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EXECUTIVE SUMMARY
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The Federal workforce remains mission-focused and hardworking  
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The connections between performance, pay and promotions show the greatest need 
for improvement
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Federal employees’ satisfaction with their jobs, pay and organizations are areas of 
continued risk
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Employee Engagement remains strong
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Largest Response to a Federal Survey Ever!

But, beyond the calculations and percentages, who are these employees? 
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LACEY DINGMAN 
Director, Of!ce of Human Resources, SEC

INCREASING RESPONSE RATES

At the U.S. Securities and Exchange Commission, we 

achieved a record high response rate to the 2012 

Federal Employee Viewpoint Survey by building 

participation through successive communications 

throughout the survey administration period. 

Importantly, we had support from the highest levels 

in our agency. To kick off the survey, the Chairman 

of the SEC, Mary Shapiro, sent out a communication 

encouraging all employees to participate. As weekly 

reports on participation came in from OPM, we sent 

updates to the Chairman and all the Division 

Directors. We worked with Division Directors to draft 

personal messages that they sent to their staff 

members and we collaborated with our Union who 

also encouraged participation. In addition, we put 

periodic notes into SEC Today, the daily electronic 

newsletter that goes to all SEC staff. 
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FIGURE 1    NUMBER OF SURVEY RESPONDENTS BY YEAR

YEAR

2012 687,687 Respondents

2011 266,376

263,475

212,223

221,479

147,914

106,742

2010

2008

2006

2004

2002

FIGURE 2    HIGHEST RESPONSE RATE BY LARGE AND SMALL AGENCIES

SMALL AGENCIES

Chemical Safety & 
Hazard Investigation 
Board

94%

Of!ce of Special Counsel

Postal Regulatory  
Commission

Of!ce of Government  
Ethics

Of!ce of Navajo & Hopi  
Indian Relocation

92%

89%

88%

84%

84%Overseas Private  
Investment Corporation

77%

46%

Of!ce of Management  
& Budget

LARGE AGENCIES

75%National Archives & 
Records Administration

72%Nuclear Regulatory 
Commission

70%Securities & Exchange 
Commission

69%
National Science 
Foundation

GOVERNMENTWIDE
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FEVS INDICES
Human Capital Assessment and Accountability Framework Index
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Governmentwide HCAAF Performance

FIGURE 3    HCAAF INDEX SCORE TRENDS 2006-2012 

LEADERSHIP & KNOWLEDGE 
MANAGEMENT

RESULTS-ORIENTED  
PERFORMANCE CULTURE

2012

2012

2011

2011

62%

54%

2010

2010

61%

54%

2008

2008

59%

54%

2006

2006

58%

53%

60%

52%
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FIGURE 3    HCAAF INDEX SCORE TRENDS 2006-2012 (cont'd)

TALENT MANAGEMENT

JOB SATISFACTION

2012

2012

2011

2011

60%

68%

2010

2010

60%

69%

2008

2008

60%

67%

2006

2006

59%

67%

59%

66%
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FIGURE 4    HCAAF RATINGS - HIGHEST, LOWEST AND GOVERNMENTWIDE

Leadership & 
Knowledge 
Management

48%

46%

48%

59%

Results-Oriented 
Performance 
Culture

Talent 
Management

Job Satisfaction

74%

66%

72%

74%

60%

52%

59%

66%

LOWEST

LOWEST

LOWEST

LOWEST

HIGHEST

HIGHEST

HIGHEST

HIGHEST

G'WIDE AVERAGE

G'WIDE AVERAGE

G'WIDE AVERAGE

G'WIDE AVERAGE
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TABLE 1    TOP PERFORMING AGENCIES BY HCAAF INDEX, 2012

 2012 Index Score

Leadership & Knowledge Management

Governmentwide 60

Nuclear Regulatory Commission 74

National Aeronautics and Space Administration 73

Federal Trade Commission 72

National Credit Union Administration 67

Federal Energy Regulatory Commission 67

Results-Oriented Performance Culture

Governmentwide 52

Federal Trade Commission 66

National Aeronautics and Space Administration 65

Nuclear Regulatory Commission 64

National Credit Union Administration 62

Department of Commerce 61

Talent Management

Governmentwide 59

Nuclear Regulatory Commission 72

National Aeronautics and Space Administration 71

Federal Trade Commission 70

National Credit Union Administration 68

Of!ce of Management and Budget 65

Federal Energy Regulatory Commission 65

Court Services and Offender Supervision Agency 65

Job Satisfaction

Governmentwide 66

National Aeronautics and Space Administration 74

Nuclear Regulatory Commission 73

Of!ce of Management and Budget 72

National Credit Union Administration 72

Department of State 71
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Agency HCAAF Improvement
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Highest Increase in HCAAF Scores Since 2011
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Highest Increase in HCAAF Scores Since 2006: Agency Trends
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TABLE 2    TOP AGENCY HCAAF INDEX SCORE INCREASES 2011-2012

 2011 2012 Increase

Leadership & Knowledge Management

Of!ce of Management and Budget 51 61 +10

National Credit Union Administration 61 67 +6

Results-Oriented Performance Culture

Of!ce of Management and Budget 51 60 +9

Talent Management

Of!ce of Management and Budget 58 65 +7

Security and Exchange Commission 51 57 +6

Job Satisfaction

Of!ce of Management and Budget 65 72 +7

JEFFREY D. ZIENTS 
Deputy Director of Management, OMB

INCREASING HCAAF SCORES

Every day, OMB urges Federal agencies to use 

data to !nd out what is working and what isn’t. In 

Government, as in business, we know that careful 

analysis of data can lead to stronger performance 

and increased productivity. OPM’s annual Federal 

Employee Viewpoint Survey provides managers with 

critical data for managing their workplaces. At OMB, 

we take the FEVS very seriously and across the last 

year every one of our managers has discussed the 

results with their staff to identify opportunities for 

improvement. We are very pleased with this year’s 

results. It re"ects the dedicated efforts of OMB 

managers and employees to make improvements 

in areas that the FEVS highlighted. We plan to 

continue these efforts in the coming year and 

encourage all agency leaders to do the same.
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TABLE 3    TOP AGENCY HCAAF INDEX SCORE INCREASES 2006-2012
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2006

 
2008

 
2010

 
2011

 
2012

Overall 
Increase

Leadership & Knowledge Management

Small Business Administration 51 60 59 61 60 +9

Department of Transportation 50 51 55 57 59 +9

Railroad Retirement Board 56 59 60 61 63 +7

National Credit Union Administration 60 56 58 61 67 +7

Results-Oriented Performance Culture

Of!ce of Personnel Management 53 57 58 60 59 +6

Department of Transportation 46 47 49 49 51 +5

Talent Management

Of!ce of Personnel Management 52 58 60 63 61 +9

Small Business Administration 46 55 50 53 52 +6

Department of Transportation 54 54 57 57 59 +5

Railroad Retirement Board 53 55 57 55 58 +5

Equal Employment Opportunity Commission 50 51 52 56 55 +5

Job Satisfaction

Of!ce of Personnel Management 64 67 70 71 69 +5

Small Business Administration 61 66 67 67 66 +5

Court Services and Offender Supervision Agency 64 70 73 70 68 +4

Department of Transportation 65 63 69 68 69 +4

Railroad Retirement Board 65 68 69 68 69 +4
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2008

63%

2010

67%

2011

66%

2012

63%

Global 
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Global Satisfaction scores are down to 2008 levels.

Global Satisfaction Index
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Employee Engagement Index

n. "
ra e# . "

, e#

"

cies. "
. "

t. "

O%ce o
, O%ce o

TABLE 4    AGENCIES WITH A GLOBAL SATISFACTION INDEX SCORE OVER 70 PERCENT 

 2012 Percent

Governmentwide 65

Nuclear Regulatory Commission 75

National Aeronautics and Space Administration 74

Department of State 72

Of!ce of Management and Budget 71

National Credit Union Administration 71

General Services Administration 71
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TABLE 5    AGENCIES WITH AN EMPLOYEE ENGAGEMENT INDEX SCORE OVER 70 PERCENT 

 
2012 Percent

 
Leaders Lead

 
Supervisors

Intrinsic Work 
Experiences

Employee 
Engagement Index

Governmentwide 54 71 71 65

National Aeronautics and Space Administration 68 82 79 76

Nuclear Regulatory Commission 69 81 77 76

Federal Trade Commission 70 76 77 74

Of!ce of Management and Budget 62 82 75 73

National Credit Union Administration 65 79 75 73

Of!ce of Personnel Management 62 77 73 71

Department of State 63 76 74 71

2010

66%

2011

67%

2012

65%

Employee
Engagement

Employee Engagement is down 2 percentage  
points from 2011.

Le
ad

er
s L

ea
d 

   
   

   
    

    
     

      
          

              Supervisors

FIGURE 6    EMPLOYEE ENGAGEMENT

Intrinsic Work Expe
rie

nc
es
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Impact of satisfaction and engagement on employees’ leaving intentions 

. "

n. "

t. "

FIGURE 7    ENGAGEMENT, SATISFACTION, AND LEAVING INTENTIONS OF THE FEDERAL WORKFORCE

OF THOSE WHO ARE:
HIGHLY ENGAGED

MODERATELY ENGAGED

DISENGAGED

42% 
High Satisfaction 

31% 
High Satisfaction 

<1% 
High Satisfaction 

1% 
Low Satisfaction 

21% 
Low Satisfaction 

4% 
Low Satisfaction 

Moderately Engaged with High Satisfaction employees are 2 times more likely 
to consider leaving than Highly Engaged with High Satisfaction employees.

Moderately Engaged with Low Satisfaction employees are 5 times more likely 
to consider leaving.
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SUPERVISION
" e e#

d in$

Governmentwide focus
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TABLE 6    SUPERVISION ITEM RESULTS

 Percent Positive

2010 2011 2012

My supervisor/team leader treats me with respect. 80 80 79

In the last six months, my supervisor/team leader has talked with me about my performance. 76 77 77

My supervisor supports my need to balance work and other life issues. 76 77 77

My supervisor/team leader listens to what I have to say. 75 75 74

Overall, how good a job do you feel is being done by your immediate supervisor/team leader? 68 69 68

I have trust and con!dence in my supervisor. 67 67 66

My supervisor/team leader provides me with opportunities to demonstrate my leadership skills. 66 67 65

Supervisors/team leaders in my work unit support employee development. 66 67 65

My supervisor/team leader is committed to a workforce representative of all segments of society. 65 66 64

Discussions with my supervisor/team leader about my performance are worthwhile. 62 63 62

My supervisor/team leader provides me with constructive suggestions to improve my job performance. 61 62 61
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LEADERSHIP
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Governmentwide focus

TABLE 7     LEADERSHIP ITEM RESULTS

 Percent Positive

2010 2011 2012

Managers/supervisors/team leaders work well with employees of different backgrounds. 64 65 63

Managers communicate the goals and priorities of the organization. 64 64 62

Managers review and evaluate the organization's progress toward meeting its goals and objectives. 64 64 62

Overall, how good a job do you feel is being done by the manager directly above your immediate supervisor/ 
team leader. 57 58 58

Managers support collaboration across work units to accomplish work objectives. 58 58 57

My organization's leaders maintain high standards of honesty and integrity. 56 57 55

Managers promote communication among different work units (for example, about projects, goals,  
needed resources). 54 55 53

I have a high level of respect for my organization’s senior leaders. 56 57 54

Senior leaders demonstrate support for Work/Life programs. 55 55 54

How satis!ed are you with the policies and practices of your senior leaders? 45 46 43

In my organization, leaders generate high levels of motivation and commitment in the workforce. 44 45 43



LEADERSHIP     23  

�Q

�Q

�Q f di#

�Q

�Q

�Q

Agency focus

O%ce o

�Q O%ce o

�Q

�Q

n in 2011. "

�Q Fi! DEBBIE MATZ 
Chairman, NCUA

INCREASING LEADERSHIP SCORES

When I became NCUA Chairman, I set a goal for 

NCUA to be an employer of choice and reliable 

partner with elected labor representatives, 

understanding that employees are our most 

important asset. It is essential for employees to 

trust that management is eager to listen and 

respond to their concerns. All managers are held 

accountable for improving communications with 

their direct reports. And as the agency head, I 

traveled to each of!ce and met with employees; 

held quarterly webinars so employees could 

express their concerns and get direct answers to 

their questions; entered into partnership with 

NTEU so that dif!cult workplace issues could be 

resolved together at the earliest time; created an 

Internal Communications Working Group; 

introduced a weekly internal e-mail newsletter; 

and, most important, responded to issues raised by 

employees. Most recently, in response to the 

Federal pay freeze, the NCUA Board approved an 

enhanced bene!ts package for all employees 

including a 401(K) plan to supplement the TSP.
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SPECIAL TOPICS
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ANTHONY COSTA 
Chief Human Capital Of!cer, GSA

INCREASING TELEWORK 
OPPORTUNITIES

GSA is accelerating the pace of telework for 

Federal Government employees and is leading 

by example. GSA’s telework activities have been 

successful in reducing highway traf!c congestion 

and associated vehicle emissions. GSA’s senior 

leadership fully embraces telework by actively 

communicating telework, advocating technology 

to support a mobile work environment, and 

endorsing training to emphasize the bene!ts. GSA 

launched mandatory training to educate employees 

to the changing culture at GSA and to emphasize 

the bene!ts of working successfully in a mobile 

work environment. Through senior leadership 

engagement and commitment, telework at GSA 

has provided greater balance for work and life 

responsibilities for employees. 
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TABLE 8    EMPLOYEE ENGAGEMENT AND GLOBAL SATISFACTION BY TELEWORK STATUS AND PAY GRADE

FIGURE 8     EMPLOYEE ENGAGEMENT AND GLOBAL SATISFACTION BY TELEWORK STATUS

EMPLOYEE  
ENGAGEMENT

GLOBAL  
SATISFACTION

Telework

Telework

71%

69%

Do Not Telework

Do Not Telework

64%

62%

Di#

  
Telework

Do Not 
Telework

 
Difference

Employee Engagement

GS 1-6 66 54 12

GS 7-12 67 62 5

GS 13-15 70 67 3

SES 80 77 3

Global Satisfaction

GS 1-6 74 62 12

GS 7-12 70 64 6

GS 13-15 71 67 4

SES 86 82 4
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New demographics in the 2012 FEVS

n e#

s. "

n O%ce o
!

n 3. "e O%ce o

�Q

�Q

�Q

"i
le di#

le di# le di#



SPECIAL TOPICS     27  

"e O%ce o

TABLE 9    INDEX SCORE SUMMARY FOR NEW DEMOGRAPHICS

 
Work Schedule Veteran Status Disability Status Orientation

Full  
Time

Part 
Time

 
Veteran

Non 
Veteran

 
Disabled

Not 
Disabled

 
LGBT

Not  
LGBT

Human Capital Assessment & Accountability Framework

Leadership & Knowledge Management 60 61 60 61 56 61 56 62

Results-Oriented Performance Culture 52 51 52 53 49 53 50 54

Talent Management 58 60 58 59 53 60 55 60

Job Satisfaction 66 65 66 66 62 67 62 67

Employee Engagement 65 65 65 66 61 66 62 67

Leaders Lead 54 55 54 55 50 55 50 56

Supervisors 71 72 70 71 65 72 68 72

Intrinsic Work Experiences 71 69 71 71 67 72 67 72

Global Satisfaction 63 62 62 64 57 64 59 65
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CONCLUSIONS
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APPENDIX A
APPENDIX A    GOVERNMENTWIDE RESPONDENT CHARACTERISTICS (UNWEIGHTED)

 Count Percentage

Work Location

Headquarters 230,860 36.2

Field 406,847 63.8

Supervisory Status

Non-Supervisor 421,305 65.5

Team Leader 92,344 14.3

Supervisor 83,457 13.0

Manager 40,003 6.2

Executive 6,511 1.0

Gender

Male 354,840 55.5

Female 284,301 44.5

Ethnicity

Hispanic/Latino 58,230 9.2

Not Hispanic/Latino 575,073 90.8

Race or National Origin

American Indian or Alaska Native 12,252 2.0

Asian 28,623 4.7

Black or African American 95,166 15.5

Native Hawaiian or Other Paci!c Islander 5,115 0.8

White 452,573 73.6

Two or more races 21,499 3.5

Age Group

25 and under 9,618 1.5

26-29 28,276 4.5

30-39 109,125 17.2

40-49 183,138 28.9

50-59 225,003 35.5

60 or older 79,028 12.5
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APPENDIX A    GOVERNMENTWIDE RESPONDENT CHARACTERISTICS (UNWEIGHTED) (cont'd)

 Count Percentage

Pay Category

Federal Wage System 40,469 6.3

GS 1-6 38,315 6.0

GS 7-12 304,719 47.6

GS 13-15 205,488 32.1

Senior Executive Service 4,660 0.7

Senior Level (SL) or Scienti!c or Professional (ST) 1,561 0.2

Other 45,444 7.1

Federal Tenure

Less than 1 year 10,056 1.6

1 to 3 years 95,532 14.9

4 to 5 years 64,152 10.0

6 to 10 years 123,381 19.2

11 to 14 years 70,478 11.0

15 to 20 years 59,965 9.3

More than 20 years 217,789 34.0

Agency Tenure

Less than 1 year 17,021 2.7

1 to 3 years 121,641 19.0

4 to 5 years 76,864 12.0

6 to 10 years 133,883 20.9

11 to 20 years 128,489 20.1

More than 20 years 161,501 25.3

Planning to Leave

No 442,364 69.1

Yes, to retire 39,267 6.1

Yes, to take another job within the Federal Government 109,900 17.2

Yes, to take another job outside the Federal Government 20,353 3.2

Yes, Other 28,393 4.4
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APPENDIX A    GOVERNMENTWIDE RESPONDENT CHARACTERISTICS (UNWEIGHTED) (cont'd)

 Count Percentage

Planning to Retire

Within one year 23,421 3.7

Between one and three years 61,187 9.7

Between three and !ve years 64,375 10.2

Five or more years 482,676 76.4

Sexual Orientation

Heterosexual or Straight 529,860 87.0

Gay, Lesbian, Bisexual, or Transgender 13,579 2.2

I prefer not to say 65,562 10.8

Veteran Status

Veteran 206,903 32.4

Not a veteran 431,695 67.6

Disability Status

Disabled 83,306 13.1

Not disabled 553,909 86.9
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APPENDIX B
APPENDIX B    PARTICIPATING AGENCIES AND RESPONSE RATES

 Response Rate

Governmentwide 46.1

Departments/Large Agencies

Broadcasting Board of Governors 53.0

Court Services and Offender Supervision Agency 47.7

Department of Agriculture 56.8

Department of Commerce 58.6

Department of Education 64.8

Department of Energy 47.3

Department of Health and Human Services 48.9

Department of Homeland Security 46.5

Department of Housing and Urban Development 57.1

Department of Justice 37.3

Department of Labor 49.6

Department of State 47.9

Department of the Interior 53.1

Department of the Treasury 59.4

Department of Transportation 62.3

Department of Veterans Affairs 30.9

Environmental Protection Agency 52.7

Equal Employment Opportunity Commission 54.7

Federal Communications Commission 42.6

Federal Energy Regulatory Commission 53.4

Federal Trade Commission 54.9

General Services Administration 54.2

National Aeronautics and Space Administration 54.3

National Archives and Records Administration 75.2

National Credit Union Administration 65.3

National Labor Relations Board 48.9

National Science Foundation 68.5

Nuclear Regulatory Commission 71.7
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APPENDIX B    PARTICIPATING AGENCIES AND RESPONSE RATES (cont'd)

 Response Rate

Governmentwide 46.1

Departments/Large Agencies

Of!ce of Management and Budget 77.4

Of!ce of Personnel Management 62.2

Pension Bene!t Guaranty Corporation 65.1

Railroad Retirement Board 65.8

Securities and Exchange Commission 69.6

Small Business Administration 65.2

Social Security Administration 63.4

U.S. Agency for International Development 61.7

Department of Defense 38.3

United States Department of the Army 34.2

United States Army Corps of Engineers 32.9

United States Department of the Navy 40.2

United States Marine Corps 46.8

United States Department of the Air Force 40.7

OSD, Joint Staff, Defense Agencies, and Field Activities 42.5

Small/Independent Agencies

Advisory Council on Historic Preservation 77.4

African Development Foundation 56.3

American Battle Monuments Commission 48.1

Chemical Safety and Hazard Investigation Board 94.3

Commission on Civil Rights 68.0

Committee for Purchase from People Who Are Blind or Severely Disabled 70.4

Commodity Futures Trading Commission 57.3

Consumer Product Safety Commission 53.3

Corporation for National and Community Service 61.6

Defense Nuclear Facilities Safety Board 82.5

Export-Import Bank of the United States 46.4

Federal Election Commission 44.1

Federal Housing Finance Agency 67.5

Federal Labor Relations Authority 74.8
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APPENDIX B    PARTICIPATING AGENCIES AND RESPONSE RATES (cont'd)

 Response Rate

Governmentwide 46.1

Small/Independent Agencies

Federal Maritime Commission 77.7

Federal Mediation and Conciliation Service 66.8

Federal Retirement Thrift Investment Board 66.7

Institute of Museum and Library Services 80.3

Inter-American Foundation 77.4

International Boundary and Water Commission: U.S. and Mexico 70.8

Kennedy Center 55.6

Marine Mammal Commission 83.3

Merit Systems Protection Board 69.3

National Capital Planning Commission 82.9

National Council on Disability 55.6

National Endowment for the Arts 62.3

National Endowment for the Humanities 70.9

National Gallery of Art 44.2

National Indian Gaming Commission 74.7

National Mediation Board 69.0

National Transportation Safety Board 66.4

Nuclear Waste Technical Review Board 36.4

Occupational Safety and Health Review Commission 82.0

Of!ce of Navajo and Hopi Indian Relocation 84.2

Of!ce of the U.S. Trade Representative 60.3

Overseas Private Investment Corporation 83.7

Postal Regulatory Commission 89.1

Selective Service System 81.7

Surface Transportation Board 70.4

Trade and Development Agency 73.5

U.S. International Trade Commission 44.3

U.S. Of!ce of Government Ethics 88.1

U.S. Of!ce of Special Counsel 92.1

US Access Board 79.3

Woodrow Wilson International Center for Scholars 64.7



APPENDIX C     37  

APPENDIX C
2012 Federal Employee Viewpoint Survey (FEVS) methods
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Response rate

Data weighting
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HCAAF Indices
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APPENDIX D
Trend analysis: 2008 vs. 2010 vs. 2011 vs. 2012 results
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APPENDIX D    TREND ANALYSIS

 
Percent Positive Significant 

Trends2008 2010 2011 2012

 ‡1. I am given a real opportunity to improve my skills in my organization. 64.0 65.9 65.1 63.2

 2. I have enough information to do my job well. 73.4 72.9 73.2 71.9

 3. I feel encouraged to come up with new and better ways of doing things. 60.7 59.9 59.4 57.8

 ‡4. My work gives me a feeling of personal accomplishment. 73.4 74.7 73.9 72.4

 ‡5. I like the kind of work I do. 83.8 85.6 85.0 83.8

 6. I know what is expected of me on the job. — 80.8 80.2 80.1 NA

 7. When needed I am willing to put in the extra effort to get a job done. — 96.7 96.9 96.5 NA

 8. I am constantly looking for ways to do my job better. — 91.7 91.8 91.4 NA

 9.  I have suf!cient resources (for example, people, materials, budget)  
to get my job done. 51.6 50.1 47.8 48.0

 ‡10. My workload is reasonable. 60.3 59.1 59.0 58.9

 ‡11. My talents are used well in the workplace. 62.8 60.4 60.5 59.5

 ‡12. I know how my work relates to the agency's goals and priorities. 84.5 84.4 84.6 83.7

 ‡13. The work I do is important. 91.0 92.2 91.8 91.2

 ‡14.  Physical conditions (for example, noise level, temperature, lighting, 
cleanliness in the workplace) allow employees to perform their jobs well. 67.5 67.0 67.3 67.5

Note: Items included on the Annual Employee Survey are noted by a double dagger (‡). An "NA" indicates that the item was not included in the survey that year.


