Interpretation of the 2009 Annual Employee Survey for the 
U.S. Election Assistance Commission
The U.S Election Assistance Commission (EAC) sustains a strong, rewarding team environment that achieves work-life balance for its employees, according to a survey of EAC employees conducted in 2009.  Since the administration of the last survey, ongoing efforts for organizational improvement at EAC have focused on the following areas:
· Communication – improving communication between employees and managers both vertically and horizontally, better communicating agency policy and other important information, and providing information on the Annual Employee Survey to describe how EAC  is addressing the results.

· Leadership - improving transparency and providing clarity on organizational goals and priorities.
· Performance Culture – provide clear guidance for the employee recognition program.
· Training – communicating the resources available for employee training, assessing training needs, reviewing the training available and providing additional resources if necessary.

Background

For calendar 2009, the EAC conducted a survey of its employees to gauge their perception of six key organizational aspects. The survey areas include personal work experience; employee recruitment, development, and retention; performance culture; leadership qualities; job satisfaction; and agency-specific items. The results of this survey indicate which areas are well served in the current environment and which areas need improvement. In the survey, for all prescribed questions, respondents could choose to strongly agree, agree, disagree, strongly disagree, or neither agree or disagree. For some questions, they also could choose do not know. (For purposes of streamlined interpretation, responses in this summary are grouped as agree and disagree and, when responses show a substantial lack of opinion or knowledge, as neither or do not know, respectively.) In addition to providing the prescribed answer choices, respondents could comment on what they like about current conditions and what they would like to see change. The overall results indicate that a positive environment is alive and well at the EAC and that an increased understanding of perceived weaknesses within the organization provides a basis and an opportunity for improvement.

Survey Results
Summarized results for each of the following six aspects surveyed indicate that EAC employees believe their work experience is part of an important effort in a strong, rewarding team environment.

Personal Work Experience

When questioned about their sense of cooperation, opportunity, accomplishment, trust, and confidence in leadership and their appreciation toward daily work activities, respondents answered very positively. Percentages of agreement ranged from about 57 to 88 percent. Nearly 88 percent of all those surveyed believe their work gives them a feeling of personal accomplishment.

Employee Recruitment, Development, and Retention

Employees responded positively to questions about their perception of activities related to recruiting, developing, and retaining members of their workgroup. Percentages of agreement ranged from about 58 to 88 percent. Nearly 88 percent recognized a strong correlation between their efforts and the goals of the agency.

Performance Culture

Respondents’ perceptions about performance rating and reward structure within their work environment ranged widely. Percentages of agreement ranged from about 35 to 89 percent. A significant percentage of responses fell into either the neither (agree or disagree) or do not know response categories. Results indicate that, although employees overwhelmingly feel supported by management in their endeavors to balance work and life, dissemination of information about performance evaluation standards could be improved, making it easier for employees to gauge expectations about performance rewards (for example, whether they should expect a pay raise).

Leadership Qualities
When questioned about their perception of the people who lead them—that is their perception about respect for leadership and leadership’s ability to motivate and generate commitment, to evaluate team and individual progress toward goals, to effectively communicate goals and priorities, and to comply with protection measures to promote employee safety and protect against security threats—most employees responded positively. Percentages of agreement ranged from about 35 to 82 percent.

Job Satisfaction
Respondents who rated their feelings of satisfaction concerning multiple aspects of their job—such as management’s dissemination of information about EAC activities, being involved in project decisionmaking, availability of advancement opportunities, recognition for successful projects, policies and practices of management, training opportunities, and job position and pay level—indicated mixed feelings. Percentages of agreement ranged from about 40 to 69 percent. Notable percentages for responses of neither were tallied for advancement opportunities and for pay satisfaction at about 31 and 19 percent, respectively.
Agency-Specific Items
When employees reflected on EAC as a whole regarding aspects such as comfort in recommending employer as good, adequate resources available for job requirements, promotion of diversity, comfort to disclose legal or ethical discrepancies without reprisal, and overall satisfaction with the organization, they responded positively. The responses for agreement ranged from about 43 to 78 percent.
Summary of Comments

Two questions on the EAC survey provided respondents the opportunity to discuss areas in EAC that they thought were strong and areas in which they would like to see change.

Areas in EAC That Respondents Think Are Strong 
Of the 33 respondents, the following positive aspects of EAC’s strengths were cited most often. 

· EAC produces good and needed results. Several employees stated that the organization’s mission was important and was being fulfilled effectively. 

· EAC management’s recent efforts have shown good results. Overall, morale seems to be improving, communication among different layers of the organization seems better, productivity is up, and people seem to have a better idea about what they are supposed to be doing and why they are doing it. 

· EAC supports work-life balance. Several respondents mentioned that flextime and other arrangements are available, needed, and effective and that management generally grants reasonable requests. 

Areas in EAC in Which Respondents Would Like To See Change 
Of the 33 respondents, about half suggested areas in which they believe EAC could still improve. The following areas were cited most often.

· EAC management needs to communicate rules more clearly and enforce them more consistently. About one-half of those who answered this question wanted better guidelines for interacting within the EAC, clearer rules for what authority different layers of the organization have, and stronger overall organizational procedures.

· EAC management needs to provide better communication regarding organizational changes. Although many respondents seem to agree that communication from senior leadership has improved, they think management could have explained some recent organizational changes more thoroughly before implementing those changes. 

Conclusion

A solid structure exists for employees of the EAC to find job satisfaction within a flexible team-oriented environment in which management values the opinions and expertise of its employees. For the six organizational aspects of the survey to which employees responded, the trend is quite positive. Average responses for agreement across all sections range from 47 to 74 percent. For all six aspects, results reveal at least double the responses were for agreement versus disagreement. The aspects that gained the most agreement from respondents were personal work experience; employee recruitment, development, and retention; and job satisfaction. Key items include support for the balance of work and family, appreciation of work tasks, feelings of personal accomplishment, team cooperation, an understanding of their work’s relevance to agency goals and priorities, and a feeling that what they do is important. Ranking near these forerunners are key items such as overall job satisfaction, sufficient resource availability, reasonable workload, and feelings of safety from hazards and security threats.

Aspects that resulted in the greatest number of neither or do not know responses are performance culture and leadership. Areas in which respondents said they lack the most knowledge include performance appraisals and pay raises and whether the two are a direct reflection of the quality of an individuals work. These results reveal the opportunity for management to improve communication about the process by which employees are evaluated and rewarded. A closer analysis of the current process and additional input from both employees and management will reveal future action points necessary to fill these gaps in understanding.

Areas in which respondents expressed the least agreement include personal empowerment to change work processes and the procedures for receiving rewards for creativity and innovation. These areas call for further analysis and solution to improve the environment so employees may feel greater satisfaction in both these areas.

The results of this survey indicate a strong, rewarding team environment at EAC. One goal of the survey was to identify what improvements can be made and this goal has been met.  The services of a consultant were utilized in 2009 to address some of the issues from the 2008 Annual Employee Survey.  EAC personnel, including the Commissioners, participated in the process that included focus groups and off-site retreats.
  Employees committed to work together towards the agency’s mission and the Commissioners solidified their commitment through the legacy statement below.
“Together we shine because our stakeholders trust and respect our work.  We are committed and determined to meet our goal by supporting each other in a fair and respectful manner.”
As EAC embarks on reaffirming its mission and vision, ongoing efforts to facilitate a positive work environment include:

· Leadership assessment and training courses for executive management in 2009 and 2010.

· Mandatory training for all supervisors – Understanding the roles of supervisors, staffing, performance management, EEO, creating diversity, transparency in personnel actions, individual development plans, employee relations, and workers compensation.
· Improvement in internal communication 

· Linking Performance plans and evaluations to the Strategic Plan 
· Reviewing Tuition Reimbursement process
· Implementation of Employee Recognition Program
· Raising Staff Perception of Leadership and Fairness

· Development of the EAC Human Resources Handbook (currently under legal review)
· Equal Employment Opportunity training for all staff, including separate training for managers and supervisors
· Internal control/performance measurement/strategic planning meetings
· Expansion of EAC’s  Health and Wellness Program to include clinical services (flu shots, glucose screening, health seminars, etc.) through the Health Unit at the Pension Benefit Guaranty Corporation; eight-week, on-site nutrition and weight management program; yoga for anxiety and stress; and ergonomic assessment.

�  Personnel from the Office of the Inspector General elected not to participate. 
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