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ESTABLISH THE LINKS
Clarify how the goals and 
purpose of the ERGs/ 
BRGs link to and support 
achievement of the organi-
zation’s goals, mission and 
values.

What they did:

Diversity, Equity and Inclusion 
are baked into all executive vice- 
president divisional goals. Evaluations 
are based upon progress against 
these goals and incentive compen-
sation is tied to those results. 
[Education] 

Forty of the sixty Senior Leaders serve 
as active Executive Sponsors for the 
Diversity Advisory Council. At each 
bimonthly meeting, a Senior Leader 
engages in live Q&A summarizing top 
business priorities where E/BRGs can 
support. In the weekly Senior Leaders 
staff meeting, upcoming BRG events 
are listed by station location. At the 
annual Inclusion Summit, ten Senior 
Leaders imparted their stories of 
personal Inclusion Journeys with live 
and broadcast audiences.
[Transportation]

The CEOs at this healthcare system 
facilities are diversity champions and 
integrate this work into annual initia-
tives. Groups partner with champions 
to provide updates on accomplish-
ments, current state and future goals. 
As a result, group leaders stay aligned 
with the system’s vision, strategies 
and progress so they can consistently 
update their teams and speak to how 
the group’s efforts are supporting 
achievement of the system’s goals.
[Healthcare]

What they did:

While taking an active part in 
community events and chari-
table projects related to the focus 
audience, groups also partnered 
with Technology to update the 
process for veterans returning 
from deployment and worked 
with HR to revise training and 
deployment pay to align with the 
military fiscal year, improving 
military payroll reporting and time 
off for employees. 
[Financial Services]

The ERG partnered with HR 
Compensation and Benefits to 
redefine some core benefits to ensure 
that everyone can take advantage 
of all offerings including leave and 
coverages. Additionally, the group 
provided training programs related 
to the transgender and non-binary 
community and coordinated town halls 
hosted by the Chief Diversity Officer, 
Legal and Employee Relations to 
listen to concerns, answer questions 
and ensure employees knew they 
would be welcomed and safe.
[Information Technologies]

In addition to the group’s sponsor 
providing regular updates to the CEO 
and senior leadership team, the BRG 
has access to the board room and 
CEO meetings throughout the year 
to provide updates, share accom-
plishments and ask for support. The 
CEO and the entire senior leadership 
team joined the group’s social hour 
to interact with members and show 
their support and commitment to the 
community the group serves. 
[Retail]

10 SUCCESS TIPS 
Best Practices from ERGs and BRGs 
who can say, “Been there! Done that!”

GLOBAL ERG
NETWORK

PRISM International and the Association of ERGs and Councils (AEC) have worked with groups for 
over a decade helping to build, manage, lead and sustain effective organizational diversity and 
inclusion strategies. The following ten tips and examples are drawn from our experience working 
with organizations from across industry sectors and around the globe.

WORK ON  
THE STAGE AND  
BEHIND THE SCENES
Combine visible, direct action and 
tactics with less obvious, indirect 
activity to achieve maximum 
impact. Your visible activities clarify 
your purpose and demonstrate your 
commitment and the organization’s 
commitment. At the same time, 
working on processes that may not 
be as obvious can be instrumental 
in making sustainable change in 
your organization’s culture.
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4DEFINE YOUR LANE AND 
ADDRESS THE GRAY 
AREAS
Your primary focus is the 
group you have identified 
through your core purpose. 
Make that clear. And be 
prepared for the gray area 
questions. What does the 
group do….and, just as 
important, what does the 
group NOT do. Determine in 
advance how you will manage 
requests that are clearly 
outside your lane. 

What they did:

Digital strategies were developed 
and virtual tools implemented 
to expand the reach of career 
development resources to 
employees across the country 
who otherwise would not have 
access to these resources. 
[Energy/Utilities] 

ERG members are highly encouraged 
to speak about their experience with 
the group, especially as they move 
into leadership roles. It is important to 
emphasize this additional role outside 
an employee’s main role at the firm 
– to acknowledge, have pride in and 
become known for having success-
fully taken on more responsibility 
and ownership of a company-wide 
strategy.
[Financial Services]

This company recognized the devel-
opmental benefits of ERG/BRG 
participation including leadership, 
project management, business 
planning and influencing without 
authority and, as a result, identified 
those aspects of the experience 
in recruiting new members and 
supporting members’ continued 
professional growth.
[Travel]

What they did:

A standardized portal was built for all 
Employee Networks to leverage as 
a focal point for communication. This 
allowed consistent processes for all 
chapters as well as defined a commu-
nication strategy that provides e-mail 
requirements, standard templates, 
periodic open office hours and ongoing 
availability of resources.
[Financial Services]

Roles and responsibilities of the group 
sponsor and members, as well as 
accountability for establishing goals 
and objectives, are defined in guides 
and materials distributed by the organi-
zation’s diversity council. Connections 
and networking across groups enables 
redirection of inquiries and issues to 
groups best equipped to handle topics 
outside the central focus of the group 
receiving the initial request.
[Food Service]

Each year the D&I team has Group 
Leaders develop a strategic yet flexible 
business plan to guide Group initia-
tives. D&I and the Executive Sponsor 
then support the Group’s execution 
of the plan. During biweekly meetings 
Group Leaders identify and brainstorm 
solutions for challenges and continue 
to strengthen cross group communi-
cation and support.
[Financial Services]

REMAIN AWARE OF YOUR 
AUDIENCES – ALL YOUR 
AUDIENCES
The audiences for your ERG/BRG work 
include all groups – across the organi-
zation, outside the organization and up 
and down reporting levels. They may 
be listening for different reasons – and 
your messaging needs to address that 
diversity. When you are inclusive with 
your reach, you maximize the power of 
your message. And do not forget your 
members! They are an audience as 
well.
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KEEP THINGS  CURRENT
Change is inevitable. While 
the main focus of the ERG/
BRG will remain stable, the 
news about it will evolve. 
Related trends and findings 
must be considered 
and incorporated where 
needed and appropriate 
to avoid becoming out of 
touch.

What they did:

Recognizing that the corporate 
intranet pages were outdated, 
this ERG gathered feedback and 
developed a common design for 20 
E/BRG pages, a consistent entry 
page format and utilized placement 
in the company’s weekly newsletter 
to inform employees of the group’s 
work.
[Travel]

The ERG provided content for regular 
social media posts and was featured 
in a new episode focusing on the 
group’s target audiences. The annual 
Diversity and Inclusion event was 
live streamed, and the ERG received 
multiple mentions (fifteen over a ten- 
month period) in the organization’s 
media raising awareness and recog-
nition of the company’s commitment 
to diversity and inclusion.
[Healthcare]

Members advertised ERG meetings 
and events through intranet page 
bulletins, spotlight ads and banners. 
The internal social media platform 
was used to educate members about 
D&I related topics and to brand the 
ERG using hashtags.
[Government]

What they did:

Group members are encouraged 
and supported to attend D&I 

conferences. They bring back new 
information about current challenges 
and situations in corporate, company 
and government – information that is 
critical to keeping the group up to date 
and prepared for the future.
[Aerospace]

The BRG created a committee to 
monitor and evaluate chapter health. 
Building on existing minimum require-
ments, the group defined accountability 
and methods for ensuring growth 
continues, for identifying new markets 
and standards for retiring chapters not 
meeting standards.
[Financial Services]

Through participating in outside D&I 
related events hosted by universities, 
associations and industry partners, 
BRG members identify areas for 
potential growth, opportunities for 
improvement and ideas for keeping the 
focus on track and current.
[Transportation]

USE WHAT’S  
THERE ALREADY
Be different but not so 
different that you miss the 
opportunity to embed your 
messages and purpose in 
existing communication streams 
inside and outside the organi-
zation. When the ERG/BRG is 
quoted and seen in organizational 
newsletters, websites, etc., its 
message is perceived to be a part 
of what the organization values 
and becomes a part of the fabric 
of the culture.
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8IMAGINE SUCCESS – THEN 
MEASURE IT!
First answer the BIG question. 
In a year or two or ten – you 
decide the range – when 
you look around and can say 
your efforts were a success, 
what will be happening that 
will make you say that with 
confidence. Then – with that 
success image in mind – 
select the measures that will 
tell your story. 

What they did:

By creating ties to other ERGs 
and Councils across the organi-
zation, the ERG saw greater 
support during forum events from 
management and executives, 
broader employee awareness 
and participation and a wider 
reach within the organization – all 
of which enriched conversation 
about topics critical to the ERG’s 
goals.
[Aerospace]

Visible participation in the community 
–  via partnerships with a local school, 
safety workshops, and community 
service opportunities – built the image 
of the organization as a trusted and 
valued corporate citizen as well as 
provided the ERG members with a 
real and personal vantage point for 
understanding of their focus.
[Utilities] 

Partnerships with Talent & Acquisition, 
Human  Resources, University Rela- 
tions, Communications and Marketing 
enabled the ERG to enhance a 
mentoring process designed to 
attract, engage, develop and retain 
diverse talent.
[Financial Services]

What they did:

Organizational recruitment and 
retention goals for target audiences 
critical to increasing the diversity of 
the employee population were used 
to shape the ERG/BRG strategic plan, 
objectives and measurable impacts.
[Healthcare]

Funding for future initiatives is tied 
to performance on metrics including 
membership numbers, volunteer 
hours, fundraising and budget 
management.
[Telecommunications]

Officers are elected for 12-month 
terms with the understanding that they 
are to use the group’s mission and 
goals to organize meetings and guide 
the group. ERG members complete 
mid-year surveys evaluating officer’s 
performance that determine whether 
officers will be eligible for additional 
terms.
[Government]

BUILD DIALOGUE  
AND BRIDGES
Networking with other groups – 
inside and outside the organization 
– will provide perspectives and the 
connections that result can be sources 
of insights and routes to discovering 
common ground.
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BE AWARE OF BURNOUT
The work of ERGs and BRGs 
is important. What draws 
many people to the work is a 
sense of purpose that is deep 
and embedded in their values. 
Though burnout can happen in 
any role, when the work is closely 
tied to core sources of meaning 
and purpose, emotion can add 
to energy drain. Setbacks can 
be discouraging and disheart-
ening. Keep in tune with group 
members’ experiences and inter-
actions. Watch for signs of disap-
pointment and be ready with 
methods for keeping members’ 
energy protected where 
possible and help to reenergize 
when a slip is detected.

What they did:

In a phased approach beginning 
with breakfasts to enhance learning 

and encourage participation, followed 
by a pilot training program, the 
Center of Excellence grew from just 

nine members covering twenty-four 
chapters to forty-four members 
providing additional support and ability 
to manage competing priorities effec-
tively and efficiently.
[Financial Services]

Starting with just two focus areas 
thirty years ago, the ERG now has 
10K members, a strong employee-led 
diversity council, an executive sponsor 
committee, fifteen company officers 
and employees who are ambassadors 
of inclusion and internal diversity 
consultants.
[Manufacturing]

Following a successful pilot, a formal 
program was launched to connect 
employees using monthly surveys to 
match groups of four employees with 
a known common interest, yet diverse 
experiences. Over the nine-month 
experience participants meet new 
people, were able to build on existing 
relationships and learned how, to 
authentically network with others on a 
personal level.
[Financial Services]

What they did:

Workshops focused on health and 
wellness and promoting work-life 
balance were provided to group 
members. Additional development 
sessions on improving the quality 
of work and effectively leveraging 
strengths were offered to help 
members reach professional and 
personal goals.
[Transportation]

Group work and experiences are 
designed to support members as they 
navigate their careers, balance work 
and other demands and find their 
individual paths to achieving their 
goals.
[Healthcare]

The executive sponsor always 
listens to the group’s challenges, 
helps identify solutions and handle 
roadblocks, and is visible and involved 
demonstrating commitment to the 
organization’s D&I commitment and 
to the ERG/BRG members.
[Financial Services] 

DREAM BIG! START SMALL!
Enthusiasm can make 
appetites bigger than our 
capacity. Small wins fuel 
bigger ones. Test ideas. Track 
what works and what does 
not work. Keep your exposure 
limited when testing and 
learn from the early steps to 
make later work all that much 
more effective.
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Some sage advice from  
the “WINNERS’ CIRCLE”

The words below are offered from some of the top 25 Award Winners from 
the 10th Annual ERG & Council Honors Award™ ceremony in May, 2019.

Study company policies 
and benchmark 

them against other 
companies.

Share successes so employees 
know how their efforts impact the 
company, their coworkers and our 

communities.

Identify gaps and tie them to goals 
and priorities to allow you to develop 

programming, events and initiatives that 
align to broader organizational priorities.

Partner with knowledgeable external 
organizations to deliver training by 

subject matter experts who can answer 
even the toughest questions.

Ask employees for 
feedback so you can 
track progress and 
continually improve.

Demonstrate impact through surveys 
and relevant metrics that are clearly 

tied to the organization’s goals.

We recommend starting small based on our 
experience of developing and growing the program 

- in its first year, the program was run with 10 
circles, totaling 100 mentees. Starting with a small 

cohort gave us the opportunity to gain detailed 
feedback before expanding, allowing us to grow 

the program steadily over the last few years. 

Ask questions about availability during 
the interview and selection process 

for new group members to get a good 
understanding of workload, manager 
approval and outside commitments.

Continue the  
conversations and 
invite everyone to 

participate.

Understand what is feasible and ensure that each 
project is clearly scoped; include a clear definition 
of what a successful outcome will look like; lay out 

what is in-scope and what is out-of-scope.

Start with a trusted, 
engaged executive who 
is ready and willing to 
jump in and actively 

participate.

Engage subject matter experts across 
the organization and collaborate with 
passionate, accountable stakeholders 

to drive and lead change.  

Create sustainable 
platforms for 

exploring ways to 
address unconscious 
biases and expand 

the business.


