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This is who we are

Our team

Our Chief Diversity Officer, Jonita Wilson, leads the 

DE&I team in setting company-wide goals and 

creating meaningful change. Our Chief ESG Officer 

& Senior Vice President of Social Impact, Matt 

Johanson, leads our Social Impact team.

Introduction Social Environmental Governance Appendix

Commitment

Diversity, Equity, and Inclusion and Social Impact are at the core of Discover®. These are not 

extracurricular activities but are integral aspects of the work we do. Long before we had formal 

programs, actions led by our Discover Values and Behaviors gave us a strong foundation for progress.

Our DE&I and Social Impact teams are dedicated to this work, but progress comes through the efforts 

of Discover leaders and employees. The DE&I and Social Impact teams work together to develop 

strategies that advance us towards our aspirational North Star Goals. And all employees are 

empowered to speak up, to support each other, and to champion change.

The drive for equity we have internally is what enables us to advance equity externally. We hope our 

efforts inspire even more change beyond our walls.

We make DE&I a part of everything we do 
so our employees can thrive, and we can 
best serve our customers.

We use our full platform of jobs, products, 
business spend, philanthropy, and more to 
advance equity—and motivate others to 
effect change.1

Jonita Wilson, Chief Diversity Officer

Matt Johanson, Chief ESG Officer & Senior Vice President of Social Impact

“

”

1 Please refer to our forward-looking statements, trademark, and copyright language on the About this report page.
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Our North Star Goals
We set these aspirational North Star Goals in 2019 

to help us make meaningful change, and we 

have stayed on track since then. We have added 

additional goals along the way and are committed 

to action rather than talk.

How did we choose our Diversity North Star Goals?

We looked at internal representation by level and 

benchmarked against external U.S. talent market 

data. Based on the opportunities that we saw, we 

decided to focus initially on increasing women, 

POC, and Black and Hispanic representation.

Our diversity, equity, and inclusion North Star Goals 

work together to ensure our talent systems 

equitably benefit all our people, regardless of class, 

race, ethnicity, gender identity, sexual orientation, 

disability, veteran status, religion, and age.

Our ongoing commitment to DE&I means we’ll 

continue to evolve our goals as we get a greater 

understanding of our employee experiences.
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Diversity

Equity

Inclusion

Increase representation at all management levels by 2025:

• Increase women to 50%

• Increase POC to 40%
• Increase Black and Hispanic to 15%

Establish and monitor equity measures to identify and 
address potential biases, which will improve recruiting, 

retention, and internal mobility

Achieve and maintain equally strong employee 
inclusion across all identity groups by 2024
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DE&I highlights
We set out to make meaningful change, and we’re 

proud of the progress we’ve made toward our 

North Star Goals in the past year.

Our years of dedication to DE&I helped us get here—

plus our strategic focus in 2022 in these three areas:

Data transparency: We use data to get clarity on

where we are and where we want to go, looking

specifically at industry representation, Discover®

representation, and Discover hires/promotions/

attrition.

Development programs: We empower employees at 

every level—from Individual Contributors to Officers

—through our talent and DE&I programs. By listening 

to our employees, we design programs to address 

their diverse needs. We focus on building inclusive 

leadership, and expanding leaders’ perspectives on 

talent and opportunity. And we are committed to 

attracting and developing diverse talent.

Employee empowerment: We give employees, 

Employee Resource Groups, and all our DE&I teams 

the freedom to take action on opportunities and 

advocate for progress both internally and outside

of Discover.
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Increased women Directors and People 
Manager populations

Strengthened pipeline of POC to management 
levels

Increased Black and Hispanic representation 
at nearly all levels

Diversity

Equity

Inclusion

Established a measurement system that 
helps us assess potential equity gaps in 
our talent processes

Increased Inclusion Index score by 3 points, 
achieving a score of 80/100 or above for
all identity groups
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Discover talent compared 
to the local talent market
We use external benchmarks to understand the employee representation we have internally.

We continue to see that our workforce diversity

exceeds the workforce availability in each of the

metropolitan areas where we operate.
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Women1 POC4

Discover² Local Talent³ Discover² Local Talent³

Chicago, IL (Tech, Analytics, 
Marketing, Core Functions, 
Customer Care)

52% 47% 54% 42%

Salt Lake City, UT Customer 
Care 69% 44% 33% 24%

Phoenix, AZ Customer Care 72% 46% 50% 42%

Columbus, OH Customer Care 75% 48% 35% 23%

Greater Philadelphia Area 
Customer Care 80% 49% 54% 33%

Houston, TX (Tech,
Payments, Marketing, Network, 
Core Functions)

52% 44% 68% 61%
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Chart notes:
1 Current data on gender is measured men/women. We recognize this does not represent the full spectrum, but we are matching to the external benchmark. Results from our self-ID campaign indicate that .17% of the Discover® population
identifies as nonbinary. Our gender & race/ethnicity numbers are based on self-identification. Comparisons to system(s) of record, both current and historical, may vary due to rounding and/or transactional changes. This table does not
capture international employees or employees living in geographical areas not listed in the table.
2 Data as of December 31, 2022
3 Source: US Department of Labor based on 2020 Census
4 POC is defined as People of Color; POC comprises all races/ethnicities in the United States that are not categorized as White/Caucasian.



Discover representation by level 
compared to industry representation
We benchmark our workforce representation by 

level, compared to Banking & Consumer Finance 

and Technology industry-wide representation. At 

every level of management, our representation of 

women and POC continues to exceed industry 

numbers. We’ve made progress since last year in 

representation of women who are Individual 

Contributors and salaried, and we’ll continue 

working to increase their representation.
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Discover | 2022 Environmental, Social, and Governance Report | 13

Women1 WOC2 POC5

Discover3 All U.S.4 Banking4 Technology4 Discover3 All U.S.4 Discover All US4

Officers6 36% less than 32% less than 35% less than 30% 9% less than 8% 30% less than 22%

Directors 46% 36% 40% 33% 13% 10% 28% 26%

People Managers 53% 40% 47% 38% 19% 14% 37% 33%

Individual 
Contributors, 

salaried
46% 48% 55% 41% 21% 19% 48% 38%

Chart notes:
1 Current data on gender is measured men/women. We recognize this does not represent the full spectrum of gender identities, but we are matching to the external benchmark. Results from our self-
ID campaign indicate that .17% of the Discover population identifies as nonbinary.
2 WOC is defined as Women of Color; WOC comprises women of all races/ethnicities in the United States that are not categorized as White/Caucasian.
3 Comparisons to system(s) of record, both current and historical, may vary due to rounding and/or transactional changes. Data as of December 31, 2022.
4 Source: Women in the Workplace 2022, LeanIn.org and McKinsey 2022. McKinsey & Co. benchmark data delineates VP, SVP, and C-Suite representation, but does not provide a cumulative figure for
Officers.
5 POC is defined as People of Color; POC comprises all races/ethnicities in the United States that are not categorized as White/Caucasian.
6 Officers are comprised of the Executive Vice President, Senior Vice President, and Vice President population. People Managers are employees who have a supervisory role but not Directors or above.
Individual Contributors are employees whose FLSA status is Exempt and do not have a supervisory role.

46% of Directors and 53% of 
People Managers are women 

at Discover®, compared to 
36% and 40% in the United 

States



Gender and race/ethnicity at Discover
2022 progress

We achieved our largest gains in women, WOC, and
POC representation since 2018. See appendix for 

our complete representation data.

• Representation of women continues to steadily 

increase at all levels. In 2022, we achieved our 

largest increase in women Directors—up 5 

percentage points from 41% to 46%.

• POC representation made meaningful 

increases for People Managers (up 3 

percentage points) and hourly Individual 

Contributors (up 5 percentage points).

• Black and Hispanic representation continues 

to steadily increase at nearly all levels. In 

2022, we achieved our highest increase in 

people managers—up 3 percentage points 

from 14% to 17%.

• We are still working to increase women, POC, 

and Black and Hispanic representation at our 

Officer level. Our gains in representation at 

Director, People Managers, and Individual 

Contributor levels provide a steady pipeline of 

diverse talent.

• WOC representation also continues to increase 

at nearly all levels—up 2 percentage points at 

both Director level from 11% to 13%, and People 

Manager level from 17% to 19%.
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Goal ¢

Chart notes:
• Current data on gender is measured Men/Women. We recognize this does not represent the full spectrum of gender identities, but we are matching to

the external benchmark. Results from our self-ID campaign indicate that .17% of the Discover® population identifies as nonbinary.
• Officers are comprised of the Executive Vice President, Senior Vice President, and Vice President population. People Managers are employees who have

a supervisory role but not Directors or above. Individual Contributors are employees whose FLSA status is Exempt and do not have a supervisory role.
Comparisons to system(s) of record, both current and historical, may vary due to rounding and/or transactional changes.

• Discover partners with an independent, third-party consultant to conduct a company-wide pay equity analysis that considers race, ethnicity, and gender.
• Data ss of December 31 for each year listed
• POC is defined as People of Color; POC comprises all races/ethnicities in the United States that are not categorized as White/Caucasian.

Goal ¢

Goal ¢

Diversity North Star Goals



Hires, promotions, and attrition of salaried employees
We have maintained forward momentum in 

representation among our salaried workforce in

the United States even during COVID. We track the

impact of talent movement like attrition, hires, and 

promotions on representation to identify and 

address opportunities.

Since 2018, we continue to increase hires and 

promotions of all women and POC, which keeps 

us on track to meet our Diversity North Star Goals 

for 2025. See appendix for our complete 

representation data.

Introduction Social Environmental Governance Appendix
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Women

POC

Black
and Hispanic

2018 2019 2020 2021 2022

Representation 48% 47% 46% 47% 48%

Hires 42% 37% 34% 41% 42%

Promotions 51% 50% 54% 51% 57%

Attrition 43% 40% 46% 40% 40%

Representation 36% 39% 41% 42% 44%

Hires 52% 58% 62% 62% 61%

Promotions 40% 39% 38% 47% 41%

Attrition 38% 45% 43% 48% 55%

Representation 13% 12% 12% 13% 15%

Hires 10% 10% 11% 18% 19%

Promotions 11% 9% 14% 13% 18%

Attrition 16% 13% 12% 13% 12%

Chart notes:
• Current data on gender is measured men/women. We recognize this does not represent the full

spectrum of gender identities, but we are matching to the external benchmark. Results from our self-ID
campaign indicate that .17% of the Discover population identifies as nonbinary.

• Comparisons to system(s) of record, both current and historical, may vary due to rounding and/or
transactional changes.

• Discover partners with an independent, third-party consultant to conduct a company-wide pay equity
analysis that considers race, ethnicity, and gender.

• Data as of December 31 for each year listed
• POC is defined as People of Color; POC comprises all races/ethnicities in the United States that are not

categorized as White/Caucasian.

For five consecutive years, our 

promotions have outpaced attrition. 

In one year, we achieved our largest 

gains in promotions to 57% (up 6 

percentage points).

For the past three years promotions 

have matched or outpaced

attrition. For the past two years 

hiring has outpaced attrition. In

2022, we achieved our highest hires 

(19%) and promotions (18%).

In 2022, representation increased to 

44%. Despite attrition, we see a 

steady increase in representation 

across five years due to hiring and 

promotions. We recognize a clear 

opportunity to focus on retention.

Highlights



Hires, promotions, and attrition of hourly employees
We have maintained forward momentum in representation among our hourly workforce in the United States. We track the impact of talent movement like attrition,
hires, and promotions on representation to understand and address opportunities. Since 2018, the pace of attrition, hires, and promotions has closely aligned with representation. 

The minor variance we’ve seen over the years demonstrates our positive culture and talent practices. See appendix for our complete representation data.

Highlights

See appendix for complete Discover data.
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Highlights

POC pace with representation. In 2022, we achieved

Chart notes:
• Current data on gender is measured Men/Women. We recognize this does not represent the full spectrum of gender identities, but we are matching to the

external benchmark. Results from our self-ID campaign indicate that .17% of the Discover population identifies as nonbinary.
• Comparisons to system(s) of record, both current and historical, may vary due to rounding and/or transactional changes.
• Discover partners with an independent, third-party consultant to conduct a company-wide pay equity analysis that considers race, ethnicity, and gender.
• Data as of December 31 for each year listed
• POC is defined as People of Color; POC comprises all races/ethnicities in the United States that are not categorized as White/Caucasian.

2018 2019 2020 2021 2022 Highlights

Representation 69% 70% 72% 74% 79%

Women
Hires 68% 68% 73% 76% 83%

Since 2018, hiring and promotions have

matched or outpaced attrition. In 2022,

Promotions 65% 64% 66% 71% 79%
women representation increased to 79%

(up 5 percentage points).

Attrition 66% 67% 69% 70% 77%

Representation 41% 43% 43% 44% 49%
Since 2018, hiring has outpaced attrition

Hires 48% 51% 52% 56% 57% nearly every year, and promotions are at

Promotions 43% 43% 46% 46% 48% our highest representation increase to

Attrition 46% 48% 53% 53% 54%
49% (up 5 percentage points).

Representation 33% 35% 35% 36% 41%

Black
Hires 39% 41% 43% 46% 48%

For five consecutive years, hiring has

outpaced attrition. In 2022, we achieved our largest
and Hispanic

Promotions 33% 34% 36% 38% 40%
representation increase to 41% (up 5 percentage points).

We have an opportunity to improve attrition.

Attrition 36% 38% 43% 43% 45%
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Listening to all employees
Our leaders use employee feedback to enhance 

decisions so we can keep getting better.

Employees are invited to participate throughout 

the year in anonymous opinion surveys and 

give feedback on several attributes, including 

Engagement and Inclusion.

Our Inclusion Index is an aggregate measure of four 

questions in one score (Authenticity, Belonging, 

Equal Opportunity, and Team Inclusion). To capture 

the diverse voices of our population, we measure 

the results by race/ethnicity, gender, LGBTQ+ 

status, individuals with disabilities, and veteran 

status. See the appendix for our scores across

these four questions.

2022 progress

Our Engagement and Inclusion Index scores 

increased across nearly all identity groups,

with overall Engagement increasing three points 

from 2021. We are proud to have achieved an 

Inclusion Index score of 80 or above for all 

identity groups.

Already, we’re approaching our Inclusion North 

Star Goal to achieve and maintain equally strong 

employee inclusion across all identity groups by 

2024. We attribute this progress to the long-term

investments we’ve made in our talent programs and

to the intentional effort leaders have made to shape

our DE&I culture.

Inclusion scores are dynamic and we expect 

incremental shifts. Our goal is to achieve sustained 

progress and for these scores to be statistically 

similar for all groups.

Every voice counts

Starting in 2022, U.S.-based employees were able 

to include their race/ethnicity, military status, 

disability status, gender identity, and sexual 

orientation to their individual work profiles.

We added these identity categories to meet new 

regulatory requirements, but also to respond to 

employee feedback. We want to honor every part

of employees’ unique identities and give each one a 

voice. We also learn so much from this information, 

and are able to report more accurately on

our representation.
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Asian

Black

Top 10%
Discover® scores in the top 10% of all Glint
clients for willingness to recommend as a
great place to work.

This graph shows increasing Inclusion Index scores from 2021 to 2022 and that each identity group is moving
towards statistically similar employee experiences.

Data for 2021 are pulled in August 2021. Data for 2022 are pulled in October 2022. Data are for United States only.
See appendix for complete Discover data.

White

All other

HispanicMen

LGBTQ+

Veteran

Disability

DFS overall
86

84

82

80

78

76

74

72

Inclusion Index 2021 Inclusion Index 2022

3 point increase
in Engagement and Inclusion 
from 2021 to 2022.
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Inclusion Index scores out of 100



Inclusivity from our leadership
Our progress toward greater inclusion and 
engagement is not just good luck. We challenged 
our leadership to make it happen.

In 2022, we invited all People Leaders to take a 60-

day inclusion challenge, in which they committed 

to start a new inclusive practice and make more 

equitable decisions. Participants attended two 

training sessions to build their inclusive leadership 

capabilities and to learn how to use a five-question 

framework to make sure equity was at the top of 

every decision.

The inclusion challenge helped leaders stay curious 

and open to new ideas, build a more diverse 

network, and drive their commitment to DE&I, all 

while advancing a more inclusive and equitable 

employee experience.

This program was developed internally, by the 

Discover® DE&I team and implemented in every 

business unit. Although not required, 61% of 

participants voluntarily accepted the challenge—

that's over 2,000 leaders across all levels taking 

immediate action to promote inclusivity and equity. 

Many of the People Leaders who completed the 

challenge had higher Inclusion Index scores 

compared to those who did not participate.

Feel at home here

This year we hosted two Live at Discover events
for over 1,700 new employees. We invited new hires 

to our Riverwoods headquarters to meet their 

coworkers for the first time in-person and really 

experience the Discover culture. These events also 

gave leaders the opportunity to connect and

re-engage with their teams on-site.
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training was the evolution of diversity, 
equity, and inclusion. We need to have 
much deeper and broader conversations. 
We have an opportunity to get everyone 
around the table and create richer
experiences.
Jack Garland, Senior Vice President Marketing Technology, DNA

“One of the best insights I got from the

”

I loved the opportunity to connect
with other leaders and to self-reflect. 
I learned new ways to connect with
my team.
Fatma Uysal, Director, Fraud, U.S. Cards

“

”
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Diversity at all levels
Representation in leadership is vital. When we look 

to the people guiding us forward, we want them

to reflect the diverse groups they are leading. We 

continue to invest in development programs to 

accelerate our pipeline of diverse talent.

• Shine Bright pairs Black and Hispanic Directors 

and Managers with an internal Director- or 

Officer-level sponsor, giving them greater 

exposure and networking opportunities

• Rise offers Black and Hispanic Individual 

Contributors self-paced training sessions, 

workshops, and experiential learning 

opportunities to help develop their 

leadership skills for future roles

Leadership programs we partner with:

• Momentum: Designed for senior managers 

and managers of color to create access and 

enable advancement.

• McKinsey Black Executive Leadership Program: 

Designed for senior executives looking to 

ascend to C-suite roles

• McKinsey Black Management Accelerator: 

Designed for high-performing managers 

aspiring to move into senior leadership

• HACE Emerging Latino Leaders Program: 

Designed for new to mid-management 

Hispanic leaders with proven leadership skills 

and abilities

• Mujeres de HACE: Women’s leadership 

program geared to empower high-potential 

Hispanic professionals

Advancing careers in Chatham

By the end of 2022, we employed over 450 people 

at our Chatham Customer Care Center. Several 

Discover® business units, like Business Technology 

and Human Resources, have expanded into this 

center because of the tremendous talent and 

performance we’ve seen there; this creates even 

more career paths for front-line employees to 

move into professional roles. Learn more about our 

Chatham Customer Care Center on the Investing in

Chicago’s South Side page of this report.

Diversity in the talent pipeline

Through our Emerging Talent Acquisition and 

Development (ETAD) program, we recruit college 

students from different identity groups to 

experience the dynamic work environment at 

Discover. They network with other participants and 

grow their professional skills in different areas 

including Business Technology, General Business, 

and Data and Analytics.
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my authentic self by establishing a 
comfortable environment for me to 
challenge the existing status quo, listened 
with the intention of being inspired, and 
acted on my ideas to advance the 
company in a more
inclusive way.
Diane Rushdan, Senior Manager Field Operational Compliance, U.S. Cards

“My [Shine Bright] sponsor welcomed

The Rise program provided an 
opportunity for me to grow in my 
career and gain a support structure 
through mentoring that boosted
my confidence.
Torre Lopez, Area Manager, U.S. Cards

“

”

”
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Diverse talent in our future
We don’t just look for those who fit our culture, we 

want candidates who will add to our culture. We’re 

expanding our search for talent in places we haven’t 

looked before, partnering with organizations to find 

diverse candidates locally, nationally, and globally.

This year, we recruited new talent at events hosted 

by these organizations:

81,500+ Discover® LinkedIn page impressions 

during conferences

2,100+ talent leads from in-person conferences

1,300+ job applications sourced through 

strategic partnerships

Recruiting military members

In 2022, we hired 153 customer service agents from 

military families, 91% of which are military spouses.

We rely on partnerships with BlueStar Families and 

Virtforce, organizations that support military and 

veteran families, for guidance on expanding our 

military hires.

Recruiting people who are neurodiverse

Our commitment to diversity and inclusion applies 

to the broad spectrum of diversity, including the 

neurodivergent community. In 2022, we launched 

Neurodivergent Connections. This program

helps to address the needs of the neurodivergent 

community and the needs of our business. We 

celebrate and leverage the gifts and strengths

that neurodiverse talent bring to the workplace. 

We are actively recruiting neurodivergent talent to 

join our teams and will continue to expand this 

program’s reach.

Diversity training for recruiters

We are committed to hiring the best and most 

qualified candidates for our team. That means 

conducting ongoing recruiter training, and 

implementing guidance for diverse candidate slates 

and interview panels. At hiring events, recruiters 

communicate our commitment to DE&I, and share 

their own personal stories about working at Discover.

Introduction Social Environmental Governance Appendix
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The people behind our technology
Our tech talent is changing. We’ve seen increased 

representation of women, WOC, and POC in the last 

year,1 and we’ll continue growing the tech industry 

through our latest programs:

Advanced Analytics Resource Center

In 2022, we launched the Advanced Analytics 

Resource Center (AARC) in our downtown Chicago 

office. The AARC takes recent grads in analytics and 

prepares them for an exciting career in analytics

and data science through an on-site group boot 

camp. For two years, they rotate through several 

areas working on different projects, with dedicated 

mentoring throughout.

The first cohort had 67 employees, with 34% 

identifying as women, and 25% identifying as Black

or Hispanic. The AARC advances our investment in 

analytics, and helps accelerate career development, 

establish a steady pipeline of talent, and brings 

diverse talent to Chicago.

Chatham technology hub

In our Chatham Customer Care Center, we opened 

a tech hub to train current and prospective local 

talent for jobs in business technology. By the end of 

2022, we established three teams with 14 people, 11 

promoted from agent roles. This creates greater job 

opportunities for our own employees and better 

access to careers in technology. Learn more about 

the impact of our Chatham Customer Care Center 

on the Investing in Chicago’s South Side page of

this report.

Discover® Technology Academy (DTA)

DTA is a public-facing website that offers hands-on 

training to help technical talent build their craft and 

grow their careers through collaborative knowledge 

sharing. The DTA experience gives all users,

including Discover employees, access to valuable 

expertise through blog posts, articles, videos,

events, human-interest stories, and more. It also 

represents our move as leaders in financial 

technology toward a more strategic investment in 

the developer ecosystem.

Women in Technology

Women in Technology is a network of employees 

that advances and retains women currently in 

tech, while empowering the next generation of 

women technologists.
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Up 2% and 3%
Women and WOC

in Discover tech roles are
up 2%; POC in Discover tech 

roles are up 3%1

1 See appendix for complete Discover data
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58% POC
in Discover tech 

roles in 20221

https://www.forbes.com/sites/martingiles/2021/02/25/cio-of-discover-amir-arooni-on-technology-as-a-craft/?sh=5119f4537dda


Together we make it happen
Real change is a team effort. Employees across 

the company are encouraged to participate

in Employee Resource Groups (ERGs), vital

communities that advocate for identity groups and 

greater allyship. ERGs support career development, 

and they connect and empower employees so they 

can be their most authentic selves at work.

When ERGs started in 2012, they were focused 

on awareness and building membership. In 2022, 

they shifted to a centralized ERG company-wide

model that increases collaboration and streamlines 

operations. This model saves ERGs time so they

can focus on meaningful work, like co-sponsored 

events, intersectional connections, and 

combined advocacy.

Introduction Social Environmental Governance Appendix
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Together we make it happen
Discover® ERGs are unique in that they have been 

integral to our company’s DE&I growth for over

a decade.

ERGs in action
BOLD mentoring program

The Black Organizational Leadership at Discover 

created BOLD MOVES, a nine-month, peer-to-peer 

group mentoring program where employees from 

diverse backgrounds partner with colleagues across 

the organization in order to advance their careers 

and create a strong support network.

Strive makes achievements

Strive for Disability Empowerment started in 2018, 

and in 2022 grew nearly 124% thanks to new 

regional chapters.

The mission of Strive is to create an environment 

where disability inclusion is inherent in all that 

Discover does. They are focused on empowering 

employees with disabilities, providing resources

for allies, and creating innovative products for 

our customers. This year they partnered with 

Human Resources to improve Reasonable 

Accommodations, and partnered with our 

facilities team to create physical accessibility 

maps for each site.
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PRIDE
Lesbian. Gay.

Bisexual.
Transgender Allies.

YPOD
Young Professionals 

of Discover

Helping Organize 
Latino 

Achievement

BOLD
Black Organizational 

Leadership At 
Discover

APAD
Asian Professionals 

At Discover

HMV
Honoring Military 

& Veterans

PWIR
Professional Women 

Impacting Results

STRIVE
Strive for Disability 

Empowerment

N8V
Native American 

Leadership at 
Discover

to achieve business goals. Discover 
employees are directed to ERGs as a 
resource and for community support. 
The new ERG enterprise model has
opened up potential that we may never
have considered in our old model.
Kristina Davis, HMV ERG member for 8 years and ERG leader for 6 years

“Today, ERGs are seen as strategic partners

”

DE&I, to me, means empowering, 
acknowledging, respecting, appreciating, 
celebrating, and leveraging everyone’s 
differences to reach one’s full potential 
without barriers. I see this every day through 
leading ¡HOLA! and partnering with peer 
ERG leaders. I also see this through ERGs
being included in company decisions.
Tierra West, Product Owner

“

”
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Our village of DE&I teams
Many teams across the company work together to 
advance our goals, including:

Human Resources Team: Our Human Resources 

Team integrates inclusion and monitors for equity 

across core talent processes including pay, hiring, 

promotions, and training.

DE&I office: Our dedicated DE&I office, led by our
Chief Diversity Officer, sets ambitious goals to hold 

ourselves more accountable for creating 

meaningful change.

DE&I Breakthrough Team: This is a collective of 

representatives from each Discover® Business Unit 

Council that connects the enterprise DE&I strategy 

to each business unit’s objective. The team meets 

regularly to share best practices and determine 

new initiatives.

Business Unit (BU) Council: Each BU Council works 

with their business leadership to design and 

implement action plans that will align with 

company-wide DE&I strategies and help achieve 

objectives. They share learnings with other BU 

Councils and empower voices of employees within 

their business units.
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DE&I Office and 
ESG Office

Partner with teams to 
align efforts and drive 

impact
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Progress in 
DE&I and 

Social Impact

9 Employee 
Resource Groups

Create community 
and advocate 
for change

Human Resource 
Team

Create and execute 
talent strategies and 

programs

13 Business Unit 
DE&I Councils

Develop strategies and 
initiatives to advance 

DE&I goals

Breakthrough 
Team

Thought leaders share 
and leverage best 

practices



Benefits to believe in
Our employees’ health comes first. We continually 

improve our medical benefits,1 with support from 

our ERGs.

We also follow the guidelines within the Human 

Rights Campaign Corporate Equality Index (CEI) to 

develop inclusive employee benefits.

Transgender and same-sex medical benefits

Our Pride ERG collaborated with HR to improve 

medical benefits, and now Discover® has equal 

same-sex and different-sex spousal and domestic 

partner medical and soft benefits. For our 

transgender inclusive health benefits, we removed 

the $75,000 cap for medical expenses in 2021. Also, 

we created a gender transition toolkit, a transition 

advocate group, and transgender and gender non-

binary training to support and educate employees.

Fertility benefit

Fertility benefits cover same-sex couples, women

over age 35, single persons, and those who cannot

get pregnant naturally due to a medical condition.

Reproductive care benefit

The Discover BlueCross BlueShield (BCBS) medical 

plans reimburse employees and their dependents 

for qualified travel expenses to access reproductive 

healthcare and gender-affirming care.

LGBTQIA+ benefits guide

We’re providing a new guide on benefits specific to 

family formation, transgender-inclusive healthcare, 

and HIV treatment/prevention. This guide is in 

alignment with the Human Rights Campaign’s 

evolved 2023 Criteria Related to Transgender

Health Benefits.

Our employee benefits are designed to address 

employees’ real needs and priorities: supporting 

their loved ones, safeguarding their health, and 

building a future they feel secure about. See our 

website for details on employee benefits.
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1 Discover and its affiliates necessarily reserve the right to amend, modify or discontinue its benefit plans at any time. Any inconsistency
between the terms of this document or any verbal representation and the official benefit plan document will be governed by the official
benefit plan document.
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What our employees are saying
We’re proud that this is a place where people want to be.
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87%
recommend
Discover® as a great 

place to work

88%
recommend

their managers 
to others1

See all of our workplace awards

1 Results from an anonymous EOS survey
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Equity at work
Equity is not an initiative, it’s an outcome. It's 

important to confront systemic issues so we can 

progress to a more fair and equitable workplace.

Equity Measurement Systems

We are proud to have established a data-driven 

measurement system that helps us assess potential 

equity gaps in our talent processes. In 2023, we will 

partner with our talent process owners to identify 

and close potential gaps.

Pay equity

We seek to pay our employees fairly for their work. 

We partner with an independent, third-party 

consultant to regularly monitor and address pay-

equity discrepancies. As we increase representation 

at all management levels, median pay for women

and POC will rise as well.

After accounting for factors such as role, tenure, 

and geography:

Since 2018, women and 
minorities at Discover® 
earn, on average, between
$0.99-$1.03 for every $1.00 
earned by men and non-
minorities

Equity framework

By introducing a simple five-question framework, 

we enabled people leaders to make more equitable 

decisions. This can significantly expand how we 

think about the best way to serve our customers 

and employees. In 2023, we will further integrate

this framework into our management systems.

Anti-bias training

In 2021, we rolled out company-wide anti-bias 

training focusing on deliberate advocacy. In 2022, 

we worked with our ERGs and BU DE&I Councils to 

create scenario-based learning, highlighting 

intersectionality and team inclusion. In 2023, we will 

continue to build capabilities with the rollout of our 

second anti-bias training.

Our internal journey to create a more diverse, 

equitable, inclusive environment unlocks our ability 

to have a tremendous social impact to advance 

equity in the world.
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The equity framework is a very powerful
tool that anyone can use. When we’re 
evaluating how best to design our 
products, that is also an opportunity to 
create greater equity. It’s simple enough 
to scale, and we’re weaving it in places
where it will make the most impact.
Matt Rubin, Consumer Banking, Director of Operational 
Program Management

The equity framework has helped us think
differently about our ERG membership. By 
using the model, we now put our frontline 
employees’ engagement at the forefront of 
our conversations. We’ve had a big increase 
in active engagement and more employees

Nimisha Patel, APAD ERG member for 7 years and ERG leader for 2 years

“

“

are raising their hands to get involved.”

”
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Social Impact: going beyond Discover
Diversity, Equity & Inclusion start with our employees, 

but they don’t end there. The strength of DE&I we 

have at Discover® makes it possible to advance 

equity externally in our communities. We can 

extend our impact to more people and grow our 

business because of the solid foundation we’ve 

established at our company. To achieve that social 

impact, we focus on these 3 areas:

• Community development

• Business diversity

• Financial inclusion

Our team

We have a Social Impact team, led by the Director of 

Social Impact, reporting to the Chief ESG Officer & 

Senior Vice President of Social Impact.

The Social Impact team leads efforts across the 

company to use our platform of jobs, products, 

business spend, philanthropy, and more to 

advance equity.
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Solid foundation aligned with our mission to create better

financial futures. Launching a Financial Inclusion task force

in 2023.

Community
development

Financial literacy &
inclusion

Grew to over 450 employees at our Chatham Customer Care Center 

this year.

This center has set a new precedent within Discover for site 

selection, hiring procedures, customer service experience, and 

community development. We’re now scaling this model and 

investing in the neighborhoods where we have offices.

In 2022, we spent $103 million with diverse-owned 

businesses,1 a 27% increase from 2021. In 2022, our top 

30 suppliers by spend invested more than $233 million 

with diverse-owned businesses of which $90 million 

was to complete work Discover contracted them for.

Business
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or more diverse group(s). Diverse groups include ethnic minorities, women,
veterans, people with disabilities, or members of the LGBTQ+ community.



Investing in Chicago’s South Side
In 2019, we were determined to rethink corporate 

site selection with our new Discover® customer care 

center. That same year, Chicago’s mayor unveiled 

the INVEST South/West initiative, which called

on businesses to bring jobs to economically 

challenged areas.

We knew we had to take action in our hometown. 

We transformed a 100,000+ square foot vacant 

store into a customer care center that could attract 

local talent and strengthen Chicago’s South Side 

through the creation of needed jobs.

By the end of 2022, we employed over 450 

employees at the Chatham center; keeping us on 

track to meet our goal of creating 1,000 new jobs on 

Chicago's South Side by 2024.

84% of hires this year were people living within a 

five-mile radius; shorter commutes and greater 

financial stability allow those employees to spend 

more quality time with family.

We know this center is thriving because it’s 

embedded in a vibrant community. We wanted to 

provide a place for the community in our facility so 

we included a 12,500 square feet+ event space 

where local organizations can hold gatherings

for free.

84% of hires in 2022 were
from people living within
a five-mile radius

150+ events at the event
space in 20221

Funding employees’ tuition

In 2022, we added Chicago State University 

to our Shine Brighter U program, so 

employees from Chatham can work and go 

to school just a few miles away, with tuition 

covered by Discover. Learn more about 

Shine Brighter U on the Access to education 

page of this report.
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Outstanding customer service experience2

Top engagement scores3

High demand for jobs: over 14,000 applications in 2022

Lower employee attrition4

1 Includes external use by Community-Based organizations and Discover-hosted Community Impact events.
2 Based on Chatham Customer Service & Engagement (CSE) Agent Net Promoter Score (ANPS), comparable to non-Chatham Discover CSE overall ANPS.
3 Compared to Discover overall Engagement score for 2022.
4 Based on non- exempt Chatham CSE attrition rate, comparable to CSE non-Chatham like business unit processes.
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How Chatham changed us
The Chatham Customer Care Center has changed how we think about everything:

• Hiring: We know talent is equally distributed, but 

opportunity is not. Generating job opportunities 

in this region of Chicago gave us access to 

experienced candidates in need of employment. 

We also developed new ways of recruiting, as 

well as promoting and advancing careers.

• Site buildout: We were able to use local, diverse 

suppliers for the construction and maintenance 

of the customer care center. This generates 

even more economic growth in the area and 

helps us connect with our neighbors.

• Community involvement: We had set out to 

operate in Chatham but could not imagine 

how quickly we’d be so deeply rooted. 

Through business partnerships and our 

community space, we foster mutually 

beneficial relationships with the organizations 

and people on the South Side of Chicago.

This experience has accelerated our DE&I progress

in ways we couldn’t have imagined. It also taught us

how investing in communities can create economic

opportunity and drive our business.

Based on our experience in Chatham, we’ve 

developed a hyperlocal strategy to invest in 

communities—not only through jobs, but also 

through local businesses and community-based 

organizations that serve their residents. We’re eager 

to apply this model to future customer care centers 

in cities where we operate, and have already 

committed to applying this model in Ohio.
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When companies like Discover enter into the 
community it closes the gap of hope. Parents are able
to reach a new level of esteem and children begin to
look at their parents differently.
Takeshi M. James, Principal of Avalon Park School of Fine & Performing Arts

“

”

Opening the center in Chatham has taken
Discover® on a learning journey from the way we 
manage our centers to the way we identify 
businesses. We will soon have 1,000 people working 
out of the center and hope the commitment we’ve 
made and the results we’re seeing will be a call to
action for other companies to pursue opportunities
to drive lasting change in disinvested communities.”
Juatise Gathings, Director, Operations Center & Community Outreach

“
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Investing in Whitehall
Our success in Chatham proves that embedding our 

operations in a community of untapped talent is a 

winning strategy.

Whitehall, Ohio

In November 2022, we announced the decision

to relocate our Ohio Customer Care Center from 

New Albany to Whitehall—a growing and diverse 

suburb of Columbus. A team of Ohio employees 

played a vital role in researching and making 

recommendations for this site.

With this new center, we can help stimulate the 

local job market and support the local community. 

We’ll have a dedicated space for community-based 

organizations to host meetings, events, and 

volunteer activities.

In the first half of 2023, we hired our first class, who are 

teaching us about the strengths and needs of local 

talent. The center will be operational in early 2024.

Phoenix, Arizona
We’ve just started to relocate our Phoenix 

Customer Care Center and are researching 

opportunities to invest in communities.
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[Discover’s] continued commitment 
strengthens our shared vision to improve 
the lives of our residents through diverse 
economic opportunities and sustainable 
partnerships that make a real difference 
in the lives of our residents and improve
long-term prosperity.
Kim Maggard, Mayor of Whitehall

“

”
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Going beyond for our communities
Discover® has offices all over the United States, but 

only one bank branch, located in Greenwood, 

Delaware. We don’t just operate in Greenwood—

we’re part of it.

We have been invested in the mid-Atlantic region

as part of our commitment to the Community 

Reinvestment Act (CRA). This is a federal law 

designed to encourage financial institutions to meet 

the credit needs of the communities in which they 

operate, including low- and moderate-income 

neighborhoods.

We are proud to meet these regulations and 

exceed them. In 2020 and 2021, we met

or exceeded our goals for Outstanding 

CRA performance.

$700 million+ of CRA 
investments1

Community highlights:

Discovery STEM Hub: We helped fund the 

construction of the STEM Hub at Eastside Charter 

School, where more than 96% of students are 

racial minorities.

Justice Thurgood Marshall Center at P.S. 103: We 

contributed to the development of this Baltimore, 

Maryland center that provides programs on legal 

education, legal advocacy, and more.

Economic Opportunity Coalition (EOC): We are 

a founding company of this national coalition, 

dedicated to accelerating economic growth

in diverse neighborhoods. We’ve already made 

significant contributions in the mid-Atlantic region 

and in Chatham.
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Discover is more responsible for getting us
to this point than any other funder. We will
be forever indebted to you for believing in us
and this great project.
Charles S. McDowell, CEO of First Community Foundation (Project Developer)

“

”

1 Book value of outstanding loans & community development investments as of 12/31/2022.
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Rooted in Social Impact
Social Impact has always been a part of who we 

are at Discover®, even before we had established 

North Star Goals. We have dedicated volunteer

time, and we support local communities through 

our business initiatives.

Partnering for good

Volunteerism is one of our Core Values. We 

encourage employees to give back to the causes 

they care about through our year-round Discover 

Cares program, which provides opportunities to 

volunteer on company time. In 2022, Discover 

employees across the country volunteered with 

these partnering nonprofits and programs, helping 

expand our reach to even more communities.

One partnership we’ve focused on for the last 

two years is with W!SE, an organization that helps

survivors of domestic violence build financial skills as 

they transition out of abusive relationships. In 2021, 

Discover committed to a three-year grant to 

continue to expand the program to at least three 

new sites.

Across our network

Discover operates a global payments network that 

includes Diner’s Club International (DCI), PULSE®,

our debit network, and our international acceptance 

network. Each has taken their own initiative to run 

social impact programs in their local regions long 

before it was officially part of our strategy.

Purchase with a purpose: Collaboration with our
local Discover Debit issuers since 2019 to make 

donations to charities in their neighborhoods.

Dine for Change: Program started in 2017 

empowering franchises to act through local 

initiatives that support sustainability, reduce 

hunger, and other issues impacting their areas.

One franchise in South Africa leveraged 

partnerships with the wine industry to help women 

succeed in a male dominated industry.

Orange Table Talks: Community meetings to 

deepen relationships with local Chatham 

businesses and provide resources for Discover 

Card acceptance.
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45,000
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volunteer 

hours1

1 Employee volunteer hours logged in 2022. Volunteering occurred during both company and non-company time.



Working with diverse businesses
At Discover®, we are intentional in selecting the 

suppliers and businesses we partner with every day. 

When we form a relationship with a third party—

whether they’re local providers for regional offices 

or company-wide service providers—it’s important 

that we find the best possible partners who also 

share our commitments to diversity, equity, 

inclusion, and social impact.

The different perspectives help us meet changing 

consumer needs and support a mission beyond 

Discover: effecting systemic change by promoting 

growth across groups who historically have been 

disadvantaged economically.

Vision for business diversity

Our vision is to build a more inclusive sourcing and 

procurement process, and to implement programs 

that foster the development of diverse businesses1

in a manner that promotes equity and fairness 

during supplier selection and throughout the 

relationship. We want to continue

significantly increasing our commitment to
diverse businesses to align with the diversity of our 

customers and employees, and to promote 

economic growth.

We renamed our program from supplier diversity to 

business diversity to reflect the inclusion of 

businesses in categories like legal, technology, and

consulting. More than 75% of our spend is in these 

professional services categories.

2022 spend with diverse businesses

In 2022, we spent $103 million with diverse-owned 

businesses,1 a 27% increase from 2021. By 2025, our 

goal is to reach $125 million in diverse-owned 

business spend annually.

Tier-2 program

We promote business diversity throughout our 

supplier network, and we encourage our Tier-1 non-

diverse suppliers to engage and partner with 

diverse-owned businesses in their own supply

chain. To track directional progress, we recently 

began collecting data from the largest publicly 

traded companies we work with to monitor their 

spend with diverse-owned businesses.

In 2022, our top 30 suppliers by spend invested

more than $233 million with diverse-owned 

businesses, of which $90 million was to complete 

work Discover contracted them for. We expect to 

continue to work with our top suppliers to help

them drive economic growth for diverse businesses 

and communities.
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27% increase
year-over-year spend 
with diverse-owned 

businesses

$103 million
spent with diverse-
owned businesses

1 A diverse-owned business is a business with at least 51% ownership by one or
more diverse group(s). Diverse groups include ethnic minorities, women,
veterans, people with disabilities, or members of the LGBTQ+ community.
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Working with local businesses
We recognize the significant challenges for small, 

local, and minority-owned business. As we started 

building our Chatham Customer Care Center, we 

wanted to ensure we did everything possible to 

bring economic opportunity to the community, and 

not take it out.

We hired local contractors to build and maintain the 

center through daily meal and landscaping services. 

In the process, our teams developed long-lasting 

relationships with local organizations. We value 

these businesses, and our shared work to stimulate 

Chicago’s economy; we’re already using the same 

approach as we engage businesses while we build 

and maintain our new space in Whitehall, Ohio.

Construction

• 73% of our spend, or $20 million, was with 

minority- and women-owned businesses 

(MWBE); that’s 2X the City of Chicago 

requirements

• 28% of our spend, or $7.8 million, was with 

local Black-owned contractors

Daily operations
• 47 local restaurants & caterers provide 

meal service for employees

• ~$1 million spent with local restaurants 

& caterers to provide meal service

for employees

• $800,000+ in spend with local minority 

businesses to manage various aspects of 

maintaining our building

Learn more about the impact of the Chatham 

Customer Care Center on our How Chatham

changed us section of this report.
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I’ve grown to cook for the masses. My staff has doubled,
and my business finances have grown tremendously
since becoming a vendor with Discover®.
Lashawn Jones, Owner, Chicago Eats Marketplace

“
”
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Access to education
Removing the barriers to higher education is a vital 

step in effecting systemic change. When more 

people of different backgrounds can obtain 

affordable, quality education, we can improve the 

health and strength of our company, economy,

and society.

We are committed to providing equitable education 

opportunities through our Shine Brighter U 

education benefit. Discover® provides full and partial 

funding for select undergraduate, graduate, and 

non-degree programs in business, technology, and 

other job-related fields. This benefit is available to all 

eligible U.S. employees on their first day

of employment.

We also have the Discover College Commitment 

program1 which provides employees access to 

select high-quality online associate and bachelor 

degree programs in business and technology, fully 

paid1 by Discover. We pay all tuition directly to the 

university and reimburse the cost of required books 

and supplies.

In 2022, we added select certificate programs so 

employees can build their skill base in a shorter time.

We continue to add diverse schools that will give 

our employees inclusive options:

Historically Black Colleges and Universities (HBCU)

Hispanic-serving institutions (HSI)

Veteran-friendly
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1.9X
increased retention rate 
among enrolled students 
compared to those that 

don’t engage with
the benefit

1,400+
employees enrolled 

in 2022

2X
more likely

to be promoted
than employees

not engaged with 
the benefit

1 The Discover College Commitment: Only United States. employees classified as a full-time, flex part-time, or regular part-time employee ("Employee") are eligible for select associate and bachelor’s degrees,
which covers tuition and required supplies, books, and fees after grants have been applied. Discover will pre-pay tuition directly to the university. Expenditures on qualified fees, books, and supplies will be
reimbursed. In addition, to be eligible, employee must be in active status, in good standing with the company, and maintain a 2.0 grade point average or higher as described in Discover’s Education Assistance
Program Handbook. Employees must utilize the company process to apply for this benefit and complete all required company forms, university application(s), and a Free Application for Federal Student Aid
("FAFSA"). Employees terminated from the company are required to refund all covered tuition, fees, and reimbursements received within 24 months prior to the Employee’s last day of employment.
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Building the base for financial literacy
Healthy financial habits start young. We partner with 

schools, communities, and organizations to bring 

financial education to individuals nationwide. We 

want to help teenagers and young adults create a 

stable foundation of financial skills that they can 

build on for their futures. That’s why we started 

Pathway to Financial Success in 2012. We are 

incredibly proud of the growth we’ve seen since 

then. Pathway to Financial Success is a program we 

launched to empower students to take control of 

their financial futures. Our program includes a 

comprehensive financial literacy curriculum with 

classroom and family activities.

Continuing our journey
We’ve already established a strong foundation for 

financial literacy, but we know we can do more. In 

2023, we will kick off a Financial Inclusion task force 

with employees from across the company to help us 

develop our first Financial Inclusion North Star Goal. 

This goal will guide our efforts to further advance 

equity through our products and services. We’re 

excited about the energy from our teams to guide us 

forward in this space with even greater intention.

Introduction Social Environmental Governance Appendix

This allows my students who come from low 
socioeconomic backgrounds to be empowered, 
and know that they can do more than just survive
paycheck to paycheck.”
Teacher answer from Pathway to Financial Success in Schools survey

“Over 7.3 million students since 2012

Over 1.6 million students in 2022
Over 60% of participating schools are Title 1 schools
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Appendix A. GRI Content Index
Disclosure Description Response

GRI 2: General Disclosures 2021

2-1 Organizational details About Discover®

2-2 Entities included in the organization’s sustainability reporting About this report

2-3 Reporting period, frequency, and contact point About this report
AbigailBeach@Discover.com

2-9 Governance structure and composition ESG at Discover

2-10 Nomination and selection of the highest governance body Board diversity

2-11 Chair of the highest governance body ESG at Discover

2-12 Role of the highest governance body in overseeing the management of impacts ESG at Discover

2-13 Delegation of responsibility for managing impacts ESG at Discover

2-14 Role of the highest governance body in sustainability reporting ESG at Discover

2-15 Conflicts of interest 2023 Proxy Statement

2-18 Evaluation of the performance of the highest governance body Our ESG goals and highlights

2-19 Remuneration policies 2023 Proxy Statement

2-20 Process to determine remuneration 2023 Proxy Statement

2-21 Annual total compensation ratio 2023 Proxy Statement

2-26 Mechanisms for seeking advice and raising concerns Ethics and compliance

2-27 Compliance with laws and regulations Ethics and compliance

2-28 Membership associations Trade associations

2-29 Approach to stakeholder engagement ESG at Discover

GRI 3: Material Topics 2021

3-3 Management of material topics ESG at Discover

200 Economic topics

205 Anti-corruption 2016

205-2 Communication and training about anti-corruption policies and procedures Ethics and compliance

206 Anti-competitive Behavior 2016
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Disclosure Description Response

206-1 Legal actions for anti-competitive behavior, anti-trust, and monopoly practices Ethics and compliance

300 Environmental topics

303 Water and Effluents 2018

303-1 Interactions with water as a shared resource Dedicated to the last drop

303-5 Water consumption Dedicated to the last drop

305 Emissions 2016

305-1 Direct (Scope 1) GHG emissions Built environment decarbonization

305-2 Energy indirect (Scope 2) GHG emissions Built environment decarbonization

305-5 Reduction of GHG emissions Built environment decarbonization

306 Waste 2020

306-2 Management of significant waste-related impacts Decreasing waste, improving transportation

306-3 Waste generated Decreasing waste, improving transportation

400 Social topics

401 Employment 2016

401-1 New employee hires and employee turnover Appendix E and F

401-2 Benefits provided to full-time employees that are not provided to temporary or part-time employees Employee benefits

401-3 Parental leave Employee benefits

403-6 Promotion of worker health Employee benefits

404 Training and Education 2016

404-2 Programs for upgrading employee skills and transition assistance programs Diversity at all levels

405 Diversity and Equal Opportunity 2016

405-1 Diversity of governance bodies and employees Appendix D

415 Public Policy 2016

415-1 Political contributions Political disclosures

Appendix A. GRI Content Index (continued)
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Appendix B. Sustainability Accounting Standards Board (SASB) Index
The index below includes SASB standards for the Financial Sector that we have determined to be most relevant for our business. 

For more information about Discover® and our business, please see our 2022 10-K.

Disclosure Description Response

FN-CF Consumer Finance

FN-CF-220a Customer Privacy

FN-CF-220a.1 Number of account holders whose information is 
used for secondary purposes

DFS only uses and shares customer personal information 
for purposes outlined in our privacy statements and 
terms and conditions, or as permitted by law.

FN-CF-220a.2 Total amount of monetary losses as a result of legal 
proceedings associated with customer privacy 2022 10-K

FN-CF-230a Data Security

FN-CF-230a.3 Description of approach to identifying and 
addressing data security risks Cybersecurity and data privacy section

FN-CF-270a Selling Practices

FN-CF-270a.4

(1) Number of complaints filed with the Consumer 
Financial Protection Bureau (CFPB), (2) percentage 
with monetary or non-monetary relief, (3) 
percentage disputed by consumer, (4) percentage 
that resulted in investigation by the CFPB

Consumer Complaint Database

FN-CF-270a.5
Total amount of monetary losses as a result of legal 
proceedings associated with selling and servicing of 
products

2022 10-K

FN-CB Commercial Banks

FN-CB-240a.1
Amount of loans outstanding qualified to programs 
designed to promote small business and community 
development

$701,315,881.52 1

1 Book value of outstanding loans and community development investments as of December 31, 2022.
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Appendix C. Diversity on a global scale
We welcome employees from all over the world to come together to work as one team at Discover®. 

That diversity of backgrounds and perspectives enriches our workplace and furthers our capabilities.

• We sponsor over 1,100 active employees from other countries to work in the United States, which 

is 12% of our total U.S. salaried employees.

• Over 650 Discover employees work in a country outside the United States. We have offices in the UK, 

China, and Singapore that strengthen our overall workforce.
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Appendix D. Gender and race/ethnicity at Discover

2018 2019 2020 2021 2022

Women

Officers 29% 35% 33% 36% 36%

Directors 40% 40% 38% 41% 46%

People Managers 51% 52% 51% 53% 53%

Individual Contributor, Salaried 47% 45% 44% 45% 46%

Individual Contributor, Hourly 69% 69% 72% 74% 79%

Men

Officers 71% 65% 67% 64% 64%

Directors 60% 60% 62% 59% 54%

People Managers 49% 48% 49% 47% 47%

Individual Contributor, Salaried 53% 55% 56% 55% 54%

Individual Contributor, Hourly 31% 31% 28% 26% 21%

White

Officers 74% 73% 72% 69% 70%

Directors 73% 74% 75% 72% 72%

People Managers 70% 67% 66% 66% 63%

Individual Contributor, Salaried 60% 57% 55% 54% 52%

Individual Contributor, Hourly 60% 58% 57% 56% 51%

POC

Officers 26% 27% 28% 31% 30%

Directors 27% 26% 25% 28% 28%

People Managers 30% 33% 34% 34% 37%

Individual Contributor, Salaried 40% 43% 45% 46% 48%

Individual Contributor, Hourly 40% 42% 43% 44% 49%

Black

Officers 4% 6% 5% 5% 4%

Directors 4% 3% 4% 5% 5%

People Managers 7% 7% 7% 7% 9%

Individual Contributor, Salaried 6% 6% 6% 6% 8%

Individual Contributor, Hourly 13% 12% 13% 16% 23%
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Chart notes:
• Current data on gender is measured men/women. We recognize this does not represent the full spectrum of gender identities, but

we are matching to the external benchmark. Results from our self-ID campaign indicate that .17% of the Discover® population
identifies as nonbinary.

• Officers are comprised of the Executive Vice President, Senior Vice President, and Vice President population. People Managers are
employees who have a supervisory role but not Directors or above. Individual Contributors are employees whose FLSA status is
Exempt and do not have a supervisory role.

• Comparisons to system(s) of record, both current and historical, may vary due to rounding and/or transactional changes.
• Discover partners with an independent, third-party consultant to conduct a company-wide pay equity analysis that considers race,

ethnicity, and gender.
• Data as of December 31 for each year listed
• POC is defined as People of Color; POC comprises all races/ethnicities in the United States that are not categorized as White/

Caucasian.
• WOC is defined as Women of Color; WOC comprises women from all races/ethnicities in the United States that are not categorized

as White/Caucasian.
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Appendix D. Gender and race/ethnicity at Discover (continued)
2018 2019 2020 2021 2022

Hispanic

Officers 8% 6% 7% 8% 8%

Directors 2% 3% 3% 4% 5%

People Managers 7% 7% 8% 7% 8%

Individual Contributor, Salaried 6% 6% 6% 6% 8%

Individual Contributor, Hourly 19% 22% 20% 20% 18%

Asian

Officers 14% 15% 16% 16% 16%

Directors 19% 19% 18% 19% 18%

People Managers 15% 17% 18% 17% 18%

Individual Contributor, Salaried 26% 29% 31% 31% 30%

Individual Contributor, Hourly 2% 2% 2% 2% 2%

All Other

Officers 0% 0% 0% 1% 2%

Directors 1% 1% 1% 1% 0%

People Managers 2% 2% 2% 2% 2%

Individual Contributor, Salaried 2% 2% 2% 2% 2%

Individual Contributor, Hourly 6% 6% 6% 6% 6%

WOC

Officers 5% 8% 9% 9% 9%

Directors 11% 10% 9% 11% 13%

People Managers 15% 16% 16% 17% 19%

Individual Contributor, Salaried 19% 19% 19% 19% 21%

Individual Contributor, Hourly 28% 30% 31% 33% 40%

Chart notes
• Current data on gender is measured men/women. We recognize this does not represent the full spectrum of gender identities, but we are matching to the

external benchmark. Results from our self-ID campaign indicate that .17% of the Discover® population identifies as nonbinary.
• Officers are comprised of the Executive Vice President, Senior Vice President, and Vice President population. People Managers are employees who have a

supervisory role but not Directors or above. Individual Contributors are employees whose FLSA status is Exempt and do not have a supervisory role.
• Comparisons to system(s) of record, both current and historical, may vary due to rounding and/or transactional changes.
• Discover partners with an independent, third-party consultant to conduct a company-wide pay equity analysis that considers race, ethnicity, and gender.
• Data as of December 31 for each year listed
• POC is defined as People of Color; POC comprises all races/ethnicities in the United States that are not categorized as White/Caucasian.
• WOC is defined as Women of Color; WOC comprises women from all races/ethnicities in the United States that are not categorized as White/Caucasian.
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Appendix E. Hires, promotions, and attrition of salaried employees

2018 2019 2020 2021 2022

Representation 48% 47% 46% 47% 48%

Women
Hires 42% 37% 34% 41% 42%

Promotions 51% 50% 54% 51% 57%

Attrition 43% 40% 46% 40% 40%

Representation 52% 53% 54% 53% 52%

Men
Hires 58% 63% 66% 59% 58%

Promotions 49% 50% 46% 49% 43%

Attrition 57% 60% 54% 60% 60%

Representation 64% 61% 59% 58% 56%

White
Hires 48% 42% 38% 38% 39%

Promotions 60% 61% 62% 53% 59%

Attrition 62% 55% 57% 52% 45%

Representation 36% 39% 41% 42% 44%

POC
Hires 52% 58% 62% 62% 61%

Promotions 40% 39% 38% 47% 41%

Attrition 38% 45% 43% 48% 55%

Representation 7% 6% 6% 7% 8%

Black
Hires 5% 4% 6% 10% 11%

Promotions 5% 4% 6% 6% 8%

Attrition 9% 7% 8% 7% 6%
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Chart notes
• Current data on gender is measured men/women. We recognize this does not represent the full spectrum of gender identities, but we are

matching to the external benchmark. Results from our self-ID campaign indicate that .17% of the Discover population identifies as nonbinary.
• Comparisons to system(s) of record, both current and historical, may vary due to rounding and/or transactional changes.
• Discover® partners with an independent, third-party consultant to conduct a company-wide pay equity analysis that considers race, ethnicity, and

gender.
• Data as of December 31 for each year listed
• POC is defined as People of Color; POC comprises all races/ethnicities in the United States that are not categorized as White/Caucasian.
• WOC is defined as Women of Color, WOC comprises women of all races/ethnicities in the United States that are not categorized as White/

Caucasian.
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2018 2019 2020 2021 2022

Representation 6% 6% 6% 6% 8%

Hispanic
Hires 5% 6% 5% 8% 8%

Promotions 6% 5% 8% 7% 10%

Attrition 7% 6% 4% 6% 6%

Representation 21% 24% 26% 27% 26%

Asian
Hires 39% 47% 49% 42% 39%

Promotions 27% 28% 23% 32% 21%

Attrition 21% 30% 29% 33% 41%

Representation 2% 2% 2% 2% 2%

All Other
Hires 2% 1% 2% 3% 2%

Promotions 2% 1% 2% 2% 3%

Attrition 2% 2% 2% 2% 2%

Representation 17% 18% 18% 18% 20%

WOC
Hires 23% 23% 19% 23% 26%

Promotions 25% 23% 25% 26% 23%

Attrition 17% 20% 20% 20% 21%

Appendix E. Hires, promotions, and attrition of salaried employees 
(continued)
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Chart notes
• Current data on gender is measured men/women. We recognize this does not represent the full spectrum of gender identities, but we are matching

to the external benchmark. Results from our self-ID campaign indicate that .17% of the Discover population identifies as nonbinary.
• Comparisons to system(s) of record, both current and historical, may vary due to rounding and/or transactional changes.
• Discover® partners with an independent, third-party consultant to conduct a company-wide pay equity analysis that considers race, ethnicity, and

gender.
• Data as of December 31 for each year listed
• POC is defined as People of Color; POC comprises all races/ethnicities in the United States that are not categorized as White/Caucasian.
• WOC is defined as Women of Color, WOC comprises women of all races/ethnicities in the United States that are not categorized as White/

Caucasian.
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Appendix F. Hires, promotions, and attrition of hourly employees
2018 2019 2020 2021 2022

Representation 69% 70% 72% 74% 79%

Women
Hires 68% 68% 73% 76% 83%

Promotions 65% 64% 66% 71% 79%

Attrition 66% 67% 69% 70% 77%

Representation 31% 30% 28% 26% 21%

Men
Hires 32% 32% 27% 24% 17%

Promotions 35% 36% 34% 29% 21%

Attrition 34% 33% 31% 30% 23%

Representation 59% 57% 57% 56% 51%

White
Hires 52% 49% 48% 44% 43%

Promotions 57% 57% 54% 54% 52%

Attrition 54% 52% 47% 47% 46%

Representation
41% 43% 43% 44% 49%

POC
Hires

48% 51% 52% 56% 57%

Promotions
43% 43% 46% 46% 48%

Attrition
46% 48% 53% 53% 54%

Representation 13% 13% 13% 16% 23%

Black

Hires 13% 12% 16% 26% 31%

Promotions 11% 9% 10% 12% 22%

Attrition 15% 13% 16% 18% 26%
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Chart notes:
• Current data on gender is measured men/women. We recognize this does not represent the full spectrum of gender identities, but we

are matching to the external benchmark. Results from our self-ID campaign indicate that .17% of the Discover population identifies as
nonbinary.

• Comparisons to system(s) of record, both current and historical, may vary due to rounding and/or transactional changes.
• Discover® partners with an independent, third-party consultant to conduct a company-wide pay equity analysis that considers race,

ethnicity, and gender.
• Data as of December 31 for each year listed
• POC is defined as People of Color; POC comprises all races/ethnicities in the United States that are not categorized as White/Caucasian.
• WOC is defined as Women of Color; WOC comprises women of all races/ethnicities in the United States that are not categorized a

White/Caucasian.
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2018 2019 2020 2021 2022

Representation 20% 22% 22% 20% 18%

Hispanic
Hires 26% 29% 27% 20% 17%

Promotions 22% 25% 26% 26% 18%

Attrition 21% 25% 27% 25% 19%

Representation 2% 2% 2% 2% 2%

Asian
Hires 2% 2% 2% 2% 2%

Promotions 3% 2% 2% 1% 2%

Attrition 2% 2% 3% 2% 1%

Representation 6% 6% 6% 6% 6%

All Other
Hires 7% 8% 8% 7% 7%

Promotions 7% 7% 7% 6% 6%

Attrition 8% 8% 8% 8% 7%

Representation 28% 30% 31% 33% 40%

WOC
Hires 35% 36% 41% 43% 48%

Promotions 31% 34% 33% 36% 38%

Attrition 31% 33% 38% 38% 43%
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Chart notes:
• Current data on gender is measured men/women. We recognize this does not represent the full spectrum of gender identities, but we are matching

to the external benchmark. Results from our self-ID campaign indicate that .17% of the Discover population identifies as nonbinary.
• Comparisons to system(s) of record, both current and historical, may vary due to rounding and/or transactional changes.
• Discover® partners with an independent, third-party consultant to conduct a company-wide pay equity analysis that considers race, ethnicity, and

gender.
• Data as of December 31 for each year listed
• POC is defined as People of Color; POC comprises all races/ethnicities in the United States that are not categorized as White/Caucasian.
• WOC is defined as Women of Color; WOC comprises women of all races/ethnicities in the United States that are not categorized as White/Caucasian.
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Appendix G. Authenticity, Belonging, Equal Opportunity, Team Inclusion, and Engagement scores

Authenticity Belonging Equal Opportunity Team Inclusion Inclusion Index Engagement

2021 2022 2021 2022 2021 2022 2021 2022 2021 2022 2021 2022

DFS Overall 82 85 76 80 80 83 83 86 80 83 80 83

All Other 80 84 75 81 81 84 83 86 80 84 79 84

Asian 82 83 77 78 77 79 80 82 79 80 80 80

Black 78 84 74 80 74 83 80 86 77 83 79 84

Hispanic 83 85 76 80 82 85 83 87 81 84 81 84

White 82 85 77 81 81 84 84 87 81 84 80 83

LGBTQ+ 82 87 76 83 81 83 84 88 81 85 80 85

Men 81 84 76 78 80 81 83 85 80 82 79 81

Women 82 85 77 81 80 84 83 87 80 84 81 84

Veteran 82 84 80 79 83 78 86 85 83 82 83 82

Disability 79 84 75 81 78 83 82 87 78 84 80 85

Chart notes:
• Scores are out of 100
• Data for 2021 are pulled in August 2021. Data for 2022 are pulled in October 2022. Data are for United States only. Our Inclusion Index is an aggregate measure of Authenticity, Belonging, Equal Opportunity, and Team Inclusion.
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Appendix H. Discover representation in technology roles

2021 2022

Women 27% 29%

Men 73% 71%

WOC 16% 18%

POC 55% 58%

White 45% 42%

Chart notes:
• Current data on gender is measured men/women. We recognize this does not represent the full spectrum of gender identities, but we are matching to the

external benchmark. Results from our self-ID campaign indicate that .17% of the Discover® population identifies as nonbinary.
• Data as of December 31 for each year listed
• Comparisons to system(s) of record, both current and historical, may vary due to rounding and/or transactional changes.
• WOC is defined as Women of Color; WOC comprises women of all races/ethnicities in the United States that are not categorized as White/Caucasian
• POC is defined as People of Color; POC comprises all races/ethnicities in the United States that are not categorized as White/Caucasian.
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Appendix I. Environmental sustainability data

Measure 2017 2018 2019 2020 2021 2022

Fuel (MWh) 5,959 5,466 5,405 5,782 5,754 6,344

Electricity (MWh) 86,034 80,293 80,176 80,822 81,761 74,346

Water (Gallons) 109,674,684 114,682,350 94,021,944 92,298,367 67,172,075 77,070,097

Waste diversion rate 42%
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Chart notes:
Data as of December 31 for each year listed
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