Excellence in Diversity & Inclusion Award – Nomination Form

Nominations must be made by a member of the College.
Nominee:
Organization: Michael Garron Hospital| Toronto East Health Network
Contact person:
Prefix: Ms.
Name: Emily Ambos
Title: Staff Learning Specialist
Address: 825 Coxwell Ave. Toronto, ON M4C 3E7
Phone: 416-469-6580 x6094
Fax: 416-469-7982
Email: Emily.Ambos@tehn.ca

Nominator:
Prefix: Mr.
Name: Wolf Klassen, B. Comm, M.H.Sc., CHE
Title: Vice President, Program Support
Organization: Michael Garron Hospital | Toronto East Health Network
Address: 825 Coxwell Ave. Toronto, ON M4C 3E7
Phone: 416-469-6580 x6286
Fax: 416-469-6106
Email: Wolf.Klassen@tehn.ca

Please submit nominations to:
Julie Bruyère, Coordinator, Corporate Partnerships and Events
Canadian College of Health Leaders
292 Somerset Street West
Ottawa, ON K2P 0J6
Tel: (613) 235-7218 ext. 236
Toll free: 1-800-363-9056
Fax: (613) 235-5451
jbruyere@cchl-ccls.ca
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Excellence in Diversity & Inclusion Award – Nomination Template
The following template has been provided to help nominators with the nomination process. Please be
sure to complete all sections within the template to the best of your ability. We request that you use
this template to submit your nomination.

Summary for Publication (Limit: 250 words)
Please include a synopsis of the nominee’s program and achievements. This information will be published
in the College’s Leading Practices booklet.
Michael Garron Hospital (MGH) │ Toronto East Health Network (TEHN) has proudly served east Toronto
since 1929. Today, MGH is a full-service community teaching hospital providing care to a diverse
population of 400,000. During the past 89 years, MGH has continually renewed its commitment to
meeting the community’s evolving health needs. MGH plays a valuable role in the health care system
and in east Toronto given the broad nature of the care provided and the diverse community that it
serves.
In 2016 MGH renewed its vision – to Create Health, Build Community. MGH understands the importance
of working with the people and organizations in its 22 neighbourhoods to improve their health and
livelihood. Partnerships undertaken have helped to create inclusive environments, identify and remove
barriers and cast a light on the experiences of those who often do not have a voice at the table.
Examples of ongoing programs include the hospital’s dedication to seminars to create an inclusive and
supportive environment for the LGBTQ community; increased indigenous visibility and services by
supporting initiatives that incorporate traditional healing practices, training senior leaders in indigenous
cultural safety and installing a Land Recognition statement. Many patient/family/community
partnerships are fundamental to our work, to ensure the voices of our diverse community are heard and
considered.
Together we will make a difference and change the face of health in east Toronto and beyond.
Contact Information for Publication
Please include the nominee’s contact information. This will appear in the College’s Leading Practices
booklet. If you do not wish to have contact information published, please indicate “n/a” in the applicable
fields.

Please use the contact information provided in the nomination form.
Prefix:
Name:
Title:
Organization:
Address:
Phone:
Fax:
Email:
3

Project name (if applicable):

Report
(Limit: 2,500 words. Please respect the word count limit. The College reserves the right to disqualify
nominations that exceed the limit.)
Please complete the sections below. You are welcome to insert graphs, etc. into the sections.
1. Introduction – please describe why diversity and inclusion is important to the nominated
organization.
MGH, located in East Toronto, is one of the most diverse neighbourhoods in the country. Situated in a
vibrant community of 400,000 people within 22 distinct neighbourhoods, it holds some of the highest
needs and most culturally varied areas in the city, adjacent to those of privilege and wealth. The
population we support is comprised of a high percentage of newcomers to Canada, children, and a
growing number of seniors. It is also a thriving, dynamic, and changing community subject to emerging
issues, such as gentrification. The diverse community served is equally reflected in our staff and
physician population. Diversity and inclusion are extremely important to MGH, not only as a care
provider, but as an employer. MGH is committed to ensuring patients, staff, physicians, learners,
volunteers and visitors are able to work and receive care in an environment where they feel included,
respected and valued. This commitment by senior leadership is formalized through a clearly defined
strategy to achieve an inclusive work environment supportive of diversity, creating better patient care
and improved outcomes for staff and community members.
2. Provide evidence regarding how the organization has demonstrated visionary and insightful
leadership to promote diversity & inclusion through strategic decision-making, equitable
practices, allocation of resources, and establishment of priorities by the leadership which is
evident in its policies and practices. (20 POINTS)
MGH is inspired by the passionate belief that a healthy community is a strong community and it’s our
job to help build it. Our hospital-wide strategic plan outlines MGH’s commitment to the promotion of
diversity and inclusion by incorporating diversity as a strategic pillar in the plan.
Visionary leadership is evident in our operating plans and practices as shown in the following examples:
Our People Plan: We are Better Together-Human Resources Strategic Plan: Establishes a people goal to
build a respectful, inclusive & safe culture through training, team development and recognition of our
people.
Supporting our People, Supporting our Community – Mental Wellness Strategic Plan: Incorporates
recommendations from the Mental Health Commission of Canada and The National Standard for
Psychological Health and Safety (the Standard). Established priorities ensure an inclusive and respectful
culture by expanding current diversity initiatives to include all protected grounds.
Community Engagement Strategy: To ensure equitable access to quality care; identifying cultural
barriers to access and developing appropriate solutions to ensure that immigrants, particularly
newcomers, are able to access hospital services. Tactics to support achieving this priority: enhancing
relationships with community partners who serve immigrant and newcomer groups to increase
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understanding of current needs and communication with prominent newcomer groups in the
community.
Community members and partners have unique knowledge that helps us better understand their needs
and concerns, identify service gaps and find solutions that will lead to higher quality of patient-centred
care. We have worked for many years to develop relationships and joint initiatives to address the needs
of our community and ensure equity and access for all. Ways in which we engage patients:
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Lesbian, Gay, Bisexual, Transgender & Queer (LGBTQ): MGH formed a unique partnership, one of the
first within Ontario healthcare, with The 519 Church Street Community Centre (The 519), an
organization dedicated to advocacy for the inclusion of LGBTQ communities. Our involvement ensures
the hospital provides an inclusive and supportive environment for members of the LGBTQ community.
Indigenous Peoples: MGH proudly employs a Metis Elder of the Indigenous community. Elder Little
Brown Bear, acts in an advisory capacity for all matters related to Indigenous peoples. This affiliation will
enable MGH to adhere to the recommendations of the Truth and Reconciliation Act and the United
Nations Declaration on the Rights of Indigenous Peoples.
Health Equity: In 2012, MGH began asking patients in our maternity unit questions related to their
demographics in order to better understand our patients. Questions addressed gender, sexual
orientation, ethnicity, language, disabilities and country of origin. The hospital monitored expansion of
the use of these questions by incorporating them into a formal Quality Improvement Plan (QIP). These
questions have since been expanded to patients in hemodialysis and the emergency department to
provide us with information that will assist in supporting our community. In 2017 this data was used to
stratify various quality indicators to review improvement opportunities with various patient populations
(i.e. C-section rates based on language, gender identity and income).
3. Provide evidence of the initiatives undertaken that cultivate, promote and foster a more
inclusive and equitable work environment, including approaches to recruitment, retention, and
the promotion of individuals of aboriginal and underrepresented populations. Demonstrate how
these initiatives have impacted the organization and its employees. Where applicable, include
quantitative and qualitative measurements such as engagement scores, or other measurements
of success. (20 POINTS)
MGH is an equal opportunity employer, fully compliant with the Accessibility Ontario Disability Act
(AODA). Over the years, MGH has expanded allocation of resources, programs and policies to further
recruit, retain and promote individuals in underrepresented populations. Current initiatives include:
LGBTQ: Our partnership with The 519 expanded previous LGBTQ initiatives through the lived experience
and expertise of their education team. In collaboration with The 519, a needs assessment of policies and
practices was conducted and a comprehensive action plan, comprised of training and non-training
solutions, was developed to support staff. Our Harassment and Discrimination Policy was revised to
reflect the added protected grounds of gender identity and gender expression. A Gender Identity Policy
is in development to safeguard one’s gender identity in the workplace.
New Canadians: We are proud to offer the support and guidance to foreign trained professionals as it is
beneficial to both the workplace and our patients. In partnership with the Toronto Catholic School
Board, MGH introduced the English as a Second Language (ESL) Medical Terminology and Volunteer
Training Program in 1999. The program is designed to help internationally-trained medical professional
newcomers gain Canadian health care experience. To date, over 600 students have graduated from the
program, 30 students have become volunteers at MGH. Approximately 6-8 students have become
employees.
International medical graduate finds ‘second home’ at Michael Garron Hospital:
http://www.tegh.on.ca/bins/content_page.asp?cid=8-8142-8263
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Mental Health: In the creation of the Mental Wellness Strategic plan, training and non-training solutions
were prioritized:
 An annual Health and Safety Statement and Psychological Health and Safety Statement, states
the personal commitment from our President and CEO to making MGH a safe place to work.
 A Psychological Health and Safety Policy: ensures staff psychological safety is considered in the
decision making process and that all members of the hospital community understand their
responsibility to protect and contribute to a psychologically safe work environment.
 Workplace Mental Health Committee: a blend of leadership, frontline staff and union
representation who inform the hospital of current practices and identified needs.
 Psychological Scorecard: measure and analyze our implementation of the Standard
 Second Victim Peer Support: reduces the risk of caregiver burnout or vicarious trauma
healthcare workers experience.
 Awareness campaigns to reduce the stigma associated with mental health.
 Leveraging in-house experts, such as Spiritual Care and mental health practitioners, and provide
support resources such as a Wellness Therapies Clinic and SAD light.
Multi Faith: As part of the hiring process, we look for opportunities to represent the diversity of the
community in our spiritual care provider population.
4. Outline the initiatives undertaken that cultivate, promote and foster an inclusive patient
experience for disadvantaged and vulnerable patient populations. Demonstrate how these
initiatives have impacted the patient populations. Where applicable, include quantitative and
qualitative measurements such as engagement scores, or other measurements of success. (25
POINTS)
Our patient population varies significantly with regard to ethnic diversity, socioeconomic and health
status. Several initiatives promote equitable access to care for disadvantaged and vulnerable patient
populations:
LGBTQ: Our Patient Rights & Responsibilities was updated to include gender affirming language and to
reflect the changes in the Ontario Human Rights Code, ensuring patients are free from discrimination
based on their preferred gender identity and gender expression. These rights are posted throughout the
hospital as a public declaration of the hospital’s commitment to inclusivity.
For patients who identify as trans or gender non-binary, an administrative practice to honour a patient’s
chosen name over the name on the health card has been adopted in our registration process.
Single use washroom signage has been changed to reflect what will be found on the inside of the
washroom versus what person can use the space.

Our Family Birthing Centre (FBC) has worked with patients who are members of the LGBTQ community
to create a positive birthing experience for all, regardless of gender identity, expression or sexual
orientation. Policy language has been revised to be more inclusive (i.e. breast feeding, to chest feeding)
as well as signage and posters were updated to reflect the diverse patients and families seen in FBC.
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Michael Garron Hospital promotes LGBTQ inclusive environmenthttps://www.thestar.com/life/health_wellness/2017/08/28/michael-garron-hospital-promotes-lgbtqinclusive-environment.html
New Canadians: MGH’s catchment area has a high proportion of immigrants and newcomers (40%) who
speak over 50 distinct languages. MGH was among the first hospitals to use the Language Line
Interpretation Service, which is now an accepted standard of care across the Toronto Central LHIN. Our
Language Line Service supports over 40 distinct languages each year. MGH also translates patient
written materials to languages prevalent in the community.
Indigenous peoples: Elder Little Brown Bear is the Leader of the Aboriginal Healing Program within our
Community Outreach Centre. The program focuses on traditional medicine and spiritual practices. A
formal Acknowledgement of Treaty Land is displayed in our lobby alongside the history of MGH. The
new Patient Tower, will have a cultural safe space designed on the traditional spiritual practices of
Indigenous people to further promote health and wellbeing.
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Multi Faith: All spiritual care providers operate on a multi- faith or no faith basis. When patients and
families request specific faith-based traditions or services, the spiritual care provider then becomes a
facilitator to find the appropriate religious leader.
Research: MGH supports community based research projects that are developed alongside patients.
Recent examples of published reports include: A needs assessment questionnaire to explore whether
trans women experience symptoms of androgen deficiency; Improving Social Determinants of Health in
Pregnant Women in the Thorncliffe Park Community; and Attitude, knowledge, and training regarding
the care of transgender patients among endocrinology and urology residents at the University of
Toronto.
5. Provide examples of community engagement by the organization and/or its employees that
helps to foster understanding between populations, and assists in building bridges within the
community. (10 POINTS)
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MGH is committed to collaborating with community stakeholders. The hospital undergoes an
environmental scan of the community within the catchment area to determine the socio-economic
status as well as the cultural make up and health characteristics of the community.
A critical piece to building bridges with the community is the development of councils and partnerships,
including:



Community Advisory Council (CAC): An advisory body that identifies service needs in the
community.
Solutions - East Toronto's Health Collaborative: MGH is the lead organization of this 18 partner
voluntary network ensuring people in East Toronto have equitable access to quality health
services that help build healthy communities.
o LGTBQ: The partnership between MGH, Solutions and The 519 means the patient’s
journey within the catchment area is therapeutic, patient centered and inclusive.

New Canadians: MGH recognizes the importance of decentralizing decision-making to ensure
stakeholders who are most directly impacted have input in the planning, development and
implementation of a program or service. During planning for the Health Access Thorncliffe Park project,
the Thorncliffe Park community was empowered to make decisions about program design and
implementation. This neighbourhood in MGH’s catchment area is one of the most ethnically diverse
populations in Canada and home to many newcomers and seniors. A variety of studies have shown its
residents have poorer health than other parts of Toronto and limited access to culturally suited care.
MGH is part of a Toronto Central – Local Health Integration Network, a funded, multi-partner project to
increase access to convenient, culturally sensitive and comprehensive primary care in this community.
Begin Right. Eat. Play: http://www.tegh.on.ca/bins/content_page.asp?cid=8-8142-8209
MGH is also in the early stages of supporting a Paediatric Outreach clinic in Thorncliffe Park Public
School and Fraser Mustard Learning Academy – schools with a combined population of 2000 children.
The goal of this project is to offer improved access to services for children with developmental and
behavioural issues.
6. Discuss how the organization educates its workforce on equitable and social engagement with
and between people of varying ethnic or religious backgrounds, including indigenous
populations, socioeconomic status, sexual orientation, gender, and/or physical and mental
capabilities. (10 POINTS)
MGH prioritizes staff training to further support an inclusive environment, including mandatory training
on the Code of Conduct and Civil and Respectful Hospital Environment. To supplement required
programs, staff also complete training on our zero tolerance Harassment and Discrimination and
Workplace Violence Prevention policies.
Formalized training initiatives include:
LGBTQ: Using a co-facilitation training model with The 519, training provides extensive coverage of
inclusive terminology as well as case studies from the patient and employee experience and the Ontario
Human Rights Code. A large focus of the program includes empowering the trans community and how
to eliminate barriers to provide excellent patient care. To date, we have trained over 400 frontline staff
including all senior leadership and management.
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Indigenous Peoples: All executive leaders have taken Indigenous Cultural Safety Training; an online
training which examines the ways in which culture, education and history have shaped health practice,
with attention to the stereotypes that impact Indigenous experiences across the health system.
Persons with Disabilities: All staff are required to take an Accessibility Course.
Mental Health:








Management Training:
Disability Management: an iLearn course to recognize signs and symptoms of mental illness and
managing it in the workplace.
Leading a Mentally Healthy Workplace Certificate Program Queen’s University: Further
education to support managers through the accommodation process. To date 52 Managers have
been trained.
Senior Leadership has been trained on the psychosocial factors that contribute to a strained
workplace environment.
Staff Training:
Compassion Fatigue Workshop: principles of compassion fatigue are taught with exercises to
assess and monitor self-awareness and develop self-care plans such as mindfulness meditation.
Proper debriefing skills are taught to minimize exposure to trauma.
Emotional Intelligence: offered to all staff. Emergency and mental health staff receive a tailored
course on how stress can impact high stress units. Sessions are 4 hours and offered monthly.

7. Discuss the sustainability of the initiatives outlined in sections 3; 4; 5 and 6. (15 POINTS)
At MGH, we believe system change can’t happen without a focus on sustainability. We stay the course
through:



Our five year Strategic Plan with a solid commitment from our Board and senior leadership to
maintain diversity as a strategic priority.
Declaration of commitment to Psychological Health and Safety ensures that MGH provides an
environment where one can be their whole self and follows the Standard in all decision-making.
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Evaluation of programs, policies, and practices to ensure initiatives meet the needs of our staff
and patient populations through the use of the Health Equity data and QIP measures.
Monitoring and measuring our staff engagement and patient satisfaction scores to ensure that
the procedures and practices in place continue to sustain a culture of inclusivity.
Commitment to continue to enhance relationships with community stakeholders through our
MGH Patient Experience Partners (PEP): former patients and/or family members who have
received care at MGH. Members provide insights and feedback on a variety of hospital initiatives
and improvement projects.
Developing and strengthening internal and external partnerships; being open to new
partnerships, both formal and informal, to improve efficiency or enhance care for our
community.
Diversity and inclusion integral to all decision making during our patient tower redevelopment
project.
Through the Mental Health at Work Committee, expanding education offerings and awareness
campaigns.
Storytelling and patient videos heighten understanding about what is truly important to patients
and helps to identify if programs are meeting their needs. Patient stories and videos empower
patients to comfortably impact the design of processes and services across the hospital.

8. Conclusion
At MGH our vision is to Create Health, Build Community. An organization that is inclusive and supports
the diversity of both patients and staff will ensure that we build a strong and healthy internal and
external community.
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How to submit your nomination:
The nomination should include all of the items listed below. The nomination is to be submitted to
jbruyere@cchl-ccls.ca as one PDF file. The letters of nomination and support should be included in
the PDF file as well. Electronic signatures are acceptable.
Please include the following in your nomination package:
 the completed nomination form;
 nomination letter from a member of the College;
 the completed nomination template; and
 three letters of support, as outlined on page 1 of this document .
Should you have any questions, please contact:
Julie Bruyère, Coordinator, Corporate Partnerships and Events
Canadian College of Health Leaders
292 Somerset Street West
Ottawa, ON K2P 0J6
Tel: (613) 235-7218 ext. 236
Toll free: 1-800-363-9056
Fax: (613) 235-7218
jbruyere@cchl-ccls.ca
Nomination deadline: February 1, 2018.

Sponsored by:
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February 1, 2018
Ms. Julie Bruyere
Coordinator, Corporate Partnerships and Events
Canadian College of Health Leaders
292 Somerset Street West
Ottawa, ON K2P 0J6

Dear Ms. Bruyere:
I am honored to write a letter of support for Michael Garron Hospital │ Toronto East Health Network
(formerly Toronto East General Hospital) to be considered for the Canadian College of Health Leaders’
Excellence in Diversity and Inclusion award.
Michael Garron Hospital (MGH) serves one of the most diverse populations in Toronto. This diversity
manifests in variation in income, ethnic diversity, socioeconomic and health status. At MGH, we are
committed to collaborating with community stakeholders to meet the needs of the diverse population
we serve. We not only proclaim our intentions but more importantly, we take action to mitigate the
negative impacts of this variation.
For example, we capture the patient voice through our patient videos and storytelling strategies. Our
staff, MD’s, and volunteers share stories to stimulate empathy and compassion. Similarly, the MGH
Patient Experience Panel is highly engaged in co-creating our care and service delivery transformations.
We invite our panel members to join our committee meetings from bedside to board room. And
recently, we have invited panel members to participate on our staff hiring panels to ensure that our new
recruits are not only technically skilled but also patient centred.
Most recently we have engaged both leaders and staff in learning strategies focused on the LGBTQ
population as well as Indigenous health awareness training. This has allowed us to better understand
and appreciate the factual knowledge and culture norms of both groups with a goal to improve care to
the patients we serve.
Our continued focus to strengthen our practices and community partnerships will allow MGH to adapt
to the changing needs of our patient population and to provide excellent care.
I am pleased to offer this letter of support for Michael Garron Hospital and their efforts to diversity and
inclusion.

Sincerely,

Irene Andress, RN, MN
VP, Patient Experience, Health Professions and Chief Executive Officer
Michael Garron Hospital | Toronto East Health Network

