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Executive Summary 
• DIA's 2012 Annual Human Capital Survey was administered on JWICS 

and SIPRNet between 10 April and 18 May, 201.2. 

• 51% of NIU's workforce completed the survey. This was a 5% 
decrease from NIU's 56% participation rate in 2011 and 6% below the 
DIA agency-wide response rate of 57%. 

• Survey respondents were representative of DIA's workforce and the 
NIU directorate. 

■ The top three key dimensions NIU respondents are most satisfied with 
are: 

• Pay 
• Compensation 
• Supervisor 

■ For NIU respondents, the most important key dimensions with regard 
to overall satisfaction with DIA are: 

• Leadership 
• Communieation 
• Involvement in Decisions 
• Job 

• Statistical analyses revealed low scoring, high importance areas that 
should serve as the priority areas for NIU action planning. These areas 
are: 

• Leadership 
■ Communication 
• Involvement In Decisio0$ 
• Opportunities to Get a Better Job 

• Satisfaction with 7 of the 15 key dimensions increased between 2011 
and 2012. NIU's largest increase was forCompenut1on, which 
increased 16% from 67% satisfied in 2011 to 83% satisfied in 2012. 

• Overall Satisfaction for NIU decreased from 80% satisfied in 2011 to 
76% satisfied in 2012. However, overall satisfaction among NIU 
respondent is still above the Agency score. 

80% 76% 

Misiion A6c;cimpUshrnent 80% 76% 
Recognition 51% 59% 
Performance Feedback 58% 72% 
lm.ol\ement in Decisions 56% 57% 
Organizational Culture 58% 53% 
Facilities and Resources 73% 69% 
Training 73% 64% 
Opportunities to Get a Better Job 38% Wk 
Leadership 60% 60% 
Communication 65% 60% 
Super-.isor 69% 79% 

Workgroup 78% 72% 
Pay 78% 86% 
Compensation 67% 83% 
Job 82% 78% 

Note: Green figures indicate a 5% or more increase from the previous year, 
while red figures indicate a 5% or more d&ctease from the previous year. 

Only !>0% of NIU respondonts believe that the results of this 
survey will be usocl to make DIA a better place to work. 



Executive Summary 

Best Pl:iccs to w,,rk l n!!Px l!i'HF, NIU DIA 

• Posmve 2012 2(112 

mcomm my organilation as a 
good place to wolk. 66% 63% 

end 

Considering everything, how 
78% 70% 

satisfied are you with your job? 
Considering ~rything, how 
satisfied are you with your 76% 63% 
organization? 

• Among the three items that make up the Best Places to 
Work Index, NIU scores above DIA. 

• NIU index scores are higher than DIA for all but one of 
the OPM, ODNI, and Best Places to Work indices: 
Teamwork. 

• NIU index scroes increased by more than 5 percentage 
points on the Pay Index (+8% from 2011) and the 
Support for Diversity Index ( + 7% from 2011). 

• The most common comment themes for NIU 
respondents were Leadership, Career Opportunities, 
Organizational Culture, and Career Development. 

75% 78% 

Leadership & Knowledge Management Index 70% 69% 

Results-Oriented Performance Culture fndex 61% 62% 

Talent Management Index 73% 72% 

Conditions for Employee Engagement Index NIA 76% 

IC Collaboration Index NIA 74% 

Belllt Plae.s to Work Sub-lndex Scoros 
Effectiw Leadership - Em powermool Index 55% 51% 

Effa<';tl1e Leadert;hip - F aimess Index NIA 63% 

Effeclile Leaderahip - Senior leaders Index 66% 68% 

Effectii.e Leadership • SupeNSOl'S Index NIA 60% 
Employee Skills/Mission Match Index 86% 87% 

Pay Index 78% 86% 
Performance Based Awards & Ad\6ncement Index 54% 57% 

Strategic Management Index 87% 67% 

Support for Di~rsi!y Index 68% 16% 
Teamwork Index NIA 73% 

Training and Dewlopment tndex 75% 73% 
WOik Lifi!¼ Balance tndex NIA 75% 

Note: GrNn figures in(!icate a 5% or more increase from the previous year, while 
red figures indicare a 5% or more decrease from the previous year. 



Agency Respondent Profile 

The survey respondent population is representative of the 
DIA onboard p0:putation by key demographics. 

Civilian Pay Grades 1 - ·13 51% 

Pay Grades 14 and 15 30% 

OISES/DISL 2% 

Military Military Enlisted & 
8% arrant Officers 

Military Officer 9% 

Notes: Tables displaying eZHR data are bordered in green. 
Onboard population data was pufled from eZHR on 4 April, 2012. 

51% 

28% 

2% 

11% 

9% 

Race and gender information were not available for a small number of employees (<1 %). 

One Mission. One Team. One Agency. 

Comm.ind Element 0.8% 1.0% 

AE 1.3% 0.9% 

CP 0.5% 0.4% 

EO 0.4% 0.2% 

FE 1.1% 2.1% 

GC 0.4% 0.2% 

IE 0.7% 0.7% 

IG 0.7% 0.5% 

MM 0.5% 0.4% 

DA 6.4% 6.4% 

DC 1.8% 1.8% 

DI 21 .4% 22.0% 

OS 8.9% 9.6% 

OT 2.6% 27% 

DX 26.8% 25.4% 

HC 4.4% ,U% 

J2 3.4% 3.2% 

NIU 0.8% 0.9% 

JFMPO 02% 0.2% 

USAFRICOM 1.6% 1.9% 

USCENTCOM 3.0% 3.9% 

US CYBERCOM 1.1% 1.0% 

USEUCOM 1.0% 1.6% 

USNORTHCOM 0.7% 0.9% 

USPACOM 2.7% 1.7% 

USSOCOM 2.2% 2.3% 

USSOUTHCOM 1.1% 1.2% 

USSTRATCOM 1.2% 1.2% 

USTRANSCOM 0.8% 06% 

USFJ and USFK 0.7% 0.5% 
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NIU Satisfaction with Key Dimensions 

• Respondents are most likely 
to report satisfaction with their 
Pay and Compensation, and 
least likely to report 
satisfaction with 
Opportunitin to Get a 
Better Job and 
Organlzatlonal Culture. 

• Pearson's correlation 
coefficient measures the 
strength of the relationship 
between each key dimension 
and overall satisfaction. 

• Leadership and 
Communication have the 
strongest correlation with 
overall satisfaction, while 
Compensation and 
Facilities and Resources · 
have the least strong 
correlation with overall 
satisfaction. 

Satisfaction Scores 
(by Key Dimension) 

Pay 

Compensation 

Supervisor 

Job 

Mission Acoomplishment 

\M:>rkgroup 

Perrom,anceFeedbaci< 

Facilities and Resources 

Trai11ing 

Communleation 

Recognition 

lovolvementln Decisions 

Organizational Culture 

OpportunldestoGet a Better Job 

0% 

86% 

75% 1001 

One IIINlon. One Team. One Agency. 

Importance Value by Key Dimension 
(Pearson's Correlation Coefficient) 

Leacfership 

Communieatioo 

lrlvolvementln DecisJons 

Job 

\Nof!<group 

Performance Feedback 

Opportuni!les IO Gel a Better Job 

Reoognifion 

Supenlisor 

OrgantzaUonal CulliJre 

Training 

Mission Ao::ompl ishnwnt 

Pay 

Fati li1iesand Resourees 

Compensation 

0.00 0.25 0.50 0.75 

6 



2012 AHCS Satisfaction-Importance Matrix for NIU 
The Satisfaction-Importance Matrix plots the satisfaction scores to the key workplace dimensions against its Pearson's 
correlation coefficient This matrix provides a framework for identifying areas of success and areas of future focus. 
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One Ml$$/on, One Team. One Agency, 

II Communication 

■ Compensation 

■ facilities and Resources 

1111 lnvolvement in Decisions 

■ Job 

trn leadership 

• Mission Accomplishment 

II Opportunities to Get a Better Job 

II Organizational Culture 

■Pay 

Ill Performance Feedback 

■ Recognition 

■ Supervisor 

■ Training 

■ Workgroup 
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2012 AHCS Performance-Importance Matrix for NIU 

Low Scoring - High Importance Dimensions High Scoring - High Importance Di111ensions 
--- ~- ·~ = - - - ~ - - - - - - - - - ~ - - ~ - - ~ - ~ - ~ -

Low scoring - high importance dlmenslons are those that 
employees rate relatively unfavorably and are important to 
overall satisfaction with DIA as an employer. 

•LNdM8hip 
• Communication 
• Involvement in O.Clslons 
• Opportunities to Get a Better Job 
• Recognition 

High scoring - high importance dimensions are those that 
employees rate relatively favorably and are important to 
overall satisfaction with DIA as an employer. 

• Job 
• Workgroup 
• Performance Feedback 
• Supervisor 

Low Scoring - Low Importance Dimensions High Scoring .. Low Importance Dimensions 

Low scoring - tow importance dimensions are those that High 1coring - low importance dimensions are those that 
employees rate relativety unfavorably but are not critical to overall employees rate relatively favorably but are not critical to 
satisfaction with DIA n an employer. overall satisfaction with DIA as an employer. 

•Ttaining 
• Organizational Culture 

• Mission AccompliS1hment 
• Pay 
• Compensation 
• Facilities and Resources 

Note: Importance values are derived by determining the level of correlation between the specific dimension to the employee's 
overall level of satisfaction. • 
Note: Grey font indicates borderline dimensions that may not merit focus compared to the other dimensions in this quadrant. 

One Ml#ion. One Team. One Agency. 8 
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DEFENSE SNTELLIGENCE AGENCY 

NIU Satisfaction with Key Dimensions Over Time 

NIU Satisfaction Scores by Key Dimensions, 2011 "2012 

ilNJU 2012 •NIU 2011 

Pay 

Compensation 

Supervisor 

Job 

Mission Accomplishment 

Wo!kgroll!) 

Pelformance Feedback 

Facilities and Resources 

Training 

Leadership 

Communication 

Recognition 

Involvement in Decisions 

Organiuttional Cult!Jfe 

Opportunitie11 to Get a Better Job 

0% 25% 50% 75% 100% 

One Mission. One Tum. One Agency, 

NIU satisfaction with 8 of 15 key 
dimensions increased between 
2011 and 2012. 

The largest increases in satisfaction 
were in the following key 
dimensions: 
•Compensation (+16%) 
•Performance Feedback (+14%) 
.. supervisor (+10%) 

The largest decreases in 
satisfaction was in Training (-9%} 
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Best Places to Work Indices 

Description 

Each year, the Partnership for Publ;c Service 
(PPS) ranks Federal Agencies based on their 
survey resufts. DIA participates in this ranking as 
part of the aggregate IC score. The Partnership 
for Pubfic Service measure 10 indices, including 
the Best Places to Work ranking. Whereas the 
other indices are calculated via an average of the 
composite items, the Best Places to Work ranking 
calculation, based on the three items below, is· 
proprietary to the Partnership for Public Service. 

Best Places to Worn Index Items NIU DiA 

, PoSJl,v<J 2012 2012 

reeomme • my <)fgan1za 100 as a• 
66% 63% 

good place to work. 
Considering e~thing, how 

78% 70% 
satisfied are you with your job? 
Considering everything, how 
satisfied are you with your 76% 63% 
organization? 

■DIA2012 • NIU2012 

Employee Skill$/Mission Match 

Pay 

Effective Leadership~ Supervisors 

Support for Diversity 

Worl( Life Balance 

Teamwork 

Training and Development 

Effective Leadership- Senior Leaders 

Strategic Management 

Effective Leadership• Fairness 

Perf. Based Rewards & Advancement 

Effective Leadership- Em powennent 

0% 

One Mission. One Team. One Agency. 

20% 40% 60% 80% 100% 
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OPM & ODNI Indices. 
This year, six 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 indMdual component item scores. 

US Office of Personnel Management (OPM) calculates four Human Capital Assessment and Accountability Framework (HCAAF) 
indices to track progress towards HCMF objectives and the Conditions of Employee Engagement index to measure workforce 
engagement. US Office of the Director of National Intelligence (ODNI) calculates an IC Collaboration index to track levels of 
collaboration across the lntefJ;gence Community. 

2012OPM & ODNI Index Scores 

Job Satisfaction 

Conditions for Employee Engagement 

IC Collaboration 

TalentManagem ent 

Leadership & Knowledge Management 

Results-Oriented Performance Culture 

0% 20% 40% 60% 

Om, Mi$slon. One Team. One Agency. 

80% 

■DIA2012 

■NIU2012 

100% 
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Conditions for Employee Engagement Index 
Description 

The Conditions for Employee Engagement Index was developed by OPM and is composed of 15 items. This index measures the degree to which 
employees find meaning in their work, take pnae in the work that they do and where they do it, and believes their agency values them. 

90% 

80% 

GI 
l: 70% 
;II! 
f/1 

cf 60% 
~ 

50% 

40% 

Conditions for Employee Engagement Index 

■DIA IIIINIU 

76% 

2012 

Note: OPM updated this index in their 2011 analysis, so 
trend data ls not available. 

Conclttwns fo• E1nployr.c E•1~ia~1r.m011t 

Positive 

It M y SOp$1ViSqt earn • • i' mewi ·.· ·res· th peel 
I know how my work relates to the Agency's goals and 
priorities. 
I know what is expected of me on the job. 
My supet',lisor listens to what I ha..e to say. 
My work gi\es me a feeling of personal accomplishment. 
0-.erall, how good a job do you feel is being done by your 
immediate supen,isor? 
I ha\A3 trust and confidence in my super-..sor. 

Super\>isors in my work unit support employee development. 

My organization's leaders maintain high standards of 
honesty and integrity. 
My talents are used well in the wort<place. 
O..erall, how good a job do you feel is being done by the 
manager directly abo..e your immediate super-..sor/team 
lead? 
I feel encouraged to come up with new and better ways of 
doing things. 
Managers communicate the goals and priorities of the 
organization. 
l ha-.e a high leliet of respect for my organization's senior 
leaders. 
In my organization, leaders generate high te-.els of moti\lation 
and commitment in the workforce. 

One Minion. One Team. One Agency. 

NIU DiA 

2012 2012 

89% 85% 

83% 84% 

84% 81% 
77% 81% 
OOo/o 78% 

78% 77% 

72% 74% 

84% 73% 

81% 71% 

74% 67% 

76% 66% 

64% 64% 

62% 61% 

68% 590/o 

62% 48% 

13 



IC Collaboration Index 

Description 

The IC Collaboration Index was developed by OONI and is composed of five items. This index measures employee perceptions related to the 
progress of the /C's transformation. It gauges whether employees feel a sense of community (shared mission and values) across the IC, as well as 
the importance they place on collaboration in accomplishing our mission. The index also gauges how often and how easily employees are able to 
share knowledge and collaborate with colleagues in other agencies. 

90% 

80% 

50% 

IC Collaboration Index 

■DIA l!INIU 

74% 

40% -----
2012 

Note: ODNI dropped an item from the IC Collaboration 
Index this year, so trend data is not available; 

1G CollatJoration ttcP1t► 

' PoSJII VC' 

our mission depends on IC agencies and oomporients 
sharing knowledge and collaborating. 
I hale the opportunity to work directly with members of other 
IC aoencies or components when necessary. 
My work products are .impro1.ed when I can collaborate with 
colleaaues from other IC agencies and components, 
I feel a sense of community (i.e., shared mission and values) 
with other employees across the IC. 
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? 

One Mission. One Team. One Agency. 

NIU DIA 

20·12 2012 

86% 84% 

89% 83% 

72% 72% 

69% 60% 

55% 51% 

14 



Job Satisfaction Index 

Description 

The Job Satisfaction Index is part of OPM's Human Capital Assessment and Accountability Framework and is composed of seven ;tams. This index 
measures the degree to which employees are satisfied with their jobs, including liking their work and feeling it is important, feeling satisfied with their 
involvement in decisions affecting their work, their ability to get a better job, and their pay. 

Job Satisfaction fndex Job S,H1sf,H:tio11 Items NIU DIA 

-+-DIA ........,NIU ", Positive 20 12 20'12 

100% ihe W6tk I do i i • s mportan . 9 7% 87% 

90% 

75% 
78% 

Cl> 80% 74% ... 
~ Ill .. 
Ill 70% 0 ... c.. • ;;f. • • 68% 60% 66% 64% 64% 

50% 

I like the kind of work I do. 95% 83% 
My work gileS me a feeling of personal accomplishment. 90% 78% 

Considering e\el)'thing, how satisfied are you with your job? 78% 70% 

Considering e\el)'thing, how satisfied are you with your pay? 86% 69% 

How satisfied are you with your in\OIIA!!ment in decisions that 
57% 53% 

affect your work? 

40% 
How satisfied are you with your opportunity to get a better 

45% 37% 
job in your organization? 

2009 2010 2011 2012 

Note: Due to the smaU sample size, sub-group results are 
not available for 2010. 

One .l/llsslon. One Team. One Agency. 15 



eadership & Knowledge Management Index 
Description 

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 supe,visors and senior leaders are perceived as trustworthy, respected, motivating, and effective 
overall. 

90% 

80% 

11> 
;.e 70% 
IO 
0 

~ 60% 

50% 

40% 

Leadership& Knowledge Management Index 

-+-DIA --NIU 

73% 
Ill 70% 69% 

Ill Ill 

• • • • 65% 
62% 62% 62% 

2009 2010 2011 2012 

Note: Due to the small sample size, sub-group results are 
not available for 2010. 

Leadersl11p & Knowledge Management Items 
,, Positive 

mp eyees are pro ec •• • m ea a . . ··· y az • son s E t ted fro h Ith nd atet h ard 

the job. 
My organization has prepared employees for potential 
security threats. 
Overall, how good a job do you feel is being done by your 
immediate $UpeNsor? 
I ha~ trust and confidence in my supeNsor. 
Managers work well with employees of different 
backgrounds. 
My workload is reasonable. 
Managera relliew and evaluate the organization's progress 
toward meeting its goals and objecti-.es. 
Managera communicate the goals and priorities of the 
OfQanization. 
I have a high level of respect for my organization's senior 
leaders. 
How satisfied are you with the infonnation you recei\e from 
management on what's going on in your organization? 
How satisfied are you with the policies and practices of your 
senior leaders? 
fn my Ofganization, leaders generate high le\els of motiwtion 
and commitment in the workforce. 

One Mission. One Team. One Agency. 

NIU DIA 

2012 2012 

79% 79% 

79% 77% 

78% 77% 

72% 74% 

79% 72% 

63% 70% 

67% 63% 

62% 61% 

68% 59% 

60% 53% 

60% 50% 

62% 48% 

16 



• . :: 
~ 
Ill 

.Talent Management Index 

Description 

The Talent Management Index is part of OPM's Human Capita( Assessment and Accountability Framework and is composed of seven items. This 
index measures employee perceptions concerning their organization's ability to recruit and continuously improve top talent. It also gauges the 
degree to which employees see themselves as being fuJ/y utilized and developed. 

Talent Management Index Ta l ent Management Items NIU DIA 

-+-DIA .....,.NIU '.. Positive 2012 2012 

90% 

80% 76% 

• 73% 72% 

e e· · evan fl an s Is e,o 69% 73% 
necessary to accomplish organizational goals. 

Super-.Jsors in my work unit support employee dei.elopment. 84% 73% 

Th workforo Ms th IH'el t k owledge d k II 

• • 70% My talents are used well in the workplace. 74% 67% 
0 

~ 60% 
61% 61% 

I am gii.en a real opportunity to impro"8 my skills in my 
79% 64% 

organization. 

59% 
50% 

How satisfied are you with the training you receiw for your 64% 58% 
present job? 
My work unit is able to recruit people with the right skills. 65% 57% 

40% My training needs are assessed. 66% 54% 
2009 2010 2011 2012 

Note: Due to the small sample size, sub-group results are 
not available for 2010. 

One Mission. One Team. One Agency. 17 



esults-Oriented Performance Culture Index 

Description 

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 can see a linkage between their work and the mission, goals, and performance of the 
agency. It also gauges whether employees believe that high performers are recognized, rewarded, and promoted, and whether the agency effectively 
deals with poor performance. 

90% 

80% 

CD 
J: 70% .'!::: 

i 
'$. 60% 

50% 

40% 

Results-Oriented Performance Culture Index 

-+-DIA -a-NIU 

63% 62% 61% • • • ... 
• • • 58% 

54% 53% 55% 

2009 2010 2011 2012 

Note: Due to the small sample size, sub-group results are 
not available for 2010. 

Result'➔-Oni0 nh?d Pe rforma nee, Cu ltu1 e ltcn1s 
., PoS1t1ve 

do 'lh~~p/el~with·c~etbgetthejob •• he. 
My supervisor supports my need to balance work: and other 
lifia issues. 
I know how my work relates to the Agency's goals and 
priorities, 
My performance appraisal is a fair reflection of my 
performance . 
Discussions with my supen,,sor about my performance are 
worth\Nhile. 
Physical conditions allow employees to perform their job 
well. 
How satisfied are you Vv'ith the recognition you recei1e for 
doing a good job? 
Cteafr,ity and lnoo1Gtion are rewarded. 
Employees ha-.e a feeling of personal empowerment Vilith 
respect to work: processes. 
Promotions in my work: unit are based on merit. 
In my work: unit, differences in performance are recognized in 
a meaningful way. 
In my work: unit, steps are taken to deal with a poor 
performer who cannot or Vi/ill not impro1oe. 

Pay raises depend on how well employees perform their job. 

One .1111"lon. One Team. One Agency. 

NIU DIA 

2012 2012 

84% • 88 

93% 85% 

83% 84% 

82% 71% 

73% 68% 

89% 65% 

59% 54% 

55% 48% 

46% 47% 

43% 42% 

52% 400/2 

31 % 33% 

27% 25% 
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Office Key Dimension and Index Scores 

77% 80% Job $at1Sfaction Index 79% 82% 

85% 67% 
L~hip~K~ 61% 75% 
Management Index 

46% 67% Results-Oriented Pern:irmanee 
56% 68% 

Performance 
Culture Index 

69% 13% Talent Management lnoox 71% 80% 
Faooback 

Coooilioos tir Employee 
!nwlwiment In 

54% 60% En gernent Index 
72% 83% 

Decisions IC Collaboration Index 65% 76% 
Organizational Culture 69% 53% 

Facilities and 
54% 87% 

PPS Best Places IP Work lndic:es 

Resources Ekti\e leadership -
54% 59% 

Training 77% 60% Emp:,werrnent Index 

Opportunities to Get a Efbc!i1oe Leadership -
70% 70% 54% 47% F al mess Index 

Better Job Effecti\e leadership - Senior 
Leadership 46% 73% Leaders Index 

56% 75% 

Communication 46% 67% Eflectiw Leadership -
70% 93% 

Supeniisor 69% 87% Super.isors Index 

Workgroup 62% 87% Employee Skills/Mission 
89% 93% 

Match Index 
80% Pay 92% Pay 1ndex 92% 80"/o 

Compensation 85% 87% Pern:>rmanre Based Awards & 
Job 69% 87% Ad\Elncement Index 

50% 63% 

Strategic Management Index 66% 66% 

I believe the results of Support fO!' Dileraity Index 81% 76% 

this survey will be Teamwork Index 73% 86% 

used to make my 38% 53% Training and Oewlopment 
71% 81% 

agency a better place Index 

to work. Work Lire Balance lndex 69% 8$% 

Note: Offices with less than 10 respondents were not included. 

One Minion. One Team. One Agency. 

Scores are reported 
fo·r offices with ten or 
more respondents. 
NIU, only two offices 

had minimum 
number of 

respcmderits to be 
)(3):10 USC 424 
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NlU Comment Analysis 
Each respondent had the opportunity to provide up to three comments on the areas they believe leadership should focus 
on to make DIA a better place to work. The word cloud below displays the top 50 words included in NIU respondents' 
comments. Verbatim comments are provided in a separate report. 

Themes 

Leadership 

Career Opportunities 

Organizational Culture 

Career Development 

Environment 

Pay. Bonuses & Benefits 

Communication 

Performance Feedback & Recognition • 

Supervisor . 

Mission • 

Other 

Your Current Job 

Workgroup 0% 

26% 

being DIA 
I ea .d. e rs h 1· p could studen. ts day . whil_e 

. employees work n1u 
been ·~ get JOb ..... any organization within time 
does ~ semor ~ better 5 l:: lack career those intelligence ,et 
years E new how • • . G u rt I · d I <D • mrnsmn ,.... m s ppo cu ture supervisor eve opment 

en agency c c: w.;;;. 
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Next Steps: AHCS Action Planning Requirement 
Responding the Office of the Director of National Intelligence (ODNI) and the Office of Personnel Management's 
(OPM) request for formal action plans, DIA is requiring Directorate, Element, and COCOM-level action plans 
based on the results of the 2012 AHCS. 

Required Activities 

.111 Complete and submit Directorate/ElementJCOCOM • -
level action plans to HC by October P. 

o Refer to Slide 17 throughout this process, as it 
illustrates the low-scoring and high importance 
dimensions for your organization. 

o Leverage the AHCS Action Planning Guide, 
Agency level report, and additional resources 
available on the HC._Survey:. Website. 

c Use the Action Planning Template provided 
and posted on the HC Survey Website; Action 
plans outside of this template will NOT be 
accepted. 

Iii HC will submit all action plans to the DD/CS/OONI on 
behalf of DIA. 

111 Address questions and reguests for additional 
analysis of survey data to~-~ 
8036orematttheSurve email bo 

Action Planning Resources 

11 2012 DIA AHCS Report 
111 AHCS Action Planning Guide 
Iii AHCS Action Planning Checklist 
11 AHCS Action Planning Template 

111 Agency Guide for the Best Place to Work in the 
Federal Government Rankings (Partnership for Public 
Service) 

11 2011 Federal Employee Viewpoint Survey Report 
(OPM} 

111 Annual Employee Survey Guidance (OPM) 
111 Employee Viewpoint Survey Action Plan Examples: 

111 Department of Transportation 

11 Department of Energy 
11 Guide to Conducting Focus Groups 

Available on the t.::JC Surve~ Website 
l(b)(3):10 USC 424 
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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 2012 Intelligence 
community Survey by incorporating survey items from the Intelligence Community Survey into the AHCS. The AHCS measures employee 
perceptions across the dimensions that drive employee satisfaction and identifies trends and changes over time. 

Administration: The 2012 AHCS was open to all military and civilian DIA employees between April 10th and May 18th, 2012. Surveys were 
administered via a web-based technology; employees received an email notification that included a link to the suivey on JWICS or SIPRNet. 

RMponse Rate: The Agency response rate is 57%, an increase over last year's 53% response rate. Based on this response rate, the 
confidence level is 99% +/- .99%. 

Data Analysis and Reporting: Data were collected and analyzed by DIA's (b)(
3

):
1o use 424 nalysis of DIA's Annual 

Human Capital Survey included examination of mean level differences, tren ana ysIs, su roup ana Is, regression analysis to identify 
key satisfaction drivers, and comparison with the 2011 Intelligence Community Survey, and OPM's Federal Employee VieWpOint suivey. 

! ii• • ~ I. t ti. t t ♦ • f 

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 significant relationship between employee engagement and mission accomplishment 
in federal agencies1. MSPB found that higher levels of employee engagement are correlated with: 

• Higher scores on the program results/accountability portion of OMB's Program Assessment Rating Tool (PART) 
■ An employee's intent to leave the agency 
• An agency's average sick leave use 
• Levels of equal employment opportunity (EEO) complaint activity 

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

1 U.S. Merit Systems Protection Board. The Power of Federal Employee Engagement. Washington DC, 2008. 
2 J. K. Harter. F. L Schmidt, and T. L Hayes. Business -Unit Level Relationship Between Emp/Oyee Sat/Sfaetton, Employee Engagement, and BuSiM/$$ Outcomes: A Meta-ooa/ySis, Joumat of Applied Psychology, 87, 
2002., Corporate Leadership Council, Dltv/ng Employee Pern>rmarrce and RetentiOl'I through Engagement: A Q1Jantitative Analysis of Ille Effectiveness of Emp/Oyee Engagement Strategies, Corporate E.xecuwe Board, 
Washington DC, 2004; T.E. Becker, RS. 8illings, D.M. Eveleth. and NL. Gilbert, Foci and Ba.ses of Employee Commitment: Implications for Job Performance, Academy of Management Journal. ii9, 1996. 
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ppendix A: Key Dimensions Items and 
D,efinition.s. ol Comment. To 

Overall 
satistaction 

Key D,mensi.1ns ltpm:; 

Consii:tering evety#ling, how salisffed are you with your organiZ.ation? 

How satisfied ai:e you with !he DIA ente,prlse's abillty to accomj'.)lish its 
Missioo Accomplishment misSlon? 

Recognition 

Performance Feedback 

lnvolllE!menl in 
Decisions 

Organizational Culture 

How satistied are you with too recognitlOl'I you recetve for doing a good job? 

How wstied are you with the performance feedback you receive? 

How sa1!Sfied are you with your involvement in decisions that affect your l"ilOl1(? 

How sati.Sfied are you wffl1 Ille DIA enterprise's organizaliooal cutture? 

F acilmes and Resources How satisfied are you with the facilities and resooroes available to you at your 
primary work location? 

Training 

Opportunmes to Get a 
Better Job 

Leadership 

Communication 

Supervisor 

Woo<group 

Pay 

Compensation 

JOI) 

Haw satisfied are you witt1 the training you receive for your present job? 

How mstled are you with your opportunity to gel a better job in your 
organization? 

How satisfied are you wffl1 the policill$ and practices of your senior leaders? 

How satisfied are you with the information you receive from management on 
what's going on in your O!'glJlnizalion? 

How satisfied are you wi1h your supeNisor? 

How :satis!1oo are you with. your 'NO/'kgroup? 

Considering everything, hOW satislied are you with your pay? 

Considering everything, how satisfied are you with your total compensatton 
{salary, bonus, etc.)? 

Considering everything, how satisfied are you with your job? 

Career Opportunities 

Career Development 

Communication 

Environment 

Leaderahip 

Mission 

Organi:1:ationa! Culture 

Pay, Bonuses & 
Benefits 

Performance Feooback 
& Recognition 

Supervisor 

Workgroup 

Your Current Job 

One Ml•ion. One Team. One Agency. 

Comments related to career paths, career· advancement and promotional 
opportunities. 

Comments rela1ad to training and mentoring opportunities t11rougoovt the DIA 
eoterptis& and in 1M lleld. 

Comments related to communicalicm between leademiip and employees, 
supervisors arn:I suboroinates, and within the IC. 

comments related to resources (people, financial & 11), customer service, 
equipment. workspace, amenities, parking, shuttle!>, & location. 

Leadership Comment& related k> leadership style, accesslbillty, and 
accountability of DIA ente,prlse leaders. 

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

Comments related to organizational culture, indusiveness, fairness, 
empcwem,ent, and innovation. 

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

Comments related to recognition for good wor!c and the informal and formal 
performance feedback. 

Comments related to your first line supervisor or supe!Visory issues at the DIA 
enlerf)fiSa. 

Comments related to yoor specific workgroup. 

Comments related to the tasks you do each day, including job fit and skill match 
to ur current pm;mon. 
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Appendix B: NIU Trend Data 2011-2012 

NIU DIA 

Annual f-m111<H1 Cap11,i! Swvf!v lt(•rns 2011 2012 2012 
,, ,, Positive: 

Job Satisfaction Index 75% 78% 80% 76% 
leadership & Knowledge Management Index 70% 69% 80% 76% 

Results-Oriented Performance Culture Index 61% 62% Recognition . 51% 69% 
Talent Management Index 73% 72% Perlbrmance Feedback 58% 72% 

Conditions for Employee Engagement Index NIA 76% ln\Olvement in Decisions 56% 57% 

IC Collaboration Index NIA 74% Organizational Culture 58% 53% 
Facilities and Resources 73% W>/4 

Best Places to Work Sub..Jndex Scores Training 73% 64% 
Effecti\e leadership• Empowerment Index 55% 51% Opportunities to Get a Better Job 38% 45% 
Effecti\e Leadership - Fairness Index NIA 63% Leadership 60% 60% 

Effecti\e leadership - Senior Leaders Index 66% 66% Communication 65% 60% 
Effectiw Leadership - Supen.csors Index NIA 80% Super\4sor 69% 19% 

Employee Skills/Mission Match Index 86% 87% Workgroup 78% 72% 
Pay Index 78% 86% Pay 78% 86% 
Perlbrmance Based Awards & Advancement Index 54% 57% Compensation 67% 83% 
Strategic Management Index 67% 67% Job 82% 78% 

Support 1br Diversity Index 68% 75% 
Teamwork Index NIA 73% 

Training and Dei.elopment Index 75% 73% 

Work Life Balance Index NIA 75% 

Note: Green figures indicate a 5% or more increase from the previous year, while red figures indicate a 5% or more decrease from the previous year. 
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93% 00% 

OIA's mission is important. 98% 97% 
I understand how the goals ofmy directorate/COCOM are related to OIA's mission. 91% 88% 

The workforce has the job-rele\0nt knowledge and skills necessary to accomplish organizational goals. 78% 69% 
I know how my work relates to the agency's goals and priorities. 91% 83% 
Managers re1ASW and e1aluate the m9anization's progress toward meeting its goals and objectiws. 69% 67% 
Managers communicate the goals and priorities of the organization. 75% 62% 

Performance Feedback and Recognition 
My performance appraisal/e\aluation is a fair fflflection of my performance. 72% 82% 
Discussions with my supervisor about my performance are worthwhile. 65% 73% 
I am held accountabfe for achielling results. 85% 79% 
Awards in my work unit depend on how well employees perform their jobs. 50% 43% 
Job openings are filled by the most qualified internal or external candidates. 51% 44% 
Promotions in my wori(group are based on merit. 48% 43% 
In my work unit. differences in performance are recognized in a meaningful way. 43% 52% 
In my work unit, steps are taken lo deal with a poor perfom1er who cannot or will not lmprow. 35% 31% 
Pay raises depend on how well employees perform their jobs. 30% 27% 

Employees are recognized ft:lr pro\lidlng high qualify products and sernces. 57% 61% 
In my most recent performance appraisal, I underatood what I had to do to be rated at different performance le\els. 

65% 19% 

My supervisor sets and re\lises my perfonnance objectiws as needed during the performance cycle. 67% 12% 
In comparison with people in similar jobs in the private sector, I feel my total compensation is .. . 

Much more 5% 
Somewhat more 31% 33% 

The same 25% 36'% 
Somewhat less 35% 16% 

Much less 4% 5% 

Note: Green figures indicate a 5% or more increase from the previous year, while red figures indicate a 5% or more decrease from the previous year. 
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Appendix B: NIU Trend Data 2011-2012 

I feerencouraged to come up with new and better ways to doing things. 

I am proud to work within the DIA enterprise. 

I recommend my oryanization as a good place to work. 
I am treated respectfully without regard to my race, gender, age, disability status, sexual orientation, or cultural 
background. 
Leadership is committed to creating a dive!lle and inclush,e en,,.ronmeot 

Creati-..ty and innovation are rewarded. 
My leadership encourages and respects alternati-.e points of'1iew and recommendations. 

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

Employees haw a feeling of personal empowerment with respect to work processes. 
Policies and programs promote diwrsity in the workplace (for example, recruiting minorities and women, training in 
awareness of di'-6rsity issues, mentoring), 
I can disclose a suspected "olation of any law, rule or regulation without fear of reprisal. 

Arbftrary action, personal fa\Qritism and coercion for partisan political purposes are not tolerated. 

Milita,y and ci'-ilians work well together within the DIA enterprise. 

I believe the results of this sur.ey will be used to make my agency a better place to WO!i<. 

DIA Leadership 
My organization's leaders maintain high standards of honest and integrity. 

I am satisfied with the information I recei'-6 from executi.e leadership about what's going on rn the Agency, 

My organization's leadership listens to employees' concerns. 

I ha-.e a high leV91 of respect for my organization's senior leaders. 
Managers promote communication among different work units (for example, about projects, goals, needed 
resources). 
In my organization, leaders generate high le\els of motiwtion and commitment in the workforce, 

69% 64% 
80% 81% 

73% 66% 

82% 69% 

NIA 59% 

56% 55% 

68% 61% 
67% 79% 
55% 46% 

68"/4 61% 

NIA 65% 

NIA 60% 

NIA 93% 

44% 47% 

73% 81% 

80% 74% 
NIA 64% 

78% 68% 

80% 60% 

49% 62% 

Note: Green figures indicate a 5% or more increase from the previous year, while red figures indicate a 5% or more decrease from the previous year. 
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Appendix B: NIU Trend Data 2011-2012 
NIU DIA 

li.mni;!! Hmn;rn Capital Survey Items 2011 2012 2012 

".-'., Positive 

Work Life Programs 

How satisfied are you with the following programs? 

Alternate Work Schedules (AWS) 54% 76% 
Flexible Work Arrangements (e.g., part time, job share, telework, secure teJeworl<) NIA 81% 

Please select the response below that best describes your altematiw work schedule (AW$) situation: 

Currently work an AWS of 4/10s 0% 7% 
Currently work an AWS of 819s 5% 0% 

currently work an AWS not listed above 11% 29% 

No AWS: Not allowed for my job 0% 17% 

No AWS: My request for an AWS was denied 36% 00.4 
No AWS: Personal Choice 47% 47% 

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

Telework on a regular basis 24% 24% 
Teleworl< inlrequently 15% 17% 

No Telework: Physical presence required 22% 34% 

No Telework: Technical issues 5% 5% 

No Telework: Not allowed though OK for job 9% 3% 
No Telework: Personal Choice 25% 16% 

Note: Green figures indicate a 5% or more increase from the previous year, while red figures indicate a 5% or more decrease from the previous year. 
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Physical conditions (for example noise lewl, temperature, lighting, workspace, cleanliness in the 
workplace) l;lllow employees to perform their jobs well. 
Employees are protected from health and safety hazards on the job. 

The organization has prepared employees for potential security threats. 

Career Development 

I am giwn a real opportunity to impro\e my skills in my organization. 

l ha\18 the opportunity to dewlop my·career within the D1A enterprise. 

Supervisors in my work unit support employee development. 

I understand the steps I need to take to mow forward in my career path. 

71% 69% 

85% 79% 
80% 79% 

80% 79% 

65% 66% 
84% 84% 

Note; GrMn figures indicate a 5% or more increase from the previous year, while red figures indicate a 5% or more decrease from the previous year. 
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My supeNsor maintains high standards of honesty and integrity. 80% 83% 

My supeNsor is awilable to me when I need direction. 80%, 91% 

My supeNsor actiwly supports my learning and career de-.etopment. 87"/4 84% 

My super.isor has the skills and ex.perience needed to perform his or her job. 75% 88% 

I am satisfied with the information I recei11e lrom my supel\lisor about what's going on in my workgroup. 73% 71% 

I ha11e trust and confidence in my supeNsor. 71% 72% 

My supeNsor supports my need to balance work and other life issues. 85% 93% 
My supeNsor/team leader is committed to a workforce representati\e of all segments of society. 69% 86% 
My supeNsorlistens to what thaw to.say. 80% 77% 
My supeNsor/team leader pro',fdes me with opportunities to demonstrate my leadership skills. NIA 83% 
My supe!Yisor/team leader treats me with respect. NIA 89% 

Management 

0'1.erall, how good a job do you feel is being done by your immediate supe!Yisor/team lead? 73% 78% 
O-..erall, how good a job do you feel is being done by the manager directly abol.e your immediate 
su~s9!f1;earn l~(,f? 

My assignment at DIA makes. good use of my skills and experience. NIA 100% 
My assignement at DIA is a career advancing opportuntity. NIA 50% 
My super.is or understands what I need to succeed in my career as a member of the US military. NIA 80% 

I have the opportunity to meet my training requirements while assigned to DIA. NIA 
In my work unit, communication flows both up and down the chain of command. NIA 

Note: Green figures indicate a 5% or more increase from the previous year, while red figures indicate a 5% or more decrease from the previous year. 
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The people I work with cooperate to get the job done. 84% 84% 
I trust the people in my workgroup. 78% 71% 

The people I work with are highly skilled. 80% 78% 
The contributions of all workgroup members are respected. NJA 74% 

My workgroup is able to recruit people with the right skills. 62% 65% 

My work unit is able to retain people with the right skills. 63% 63% 
The skill lewl in my work group has impro\ed in the past year. 60% 65% 

Employees in my work unit share job knowledge with each other. 85% 75% 

The Job Itself 

I like the kind of work I do. 91% 95% 
My work giws me a feeling of personal accomplishment 89% 90% 
I haw enough information to do my job well. 87% 81% 

I know what is expected of me on the job. 85% 84% 

The work I do is important. 89% 97% 
My talents are used well in the workplace. 69% 74% 

My workload is reasonable. 63% 
I have sufficient resources (for example, people, materials, budget) to get my job done. 

Before I accepted a job at OIA or a CdCOM, I was pro"1ded a realistic job pre\liew. 

I was placed in a di\ision that matches my professional interests. 50% 71% 

Note: Green figures indicate a 5% or more increase from the previous year, while red figures indicate a 5% or more decrease from the previous year. 
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I feel a sense (i community (i.e., shared mission and wlues) with other employees across the IC. 

Our mission depends on IC agencies and components sharing knowiedge and collaborating. 
I haw the opportunity to work directly with members of other IC agencies or components when 
necessary. 
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 OW'fl agency or IC component? 
My work products are improved when I can collaborate with colleagues lrom other IC agencies and 
components. 
My supen,isor emphasizes collaboration and information sharing with other IC agencies and 
components. 

Additional Item 
How often do you share knowledge and collabclrate on work-related matters with members of the IC 
outside of our own agency or IC component? 

At least once a day 

less than once a day, but at least once a week 

Less than weekly, but at least monthly 

Some, but less than once a month 
Not at all 

No, I plan to stay at DIA 

Yes, to retire 

Yes, to take another gowmment job within the Intelligence Community 

Yes, to take another job outside of the IC and within the Federal Gowmment 

Yes, to take another job outside the Federal Gowmment 

Yes, for another reason 

60% 69% 
85% 86% 

85% ~ 

51% 55% 

68% 72% 

57% 11% 

20% 22% 

18% 19% 

25% 21% 

16% 19% 

20% 19% 

79% 85% 
2% 0% 

6% 8% 

2% 2% 

4% 0% 

6% 4% 

Note: Green figures indicate a 5% or more increa~ from the previous year, while Ntd figures indicate a 5% or more decrease from the previous year. 
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Appendix C: Offic•e Level Scores 

Recognition 

Performance Feedback 
lnvol~ment in Decisions 
Organizational Culture 

Facilities and Resources 
• Training 

Opportunities to Get a Better Job 
Leadership 

Communication 
Supen..sor 

Workgroup 

Pay 

Compensation 

Job 

I believe the results of this 
su.rwy will be used to make my 
agency a better place to work. 

(b)(3):10 
USC 424 

Tl% 
85% 

46% 

69% 
54% 
69% 

54% 

77% 

54% 

46% 

46% 

69% 

62% 

92% 

85% 

69% 

38% 

' 
AHCS Items NIU 
" Postive 

Job Satisfaction Index 
leadership and Knowledge Management Index 

Results-Oriented Performance Culture Index 
Talent Management Index 
Conditions for Employee Engagement Index 

IC Collaboration Index 

PPS Best Places to Work Indices 
Effectlw Leadership - Empowerment Index 
Effectiw leadership- Faimess Index 
Effectiw Leadership- Senior l eaders Index 

Effectiw Leadership - SUpeNSOrs Index 

Employee Skills/Mission Match Index 

Pay Index 

Performance Based Awards & Advancement Index 

Strategic Management Index 
Support for Di-.ersity Index 

Teamwork Index 
Training and Dewlopment Index 
Work Life Balance Index 

Note: To protect respondent anonymity, scores for Offices with fewer than ten respondents are not reported. 
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79% 

61% 

56% 
71% 
72% 

65% 

54% 

70% 
56% 

70% 

89% 

92% 

50% 

66% 

81% 

73% 
71% 

69% 
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Recognition 

Perlormance Feedback 

lmdvement in Decisions 

Organizational Culture 

Facilities and Resources 

Training 

Opportunities to Get a Better Job 

Leadership 

Communication 

Supervisor 

Wor1<group 

Pay 

Compensation 

Job 

I believe the results of this 
survey will be used to make my 
agency a better place to work. 

(b)(3):10 
USC 424 

80% 
67% 

67% 

73% 

60% 
53% 

87% 
600/4 
47% 

73% 

67% 

87% 

87% 

80% 

87% 

87% 

53% 

AHCS Items NIU 
',,, PoS1tive 

Job Satisfaction Index 

Leadership and Knowledge Management Index 

Results-Oriented Performance Culture Index 

Talent Management Index 

Conditions for Employee Engagement Index 

IC Collaboration Index 

PPS Best Places to Work Indices 
Effective Leadership - Empowerment Index 

Effecth.e leadership - Fairness Index 

Effecti\'8 leadership - Senior leaders Index 

Effective Leadership • Supervisors Index 

Employee Skills/Mission Match Index 

Pay Index 

Performance Based Awards & Adwncement Index 

Strategic Management Index 

Support for Diversity Index 

Teamwork Index 

Training and Development Index 

Work Life Balance Index 

Note: To protect respondent anonymity, scores for Offices with fewer than ten respondents are not reported. 
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82% 

75% 

68% 

80% 

83% 

76% 

59% 

70% 

75% 

93% 

93% 

80% 

63% 

66% 

76% 

86% 

81% 

86% 
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••• Q11estions or comments? Please contact 
16rse"fH..1amessage to the survey mailbox: 

'------~I ~ 
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