
 

How Inclusion and Diversity Can Shape Policy 
 
This was the fourth and final Men with Momentum Workgroup session 
of our 2018-19 program year. This session focused on the policies and 
practices to support D&I efforts. We discussed policies currently in 
place, those under consideration, and those that have been tabled or 
eliminated (and why.) Our session was graciously hosted by BBVA. 
 
Shane Clanton, BBVA General Counsel and Men with Momentum Advisory Board Member, 
will welcome our group, and Rosilyn Houston, BBVA Chief Talent & Culture Executive and 
Men with Momentum Executive Committee member, will co-facilitate with the Momentum 
team. Presenting from BBVA are Rosilyn Houston, Reba Simmons, Troy Farnlacher and 
Mieke Hemstreet.  
 

 April Benetollo opened the meeting with a recap of previous sessions for those who 

were unable to attend.  

o October – Information and Analytics to support D&I 

o January – Diversity and Inclusion in Recruiting Practices 

o April - A Competitive Edge: Inclusive Training, Development and Retention  

 Rosilyn Houston shared BBVA’s evolution  

 Troy Farnlacher shared BBVA’s benefits as they relate to a more inclusive work 

environment 

 Reba Simmons shared BBVA’s approach to talent development, including the women in 

leadership program 

 Mieke Hemstreet shared some legal considerations encountered along the journey 

All presentations are shared on the MWM resource page 

https://momentumleaders.org/men-with-momentum-resources/ 

 

 

The group then discussed current policies and changes. Among some of the considerations 

shared:  

1. Challenges with dispersed geographic locations, service industries (healthcare, retail). 

One policy cannot fit all, but there are other ways to compensate.  

2. Access to informal networks remains a big challenge for women and people of color (golf 

outings, hunting trips, executives who will not meet 1 on 1 with a woman, natural 

tendency to choose to spend time with people “like you.”) Preference is to drive 

awareness around this rather than create policies. 

3. Training men on how to give and receive feedback to/from women.  

4. Need to actively recruit and invest in development specific to any group of “others” 

(people of color, women, LGBTQ, disabled, veteran, senior, etc.)  

5. Encourage top leadership to speak frequently about the importance of D&I, to call out 

behavior that doesn’t support D&I, and to resist the temptation to be in denial that 

problems can and do exist at their companies.   

https://momentumleaders.org/men-with-momentum-resources/

