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ABSTRACT
The study was carried out to determine impact of employee resource group (erg) on employee performance (a case study of total energies).
The study was conducted among the staff and managers of Total Energy. The study adopted quantitative pilot survey that will be a quantitative research method through structured questionnaire will be employed for data collection and analysis. 
The population of the study consist of 125 staff of total energy. Using the rasoft online calculator, the sample size of 95 staff of total energy will represent the entire population.
The sample population for the study was all the staff and managers of Total Energy. Simple random sampling technique will be used to select 95 respondents for the study. The study will primarily utilize primary data collected through surveys, interviews, and observations to gather comprehensive insights. Data collected were presented in tables and the corresponding values expressed in percentages. Hypotheses were tested using correlation statistical approach. 
Findings from the study reveal that ERGs provide a space for employees to connect with others with similar backgrounds or experiences and create a sense of belonging in the workplace. 
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CHAPTER ONE
INTRODUCTION
1. Background of the Study
Employee network groups have evolved from participative management strategies that gained popularity more than three decades ago. During the 1980s, terms such as employee involvement and quality circles became widespread in American corporations, aiming to engage employees through participative management techniques. Quality circles were introduced as projects to enhance productivity (Dewar, 2020). 
The primary purpose behind their establishment was to create a more efficient organization (Lawler, 2021) and to foster the concept of involving employees in the planning process and soliciting their input on business initiatives, as a more effective approach to managing the organization (Sashkin, 2019). However, the term quality circles is not as commonly used in present-day organizations, and there is limited current research available on the subject. The use of the term quality circles began to decline in the early 1990s. 	More recent studies have introduced terms like affinity groups, employee network groups, or employee resource groups, which are considered advancements from the quality circle concepts and share similar supporting methodologies (Van Akenet al.,2019). 
Employee resource groups, also known as ERGs, are alternatively referred to as employee affinity groups, business resource groups, or employee networks. These groups serve as valuable support systems for employees, providing opportunities for networking, community volunteering, and active involvement in shaping strategic business initiatives. Additionally, ERGs create a safe space where each community can freely exchange ideas without the fear of encountering resistance (Connelly and Kelloway 2022).
Moreover, ERGs play a crucial role in enhancing the social integration of minority employees within the workplace. They facilitate increased opportunities for mentoring, networking, and the development of cross-racial social connections (Friedman and Holtom, 2021). Both minority employees and organizations can derive significant benefits from fostering an environment that fosters the growth and success of ERGs.
According to McGrath and Sparks (2020), affinity groups such as ERGs play a significant role in fostering social capital. These groups serve as informal channels and networks within the company, offering members valuable opportunities to share information, provide diverse perspectives on strategic initiatives, solve problems, and identify emerging opportunities. 
However, it is important to note that not all employee resource groups provide the necessary opportunities for establishing connections and networking that can lead to professional advancement or stronger social systems within the workplace (Reed, 2020). As defined by Rodriguez (2021), the most effective employee resource groups are those that align their goals and objectives with the overall business objectives of the organization. 
Employee resource groups are often created based on social identities such as race or gender, typically originating as grassroots initiatives by employees rather than being imposed by the employer (Friedman, 2021). However, it is evident that race and gender do not solely define the basis of similarity. In certain instances, employees may perceive colleagues performing the same job as more similar, irrespective of whether they share the same race or gender but perform different roles (Brass, 2020).
Employee resource groups are recognized as clusters of relationships that contribute to the formation of social systems within the informal structure of an organization, and they can significantly impact performance (Van Akenet al., 2021). Human resources are undeniably crucial assets for organizations as they play a key role in attaining a competitive edge over industry rivals. 
Consequently, the performance of employees holds great importance for twenty-first-century organizations, as it empowers them to effectively compete in a dynamic environment alongside other organizations (Watetu, 2019). Robin (2021), as referenced by M'Mbui (2021), suggests that performance can be influenced by various factors, including individual personality, instilled values, attitudes, and competence. 
These factors encompass how individuals perceive things and their level of motivation. However, it has been noted that biographical characteristics such as age, gender, marital status, and seniority level do not necessarily provide accurate and reliable indicators for improving employee achievements and job satisfaction.
Nonetheless, this study aims to investigate the influence of employee resource groups on employee performance, specifically focusing on Total Energies.
0. Statement Of The Problem
Considering the perceived or actual value derived from employee resource groups (Jackson, 2009), it becomes crucial to reassess the role of these groups within organizations from the perspective of their members. Employee performance holds significant importance in the overall success of a company, as accomplishing major goals necessitates a motivated team working collaboratively (Leonard, 2019).
Despite the increasing acknowledgment of the significance of Employee Resource Groups (ERGs) in organizations, there exists a notable research gap regarding their impact on employee performance within Total Energies. Total Energies is a large-scale multi-energy company engaged in the production and distribution of oil, biofuels, natural gas, green gases, renewables, and electricity. With a workforce exceeding 100,000 employees as of December 31, 2021, and representation from nearly 160 nationalities, the company encompasses a wide array of professions across production, sales, marketing, and support functions (740+ professions). Given the size and diversity of the Total Energies workforce, understanding how ERGs affect employee performance is of significant importance. 
0. Objective of the Study
The aim of this study is to examine the impact of Employee Resource Groups (ERGs) on employee performance within the context of Total Energies. 
	The specific objectives of the study are as follows:
i. To assess the impact of Employee Resource Groups (ERGs) on Total Energies.
ii. To examine the relationship between ERG participation and employee performance.
0. Research Questions
The study will address the following research questions:
i. What is the impact of employee resource groups (ERGs) on employee performance?
ii. What is the relationship between ERG participation and employee performance?
0. Research Hypothesis
	The study will test the following hypothesis:
H01: There is no significant impact of employee resource group on employee performance
H02: There is a significant relationship between ERG participation and employee performance.
0. SIGNIFICANCE OF THE STUDY
This study is justified by the need to fill the research gap regarding the impact of ERGs on employee performance. By conducting a case study in the context of Total Energies, the study will provide valuable insights into the effectiveness of ERGs in enhancing employee performance within a specific organizational setting. The findings will contribute to the existing body of knowledge on ERGs and their implications for organizational performance and employee well-being.
1.7 Scope of the Study
The study will focus on examining the impact of Employee Resource Groups (ERGs) on employee performance within Total Energies. The research will be conducted among employees at various levels and across different departments of the organization. The study will primarily utilize primary data collected through surveys, interviews, and observations to gather comprehensive in
0. Definition of Terms
Employee resource group: An Employee Resource Group (ERG) is a voluntary, employee-led group that fosters a diverse, inclusive workplace aligned with the organization's mission, values, and goals. 
Resource: A resource is a source or supply from which a benefit is produced and that has some utility or value. Resources can be classified into various categories, including:
1. Natural Resources: Raw materials and natural elements such as water, minerals, forests, and fossil fuels.
2. Human Resources: The skills, knowledge, and labor that individuals provide.
3. Financial Resources: Money or other assets that can be used to produce goods, provide services, or invest in opportunities.
4. Capital Resources: Tools, equipment, machinery, and buildings used to produce goods and services.
5. Information Resources: Data and information that can be used to make decisions and solve problems.
Resources are essential for achieving goals, completing projects, and maintaining operations in various contexts, including personal, organizational, and societal levels.
Group: A group is a collection of individuals who interact with each other, share common goals, interests, or characteristics, and perceive themselves as a distinct entity. Groups can vary in size, structure, and purpose and can be found in various contexts, including:
1. Social Groups: People who come together based on personal relationships, social interactions, and common interests, such as friends or clubs.
2. Work Groups: Teams of employees who collaborate to achieve specific organizational objectives or complete tasks, such as project teams or departments.
3. Cultural or Identity Groups: Individuals who share a common cultural background, ethnicity, religion, or identity, such as ethnic communities or advocacy groups.
4. Educational Groups: Students and educators who come together for learning and educational purposes, such as classes or study groups.
5. Support Groups: People who gather to provide and receive support for various personal or psychological issues, such as therapy groups or self-help groups.
Groups typically have some form of structure, whether formal or informal, and can influence the behavior, attitudes, and outcomes of their members.
Performance: Performance refers to the execution or accomplishment of work, tasks, or activities and the degree to which these are carried out effectively and efficiently.
Employee: An employee is an individual who is hired by an organization or business to perform specific tasks or duties in exchange for compensation, which typically includes wages or salary, and may include benefits such as health insurance, retirement plans, and paid time off. Employees work under the direction and control of the employer and are usually bound by an employment contract or agreement that outlines the terms and conditions of their employment.
CHAPTER TWO
LITERATURE REVIEW
Conceptual Review
2.1.1.  Concept of Employee Resource Groups (ERGs)
Employee resource groups are defined as within-organization groups that are staffed by employees who volunteer to participate (Welborneet al., 2021). Furthermore, ERGs were originally referred to as affinity groups who began when racial tensions in the U.S. had escalated in the 1960s. Douglass (2020) explains that first versions of ERGs existed as employee forums where they would discuss issues of race and discrimination. 
The first such case of ERGs identified originated from the Xerox Corporation where CEO Joseph Wilson supported black employees forming the first caucus group (Douglass 2021). Their efficacy in accomplishing actual diversity and inclusion was limited, suggesting that industries such as the financial sector continue to lag increasing representation of women and minorities in all areas of a company (Miller and Tucker 2019). 
The employees that compose the ERGs spend time outside of their regular working hours to manage and maintain the groups. This unpaid extra time is used to improve one or more employee resource groups that an employee is part of (Welborneet al., 2019). For this reason, the employees that manage the ERGs do so because they genuinely believe in their purpose. These allow employees to share ideas freely without fear of reprisal because ERGs frequently rid of hierarchies by treating each member as equal in status (Connelly and Kelloway 2020). 
 Since most ERGs function within the guidelines and norms of the organization, members must balance any activist agendas with the requirement that the ERG contribute to the organization – what Meyerson and Scully (2019,) refer to as “tempered radicalism”. From this perspective, members who share a vision for change translate their hidden ambitions into projects that follow acceptable corporate guidelines. 
ERGs are different from unions as most include managerial employees and these groups do not typically discuss issues such as wages, hours, and conditions (Friedman, 2020). In general, ERGs are not viewed as formal mentoring programs either. While informal mentoring is a common outcome for ERG members (Friedman et al., 2021), according to Friedman and Craig (2021), ERGs are an example of an expressive group, where the focus is on building social support and community with other employees who share a common minority identity. 
Unions, on the other hand, are examples of instrumental groups where the strength of identification with a group identity should not matter as members are motivated to achieve a common goal. In fact, it is thought that these less political, more expressive, needs are the key factors that motivate minority employees to become involved in ERGs in the first place (Friedman and Craig, 2021). Consequently, ERGs typically engage in activities dedicated to addressing goals related to hiring, retention, and promotion of the employees they represent, while putting minimal effort toward policy changes (Friedman and Craig, 2021). According to Friedman (2019), ERGs across organizations share several defining characteristics and tend to be: a) organized based on social identity with goals that concern the employees from that identity group, b) internationalization entities, c) self-controlled and self-organized, but may meet with management to discuss issues, and d) publicly recognized by the organization. 	Broadly, these groups also tend to share similar goals that include providing support for minority members, making organizations more accepting for members of their group, and generating support for community causes (Friedman, 2018; Mercer, 2022). While each group may vary in its emphasis of these areas, the activities in pursuit of these goals bring people from the same identity groups together and gives them the opportunities to build relationships. 
Importance of ERGs
ERGs effectively enhance minority employees‟ social embeddedness in the workplace by creating more opportunities for mentoring, networking, and even in creating more cross-race social ties (Friedman and Holtom 2022). Minority group employees and the organizations could benefit from creating an environment where ERGs thrive. McGrath and Sparks note the importance of affinity groups such as ERGs in building social capital (2021). These groups serve as informal channels and networks within the company. They afford members opportunities to share information, provide feedback on strategic initiatives from different perspectives, solve problems, and capture emerging opportunities. 
The following characteristics of affinity groups contribute to the building social capital: members possessing equal status, members‟ roles being formalized, each group having their own uniqueness in character, and the group being responsible for both the operation and direction of itself. In short, the necessity to cooperate in order to make each ERG successful drives members closer to each other and to the organization.
ERGs have become increasingly common organizational tools for managing various forms of employee diversity. Organizations create and support ERGs based on employee identities such as gender, race/ethnicity, sexual orientation, disability, military service, religion, and generation; with the top three focus areas being for race/ethnicity, women, and sexual orientation (Friedman and Craig, 2004; Mercer, 2019). 
Over 85% of the for-profit service and sales companies in a recent survey by Mercer had an organizationally sponsored ERG for at least one of these identity groups (Mercer, 2019). Companies are committing substantial resources to these ERGs, both financially and in employee hours spent on organizing events, providing space to meet, and supporting technology that enables the groups to work collaboratively. 
A variety of factors account for the growing enthusiasm for ERGs. At the employee level, the marketing of ERGs on social media, combined with the technological comfort of millennials, has allowed information about ERGs to reach both new hires and more tenured employees. For the organizations who support them, ERGs have expanded their activities beyond merely providing social support for members. 
Today, these groups are counted on to make substantial contributions to the success of the business by providing insights to the market, providing brand ambassadors to communities, and boosting the company’s reputation by being recognized in a growing number of lists of the “best places to work” for minority employees (Human Rights Campaign, 2020; Mercer, 2019)
Regardless of how they are initially formed, either through self-organized collections of employees who share a minority identity, or through more formalized and mandated processes, many ERGs work to provide access to career development resources for members, such as mentoring or training workshops. They may also have agendas oriented toward deeper changes in the practices that support minority inequality at work (Scully, 2021).
Risk of ERG Formation
While ERGs are becoming more popular in a number of organizations of all sizes in diverse industries, there remain largely unknown risks to employees for organizing based on identity, and even greater potential risks for speaking out for some identity based changes at work. While the creation of ERGs can be a strategic move to bring diverse talent on board and even expand sales to previously hard-to-reach demographics (Arnold, 2020), smaller companies are sometimes reluctant to sanction them for fear that they will turn into lobbying groups with a list of complaints. 
Perhaps more importantly, in addition to management concerns, minority employees also have doubts about participating in these groups for fear of being labeled as a radical (Friedman, 2018; Friedman and Craig, 2022), or calling attention to differences that may affect future relationships with colleagues and management (Friedman, 2021). This suggests that there are risks, as well as benefits, accompanying ERG membership that need further investigation in the diversity management literature. 
2.1.2	Concept of Employee Performance
Employee performance is the expected organizational value of employee’s behavior over time. Employee performance is critical to the overall success of the company.
One of the most important factors in employee performance is to achieve goals. Successful employees meet deadlines, make sales and build the brand via positive customer interactions. 
When employees do not perform effectively, consumers feel that the company is apathetic to their needs, and will seek help elsewhere. When people are doing their jobs effectively, morale in the office gets a boost. Employees who are not motivated to get the job done as indicated, can bring down an entire department. This makes it important to foster a positive, energetic work environment (Leonard, 2019).
Human resource is a very vital asset to an organization because it helps an organization achieve its competitive edge against its competition in the same industry. For this reason, employee performance is very important to the twenty first century organizations for this will enable them compete favorably against the changing environment with other organizations (Watetu, 2019)
0. Theoretical Review
The theoretical framework for this study on the impact of Employee Resource Group (ERG) on employee performance draws upon several relevant theories.
Social Identity Theory
This theory, proposed by Tajfel and Turner (2021), suggests that individuals derive a sense of identity and self-esteem from their membership in social groups. Social identity theory defined a group as a collection of people who categorize themselves as belonging to the same social category and internalize the category's social identity-defining attributes to define and evaluate themselves—attributes that capture and accentuate intragroup similarities and intergroup differences (Tajfel and Turner, 1986 as cited in Hogg, 2021). 
Three components of social identity theory are social categorization, social identification and social comparison. Social categorization is “the process through which separate individuals are clustered into groups” (Ellemers and Haslam 2022). Individuals can be part of several groups at once. Social Identification consists of an individual analyzing how compatible they are with the group. Once the process of identifying with the socially categorized group occurs, social comparison takes place. 
ERGs, as voluntary affinity groups formed by employees with shared characteristics or interests, provide a platform for employees to develop and maintain positive social identities. By fostering a sense of belonging, identification, and inclusion, ERGs can enhance employees' motivation, commitment, and performance
Social Exchange Theory
This theory, developed by Blau (2020), posits that social relationships are based on a reciprocal exchange of resources and benefits. ERGs can facilitate the exchange of social support, knowledge, and resources among members, leading to positive outcomes such as increased job satisfaction, engagement, and performance. The support, mentoring, and networking opportunities provided by ERGs can enhance employees' skills, knowledge, and overall performance.
0. Empirical Review
To the best knowledge of the researcher, there is a scarcity of empirical studies specifically focused on the impact of Employee Resource Groups (ERGs) on employee performance in Total Energies. However there are researches on ERGs and their influence on related organizational outcomes.
Corporations use employee resource groups for things as simple as information sharing and for more complex and engaging activities such as developing solutions, including solutions that directly impact the corporation’s bottom line. Today many companies, such as Coca-Cola, Bank of America, and Darden Restaurants, are using their employee resource groups to help the companies with many business needs, including recruitment, retention, and testing new products (Medina, 2021). 
In a study of completion times for 120 new product development projects in 41 business units of a multi-unit electronics company, Hansen (2020) reported that social network relations can have a positive impact on performance. This was shown in the study by shorter project completion times for the teams who were also part of a social group.
Nelson (2020) compared organizations where conflict had reached a disruptive level, described as intense enough to adversely impact organizational performance, with organizations whose performance had not been adversely impacted by internal conflict. He found that the low-conflict organizations had strong internal and external ties; whereas, high-conflict organizations had weak internal and external ties. 
This supported the theory that strong ties between groups inhibit disruptive conflict, and can increase organizational performance. The study also found that when there was a leading group with strong ties and connections to other groups in the organization, there was also lower conflict. Employee resource groups can serve as a tie or connection to many other groups in the organization such as knowledge management groups or problem-solving teams.
Turban and Jones (2020) used hierarchical regression analysis to compare characteristics of similarity, including demographic, perceptual and congruence, and component scores to predict job satisfaction, performance ratings and pay recommendations. The study used 25 supervisors and 155 subordinates of those supervisors in a rehabilitation center. The results indicated that demographic similarity, measured in terms of race, educational level, department tenure and age, was positively correlated with job performance. 
This correlation suggests that similarity leads to better performance. So if employee resource groups are composed of people with demographic similarities, then according to the findings of this study, membership may have a positive association with job performance. But too much similarity can have a negative influence on group performance since it could potentially limit the diversity of ideas and opinions, especially when it comes to problem solving.
Ward (2022) conducted research on the association of participation in employee resource groups and self-reported job performance. She found a positive and significant correlation between self-reported job performance and participation in employee resource groups. In addition, she found that participation in employee resource group actually decreased employees‟ intentions to leave the company. Ward (2022) argues that companies would benefit from having employee resource groups because the groups serve as the organization’s collective representation in the community
Although some researchers have found significant relationships between employee resource groups and performance (Sparroweet al., 2018; Podolyn and Baron, 2021; Beh and Rose, 2018), others have found no difference in  performance for employees who were part of an employee resource group and those who were not (Singer, 2019; Miller and Monge, 1986). In fact some managers contend that employee resource groups are “gripe sessions” (Friedman, 1999).
While there is some research on ERGs and their influence on various organizational outcomes, there is a need for empirical evidence that directly examines the impact of ERGs on employee performance within the context of Total Energies. By collecting primary data and analyzing the findings, this study will contribute to a deeper understanding of how ERGs can be effectively leveraged as a human resource strategy to enhance employee performance and create a more inclusive and productive work environment.







CHAPTER THREE
METHODOLOGY
3.0 Introduction
The best method to engage with this research is the qualitative method as it engages with the respondent of the study with discussion in order to retrieve the information needed for the study and eliminating rumors or innuendos while presenting the facts gathered. Therefore, for this study, qualitative methodology that involves in-depth interviews with Total Energy staff at all levels. The choice of qualitative methodology helps in engagement with respondent through interviews and discussion. The justification for making use of qualitative methods is to engage personally with the respondents, as the issue concerning impact of employee resource group (erg) on employee performance (a case study of total energies)needs one-on-one engagement and discussions rather than any other research method that may not give room for dialogue and discussion.
3.1 Area of the study
The study, impact of employee resource group (erg) on employee performance (a case study of total energies), was conducted among Total Energy staff at all levels.
3.2	Research Design
The study adopted quantitative pilot survey that will be conducted by the researcher among Total Energy staff at all levels. A quantitative research method through structured questionnaire will be employed for data collection and analysis.
The research consists of two parts. The first part was focused on the biodata of respondents, while the second part was on the research topic,impact of employee resource group (erg) on employee performance (a case study of total energies).
3.3	Population for the Study
The staff consist of 125 staff of total energy.The study will focus on examining the impact of Employee Resource Groups (ERGs) on employee performance within Total Energies. The research will be conducted among employees at various levels and across different departments of the organization. 
3.4	Sample and Sampling Technique
Simple random sampling technique will be used to select 95Total Energy staff at all levels. 
3.5	Research Instrument
The study made use of oral interview guide and a Likert scale open-ended structured questionnaire which was personally administered to the respondents by the researcher. The researcher opted for the questionnaire because, in terms of spread and coverage, it is the most effective way of reaching out to a very large number of people at the same time from whom similar types of data can be obtained. Also, respondents may have greater confidence in their anonymity and thus feel freer to express their views.
The questionnaire was divided into two sections namely: section A consisting the demographic data of the respondents, section B was on questions about the research topic.
3.6	Validity of the Instrument
The reliability of a test indicates how consistent it gives the same or nearly the same result when it is administered a second time.
Instrument is said to be valid when it measures what it is intended to be measured. To ensure the face and content validity of the items on the instrument measuring the different variables in the study, the questionnaire was submitted to two experts in research and statistics to ascertain whether the items measured what they purported to measure. These experts in conjunction with my supervisor certified the instrument as being valid to measure what it set out to measure at least in content and face validity.
During this process, their comments and corrections led to changes being effected on the items in the questionnaire in terms of appropriateness and precision of words, sentences and expressions. Flaws and errors were identified and the necessary corrections were effected.
3.8	Reliability of the Instrument
The reliability of a test indicates how consistent it gives the same or nearly the same result when it is administered a second time. 
Thus, to access the reliability of the research instrument, a test-retest approach was employed. Some respondents were given the same questionnaire twice at a space of two (2) weeks interval. The second result obtained coincided with the former. Thus, the measure shows consistency over time.
3.10	Data Collection
Data were collected from primary sources. The study will primarily utilize primary data collected through surveys, interviews, and observations to gather comprehensive insights. This method was adopted to enable detailed and independent information not covered by the questionnaire to be expressed by the respondents. 
3.11	Data Analysis
Data collected were presented in tables and the corresponding values expressed in percentages. Hypotheses were tested using correlation statistical approach. The hypothesis was tested at 5% error using SPSS.





CHAPTER FOUR
DATA ANALYSIS AND INTERPRETATION
4.1 Preamble
This chapter deals with the presentation and analysis of the result obtained from questionnaires. The data gathered were presented according to the order in which they were arranged in the research questions, sample percentage were used to analyse the demographic information of the respondents while correlation was used to analyse the hypotheses. 95 questionnaires were shared and was correctly and accurately filled and subjected to final analysis.
4.2 Socio-Demographic Characteristics of Respondents

	TABLE: RESPONDENTS & GENDER

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	MALE
	58
	61.1
	61.1
	61.1

	
	FEMALE
	37
	38.9
	38.9
	100.0

	
	Total
	95
	100.0
	100.0
	


Source: field survey, 2025.
Table 1 above shows the gender distribution of the respondents used for this study. 
Out of the total number of 95 respondents, 58 respondents which represent 61.1 percent of the population are male.
37 which represent 38.9 percent of the population are female.
	TABLE 4.2: RESPONDENT’S AGE

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	18-23 YRS
	18
	18.9
	18.9
	18.9

	
	23-29YRS
	37
	38.9
	38.9
	57.9

	
	29-34YRS
	23
	24.2
	24.2
	82.1

	
	34YRS and above
	17
	17.9
	17.9
	100.0

	
	Total
	95
	100.0
	100.0
	


Source: field survey, 2025.
Table 4.1 above shows the class of the respondents used for this study. 
Out of the total number of 95 respondents used for the study, 18 respondents which represent 18.9 percent of the population are between 18-23yrs.
37 respondents which represent 38.9 percent of the population are between 23-29yrs.
33 respondents which represent 24.2 percent of the population are between 29-34yrs.
17 respondents which represent 17.9 percent of the population are between 34yrs and above.
	 Table 4.3 Respondents’ Educational Qualification

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	OND
	16
	16.8
	16.8
	16.8

	
	HND/BSC
	34
	35.8
	35.8
	52.6

	
	Masters
	12
	12.6
	12.6
	65.3

	
	Others
	33
	34.7
	34.7
	100.0

	
	Total
	95
	100.0
	100.0
	


Source: field survey, 2025.
Table 4.3: above shows the educational qualification of the respondents used for this study. 
Out of the total number of 95 respondents used for the study, 16 respondents which represent 16.8 percent of the population are OND graduates.
34 respondents which represent 35.8 percent of the population are HND/OND graduates.
12 respondents which represent 12.6 percent of the population are Mastersdegree holders.
33 respondents which represent 34.7 percent of the population are OTHERS not mentioned.
	Table 4.4: Respondents’ Level

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Junior staff
	24
	25.3
	25.3
	25.3

	
	Senior staff
	57
	60.0
	60.0
	85.3

	
	Manager
	14
	14.7
	14.7
	100.0

	
	Total
	95
	100.0
	100.0
	


Source: field survey, 2025.
Table 4.4 above shows the level of the respondents used for this study. 
Out of the total number of 95 respondents used for the study, 24 respondents which represent 25.3 percent of the population are Junior staff.
57 respondents which represent 60.0 percent of the population are Senior staff.
14 respondents which represent 14.7 percent of the population are Managers.
4.3 Analysis of the Respondents’ Views on Research Question one:
This section is majority concerned with the analysis and interpretation of the data extracted through the respondents’ responses to the research questions raised to elicit information from them. The analysis is done using frequency and simple percentage distributions table. The analyses are shown in the table below; and the questions in the questionnaire are related to the research questions. 
	TABLE 4.5: ERGs provide a space for employees to connect with others with similar backgrounds or experiences and create a sense of belonging in the workplace.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	STRONGLY AGREED
	36
	37.9
	37.9
	37.9

	
	AGREED
	36
	37.9
	37.9
	75.8

	
	DISAGREED
	12
	12.6
	12.6
	88.4

	
	STRONGLY DISAGREED
	11
	11.6
	11.6
	100.0

	
	Total
	95
	100.0
	100.0
	


Source: field survey, 2025.
The table above displays the responses of the respondents if ERGs provide a space for employees to connect with others with similar backgrounds or experiences and create a sense of belonging in the workplace.
36 respondents which represent 37.9percent of the population strongly agreed.
36 respondents which represent 37.9percent of the population agreed.
12 respondents which represent 12.6percent of the population disagreed.
11 respondents which represent 11.6percent of the population strongly disagreed.
	TABLE 4.6:A key benefit of ERGs is that they provide a safe space for employees to discuss issues unique to their experiences.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	STRONGLY AGREED
	37
	38.9
	38.9
	38.9

	
	AGREED
	37
	38.9
	38.9
	77.9

	
	DISAGREED
	9
	9.5
	9.5
	87.4

	
	STRONGLY DISAGREED
	12
	12.6
	12.6
	100.0

	
	Total
	95
	100.0
	100.0
	


Source: field survey, 2025.
The table above displays the responses of the respondents if a key benefit of ERGs is that they provide a safe space for employees to discuss issues unique to their experiences.
37 respondents which represent 38.9percent of the population strongly agreed.
37 respondents which represent 38.9percent of the population agreed.
9 respondents which represent 9.5percent of the population disagreed.
12 respondents which represent 12.6percent of the population strongly disagreed.
	TABLE 4.6: Employee performance is the expected organizational value of employee’s behaviour over time.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	STRONGLY AGREED
	38
	40.0
	40.0
	40.0

	
	AGREED
	37
	38.9
	38.9
	78.9

	
	DISAGREED
	8
	8.4
	8.4
	87.4

	
	STRONGLY DISAGREED
	12
	12.6
	12.6
	100.0

	
	Total
	95
	100.0
	100.0
	


Source: field survey, 2025.
The table above displays the responses of the respondents if Employee performance is the expected organizational value of employee’s behaviour over time.
38respondents which represent 40.0percent of the population strongly agreed.
37 respondents which represent 38.9percent of the population agreed.
8 respondents which represent 8.4percent of the population disagreed.
12 respondents which represent 12.6percent of the population strongly disagreed.
	TABLE 4.7: There is a significant relationship between ERG participation and employee performance.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	STRONGLY AGREED
	37
	38.9
	38.9
	38.9

	
	AGREED
	35
	36.8
	36.8
	75.8

	
	DISAGREED
	10
	10.5
	10.5
	86.3

	
	STRONGLY DISAGREED
	13
	13.7
	13.7
	100.0

	
	Total
	95
	100.0
	100.0
	


Source: field survey, 2025.
The table above displays the responses of the respondents if there is a significant relationship between ERG participation and employee performance.
37 respondents which represent 38.9percent of the population strongly agreed.
35 respondents which represent 36.8percent of the population agreed.
10 respondents which represent 10.5percent of the population disagreed.
13 respondents which represent 13.7percent of the population strongly disagreed.
	TABLE 4.8: Organizations with successful ERGs reap the rewards, including increased performance and reduction in turnover.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	STRONGLY AGREED
	40
	42.1
	42.1
	42.1

	
	AGREED
	34
	35.8
	35.8
	77.9

	
	DISAGREED
	13
	13.7
	13.7
	91.6

	
	STRONGLY DISAGREED
	8
	8.4
	8.4
	100.0

	
	Total
	95
	100.0
	100.0
	


Source: field survey, 2025.
The table above displays the responses of the respondents if Organizations with successful ERGs reap the rewards, including increased performance and reduction in turnover.
40 respondents which represent 42.1percent of the population strongly agreed.
34 respondents which represent 35.8percent of the population agreed.
13 respondents which represent 13.7percent of the population disagreed.
8 respondents which represent 8.4percent of the population strongly disagreed.
	TABLE 4.9: Belonging to an ERG also helps employees feel that they can be authentic at work, and derive more meaning and purpose from the work that they do.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	STRONGLY AGREED
	38
	40.0
	40.0
	40.0

	
	AGREED
	38
	40.0
	40.0
	80.0

	
	DISAGREED
	8
	8.4
	8.4
	88.4

	
	STRONGLY DISAGREED
	11
	11.6
	11.6
	100.0

	
	Total
	95
	100.0
	100.0
	


Source: field survey, 2025.
The table above displays the responses of the respondents if belonging to an ERG also helps employees feel that they can be authentic at work, and derive more meaning and purpose from the work that they do.
38 respondents which represent 40.0percent of the population strongly agreed.
38 respondents which represent 40.0percent of the population agreed.
8 respondents which represent 8.4percent of the population disagreed.
11 respondents which represent 11.6percent of the population strongly disagreed.
	TABLE 4:10
Within the workplace, ERG systems and infrastructure strengthen acceptance, camaraderie, and fairness across groups and help members build allyship.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	STRONGLY AGREED
	38
	40.0
	40.0
	40.0

	
	AGREED
	32
	33.7
	33.7
	73.7

	
	DISAGREED
	13
	13.7
	13.7
	87.4

	
	STRONGLY DISAGREED
	12
	12.6
	12.6
	100.0

	
	Total
	95
	100.0
	100.0
	


Source: field survey, 2025.
The table above displays the responses of the respondents if within the workplace, ERG systems and infrastructure strengthen acceptance, camaraderie, and fairness across groups and help members build allyship.
38 respondents which represent 40.0percent of the population strongly agreed.
32 respondents which represent 33.7percent of the population agreed.
13 respondents which represent 13.7percent of the population disagreed.
12 respondents which represent 12.6percent of the population strongly disagreed.
	TABLE 4:11
ERGs generally are organized on the basis of common identities, interests, or backgrounds with the goal of supporting employees by providing opportunities to network and create a more inclusive workplace.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	STRONGLY AGREED
	41
	43.2
	43.2
	43.2

	
	AGREED
	28
	29.5
	29.5
	72.6

	
	DISAGREED
	12
	12.6
	12.6
	85.3

	
	STRONGLY DISAGREED
	14
	14.7
	14.7
	100.0

	
	Total
	95
	100.0
	100.0
	


Source: field survey, 2025.
The table above displays the responses of the respondents if ERGs generally are organized on the basis of common identities, interests, or backgrounds with the goal of supporting employees by providing opportunities to network and create a more inclusive workplace.
41 respondents which represent 43.2percent of the population strongly agreed.
28 respondents which represent 29.5percent of the population agreed.
12 respondents which represent 12.6percent of the population disagreed.
14 respondents which represent 14.7percent of the population strongly disagreed.
	TABLE  4:12
ERG theory recognizes that employees have multiple needs to satisfy simultaneously.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	STRONGLY AGREED
	45
	47.4
	47.4
	47.4

	
	AGREED
	34
	35.8
	35.8
	83.2

	
	DISAGREED
	10
	10.5
	10.5
	93.7

	
	STRONGLY DISAGREED
	6
	6.3
	6.3
	100.0

	
	Total
	95
	100.0
	100.0
	


Source: field survey, 2025.
The table above displays the responses of the respondents if ERG theory recognizes that employees have multiple needs to satisfy simultaneously.
45 respondents which represent 47.4percent of the population strongly agreed.
34 respondents which represent 35.8percent of the population agreed.
10 respondents which represent 10.5percent of the population disagreed.
6 respondents which represent 6.3percent of the population strongly disagreed.
	TABLE 4:13
ERGs creates more opportunities for mentoring, networking, and even in creating more cross-race social ties.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	STRONGLY AGREED
	39
	41.1
	41.1
	41.1

	
	AGREED
	39
	41.1
	41.1
	82.1

	
	DISAGREED
	9
	9.5
	9.5
	91.6

	
	STRONGLY DISAGREED
	8
	8.4
	8.4
	100.0

	
	Total
	95
	100.0
	100.0
	


Source: field survey, 2025.
The table above displays the responses of the respondents if ERGs creates more opportunities for mentoring, networking, and even in creating more cross-race social ties.
39 respondents which represent 41.1percent of the population strongly agreed.
39 respondents which represent 41.1percent of the population agreed.
9 respondents which represent 9.5percent of the population disagreed.
8 respondents which represent 8.4percent of the population strongly disagreed.
	TABLE 4:14
In cases where organizations seem to benefit from and take credit for the work of ERGs, some participants become frustrated with the fact that their work within these groups is not compensated.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	STRONGLY AGREED
	43
	45.3
	45.3
	45.3

	
	AGREED
	34
	35.8
	35.8
	81.1

	
	DISAGREED
	9
	9.5
	9.5
	90.5

	
	STRONGLY DISAGREED
	9
	9.5
	9.5
	100.0

	
	Total
	95
	100.0
	100.0
	


Source: field survey, 2025.
The table above displays the responses of the respondents if some participants become frustrated with the fact that their work within these groups is not compensated in cases where organizations seem to benefit from and take credit for the work of ERGs.
53 respondents which represent 45.3percent of the population strongly agreed.
34 respondents which represent 35.8percent of the population agreed.
9 respondents which represent 9.5percent of the population disagreed.
9 respondents which represent 9.5percent of the population strongly disagreed.

4.4	Testing Hypothesis
H02: There no significant relationship between ERG participation and employee performance.
Level of significance: 0.05
Decision rule: reject the null hypothesis H0 if the p value is less than the level of significance. Accept the null hypothesis if otherwise.
	Correlations

	
	There is a significant relationship between ERG participation and employee performance.
	Organizations with successful ERGs reap the rewards, including increased performance and reduction in turnover.

	There is a significant relationship between ERG participation and employee performance.
	Pearson Correlation
	1
	.954**

	
	Sig. (2-tailed)
	
	.000

	
	N
	95
	95

	Organizations with successful ERGs reap the rewards, including increased performance and reduction in turnover.
	Pearson Correlation
	.954**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	95
	95

	**. Correlation is significant at the 0.01 level (2-tailed).



Result: The correlation table above shows that there is a significant relationship between ERG participation and employee performance, p-value, 0.000 is less than the level of significance, 0.05. the relationship between ERG participation and employee performance is positive. The strength of the relationship between ERG participation and employee performance is very strong, 0.954. As ERG participation increases, employee performance increases too. Hence, ERG participation increases employee performance by 95.4percent.
H02: There is a significant relationship between ERG participation and employee performance.
Level of significance: 0.05
Decision rule: reject the null hypothesis H0 if the p value is less than the level of significance. Accept the null hypothesis if otherwise.

	Correlations

	
	There is a significant relationship between ERG participation and employee performance.
	Organizations with successful ERGs reap the rewards, including increased performance and reduction in turnover.

	There is a significant relationship between ERG participation and employee performance.
	Pearson Correlation
	1
	.954**

	
	Sig. (2-tailed)
	
	.000

	
	N
	95
	95

	Organizations with successful ERGs reap the rewards, including increased performance and reduction in turnover.
	Pearson Correlation
	.954**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	95
	95

	**. Correlation is significant at the 0.01 level (2-tailed).



Result: The correlation table above shows that there is a significant relationship between ERG participation and employee performance, p-value, 0.000 is less than the level of significance, 0.05. the relationship between ERG participation and employee performance is positive. The strength of the relationship between ERG participation and employee performance is very strong, 0.954. As ERG participation increases, employee performance increases too. Hence, ERG participation increases employee performance by 95.4percent.
Discussion of findings
Findings from the study revealed that ERGs provide a space for employees to connect with others with similar backgrounds or experiences and create a sense of belonging in the workplace. 
It shows that a key benefit of ERGs is that they provide a safe space for employees to discuss issues unique to their experiences.
Employee performance is the expected organizational value of employee’s behaviour over time.
There is a significant relationship between ERG participation and employee performance.
Organizations with successful ERGs reap the rewards, including increased performance and reduction in turnover. 
Belonging to an ERG also helps employees feel that they can be authentic at work, and derive more meaning and purpose from the work that they do. 
Within the workplace, ERG systems and infrastructure strengthen acceptance, camaraderie, and fairness across groups and help members build allyship.
ERGs generally are organized on the basis of common identities, interests, or backgrounds with the goal of supporting employees by providing opportunities to network and create a more inclusive workplace.
ERG theory recognizes that employees have multiple needs to satisfy simultaneously.
ERGs creates more opportunities for mentoring, networking, and even in creating more cross-race social ties.
In cases where organizations seem to benefit from and take credit for the work of ERGs, some participants become frustrated with the fact that their work within these groups is not compensated.








CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.0	Preamble
This chapter presents the summary and conclusion that can be drawn from the study. It also presents the researchers recommendations with regards to the findings of the study and proposed areas for further studies by other researcher.
5.1 Summary of Findings
The summary of findings was as follows:
ERGs provide a space for employees to connect with others with similar backgrounds or experiences and create a sense of belonging in the workplace. 
A key benefit of ERGs is that they provide a safe space for employees to discuss issues unique to their experiences.
Employee performance is the expected organizational value of employee’s behaviour over time.
There is a significant relationship between ERG participation and employee performance.
Organizations with successful ERGs reap the rewards, including increased performance and reduction in turnover. 
Belonging to an ERG also helps employees feel that they can be authentic at work, and derive more meaning and purpose from the work that they do. 
Within the workplace, ERG systems and infrastructure strengthen acceptance, camaraderie, and fairness across groups and help members build allyship.
ERGs generally are organized on the basis of common identities, interests, or backgrounds with the goal of supporting employees by providing opportunities to network and create a more inclusive workplace.
ERG theory recognizes that employees have multiple needs to satisfy simultaneously.
ERGs creates more opportunities for mentoring, networking, and even in creating more cross-race social ties.
In cases where organizations seem to benefit from and take credit for the work of ERGs, some participants become frustrated with the fact that their work within these groups is not compensated.
5.2 Conclusion 
The study was carried out to determine impact of employee resource group (erg) on employee performance (a case study of total energies).
Employee resources groups (ERG’s), also known as affinity groups, is explained as groups of employees who willingly join together in their workplace based on common interests, issues and/or a common bond or background (“Employee resource groups”, 2017). ERG’s were born as a result of the racial conflict that arise during the 1960s and, while these groups started as small, informal, self-started employee forums, ERG’s are currently attributed to contribute to an organization’s success in many areas, such as recruitment and retention, product development, creating a positive and supportive work environment and helping deliver the commitment to diversity and inclusion
The study was conducted among the staff and managers of Total Energy. The study adopted quantitative pilot survey that will be A quantitative research method through structured questionnaire will be employed for data collection and analysis. The sample population for the study was all the staff and managers of Total Energy. Simple random sampling technique will be used to select 95respondents for the study. The study will primarily utilize primary data collected through surveys, interviews, and observations to gather comprehensive insights. Data collected were presented in tables and the corresponding values expressed in percentages. Hypotheses were tested using correlation statistical approach. 
Findings from the study reveal that ERGs provide a space for employees to connect with others with similar backgrounds or experiences and create a sense of belonging in the workplace. 
A key benefit of ERGs is that they provide a safe space for employees to discuss issues unique to their experiences.
Employee performance is the expected organizational value of employee’s behaviour over time.
There is a significant relationship between ERG participation and employee performance.
Organizations with successful ERGs reap the rewards, including increased performance and reduction in turnover. 
Belonging to an ERG also helps employees feel that they can be authentic at work, and derive more meaning and purpose from the work that they do. 
5.3 Recommendation 
From the findings of the study, the study recommends that;
1. For ERGs to create lasting cultural change, they need to build communities with strong foundations. It’s easier to build these communities when ERGs operate from a dedicated space that facilitates discovery and engagement.
2. Using that space, ERG leaders can access membership information, monitor participation, identify trending issues, spark discussion and organize events. Members will have a one-stop shop for “everything ERG,” where they can converse privately in a safe space and access educational resources.
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Appendix
Questionnaire 

SECTION A: PERSONAL DATA OF THE STUDENT
1. Gender:			Male [  ]		Female [  ]
2. Age
18-23yrs [ ]  23-29yrs [ ] 29-34yrs [ ] 34yrs and above [ ]
0. Educational Qualification
OND [ ]  
HND/BSC [ ] 
Masters[ ]
OTHERS [ ]
0. Level 
Junior staff [ ] Senior staff [ ] Manager [ ]

SECTION B:
Instruction: Tick [√ ] against the option that best suits you.
1. ERGs provide a space for employees to connect with others with similar backgrounds or experiences and create a sense of belonging in the workplace. 
Strongly agreed ( ) Agreed ( ) Disagreed ( ) Strongly disagreed ( )
0. A key benefit of ERGs is that they provide a safe space for employees to discuss issues unique to their experiences.
Strongly agreed ( ) Agreed ( ) Disagreed ( ) Strongly disagreed ( )
0. Employee performance is the expected organizational value of employee’s behaviour over time.
Strongly agreed ( ) Agreed ( ) Disagreed ( ) Strongly disagreed ( )
0. There is a significant relationship between ERG participation and employee performance.
Strongly agreed ( ) Agreed ( ) Disagreed ( ) Strongly disagreed ( )
0. Organizations with successful ERGs reap the rewards, including increased performance and reduction in turnover. 
Strongly agreed ( ) Agreed ( ) Disagreed ( ) Strongly disagreed ( )
0. Belonging to an ERG also helps employees feel that they can be authentic at work, and derive more meaning and purpose from the work that they do. 
Strongly agreed ( ) Agreed ( ) Disagreed ( ) Strongly disagreed ( )
0. Within the workplace, ERG systems and infrastructure strengthen acceptance, camaraderie, and fairness across groups and help members build allyship.
Strongly agreed ( ) Agreed ( ) Disagreed ( ) Strongly disagreed ( )
0. ERGs generally are organized on the basis of common identities, interests, or backgrounds with the goal of supporting employees by providing opportunities to network and create a more inclusive workplace.
Strongly agreed ( ) Agreed ( ) Disagreed ( ) Strongly disagreed ( )
0. ERG theory recognizes that employees have multiple needs to satisfy simultaneously.
Strongly agreed ( ) Agreed ( ) Disagreed ( ) Strongly disagreed ( )
0. ERGs creates more opportunities for mentoring, networking, and even in creating more cross-race social ties.
Strongly agreed ( ) Agreed ( ) Disagreed ( ) Strongly disagreed ( )
0. In cases where organizations seem to benefit from and take credit for the work of ERGs, some participants become frustrated with the fact that their work within these groups is not compensated.
Strongly agreed ( ) Agreed ( ) Disagreed ( ) Strongly disagreed ( )


