
WHAT IS THE ROLE OF EMPLOYEES?
DIVERSITY AND INCLUSION IS A TEAM EFFORT

The best way to develop an inclusive workplace environment is to leverage 
employee resource groups (ERGs). ERGs are employee-led groups that are 
formed based on specific traits that group members possess. They can be 
formed around factors such as race, gender, religion, sexual orientation, or 
other shared characteristics. Teach For All is a company that has mastered 
the art of creating a successful and thriving ERG. Here are some best 
practices for ERGs to bring employees together with a spirit of inclusion:

 ■ Joint sponsorship of activities

 ■ Equal sharing of opinions
 ■ Soliciting feedback in decision making processes

 ■ Engaging allies 
 ■ Leadership sponsor who is not a member of the group

HOW CAN MANAGEMENT FACILITATE 
SUCCESSFUL ERGs?
THE ROLE MANAGERS PLAY AS THE FRONTLINE EMPLOYEES 
RESPONSIBLE FOR IMPACTING CULTURE

“Leaders must intentionally create an environment where employees feel 
they can safely express themselves and where specific concerns can be 
raised with transparency and confidence.”
1. LEADERSHIP BUY-IN. You don’t need buy in from leadership to 

move forward, but it will make it easier to implement a new ERG and 
increase that organization’s effectiveness. It’s best if the group has an 
executive sponsor to advocate for them at the leadership level.

2. ASSESS COMPANY NEEDS AND SET GOALS. After getting buy-
in from leadership, it is necessary to decide which ERGs are needed.  
Once you have decided what you need, it’s time to determine what 
outcomes you hope the ERG will achieve. ERG goals will be contingent 
on the company goals and needs. 

3. START SMALL. It is also beneficial to have allies in the group; 
which are individuals who do not necessarily share the group’s 
characteristics, but are passionate about the group, want to learn 
more, and want to show their support.

4. ADVERTISE THE GROUP. Make sure people in your organization 
know about the ERG and have the opportunity to participate.  This can 
be done through the company’s intranet or internal communication 
platforms.
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Employees need a clear understanding 
of diversity goals & vision and have an 
inclusive mindset to learn & practice 
inclusive behaviors.

Employees who feel they can be their 
authentic selves at work are nearly 3 
times more likely to say they’re proud to 
work for their company.

Employees who feel they can be their 
authentic selves at work are 4 times 
more likely to say they are empowered 
to perform their best work.

WHY IS UNDERSTANDING 
THE ROLE OF EMPLOYEES 
IMPORTANT?

HOW TO ENGAGE 
EMPLOYEES
WAYS FOR EMPLOYEES TO SHARE WHO 
THEY ARE AS A PERSON

 ■ Newsletters

 ■ Employee spotlights
 ■ Hosting activities that are open to 

everyone

 ■ Sport & hobby related groups

 ■ Weekly team meetings

 ■ Celebrating the month the group is 
nationally recognized- e.g. Black History 
Month (February), Women’s History 
Month (March), etc. 

 ■ Community involvement and social 
responsibility initiatives.
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HOW EMPLOYEES CAN SUPPORT DIVERSITY AND INCLUSION
A HOLISTIC APPROACH TO HELPING EMPLOYEES DRIVE CHANGE 

While strong leadership support is essential to fostering a diverse and inclusive work environment, employee support is 
also needed to maintain a strong D&I culture.  Employees shape and reinforce the company’s culture through their behaviors 
and interactions with one another.  If a company places value on treating people with dignity and respect, then employees 
should hold each other accountable for acting in accordance with those values.  Clean Talk is a program that provides a 
communication framework to help employees and leaders discuss sensitive topics in a constructive way that promotes 
honesty and integrity while resolving conflict.

CLEAN TALK www.phoenixchamber.com/cleantalk

For example, say an employee works for a company that is committed to providing a workplace that is inclusive and free of 
insensitive or offensive behaviors.  If that employee hears someone make a culturally insensitive comment, he/she would 
feel an obligation to address it because their company does not tolerate that behavior. The employee could use the Clean 
Talk program for guidance on how to approach the conversation with the person who made the insensitive comment.  This 
provides an opportunity for the employees to potentially resolve the issue and reach mutually agreed upon expectations 
for behavior in the future, without having to escalate it to management.  This method gives employees, as well as leaders, 
ownership in fostering an inclusive environment that values diversity and treating others with respect.

COMMUNICATE TIPS TO PROMOTE DIVERSITY AND INCLUSION

1. Know the diversity goals and vision of your organization and its connection to the overall business objectives. 

2.  Participate in employee engagement surveys and respond as openly and honestly as possible. 

3.  Actively engage in the diversity effort. You can take part in or start an Employee Resource Group, or volunteer to chair or 
serve on committees that organize diversity-related events and activities. 

4.  Become culturally competent. Take the time to learn about different cultures, races, religions, and backgrounds 
represented by your colleagues.

5. Treat people in a way they wish to be treated rather than the way you wish to be treated. Do not tell offensive jokes that 
may alienate those who are different from you — even if they are not present at the time. Most importantly, be respectful 
always. Drive positive change in the organization. Be a spokesperson for diversity issues that are not necessarily your own. 

6.  Welcome ideas that are different from your own, and support fellow teammates. 

7.  Understand the diversity elements you personally bring to the organization. Diversity comes not only in the form of 
culture, race, and gender but also includes elements such as socio-economic background, education level, geographic 
location, sexual orientation, thought, and many others. 

8.  Commit to continuous improvement. 

9.  Communicate and educate. Diversity work is a journey, not a destination. 
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https://phoenixchamber.com/wp-content/uploads/2022/03/Clean-Talk_2022.pdf


MEASURES OF SUCCESS
AREAS TO ASSESS FOR SIGNS OF IMPROVEMENT

 ■ Employee Survey 
 ■ Decrease in the number of D&I complaints

 ■ Diverse hiring panels

 ■ Annual demographics assessment (to see the change over time)
Success will be based on the overall goal – if your goal was to increase 
representation of women, then your measure of success is going to be 
pretty clear. Or maybe it is about retaining talent, so the program needed 
will be a retention program.

ERGs struggle with measuring and tracking results. We have all heard the 
term key performance indicators (KPIs). A KPI is a measurable value that 
shows how effectively a company is achieving key business objectives. A 
good KPI should act as a compass, helping you and your team understand 
whether you’re taking the right path toward your strategic goals. 

What areas can KPIs help you improve the impact of your employees?
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To be effective, a KPI must:

 ■ Be well-defined and quantifiable.
 ■ Be thoroughly communicated 

throughout your ERG
 ■ Actually be crucial to achieve your 

goal. (Hence, key performance 
indicators)

 ■ Be applicable to your Employee 
Resource Group vision.

METRICS

DEVELOPMENT METRICS

 ■ Career Advancement: ERGs should identify members who have advanced their careers as a direct result of an ERG 
program and initiative support and submit a minimum of three success stories per year to the D&I office.

 ■ Personal Development: Number of attendees attending developmental events provided by your ERG over the total 
number of ERG members.

 ■ Professional Development: Number of attendees attending professional growth events provided by your ERG over the 
total number of ERG members.

RETENTION METRICS

 ■ % of Member Engagement: ERG active members / ERG total members x 100, %
 ■ What defines an ERG active member versus an ERG member? You can define this threshold, as an example — let’s say 

an active member is considered someone who attends 3+ events per year or it’s someone who has responsibilities for an 
event. An ERG member can be anyone who is registered in the mailing list. See where you currently stand and set a goal 
for where you want to be.

 ■ Employee Turnover Rate (ETR): Before arriving upon your ETR, you need to have identified your ERG members, and 
active ERG members. Then take the number of ERG members who have departed the company and divide it by the 
average number of employees. If you have a high ETR in your ERG, spend some time examining your development and 
engagement opportunities.

 ■ Employee Satisfaction: Happy employees are going to work harder — it’s as simple as that. Measuring your employee 
satisfaction through surveys and other metrics is vital to your ERG and organizational health.
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