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The five most common reasons why asset owners are acting on diversity 
(number of mentions by asset owners in our sample)
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• Do you have an equal opportunities policy? If yes, please provide the policy.
• Does your organisation have policies in place that promote diversity in the 

workplace?
• Are you compliant with equal opportunities policies?
• Please provide details of your equal opportunities policy.
• Do you actively recruit from diverse backgrounds?
• What is your commitment to gender equality?
• Please give a brief overview of the corporate commitment to diversity at your firm.
• What specific actions have you undertaken to support diversity in the work force 

e.g. training, networks, targets?
• How are you addressing cognitive diversity?
• How are you promoting equality?
• How are you addressing work-life balance?   
• Please describe any programmes, partnerships or initiatives that promote or foster 

diversity in your organisation. 
• What does your firm plan on doing to increase diversity in the future at all levels?
• How is cognitive diversity and inclusive culture being promulgated throughout the 

organisation? 



1. To conduct a gender-blind pay analysis for analysts and fund managers, to be 
shared with female and male colleagues.

2. To establish a formal mentoring scheme for female analysts and fund managers 
such as those promoted by the 30% Club Mentoring Scheme and Lean In Circles. 
To the extent that you struggle to find senior female fund managers able to 
provide such mentoring, we would encourage you to consider mentors from 
outside the investment world.  We would also encourage you to establish peer 
networks internally or seek to access them externally. The cost of external 
support should be provided by your organisation.

3. To have “correcting gender imbalances in the team” worked into the targets of 
those who are responsible for recruitment, mentoring, promotion and retention, 
for example through bonus targets.  Our belief is that what gets measured gets 
done.

4. To ensure that at least 20% of your “sustainability team” managers comprise 
females within five years, in order to create the right culture within your 
organisation.

5. To ensure that 75% of any graduates or analysts hired comprise females, with a 
75% retention rate over five years, to help correct what we see as a gender 
imbalance at fund manager level. We recognise that this is a particularly 
challenging target and may involve you revisiting how you attract female 
applicants, for example through university and even earlier outreach. It will also 
require buy-in across your organisation. 

6. To ensure bias free selection policies and processes.
7. To ensure robust policies and processes for retaining women such as flexible 

work practices, a return to work programme and assistance with childcare 
provision.

8. To ensure that at least 30% of the members of your own board and advisory 
committees comprise females. This is in line with what we hope your 
expectations are of investee companies.



Team make up 
• Does the team have a dominant leader, or is there a low level of challenge within the group, 

regardless of any surface-level diversity? 
• When a team is under pressure from poor performance or from client outflows, is it more 

vulnerable to groupthink? 
• How does the team reach decisions, and how does it manage any mistakes it has made? 
• What is the team leader’s attitude to diversity? 
• Is there an illusion of unanimity where, in reality, team members are hesitant or reluctant to 

disagree? 
• How does a team work through dissenting views? 
• Does any recent staff turnover tell us anything about team dynamics and the value placed on 

diversity? 
• Does the remuneration structure (team versus individual bonus) have any implications for 

how a team reacts to challenge or debate or the way the team manages dissenting views? 
Policies
• Does the manager have a formal diversity and inclusion policy? 
• Does the firm have mandatory unconscious bias training for staff? 
• Does the manager have a staff referral bonus system and, if so, does this help or hinder 

diversity? 
• What are the firm’s recruitment practices? 
• Does the manager conduct open market searches for staff using a head hunter, or does the 

firm just call in people they already know to interview? 
• Which of these approaches is more likely to result in a diverse team? 
• How does the firm avoid unconscious bias during the interview process?



Yes
41%

No 
59%

% of asset owners in our sample that 
stated they are engaging with investee 
companies on board diversity
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https://30percentclub.org/assets/uploads/30__Club_Investor_toolkit_for_engaging_boards_on_diversity.pdf
https://30percentclub.org/assets/uploads/UK/Investor_Group/30__Club_Investor_Group_Statement_of_Intent_2016_FINAL.pdf
http://www.aon.com/unitedkingdom/attachments/aon_hewitt/i/Mapping-the-Trustee-Landscape-February-2017.pdf
http://www.aon.com/unitedkingdom/attachments/aon_hewitt/Selecting-Fund-Managers-And-Consultants-June-2017.pdf
http://www.aon.com/unitedkingdom/attachments/aon_hewitt/i/Costs-Fees-And-Trustee-Decision-Making-July-2017.pdf
https://www.calpers.ca.gov/page/investments/investment-manager-engagement-programs/diversity-inclusion/diversity-forum
https://iri.hks.harvard.edu/links/corporate-board-diversity
https://publications.credit-suisse.com/tasks/render/file/index.cfm?fileid=8128F3C0-99BC-22E6-838E2A5B1E4366DF
https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/482059/BIS-15-585-women-on-boards-davies-review-5-year-summary-october-2015.pdf
http://diverseassetmanagers.org/pdf/DAMI-Fiduciary-Guide-v3.pdf
http://equileap.org/invest/
https://30percentclub.org/assets/uploads/UK/Third_Party_Reports/Hampton_Alexander_Review_Paper_Nov_2016.pdf
https://www.investeurope.eu/media/523237/Invest-Europe_ESG_DD_Questionnaire.pdf
https://www.investeurope.eu/media/510671/Invest-Europe-Pension-Fund-Guide-to-Private-Equity-and-Venture-Capital.pdf
https://www.investeurope.eu/media/431779/invest-europe-professional-standards-handbook-2015.pdf
https://kf-site-production.s3.amazonaws.com/publications/pdfs/000/000/235/original/Diversity-Report_Executive-Summary.pdf
https://www.mckinsey.com/global-themes/gender-equality
http://diversityproject.com/resource/diversity-investment-management-benchmarking-study
http://newfinancial.eu/wp-content/uploads/2015/07/Diversity-Disclosure-Sept-2015.pdf
http://newfinancial.eu/wp-content/uploads/2017/06/Counting-Every-Woman-2017-FINAL.pdf
http://www.ey.com/Publication/vwLUAssets/A_Report_into_the_Ethnic_Diversity_of_UK_Boards/$FILE/Beyond One by 21 PDF Report.pdf
https://www.plsa.co.uk/Policy-and-Research/Document-library/Breaking-the-mirror-image-harnessing-talent-through-diversity-for-better-pensions
https://www.plsa.co.uk/Policy-and-Research/Document-Library/Good-Governance-How-to-get-there
https://www.plsa.co.uk/Policy-and-Research/Document-library/Understanding-the-worth-of-the-workforce-a-stewardship-toolkit-for-pension-funds
https://www.pensioenfederatie.nl/stream/codeofthedutchpensionfundsenglish2017.pdf
https://www.frc.org.uk/getattachment/ca7e94c4-b9a9-49e2-a824-ad76a322873c/UK-Corporate-Governance-Code-April-2016.pdf
https://www.gov.uk/guidance/gender-pay-gap-reporting-overview
http://www.thepensionsregulator.gov.uk/docs/trustee-landscape-quantitative-research-2015.pdf
http://www.emeraldinsight.com/doi/abs/10.1108/EDI-05-2016-0043
http://www.veriswp.com/wp-content/uploads/2012/08/Project-Rose-Image.pdf
https://shareaction.org/wdi/

