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Proposed Operational Priority 2:  Expand structures and operations to support the growth and recognize 

the value of Employee Resource Groups  

 

Background:  Employee Resource Groups (ERGs) aim to build community among equity-deserving 

employees, fostering a sense of belonging through opportunities for development and networking. They 

are reported to have a myriad of benefits for their members and for the organization, including assisting 

with recruitment and retention. ERGs should also be consulted, as part of the university’s policy 

development processes, to reduce barriers and promote the full participation in employment among 

equity-deserving employees.    

  

Various ERGs have been operating somewhat informally at Queen’s for the past several years, with 

support from the Human Rights and Equity Office, the Office of Indigenous Initiatives and Human 

Resources. They were created at a “grass roots level”, by and for equity-deserving individuals and groups. 

Much of the work of members and leaders is currently done “off the side of their desks”, including over 

lunch hours and outside of paid work time, particularly among Queen’s staff.  

  

The Provost’s Office provides some annual funding to groups sponsored by a faculty or administrative 

unit. See: www.queensu.ca/inclusive/initiatives/employee-resource-groups  

  

ERGs with formal status within the university include:  

 

¶ Queen’s Womens’ Network  

¶ Women in Science at Queen’s  

¶ 

http://www.queensu.ca/inclusive/initiatives/employee-resource-groups
/qbfsc/
/qbfsc/
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Proposal:  It is recommended the university develop and regularly implement a Staff and Faculty Climate 

and Engagement Survey, consistent with the Student Experiences Survey, to:  

 

¶ confirm an evidence-informed baseline for understanding the current climate among 

faculty and staff;   

¶ help inform planning to support a diverse, inclusive, health-promoting, and vibrant 

campus community;  

¶ identify areas of focus for action and next steps, and   

¶ provide a benchmark against which to measure change over time.   

  

Domains of assessment should be identified that reflect priorities that promote wellbeing and inclusion 

and meet the National Standard of Canada for Psychological Health and Safety in the Workplace. These 

domains may include: 

 

¶ Employee connectedness 

¶ 
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Concluding Notes 

 

Thank you to all working group members for their active participation and valued perspectives in 

developing these proposals.  

 

Thank you to all Queen’s community members who took the time to provide written input and who 

attended an open online session to discuss organizational culture as part of this process. There is great 

support and momentum for change, and for ongoing positive, collegial and respectful discussion that is 

also frank and candid, aimed at enhancing the environment in which our community works, learns, grows 

and connects.  

 

T

https://ccdi.ca/media/1073/20150716-ccdi-report-erg-toolkit.pdf
https://ccdi.ca/media/1073/20150716-ccdi-report-erg-toolkit.pdf
https://hbr.org/2016/07/why-diversity-programs-fail
https://www.mentalhealthcommission.ca/English/studentstandard
https://www.mentalhealthcommission.ca/English/what-we-do/workplace/national-standard
/inclusive/initiatives/student-experiences-survey/overview
https://diversity.umich.edu/data-reports/climate-survey/
https://hbr.org/2013/05/what-is-organizational-culture

