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Rationale and
Methodology

This Needs Assessment and Website Review actualizes
Action Item 12 in the Area of Retention within the
Employment Equity Plan 2023/2024. Leaders from seven
existing or emerging ERGs participated. Semi-structured
one-to-one discovery discussions using an Appreciative
Inquiry SOAR Analysis was used. Thematic analysis using
inductive¾Ï gindth f i



What are ERGs?

Organizational Benefits of ERGs

Employee Resource Groups (ERGs) are voluntary,
employee-led groups that bring together employees
who share an interest in a specific dimension of
diversity[1]. 

In the Queen’s University context, they are also known as Networks
and Caucuses. Their primary purpose is to provide groups of
employees with an organizationally provisioned yet ‘grassroots’
structure to support their unique needs as it relates to specific,
personally identifying characteristics, including visible and non-
visible identifies and/or qualities[2]. Equally important is the many
benefits they can provide to the organization.

ERGs serve as a resource for its members, foster I-EDIAA (Indigenization-Equity,
Diversity, Inclusion, Accessibility, Anti-Racism), and can play a critical role in
supporting organizational initiatives and goals. Forward-thinking organizations
recognize these groups and its’ members as vital and integral interested parties[6],
and as such, many key benefits can be attained.

Employee
Resource Groups
Needs Assessment 

This ERG was the deciding
factor of coming to Queen’s.
Now that I am here, I need it

for my very survival.

Our ERG has
been a lifeline

to many.
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Increasing employee engagement, retention, and
wellness





Opportunities: What are ERGs asking for?

1. VPCEI – Centralized support should come from the Office of the
VP (Culture, Equity, Inclusion) with this Office acting as a
centralized resource and administrator for funds received, with
appropriate support from the Human Rights and Equity Office
(HREO), Human Resources (HR), and with Departments and
Faculties as appropriate. 

2. Collective – ERG Leaders should have opportunities to meet as a collective to
share ideas, find synergies, and collabora



11. Supervisor and Manager support – There is a great need for this
group to receive a consistent directive on how to support their
direct reports in their ERG work in a meaningful way. This could be
accomplished with stronger messaging and professional
development on how to develop an ERG-inclusive leadership
approach.

12. Senior Leadership endorsement – Greater awareness 
of the strategic benefits of ERGs is neede



Office of the



Professional Development

9. Being Valued - The contributions to the university of ERG Leaders need to be
a 



Great Awareness and Support

16. Senior Leadership - HREO and HR should develop and deliver ongoing
awareness session for Senior Leadership that outlines the organizational benefits
of ERGs and how they can engage and seek advice from these groups.

17. Supervisor and Managers - HREO and HR should provide training with takeaway
guidelines to Supervisors and Managers regarding how to best support ERG
Leaders (release time, inclusion of ERG contributions in the PDP, sensitivity
concerning some personal ERG related identities). 

18.Joining an ERG - Greater oi nage



24. I-EDIAA - The HREO should be available to provide advice 
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Matters for Further Consideration

Intersectionality - The subject of the intersectionality of one’s social identity
came up in nearly every discussion. For example, which ERG does a black Muslim
woman join? All? One? What does that mean for time release? Co-hosting
activities and events and working together on common issues can provide a
partial solution to this dilemma. 

Allies – On balance, the literature supports the inclusion and participation of
Allies within ERGs. In fact, it is considered a best practice by many[16]. This view
is not shared by the majority of ERG Leaders at Queen’s. It is a difficult dynamic
to moderate as the potential exists for allies to unintentionally dominate the
conversation or speak on behalf of the ERG members, instead of listening and
learning from them. However, if done well, allyship can be a powerful way to
enhance the impact and value of ERGs for both their members and the
organization[17]. Ultimately, the decision in terms of how to include and leverage
Allies depends on the needs and preferences of each ERG. For example, one ERG
has different communication channels for ‘members’ vs ‘allies’, with some events
open to all.

Remote Employees – Queen’s has employees that work from home and on off-
campus facilities in Kingston and abroad. What can be done to ensure their
inclusion and sense of belonging?

Engaging our Alumni – How can ERGs engage with and derive support from the
university’s alumni and alumni chapters (e.g., Indigenous, Black, and Queer
Alumni Chapters)?



Processes and
Frameworks

Additional Recommendations



1. Employee Resource Groups

Employee Resource Groups (ERGS, Networks, Caucuses) arise because 
of grassroot initiatives of diverse and inspired employees who are supported 
by their organization which consciously invests in creating a culture of 
engagement. As such they have huge potential to support the organization’s
recruitment, retention, and strategic goals (Kostecka, Mart







ERG Operational Framework [19]

Purpose
The purpose (Vision and Mission) should be clear and articulated in a way that is
easy to und





Sources and
Resources

[1] Source: ERG-Playbook-final.pdf (ergscenter.com)
[2] Source: Toolkit for Developing a D&I Strategy (ccdi.ca)
[3] Sources: ERG-Playbook-final.pdf (ergscenter.com) and
EmployeeResourceGroup-StructureandGuidance-20201111.pdf (bc.edu) 
[4] Source: Cooperrider, D. L., & Whitney, D. K. (2005). Appreciative inquiry: A
positive revolution in change. Berrett-Koehler.
[5]Source: I-EDIAA Announcement, November 25, 2022
https://www.queensu.ca/hreo/i-ediaa-announcement 
[6] Source: https://www.queensu.ca/strategy/ 
[7] Source: https://www.queensu.ca/principal/edii/declaration-commitment-
address-systemic-racism 
[8] Source: https://www.queensu.ca/principal/i-ediaa/scarborough-charter 
[9] Source: https://www.queensu.ca/campuswellnessproject/campus-
wellbeing-framework 
[10] https://www.queensu.ca/principal/strategy/sustainable-development-
goals/sdgs-queens 
[11] Source: https://www.queensu.ca/principal/strategy/community-
engagement 
[12] Source: https://www.queensu.ca/hreo/initiatives/principals-action-
group-gender-and-sexual-diversity 
[13] Source: https://www.queensu.ca/indigenous/truth-and-
reconciliation/committees-and-working-groups 
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