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Why are Employee Perceptions Important? 

Employee satisfaction and commitment are critical to rnaintaining 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.2 

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 Employee Satisfaction, Employee Engagement, and Business Outc.omes: A Meta-analysis, Journal 
of Applied Psychology, 87, 2002.; Corporate Leadership Council, Driving Employee Petformance and Retention through Engagement: A Quantitative Analysis of the Effectiveness of 
Employee £:ngagemem Strategies, Corporate Executive Board, Washington DC. 2004; T.E. Becker, R.S. Billings, D.M. Eveleth, and N.L. Gilbert, Foci and Bases of Employee Commitment: 
Implications for Job Perfomranoe, Academy of Management Journal, 39, 1996. 2 



Survey Metthodology 
Survey Overview 

About the Survey: DIA fulfilled the Office of the Director of National Intelligence (ODNI) requirement to participate in the 2011 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 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 included a link to the survey on JWICS or SIPRNet. 

Re$p0nse Rate: The Agency response rate is 53%. Based on this response rate, the confidence level is 99% +/- 1.03%. 

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

Note on Significance Testing 

Statistically significant differences between DtA's annual scores are highlighted. Green cells indicate a significant increase from the previous 
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 
movement 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 positive 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. 

Survey Onl)odrd 

R(': pn, 1d,•111s Poptll,1 !I'm 

C1wimn Pay Band and M 11ttary Rank 

Chriiian Balid1 '- 3 49% 50% 
8and4 36% 36% 
Bands 12% 11% 
DlSESIDISL 3% 2% 

Military 
Military Enlisted & 

53% 55% 
Warrant Officers 
Milits ry Officer 47% 45% 

Note: Tables displaying eZHR data are bordered in orange. 

q Jt•i•~i On.br1 1rd 

R1. •.;pr:,r1<h~rn½ Pc>f1ul..1t1u11 

Direct&ate/COCOM 

• 
M:, 1.4% 1.0% 
CP 0.4% 0.3% 
E 0.4% 0.2% 
FE 2.6% 2.3% 

0.4% 0.2% 
IE 1.0% 0.7% 

0.6% 0.6% 
0.5% 0.4% 

DA 6.3% 6 .3% 
DI 21.5% 21.7% 

2.2% 1.7% 
9.0% 9.2% 
2.5% 2.7% 
24.8% 26.3% 
4.6% 4.4% 

J2 3.0% 2.9% 

us 
u 
u 

USJFCOM 1.0% 1.0% 
US NORTHCOM 0.7% 0.9% 

US PACOM. USFJ, and USFK 3.3% 2.2% 
USSOCOM 2.0% 2.3% 

0.6% 12% 
1.1% 1.2% 
0.7% 0.6% 
0.5% 0.3% 
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Key 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. 

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 
IC Collaboration index to track levels of collaboration across the Intelligence Community. 

2011 Index Comparison Seo~ 

Job Satisfaction 

Leadership & Knowledge Management 

Results-Oriented Performance Culture 

Talent Management 

Conditions for Employee Engagement 

IC Collaboration 

■ DIA20l1 1§11 NDIC 2011 0% 20% 40% 
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Job Satisfaction Index 

Description 

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

Job Satisfaction Index 

_,._DIA 1111 NDIC 

Job S<1t1e-f;i._t1011 ln(lPx Items 
N DIC20 11 

DIA 
" Posil,v,, 2011 

75% 
80% 74% 74% 

70% II 11111 Ill 

• • • • 60% 
66% 66% 64% 64% .i 50% 

·;;; 40% 
~ 
~ 30% 

20% 

10% 

The work I do is important. 39% 84% 

I like the kim:I of work i do. 91 % 77% 

Mywork gi~s me a feeling ofpersonal accomplishment. 89% 72% 

Considering ew:rylhing, how satisfied are ~u with ~ur 
82% 66% 

j ob? 
Considering e11erylhing, how salisfied are )OU with ~ur 

78% 64% 
pay? 
How satisfied are ~u wilh ~ur inlK!lvement in decisions 

56% 49% 
that affect~ur work? 

0% 

2008 2009 2010 2011 

How satisfied are )OU with )OUr opportunity to gel a better 
38% 35% 

job in )Our organization? 

Note: Per an ODNI mandate, only a stratified ram:lom 
sample of 900 DIA employees were invited to complete 
the survey in 2010, Due to the small sample size, sutr 
group results are not available for 2010. 

•overall Satisfaction dimension refers to the single rtem "Considering everything, how satisfied are you with DIA?" while the other index scores are aggregated from a series of related items. 7 



Leadership & 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 supervisors and senior leaders are perceived as trustworthy, respected, motivating, and effective 
overall. 

... 
~ 
fl. 
~ 

Leadership & Knowledge Manaoment Index 

-+-DlA II NDIC 

80% 69% 
73% 70% 

70% II 
II II 

60% ♦ • • • 
SO% 59% 62% 62% 62% 

40% 

30% 

20% 

10% 

0% 

2008 2009 2010 2011 

Note: Per an ODNI mandate, only a stratified random 
sample of 900 DIA employees were invited to complete 
the survey in 201 o. Due to the small sample size, sub­
group results are not available for 2010. 

I <' 0c!er'Ih 1p & Kno N ledg<" !'-v1 ;•n\19;:,rn;:-,.11t l:Hif•x lfr-rns NDIC DIA 
1 f'os, 11vc' 2()11 2011 

Empfoyees are prolectedWm health and safetyhazaiY.ls 
85% 78% 

on lhejob. 
Myorganis!ion has prepared emplo)lt?es for potential 

80% 73% 
securitvlhreats. 
Olerall, how good a job do you feel is being done by your 

73% 72% 
immediate supenrisor? 

I ha~ lrusl and confidence in my supervisor. 71% 70% 

Myworkload is reasonable. 65%. 69% 

Managers work well with employees of different 
67% 67% 

backgrounds. 
I have a high level of respect for my organization's senior 

78% 61% 
leaders. 
Managers communicatelhe goals and priorities of the 

75% 58% 
organization. 
Managers revfflw and evaluate the organization's progress 

69% 58% 
Iowan:! meeling ils goals and objectives. 
How satisfied are you with 1he information you receive from 

65% 50% 
management on what's going on in your organization? 
How satisfied are you wittl the policies and practices of 

60% 45% 
your senior leaders? 
In rnyorganizafion, leadern generate high levels of 

49% 41% 
motivation and commitment in the workforce. 



Results-Oriented Performance Culture Index 

Description 

The Results-Oriented Perfonnance 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 perfonnance of the 
agency, It also gauges whether employees believe that high perfonners are recognized, rewarded, and promoted, and whether the agency effectively 
deals with poor perfonnance. 

I 
f?. 
"$. 

Results::Oriented Performance Culture Index 

-DIA • NDIC 

80% 

70% 63% 61% 
57% II! 

60% Ill 

50% ' • • ... 
40% 

54% 54% 53% 55% 

30% 

20% 

10% 

0% 

2008 2009 2010 2011 

Note: Per an ODNI mandate, only a stratified random 
sample of 900 DIA employees were invited to complete 
the survey in 2010. Due to the small sample size, sub­
group results are not available for 2010. 

R,::,sttl ts One nto d p,-..rtot rn .. t ! h> .. Ci t! ture Ind~\ x 1h; n1s NfllC DIA 
Pos,t,, r:: 2011 2011 

The pe<'Jpie l w<Ht wtlh cooperate to get iheJob i-Jone. 84% 63% 
My supemsor supports my need lo balance work and other 

85% 82% 
life issues. 
l know how my work relates to 1he 1':_!ency's goals and 

91% 82% 
priorities. 
Physical conditions allow employees lo perform 1heir job 

71 % 63% 
well. 
Mjperformaoce appraisal is a fair reflection ofmy 

72% 62% 
performance. 
Discussions with mysuper1.faor about my performance are 

65% 62% 
worthwhile. 
How satisfied are you wilh the recognition you raceiw for 

51 % 49% 
doing a good job? 
Employees ha1e a feeling of persona! empowerment with 

55% 44% 
respect to woni; processes. 
Greativilyand innovation are rewarded. 56% 4 1% 

In myworx unit, differences in perlormance are recogni2fld 43% 40% 
in a meaningful way. 
Promotions in my work unit are based on merit. 48% 35% 

In myworx unit, steps are taken to deal with a poor 
35% 34% 

performer who cannot or will not improve. 
Pay raises depend on how well employees perform their 

30% 26% 
job. 

9 



Talent Management Index 

Description 

The Talent Management Index is patt of OPM's Human Capita/Assessment and Accountability Framework and is composed of seven items. This 
index measures employee perc9ptions 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. 

!'; ... 
*§ 
0. 
',I!. 

Ialent Manapment lodex 

..,._DIA Ill NDIC 

76% 
80% 69% • 70% • 
60% • • • 
SO% 60% 61% 61% 

40%c 

30% 

20% 

10% 

0% 

2008 2009 2010 

Note: Per an ODNl mandate, only a stratified random 
sample of 900 DIA employees were invited to complete 
the survey in 2010. Due to the small sampte size, sub­
group results are not availabfe for 2010. 

L I IP 11' M.Hld (IP mP11t l :Hl !' X lit! Ill~ NDIC DIA 

73% ' Pc;::,.;,t1\1 e 2011 :?011 

II .. me M:ilf(roroe has lheJ00~1ew11tk11ow1el:f!Je and skills 
76% 70% 

neoossaryto accomplish organizational goals. 

59% SupeNsors in my work unit support employee 
dewlopment. 

84% 69% 

My talents are used well in the wofkplace. 69% 62% 

I am gilA'!n a real opportunityto lmprow my skills in my 
80% 57% 

omanization. 
How satisfied are )t)u with the training )t)U reooi11e for )t)Ur 

73% 55% 
present job? 

2011 Mywork unit is able to recruit people with the rightsl<ills . 62% 53% 

Mytraining needs are assessed. 61% 45% 
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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 measuras the degree to 
which employees find meaning in their work, take pride in the work that they do and where they do it, and believes their agency values them. 

~dllions fm: Em11~e En&alli!lntnl llld.ttll 

80% 7S% 
Condtt1ons fr1r I n,ployPP E n~HHJPfH4Htt lndA x lh::ns ND!C D'A 

, Po·-.t!Jvf:• 2{;11 :1011 
70% 65" 

60% 
.., SO% > p 
-~ 40% 
0. 

~ 30% 

I know whitlis eiq>eeted of me on ihe job. 85% 80% 

My super.is or listens to what I haw, to say. 80% 77% 

My work gives me a feeling of personal accomplishment 89% 72% 

Supen.csors In mywork uni t support emplo~e 
84% 69% 

de11elopmenl 

20% My talents are used well in the workplace. 69% 62% 

10% 

0% 

NDIC2011 DlA2011 

Managers communicate !he goals and prlortties of the 
75% 58% 

organization. 
I feel encouraged to come up with new and better ways of 

68% 56% 
doing things. 
In my organization, leaders generate high le-.els of 

49% 41% 
motivation and commitment in the workforce, 
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IC Collaboration Index 

Description 

The IC Collaboration Index was developed by ODNI and is composed of six 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 collatx:Jrate with colleagues in other agencies. 

!;'. 
·;:; 
·;;:; 
fl. 

* 

lttGHab.o!atmo todex 

_,._OJA fl NDIC 

80% 
67% 

70% T 62% 62% 
-t 

60% • ' • 62% 64% 
50% 66% 
40% 

30% 

20% 

1cm 
0% 

2008 2009 2010 2011 

Note: Per an ODNI mandate, only a stratified random 
sample of 900 DIA employees were invited to complete 
the survey in 2010. Oue to the small sample size, sub­
group results are not available for 2010. 

IC Coil.ibt)rdl!On lndr·x ltt·1n', NDI C DIA 
, Pu~l:vc· . .:011 .:011 

aw e.oppo n WO ire ywI · mem -ers o o er 
85% 85% 

agencies or components wheo necessary. 
I h ffi b f 1h lC 

Our mission depends on lC agencies and components sharing 
85% 83% 

knowledge and collaborating. 
My work products are impro\led when I can collaborate wi1h 

68% 75% 
colleagues from olher IC agencies and components. 
How easy or difficult is it to share knowledge and collaborate on 
work-related matters with members ofth& IC who are outside of 51% 58% 
your own agencyorlC component? 
lfeel a sense ofcommunlty(i.e., shared mission and wlues)with 

60% 56% 
otheremployees across 1he IC. 
How often do you share knowledge and collaborate on work-related 
matters with members of1he IC who are outside of your own agency 38% 46% 
or IC component? 
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Best Places to Work Indices 
Description 

Each year, the Partnership for Public Se,vice ranks Federal Agencies based on their su,vey results. DIA participates in this ranking as part of the 
aggregate IC score. The Partnership for Public Se!Vice measure 1 O 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 
propnetary to the Partnership for Public Service. 

I DIA 2011 Ill NDIC 2011 

Employee Skills/Mission Match 

Supportfor Diversity 

Pay 

Strategit Management 

Training & Development 

Effective Leadership: Senior Leaders 

Effective Leadership: Empowerment 

Pert. Based Rewards & Advancement 

Family Friendly Culture & Benefits 

0% 20% 40% 60% 100% 

8('Jt P !di.,,t;;, l(1 vv~-r~ l ri:Jux l{\'IJ! S ND:(, D!A 

• Positi ve 2011 2011 

1 recommend myorganizaJioo as·a good 
place to won:. 
Considering e\erything, how satisfied are 
you wilh )(;Ur}ob'! 
Considering e1;erything, how satisfied are 
you with ~ur organization? 

73% 58% 

82% 66% 

80% 64% 
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Key Dimension Analysis 



Key Dimension.s Items 
Key D1memmms ltern 



NDIC Satisfaction with Key Dimensions 
NDIC Satisfaction Scores by Key Dimensions 

Job 

Mission Accomplishment 

Overall Satisfaction 

Pay 

Workgroup 

Training 

Facilities and Resources 

Office Leadership 

Supervisor 

Compensation 

Communication 

Division Leadership 

Senior Leadership 

Organiiational Cultl.lre 

Performance Feedback 

Involvement in Decisions 

Recognition 

career Advancement Opportunities 

Opportunitiesto Get a Better Job --· -

0% 10% 20% 30% 40% 50% 60% 70% 

82% 

80% 90% 
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NDIC Importance of Key Dimensions 

NDIC lmRQrtance Values by Key Dimen1ion 

Job 

Mission Accomplishment 

Organi1ational Culture 

Recognition 

Senior Leadership 

Performance Feedback 

Training 

Supervisor 

tnvolvement in Dedsioos 

Workgroup 

Communication 

Career AdvancementOpportunities 

Opportunities to Geta Better Job 

Office leadership 

Facillties and Resources 

Division Leadership 

Compensation 

Pay 

0.78 

0.72 

..;:c:;c==r===--.----,----.----...--......,..--........ ---.---~ 

0.00 0,10 0.20 0.30 0.40 o.so 0.60 0.70 0.80 0.90 

Note: Importance values are derived by determining the level of correlation between the 
specific dimension to the employee's overall level of satisfaction. 

Importance values (Pearson's 
correlation coefficient) shows the 
strength of the relationship 
between each key dimension and 
overall satisfaction. The 
strongest correlations have the 
highest values while the least 
strong correlations have the 
lowest values. 
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2011 AHCS Satisfaction-Importance Matrix for NDIC 
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. 

Low St Ufltl\J -

HHJII hnp,,r!ancc• 
Din1erb.1ons 

Low ScorHl~] -
l OVJ !mr1<Htdrl CO 

D1mcns1011s 

0.80 

0.70 

• 
0.60 

• • 
0.50 

60% 

0.40 

ili30 

0.20 

■ 

II 
1111 

10% 

•• 

Satisfaction (Axis= Mean Score 65%) 

-

■ 

H1gl1 Sc OllfliJ -
H igl\ Im p<tttl nc 11 

D lmons1ons 

• 
• 

Bigh &orlng-
1.ow Importance 

Dimensions 

■ Opportunities to Get a Better Job 

II Career Advancement Opportunities 

Senior leadership 

II Performance Feedback 

■ Communication 

■ Division leadership 

■ Recognition 

■ Organizational Culture 

■ Pay 

% ■ Compensatlon 

■ Office Leadership 

■ Involvement in Decisions 

II Facilities and Resources 

IIIITraining 

1111 Supervisor 

■ Job 

■ Mission Accomplishment 

~ Workgroup 



2011 AHCS Performance-Importance Matrix for NDIC 

Low Scoring - High Importance Dimensions High Scoring w High importance Dimensions 

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

• Performance Feedback 
• Recognition 
• Senior Leadership 
• Organizational Culture 
• Involvement in Decisions 

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

•The Job 
• Mission Accomplishment 
• Supervisor 
• Training 

Low Scoring• Low Importance Dimensions High Scoring - Low Importance Dimensions 

Low scoring - low 1mp<>rtance 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 
sati$faction with DlA as an employer. overall satisfaction with DIA as an employer. 

• Opportunitiff to Get a Better Job 
• Career Advancement Opportunities 
• Division Leadership 

Note: Importance values are derived by determining the level of correlation between the 
specific dimension to the employee's overall level of satisfaction. 

• Compensation 
• Facilities and Resources 
• Workgroup 
• Communication 
• Office Leadership 
• Pa 

Soun::e: 2011 Annual Human Capital Survey 
Date: June 2011 
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Office and Comment Analysis 
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(l:J)(3) :IOUSC 424 

85% 85% 
54% 38% 65% 

Performance Feedback 59% 54% 59% 

lnvol\/elll';lnt in Oecisions 69% 38% 65% 

OrganizaliOnal CUiture 54% 69% 53% 

Facilities and Resources 69% 77% 76% 

Training 77% 92% 59% 

Career Advancement Opportunities 69% 62% 35% 

Opportunities to Get a Better Job 38% 62% 24% 
Senior Leadership 62% 62% 65% 

Office Leadership 80% 62% 65% 

Division leadership 67% 50% 65% 
CoO"mJnic:ation 62% 54% 76% 

Supervisor 69% 62% 71% 

V\lorkgroup 77% 77% 82% 

Pay 77% 85% 82% 

Col'll)ensation 69% 77% 71% 

Job 85% 85% 82% 

Index Scores 
Job 5atl$facli0n ~x 78% 76% 78% 

Ta~ntManagementlndex 75% 82% 66% 

Leadership and Know ledi,e Managerrent Index 69% 68% 71% 

Results-Oriented Performance CUiture Index 66% 55% 58% 
Conditions for Brployee Engagerrent t1dex 78% 76% 71% 

C Collaboration Index 68% 59% 62% 

Note: Offices with less than 10 employees wer& not included. This includes~~i~3): 1o use 
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DEFENSE INTELLIGENCE AGENCY 

Comment Themes for NDIC 
Each survey 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. Verbatim comments are provided in a separate report. 

Themes 

Organizational Culture 

Pav, Bonuses, and Benefits 

Career Opportunities 

Facilities and ResotJrces 

Leadership 

Communication 

Training and Mentoring 

Performance Feedback and Recognition 

Supervisor 

Workgroup 

Your Current Job 

Mission 

Other 

0% 5% 

18% 

10% 15% 20% 

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

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

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

Leadership: Comments related to leadership style, accessibility, and 
accountability of DIA's leaders. 

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

Organlutlonal Culture: Comments related to Agency culture, 
employee accountability, work life balance, reorganizations, and 
bureaucracy. 

Pay, Bonuses & Benefits: Comments related to pay modemization, 
bonuses, awards, fairness of the promotion process, salary, benefits, 
the elimination ofTLMS, and student loan repayment 

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

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

Training and Mentoring: Comments related to training and mentoring 
opportunities, both at DIA Headquarters and in the field. 

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

Wori<group: Comments related to your specific workgroup. 



Next Steps: New AHCS Action Planning Requirement 

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

• Directorate/ElemenUCOCOM level action plans will be 
submitted to the CS/DD within 60 days of receipt of this 
report. 

• Slide 19 shows the low-scoring and high importance 
dimensions for your organization. 

• The AHCS Action Planning Guide, Agency level 
report, and additional resources on action planning 
are available on the HC Survey Website. 

Action plans should be submitted using the Action 
Planning Template provided and posted on the HC 
Survey Website. 

• Address questions and requests for additional analysis 
of survey data to Steve Sadler at 703-907-0885 or 
DISADSL, or email the Surveys email box. 

Action Planning Resources 

• 2011 DIA AHCS Report 
11111 AHCS Action Planning Guide 
ill AHCS Action Planning Checklist 

1111 AHCS Action Planning Template 

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

111 2010 Federal Employee Viewpoint Survey Report (OPM) 

• Annual Employee Survey Guidance (OPM) 

• Employee Viewpoint Survey Action Plan Examples: 
111 Department of Transportation 

111 Department of Energy 

ill Guide to Conducting Focus Groups 

Available on the HC Survey Website 
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Appendix A: NDIC Trend · Data 2009-2011 * 

·M!ss,bo·~plisnment 79% 
JI 59% 
ce Feedback 63% 

73% 
63% 
71% 
71% 

Career Advancement Opportunities 48% 
Opportunities to Get a Better Job 41% 
Senior Leader$hip 57% 
Offi.ce leaden;hip 73% 
Di\lision Leadership 73% 
Communication 68% 
Super'llisor 77% 
Workgroup 80% 
Pay 64% 
Compensation 61% 
Job 80% 

Index Scores 
Job Satisfaction Index 74% 75% 
Leadership and Knowledge Management Index 73% 70% 
Results-Orientad Performance Culture Index 63% 61 % 
Talent Management Index 76% 73% 
Conditions for Employee Engagement Index NIA 75% 
IC Collaboration Index 62% 64% 

Note: Green cells indicate a 10% or more increase from the previous year, while red cells indicate a 10% or more decrease from the previous year. 
• Per an ODNI mandate, only a stratified random sample of 900 DIA employees were invited to complete the survey in 2010. Due to the small sample size, sub-group 
results are not available for 201 O. 25 
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DIA's mission Is lmporiant . 
DIP.ls workforce has lhe jo!Nelevimt knowledge and skills necessary lo accomplish organizational goals. 
I know how mywork relates to OlA's goals and prlorilies. 
I understand how 1he goals ofmydirectorate/COCOM are relaled to DIPis mission. 
Managers re~~ and evaluate the 0!Danization's progress toward meetin its goals and objectiws. 
Managers communicate the goals and priorities ofttie organization. 

Penormance Feedbaek and Reco nHion 
My performance appraisal/ewluation is a fair reffecllon of my performance. 
Discussions with my supen.½sor abovt my performance are worthwhile. 
I am held accountable for achie',in results. 
Awards Jn my work unit depend on how well employees perform !heir jobs. 
Job openings are filled by !he most qualified internal or eldema! candidates. 
Promotions in myworkgroup are based on merit 
All employees haw an equal opportunity to succeed independent of !heir age, disability, gender, race, nationality, ethnicity, religion, 
or se.xual orientation. 
In my work. unit, differences in perfomiance are recogni:zed in a meaningful way. 
In m work unit, steps are takan to deal wilh a poor performer who cannot or will not improve. 
Pay raises depend on how wet! employees perform their jobs. 
Employees are raco nimd for prol4di high quality products and services. 
In my mos I recent perfomiance appraisal, I understood what t had to do to be rated at different performance !ewls. 
Mysupen.½sorsets and re1ases myperformance objectiws as needed during lhe performance cycle. 

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

68% 9~% 
98% 96% 
80% 78% 
88% 91% 
88% 91.% 
66% 69% 
79% 75% 

52% 
66% 
80% 
41% 
48% 
38% 

63% 

45% 
48% 
23% 
45% 
48% 
59% 

• Per an OONI mandate, only a stratified random sample of 900 OIA employees were invited to complete the survey in 2010. Oue to the small sample size, sub-group 
results are not available for 2010. 26 



Appendix A: NDIC Trend Data 2009-2011 * 
NDIC DIA 

Wa'.l 2011 2011 
/1111M.1I Huri1.111 C.1p,l,d Surv1.y li.:rn:, 

In com · aiison with people ih simllarj ob.$ in the priwte seetof, I feel my total eompenaatic:ll'l is ... 
M.lchmore 7% 

Somewhatmore 27% 
Thesame 23% 

Somewtiatless 25% 
Much less 18% 

anizational Culture 
Creati\'ilyand innovation are rewarded. 54% 
I am proud ro worn at DIA. 82% 
l recommend my organization as a good place lo work. 70% 
lam treated r<e$pecifullywithoul regard lo my race, gender, age, disability slatus , selQ.Jal orientation, or cultural background. 79% 
Myleadership encourages and respects altema1h1e poinls of\'iew and recommendations. 
lo my organization, leadel'$ generate high levels ofmolivation and oommltment in the workforce 
Leader,;hiplsupeNsorslteam leaders work well wi1h emplo)ees of different backgrounds. 
Emplo)t!es ha-.e a feeling ofpersonal empowerment with respect to work: pror.:esses. 
Policies and programs promote diwrsity in 1he workplace (for example, recruiting minorities and women, !raining in awareness of 
diwrsityissues, menroring). 
I b~lieve the results of this suNeywill be used to make my agency a better place to work. 
DIA policies allow me to balance my work and olher life issues. 
I feel encourage<! to come up with new and better ways to doing things . 

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

63% 
54% 
70% 
57% 

64% 

NIA 
86% 
NIA 

Pos,tn1e 

56% 
80% 
73% 
82% 
68% 
49% 
67% 
55% 

68% 

44% 
84% 
69% 

• Per an ODNI mandate, only a stratified random sample of 900 DIA employees were invited to complete the survey in 2010. Due to the small sample size, sub-group 
results are not available for 2010. 27 



Appendix A: NDIC Trend Data 2009-2011 * 

NIA 62% 
NIA 54% 

• rams (for elC!lmple, exercise, medical screening, qui! smoking programs} NIA 70% 
NIA 62% 

Child Care Programs (fore,cample, da~re. parenting classes, pan:mting support groups) MIA 21% 
Elder Care Programs (for example, support groups, speakers) NIA 12% 
Joint Spouse Assignments NIA 12% 

Please selec! the response below tllat best describes ~ur altemalhe work schedule (AWS) situation: 
Currentlywork an AWS of4/10s NIA 0% 
Cummtlywork an A'/1/S of 819s NJA 5% 

Currenllywork an AWS not listed above NIA 11% 
No AWS: My request for an AWS was denied NIA 0% 

No l'WS: Not allowed for my job NIA 36% 
No AWS: Personal Choice NIA 47% 

Please select the response below that bes I describes ~ur telewori< situation: 
Telework on a regular basis NIA 24% 

Telework infrequent! NIA 15% 
No Telework: Physical presence required NIA 22% 

No Telework: Technical issues NIA 5% 
No Telework: Not allowed !hough OI( for Job NIA 9% 

No Telework: Personal Choice NIA 25% 

Note: Green cells indicate a 10% or more increase from the previous year, while red cells indicate a 10% or more decrease from the previous year. 
• Per an ODNI mandate, only a stratified random sample of 900 DIA employees were invited to complete the survey in 2010. Due to the small sample size, sub-group 
results are not available for 2010. 28 
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condllii:inl'! (foreicample noise level, temperature, ligl11ing, workspace, cleanliness in the worlq)lace) allow employees to 
perform lheir jobs well. 
Emplo .· es ate protected bum heallh and safetyhazaros on the job. 
The organizattonhas prepared employees forpolent!al securitythreats. 
The compt.Jter assigned to me is adequate to do my job. 
I haw !he ff support I need to do. my job. 

Career Develo ment 
D!Apro'Jkfes hi h quality training to employees. 
I am giwm a real opportunity to improw my skills In myolIJanization. 
I know how to find out aboul training opportunities open to me at DIA or my COCOM. 
I haw ioo opportunity to develop my career within DIA 
The trainin required to do my job well is available to me when needed 
SupeNsnrs • in m ywork unit support employee dewlopment 

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

68% 65% 
80% 80% 

* Per an ODNI mandate, only a stratified random sample of900 DIA employees were invited to complete the survey In 2010. Due to the small sample size, sub-group 
results are not available fur 2010. 29 
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My supel'\isor has ll'ie $kills and experience needed to perform his or her job. 75% 
I am satisfied with the ihfoima!lon I receive from my super-.;sor about what's goi on in myworkgroup. 71% 
I have irusl and eonft/jence in mysupeNsor. 70% 71% 
My super-.;sor supports m need to balance work and other life issues. 88% 85% 
Mysupen.isorlteam leader Is committed to a workforce representati.e of all se ments of society. 68% 69% 
My supen.isor listens to what I haw to say. NJA 
Owrall, how ood a ·ob do }()U feel is being done byyourimmediate supel"llisorll&am lead? 77% 73% 

Mydh.ision leadership listens to emplo~s' concerns. 
I ha11e a high le11el of respect for leadership in mydi~sion at DIA 
In mydi\ision, leadership maintains high standards of honesty and integrity. 
I am satisfied with the infonnation I recei..e from di\4sion leadership a.boutwhafs going on in my di1,1sion. 

office leadershlp listens to e mplo~es' concerns. 
I haw a highlewl of respect for leadership in my office al DIA. 
In myoflice, leadefShip maintains high standards of honesty and integrt 
I am satisfied with the information I receiw from office leaden.hip about what's going on in my office. 

DIA Executive Leaden.hi 
DIA's eiceculiw leadership maintains high standards of honesty and integrity. 75% 
I am satisfied with the information I reooiw from eJ1eculiw leadership about what's going on in the ,Agen 75% 
Eicecuti11e leadel'$hip consistently takes positive steps to create a successful organization. 66% 
I have a high level of respect for DIA's senior leaders. 73% 

Note: Graen cells indicate a 10% or more increase from the previous year, while red cells Indicate a 10% or more decrease from the previous year. 
* Per an ODNI mandate, only a stratified random sample of 900 DIA employees were invited to complete the survey in 201 o. Due to the small sample. size, sub-group 
results are not available for 2010. 



Appendix A: NDIC Trend Data 2009-2011 * 

omrou···• 
work wilh cooperate to get the job done. 

I ln.sstlhepeqple in myworkgroup. 
The poople !work with are committed to OIA's mission. 
The peo le ! work with are highl . skilled. 
Myworkgroup is able to reauit people with !he right skills. 71% 
My work unit is able to retain people wi1h !he fight skills. 73% 
The skill level in my work group has rmprowd in the past year. 64% 

The Job Itself 
The work I do is importanl 89% 
I like the kind ofwol'lddo. 86% 
Mywork gives me a reeling of personal accomplishment. 
My la lan!s are used well in lhe workplace. 
Myworkload is reasonable. 
I have enough information to do m job well. 
I know whatis e,pected ofme on 1ne job. 

&lore I ac:ciipte:d a job atDIAor a COCOM, I was provided a realistic job preview. 
I was placed in a dilision that matches my professional in1erests. 

Note: Green cells indicate a 10% or more increase from the previous year. while red cells indicate a 10% or more decrease from the previous year. 
• Per an OONI mandate, only a stratified random sample of 900 DIA employees 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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I reel.i sense of community {Le., shared mission amt values) with other employees across 1he IC. 
Our miillion depend$ on IG agencies and cco,nponents i.harlng knowledge and collaborating. 
Emplo sin m work unit share ·ob knowledge willi each o1tler. 
I have the opportun.ilyto work dltectiywilh members of olher IC agencies or components when necessary. 
Howeasyordifficultis itto share knowledge and collaborate on wor11:-related ma!lel'\l with members of the IC who are outside of 
your own agency or IC component? 
Mywork producllil are Improved when I can collab<>raba with colleagues from other IC agencies and components. 
My supemsor emphasizes collaboration and information sharing with other IC agencies and components. 

Additional liem 
- ·Row often do you ahare knowledge and collaborate on work-related matters with members oflhe IC outside of)'Our own agency 

At least once a d 
less than once a day, but at feast once 

Less than weekly, but at least 
Some, but less 1han once a 

N 

No, I plan to stay at DIA 

81% 

49% 

Yes, IO reliro 0% 
Yes, to take another government job within !lie Intelligence Community 2% 

Yes, to take another job outside of the IC and within the Federal Govamment 9% 
Yes, to take another job outside the Federal Go11emmenl 4% 

Yes, for another reason 13% 

Note: Gl'ei;!n cells indicate a 10% or more increase from the previous year, while red cells indicate.a 10% or more decrease from the previous year. 

51% 

6% 

• Per an ODNI mandate, only a stratified random sample of 900 DIA employees were invited to complete the survey in 2010. Due to the small sample size, sub-group 
results are not available for 2010. 32 
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Appendix B: MC Office Level Scores 

Feedback 

Organizational Culture 
Facilities and Resources 
Training 
Career Advancement Opportunities 
Opportunities to Get a Better Job 
Senior Leadership 
Office Leadership 

Communication 
Supervisor 
Workgroup 
Pay 
Compensali-On 
Job 

Index Scores 
Job Satisfaction Index 
Leadership and Knowledge Management Index 
Results-Oriented Perfomiance Culture Index 
Talent Management Index 
Conditions for Employee Engagement Index 
IC Collaboration Index 

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

77% 
69% 
38% 
62% 

67% 
62% 
69% 
77% 
17% 
69% 
8-5% 

78% 
69% 
66% 
75% 
78% 
68% 
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Appendix 8: .___I _ ___.IOfflce Level Scores 

Facilities and Resources 
Training 
Career Advancement Opportunilies 
Opponunities to Get a Better Job 
Senior Leadership 
Office Leader&hip 
Division Leadership 
Communication 
Supemsor 
Workgroup 
Pay 
Compensation 
Job 

Index Scores 
Job Salisfaction Index 
Leadership and Knowledge Management Index 
Results-Oriented Performance Culture Index 
Talent Management Index 
Conditions for Emplo~e Engagement Index 
IC Collaboration Index 

Note: To protect respondent anonymity, scores for Offices with fewer !han ten respondents are not reported. 

38% 
54% 
38% 

77% 
92% 
62% 
62% 
62% 
62% 
50% 
54% 
62% 
77% 
85% 
77% 
85% 

76% 
68% 
55% 
82% 
76% 
59% 

(b)(3):1gusc 424 
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.Appendix B:[!]Offlce Level Scores 

Organizalional Cvltute 
Facilities and Resoun::es 
Trainln 
Career Advancement Opponunities 
Opponunlties to Get a Better Job 
Senior Leade111hip 
Office Leadership 
Division Leadef8hip 
Communication 
Supervisor 
Worl!group 
Pa 
Compensation 
Job 

Index Scores 
Job Satisfaction Index 
Leadership and Knowledge Management lndex 
Resul1$-0riented Performance Culture Index 
Talent Mana ement Index 
Condili<ms for Employee Engagement Index 
IC Collaboration Index 

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

65% 
76% 
71% 
82% 
82% 
71% 
82% 

78% 
71% 
58% 
66% 
71% 
62% 

(b)(3):10_U SC 424 
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If you have any questions or comments, please contact 
Steve Sadler at (703) 907-0885 or the Surveys email box. 
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