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INTRODUCTION

A credit union’s Board of Directors serves as the highest level of leadership for the organization. These
volunteers are critical in setting the strategic direction of the organization and ensuring accountability
to serving the best interest of the membership. An engaged Board of Directors that represents the
membership and community served by the credit union can help create ongoing relevance and
sustainability for the credit union.

Some credit unions have expressed challenges with recruiting and retaining new Board members and
ensuring that Boards are comprised of a diverse representation of the membership (especially for
credit unions that have expanded to serve broader fields of membership). ltems included in this toolkit
have been designed to support credit unions in increasing Board diversity and Board succession
planning.
These items are:

1. Board Succession Planning Guide

2. Creating a Board Member Value Proposition

3. Board Member Recruitment Matrix

humanidel
+ O'Rourke

@
o<



s MOUNTAIN WEST
Board Diversity & Succession Planning Toolkit P44\ Credit Union Association

BOARD SUCCESSION PLANNING GUIDE

Board member recruitment and succession planning must be an ongoing effort to be successful.
Succession planning cannot be addressed only when there is an immediate need. Instead, a high-
performing Board will work continuously to create a robust pipeline of potential volunteers, while
continuously educating and preparing current Board members to take on Board leadership roles (i.e.
Chair, Vice-Chair, Secretary, Treasurer, Committee Chairs).

This Board Succession Planning Guide includes the following elements that a Board may adopt in
their succession planning process:

1. Role of the Governance/Nominating Committee: This describes a Governance/Nominating
Committee that moves beyond an Ad Hoc committee organized to handle the election to a
standing committee that is in place to ensure ongoing, sustained succession in volunteer
leadership.

2. Tip Sheet: Where to Recruit New Board Members
3. Tip Sheet: On-Boarding New Board Members

4. Board Readiness Evaluation Questionnaire: This document should be completed by all
Board members annually or when new Board members are added. Information shared in this
document will be used by the Nominating Committee to update the Board Member Matrix and
to refine Board Member recruiting strategies.
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Governance/Nominating Committee Structured Guidelines

A Governance or Nominating Committee plays an important role in Board member succession
planning. Many credit unions use their Nominating Committee on an Ad Hoc basis, convening only for
the purpose of preparing a candidate slate in accordance with the credit union’s bylaws. When a
Governance or Nominating Committee serves on a standing basis, though, it can manage several key
functions that prepare the credit union for long-term volunteer succession planning.

Responsibilities of the Governance/Nominating Committee can include:
1. Managing the Board Self-Evaluation Process.
2. Tracking Board Member Matrix and assessing any gaps in Board demographics.
3. Managing the Board Recruitment Process.

4. Managing New Board Member On-Boarding.

Sample Governance/Nominating Committee Purpose:

To ensure ongoing, sustained volunteer leadership of the credit union, including through managing
Board Member recruitment, training, and evaluation in a manner that meets the needs of our diverse
and growing membership.

Proposed Annual Meeting Schedule of Governance/Nominating Committee

The following schedule proposes an example of how monthly responsibilities of a Governance or
Nominating Committee may be organized in its first year. Specific scheduling of responsibilities should
be guided by your credit union’s bylaws, annual meeting, and strategic planning cycle.

Month 1

Review annual goals of the committee and timing of key events (such as election deadlines set by
bylaws). Assign responsibilities and deadlines for achieving goals. Support committee assignments
as appropriate, ensuring new Board members and long-term Board members have opportunities to
collaborate. Implement new Board member on-boarding process, including mentor matches.

Month 2
Complete Board Member Matrix to identify current Board composition. Identify any skills gaps and
develop a training calendar to support areas of need.

Month 3

Create Board Member Value Proposition to use as a recruiting tool. Develop/refine Board Member Job
Description to use in recruiting. Review Board Member Matrix to assess areas where membership
needs better representation and identify key areas to target this recruitment.
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Month 4

Develop/refine Board Self-Evaluation process. Assign Board Self-Evaluation to all Board members for
completion. Check in with any newly elected Board members (under one year) on their on-boarding
experience.

Month 5
Collect responses to Board Self-Evaluation. Review with full Board. Set training and recruitment
priorities and accountabilities.

Month 6

Execute on training and recruitment priorities. Check in with any newly elected Board members (under
one year) on their on-boarding experience. Develop informational interview questions for Board
members to use in meetings with prospective Board candidates.

Month 7
Begin active recruitment for Board candidates, including informational interviews with interested
candidates. Continue to execute on training priorities.

Month 8
Begin election process, including call for candidates and development of candidate slate. Continue
to execute on training priorities.

Month 9

Send annual meeting information to all membership. Discuss with current Board of Directors needs
for Board officers and committee leadership and begin succession planning for these roles. Review
any gaps in training/development necessary to fill these leadership roles.

Month 10
Finalize the candidate slate and take nomination steps according to bylaws.

Month 11
Promote candidates and election process, including through events such as town hall meetings or
statements in member communication. Finalize the slate of officers for the reorganization meeting.

Month 12

Hold annual meeting and Board election. Elect officers of the Board at reorganization meeting. Assign
mentor pairs of newly elected Board members and long-standing Board members for mentorship and
on-boarding. Host new Board member meet and greet with full Board and executive team.
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Tip Sheet: Where to Recruit New Board Members

|deal Board Members are those who can be committed to the mission of the credit union and who can add
perspective to the strategic direction of the credit union through a deep understanding of member and
community needs. After using the Board Member Matrix to identify the demographic and skills make-up
of your Board and your community, seek prospective Board members who may be able to add diversity
to your Board’s perspective, skills make-up, and membership representation. Here are several places from
which to recruit prospective Board members:

From Your SEGs

Individuals who are deeply connected to your SEGs are likely to understand the needs of your members.
Working with the Human Resources department or other key leaders from your SEGs, seek prospective
Board members who may be formal or informal leaders in the organization; who may have a role that
provides them the opportunity to connect well with other employees; or who may work in different areas of
the organization than your current Board members. Diversifying your Board may mean seeking prospective
Board members who have become employees of your SEGs within the last three to five years.

From Your Branches

Front line employees are likely to have a good sense of which members are actively engaged in and
interested in the credit union. These members likely conduct a high amount of their financial business with
the credit union, probably know credit union staff by name, and have shared personal information about
their own interest or passions. Branch employees may be asked for referrals to members who are engaged
with both the credit union and the community but should not be tasked with the responsibility of recruiting
Board members.

From Key Community Partners and Local Non-Profits

As your credit union expands partnerships with organizations that serve individuals from your target
market, you are likely to meet community leaders who are driven by the same mission and values as you.
These are excellent people to recruit as Board members, as well as to refer other prospective Board
members. In addition, key community partners may refer clients and stakeholders they work with from the
population you wish to serve.

From Local Universities

Local universities—both students and faculty/staff—are likely to attract people who know the needs of, or
are from, the younger generation. These prospective Board members can help credit unions who have a
desire to better serve younger members to identify their needs, how to communicate effectively with them,
and trends in their consumer behaviors. Partnerships with local universities, including their on-campus
clubs or business/accounting departments, can create excellent recruitment opportunities.

From Chambers of Commerce, Associations, Professional Groups

In addition to serving the entire business community, many communities have Chambers of Commerce
that serve specific groups or other professional groups/associations that serve specific demographics.
Examples include: Hispanic Chambers of Commerce, LGBTQ+ Chamber of Commerce, Women’s
Chamber of Commerce, or groups for Hispanic, Black, or female business owners.
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Tip Sheet: On-Boarding New Board Members

Board Member Job Description

Provide new Board Members with a Job Description as part of the recruitment process. This job
description should clarify the key responsibilities of the Board, as well as expectations of individual
Board members.

Job Descriptions should include:

1. Description of the purpose and responsibilities of the Board member role.

2. |

3.
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