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Leah introduced Section 2 of the Universal Standards. She first interviewed Mario Medina from MiBanco and later on Monica French from Compartamos.

Interview to Mario Medina, MiBanco (Peru)
Focus: Standard 2b: Members of the Board of Directors hold the institution accountable to its social mission and social goals.

How does MiBanco ensure that Board members are aligned with mission of the bank? 

Mibanco’s Board of Directors is composed of members of Grupo ACP (ACP Group) and representatives of Triodos Bank and Acción International. The members of Grupo ACP, the institution that founded Mibanco, had a mission similar to that of Mibanco before it become a financial entity. Triodos Bank and Acción Internacional are similar to Mibanco in their social commitment.

Does MiBanco provide orientation/training to its Board members on SPM?

Yes, MiBanco provides orientation to its Board of Directors through diverse activities such as:

· Training platforms

· Internships with other institutions (internships with Compartamos, visits to Triodos Bank, and more)

· Regular discussions on the national socioeconomic reality, the MiBanco scorecard, and their social programs (e.g., “Miconsultor” program and online courses).

How often does the Board review social performance data? And what do they review?

MiBanco’s Board reviews social performance data in a quarterly basis. They have a “Triple P” scorecard that measures People, Planet, and Profit (i.e., it examines the bank’s social, economic, and environmental performance.) This scorecard scores Mibanco on financial inclusion, smart banking, human capital development, social and environmental management, and corporate governance. 

What type of social performance decisions does the Board make with the data provided by the scorecard?

The Board makes decisions related to Mibanco’s target market and the types of products and services it provides to its customers. For example, the Board is in charge of decisions regarding the funding of social programs such as “Salta” (a training program for clients and potential clients), “Microjustice”, and “Miconsultor” (a program where University students provide free business consulting services to the bank’s clients). MiBanco allocates $1M of its budget to support these programs.

Interview to Monica French, Compartamos (Mexico)
Focus: Standard 2d: Employees are recruited, evaluated, and recognized based both of social and financial performance criteria.

Monica French started by giving an overview of Compartamos’ Human Resources. The bank has +13,000 employees.  In 2012, Compartamos was awarded the #2 place by the “Great Place to Work Institute” and is listed as one of Mexico’s Best companies for Women to Work.

Compartamos has six core institutional values (called “mystica”) that define their organizational values and culture. These values are: Person, Service, Responsibility, Passion, Teamwork, and Profitability. To ensure that everybody in the institution adopts this set of values, they implement a top-down where leaders live by these values. 

One of Compartamos’ senior leaders met with GE to learn from their leadership model. The bank then created a model called PYXIS, which is a model for training inspiring leaders who, through their experience and willingness to serve others, achieve self-awareness while generating social, economic, and human value. 

Why do you think is important to select employees that share commitment to Compartamos’ social mission?

Compartamos mission is the eradication of financial exclusion. Selecting the right talent is a self-reinforcement mechanism. Finding candidates that live by the bank’s organizational philosophy allows Compartamos to better serve their clients by creating development opportunities for the greatest number of people in the shortest time possible. Having the right talent in essence means that the institution is servicing its social mission and hence its overall mission.  

Can you describe Compratamos’ recruitment and selection process for employees?

· Recruiting the right person, who has a strong cultural fit with the institution, is very important. Compartamos assesses not only functional competences but also the candidate’s alignment with its six core values. For example, during interviews candidates have to respond to a variety of questions that allow the interviewer to understand the “soft” skills of the person (interests, hobbies, etc)

· All candidates must take a test that assesses their integrity and alignment to the institution’s ethics. If somebody does not pass the test it is unlikely that he/she will get hired.

· New employees are “under contract” for 3 months. This is a good trial period and gives them chance to learn and live the values of the organization before joining the institution as full-time employees. 

What type of training do employees receive to ensure that they understand the contents of the Code of Ethics and how to put it into practice? 
· The Code of Ethics (established in 2004) is a “living-breathing” document that is frequently reviewed by employees and Board of Directors and updated once a year. 
· During the induction program, new employees take of an on-line course and attend a live session with the ¨Guardian of Principles¨ (a very senior person in the organization), which includes a symbolic act of commitment and certification in the Code of Ethics. 
· All employees must be certified in the Code of Ethics. When a new employee joins the institution he/she must take an online exam about the Code of Ethics; when passed the employee becomes certified. Annually, all employees as well as the Board are required to be recertified.  

· Compartamos also conducts an annual Internal Client Service survey to assess how each area is servicing other areas in the fulfillment of their projects while preserving the Code of Ethics. This survey also helps the bank spot the places where there could be issues.
· The bank has an honor commission formal channel that people can use if they feel that any part of the Code of Ethics has been breached.

Questions & Answers Section

1) Question for Mario Medina from MiBanco: What is your sense of how much discussion there is at the Board level about social performance? 

MiBanco works with people in Peru that have been for a large part unbanked before. One of the ways they realize this is through partnerships and support from the government.

2) Question for Monica French from Compartamos: How are staff evaluations and incentives aligned with the Code of Ethics and social goals?

Performance evaluations take into account the completion of the annual code of ethics certification and indicators from the balanced scorecard that assess different dimensions each department works on (e.g., leadership and training, client service, etc)

3) Question for Monica French from Compartamos: What kind of feedback have you got from employees about the induction training and the Code of Ethics exam?

The induction program provides a great way for people to really feel the essence of the culture. The program is delivered by senior leaders of the organization, which inspires and excites new employees. 

4) Question for Mario Medina from MiBanco: Who is collecting the data that goes into the Scorecard?

It is an intra-departmental effort in the sense that many different parts of the organization (such as the planning and commercial) contribute to gather this data. 

Other questions and comments that did not get answered during the session
· Congratulations to SPTF for the USSPM! They are magnificent.

· For MiBanco, What are the “hot” issues in your boardroom, related to social performance?  A hot issue right now is related to how to complement the disclosure effort that social performance management represents (scorecard in quarterly reports), with the ongoing process of shaping of MiBanco’s institutional culture. That is the idea that metrics are not the only important aspect of social performance management, but also how they are internalized in the organization. 
· For MiBanco, Which do you think is most effective—all Board members sharing equal responsibility for examining the institution’s social performance, having a social performance committee, or some other model for ensuring that SP gets on the Board agenda? MiBanco thinks that both methods are effective: the Social Performance Committee could contribute to discussing and developing guidelines for the different areas of management. A common agenda, shared by the Board, would be convenient for maintaining a balance between social and financial profitability.
· For Compartamos: In spite of having a strong HR policy, the turnover ratio is still high (though we know this is a risk faced by most of Mexican MFIs). What is your assessment and expectations about this issue? How does this impact the actual achievement of social goals? 

Other resources: The SPM Resource Library for the Universal Standards can be accessed through the following link http://www.sptf.info/spmstandards/standards-resource-library
Next session: “Section 3: Treating Clients Responsibly”, date: second week of December (specific date to be announced soon)
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