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From luminous roots, a tree of unity rises—its trunk and branches alive with the glowing colours of the CMHA
Durham brand. Each hue pulses with purpose, representing the diverse voices, cultures, and stories that make
up our community. The tree’s form speaks of connection and strength, nurtured by many hands and shared
values.

Delicate blossoms and ripe pears symbolize growth and nourishment, while gentle mountains ground the
scene in quiet resilience. Overhead, birds soar in harmony, a reminder of hope, freedom, and collective
healing. This mural, created by Sarah Mattinson, invites reflection and gratitude—for the vibrant community
we continue to build, together.
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EXECUTIVE_ SUMMARY

CMHA Durham conducted an EDIA-A Employee Engagement and Belonging Survey to better
understand employee experiences related to equity, diversity, inclusion, accessibility, and anti-
racism (EDIA-A), as well as the demographic composition of the workforce.

The survey was distributed to all employees between April and September 2025 and remained
open until January 2026, a period of approximately 225 days. During the survey period, CMHA
Durham employed an average of 127 employees, with 97 employees participating,
representing approximately 76% participation. Based on the number of responses received, the
results have an estimated margin of error of approximately +5%, providing a reliable snapshot of
employee experiences across the organization.

The survey explored several key areas including:
e Awareness and understanding of the EDIA-A Plan
e Employee perceptions of organizational progress
e Experiences of belonging, safety, and accessibility
e Employee engagement in EDIA-A initiatives
e Workforce demographics

Overall, the results indicate that employees recognize CMHA Durham’s commitment to EDIA-A
and have observed meaningful progress across the organization.

Key findings include:
e 80% of respondents reported being aware of CMHA Durham'’s EDIA-A Plan
e 88% agreed that CMHA Durham communicates EDIA-A updates and initiatives clearly
e 88% agreed that CMHA Durham has made meaningful progress toward becoming more
equitable, diverse, inclusive, accessible, and anti-racist
e 85% reported feeling a strong sense of belonging at CMHA Durham
e 78% reported feeling safe raising concerns about bias or discrimination
e 85% reported that workplace accessibility is improving

The survey also provides insight into workforce demographics and lived experiences, helping
inform the next phase of CMHA Durham's EDIA-A initiatives.
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KEY-INSIGHTS

Strong Awareness of the EDIA-A Plan
Most employees reported awareness of CMHA Durham'’s EDIA-A Plan.
e 80% reported being aware of the EDIA-A Plan and its goals
e 79% reported understanding how the EDIA-A Plan connects to the organization’s strategic plan
and their role
o 88% agreed that EDIA-A updates and initiatives are clearly communicated

These results suggest that EDIA-A initiatives are visible across the organization, though continued
communication may further strengthen understanding of how the plan connects to day-to-day
work.

Employees Recognize Organizational Progress

Survey responses indicate that many employees have observed meaningful progress.
88% agreed that CMHA Durham has made meaningful progress toward EDIA-A goals
78% reported seeing specific changes in policies, practices, or organizational culture
76% agreed that EDIA-A efforts have improved the overall employee experience
85% agreed that EDIA-A initiatives benefit both employees and clients

These results suggest that EDIA-A initiatives are having a tangible impact across the organization.

Leadership Commitment is Recognized

Employees acknowledged leadership’s role in advancing EDIA-A values.
e 77% agreed that leadership demonstrates genuine commitment to EDIA-A values
e 79% agreed that managers and supervisors are accountable for fostering inclusive practices

These responses suggest that leadership engagement is an important driver of EDIA-A progress.
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KEY-INSIGHTS

Strong Sense of Belonging

Many employees reported positive experiences related to belonging and inclusion.
e 85% reported feeling a sense of belonging at CMHA Durham
e 78% reported feeling safe raising concerns about bias or discrimination
e 81% reported knowing how to access supports or resources if discrimination occurs

These findings suggest that many employees experience CMHA Durham as an inclusive workplace.

Accessibility Improvements

Employees also reported progress related to accessibility.
e 85% agreed that the workplace is becoming more physically, digitally, and procedurally

accessible

This suggests that accessibility initiatives are having a visible impact across the organization.

INDICATOR SCORE

Awareness of EDIA-A Plan
Organizational Progress
Leadership Commitment

Sense of Belonging
Accessibility Progress
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CMHA Durham is committed to building an equitable, diverse, inclusive, accessible, and anti-racist
workplace where all employees feel valued, respected, and able to contribute fully. This
commitment is reflected in the organization’s EDIA-A Plan, which outlines priorities and actions to
strengthen equity, belonging, and accountability across the organization.

The EDIA-A Employee Engagement and Belonging Survey (referred to as “the survey” throughout
the report) was conducted to better understand employee experiences related to EDIA-A initiatives
and to gather demographic information about the workforce. Collecting this information helps the
organization better understand how employees experience the workplace and identify
opportunities to strengthen inclusive policies, practices, and supports.

The findings in this report provide a snapshot of employee perspectives during the survey period
and contribute to CMHA Durham'’s ongoing efforts to advance equity, diversity, inclusion,
accessibility, and anti-racism. These insights will help guide future priorities, inform organizational
planning, and support the continued implementation of the EDIA-A Plan.

Collecting and reporting workforce demographic data is an important step in strengthening
transparency, supporting equitable workforce practices, and tracking progress over time.

EDIA-A Continuous Improvement Cycle
Collect Data

e Employee Survey & Demographics
Understand Experiences

e Analyze Results
Take Action

e EDIA-A Plan & Initiatives
Measure Progress

e Future Surveys & Reporting
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https://cmhadurham.ca/who-we-are/edia-a/

METHODOLOGY & DATA

LIMITATIONS

While the survey provides valuable insights, several considerations should be taken into account
when interpreting the findings.

Voluntary Participation

The MS Forms-based survey was distributed to all CMHA Durham employees by email, and
participation was voluntary. Employees could choose which questions to answer, so response totals
vary across questions.

Survey Timing

The survey was designed to capture employee perspectives during the April-September 2025
period, when CMHA Durham employed an average of 127 employees. The survey remained open
until the end of January 2026 to allow additional time for participation. Some respondents may
have joined the organization after September 2025 and therefore may have had less exposure to
EDIA-A initiatives during the original survey period.

Response Rates

Most questions were Likert-scale questions. The questions received between 93 and 95 responses,
indicating strong participation overall.

Small Response Groups

Some demographic categories included small numbers of respondents. To protect privacy,
categories may be combined when reporting results.

Snapshot in Time

The findings represent a snapshot of employee experiences during the survey period and may not
fully reflect future changes in workforce composition or organizational culture, though efforts were
made to ensure a robust dataset.

Data Interpretation

Percentages are based on the number of responses to each question and may not total 100% due
to rounding or multiple-response questions.
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AWARENESS &

UNDERSTANDING

Survey questions explored employees’ awareness and understanding of CMHA Durham’s EDIA-A
Plan and how it connects to their work.

e 80% reported being aware of the EDIA-A Plan
o 88% agreed that EDIA-A initiatives are communicated clearly
e 79% reported understanding how the plan connects to their role

These results suggest that EDIA-A priorities are visible across the organization and that employees
are generally aware of the organization’s equity commitments. While most respondents reported
understanding how the plan connects to their role, continued communication and opportunities
for engagement may help further strengthen the connection between organizational priorities and
day-to-day work.
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PERCEPTIONS OF

PROGRESS

Employees were asked to share their perspectives on CMHA Durham'’s progress toward becoming a
more equitable and inclusive organization.

@ Strongly Disagree @ Disagree Neutral
Agree @ Strongly Agree

o 88% agreed the organization has made 120
meaningful EDIA-A progress
e 78% reported observing changes in

100
policies, practices, or organizational
culture
e 76% reported improvements to 80
employee experience
60
These findings reinforce the trends 40

identified in the Key Insights section and
indicate that many employees are
observing tangible progress across the
organization.
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BELONGING, SAFETY &

ACCESSIBILITY

Survey questions explored how employees experience belonging, safety, and accessibility within

the workplace.

85% reported feeling a sense of belonging

78% reported feeling safe raising concerns about bias or discrimination
81% reported knowing how to access supports or resources if discrimination occurs
85% reported improvements in workplace accessibility

These responses suggest that many employees experience CMHA Durham as an inclusive
workplace, while continued efforts will help ensure all employees feel supported and able to

participate fully.

INDICATOR
Sense of Belonging
Safety Raising Concerns
Support & Resource Awareness

Accessibility Improvements

CMHA Durham
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ENGAGEMENT &

PARTICIPATION

Employees were asked about their engagement with EDIA-A initiatives.

Many respondents indicated interest in participating in initiatives such as:
e Training and learning opportunities
e Organizational discussions on equity and inclusion
e Employee Resource Groups (ERGS)

These responses suggest that continued opportunities for engagement and dialogue may
strengthen employee participation in EDIA-A initiatives.

“The additional trainings/webinars are
fantastic! I really enjoy having this option.”

“I feel much more comfortable with
Indigenous issues, especially around
reconciliation.”

66% expressed
interest in ERG
involvement

“l would love to see the EDIA-A initiatives
become a team that coordinates events and
advises on practices.”
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" THEMES FROM

EMPLOYEE FEEDBACK

Several themes emerged from open-ended employee responses.

Increased Visibility of EDIA-A Work

Employees noted that EDIA-A initiatives have increased awareness and dialogue about equity
and inclusion across the organization.

Examples included:

EDIA-A training sessions

Educational events

Cultural awareness initiatives
Organizational conversations about equity

Appreciation for Learning Opportunities

Employees highlighted the value of training and education opportunities that expand
understanding of equity, diversity, and inclusion.

Importance of Communication

Some employees expressed interest in more regular updates about EDIA-A initiatives and
clearer communication about progress and outcomes.

Desire for Continued Accountability

Employees emphasized the importance of ensuring EDIA-A commitments remain embedded in
policies, practices, and decision-making processes.

Interest in Employee Resource Groups

Many employees expressed interest in ERGs as opportunities to build community, share lived
experiences, and strengthen belonging.

“l appreciate the conscious efforts CMHA Durham continues to take to make the workplace
progressive and inclusive.”
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DEMOGRAPHIC PROFILE

The survey included optional demographic questions to better
understand the composition of CMHA Durham'’s workforce.

Employees represent a range of age groups across the organization.
The workforce is predominantly women, reflecting broader trends in
the mental health and social services sector.

1in5
In addition to demographic diversity, many employees bring lived neurodivergent
experience to their work. Approximately 1 in 4 respondents 1in4
identified as living with a disability, and 1 in 5 identified as living with disability
neurodivergent. This lived experience is an important strength,
contributing to empathy, understanding, and the delivery of person-
centred care.
Together, these insights highlight the diversity of experiences within
CMHA Durham'’s workforce and the value of fostering an inclusive
and supportive workplace.

35 Prefer not to say
4.2% Man

17.7%

30
25 Non-binary
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DEMOGRAPHIC PROFILE

Diversity of Workforce 70
Employees reported a range of racial, ethnic,
and cultural identities, reflecting diversity 60
within CMHA Durham’s workforce.

50
While some groups are more highly
represented, the data highlights opportunities 40
to further strengthen representation through
inclusive recruitment, outreach, and retention 30
efforts.

20

Urdu
10
Punjabi [ M— ]

Indigenous  Black Asian White Other

Languages Spoken

Employees reported speaking a
variety of languages in addition to
Spanish English, demonstrating linguistic
diversity within the organization.

Language diversity is an important

asset that can support culturally

_ responsive care and strengthen
Tagalog Swedish connections with the diverse

Japanese communities CMHA Durham serves.

Note: Visualization reflects the relative distribution of languages reported by
survey respondents, excluding English, which was reported by all respondents.
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IMPLICATIONS FOR

CMHA DURHAM

Continue Building on Strong Employee Engagement

With 76% participation in the survey, the results reflect strong employee engagement and
willingness to contribute feedback about workplace culture and EDIA-A initiatives.

Sustain Momentum in EDIA-A Initiatives

Employees recognize progress in building a more equitable and inclusive workplace. Continued
leadership commitment and integration of EDIA-A principles into policies and practices will help
maintain momentum.

Strengthen Communication and Transparency
Employees expressed interest in clearer communication about how the EDIA-A Plan connects to
day-to-day work and how progress is measured.

Support a Diverse and Inclusive Workforce

The demographic data highlights the diversity of CMHA Durham’s workforce and the presence of
lived experience within the organization, reinforcing the importance of inclusive policies and
accessibility practices.

Create Opportunities for Employee Connection

Interest in Employee Resource Groups and collaborative initiatives suggests opportunities to
strengthen belonging and peer connection within the organization.

Use Data to Guide Continuous Improvement

Future workforce demographic reports will help CMHA Durham track progress over time and
identify opportunities to further strengthen equity, diversity, inclusion, accessibility, and anti-
racism.
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CMHA Durham thanks all employees who participated in the EDIA-A Employee Engagement and
Belonging Survey and shared their perspectives. Employee feedback plays an essential role in
helping the organization understand what is working well and where further improvements can be
made.

The insights gathered through this survey provide valuable information about employee
experiences, workplace culture, and the diversity of CMHA Durham'’s workforce. This information
will help guide ongoing efforts to strengthen equity, diversity, inclusion, accessibility, and anti-
racism across the organization.

CMHA Durham remains committed to listening to employees, learning from the data, and taking
meaningful action. The findings in this report will inform the next phase of EDIA-A initiatives,
support continuous improvement, and help ensure that CMHA Durham continues to build a
workplace where all employees feel valued, respected, and able to contribute fully.

CMHA Durham EDIA-A Statement & Commitment

At CMHA Durham, we envision a community where Equity, Diversity, Inclusion, Accessibility,
and Anti-racism (EDIA-A) principles are at the heart of mental health and primary care. We
strive for a future where every individual, regardless of background or identity, has equitable
access to inclusive and culturally responsive services that honour their unique experiences and
promote holistic well-being. Through our commitment to EDIA-A, we aim to create safe,
welcoming, and affirming environments where all voices are heard, valued, and respected.
Together, we work toward a society free from discrimination, stigma, and barriers to mental
health and primary health care. This commitment fosters a culture of belonging, empowerment,
and healing for individuals and communities across Durham Region.

We align our EDIA-A vision with the following three CMHA Durham Strategic Plan Objectives:

People We Serve
People Who Serve
Partnerships, Collaborations, System Leadership

Association canadienne 1 6
pour la santé mentale

Canadian Mental
CMHA Durham >V‘ Health Assoolation

Mental health for all

La santé mentale pour tous



	TABLE OF CONTENTS
	EXECUTIVE SUMMARY
	CMHA Durham

	KEY INSIGHTS
	CMHA Durham

	INTRODUCTION
	Collecting and reporting workforce demographic data is an important step in strengthening transparency, supporting equitable workforce practices, and tracking progress over time.
	Collect Data
	Measure Progress
	Analyze Results
	Take Action
	Understand Experiences
	Take Action
	Measure Progress
	CMHA Durham

	METHODOLOGY & DATA LIMITATIONS
	CMHA Durham

	AWARENESS & UNDERSTANDING
	CMHA Durham

	PERCEPTIONS OF PROGRESS
	CMHA Durham

	BELONGING, SAFETY & ACCESSIBILITY
	INDICATOR
	SCORE
	CMHA Durham


	ENGAGEMENT & PARTICIPATION
	“The additional trainings/webinars are fantastic! I really enjoy having this option.”
	“I feel much more comfortable with Indigenous issues, especially around reconciliation.”
	“I would love to see the EDIA-A initiatives become a team that coordinates events and advises on practices.”
	CMHA Durham

	THEMES FROM EMPLOYEE FEEDBACK
	“I appreciate the conscious efforts CMHA Durham continues to take to make the workplace progressive and inclusive.”
	CMHA Durham

	DEMOGRAPHIC PROFILE
	1 in 5 neurodivergent 1 in 4  living with disability
	CMHA Durham
	Diversity of Workforce
	While some groups are more highly represented, the data highlights opportunities to further strengthen representation through inclusive recruitment, outreach, and retention efforts.
	Languages Spoken


	IMPLICATIONS FOR CMHA DURHAM
	CMHA Durham

	CLOSING
	CMHA Durham EDIA-A Statement & Commitment
	People We Serve People Who Serve Partnerships, Collaborations, System Leadership
	CMHA Durham



