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) DEFENSE INTELLIGENCE AGENGY

Executive Summary

* DIA's 2012 Annual Human Capitsd Survey was adminigtered on JWICS *  Overall Satisfection for NIl decreased from 80% satisfied in 2011 to
and SIPRNet between 10 April and 18 May, 2012 76% satisfied in 2012, However, overall safisfaction among NilJ
respondent is stit above the Agency score.
= 51% of NilJ's workforce completed the survey. This was a 5%
decreass from NIUJ's £8% participation rate in 2011 and 6% below the
DIA agency-wide response rate of 57%.

Apnual Human Capital Survey items

*  Survey resporclenis were representative of DIA's workforce and the

NIL directorate.
* The top three key dimensions NiU respondents are most satisfied with Mission Accomplishment
are! Recognition
: zz; sensation Ferformance Faedback BT T
s Supervisor inwbhement in Decisions 56% 5%,
Organizational Culture 58% 3%
»  For NIUJ respondents, the most important key dimensions with regard Facilities and Resources 73% 69%
to overall satisfaction with DIA are: Training 73% 84%
: ;ﬁ:it:&i&;}n | Cpportunities to Get & Better Job 38% 45%;
w peolverment in Declsions Leadership BO0% 60%
®  gnh Communication 65% 0%
Supendsor BY9% %
*  Siatistical analyses revealed low scoring, high importance areas that Warkgroup 8% 1%
should serve as the priority areas for NiU action planning. These areas Pay 8% B6%,
are: ’ -
: Lo S e
*  Communication
*  Involvement in Decisions Note: Gires figures indicate a 5% or more increase from the pravious year,
* Opportunities to Get a Better Job while red Sgures indicate a 5% or more decrease from the previous year.

*  Satisfactionwith 7 of the 15 key dimensions increased between 2011
and 2012, NIU's largest increase was for Compensation, which
increased 16% from 67% satisfied in 2011 to 83% satisfied in 2012,

One Mission. One Team. One Agency.
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CGEFENSE INTELLIGENCE AGENDCY

good plice to work,

Considenng evrything, how N

satisfied are you with your job? G WA
Considering evarything, how

satisfied am you with your 768% 83%

wrganization?

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

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

NIU index scroes increased by more than 5 percentags
points on the Pay Index (+8% from 2014) and the
Bupport for Diversity Index (7% from 2011).

The most common comment thermes for NiL

respondents were Leadership, Career Opportunities,
Organizational Culture, and Career Development,

i

One Mission. One Team. Dne Agericy.
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Anrus! Human Capitad Survey Hems

Jab Selistaction ingex

Leadarship & Knowledge Managemernt Index % 9%
Results-Orianted Performance Cultums ndex B1% 6%
Tatent Management Index 3% 2%
Conditions or Emplovee Engagement ridex MA TE%
o Coliahoration Index Nid T4%
Best Pinces to Work Bubdndex Scorms
Edootive Leaderehip - Empowennent indox 5%, 1%
Effertive Leadership - Falmess ndex NiA 83%
Effective Leadership - Senior Leaders index 66% G8%
Effective Leadership - Suparndsors index NA #05%
Employes Skills/Mission batch Index 8% B87%
Pay ndex 8% %
Pgrivrmancs Based Aweards & Adwincemant Index 54% 57%
Steategic Management irdex B1% 8%
Suppodd for Diversity Index Bi% T
Tearmwork xdex NFA, T¥%
Training and Development index 5% T5%
Work Life Balunce index NiA 5%

Unclassified

Note: Gireen figures indicate a 5% or more increase from the previous year, while
radd figures indicate @ 5% or more decrease from the previous year,
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Agency' 'Re-spon-d—ent Profile

The survey respondent population is re;:sfe%ﬁtat;vez of the
ﬁ}i}\ onboard population by key demographi -

RocaBihnicly

Wk D neaninn

Livilian Fay Band and Biitary Rank

Civiian ?ay Grades 1-13 | 5% | 5%
Pay Grades 14 and 15 30% 28%
DISESANSL 2% 2%
o Military Endisted & B o
Welitary ‘Warrant Dfficers _ Bl ks
Military Officer 8% 9%

Motes: Tables displaying eZHR dala are bordered in green.
Onboard population datg was pulled from eZHR on 4 April, 2012.
Race and gender information were not available for a small number of employess (<1%),

One Mission. One Team. One Agency.

1.3% G.8%

P 0.5% G.A4%

EQ 0.4% 0.2%

FiE 1.7% 21%

G 0.4% 2%

H 0. 7% 3.7%

G 5.% G.5%

MM G 5% 0.4%

DA H4% B.4%

¢ 1.8% 16%

2] 21.4% R %

g B 4.6%

X5 2EY% %
bX 2B % 26.4%

HG 4.4% 4 4%

J2 3.4% 3.2%

BRI 08% 0.9%
SFREPCH 4% 0.2%

U5 AFRICOM 1.5% 1.8%
LS CENTOOM 3.0% 3.8%
WS CYHERCOM 1. 1% 1.0%
WS BEUCOM 1.0% 1.8%
LIS NORTHCOM 0.7% .9%
LS PACOM 7% 1.7%
US BOCOM 2.2% 29%
U8 SOUTHCOM 1.1% 1.2%
U3 STRATCOM 1.2% 1.2%
US TRANSCOM .8% 0 6%
LESFJ and WSFK 0.7% 0.5%
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DEFENSE INTELLIGENCE AGENC

NIU Satisfaction with Key Dimensions

* Respondents are most likely
to report satisfaction with their
Pay and Compensation, and
feast likely to report
satisfaction with
Opportunities to Get a
Better Job and
Organizational Cuiture.

» Paarson's correlation
coefficient measures the
strength of the retationship
between sach key dimension
and overall satisfaction.

Leadership and
Communication have the
shongest correlation with
overall satisfaction, while
Compsnsation and
Facilithes and Resources
hawve the least shrony
correlation with overall
satisfaction.

Satisfaction Scores

(b Key Dimension)
Pay
{Lompensation
Bugservisar
Job 3
Misgion Aooomplish mant
G "
Performance Fesdback
Facitios and Roesouroas
Training
Lemdership
Commursdoion
Recogniton
volamentin E}fwfsions
{argan Emﬁmé? éuitum

Oppartuniios o Get a Beltor Job

% Joh

Importance Value by Key Dimension
{Fearson’s Correlation Coefficient)

B Leadnrship

Bt Gommsinication

% fvolvamentin Decisions

8% Workgroun
Parformance Feedback
Opporiunitios o Get o Belter Job
R grrificn

Buprerdsor

Cirgmndradionat Qathare

Teabning

fission Accemplishment

Fray

Fauiies and %mﬁ@%

Compansaton
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2012 AHCS Satisfaction-Importance Matrix for NIU

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

* # Communication
IR ... 485 # Corspensation
k-3
?:r B Facilities and Resources
§ B g B involvernent in Decisions
5 @ . - W ioh
s o aavdership
] - 0.85
g # Mission Accomplishment
o i,
g’} b’ 78 A 5% 0% T BO% B i B Opportunities to Get g Better Job
. 56
: i | il Organizational Cilture
gﬂ i il Pay
% 0.45 4 o # Performance Feedback
o # Recognition
o [ ]
E .25 - W Supeyvisor
M Training
ﬁziz:f%»zuw M Workgroup
vt
Satistfaction {Axis =NMean Score 68%)
One Mission. One Team. One Agency. . 7
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2012 AHCS Performance-Importance Matrix for NIU

Low Scoring - High importance Dimensions

High Scoring - High impottance Dimensions
Low scoring — high importance dimensions are those that | High scoring - high importance dimensions are those that
employees rate relatively unfavorably and are important to

employees rate relatively favorably and are important to
overall satisfaction with DIA as an employer. _ overall satisfaction with DIA as an employer.
» Leadership * Job
» Comminication * Workproup
* Involvement in Decisions

= Performance Feadback

+ Cpportunities to Got a Better Job + Bipervisor

+ lacoynition

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

» Training * Mission Accomplishment
» Crganizational Culture * Pay
+ Gornpensation

+ Facilities and Rosources

Note: Importance values are derived by determining the level of correlation betweean the specific dimension to the employee’s
overal] level of satisfaction.

Note: Grey font indicates borderline dimensions that may not ment focus compared to the other dimensions in this guadrant,

One Migsion. One Team. One Agency. ' 8
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NIU Satisfaétien with Key Dimensions Over Time

NIU Satisfaction $cﬁre$hy Key Dimensions, 2011 - 2012
WA 2042 WENRU 201

pay Ba%

Compensation b

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

Siiarvisor

Job B2%

The largest increases in satisfaction
were in the following key
dimensions:

Compensation (+16%)
Parformances Feedback (+14%)

Mission Accomplishmant

WogOUD

Performance Fesdback

Faeiition and Resouoes

*Supervisor (+10%)
Training |
Leadarship ”Yhe? iarggat daar@ama ain*
satisfaction was in Training (-9%)
Communication .
Raogritinn

inveivernent in Diecisions

Crgranizations Colture

Dpportunities to Get o Beilter Job

0% 100%

One Mission. One Team. One Agency. ¢
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Best Places to Work Indices

WOIAZOT2 NI 2012

Description

Emplovee SkillsMission Match

Each year, the Partnership for Public Service 87%

(PPS} ranks Federal Agencies based on their
survey resuits. DIA parficipates in this ranking as
parl of the aggregate 1C score. The Parlnershin
for Public Bervice measure 10 indices, including
the Bes! Places fo Work ranking. Whereas the
other indices are cafculated via an average of the
compuosite iferms, the Best Places o Work ranking
calculation, based on the three items befow, is
proprietary to the Partnership for Public Service.

Pay 85%
Effective Leadarship - Bupenisors
Supporifor Diversily

Work Life Balance

Teamwork

Training and Development

Effeciive Leadership - Senior Leaders

Stategic Management
Lk BAYS B9, Efeclive Leadershin - Faimess
good place to work, °

Sm’}mdﬁﬂﬂg &Mtbﬁnﬁ, hmf" 78% TOR Perf. Based Rewards & Advancemaent
satisfied are you with your job? .
Considering ewgrything, how : i
satisfied are you with your 76% | 63% EffectiveLeadersiilp - Empawsrment e
organization? 0% 100%

One Mission. One Team. One Agency. _ 1
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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 individual component item scores.

US Office of Personnel Management (OFPM) calculates four Hurmnan Capital Assessment and Accountability Framework (HCAAF)
indices to track progress towards HCAAF 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 Intelfigence Community.

2012 OPM & QDNI Index Scores

Job Satisfaction ; ; 68%
78%
L 74%
6%
iC Collaboration 3 T0%

| 74% wDIA2012
TalentManagement § 4% BNIU 2012
T2%
- 65%
69%

Conditions for Emplovee Engagement

Leadership & Knowledge Management

Results-Orented Parformance Culture

| 58%
52%

0% 20% 40% B80% 80% 100%

One Mission. One Team. One Agency. 12
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DEFENSE INTELLIGENCE AGENCY

Conditions for Employee Engagement Index

The Conditions for Employee Engagement Index was developed by OPM and is composed of 15 tems. This index measures the degree to which

Conditions for Employee Engagement Index Fide AL et : Wi 1
I know how my work refates to the Agency's goals and 83% 84%
mDA mNiu |priorities.
90% - | lnow what is expected of me on the job, 84% 81%
My supenssor listens to what | have 10 say. % 81%
80% | TE, My work gives me & fealing of personal accomplishmant. 90% T8%
: — Overall, how good a job do you feel is being done by your 8% 7%
2 7oy immediate superisor?
% | have trust and confidence in my supeniser, T2% T4%
;";g 60% 1 Supendsors in my work unit support employee development. 84% 73%
519, My organization's leaders maintain high standards of 81% 71%
honesty and infegrity.
4% My talents are used well in the workplace. 4% 87%
2012 Overall, how good & job do you Teel i being done by the
manager directly abowe your immediaie supendsorfieam 6% B8%
leand?
Note: OFM updated this index in their 2011 analysis, so :
SRSl 2‘; SR ¥ | f&a& &n@aurageﬁ o come up with new and better ways of B4% 4%
doing things.
Managers commuricate the goals and priorities of the 8% 61%
organization. :
Phave a high leve! of respect for my organization's senior 8% 50%
leaders.
in my organization, leaders generate high lewsls of metivation a2% 48%
and commitment in the workforce.
One Mission. One Team. One Agency. 13
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Unclassified

IC Ca—llabaratioa Index

Description

The IC Collaborafion Index was developed by QDNI and is composed of five ifems. This index measures employes perceptions refated to the
progress of the IC’s transformation. It gauges whether employees feel a sense of communify {shared mission and values} across the IC, as well as
the importance they place on coflaborafion 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.

iC Collaboration Index

MDA mNIL
A% - RS wr : TS W "
sharing knowledge and coliaborgting, o o4t
80%, 74% L haw ;hﬁ?f coportunity to work directiy with members of other 809 3%
7 . G agencies or components when necessary,
,ﬁ 70% - My work ;;rmma e improved when | oan coliaborate with 799, 799,
’é cofigagues from other I Wci@s and components.
a ] Hfeel & sense of community (Le., shared mission and values) ﬁ
* 0% with other employees across the K ek DR
5 How sasy or diffcult s | to share knowledge and collaborate
50% + on work-related matters with members of the IC who are 5% | 5%
40% outside of your own agency or IC component?

2012

Note: QDN dropped an fem from the 1G Collaboration
frnddex this year, S0 trend data s not avallable.

One Mission. One Team. Dne Agency.
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The Job Satisfaction Index is part of OFM's Human Capital Assessment and Accountabifity Framework and is composed of seven ifems. This index
measures the degree fo which emplovees are safisfied with their jobs, including liking their work and feeling it is imporiant, feeling salisfied with their

Job Satisfaction Index

Description

involvernent in decisions affecling their work, their ability to get a better job, and their pay.

o LIRS, s LY

Job Satisfaction Index

100%
90% -
78%
g 80% | 74% 76%
= o -..-—-"""""_.
goonl
® — """’;;%
60% 66% 64% 4%
50% -
40% :
2009 2010 2011 2012

Mote: Due to the small sample size, sub-group resulls are
aot available for 2010

One Mission. One Team. One Agency.

Unclassified

job in your organdzation?

45%

i like the kind of work 1 do. 95% 83%
My work gives me a feeling of personal accomplishment. 0% 78%
Consldering everything, how satisfied are you with youwr job? 78% 0%
Considering ewerything, how satisfied are you with your pay? | 86% 65%
How satisfied are you with your inwhement in decisions that 579, 53%
affect your work?

How satisfied are you with your opportunity to get a better 379,

15




The Leadership & Knowledge Management index is part of OPM's Human Capilal 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, respecled, molivating, and effective

REFENDGE INTELLIGENGCE AGENCY

Leadership & Know-lﬂéme Mlanagement Index

Bescription

overall
Leadership & Knowledge Management lndex
Leadership & ¥n
e ¥ WL Y
B80% — —
] T79% 79%
80% - " tha job.
My organization has prepared employees for potential
£ 209 - L L 68% security threats, Wk ke
whom WW o - -
% Onerall, how good & job do you feel is being done by your 8% 7%
& £ 2 i
e & & '—-*"‘"‘";; " immediate supensor?
& 62% 62% 62% I have trust and confidence in my Supenisor. 75% 745,
50% - WManagers work well with employees of difierent 7% 79%
backgrounds. _
40% My wiridload is reasonable. B3% 70%
2009 2010 2014 2012 Managers revew and evaluate the organization’s progress 67% 63%
. toward meeting its goals and objectives,
Managers communicate the gosls and priorities of the a9% B1%
Note: Due to the small sample size, sub-group results are organization.
Rt valieite: ot 210, I have a high level of respect for my organization's senior e i
imaders.
How satisfied are you with the information you receihe from 50% 53%
management on what's going on in your organization”?
How satisfied are you with the policies and practices of your 50% 50%
senior leaders 7 i,
Irs my organization, lsaders generate high lewels of motivation 52% 48%

One Mission. One Team. One Agency.

and commitment in the workforce.
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| '_Ta!@ent Management Index

Description

The Talent Management index is part of OPM's Human Capital Assessment and Accountability Framework and is composed of seven flems. This
index measures employee perceptions concerning their organization’s ability fo recruit and continuously improve top talent. If also gauges the
degree t0 which employees see themseives as being fully ulilized and developead. '

Talent Management index alent Man ant Hems

oo C31 35, s W1 ]

oU%

Cee% | 73%

6% necessary fo W;ﬁiish arg:aﬁ;mtsmai goals.
B0% 4
’ - 3% Fa, Supendsars in my work unit support employee development. 84% Ta%
$ i :
;% 70% My talents are used well in the workplace. TA% 67%
& I am given a real opportunity to improve my skills in my
[+ ‘,
s B0% - ‘o W)Q organization. Pk t%%
61% 61% 50% Fiow satisied ars you with The Training you Teceie Tor your
. B64% 58%
50% 3 present job?
My work unit is able to recruit people with the right skills. B5% 57%
40% " : ’ v My training needs are assessed. 66% 54%
2009 2010 2011 2012

Note: Due to the small sample size, sub-group resulls are
not avaitable for 2010,

17
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lesults-Oriented Performance Culture Index

Description

The Resulfs-Oriented Performance Culfure Index is part of OPM's Human Capital Assessment and Accountability Framework and is composed of 13
iterns. This index measures the degree to which employees can see a linkage between their work and the mission, goals, and performance of the
agency. It aiso gauges whether employees helieve that high performers are recognized, rewarded, and promoted, and whether the agency effectively

deals with poor performance.

Results-Oriented Performance Culture Index

ol T, oo NILE

a% B DEODHE TWORK WILH © Take to gel the j0
My supenisor supptrts my need fo balance worl and other 3% 5%
80% - lifix ingims. _
o H kmﬁw how my work refates to the Agency’s goals and 83% 84%
% T0% 830 prigritias.,
& B0, H2% My performance appraisal is a fair reflection of my
8 - Ao 82% 71%
WM panormance,
& 60% - - e : :
* M Discussions with my supendsor about my performance are 759 BB
p— > & 58% worthwhile. :
54% £3% 55% Physical conditions allow employees to perform their job
. _ well Bo% 65%
40% E * " : Hom; satished are i iti |
16 you with the recognition you receiws for 2
2009 2010 201 2012 Aok & good job? 55% 54%
Creathity and Innowation are rewarded. 55% 48%
Note: Due to the small sample size, sub-group results are Emplayses have a fesling of personal empowerment with 46% 47%
not avatiable for 2010, respect 10 work processes, _
Promaotions in my work unit are based on merit. A3% 42%
in my work unit, diferences in peformance are recognizeéd in 529 A0%
a meaningful way. ’
In my worlc unit, steps are taken to deal with a poor 319, 335
performer who cannot or will not improve.
Pay rsises depend on how well employees perform their job. 27% 25%

One Mission, One Team. One Agency. 18
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Dimension and Index Scores

(b)(3):i 8] USé 4.24

; I} (b)(3):10 USC 424
7% 82%
‘Migsion Leadership and Knowedge S— —
Accomplishment ho% o Yonmeront ndox_
s wiLilty-Crip BrfIance:
?&&zﬁmﬁs&n 45% §7% i Vet 5A% BE%
SRS 9% 4% TFatont Maragorment ndox Fi% B0% o _ _
Foachack Conditions for Employes ; .
;;f%&m n - - Engagement Index 2% 83% Scores are reported
i W Coliaboration index 5% To% forpifices withh i o0
Organtrationsl Cullure |
v — - - PPS Best Places to Work indices mole resanntonie o
Bessiurces Efiecivg Leadorshp - e o NU, unly two uttices
SRR B [ G
Training - 7% 60% Gt Mww had the minimm
M‘Z’Wm‘i‘gm oGela 54% 47% Faifress Index e ik nambior oF
. - - Eflertive Legrership - Sentor .
Leadership _ 46% 73% Cmexdirs e 56% 5% tesponcaents Lo be
Communication A6% 8% Effsctive Loadership - 70% 3% tenoried! and h)(3):10-USC 424
Supenisor 69% 87% Supenisors Index
Ermplayes Skis/Mission -
Workgroup 6% z;: P e i 9% _ 3%
in.. - i Pay irdex 5% 8%
Compengation 85% B7% Perormance Based Awands & ey S
Job BY% B7% Advancemant index
Strateud Management nddex 85% #8%
| Belisve the rosults o Support Bar Dhersity Index 1% 6%
this sirvey will be Teamwork Index 3% BE%
used to make my 38% 53% Training and Dewelopment 745 a1%
agency a hotter place index
to work, Work Life Batance irdex B9% 8634

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

One Migsion. One Team. One Agency.
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NIU Comment Analysus

Each respondent had the s;:epariumty to provide up to three comments on tha 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’
commaents. Verbatim comments are provided in a separate report,

Thenmes
W i .
Career Opporlunities

Organizational Culture i

CareerDevelopment .

l e a d e?{gh D 'Amuifzf studants day whie
lp employees work niy
been am get job _ = 4rganization within time

- does 5 SCMON @ patter 3 2~ career those inteligence ™
ygam ﬁ e hﬁ?ﬁf '

Environment

Pay, Bonuses & Benefits | 0%
Communication

Parformance Feedback & Recognition |

ﬁ# mHssRion . ‘-’ support  culture supervisor development
' gs Rjfeny = alwas g & e withowt Yaining current lews milfdary
Supervisor | % BUPRTVISOrS : = & ' '
e

Migsion |
Other
Your Current Job |

Workgroup | 0%

0% 8% 10% 15% 20% 26% 30% 35% 40%

One Mission. One Team. One Agency. 22
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Next Steps: AHCS Action Planning Requifement

Responding the Office of the Director of National Intelligence {DDNI) and the Office of Personne! Management's
{OPM) request for formal action plans, DIA is requiring Directorate, Element, and COCORM-level action plans
based on the results of the 2012 AHCS.

Reguired Activities Action Planning Resources

2012 DIA AHCS Report

= Complete and submit Directorate/Element/COCOM - #
level action plans to HC by October 5%, »  AHCS Action Planning Guide
o Refer to Slide 17 throughout this process, as it = AHCS Action Planning Checklist
#ustrates the low-scoring and high importance # AHCS Action Planning Template

dimensions for your organization.
o Leverages the AHOS Action Planning Guide,
Agency level report, and additional resources

®  Agency (Guide for the Best Place to Work in the
Federal Government Rankings (Partnership for Public

avaitable on the HC Survey Website. Service)
o Pee the Antion Planning Template provided = 2011 Federal Employes Viewpoint $¥£Wﬁy Report

and posted on the HC Survey Website; Action {(OPM)
plans outside of this template wit NOT be s Annual Employee Survey Guidance {OPM)
accopled. » Employee Viewpoint Survey Action Plan Examples:

= HC will submit all action plans to the DEVCS/ODM] on .

behalf of DIA. ® Depariment of Transportation
s Address questions and requests for additional = Department of Energy
{b)(3):110 USC 424 analysis of survey data to w Guide o Gﬁndu@ﬁﬁg Foous Gmu-p&

G038 or emall the Surveys email by

Available on the HC Survey Webshe
(b)(3):10 USC 424

One Mission. One Team. Gne Agency. 24
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Aenix A: Methodology and importance

Survey Overview

About the Survey: DIA fulfiled the Office of the Director of National Intefligence (ODNI) requirement to parficipate in the 2012 Intelligence
Community Survey by incorporating survey items from the Intelligence Community Survey into the AHUS. The AHCS measures employee
petceptions across the dimensions that drive employee satisfaction and identifies trends and changes over ime.

Administration: Tha 2012 AHCS was open to all military and civiian DIA employees between Aprit 10th and May 18th, 2012. Surveys were
administered via a web-based technology, employess received an email notification that included a fink to the survey on JWICS or SIPRNet.

Response 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 88% +/- 98%.

Data Analysis and Reporting: Data were collected and analyzed by DiA’s|(b)(3) |A£1é’ﬁ|y$§$€ pf DiA's Annual
Human Capital Survey included examination of mean level differences, trend analysis, sub-group analysis, regression analysis to identify
key satisfaction drivers, and comparison with the 2011 Intelligence Communily Survey, and OPM's Federal Employee Viewpoint Survey.

i this report percent positive includes the fon two points on the response scale: Aoree and Shrongly A

10 USC 424

YWhy are Employee Perceptions important?

Employse satisfaction and commitment are critical to maintaining high performing organizations and atfracting and retaining top talent.

- The US Merit Systems Protection Board (MSPB) found significant refationship between employee engagement and mission accomplishment
in federal agencies1. MSPB found that higher levels of empioyee engagement are correlated with:

Higher scores on the program resullsfaccountability portion of OMB's Program Assessment Rating Tool (PART)
An empioyea's intent {o leave the agency

An agency’s average sick leave use

Levels of equal employment opportunity (EEQ) complaint activity

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

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

Z 1K Hartar, F. L. Schiidt, and T. L. Hayeas, Business -Unit Level Relationship Between Employvee Satisfaction, Employee Engay f, aryd Business Qutcomes: A Mela-analysis, Joumat of Applied Psychology, 87,
2002, Corparste Leadersklp Uounll, Diiving Employes Performance and Retention theotgh Engagement A Quantitative Analysis of the Effectiveness of Employee Engagoment Sirategios, Corporate Exacidive Board,
Washington DU, 2004, TE. Backer, RS, Biffings, DM Evelath, and N L. Giibert, Fodd and Baeses of Employee Commilment implications for Job Performance, Academy of Management Joumal, 3%, 1998,
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Cornsiduring everything, how satisfied are you with your organization?

sions ltems and

Unoiassified

Satistaction Career Opportunifies enporunitien
- . How satisfied are you with the DIA enterprise’s ability fo acoomplish its Comments relaled i training and mentoring opporhunities troughout the DIA
Misaion Asoomplishinent IOnT Gareer Development erbbrsae ane i i Kokd.
< How satisfied are you with the recognition you receive for doing a good job? e Comments related B commuvication hetwean leadership s empdoyess,
Racognition RSt supEIVisors and subdedinates, ang within the 1.
Performance Feedback | How satisfed are you with the parformance feedback you receive? i Comments refatad to resources {pecple, finencial & IT), customer service,
i = ¥ Bhrchaent sqipment, workspacs, amenities, parking, shuttles, & locetion,
1:1\;;&@:%:32 in How sofisfod are you with your inveivement in decisions that affect your werk? ook Loadersnip Comments o leadership style, o iy, and
ik Lawdemig ancountabiiity of DA anterpriss joaders.
Cnganizationat Cultire | How salishied ars you with the DIA erterprise’s organizational odture? Mission Comments. related B DIA'S mission and ablily i accamplsh Bs migsion and

Facitiies and Resorces

How salisfied are vou wi%h.im facHitien and resources avaliable o you al your
primarny wik location?

goals.

Organizational Culture

Comments relsbad b organizational ouibere, inclusiveness, faimess,
empoaarment, and innovation,

Training How satisfied are you with the training you receive for your present job? Pay, Bonuses & Comments related & pay modemization, bunuses, awards, safary, benafits, the
Benafils alimination of TLMS, and student loan mpayment.
Doporturities fo Get a | How eafisfied ore you with your oppotiunity to get a better job in your ;
Balttar Job orgrardzation? ) Performance Fagdback ) Conmmants relatad o recaognition for good work angd the informal aned Tormald
& Revognition performance feadbank.
L sadershi How satisfied are you with the policies and practioes of vour senior leaders? g
BHGBISD Superisor {iomments related fo your first line supenvisor o7 Supervisory issues at the DIA
- POy enterpriss.
D NA— How satisfied are vau with the information you recelve from managemant on
+ | what's going on in your organieation? Vorkgroup Comaments related 1 your specific workgroug,
Supervisor How satisfied are you with your supsrvisor? o Communts ralated o the Tasks vou do sach day, including job Bt and skil mateh
Workgroup How satisfied are you with your workgroup? TR et PO N,
Pay Congidaring everything, how satisfiad are you with your pay?
Conaidering everything, how satisfied are you with your fotal compensation
Compensation (salary, bonus, efc.}?
Job Considering everything, how satisfied are you with your iob?

L]
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_ _ﬁpeh-éi-x B: NIU Trend Data 2011-2012

Anrual Muman Capital Burvey Hems

Job Setisfaction lndex

tLeadership & Knowledge Management index T0% B9% Mission Acc

Results-Oriented Perforrmance Culture Index : 1% 825 Recognition

Talent Management Index 73% 72% Porformance Feedback 58% T2%

Congditions for Employee Engagement Index NIA 5% Inohement in Decisions 56% 5%

iC Collaboration Indax N/A 4% Orgardzational Cuttize 58% 8%

Faciities and Resoures T3% - B8%

Best Piaces to Work Sub-index Scores Training 738%, S44

Efecthve Leadership - Empowermeant index &5% 1% Opportunities to Get a Belter Job 38% A5%

Effactive Leadership - Faimess ihdex N/A 63% Leadership BO% BO%

Effective Leadership - Sendor Leaders Index B6% 68% Communication B5% 60%

Effective Leadership - Supenisors index N/iA 30% Superisor 69% TEY,

Employee Skills/Mission Match Index 88% B7% Workgroup 78% Ta%

Pay index 8% B6% Pay 78% BE%

PFarformance Based Awards & Advancement Index E4% &% Compensation 87% Had%

Strategic Management index : - BT% B % Job

Support for Diversity index 88% T5%

Teamwork index KA 73%

Training and Development index 5% 73%

Work Life Balance Index N/A 758%

Mote: Green figures indicate a 5% or more increase from the previbus yesr, while red figures. indicate a 5% or morm decrease from the previous vear,
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Annual Human Capital Survey Hems

DIA'S russion is clearly defined,
DIR's mission i mpodant.
| pnderstang how the gosls of my directorate/COCOM are refated to DIA's mission
The waorkforee has the job-relevant knowledge and skills recessary to accomplish organizationat goals.
| krpw how ray work relstes to the agency's goals and priotities.
Managers resiew and evaluate the organization’s progress toward meeting its goals and objectives.
Managers communicate the goals and priorities of the crganization.

Performance Feedback and Recognition

My performance appraisalievalustion is a fair reflection of my performance. T2% B2
Discussions with my supendsor about my perormance are worthwhile. 8% V3%
| am held accountable for achieving results, 5% %
Awards in my work unit depend on how well employees perform their jobs, 50% A%
Job openings are filled by the most qualified intemal or extemal candidates. 1% 445
Promotions in my workgroup are Based on maerit, 48% 43%
In myy work unil, differences in performancs e resognized in & meaningiul way, 43% 2%
In iy work unll, shops are taken to deal with a poor parformer who cannot or will not improve, 35% 1%
Pay rgises depend on how well employess perdorm their jobs, 30% 2%
Employess ame recognized for providing high quality products and senvices. 5% 61%

In my most recent performance appraisal, | understood what | had 10 do to be reted & different performance lewsls, 65% 74%

My supervsor sets and revises my perforrmance objectives as needed during the performance cycle, 67% T
in comparison with peaple in similar jobs in the private sector, { feel my total compensation is... % of Totaf
Much more] 5% 1%

Somewhat morel  31% 33%

The same]  25% 36%

Somewhat less] 3% 16%
Much less! 4% 5%

Note: Graen figures indicats a 5% or morg increase from the pravious year, white redd figures indicate 2 5% or more decrease from the previous year.
One Mission. One Team. One Agency. 30

I




. DEFENSE INTELLIGENCE AGENC

x B: NIU Trend Data 2011-2012

Annual Human Caplita

Unclassified

{ Waﬁmm,{;@d to come #p with new and better ways 1o doirg things.

I am proud fo work within the DIA enterprise,

BO%

| recommand my organization as 2 good place to work. 73% 66%
| are trested respectidly without regard to my race, gender, age, disebility status, sexusd orientation, or cultural 829 69%
background. i
Leadership is committed to creating a diverse and inclusive environmant, N/A 58%
Creathity and innovadion are rewarded. 56% E5%
My leadership encourages and respecis alternatihe points of viow and recomimendations. 88% 1%
Managers/superisorsfteam leaders work well with employees of different backgrounds. a8i% 8%
Employees have a fesling of personal empowerment with respect 1o work processes. 58% 4%
Policies ard programs promote diversity in the workplace (for sxample, recruiting minorities and women, fraining in 88% 61%
awareness of diversity issues, mertoring).
| can discivse a suspected violation of any Jaw, rule or regutation without fear of reprisal. WA 65%
Arbitrary action, personal Enoritism and coercion for partisan political purposes are not tolerated. N/A B0%
Mititary and Civilfians work wedl together within the DIA enterprise. NfA 93%
i beliowe the results of this survey will be used to make my agency & better place 1o work. 4% 47%
DIA Leadership
i%?_!y organization's leaders rmaintain high standards of honest and integrity. 73% B1%
Lam satisfied with the information | receive from executive leadership about what's going on in the Agenoy. 80% Ta%
My organization's leadership listens to employees’ concems. NA, 64%
| hanve a high leve! of respect for my organtzation’s senior leadlers, 78% 68%
Managsm promote communization among diffarent work Units {for example, about projects, goals, needed 80% E0%
FESOLINCES).
in my crganization, leaders generate high levels of motivation and commitment in the workforce. 49% 8%

Nots: Green figures indicate a 5% or more increase from e previous vear, while red figures indicale a 5% or more decrease from the previous year,

One Mission, One Team. One Agency.
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Armual Human Capital Survey Hems

How satisfied are you with the R}iiewiﬁg programs?

Alternate Work Schedules (AWS) 54% 76%
Flaxible Work Amangements {e.g., pert time, job share, telework, secure telework) NiA - 81%

Please select the response below that best describes your altemative work schedule (AWS) situation:

Currently work an AWS of 4/10s] 0% 7%
Currently work an AWS of 8/9s) - 5% 0%
Currently work an AWS not listed abow] 1% 29%
No AWS: Not allowed formy job] 0% 7%

No AWS: My request for an AWS was derjed]  36% %
No AWS: Personal Choice] 47% | 47%

Please select the response below that best describes your telework siuation:
: Telework on a regular basis]  24% - 24%

Telework infrequently!  15% 17%
No Telework: Physical presence required| 22% 4%

No Telework: Technical issues| 5% 5%

N Telework: Not allowed though OK forjobl 9% %
' 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,

One Mission. One Team. One Agency. ' . 32
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Phymx:af t:om:iﬁ:iwﬁ {for &x&mpi& noise Jevel, temperature, lighting, workspace, cleaniiness in the

workplace) allow employees o perform their jobs well. % 69%
Employees are protected from heaith and safety hazards on the job. BE% 8%
The organization has prepsred employees for potential security threats, 80% 78%
Career Development

{ am given a real opportunity to improve my skilla in my organization. BO% 8%
i have the opportunity to devedop my - career within the DIA enterprise. 65% G8%
Supervisors in my work unit support employee developraent, 84% 84%
My szr;;ﬁgg needs are assessad. 61%

This Hom was asked of civilian empfa}mw only

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

70%

Note: Green figures indicate a 5% or more increass from the previous year, while red figures indicate & 5% or more decrease from the previous year.

One Mission. One Team. One Agency.
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a#l Muman |

'My's-apéﬁﬁix m&i;niaiﬁa high stendards of honesty and integrity,

My supeniser is avsilable to me when § need direction. 1%
My supendsor actively supports my leaming and camser development. 8% B4%
My supsnrdsor has the siills end experience needsd to perform his or her job. 78% BB%
| am satisfied with the Information | receive from my supenisor about what's going on in my workgroup. 3% T1%
| have trst and confidence in my supendsor, 1% F2%
My supendsor stipports my n%as {0 balance woﬂ«: and other life issuss, BS% 83%
My superdsoriteem feader is commfttexi toa workfem;e reprasentative of all segments of society. B8% BE%
My superdsor Bstens to what | have to.say. 8% TT%
My supendsorfteam leader prosides me with opportunities to. demonsirate my E%c:ief%shi;; kil MNIA 3%
Wy supenisorfteam leader treats me with respect. Nif 8%
Management
Onerall, how good a job do vou fegl is being done by vour immediate supendsorfteam lead? 73% %
Overall, how Qatxi # jf;h oo youl el is being done by the manager directly abowe your immediate 6% :

NiA

My asssgmﬁm a DIA mah% good use of my skills and experience. WA 100%
My assignement &t DIA is & career atvancing cpportuntity. A 80%
My supendsor understands what | need 10 succeed in my career as a member of the US milltary. WA 80%
| hans the opportunity o meet my training requirements while assigned to DiA MNIA 100%
In my work unit, communication flows both up and down the chain of command. N/A 80%

One Mission. One Team. One Agency.

Note: Groen figures indicate 2 5% or more increase from the previous year, while red figures indicate a 5% or more decrease from the previous vear,
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B: NIU Trend Data 2011-2012 ___

Annval Human Capital Survey ltems

The people | work with cooperate 1o get the job done. | _ _
{ trust the people in my workgroup. 78% 71%

The people 1 work with are highly skilled. ' 80% 78%
The cartributions of all workgroup members are respecied. N/A 74%
My workgroup is able to recruit people with the right skills. 82% 65%
My work unit is able to retain people with the right skilis. 83% £3%
The skill jevel in my work group has improved in the past year, 60% B5%
ﬁmpwyeaé Ire my work unit share job knowledge with sach other, 85% T5%

The Job Hself
| ke the kind of work | do.
My work ghwes me a feeling of personal accomplishment.
| have enough inforrmation to do my job well,
| kyvow what is expected of me on the job,
The work | do is important,
My talents are used well in the wozkpta{:e
My workload is masmabia
i h»_:«;wa sijﬁi{:‘«i&ﬁi’ resources (for example, people, materials, budget) to get my job done.
The nest 2 items were asked fo civilian employees wit : one wm; or fess tenure af DIA only
i%a’iﬁnra H act:e;ﬁed a job at DIA or & COCOM, | was provided a reafistic job ;:we%w '
P was placed in a division that matches my professional interests. '

Note: Green figures indicate a 5% or more increase from the previbus year, while red figures indicate a 5% of more decraase from the previous year.

One Mission. One Team. One Agency, 3
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w0 gl iy : _ .
i foel & sense of community fi.e., shared mission and values) with other amplovees across the IC, i
Ouwr mission depends on [0 agencies and components sharing knowledge and collsborating. 85% B6%
{ have the oppertunity 1o work directly with members of other IC agencies or components when 85% 89%

NECEssary.
How gasy or difficult is it to share knowledge and collaborate on work-related maltens with members

of the 1C who are putside of your own agenay or IC component? ks R
My work products are improved when | can collaborate with colleagues from other IC agencies and 68% 72%
componenis,
My supendsor ernphasizes collaboration and information sharing with other IC agencles and 57% %,
GOMPOnents. .
Additional lam .
How often do you share knowledge and collaborate on work-related matters with members of the 1C % Selected

ouiside of your own agency or iG compunant?

Al lpast once a day 0% 22%

Less than once a day, but at least once a week 18% %
Less than weekly, but at least monthly 25% 4%

Some, bul less than onte a4 month 16% 19%

Notatail | 20% 16%

This Bomy was ashed of pivitian emplovees only

Are you congidering leaving DIA within the next year, and if so, why?

No, | plan to stay at DIA 8% BE%

Yesu, i reting 2% 0%

Yes, 0 take another gowrnmaent job within the Intelligence Community £% B%

Yes, to take another job cutside of the IC and within the Federal Government 2% 2%
Yes, 1o fake another job outside the Federal Government 4% 0%

Yes, for another reason 6% 4%

Note: Gireen figures indicate a 5% or more Increase from the previous year, while s figures indicate 2 5% or more decrease from the previous year,
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Office Level Scores
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endix C: Office Level

b)(3):10

Job Satisfaction Index |
Leadership and Knowledge Management Index
Results-Oriented Performance Culture Index
Telert Management index

Conditions for Employee Engagement index

I Collaboration Index

Recognition
Performance Feedback
Irobvernent in Dacisions
Orgardzational Culiure
Faciifies and Resources

" Training PPS Best Places o Work indices
Qpportunities to Get a Better Job Effective Leadership - Empowerment Index
Lesdership EHective Leacership - Faimess Index
Communication Efective Leadership - Senior Leaders dhex
Supenisor Efective Leadership ~ Supendsors Index
Workgroup Employee Skifls/Mission Match Index
Pay Pay Index
Compensation Performance Based Awards & Adwancement Index
Job Strategic Management Index

Bupport for Diversity Index
Teamwork Index

8% Training and Dewslopment index
Work Life Balance Index

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

Note: To protect respondent anonymity, acores for Offices with fewer than ten respondents are not reporied,
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AMOS Boms b)3):10
Y% Positive

OPM & OONI index

Job Satisfaction index

omplishment ' Leadership and Knowledge Management Index
s Results-Odented Performance Cutture Index
Talert Management Index

Conditions for Employes Engagement Index

Performance Feedback
Imbvement in Decisions

Organizational Culture IC Collaboration Index
Facilities and Resources
Tradring : PFS Best Places to Work Indices
Opportunities to Get a Better Job | Effective Leadership - Empowerment Index
Leadership Effective Leadership - Faimess index _
Communication Effisctive Leadership - Senior Leaders Index
Superisor Effective Leadership - Supendsors index
Workgroup Employes Skilis/Mission Match Index
Pay Pay Index
Compensation Parformance Based Awards & Adwancement Index
Job Strategic Management index
Support for Diversity Index
1 believe the results of this 1 Teamwork Index
survey will be used fo make my 53% Training and Development index

agency a better place to work, Work Life Balance Index

Note: To protect respordlent anonymity, scores for Offices with fawer than ten respondents are not reported.
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or send a message to the survey mailbox:
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