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MGB is United Against Racism:
Building a Culture of DE&I in Finance

Niyum Gandhi, Chief Financial Officer, Mass General Brigham

May 2023

Agenda and Learning Objectives

Agenda

* Introduction and About MGB

* United Against Racism (UAR) Strategy
* Finance DE&I Goals

* Q&A

Learning Objectives

1. Understand drivers and key components of MGB's United Against Racism (UAR)
strategy

Explain the MGB workforce equity objectives

Understand Finance specific DE&I goals, tools and roadmap
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Mass General Brigham Vision & Mission
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For our patients, our people, and the community

Vision Mass General Brigham is building the integrated academic
Where we want to go healthcare system of the future with patients at the center
Mission Patient care e Research & Innovation e Teaching ® Community
Who we are
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‘a 7 Mass General Brigham System

12 Acute and Specialty Hospital
5 Harvard-affiliated Teaching
Hospitals

28 Rehabilitation Locations

4 Ambulatory Surgery Centers
22 Urgent Care Centers

5 Community Health Centers
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Our patients

1.8 Million
Unique patients
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140 Different countries
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Largest private
employer
in Massachusetts

7,500 Physicians
15,020 Nurses
82,000 Employees
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S250 Million

Commitment to
Community Health




Moving From Foundational to
Transformational Change

E Mass General Brigham

United
against
racism

11l Mass General Brigham

Video Clip:

https://youtu.be/NLFYRvJT-fO
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Rationale: Understanding the Why
The racial crisis * McKinsey declared that 30” representation of diverse groups is
in America has required needed for large-scale, sustainable change and equity and
Mass General Brigham inclusion to occur.
to ask who we are as an
organization with
regards to promoting . . . % . . . .
I While Massachusetts is 24” racially diverse, in thg Cltz of '
required us to Boston, where MGH and BWH are located, there is 53% racial
challenge the diversity. Yet neither our leadership profile nor our patient
demographic population is reflective of our surrounding communities.
composition of our
Board representation
and to be more diverse .
at senior levels of * Of the current 296 board seats across MGB, 18 (52) are held by
leadership. people of color (PoC)
@ Mass General Brigham 10
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Rationale: Understanding the Why

¢ Across MGB

) Diversity Within MGB Hospitals
90” of leaders*

*+ 82”% of managers,

80
* 86% of nurses and o
+ 71% of physicians are
White o
compared to: 20
0 - [ ] -

o (%
Leaders Managers Nurses Physicians
* 11.6% B White ® Black/Hispanic
. 7.4% * Employees of color at the professional levels within MGB experience higher
+ 7.2% respectively, for exit rates: 17.8” vs. 13.6%. Women of color experience higher overall exit
their Black and Hispanic rates at 16.2” 2% more than white women at 14.2%,

counterparts combined.

* Employees of color often face a climate that does not reflect our aspiration
of inclusivity. “Year by year you stop caring. You become quiet and don’t say

[ TR — anything. You aren’t part of decisions.” (direct employee quote) "
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United Against Racism Strategic Plan
MarKioreeiEatity, Health Equity Community Health
Leadership/ Com(r)nunity Health
Employees/Culture Outcomes,
Policy & Strategy
ﬁ 12
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Workforce Equity Objectives

; ) Increase racial/ethnic diversity on
Increase Diversity Mass General Brigham Boards by

on System & 30% over five years.
Institution Boards

Provide a Hiri Increase racial/ethnic
platform for " IrIn.g, diversity in director
access/disseminat [T TAIE] CUCULEE (ol and above to
ion in multiple Communications Retaining Diverse [EYT YR um years.
languages Workforce Equity: Leaders
Leadership/
Employees/
X * Race
Complete? Employee Culture Sys'tem-'W|de Conversations:
compensation G i Anti-Racism & Executives
assessment de i Anti-Harassment (ST
for the system and Benefits : Education  Stepping Stones
System-wide .

Ending Racism-all

Create and launch a Concerns 80,000+ by
Concern Management Reporting 4.15.23
! System Platform 13
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MGB Finance DE&I
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DE&I Timeline

2010 2010 2016 2017 2018 2019 “ 2021 mﬂ

Finance Department forms the Committee for Advancing Diversity and Inclusion runs Diversity Mentoring Program

Finance Department Office of DE&I expanded to support system-wide efforts
Diversity in Leadership
Study

UAR Strategy launched

Office of DEI formed for
Mass General Brigham
Central

)

-
@

i

15

Finance DE&I Partnership

The Office of DE&I and Finance partner to:
* Build DE&I competencies throughout Finance
* Diversify and stabilize talent and talent pipelines

* Foster a culture of inclusion that enables Finance & Mass General Brigham
to be an innovative health care system and employer of choice.
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We want to prioritize collaboration to further build an inclusive culture
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Goals and Outcomes FY 2022 and beyond

Key Outcomes

Support Finance to meet goal of Increasing BIPOC (Black, Indigenous & People of
Color) leaders at director level and above by 10% above baseline for FY 2022

1. Co-Create strategic implementation plan that builds DE&I competencies for all
leaders, managers and HR business partners (HRBPs) through DE&I consultation,
education/training, and partnership.

2. Integrate Finance and system-wide resources into DE&I goals and talent
development for the department.

w

Build culture and climate of equity and inclusion that is prepared to build and
retain a diverse workforce and integrate into Career Framework.
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Diverse leadership has increased by more than 10% YTD

Increase Diversity by 10% Tl Mass General Brigham Report Definitions

for Directors and above: Diversity Scorecard MGB People Analytics
Target Goal =15.4% Last Data Refresh: 3/26/2023
wity b Family Job Function Job Title DepartmentiD  Department Name  Department Head  Manager Vice President VP Reg/ Temp. Business Unit
Actual March 2023 = 15.4%
Executives Director+* | Management Total Population
310 1,805 5,165 83,769
Training Launched: \ ~ '\
1. Ending Racism — Its 20.3% 15.4% ZOE-JD% 33.3%
everyone’s responsibility L oD o -
b 27919
-Q2FY23 i
) e 58% 6.3%
. Upstander training o 3% 65%
cc?u.rse for staff/non- 45.8%
clinical Q1 FY23 Female
142
Programs: New Hire Diversity
. Launched Stay Executives Director+ _ Management Total Populatian
e Y e, Woes  50.0% 1 i 66.7% 4 | 46.2% 12 41.2% a1
. Pronoun project -5/23 LSS 33.3% 1 | 42.9% s 39.1% 18 41.7% 923
. Inclusive Hiring (Not %0 Days 25.0% 2 | 31.0% ¢ | 32.1% 25 41.1% 1,599

launched, Date TBD)

=
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* “Executives” are defined as employees in E band and CEO career levels. “Management" is defined as employees in M band career levels. Director+ is defined as the distinct count of

employees in the M3, M4, E bands, and CEO. Career level bands are assigned according to job codes.
* The enterprise goal for FY'23 is to increase diversity of Director+ roles from the baseline of 14.7% (in October 2022) to 15.4%.
* E/RD is calculated using race identified in PeopleSoft, excluding "White” and “Undisclosed.”
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Finance DE&I ‘On the Ground’

Individual Work

* Regular meetings with DE&I, HRBP’s to support the work between monthly
meetings

» DE&I skill building through education, training , and consulting

* HRBPs and Managers partnering in learning and talent development
Senior Finance Monthly Meetings

* Routine review of open positions in Finance

» DE&I Skill building and reflection- share the learnings, (i.e Race Conversations,
Stepping Stones conversations.)

* Quarterly Discuss development of plan for diverse talent development,
retention, pipeline, hiring to meet FY 2022 goal

)
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p 3 Organizational
Development presentation
KEY on Leader and Manager
N N initiatives
Senior Leader meetings September
Skill building, resources, events \_‘
Individual meeting times
Senior Leaders highlight
emerging talent at CFO
meetings May
Ending Racism:
Everyone’s Ongoing Education and Training
Responsibility * Leading Inclusively-
debrief * Inclusive Leadership
anuary -
discussions . DFI |n.|‘-|ealthca.re .
Rollout of Essentials of Leadership and * Disability Toolkits- Breaking
Leadership Competencies- ongoing Assumptions
through 2025. e Pronouns
December * Weare UpsFanders . N
DEI meetings with ¢ Understanding LGBTQIA identities
2022 " . § L
Ending Racism system Leaders, Managers, * Inclusive Hiring
rollout 12.19.22 HRBP’s
=
i 2
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