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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 agencies®. MSPB found
that higher levels of employee engagement are correlated with:

«  Higher scores on the program results/faccountability 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 (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.

1.5, Merit Systems Protection Board. The Fower of Federal Employee Engagement. Washington DC, 2008,

74, K. Harer. F. L. Schmidt, and T. L. Hayes, Business -Unit Lovel Relationship Belween Employee Salisfaction, Employes Engagement, and Business Quicomes: A Meta-analysis, Journal
of Applied Psychology, BY, 2002.; Corporate Leadership Council, Driving Employes Petformance and Retention Brough Engagement. A Quantitative Analysis of the Effectiveness of
Employes Engagement 8&@:9;‘;;9& Gomorate Executive Board, Washington DG, 2004; T.E. Becker, R 8. Billings, D.M. Eveleth, and N.L. Gibert, Focl and Bases of Employse Commitment:

Implications for Job Performance, Acaéemy of Managemsﬁt Journal, 39, 1986, _ _ 2
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- 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 satistaction and identifies trends and changes over time.

Administration: The 2011 AHCS was open to all military and civilian DIA employees between April 4th and May 6th, 2011, Surveys were
administered via a web-based technology; employees received an email notification that inciuded a link to the survey on JWICS or SIPRNet.

Response Rate: The Agency response rate is 53%. Based on this response rate, the confidence level is 99% +/- 1.03%.

Data Analysis and Reporting: Data were collected and analyzed by DIA's Workforce Analytics Team (HCS-3). Analysis of DIA's Annual
Human Capital Survey included means testing for statisticat significance, trend analysis, sub-group analysis, regression analysis to identify
key satisfaction drivers, and comparison with the 2011 Intelligence Community Survey, and OPW'’s Federal Employee Viewpoint Survey.

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

?*é{}ta m‘a Z‘&E{&E%%fﬂ{‘&nuﬁ “?“m%sm;

?:taisstm i*;f srgnzfiaan%: tiﬂ‘f&%mw immn DiAs anﬁual scores are highlighted. Green cells fmiif::ate & significant increase fmm ﬁ’iﬁ grevg}us
year while red cells indicate a significant decrease from the previous year. Statistically significant differences between sub-groups are also
highlighted: green font indicate a significantly higher score.

Statistical significance testing is conducted on mean scores, rather than percent positive scores. This data analysis method is utilized to
account for changes in the full distribution of scores; conducting significant testing on percent positive scores limits analysis to the upper end
of the distribution.

Given the selected analysis method, some small percent differences are statistically significant differences. This occurs when a considerable
movemant in scores at the lower end of the distribution causes a statistically significant mean difference but only a small difference in the
percent positive score, which encompasses only the upper end of the distribution.

Similarly, some larger percent differences are not statistically significant. This occurs when considerable movement in scores on both ends
of the distribution causes a large percent pusitive difference and a relatively stable mean score.
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Agency Respondent Profile

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

Onboard Population

JFE 39 '
UE AFRICOM T5% 1.6%
3 USCENTCOM 3% 3.0%
Elviian ba) Bend Ak USTYBERCOW Ta% 5%
Civilian Bang 1 -3 _ | . USEOCTR 1.6% 1 8%
Band 4 6% 38% US JFCOM 1.0% 1.0%
Band 5 12% 11% US NORTHCOM 0% 6%
DISESDIST 3% 2% U PACOM, USFJ, and USFK 33% 2.5%
o Mititary Enlisted & LIS SOCOM 2.0% T2 A%
Military wﬂﬂzﬂ Officers 53% 55% U8 SOUTHCOM 0.6% 12%
VS STRATCOM T1% 12%
Mititary Officer 47% 45% % TAREEON =T TR
CTHER 0.8% 0.3%

Note: Tables displaying eZHR data are bordered in orange, : 4
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Key Indices

This year, six indices were calculated to aggregate related individual items together info one sasy 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 workforce engagement. ODNI calculates an
1C Coltaboration index to track levels of collaboration across the intelligence Communilty.

2011 Index Comparison Scores

Job Satisfaction

Leadership & Knowledge Management
Results-Oriented Performance Culure
Talent Management

Conditions for Employee Engagemant

# Collaboration

¥  fg ¥ 1

WDIA 2011 B NDIC 2011 0% 0% 4D%  60%  BO%
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Job Satri—sfaction Index |

Description

The Job Satisfaction Index is part of OPM's Human Capital Assessment and Accountability Framework and is composed of seven ifems. 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 fo get a beffer job, and their pay.

dob Satistaction lngdex Job Satisfaction ndex tems
b OIA I NODIC % Positive e .
i 74% ra%e % The work L do is important Be B4%,
] o i i ke the kind of work | do. % F%h
0% * - .
B i Pt » > My work gives me & fseling of personal accomplishment, B8% Té%
B 5% L Z Considering everyhing, how satisfied are you with your 829% BBY%
2 aom job¥
g 3 3 5 s 3
. B0% Considering evenghing, how satisfied are you with vour 789, 64%
0% pay?
How satisfied are you with your invobement in decisions 56% 49%
3% 1 that affect your work?
% " " ' How satis fied are you with your opporunity 1o get a betier e 95%
008 1009 patals] 2011 job i yur organizaion?

Note: Per an DDNI mandate, only a stratified random
sample of 00 DIA emplovees were inviled to complete
the survey in 2010, Dus to the small sample size, sub-
group results are not avaliable for 2010,

*Owerall Satisfaction dimension refers to the single ftem "Considering everything, how satisfied are you with DIA?" while the other index scores are aggregated from a series of related itemns. -
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Leadership & Knowledge Management Index

Description
The Leadership & Knowledge Managernent 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 rustworthy, respecled, motivating, and effective
overall. _

Leadership & Knowledge Management Index Hems
oA BONDIC % Fositive

B0t £49% 7% 0% ioyees are protected fom health and safelyhazaids | oo | yau
0% m - W on the job,
BO% P el % . d My orgarizafion has prepared employees for potential a0% 7%
@ Bog - 56% 62% 2% 6% sacutity threats,
2 A - Cwarall, fow gootd a job do you feel is being done by your 725, 72%
B g immediale superdsor?
# 0% Fhave frust and confidence in mysupendsor, T1% %
0% - _ Mywarkioad ls reasonable. 65%. 64%
% ‘ . . Mandgers work well with employees of different 57% 67%
2008 2000 2010 2081 HackgrmIbas: T
| haae & high Jews! of respect for my organizalion's senior 785, 61%
leaters.
Note: Par an QUNEmandate, only a sbratified random Managers communicate the goals and pronities of the 6% 8%
sample of 300 [HA employees were invited Lo complete organization.
the survey in 2010, Due to the small sample size, sub- Managers review and evaluaie the organization’s progress
group results are not available for 2010, toward meeting its goals and objeciives. 69% 8%
How satisfied are you with the Information you recelve from 5% 50%
maenagement on what's going on in your organization?
How s&ﬁ;ﬁed are you with the policies and praclices of B0% 45%
your senior leaders?
in my organizalion, lsaders generate high levels of 49% 41%
maotivation and commitment in the workforee,
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Description

' Res u-l-ts--o.--rieneted Performance Culture Index

The Results-Oriented Performance Culture Index is part of OPM's Human Capital Assessment and Accountability Framework and is composed of 13
itemns. 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.
Results-Oriented Performance. Colture index
il 5 W NN
HO%
d 2%y
Zz 57% - 5‘;%
v sl @ > b -4
§ A% | 4% 5% LS 55%
oAk
2%
1% -
0%
08 HUB 2080 Fitah]

Mote: Per an QDN mandate, only a stratified random
sample of 900 DIA employess ware invited to complete
the survey in 2010, Due to the small sample size, sub-
group results are not avallable for 2010,

opie | work with cooperade o get he job done.
My superdsor supporis myneed o balance work and olher a5% 82%
life ingiies,
i Kf‘i():i!\f how my work relates o the Agency's goals and 91% 82%
pricities,
i’;iz?i{?&f condiions aliow employees to parform their job 1% 63%
My performance appraisal is & fair reflection ofmy 72% 52%
performance,
i}:se:u%?uﬂs with mysupendsor about my performances are 65% 62%
wotthwhile,
Huiw sa&sﬁedvam you wilh the rectgnition you reoedve for 51% 49%
doing a good job?
Employees have a ieeling of personal empowerment with “
55% $4%

respect o work professes.
Greativity and innovalion are rewanded, ) 56% 41%
ir: my wmx unit, differances in performance are recognizad £3% 40%
in & meaningfid way.
Promotions in mywork unit are baged on merit 48% 35%
I my work unit, aleps are taken fo deal with a poor o

) . 5% 34%
performer who cannot o will not improve.
;T; raises depond on how weall emplovees pedorm thelr 20% 26%
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- Talent Management Index

Description

The Talent Management Index is part of OPM's Human Capital #s&essm&ﬂf 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 fully utilized and developed.

wiboe 1A NOIC Falest Management Index items
78% :
0% - 9% pe TE%
Ti% - W H i Ge and skils | 78% I ?i’.}%
B0% L 2 +» ‘o — necessany fo acoomplish organiztional goals. .

% BO% 60% 519 B1% 535 Buperdsors in mywork unit support employes B84% 5%

5 o develnpment.

g 30% My talents are uged well n the workplace. 89% 62%
9 Fam gwﬁm a el ppportunity to improve myskills inmy BO% 57%
0% A wrganizaion,

How saisfied are you with the fraining you receive for vour o
0% ; . . Ta% 55%
T prasent ioh?
2008 2008 2010 L1 My work unitis able 1o recrult pecple with the right skifls. 62% 53%
My training needs are gssessed, 81% 45%

Note: Per an QDN mandate, only a stratified random
sample of 800 DIA smplovees were invited fo complete
the survey in 2010, Dus to the small sample size, sub-
group rasults are not avaliable for 2010
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Conditions for Employee Engagement Index

Description

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

Conditions for Empioyves Engagement Index
) ) Condidions for Fmp Engagament bidey Hems  RNING
BO% - 75%  Positive 2014
T -
BO%
o My superds or istens 1o what L haw b say, &% 7%
% Mywork gives me a feeling of personal ascomplishment, H8% 2%
ﬁ Sk Supenisors in mywork unit support employee 84% 69%
® a0 dewelopment,
T My talente are used well in the workplace, BY% 82%
108 Managers communicate the goals and prionties of the 16% 58%
orgardzaion.
0% - E R {feed encoursged 1o come up with new and bolier ways of 6% 5655
WIH T DA 2083 doing things, :
In my omganization, leaders generate high lewls of 49% 1%
motvalion and commitment in the workforce,
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IC Collaboration index

Description

The G Collaboration Index was developed by ODNI arxd Is composed of six iferns. This index measures employse perceplions relaled fo the progress
of the 1C’s transformation. 1f gauges whether emplovees Teel a sense of communily (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 employses are able to share
knowledge and collaborate with colleagues in other agencies.

18 Sollaboration Index
o L0 B NIHC
A0% - FEVE £18 OPpUTY 15 T — .
0% o 82% 62% ag&nﬁim or components when mwasaw B5% | 5%
GO0 e — M Ty minsion depends on 1C agencies and components sharning BE% 83%
¥ so% G0 52k Gk imawiedge and collaborating.
2 o Wy wiork products are improved when | can ooliaborate with 68% 75%
% — colleagues fom olver IC agencias and componenis.
® How sasy or dificuitis B0 sham knowladge and collaboraie on
20% work-ralated matiers with members of the IC who are oulside of 61% | 58%
16 your awn agency or IC somponant?
0% g g Haeel & sense of community (e, shared mission and walues ) with
B80% B6%
0B 2005 20 Ml other empioyees across the KC.
How often do you share knowledge and collaborate on work-related
Mote: Per an QDNI mandate, only & siralified random Omjc% :::;ﬁ;::g remwbheCancanrRicecimunownaganey] S90S 454

sample of 906 DIA amployees were invited 1o complete
the survey in 2010. Due to the small sample size, sub-
groun resuits are nol available for 2000
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Description

Each year, the Parinership for Public Service ranks Federal Agencies based on their survey resuits. DIA participates in this ranking as part of the
aggregats 1C score. The Partnership for Public Service measure 10 indices, including the Best Places o Work ranking. Whereas the other
indices are calculated via an average of the composite ftems, the Best Flaces fo Work ranking calculation, based on the three itemns below, is
proprietary to the Partnership for Public Service.

WA ZOLL B RING 2031

Employee Skifls/Mission Match

B6% e " 4
FRASSHY ]
Supportfor Diversity place b work 7% BE%
: Considering everything, how satistied are
Pay TE% yous with your job ? 2% 6%
Strategic Management i’:orsfs{ desring m&?i‘ﬁi‘?mg how satisied are 80% 6%
oLk with yowr srganization?

Training & Development

Effective Leadership: Senior Leaders
Effective Leadership: Empowerment
Perf. Based Rewards & Advancement

Family Frigndly Cobture & Benefits

U 20% . A0% B0% BO% 0%
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NDIC Satisfaction with Key Dimensions

NDIC Satisfaction Scores by Key Dimensions

Job
Mission Accomplishmant
Overall Satisfaction
Pay
Workgroup
Training .
Faciliies and Resources
Office Leadership
Supervisor
Compensation
Communication
Division Leadership
Senior Leadership
Organizational Colture
Performance Feedback |
Involvement in Declsions
Recogrition
Career Advancement Opporiunities
Opportumitesto Geta Better Job

0% W% 0%  30%  40%  50% 60% FOm 0% 90%

LUHCLASSIFIED
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NDIC importance of Key Dimensions

NG Importance Values by Key Dimension

Job 078

Mission Accomplishment
Grganizational Culture
Recopnition

Seror Leadership

Performance Feedback | »
: Importance values {Pearson’s

correlation coefficient ) shows the
strength of the relationship
between each key dimension and
overail satisfaction. The
strongest correlations have the
highest values while the Jeast
strong correlations have the

Trakning

Supervisor

mvolvemaent in Dedlsions
Workgroup

Commumcation

Career AdvancementOpportunities

Opportunitiosto Get a Better Job | 0.42 lowest values.
Office Leadership 0.39
Faciltdes and Resources y 038
Division Leadership | 039
Compensation s 025
Pay s 0.15
.00 800 {20 03,30 .40 050 0.60 0.70 0.80 .80
Note: Importancs values are derived by determining the level of corelation between the o 17

specific dimansion to the employes's overall level of satisfaction.

e 8l
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2011 AHCS Satisfaction-Importance Matrix for NDIC

The Satisfaction-importance Matrix plots the satisfaction scores io 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.

£ 4
A I W Opportunitesto Geta i&e@er job
g a2 Career Advancement Opportunities
o G.80 % Sepior Leadership
é # porformance Fepdback
mg 0.70 - W Cormmmunication
§ ] MW Division Leadership
§ 60 B Recognition
i‘: # E B - B Organizational Culture
ﬁ; .50 - ] B fay
@ ¥ T ) T T T T W -
. 5 0% “m}% fips BO% Fo%, 809 oy ™ Compensation
% | 040 4 B Office Leadership
w W _
5 # 1volvement in Decisions
"
..‘g,. W - B Facilities and Resources
‘é ™ B Training
10: 020 B Supervisor
£, W R e [ Inb
«% Lol Bk e
e Diivevaiene 1 ptission AccompBshment
Satisfaction [Axis = Mean Score 65%) ' W Workgeoep
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High Scoring - High importance Dimensions

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

« Performance Feedback « The Job

* Recognition + Mission Accomplishment
* Senior Leadership + Bupervisor

» Qrganizational Culture » Training

+ Invoivement in Decisions

Low Scoring - Low Importance Dimensions High Scoring - Low Imporiance Dimensions

Low scoring - low importance dimensions are thosethat | 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.

s Opportunities to Get a2 Better Job

» Career Advancement Opportunities

» Division Leadership

= Compensation

» Facilities and Resources
» Workgroup

« Gommunication

+ Otfice Leadership

* Pay

Note: importance values are derived by determining the level of correlation between the Source: 2011 Annual Human Capital Survey
spacilic dimension to the emphyee's overall level of satisfaction. Date: June 2011
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Office and Comment Analysis
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Annual Human Capital Survey ltems

Ferformante Feedback
Involvement in Decsions
Organizationat Culture

Facilities and Resources
Training

Career Advancement Opportunities
Opporinities to Get & Betler Job
Senior Leadership

Office Leadership

Division Leadership
Comprunication

Supervisor

Wiorkgrou

Pay

Corgang ation

Job

index Scores
Job Satisfacton Index
Talent Managament ndex
Leadership and Know ledge Management index
Fasults-Oriented Performance Culture Index
Conditions for Brployee Engagement index
k. Colisboration Index

Note: Offices with less than 10 employees wers not inchuded. This includes 2’2)‘(13):1 B e

UNCLASEIFIE

0

35%

a5%

5%

54% 38% 66%
60% 54%, B
56% 385 B5%
54% 69% £3%
69% % TE%
e Ve 55%
59% BZ% 45%
38%, 62% Fa%
B2% B2% 85%
i B2, &5%
87% 50% 65%
62% 84% T
66% 625 %
7 % 8%
7% 85% 82%
69% T 1%
BEH, 855, B3%
78% 76% 78%
T B2t 66%
65 68% F1%
56% 55% 58%
78% 76% 71%
66% 50% 63%

21
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Each survey feapondwt had the opportunity to ;wc&vude up fo three comments on the areas they believe leadership should
- focus on to make DIA a better place to work. Verbatim comments are provided in a separate report.

Themes Career Opportunities: Comments related to career paths, career
advancement and promotionatl opportunities.

18% Communication: Comments related to communication and
collaboration between leadership and employees, supervisors and
subordinates, and Intelligence Community components.

FacHities and Resources: Comments related to resources (people,
financial & IT), customer service, equipment, workspace, parking,
cafeteria, gym and general location and traffic.

Leadership: Comments refabed to leadership $tyia accessibifity, and
accourtability of DIA’s leaders.

Mission: Comments related to DIA's mission and abilly to eccomplish
its mission gogds.

Organizational Culture
Pay, Bonuses, and Benfeﬁﬁs
Carger Upportunities
Facilides and Resources
Leadership
Communication
Organizational Culture: Comments related to Agency culfure,

employee acoountability, work life balance, reorgarizations, and
buresucracy.

Training and Mentoring

Performante Feedhackant Recognition Pay, Bonuses & Benefits: Comments related to pay modernization,

bonuses, swards, faimess of the promotion process, salary, benefits,

Shpetilsos the efimination of TLMS, and student loan repayment.

Performance Feedback and Recognition: Comments related to
recognition for good work and the informal and formal feedback
amployees receive regarding their performancs.

Workproup

Your Current fobs
Supervisor: Comments related to your first line supervisor or
supervisory issues at DIA.

Training and Mmstofing fmmmenm refated to training and mentoring
opportunities, both at DIA Headquarters and in the field.

Your Current Job: Comments refated to the tasks you do each day,
including job fit and skill match fo your current position.

Mission

Other |

0% 5% 10% 15% 20%

Workgroup: Comments related to vour specific workgroup.
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Next Steps: New AHCS Actfioh Planning Requirement

DIA is requiring Directorate/Element/COCOM level Action Plans based on the resulis of the 2011 AHCS,

= Directorate/Element/COCOM level action plans will be
submitted to the CS/DD within 80 days of receipt of this

Action Planning Resources

report. —— —
~  Slide 19 shows the low-scoring and high importance #2011 DIA AHCS Report
dimensions for your organization. w  AHCS Action Planning Guide
=  The AHCS Action Planning Guide, Agency level % AHCS Action Planning Checkist
report, and additional resources on action planning #  AHCS Action Planning Template
are available on the HC Survey Website. #  Agency Guite for the Best Place to Work in the Federal
Action plans should be submitted using the Action Government Rankings (Partnership for Public Service}
- Planning Template provided and posted on the HC w2010 Federal Employee Viewpoint Survey Report (OPM)
Survey Websile. s Annual Employee Survey Guidance (OPM)
= Address questions and requests for additional analysis = Employee Viewpoint Survey Action Plan Examples:
of survey datato S}@V@ Sadier at ?ngﬁﬂ?nﬁﬁﬁﬁ [r i {)&gaggmaﬁg of Trﬁﬂﬁpﬁﬂaﬁf}ﬂ
DISADSBL, or email the Sumyfa email box. » Department of Energy

% Guide to Conducting Focus Groups
Available on the HC Survey Website
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20408

Rgcogrilion : B%
aridemance Feedback - 683%
Involvernent in Decisions 73%
Organizalionat Cullrs . 83%
Faciities and Resoures 1%
Training 7%
Larger Advancemant Opporiunities 45%
Opporunities o Cela Beller Job 415,
Senior Leadership 57%
Office Laadership 7%
Divigion Leadership 3%
Communication 68%
Supardsor 77%
Workgroup _ 80%
Fay G4%
Compensation ) B1%
Job %,
index Scores
Job Salis@otion index ) 74%
Leacers p and Knowledge Managemeand index )
Results-Orlented Performance Culture index 63%
“Talent Management index TB%
Ceontifons for Emplovee Engagement index KA
i€ Collaboration dex B2%

Mote: Green cells indicate & 10% or more ingrease from the previous year, while red cells indicate & 10% or more decrease from the previous year.

* Par an ODNI mandate, only & stratified rendom sample of 900 DIA employess were invited to complete the strvey In 2010, Due to the small sample size, sub-group
resulls ame not availlable for 2010, 25
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mé%*s m:sgétm is im m‘;_ il ' :
DNy workioree has ihe job-relevent knowiedge and s%ﬂifzz necessary o accomplish organizsionnsd goals. BO%

| know how mywark relgtes 1o DINs goals and pricrities, 8R4,
{understand how the goals of mydirecioratefCOCOM are relaled to DIA's mission. 88%
Managers review and svaluate he organtzation's progrees towand meeting I8 goals and obleclives. BEY%
Managers communinale e goals and priorfiies of the organizalion. T9%

Performance Feedback and Recognition

My performance appraisalfevaiuation is a fair refiection of my performance, 5%
Discussions with my supenisor about my performance ane wordhwhile, 86%
lam held accountabile for achieving resulls. BO%
Awards In mywork unit depend on how wall employees perform their jobs., 41%
Job openings are filled by the most qualiied intermal or exdemal candidales . 48%
Pramaotions in myworkgroup are baged on mernit, 38%
Al employess haw an equal opporbunily o succesd indeperdent of their age, dssabalsty gender, race, nalionality, sthnicily, religion, 53%
or sexal orleniation,

In mywork unit, differences in performance are recognized in a meaninglul way. 48%
i mywork unit, steps are laken 1 deal with a poor performer who cannot or will notimprowe, AR%
Payraises depend on how well employees perioem their jobs. _ 23%
Employees are recogaized for providing high quality producis and senices. ) A5%
in my mosi recent performance appraisal, | undersipod what | had b do to be rated at daﬁ‘amni perfmance levels. 48%
My supendsor sets and revises my performance obleclives as needed during the performance cycle, [T 9%

Note: Grean cells iédicam & 10% ot more increase from the previous year, white red cells indicate a 1% or more decreass from the previous year,
* Per an DDNI mandate, only 2 stratified random sampie of 800 DIA empioy&e& were invited to complete the stzw&y in 2010, Bue to the smal sample size, suls-group
results are not available for 2010, _ 26
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Huch mote, 7% 5%
Semewhatmore, 27% 1%
The same 23% 28%
Somewhatless: 25%

Much jess 18%
Organizational Culture
Creativiy and innovadion are rewarded, . 54% 56%
tam proyd 0 work at DIA _ 5 _ §2% Bl
{ recommend my organimaion as & good ;)ia% 0wk, 0% 7%
{am vealed respectiully without regard fo my race, gender, age, disability status , sexual orentation, or cullural backgrountd. T9% 8%
Myleadershin snoourages and respets atlernative points of vew and recommaendations. G3% BB
in my organination, leaders generate high lewsls of motivation and commitment in the worklorce. 54% | 4%
Laadershipfsupervis ors feam leaders work well with emplovess of different backgrownds, 0% B7%,
Emplovees haw a feeling of pardonal empowsrmant with respect 1 Work processes, B7% 55%
Policies and programs promole diversily in the workplace for axample, recruliing minorities and womern, iraining in awareness of 64% S8%
diversityissues, mentoring).
| believe the resuils of this sureywill be used io make my agency & beller place o work. Y A4,
PHA polickes. allow me i balance my work and other life issues, 86% B4
1 feal encouraged B come yp with new and betler ways 10 doing things. NIA 649% -

Note: Green cells indicate a 10% or more increase from the previous year, while red cells indicate a 10% or more decrease from the previcus year,

* Per an GDNI mandate, only a8 stratified random sampie of 800 DIA emplovees were invited to complate the survey in 2010, Due o tba small sample size, sub-group
results are not avallable for 2010, ) _ _ 27
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wu with the following pwgfam s?

“E"ﬁimﬁ( %ggjﬁm& : : WA B2%
Allernate Work Sthedules (ANS) : : WA 54%
Heallhy and Welliness Programs (for exampie, exsrcize, mﬁﬁtmﬁ s oreaning, guit smoking programs) BA %
Employee Assistance Programs (EAFR) NiA, 62%
Chiid Care Programs (for exampls, dayeare, paranting classes, parenting support groups) WA, 1%
Elder Cam Programs (for sxample, support groups, speakers) MA 12%
Joint Spouse Assignmends N/A 12%

Flaase select the response below that bestdescribes your allemative work schedule [AWS) siluation;
Currandiywork an ANVS of 41108 NIA (%

Curentywork an AWS of 8/is.  NA 5%

Cumenily work an ANS nof listed abow| NiA 1%

No ANS: Ny regquest for an ANVS was denied!  NiA 0%

No AWE: Notallowsd for myjobl NA 36%

No ANS: Pemsonal Choitel WA 47%

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

Telowork on a reguiarbasis]  MA 24%

Telowork infraquentlyl  NIA 15%

No Telework: Physical presence required] N/A 22%
Mo Telework: Technical issues] NIA 5%

Mo Telework: Not allowed though O for Job]  N/A 3%
No Telework: Personal Cholee!  NA 25%

Note: Green cels indicate a 10% or more increase from the previous ﬁr&ar while red cells indicate a 10% or more decrease from the previous year,

* Par an ODNI mandate, only a stratified random sarmple of 300 DIA amployees were invited to mmpieée the survey in 2010. Dus to the small sample size, SUD-Oroup
resuits are not avallable for 2010, . . 28
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Appendix A: NDIC Trend Data 2009-2011*

Agnual Human Capltal Survey Hems

inal conditions {ﬁ&r emmwe ﬁmw lewel, lemperature, Hghting, workspace, deanliness in the waﬁc‘alaw} Biiow &mpwy%& fo
pedform thelr jobs well, _
Employses are protcted from hoatit and safely hagards on the job, ) 79%
The organdzation has preparad employess for poleniial security thresls. ) B2%
The computer gssigned o me is adequale fo do myjob. 68%
t havie the IT support | nead o do myjob, 55%
Carosr Development
(A prenddes high qualily training to employees. 58% 55%
1 an given & real apportunity to Improve sy skills in my organization. BO% BO%
Lknow hiow o find out about training opporiunilies open o me at DiAormy COCOM MA :
{hawe e opportunity to develop my career within DIA {120
The tratring recuited 1o do my job well is avaliable to me when needed
Superisam in mywork uit support employee deveiopment.
Mytrairdng needs are asgessed,

ees onfy

| underciand the $leps | need o lake to move Sorward i my-careér path,

Fhvs sy was asked of clvilian empio

Note: Green celis indicate a 10% or more incregse from the previous year, while red cells indicate a 10% or mors decrease from the previous year.

* Per an ODNI mandate, only a stratified random sample of 800 DIA employees were invited to mmpieta the survey in 2010. Due to the small sample size, sub-group
resulls are not available for 2010 e 29
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b standeeds of mn%ty ang eateg;ﬂiy

!;Agg' p}ﬁmmr s aa:asiaiaiﬂ 1 e whaed [need direction, BEY%,
- My superdsor actiely supports ity learning and carser development. 88%
My supendsor has e skills amd experdence needod B perform ble or her job. 5%
| am satisfied with the information freceive from my supenvisor about what's going on in myworkgroup. T1%
Pharve st and confidence n my superdgor, 0%
My supendgor stppors my need 1o batance work and other bfe issuss. B8%
My supenisorieam leader is commiltied to 3 workioree representative of all segments of society, G8%
My supendsor listens fo what | have 1o S8y NiA
Owarall, how good a job do you feel 15 being done by your immediale supers orffeam fead? Fi%
Leadership in My Division
My division leadership lislens to employees’ concems., 50%
| have a Hah lewet of respect for lsadership in mydivision st DIA 56% |
in my division, lesdership malntaing high standands of nonesty and integrity, 549
1 am safisfied with the information | recene from division leadership about what's going on in my division. 52%
Leadership in My Office
My ofice leadership listens o employees concems., 88%
t have & high tevel of respect for leadership in my office af DA 83%
Iy moy office, leaderstip maintains bigh standards of honesly and integrily. B5%,
I am satisfied with the information | receive from office leadership about whal's going on in my office, 85%
DIA Executive Leadership .
DIA's expcutive leadership maintains bigh standards af honesty and integrily 75%
| am gatisfied with the informalion | receive from executive leadersiip about what's going on in ihe Agency. 5%
Executive leadership consishently lakes positive steps b create a suctessiyl s)rgzammﬁm B6%
1 have a high lewel of res pect for DIA's sendor leaders. 73%

Note: Green celis indicate @ 10% or more increase from the previous year, while red calis indicate a 10% or more decrease from the PIEVIOUS Year,

* Per an QDNI mandate, only a stratified random sample of 800 DIA employees wers inwted o complete the survey in 2010, Due to the small semple size, sub-gmoup

resuits are not available for 2010,

30
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Annuat Human Capilal Survey Heams

“The people 1 work wilh copperaie to gt the job done.

| tred this peonte i myworkgroup. TT%
The people Pwork with are commitied to DIAs mission, B4%
The people | work with are highly skilled. 88%
My workgroup is able fo recruit people with the right sialls. 1% |
Mywork unit is able o refadn people with the right skifls, T3%

The siil leveld in mywork groop has mproved in the pastyear, 4%

The Job liself
The work o is imporiant, 8% B8%
1 jike the kind of work [do, 38%
Mywork gives me a Teeling of personal acgomplishment. B2%
My talonts are used well in the workplace. 1%

Myworkioad is ressonabie.

{ hare enough information 1o do my job well,

1know whatis sspecied ofme on the job.

The next 2 Hems v ked (o vivilian smptoyees with one year or fess fenre at DIA only
Belore | accepiad o job at Didor a COCOM, | was provided a reafistic iob preview, ;
Pwas placed in 2 division (et maiches my professional inferests. B0%

Mote: Green cells indicate a 10% or more increase from the previous year, white red cells indicate a 10% or more decrease from the previous year.

* Par an ODNI mandate, only a stratified random :mmg)iﬁ of 800 DIA emplovees were invited to complete the survey in 2010, Due to the small sample size, sub-group
results are not available for 2010, 31
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Arsua! Homan Capital Survey Hems

ameﬁ hission ang wiw&} it ﬁ!?'iﬁ!“ [ ;a?t;yws aoross ihe ic.

Our miss%m %a&nﬂs on. Ef} agencies and componsnts shasing kﬁﬁwﬁedga and miiammﬁrzg 0% BES
Employess In mywork unit share job knowledge with each other, : : - 77% 85%
| have the sppodiunity 1o work directiywith members of other IG agencies or components when mms.sary 81% 85%
How sasy or difficultis itio share knowledge and collaborate on work-related matiers with members of the 1€ who are oulside of 49% 51%
your gw agency or IC component?

My work products sre improved when | can collaborate with collbaguaes fom other IC agencias and components. 8% BH%
My supendsor emphasizes collaboration and informalion sharing with gther 10 agencies and components. F0%

Additional tem
Hew ofter 4o you share knowledge and collaborate oft work-related matters with mambers ofthe K- ouigide 0F your own agency or 1G companenty

A leastonce aday, 11% 20%

Less than once o day, bul of loast once s week, 25% 18% |
Less than weekly, but at least monthly.  18% 8%

Some, but less than once a month!  30%

Notatall 168%

This 1o m whins askodf u* g‘#w;f 1 ¢ ‘f’ﬁ%;.,.};t"‘t“: onfy

Are you considering feaving DiAwithin the nexd vear, and 150, wiy?

Mo, Iplan o stayat DIAL 72% TE%
Yos, wrelirel 0% 2%

Yeas, lo take another governmant iob within the Infelligence Communilyy 2% 6%

s, B take another job cutside of the IC and within the Federal Gowmmenti 8% o
Yeg, o take another job oulside the Federal Governmend] 4% 4%

Yes, for anvther reasont 13% 6%

Note: Greaa sells indicate a 10% or more intrease from the prawous year, while red cells smimta a 10% or more decrease from the previous year

* Per an ODNI mandate, only & stratifisd random sample of 00 DIA employess were envsmd o complete the survey in 2040, Due 0 ma smiadl sampﬁe size, suh»«gmup
resuits are not available for 2010 v, _ 32
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%ﬁamam& Feodback B89%
wstvement in Declsions 49%
Crgenizational Culiure : 54%
Facilives and Rs%umm " _ 89%
Training i
Cargsr Advancement Opporunities 89%
Opportunities t Gel o Batter Job : 8%
Senior Leadership Ga%
Offios Leadership B0O%
Dnision Lesdership 87%
Cammunication B2%
Superdsor 89%
Workgroup T7%
Pay 7%
Compensation ) 80%
Jaly 85%
index Scores
Job Satistaction Index % : 78%
Leadership and Knowledge Bsanagﬁm%t Inglex 69%
Results-Oriented Pearformance Culture Index B86%
Talent Management index 5%
Conditions for Employee Engagement Index 78%
IC Collaboration Index 68%

Note: To protect respondent anonyrmity, scotes for Offices with fawer than ten respondents are not reporied. o 34




wnaal Human Capital Survey Hems

Parformante Feedback

Invohasment i Dedisions

Crganizationsl Guiture

Faciities and Resources

Tratning

Larear Advancement Opportunities

Opporursties o Get s Better Job

Senior Leadership

Office Loadership

Division Leadershin

Communication

Superdaor

Workgroup

Pay

Compensation

Job

UNCLASSIFIED

Index Scores

Job Satisfaction ndex

Leadership and waietigé M&nagemeﬂtimiéx

Resulls-Criented Performance Cullure lndex

Talent mnagem&ﬁt ingdex

GCondifions for Employes Engagemaent Index

IC Collaboration index

Note: To protect respondent anonymity, scores for Offices with fewer than ten respondents are not repeded.
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Annoal Moman Capital Survey Hems

Recogniion .

Perfgtmiance Feedback
Involement in Decisions
Qrganizational Cullure

Faciliies and Resources
Training

Carger Advancement ODpporfunities
Opporunites o Get a Beter Job
Serior Leadership

Cifice Leadership

Dihvdgion Leadership
Commurication

Superdsor

Workgroup

Pay

Compensalion

Job

index Brores
Job Satisfaction index
Leadership and Knowledge Management index
Resulis-Oriented Performance Culture index
Talent Management index
Conditiens for Emploves Engagement index
G Codlaboration index

Note: To protect respondent anonymity, scores for Offices with fewer than ten respondents are not :espm?téd. _ a6




If you have any questions or comments, please contact
Steve Sadler at (703) 907-0885 or the Surveys email box.
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