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Introduction

Survey Methodology and Obijectives

Strathcona County has sourced WorkTango to facilitate its 2021 Engagement Survey in order to:

i) understand employee sentiment across the various areas (divisions, departments and branches) at Strathcona,

ii) assess employee engagement levels across various themes (satisfaction, leadership, values, work environment, service

excellence) for the year, and

iii) help leaders to see and act on engagement themes / trends

@ Response Rates

1137 out of 1617

70% employees responded 5 7

(up from 67% in 2019)

@ Methodology

(Appendix | for

Questions)

Rating-based questions

(scored from 1-6)

3 week survey duration (Apr 7 4 Open-ended questions
A vs. 2019

to April 30 2021 - 1 week
longer than past years)

Commissioner & Mayor's Office (n

= 34 out of 38) 89%

Finandal & Strategic Management

(n=69 out of 78) 88%

Corporate Services (n =209 out of
" 241 )( 87%

Infrastructure & Planning Sve. (n = o
271 out of 334) 81%

Community Services (n = 554 out
of 926) 60%
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9%

] 0%
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Engagement Factors
@ (consistent with 2019/2017
methodology)

8 Engagement Factors

Engagement

Chief Commissioner
Diversity & Inclusion
Leadership

Satisfaction

Service Excellence
Values

Work Environment
Open-Ended Questions

Department-Specific Questions
(not included in this report)

9 Questions

1 Question
4 Questions
2 Questions
3 Questions
6 Questions
7 Questions
9 Questions

4 Questions

35 Questions

Total
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Introduction

Response Rates by Department

Assessment & Tax (15 out of 16)

Business Transformation SCBT (6 out of 9)
Communications (15 out of 16)

Corporate Finance (31 out of 35)

Corporate Planning (11 out of 13)

Economic Develop and Tourism (10 out of 10)
Executive Adminisiration (13 out of 16)

Facility Services (43 out of 55)

Family and Community Services (70 out of 85)

Fleet Services (36 out of 41)

Human Resources (49 out of 53)

Information and Technology Services (63 out of 70)
Intergovernmental Affairs (6 out of 6)

Legislative and Legal Services (17 out of 20)

Planning and Development Services (56 out of 67)
Procurement Services (7 out of 7)

RCMP and Enforcement Services (82 out of 119)

RPC - Cultural Services (14 out of 17)

RPC - Finance and Bus. Ops. (17 out of 22)

RPC - Indoor Services Infr.andSinds (75 out of 145)
RPC - Marketing, Prgm and Prinshp (20 out of 27)

RPC - Outdoor Services, Programs and Planning (27 out of 44)
RPC - Parks Mntce. and Intrastructure (43 out of 79)
Strathcona County Emergency Services (129 out of 234)
Transit (77 out of 154)

Transportation and Agriculture Services (90 out of 110)
Transportafion Planning and Engineering (33 out of 35)
Utilities (82 out of 112)
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94%
67 %
94%
89%
85%
100%
81%
78%
82%
88%
92%
90%
100%
85%
84%
100%
69%
82%
77%
52%
74%
61%
54%
55%
50%
82%
94%
73%

Yr

STRATHCONA
COUNTY

-13%

-11%

A vs. 2019
T 0%

6% ]
0 1%
6% ]
| 0%
4%
—1 7%
1 8%
1 12%
=3 4%

0%
1

0%

2% O

1 13%
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Introduction
Interpreting the Data

Rating questions from 1-6 have been shown using a proportion of negative and positive responses (as a percentage of total
results) below, This is known as the “top-box” or “distribution” method in the engagement industry; for slides comparing
demographic results, percentages shown reflect results in terms of % positive

Negative Neutral Positive
| | | | | |
i i i i
| | | | | ‘
1 2 3 4 5 6
Strongly Disagree Slightly Slightly Agree Strongly
Disagree Disagree Agree Agree

Key Considerations for using the “top-box” method

= Allows for differentiation between “agree” and “disagree” responses (i.e., user can clearly understand the proportion
of positive and negative sentiments)

= Visually presents both groupings of data (versus the average method of calculation which only displays one number
and is subject to skews)

= Allows categories and questions to be stack ranked (i.e., ranked from most positive to least positive)
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Overall Findings

Below scores are highlighted for the engagement index; engagement reflects an
employee’s feelings of motivation, loyalty, inspiration and likelihood to promote
working at their organization; engaged employees are typically more committed to
their work and align to the success of an organization

A vs. 2019
Engagement-Level Results
Engagement (Strathcona Overall) | 8% 30% 61% -1%
lintend to be working at S;:)c;ihcona County a year from ;50 e — o -
The work | do for Strathcona County makes a difference in 70 o 5 ] -
the community 3% 21% 76% | 3%
| am able to use my skills and experfise in my job 4%,  28% 68% A%
| would recommend Strathc\:::lkCounty as a great place to 77% 27% 65% 0% 1
| feel like | am valued and included by my colleagues |99, 32% 59% 0%
| am inspired to give my very best (11% 36% 53% O%I:
| look forward to coming to work |11% 37% 53% -4%
I have opportunities to learn and growinmy job [12% 38% 50% -5%
| feel valued as an employee of Strathcona County | 14% 37% 49% 0%
Note: Values may not add up to 100% due to rounding Negative Neutral
STRATHCONA
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COUNTY

A vs. 2017

-12%

-7%

-7%

-10%

-10%

L BARE

| -16%
| 17%
| -15%
9%
Positive
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Segmented Engagement Results

Division

Commissioner & Mayor's Office |
(n=34) ar

Finandial & Strategic
Management (n = 69)

Corporate Services (n=209) | 9%

Infrastructure & Planning Svc. (n
=271)

Community Services (n = 552) | 11%

y 20% 78%
% 29% 67%
28% 63%
6% 33% 61%
30% 59%

A vs. 2019

:|1%

-5%

A vs. 2017

-16%

5%

%

-5%

-4%

-11%

-15%

Note: Results only include data for elements with responses above WorkTango’s anonymity threshold of 5 respondents;

values may not add up to 100% due to rounding
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Neutral
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Positive
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Segmented Engagement Results
Employment Status

A vs. 2019 Avs. 2017
Temporary (n=90) |7% 26% 67% 2% 7%
Permanent (n=940) | 8% 31% 61% o6 -12%
Hourly (n=105) | 11% 27% 61% 3% 11%

Note: Results only include data for elements with responses above WorkTango’s anonymity threshold of 5 respondents;
values may not add up to 100% due to rounding

Negative Neutral Positive
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Segmented Engagement Results

Gender
A vs. 2019 A vs. 2017

Female (n =593) |6% 31% 63% O 9%

Male (n =543) | 11% 29% 60% 2% 14%

Note: Results only include data for elements with responses above WorkTango’s anonymity threshold of 5 respondents;
values may not add up to 100% due to rounding

Negative Neutral Positive
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Segmented Engagement Results

Job Family
A vs. 2019 A vs. 2017

Management (n =70) 4% 17% 79% 0% 6%

Community & Social Services (n |
- 3% 24% 72%
= 45)
Professional/Technical (n = 250) 5% 29%, 66% 5% 7%
Engineering (n=47) |7% 28% 65%

Municipal Support Services (n = 6% 31% 62%
163)
Operations (n = 337) | 10% 30% 60% -6% -13%
Aupe (n =97) | 12% 38% 50%
|AFF (n = 97) 17% 35% 47% 11%

Note: Results only include data for elements with responses above WorkTango’s anonymity threshold of 5 respondents;
values may not add up to 100% due to rounding

Negative Neutral Positive
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Segmented Engagement Results

Tenure Range

A vs. 2019 A vs. 2017

Under 5 years (n = 398) | 6% 27% 67% _ 0% 9%

25 to 29 years (n = 23) | 9% 24% 67% E% -5%
Over 30 years (n = 31) | 11% 27% 62% _ 1% T
15t0 19 years (n =117) | 8% 30% 62% _ 7% 6%
20 to 24 years (n = 52) | 7% 33% 60% } 1% -12%

5to 9 years (n = 306) | 10% 32% 58% -3‘{_ -11%
10 to 14 years (n = 209) | 12% 33% 55% 2{ 19%

Note: Results only include data for elements with responses above WorkTango’s anonymity threshold of 5 respondents;
values may not add up to 100% due to rounding

Negative Neutral Positive
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Overall Findings

Factor-Level Results

Service Excellence

Chief Commissioner

Satisfaction

Engagement

Leadership

Values

Work Environment

Diversity & Indusion

Note: Values may not add up to 100% due to rounding

Other questions were grouped into engagement “factors” for
comparison purposes; for detailed results by question, please refer to

Appendix Il for details

A vs. 2019

o]

-4%

3%  18% 79%

6% 19% 75%

5% 25% 70%
8% 30% 61%
12% 28% 60%
10% 33% 58%
11% 33% 55%
13% 39% 49%
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Negative
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A vs. 2017

9%

-12%

-12%

2%

Neutral

-6%

-6%

9%

Positive
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Overall Findings
Regression Analysis - Factors vs. Engagement

To assess the factors which are most important to driving engagement, the analysis below shows the strength of the
relationship of each factor relative to engagement questions, based on the way employees responded to the 2021
Engagement Survey; efforts towards improving higher impact factors (higher r-value) will help to drive engagement more

Satisfaction
Work Environment (70% / 0.669)

(56% / 0.637)

High

Values
(57% / 0.618)

Engagement
Correlation

Leadership
(58% / 0.566) Service Excellence
N (79% / 0.522)
<>>> Diversity &
Inclusion
(49% / 0.481)
3
9 [+)
49% @ % Positive 79%

All measures have an rsquared value of 0.45 or higher, with the exception of the “Chief Commissioner” question - this
means that nearly all of these categories have a significant effect on overall employee engagement; the most
significant categories on engagement include “Satisfaction” and “Work Environment” (consistent with previous years),
with r-squared values of 0.669 and 0.637 respectively
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Overall Findings

Qualitative Comments

The following provides an overview of key themes from survey respondents for the question “Strathcona County believes
that our workplace culture embraces, respects, accepts and values differences. Please tell us how you think your workplace

could be more inclusive.” (463 comments):

° ®
'rﬁ Key Themes

Mixed sentiment around the level of the
inclusivity at Strathcona County - while
employees agree that inclusivity exists in the
organizational culture, there is a lack of
diversity at the County which may present gaps
in inclusion for marginalized groups

* Greater emphasis needed on training and
celebrating differences of individuals, along
with continued dialogue between leadership
and employees on how to improve and
promote diversity at the County

= Promote further accommodations for individuals
with disabilities, and promote the representation
of women and other racialized groups within
management

Proprietary and Confidential © 2021 WorkTango Inc.
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Overall Findings

Qualitative Comments

The following provides an overview of key themes from survey respondents for the question “To improve your department,
what one suggestion would you offer to your department's management team2” (660 comments):

° ®
'rﬁ Key Themes

Increased communication and dialogue
between employees and management, along
with greater lines of accountability for
leadership/managers to ensure that objectives
and goals are met (“walking the walk”)

= Show employees that they are valued, whether
through training, support, recognition or
helping employees feel more empowered to
contribute to the organization in their own way

* Improving collaboration within and across
departments, especially because of
hybrid/remote working models and the COVID-
19 pandemic

Proprietary and Confidential © 2021 WorkTango Inc.
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Overall Findings

Qualitative Comments

The following provides an overview of key themes from survey respondents for the question “If you could change one thing
to make Strathcona County a better place to work, what would it be2” (644 comments):

'rﬁ Key Themes facilities Processes supervisor option accountabilit
Strathcona skills workplace training problem focus Edmont{)n
= Regulating workload where possible; employee leadership coIIaboratlgn residents flexibility
employees citing that they are being supervisors example ek benefits Management
overwc?rked and would like to see further respect Communrty Opportu N |t|eS
work/life balance through regulated hours and dav others COUITII room decisions °°fp°fa“°.” Fairness
regulating the level of email communications y y issues OppOI’ unit Y workers

that happens during off-business hours S't ra't h cona CO u n-ty o thing kserwce
role money
= Further accountability across all organizational rOWth peo p | e HR way WOr

eams t
levels to meet deadlines, goals and objectives COVIDd elelsdearsrtm en-t S't aff hEDSIn Sms:r?gggrs

that they have set to cultivate a culture of actions ability office

culture area
o employeEs & e
= Improving collaboration, mentorship and p'n'on
training within and across departments - changes  drector . d p a rt m e ntS
st Organization home Yyearseromes

employees citing “silos” within the County ambulance

position management place tlmeS great place

= Review of existing wage and salary structures to experience projects roles team EMS communication
ensure that compensation is competitive and POSIIONS  permanent positions ~ Directors information AHS  decision

clearly communicated to employees
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Overall Findings

Qualitative Comments

The following provides an overview of key themes from survey respondents for the question “Do you have any other
feedback you would like to share2” (433 comments):

Key Themes
good place new Chief Commissioner

coworkers : i i

direct
= Despite the suggestions for improvement, many  Management Concerl;1nesmbers mar?gggrr;g;ﬁeam gﬁlce:é%erm;?;siopsgon
employees appreciate the culture and people; managers ... gpportunities leader ability
empllofyees I:Nho arle offered the erI:(ibiIity to departments HR " order SUPEIVISOTS pirector
work from home also appreciate the direction feedback shift
arrangement and hope that this can continue example Opportu n Ity area JOb pOSItIOﬂ

efforts hOome others Y past respect
= While sentiment towards leadership tends to be covid tTeam lot g reat plaCe tearn]sl ngsk
trending more positively, there is still a

disconnect in what employees perceive S-l;']rat h ?O n a trg; geu ntyc\!r\éecr) rmonirl:;veys
leadership has preached as opposed to the chan e Imes d e ar CF?] en-t COVID

actions actually taken; employees want more ~ €mployee serwce decisions

opportunities to converse with leadership and pOSItIOnS yea rS year CO U n-t place decision

to understand the strategic direction of the supervisor culture problems

County growthway peo pl eaders Rpcff ay problem

ISSueS operations
= With the changes in the organization as a resuli ~ '¢'¢!® jobs Org an |Zat|0 n perat

of COVID-19, a review is needed of the existing dwecISr |eadersh | p cou n‘tysgg]mfga!l?yees

processes and the ways that employees e workplace
collaborate and communicate to ensure they support future managemen questions
align with the “new normal” communication COMMUNITY  morale v past year
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| - Survey Question Listing
Il - Results by Category
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Appendix |

Survey Question Listing

Engagement

Chief Commissioner

Diversity & Inclusion

Leadership

Proprietary and Confidential © 2021 WorkTango Inc.

| am able to use my skills and expertise in my job

| feel like | am valued and included by my colleagues

| have opportunities to learn and grow in my job

| feel valued as an employee of Strathcona County

| am inspired to give my very best

| intend to be working at Strathcona County a year from now

| would recommend Strathcona County as a great place to work

| look forward to coming to work

The work | do for Strathcona County makes a difference in the community
| am satisfied with the communication | receive from the Chief Commissioner through his
weekly email messages

Our organization values the differences of individuals

Our organization understands that diversity is critical to our future success

Our organization includes a diverse group of talent
People who look, feel, and think differently have equal opportunities to thrive in our
organization

Executive Team members lead by example

My direct supervisor cares about me as a person

My direct supervisor is approachable

My direct supervisor helps me achieve better results

My direct supervisor provides me with useful feedback on how I'm doing
My direct supervisor leads by example

My direct supervisor listens to me

My direct supervisor keeps me informed about decisions that affect me
My direct supervisor communicates clearly

My direct supervisor addresses workplace issues

My direct supervisor regularly shares corporate information, priorities and objectives
My department director leads by example

My department manager leads by example

7y STRATHCONA  \Norklango 1



Appendix |

Survey Question Listing

Satisfaction

Service Excellence

Values

Work Environment

Proprietary and Confidential © 2021 WorkTango Inc.

Taking everything into account, | like my job

Taking everything into account, | like working in my department
Taking everything into account, | like working at Strathcona County

| am proud to work for Strathcona County

| am able to provide timely service to my clients

| am able to provide knowledgeable service to my clients

| go the extra mile for my clients

| am able to deliver what is expected by my clients

| explain to my clients when | cannot deliver what is needed

Our organization's culture (the way we do things around here) is aligned with our
corporate values and People Plan

My (workplace) values are aligned with Strathcona County,Ads

| experience cooperation in the workplace

| experience fairness in the workplace

| experience integrity in the workplace

| experience respect in the workplace

| experience safety in the workplace

Departments work well together to achieve Strathcona County's goals
| find my stress levels at work manageable

| have opportunities for career growth within Strathcona County

| am able to maintain a balance between my work and personal life

| receive information about what is happening in my department

| understand what is expected of me at work

| understand my department's business plan

| have the tools and equipment to perform my job

| have sufficient time to do my job

| am able to make decisions about my daily work

| understand how my work contributes to my department's business plan
| receive recognition for my work

| am encouraged to be innovative in my job

| understand how my department's business plan supports Strathcona County's vision

1Yy STRATHCONA  \MorkKlango

19



Appendix I

Results by Factor - Chief Commissioner

Chief Commissioner (Strathcona Overall) | 6% 19% 75%

Chief Commissioner (ALL) | 6% 19% 75%

| am satisfied with the communication | receive from the Chief Commissioner
through his weekly email messages

6% 19% 75%

Note: Values may not add up to 100% due to rounding; the
Chief Commissioner question was not asked in 2019 or 2017
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Appendix I

Results by Factor - Diversity & Inclusion A vs. 2019

Diversity & Indusion (Strathcona Overall) 13% 399%, 49% 2%

Our organization understands that diversity is critical to our future
’ e Y 10% 38% 52% 3%
Our organization values the differences of individuals | 139%, 38% 49% 0%
People who look, feel, and think differently have equal o
opporiunities to thrive in our organization 14% 38% 48% 0
Our organization includes a diverse group of talent | 139%, 40% 47% 7%

Note: Values may not add up to 100% due to rounding; no
Diversity & Inclusion questions were asked in 2017

Proprietary and Confidential © 2021 WorkTango Inc. /// (S:LEQ-I-YHCONA VorkTOngO 21

Negative Neutral Positive



Appendix I

Results by Factor - Leadership

Leadership (Strathcona Overall) | 12% 28%

My direct supervisor keeps me informed about decisions that affect me

My direct supervisor regularly shares corporate information, priorities
and objectives

My direct supervisor provides me with useful feedback on how I'm |

doing

Avs. 2019 A vs. 2017

2%

[ 2bs
[ %
[34
[ 2%
[4%]
[34
| 0%
[4% |
[ %
[ %
1%

| 7%

60%
My directsupervisor is approachable 894 18% | 73% =
My direct supervisor cares about me asa person 79%| 22% | 69% |
My direct supervisor listens to me 79%| 25% | 66% |
My direct supervisor helps me achieve better results | 0% 25% | 64% |
g 2% 26% | 62% |
My direct supervisor leads by example 713%| 26% | 61% |
My direct supervisor communicates clearly | 1% 29% | 60% | |
| 1% 30% | 59% | |
15%| 28% | 57% | |
My direct supervisor addresses workplace issves 1294 32% | 56% | |
My department manager leads by example | 15%| 30% | 55% | |
My department director leads by example | 16%| 33% | 51% | %
Executive Team members lead by example | 14%  38% | 48% | 1
Negative Neutral

Note: Values may not add up to 100% due to rounding
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Appendix I

Results by Factor - Satisfaction

Satisfaction (Strathcona
Overall)

Taking everything into account, | like working at
Strathcona County

Taking everything into account, | like working in my

5%

25%

department

Taking everything into account, | like my job

Note: Values may not add up to 100% due to

Proprietary and Confidential © 2021 WorkTango Inc.

A vs. 2019 A vs. 2017

70% -4% -12%
4% 23% 73% -4% -10%
7% 24% 69% -5% -12%
4% 28% 68% -5% -14%
rounding Negative Neutral Positive
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Appendix I

Results by Factor - Service Excellence

Service Excellence (Strathcona Overall) 3% 18%

| go the extra mile for my dients 1999

| explain to my clients when | cannot deliver what is
needed

| am able to provide knowledgeable service to my dlients 18416%

| am able to deliver what is expected by my clients 29, 21%

A vs. 2019
79% 0%
90% }0%
194 3% 85% IJI“
82% ] 0%
78% 0%[

| am proud to work for Strathcona County §% 23%

| am able to provide timely service to my clients 4%, 27%

Note: Values may not add up to 100% due to rounding
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Appendix I

Results by Factor - Values

Values (Strathcona Overall) | 10% 33%

A vs. 2019

-1%

| experience safety in the workplace 3

My (workplace) values are aligned with Strathcona
County's

| experience cooperation in the workplace

| experience respect in the workplace

| experience integrity in the workplace

| experience fairness in the workplace

Our organization's culture (the way we do things around
here) is aligned with our corporate values and People Plan

Note: Values may not add up to 100% due to rounding
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% 17% 80% _]%
8% 27% 68% ]1 %
7%  35% 58% 2%_
104  32% 57% 0%[
12%|  34% 54% X
16%|  37% 47% 2%
15% 46% 39% 4%
Negative Neutral
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-6%
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Appendix I

Results by Factor - Work Environment

Work Environment (Strathcona Overall)

| have the tools and equipment to perform my job

| am able to make decisions about my daily work

| understand how my work contributes to my department's
business plan

I have sufficient time to do my job

| understand my department's business plan

| understand how my department's business plan supports
Strathcona County's vision

| am encouraged to be innovative in my job

| receive recognition for my work

Departments work well together to achieve Strathcona
County's goals

Note: Values may not add up to 100% due to rounding
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A vs. 2019
1% 33% 55% 2%
4% 23% 73% | 3%
7% 22% 71% 2%
8%  29% 63% bo%
8% 36% 56% 3%
1% 34% 54% [2%
1%  38% 51% 1% |
18% 33% 50% | 0%
18% 35% 46% ]%
14% 45% 42% -4%
Negative Neutral
STRATHCONA

A vs. 2017

-9%
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