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Does your Resource Group
measure up?

Components of a Successful Business/Employee
Resource Group (B/ERG)

0 0 0 l”'('“l
w <l l 5 6

qaaannr ffr’rh!: il rl||1ll‘11|‘111‘1\.\.\\\1\.\\.\\\‘-.\\‘..\‘-.\\‘..‘=\\‘..\\\.\_\‘..\\‘..\‘..\,.‘z‘-z‘..\-.‘f‘_‘,.\_\\‘-.\\‘\



Introductions

— Deloitte Consulting LLP
eloltte Suie 2000

191 Peachtree Street NE
Atlanta, GA 30303
USA

D. Chip Newton

Tel: +1 404 631 3999
Fax: +1 404 631 8821
Mobile: +1 404 396 6098
chipnewton@deloitte.com
www.deloitte.com

Member of

Deloitte Touche Tohmatsu

2 Copyright © 2009 Deloitte Development LLC. All rights reserved.



Professional Bio — Chip Newton, MBA

Deloitte

« Over 15 years experience in technology consulting

Offers expertise with labor strategy and optimization for the public sector.

Experience spans the healthcare, retail and public sector industries

Involved with :

» Deloitte’s LGBT organization, GLOBE Atlanta Office, Chair 2009 and 2010
o Out & Equal Atlanta, Co-Chair 2009-2010

» Aid Atlanta, Executive Board Director

Presentations:
* “Personal Branding: You...Only Better”
» “The Power of Social Networking”

* “Promoting LGBT Issues in the Workplace Through Collaboration”
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Professional Bio — Kaitlin Porter, MPH

Deloitte

* Over four years experience in healthcare at the local, state, federal and
international levels

» Areas of focus include applied research, performance measurement,
stakeholder assessments, and strategic planning

* Involved with :
» Deloitte’s LGBT organization, GLOBE Atlanta Office, Secretary 2009 and 2010

 Human Rights Campaign, Atlanta Gala and Silent Auction, Production Chair
2009 and 2010

« Earned Master of Public Health degree from Emory University
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Learning Objectives

Understand the formal components and emerging trends of
Business/Employee Resource Groups (B/ERG)

Be able to evaluate the maturity of B/ERGs

Be aware of leading practices of B/ERGs, as well as the

barriers B/ERGs face

|dentify ways to measure the value contributed by B/ERGs
towards the company business strategy

Understand how to communicate outcomes of activities and
events to key stakeholders
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Points of Comparison

» Do other employee groups have funding? If so, how much? And where
does it come from?

* What are the types of events or activities our group should have to be
successful?

 How can our group prove our value...even when our value is hard to
measure?

Copyright © 2009 Deloitte Development LLC. All rights reserved.



Tools Used to Build Content

1. Literature Review
o Catalyst and Diversity Inc. reports and articles
2. Deloitte Knowledge Resources

* Diversity white papers, presentations, and best
practices reports

3. Out & Equal B/ERG Survey 2010
e Survey of 600 LGBT B/ERG leaders

4. Regional Deloitte Survey 2010

e Administered survey to B/ERG leaders and
members in August 2010
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Business or Employee Resource Group?

11

Employee Resource Groups , or Network Groups, are independent,
voluntary group of employees who share common interests.

Business Resource Groups similar to employee groups but are also
aligned with the company’s business objectives, are a catalyst for the
company’s talent recruitment and retention strategy and produce
measurable results that tie back to company objectives..

Common examples of differences:

ERG BRG
Generational or Gender
Age
Military Multi-cultural

Parent or Family Sexual
Orientation &
|dentity

Religion
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Types of B/ERGs

Specificity @l Structure
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Components of a Formal B/ERG

Components

Corporate Example

Employee-driven

American Express requires just five employees in one
location to be recognized by the company as a BRG

Executive
sponsorship

Merrill Lynch requires each BRG to have an executive
sponsor who reports directly to the CEO

Supports business

PepsiCo developed the Cool Guacamole potato chip, it
worked closely with its Hispanic BRG to make sure the
taste, packaging, and marketing were "culturally
authentic.”

Centralized
support,
infrastructure, and
funding

Deloitte

Deloitte use central calendaring and templates for
communications and BRG charters to ensure
consistency.

13
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Evolution of B/IERGS

14
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How Mature is Your B/ERG?

16

At what level is your group funded? By which sourc e(s)?

What ROI metrics are you producing? What does your executive
leadership do with this information?

What type of professional development opportunities does your group
provide to the membership? To other employees? To the community at
large?

Does your group influence your company’s talent str ategy and planning?
How?

With which levels of your organization is your B/ER G liaised?
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Evaluating Resource Group Maturity

Business/Employee Resource Groups are evaluated from six (6) major dimensions. These dimensions represent those
factors that were considered in a diagnostic assessment of the company and group’s diversity maturity.

The maturity B/ERGS are evaluated among 6 key dimensions:

Community Business Development

Professional Development (internal) Funding

Talent Acquisition and Retention

In order to achieve an optimum future state of B/ERG
value, organizations will mature through various stages

Developing

Formal organization that is
monitored by HR/Diversity
leadership

Some professional

Beginning

development opportunities
- Desire for organized group to provided to members of
be established locally or the B/IERG
regionally ) More focus approach to
Some community community involvement
involvement and LGBT volunteering
Formal structure has not
materialized
No funding/ some fundraising
17

Governance and Structure

Stages of B/ERG Maturity

Brand association/Liaison to
A Leadership

A

Funding available /Relationship
trength
Volunteer/Community Brand

(unofficial)

Advanced

B/ERG charter and goals are
tied to the Business
objectives.

Attendance and participation
at major conferences

Begin tracking
unofficial/official business
opportunities provided by
LFBT employees

Annual allocated funds
Recruiting efforts increase by
leveraging LGBT B/ERG
organizing and developing
learning events

Copyright ©

Leading

_—v

Focused community brand
association

Product and services
innovation/liaison to leadership
Targeted non-profit board
memberships/volunteering
activities

Diversity mentoring/coaching
program

Targeting LGBT talent through
advertising or job sites.
Multiple sources of funding
(national diversity, industry,
local)
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Resource Group Maturity Matrix

Governance and
Structure

Talent

Acquisition
& Retention

Business
Development

Professional
Development

BEGINNING

DEVELOPING

ADVANCED

>

A small group exists in one
office or location

Larger group forms and is
formally recognized by the
company

A national or regional group is
coordinated with a charter that
aligns to the company’s
business strategy

The group is liaised with
company leadership and the
business’ priorities are
influenced by the B/ERG.

The B/ERG is well coordinated
with websites, collaborative
tools, etc.

Fund raising and employee out-
of-pocket expenses are the only
sources of funding

A small budget is provided as
part of the HR/Diversity budget
of the company

A formal budget, with
appropriate approvals for
various B/ERG activities exists.
Funding sources exist locally,
regionally and nationally.

National partnerships exist with
LGBT organizations (i.e., HRC,
O&E, and NGLCC).

Funding sources include
industry or product groups.

Policies exist to provide LGBT
benefits to employees. Policy
language exists to protect LGBT
employees (sexual orientation
or identify or expression)

Talent referrals are sought from
LGBT staff through aligned
organizations

The talent organization actively
leverages the B/ERG for
recruiting efforts. The
corporation participates in
LGBT-focused recruiting efforts
(i.e.. O&E and ROMBA)

The corporation has targeted
advertising to LGBT talent and
recruits from noted diversity job
recruitment sites

There is anecdotal evidence of
business opportunities via the
B/ERG members

B/ERG leadership identifies
target business opportunities
and actively leverages existing
network/relationships to secure
new business.

The company and the B/ERG
strategize on how and where to
target accounts and leverage
relationships with account
teams.

The company tracks efforts and
measures the value of the
B/ERG in part based on
opportunity metrics

B/ERG members participate in
learning opportunities

Members contribute and lead
professional development
opportunities internally
Members participate in national
diversity conferences

The company organizes the
B/ERG involvement in internal
and external professional
development opportunities,
identifying brand eminence.

A formal diversity/mentoring
program exists that fosters
leadership capabilities of
employees. The company has
an established reputation for
career development.

Some volunteering exists, but is
ad hoc and unorganized

There is small, but focused
involvement in local and
regional non-profit groups

The company’s brand is
associated with LGBT non-
profits locally, regionally and
nationally.

There is wide recognition of the
company brand with diverse
non-profit organizations . The
company plays a leadership role
in community involvement.

18
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Resource Group Maturity Scorecard Example

Stage of

Dimension Maturity

Description

Governance and
Structure

Regional group is coordinated with a charter that aligns to our
company'’s business strategy.

A small budget is provided as part of the Diversity budget of our
company.

Talent Acquisition

& Retention Talent referrals are sought from LGBT staff.

Business
Development

A limited number of business opportunities are found on an ad
hoc basis, but this information is not tracked or recorded.

Professional
Development

Local ERG leadership participated in the O&E Summit. Some
ERG members are involved in a formal mentoring program.

Our company is a local sponsor of the city’s LGBT Chamber of
Commerce, and two of our ERG leaders hold board positions.

Beginning O Developing O Advanced . Leading
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B/ERGs are a Valuable Asset to a Company

e Business/Employee Resource Groups are no longer just employee social
networks or support groups
« Today’s leading organizations leverage B/ERGs to support:
« Corporate talent management programs
 Community outreach programs
e Act as liaison to leadership

« Contribute to product/service innovation and marketing activities

« A successful B/ERG is one that is aligned to the priorities of the company, can
measure its progress and can show a return on investment

“Diversity is at the center of our competitive business advantage and paves the way to
achieving our vision of becoming the standard of excellence. Our unwavering commitment
to attracting, retaining and developing the very best talent in the marketplace responds to
our clients demands of high performing teams with diverse perspectives that provide
innovative solutions.”

— John Zamora, Chief Diversity Officer, Deloitte LLP
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B/ERGs are Responsible for Showing Value

B/ERGs provide value for key stakeholders:

) “The ERG should benefit the
Community company and, separately,
provide benefit to the members
N as people as well as employees
Employee of the company. If the latter does
Membership not occur, the employees do not
J see the benefit of participation.”

— Deloitte Survey Participant

Company

Value is different for each stakeholder:
Community — How does the B/ERG support community initiatives?
Employee Membership — What are the benefits of employee participation?
Company — How does the B/ERG support the overall business strategy?
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Select Resource Group’s Leading Practices

BRG Activities Company Examples

Create awareness of e UBS’ African Descent BRG hosts a celebration of Black History Best Practices

particular
races/ethnicities and
cultures

Support professional
development

Help recruit candidates

Cultivate community
relationships

Act as a liaison to firm
leadership by advising on
topics of importance to
particular minority groups

Participation in product

and service innovation
and/or marketing

23

Month, which included an art exhibit entitles “Roots to
Renaissance” and a keynote address from John Rogers and
Mellody Hobson from Ariel Capital Management

Deutsche Bank 's Women’s BRG hosts the Women on Wall
Street conference, which provides networking opportunities
and career development advice to participants

American Express ' BRG members attend recruiting events
hosted by National Black MBA (NBMBA) and the National
Society of Hispanic MBAs (NSHMBA)

All of Citi’s BRGs participate in community outreach in their
various regions/locations. Citi's African Heritage BRG
partnered with Operation Hope and the New York Urban
League to deliver financial education to more than 300 students
and 95 adults

Deloitte incorporates a national PMO for their LGBT
employees that provides tools to regional chapters,
opportunities for leadership and involvement and “one voice” to
the firm’s leadership on their issues and concerns.

The Hispanic BRG at Verizon created a new product offering
targeting Hispanic consumers. The appeal of the new product
quickly spread to other populations, including college students
and young professionals, quickly creating a profitable
opportunity

Establish clear objectives for
BRGs that align with diversity and
corporate strategies

Require leadership support and
oversight for each BRG

Promote cross-functional and
cross-regional participation

Provide centralized support,
infrastructure and funding

Consider establishing ERGs
outside of the traditional aspects
of diversity such as working
parents, age, etc.

Use non-traditional methods to
highlight ERG exposure to local,
regional and national
organizations (i.e. Regional
Diversity Summit).
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Common Barriers Faced by B/ERGS

Challenges with Recruitment and Retention

Lack of employee participation

e Lack of employee motivation and commitment
 Membership scattered across geographical area
 Employees do not relate to B/ERG
 Employees are not comfortable participating in an

B/ERG or fear being associated with a B/ERG

Challenges with Leadership Support

No visible executive sponsorship
» Leadership burnout

» Corporate policies do not directly support LGBT
employees

e Inability to show value to corporate leadership

24

“...it has been difficult to
identify employees who
feel comfortable being
out or who will take a
leadership role;
managers don't want to

be involved if there is not
good support from
employees--classic
chicken and egg issue.”

- Deloitte Survey Participant
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Common Barriers Faced by B/ERGs (cont'd)

Challenges with Funding
* No funding
* Budget cuts or flat funding due to recession

* Less funding than other B/ERGs due to smaller size of
membership

» Lack of capacity to identify and/or pursue new or labor-
intensive funding mechanisms
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“Due to budget cuts, cost
savings initiatives,
outsourcing and layoffs,
ERGs have been tasked
to be "creative" on how to
fund projects, activities,
events and charitable
giving. In order to receive
funds, there is extensive
paperwork to fill out,
channels to go through,
approval levels to obtain
before being considered
for any kind of funding.”

- Deloitte Survey Participant
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Steps to Measuring Value

ALIGN MISSION
& GOALS

* Develop
mission and
goals that align
to corporate
strategy

27

DEVELOP
PLAN

» Develop and
maintain an
annual plan
of activities
and events

CREATE
INDICATORS

* Create
measurable
indicators
for each
area of
focus within
the activity

\ plan

TRACK
PROGRESS

* Track
activities of
members
and
progress
towards
achieving

\ goals

Copyright ©

COMMUNICATE
" VALUE

» Communicate
value of
activities to key
stakeholders

\
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What to Measure

Category Example Activities Example Indicator

Profitability

Productivity

People

How is the group
helping the company
be more profitable?

In what ways can the
group help enhance
the skills of group
members so they are
more productive in
what they do?

How is the group
affecting the
recruitment, retention
and engagement of
B/ERG members?

Securing and/or
maintaining relationships
or business opportunities

Training and education
activities

Conferences
Community speaking
engagements

Professional networking
events

LGBT recruitment fairs
(.,e. ROMBA)
Community outreach and
volunteering

# of new business
relationships secured by
B/ERG members

# of presentations given
by B/ERG members at
diversity-focused
conferences/meetings
# of BIERG members
involved in a mentoring
program

# of employment referrals
given by B/ERG members
% of B/JERG members
participating in community
outreach events

“As we are funded by the business, we have a fiduciary responsibility to be good stewards
with the means we are afforded. We are working for workplace equality, and we have a

responsibility to be a positive influence for this change.”

- Deloitte Survey Participant

28
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Using Scorecards to Measure Value

Way
3. HRC: Atlanta HRC Dinner & Silent Auction

4. Chris Kids: IMPACT Day ; Mentoring; United
Way

Focus Areas Accountability Time Frame Metric
Retention & Professional Development 1. National D&l 1. Oct 2009 1. Sending 6 employees to conference who are ‘
1. Out & Equal Conference 2. Professional 2. Ad hoc presenting at workshops ®
2. AGLCC Business Builder Lunches (speaker) | 3. Professional 3. Twicelyear | 2. Twelve individuals presenting sessions
3. Skills-based presentation for Board Retreats | 4. Professional 4. Nov 2009 3. Professional Development (2); Community (%]
4. Speaker Series — Healthcare Reform 4. Engage 10 practitioners/client service (%)
leadership
Talent Acquisition 1. SE Recruiting 1. Mar 2009 1. Qualified candidates reviewed/received O
1. AGLCC Job Expo 2. SE Recruiting 2. Jan 2010 2. Qualified candidates reviewed ‘
2. SE Recruitment Fairs at targeted MBA 3. National D&l 3. Nov 2009 3. Quallified candidates reviewed/received
schools o
3. Reaching Out MBA Symposium
Professional Relationships 1. Professional 1. Ongoing 1. Network connections; professional
1. Atlanta Gay & Lesbian Chamber of 2. Professional 2. Ongoing development opportunities (4) ®
Commerce - AGLCC 4% Friday Events 3. Professional 3. Ongoing 2. Business Relationships; Professional O
2. Professional Firms Speaker Series 4. Professional 4. Ongoing Development (5); Community
3. Atlanta Inter-corporate Pride Calls 3. Professional Development (5)
4. Out & Equal Town Calls and Meeting 4. Professional development (2) Eminence ‘
Community Involvement 1. Atlanta GLOBE 1. Oct 2009 1. Community eminence; Professional
1. Atlanta PRIDE: Pride Banners around Officers 2. Oct 2009 Development (5) o
Atlanta in June with Deloitte Logo on every 2. AIDS Walk Lead | 3. May 2010 2. Professional Development (5); Community; ‘
banner 3. HRC Lead 4. Eeb/Jun Business Relationships (2)
2. AIDS Walk — Red Ribbon Fundraisers; 4. CHRIS Kids 2010 3. Community; Professional Development (5); ‘
Jeans Day; AIDS Walk Sponsor; United Lead Business Relationships (4); Retention
O

4. Community; Professional Development (5)

Key to Status
On Track ‘
Some Issues
29 | Off Track o
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Challenges to Measuring Value

30

Some B/ERG activities are not measurable
(i.e. social aspect and the feelings of safety
and security they provide)

Difficult to prove cause and effect (i.e.
employee retention partially caused by
participation in an B/ERG)

B/ERG is unsure which metrics/indicators are
important to the company

Company policy does not collect data on

certain measures (i.e. # of LGBT employees) ~“

B/ERG does not consistently track progress
towards some or all metrics/indicators

B/ERG does not communicate outcomes of
measurement consistently and/or to the
appropriate audience

“When there is no financial
investment by the
organization, return is difficult
to calculate. So much of the

savings, therefore, is soft and
hard to pinpoint.”

- Deloitte Survey Participant
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Communicating Value: To Whom, When and How?

T T

« B/ERG Executive * Immediately following a * Informal Conversations
Sponsor major activity/event with Leadership

 Local, Regional or * Prior to a major » Presentations to
National Corporate activity/event for which Leadership
Leadership funding is needed . Budget Justifications

« Diversity Leadership + On a quarterly or . Scorecards

- Regional/National annual basis - Annual Reports
B/ERG Leadership « On an ad hoc basis :
S = : A e » Business Cases

t EMEOyes ecrU|§ $ e Cean * Internal/ External

+ B/ERG Membership Communications

« General Employees
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Communicating Value: Business Cases

When;

* Prior to a major activity/event for
which funding is needed

To Whom:
» Executive Sponsor
» Diversity Leadership

o Corporate Leadership (local, regional
and/or national)

What:
 Activity/event background

* Purpose (how it aligns to B/ERG goals
and corporate strategy)

* Approach and timeline
* Detailed cost estimates

32
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Communicating Value: Annual Reports

When:
 On an annual basis

To Whom :
 ERG Executive Sponsor

» Local, Regional and National
Corporate Leadership

» Diversity Leadership
* Regional/National B/ERG Leadership
 B/ERG Membership

What:

e Qutcome of measurements at the
aggregate level

« Stories of accomplishments

33
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Communicating Value: Internal Communications

Article published on Deloitte’s internal network for the Professional Services Speaker Series
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Key Takeaways

Align Resource Group with company business objectives

Evaluate the maturity of your organization

Strengthen B/ERG business and community relationships

Develop an activity plan and measure the outcome of the activities

Communicate your success to key stakeholders
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