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EDI Diagnostic Survey Dashboard

The City of Hamilton has a cultural health of 55%. This ranks significantly below the sector benchmark of 73%. Workforce
motivation, behavioural risk and trait positivity are all factored into the cultural health score. The main driver of the City’s score is

the 50%:50% split between positive and negative traits used by survey respondents to describe the culture at the City. 5 5 %*
CURRENT CULTURAL HEALTH
Overall health score is determined from 3 inputs: Benchmark = Moderate Cultural Health.
A motivated workforce +
WORKFORCE Our Workforce Motivation Today - How motivated your people say they are today . .
MOTIVATION 7.6 IOW behaVIOUFa| rlSk
29 . -
| What we want to let go of: Behavioral Risk — How your people describe the negative aspects of your culture — that is, the type, + hlg hly pOSItlve (VS -
BEHAVIOURAL frequency and severity of negative traits neg ative) traits
RISK
POSITIVITY p—— ;I::: fl?::;i::cﬁtljl:rzulture is today: Positivity - Out of ten possibilities, how many positive traits (vs. negative) were chosen to describe - Bel}?gm%rtlaéf%mug%%gﬁgéata

EDI Survey Participation

agree that the City has a diverse
workforce
43% Customer-centric Transparent Undervalue people

»49% of EDI survey respondents
agree that equity, diversity and
inclusion is a priority for the City

RESPONSE RATE

Collaborative Proactive Stuck in our ways

= Responded Did not respond Ethical Well-organized Overworked
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EDI Diagnostic Survey Dashboard

The following results are reflective of the City Council’s Department.

53%*

CURRENT CULTURAL HEALTH
Overall health score is determined from 3 inputs: Benchmark = Moderate Cultural Health.
WORKEORCE A motivated workforce +
Our Workf Motivation Today - H tivated | th tod - -
OV ATION 76 ur Workforce Motivation Today - How motivated your people say they are today low behavioural risk
What we want to let go of: Behavioral Risk — How your people describe the negative aspects of your culture — that is, the type, + hlg hly pOSItlve (VS -
BEHAVIOURAL 29 frequency and severity of negative traits neg ative) traits
RISK
L ) Deitivi P, L ’ . . Benchmark - compared to data
POSITIVITY 70 % ;I::: fs::é::cﬁtul:rzulture is today: Positivity - Out of ten possibilities, how many positive traits (vs. negative) were chosen to describe - from other municipalities

EDI Survey Participation _ »#1 Motivator — Impact on
Behaviours to KEEP, START and STOP Community
» #1 Risk - Not Taking Responsibility
(o) ) Curious / Always ,
25% Customer-centric Learning Resistantto Change »#1 Organizational Lever to make a
RESPONSE RATE change — Leadership
Accountable Accountable Lack Praise

»23% of EDI survey respondents

Talent/ People- : Not Taking agree that the City has a diverse
= Responded Did not respond Centric Collaborative Responsibility
workforce
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EDI Diagnostic Survey Dashboard

The following results are reflective of the City Housing Department.

49%*

CURRENT CULTURAL HEALTH
Overall health score is determined from 3 inputs: Benchmark = Moderate Cultural Health.
A motivated workforce +
WORKFORCE | Our Wafre Mothsion oo ot o pcpe oy e re joural i
MOTIVATION 7.6 ur Workforce Motivation Today - How motivated your people say they are today IOW behaVlOUfaI rlSk
29 n nng
| What we want to let go of: Behavioral Risk — How your people describe the negative aspects of your culture — that is, the type, + hlg hly pOSItlve (VS -
BEHAVIOURAL frequency and severity of negative traits negative) traits
RISK
POSITIVITY p—— ;I::: fl?::;i::cﬁtljl:rzulture is today: Positivity - Out of ten possibilities, how many positive traits (vs. negative) were chosen to describe - Bel}?gm%rtlaéf%mug%%gﬁgéata

EDI Survey Participation _ »#1 Motivator — Growth of Skills
Behaviours to KEEP, START and STOP and Capabilities

FIU Sel? » #1 Risk — Overworked
60% Accountable Transparent Resistant to Change ; ;
»#1 Organizational Lever to make a
RESPONSE RATE Change _ Teaming
Ethical Open-minded Undervalue People

» 58% of EDI survey respondents

= Responded Did not respond Customer-centric Well-organized Disconnected agree that the Clty has a diverse

workforce
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City Manager’s Department

O 4 EDI Diagnostic Survey Dashboard
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The following results are reflective of the City Manager’s Department.

CURRENT CULTURAL HEALTH

Overall health score is determined from 3 inputs:

R OR TR 7

MOTIVATION

29

RISK

POSITIVITY

70 %

Benchmark

Our Workforce Motivation Today - How motivated your people say they are today

What we want to let go of: Behavioral Risk — How your people describe the negative aspects of your culture — that is, the type,
frequency and severity of negative traits

How positive your culture is today: Positivity - Out of ten possibilities, how many positive traits (vs. negative) were chosen to describe
your current culture

6 7%*

= Moderate Cultural Health.

A motivated workforce +
low behavioural risk

+ highly positive (vs.
negative) traits

- Benchmark - compared to data
from other municipalities

EDI Survey Participation

74%

RESPONSE RATE

m Responded Did not respond

Behaviours to KEEP, START and STOP

START STOP
Collaborative Empowering Stuck in our ways
Customer-centric Proactive Overworked
Accountable Innovative Resistant to Change

»#1 Motivator — Growth of Skills
and Capabilities

» #1 Risk — Overworked

» #1 Organizational Lever to make a
change — Talent Acquisition &
Development

» 50% of EDI survey respondents
agree that the City has a diverse
workforce
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EDI Diagnostic Survey Dashboard

The following results are reflective of the Corporate Services Department.

66%™

CURRENT CULTURAL HEALTH
Overall health score is determined from 3 inputs: Benchmark = Moderate Cultural Health.
A motivated workforce +
WORKFORCE Our Workf Motivation Today - H tivated I th tod g 3
yorKeorce. Y WITGN] oo MottonTooy-tow sy el o oy 1 low behavioural risk
29 n nng
| What we want to let go of: Behavioral Risk — How your people describe the negative aspects of your culture — that is, the type, + hlg hly pOSItlve (VS -
BEHAVIOURAL frequency and severity of negative traits neg ative) traits
RISK
. ) - . . . . ) Benchmark - compared to data
POSITIVITY How positive your culture is today: Positivity - Out of ten possibilities, how many positive traits (vs. negative) were chosen to describe - from other municipalities

your current culture
70 %

EDI Survey Participation _ »#1 Motivator — Growth of Skills
Behaviours to KEEP, START and STOP and Capabilities

T el » #1 Risk — Not taking responsibility
56% Customer-centric Proactive Stuckin our ways : :
» #1 Organizational Lever to make a
RESPONSE RATE change — Talent Acquisition &
Accountable Transparent Undervalue people Development
0
= Responded Did not respond Ethical Recognition focused Overworked > 64% of EDI survey reSpondentS
agree that the City has a diverse

workforce
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EDI Diagnostic Survey Dashboard

The following results are reflective of the Healthy and Safe Communities Department.

60%™

CURRENT CULTURAL HEALTH
Overall health score is determined from 3 inputs: Benchmark = Moderate Cultural Health.
A motivated workforce +
WORKFORCE 7.6 Our Workforce Motivation Today - How motivated your people say they are today I behavi I risk
29 n nng
| What we want to let go of: Behavioral Risk — How your people describe the negative aspects of your culture — that is, the type, + hlg hly pOSItlve (VS -
BEHAVIOURAL frequency and severity of negative traits negative) traits
RISK
. ) - . . . . ) Benchmark - compared to data
How positive your culture is today: Positivity - Out of ten possibilities, how many positive traits (vs. negative) were chosen to describe RefiaeiTn

EDI Survey Participation _ »#1 Motivator — Growth of Skills
Behaviours to KEEP, START and STOP and Capabilities

- #1 Risk — Overworked

32% Collaborative Transparent Undervalue people

RESPONSE RATE

» #1 Organizational Lever to make a
change — Teaming

Customer-centric Proactive Overworked
» 53% of EDI survey respondents
Micromanaged agree that the City has a diverse
workforce

= Responded Did not respond Adaptive Empowering
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Planning and Economic Development Department
EDI Diagnostic Survey Dashboard

07

The following results are reflective of the Planning and Economic Development Department.

CURRENT CULTURAL HEALTH

Overall health score is determined from 3 inputs:

MOTIVATION

29
BEHAVIOURAL 30
RISK
POSITIVITY 70%

Benchmark

Our Workforce Motivation Today - How motivated your people say they are today

What we want to let go of: Behavioral Risk — How your people describe the negative aspects of your culture — that is, the type,
frequency and severity of negative traits

How positive your culture is today: Positivity - Out of ten possibilities, how many positive traits (vs. negative) were chosen to describe
your current culture

406%™

= Moderate Cultural Health.

A motivated workforce +
low behavioural risk

+ highly positive (vs.
negative) traits

- Benchmark - compared to data
from other municipalities

EDI Survey Participation

59%

RESPONSE RATE

m Responded Did not respond

Behaviours to KEEP, START and STOP

START STOP

Transparent

Customer-centric Undervalue people

Ethical Proactive Overworked

Collaborative Talent/ People-

centric Playing Favourites

»#1 Motivator — Growth of Skills
and Capabilities

» #1 Risk — Overworked

» #1 Organizational Lever to make a
change — Teaming

» 54% of EDI survey respondents
agree that the City has a diverse
workforce

o o o o o o o o o o o o o
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EDI Diagnostic Survey Dashboard

The following results are reflective of the Public Works Department.

49%*

CURRENT CULTURAL HEALTH
Overall health score is determined from 3 inputs: Benchmark = Moderate Cultural Health.
A motivated workforce +
woRKPORCE | Our Morfore Mothatin Tay - o et you ecpe e ey iouralri
MOTIVATION 7.6 ur Workforce Motivation Today - How motivated your people say they are today |OW behaVlOUfal rlSk
29 R Ang
| What we want to let go of: Behavioral Risk — How your people describe the negative aspects of your culture — that is, the type, + hlg hly pOSItlve (VS -
BEHAVIOURAL frequency and severity of negative traits negative) traits
RISK
. ) - . . . . ) Benchmark - compared to data
H t It today: Positivity - Out of t bilities, h tive traits (vs. tive) h tod b R
POSITIVITY 70 % y::: f:)::;:cﬁtul:rzu ure is today: Positivity ut of ten possibilities, how many positive traits (vs. negative) were chosen to describe - from other municipalities
EDI Survey Participation »#1 Motivator — Growth of Skills

Behaviours to KEEP, START and STOP S Capabilities

T el » #1 Risk — Not taking responsibility
50% Customer-centric Transparent Stuck in our ways . .
»#1 Organizational Lever to make a
RESPONSE RATE Change — Teaming
Accountable Proactive Undervalue people
» 61% of EDI survey respondents
= Responded Did not respond Collaborative Well-organized Micromanaged agree that the Clty has a diverse
workforce

o o o o o o o o o o o o o
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Base EDI Survey
Results

» Culture Health Index of Motivation, Positivity, and Behaviour
Risk
» Top Behavioural Traits

» Aspects of your operating environment that most and least
support your values
» Priority areas to shift the culture
» Behaviours to KEEP, STOP and START
» Motivators for your people to shift the culture
» Culture risk by severity
» Top traits employees want to see in their leaders
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O Appendix A

CULTURE RESULTS - OVERALL RESULTS
The EDI survey dashboard results provide insight into different cultural elements of your organization such as your cultural health and top current cultural traits.

Cultural Health Current Cultural Traits

55% Cultural Health
Moderate Cultural = ated \ r highly p
Hesi Sese e e benever R INSIGHTS
Benchmark -
Cultural health is

SlgnlflCanﬂy Iower than % Selected as positive trait % Selected as negative trait
benChmark1 drlven prlmarlly Selected Start traits - Selected Stop traits -

POSlthlty = 50 % The Positivity Score is calculated by the number of positive traits that were
chosen out of 10 total traits to describe the current culture.

by an evenly dIVIded @ seclected Keep traits
sentiment

Circle to the right of the bars indicates the trait was selected as a top 15 keep(yellow), stop(red) or starts{green) trait. The
number in the center indicates the traits® selected ranking.

Of the top 10 traits selected

by City of Hamilton

| to d ibe th Top traits selected to describe your current culture. The traits that appear must have been selected by over 19.9% of the
employees 1o describe the respondents (default view displays no more than ten traits). Click the "+' to see how all 60 positive and negative traits were
Your organization culture, 50% were selected ranked today.

® Benchmark from the negative half of a

60-trait list Current positive Benchmark Score  CUrrent negative Benchmark Score
The above Culture Health Score is comprised of the following three metrics. Improving any -tral 1S
one of them (i.e.. increasing workforce motivation [ engagement, improving your ratio of Process-oriented - 38% 249 Bureaucratic - 37%
positive to negative traits selected to describe your current culture, and lowering your

behavioral risk} will improve your overall Cultural Health. Challenging - 37% 6% Overworked - 36%

Collaborative - 33%
Results-driven - 30%

Adaptive - 27%

+*

Undervalue people - 30%
Stuck in our ways - 27%

Hierarchical - 27%

+
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1 Appendix E

RESULTS - ORGANIZATIONAL LEVERS

The data outlined below shows which aspects of your operating model/operating environment most and least support your values. Green indicates it was selected as supportive. Red indicates
it was selected as acting against your values. It also indicates which organizational levers to prioritize to begin evolving your culture.

Levers that Support City of Hamilton Values Levers to Prioritize to Shift the Culture

Work/life balance & wellness
Selected 072 times

&
]

High priority areas

INSIGHTS

!m
&
& &
&

Teaming
Selected 900 times

Teaming Talent Acquisition ‘% Leadership @ Balance and
aii & Development Wellness

Teaming was identified as \ h \
the #1 lever to prioritize = : o
Similarly, it was identified as
Sekec 28 e the #1 lever that most
supports City of Hamilton’s
P opes s simes values

3 O G
I* I

Technalogy
Selected 821 times

Talent acquisition &
development
Selected 708 times

A
®

3
. #
I
#

.
i}
Ed

w
@
&

w
W
#

49%
57%
A4T%

-

H Governance @ Rewards & % Business Goal Setting &
_ Recognition Processes @ Performance
(Goal setting and performance
measures Measures

Selected 524 times

o
[
Ed

&
#

In both cases, the results were
also significantly above : -\
benchmark; this means that 2
P e this is a unique opportunity for
City of Hamilton

Rewards & recognition
Selected 516 times

"
&
#
&
#

‘Govarnance
Selected 454 times.

- = = ™ :
Risk appetite Gz ) lH'i HigE A Risk Appetite
Environment

Selacted 454 times Design

Organizational design
Selected 436 times

& 5 5 e & &
# 2 2 H [ = EY =

!3

Least Supportive : senchmark (@D : Most Supportive
(% selected) (% selected)
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2 Appendix E

RESULTS - ORGANIZATIONAL MOTIVATORS

Motivating people to change the way they work is at the core of evolving culture. Culture adoption activities should be informed by what your people hope to gain by making the shift. The data
below outlines what are key motivators for your employees alongside the current and potential motivation levels of the organization.

Motivators Current and Potential Motivation

¥our arganization's sverage feedbsck rating @) Benchmark

2] ~
INSIGHTS &

Growth of my skills and capabilities Enjoyment in my job Impact on the community

‘Growth of my skills” was T — g e—r— ey R — R ———
D B rated the #1 motivator
-\ ™ \ amongst employees
e 1 ‘Impact on the community’
was ranked as the #3
Balance between work and Pride in the company, products or Career advancement motivator for Ci ty of
personal responsibilities services Ham“ton’ it ranked
D significantly higher than
the benchmark for this
motivator (5%)

G:aortl.nicsizscct:;sﬁa-lli: others be Impact onc;r;:;::;esz of the Cons stenc';;z;a;;i?‘gingthe work Clty Of Hamilton employees are
currently slightly less
motivated than the
benchmark, but share a similar
gap between current and
potential motivation

Ability to serve my dients Financial rewards (e.g., pay check) Connections with my fellow
employees
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CULTURE RESULTS - ORGANIZATIONAL BEHAVIOURS
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These are the traits your people selected to keep, stop and start when describing your current and desired culture. The consistency scores for keep, stop and start reflect how consistently
your culture is described. Specifically, itis the percent of your respondents who selected one of your top 5 most-selected traits.

Behaviours to Keep, Stop and Start

®

Percent Percent Percent
selected B: 1 seleched Banchmark selected

Current and Potential Behaviour Frequency

MEvar

[Transparent

| Setecrad by 27 %

CLigtn s -cenlr ic Underndalie people 27 9% Tir Bl A il

Collabarative Stuck in dur wayS 145 Pra&ctive

Ethical Overwarked 3B 5 Well-arganized

Recognition focused

Sateced by 19 %

Afcountable RESigtant to ¢ hange 15 % Empowering

Inec | jure Micrormanaged 15 % Open-rminded

+ +

Benchmark -

Accountable
| Safersod by 19 %

Inclusive
| Setecrad by 15 %

Empowering

| Saferfod by 27 %
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RESULTS - CULTURE RISK
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This chart identifies how much and where culture risk may exist based on respondents’ selections of traits to stop or de-emphasize in the organization. The Trait Risk Score is calculated based
on the selection rate, occurrence and severity of each trait respondents selected to stop or de-emphasize.

INSIGHTS

‘Not taking responsibility > was
rated the most severe culture
risk across all departments with
a significantly high severity in
the Planning & Economic
Development department

‘Lack of Inclusion’ was ranked as
the second most severe culture
risk in all departments excluding
City Council

Benchmark -

Risk Culture Score by Trait (from highest to lowest severity weight)

£

F
&
g g
i f i f
. (=]

& g 5 ] g
i of § F
) =
& & & b

Mot tIaking responsibility
Benchmark

Lack of inclusicn
Benchmark

Rizk

Caontrolling
Benchmark

Diisraspactful
Benchmark

Faar
Benchmark

= THe risk score is conmprised of the sevenit)y of the trait [ranging from 2 severity of low [T) to high {Z)L the freguency it
was selacted arnd the level fo wiich it exists in the orgarmization [ramging from T oo 10
= 0= fow sevent)y: ow frequancys Smd fow axistenos
100 = higehast sawverity: 1009 frequency and axistance of 70
Data for funcions with fewer than 5 respondents is represented by 2 adaskr amd’ not shower for confiderntiaity purposes.
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RESULTS - LEADER TRAITS
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Leaders play a critical role in modeling the desired ways of working for the organization. This chart identifies the traits that the City’s employees want to see most in their leaders.

INSIGHTS

The distribution of traits selected is very similar to
benchmark organizations

The top 3 most important leader traits in order of
selection are “‘mind clarity’, ‘empathy’ and 360 thinking’

By definition of the ‘mind clarity’ trait, City employees
most want their leaders to ‘be fully present and lead with
an open mind’

By definition of the ‘empathy’ trait, they also want their
leaders to ‘understand the perspective of others’

Mind clarity
33%

Balancing

technology

and human

interaction
o

Benchmark -

Culturally
connected
%

A Leastnesded
(0% - %)

Leadership Traits

Intellectusl Digital
innovation fluency
1™
Embrace
disruption
17%

Resilience
%

™

Soumewhat needsd Moat needed

[10% - 24%) (25% - 100%) Benchmark T Bost needed
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EY | Building a better working world

EY exists to build a better working world, helping to create long-term value for clients,
people and society and build trust in the capital markets.

Enabled by data and technology, diverse EY teams in over 150 countries provide trust
through assurance and help clients grow, transform and operate.

Working across assurance, consulting, law, strategy, tax and transactions, EY teams ask
better questions to find new answers for the complex issues facing our world today.

EY refers to the global organization, and may refer to one or more, of the member firms of
Ernst & Young Global Limited, each of which is a separate legal entity. Ernst & Young
Global Limited, a UK company limited by guarantee, does not provide services to clients.
Information about how EY collects and uses personal data and a description of the rights
individuals have under data protection legislation are available via ey.com/privacy. EY
member firms do not practice law where prohibited by local laws. For more information
about our organization, please visit ey.com.

When using the global descriptor in a cross-border news release, add the following as a fifth
paragraph: This news release has been issued by EYGM Limited, a member of the global
EY organization that also does not provide any services to clients.

© 2021 Ernst & Young LLP. All Rights Reserved.
A member firm of Ernst & Young Global Limited.

Job No. ESS
09 0821
This publication contains information in summary form, current as of the date of publication,
and is intended for general guidance only. It should not be regarded as comprehensive or a
substitute for professional advice. Before taking any particular course of action, contact
Ernst & Young or another professional advisor to discuss these matters in the context of
your particular circumstances. We accept no responsibility for any loss or damage
occasioned by your reliance on information contained in this publication.

ey.com/ca

a l"‘""

Building a better
working world
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