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CUNA Policy Analysis 
Research Findings
A Summary



Credit union leadership 
and DEI



• 52% of credit union CEOs are women versus 
only 5% at commercial banks.

• A CEO of a larger credit union is 4X more 
likely to be a woman than a CEO of a 
comparable sized bank.

• Yet, only 14% of CEOs of credit unions with 
over $1B in assets are female.

• There is no evidence for a gender pay gap 
for credit union CEOs, after accounting for 
differences in asset size.

CEO gender diversity

Source: NCUA, Credit Union National Association, SEC. 
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Percentage of female CEOs at credit unions 
and banks by asset size (2016) 

Credit Unions Banks



CEO racial and ethnic diversity

CU 
CEO 

U.S. 
Population 

American 
Indian or 
Alaska Native 0.3% 1.3%
Asian 
American 0.2% 4.4%
Black or 
African 
American 1.4% 13.4%
Hispanic/Latinx 2.2% 18.1%
Two or More 
Races 1.0% 2.7%
White 89.8% 60.7%

• The overwhelming majority of 
CEOs at a typical credit union 
are white followed by 
Hispanic/Latinx. 

• Just over 5% of CU CEOs at a 
typical credit union are people 
of color. 

• The majority of CU CEOs are 
over 56 years old. 

Source: Credit Union National Association, Census, Forbes, Wall St. Journal and Diversity Inc.

Source: Credit Union National Association.



The typical CU board > 90% White and 8% Black

The typical CU leadership team > 90% White and 5% Black

Board & leadership racial and ethnic diversity 
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CU Board Members’ Response

Strongly disagree Somewhat disagree Neutral Somewhat agree Strongly agree

Do you agree that the race/ethnicity of 
your board reflects your FOM?

Source: CUNA 2018 Member Survey
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CU Leadership Response

Strongly disagree Somewhat disagree Neutral Somewhat agree Strongly agree

Do you agree that the race/ethnicity of your 
CU’s leadership team reflects your FOM?

Source: CUNA 2018 Member Survey



Credit unions: reaching and 
serving diverse members



Credit Unions Members Bank Clients

Are younger: 
50.7 years  old                     52.3 years old

Are employed at a higher rate: 
63.1% employed       55.2% 

employed
Have more education: 
64.4% some college or a BA                  

62.7% some 
college or a 
BA 

Have higher median income:
$58,955 $54,682
Have (much) lower average 
income: $78,201 $101,835
Have (much) lower average 
net worth: $309,583 $698,038

Credit union member diversity: age, employment, 
education, and income

Source: Federal Reserve, Survey of Consumer Finance, 2016.

Credit unions serve middle-income members 
vs. banks serve low- and high-income clients
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Despite FOM restrictions, CUs serve a higher percentage of 
Black/African American households than banks

Source: Federal Reserve, Survey of Consumer Finance, 2016

Opportunity



Despite FOM and no CRA, community charter CUs locate a higher 
percentage branches in modest means and low-income areas than 
banks

70.5% 68.6%

89.4%

65.0% 62.5%

86.9%

Total Urban Rural

Modest Means Areas
(Middle and moderate income)

CU branches as % of total CU branches
Bank branches as % of bank branches

5.9% 5.7%

7.6%

5.2% 5.3%
4.9%

Total Urban Rural

Low-Income Areas

CU branches as % of total CU branches
Bank branches as % of bank branches

Source: NCUA, FDIC, CUNA, UW Applied Population Lab



CUs operate more than 3X as many Minority 
Depository Institutions (MDIs) than banks
Race/Ethnicity CU Bank 

MDI MDI
Black American
Hispanic American
Asian American
Native American
Two or More Races

272
93
49
12

102

22
35
73
18
0

Total MDI 528 148

Total All Depository Institutions 5,448 5,414

MDIs Percent of Total 10% 3%

MDIs Percent of Total Assets 3% 1%

Source: NCUA Call Reports (2019Q1), CUNA, and FDIC MDI Bank Report (2098Q1).
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FOM
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Percentage of responding CUs

MDI CUs Non-MDI CUs

Effective ways for CUs to engage people 
of color

Source: Luis G. Dopico” Reaching Minority Households,” Filene Research Institute, 2016. 





Information requests: 

custat@cuna.coop
Resources:
cuna.org/economics

Thank you!

Samira Salem, Ph.D. 
Senior Policy Analyst 
ssalem@cuna.coop

mailto:lroubert@cuna.coop


Consumer Decision-Making 
Center Updates
Hope Jensen Schau

Filene Fellow, Center of Excellence for Consumer Decision-
Making
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Research Reports



Leveraging Reflexive Opportunities in Consumption 
Journeys

Melissa Archpru Akaka (University of Denver)
Hope Jensen Schau (University of Arizona)

Upcoming Research Report



Member Journeys
Consumer Touchpoints
Lifecycle

Financial Services
Product/Service
Human

Reflexivity
Self and Experience

Sparking Reflection



Create meaningful touchpoints
Present at decision points: the right information at the right moment
Infuse empathy

Tightly link CU membership to existing life milestones
Auto Loan, College Accounts, Home Loans 

Tightly link CU membership to financial milestones
First Accounts, Earmarked Savings. Loan payoffs 

Create reflexive moments 
Prompt members to think about their use, their networks, and their 
futures

Celebrate consumer journeys
Prompt members to think about their journeys with anniversaries

Sparking Reflection



Sparking Reflection



Build in moments of delight
Change delights to avoid habituation

Potential Research: Designing Delight





Center for War for Talent – Research 
Updates

1) Strategic Recruitment
•Employee Departures
•Workplace Design

2) Gender Diversity & Credit Union Boards


