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Information and Technology for Better Decision Making

INTRODUCTION

Briefing Includes

* Tables showing results by DoD compared to non-DoD

— Statistical tests used to compare each component to non-DoD SES members

— Results of statistical tests shown by color coding significant differences between each DoD
component and non-DoD

* |n some cases a group/component may be higher on both agreement and disagreement; this is due to a lower
response of "Neither agree nor disagree" and/or "do not know" for that group
* To maintain consistency with OPM-reported results, "do not know" responses were included in the analysis

— Significance testing was conducted using standard errors that were adjusted using the finite
population correction factor
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4.1 understand the SES performance appraisal system being | Agree 82.8 83.4 82.6 84.3/82.6 82.6 80.5 82.6 80.682.6

used in this organization.* Disagree 89 85 89 79 89 54 |FK)] 106 8.9 106 8.9
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6. | received a performance plan in the first few months of the Yes 83.1 755 E¥Md 85.3 84.5 64.0 YN 75 8 BN 76.4 EYRS
performance cycle.
/.1had adiscussion about progress on my performance plan | y.¢ 743 69.2 [UFIEIRA 75.3 62.1 [ 70.6 K] 63.0 i
at mid-year in the performance cycle.

litem is part of the OPM Index “Communicating Pay for Performance”
2ltem is part of the OPM Index “Mid-Year Assessment/Worthwhile Discussion with Supervisor”
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INTRODUCTION

Briefing Includes

* Detailed findings

— Summaries colored to indicate valence
* Positive results presented in green font
* Negative results presented in red font

PAY FOR PERFORMANCE

Detailed Findings

* DoD SES members were more likely than non-DoD SES members to indicate:
- Their performance rating is hased to a great extent on:
¢ Their individual perfarmance
* Customer perspective
+ Employes perspective
- Agreement that
+ Their performance appraisal is a fair reflection of performance
+ Pay for SES members should be based on perfarmance
- They participated in the develapment of their performance plan
- They have seen orreceived a copy of their agency's Executive Compensation/Pay Plan
- They were given a summary of their agency's SES overall performance ratings, performance
awards, and pay adjustments
- Their performance rating is not at all based on performance of their organization
- Disagreement that
+ Their last performance review helped them identify their strengths
+ Their last performance review helped them identify areas for improverment
¢ They understand how their most recent salary increase was determined
+ They are held accountable for achieving results
+ Bonus amounts are meaningfully different among executives
- Indicate their salary increase is not at all linked to their performance rating
- Dissatisfaction with pay

OPM SES Survey

i) June 2005
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INTRODUCTION

Demographics

Self-reported demographics of respondents are as follows:

89
2E

s 22 3

s z =z & 33 2

e & 2 3 8&% 2
Career 93.0 | 944 975 | 98.2 | 90.4 | 93.9

44. What type of appointment do you hold? Non-career 5.8 2.8 1.5 1.8 7.5 5.1
Limited term or limited emergency 1.3 2.8 1.0 0.0 2.2 1.0

Less than 1 year 0.8 0.6 0.0 0.9 0.4 0.5

1to 3 years 2.9 3.4 4.4 5.3 4.4 3.1

45. How long have you been with the Federal 4 to 5 years 3.7 8.5 4.9 5.3 5.7 3.0
Government (excluding military service)? 6 to 10 years 7.2 6.3 5.9 124 | 12.7 6.2
11 to 20 years 18.7 = 131 @ 123 8.8 22.4 | 18.7
More than 20 years 66.7 @ 68.2 725 673 544 | 68.6

Less than 1 year 4.8 5.7 5.5 6.2 3.1 5.2
1to 3years 29.0 | 36.6 295 | 327 | 257 | 31.2
46. How long have you been a member of the SES? 4105 years 186 § 189 | 220 | 159 | 226 | 175
6 to 10 years 250 | 223 240 | 345 | 283 | 249
11 to 20 years 18.0 = 12.0 125 8.8 19.0 16.7

More than 20 years 4.6 4.6 6.5 1.8 1.3 4.5

30-39 3.6 0.6 2.0 0.0 3.5 3.0
47. What is your age? 40-49 21.8 | 203 289 | 186 | 235 | 241
50-59 543 | 49.7 520 | 64.6 | 50.2 | 55.3
60 or older 203 | 294 172 | 16.8 | 229 | 17.7
Less than 1 year 10.1 7.9 7.9 7.1 13.2 @ 10.0
1to 3years 318 275 272 | 301 | 27.2 322
48. When do you plan to leave the Federal Government? 4105 years 195 § 230 | 17.3 | 265 | 193 | 20.1
6 to 10 years 22.7  23.6  30.7  23.0 246 226
11 to 20 years 141 & 152 | 153 | 124 | 13.6 | 13.2
More than 20 years 1.9 2.8 1.5 0.9 2.2 1.8

5 June 2008
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OVERALL SUMMARY OF FINDINGS

DoD

Air Force Ager)ues

Overall

Activities

Pay for Performance (OPM index)

Communicating pay for performance (OPM
index)*

Development
Developmental funds/needs assessment (OPM
index)”

Recruitment and Retention

Pride

Type of Work

Certification for Personnel System

1Q4, Q16, Q17, Q20a-b
2Q35, Q36
OPM SES Survey
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PAY FOR PERFORMANCE

Percent of All SES Members
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4.1 understand the SES performance appraisal system being | Agree 82.8 83.4 82.6 84.3/82.6 82.6 80.5 82.6 80.682.6
used in this organization.* Disagree 89 85 89 79 89 54K 106 89 106 8.9
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6. | received a performance plan in the first few months of the Yes 831 75.5 FYWd 85.3 845 64.0 EYRS 75.5 EYRS 76.4 EYRS
performance cycle.
7.1had a discussion about progress on my performance plan g 74.3 69.2 [ FEIRA 75.3 62.1 ¥ 70.6 [dK] 63.0 L
at mid-year in the performance cycle.

litem is part of the OPM Index “Communicating Pay for Performance”

2ltem is part of the OPM Index “Mid-Year Assessment/Worthwhile Discussion with Supervisor”
OPM SES Survey
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PAY FOR PERFORMANCE

Percent of All SES Members

KEY:

(%]
()
Higher Response of Great Extent S 6
o ) o e a cE= Q
Higher Response of Not at All _ a - a a 5 A8 <2 A
Slo|cflE|ch S|t sy ¢
o o o — (o] ] o = o o (o]
= o Z < 2 Z Z < 2 0Ok 2
To what extent is your performance rating based on the following?
8a. The performance of your organization Great Extent 67.5 64.1 [ 64.8 638.1 63.8 (K 66.4 68.1 62.6 [l
Not at All 11.4 fE¥] 11.0 12.5/11.0 13.6 11.0 12.7/11.0 13.5 11.0
8b. Your individual performance Great Extent | 74.3 (¥ 73.6 [l 73.6 XM 73.6 75.5 73.6/ 74.7 73.6
Not at All 91 62X 80 96 30 64 EH 7.7 96
8c. Customer perspective Great Extent 42.7 [F¥ 40.8 %9 40.8 K] 40.8 EE¥] 40.8 [ 40.8

Notat Al 25.4 21.3E 20.1 P 19.1 IR 23.6 26.2 23.126.2
Great Extent 28.4 [JJE] 28.0 E¥®e] 28.0 26.6 28.0 28.2 28.0 30.9 28.0

8d. Employee perspective
ployee persp Notat Al 36.3 37.2 36.1 37.136.1 40.2 36.1 30.0 KKl 38.2/36.1

OPM SES Survey

10 June 2008
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PAY FOR PERFORMANCE

Percent of All SES Members
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9. My last performance review helped me to identify my Agree 52.1 48.7 EPKd 48.3[52Hd 55.0 52.7 46.4 5K 44.4 PNl
strengths. Disagree 23.6 Pl 23.2 23.3 23.2 22.5 23.2 24.5 23.2 Elik] 23.2
10. My last performance review helped me to identify areas for | Agree 43.4 38.7 VW 40.3 YW 455 44.4 36.4 (VR 32.4 VA
improvement. Disagree 27.1 kN 26.4 KONl 26.4 25.5 26.4 27.3/26.4 ElHe 26.4
11. Discussjons with my supervisor about my performance are  Agree 63.0 64.0 62.8 62.8 62.8 61.9 62.8 58.3 [FX]
worthwhile. Disagree 16.7 13.7 i 10.7 [ 17.2 17.2 12.4 i 13.6 [
12. Discussions with my supervisor about my development are Agree 50.1 51.0 49.9 [Fe] 49.9 47.5 49.9 52.2 49.9 48.2 49.9
worthwhile. Disagree 18.3 18.0 18.4 14.6 fERA 18.4 15.9 18.4 17.5 18.4
13. My performance appraisal is a fair reflection of my Agree 67.9 67.4 70.3 67.4 67.4 70.0 67.4 63.7 67.4
performance. Disagree  18.4 16.9 18.6/ 14.9 fENg 12.5 FEX P2Xd 18.6 19.7 18.6
KEY: 0
ko
Higher Response of Great Extent e 3
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Higher Response of Not at All _ a - a a s|af<z| 8
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14. To what extent is your salary increase linked to your Great Extent 64.3 57.5 [} 46.3[FM 66.5 65.7 64.5 65.7 54.7 [Nl
performance rating? Not at All 15.0 13.9 13.9 13.9 13.9 13.9
15. To what extent is your bonus linked to your performance | Great Extent 71.5 71.2 71.6 55.9 [fl& 71.6 71.6 68.6 71.6
rating? Not at All 10.8 10.0 11.0/ 12.9 11.0 7.1 7.4 11.6 11.0

2ltem is part of the OPM Index “Mid-Year Assessment/Worthwhile Discussion with Supervisor”
OPM SES Survey
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PAY FOR PERFORMANCE

Percent of All SES Members

KEY:
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Higher Response of Agree A A A 3 o ég A
Higher Response of Disagree _ a - a a s|af<z| &
Sfla|cflE|ch S|t ey ¢
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A Z
16. | understand how my most recent salary increase was Agree 57.8 54 7] 58.5 40 2] 58.5066.5 f4:8 62 7 58.5 49.5 Y
determined. Disagree 28.7 B 28.0 28.0 21.5 30.0 28.0 kI 28.0
17. I understand how my most recent bonus was determined.® A9r€€ 55.5 57.5/55.1/ 39.8 B 55.1 55.1 52.7 55.1
Disagree 29.5 28.0 29.8 kIK] 29.8 15.2 K] 25.9 29.8 31.4 29.8
18. 1 am held accountable for achieving results. Agree 91.2 90.0[EH¥E 89.9 915 93.1 91.5 89.4 91.5 87.7 Kl

Disagree 3.1 29 34 29 25 29 27 29 [} 2.9

KEY: 4
: o
Higher Response of Yes . - . ol a 58 A
) o /) e o O3 o
= 8 - 9 . 9 5 9 <% 24
8 @) c e = S c It c 0 2 =
o o o = o @ o = o o o
F O 2 < 2 Z2 Z < 2 0O« Z
gla?eir??ld you participate in the development of your performance Yes 887 (Y4576 EXPls7 6 yd) s76 R s76 872876
Have you seen or received a copy of...
20a. Your agency’s Executive Performance Management Yes 57.2 53.7 [ 55.9 57.8 59.7 57.8 49.6 [y 48.7 YA
System Plan?
20b. Your agency’s Executive Compensation/Pay Plan?* Yes 39.8 39.3 FREs) 39.3 ZERe] 39.3 42.5 39.3 38.1 39.3
21. Did you receive a briefing of tralmng on your agency’s Yes 63.0 556 LYW 456 XM 612 645 55820 559 (YRS
performance management system’>
22. Were you given a summary of your agency’s SES overall
performance ratlngs performance awards and pay Yes 35.0 Byl 34.5 22.3 [RZRs! 34.5 34.5 [ye] 34.5 27.0 [CZRs
adjustments’>

litem is part of the OPM Index “Communicating Pay for Performance”
OPM SES Survey
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PAY FOR PERFORMANCE

Percent of All SES Members
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23. My agency deals effectively with executives who perform Agree 26.2 23.3 Nk 20.2 KXW 25.6 26.7 25.7 26.7 22.4 Kl
poorly. Disagree 30.5 249 kiG] 21.3 NS 24.6 KilE 17.7 E¥NE 31.6 31.6
24. Pay distinctions are meaningfully different among executives.® Agree 25.8§24.9]26.0 16'5 24.6/26.0 26.0§26.5/26.0
Disagree 28.3 30.0 27.9 EIXe 27.9 27.1 27.9 22.9 X&) 30.527.9
25. Bonus amounts are meaningfully different among executives.? Agree 323 28'9 19'9 26'6 33.0431.8/33.0
Disagree 20.6 EX¥ 20.1 PN 20.1 18.6 20.1 22.0 20.1 22.9 20.1
26. Pay for the SES should be based on performance. Agree 92.7 WM 92.4 [YWA 92.4 94.1 92.4 92.9 92.4 94.3 92.4
Disagree 20 18 21 28 21 10 27 21 13 21
27.In my agency, SES pay for performance promotes better Agree 43.4 445 43.1 40.4/43.1 43.1 43.1 36.1
organizational performance.’ Disagree 25.2 26.6 24.9 27.5 24.9 21.1 2K 20.5 P2 kK 24.9
KEY: 0
o
Higher Response of Satisfied 23
) ) ) @ | o cE Q
Higher Response of Dissatisfied _ a - a 8 5 A& <2 A&
S o & g £ 2 L L £ 08 &
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28. How satisfied are you with the recognition you receive for Satisfied 66.5 64.3 [y 63.567.0 69.1 67.0 65.5 67.0 60.1 ;K]
doing a good job? Dissatisfied 20.2/19.9 20.3 16.9 P 16.7 Bl 22.1 20.3 FZ¥ 20.3

Satisfied 60.6 48.1 [KKl 40.4 M 45.6 KKl 54.9 (¥ 53.1 KKl

29.H tisfied ith ?
oW safistied are you with your pay Dissatisfied 24.7 EVKE) 22.7 ERKY 22.7 VO] 22.7 Pk 22.7 EFNE 22.7

3ltem is part of the OPM Index “Pay for Performance”
OPM SES Survey

13 June 2008



PAY FOR PERFORMANCE

Summary of Findings

* Overall, Navy and Air Force SES members tended to be more positive than non-
DoD SES members, whereas Army and DoD Agencies and Activities SES
members tended to be more negative about the pay for performance system

 Overall, neither DoD nor non-DoD SES members tended to be more or less
positive on OPM'’s “Communicating Pay for Performance” Index (items 4, 16, 17,
20a, 20Db, 21, 22); however, Navy SES members tended to be more positive
than non-DoD SES members

* Overall, Army SES members tended to be more positive than non-DoD SES
members on OPM'’s “Mid-Year Assessment/Worthwhile Discussion with
Supervisor” Index (items 7, 11)

* QOverall, Air Force SES members tended to be more positive than non-DoD SES
members, whereas Army SES members tended to be more negative on OPM’s
“Pay for Performance” Index (items 24, 25, 27)

* Detailed findings at Appendix A

OPM SES Survey
14 June 2008
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DEVELOPMENT

Percent of All SES Members

KEY:
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30. How satisfied are you with the developmental opportunities ' Satisfied 55.1 53.5 55.4 56.7 55.4 56.9 55.4 55.4 55.4 46.9 3]
you receive? Dissatisfied 18.1 18.8 18.0 18.0 18.0 14.7 FEXY 18.8 18.0 18.0
KEY: 0
9
Higher Response of Agree 28
g P : o) ) o ¢ o &5 o
Higher Response of Disagree 8 a 8 5 88 £z 8
R a é > 1 > 1 LL 1 ) [ ]
& = c S c — c < S
o o o = o © o = o o o
F O zZ2 < ZzZ Zz ZzZ < zZ 0« Z
31. Job changes improve senior executives’ performance. Agree 54.6 55.5 54.4 52.2 54.4 50.0 [N (20 54.4 56.1 54.4
Disagree  14.0 13.4 13.4 134 7.1 13.4
32. Senior executives should be able to perform successfully in  Agree 76.7 72.9 [@l8 65.2 [[@lE 69.6 [l 77.5 77.2 715
awide range of career positions. Disagree  10.0 KXY 9.4 9.4 9.4 97 94 96 94
33. 1 am interested in more opportunities to network with other | Agree 60.9 59.8 59.8 59.8 59.8 62.1 59.8
SES members out my agency. Disagree  10.8 7.1 5.6 7.8 5.3 8.4
34. In my organization, my advancement depends upon my Agree 31.7 Ekske 30.9 30.9 29.4 30.9 m 30.9 23.2
willingness to change positions. Disagree  37.6 31.7 EENd 29.2 EERG 35.3 38.7 12.4 ELKd 39.9 38.7
35. In my organization, there are sufficient funds availabl?1 for Agree 50.3 24 48.7 48.7 48.7 S1eRe] 48.7 46.9/48.7
my job-related development to maintain up-to-date skills. Disagree  27.4 18.6 ZER 13.5 1 16.2 W 223 EERE 22.8 HY
36. My developmental needs are assessed.* Agree 33.9 31.4 YW 33.7 34.4 27.8 KN P 34.4 27.4 Y

Disagree  34.9 35.2 34.9 32.5 34.9 35.6 34.9 24.8 YK FPXK] 34.9

4tem is part of the OPM Index “Development Fund/Needs Assessment”
OPM SES Survey

16 June 2008



DEVELOPMENT

Percent of All SES Members

KEY:

Higher Response of Zero

Total

DoD
Non-DoD
Army
Non-DoD
Navy
Non-DoD
Air Force
Non-DoD
DoD Agencies
& Activities
Non-DoD

Since becoming a member of the SES, how many times have you...

37a. Declined job changes within your agency? Zero 86.9 86.3 86.3 88.7 86.3 86.3 86.3

37b. Changed jobs within your agency? Zero 50.7 49.7 50.8 53.9/50.8 50.5 50.8 42.5 49.3/ 50.8
37c. Changed jobs to work in a different agency? Zero 90.5 87.8 91 0 87.6 91 0} 89.7/91.0 91.2 91.0 84. 6
37d. Changed geographic locations? Zero 81.1 79. 4 75. 3 83.7/81.4 62. 8. . 81.4
37e. Changed to a job you did not prefer? Zero 84.0 84.2 84.0 84.8/84.0 85.2 84.0 83.2 84.0 83.3/84.0

OPM SES Survey

17 June 2008



DEVELOPMENT

Percent of All SES Members

KEY: ®
Higher Response of Yes o8
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Since becoming a member of the SES, have you...
38a. Received a 360-type assessment? Yes 41.4 FWe] 40.7 42.7 40.7 4 R3] 40.7 B 40.7 37.7/40.7
323.SfB)een on a developmental assighment lasting more than 30 Yes 12.9 11, 1. . 133 9.8 10.6 133 6.1
38c. Had a mentor advising you for developmental purposes? Yes 20.5 19.8 2 51 19.8 0] 19.8 19.8 18.0/19.8
38d. Received formal executive coaching? Yes 24.6 23.7 23.7 23.7 23.7 19.7
38e. Attended a residential executive development program? Yes 30.3 26.8 26.8 26.8 [Z¥§ 26.8 26.8
38f. Taken a sabbatical? Yes 1.1 0.7 pwa 0.6 0.5 0912 09 12

OPM SES Survey

18 June 2008
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DEVELOPMENT

Summary of Findings

e QOverall, Army, Navy, and Air Force SES members tended to be more positive
than non-DoD SES members about development, whereas DoD Agency and
Activity SES members tended to be more negative

e Overall, DoD SES members were more positive than non-DoD SES members
on OPM'’s “Development Funds/Needs Assessment” Index (items 35, 36)

* Detailed findings at Appendix B

OPM SES Survey
19 June 2008
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RECRUITMENT AND RETENTION

Percent of All SES Members

KEY:
Higher Response of Agree

Higher Response of Disagree

39. My agency is able to attract/retain high quality senior
executives.

40. SES pay and benefits are helpful in attracting and retaining
high quality senior executives.

41. The SES application process discourages high quality
candidates from applying.

OPM SES Survey

Agree
Disagree
Agree
Disagree
Agree
Disagree

21

%)
2
o0
c O
o) a) A 9 Ao o= 0O
[) [o) [) © o O3 o
= Al |2} |2 2| 2I<E 0
8 Aa c | = S c i c Dg c
o ) o = o © o = = = o
= (a) z < zZ zZ z < Z 0Ol 2

66.1 66.5 66.0 61.8 [TXY 66.0 66.0 63.6 66.0
14.2 14.0 14.3 14.3 12.3 14.3 8.0 15.4/14.3
49.5 37.0 [ 26.6 XY 34.3 XY 41.6 A 45.2 XY

30.7 27.8 27.8 27.8 27.8 27.8

36.0 34.4 34.4 38.2 34.4 34.4 [N 34.4
30.3 28.8 30.7 25.3 K4 30.4 30.7 33.6/30.7 27.6 30.7
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RECRUITMENT AND RETENTION

Summary of Findings

e Overall, DoD SES members tended to be more negative about recruitment and
retention, whereas non-DoD SES members tended to be more positive

* Detailed findings at Appendix C

OPM SES Survey
22 June 2008
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PRIDE

Percent of All SES Members

KEY: @
- c 0

Higher Response of Agree A A % 3 % gg %

Higher Response of Disagree _ a - a o 5 0 <2 0O

S o &£ E £ T &£ L £ 8 ¢

o o o — (@) © o = o o o

= (a) P < zZ zZ zZ < Z 0Ol 2
1. 1am proud to be a member of the Federal Government’s Agree 96.8 96.6 96.6 97.5 96.6 96.6 96.9 96.6
Senior Executive Service. Disagree 0.7/ 0.8 07 0.0 jfekd 15 07 09 07 09 07
. . : Agree 95.3 1N 95.1 Y 95.1 95.5 95.1 Y] 95.1 96.4 95.1

2. My work gives me a feeling of personal accomplishment.

ywored gorp P Disagree | 2.0 0.8 1.1 1.0 0.0 0.9
Agree 87.3 88.4 87.1 EEK) 87.1 87.2 87.1 PXN) 87.1 86.4/87.1

3. My talents are used well in the workplace.
y P Disagree 7769 79 62 &) 79 79 18| 9.2 7.9

OPM SES Survey
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PRIDE

Summary of Findings

* Overall, DoD SES members tended to be more positive about pride than non-
DoD SES members

* Detailed findings at Appendix D

OPM SES Survey
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TYPE OF WORK

Percent of All SES Members

KEY:
More Likely to Mark

DoD Agencies & Activities

Total
DoD
Non-DoD
Army
Non-DoD
Navy
Non-DoD
Air Force
Non-DoD
Non-DoD

What is the percentage of your current work that you consider to be...

Greater than 45% 20.2 19.420.3 15.2plek 21.7/20.3 13. 4 23.6 20.3

42a. Of atechnical/professional nature? 26%-45% 36.7 36 1 36 1 37.936.1 37.5/36.1 36.9 36.1

Less than 26% 43.2 | 41. 1 ¢ 38.8%Xs 40.4/43.6 43.6 39.6 43.6

-

Greater than 45% 18.4 18.918.4 14.6pkf: 19.2 18.4 17.9/18.4 18 4

42b. Of an advisory nature (to top management)? 26%-45% 43.4 42 6 & 42 6 44.842.6 43.8/42.6 42 6

Less than 26% 38.1 33. 5 32.0jell 36.0 39.1 38.4/39.1 30. Ol

Greater than 45% 57.1  53. 8' 47, 8' 56.4/57.7 57 7 52. Ol

42c. Of a leadership/managerial nature? 26%-45% 34.5 kk:Kl33.8 33.8 34.333.8 33.033.8 33.8

Less than 26% 84 8.0 85 10.1 85 9.3/8.5 4.5 7.0 85

OPM SES Survey
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TYPE OF WORK

Summary of Findings

* Overall, DoD SES members were more likely to indicate they consider their
current work to be 26%-45% of each type of work (technical, advisory, and
leadership/management), whereas non-DoD SES members were more likely to
indicate they consider more of their current work (greater than 45%) to be of a
leadership/managerial nature and less of their current work (less than 26%) to
be of a technical/professional and advisory nature

* Detailed findings at Appendix E

OPM SES Survey
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CERTIFICATION FOR PERSONNEL SYSTEM

Percent of All SES Members

KEY:

(%]
()
Higher Response of Agree 29
g P d o) ) o 8 o §5 o
Higher Response of Disagree 8 . & 8 5 8 £z 8
Sflo|lcllE|lclS| sl clag <
o (@] (@] = o © (@] = (@] (@] o
F O 2 < Z Z Z2 X Z2 0« 2
4.1 understand the SES performance appraisal system being | Agree 82.8 83.4 82.6 84.3/82.6 82.6 80.5 82.6 80.682.6
used in this organization.* Disagree 89 85 89 79 89 54 |FK)] 106 89 106 8.9
5. My performance evaluation takes into account the most Agree 71.7 72.8 71.5 69.9 71.5 71.5 68.5 71.5 72.7 71.5
important parts of my job. Disagree 15.9 14.3 ¥ 15.9 16.2 10.2 fT¥ 17.6 16.2/ 15.0 16.2
KEY: .g
Higher Response of Yes S 3
o o) O 9 o &= 0
) /) ) e o O3 o
- el =2 =212 2125 @
8 @) c e = S c It c 0 2 =
o o o = o © o = o o o
F O 2 < Z2 Zz Z2 I Z2 0%k Z
6. | received a performance plan in the first few months of the Yes 83.1 75.5 E¥M 853 845 64.0 EYW 785N 764 YRS
performance cycle.
7.1 h_ad ad|§CUSS|on about progress on my performance plan Yes 743 69 2 bk YW 75 3 62.1 ek 70.6 ok 63.0 bk
at mid-year in the performance cycle.

litem is part of the OPM Index “Communicating Pay for Performance”
2ltem is part of the OPM Index “Mid-Year Assessment/Worthwhile Discussion with Supervisor”
OPM SES Survey
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CERTIFICATION FOR PERSONNEL SYSTEM

Percent of All SES Members

KEY:

(%]
()
: c 0
Higher Response of Great Extent A A A 2 o ég A
Higher Response of Not at All _ a - a a s 8 < 2 a
S o £ g & » £/ L fipg &
o (@] (@] = o © (@] = (@] (@] o
= (a) zZ < zZ z z < Z 0Ol 2
To what extent is your performance rating based on the following?
8a. The performance of your organization Great Extent 67.5 64.1[J 64.8 68.1 63.8 (K 66.4 68.1 62.6 [Kl
Not at All 11.4 k¥ 11.0 12.5/11.0 13.6 11.0 12.7/11.0 13.5 11.0
8b. Your individual performance Great Extent 74.3 [£¥] 73.6 [l 73.6 EXM 73.6 75.5 73.6 74.7 73.6
Not at All 91 62X 80 96 30 64 FH 7.7 9.6
8c. Customer perspective Great Extent 42.7 72 40.8 ¥ 40.8 W] 40.8 ] 40.8 ER¥A 40.8
Notat All  25.4 213 20.1 R 19.1 B 23.6 26.2 23.1 26.2
8d. Employee perspective Great Extent 28.4 ElJE] 28.0 E¥®e] 28.0 26.6 28.0 28.2 28.0 30.9 28.0
Not at All 36.3 37.2/36.1 37.1 36.1 40.2 36.1 30.0 ElH 38.2 36.1
KEY: 2
q [SIN)]
Higher Response of Agree A A A 3 o = :g A
Higher Response of Disagree _ a - 8 a s A ?-5 8
S o ¢ g £ 2 £ L I 0% £
o o o = [e] © o = o o (o]
= o Z < zZ Z P < Z 0Ok 2
18. 1 am held accountable for achieving results. Agree 91.2 90.0FH¥E 89.9 915 93.1 015 89.4 91.5 87.7 Ell

Disagree 3.1 2934 29 25 29 27 29 [FY 2.9
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CERTIFICATION FOR PERSONNEL SYSTEM

Percent of All SES Members

KEY: @
Higher Response of Yes 9 2
a) a) QA 9 Ao o5 QO
o o) o o o O3 o
- 8 - 8 _ 9 5 9 <% 2
o a c = c S = T c 0 2 c
o o o = o © o = o o o
F O 2 < z2 zZz2 zZ2 < zZ2 O«*k Z
;?ér?,)'d you participate in the development of your performance .o 88.7 (24 87.6 (LW 87.6 [[Y80] 87.6 LW 87.6 87.2 87.6
Have you seen or received a copy of...
20a. Your ager11cy s Executive Performance Management Yes 572 53 7 [ 559 578 597 578 49 6 Iyl 48 7 YA
System Plan?
20b. Your agency’s Executive Compensation/Pay Plan?* Yes 39.8 39.3 Pk¥ 39.3 Pt 39.3 42.5 39.3 38.139.3
21. Did you receive a briefing of tralrlnng on your agency’s Yes 63.0 55.6 [ 25.6 [T 5‘ 612 645 55.0 0 55.0 (Y05
performance management system?
22. Were you given a summary of your agency’s SES overall
performance ratmgs performance awards and pay Yes 35.0 Bl 34.5 22.3 IR 34.5 34.5 ] 34.5 27.0 RS
adjustments’>
KEY: _0_03
q O 0
Higher Response of Agree A a A 3 o = :g a
Higher Response of Disagree _ a - a sl s| a2 8
Slo|clE| S|y ¢
o o o = o © o = o o o
F O 2 < zZz zZz zZ2 < zZ2 O«*k Z
24. Pay distinctions are meaningfully different among Agree 25.8 24.9 26.0 16.5 Xy 24.6 26.0 ] 26.0 26.5 26.0
executives. Disagree 28.3 30.0 27.9 27.9 27.1 27.9 22.9 ¥ 30.5 27.9
25. Bonus amounts are meaningfully different among Agree 32.3 28.9 kXY 19.9 EEXY 26.6 EEXY 33.0 31.8 33.0
executives. Disagree 20.6 EX¥ 20.1 20.1 18.6 20.1 22.0/20.1 22.9 20.1

litem is part of the OPM Index “Communicating Pay for Performance”
Sltem is part of the OPM Index “Pay for Performance”
OPM SES Survey
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CERTIFICATION FOR PERSONNEL SYSTEM

Summary of Findings

* DoD Agency and Activity SES members tended to be more negative than non-
DoD SES members on items related to certification for the personnel system

* Detailed findings at Appendix F

OPM SES Survey
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PAY FOR PERFORMANCE
Detailed Findings

* DoD SES members were more likely than non-DoD SES members to indicate:

— Their performance rating is based to a great extent on:
e Their individual performance
» Customer perspective
* Employee perspective
— Agreement that
* Their performance appraisal is a fair reflection of performance
* Pay for SES members should be based on performance

— They participated in the development of their performance plan

— They have seen or received a copy of their agency’s Executive Compensation/Pay Plan

— They were given a summary of their agency’s SES overall performance ratings, performance
awards, and pay adjustments

— Their performance rating is not at all based on performance of their organization

— Disagreement that
* Their last performance review helped them identify their strengths
* Their last performance review helped them identify areas for improvement
* They understand how their most recent salary increase was determined
* They are held accountable for achieving results
* Bonus amounts are meaningfully different among executives
— Their salary increase is not at all linked to their performance rating

— Dissatisfaction with pay

OPM SES Survey
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PAY FOR PERFORMANCE
Detailed Findings (Continued)

* DoD SES members were less likely than non-DoD SES members to indicate:

— They received a performance plan in the first few months of the performance cycle

— They had a discussion about progress on their performance plan at mid-year in the performance
cycle

— They have seen or received a copy of their agency’s Executive Performance Management System
Plan

— They received a briefing of training on their agency’s performance management system

— Agreement that their agency deals effectively with executives who perform poorly

— Satisfaction with recognition received for doing a good job

OPM SES Survey
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PAY FOR PERFORMANCE
Detailed Findings (Continued)

* Army SES members were more likely than non-DoD SES members to indicate:
— They had a discussion about progress on their performance plan at mid-year in the performance
cycle
— Their performance rating is based to a great extent on:
e Their individual performance
» Customer perspective
* Employee perspective
— Agreement that
» Discussions with their supervisor about their performance are worthwhile
* Discussions with their supervisor about their development are worthwhile
* Pay for SES members should be based on performance
— They patrticipated in the development of their performance plan
— They have seen or received a copy of their agency’s Executive Compensation/Pay Plan
— Disagreement that
e Their last performance review helped them identify areas for improvement
* They understand how their most recent salary increase was determined
* They understand how their most recent bonus was determined
» Pay distinctions are meaningfully different among executives
* Bonus amounts are meaningfully different among executives

— Their salary is not at all linked to their performance rating
— Dissatisfaction with pay

OPM SES Survey
38 June 2008



Information and Technology for Better Decision Making

PAY FOR PERFORMANCE
Detailed Findings (Continued)

* Army SES members were less likely than non-DoD SES members to indicate:
— Disagreement that their performance appraisal is a fair reflection of performance
— Dissatisfaction with recognition received for doing a good job

— Agreement that
* Their last performance review helped them identify their strengths
* Agency deals effectively with executives who perform poorly

— Their bonus is linked to a great extent to their performance rating

— They received a briefing of training on their agency’s performance management system

— They were given a summary of their agency’s SES overall performance ratings, performance
awards, and pay adjustments

OPM SES Survey
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PAY FOR PERFORMANCE
Detailed Findings (Continued)

* Navy SES members were more likely than non-DoD SES members to indicate:

— Agreement that
* They understand the SES performance appraisal system being used in their organization
Discussions with their supervisor about their performance are worthwhile
Their performance appraisal is a fair reflection of performance
They understand how their most recent salary increase was determined
They understand how their most recent bonus was determined
» SES pay for performance promotes better organizational performance in their agency
— Their performance rating is based to a great extent on:
e Their individual performance
» Customer perspective
— Their bonus is linked to a great extent to their performance rating
— They patrticipated in the development of their performance plan
— They have seen or received a copy of their agency’s Executive Compensation/Pay Plan
— Disagreement that discussions with their supervisor about their development are worthwhile
— Their salary is not at all linked to their performance rating

— Dissatisfaction with pay

OPM SES Survey
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PAY FOR PERFORMANCE
Detailed Findings (Continued)

* Navy SES members were less likely than non-DoD SES members to indicate:

— Disagreement that
* Their agency deals effectively with executives who perform poorly
» Pay for the SES should be based on performance

— Dissatisfaction with recognition received for doing a good job

— They received a performance plan in the first few months of the performance cycle

— They had a discussion about progress on their performance plan at mid-year in the performance
cycle

— Their performance rating is based to a great extent on performance of their organization

— Agreement that bonus amounts are meaningfully different among executives

OPM SES Survey
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PAY FOR PERFORMANCE
Detailed Findings (Continued)

* Air Force SES members were more likely than non-DoD SES members to

indicate:
— Their performance rating is based to a great extent on customer perspective
— Their bonus is linked to a great extent to their performance rating

— Agreement that
* They understand how their most recent bonus was determined
» Pay distinctions are meaningfully different among executives
* Bonus amounts are meaningfully different among executives
» SES pay for performance promotes better organizational performance in their agency

— They participated in the development of their performance plan

— They were given a summary of their agency’s SES overall performance ratings, performance
awards, and pay adjustments

— Disagreement that their performance appraisal is a fair reflection of performance

— Their salary is not at all linked to their performance rating

— Dissatisfaction with pay

OPM SES Survey
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PAY FOR PERFORMANCE
Detailed Findings (Continued)

* Air Force SES members were less likely than non-DoD SES members to

indicate:

— Their performance rating is not at all based on:
e Their individual performance
* Employee perspective
— Disagreement that
* Discussions with their supervisor about their performance are worthwhile
* Their agency deals effectively with executives who perform poorly

— They received a performance plan in the first few months of the performance cycle

— They had a discussion about progress on their performance plan at mid-year in the performance
cycle

— Agreement that

* Their last performance review helped them identify their strengths
* Their last performance review helped them identify areas for improvement

— They have seen or received a copy of their agency’s Executive Performance Management System
Plan
— They received a briefing of training on their agency’s performance management system

OPM SES Survey
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PAY FOR PERFORMANCE
Detailed Findings (Continued)

* DoD Agency and Activity SES members were more likely than non-DoD SES

members to indicate:
— Their performance rating is based to a great extent on customer perspective

— Disagreement that

* Their last performance review helped them identify their strengths

* Their last performance review helped them identify areas for improvement

* They understand how their most recent salary increase was determined

* They are held accountable for achieving results

» SES pay for performance promotes better organizational performance in their agency
— Their salary increase is not at all linked to their performance rating
— Dissatisfaction with

* Recognition received for doing a good job

* Pay

OPM SES Survey
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PAY FOR PERFORMANCE
Detailed Findings (Continued)

* DoD Agency and Activity SES members were less likely than non-DoD SES

members to indicate:
— They received a performance plan in the first few months of the performance cycle
— They had a discussion about progress on their performance plan at mid-year in the performance
cycle
— Their performance rating is based to a great extent on performance of their organization

— Agreement that
* Discussions with their supervisor about their performance are worthwhile
* Their agency deals effectively with executives who perform poorly

— They have seen or received a copy of their agency’s Executive Performance Management System
Plan

— They received a briefing of training on their agency’s performance management system

— They were given a summary of their agency’s SES overall performance ratings, performance
awards, and pay adjustments

OPM SES Survey
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DEVELOPMENT
Detailed Findings

* DoD SES members were more likely than non-DoD SES members to indicate:

— Agreement that
e They are interested in more opportunities to network with other SES members outside of their agency
* Their advancement depends on their willingness to change positions
* There are sufficient funds available for their job-related development to main up-to-date skills
— That since becoming a member of the SES,
* They have never declined job changes within their agency
* They have received a 360-type assessment
* They have had a mentor advising them for developmental purposes
* They received formal executive coaching
* They attended a residential executive development program
— Disagreement that
* Job changes improve senior executive’s performance
* Senior executives should be able to perform successfully in a wide range of career positions

* DoD SES members were less likely than non-DoD SES members to indicate:
— Agreement that their development needs are assessed

— That since becoming a member of the SES,
* They have never changed jobs to work in a different agency
* They have never changed geographic locations
* They have been on a development assignment lasting more than 30 days
e They have taken a sabbatical

OPM SES Survey
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DEVELOPMENT
Detailed Findings (Continued)

* Army SES members were more likely than non-DoD SES members to indicate:

— Agreement that
e They are interested in more opportunities to network with other SES members outside of their agency
* Their advancement depends on their willingness to change positions
* There are sufficient funds available for their job-related development to main up-to-date skills
— That since becoming a member of the SES,
* They have never declined job changes within their agency
* They have been on a developmental assignment lasting more than 30 days
* They have had a mentor advising them for developmental purposes
* They received formal executive coaching
* They attended a residential executive development program
— Disagreement that
* Job changes improve senior executive’s performance
* Senior executives should be able to perform successfully in a wide range of career positions

* Army SES members were less likely than non-DoD SES members to indicate:

— That since becoming a member of the SES,
* They have never changed jobs to work in a different agency
* They have never changed geographic locations
e They have taken a sabbatical

OPM SES Survey
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DEVELOPMENT
Detailed Findings (Continued)

* Navy SES members were more likely than non-DoD SES members to indicate:

— Agreement that
e They are interested in more opportunities to network with other SES members outside of their agency
* There are sufficient funds available for their job-related development to main up-to-date skills
— That since becoming a member of the SES,
* They have received a 360-type assessment
* They have had a mentor advising them for developmental purposes
* They received formal executive coaching
* They attended a residential executive development program
— Disagreement that
* Job changes improve senior executive’s performance
e Senior executives should be able to perform successfully in a wide range of career positions

* Navy SES members were less likely than non-DoD SES members to indicate:
— Dissatisfaction with developmental opportunities received

— That since becoming a member of the SES,
* They have been on a developmental assignment lasting more than 30 days
* They have taken a sabbatical

— Agreement that their developmental needs are assessed

OPM SES Survey
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DEVELOPMENT
Detailed Findings (Continued)

* Air Force SES members were more likely than non-DoD SES members to

indicate:

— Agreement that
* Job changes improve senior executive’s performance
Senior executives should be able to perform successfully in a wide range of career positions
They are interested in more opportunities to network with other SES members outside of their agency
Their advancement depends on their willingness to change positions
There are sufficient funds available for their job-related development to main up-to-date skills
* Their developmental needs are assessed

— That since becoming a member of the SES,
* They have never declined job changes within their agency
They have received a 360-type assessment
They have had a mentor advising them for developmental purposes
They received formal executive coaching
They attended a residential executive development program

* Air Force SES members were less likely than non-DoD SES members to

indicate:

— That since becoming a member of the SES,
* They have never changed jobs within their agency
* They have never changed geographic locations

OPM SES Survey
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DEVELOPMENT
Detailed Findings (Continued)

* DoD Agency and Activity SES members were more likely than non-DoD SES

members to indicate:

— That since becoming a member of the SES,
* They have never declined job changes within their agency
* They have never changed geographic locations
* They attended a residential executive development program

— Dissatisfaction with developmental opportunities received
— Disagreement that

* Job changes improve senior executive’s performance
* Their developmental needs are assessed

* DoD Agency and Activity SES members were less likely than non-DoD SES

members to indicate:

— Disagreement that
e There are interested in more opportunities to network with other SES members outside of their agency
* There are sufficient funds available for their job-related development to maintain up-to-date skills

— Agreement that advancement depends up on their willingness to change positions in their agency

— That since becoming a member of the SES,
* They have never changed jobs to work in a different agency
* They have been on a developmental assignment lasting more than 30 days
* They received formal executive coaching

OPM SES Survey
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RECRUITMENT AND RETENTION
Detailed Findings

* DoD SES members were more likely than non-DoD SES members to indicate:
— Agreement that the SES application process discourages high quality candidates from applying
— Disagreement that SES pay and benefits are helpful in attracting and retaining high quality senior
executives

* Army SES members were more likely than non-DoD SES members to indicate:
— Agreement that the SES application process discourages high quality candidates from applying
— Disagreement that

* Their agency is able to attract/retain high quality senior executives
* SES pay and benefits are helpful in attracting and retaining high quality senior executives

* Navy SES members were more likely than non-DoD SES members to indicate:
— Agreement that their agency is able to attract/retain high quality senior executives
— Disagreement that SES pay and benefits are helpful in attracting and retaining high quality senior
executives

OPM SES Survey
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RECRUITMENT AND RETENTION
Detailed Findings (Continued)

* Air Force SES members were more likely than non-DoD SES members to

indicate:
— Agreement that
* Their agency is able to attract/retain high quality senior executives
— Agreement that
* The SES application process discourages high quality candidates from applying

— Disagreement that
* SES pay and benefits are helpful in attracting and retaining high quality senior executives

* DoD Agency and Activity SES members were more likely than non-DoD SES

members to indicate:

— Agreement that
* The SES application process discourages high quality candidates from applying
— Disagreement that
* SES pay and benefits are helpful in attracting and retaining high quality senior executives

OPM SES Survey
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PRIDE
Detailed Findings

* DoD SES members were more likely than non-DoD SES members to indicate:

— Agreement that:
* They are proud to be a member of the Federal Government's Senior Executive Service
* Their work gives them a feeling of personal accomplishment

* Army SES members were more likely than non-DoD SES members to indicate:

— Agreement that:
* They are proud to be a member of the Federal Government's Senior Executive Service
e Their work gives them a feeling of personal accomplishment
* Their talents are used well in the workplace

* Air Force SES members were more likely than non-DoD SES members to

indicate:

— Agreement that:
e They are proud to be a member of the Federal Government's Senior Executive Service
* Their work gives them a feeling of personal accomplishment
* Their talents are used well in the workplace

* Navy SES members were less likely than non-DoD SES members to indicate:
— Disagreement that their work gives them a feeling of personal accomplishment

* DoD Agency and Activity SES members were less likely than non-DoD SES

members to indicate:
— Disagreement that their work gives them a feeling of personal accomplishment
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TYPE OF WORK
Detailed Findings

* Army SES members were more likely than non-DoD SES members to indicate

they consider:
— 26%-45% of their current work to be of a technical/professional nature
— 26%-45% of their current work to be of a an advisory nature
— 26%-45% of their current work to be of a leadership/managerial nature

* Air Force SES members were more likely than non-DoD SES members to

indicate they consider:
— Less than 26% of their current work to be of a technical/professional nature
— Greater than 45% of their current work to be of a leadership/management nature

* DoD Agency SES members were more likely than non-DoD SES members to

indicate they consider:
— Greater than 25% of their current work to be of an advisory nature
— 26%-45% of their current work to be of a leadership/managerial nature
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CERTIFICATION FOR PERSONNEL SYSTEM
Detailed Findings

* DoD SES members were more likely than non-DoD SES members to indicate:

— Their performance rating is based to a great extent on:
e Their individual performance
» Customer perspective
* Employee perspective
— They patrticipated in the development of their performance plan
— They have seen or received a copy of their agency’s Executive Compensation/Pay Plan
— They were given a summary of their agency’s SES overall performance ratings, performance
awards, and pay adjustments
— Their performance rating is not at all based on performance of their organization

— Disagreement that
* They are held accountable for achieving results
* Bonus amounts are meaningfully different among executives

* DoD SES members were less likely than non-DoD SES members to indicate:

— Agreement that their performance evaluation takes into account the most important parts of their job

— They received a performance plan in the first few months of the performance cycle

— They had a discussion about progress on their performance plan at mid-year in the performance
cycle

— They have seen or received a copy of their agency’s Executive Performance Management System
Plan

— They received a briefing of training on their agency’s performance management system
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CERTIFICATION FOR PERSONNEL SYSTEM
Detailed Findings (Continued)

* Army SES members were more likely than non-DoD SES members to indicate:
— They had a discussion about progress on their performance plan at mid-year in the performance
cycle
— Their performance rating is based to a great extent on:
e Their individual performance
e Customer perspective
* Employee perspective
— They participated in the development of their performance plan
— They have seen or received a copy of their agency’s Executive Compensation/Pay Plan

— Disagreement that
» Pay distinctions are meaningfully different among executives
* Bonus amounts are meaningfully different among executives

* Army SES members were less likely than non-DoD SES members to indicate:
— They received a briefing of training on their agency’s performance management system
— They were given a summery of their agency’s SES overall performance ratings, performance
awards, and pay adjustments
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CERTIFICATION FOR PERSONNEL SYSTEM
Detailed Findings (Continued)

* Navy SES members were more likely than non-DoD SES members to indicate:

— Agreement that
* They understand the SES performance appraisal system being used in their organization
* Their performance evaluation takes into account the most important parts of their job

— Their performance rating is based to a great extent on:

e Their individual performance
» Customer perspective

— They participated in the development of their performance plan
— They have seen or received a copy of their agency’s Executive Compensation/Pay Plan

* Navy SES members were less likely than non-DoD SES members to indicate:
— They received a performance plan in the first few months of the performance cycle
— They had a discussion about progress on their performance plan at mid-year in the performance
cycle
— Their performance rating is based to a great extent on performance of their organization
— Agreement that bonus amounts are meaningfully different among executives
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CERTIFICATION FOR PERSONNEL SYSTEM
Detailed Findings (Continued)

* Air Force SES members were more likely than non-DoD SES members to

indicate:
— Their performance rating is based to a great extent on customer perspective
— They participated in the development of their performance plan
— They were given a summary of their agency’s SES overall performance ratings, performance
awards, and pay adjustments

— Agreement that
* Pay distinctions are meaningfully different among executives
* Bonus amounts are meaningfully different among executives

* Air Force SES members were less likely than non-DoD SES members to

indicate:

— Their performance rating is not at all based on:
* Their individual performance
* Employee perspective
— They received a performance plan in the first few months of the performance cycle
— They had a discussion about progress on their performance plan at mid-year in the performance
cycle
— They have seen or received a copy of their agency’s Executive Performance Management System
Plan
— They received a briefing of training on their agency’s performance management system
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CERTIFICATION FOR PERSONNEL SYSTEM
Detailed Findings (Continued)

* DoD Agency and Activity SES members were more likely than non-DoD SES

members to indicate:
— Their performance rating is based to a great extent on customer perspective
— Disagreement that they are held accountable for achieving results

* DoD Agency and Activity SES members were less likely than non-DoD SES

members to indicate:

— They received a performance plan in the first few months of the performance cycle

— They had a discussion about progress on their performance plan at mid-year in the performance
cycle

— Their performance rating is based to a great extent on performance of their organization

— They have seen or received a copy of their agency’s Executive Compensation/Pay Plan

— They received a briefing of training on their agency’s performance management system

— They were given a summary of their agency’s SES overall performance ratings, performance
awards, and pay adjustments
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