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Figure 1: Importance of human capital management systems 

Source: Refinitiv, MSCI, CDP, Worldscope, Factset, Schroders. Note that the scoring of HCM here comprises more than 50 different distinct metrics, each assessed 
quantitatively, with performance ranked within a given sector or industry. Implied growth numbers for each company are similarly ranked such that we can view a 
representative distribution on both axes. This is an illustrative example focused on a selection of sub-industries in the consumer discretionary sector 

INTRODUCTION

As Figure 1 suggests, when incorporating HCROI into a 
range of quantitative metrics that assess a company’s human 
capital management holistically, as well as seeking to include 
it in valuation by considering the ‘equity market implied 
growth in returns’, there are encouraging signals. With 
varying correlations across industries, it is directionally the 
case that the competitive advantage that can be generated 
through good human capital management is often rewarded 
with higher valuation multiples. 

Investment applications – a user guide
The idea of this report is to take the theory of our human 
capital research and set out how investors can incorporate 
human capital ideas into company analysis. The aim is to 
highlight how the integration of this can offer insight into 
the company-employee axis, to help understand where value 
is created and how it is shared among stakeholders. In the 
sections below, we explain how to apply human capital 
analysis, how to interpret outputs, and provide a set of 
questions investors might ask as their analysis evolves. 

We believe that human capital analysis must be 
investment style agnostic. Industry dynamics, labor trends, 
asset intensity, and gross margin profiles (among others) can 
all have an effect on the relative importance of human capital 
to company returns. But to be clear, the empirical testing 
presented in the second report – “Sustainable Competitive 
Advantage” – found human capital return on investment 
(HCROI) is a statistically significant driver of forward 
returns for multiple sectors across multiple time frames 
when controlling for variables such as quality, valuation, 
momentum and labor intensity, among others. 

The x-axis refers to the relative strength of human capital management when assessed across a range of quantitative 
indicators holistically, including HCROI. The further to the right, the stronger or more complete one might consider 
the human capital management of the organization. Meanwhile the y-axis refers to equity valuation as determined by 
implied growth in both return on capital employed (ROCE) and human capital (HCROI). Companies with high implied 
growth – i.e. high valuation multiples – are displayed toward the bottom of the y-axis. This sort approach can be 
viewed as the quantitative starting point for more detailed qualitative and fundamental analysis. Markers to the right 
of the dotted line are companies where human capital management is theoretically stronger than valuation implies. 

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

As we do more research into the drivers of change in human 
capital returns, we expect to be able to refine our views on 
the relative importance of the different human systems. But 
with current disclosures in certain sectors and regions yet to 
address even the basic components of HCROI, our ability to 
unpick the drivers of change as instigated by the different 
human systems is somewhat limited.

Combining the empirical evidence that we have been 
seeking to build in relation to HCROI with our qualitative 
view, Figure 2 highlights our assumptions for the materiality 
of human capital, and individual topics within it, when 

mapped to different sectors. This is very much a blend of  
art and science, and something we are seeking to refine.

While our quantitative assessments on HCROI inform 
the relative importance at summary level, represented 
on the far right column, conversations with a variety of 
stakeholders have helped us develop starting views on 
the salience of the individual systems, though we would 
stress the qualitative nature of this illustration, as alluded 
to above. At a high level, this approach is helping shape our 
interrogation of these topics going forward, with the  
specific aim of helping.

Figure 2: Illustrative importance of human capital management systems

The deeper the shade of green, the more our starting assumption is one of materiality for the topic and sector. VH denotes 
very high importance, H high, M is moderate and L is low.

*Given the broad range of activities in the materials sector, and wide variation in things like labor intensity across sub-industries, the categorizations here represent a 
generalized approach that may underplay certain of the nuances. Among real estate sectors, for example, housebuilding and construction companies are heavily reliant on 
human capital for the generation of competitive advantage through relational capital, workforce planning and networks. ** In Utilities, regulated asset base and returns 
structures may be seen to limit the materiality of human capital, but aside from innovation, one might argue that better human capital management is one of the few levers at 
management’s disposal for beating regulated returns. *** The qualitative view represented for REITs is reflective both of the relative importance of human capital within this 
space compared to others, and limited data. As with our views across the sectors, this is subject to change.

Source: Schroders. Note: this is a qualitative assessment, though we have sought to ensure the sum total of the combined systems is similar to the materiality implied by 
the empirical testing we did with various adjustments. We have assigned relatively higher values to the Energy sector here, than would be implied by characteristics such as 
labor intensity and the dominance of commodity inputs in P&L, cash flows and returns. We believe SWP and Talent systems are critical to the Just Transition, while Incentive 
structures must be in focus given the significance of accountability in a sector where asset lives and decarbonization outcomes are so much longer than CEO and worker 
tenures. We have upweighted IT given its prolific use of stock based compensation. As stressed above, we believe a whole systems approach is important to managing human 
capital, so we do not consider any of these to be unimportant in an absolute sense. We also recognize the relevance of these can change depending on where companies are 
in their own business and life-cycles.

Strategic 
Workforce 
Planning

Culture & 
Inclusion

Incentive & 
Performance 
Management

Talent & 
Learning

Innovation Summary

Healthcare M VH H H VH VH

Information Technology VH VH VH M M VH

Consumer Staples H H M H VH VH

Energy VH L H VH L H

Consumer Discretionary H H M M M H

Financials H M VH M L H

Industrials H M L M H H

Communication Services L M L M H M

Materials* M L M L L M

Utilities** L L L L M L

REITs*** Minimal Minimal L Minimal Minimal L
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Figure 3: Translation mechanism – the paths affecting financial returns

Source: Oxford Rethinking Performance initiative (ORP), Schroders. Note: SWP refers to strategic workforce planning. 

Human Capital 
Management

Revenue

Volume SWP, Culture, Incentives -> customer service, innovation, discretionary effort 

Price SWP, Culture, Innovation -> quality systems, customer service, brand equity 

Cost

COGS Incentives, SWP, Innovation -> supplier and labor relations, health & safety 

Opex (ex people) Incentives, Culture, Talent, Innovation -> non-personnel based leverage 

HCCF Culture, Incentives, Talent -> pay, turnover, absence, injuries, training 

Assets

Fixed assets SWP, Innovation, Talent -> capital intensity, economic rent, maintenance 

Intangibles Culture, Talent, Innovation -> brand equity, IP, patents, software 

Working capital SWP, Culture, Innovation -> receivables, payables 

Liabilities/Equity

Contingent 
liabilities Incentive, Talent, Culture -> Labor & wage disputes 

Treasury stock Pay -> Stock-based compensation 

Key levers Financial item Human systems and their operational consequences

INTRODUCTION (CONT'D)

We also need to consider the translation mechanism, 
whereby human capital features affect different line items 
on a company P&L and balance sheet. Our working view of 
how this transpires is represented in Figure 3 below. The 
analysis of these may be best done on a sector-adjusted 
basis. Scrutinizing the individual line items where we 
would be most likely to see the manifestation of good or 
bad human capital management can not only help frame 

our understanding of the importance of this topic to 
company returns (past and future), but also help shed light 
on possible misalignment of interests; instances where 
pressures cause management to extract economic rent from 
employees, who can go the extra mile, but cannot be run 
at >100% utilization in the same way fixed assets may be 
'sweated' when commercial drivers dictate.

Human Capital Management
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QUANTITATIVE HUMAN CAPITAL DATA

The building blocks – what do we need to assess human capital?

 – Training cost 

 – Benefits and other non-salary related benefits

 – Stock-based compensation

To supplement our view of the company’s human capital 
management based on these outcomes metrics, we look for 
the following additional quantitative data:

 – Diversity (at board, exco, senior management and 
workforce level)

 – Engagement data (surveys, eNPS or equivalent)

 – Age, geographic and divisional segmentation of workforce 

The basic data we need from companies in order to do an 
assessment of its human capital returns are1: 
 – Number of employees 
 – Total salaries 

Figure 4 below has the metrics we think are most important 
to human capital analysis in a financial context. For 
completeness, these metrics can be complemented by a 
number of additional disclosures: 

 – Turnover (voluntary and involuntary)

 – Lost time injury frequency and lost days as a percentage  
of total  

 – Absenteeism (number of days as percentage of total)

1 See our fourth report – “Codifying Best Practice” for more detail on a full list of basic and best practice disclosures. 

Figure 4: Human capital metrics

Source: Human Capital ROI, Jac Fitz-Entz; O’Byrne and Rajgopal, 2022; Schroders. *It is important to note that the calculation for HCCF may require an estimate for cost of contingent 
or contract workers if undisclosed. **This fraction is consistent with the revenue-based version used in human resources management. In Figure 5 we show how it fits into ROCE-
based value creation. ***While we do not have disclosures on the splits between employee investment and employee costs (akin to growth or maintenance capex on fixed assets, 
for example), we can apply Pareto or Price's Law to reported numbers or our HCCF assumptions, or as noted below, we can consider stock-based compensation as the proxy for 
investment in future capabilities.

Human Capital  
Cost Factor (HCCF)

Purpose

Provides the cost of human 
capital, both immediately and 
over the long run on a fully-
loaded basis. This gives us an 
understanding of the total 
investment cost of a firm’s 
human capital.

Calculation*

Salaries + benefits + stock 
comp + contingents + lost days 
+ churn + training

Employee Economic 
Value Added (EEVA)

Purpose

Estimates the value employees 
derive from working at a 
given organization, adjusted 
for approximate corporation 
tax. Used to compare against 
economic value added to 
proxy gain-sharing between 
labor and capital. 

Calculation

[(Employee average pay – 
market average pay) × 0.75] 
× total number of employees

Human Capital Return  
on Investment (HCROI)

Purpose

Explains the fully costed return 
on monies spent investing in 
people. This represents the  
leverage on pay and benefits 
used to identify the benefits  
of human capital 
management. 

Calculation**

Nopat+HCCF

HCCF

Return on People-Adjusted 
Capital Employed (ROPACE)

Purpose

Allows for the adjustment of 
balance sheet, P&L and cash 
flows to reflect human capital 
as an asset. Allows us to see a 
fully loaded return on all types 
of human capital cost, including 
carving out employee 'expense' 
versus 'investment'.

Calculation***

Adj. Nopat

Adj. fixed assets + NWC
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HUMAN CAPITAL RETURNS

Check: is a company delivering better or worse HCROI than sector peers with similar labor intensity? 
Simple mapping of sector level HCROI can highlight relative leaders and laggards quickly to spotlight opportunity.

Check: is low leverage on employee related costs undermining company gross margin profile? 
Pricing power, or brand equity, may have worse drop through if company has poor employee leverage.

Check: is a company over-earning at operating profit relative to HCROI-implied profitability? 
Map sector level HCROI to sector-relevant margin profiles to flag whether economic rent comes from people or other cost.

Check: if a company presents a favorable view of its human capital management, or reports on very strong 
engagement scores, cultural initiatives or other positives about its people, is HCROI also rising? 
We need to treat social data, specifically company engagement scores, carefully. These often have undisclosed, or poorly 
disclosed, limitations meaning they are less than representative samples. 

Check: is HCROI offering an inflation hedge? 
Reducing cost waste – absenteeism, eg. – has high drop through.

In sectors where disclosure is strong or weak, we can flex 
the employee related cost term. For large cap US tech 
firms and other industries that have a superstar or ‘rain 
maker’ mentality, we can use stock-based compensation, 
to identify the leverage a firm generates on the people it 
considers value creators. When firms in a given sector disclose 
absence, turnover or injury rates, we can factor these into the 
cost term too2. 

Voluntary, and regretted, turnover is an intriguing 
outcomes metric but is best interpreted with the help 
of qualitative context. It can have a significant monetary 
consequence – the cost of replacement, including temporarily 
lower productivity – and it also represents the employee-
centric view of whether a company’s human capital 
management is benefiting employee stakeholders. People 
are a productive asset, whose value all too often goes un-
priced. They also leave, which is why accounting standards do 
not allow them to be capitalized. We can do so, however, to 
gauge productivity.

This boils down to the economic rent that people allow a 
company to extract from other parts of its cost base – people 
are malleable and ‘go the extra mile’, or get lazy and reduce 
discretionary effort. Employee related costs comprise direct 
and indirect costs.

For fundamental analysis, the introduction of labor intensity 
is helpful when assessing HCROI. One of the most practical 
applications of this quantitative human capital framework is to 
interrogate companies that, for a given level of labor intensity, 
are under- or overperforming on HCROI. This matters because 
for most industries, labor is one of the largest single cost 
items on the P&L, and human capital is a large off-balance 
sheet asset. 

Adjusted HCROI and ROPACE metric

Outlining the simple HCROI metric
We have tested the HCROI metric empirically and found 
that it is an incremental predictor of share price 
performance across multiple sectors and time frames. As 
presented in Figure 5 below the leverage metric used in the 
HR industry today is focused on leverage on employee costs. 
Our NOPAT derived alternative on the table in Figure 4 above 
provides the same alternative, but allows us to unpack the 
contribution of employee management to returns on capital 
employed. 

Figure 5: HCROI metric

Source: Human Capital ROI (Jac Fitz-Entz), Schroders.

It is also important to assess HCROI relative to Sales 
per Employee. Companies may generate a premium in 
top line but see that eaten away due to the costs of poor 
human capital management – manifest in lower leverage 
on employee related investments. The opposite can also 
be true. 

Revenue - non-employee related cost
     Employee related cost

Human capital return on investment  =

2 See our second report – “Sustainable Competitive Advantage” – for guidance on how to calculate the costs of these features and our third report  - 
 “Performance Levers” – for details on how companies can affect change in these outcomes. 
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ROCE CONTRIBUTION

The drivers of returns 
Decomposing ROCE into people-centric constituent parts 
allows us to understand the potential drivers of firm level 
value creation, isolating the benefits of human capital 

management in ways that have – to our knowledge – not 
been widely adopted to date in the investment industry.  
See Figure 6.

Figure 6: Understanding how people contribute to financial returns3

Source: Schroders. 

NOPAT + HCCF
HCCF

#Employees

Capital Employed

HCCF

#Employees
ROCE=  x )(x – 1

ROCE = Business Model × Cost Structure × Human Capital ROI

Ask: what does a dollar invested in human capital generate in terms of value creation to the firm and what does 
the incremental return on human capital look like vs the cost? 
The leverage holds the key.

Capital intensity and balance sheet productivity tend 
to be the characteristics that are reached for by people 
when confronted with the idea of HCROI. However, in our 
decomposition of ROCE, the first component – Business 
Model – is what deals with this topic, allowing us to think 
about leverage, or return on human capital management in 
a way that is somewhat decoupled from the confines of the 
‘quality’ debate.

The HCCF component – the cost factor – can be adjusted 
depending on disclosures, as noted above. This is a control 

As noted above, part of HCROI is explained by objective, 
dollar denominated factors. The residual, which we should 
seek to isolate in our understanding of the strength of a 
firm’s human capital, relates to the ‘soft’ features and the 
human systems that are often labeled intangible4. 

Given that the product of the three components in Figure 
6 equates to company return on capital, it is logical that 

variable for considering HCROI and so should be treated in a 
similar way to labor intensity. 

As it pertains to HCROI, through-cycle-economics mean base 
levels of pay could guarantee a base level of effort and output 
at employee level: one does just enough to keep one’s job.
However, the degree to which an individual or their collective 
team outperforms can be subsequently affected by a variety 
of issues over and above base pay. Variable compensation 
matters but can be wrapped up in cost structure. 

changes in any of the three can have equal impacts on 
returns. However, that is not to say that each element 
is equally important in explaining difference in returns. 
Analysis of the interdependencies within ROCE can help 
identify the source of company competitive advantage 
and human capital strength – see Figure 7. 

Figure 7: Human capital dependencies in ROCE – illustrative scenarios5

Source: Refinitiv, Schroders. *Translated at 2021 average exchange rates, for illustrative purposes.  

3 For more details, please see our second report – “Sustainable Competitive Advantage”. 
4 Per the definitions we set out in our first report – “Margin of Safety” – these systems include: workforce strategy, culture & inclusion, performance management, talent and 

innovation. They are also mapped in Figure 1 above. 
5 For more details, please see our second report – “Sustainable Competitive Advantage”. 

Component Return on capital Business model Cost structure Culture

Metric (2021) ROCE (post tax) Employees per million of 
capital employed (EUR)

Salaries per  
employee (EUR) HCROI

Company A 7.6% 2.8 36,200* 75%

Company B 6.5% 2.3 42,400 68%

Company C 12% 1.2 67,380 172%

Company D 15% 3 41,295 121%

Human Capital Management
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Check: is there a clear trend in the company’s sector between EEVA and HCROI? 
Simple mapping of sector level HCROI to EEVA allows us to identify outliers, where there may be an inflection in either returns  
or churn.

Ask: Does the company seek to pay above a local or industry median, or living wage and how does it monitor the 
importance of this on employee retention? 
In a fluid labor market changes in EEVA would be likely to be mirrored by a change in churn, absent any other human capital 
feature contributing to employee satisfaction. We know that culture, career development, trust, purpose all contribute. It is 
worth testing companies on their views of this too, as it allows us to build a view on the sustainability of the human capital asset.

Check: Does the trend in EEVA contradict other metrics?  
A company may boost HCROI and wages and its own economic profit but still see EEVA fall if it fails to keep up with changes in 
the market.

Our industry is comfortable with the idea of economic profit. 
When assessing the value added for employees using EEVA, 
it is instructive to consider the ratio between that and a 
traditional measure of economic profit. This effectively speaks 
to the distribution of growth in capital between owners of 

capital (company or shareholders) and creators of the growth 
in that capital (workers). From a sustainable investment 
perspective, that ratio matters. For the sake of understanding 
the employee experience, we can simplify and monitor trends 
in EEVA, as highlighted in Figure 9 below.

GAIN SHARING BETWEEN LABOR AND CAPITAL

Employee economic value added
EEVA is an important addition to HCROI analysis. In so far 
as it offers a view on the value created for people by their 
employer, it provides an additional lens through which to 
consider the sustainability of a firm’s human capital6. It does 
this because it takes account of the opportunity cost of 
working at one’s own organization, relative to the market.  

For firms looking to boost the leverage on their employee 
related costs – be that through enhanced output, or cost cuts 
– it is important to keep an eye on the EEVA equation – per 
Figure 8 – as employee turnover is the pressure valve that 
opens when a company sweats its human capital asset  
too much. 

Figure 8: Employee economic value added definitions7

Source: O’Byrne, Rajgopal, 2022. 

EEVA  =  Total # employees  ×  Average pay increment  ×  0.75
Average pay increment  =  employee average pay at company  -  average industry pay

Figure 9: Pharma company gain sharing breakdown

Source: Refinitiv, Schroders.

2015 2016 2017 2018 2019 2020 CAGR

Wages / Employee ($) 110,111 111,241 94,965 124,651 127,261 125,503 2.7%

HCROI (%) 64% 57% 64% 66% 65% 72% 2.6%

ROCE (%) 11.5% 10.4% 9.7% 11.3% 14.4% 15.8% 6.6%

Economic Profit ($, bn) 3.7 2.7 2.6 2.4 4.8 5.4 7.8%

Employee economic value added ($, bn) 4.3 4.3 1.8 3.7 3.7 3.4 -4.4%

Number of employees 122,966 122,985 126,457 108,422 108,776 110,738 -2%

6 See our first paper “Margin of Safety” for the structural and cyclical explanation for why this matters. 
7 For more details, please see our second report – “Sustainable Competitive Advantage”. 
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HUMAN CAPITAL IN ENTERPRISE VALUATION

The fact that we have derived HCROI from a ROCE formula 
means we can integrate it into equity valuation frameworks 
relatively easily. It requires us to build on the premise that 
for a moderately capital intensive business, the ratio of 
enterprise value to capital employed should approximate to 

the ratio of return on capital employed versus cost of capital, 
plus implied growth. Following the rearrangement in Fig 10 
below, we can arrive at an understanding of what current 
market pricing of an enterprise implies in terms of  
HCROI growth. 

What’s priced in?

Check: What is the implied growth in HCROI into perpetuity? 
Companies that are pricing in material near term growth in HCROI may be vulnerable if other employee related components are 
moving the wrong way. In particular, it may be worthwhile checking how market implied HCROI has changed vs churn  or EEVA.

Check: Are there outliers within the sector in terms of their implied growth in HCROI? 
Note that in our empirical testing we found encouraging indications on the pace of mean reversion of net margins for strong or 
weak human capital managers. One might expect instances where high starting profit margins are combined with low HCROI 
– which tend to have materially faster fade rates to the mean – to have particularly pernicious outcomes for investors if they are 
coupled with valuations that reflect an expectation of major growth in HCROI; and vice versa.

Exploring this avenue further may help shed light on the 
sustainability of valuations, particularly in labor intensive, 
or knowledge centric sectors. It shows us the market 
implied return on human capital. It is of course possible 
that valuations can price in exorbitant growth rates or 
contractions for years without them being delivered by 
companies. However, growth delivered by capital employed  

As we have highlighted throughout this research series, 
our understanding of human capital management is 
evolving. Applying human capital analysis in investment 
in the ways described in this document knocks on the 
door of a different approach to understanding the 
creation of value. It requires balance and nuance; and 
will not suit all companies or analysts. But we believe 

is achieved in a very different way to growth driven by 
leverage on investment in people. Fixed assets or even 
pay can change from one capital allocation decision to 
the next. Human capital systems – culture, or talent 
management for example – adapt slowly. Further, as noted 
above, people are the asset that you can only sweat so much 
before they never come back. Investment implications could 
be meaningful8. 

it helps refine and improve the questions we ask of 
companies, and will help improve our understanding of 
the persistence and sustainability of different business 
models. It should thus be taken into account where 
possible, both in terms of sustainability and valuation 
assessment.

Figure 10: Integrating human capital into valuation

Source: Schroders. 

EV
CE

ROCE
W ACC

=

EV
CE

#Employees
CE

W ACC  = ( HCROI )x x
HCCF

#Employees )( x

EV
CE

HCCF
CE

W ACC  = HCROI x x

EV
HCCF

W ACC  = Market Implied HCROI x

8  For more details on the mean reversion discussed in the blue box here, please see our second report – “Sustainable Competitive Advantage”.
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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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