S T A N D

U P

F O R

DIVERSITY

TABLE
OF

05
05
06
07
08
09
10
13
14
16
17
19
20
21
22
23

STAND UP for Diversity at Your Credit Union

What is Diversity?

what does diversity currently look like in the
United States?
Federal Law and its Impact on Diversity?

Why is Diversity Important?

Why Do People Resist Diversity?

Financial Services Industry and Diversity

Diversity is Good for Business

What Does Diversity Look Like
at Your Credit Union?
Focusing on Diversity in Credit Unions
(“Without Requirements”)
Where Do You Start

A Case Study in Diversity

KERRY FULTON Biography

SUSAN MITCHELL Biography

Conclusion

References

STAND UP
FOR DIVERSITY
AT YOUR
CREDIT UNION
Think back to when you first started school. What did your world look
like? What did your school look like? How did you communicate? What
was commonplace in your community or your home?
Now, fast-forward to today’s world. In most instances, the world that
exists today is likely different than when you were younger.
We hear all the time that our society is becoming more and more
diverse, and we need to embrace that diversity. But what is diversity?
And, more importantly, why do we need to embrace it? Is it really
something you need to worry about at your credit union?

WHAT IS DIVERSITY?
By definition, diversity is a “reality”
created by each of us from a broad
spectrum of differences – whether
demographic or philosophical. Every
day we encounter people with different
backgrounds, beliefs, and experiences.
The most common types of “diversity”
discussed, measured, and even
protected are:

•
•
•
•
•
•
•
•
•

Race
Color
Ethnicity
Gender
Age
Marital Status
Sexual Orientation
Religion
Disabled Persons
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WHAT DOES DIVERSITY CURRENTLY
LOOK LIKE IN THE UNITED STATES?
RISING DIVERSITY
90%

SEXES AT WORK

In the United States, diversity continues to be on
the rise. A study completed in May 2018 by the
Washington Post found that 90% of U.S. metro
areas are more integrated than suburbs and
rural areas; however, suburbs are increasingly
becoming the most racially and ethnically
diverse areas in the country.1

$1.9 TRILLION

WORKING MOMS

Women own close to 13 million businesses,
accounting for $1.9 trillion in revenue.3 From 20142019, women-owned businesses increased by
21%, while all businesses increased by only 9%.4

AGE DISCRIMINATION
In a 2019 study, 58% of
Americans age 50 and older
say older workers frequently
face age discrimination at work,
and 44% of younger adults
agree. 28% of Americans under
age 50 say younger workers
experience discrimination at
work, while only 13% of older
people agree.6

RELIGIOUS?
95% of the U.S. population is either
Christian or religiously unaffiliated, while all
other religions combined account for just
5% of Americans.8

Almost 47% of U.S.
workers are women, and
more than 39% of women
work in occupations
where women make-up at
least ¾ of the workforce.2

Mothers are the primary or sole
earners for 40% of households
with children under 18 today,
compared with 11% in 1960.5

LOVE & MARRIAGE

Nearly half of all adults 18 and older are
legally single. The median age for firsttime marriage reached its highest point on
record in 2018: 30 years old for men and
28 years old for women. Cohabitation is on
the rise, without the possibility of marriage.
Same-sex marriage is on the rise – 1 in 10
LGBT Americans (10%) were married to
a same-sex spouse in 2017; however, in
2019, the majority of all same-sex couples
who live together are married (61%).7

MINDING THE GAP

As many as five different generations
are represented in today’s workforce,
from the Silent Generation to
Generation Z.

But diversity is more than just acknowledging or tolerating differences – it’s truly understanding how to relate
to those who are different from your background or circumstances. In a diverse community or group, we must
recognize that no one culture or experience or group is “superior” to another.
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FEDERAL LAW AND ITS IMPACT
ON DIVERSITY
The United States has federal laws in place that
protect different groups and individuals from
discrimination and other improper acts. Here are
just a few of these federal laws:
• Civil Rights Act
• Fair Housing Act (FHA)
• Regulation B/Equal Credit Opportunity Act
(ECOA)
• Home Mortgage Disclosure Act (HMDA)
• Age Discrimination in Employment Act
(ADEA)
• Americans with Disabilities Act (ADA)
• Equal Opportunity Act (EOA)

encourage financial institutions to assess their
diversity policies and practices in the areas of:
1. Organizational Commitment to Diversity and
Inclusion
2. Workforce Profile and Employment Practices
3. Procurement and Business Practices
4. Methods to Promote Transparency of
Corporate Diversity and Inclusion
The standards encourage financial institutions
to conduct a “self-assessment” of diversity;
however, this assessment is not required, nor is it
part of any audit by these organizations.

While this is not a complete list, these federal
laws have improved diversity within the U.S.,
and protected groups of individuals from
discrimination and other harmful acts. Other
regulations dealing with harassment and pay may
vary by state and have also helped in this effort.
In June 2015 (under the Dodd-Frank Act), an
interagency group implemented “Joint Standards
for Assessing the Diversity Policies and Practices
of Entities Regulated by the Agencies.” This
Policy Statement established standards that
reflect the best policies and practices for diversity
within financial institutions. Most notably, they
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WHY IS DIVERSITY IMPORTANT?
As you can see, diversity is a growing part of our society. But why is diversity important? Why
does it matter? Here are just a few reasons why diversity is vital to our everyday life – whether in
our communities, schools, or workplace.

BROADER PERSPECTIVE.

When you begin to look at things from
someone else’s point of view, you’ll start to see
things differently. Listening and understanding
where people come from, and learning from
them allows you to open up to new and
different ideas and concepts. Many times,
after learning more about someone else’s
background, you begin to understand his
or her actions or behaviors and start to see
things from an entirely new perspective. It can
be invigorating!

INNOVATIVE IDEAS.

Every business looks to find new and unique
ways to serve its customers – and credit
unions are no different. A diverse workplace
helps you see things from different viewpoints,
leading to better brainstorming and the
generation of new and unique ideas.

INCREASED PRODUCTIVITY.

When diversity is fostered, employees
are happier, and there is reduced conflict.
Everyone values others’ opinions, and things
get done faster and more efficiently.

MORE ACCEPTANCE AND
DIMINISHED DISCRIMINATION.

True acceptance of diversity is more than
just tolerance – it’s finding out what people
are all about and accepting their differences.
Increased familiarity leads to diminished
misconceptions and prejudices. And, we know
that misconceptions and prejudices frequently
fuel discrimination.

IMPROVED FINANCIAL BOTTOM LINE.
Many studies have shown that diverse
companies improve their bottom line because
of the creativity and productivity it promotes.
8

WHY DO PEOPLE RESIST DIVERSITY?

As we look at the reasons why diversity is so important, some obvious questions arise: Why
do people resist it? Why do companies (including credit unions) face challenges around
building a diverse environment? Why does discrimination exist?

FEAR OF CHANGE.

Many people don’t like to open up to a new way of
thinking for whatever reason. Many don’t want to
listen to others – they are set in their ways. Let’s
take a look at how this may look from a business
perspective. Consider a credit union that’s been
around for 75+ years and has experienced much
success with the same membership base. Some
may ask: Why change things up? Why try to recruit
diverse members or attempt to offer services
that meet the needs of a diverse group? Sort of
the adage: “If it ain’t broke, don’t fix it.” What if
something new doesn’t work? What will diversity do
to the existing membership group?

PIGEONHOLING INDIVIDUALS
OR GROUPS.

Sometimes (without even thinking), businesses will
pigeonhole individual employees based on their
demographic profile. For example, “all younger
employees are lazy,” but the reality is, many aren’t.
Or, a woman gets “too emotional” to be an effective
manager, so women really can’t do the job – that’s
false as well. Another example of pigeonholing
occurs in male-dominated fields, such as those
requiring a strong math or science background.
Women continue to report gender discrimination
(including sexual harassment) regarding accessing
more lucrative positions or wages.9

LACK OF TRAINING.

In some cases, discrimination occurs because
people haven’t been trained to think otherwise.
Sensitivity or harassment training may not be taken
seriously, or people feel it doesn’t apply to them.
But, the fact of the matter is that discrimination
disappears when employees feel valued and a part
of something important.

LACK OF MODELING AVAILABLE.

A commitment to diversity must start at the top. If
management is not modeling non-discriminatory or
altruistic behavior, nothing will change. If managers
treat each employee with respect and dignity, others
will follow suit.

CHALLENGING TO MANAGE.

Sometimes managers give up on diversity because
it can be challenging to manage. While having
different opinions and perspectives is enlightening,
it may be more difficult to keep everyone happy and
engaged. And, it can be time-consuming to truly
understand each person within the purview of a
particular manager or workgroup.
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FINANCIAL SERVICES
INDUSTRY AND DIVERSITY
Financial Services Industry Diversity:
Men dominate management –
85% male executives, 74% male
senior managers, and 63%
managers. Women dominate
support staff at 67%.10

The House Finance Committee
surveyed eight megabanks and found
that their senior leadership is comprised
most of white males – only 24% of
these positions were filled by women,
and 25% were filled by minorities.
Additionally, they found that none of the
Chief Diversity Officers reported to the
CEO and only 1 in 25,000 employees
(on average) is dedicated to diversity.11

Women’s decisions to “opt-out” of
senior management opportunities
to care for children and elders are
an essential driver of leadership
differential, but those decisions
may be a result of implicit and
explicit discrimination.13

The GAO analysis of EEOC data reports from 2007
to 2015 shows an increase in race/ethnicity diversity
in the financial services industry workforce – the
most significant growth coming from those who
are Asian and Hispanic. However, management
positions have not seen the same level of change
during this time.15
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The Wall Street Journal ranked companies in the
S&P 500 on diversity and inclusion. This ranking
focused on the representation of women, age, and
ethnic diversity, as well as the diversity programs in
place at the company. The financial sector (including
banks such as J.P. Morgan Chase, Citigroup, M&T
Group and Wells Fargo) earned higher marks
compared to other industries, giving it a 50 out of
100. While better than other business segments,
there is still plenty of room for improvement. For
example, one key area where the financial sector
lagged was in the gender and age diversity of board
members – it had a much lower ranking than other
industries.12

A woman’s decision to opt-out of
management positions, choose less
demanding work, or work fewer hours
is heavily influenced by whether she
has a high-earning spouse.14

I’M
40

I’M
41.7

According to the U.S. Department of Labor, the
median age for employees at savings institutions/
credit unions is 40.0, and the banking counterpart
median age is 41.7.16

Credit Union Industry Diversity:
The majority of credit union CEOs are
white, followed by Hispanic/Latinx.
Just over 5% of credit union CEOs
are people of color, which is slightly
better than Fortune 500 companies.
And, the majority of credit union
CEOs are over 56 years old.18
According to a 2018 CUNA report, 52% of
credit union CEOs are women, compared
with only 5% at commercial banks. A CEO
of a larger credit union is four times more
likely to be a woman than a CEO of a
comparable bank. However, only 14% of
CEOS at credit unions with over $1 billion in
assets are female.17

43%

90%

In 2018, 81 credit unions submitted
voluntary diversity self-assessments
to the NCUA. While the data size
is not large enough to represent
all credit unions in the U.S., the
number of credit unions reporting
has increased by 43% since 2016.20

In 2018, the composition of a typical credit
union board was 90% white and 8% Black/
African American, and the average credit
union leadership team was 90% white and
5% Black/African American.19

The NCUA recently established a
Culture Council to focus on issues
of inclusion within the agency. This
council will serve a critical advisory
and policy-making role within the
agency to ensure that inclusion
and equity are top priorities.

Filene launched the first of six Centers of Excellence for Diversity,
Equity and Inclusion (DEI), which is a five-year research project
designed to tackle challenges in access to both talent and
products and services in the financial services industry.
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DIVERSITY IS GOOD
FOR BUSINESS
A recent Wall Street Journal study showed that the
20 most diverse firms they ranked (including larger
banks) have an average operating profit margin (the
profit a company generates from its core business
before interest and tax, as a percentage of sales)
of 12%, compared with 8% for the lowest-ranking

companies. Other research validates these results
as well – the more diverse your organization is,
the more you can relate to a growing multicultural
population, and your bottom line will improve.
Consider the following:

Over the past five years, 61% of the credit
union industry’s growth has come from
multicultural consumers.22

Multicultural consumers are optimistic and
plan for the future. African Americans are
two times as likely to take out a student
loan, and Hispanics are nine times as
likely to take out a small business loan in
the next five years.23

CUNA reported that credit unions originate
a higher percentage of mortgage loans to
Blacks/African Americans and Hispanics/
Latinx than banks. Additionally, credit
unions receive a higher rate of mortgage
loan applications from people of color.24

CUNA also reports that all groups of
people saved on their auto loan interest at
credit unions in 2018; however, people of
color saved more than white people.25
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WHAT DOES DIVERSITY LOOK LIKE AT
YOUR CREDIT UNION?
Your answers to these questions will help you begin to see any diversity gaps
between your credit union and the members you serve.

Membership Analysis

Let’s start with your membership. How diverse is your membership base?
Answer the following questions to the best of your ability:
What is the membership breakdown between
men and women?

What race/ethnicity groups encompass your
membership?

By product/service?

By product/service?





By branch?




By branch?




What is the age breakdown of your
membership?

Do you cater to those with disabilities? If
so, what disabilities are most commonly
addressed?







By gender?



By race/ethnicity?




Are there certain religious groups
or affiliations, or other value-driven
organizations associated with your
membership group (including SEGs)?

By product/service?






By branch?
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Does your credit union actively engage in
social issue causes or discussion within the
communities it serves?




Employee Analysis

Now, let’s take a look at the employees at your credit union.
Answer the following questions to the best of your ability:
What is the breakdown between male and
female employees?

What is the average age and median age of
the credit union’s employees?

By job type?

By job type?

By position?




By position?




By branch?




By branch?








What is the race/ethnicity breakdown
your employees?
By job type?



By position?



By branch?








What is the make-up of your board of directors?
Age?
Gender?
Race/Ethnicity?


Does the make-up of your employee base
and board members match that of your entire
membership base?
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FOCUSING ON
DIVERSITY IN
CREDIT UNIONS
(“WITHOUT REQUIREMENTS”)

Diversity is not something you can say, “Okay,
we’re now going to be more diverse.” It takes
real commitment and, depending on where
you start, it may take some time. But, these
facts remain:
• Most credit unions are experiencing an aging
membership base and need to diversify to
survive.
• Credit union products and services must adjust
to the changing needs of a more technologicallysavvy society.
• When employee morale is higher, employees
stay longer, leading to increased productivity
and creativity.
• If your employees cannot relate to a changing
membership, members will not stay.
• People are attracted to a company (or credit
union) that is more diverse, leading to a stronger
bottom line.
16

While this is just a shortlist of reasons why you
should focus on diversity at your credit union,
the fact is that you can’t “mandate” diversity;
otherwise, it may have the opposite effect.
For example, if managers feel like they “must”
hire younger people, they may not hire the
best candidate. Or, if they feel like they “must”
promote a female over a male, they may not
promote the best person for the job.
When you #STANDUP for Diversity, you’re
making sure diversity is in the strategic
conversation – you’re making sure it’s in focus,
that you recognize where you stand, and that you
are doing things to help improve diversity at your
credit union. The reality is that “organic diversity”
is more powerful than forcing it upon anyone.
Set the wheels in motion, review those things
required to support diversity at your credit union,
and then continue to nurture it.
But, don’t look the other way or bury your head
in the sand, saying “we’re fine.” Remember,
diversity is not just a race thing – it’s something
that incorporates so much of what credit unions
believe in from a philosophical perspective.
When you think about it, embracing diversity is at
the very core of “people helping people.”

WHERE DO
YOU START?

Every credit union is going to look different. If you’ve taken the
time to answer the questions previously posed, you’ll start to
see a picture of where your credit union stands. The following
are some strategies to help improve your credit union’s diversity
profile, which should lead to positive results.

MANAGEMENT
• Be the model – walk the talk when it comes to diversity.
• Get to know your employees on a personal basis – whether
having one-on-one discussions, round table lunches, or however
you deem appropriate.
• Say something if something is wrong – don’t let it go.
• Be open to new ideas and new ways of doing things.
• Allow different team members a chance to shine.

BOARD OF DIRECTORS
• Review the strategic direction of the credit union to ensure that
diversity is part of the plan.
• Review the policies and procedures for recruiting board and
committee members to ensure diversity is incorporated.
• Be open to different ideas and strategies that are based on the
diverse needs of the membership base

HUMAN RESOURCES
• Review your policies and procedures for recruiting, hiring, and
promoting employees to make sure they foster diversity.
• Offer sensitivity or other types of diversity training regularly.
• Provide training to managers to help them learn how to manage
diversity effectively.
• Offer flexible work schedules to open your pool of candidates
and keep existing employees happy.
• Partner with local organizations where employees can serve in
the community.
• Offer mentoring programs for local schools, colleges, and other
organizations.
• Measure the diversity within your organization and report on
improvements made regularly.
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WHERE DO YOU START?
MARKETING
• Review the credit union’s brand to ensure it
fosters diversity.
• Promote the ways the credit union is diverse as
a way to attract new members or enhance your
relationship with existing members.
• Review how products and services are
promoted to ensure targets are not closed to
certain groups or types of individuals.
• Regularly ask members and employees for new
ways to reach out to members and implement
these ideas where you can.
• Be consistent in the diversity message to
members in all forms of media – images,
language, tone, and more.
• Design print and digital marketing materials
that reflect the diversity of the credit union.
• Get engaged or sponsor community events,
schools, or other organizations that mesh with
the strategic vision of the credit union – and
then promote it.
• Create a metric to measure results – how
are you impacting the diversity within your
membership base? What more can you do?

MEMBER SERVICES
• Be open to new ways of providing service to
members – whether via social media, email,
face-to-face, or other.
• Listen to members – whether on the phone or
in person.
• Be professional and courteous at all times and
in all places where you represent the credit
union.
• Be aware of what you post on your social
media accounts as who you are away from the
credit union impacts who you are at the credit
union.
• Your work area should reflect the diverse
nature of your credit union – even down to the
pictures you have on your desk.
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PRODUCT DEVELOPMENT
• Rely on data, not personal opinion, to develop
products and services needed by a diverse
membership.
• Listen to members to find ways to better
serve their needs through your products and
services.
• Focus efforts on the delivery of products and
services to make sure all membership groups
have access to them.
• Test products and services before
implementing to ensure they meet the diverse
needs of the membership.

BUSINESS DEVELOPMENT
• Host educational seminars with topics focused
on community needs, especially as they relate
to financial matters.
• Get involved in community organizations
and schools – be the face of diversity in the
community.
• Partner with local organizations to offer
financial services to different types of
community members.

LENDING
• Review your policies and procedures to ensure
they are compliant with the law as it relates to
diversity.
• Listen to the needs of members and report
consistently unmet needs to management.

A CASE STUDY IN DIVERSITY
Let’s take a look at how one credit union took
action and implemented a more strategic
focus on diversity

SCE FEDERAL CREDIT UNION

From its organization in 1952 to approximately 20
years ago, SCE Federal Credit Union’s membership
base was comprised of predominantly white males
and was aging rapidly. The credit union’s leading
membership group at the time was Southern
California Edison, with some other large SEGs. There
was a strategic decision made in 2000 to diversify
its membership and, at the same time, tap into
an underserved market in a local community. The
NCUA approved the addition of the Boyle Heights
community of Los Angeles to SCE Federal Credit
Union’s charter. From that point forward, SCE FCU
has worked to serve those in that community as
well as other communities they serve in Southern
California and Nevada. The following reflects what
they have done (and continue to do) to reach out
to these communities, and in turn, diversify their
membership group and employee make-up:
• Opened a branch with bilingual employees and
created bilingual marketing collateral for the branch.

• Worked with community leaders and employees
to find ways to help those with language or other
barriers to open membership and other accounts.

• Launched and continue to operate the Center
for Financial Empowerment (CFE), which is
an educational foundation to teach financial
education (primarily to the youth and their parents)
in the communities they serve. In 2019, the CFE
sponsored 145 financial education classes for
4,803 participants and 21 Mad City events for
1,747 participants.
• Sponsor activities, events, and financial seminars
in the communities in which they serve in both
Southern California and Nevada. In 2019, they
held 31 financial education classes for a total of
1,151 participants.
“Over the past 20 years, we’ve made a concerted
effort to diversify our membership base. From
these efforts, we’ve seen the average age of
members joining the credit union drop from 51
in 2000 to 36 in 2019. Plus, our loan volume has
increased significantly as well,” explained Dan

Rader, President/CEO of SCE FCU. “Our long-term
vision is to help as many people as possible find ways
to manage their money effectively, which sets them
up for a better financial future – no matter their age,
race, or gender.”
And the credit union’s bottom line has reaped the benefits
of their strategic vision to diversify. Last year they made
nearly ten times more loans than were made in 2000, and
of those loans, 46% were granted to minority members.
The average age of their membership is now at an alltime low of 39 years of age.
Let’s take a look at how one CUSO has
approached diversity within its own workplace.

CU*ANSWERS

CU*Answers is a CUSO and a cooperative serving
the credit union industry. From data processing and
computer network support to image check processing
and customized marketing campaigns, CU*Answers
serves more than 176 credit unions nationally,
representing 1.9 million members and $19 billion in
credit union assets.
In April 2017, CU*Answers conducted an Employee
Diversity Study to see where they stood in terms
of diversity (specifically gender, age, and ethnicity)
within the Grand Rapids area. From this study, they
found they were reflective of the market in which they
reside. Here’s a summary of their findings:
• The distribution of CU*Answers’ job breakdown
between men and women, as well as the age of
employees was similar to the demographics of
the Grand Rapids area. With that said, they will
continue to provide new opportunities for their
employees and promote from within whenever
possible. Additionally, they offer competitive
salaries and benefits, which will also help retain
and motivate staff.

• They found they were not as balanced and
diverse as the area in which they resided. To
combat that, they will continue to attract talent
from the local community using career fairs (both
locally and through colleges), social media, local
newspaper and online ads, the PURE Michigan
job bank and online job posting boards, staffing
agencies and employee referrals.
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KERRY FULTON BIOGRAPHY
Kerry Fulton began her
career in advertising
at McCann-Erickson
Los Angeles, working
specifically on the
Columbia Pictures
account, after
graduating with a B.A.
in Communications
from Brigham Young
University in 1987.
After a few years,
she moved into the
financial services industry, beginning as a Marketing
Coordinator at TRW Systems Federal Credit
Union. She then moved on to SCE Federal Credit
Union in 1991, where she began the marketing,
business development and training departments
from scratch. While at SCE, she served in several
management capacities for 11 years, the latest being
Chief Information Officer with direct management
over all marketing and e-marketing functions,
strategic planning and business development.
One of the first projects assigned to Ms. Fulton
at SCE was the rebranding of the credit union.
She worked closely with the management team
to develop a new “look and feel” for the credit
union – from logo design, to print materials, to
signage. Under her direction, the credit union also
launched its first website during this time as well.
While at SCE, Ms. Fulton was a key partner in the
development of what is now known as Performula
360 (an automated 360 degree appraisal system).
With other partners, they designed a logo and
strategic plan for the newly formed company, which
was operated through a CUSO initially. Ms. Fulton
also partnered with a vendor to become a beta test
site for a CUEST Center, which migrated into online
employee training (saving thousands of dollars
each year in employee education expenses).
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Additionally, Ms. Fulton worked to integrate strategic
planning into a more tangible process at SCE;
therefore, she designed a balanced scorecard
program to monitor and track the strategic
planning efforts at SCE. The balanced scorecard
tied the results of strategic goals and objectives
directly to the management bonus program.
Ms. Fulton is currently the President and Owner
of Southwest Strategic Marketing, LLC, based in
Denver, NC, NC. Since she began her company in
2002, she has worked with credit union and banking
clients from all over the nation, focusing primarily on
marketing, training, and content development and
management. She is a graduate of the professional
development Executive Marketing Institute and
is a Certified Chief Executive (CCE) through the
Credit Union Executives Society. She is also a
graduate of the Stanford Executive Program through
the California Credit Union League and CUNA.
Ms. Fulton served on the Board of Directors for the
CUES Southern California/Arizona Council and
was actively involved in the Marketing Association
of California for many years. She has been a
requested speaker for such topics as relationship
marketing, online banking, e-marketing, online
training and education, cross-selling and sales
training, and strategic planning and implementation.
Recently, Ms. Fulton finished a four-year
commitment as the Director of Public Affairs
at her church, where she organized and
developed positive communications in the press
and her community. She currently teaches a
youth religious study course every morning to
teenagers, enjoys exercising, watching sports and
dance, playing the piano, reading and spending
time with her husband and three children.

SUSAN MITCHELL BIOGRAPHY
Susan has spent 25 years providing
consulting services across the globe
with organizations such as Bank
of America, Citicorp, Wells Fargo,
and credit unions nationwide while
developing custom application
software for market analysis,
multiple regression and branch
data exchange. As a co-owner
of O’Rourke, Susan conducted
CEO and executive recruiting
services helping develop leadership
throughout the industry. She has
authored numerous technical and
behavioral educational programs
that have been accredited by
the National College Credit
Recommendation board and
certified by the State of California
Employment Training Panel.
MSA has received awards by World
Council, California CU League,
RMJ Foundation, CUEs, and local
organizations for their creative
approach and their dedicated
volunteerism. Susan was given
the prestigious title of Women to
Watch by CUTimes, recognizing her
contribution to the industry and was
selected as one of the contestants
for the Final Four most influential
people within the CU industry over
last 20 years. Susan serves as an
officer on the Board of Directors
for Worldwide Foundation and as

Nominating Committee Chair for
numerous credit unions as she
strives to Modernize Governance
Practices. Susan is the founding
Chair of World Council’s premier
program, the Global Women’s
Leadership Network. In 2017,
GWLN had over 2000 members, 60
global chapters and raised over to
$2 million dollars for scholarships,
empowerment grants and leadership
development globally. In July 2017,
GWLN received the Distinguished
Service Award, the highest honor
achieved in program impact
worldwide for credit unions.
Ms. Mitchell was recognized in
February for Authentic Leadership
& Activism with the 2018 Herb
Wegner Memorial Award - for
Outstanding Individual Achievement.
Madison, Wis. – “In recognition
of her dedication to the spreading
of the credit union idea worldwide
and determination to fostering
diverse representation in credit
union leadership and membership,
the National Credit Union
Foundation is pleased to announce
Susan Mitchell, CEO of Mitchell,
Stankovic & Associates, as the
recipient of a 2018 Herb Wegner
Memorial Award for Outstanding
Individual Achievement.”
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CONCLUSION
Diversity is everyone’s responsibility
– but it must start at the top. When
you explore other ideas, beliefs, and
lifestyles with an open mind, you open
yourself up to increased creativity
and the ability to connect with others
(whether members or co-workers).
Once you embrace diversity as an
essential part of your credit union,

22

you’ll be a more productive innovator,
and approach problems and issues
in different ways and from different
perspectives. And, you’ll find your credit
union to be a happier and more peaceful
place to work.
It’s time to #STANDUP for Diversity.
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