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1 Please note the framework we have included here is intended to be an evolving reflection of our work. Should stakeholders have views on what good or bad looks like, we 
welcome the opportunity to discuss. Along with work done by experts like Jac Fitz-Entz and Professor James Heskett, there is universal agreement among experts on the 
importance of addressing outcomes, as measured through a variety of KPIs. Notably, Heskett presents a balanced scorecard approach whose outcomes include: employee 
retention, customer engagement and retention, productivity, product/service quality, learning and innovation

Codifying best practice

INTRODUCTION

Schroders Engagement Blueprint. Where companies are 
achieving different outcomes for similar levels of labor 
intensity, for example, we advocate using HCROI analysis 
in combination with this framework to begin to shed light 
on why. The approach described here is focused on the 
human systems that we believe are fundamental to effective 
human capital management. These are: operating model 
and workforce strategy, culture and inclusion, incentive and 
performance management, talent and learning, innovation. 
For each, we have set out the basic and best practice 
disclosures and activities, as we see them today, as well as 
the outcomes that are most relevant1. The logic is illustrated 
in Figure 1 below. 

As we have conducted this research we have engaged with 
numerous consultants, former and current CPOs, CHROs, 
and HR practitioners. While the experts we have talked to 
each have nuanced views, they are almost all uniformly of 
the opinion that there is risk associated with focusing too 
much on an objective measure for human capital. In other 
words, human capital analysis must combine quant and 
qualitative assessment. A psychologist might argue that 
human behaviors become repetitive, or more predictable, 
when higher levels of trust are involved. Meanwhile, an HR 
practitioner would explain that systems to promote certain 
habits and rituals can successfully cultivate the desired 
outcomes over time. Both would be right to do so. However, 
when it comes to people, exogenous features must also not 
be ignored. In this way human capital analysis cannot provide 
definite answers, but can help channel our questions about 
sustainable stakeholder value creation. 

Our proposed best practice guide is not entirely quantitative; 
far from it, in fact. It is also designed to be used as part of a 
broader investment and engagement process, very much  
as a supplement to the human capital sections in the 

These are set out below. They should boost our 
understanding of the coherence and quality of a firm’s 
human capital management and we believe this can enable 
investors to have specific, measurable, achievable and 
time-bound conversations with companies on  
these topics.

This can also help build comfort in terms of margin of safety. 
As cycles and industry dynamics evolve, our assessment 
of human capital management practices should help 
build confidence both in a company’s ability to adapt to 
changing circumstance, and its ability to deliver sustainable 
stakeholder value. 

It is important to reiterate: human capital is not normative.
The capabilities of an organization's people are embedded 
in the knowledge, skills and relationships that are built up 
cumulatively as a company evolves. These are idiosyncratic.
We are therefore not arguing that companies should develop 
a certain type of workforce, culture, or talent pool, as these 
must necessarily reflect a firm’s own industry, its stage in 
the lifecycle and so on. However, we do argue that there 
are effective and ineffective strategies for monitoring, 
influencing and delivering measurable human capital 
outcomes: human capital management. And there are 
base level practices that can be applied across most sectors 
and organizations.

Figure 1: How it works
Companies that manage human capital effectively have visibility powered by good data, enabling them to manage 
different human systems optimally to deliver measurable impact for stakeholders. Our human capital management 
best practice framework seeks to highlight what investors can look for at each stage.

Source: Schroders.

Disclosure Action Outcomes

Data used to monitor
and understand
human capital

Human capital
systems/processes
used to drive change

Measurable impact
on the organization
and its stakeholders

Angus Bauer 
Head of Sustainable Investment 
Research, Schroders
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INTRODUCTION (CONT'D)

The importance of company disclosure
Disclosure on these topics underpins our ability to evaluate 
the effectiveness of human capital management through 
outcomes. In certain cases, where there are not satisfactory 
outcomes, the quality of disclosures – and the degree to which 
the activities described are comprehensive – represent the 
primary components on which we can evaluate companies; 
added to which we can use data from sites such as Glassdoor, 
Payscale, Linkedin and our internal sustainability and 
financial models. We have thought hard about setting out a 
quantitative scoring framework here and have not done so 
because we do not believe it is fair (yet) to penalize companies 
for limited disclosure on a topic that is so nascent in terms of 
its integration into the financial and sustainability reporting 
discussion; relative to climate change, for example. However, 
we intend to update this framework over time, potentially 
introducing clearer scoring mechanisms than the ‘basic’ and 
‘best’ practice guide rails that are included in this first. 

Human capital reporting frameworks
As discussed in our first report – “Margin of Safety” – 
companies can enable effective analysis of human capital 
management outcomes with four foundational line-item 
metrics to compliment principles-based data. The Human 
Capital Management Coalition (HCMC) in the USA supports 
mandatory reporting of the following disclosures: 

1. how many workers (including employees and 
independent contractors) the company uses to accomplish 
its strategy;

2. total cost of the work force, presented in a way that 
evidences a discernible through-line from the company’s 
audited financial reports to issuer disclosures;

3. turnover, including management’s actions to attract and 
retain workers and how changes in the ability to attract and 
retain workers affects the company’s performance and 
strategy; and

4. diversity data, including diversity by seniority, sufficient to 
understand the company’s efforts to access and develop 
new sources of human capital and any strengths or 
weaknesses in its ability to do so. 

There are numerous other human capital management 
reporting frameworks such as the Workforce Disclosure 
Initiative (WDI), or the International Standards 
Organization (ISO 30414). Where relevant, we have 
integrated a parts of their approaches into our implied best 
practice, albeit we present here a more concise approach 
than these because of our focus on the five core human 
systems.  
Going forward
Testing the materiality of HCROI has allowed us to identify 
both leaders and laggards across our range of non-financial 
sectors. We are further refining this list of companies to 
isolate specific instances where, for given levels of labor 
intensity and average wages, companies are generating 
meaningfully different levels of returns on human capital.

We have been conducting research-based engagement 
with a variety of these companies in follow up to this initial 
research. The aim is to interrogate what these firms are 
doing to manage their human capital, noting in particular the 
differences in human capital management between leaders 
and laggards. In this way we hope both to validate our view of 
best practice, such that it can be used as a representation of 
what good currently looks like, and to understand where there 
are opportunities for companies to improve their human 
capital management, for the benefit of all stakeholders. As 
our research on this evolves, we aim to focus more on the 
value that can be created by driving change in each of the 
individual human systems. In other words, to the extent that 
it is possible, we aim to unpack the degree to which improving 
a firm’s strategic workforce planning carries a higher 
incremental return than say improving culture, or learning 
systems, for example.

As highlighted several times, the guide set out below 
represents our current view of best practice, applicable on 
a largely industry agnostic basis. We anticipate this will be 
subject to change as our research evolves and as we can 
identify and test the relevance of more outcomes-based 
metrics.

Human Capital Management
Codifying best practice 4



2 The acronym VUCA was first coined by the US military to characterize an increasingly unstable world. It stands for: volatility, uncertainty, complexity and ambiguity. Back to our 
point on margin of safety, human capital management, and in this case strategic workforce planning, should be focused on building the capability to manage these issues. 

3 There is a handful of famous examples for rotating operational managers through the HR team. Systems-thinking in HR requires a clear view of the commercialsensitivities 
in a company.

Source: Human Capital Management Coalition (HCMC), WDI, ISO, OCAI, Thruue, Working Group on Human Capital Accounting Disclosure, Schroders. 

OPERATING MODEL AND WORKFORCE STRATEGY

How organizations plan and prepare their workforce to deliver on business strategy
identified and discussed as strategy is being formed. One 
would not be comfortable investing in an organization where 
CFO or financial controls were felt to be inadequate. Given 
the potential for people to create value as well as risk – as 
we have seen in our materiality work – it is imperative for 
companies and investors to build an equivalent human 
capital picture, for the benefit of capital allocation.  

The core premise of Strategic Workforce Planning (SWP) 
is that companies resource themselves adequately and 
sustainably to deliver on their ambitions. This necessitates 
proximity between the senior most individual responsible 
for human resources – CPO, CHRO or Global Head of HR, 
for example – and the board and executive committees. 
Simplistically, human capital demands, capabilities and 
potential shortfalls – skills gaps, for example – need to be 

Topic Rationale Practice

Disclosure

 – Size of workforce (both the number of employees and contractors) and total 
cost of workforce (salaries and benefits)

 – Senior most person (and board member) accountable for human capital 
strategy, explaining how HR fits into strategic planning

 – Discussion of major human capital risks (including health & safety) and 
opportunities and their relevance to company strategy

 – Description of company’s approach to unions and collective bargaining 
(including data on coverage and any litigation)

Basic

Disclosure

 – Detailed cost breakdown (region, fixed vs variable comp, % of workforce 
eligible for SBC, benefits by type, training, hiring costs)

 – Assessment of proportion of workforce cost that is equivalent to maintenance 
vs investment capex

 – Succession planning (including % of roles that have succession plans in place)

 – Workforce capabilities assessment, health & safety data, and workforce 
scenario plan for near, mid- and long term

Best

Action

Involve senior most individual responsible for human capital or HR in the strategic 
planning at executive committee level to ensure that the firm can develop 
adequate resources to deliver its goals in a ‘vuca’2 world. Single points of failure, 
blind spots, and dependencies can be identified ahead of time and the business 
can invest accordingly. Clear workforce data and reporting is a prerequisite to this.

Basic

Action

Assess workforce maintenance cost and workforce investment cost to create 
visibility on the incremental returns on capital invested. Succession planning 
and scenario based capability assessments should also be conducted in line with 
traditional strategic planning. Rotating senior management personnel from 
operational roles through the HR team benefits both commercial and HR teams.3

Best

Outcomes

Firms that do this well should aim to build resilience through the cycle, de-risk 
M&A, reduce key person risk, and become more efficient capital allocators 
driving higher human capital ROI (HCROI) and returns on people-adjusted capital 
employed (ROPACE).

Desired

Chanel, one of the world’s largest luxury brands, recently made headlines when appointing its new CEO, Leena Nair, formerly 
the Unilever CHRO. While one of the co-owners retains the role of executive chair, the company statement was clear to 
recognize the importance of “the freedom of creation, cultivating human potential, and acting to have a positive impact in 
the world.” In her tenure at Unilever, it adopted numerous leading practices in SWP, as recognized in this CIPD case study. 

Human Capital Management
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4 As noted in our previous reports, we plan to do more work specifically on Diversity & Inclusion in future with a view to understanding its importance to human capital 
returns. We include a variety of diversity data here because it is fundamental to building a clear picture of a firm’s culture. Our thinking on this issue is as follows: taking the 
theories from the neuroscience of trust through to questions of D&I, inclusion is critical. To the extent that a given company’s diversity promise would ring hollow if it were 
not backed up by sufficient policies and systems to promote inclusion, inclusion is the human capital ‘system’ – along with culture – that needs to be addressed discretely. 
Companies’ strategic workforce planning, their talent development and training processes – all of their human capital systems in fact – should have diversity running 
through them; but given findings implied by those assessing the nature of challenges identified in employee reviews, inclusion is a core part of company culture.

CULTURE AND INCLUSION

Source: WDI, ISO, OCAI, Thruue, Cameron & Seppälä (2015), Housman & Minor (2015), Corporate Culture & Performance (Kotter & Heskett), The Trust Factor (Paul Zak), Porath 
& Pearson (2013), Edmans (2012), Boustanifar & Kang (2021), Schroders.

Topic Rationale Practice

Disclosure

 – Turnover (voluntary and involuntary across permanent and contract workers) 
and engagement (cut by region and gender)

 – Diversity data (at board, exco, senior management and workforce/function) 
and timebound targets (for exco and workforce)4 

 – Senior most person at exco and board level accountable for culture (including 
how its management is overseen at board level)

 – Articulation of the company’s corporate culture and values with an explanation 
of how these are applied throughout the firm

Basic

Disclosure

 – Detail on structure, composition, and frequency of employee surveys and 
other listening devices such as exit interviews, including how the conclusions 
of these are monitored, and resultant changes assessed; unregretted vs 
regretted turnover

 – Data on nature and volume of use of grievance mechanisms/whistleblowing, 
and inclusion of employee voice in boardroom

 – Explanation of how intersectional and gender diversity is built into talent and 
succession planning (with inclusion pain points)

Best

Action Tone is set at the top: culture needs to be clearly aligned to the company’s 
purpose and strategy, monitored with robust data. Basic

Action

Employee listening devices should capture global engagement and experience, 
focus on identifying pain points and address issues of intersectionality and 
psychological safety, ensuring no recourse is felt by whistle-blowers. Analysis of 
outcomes KPIs (eg regretted churn) should be followed by iterative approaches 
tweaking management of culture, focused on features in our third report.

Best

Outcomes Firms that manage culture and inclusion effectively aim for higher retention, 
higher engagement, higher HCROI and stronger NPS. Desired

One of our conversations with a CPO put it bluntly: “Be skeptical of generic values… If you don’t show integrity, you will not 
keep your job. Strong culture is about establishing firm values through the identification of: how do we work together [in a way] 
that sets us apart from the competition”. 

There are numerous culture models out there, and we do 
not to promote one or other. Rather we aim to highlight 
the potential that effective management of culture and 
inclusion can have on stakeholder outcomes, specifically 
employees and investors. Our materiality work highlighted 
the costs of toxic workers, as well as pointing toward the 
‘residual’ driver of HCROI, part of which we believe is driven 
by culture / inclusion. Numerous academics have articulated 
the positive consequences of culture on stock returns, as 

identified through surveys. Most recently, Boustanifar and 
Kang updated and expanded on Edmans’ work, finding the 
best companies to work for generate annual alpha of 2% 
to 2.7%. Culture is of course not the only reason people 
use to articulate why a particular company is good to work 
for, nor is it the single contributor to returns. Our work on, 
and testing of, human capital metrics aims to get closer 
to quantifying its importance, but qualitative assessment 
remains important.

The invisible hand that guides employee decisions and judgement in a way that the 
company would desire it to be

Human Capital Management
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5 Empirical evidence has been found, for example, to document relationships between employee share schemes and absenteeism (Bryson, Freeman, 2014), while the 
Institute of Labour Economics has found that employees who perceive their work to be meaningful report fewer sick days (Nikolova, Cnossen, 2020).

6 One of the ways in which we hope to be able to identify where human capital leverage is delivered most valuably within an organization is by looking at the relative 
differentials between members of the executive committees. It is not uncommon that Heads of HR are among the lowest paid in excos. But if a company’s human capital 
discipline is as well resourced as finance, should this be the case?

INCENTIVE AND PERFORMANCE MANAGEMENT

Motivational and improvement programs (carrot and stick)
Most of the investment world considers executive committee 
incentive structures. From a human capital management 
perspective, we are focused on incentive and performance 
management systems, because both can have profound 
consequences on different stakeholders. There are various 
streams of literature that have been focused on worker 
performance. These can be cut three ways: pay-for- 
performance, the importance of employee ownership, and 
the relevance of creating meaningfulness, aka purpose5. 
There is significant complexity behind both remuneration 
structures and performance management. The Schroders 
Governance Team’s principles on management compensation

are summarized in the Schroders Engagement Blueprint.  
While remuneration structures should be specific to 
individual companies, promoting long term value creation as 
well as reflecting the desired corporate culture, our human 
capital research  has found examples of over-zealous use 
of non- financial KPIs in compensation coupled with non-
disclosure of the underlying criteria; neither of which are 
good. Here, we are largely focused on worker incentive and 
performance management, but note the importance of 
management comp structures they indicate the value placed 
by the board on different departments and disciplines6.

Source: WDI, ISO, Schroders. 

Topic Rationale Practice

Disclosure

 – Explain how executive remuneration policies promote the desired culture 
at all levels of the organization, publish clear and intelligible pay structures 
with metrics aligned to company strategy and long term value (TSR and 
sustainability performance)

 – Ensure and explain how all direct employees are paid a fair living wage and 
commit that all workers and contractors in indirect operations are too

 – Detail the performance appraisal system, frequency of reviews and split 
between outcomes and behavioral targets

Basic

Disclosure

 – Provide detail on the composition, calculation and criteria used behind non 
financial items in management pay

 – Detail median adjusted and unadjusted gender and ethnicity pay gaps, as well 
as the CEO pay ratio (regional detail helpful)

 – Summarize workforce eligibility for, and take up of, full range of non-monetary 
benefits (including any gender or diversity bias)

 – Frame how performance management system fits into SWP/Talent process, 
and how the firm promotes performance culture

Best

Action

Ensure hurdles need to be achieved before management incentive plan is 
actioned and use underpins between financial and non-financial criteria. Assess 
financial wellness of employees against pay and benefits. Implement regular 360 
degree performance reviews, with a view to coaching workers through reviews.

Basic

Action
Providing inclusive benefits packages is core to effective incentive management, as 
is eliminating wage disparity based on diversity. Build effective performance systems 
that address behaviours and outcomes to support high performance culture.

Best

Outcomes Firms with strong incentive and performance management target higher trust, 
lower absenteeism and lower employee turnover. Desired

While the most popular employee benefit at one large hotel brand is supposedly discounted room rates, the firm in 
question has worked hard to address the cost of living crisis in recent years. Initiatives include one-off cost of living 
packages, six month allowances, free financial wellbeing and budgeting advice, support for carers and so on.

Human Capital Management
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TALENT AND LEARNING

How firms attract, recruit, develop and retain diverse people to deliver strategic value
Talent and leaning systems relate to the organic and 
inorganic ways in which a company can build its human 
capital. One of the core tenets of our human capital thesis 
is that people can be appreciating assets. In other words, 
effective investment in a firm’s human capital through 
training, hiring and other processes can grow its capabilities 
– and value – incrementally. Talent and learning systems are 
critical here at micro and macro level . We often acknowledge 
the importance of training in building future capabilities, 

but a recent conversation with the CPO of a multinational 
cloud services provider highlighted as many as 65% of exit 
interviews flagged lack of career development. There is a 
clear logic to this, in that the higher up an organization one 
goes, the narrower the funnel of roles. Again, this illustrates 
the importance of talent and learning systems in terms of 
identifying value creators and future skills requirements, 
developing them, offering people career growth and 
ultimately retaining them effectively. 

Source: WDI, ISO, Schroders. 

Topic Rationale Practice

Disclosure

 – General description of career development and training strategy (data such as 
average number of training hours per person)

 – Explanation of career development and learning (training) systems, as well as 
how they align to corporate strategy

 – Any outreach programmes that work on sourcing talent at grass routes level 
(partnerships with colleges or communities) 

Basic

Disclosure

 – Comprehensive description of how the company identifies skill requirements 
for future success, and assesses current strengths and gaps in work force; 
overview of how the impact of strategic talent initiatives and training are 
tracked with ROI analysis

 – Detail on how talent is identified, internal promotions, lateral moves, career 
planning time frames, buy vs build criteria

 – Data on participation in, and outcomes of, training for employees across 
all demographics and contract types, cut by gender and other protected 
characteristics; detail on how company is preparing reskilling initiatives  
to support strategy and flexibility

Best

Action Allocate a fixed portion of HR budget to training on compliance, health & safety, 
continuous professional development Basic

Action

Conduct effective top down and bottom up reviews to identify skills requirements 
in line with company strategy; deliver inclusive and high quality learning 
interventions and iterate on them based on feedback and ROI analysis;  
deploy talent dynamically across projects.

Best

Outcomes Firms with strong talent and learning systems seek to deliver better retention, 
innovation and internal promotion rates. Desired

BBVA introduced an agile staffing model as part of the bank’s strategy to deliver digital products and deploy technical 
and data skills to multidisciplinary teams. The firm’s ‘single development agenda’ was the system designed to prioritize 
projects that were aligned to strategic goals, and was core to allocating talent – and skills – to different projects more 
effectively. This flexible talent pool approach has been effectively deployed in many other sectors – Nvidia is another 
such example.

7 Work published here by the OECD in 2010 argued the macro consequences of training: “estimates for European countries show that a 1% increase in training days leads to 
a 3% increase in productivity, and that the share of overall productivity growth attributable to training is around 16%.” At company level the OECD has also been clear on the 
importance of training in as the future of work evolves – see here. 

8 This is where again, we must be careful not to consider talent functions as being normative. Different industries lend themselves to the Pareto principle – 80:20 rule – or 
Price’s Law – square root of the number of people in a firm deliver majority of value. There are then different methodologies designed to adjust for these. We believe 
that the aim of a functioning talent system built on synergy is to ensure that optimal fulfilment of all roles with the right skills leaves the sum of the parts greater than 
its constituent components. Our conversations with talent managers imply that in an ideal world, at most 20% of exit interviews would identify career development as 
a reason for leaving. A recent study by Oxford Economics, here, noted that companies with above average revenue growth were “more likely than their peers to provide 
employees with advanced training and development programs”. This is not inferring causality, but it is a subject we plan to do more work on given its importance to 
employee outcomes.

Human Capital Management
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INNOVATION

9 See: The Innovator’s Dilemma, Clayton Christensen. Or for more detail on the different theories involved, see more at Harvard Business School Online here. Among the 
theories most impactful to our thinking on human capital, we would flag: understanding customer jobs to be done and then innovating to meet that need precisely; 
aligning company resources, processes and profit formula to facilitate effective innovation; monitoring the performance deficit or surplus to help innovate towards the 
right strategy for the industry’s current stage in the lifecycle; deliberate and emergent innovation strategies. 

10 See BMW Cr8 system, Vodafone Launchpad, DassaultSystemes innovation challenge as examples. 

Topic Rationale Practice

Disclosure

 – The senior most individuals responsible for product and operating model 
innovation

 – Breakdown of R&D spend, disaggregating portion focused on product vs 
operating model

 – Articulation of how company purpose and vision, including how innovation 
is integrated into this, as well as fostered in talent, culture, incentive and 
performance systems

Basic

Disclosure

 – Detail behind any innovation systems (including partnerships), how results are 
monitored and the value these create

 – Explanation of the process through which innovative ideas are adopted and 
brought all the way to fruition

 – Metrics used by the board and executive committee to hold themselves 
accountable for, and measure, innovation

 – Clarity on how the company defines change readiness, how it is monitored and 
how it informs resource allocation

Best

Action

Developing clarity on how innovation fits into the company at organizational level 
is key. This involves clarity of vision, accountability and visibility on spend, such that 
resources, processes and profit formula can be optimally aligned, and the  
practice repeated.

Basic

Action

Innovation culture requires more than saying ‘we embrace failure’; companies are 
rarely starved of ideas, but instead tend to suffer from indigestion. Introducing 
deliberate metrics and monitoring to support accountability can remove  
the blockages.

Best

Outcomes Organic and inorganic growth that delivers incrementally higher returns through 
higher HCROI. Desired

Godrej Group is a famous case study for effective innovation through understanding its customers’ job-to-be-done. At 
the time, almost 80% of Indian people had no access to refrigeration. Having space to understand their specific use 
cases, challenges and nuance helped the company launch a wildly successful low end product. Elsewhere, numerous 
companies in innovation intensive industries seek to monitor their employees views on innovation: for example, Pfizer 
includes innovation in its engagement survey, specifically asking employees “to what extent does Pfizer remove barriers 
that stifle innovation”.

Our thinking on innovation is heavily influenced by the work 
of Clayton Christensen9. Innovation does not have to involve 
a new invention. Instead it can often be driven by taking a 
mature technology or practice and applying it in a different or 
novel way adjacent to the incumbent vertical in which it was 
deployed. Through a human capital lens, we view innovation 
in terms of product and operating model, the latter applicable 
to all parts of strategy. This is not about forcing ‘light bulb 
moments’ as it were; but rather building the environment 
in which ideas and information flow effectively across an 

organization. Again, there are numerous models for how 
to do this well. We do not look for one or other innovation 
approach to be taken, but instead look for a company – in its 
human capital management – to be deliberate about how 
it seeks to give people the space, incentive and support to 
innovate wherever they are in the organization. This is heavily 
linked to the other human systems and margin of safety. It is 
particularly reliant on diversity and inclusion, as perhaps best 
explainedin the Values/Principles Model introduced recently 
in the MIT Sloan Management Review here. 

The flow of information among people across the enterprise for product and 
operating model evolution

Source: Harvard Business School Online, KPMG, McKinsey, Deloitte, BCG, Higson Consulting, Schroders

Human Capital Management
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Important Information

Marketing material for professional clients only 

Investment involves risk. 

Any reference to sectors/countries/stocks/securities are for 
illustrative purposes only and not a recommendation to buy or sell 
any financial instrument/securities or adopt any investment strategy. 

The material is not intended to provide, and should not be relied on 
for, accounting, legal or tax advice, or investment recommendations. 

Reliance should not be placed on any views or information in 
the material when taking individual investment and/or strategic 
decisions. 

Past Performance is not a guide to future performance and may not 
be repeated. 

The value of investments and the income from them may go down 
as well as up and investors may not get back the amounts originally 
invested. Exchange rate changes may cause the value of investments 
to fall as well as rise. 

Schroders has expressed its own views and opinions in this document 
and these may change. 

Information herein is believed to be reliable but Schroders does not 
warrant its completeness or accuracy. 

No Schroders entity accepts any liability for any error or omission 
in this material or for any resulting loss or damage (whether direct, 
indirect, consequential or otherwise), in each case save to the extent 
such liability cannot be excluded under applicable laws. 

This document may contain “forward-looking” information, such as 
forecasts or projections. Please note that any such information is not 
a guarantee of any future performance and there is no assurance 
that any forecast or projection will be realised. 

This material has not been reviewed by any regulator. 

Not all strategies are available in all jurisdictions. 

For readers/viewers in Argentina: Schroder Investment 
Management S.A., Ing. Enrique Butty 220, Piso 12, C1001AFB 
- Buenos Aires, Argentina. Registered/Company Number 15. 
Registered as Distributor of Investment Funds with the CNV 
(Comisión Nacional de Valores). Nota para los lectores en Argentina: 
Schroder Investment Management S.A., Ing. Enrique Butty 220, Piso 
12, C1001AFB - Buenos Aires, Argentina. Inscripto en el Registro de 
Agentes de Colocación y Distribución de PIC de FCI de la Comisión 
Nacional de Valores con el número 15. 

For readers/viewers in Brazil: Schroder Investment Management 
Brasil Ltda., Rua Joaquim Floriano, 100 – cj. 142 Itaim Bibi, São Paulo, 
04534-000 Brasil. Registered/Company Number 92.886.662/0001-
29. Authorised as an asset manager by the Securities and Exchange 
Commission of Brazil/Comissão de Valores Mobiliários (“CVM”) 
according to the Declaratory Act number 6816. This document is 
intended for professional investors only as defined by the CVM rules 
which can be accessed from their website www.cvm.gov.br.

For readers/viewers in Canada: Schroder Investment Management 
North America Inc., 7 Bryant Park, New York, NY 10018-3706. 
NRD Number 12130. Registered as a Portfolio Manager with the 
Ontario Securities Commission, Alberta Securities Commission, 
the British Columbia Securities Commission, the Manitoba 
Securities Commission, the Nova Scotia Securities Commission, the 
Saskatchewan Securities Commission and the (Quebec) Autorité des 
marchés financiers.

For readers/viewers in Israel: Note regarding the Marketing 
material for Qualified Clients and Sophisticated Investors only. This 
communication has been prepared by certain personnel of Schroder 
Investment Management (Europe) S.A (Registered No. B 37.799) or 
its subsidiaries or affiliates (collectively, ‘SIM’). Such personnel are 
not licensed nor insured under the Regulation of Investment Advice, 
Investment Marketing and Investment Portfolio Management Law, 
1995 (the ‘Investment Advice Law’). This communication is directed 
at persons (i) who are Sophisticated Investors as listed in the First 
Schedule of the Israel Securities Law (ii) Qualified Clients (‘Lakoach 
Kashir’) as such term is defined in the Investment Advice Law; and (iii) 
other persons to whom it may otherwise lawfully be communicated. 
No other person should act on the contents or access the products 
or transactions discussed in this communication. In particular, this 
communication is not intended for retail clients and SIM will not 
make such products or transactions available to retail clients.

For readers/viewers in Switzerland: This document has been 
issued by Schroder Investment Management (Switzerland) AG, 
Central 2, CH-8001 Zurich, Switzerland a fund management company 
authorised and supervised by the Swiss Financial Market Supervisory 
Authority FINMA, Laupenstrasse 27, CH-3003 Bern.

For readers/viewers in the European Union/European Economic 
Area: Schroders will be a data controller in respect of your personal 
data. For information on how Schroders might process your personal 
data, please view our Privacy Policy available at www.schroders.com/
en/privacy-policy or on request should you not have access to this 
webpage. Issued by Schroder Investment Management (Europe) S.A., 
5, rue Höhenhof, L-1736 Senningerberg, Luxembourg. Registered No. 
B 37.799

For readers/viewers in the United Arab Emirates: Schroder 
Investment Management Limited, located in Office 506, Level 
5, Precinct Building 5, Dubai International Financial Centre, PO 
Box 506612 Dubai, United Arab Emirates. Regulated by the Dubai 
Financial Services Authority. This document is not subject to any form 
of approval by the DFSA. Accordingly, the DFSA has not approved any 
associated documents nor taken any steps to verify the information 
and has no responsibility for it. This document is intended to be for 
information purposes only and it is not intended as promotional 
material in any respect. This document is intended for professional 
investors only as defined by the DFSA rules which can be accessed 
from their website www.dfsa.ae.

For readers/viewers in the United Kingdom: Schroders will be a 
data controller in respect of your personal data. For information on 
how Schroders might process your personal data, please view our 
Privacy Policy available at www.schroders.com/en/privacy-policy or 
on request should you not have access to this webpage. Issued by 
Schroder Investment Management Limited, 1 London Wall Place, 
London EC2Y 5AU. Registered Number 1893220 England. Authorised 
and regulated by the Financial Conduct Authority.

For readers/viewers in the United States: For financial 
professionals and consultant only. Schroder Investment Management 
North America Inc., 7 Bryant Park, New York NY 10018-3706. CRD 
Number 105820. Registered as an investment adviser with the US 
Securities and Exchange Commission.

Note to readers/viewers in Australia: Issued by Schroder 
Investment Management Australia Limited Level 20, Angel Place, 123 
Pitt Street, Sydney NSW 2000 Australia ABN 22 000 443 274, AFSL 
226473. It is intended for professional investors and financial advisers 
only and is not suitable for retail clients.

Note to readers/viewers in Hong Kong S.A.R.: Issued by Schroder 
Investment Management (Hong Kong) Limited. Level 33, Two 
Pacific Place, 88 Queensway, Hong Kong. This material has not been 
reviewed by the Securities and Futures Commission of Hong Kong.



Note to readers/viewers in Indonesia: This document is intended 
to be for information purposes only and it is not intended as 
promotional material in any respect. This document is intended for 
professional investors only as defined by the Indonesian Financial 
Services Authority (“OJK”). Issued by PT Schroder Investment 
Management Indonesia Indonesia Stock Exchange Building Tower 1, 
30th Floor, Jalan Jend. Sudirman Kav 52-53 Jakarta 12190 Indonesia 
PT Schroder Investment Management Indonesia is licensed as an 
Investment Manager and regulated by the OJK. This material has not 
been reviewed by the OJK.

Note to readers/viewers in Japan: Issued by Schroder Investment 
Management (Japan) Limited 21st Floor, Marunouchi Trust Tower 
Main, 1-8-3 Marunouchi, Chiyoda-Ku, Tokyo 100-0005, Japan 
Registered as a Financial Instruments Business Operator regulated 
by the Financial Services Agency of Japan (“FSA”). Kanto Local 
Finance Bureau (FIBO) No. 90. Member of Japan Investment Advisers 
Association, The Investment Trusts Association, Japan and Type II 
Financial Instruments Firms Association. This material has not been 
reviewed by the FSA.

Note to readers/viewers in Malaysia: This presentation has not 
been approved by the Securities Commission Malaysia which takes 
no responsibility for its contents. No offer to the public to purchase 
any fund will be made in Malaysia and this presentation is intended 
to be read for information only and must not be passed to, issued to, 
or shown to the public generally. Schroder Investment Management 
(Singapore) Ltd does not have any intention to solicit you for any 
investment or subscription in any fund and any such solicitation or 
marketing will be made by an entity permitted by applicable laws and 
regulations.

Note to readers/viewers in Singapore: This presentation is 
intended to be for information purposes only and it is not intended 
as promotional material in any respect. This document is intended 
for professional investors only as defined by Securities and 
Futures Act to mean for Accredited and or Institutional Clients only, 
where appropriate. Issued by Schroder Investment Management 
(Singapore) Ltd (Co. Reg. No. 199201080H) 138 Market Street #23-
01 CapitaGreen, Singapore 048946. This document has not been 
reviewed by the Monetary Authority of Singapore.

Note to readers/viewers in South Korea: Issued by Schroders 
Korea Limitedn26th Floor, 136, Sejong-daero, (Taepyeongno 
1-ga, Seoul Finance Center), Jung-gu, Seoul 100-768, South Korea . 
Registered and regulated by Financial Supervisory Service of Korea 
(“FSS”)This material has not been reviewed by the FSS.

Note to readers/viewers in Taiwan: Issued by Schroder Investment 
Management (Taiwan) Limited 9F., No. 108, Sec. 5, Xinyi Road, 
Xinyi District, Taipei 11047, Taiwan. Tel +886 2 2722-1868 Schroder 
Investment Management (Taiwan) Limited is independently operated. 
This material has not been reviewed by the regulators.

Note to readers/viewers in Thailand: This presentation has not 
been approved by the Securities and Exchange Commission which 
takes no responsibility for its contents. No offer to the public to 
purchase any fund will be made in Thailand and this presentation is 
intended to be read for information only for professional investors as 
defined by regulations and it is not intended as promotion material 
in any respect. It must not be passed to, issued to, or shown to the 
public generally. Schroder Investment Management (Singapore) 
Ltd does not have any intention to solicit you for any investment or 
subscription in any fund and any such solicitation or marketing will 
be made by an entity permitted by applicable laws and regulations.

Schroders may record and monitor telephone calls for security, 
training and compliance purposes.



Important information: The views and opinions contained herein are those of the authors and do not necessarily represent Schroder Investment Management  
North America Inc.’s (SIMNA Inc.) house view. Issued March 2023. These views and opinions are subject to change. Companies/issuers/sectors mentioned are for 
illustrative purposes only and should not be viewed as a recommendation to buy/sell. This report is intended to be for information purposes only and it is not intended 
as promotional material in any respect. The material is not intended as an offer or solicitation for the purchase or sale of any financial instrument. The material is not 
intended to provide, and should not be relied on for accounting, legal or tax advice, or investment recommendations. Information herein has been obtained from sources 
we believe to be reliable but SIMNA Inc. does not warrant its completeness or accuracy. No responsibility can be accepted for errors of facts obtained from third parties. 
Reliance should not be placed on the views and information in the document when making individual investment and / or strategic decisions. The opinions stated in this 
document include some forecasted views. We believe that we are basing our expectations and beliefs on reasonable assumptions within the bounds of what we currently 
know. However, there is no guarantee that any forecasts or opinions will be realized. No responsibility can be accepted for errors of fact obtained from third parties. While 
every effort has been made to produce a fair representation of performance, no representations or warranties are made as to the accuracy of the information or ratings 
presented, and no responsibility or liability can be accepted for damage caused by use of or reliance on the information contained within this report. Past performance is 
no guarantee of future results. Referenced indexes are for illustrative purposes only. Indexes are unmanaged. Investors cannot directly invest in indexes.

All investments, domestic and foreign, involve risks including the risk of possible loss of principal. The market value of the portfolio may decline as a result of a number 
of factors, including adverse economic and market conditions, prospects of stocks in the portfolio, changing interest rates, and real or perceived adverse competitive 
industry conditions. Investing overseas involves special risks including among others, risks related to political or economic instability, foreign currency (such as exchange, 
valuation, and fluctuation) risk, market entry or exit restrictions, illiquidity and taxation. These risks exist to a greater extent in emerging markets than they do in 
developed markets. The success of the investment strategy depends largely upon the effectiveness of the investment team’s quantitative model. A quantitative model, 
such as the risk and other models used by the investment team requires adherence to a systematic, disciplined process. The team’s ability to monitor and, if necessary, 
adjust its quantitative model could be adversely affected by various factors including incorrect or outdated market and other data inputs. Factors that affect a security’s 
value can change over time, and these changes may not be reflected in the quantitative model. In addition, factors used in quantitative analysis and the weight placed on 
those factors may not be predictive of a security’s value. 

SIMNA Inc. is registered as an investment adviser with the US Securities and Exchange Commission and as a Portfolio Manager with the securities regulatory authorities 
in Alberta, British Columbia, Manitoba, Nova Scotia, Ontario, Quebec and Saskatchewan. It provides asset management products and services to clients in the United 
States and Canada. Schroder Fund Advisors LLC (SFA) markets certain investment vehicles for which SIMNA Inc. is an investment adviser. SFA is a wholly-owned subsidiary 
of SIMNA Inc. and is registered as a limited purpose broker dealer with the Financial Industry Regulatory Authority and as an Exempt Market Dealer with the securities 
regulatory authorities in Alberta, British Columbia, Manitoba, New Brunswick, Newfoundland and Labrador, Nova Scotia, Ontario, Quebec and Saskatchewan. This 
document does not purport to provide investment advice and the information contained in this material is for informational purposes and not to engage in trading 
activities. It does not purport to describe the business or affairs of any issuer and is not being provided for delivery to or review by any prospective purchaser so as to 
assist the prospective purchaser to make an investment decision in respect of securities being sold in a distribution. SIMNA Inc. and SFA are indirect, wholly-owned 
subsidiaries of Schroders plc, a UK public company with shares listed on the London Stock Exchange. Further information about Schroders can be found at www.
schroders.com/us or www.schroders.com/ca. Schroder Investment Management North America Inc. 7 Bryant Park, New York, NY, 10018-3706, (212) 641-3800.
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