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2018 Leadership Study

Commissioned by:
● NAFCU
● BFB Gallagher
● DDJ Myers
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Research Scope

Topics covered:

● CEO succession planning

● Succession planning for Board Chairs and directors

Topics not covered: ………..

● Sentiment regarding board compensation

● Women in CU leadership positions
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Context: Aging Population

Source: U.S. Census Bureau, Population Division. 2017
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Context: Ages in Workforce

Source: Pew Research Center analysis of Bureau of Labor Statistics CPS



12

Context: Younger Workforce

Source: Bureau of Labor Statistics, Current Population Survey



CEO Succession Planning
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Current CEO: Internal or External
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Internal Candidate Tenure
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CEO Transition Timing



17

CEO Successor Identified
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Clear CEO Successor



Question:
What are the strategic implications of 

this concentration of CEOs retiring in the 
next six five years?

(especially with such a low confidence 
of successors being identified)
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Actively Manage & Accountable for 
CEO Succession Plan
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CEO Gender by Asset Size

Source: NAFCU & BFB Gallagher - 2018 Executive Compensation and Benefits Survey



Question:
What are the underlying and overt forces 

that are contributing to gender 
representation in the CEO position?

(Should it even matter to you? Your CU? Your 
membership?)



Board Chair & Board Succession
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Board Chair Demographics
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Board Chair Succession Plan in Place
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Board Members Succession Plan in Place
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Board Members Succession Plan in Place
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Context: Board Demographics (Age)

On average, directors were:
● 2 = 40-49
● 3 = 50-59
● 3 = 60-69

“The average age of the sample of 
survey respondents was 61.”

Source: Filene Research Institute, 2010



Question:
What is the board’s responsibility to 

ensure that Board succession 
is more adequately addressed?

The CEO’s?

Who is accountable if nothing changes?
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Context: Representation on Boards

● All publicly traded companies with HQ in 
CA must have at least one woman on 
board by end of 2019

● Boards of at least five directors, must 
have at least 2 or 3, depending on size.

● Or face financial penalties
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Inertia/Internal Narrative

“We ran out of energy.”   (board recruitment)

“The younger generation does not have time.”

“Our board is too anxious to . . . “



Action Steps
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What Gets Measured Gets Done

“Of all the measured relationships, the 
only governance practice that yielded a 
strong positive correlation with actual 
credit union ROA performance was 
whether boards felt they had an 
effective CEO evaluation in place. 

In other words, boards that felt they 
had a strong CEO evaluation in place 
were more likely to yield stronger ROA 
performance.”
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Inertia/Internal Narrative

“We ran out of energy.”   (board recruitment)

“The younger generation does not have time.”

“Our board is too anxious to . . . “



CEO Performance Evaluation



Board Alignment Assessment



Peer to Peer: 
Performance Evaluation



Board Benchmark
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Are we interested in being a great board?

• Are we visibly aligned on strategy?
• What is our philosophy on board composition?
• What are best practices for onboarding for success?
• Why do we think the board needs to do the actual 

recruitment?
• What thought do we need to give to our term limits in the 

context of CEO retirement?
• Why do we continue to honor Sacred Cows? 
• What does our CEO really think about our committee 

structure?
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Place of learning:
• Concepts
• Skills
• “Be High-Performing”
• Inquiry
• Curiosity
• Relationships

Requires:
• FULL Participation
• Practice
• Interpersonal Risk
• Rigorous Feedback
• Unbiased Teacher
• Students/Learners

2019 Copyright DDJ Myers



Webinar:



Podcast:



Podcasts:



Webinars:



Webinars:
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Thank You!

Deedee Myers, Ph.D., MSC, PCC
deedeemyers@ddjmyers.com

@DeedeeMyers

Peter Myers, MSC, PCC
pmyers@ddjmyers.com

@Peter_Myers

800-574-8877
DDJMyers.com

@DDJMyers


