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Employee Resource Groups
1. Purpose
This guidance document establishes the governance and procedures for Employee Resource Groups
(ERGs) and Employee Networking Groups (ENGs) (or Affinity Groups) within the Department of
Transportation (DOT), and the relationships between DOT and such groups. This guidance document
states the responsibilities of DOT management officials, ERG and ENG officials and the requirements for
the organization and operation of ERG and ENG, including the requirements that such groups must meet
to receive the privileges authorized by this guidance document.
Employee-led groups, ERGs and ENGs, may also serve as a resource for DOT’s “Equal Employment
Opportunity Program in support of the Affirmative Employment Program and Management Directive
715. Employee groups can serve as sounding boards around strategic diversity and inclusion matters, and
provide a support system that offers employees a sense of community, camaraderie, and connection to the
organization. These groups can also help introduce new employees to the Agency’s culture, and foster
employee engagement and satisfaction.” 1
DOT may, at its own discretion, consult and communicate with ERGs and ENGs on a variety of diversity
and inclusion matters. This consultation and communication is distinct from the negotiations or
consultations regarding conditions of employment of bargaining unit employees, which is reserved
exclusively for labor organizations as prescribed by law.
2. Guidance
DOT recognizes that ERGs and ENGs may contribute to employee welfare and morale, and assist in
fostering a climate of diversity and inclusion. In addition, ERGs support the diversity and inclusion goals
within the DOT Diversity and Inclusion Strategic Plan and the DOT Strategic Human Capital Plan. DOT
may support ERGs and ENGs by granting such groups the various privileges stated in section 12 of this
guidance document. However, responsibility for the organization and management of ERGs and ENGs
remains with the employees themselves. When it is determined by an appropriate management official
that such recognition is in the best interest of the Department or an Operating Administration, such
recognition shall be made. Recognition of ERGs and ENGs shall be made without regard to race, color,
national origin, disability, ethnicity, gender, sexual orientation (including sexual identity) religion, marital
status, political affiliation, or membership in a labor organization.
DOT recognizes a responsibility and a strategic opportunity to proactively support workforce diversity
and workplace inclusion in addition to complying with legal standards. DOT commits to supporting the
growth and development of diversity through fostering the development of ERGs and ENGs. Employee
Resource Groups will promote diversity and inclusion within DOT while fostering and strengthening
workplace effectiveness and leadership abilities, enhancing professional development and promoting
career growth and success within DOT.
1

U.S. Office of Personnel Management. Guidelines for Establishing Employee Groups (Employee Resource and
Employee Networking Groups).
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3. Scope
This guidance applies to formally organized Employee Resource Groups (ERGs) and Employee Network
Groups (ENGs).
4. Definitions
a.) Employee Resource Groups (ERGs) are “employee-led groups consisting of employees with a
common set of interests and goals that assist the Agency with achieving specific strategic human
capital business initiatives. ERGs may include groups whose purpose is to promote equal
employment opportunity for individuals of particular races or nationalities. Other examples
might include a veterans group, a Lesbian, Gay, Bi-Sexual and Transgender group, or a new
employee group. ERGs serve as agency strategic partners in promoting a culture of equal
opportunity, diversity and inclusion” 2 within the Department of Transportation by:
•
•
•
•
•
•

“Providing a forum to consider employment issues affecting the ERG constituency, exchange
of ideas, and recommend suggestions;
Providing advice, guidance, and recommendations to DOT’s management team on Agency
issues and concerns that affect the ERG’s constituents;
Serving as an agency resource for achieving DOT’s talent management strategies;
Serving as a resource to employees in providing personal and/or professional educational
forums;
Providing a support network for employees; and
Serving as a resource for outreach events, such as recruitment efforts and special observance
events.” 3

b.) Employee Networking Groups (ENGs) can also be called Affinity Groups and are “employeeled groups consisting of employees whose interest is in implementing employee welfare and
morale activities. They serve to help maintain a work environment that is inviting; provide
support and/or social networks for employees; enhance opportunities for cross-organizational
relationship building; and may serve as a resource to employees in providing personal and/or
professional educational forums. Examples of ENGs would include a book club, Toastmasters, a
bike club, a bowling team, or a photography group.” 4
Excluded from coverage under this guidance are:
(1) activities operated principally for the benefit of military personnel, such as enlisted personnel
or officers' clubs;
(2) labor organizations as defined in Title 5, United States Code, Section 7103(a)(4);
(3) credit unions chartered by the National Credit Union Administration;
(4) informal office groups, where money is collected from employees to cover incidental
expenses such as birthday celebrations; and
(5) Employee Recreation Associations as defined by DPM Chapter 1000, Subchapter 3.
c.) Management Official(s) means the Assistant Secretary for Administration, Office of the
Secretary (OST), the Inspector General, and the Heads of Operating Administrations and their
designees.
2

U.S. Office of Personnel Management. Guidelines for Establishing Employee Groups (Employee Resource and
Employee Networking Groups).
3
Ibid.
4
Ibid.

4|Page

Prepared by the Departmental Office of Human Resource Management, M-11,
Human Capital Planning and Solutions Division

5. Responsibilities and Authorities
a.) The Assistant Secretary for Administration shall:
(1) establish, oversee and administer the Departmental guidance with respect to ERGs and ENGs;
(2) ensure compliance with this guidance document by existing and new ERGs and ENGs with
membership solely from employees of OST and from employees of more than one Operating
Administration; and
(3) recognize new ERGs and ENGs with membership solely from employees of OST, and from
employees of more than one Operating Administration.
b.) Heads of Operating Administrations:
(1) ensure compliance with this guidance by existing and new ERGs and ENGs representing only
employees in their respective organizations;
(2) recognize new ERGs and ENGs with membership only from employees in their respective
organizations;
(3) provide such reports as requested by the Assistant Secretary for Administration, which will
include a statement that each recognized ERGs and ENGs meets the criteria set forth in this
guidance; and
(4) ensure that relationships with ERGs and ENGs do not improperly interfere with obligations
owed to labor organizations under the Federal Labor Management Relations Statute (5 U.S.C.
Chapter 71).
c.) Delegations of Authority. The Assistant Secretary for Administration and the Heads of Operating
Administrations may delegate the responsibilities and authorities under this guidance. Delegations must
be in writing.
d.) The Departmental Offices of Human Resource Management and Civil Rights have a joint
responsibility to:
(1) receive and review all applications to establish an employee group;
(2) approve the establishment of employee groups;
(3) notify the employee group of the final disposition of its request;
(4) maintain copies of all appropriate documentation associated with the establishment of
employee groups to include the most current employee group charter and annual work plans,
when required; and
(5) maintain a current list of the elected officers within each employee group.
e.) The Departmental Director of Human Resource Management shall review along with the
Associate Director of Human Capital Planning and Solutions Division the operation of recognized
ERGs and ENGs to determine consistency with the requirements within this guidance document.
Findings shall be reported to the Assistant Secretary for Administration, as required.
6.

Authorization Procedures
a.) Existing Employee Resource Groups and Employee Networking Groups. To be granted the
privileges authorized by this guidance, employee groups must meet the criteria set forth in this
guidance. Appropriate management officials shall issue written determinations that groups are in
compliance with the criteria.
b.) New Employee Resource Groups and Employee Network Groups. Employees interested in
establishing an employee group must make a formal request in writing to the Departmental
Offices of Human Resource Management and Civil Rights. All requests must include a draft
charter which will be reviewed by both offices. The employee group will be notified in writing on
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the approval/disapproval of their request. The DOT Diversity and Inclusion Council will be
notified of all approved employee groups.
A charter must include the group’s:
(1) purpose, leadership structure and governance process;
(2) names and signatures of at least 5 DOT employees who will join the group; and
(3) name and signature of the employee group’s Senior Champion, where appropriate.
Requests must include a list of names, positions, and office telephone numbers of the current
board of directors (officers, executive committee, and/or supervisory committee). The
Departmental Offices of Human Resource Management and Civil Rights and/or a management
official shall first determine if it is in the best interest of the Department or Operating
Administration to recognize the group and whether the group complies with the criteria set forth
in this guidance. To be granted the privileges authorized by this guidance, all new groups must be
recognized in writing by The Departmental Offices of Human Resource Management and Civil
Rights and/or an appropriate management official.
c.) Operating Administrations. The Heads of Operating Administrations and the Departmental
Director of Human Resource Management with support from the Associate Director of Human
Capital Planning and Solutions Division shall report in writing to the Assistant Secretary for
Administration or his/her designee the recognition of any new groups within their respective
organization no later than 30 days after such approval is given.
d.) Non-recognized Employee Resource Groups and Employee Network Groups. Employee
groups which do not seek Departmental recognition, or are not granted recognition by an
appropriate management official, shall not be granted the privileges authorized by this guidance
document and shall not use the Department's name or initials, nor those of an Operating
Administration in connection with their activities.
e.) Withdrawal of Authorization.
(1) The responsible management official, as a condition of the continued granting of the
privileges authorized by this guidance, may, at any time, require appropriate evidence from the
ERGs and ENGs of compliance with the requirements and guidance stated in this guidance
document.
(2) Authorization to use the name or initials of the Department or an Operating Administration in
the ERG’s and ENG’s name and the granting of the other privileges authorized by this guidance
shall be withdrawn whenever the responsible management official determines that the group is
not complying with the requirements of this guidance document. Before the withdrawal of
privileges, the responsible management official will give written notice to the group of the
noncompliance, and the corrective actions needed by a specific date.
7. Requirements
Employee Resource Groups (ERGs) and Employee Network Groups (ENGs) seeking Department or
Operating Administration recognition must meet and continually comply with the following conditions:
a.) Membership and participation in an employee group must be open to all DOT employees who
support and uphold the goals, objectives of the employee group, without regard to race, color,
national origin, religion, sex (including pregnancy and gender identity), age, disability, political
affiliation, marital or parental status, genetic information and sexual orientation.
b.) Membership of the employee group is limited to DOT employees only, including DOT
contractors (with concurrence from their management) and retired employees; however,
contractors and retirees may not hold officer positions or represent the group before management.
c.) The Employee Resource Groups (ERGs) and Employee Network Groups (ENGs) must be
formally organized for one or more specific purposes primarily related to the benefit of or service
to employees of DOT such as:
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d.)

e.)

f.)

g.)

h.)
i.)

8.

(1) social, entertainment, and recreational affairs;
(2) cultural and educational pursuits; and
(3) professional development that will foster the employment issues of specific groups, such
as women's groups, minority professional groups and occupation specific groups.
The Employee Resource Group (ERG) and Employee Network Group (ENG) must have a written
charter that defines the bylaws and functions of the group, the authorities of the governing body,
and the duties and responsibilities for the management of the group. Copies of the group’s charter
must be readily available to its members and prospective members for review. The charter must
be recognized by an appropriate management official.
The employee group must be democratically organized and operated. All DOT employees
working in the geographical area which the group is intended to serve must be eligible for
membership at their option and assessed dues (if required) on an equal basis with other members.
All activities sponsored by the employee group must be free of discrimination based on race,
color, national origin, religion, sex (including pregnancy and gender identity), age, disability,
political affiliation, marital or parental status, genetic information and sexual orientation.
The employee group must notify the Departmental Offices of Human Resource Management and
Civil Rights of any changes in leadership and ensure that the most current copy of the group’s
charter is on file with these offices.
The ERG must create an annual work plan/strategy that supports the goals of the agency and is
consistent with the purpose and mission of the group.
If an employee group fails to meet any of the aforementioned conditions, the Departmental
Offices of Human Resource Management and Civil Rights may revoke recognition as a DOTapproved employee group.

General Limitations
a.) The activities, programs, products or services of any DOT or Operating Administration
recognized employee group shall not be represented, directly or indirectly, as being official
functions or activities of the Department or any official thereof.
b.) Employee groups may not engage in any activities which reflect adversely on DOT or an
Operating Administration.
c.) Except as provided below, DOT or Operating Administration appropriated funds may not be used
for services or activities of an employee group.

9. Organization
a.) Each Employee Resource Group is required to have a Senior Champion. A Senior Champion
is a senior-level and/or executive-level DOT employee who agrees to serve as a leadership
resource to an employee group. The Senior Champion is invited by the ERG to serve as an exofficio member of the ERG. Senior Champions serve in this capacity for 1 to 2 years with
renewable terms. ENGs are not required to have senior champions.
Representatives from Departmental Offices of Civil Rights and Human Resource Management
can serve as ex-officio members of the ERGs.
b.) Membership Control. Employee groups shall provide in their statement of purpose, charter, or
bylaws that the group is democratically organized and operated. The employee group shall have a
governing body (such as a board of directors or council) elected from the group membership.
c.) Association Management. The bylaws of the employee group shall carefully and explicitly
define the functions and authorities of the governing body and officers. Such functions and
authorities shall, in total, provide a comprehensive set of duties and responsibilities for the
management of the employee group’s affairs.
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10. Conflict of Interest
In order to ensure that the business and activities conducted by the employee group does not result in the
personal gain of any individual, each employee group shall include in its bylaws (or equivalent), a
prohibition that group officers, members of governing bodies, and the group employees:
1) shall not accept gratuities or any other benefits, directly or indirectly, from sellers of goods or
services doing or soliciting business with the group; and
2) shall not receive special discounts over and above those available to members.
11. Minutes
Employee groups shall make available for inspection by all members of the group copies of minutes of
meetings of the employee group and copies of the minutes of meetings of the governing body.
12. Privileges
Any employee group which meets the requirements and general limitations of this guidance may be
granted privileges as set forth below. Any or all privileges that are granted may be withdrawn at any time
whenever such action is deemed to be in the best interest of the Department or an Operating
Administration. Employee groups recognized under this guidance document may be granted the
following:
a.) Use of the name or initials of the Department or an Operating Administration, but not use of the
DOT or an Operating Administration's seal, in the employee group’s name, provided it is made
clear that it is an employee group for DOT employees, and not an official organization of the
Department or its Operating Administrations.
b.) Use of available space at DOT facilities subject to General Service Administration building use,
safety and security regulations, 41 CFR Part 101-20 and applicable DOT requirements for use of
such facilities, and provided such use of space will not interfere with the normal operations or
functions of the DOT mission. Employee groups will be permitted to use, on a space-available
basis, agency facilities for meetings. Space that may be available consists of conference rooms,
unoccupied offices; cafeterias and similar Government owned or leased space.
c.) Use of designated bulletin boards provided that the literature posted thereon receives prior
authorization by an appropriate management official.
d.) Space on the DOT Intranet (DOT.Net) for employee groups to post general information about
employee groups, and use of the internal email system for distribution of announcements,
newsletters, memos, and other correspondence. DOT resources (e.g., computer and phone
equipment) may be used for employee group activities, in accordance with other applicable DOT
policies and rules.
e.) Use of DOTs internal mail distribution facilities provided it does not interfere with the conduct of
official business. Use will occur only when prior authorization has been obtained from an
appropriate management official who has determined that the materials or literature being
distributed will contribute to the efficiency of the service or meet the reasonable needs of
employees.
f.) Use of official DOT employee group newsletters, on a space-available basis, for conveying
information to meet reasonable needs of employees such as:
(1) educational announcements or developmental activities sponsored by employee groups;
(2) announcements of artistic or cultural activities; and
(3) special interest group announcements promoting diversity and inclusion, equal opportunity or
announcing meetings, entertainments, and social affairs.
g.) Activities (e.g., business meetings) of employee groups will be conducted on non-duty time or
with concurrence from management. DOT management may request the support of employee
groups for DOT-sponsored activities which support our mission, (e.g., job fairs; hiring
events). In such cases, DOT management will approve ERG activity during duty time and
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approve overtime/compensatory time, as appropriate. Acceptance of Agency ERG support
requests is voluntary.
h.) Authorization to distribute promotional materials and literature on Federal premises during nonworking time in non-working areas are subject to safety and security regulations.
i.) Use of any other privileges may be reasonably allowed by appropriate management officials.
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