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Using HR to Enhance 

Competitiveness

Recruiting a More Diverse, Equitable, 

and Inclusive Workforce

Embracing differences and working to 

develop a risk culture and inclusive workplace 

should be at the heart of today’s business. 

Leveraging different backgrounds, skills, 

knowledge, and perspectives can enhance 

your organization’s strength.

Rethinking Roles, Job Descriptions

& Recruiting 

The challenging landscape of finding 

someone to fit perfectly into a position can be 

daunting. Whether you’re bringing back 

furloughed employees, refilling positions that 

had to be reduced, or boosting staffing to 

cover important roles, it is critical that you 

have the right resources to manage through 

these times of uncertainty.

Addressing Talent Management and

the Skills Gap

The ability to hire and retain skilled 

employees and manage the risks associated 

with developing critical and top talent plays a 

key role in sustainable business success.

Succession Planning & Development 

of Leadership Skills

What could be more vital to a company’s 

long-term health than the choice and 

cultivation of its future leaders? Succession 

management must be a flexible system 

oriented toward developmental activities, not 

a rigid list of high-potential employees and the 

slots they’ll fill.

EEOC Claim Trends
A decline in EEOC charges can make 

organizations complacent when it comes to 

employment law protections. However, 

exposure is increasing in many areas. The 

EEOC received 72,675 total charges in 2019 

with retaliation charges comprising of more 

than half of all charges.

COVID-19 Impact
Providing periodic updates lets employees 

know your credit union is staying on top of 

things and up-to-date on the COVID-19 

developments. Lack of information can make 

employees feel that you have something to 

hide or aren’t taking the situation seriously.

Employee Handbook of the Future
A well-defined handbook (legal counsel 

reviewed) serves as a tool for consistent 

expectations. Differences in attitudes among 

the generations towards flexible workplace 

policies, work hours, personal appearances, 

etc. can be potential hang-ups if not addressed.

HR Roles in Leadership
When HR has a seat within the C-Suite as a 

thought leader, you can see improvement in 

bottom-line results, succession planning, 

culture, and employee engagement. HR execs 

typically have a deep understanding of the 

credit union requirements as well as an 

extensive knowledge of the employees.

With the changes in today’s and tomorrow’s workplace, employers must exercise caution with staffing and HR 

practices. Credit union executives, human resource professionals, and managers must appropriately address 

the employer risks, rights & obligations.
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EEOC Claim Trends

For the third year in a row, the overall number of charges (72,675) 

filed with the EEOC decreased. This continual decline of charges 

filed with the EEOC is a good sign that employers are taking positive 

measures to prevent discrimination. The bad news is that the EEOC 

still obtained $346,600,000 in monetary benefits – no small sum.

“Employers must not let the decline in charges filed with the 

EEOC make them complacent when it comes to employment law 

protections. As these other statistics show, exposure is actually 

increasing in many areas.”

Jack McCalmon, Esq.
President / Founder

The McCalmon Group, Inc.

Retaliation continues as the most frequent EEOC charge filed, 

comprising 53.8 percent of all charges filed – the highest since 1992. 

The next most common charges were all discrimination-related.

When cases go to court, they will inevitably cost credit union as 

employers more in attorney's fees and greater award amounts, if the 

employer loses. As a result, employment law actions may be 

becoming riskier for employers, including credit unions.
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EEOC Charges

• Retaliation

• Disability discrimination

• Race discrimination

• Sex discrimination

• Age discrimination

53.8%

33.4%

33.0%

32.4%

21.4%

Top 5 

in 2019

The McCalmon Group provides employment practice insights, resources, model policies / procedures, and training modules at www.epl-risk.com . McCalmon and 

his team of attorneys work with some of the largest employers in the world to make workplaces safe, equal and more productive.

Preventing COVID-19 

Discrimination Stigma

The dangers of stigmatization during and 

following a pandemic like COVID-19 include 

illegal harassment and discrimination. 

Stigmatization may come in many forms, 

including social rejection, violence, gossip, or 

denial of assistance or services – and, it can 

occur in the workplace.

For example, Asian Americans or those who 

have traveled to domestic or international areas 

with high amounts of COVID-19 cases are at 

high risk of social stigmatization, which can 

occur as racial or national origin discrimination 

or harassment.

Educating staff about COVID-19 can help 

prevent harmful stereotyping and the 

stigmatizing of employees who have returned to 

work after recovering from the disease. Ensure 

that training about COVID-19 doesn’t solely 

focus on preventing the disease. Include 

information in COVID-19 education tools that 

dispel rumors and stereotypes about the virus 

and those who have had it.

http://www.epl-risk.com/


COVID-19 Impact

With state stay-at-home mandates coming to an end in many areas,

credit unions need to carefully address emerging risks and liabilities 

associated with hiring, re-hiring, and re-acclimating telecommuting 

employees into physical work locations with COVID-19 related risks.  

Workplace claims are more than likely going to surface, such as 

those related to:

• Supervision / management claims centering on safety

• Wrongful termination charges related to whistleblowing and safety conditions

• Discrimination claims relating to hiring or re-hiring and disability accommodations

These potential liabilities will increase substantially as more employees return-to-work and are potentially exposed to 

the virus, refuse to return-to-work for health and/or safety reasons, or file claims related to recently passed federal 

and state statutes.

As an employer, credit unions must consider the various employee legal entitlements such as those imposed by 

EEOC, ADA, FMLA, OSHA, NLRB, Workers' Compensation policies as well as how those impacted by new 

legislation such as FFCRA (Families First Coronavirus Response Act), when responding to employee concerns. 

Your hiring and re-hiring decisions should be made with anti-discrimination laws in mind and in consultation with your 

attorney, if you are going to “pick and choose” between employees to rehire or if you are hiring new staff. One area of 

concern is making a conscious decision not to hire or rehire someone out of fear they are more susceptible to 

COVID-19 – for example, refusing to bring back a more senior and older employee can bring about potential age 

discrimination.

Employee Screening

Another potential risk can be linked to employee screening. The EEOC will allow medical examinations of 

applicants and employees, such as temperature checks, or asking employees disability-related questions, such as 

whether the employees suffer from underlying health conditions that may make COVID-19 more severe for them; 

however, it is important for your credit union to treat all similarly situated individuals the same way without regard to 

a protected category. 
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COVID-19 Impact (continued)

Americans with Disabilities Act (ADA)

It is also important to engage in an interactive process with anyone who requests an accommodation because of a 

disability that resulted from having a COVID-19 infection. Similar to the flu, simply having COVID-19 is not 

considered a “disability” under the ADA because it is a temporary illness; however, lingering impairments and 

conditions that can develop after a COVID-19 infection is survived may well be considered ADA disabilities.

The ADA prohibits discrimination based on perception of a disability. Refusing to hire or rehire someone who has 

had COVID-19 or an underlying health condition susceptible to COVID-19 is a high risk for charges of disability 

discrimination, especially if they performed the job at a satisfactory level in the past.

Reporting procedures to express any concerns related to safety concerns or these protections should be clearly 

communicated to all employees and be documented in policy. As with all medical information, an employee with a 

fever or an underlying health condition is subject to the ADA's confidentiality requirements.

Retaliation

The Families First Coronavirus Response Act (FFCRA), which became effective April 1, 2020 includes an anti-

retaliation provision. While civil and criminal penalties and fines exist for non-compliance with the emergency paid 

sick leave requirements of FFCRA, the anti-retaliation provisions carry the most reputational risk for employers.

For example, if Lisa tells John, her manager, that she must stay home to care for her sick husband who is self-

quarantined on medical advice from his doctor and John terminates Lisa for not reporting to work, then Lisa has a 

strong claim for retaliation, even though she failed to report to work.

The anti-retaliation provision would also come into play for depriving an employee of employment opportunities 

related to becoming eligible for emergency sick leave pay; refusing to come to work because they have symptoms 

of coronavirus and are seeking medical advice; caring for children whose school and/or childcare provider is closed 

because of COVID-19; and other FFCRA rights.

Credit unions need to carefully consider:

• All terminations and demotions should be done with careful forethought. It is best to involve 

your employment counsel before terminating or demoting employees for reasons that are not

solely economic. Even then, it is a good idea.

• Do not substitute your personal judgment or feelings about health or illness for those of qualified medical 

personnel. If a physician states an employee can come back to, or continue to be at, work, then accept that 

opinion.

• Make certain that management does not pressure employees to come back to work too soon, and do not 

retaliate.

• Do not take employee frustrations, questions, fears, or disagreements as insubordination. Listen closely to 

what you are being told and make judgments based on objective facts and legal guidance.

The employment practices risk management hub, www.epl-risk.com, provides practical

and actionable resources including articles, checklists, and template policies / procedures 

focused on the most relevant legislation, employment, and workplace trends.

If you’re not sure how to access…review the Quick Start Registration Guide or contact 

CUNA Mutual Group’s Risk Consultants at 800.637.2676 or riskconsultant@cunamutual.com. 

http://www.epl-risk.com/
https://www.cunamutual.com/~/media/cunamutual/business-protection/cup/management-professional-liability/public/epl_risk_quick_start_guide__media_file__da_3142229__2.pdf
mailto:riskconsultant@cunamutual.com
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COVID-19 Impact (continued)

Flexible Work Arrangements

Flexible work arrangements are alternate arrangements or schedules that vary from the traditional work setting. 

These types of arrangements help employees balance the needs of work and life and the organization can retain 

key talent in addition to boosting employee satisfaction and productivity. These arrangements are especially 

important as we continue navigating this complex and fluid situation.

If you or your credit union staff are struggling to balance work and home priorities, flexible work arrangements might 

be the answer.

Flextime is an alternative work schedule that allows employees more latitude in choosing their work 

hours and the freedom to change work schedules from one week to the next depending on the 

employee's personal needs. With this type of arrangement, an employee might be required to work a 

standard number of core hours within a specified period with flexibility in start and end times.

A compressed workweek is an alternative work schedule that allows employees to work a standard 

workweek in a period of fewer than five days in one week or 10 days in two weeks.

Part-time jobs are the most traditional type of flexible scheduling options. This option is typically used 

when a job requires fewer than 40 hours of work per week for non-represented employees, or fewer 

than 37.5 hours per week for represented employees.

Job-sharing is the practice of having two different employees performing the tasks of one full-time 

position. Each of the employees would work a part-time schedule, but both are accountable for the 

duties of the same full-time position. Employees would work to divide the responsibilities in a manner 

that meets both of their needs as well as the organization. This type of arrangement requires a high 

degree of compatibility, communication and cooperation between both employees and their leader.

A personal leave of absence allows you to take extended time off for any personal reason the 

employee feels necessary, provided the employee receives approval. (Leaves over 90 calendar days 

are considered Extended Leaves of Absence).

Common Risks with Flexible Work Arrangements

Unfortunately, poorly adopted flexible work arrangement plans can

lead to increased risk around employment practices and 

management controls.

With a remote workforce, communication typically takes place in a 

decentralized environment. Privacy and security of your member and

credit union information should be a top priority. Another common 

oversight with remote employees is monitoring and tracking the 

number of hours they are working outside of the office – especially

those who aren’t salaried and are non-exempt. It’s more difficult to

keep tabs on their activity when they are not in the office. Fair Labor

Standards Act (FLSA) violations could apply if not compensated 

appropriately.

Ensure you clearly communicate your policy about exceeding

40-hour work weeks. If your non-exempt employees exceed 40-hour 

work weeks, despite your communication efforts, you are still required to pay overtime.

For more information…review the Flexible Work Arrangements Risk Overview (User ID and Password required)

located within the Protection Resource Center at cunamutual.com.

https://www.cunamutual.com/-/media/cunamutual/business-protection/risk-management/secure/loss-prevention-library/employment-practices/rcs_managing-the-risks-of-flexible-work-arrangements.pdf?la=en
http://www.cunamutual.com/prc


Employee Handbook of the Future

Employee handbooks provide a number of opportunities to gain understanding and alignment with your employees. 

An employee handbook can be used as an introduction and orientation for new employees, a refresher for longer-term 

employees, a tool for annual review of corporate policies and procedures, a guide to setting expectations, and most 

importantly – a keystone to protection from employment litigation.

Often, your corporate values and mission provide the central framework for an employee handbook. But there are key 

sections that must be considered when developing or enhancing your handbook to minimize risk and ensure 

protection of your credit union.

Some organizations miss or overlook common guidelines when developing and updating their employee handbooks. 

These sections are some of the more common oversights:

• Lactation Policy or Nursing Mother’s Policy – This applies to credit unions with 50 or more employees. The 

Fair Labor Standards Act requires you to provide unpaid breaks for nursing mothers to pump their breast milk. 

• Harassment and Sexual Harassment Policy – Credit unions often only think about employees when defining 

their harassment policies. Be sure to include directors, volunteers and other third parties. In addition, include that 

this policy applies to off-site credit union sponsored events.

• Rehiring Employees Policy – Explain circumstances in which an employee would not be eligible for rehire; 

such as not providing proper notice and dismissal for poor performance.

• Workplace Bullying Policy – Workplace bullying should be its own policy and not assumed to be covered in 

harassment or discrimination policies, as those are typically focused on “protected” classes.

• Workplace Violence Policy - Handbooks often lack policies that focus solely on workplace violence. Employees 

that deal with exchanging money with the public are at an increased risk of workplace violence. So, ensure that 

you establish a zero-tolerance policy.

In addition, there are several policies and procedures that are new or have grown in importance with COVID-19:

• Virus, Bacteria, and Disease Control – this policy generally 

outlines the hygiene practices employees should follow to inhibit 

the spread of harmful viruses and bacteria in the workplace and 

in the community.

• Social Distancing - what your employees can expect and the 

practices they should adhere to when social distancing 

guidelines are requested or mandated by federal, state, or local 

health authorities.

• Remote Work / Telecommuting / Work-from-Home policy –

focused on helping employees understand what your new work 

landscape looks like and manages expectations as employees 

navigate this new territory.

• New Guidelines for Hiring:

• An employer may screen applicants for symptoms of COVID-19 after making a conditional job offer.

• An employer may take a job applicant's temperature as part of a post-offer, pre-employment medical exam.

• An employer may delay the start date of an applicant or withdraw a job offer of a new hire with COVID-19 or 

displays symptoms associated with the disease.

Employer HR Practice Risks



Using HR to Enhance Competitiveness

Recruiting a Diverse, Equitable & Inclusive Workplace

Embracing differences and working to build a risk culture and inclusive workplace should be at the heart of today’s 

business while we navigate the changing workforce. By leveraging different backgrounds, skills, knowledge and 

perspectives of your people, you have the ability to become stronger. Don’t assume that a healthy risk culture will be a 

natural result. Rather, tackle risk culture just as thoroughly as any business problem.

Employer HR Practice Risks

Simply focusing on headcounts and check-the-box activities is not an effective way to improve diversity in your credit 

union workforce. A well-developed workplace culture breeds a dedicated group of individuals who work well together 

as a team and have a common desire to grow the organization. Credit union leaders have the power to create this 

kind of open and collaborative atmosphere.

Helpful Tips to Consider

• Check assumptions and biases. Recognize behavior and how it affects others. Support collaboration and 

borderless teams as a means to breakdown generational gaps.

• Have a well-defined employee handbook (reviewed by legal counsel). Differences in attitudes among the 

generations towards flexible workplace policies, work hours, personal appearances, etc. can be potential hang-ups 

if not addressed.

• Do not take your personal biases into account when managing different generations. For example, do not assume 

all millennials are experts on maneuvering on social media while a baby boomer is averse to social media.

• Consider a mentoring program where an employee from one generation is assigned to mentor an employee from 

another generation. They can learn from each other as well as remove any preconceived notions.

• Surveying the staff can be a good way to get an idea of preferences from your staff as well as an opportunity to get 

in front of a potential issue.

• Always ensure employment laws and regulations are followed to protect both the credit union and your employees.

• Cultures are dynamic; therefore, sustaining the right attitudes and behaviors over time requires continuing effort 

from leadership and staff.



Using HR to Enhance Competitiveness

Rethinking Roles, Job Descriptions & Recruiting

Success Hinges On Newly-Skilled 

and Engaged Employees

The reality is many recall the way things operated when we 

all started in the business – things like one block of tellers in 

a traditional type of teller line and work hours from 9 to 5.

While a branch redesign and integrating technology is 

important, don’t forget about rethinking your employees’ 

roles and functionalities to enhance your competitiveness.

Redesigning jobs should be viewed not as an 

end goal, but as a process that enables work 

itself to be redefined so that the workforce 

creates new value.

source: Redefining work for new value, Deloitte Insights, 2019.

Consider these transformation strategies to prepare:

• Develop your people and their roles by focusing on 

building relationships; establishing comfortable 

connections; and delivering their messages through a 

consultative approach.

Look to the people who already work at your credit union 

and invest in employee development. Development 

options appeal to employees looking to add new skills or 

find ways to bring outside interests into the workplace. 

Staff who understand your operations and processes 

often have the ability to quickly pick up technical skills 

through on-the-job training. Job shadowing is a good way 

to build bench talent.

• Retool employees’ job descriptions, skills and embrace 

the human touch equipping staff for digitally-infused 

service and sales to help members. Almost all employees 

need to be multiskilled at sales and service and know how 

to use technology and devices for education and 

transactional purposes.

Job descriptions used to fall into neatly organized roles of 

teller, loan officer, and manager. But as the branch 

evolves from a place of transactions to one of sales; it is 

important to rethink roles in subtle and dramatic ways.

Don’t risk losing high-quality candidates because you’re 

hyper-focused on irrelevant requirements.
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You don’t need to lower standards - instead look at 

the skills you’re asking for and carefully consider if 

they are “must haves.”

Additionally, some credit unions are looking to recruit 

those who reflect the membership’s demographics to 

better connect with members.

• Invest in retaining, growing, & coaching talent by 

casting a wide net – even outside of the credit union 

space to get those that can assist with consulting on 

complex questions and decisions on all products / 

services.

Hiring and retaining people who are better than you is 

the secret to building an unbelievable organization.

• Give work meaning by helping staff feel more 

connected to your organization’s purpose.

A good rule is to give your people a little more 

freedom and let them know that you trust them. It can 

go a long way. Building remarkable credit union 

organizations that are purpose-driven happens when 

your people are more productive, happier and want to 

stick around.



Using HR to Enhance Competitiveness

Addressing Talent Management & The Skills Gap

Many organizations, including credit unions, are taking steps to bridge the skills gap and maintain a high-quality 

workforce. Unfortunately, not all solutions to remedy the skills shortage are effective.

The employer / employee relationship is evolving rapidly and with both sides held to a higher standard. Employees 

expect personalized, accountable workplaces from their employers. In return, employers expect employees who are not 

only technically proficient, but who can think creatively, collaborate, and adapt along with the constant pace of change.

In general, HR professionals believe that applicants lack technical skills with specific knowledge and training more than 

workplace soft skills – even though they are more in demand today with the increase of automation points. Credit 

unions need to identify which skills they will prioritize, how they plan to assess for those skills (online or via interview 

questions), while being mindful of individual or organizational bias that may creep into the assessment process.

89% suggest bad hires typically lack soft skills.
source: 2019 Global Talent Trends, LinkedIn Talent Solutions

One significant problem is the demand for cybersecurity professionals continues to exceed supply, even though 

security teams must deal with more threats than ever. In the U.S., the cybersecurity workforce gap is nearly 500,000. 

Cybersecurity talent is hard to recruit and retain for every organization.

However, credit unions can’t solve the talent and skills issue alone. Support from the educational system pipeline is 

critical to help build talent pools with relevant skills to meet today’s needs. More work needs to be done by 

organizations and education systems to ensure the workforce on their own.
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MOST COMMON 

Remedies
• Expanding advertising efforts (e.g. 

social media, expanded geography)

• Collaborating with educational 

institutions

• Outsourcing recruiting efforts

• Training internal employees to learn 

hard-to-fill positions

• Increasing compensation

• Improving retention efforts for current 

employees

MOST EFFECTIVE 

Remedies
• Providing onsite employee training

(e.g. seminars, training programs)

• Starting / expanding training programs 

to help improve skills of new hires

• Hiring external workforce (e.g. temp 

staff, independent contractors)

• Increasing compensation

• Improving retention efforts for current 

employees

source: SHRM: Better Workplaces. Better World, The Skills Gap 2019.



Using HR to Enhance Competitiveness

Succession Planning & Leadership Skill Development 

Succession planning is a necessity and a challenge for credit unions, just as it is for other companies. A recent 

Deloitte study found 86% of leaders surveyed thought succession planning was urgent or important, but only 

14% felt their companies did it well. Yet, doing it well can energize your culture and catalyze needed change.

Many business leaders and HR practitioners believe that succession planning is a complex process and a practice 

restricted to organizations with the most sophisticated organizational development departments. In fact, succession 

planning can be a great value to all credit unions and even easier than you think.
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Succession planning programs are enhanced when several factors 

are considered:

• Organizational foundations – Succession planning cannot be 

performed in a vacuum. It is important to understand what the 

organization is built on and where you want it to go.

• Scope of succession planning program - Succession planning 

can typically go in two main directions: choosing by position or by 

person. A program that does both will ensure the greatest likelihood 

of addressing the primary purpose—keeping talent in the pipeline.

• Implementation team – Having expertise and commitment will 

improve the success rate of your succession planning efforts—

include experts within HR, organizational development, and other 

leaders. Make it an organization program, not an HR program.

• Match of talents to tasks – Conduct a job analysis that reveals the 

knowledge, skills and abilities required for each role. Also assess 

employees' competencies, abilities, characteristics, and core values 

that the company identifies as key success.

Identify employees for the talent acceleration pool that could be 

candidates to be developed for leadership positions.

• Job design and skill complements - Understanding specific 

position attributes along with the relationship between the 

incumbent's success in one job and the potential for success in the 

next job is important. Additionally, be sure to consider the individual's 

appropriateness for a role based on his / her personal preferences.

• Individual development plan - Create an individual development 

action plan for each person in the talent acceleration pool. Use a 

rotational program to help employees meet others in different 

departments or pair with a mentor to encourage knowledge sharing.

• Plans for successful transitions – Maintaining an in-advance 

nature of succession planning significantly enhances the transition 

for all parties. The employee, new leader, and team should have the 

opportunity to interact and develop a work style.

Developing leaders within 

organizations is critical to 

business success. 
source: SHRM 



Suggestions for Credit Unions Thinking About Succession Planning

Start by creating a proposal including supporting data to demonstrate how the succession plan will work and how

it will benefit the organization. You may want to consider establishing a pilot program; that will allow you to refine the 

program before it is rolled out to the entire organization.

Your pilot program can help Identify roles best positioned for succession planning. This upfront thought-process 

during the selection phase can help ensure that the right person, with development potential, is chosen.

Lastly, make sure you know what success looks like and how it will be measured. Like any plan – standards 

& metrics - are critical for determining whether a succession planning program is going to be or has been effective.

Succession Planning: Not Just for Executive Positions

Organizations should be developing replacements for anyone whose sudden departure could disrupt the business. 

Those employees could include branch managers, IT workers, team leaders, operations managers...just about any 

role. Succession planning protects the credit union business from unexpected changes that could potentially hurt the 

business and increase the retention of top performers.

The succession plan will not only help you create a plan for recruiting and development, but it should increase 

retention of top performers with action plans and individual learning opportunities.

Top Traits for Leadership Success

• Inspires and motivates others.

• Displays high integrity and honesty.

• Solves problems and analyzes issues.

• Drives for results.

• Communicates powerfully and prolifically.

• Builds relationships.

• Displays technical or professional expertise.

• Displays a strategic perspective.

• Develops others.

• Innovates.
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Potential Leadership Challenges

• Limited resources, such as funding and time.

• No support in terms of priority & mindset.

• Lack of commitment in the organization/culture.

• Development activities lack strategy and plan.

• Lack of administrative and learning systems.

• The practice of looking for leadership only among 

employees already at the management level.

• The practice of affording only management-level 

employees leadership development opportunities.

• Failure to effectively assimilate new execs and new 

hires into existing development programs.

• Efficiencies of scale of larger organizations versus 

smaller organizations.

• Lack of knowledge about how to implement a 

leadership development program.

• Lack of long-term commitment.

• Lack of or failure to use sophisticated metrics to 

measure leadership skills or the effectiveness of 

leadership development programs.

• The tendency to perceive leadership development 

as a luxury item subject to quick cost-cutting.
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The HR leader’s role has traditionally included such 

activities as internal communications, employee relations, 

talent management, and policy enforcement—activities 

which support productivity and profitability. However, these 

don’t necessarily influence behavior in ways that facilitate 

strategic change. To fully step into the change leader role, 

HR leaders should have a change-focused mindset. 

A change management partner is a person who provides 

tools, expertise, and feedback to help C-suite executives 

stay on track. HR leaders are well suited for this role 

because they work directly with the organization’s people.

HR Leaders Are Vital for Culture Change

A company's culture influences whether talent is attracted 

or not attracted to a company -- and whether star 

employees feel enticed to stick around. According to 

Gallup, HR leaders of the highest-performing organizations 

play a central role in creating and sustaining the culture. 

HR leaders can guide these efforts in multiple roles:

• Champion - HR leaders are responsible for championing 

the cause and transforming words into actions and 

performance. HR leaders are the change agents who 

promote awareness and guide the transition from what 

the culture is to what it could be.

• Coach - HR leaders are responsible for aligning 

managers and employees with the aspired culture, 

fostering a sense of ownership and maintaining 

accountability throughout all levels of the company.

• Consultant - When HR leaders have their finger on the 

pulse and metrics, they can make sure their culture 

strategies stay on target and verify the ROI of the 

organization's investments in its culture.

HR Roles in Leadership

Does HR Deserve a Spot in the C-Suite?

Best-practice organizations give human resources 

a seat at the executive table, often reporting directly 

to the top. 

Human capital is one of the most precious assets 

of the credit union. To set up your organization for 

success, there is no better investment than people. 

HR can focus on identifying, securing, developing 

and retaining star performers which can help 

determine your credit union's trajectory.

For most, HR means benefits, ethics, payroll and 

compliance as essential functions; but HR can also 

address business challenges and to plan for future 

growth, innovation and market expansion.

Your culture and your people are the only things 

the competition can't replicate. HR can help you 

prioritize and protect these aspects of your 

organization.

“Attracting and developing top talent is 

the most important job of the CEO, and 

the chief HR officer should, in partnership 

with business heads, lead the charge.”

source: Harvard Business Review 
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This resource is for informational purposes only. It does not constitute 

legal advice. Please consult your legal advisors regarding this or any 

other legal issues relating to your credit union. CUNA Mutual Group is 

the marketing name for CUNA Mutual Holding Company, a mutual 

insurance holding company, its subsidiaries and affiliates. Insurance 

products offered to financial institutions and their affiliates are 

underwritten by CUMIS Insurance Society, Inc. or CUMIS Specialty 

Insurance Company, members of the CUNA Mutual Group.
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