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After 60 years of unremarkable existence, Employee 
Resource Groups (ERGs) have become the centerpiece 
of most human capital strategies. ERGs are no longer a  
‘nice to have’ benefit but now required assets for 
recruiting and retaining diverse talent. ERGs demonstrate 
a commitment beyond simply naming an executive to 
represent the diversity function. When properly funded, 
organized and recognized, ERGs are tangible proof that 
an organization values a diverse, equitable and inclusive 
workplace. 

In the past, leading an ERG - or even just supporting 
one – was considered career limiting. Today, employees 
proudly demonstrate their membership or allyship as 
career credentials on LinkedIn. Employers showcase ERG 
videos on job postings and ask ERG members to participate 
in candidate recruiting processes. Talent management 
professionals now recognize that ERGs help fill management 
pipelines by providing low-cost training and real-world 
sandboxes to develop the next generation of leaders.  
And finally, ERG leaders are being recognized for their  
valued contributions with financial compensation and  
other tangible rewards.

With the last two years of unprecedented social change, 
management focused on the future of work. ERGs, 
meanwhile, acted on the front-line enabling employees 
to assist one another.

Extreme labor and supply shortages created even 
more social-emotional exhaustion for employees and 
managers alike, which shifted business priorities from “high 
performance” and “operational excellence” to “mental health” 
and “employee experience.” Talent management stopped 
pushing to optimize output and instead encouraged ways  
to include. Managers, equally unable to focus and 
unprepared to counsel, suffered from their own burnout. 

FROM RESURGENCE  
TO REFORMATION
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Amid this workforce crisis, ERGs picked up the “Slack”  
and became a lifeline for employees desperate to process 
these unsettling workplace challenges. 

Responding to the need for connection and support, 
ERGs put aside more typical career development and 
mentoring programming in favor of employee wellbeing 
initiatives and social activities. More clearly than ever 
before, ERG activity aligned with critical HR objectives  
to retain valuable, diverse employees and attract others 
just like them.

As all organizations adapted to the challenges of virtual 
interaction, it positively provided a much lower barrier for 
geographically dispersed employees to tap into in the 
ERG ecosystem.. 

However, Zoom fatigue and emotional overwhelm 
made engaging new and existing ERG members more 
challenging. Without top-level organizational support, 
many ERG leaders became frustrated, exhausted and 
disenfranchised. The added pressure of figuring out  
how to run and grow an ERG sat atop of their other 
priorities and responsibilities associated with being a  
paid employee and committed family member. As a 
result, many ERGs regressed and are now reorganizing 
with urgency to effectively launch or relaunch. Even 
the most mature ERGs revisited their governance and 
structure to operate efficiently in the "new normal" way 
everyone now works.

With the past two years of powerful proof and 
momentum, it is apparent that ERGs can give employees 
the critical benefits of psychologically safe outlets, access 
to career coaching and a genuine sense of belonging. 
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ERG LEADERS ARE LOUD, 
PROUD AND PRACTICE 
WHAT THEY PREACH 

With a influx of requests for help, the ERG Leadership Alliance 
(ELA) stepped up, too, by rallying its members who continued 
to generously share and co-create best practices. Without 
proprietary restrictions typically imposed in other types of  
cross-company exchanges, ERG leaders helped one another  
with a common goal that someday, all workplaces will be truly 
diverse, equitable and inclusive.  

With our very large  and active community’s firsthand input, we 
monitored our 2021 ERG Trends which indeed proved accurate 
and ongoing. Herein we present the 2022 ERG Trends that 
demonstrate even more urgency among organizations in all 
sectors, of all sizes and based all over the world.
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Recent studies indicate that at most, 6% of 
organizations are currently compensating ERG 
leaders at all. LinkedIn stands out as one of the 
experts with well-thought-out and intentional 
practices that they have often shared in ERG 
forums and meetings. In leading the ERG 
leadership recognition movement, LinkedIn 
warns against even calling monetary reward 
“compensation", and they suggest carefully 
coordinating ERG-related rewards with the 
employee’s “day job” manager and total 
compensation plan. 

LinkedIn is at the high end of ERG leader annual 
pay with $10-15k that is only available to specific 
types of ERG leadership roles and subject to 
performance review. Most other organizations 
with ERGs that claim they do now or soon will 
pay ERG leaders admit they have little to no 
structured policies guiding it just yet. However, this 
is quickly changing with organizations with as little 
as 30 employees, to those such as Amazon with 
hundreds of thousands of employees supporting 
13 ERGs with 900+ chapters, that are all planning 
to financially compensate or otherwise formally 
recognize their ERG leaders.

2022 appears to be the year that organizations 
either commit to pay or get off the compensation 
pot. 

Organizations must decide if they will or will not 
compensate ERG leaders—and if not, why and  
how they will otherwise recognize and reward  
the work. Most organizations arrange non-cash 
ways to reward their ERG leaders, such as special 
training, recognition events, or reward points 
system. Positioned as ERG leader benefits or  
perks, the carrot still needs to feed an ERG  
leader’s passion for advocating for their affiliated 
population in addition to their intrinsic desire to 
have a personal impact. 

However, real impact requires continuous 
executive attention. For example, one large 
multinational organization arranges annual 
meetings between each ERG leadership team  
and the CEO. These meetings are designed to 
report the ERG’s progress, state their resource 
needs, and reassure the ERG leaders that their 
work and voices are appreciated. 

ERG LEADER COMPENSATION 
CONTINUES TO BE THE HOTTEST 
DEBATE. 

L E A D E R S H I P  TA K E AWAY

Be open to conversations and communicate with your ERG leaders about supporting their work. Be clear if the 
organization is considering financial compensation or not—and why. Acknowledge that there may be policy 
changes in the future and make an effort to stay abreast of trends, at least in your industry. ERG leaders know 
this is demanding work, and they likely signed up for personal reasons. However, they know they can be paid 
to do similar work elsewhere. Even a small, non-monetary show of appreciation such as an executive email or 
social media shout-out can help energize and engage your influential ERG leaders.
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TREND

Two years ago, it would have been extremely  
hard to find anyone assigned to oversee the 
employee groups - let alone someone dedicated 
to the role. Large organizations commonly now 
have a fully paid individual or team responsible  
for overseeing all the ERGs. Oversight managers 
look to create operational efficiencies and 
synergies across ERGs. Usually reporting 
into DEI, ERG oversight manager titles vary 
including ‘Diversity and Inclusion Specialist’ to 
‘ERG Manager.’ Some organizations already have 
ERG Program Offices containing multiple ERG 
oversight managers assigned by specialties such 
as operations or compensation. Other program  
offices divide ERG oversight by geography or ERG 
maturity level. 

Oversight managers ensure ERG activity aligns 
with organizational objectives and structural 
governance so ERGs can progress over time. 
Additionally, oversight managers help ensure  
that ERG activity and reporting align with DEI  
pillars. 

Among other duties, the ERG oversight managers 
typically define and enforce ERG formation policies 
and have a heavy hand in defining ERG leader 
selection, development and succession. 

FULL-TIME ERG PROGRAM  
OVERSIGHT IS NOW STANDARD. 

L E A D E R S H I P  TA K E AWAY

Any organization with more than 6 ERGs should be budgeting for at least one full-time, professional ERG 
oversight manager. ERG leaders may see program-level managers as unwanted policing since ERG leaders 
naturally want to avoid having to justify funding having operated in the past with much less governance. 
However, effective oversight managers can dramatically increase ERG impact by providing an ever-present 
HR voice and access to organizational resources. The oversight role evolves quickly, and success metrics 
will vary by organization. When setting the ERG management goals, be sure to consider that oversight 
managers typically manage volunteer leaders and disrupting existing and resistant ERG structures. Be sure 
to communicate to the ERG leaders the benefits of having this oversight ally that is intended to make the 
leadership work easier and more visible.
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Senior leadership involvement is unquestionably 
necessary for successful ERGs. ERG Executive 
Sponsors advocate for, mentor and ideally help 
fund the ERGs they represent. When an Executive 
Sponsor steps up, they can use the platform to be a 
significantly positive role model for ERG leaders and 
members—as well as for customers, partners and 
other executives. 

Being an Executive Sponsor does require time  
and commitment. While representing their group(s), 
Executive Sponsors may deal with discriminatory 
biases of their colleagues, other stakeholders 
and within the organizational culture as a whole. 
Executive Sponsors face inevitable pushback when 
advocating for money, raising underrepresented 
issues or including ERG input within the executive 
decision process. In organizations that do not  
respect authenticity and diversity, being an  
Executive Sponsor can be a risky career choice. 
Take note if your organization does not easily attract 
and retain Executive Sponsors. It can signal that the 
culture does not value ERGs or their purpose to make 
diversity more than a publicity-only organizational 
function.

Therefore, it is no surprise that Executive Sponsors 
who are “voluntold” rarely succeed. ERGs will be 
vocal when they do not get support. They will also 
recognize if the Executive Sponsor assignment is 
more for the organizational optics than for the  
unique opportunity to serve. 

Some organizations now require Executive 
Sponsors to formally apply to the role to ensure 
the prospective Executive Sponsor demonstrates 
personal alignment and clarity of their ERG 
responsibilities. 

While ERG leaders are typically trained on finding 
and engaging executive sponsors effectively, there is 
now high demand for training Executive Sponsors.

While Executive Sponsors do not need to be of the 
ethnicity, gender or other defined demographic of 
the ERG they support, effective Executive Sponsors 
must have at least a clear personal reason they want 
to help that specific ERG. The Executive Sponsor 
may sign up because the group represents a family 
member or close friend. They may feel indebted 
or grateful to the group for ancestral or individual 
experiences. They may genuinely want to learn 
more about the members or have specific expertise 
from which the group would benefit. Whatever the 
personal ‘why,’ the Executive Sponsor’s passion is 
critical to fuel the motivation and resilience needed 
to perform the potentially career-risky role. This 
genuine justification also gives them the required 
credibility and trust among the ERG members. 

ERG EXECUTIVE SPONSORS NEED  
PASSION AND SUPPORT, TOO.
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While ERG leaders are typically trained how to 
effectively find and engage Executive Sponsors, 
there is now high demand for training Executive 
Sponsors.

While Executive Sponsors do not need to be of 
the ethnicity, gender or other defined demogra-
phic of the ERG they support, effective Executive 
Sponsors must have at least a clear personal 
reason why they want to help that specific ERG.  
The Executive Sponsor may sign up because the 
group represents a family member or close friend. 

They may feel indebted or grateful to the group 
for ancestral or personal experiences. They may 
genuinely want to learn more about the members 
or have specific expertise from which the group 
would benefit. Whatever the personal ‘why’, the 
Executive Sponsor’s passion is critical to fuel the 
motivation and resilience needed to perform 
the potentially career-risky role. This genuine 
justification also gives them the required  
credibility and trust among the ERG members. 

L E A D E R S H I P  TA K E AWAY

Be clear about the role of ERG Executive Sponsors and consider developing an application process that 
reinforces the value and selectiveness of the role. Confirm what they are expected to do and ask each 
applicant to be clear about why they want to be an Executive Sponsor for that specific group—and be 
sure to communicate this reason to the ERG leaders and members. Since Executive Sponsorship can be 
challenging and lonely like any senior leadership role, consider creating an ERG-like space for Executive 
Sponsors that will similarly empower them and fulfill the need to confer with peers. 
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ERG leaders, especially oversight managers, 
desperately need data to plan and justify funding 
requests. Innovative technology and consultants 
are (gold)rushing to the rescue. 

Most ERGs already utilize group portals or basic 
communication platforms. In some cases, the 
systems are custom developed by in-house IT 
personnel. While other ERGs use existing licensed  
(e.g., Microsoft SharePoint, Teams, etc.) or free  
(e.g., Slack, Facebook, LinkedIn, etc.) products. 
These third-party systems can provide a 
centralized place to post and archive event 
information, enable member communication,  
and in some cases, provide management  
functions such as budgeting and planning. 

New vendors are eagerly tapping into the ERG 
market with various systems and services. While 
the vendors' intentions may be to help simplify the 
process, leaders are increasingly overwhelmed by 
the breadth of options – especially those who have 
never selected or outsourced such services before. 

ERG buyer beware: 
ERGs have unique technology requirements since 
they function more similarly to small non-profits 
or associations than the for-profit or academic 
entities they live within. Therefore, standard 
processes and policies often must be be scaled 
down to accommodate time and resource 
constraints. Too much system functionality,  
for example, can prevent ERG member adoption. 
And consultants can create frustration too, when 
they  propose solutions beyond the scope of what’s 
available or realistic. 

Following the paths of other types of productivity 
automation, both software and service vendors 
are touting ERG capabilities that are simply 
coincidental rather than custom. For example, 
some software systems provide online 
communities, do budgeting or manage events—
but few do it specifically for ERGs or have all the 
desired functionality. 

ERG-SPECIFIC SYSTEMS AND SERVICES  
ARE NEEDED AMID ALL-PURPOSE 
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Few systems plug into the organization’s HR  
systems to coordinate with existing employee data. 
Few application vendors enable a single sign-on 
to an existing employee or other ERG-related 
systems. These feature deficits can cause members 
to resist using the new systems or create another 
silo of employee information. Equally concerning, 
organizations must ensure these systems meet 
legal requirements for privacy and other policy 
enforcement, especially when members are  
globally based.

Such systems should ideally capture ERG activity 
metrics such as the number of people on the ERG 
mailing list, the number of members at a given ERG 
event, and those members that come to multiple 

ones. Ideally, the systems also measure ad hoc 
online activity and chatter as additional engagement 
datapoints. And while some organizations do 
have DEI dashboards and scorecards, it is rarely 
correlated to ERG activity data to concretely 
demonstrate an ERG's impact on diversity goals. 

We expect ERG data access will improve over time. 
Meanwhile, qualitative data should not be ignored. 
For example, anecdotal evidence, such as member 
testimonials can be extremely compelling. There is 
tremendous value to the ERG and its stakeholders 
in knowing about the professional mobility of 
members, such as raises, promotions or  
scholarships that they attribute to their ERG 
involvement. 

L E A D E R S H I P  TA K E AWAY

Avoid wasting time and money with stopgap ERG systems and services. A misaligned system or process 
will distract critical ERG activity and derail sustainable progress. If possible, do a formal RFP or at least take 
enough time to vet vendors to ensure the solution will specifically address the ERGs' needs. Ask to speak 
with vendor references and review the vendor’s development roadmap. Trial the system or service with ERG 
members before committing to purchasing something that demos well but that no one feels compelled 
to use. If you are employing a consultant, make sure the statement of work is in stages, shows measurable 
results, and has specific clauses in the contract that enable you to terminate a project without penalty. At a 
minimum, require all vendors to show proof of direct experience and consistent involvement with ERGs to 
ensure they have the specific experience, capabilities and commitment needed to serve this unique market.
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While ERGs have been 60 years in the making, the leadership role has been recently and completely 
reformulated. With modern technology and the seismic social and workplace changes, we continue 
to experience, today's ERGs are far from those of our parents’ generation. Even the first ERGs at 
Xerox are continually enhanced to meet current requirements.

It is an exciting time for anyone to be in the DEI arena, and ERGs are the epicenter. But, as we pioneer 
new ERG paths, there are still many unknowns and questions with no right answer. 

Here are just some examples of the fundamental process and policy questions currently being 
debated within and across ERGs:

➡  What type of group can apply for ERG recognition? For example, should faith-based, political or 
white men ERGs exist? Is a multicultural ERG inclusive or insulting? Are Asian, caregiver, and other  
ERG buckets too broad to be effective?

➡  Should hobby, charitable or professional development groups be entitled to corporate funding if 
they provide the same sense of belonging as an ethnically-defined group?

➡  How much funding should ERGs receive? What is the process for requesting it and then reporting 
back ROI?

➡  What is the ideal leadership structure, governance and succession plan? What happens when no 
one wants to lead? 

➡  What are the leadership requirements, terms and conditions required for maintaining the title, 
especially if it is compensated? 

➡  How do we merge overlapping ERGs when organizations are acquired or how do you stand-up 
fresh, independent ones when divisions are spun out? 

➡  Despite what they have been called in the past, how should the overall groups now align with the 
organization's intentions? (ERG, BRGs, Colleague or Associate Resource Groups, etc.) 

➡  How do we best include allies who want to support but can’t or do not want to be more directly 
involved with the ERG? How do we avoid alienating or excluding employees who are not members, 
allies, sponsors or leaders?

ERG SCOPE AND DEFINITION ARE 
BEING REVISITED, REFINED AND 
FINALLY DOCUMENTED.
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The ‘right’ answers to these questions are all 
dependent on the individual organization's specific 
culture and human capital strategy. In the future, we 
will see much more ERG cultural alignment within 
and across industries (e.g., tech, financial services, 
academia, retail, etc.) and by organization size and 
geographic footprint. 

ERG leaders can always learn from one another.  
Still, there are significant differences between 
leading an ERG at a municipality where members 
typically pay to participate versus leading an ERG  
at a hospitality organization supporting mostly  
part-time, hourly workers.

Organization-specific ERG playbooks and 
frameworks are now more commonly developed. 
And besides generic leadership training, ERG 
leaders are more precisely equipped and certified. 
ERG leadership events are now common where 
leaders are being trained, energized, recognized and 
rewarded. ERG Leader Certification is also a current 
way to validate an individual leader's knowledge and 
ERG plan while motivating the leader to develop 

themselves in exchange for a visible and valuable 
career credential.  
 
Some ERGs are sub-dividing to support the specific 
needs of the individuals within those groups such 
as Asian ERGs separating into Korean, Indian and 
Chinese ERGs; general caregiver ERGs distinguishing 
eldercare from complex dependent care and more 
general young childcare. 

Hot debates happen everywhere as to whether any 
like-minded group can apply as an ERG or whether 
they should be diversity-defined as a protected class 
or otherwise underserved. 

As the spotlight grows brighter on ERGs, many 
more groups are vying to be recognized as ERGs. 

Admins supports, introverts and both ends of the 
generational spectrum, just to name a few examples. 
All of these potential directions can deepen and 
broaden the scope for ERGs to provide the critical 
compassion and connection that is so needed by  
all employees. 
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L E A D E R S H I P  TA K E AWAY

Respect the fluidity of policy and procedure with ERGs and expect HR policy addendums, if not complete 
handbook re-writes. With the reckonings of the past two-plus years creating tectonic shifts in employer-
employee expectations and social contracts, we do expect ERGs will continue to gain strength as their leaders 
gain energy and focus. Expect to see every new employee onboarding process to include an ERG introduction 
and selection opportunity. Annual ERG leadership events are now standard, and ERGs are in most CSR/ESG 
reports and internal newsletters. As academic research is starting to surface, we see evidence that ERGs can 
enable a positive employment experience and thus directly support engagement, retention and productivity. 

Yet it also opens big cans of questions regarding 
equity in funding and other ERG resource needs. 

This flood of ERG applications is also causing 
organizations to rethink how they call the overall 
groups: Employee Resource, Business Resource, 
Affinity, Colleague Resource, Associate Resource, 
Employee Networks or any one of the dozen names 
we have heard crafted to emphasize the purpose 
and cultural fit within that organization. Many 
organizations are shifting from one label to another. 

There is no consistency of definition of any of the 
labels from one organization to another: what and 
why one organization calls their groups BRGs may 
be different from another who uses the same. As a 
result, there is no right answer except what is right 
for the specific organization at that specific time. 
Thus, in 2022 ERGs will find renewed reason and 
perspective to continue reinventing themselves at  
a dynamic and often dizzying pace. 
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CONCLUSION 

Emerging research suggests that when ERGs 
are managed well, they increase employee 
productivity and attract diverse talent. However, 
the inverse is also true—they can distract and 
diminish employee work effectiveness and 
recruitment when they are just painted into the 
DEI PR picture. As discussed in the 2021 Trend 
Briefing, organizations should learn from the 
history of labor unions which can be both friend 
and foe. Managing ERGs requires a delicate 
balance of power so that corporate edicts do 
not disengage passionate ERG leaders and 
members from performing their hired work 
responsibilities and pursuing well-crafted 
career paths. 

The heart of an ERG is providing members 
with professional belonging and personal 
purpose—both fundamental to every human's 
wellbeing. 

ERGs provide voice and pulse enabling better 
overall stakeholder engagement and discovery 
of potential untapped markets. When managed 
well, ERGs identify and train the next generation 
of leaders while providing low-cost human 
capital care that will continue to be critical for 
any organization to thrive.
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