% 2% 1% Civilians, Military Officers, and
Enlisted 43% 52% -9% CONUS respondents are
Military Rank Warrant Officer 6% 5% 1% slightly over-represented and
Officer 51% 42% 9% Military, Military Enlisted, and
Millennial (born after 1980) 20% 22% -2% OCONUS respondents are
Generation Generation X (born between 1965 and 1980) 49% 50% -1% slightly under-represented.
Baby Boomer (born between 1946 and 1964) 31% 29% 2%

Notes:
Onboard survey population data was pulled from eZHR on 18 April 2016.
Employees born before 1946 make up less than 1% of the survey population and are not included in this analysis.

UNCLASSIFIED
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One Mission. One Team. One Agency.

Committed to Excellence in Defense of the Nation
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Key Levers Driving Engagement®

Growth Opportunities

Measures the extent to which
employees are given developmental

To create an organization in today’s work environment that is magnetic and attractive, SpoHuiie WM the broanizatio.

creates a high level of performance and passion, and continuously monitors
problems that need to be fixed, organizations should focus on six major elements and e : p
-~ Trustin Leadership

24 underlying strategies that combine to form a unified system of engagement. (D Measures the extent towhich

.~ / organizalions develop and communicate
a strong sense of purpose to employees
and encourage Transparency‘

56% of DIA civilians

selected Insufficient
career progression /
promotion opportunities
as their top factor
influencing their intention to
leave DIA .

KEY LEVERS

Cross Collaboration &
Communication

Measures the extenl to which employees
are encouraged lo communicale among
different work units.

Positive Work Environment
Measures the extent to which employees

|/ are provided with a flexible, inclusive, and

supportive work environment

Meaninaful Work
Measures the extent to which employees
are given the autonomy lo complete tasks

in their own unigue ways.

Supporlive Management
Measures the extent to which management
encourages the development of simple, clear

goals for each employee, and provides
opportunities for leadership development and
mechanisms for continuous feedback

that drive engagement

5096 Growth Opportunities

Trust in Leadarship

H54% Cross Organizational Callaboration & Communication
{ Positive Work Enviranment

71%

749%

Meaningful Work

Supportive Management

Growth Opportunities scored the lowest of all Key Levers driving Engagement at DIA.
To improve Growth Opportunities focus on: Training and Support on the Job,
Facilitated Talent Mobility, Self-Directed/Dynamic Leamning, High-Impact Learning Culture

Copyright 2016 Deloitte Develapment LLC. All rights reserved ™

*Simply lrresistible Organization Model
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LHONS

Definition of Key Levers
Meaningful Work Measures the extent to which employees are given the autonomy to complete tasks In their own unigue ways.

Measures the extent to which management encourages the development of simple, clear goals for each

SOpportive Menagement employee, and provides opportunities for leadership development and mechanisms for continuous feedback.

Measures the extent to which organizations develop and communicate a strong sense of purpose 1o employees

Athatin LEsgeranig and encourage transparency.

Growth Opportunity Measures the extent to which employees are given developmental opportunities within the organization.

Measures the extent to which employees are provided with a flexible, inclusive, and supportive work

Positive Work Environmen i
ositive Work Environment iy

Cross-organization
Coliaboration & Measures the extent to which employees are encouraged to communicate among different work units.
Communication

Key Levers and Underlying Attributes

Cross-organization

: Supportive = Positive Work :
Meaningful Work Management Trust in Leadership | Growth Opportunity B traniar Collaborat.lor’t &
Communication
Aidehoit Ts::r ::ednt Mt tioin and Piiscidss Training and Support Flexible Work Promote
Y G o':“ o P on the Job Environment Communication
| Continuous = oo I .
= 2 > Facilitated Talent Humanistic Sufficient
Select-to-Fit . Coaching Invesiment in Mobility Workplace Repolrees
People
Small Investment in ;
4 Transparency and Self-Directed, Culture of
Empowered Development of 5 < p Sharing Information
Teams Mariagers Honesty Dynamic Learning Recognition l
i
Agile o < Fair, Inclusive,
Time for Slack Performance Inspiration High In::p:lct:ll"l.eearmng Diverse Work Cﬁ?lrargatt‘ie
Management Environment ' SHREDOIAGN

*Simply Irresistible Organization Model Copyright 2016 Deloitte Development LLC. All rights reserve
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Key Engagement Lever ltems

Workforce Engagement Survey ltems - Key Engagement Levers ALL DIA
%
Positive
Meaningful Work 71%
Employees have a feeling of personal empowerment with respect to work processes. 38%
| trust the people in my workgroup. 80%
The people | work with cooperate to get the job done. 87%
The work | do is important. 89%
| like the kind of work | do. 83%
My work gives me a feeling of personal accomplishment. 78%
My talents are used well in the workplace. 69%
How satisfied are you with your involvement in decisions that effect your work? 54%
| feel empowered by (All Leadership Levels) 58%
Supportive Management
|Supenvsors in my work unit support employee development. 73%
'My supenvisor provides me with constructive suggestions to imporove my job performance. 67%
In the last six months, my supervisor has talked with me about my performance. 81%
| know what is expected of me on the job. 82%
Discussions with my supenvisor about my performance are worthwhile. 66%
|Positive Work Environment
|| am treated respectfully without regard to race, gender, age, disability status, sexual orientation or 76%
cultural background.
Policies and programs promote diversity in the workplace. _ 61%
My supenisor supports my needs to balance work and other life issues. 85%
'My supenvisor treats me with respect. 85%
In my work unit, differences in performance are recognized in a meaningful way. 44%
How satisfied are you with the recognition you receive for doing a good job? 55%

*Simply Irresistible Organization Model Copyright 2016 Deloitte Development LLC, All rights reserve
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Growth Opportunity
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ALL DIA
%
Positive
50%

| am given a real opportunity to improve my skills in my organization.

62%

My training needs are assessed.

51%

How satisfied are you with the training you receive for your present job?

53%

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

33%

Trust in Leadership

DIA's mission is clearly defined.

81%

| know how my work relates to the agency's goals and priorities.

81%

| feel inspired by DIA's mission and goals.

63%

My organization's senior leaders maintain high standards of honesty and integrity.

66%

| have a high level of respect for my organization's senior leaders.

60%

In my organization, senior leaders generate high levels of motivation and commitment in the
workforce.

45%

Senior leaders listen to employee's concerns.

50%

| have trust and confidence in (All Leadership Levels)

66%

(All Leadership Levels) ____generate a high level of motivation and commitment in the workforce.

59%

Cross-organization Collaboration and Communication

Managers promote communication amont different work units.

54%

Managers support collaboration across work units to accomplish work objectives.

64%

| am satisfied with the information | receive about what's going on in my workgroup.

70%

Military and civilians work well together within the DIA enterprise.

74%

| have enough information to do my job well.

75%

| have sufficient resources (for example, people, materials, budget) to get my job done.

52%

| am satisfied with the information | receive from (All Leadership Levels)

63%

*Simply Irresistible Organization Model  Copyright 2016 Deloitte Development LLC, All rights reserve
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2016 WES Performance-Importance Matrix

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.

Low Performing - High Pertorming — About the Matrix '
High Importance Indices 0.7% High Importance Indices

Effective Leadership - ; . ; =
Rlor taadiss + This matrix plots index scores on the horizontal

Performance Based Rewards G.65 axis and Pearson's correlation coefficient on the
& Advancement L] vertical axis. Pearson's correlation coefficient

- Training & measures the correlation between each index and
Effective Leadership- o Development organizational satisfaction.

Smpoement B @ prowmEin « Pay, Work/Life Balance, and Teamwork have the

0.55 B ; 1
Effec;::::::;r:hlp Smusllﬁmlzijmch ;eagr strong correlation with organizational
B o satisfaction.
5% 40% 455 S0 ©55% 60% 655 70% 75% 80% g5% | » The three indices with the strongest correlation
Effectiove Leadership 45 | g\n00rt for Diversity o with organizational satisfaction are also low
Fairness L Teamwork performing. For the most impact on organizational
Work/Uifa Balasica satisfgction. action plans shpuld focqs on the
following three low-performing and high-
035 importance indices:
» Effective Leadership - Empowerment
Pay - Performance Based Rewards & Advancement

L
» Effective Leadership — Senior Leaders

Low Performing - 025 High Performing—
Low Importance Indices Low Imporiance Indices

Performance (Axis = Mean Index Score, 62°@

>

Importance (Axis = Mean Pearson’s Correlation, 0.51)

Strategic Management

UNCLASSIFIED



Appendix C:

Effective Leadership - Empowerment Index

' About the Index .
Effective Leadership: Empowerment index ltems DIA DIA DIA DIA DIA

Empowerment Index is composed of Employees have a feeling of personal empowerment with 47% & 41% & 37% & 36% & 38%
o items respect to the work processes.

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

53% & 47% & 44% @4+ 47% @ 54%

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 for items with very small score changes (less than .05%)
may not appear to match the direction of the score change.

' DIA Iindex Score ~ 2016 Effective Leadership - Empowerment Index Scores: 2012 - 2016"

DIA’'s index score
increased by

6
percentage
points
between
2014 and 2016

46%

2012 2013 2014 2015 2016

—4—DIA -8-IC —&—Federal

* 2016 Federal survey results will be released in Fall 2016
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Effective Leadership - Fairness Index

| About the lndex Effective Leadership: Fairness Index Hems DA DA DA DA DA

% Posilive 2012 2013 2014 2015 2016
| can disclose a suspected violation of any law, rule, or
regulation without fear of reprisal.

The Effective Leadership - Fairness

Index is composed of two items. 68% & 66% & 64% = 64% = 64%

Arbritrary action, personal favortism and coercion for

ThIS IndeX measures the extent to Wh|Ch parﬁsan po|itica| purposes are not tolerated. 57% & 51% & 48% & 46% & 47%
employees believe disputes are resolved
f&i!’ly in their work unit, whether or not Note: Due to rounding, the directional arrows for items with very small score changes (less than .05%)

; : ! may not appear to match the direction of the score change.
employees believe arbitrary action and i

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

DIA Index Score — 2016 Effective Leadership -~ Fairness Index Scores: 2012 ~ 2016°

DIA’s index score
60% increased by
59% 2
5 40/ . : percentage
0 = 52% 52% points
between
2015 and 2016
2012 2013 2014 2015 2016

—4—DIA -8-IC —&—Federal

* 2016 Federal survey results will be released in Fall 2016
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About the Index

The Effective Leadership - Senior
Leaders Index” is composed of four items.

This index measures the level of respect
employees have for senior leaders,
satisfaction with the amount of information
provided by management, and perceptions
about senior leaders' honesty, integrity, and
ability to motivate employees.

Effective Leadership - Senior Leaders Index

Effective Leadership: Senior Leaders Index Items

% Posilive
| have a high level of respect for my arganizations senior
leaders.

UNCLASSIFIED

DIA DIA DIA DIA DIA
2012 2013 2014 2015 2016

59% & 50% & 42% 4 48% 4 60%

In my organization, leaders generate high levels of
motivation and commitment in the workforce.

48% & 40% & 32% @ 40% @ 45%

My organization's leaders maintain high standards of
honesty and integrity.

7% & 60% & 51% @+ 58% @ 66%

How satisfied are you with the information you receive from

management on what's going on in your organization?

53% & 47% & 40% @ 46% @ 53%

Note: Due to rounding, the directional arrows for items with very small score changes (less than .08%)
may not appear to match the direction of the score change.

DIA Index Score — 2016

04%

Effective Leadership — Senior Leaders Index Scores: 2012 — 2016""

40%

2012 2013 2014 2015

——=DIA -8-IC —&—Federal

2016 2014 and 2016

DIA’'s index score
increased by

14
percentage

points
between

* 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 Service or equivalent.”

** 2016 Federal survey results will be released in Fall 2016
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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.

Effective Leadership - Supervisors Index

Effective Leadership: Supervisors Index ltems

% Posilive
Owerall, how good a job do you feel is being done by your
immediate supenisor?

UNCLASSIFIED

DiA DIA
2012 2013

DIA
2014

DIA
2015

DIA
2016

77% & 73% & 72% ¢ 73% % 76%

Supenisors in my work unit support employee
development.

73% & 69% & 66% 4 68% @+ 73%

Discussions with my supenisor about my performance are
worthwhile.

68% & B5% & 60% M+ 62% f 66%

My supenisors provides me with opportunities o
demonstrate my leadership skills.

75% & 72% & 69% f 71% ® 74%

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

' DIA Index Score - 2016

12%

6
K= e e percentage
points
— . el between
2012 2013 2014 2015 2016 2014 and 2016

—4—DIA -#~I|C —4&—Federal

Effective Leadership - Supervisors Index Scores: 2012 - 2016"

DIA’'s index score
increased by

UNCLASSIFIED
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Employee Skills Mission Match Index

About the Index Employee SkillgMission Match Index ftems DA DIA DA DA DA

" — % Positiv 1
The Employee Skills / Mission Match it SERAE01 35 ANg S T 2%
Index is composed of 5 items. My work gives me a feeling of personal accomplishment.  78% & 74% & 73% > 73% @ 78%
oy . | like the kind of work | do. 83% & 82% & 80% ¥ 81% @ 83%
This index measures the extent to which e T = % & 61; S 505 & 52 B o
employees feel that their skills and ARSI G MOt g ! i i 2
| know how my work relates to the agencys goals and

talents are used effectively. Furthermore,
it assesses the extent to which

employees get satisfaction from their
work and understand how their jObS are Note: Due to rounding, the directional arrows for items with very small score changes (less than .05%)
relevant to the organization's mission may not appear to match the direction of the score change.

' DIA Index Score — 2016 Employee Skills Mission Match Index Scores: 2012 - 2016"

DIA's index
score increased
by

0 5% 74% 75% L 6
80 / 0 percentage

points
— ——— between
2012 2013 2014 2015 2016 201 4 and 201 6

priorities. B4% & 78% & 74% @ 79% € 81%

The work | do is important. 87% & 85% & 83% @ 84% € 89%

79%

—=DIA ~@i~IC —d—Federal

" 2016 Federal survey results will be released in Fall 2016
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Innovation Index

|
sttt A Innovation Index ltems DIA DIA DIA DIA DIA

. . % Pasitive 1 14 1 1

The Innovation Index is composed of = RiEEU : E A3 DA S S AT
! : g | am constantly looking for ways to do my job better. NA NA NA NA 93%

three items and is being calculated by — : - - e =
IC agencies for the first time in 2016. Creativity and innovation are re\frarded. 48% & 42% & 37% @ 40% = 40%
Ifgel ent.;ouraged to come up with new and better ways of 8% B 55% 4 58% @ 59%

. doing things.
Thisnciax feastites employee Note! Due to rounding, the directional arrows for items with very small score changes (less than .05%)
: : : , ing, i r i i ry .05%
perceptions of DIA's efforts to iImprove may not appear to match 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 - 2016 Innovation Index Scores: 2012 — 2016"

1%
sa:s DIA’'s index
’ score is
Gﬁ% 59% 6;% 7
640/0 | percentage
points lower
than the
2012 2013 2014 2015 2016 2016 IC score

—4—DIA ~8-IC =d—Federal

" 2016 Federal survey results will be released in Fall 2016
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Pay Index

About the Index Pay Index ltem DA DA DA DA DA

% Positive 2012 2013 2014 2015 2016
The Pay Index Considering everything, how satisfied are you with your
is composed of just one item: pay?

69% & 64% @ 65% ¢ 73% & 71%

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

Considering everything, how
satisfied are you with your pay?

This index measures how satisfied
employees are with their pay.

' DIA Index Score - 2016 Pay Index Scores: 2012 - 2016*

W DIA’s index score
decreased by

2
64 % ' percentage

7 1 U/U -~ points

53% 54% between
50% 2015 and 20186,

2012 2013 2014 2015 2016 but remains

higher than

=#=DIA ~@~IC =d~Federsl 2012 - 2014

69%

b68%

* 2016 Federal survey results will be released in Fall 2016
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Appendix C:

Performance Based Rewards and Advancement Index

2 Inaex
About the Index Performance Based Rewards & Advancement Indexltems DIA DIA DIA DA DIA

% Posilive 2012 2013 2014 2015 2016
Promotions in my work unit are based on merit. 42% & 37% & 28% @ 36% @ 4%

The Performance Based Rewards
and Advancement Index
is composed of 6 items.

Employees are recognized for providing high quality
products and senices.

Creativity and innovation are rewarded. 48% & 42% & 37% f+ 40% = 40%

My performance appraisal/evaluation is a fair reflection of
my performance.

How satisfied are you with the recognition you receive for

59% & 56% & 54% @+ 55% @ B61%

This index measures the extent to
which employees feel they are
rewarded and promoted in a fair and

1% & 68% & 66% @ 67% ¥ 69%

timely manner for their performance and doing a good job? % & 1% & e & 0068 T
innovative contributions to the How satisfied are you with your opportunity to get a better

(] o, (=] {=} 0,
ior R OrcS: jotie v Biaa LR 37% & 29% & 25% @& 28% @ 33%

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

DIA Index Score - 2016 Performance Based Rewards & Advancement Index Scores: 2012 — 2016

§3% ne s 535 ,
.\x;__’__z'_"_/__. DIA's index score
48% :
o, 45% increased by
— W% a2% =4 6
48[]/0 43% P Pl a2% percentage
points
between
2012 2013 2014 T L 2014 and 2015
=4~DIA ~@~IC =d~Federal

" 2016 Federal survey results will be released in Fall 2016
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Appendix C:
Strategic Management Index

he Inde
About the Index Strategic Management Index Items DA DA DA DA DA

The Strategic Management Index % Posifive 2012 2013 2014 2015 2016
is composed of four items.

The agency's workforce has the job-relevant knowledge and
This index measures the extent to which skills necessary to accomplish organizational goals.
employees believe that management
ensures they have the necessary skills « - : .
and abilities to do their jobs, is successful The skill level in my work group has improved in the past 50% & 52% & 47% 9 51% & 49%
at hiring new employees with the = A ———
necessary skills to help the organization, Managers review and evaluate the organization's progress

; e toward meeting its goals and objectives.
and works to achieve the organizational : : - ,
. : Note: Due to rounding. the directional arrows for items with very small score changes (less than .05%)

goals with targeted personnel strategies

may not appear to match the direction of the score change.
and performance management.

DIA Index Score - 2016 Strategic Management Index Scores: 2012 — 2016"

L DIA’s index
. score increased
by
6
percentage
points
between
2014 and 2015

73% 4 68% 4 63% @ 65%  67%

My work unit is able to recruit people with the right skills.  57% & 44% 4 37% @ 47% 4 45%

63% & 54% & 47% @ 51% 4 56%

03%

47%

2012 2013 2014 2015 2016

~4—DIA -B-|C —d—Federal

* 2016 Federal survey results will be released in Fall 2016




Appendix C:

About the Index

The Support for Diversity Index
is composed of three items.

This index measures the extent to which
employees believe that actions and
policies of leadership and management
promote and respect diversity.

Support for Diversity Index

Support for Diversity Index Index ltems

% Posilive
My supenvisor is committed to a workforce representative
of all segments of society.

UNCLASSIFIED

DIA DIA DIA DIA DIA
2012 2013 2014 2015 2016

80% & 77% = 7% @ 79% @ 80%

Policies and programs promote diversity in the workplace
(for example, recruiting minorities and women, training in
awaremness of diversity issues, mentaring).

62% & 59% & 55% @+ 60% @ 61%

Managers/supenisors/team leaders work well with
employees of different backgrounds.

72% & 70% & 66% & 64% = 64%

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 scare change.

- DIA Index Score — 2016

65%

Support for Diversity Index Scores: 2012 - 2016*

‘= 67 e ol oy DIA’s index score
67% 62% increased by
64% A% 65% 3
56;;\‘_ = g perce.ntage
54% points
between
2012 2013 2014 2015 2016 2014 and 2016

=—DIA —8-IC —#—Federal

* 2016 Federal survey results will be released in Fall 2016




Appendix C:

Teamwork Index

About the Index Teamwork Index Index ltems DA DA DA DA DA

% Posilive 2012 2013 2014 2015 2016
The Teamwork Index The people | work with cooperate to get the job done. 88% & 86% @ 87% % 88% & 87%
is composed of three items Etr;:r!oyees in my work unit share job knowledge with eac 81% & 79% = 79% & 81% = 81%
This index measures the extent to which Managers promote communication among different work
; . e, L resources).
communicate effectively both inside and

Note: Due to rounding, the directional arrows for items with very small score changes (less than .05%)

outside of their team organizations, may not appear to matich the direction of the score change.

creating a friendly work atmosphere and
producing high quality work products.

DIA Index Score — 2016 Teamwork Index Scores: 2012 ~ 2016*

79% 79%

77% 1% H'_’_/,._‘. DIA’s index score
s . 74% 74%

remained the

69%
74
e etween
0 sax . PR 2014 and 2015,
and matches
2012 2013 2014 018 2016 DIA's 2012 score

=4#=D|IA ~8-|C =d=Federal

" 2016 Federal survey results will be released in Fall 2016



Appendix C:

Training and Development Index
J |

About the Index Training and Development Index tems DIA DIA  DIA DIA DIA

. % Positive 2012 2013 2014 2015 2016
The Training and Development Index | am given a real opportunity to improve my skills in my
is composed of four items. StgarZation. 64% & 57% & 51% ® 57% ® 62%
This ind th et 1o Wwhich | have enough information to do my job well. 76% & 75% & 73% @ 76% § 75%
n I
Riracy megsu - .e SRICnT IO WG My training needs are assessed. 54% & 45% & 40% @& 45% @ 51%
employees believe their development > s e ==
. I
needs are assessed and appropriate pr‘:‘:esn"‘: ;:b? areyeu with the fraining you recel\e or YU ceon @ 48% @ 44% 4 48% € 53%

training is offered, allowing them to do
g 9 Note: Due to rounding, the directional arrows for items with very small score changes (less than .05%)

trllflilr jobs effectively and improve their may not appear to match the direction of the score change.
SKINS,
DIA Index Score — 2016 Training and Development Index Scores: 2012 — 2016*
6% e 66% DIA's index
— e score increased
. 60% by
' 8
60 % percentage
= points
2012 2013 2014 2015 2016 20 &e:ﬁzegno 16
——DIA ~-IC —&—Federal

" 2016 Federal survey results will be released in Fall 2016
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Appendix C:

Work Life Balance Index

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

% Posilive 2012 2013 2014 2015 2016
The Work Life Balance Index i
_ . My supendsor supports my need to balance work and other 85% B 84% > B4% @ 85% > 85%
is composed of three items. life issues.
My workload is reasonable. 70% & 66% & 66% @ 67% = 67%
This index measures the extent to which ici i
. : | have sufficient resources (for example, people, materials. 58% & 52% O 46% 4 50% € 52%
employees consider their workloads budget) to get my job done.
reasonable and feasible, and managers Note: Due to rounding, the directional arrows for items 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 - 2016 Work Life Balance Index Scores: 2012 — 2016

71% oy 0% 70% 70% DIA’S i
69% s index
- :
0% ! * :683% score increased
67% 59 67% by
BBU/ ook . So% 3
0 i o percentage
points
between
2012 2013 2014 2015 2016 2014 and 2016

—4—DIA ~@-IC =—&—Federal

" 2016 Federal survey results will be released in Fall 2016
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Appendix C:

IC Integration Index

About the Index IC Integration Index ltems DIA DA DA DA DA

% Positive 2012 2013 2014 2015 2016

The IC Integration Index was developed by

- Our mission depends on IC agencies and components sharing PRl 2 .,
ODNI to measure employee perceptions of the knowledge and collaborating. 84% = B4% & B1% & 82% ® 87%
IC's progress toward transformation and i i i
! p g W I have _the opportunity to work directly with members of other IC 83% > B3% & 81% & 83% @ 85%
integration. agencies or components when necessary.

My work products are improved when | can collaborate with colleagues
from other IC agencies and components.
| feel a sense of community (i.e., shared mission and values) with

It gauges whether employees feel a sense of
community (shared mission and values)

72% @ 73% & 72% @ 73% € 5%

across the IC, as well as the importance they other employses across the IC. 60% & 57% & 54% & 59% # 67%
place on collaboration in accomplishing our How easy or difficult is it to share knowledge and collaborate on work-

mission. The index also gauges how easily related matters with members of the IC who are outside of yourown ~ 51% @ 54% & 53% & 55% # 59%
employees can share knowledge and agency or IC component?

collaborate with colleagues in other agencies. Note: Due to rounding, the directional arrows for items with very small score changes (less than .05%)

may not appear to match the direction of the score change.

DIA Index Score — 2016

IC Integration Index Scores: 2012 - 2016

-l
—
et
)
1

:_— —
70% 71%
14% e =
2012 2013 2014 2015 2016
——-DIA —=—IC




Appendix C:

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
invelvement in decisions affecting their work,

UNCLASSIFIED

OPM Job Satisfaction Index

OPM Job Satisfaction Index ltems DiA  DIA DIA DiA DIA
2% Positive 2012 2013 2014 2015 2016

The work | do is important. 87% & 85% & 83% 4 84% @ 89%
| like the kind of work | do. 83% & 82% & B80% @ 81% @ 83%
My work gives me a feeling of personal accomplishment. 78% & 74% > 73% =) 73% @ 78%
Considering everything, how satisfied are you with your job? 70% & 65% & 61% 4 65% @ 67%
Considering everything. how satisfied are you with your pay 7 69% & 64% @4 65% 4 73% &4 71%
How satisfied are you with your involvement in decisions that affect 53% & 47% B 44% ¢ 47% & 54%
your work?
How §at|§ﬁed are you with your opportunity 1o get a better job in your 37% & 29% & 25% @ 28% @ 33%
organization?

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

Note: Due to rounding, the dirsctional arrows for items with very small score changes (less than ,05%)
ray nol appear lo malch the direction of the score change

DIA Index Score - 2016

67%

Job Satisfaction Index Scores: 2012 — 2016

~ Y0/ T L0
HbY% [ 2 { Y%

2012 2013 2014 2015 2016
—4—DIA -#»-|C —#—Federal
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About the Index

The Leadership & Knowledge
Management Index is part of
OPM's Human Capital
Assessment and Accountability
Framework and is composed of
12 items.

This index measures the degree to
which supervisors and senior
leaders are perceived as
trustworthy, respected, motivating,
and effective overall.

Appendix C:

OPM Leadership & Knowledge Management Index

UNCLASSIFIED

OPM Leadership & Knowledge Management Index ltems DIA DIA DIA DiA DIA
% Positive 2013 2014 2015 2016
Employees are protected from health and safely hazards on the job. 79% & 78% > 78% ¢ 79% 4 80%
Overall, how good a job do you feel is being done by your immediate supenisor? 77% & 73% & 72% @ 73% ¢ 76%
My organization has prepared employees for potential security threats. T7% & 75% = 74% @ 76% ® 77%
| have trust and confidence in my superisor. 74% & 70% & 67% @ 69% @ 73%
Supenisors work well with employees of difierent backgrounds. 72% & 70% & 66% & B64% = 64%
My workload is reasonable. 70% & 66% & 66% # 67% =» 67%
M?nagers review and evaluate the organization's progress toward meeting its goals and 63% & 54% & 47% @ 51% € 56%
objectives.
Managers communicate the goals and priorities of the organization. 61% & 53% & 44% # 50% @ 56%
| have a high level of respect for my organization’s senior leaders. 59% & 50% & 42% ¥ 48% @ 60%
;L?:: Ez;::;it?orﬁ ';ou with the infermation you receive from management on what's going on in 53% & 47% B 40% @ 46% € 53%
How satisfied are you with the policies and practices of your senior leaders? 50% & 39% & 31% € 37% ¢ 43%
In my organization, leaders generate high levels of motivation and commitment in the workforce. 48% & 40% & 32% ¢ 40% 4 45%

63%

- DIA Index Score — 2016 -

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

score change.

f B6%

67% 66% 56%
g' : 3 = e @
65% 59% 58% 59%
60% 50% \t"_)/ﬁ%
55% L

Leadership & Knowledge Management Index Scores: 2012 — 2016*

%

2012 2013 2014 2015

——-DIA

#|C ~—&—Federal

2016

* 2016 Federal survey results will be released in Fall 2016




UNCLASSIFIED

Appendix C:

OPM Talent Management Index

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

The Talent Management Index is part of % Positive ok S R L )

OPM's Hum_an Capital Assessrpent and ;l'he wcﬂ&fo::ci has tr?e J?trr;sjle\nanll knowledge and skills necessary 73% & 68% & 63% @ 65% ¢ 67%

Accountability Framework and is composed of D.CLoOMP s Jgenegiong gogis.

7 items Supenisors in my work unit support employee development. 73% 4 69% 4 66% 4 68% € 73%
; My talents are used well in the workplace. 67% & 61% & 59% @ 62% 4 69%

| am given a real opportunity to improve my skills in my

organization. 64% § 57% & 51% @ 57% € 62%

This index measures employee perceptions

concerning their organization's ability to recruit How satished are : o :

i " you with the training you receive for your present L & E
and continuously improve top talent. It also iob? Bonei e Wpe & A% A0% & S5
gauges the degree to which employees see My work unit is able to recruit people with the right skills. 57% & 44% & 37% @ 47% & 45%
themselves as being fully utilized and My training needs are assessed. 54% & 45% & 40% @ 45% € 51%
developed.

Mote: Due to rounding, the directional arrows for iteme with very small score changes (less than .06%)
may not appear to match the direction of the score change.

DIA Index Score — 2016

Talent Management Index Scores: 2012 — 2016~

2 Year

Increase:

o/
8 /o

60%

2012 2013 2014 2015 2016
——DIA —#-|C =—&—Federal
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About the Index

The Results-Oriented
Performance Culture Index is
part of OPM's Human Capital
Assessment and Accountability
Framework and is composed of
13 items.

This index measures the degree
to which employees see a
linkage between their work and
the agency's mission, goals, and
performance. It also gauges
whether employees believe that
high performers are recognized,
rewarded, and promoted, and
whether the agency effectively

Appendix C:

OPM Results-Oriented Performance Culture Index

OPM Results-Oriented Performance Culture Index Iltems

% Positive

DIA
2012

UNCLASSIFIED

DIA DIA DIA DIA
2013 2014 2015 2016

The people | wark with cooperate to get the job done. 88% 4 B8B6% 4 87% 4 88% & 87%
My supervisor supports my need to balance work and other life issues. 85% 4 84% c 84% @ 85% = 85%
| know how my work relates to the Agency's goals and priorities. 84% & 78% & T4% ¢ 79% H 81%
My performance appraisal is a fair reflection of my performance. 71% & 68% & 66% @+ 67% & 69%
Discussions with my supenisor about my performance are worthwhile. 68% & 65% & 60% 4 62% & BE%
Physical conditions allow employees to perform their job well. 65% 4 64% @ 66% @ 68% & 67%
How satisfied are you with the recognition you receive for doing a good job? 54% & 51% & 50% & 52% @ 55%
Creativity and Innovation are rewarded. 48% & 42% & 37% @ 40% o> 40%
Employees have a feeling of personal empowerment with respect to work processes. 47% & 4% & 37% <> 36% @ 38%
Promotions in my workgroup are based on merit. 42% b 37% & 28% @+ 36% F 41%
In my work unit. difierences in performance are recognized in a meaningful way. 40% & 36% & 31% @ 38% f+ 44%
llr:rI ;‘g g?d( unit. steps are taken to deal with a poor performer who cannot or will not 33% & 28% & 25% @ 28% @ 36%
Pay raises depend on how well employees perform their job. 25% & 20% & 15% @ 21% @ 26%

deals with poor performance.

DIA Index Score — 2016

58%

Note: Due io rounding. the directional arrows for items with very small score changes (less than 05%) may nof appear to match the diraction of the score
change.

Results-Oriented Performance Culture Index Scores: 2012 — 20167

2 Year
Increase:
70/

¥ %

2012 2013 2014

——DIA

2015

~#—|C —&—Federal

2016
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Appendix C:
OPM Conditions for Employee Engagement Index

' About the Index OPM Conditions for Employee Engagement Index Hems DIA DIA DA DA DA

% Posgtive 2012 2013 2014 2015 2016

L. My supenisor treats me with respect. B5% 4 B3% = 83% 4 85% o 85%

The Conditions for | know how my work relates to the Agency’s goals and priorities. 84% & 78% & 74% @ 79% & 81%

Employee Engagement | know what is expected of me on the job. 81% @ 82% & 81% & 79% @ 82%

Index was developed by My supenisor listens to what | have 1o say. 81% & 79% & 78% @ 79% 4 81%

OPM and is composed of My work gives me a feeling of personal accomplishment. 78% & 74% = 73% > 73% @@ 78%

15 items. Owerall, haw good a job do you feel is being done by your immediate supervisor? 7% & 73% & 72% @ 73% @ 76%

I have trust and confidence in my supendsor. 74% B 70% & 67% 4 69% # 73%

This index measures the Supenvisors in my work unit support employes development. 73% & 689% & 66% fr 68% f 73%

engagement potential of an My organization's leaders maintain high standards of honesty and integrity. 71% & 60% & 51% @+ 58% 9 66%

agency's work environment My talents are used well in the workplace. 67% & 61% & 59% @ 62% @ 69%

and includes items related to O\.eralllk hu:.r good a job do you feel is being done by the manager directly above your immediate 66% B 61% & 56% € 58% @ 64%
leadership, the supervisor i i - ——

. ) | feel encouraged 1o come up with new and better ways of doing things. 64% & 58% & 55% M+ 58% @ 59%
rela_tlon_s hlp' and employee Managers communicate the goals and priorities of the organization. 61% & 53% & 44% G 50% 4 56%
motivation. | have a high level of respect for my organization's senior leaders. 59% & 50% & 42% 4 48% 4 60%

In my organization, senior leaders generate high levels of motivation and commitment in the workforce.  48% & 40% & 32% 4 40% 4 45%
Note: Due to rounding, the directional arrows for items with very small score changes (less than .(05%) may not appear to match the direction of the score

change.

- DIA Index Score - 2016

Conditions for Employee Engagement Index Scores: 2012 — 2016"

2 Year

Increase;

oo/
oo

10%

2012 2013 2014 2015 2016
—4—DIA —#»-|C =-&—Federal
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Appendix C:

OPM Inclusion Quo

About the Index Inclusion Quotient (IQ) items

—

(h
—
r—

The Inclusion Quotient (also known % Fouiive
as the New 1Q) was developed by Inclusion uolienl (IQ) Index Score : !
OPM in 2014 and was calculated by IC _Supportive 0% @ 80%
agencies for the first time in 2015. The My supenisor supports my need to balance work and other life issues. 85% = B5%
index is composed of 20 items that are My supenisor provides me with constructive suggestions to improve my job performance. 65% W 67%
related to inclusive environments. My supenisor listens to what | have to say. 79% @ 81%
These 20 items are grouped into 5 My supervsor treats me with respect. 85% = B85%
Habits of Inclusion — In the last six months, my supenisor has talked with me aboul my performance. 78% @ B81%
Cooperative , Empowering, Fair, Open 1% @& 6%
Open, and Supportive. Cre‘alliuty and Innovation are rewalrded: E o} 40% =  40%
Workplace inclusion is a contributing Polhglesland programs prgmot_e d!\.erslry in the mfcrkplace (for example, recruiting minorities and women, 60% 4 61%
training in awareness of diversity issues, mentoring).
facior_to e.mployee engagement and My supendsor is commitied to a workforce representative of all segments of society 79% @ 80%
organizational performance. Supenvisors work well with employees of different backgrounds. 64% = 64%
Cooperative 58% ' 59%
Mapagers promote communication among different work units (for example, about projects, goals, needed 56% & 54%
Inciusion Quotient Scoras® resources). 3 2
Managers support collaboration across work units to accomplish work objeclives, 63% 44 64%
Empowering 58% 1+ 60%
= ﬁ? | have enough information to do my job well. 7% & 75%
| feel encouraged to come up with new and better ways to do things. 58% @ 59%
My talents are used well in the workplace. 62% 44 69%
Employees have a feeling of personal empowerment with respect to work processes. 36% @ 38%
Fair 45% v 50%
In my work unit, sieps are taken to deal with a poor performer who cannot or will not improve. 28% @ 36%
= b4 4 In my work unit, differences in performance are recognized in a meaningful way. 38% 4+ 44%
g i v ?:.o Awards in my work unit depend on how well employees perform their jobs. 49% @ 54%
= _g s ‘g Arbitrary action, personal favotitism and coercion for partisan political purposes are not tolerated. 46% | 47%
% g g E Prohibited Personnel Practices (for example, illegally discriminating for or against any employee/applicant,
c o g- g_ obstructing a person's right to complete for employment, knowingly violating veterans' preference 66% 44 67%
] £ requirements) are nol tolerated.
DIA W IC i
* 2016 Federal survey results will be released in Fall 2016
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2016 Workforce Engagement Survey:
Agency Report

Appendix D: DIA Trend Data

One Mission. One Team. One Agency.

Committed to Excellence in Defense of the Nation
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Appendix D:

DIA Index Score Trend Data 2012-2016

2012 2013 2014 2015 2016

% Pasitive
Best Places to Work Sub-Index Scores
Effective Leadership - Empowerment Index 50% & 43% & 40% # 42% @ 46%
Effective Leadership - Fairness Index 59% & 55% & 52% = 52% @ 54%
Effective Leadership - Senior Leaders Index 58% & 48% & 40% @ 46% € 54%
Effective Leadership - Supenisors Index 73% & 69% 4§ 66% @ 68% @ 72%
Employee Skills/Mission Match Index 79% & 76% & T4% ® T6% @ 80%
Innovation Index N/A N/A N/A N/A 64%
Pay Index 69% & 64% ® 65% & 73% & 71%
Performance Based Rewards & Advancement Index 50% & 46% & 42% € 45% @ 48%
Strategic Management Index 61% & 53% & 47% @ 52% ## 53%
Support for Diversity Index 67% & 64% & 62% & 64% & 65%
Teamwork Index 74% & 71% & 69% @ 74% = 74%
Training and Development Index 63% & 56% & 52% @ 56% @ 60%
Work/Life Balance Index 1% & 67% & 65% # 67% * 68%
OPM and ODNI Index Scores
Job Satisfaction Index 68% & 64% & 62% 4 65% & 68%
Leadership & Knowledge Management Index 65% & 59% & 55% ¥ 58% @ 63%
Results-Oriented Performance Culture Index 58% & 54% & 51% ¥ 54% ¢ 58%
Talent Management Index 64% & 56% & 52% @ 56% & 60%
Conditions for Employee Engagement Index 1% & 66% & 62% @ 65% € 70%
Leaders Lead N/A 53% 4 45% € 51% 4 58%
Supenisors N/A 75% % 73% @ 75% 4 78%
Intrinsic Work Experience N/A 1% & 69% € 70% & 74%
IC Integration Index 70% = 70% & 68% ® 71% @€ 74%
Inclusion Quotient Index N/A N/A N/A 60% 4 62%
Inclusion Quetient: Cooperative N/A N/A N/A 58% = 5%
Inclusion Quatient: Empowering N/A N/A N/A 58% €+ 60%
Inclusion Quotient: Fair N/A N/A N/A 45% @ 50%
Inclusion Quotient: Open N/A N/A N/A 61% # 62%
Inclusion Quotient: Supportive N/A N/A N/A 78% € 80%

Note: 2012 — 2014 Index scores were recalculated to match ODNI algorithm; scores may differ slightly from prior DIA reports.
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Appendix D:
DIA Trend Data 2013-2016

Workforce Engagement Survey ltems 2013 2014 2015 2016
% Positive

Agency Goals and Mission Accomplishment

' DIA's mission is clearly defined. 79% & 71% @ 77% & 81%
The workforce has the job-relevant knowledge and skills necessary to accomplish organizational goals. 68% & 63% # 65% ® 67%
| know how my work relates to the agency's goals and priorities. 78% & 74% @ 79% @ B81%
Managers review and evaluate the organization's progress toward meeting its goals and objectives. 54% & 47% & 51% & 56%
Managers communicate the goals and priorities of the organization. 53% & 44% 4 50% @ 56%
| feel inspired by DIA's mission and goals. 66% & 60% @ 66% &§ B63%

Leadership
My organization's senior leaders maintain high standards of honesty and integrity. 60% & 51% @ 58% @ 66%
| have a high level of respect for my organization's senior leaders. 50% & 42% @ 48% @ 60%
In my organlzauon senior leaders generat_e _h'lg'ﬁ levels of motivation and commitment in the workforce. 405/%_3*52% dﬁ—ig’@_é—d_s_"/o_
DIA's senior leaders listen to employees’ concerns. 51% & 44% & 42% & 50%
How satisfied are you with the policies and practices of your senior leaders? 39% & 31% ® 37% ® 43%
How satisfied are you with the information you receive from management on what's going on in your organization? 47% & 40% @ 46% @ 53%

Counterintelligence
| have been trained to identify counterintelligence threats. N/A 91% 4 94% & 93%
| feel comfortable reporting wilnerabilities or suspicious activities to the appropriate DIA authorities. N/A 90% ¢ 92% & 91%
DIA leadership is committed to defending against counterintelligence threats. N/A 85% 4 88% ¥ B87%

Note: Due to rounding, the directional arrows for items with very small score changes (less than .05%) may not appear to match the direction of the score change.
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Appendix D:
DIA Trend Data 2013-2016

Workforce Engagement Survey ltems 2013 2014 2015 2016

% Positive
Your Supervisor
My supenvisor maintains high standards of honesty and integrity. 80% & 79% 4 80% @ 81%
My supervisaﬁas the skills and experience needed to perform his or her job. 75% & 72% & 76% @+ 78% |
| am satisfied with the information | receive about what's going on in my workgroup. 66% & 63% 1+ 66% @ 70%
| have trust and confidence in my supenisor. 70% § 67% @+ 69% @ 73%
My supenisor supports my need to balance work and other life issues. 84% = 84% @+ 85% @ 85%
My supervisor is committed to a workforce representative of all segments of society. TT% & T7% ® 79% ® 80%
My supendsor listens to what | have to say. 79% & 78% @ 79% ¢ 81%
My supenisor provides me with opportunities to demonstrate my leadership skills. 72% & 69% @ 71% @ 74%
My supenvisor provides me with constructive suggestions to improve my job performance. N/A N/A 65% f# 67%
In the last six months, my supenisor has talked with me about my performance. N/A N/A 78% f# 81%
My supervisor treats me with respect. 83% =» 83% #+ 85% = B85%
Ovwerall, how good a job do you feel is being done by your immediate supenvisor? 73% & 72% @ 73% @4 76%
_bverall, how good a job do you feel is being done by the manager directly above your immediate supenvisor? 61% 5 56% ? 58% 4+ 64%
Your Workgroup
The people | work with cooperate to get the job daone. 86% & 87% @ 88% & 87%
| trust the people in my workgroup. 81% & 80% # 81% & 80%
The people | work with are highly skilled. 79% & 78% ¢ 79% & 75%
! My work unit is able to recruit people with the right skills. 4% & 37% @ 47% & 45% |
The skill level in my work group has improved in the past year. 52% & 47% @ 51% &4 49%
Employees in my work unit share job knowledge with each other, 79% =» 79% ¢ 81% = 81%

Note: Due to rounding, the directional arrows for iterms with very small score changes (less than .05%) may not appear to maitch the direction of the score change,
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Appendix D:
DIA Trend Data 2013-2016

Workforce Engagement Survey ltems 2013 2014 2015 2016
% Positive

Your Job
The work | do is important. 85% & B3% f# 84% # 89%
I like the kind of work | do. 82% & 80% @ 81% # 83%
My work gives me a feeling of personal accomplishment. T4% = T3% = 73% f 78%
My talents are used well in the workplace. 61% _3_ 59% 1+ 62% ﬁ- 69%
My workload is reasonable. 66% 4 66% 4 67% = 67%
| have enough information to do my job well. 75% $ 73% @ 76% & 75%
| have sufficient resources (for example, people, materials, budget) to get my job done. 52% & 46% @ 50% @ 52%
I know what is expected of me on the job, 82% d 0'_— 81% &4 79% ‘}_ 82%
I am constantly looking for ways to do my job better. N/A N/A N/A 93%
Considering everything, how satisfied are you with your job? 65% & 61% f# 65% ® 67%

Career Development

| am given a real opportunity to improve my skills in my organization. 57% % 51% % 57% @ 62%
Supenisors in my work unit support employee development. 69% & 66% ¥ 68% M 73%
My training needs are assessed. 45% & 40% @ 45% % 51%
How satisfied are you with the training you receive for your present job? 48% & 44% @ 48% @ 53%
How satisfied are you with your opportunity to get a better job in your organization? 29% & 25% # 28% @ 33%

Note: Due to rounding, the directional arrows lor items with very small score changes (less than .05%) may not appear to maich the direction of the score change.
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Appendix D:
DIA Trend Data 2013-2016

Workforce Engagement Survey llems 2013 2014 2015
% Positive
Performance Feedback and Recognition
My performance appraisal/evaluation is a fair reflection of my performance. 68% & 66% @ 67% f# 69%
" Discussions with my supenisor about T my performance are worthwhile, 65% & 60% @ 62% @ 66%
Awards in my work unit depend on how well employees perform their jobs. 47% & 42% f 49% f* 54%
Promotions in my work unit are based on merit. 37% & 28% @ 36% f# 41%
Employees are recognized for providing high quality products and senvices. 56% & 54% @ 55% ® 61%
In my work unit, differences in performance are recognized in a meaningful way. 36% & 31% @ 38% # 44%
In my work unit, steps are taken to deal with a poor performer who cannot or will not improve. 28% & 25% @ 28% # 36%
Pay raises depend on how well employees perform their jobs. 20% & 15% @ 21% €% 26%
In my most recent performance appraisal, | understood what | had to do to be rated at different performance levels. 64% & 61% & 60% # 63%
 How satisfied are you with the recognition you receive for doing a good job? 51% 3 - 50% :&__52%_ t_ 55%
I Considering every?hing. how satisfied are y_ou with your pay ? 3 = 64% @ 65% ® 73% & 71%
Work Environment
_ Physmal conditions (?o?&_ﬁhp{e noise level, temperature ||gFt_|n§ workplache_clle;nliness in lhé_@rﬁaféce_)_aﬁaw 64% & 66% f 68% & 67%
employees to perform their jobs well.
Employees are protected from health and safety hazards on the job. 78% = 78% @ 79% # 80%
My organization has prepared employees for potential security threats. 75% = 74% ® 76% ® 77%

Note: Due to rounding, the directional arrows for items with very small score changes (less than .05%) may not appear to match the direction of the score change.
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Appendix D:
DIA Trend Data 2013-2016

Workforce Engagement Survey Iltems 2013 2014 2015 2016
% Positive

Culture
Creativity and innovation are rewarded. 42% & 37% ®° 40% = 40%
| feel encouraged to come up with new and better ways of doing things. 58% & 55% + 58% @ 59%
Employees have a feeling of personal empowerment with respect to work processes. % § 37% = 36% @ 38%
| am proud to work within the DIA enterprise. g - 70% & 63% @ 68% @ 70%
| recommend my organization as a good place to work. 55% & 45% @ 49% @ 53%
| am treated respectfully without regard to my race, gender, age, disability status, sexual orientation, or cultural 7% & 75% € 77% & 76%
background.
Managers promote communication among different work units (for example, about projects. goals, needed 50% & 43% @ 56% & 54%
resources).
Managers support collaboration across work units to accomplish work objectives. N/A N/A 63% @ 64%
Supenvisors work well with employees of different backgrounds. 70% & 66% & 64% @ 64%

Policies and programs promote diversity in the workplace (for example, recruiting minorities and women, training in

ou °0 DD aa
_awareness of diversity issues, mentoring). ol AT R RIS,

Military and civilians work well together within the DIA enterprise. 78% & 75% = 75% & 74%
| can disclose a suspected violation of any law, rule, or regulation without fear of reprisal. 66% & 64% > 64% @ B4%
Arbitrary action, personal favoritism, and coercion for partisan political purposes are not tolerated. 51% & 48% & 46% @ 47%
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 N/A N/A 66% 1+ 67%
not tolerated.

| believe the results of this survey will be used to make my agency a better place to work. 37% & 33% # 42% @ 46%
How satisfied are you with your involvement in decisions that affect your work? 47% & 44% ® 47% ¥ 54%
Considering everything, how satisfied are you with your organization? 52% & 45% # 50% @ 57%

Note: Due ta rounding, the directional arrows for items with very small score changes (less than .05%) may not appear to matich the direction of the score change.
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Appendix D:
DIA Trend Data 2013-2016

Workforce Engagement Survey ltems 2014 2015
% Positive
Military Experience at DIA [asked to Military respondents only]

My assignment at DIA makes good use of my skills and experience. 64% @ 65% > 65% @ 72%
—My@ignﬁ{eht_ at DIA is a career advancing opportunity. 45% 0 42% # 44% ﬂ_' 53% |
My supervisor understands what | need to succeed in my career as a member of the U.S. military. 68% & 61% ¢ 65% @ 70%
| have the opportunity to meet my training requirements while assigned to DIA. 56% > 56% ¥ 56% @ 62%
JDA Experience [asked to respondents who indicated they had joint duty credit only] 2013 2013 2015 2016
My Joint Duty qualifying experience increased my understanding of the importance of intelligence integration. N/A N/A 86% =» 86%
fés a result of my Joint Duty qualifying experience, | feel a stronger sense of community with employees across the N/A N/A 7% & 75%

Note: Due fo rounding, the directional arrows for items with very small scare changes (less than .05%) may not appear to match the direction of the score change.
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Appendix D:
DIA Trend Data 2013-2016

Workforce Engagement Survey ltems 2014 2015
% Positive
IC Integration
| feel a sense of community (i.e., shared mission and values) with other employees across the IC. 57% & 54% @ 59% ## 67%
Our mission depends on IC agencies and components sharing knowledge and collaborating. 84% & 81% @ 82% § 87%
| have the opportunity to work directly with members of other IC agencies or components when necessary. 83% 8§ B81% @ 83% # 85%

How easy or difficult is it to share knowledge and collaborate on work-related matters with members of the IC who
are outside of your own agency or IC component?
My work products are improved when | can collaborate with colleagues from other IC agencies and companents. 73% & 72% ®& 73% ® 75%

54% & 53% @ 55% ® 59%

How often do you share knowledge and collaborate on work-related matters with members of the IC who are outside

of your own agency or IC component? % Serecied
At least once aday N/A 20% & 19% % 24%
Less than once a day, but at least once a week N/A 30% & 29% = 29%
Less than weekly, but at least monthly N/A 22% @ 22% _;u. 20%

Some, but less than once a month  N/A 19;6 & 21% & 19%
Not at all N/A 9% & 8% W 9%

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




Appendix D:
DIA Trend Data 2013-2016

Workforce Engagement Survey ltems

2013

2014

UNCLASSIFIED

2015 2016

Career Plans [Asked to civilian employees only]

% Selected

Are you considering leaving DIA within the next year, and if so, why? (Employees could select multiple responses, responses preceeded with "Yes" were

only calculated for those who indicated they are considering leaving DIA in the next year)

No, | plan to stay at DIA

70% & 69% % 72% & 69%

Yes, to take another government job within the Intelligence Community N/A N/A 46% 4 47%
Yes, to take another job outside of the IC and within the Federal Government N/A N/A 34% & 27%
Yes, to take another job outside the Federal Government N/A N/A 22% % 18%
Yes, for another reason N/A N/A 23% & 15%
Yes, to retire  N/A N/A 1% @ 12%
Yes, to relocate away from my work location N/A NA  10% & 9%
Yes, for personal reasons (not job-related) N/A N/A 3% = 3%
Yes, to return to school N/A N/A 4% & 3%
Yes, to care for family members N/A N/A 3% & 2%

Note: Due to rounding, the directional arrows for items with very small scare changes (less than .05%) may not appear to match the direction of the score change.
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Appendix D:
DIA Trend Data 2013-2016

Workforce Engagement Survey ltems 2013 2014 2015 2016
% Selected
Factors Causing Plans to Leave DIA [Asked only to civillan employees who indicated they are considing leaving DIA in the next year]
Please select the factors that have caused you to consider leaving DIA (select all that apply)
Insufficient career progression/promotion opportunities N/A N/A 59% & 56%
Bureaucracy / inefficient work processes N/A N/A N/A 47%
Dissatisfaction with DIA senior leadership N/A N/A 48% ¥ 38%
Dissatisfaction with my immediate supenisor or management. N/A N/A 33% 4 32%
Insufficient access to career development opportunities (training, travel, rotations, etc.) N/A N/A 37% & 29%
Insufficient recognition for my work N/A N/A 30% & 29%
Negative work environment N/A N/A N/A 28%
Insufficient tools and resources needed to do my job N/A N/A 26% 4 21%
Insufficient lateral career flexibility (e.g_.. _changing series or ch_anging jobé within s_erigs) N/A N/A 32% 3 21% |
Organizational Change (restructuring, reorganization) N/A N/A N/A 20%
Poor work/life balance N/A ~ N/A  20% & 19%
Inconvenient work location / long commute N/A N/A N/A 18%
Insufficient challenge in my current or projected work N/A N/A 23% &4 17%
Other N/A N/A 23% & 16%
Coworker competence N/A N/A N/A 15%
Insufficient access to flexible workplace arrangements = =
(i.e., Telework, Alternative Work Schedulljes. Part tinge work) A A kb s R
Dissatisfaction with current pay or benefits N/A  NA 18% & 13%
High cost of I}\dng at m;! work location RI?A__ NHA—1 4."./;'-0—»? 15’/:
Retirement or VERA/VSIP eligibility N/A N/A 10% = 10%
Culture does not support diversity N/A N/A 13% &4 10%
Lack of spousal accommadation N/A N/A N/A 4%
NTE expiration N/A N/A 1% = 1%

UNCLASSIFIED
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2016 Workforce Engagement Survey:
Agency Report

Appendix E: Subgroup Analysis

One Mission. One Team. One Agency.

Committed to Excellence in Defense of the Nation
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Appendix E

Sub-group Comparison

Sub-groups included in Appendix D

The first set of slides in Appendix D examine 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 examine 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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Respondents by Civilian/Military

Military : 1 6% Civilian: 84%

Inclusion Quotient

B Miltary ®Cvilian

Key Item Results

JOB
SATISFACTION

ORGANIZATIONAL
SATISFACTION

8%
GAP

RECOMMENDING
DIA

ORGANIZATIONAL
PRIDE

GAP

B Military ® Civiian

Appendix E: Sub-Group Comparison

Civilian and Military Comparison
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Perceptions of
Leadership Characteristics

Leadership
Satisfaction

Trustworthy

Communicative

Mativating

Empowering

Fair

®
63%

G o
54%

 mMilitary  ® Civilian

Key Index Scores

Effective Effective Effective Employee Pay Performance Stratagic
Leadership - Leadership - Leadership - Leadership-  Skills/Mission Based Rewards Management
Empowerment Faimess Senior Leaders  Supervisors Match & Advancement

u Military = Civilian

Support for
Diversity

Work/Life
Balancs

Training and
Development

Teamwork
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Appendix D: Sub-Group Comparison

Gender Comparison

Respondents by Gender
men: 69

Women: 3] %

2016 New Inclusion Quotient

59%
64%

5%
Gap

EMen HEWomen

Key ltem Results

ORGANIZATIONAL JOB
SATISFACTION SATISFACTION
% 3.4%
GAP
ORGANIZATIONAL necommenome

PRIDE

4%
GAP

Men B Women

68% 67%
il i

Effective Effective Effective Effective
Leadership - Leadership-  Leadership-  Leadership -
Empowerment Fairness Senior Leaders  Supervisors

2016 Key Index Scores

20 81%
Employee Pay Perfarmance Strategic
Skills/Mission Based Rewards Management
Match & Advancement

w\Women mMen
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Perceptions of
Leadership Characteristics

Leadership
Satisfaction

Trustworthy
Communicative
Motivating
Empowering

Fair

B 'Women ® Men

Support for

Teamwork Training and

Development

Work/Life

Diversity Balance




Respondents by RNO Minority Status

Minority: 31 Non-minority: 69

2016 New Inclusion Quotient

BhMinority ™ Non-Minority

SATISFACTION

2.8%
GAP

PRIDE

4.5%
GaP

EMinonty B Non-Minority

ORGANIZATIONAL

JOB
SATISFACTION

RECOMMENDING
DIA

2.7%
GAP

Effective Efiective Effective
Leadership-  Lesadership - Leadership -
Empowerment Falmess Senlor Leaders

Effective
Leadership -
Supervisors

Employee
Skllls/Mission
Match

2016 Key Index Scores

Pay

u Minority

Performance
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Appendix D: Sub-Group Comparison

RNO Minority Status Comparison

Key ltem Results

ORGANIZATIONAL

Perceptions of
Leadership Characteristics

Leadership @ 85%
Satisfaction 64%
B6%
Trustworthy :
65%

63%

nicati
Communicative ey

i

59%
59%

N sox

S8%

=
55%

B Non-Minority B Minority

Motivating

Empowering

Fair

Strategic
Based Rewards Management
& Advancament

u Non-Minority

Work/Life
Balance

Teamwork Training and

Development

Suppert for
Diversity
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Appendix D: Sub-Group Comparison
Civilian Grade Category Comparison

Civilian Respondents by Grade Category Key ltem Results Pe{ ceplions of e
108 Leadership Characteristics

ORGANIZATIONAL

Upto GG12: ' ©° GG13: ¢ GG14: 25%
SATISFACTION SATISFACTION

GG15: 13% DISES/DISL: 3%
Leadership Satisfaction |

2016 New Inclusion Quotient

Trustwarthy | @ah |

i "~
Communicative |/ )

RECOMMENDING

ORGANIZATIOMNAL
DIA Motivating [+ )

PRIDE

Empowerng

GG13 WGG14 WGGI5S MEDISES/DISL

GG13 ®GGi4 BGGI5S EDISES/DISL Up to GG12

Up to GG12
2016 Key Index Scores

'r ? ,',‘.

Teamwork Tram:ng and WorkiLife

Eﬁacuve Effective Eﬁeclwe Eﬁeclwe ::mployee Performance Strategic Support for
Leadership - Leadership - Leadership-  SkillsiMission Based Rewards Management Diversity Developmant Balance
& Advancement

Leadership -
Empowerment Fairmess Senior Lsaders  Supervisors Match
Upto GG12 =GG13 =GG14 mGG15 =mDISES/DISL
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Appendix D: Sub-Group Comparison

Military Rank Group Comparison

Military Respondents by Rank Key item Results herceeliins ol i
Leadership Characteristics
Enlis’ted: 430/0 Warrant OﬁiCET: 60/9 ORGAN‘ZAT'ONAL JOB
Officer: 519 SATISFACTION SATISFACTION Leadership
' Satisfaction
2016 New Inclusion Quotient
3.5% 7.9%
GaP GAP
Communicative
ORGANIZATIONAL RECOMMENDING
PRIDE DIA
o/ o 70%
8(‘;',7 ;.1 9(.39 Yo o
A AF 70%
71%
mEnlisted a'Wamant Officer u Officer 74%

2016 Key Index Scores

Effective Effective Effective Effective Employee Parformance Strateqic Support for Teamwork Training and Woerk/Life

Leadership - Leadership - Leadership - Leadership-  Skills/Mission Based Rewards Management Divarsity Development Balance
Empowerment Faimess Senior Leaders  Supervisors Match & Advancement

mEnlistad s'Wamant Oficer uCOfficar




Respondents by Work Location

conus: 86%  oconus: 14

2%
Gap

B CONUS mOCONUS

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

Key ltem Results

ORGANIZATIONAL JOB
SATISFACTION SATISFACTION

PRIDE

DIA
11.1% 3.9%
GaAP GAP

BCONUS mOCONUS

2016 Key Index Scores
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Perceptions of
Leadership Characteristics

Leadership 64%
Satisfaction
2016 New Inclusion Quotient 1 65%
2.2% 1% Trustworthy e
0% Gar GAP .
2 Communictive
ORGANIZATIONAL RECOMMENDING

©)

= S8%

" WOCONUS mCONUS

<)

63%
Mcthatine
61%

Effeclive

Effective Effective Effective Employee Pay Performance Strategic Support for Teamwork Training and Work/Life
Leadership-  Leadership - Leadership-  Leadership- Skills/Mission Based Rewards Management Diversity Development Balance
Empowerment Faimess Senior Leaders  Supervisors Match & Advancement
®mCONUS = OCONUS
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Appendix D: Sub-Group Comparison
Generation Comparison

Respondents by Generation Key Item Results Perceptions of

Millennial: Generalion X: Baby Boomer: ORGANIZATIONAL JOB
20% 49% 31% SATISFACTION SATISFACTION Leadership

6
2016 New Inclusion Quotient y

7%
68%
1 0.9 ?/0 4. 30/0 Trus tworthv
GAP GAP ]

Leadership Characteristics

65%
Communicative @

ORGANIZATIONAL RECOMMENDING
PRIDE DIA Motivating 58%
8.5% 12.4% Empowering (9
GAP GaP
Fair @
® Millenial W Generation X 8 Baby Boomer

2016 Key Index Scores

T3% 3% 6%
BE% 63% 55%

Effective Effective Effective Effective Employee Pay Performance Strategic Support for Teamwork Training and Work/Life
Leadership-  Leadership - Leadership - Leadership -  Skills/Missicn Based Rewards Management Diversity Development Balance
Empowerment Faimess Senior Leaders  Supenvisors Match & Advancement
= Millenial B Generation X EBzby Boomer

Note: For this analysis, Millennials are defined as respondents bom after 1980, Generation X is defined as respondents born
between 1965 and 1980, Baby Boomers are defined as respondents barn between 1946 and 1964. Employees barn prior 1o
1946 make up less than 0.5% of DIA's workforce and are not included in this analysis.
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Appendix D: Sub-Group Comparison

Civilian DIA Tenure Comparison

Perceptions of
by Te Key ltem Results AL s
Respondents by Tenure y r Leadership Characteristics

<1Year: &' 1-3 Years: &°- 4-5 Years: 13% ORGANIZATIONAL
6-10 Years: 42% >11 Years 25% SATISFACTION SATISFACTION

2016 New Inclusion Quotient

Leadership Satisfaction

Trustworthy

Communicative

ORGANIZATIONAL RECOMMENDING

Empowering 52 -0 4% |

Fair

lessBantysar n1-3years m4-Syears 96- 10years  whiore than 11 Yesrs

2016 Key Index Scores

Il-lﬂﬂll

.

Effective Effective Effactive Effective Employes Performance Strategic Support for Teamwork Training and Work/Life
Leadership- Leadership-  Leadership- Leadership-  Skills/Mission Based Rewards Managament Diversity Development Balance
Empowerment Faimess Senior Leaders Supervisors Match & Advancement

lessthan 1year w#1-3ysars md-Sysars w6-10yesars =Morethan 11 Years
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Appendix D: Sub-Group Comparison

Civilians Planning to Leave DIA by Gender and RNO Status

Gender RNO Status
Civitian Future Plans ANINA Female  Minorities pie
Civilians minarities
Are you considering leaving DIA within the next year?
No 69% 0% B8% 70% 89%
Yes (All affirmative responses) 31% 30% 32% 30% 31%
If you 2re considering leaving DIA within the next year, why? (Respandents could selec! multiple responses)
Yes, to take another government job within the Intelligence Community 47% A7% 47% 47% 47%
Yes, to take another job outside of the IC and within the Federal Government 27% 26% 27% 33% 23%
Yes, to take another job outside the Federal Government 18% 19% 18% 18% 17%
Yes, for anather reason 15% 15% 15% 18% 14%
Yes, to retire 12% 13% 1% 10% 13%
Yes, to relocate away from my work location 9% 9% 7% 9%, 8%
Yes, for personal reasons (not job-related) 2% 3% 3% 3% 3%
Yes, to return to school 3% 2% 3% 2% 3%
Yes, to care for family members 2% ' 2% 3% 3% 2%
Please select the factors that have caused you to consider leaving DIA. (Respondents could select multiple respanses)
Insufficient career progression/promotion opportunities 56%: 54% 60% 56% 55%
Bureaucracy / inefficient work processes a7% 47% 44% 46% A47%
Dissatisfaction with DIA seniar leadership 38% 38% 37% 34% 39%
Dissatisfaction with my immediate supervisor or management, 32% 30% 4% 35% 31%
Insufficient access to career development opportunities 29% 28% IN% 25% 30%
Insufficient recognition for my work 29% 28% 31% 32% 29%
Negative work environment 28% 25% 32% 25% 27%
Insufficient tools and resources needed to do my job 21% 21% 23% 23% 21%
Insufficient lateral career flexibility 21% 21% 21% 25% 20%
Organizational Change (restructuring, rearganization) 20% 21% 18% 17% 22%
Poor work/life balance 19% 18% 21% 17% 21%
Incanvenient work location / long commute 18% 17% 18% 16% 19%
Insufficient challenge in my current or projected work 17% 16% 17% 17% 17%
Other 168% 16% 15% 14% 17%
Coworker competence 15% 14% 15% 13% 16%
Insufficient access to flexible workplace arrangements 14% 1% 18% 15% 13%
Dissatisfaction with current pay or benefits 13% 13% 12% 11% 14%
High cost of living at my work location 12% 13% 1% 10% 14%
Retirement or VERA/VSIP eligibility 10% 12% 9% 2% 12%
Culture does not support diversity 10% 7% 16% 17% 7%
Lack of spousal accommodation 4% J 3% 5% 4% 4%
NTE expiration 1%
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Appendix D: Sub-Group Comparison

Civilians Planning to Leave DIA by Grade Category

Grade Category

All DIA

Givillans Up to GG12 GG14

Civilian Future Plans

Are you considering leaving DIA within the next year?
No B9 B5% 67% 70% T7% 80%
Yes (All affirmative responses) 3% 35% 33% 30% 23% 20%

|1f 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 A7% 48% 50% A8% 3% 26%
Yes, to take another job outside of the IC and within the Federal Government 27% 29% 0% 249, 20% 6%
Yes, to take another job outside the Federal Government 18% 23% 18% 15% 13% 24%,
Yes, for another reason 15% 18% 15% 14% 14% 12%
Yes, to retire 12% 5% B% 16% 3N% 35%
Yes, to relocate away from my waork location 9% 9% 9% 9% 7% 0%
Yes, for personal reasons (nat job-related) % 3% 4% 3% 1% 7%
Yes, to return to school 3% 4% 3% 2% 2% 0%
Yes, to care for family members 2% 1% 3% 2% 4% 6%

|Please select the factors that have caused you to consider leaving DIA. (Respondenis

could select multiple rasponses)
Insufficient career progression/promotion opportunities 56% | 1% B5% 46% 14% 15%
Bureaucracy / inefficient work processes 47% 47% 50% 46% 32% 26%
Dissatisfaction with DIA senior leadership 3B% 39% 38% 40% 40% 21%
Dissatisfaction with my Immediate supervisor or management. 32% 32% 36% 30% 21% 6%
Insufficient access to career development opportunities 29% 38% 32% 25% 1% 6%
Insufficient recognition for my work 29% 3% 32% 30% 17% 15%
Negative work enviranment 28% 26% 2B% 31% 26% 15%
Insufficient tools and resources needed to do my job 21% 23% 23% 21% 15% 15%
Insufficient lateral career flexibility 21% 26% 24% 19% 1% 3%
Organizational Change (restructuring, rearganization) 20%: 15% 21% 23% 23% 21%
Poor work/life balance 19% 15% 19% 21% 22% 18%
Inconvenient work location / long commute 18% 19% 19% 15% 12% 6%
Insufficient challenge In my current or projected wark 1% 17% 20% 145 12% 3%
Other 16% 15% 16%a 15% 19% 21%
Coworker competence 15% 18% 17% 11% 1M% 3%
Insufficient accass to flexible warkplace arrangements 14% 12% 15% 15% 8% 6%
Dissatisfaction with current pay or benefits 13% 35% 9% 6% 1% 9%
High cost of living at my work location 12% 21% 12% 10% 7% 0%
Retirement or VERA/VSIP eligibility 10% 4% 7% 13% 2B% 35%
Culture does not support diversity 10% 12% 9% 139 4% 3%
Lack of spousal accommodation 4% 3% 5% 2% 1% 0%
NTE expiration
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Appendix D: Sub-Group Comparison

Civilians Planning to Leave DIA by Generation

Generation
Civilian Future Plans C? ! t?lA Millennials Generation X Y :
vilians Boomers
Are you considering leaving DIA within the next year?

No 89% 59% 69% 74%
Yes (All affirmative responses) 31% 41% 31% 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 47% 58% 56% 27%
Yes, to take another job outside of the IC and within the Federal Government 27%, 32% 31% 17%
Yes, to take another job outside the Federal Government 18% 28% 19% 7%
Yes, for anather reason 15% 11% 17% 18%
Yes, to retire 12% 0% 0% 0%
Yes, to relocate away from my work location 9% 12% 9% 6%
Yes, for personal reasons (not job-related) 3% 3% 3% 3%
Yes, to return to school 3% 7% 2% 0%
Yes, to care for family members 2% | 1% 2% 3%

Please select the factors that have caused you lo consider leaving DIA. (Respondents could select mulliple respofises)

Insufficient career progression/promotion opportunities 56% 70% 60% 38%
Bureaucracy / Inefficlent work processes 4T 54% 51% 35%
Dissatisfaction with DIA senior leadership 38% 41% 42% 3%
Dissatisfaction with my immediate supervisor or management. 32% 33% 36% 24%
Insufficient access to career development opportunities 29% 43% 3% 17%
Insufficient recognition for my wark 29% 29% 3% 27%
Negative work environment 28% 28% 3% 24%
Insufficient tools and resources needed to do my job 21% 27% 23% 15%
Insufficient lateral career flexibility 21% 26% 23% 16%
Organizational Change (restructuring, reorganization) 20% 22% 21% 19%
Poor work/life balance 19% 19% 21% 16%
Inconvenient work location / long commute 168% 23% 19% 13%
Insufficient challenge in my current or projected work 17% 21% 17% 14%
Other 16% 15% 16% 16%
Coworker competence 15% 23% 17% 6%
Insufficient access to flexible workplace arrangements 14% 15% 15% 1%
Dissatisfaction with current pay or benefits 13% 25% 1% 6%
High cost of living at my work location 12% 20% 1% 8%
Retirement or VERA/VSIP eligibility 10% 0% 2% 30%
Culture does not support diversity 10% 13% 10% 8%
Lack of spousal accommodation ' | 5% 4%
NTE expiration | 1% 1%
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Appendix D: Sub-Group Comparison

Civilians Planning to Leave DIA by Civilian DIA Tenure

DIA Tenure

More
All DIA 11:20
Clvilians Uptofyear 1to3years 4-5Years 6-10years years tm"r':sm

Civilian Fulure Plans

Are you considering leaving DIA within the next year?
No % | 7% 62% 64% 67% 72% 72%
Yes [All affirmative responses) 3% 22% 38% 36% 33% 28% 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 Community A% 47% 52% 57% 51% 429 20%
Yes, to take another Job outside of the IC and within the Federal Government 27% 24% 28% 3% 1% 23% 5%
Yes, to take another job outside the Federal Government 18% 12% 17% 24%, 18% 18% 5%
Yes, far another reason 15% 33% 20% 14% 159 13% 1%
Yes, to retire 12% 0% 1% 3% 6% 18% 62%
Yes, to relocate away from my work location 9% 8% 6% 12% 9% 8% 4%
Yes, for personal reasons (not job-related) 3% 5% 2% 3% 4% 3% 29%
Yes, to return to school 2% 4% 5% 2% 3% 2% 09
Yes, to care for family members 2% 3% 1% 3% 2% 2% 5%

Please salect the lactors that have caused you lo consider leaving DIA. (Respondents could select multiple responses)
Insufficient career progression/promotion oppertunities 56% A47% 9% 649% B0 48% 27%
Bureaucracy / inefficient work processes AT 32% 429, 53% 51% 45% 28%
Dissatisfaction with DIA senior leadership 38% 12% 5% 40% 44% 38% 22%
Dissatisfaction with my immediate supervisor or management. 2% 21% 29% 38% 5% 28% 17%
Insufficient access to career development opportunities 2%% 20% 35% 42% 30% 25% 1%
Insufficient recognition for my worlk 2% 11% 26% 29%: 33% 28% 23%
Negative work environment 28% | 14% 26% 30% 29% 30% 21%
Insufficient tools and resources needed to do my job 21% 9% 27% 26%: 23% 19% 14%
Insufficlent lateral career flexibility 21% 16% 20% 30% 21% 23% B%
Organizational Change (restructuring, reorganization) 207k %% 17% 18% 22% 25% 10%
Poor work/lIfe balance 19% 18% 16% 19% 20% 20% 14%
Incanvenient work location / lang commute 18% 20% 20% 20% 18% 16% 16%
Insufficient challenge in my current or projected work 17% | A% 19% 15% 19% 19% 7%,
Other 16% 26% 18% 1% 16% 17% 1%
Cowaorker competence 15% 9% 15% 19% 18% 1% 5%
Insufficient access to flexible workplace arrangements 149 | 12% 1% 15% 15% 12% B%
Dissatisfaction with current pay or henefits 13% 29% 26% 18% 12% BY% 5%
High cost of living at my work location 12% 13% 23% 13% 13% 0% 5%
Retirement or VERA/VSIP eligibility 10% 0% 0% 2% 5% 17% 51%
Culture does not support diversity 10% 5% 13% 1% 1% 10% 4%
Lack of spousal accommuodation 4% 0% 3% 3% 5% 3% 1%
NTE expiration 2%
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2016 Workforce Engagement Survey:
Agency Report
Appendix F:

Sub-Group Analysis of
Leadership Characteristic Items

One Mission. One Team. One Agency.

Committed to Excellence in Defense of the Nation
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Appendix F:
Scores by Demographic: Trustworthy, Motivating & Fair

ALL DIA| ALL DIA

Military
Clvilian
Minorities
Baby Boomer

Non- minotrities
Millennial
Generation X

TRUSTWORTHY: |have irust and conlidencein
All Leadership Levels
Team Lead 74%
First Line Supenisar 71%
Branch Leadership 67%
Division Leadership 61%
Office ar Center Leadership 58%
Directorate DD4/J-code Leadership 54%
DIA Agency Lsadership (DR, DD, CoS)

85% 76% B2% 70% 76% 80% 80% T7% 78%
82% 73% 79% 68% 1% 7% 75% T4% 76%
72% 69% 73% B4% 66% 1% 69% 69% 72%
1% 63% 67% 58% 59% 66% 61% 64% 66%
T1% 57% 61% 57% 59% 60% 53% 58% B64%
46% 55% 57%

All Leadership Levels ;|
Team Lead B65%
First Line Supenisor 63%
Branch Leadership 58%
Division Leadership 53%
Office or Center Leadership 49%
Directorate DD4/J-code Leadership '
DIA Agency Leadership (DR, DD, CoS)

FAIR: Personal favoritism is not tolerated by =
All Leadership Levels 51%

T%  68%  74%  60% 69% 70% 73%  68%  70%
74% 65% 71%  62%  65% 68%  69%  66%  68%
65% 61% 64% 58% 60% 62%  62%  60%  64%
65% 56% 60% 53% 56% 59%  55%  57%  60%
67% 50% 54% 51%  52% 53%  46%  52%  56%
53%  46%  47%  48%  51%  46%  38%  49%  50%
58%  53%  54%  54%  61%  52%  50%  54%  59%

T2% 55% 62% 50r¢ 55%

Team Lead 67% § T9% 67% 74% 60% 64% 73% 74%s 68% 69%
First Line Supenisor _64“/9 | 7% 65% 72% 59% 63% 70% 69% 67% 66%
Branch Leadership 57% 68% 60% 65% 53% 57% 63% 61% 59% 64%
Division Leadership 50% 68% 54% 61% 47% 51% 58% 53% 56% 59%
Office or Center Leadership 44%, T3% A47% 55% 44% 48% 52% 45% 50% 56%
Direclorate DD4/J-code Leadership 41% B 63% 44% 49% 39% 43% 47% 40% 45% 52%
DIA Agency Leadership (DR, DD, CoS) 45% | 67%  47%  52%  45%  51%  50%  46%  49%  54%

Note: Green text indicates a score at least 5% higher than the ALL DIA 2016 WES score for that leadership level;
Aed indicates a score 5% or more below.
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Appendix F:
Scores by Demographic: Communicative, Empowering & Satisfaction

ALL DIA| ALL DIA

Civilian
Minorities
Non- minorities
Milleninial
Generation X
Baby Boomer

All Leadership Levels
Team Lead 69%
First Line Supendsar 63%
Branch Leadership 62%
Division Leadership 57%
Office or Center Leadership
Directorate DD4/J.code Leadership
DIA Agency Leadership (DR, DD, CoS)
EMPOWERING: |feel & s
All Leadership Levels 54%
Team Lead 65%
First Line Supenisor 65%
Branch Leadership 61 %
Division Leadership 55%
Office or Genter Leadership 49%
Directorate DD4/J-code Leadership
DIA Agency Leadership (DR, DD, CoS)

80% 71%  T7% 65%  70% 75%  76%  71%  73%
79% 69%  74% 64% 69% 1%  72%  70% 7%
69%  63% 67% B0% 63%  65%  63%  B4%  B6%
65%  B0%  B4%  56% = 59%  62%  55%  B1%  64%
59%  57%  58%  58%  51%  57%  63%

67% 57% 61% 5%  58%  59%  56%  59%  60%
75% 67% 73%  60% 65%  T71%  71%  B8%  68%
76% 68% 73% 62% 67% T1%  69%  70%  69%
65%  62% B5% 57% 61%  63% 64%  B1%  B63%
63%  57%  B1%  53%  55%  60%  56%  58%  60%
68%  50%  54%  52% @ 53%  54%  44%  54%  57%

All Leadership Levels 63% 67% 60%

Team Lead N/A 81% 74% 80% 67% 1% 78% 78% 74% 76%
First Line Superdsor NA 80% 72% 77% 66% 70% 75% 74%  72% 75%
Branch Leadership INFA 71% 66% B9% 62% 65% 67% 68% B65% 69%
Division Leadership /A 69% 61% B66% 57% 60% 64% 61% 62% 64%
Office or Center Leadership NA 7T2%  56% | 60% 58% | 58%  59%  51%  58%  65%
Directorate DD4/J-code Leadership NIA 62% 52%, 53% 53% 56% 53% 46% 54%, 57%
DIA Agency Leadership (DR, DD, CoS) N/A 65% 59% 60% 60% 66% 59% 55% 59% 64%

Note: Green text indicates a score at least 5% higher than the ALL DIA 2016 WES score for that leadership level;
Aed indicates a score 5% or more below.

UNCLASSIFIED



UNCLASSIFIED
Appendix F:
Scores by Grade & Rank Group: Trustworthy, Motivating & Fair
| GradeCategy |  RankCategory |

ALL DIA | ALL DIA

Up to GG12
DISES/DISL
Warrant Officer

TRUSTWORTHY: | have rust and conlidence in
All Leadership Levels

62%

Team Lead 74% T7% 75% 78% 85% 92% 83% 87% 88%
First Line Supervisor 71% 72% 70% 79% 81% BB6% B0% T9% 86%
Branch Leadership B67% 71% 65% T4% 86% BB% 69% T7% 75%
Divizion Leadership 61% 62% 56% 68% 81% 92% 69% 64% 73%
Office or Center Leadership 56% 56% 46% 58% 74% 92% 69% 74% 73%
Directoraie DD4/J-code Leadership 54% | 47 % 7% 54%, 62% 93% 68% 50% 61%
DIA Agency Leadership (DR, DD, CoS) 61% 5 53%

MOTIVATING: generates a high level of motivation and commitment in the workforce,

All Leadership Levels 52% 59% 67% 87 T0% 66% 66%
Team Lead 67% 70% 75% 83% 78% 78% 7%
First Line Supervisor 62% 69% 72% 76% 73% 64% 79%
Branch Leadership 57% 64% 81% 87% 66% 66% 66%
Divizion Leadership 49% 61% 76% 84% 66% 58% 65%
Office or Center Leadership 40% 51% 64% 87% B67% 84% 67%
Directorate DD4/J-code Leadership 40% 48% 55% 93% 83% 40% 47%
DIA Agency Leadership (DR, DD, CoS) 48% 56% 60% 88% 62% 56% 55%
FAIR: Personal favoritismis not tolerated b
All Leadership Levels 51% 55% 45% 58% T1% B9% T1% 70% 74%
Team Lead 67% B7% 64% 1% 85% 100% 76% 78% 84%
First Line Supenvisor 64% 66% 60% 71% 79% 75% 75% 69% 83%
Branch Leadership 57% 60% 55% 66% 82% B7% 67% 74% 70%
Diviglon Leadership 50% 52% 47% 61% 7T% 92% 66% 63% T1%
Office or Center Leadership 44% 43% 36% 47% 659% 89% 72% 84% 74%
Directorate DD4/J-code Leadership 41% 39% 35% 46% 60% 94% 64% 40% 63%
DIA Agency Leadership (DR, DD, CoS) A45% 45% 36% 49%  63% 86% 67% 67% 66%

Note: Green text indicates a score at least 5% higher than the ALL DIA 2016 WES score for that leadership level;
Aed indicates a score 5% or more below.
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Appendix F:
Scores by Grade & Rank Group: Communicative, Empowering & Satisfaction
| = GradeCategory =~ |  RankCategory |

ALL DIA | ALL DIA

Upto GG12
DISES/DISL
Enlisted
Warrant Office

COMMUNICATVE: | am satisfied with the information | receive from _

All Leadership Levels 60% .

Team Lead 69% 73% 69% 75% 82% 91% B80% 76% B1%
First Line Supenisor 68% 1% 64% 75% 74% 80% T9% 1% 81%
Branch Leadership 62% 65% 58% 70% 84% 93% T1% 80% 67%
Division Leadership 57% 58% 52% 66% 81% 100% 63% 64% 68%
Office or Center Leadership 52% 52% 44% 58% 74% 90% 69% 89% 69%
Directorate DD4/J-code Leadership 45% 57% 62% 1% 68% 70% 54%
DIA Agency Leadership (DR, DD, CoS) ] 5 56% 69% 73% 86% 1% T8% 66%
All Leadership Levels 3 ; 51% 60% 69% B87% 6% 66% T0%
Team Lead 66% 69% 81% 70% 71% 78% 80%
First Line Supervisor B65% 66% 64% T4% 75% 84% 74% 1% B1%
Branch Leadership 61% 62% 58% 69% 79% 92% 63% 63% 68%
Division Leadership 55% 55% 49% 65% 81% 90% 58% 56% 68%
Office or Cenler Leadership 44% 39% 54% T0% 86% 63% T4% T1%

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

66% )
73% 73% 75% 86% 91% 80% 78% B4%

All Leadership Levels

Team Lead N/A

First Line Supendsor N/A 72% 68% 76% 79% 80% 7% 74% B2%
Branch Leadership NA 67% 62% 1% 83% B86% 69% 83% 72%
Division Leadership N/A 61% 54% 68% 79% 84% 67% 64% T1%
Office or Cenler Leadership N/A 54%, 44% 58% 75% 90% 69% 89% T2%
Directorate DD4/J-code Leadership N/A 47% 4T% 54% 60% 94% 63% 60% 61%
DIA Agency Leadership (DR, DD, CoS) NA 55% 53% 62% 70% 88% 68% 89% 61%

Note: Green text indicates a score at least 5% higher than the ALL DIA 2016 WES score for that leadership level;
Aed indicates a score 5% or more below.
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Appendix F:

Scores by Directorate & Center: Trustworthy, Motivating & Fair

Directorate

ALL DIA | ALL DIA
5T

TRUSTWORTHY: | have trust and confidance in
All Leadership Levels

Team Lead T4% 67% 73% 79% 81% 79% 78% 83% 81% 83% B80% 78% 75%
First Line Supanisor 71% 72% 74% 79% 7% 77% 71% 84% 78% 87% 78% 1% 78%
Branch Leadership 67% 68% 68% 70% T5% 66% 67% 78% 73% 70% 65% 76% T4%
Division Leadership 61% 6A% Bd% T1% 67% 59% 652% 68% 89% 56% 60% 68% 68%
Office ar Center Laadership

83% 58% 58% 58% 50% 69% 56% 57% 56% 62%
Directorate DD4/J-code Leadership '
DiA Agency Leadarship (DR, DD, CaoS)
MOTIVATING:
All Leadership Levels
Team Lead 65%

60% 67% 70% 1% 72% T1% 73% 73% 76% 69% 72% 68%

First Line Supenisor 63% 62% 65% T6% 72% 66% 65% 81% 72% 81% 5% 1% 69%
Branch Leadership 58% 65% 61% 65% 69% 55% 60% 1% 67% 65% 63% 64% 65%
Division Leadetship 53% 66% 62% 68% 60% 51% 58% 62% 59% 57% 57% 58% 57%
Office ar Center Leadership 49% 55% 53% 83% 49% 53% 55% 41% 56% 50% 48% 40% 60%

Directorale DD4/J-code Leadership
DIA Agency Leadership (DR, DD, CoS)
FAIR: Personal favoritism is nol tolerated b

B87% 39% 47% 49% 50% 60% 51% 38% 46% 28%
B3% 44% 54% 65% 68% 56% 45% 56% 50% 38%

Al Leadership Levels 51% 58%  56% 64%  58% 56% 56% 59%  66% 60% 54% 60%  57%
Team Lead 67% 63%  72% 1%  75% 71% 65%  63%  71% 73% 69% 77% _ 68%
First Line Supenisor 64% 61%  68% 66%  6%9% 70% 64%  70% | 77% 81%  74%  74%  70%
Branch Leadership 57% 55%  63% 56%  69% 56% 57%  66% 69% 66% 61%  B3%  61%
Division Leadership 50% 58%  58% 52%  59% 5%  52% 1% 6%  56%  52%  56%  59%
Ofice or Genter Leadership 44% 56%  53% 70%  50%  51%  46% | 47%  59%  45%  46%  4B%  54%
Directorate DD4/J-code Leadership 41% 45%  38% 87%  42%  41%  43% | 53% | 63%  54%  34%  52%  44%
DIA Agency Leadership (OR, DD, CoS) 45% 62%  48% T1%  42%  AT%  54%  61%  58%  46% = 42% = 48%  42%

Note: Green text indicates a score at least 5% higher than the ALL DIA 2016 WES score for that leadership level;

Red indicates a score 5% or more below.
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Appendix F:

Scores by Directorate & Center: Communicative, Empowering & Satisfaction

e | 2w

COMMUNICATVE: | am satisfied wilh the information | receéive from
All Leadership Levels

Team Lead B9% 67% 7% 72% 76% 72% 1% 1% 81% 76% 73% 68% 68%
First Line Supervisor 68% 70% 5% 79% 73% 72% 69% 5% 79% 85% 75% 4% 1%
Branch Leadership 62% G7% 65% 73% 72% 60% 62% T0% 66% 85% 66% 68% T1%
Division Leadership 57% 69% 64% T2% 64% 54% 58% 67% 62% 57% 56% 65% 64%
Office or Center Leadership 52% 64% 56% B9% 54% 60% 59% 52% 60% 54% 47% 53% 63%
Directorate DD4/J-code Leadership 50%

DIA Agency Leadership (DR, DD, CoS)
EMPOWERING: | leel a

All Leadership Levels 54% 61% 59% T2% 56% 57% 56% 59% 65% 61% 55% 57% 56%
Team Lead 65% 60% 69% 74% 72% 69% 66% 66% 8% 67% 73% 73% 65%
First Line Supenisor 65% 64% 72% 67% 68% 73% 66% T7% 81% 83% 79% % 66%
Branch Leadership 61% 62% 66% 65% 70% 58% 59% 69% 70% 66% 64% 62% 65%
Division Leadership 55%, 65% 66% 9% 61% 53% 56% 60% 63% B1% 54%, 57% 61%
‘Office or Center Leadership 49% 59% 56% B1% 48% 53% 52% 54% B50% 53% 44% 44% 53%
Directorats DD4/J-code Laadership 43% 43% 3% 67% 33% 43% 45%, 48% 58% 42% 31% 42% 35%

DIA Agency Leadership (DR, DD, CoS)

All Leadership Levels

Team Lead VA 67% 73% T72% 80% 73% 4% 78% 81% 83% 74% 72% 78%
First Line Supervisor /A  68%  73% 76% | 76%  74% | 7i% | BA% | 78% | B7%  75% | 78% | 72%
Branah Leadership N/A 66% 68% 78% 73% 63% 64% T73% T70% B6% 67% 73% T1%
Divsion Leadership A 67% 65% 72% 66% 58% 61% 65% 67% 57% 60°% 69% 67%
Office or Center Leadership A B3% 60% 86% 55% 61% 58% 49% 62% 56% 55% 57% 61%
Directarate DD4/J-code Leadership N/A 39% 44% 58% 49% 51% 56% £9% 64% 56% 44%, 56% 44%
DIA Agency Leadership (DR, DD, CoS) N/A 76% 56% B6% 49% 62% 68% 1% 54% 58% 56% B4% 47%

Note: Green text indicates a score at least 5% higher than the ALL DIA 2016 WES score for that leadership level;
Aed indicates a score 5% or more below.
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Appendix F:
Scores by CCMD: Trustworthy, Motivating & Fair

ALLDIA| ALL DIA

us
AFRICOM
CENTCOM
us
CYBERCOM
NORTHCOM
us
SOUTHCOM
us
STRATCOM
TRANSCOM

TRUSTWORTHY: [have trus) and cenlidence in

‘All Leadership Levels :
Teamn Lead 74%
First Line Supenisor 1%
Branch Leadership 67%
Division Leadership 61%
Office or Center Leadership 5694
Directorate DD4/J-code Leadership

DIA Agency Leadership (DR, DD, CoS8)

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)

B8% 73% 94% 87% 658% 65% 90% 36% 68% 65% 93%
T3% 68% B8% 72% 76% 90% 77% 74% 75% 76% T7%
60% 69% 68% 73% 86% 82% 69% 64% 68% 81% 75%
56% 60% 7% 55% 92% 69% 67% 43% 57% 66% TT%
44% 58% 80% 39% 58% 38% 63% 59% 64% 38% 57%

69% 51% 66% 6% 61% 46% 59% 54% 61%
76% 93% 58% 70% 87% 64% 70% A% 86%
92% 55% 69% B5% 69% 62% 69% 64% TT%
63% 60% 67% 75% 60% 41% 53% 66% 6%
B66% 51% 79% B65% 60% 3B8% 55% 53% 67%
67% 35% 58% 38% 53% 41% 55% 29% 5%
60% 41% 67% 63% 45% 39% 56% 62% 42%
50% 0% 20% 40% 29% 25% 57% 22% 33%

‘All Leadership Levels

Team Lead

First Line Supensor

Branch Leadership

Division Leadership

Office or Center Leadership

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

64%  57%  67%  68%  66%  54%  56%  59%  67%
72% | 86%  63%  65%  76%  82%  51%  68%  86%
83%  66% 72% B0% T7% 71%  66%  72%  73%
60% | 60%  T1% 3%  63%  53%  50%  68%  70%
70%  53%  71%  76%  64%  A4T%  57%  66%  71%
57% | 45%  58%  5T%  63%  47%  55%  42% %
53%  48%  59%  58%  S54%  39%  50%  51%  54%
20%  38%  60%  50%  57% 0%  63%  22%  78%

Note: Green text indicates a score at least 5% higher than the ALL DIA 2016 WES score for that leadership level;
Aed indicates a score 5% or more below.
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Appendix F:

Scores by CCMD: Communicative, Empowering & Satisfaction

ALL DIA | ALL DIA

AFRICOM
us
CENTCOM
us
CYBERCOM
us
NORTHCOM
us
SOUTHCOM
us
STRATCOM
us
TRANSCOM

Team Lead B9% 73% 65% T2% 93% T4% 75% B88% 79% 61% 67% B6%
First Line Supernisor 68% 57% 56% 79% 62% T76% B0% 61% T4% T5% T6% 85%
Branch Leadership 62% 49% 56% 64% 55% 68% T6% 60% 54% 0% 3% T3%
Division Leadership 57% 49% 52% 83% 47% 83% 64% 57% 52% 55% 64% 75%
Office or Center Leadership 52% 29% 42% 73% 39% 58% 29% 53% 59% T70% 42% 71%

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

All Leadership Levels

Team Lead 65% 73% B9% 72% 79% 86% 70% 89% 64% 70% 44% 100%
First Line Supenisor B65% 59% 66% 83% 59% 62% B5% 68% 1% 78% 60% B5%
Branch Leadership B61% 48% 64% 54% 64% 62% 6% 58% 1% 60% 68% 78%
Division Leadership 55% 47% 56% 66% 55% 79% 65% 59% 40% 62% 55% 74%
Office o Genter Leadership 49% 33% 48% 53% 30% 50% 29% 65% 53% 64% 29% T1%
Direclorate DD4/J-code Leadership

DIA Agency Leadership (DR, DD, CoS) 46%
LEADERSHIP SATISFACTION: Overall, | am satisfled with

All Leadership Levels N/A 57% 61% 74% 55% T0% 65% 68% 55% 64% 64% 69%

Team Lead NA 85% 72% 9% B6% 63% T0% 90% 1% 65% 78%  93%
First Line Supervsor N/A 70% 66% 96% 66% 66% 85% 75% 76% 78% B0% 77%
Branch Leadership N/A 57% 66% 68% 66% T6% 75% 67% 51% 65% 73% 69%
Division Leadership NA 53% 59% % 53% 88% 85% 64% 42% 60% 64% T7%
Office or Center Leadership N/A 44% 48% 73% 39% 50% 29% 68% 59% 55% 33% T1%
Directorate DD4/J-code Leadership /A 43% 50% 67% 49% 67% 57% 56% 48% 59% 65% 56%
DIA Agency Leadership (DR, DD, CoS) NIA 50% B3% 33% 0% 60% 40% 54% 50% 57% 22% 44%

Note: Green text indicates a score at least 5% higher than the ALL DIA 2016 WES score for that leadership level;
Aed indicates a score 5% or more below.
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Questions or comments? Please contact:

(B3 10 USC 424, (b)iG)

~ One Mission. One Team. One Agency.
Committed to Excellence in Defense of the Nation
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