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Our complex world has challenges that often seem too big  
to overcome. By taking responsibility and committing to 
tangible steps we can take today, with an eye to what we 
may achieve in the future, we believe we can improve it 
for everyone. 

At Redington, we have made this commitment. We have 
already set the objective of helping 100 million people 
become financially secure – but we realise we need to 
go further. 

We need to play a more active role in working with others  
to ensure they retire into a sustainable and stable world. 
There will be difficult decisions to make along the way, 

and uncomfortable changes to undertake. We believe it is 
worth it in order to achieve our goal, because if we do what 
we’ve always done we’ll get what we’ve always got.

We have made a commitment to our staff to keep listening  
to them, and supporting them to create an environment in 
which they can thrive. As a business, we only succeed when 
everyone succeeds – and we need you all to be part of 
this change. 

We are beginning to make real progress towards creating a 
sustainable future for all, and we invite our clients, partners, 
colleagues and friends to join with us – I believe we can  
make a difference.

OUR PURPOSE: 
HELP TO MAKE 100 MILLION 
PEOPLE FINANCIALLY SECURE

Mitesh Sheth, CEO

PURPOSE 
DRIVEN

to our core
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Redington is a purpose-driven firm with the overall objective 
of bringing financial security to 100 million people – and we 
recognise sustainability plays a key part in achieving it. 

We believe in one simple truth: there is little point to securing 
income for retirement only to spend it in an uninhabitable or 
unstable world. As “beginning with the end in mind” is in our 
DNA, this means environmental and social factors are at the 
heart of everything we do and they affect every decision we 
make as a business. 

As the movement towards investing responsibly advances 
and evolves, at Redington, we are committed to play our role, 
fulfil our responsibility and be a catalyst for change. We will 
do this by being agile, not letting ‘perfect’ get in the way of 
good and being willing to make mistakes. We will take 
feedback to improve our processes, learn from and 
collaborate with others, including our clients, our employees 
and the wider industry. 

We will challenge ourselves, and others around us, to talk 
less and do more. We will do this openly, collaboratively and 
with a sense of urgency that aims to secure a sustainable 
future for us all.

This sustainable future can only be achieved once we stop 
ticking boxes. We need to challenge the status quo, start 
embracing the uncomfortable conversations and begin to 
make the much-needed changes. 

The Responsible Investment Survey offers vital insights that 
help shape the conversations we have with many managers 
and clients. Across 96 questions, we addressed a vast 
spectrum of areas relating to ESG, ranging from engagement 
policies to psychological safety in the workplace. 

However, it was clear from the data that asset managers 
need to direct their attention to two main themes, climate 
change and diversity, with a focus on race and gender. 

Therefore, these are the themes where we are concentrating 
our efforts in this 2020 report. 

FULL-SERVICE 
CONSULTANTS

beginning with the end in mind
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Liquid Market Strategies

Liquid & Semi Liquid 
Credit Strategies

Illiquid Credit Strategies

Illiquid Market Strategies

LDI

36

31

15

12
6

%

We surveyed all the managers 
we research and rate for our 
clients, across equities, 
credit, multi-asset, private 
debt, property, infrastructure 
and LDI. We questioned 104 
managers, covering 192 
strategies. These managers 
are based all around the 
world, from the US and 
Europe to Africa, China, 
Japan, and Australia to give a 
truly global picture of the 
asset management industry.

MANAGERS

PURPOSE

STRATEGIES

SURVEY

Responsible Investment Survey

WHO DID WE SURVEY?
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The depth and impact  
of managers’ engagement 
with companies and the 
broader industry.

The integration of ESG 
factors in a manager’s 
investment process  
and philosophy. 

A manager’s reporting 
capabilities of  
non-financial metrics. 

When we evaluate a manager’s 
ESG performance, we assess three 
key dimensions around which we 
focused our survey questions. 

Responsible Investment Survey

A CLEAR VIEW FROM 3 PERSPECTIVES
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making a tangible 
difference

ESG 
INTEGRATION 
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Through both company and strategy-level questions, our 
Responsible Investment Manager Surveys aimed to gain 
insight into the different responsible investment approaches 
taken by managers in our universe. 

A manager’s first step in implementing an ESG integration 
strategy is to formalise a company-wide policy on 
commitment and intention. Encouragingly, the vast majority 
of managers in our universe have completed this process. 

As part of their policy, managers define how they expect the 
integration to impact their current investment philosophy 
and financial performance over time. Our survey confirmed 
recent trends of a growing number of managers embracing 
evidence that ESG can benefit performance.

15%

11%73%

What is the expected impact on financial performance of integrating ESG into this strategy?

Unclear (not enough evidence)Additive Neutral Detracts

73% of managers expect their 
ESG integration to 
contribute positively to the 
financial performance of 
their strategy.

96% of managers have a 
company-wide responsible 
investment policy in place. 

ESG Integration

THE POSITIVE IMPACT ON PERFORMANCE
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At Redington, we believe integrating ESG factors into 
research and analysis equips investors with additional 
information that can be financially material. This data can 
also be useful to manage risks and capture opportunities, 
potentially delivering better financial outcomes over the 
long term. 

Each manager implements its policy in a different way, in line 
with and according to their existing operations. Some 
establish dedicated resources and committees, while others 
re-shape existing responsibilities to embed these new 
objectives. Many managers blend the two approaches to suit 
their organisation and adjust the set up over time. 

More than half our managers have established a dedicated 
Responsible Investment Committee or ESG working group 
to direct an RI policy

Other

Head of Research
Board M

em
bers or Trustees

Which individual or group has primary responsibility for 
setting and directing the firm's ESG policy?

59% 49% 41% 38% 32% 25% 19% 17% 11%

RI Com
m

ittee or ESG 

w
orking group

Client service or business 

m
anager/team

Corporate governance/ESG/

RI m
anager or team

CEO

CIO

Investm
ent Com

m
ittee

ESG Integration

SEEING THE BIGGER PICTURE
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We found managers are making an increasing number of 
dedicated hires to develop in-house ESG expertise. 

However, our Manager Research Team considers not only the 
number of ESG specialists on a manager’s staff, but whether 
and how they are given the opportunity to inform and 
influence all investment professionals across the business. 
One effective way to facilitate this is through incentive 
structures and employee performance management that are 
linked to ESG achievements. 

For managers claiming to fully integrate ESG into their 
investment processes, this data should be seamlessly 
embedded within the financial tools used by their investment 
professionals across the whole business.  

59% 41%

Do you have headcount dedicated to Responsible 
Investment (ie ESG team)?

49% 51%

Do employees have individual performance objectives linked 
to the companies ESG objectives?

NO YES

74% 26%

Do portfolio managers and analysts have direct access to ESG ratings 
and analysis through the same platform that is used for traditional 
financial data and analysis?

60%
of managers have a dedicated headcount for 
responsible investment

NEARLY

50%
of managers have set individual performance 
objectives linked to ESG

NEARLY

74% of managers have integrated ESG datasets into the 
same platform used for traditional investment analysis

ESG Integration

MEETING THE DEMAND AND BRINGING REAL CHANGE

NOYES



while staying afloat

STANDING UP TO 
CLIMATE CHANGE  
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New challenges need new solutions, and across the asset 
management industry we see plenty of both.

The picture is truly encouraging, and we appreciate being 
part of an industry that chooses innovation over inaction. 

However, we know – and have experienced – how difficult 
change can be, and how obstacles can discourage progress. 

Therefore, we are committing to work with partners across 
the entire investment landscape to keep the momentum 
towards positive change going. By sharing our successes and 
failures, we can help each other to grow, improve and make 
real progress towards a better future for everyone.

MEETING NEW 
CHALLENGES

Nick Samuels
Head of Manager Research,
Chair of Responsible Investment 
Committee

by championing change
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Over the last century, our planet has suffered the results of a 
dramatic intensification of human activity. An upsurge in 
both population growth and global GDP has been 
accompanied by severe ecological impacts. From an 
accelerated build-up of green-house gas to ocean 
acidification and biodiversity loss, we have become bleakly 
aware of the price our planet has paid for our progress.  

One of the major challenges we all face is climate change. 
Already, it has begun to disrupt our daily lives through erratic 
weather events such as severe droughts, major floods and 
aggravated wildfires. Climate change is also intrinsically linked 
to a collapse in biodiversity, recognised as one of the top five 
global risks to society by the World Economic Forum1.

International governments and financial regulators have 
already begun passing legislation to address the gargantuan 
challenge posed by our rapidly altering climate, and if it is 
not halted, or at least slowed, evidence shows its economic 
impact is likely to be massive and irreversible2. 

But while momentum towards action is building, our 
transition to a low carbon economy – which is seen as the 
main catalyst to slow climate change – needs to be 
significantly sped up, and everyone along the chain of 
investment has a role to play.

1.  World Economic Forum
2.  U.S. Climate Report Warns of Damaged Environment and Shrinking Economy

Standing up to climate change, while staying afloat

THE PRICE OF 
PROGRESS

https://www.un-ihe.org/wef-2020-global-risk-report-biodiversity-0#:~:text=According%20to%20the%20World%20Economic,risk%20for%20the%20next%20decade.
https://www.nytimes.com/2018/11/23/climate/us-climate-report.html
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For Redington, tackling climate change is a long-term 
business priority and we continually challenge ourselves to 
reduce the carbon emissions produced by and linked to our 
operations. We believe it is important to lead by example and 
show our clients, suppliers and partners that positive change 
can be achieved. 

In April 2020, we convinced our building manager to switch 
to 100% renewable electricity by 2022. We have begun 
engaging green couriers for shipments within London to 
reduce pollution and are gradually shifting our in-house 
catering towards a plant-based diet. 

However, given the nature of our business, we recognise we 
can have a greater impact. Therefore, as consultants and as 
thought leaders, we have shaped our research agenda 
accordingly. In 2020, climate change & sustainable investing 
are our key research priorities. We have appointed three 
full-time, dedicated employees and established an ESG team 
to complement our existing responsible 
investment committee. 

Drawing on this enhanced expertise, we aim to carefully and 
skilfully guide our clients through the risks and opportunities 
that arise from climate change and our transition to a low 
carbon world. 

Finally, we are committed to engaging on issues related to 
climate change with our partners in the asset management 
world. We believe surveys such as this one help gain insight 
and light the way forward to creating workable solutions.   

Standing up to climate change, while staying afloat

LEADING BY EXAMPLE
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Climate change poses a real financial risk to each of our 
client portfolios and their investment objectives, therefore 
systematic and thorough integration of all related risks in 
investment decisions is key. 

Assessing the physical risks requires a range of scientific 
data and predictions of temperature increases, sea level rises 
and extreme weather events. While to understand the risks 
associated with the transition to a low carbon economy 
requires in-depth knowledge of policy, legal, technology, 
market and reputational risks, including a potential 
carbon tax. 

Along with understanding and managing associated risks 
within client portfolios, strong and targeted investor 
engagement can speed up our transition towards a 
low-carbon world and be a positive force for change.  

With an effective engagement strategy, investors can push 
for more action from policy makers and businesses to 
accelerate the transition towards a low carbon world. 

Standing up to climate change, while staying afloat

KNOWING  
THE RISK
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As shareholders and owners of debt, investors can wield 
power and influence on the behaviours of companies in their 
portfolios. Investor engagement through voting and meetings 
with executives can drive companies towards better 
disclosure and decarbonisation. Through their engagement, 
investors address a whole range of issues that fall under the 
banner of ESG. For example, they can pressure companies to 
address behaviour that could later be penalised by regulators 
or damage their reputation. Investors can also help companies 
strategise business-model transitions to avoid becoming 
obsolete in a less carbon-intensive world. 

Given that climate change is such a widespread issue, 
impacting all sectors of the economy, we expect all our 
managers to have at least one engagement on climate 
change with their portfolio companies. However, in short 
order, we expect all managers to rapidly increase the number 
of engagements they have with companies in many different 
sectors to address this massive challenge. 

Do you have an engagement policy?

62% 38%

%

6139
Can you provide an example of engagement 
on a climate-related issue?

NO YES

61% of managers can provide at least one example of a 
climate change related engagement effort

62% of managers have an engagement policy in place

Standing up to climate change, while staying afloat

ENGAGEMENT WITH COMPANIES  
& THE BROADER INDUSTRY

NOYES
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Initiatives such as Climate Action 100+ help investors work 
together to engage with the world’s largest carbon emitters.

Which ESG focused standards, codes, and/or industry memberships 
is your organisation part of?

14% UNEP FI 86%

16% Ceres 84%

20% UKSIF 80%

22% UN Global Compact 78%

23% IIGCC 77%

26% GRESB 74%

29% CA100+ 71%

24% SASB 66%

42% UK Stewardship Code 58%

84% PRI 16%

NO YES 29% of managers have joined 
Climate Action 100+, 22% have 
joined the UN Global Compact

Standing up to climate change, while staying afloat

ENGAGEMENT WITH COMPANIES  
& THE BROADER INDUSTRY

NOYES



17

6436

%

Can you provide an example 
where a view about climate 
change led to either adding to 
or buying a new investment?

6040

%

Can you provide an example where 
a view about climate change led to 
either avoiding making an investment 
or reducing/selling a position?

7624

%

Are climate-related risks and 
opportunities measured and assessed 
as part of the investment process?

NO YES

Integrating Climate Change Risk in Investment Decisions
It is encouraging that such a high proportion of managers 
consider climate change in their investment decisions, but 
this does not always translate concretely in real 
portfolio decisions.

This discrepancy illustrates some of the challenges facing 
our industry today. But through in-depth due diligence, our 
research team can build a just and informed opinion on the 
quality of a manager’s climate change risk integration. The 
team can also identify managers who are best suited to offer 
transition-ready portfolios.

This clarity and honesty is vital to our investment team, 
process and overall philosophy.

60%
can provide an example of when climate risk factors 
influenced a buying or selling decision

CIRCA

76% of managers say they consider climate-related risks 
and opportunities

Standing up to climate change, while staying afloat

INTEGRATION IN INVESTMENT PROCESS

NOYES

6436

%

Can you provide an example 
where a view about climate 
change led to either adding to 
or buying a new investment?

6040

%

Can you provide an example where 
a view about climate change led to 
either avoiding making an investment 
or reducing/selling a position?

7624

%

Are climate-related risks and 
opportunities measured and assessed 
as part of the investment process?

NO YES



18

Climate-related reporting
Data and reporting are a massive challenge for our industry, 
and while coverage is improving, many gaps remain.  

However, we expect to see significant progress on this as the 
UK government demands all listed companies and large 
asset owners disclose in line with the TCFD 
recommendations by 2022. 

28

52

18

%

Have you completed TCFD 
reporting as a firm?

No – but considering for the future
No – and no plans to do so in the near future

Yes

28%
of managers currently report on the key metrics 
used to measure and manage climate-related risks 
and opportunities as recommended by the Task 
Force on Climate-related Disclosures (“TCFD”). 

JUST

50%

of managers are already endeavouring to understand 
and consider adopting the TCFD guidelines in their 
reporting procedures.

MORE  
THAN

Standing up to climate change, while staying afloat

REPORTING ON NON-FINANCIAL METRICS
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We recognise the power that investors can have in shaping 
company behaviour and we want to leverage our position in 
the industry to push investor engagement further. We commit 
to engaging with our asset managers for better transparency 
on climate change related issues. 

Specifically, we commit to:
• Focus our conversations on improving coverage and  

data on carbon and other environmental metrics.

• Push for better transparency from companies,  
particularly on lobbying activities. 

• Continually challenge asset managers on the quality  
of their climate change risk management. 

• Grow and deepen our expertise to better help our clients.

• Continue to seek out managers who are best  
positioned to forecast the risk and opportunities  
linked to climate change and have the capability to 
mitigate or capture them.

We already work with clients to integrate climate-related 
considerations in their investment strategies and incorporate 
them into well-articulated enterprise risk management 
frameworks. We also help them implement good governance 
around climate-related risks and opportunities, and we 
envisage this will increase over time. As regulation changes 
to demand detailed analysis of climate-related risk, our 
dedicated specialists are committed helping our clients 
prepare their TCFD reports. 

Standing up to climate change, while staying afloat

OUR COMMITMENT
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Redington has committed to reporting in line with the  
TCFD recommendations in 2021. Furthermore, as part of our 
commitment to the UK Stewardship Code, we are developing 
a business strategy to formalise, structure and monitor 
engagements with investment managers and better  
support clients with their engagement activities through  
a detailed report. 

Both documents will be continually updated and enable us  
to increase transparency, track our evolution through time, 
and be held accountable by our clients and all other  
relevant stakeholders. 

Standing up to climate change, while staying afloat

OUR PROMISE



is an edge for us!
WHAT’S DIFFERENT  
ABOUT YOUis an edge for us!
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At Redington, our mission is to help make 100 million people 
financially secure – that means 100 million different people.  
To even begin this task, we must first make sure that we, 
ourselves, are open and able to represent the wide spectrum 
of beneficiaries we wish to assist to a stable retirement. 

While we believe there are strong moral and social arguments 
for being a genuinely diverse and inclusive business, this is 
not just the “right thing to do”. Rather, it helps us serve our 
clients more effectively and provides many other benefits for 
us as a competitive company in 2020. For example, it helps 
us recruit high-quality people and ensure that we can fully 
utilise their skills and perspectives. It also helps us 
understand and engage with a much wider range of clients. 

We understand that diversity is not just about recruiting 
individuals from a minority group in order to meet a quota.  
It means recruiting people from genuinely different 
backgrounds, experiences and with a diverse range of 
skillsets, into an already inclusive environment. From our 
visible diversities (gender, race, ethnicity, age, physical 
disability) to those less apparent (cognitive diversity, 
sexuality, religion, cultural, personality, mental disability, 
decision-making style, education, socio-economic 
background, family commitments), we have an opportunity 
and duty to constantly learn from the perspective of others. 

While there is much discussion in our industry about 
diversity, we believe that its benefits cannot be harnessed 
without an inclusive culture. Without inclusion, crucial 
insights might be missed, and transformative skills 
left untapped.   

What’s different about you, is an edge for us!

100 MILLION DIFFERENT PEOPLE
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Inclusivity first
To achieve and embed a culture of real inclusion across our 
entire organisation, we have adapted some of our internal 
processes and introduced new initiatives. As we believe it is 
both helpful and responsible to share good practice, we have 
highlighted some of our most successful endeavours: 

• Our Diversity & Inclusion Committee meets bi-weekly to 
create and drive our agenda. It is also responsible for sharing 
progress on initiatives. One of our more recent and well 
received initiatives, called “Perspectives”, involved bringing 
our whole firm together to listen to a group of colleagues 
share their personal experiences. The group was selected 
from all levels of seniority, different cultural, religious and 
socio-economic backgrounds, and we encouraged each 
individual to share what makes them who they are. By 
embracing the vulnerability needed to demonstrate 
demonstrate deep and emotional issues, we were all able to 
understand the reasons behind how our colleagues think 
and why they may act and work in a different way. The 
initiative reinforced our belief that when empathy is 
increased, we find it easier to give more thoughtful critical 
feedback, which is a key aspect of maintaining a 
high-performance culture. 

• People are the lifeblood of our business. They make 
Redington what it has and will become. But as individuals, 
we need to recognise we all have biases and blind spots 
based on our own life experiences. We aim to create a 
psychologically safe environment to encourage those who 
make recruitment decisions to speak about these openly, 
as we know this ultimately leads to better decision making. 
Our leadership team role model this self-awareness in the 
recruitment process regularly, empowering others to 
acknowledge or challenge biases, too. 

• We also focus on potential biases when we consider 
compensation and promotions. Our remuneration and 
promotion committees are representative of a diverse 
group of individuals who sit together twice a year to discuss 
the development, well-being and progression of every 
single member of staff. The group actively challenges one 
another’s biases to ensure we come to the fairest outcome 
for each individual at Redington. 

What’s different about you, is an edge for us!

THERE IS NO DIVERSITY WITHOUT INCLUSIVITY
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The asset management community – many roads to 
diversity and inclusion
Our firm view that diversity and inclusion is not just the 
“right thing to do” but that it helps create a highly effective 
and enjoyable place to work is an important factor we 
consider when assessing a manager’s capabilities. While we 
recognise that each organisation must plot its own path 
based on its own history, culture and needs, investment 
managers should recognise that expectations are changing 
from both staff and the wider society. Understanding these 
perspectives is becoming ever more important to be seen as 
successful from an internal and external point of view.

To get a snapshot of how the asset management community 
is confronting and addressing this issue, we included a 
number of questions on diversity and inclusion in our annual 
Responsible Investment Manager Surveys. Collecting this 
data has provided a starting point for a debate about what is 
working and where change may be needed. 

What’s different about you, is an edge for us!

ALWAYS PICKING WINNERS, NEVER TICKING BOXES
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This commitment encompasses: gender, ethnicity, sexual 
identity, sexuality, disability, age or any other minority group. 
We have made genuine progress on some of these fronts, but 
we have much more to do both as a company and within the 
sector in which we operate. Our survey results show that as 
an industry, we need to work on creating reliable diversity 
and inclusion metrics that can be universally implemented. 
The results also highlighted how we need to embed diversity 
and inclusion considerations into our everyday operations, 
engagement activities and investment decision-making, as 
well as reporting on our progress.

Focus areas
We recognise that there are many elements of diversity and 
inclusion that could be investigated and the journey to full 
representation will be long. Therefore, we opted to break 
down the mission to better focus on smaller issues that  
make up the broader one. This year we focused on: 

 
Inclusion: Psychological safety

Diversity: Cognitive, gender, race 

DIVERSITY
What needs to change – starting with us  

WE ARE COMMITTED TO 
IMPROVING SOCIETAL 
REPRESENTATION IN  
OUR INDUSTRY. 

What’s different about you, is an edge for us!

WHAT NEEDS  
TO CHANGE –  
STARTING WITH US  
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Psychological Safety
• We understand that discussing biases or issues around 

diversity can be difficult, but if we are unable to have these 
conversations we cannot understand where problems are, 
nor begin to work towards solving them. Creating an 
environment of psychological safety allows each individual 
to show themselves without fearing negative consequences 
of self-image, status or career. We believe that ensuring this 
within our organisation is an important factor in enabling 
an inclusive and supportive culture within Redington. 

• We have embedded several initiatives into our culture to 
ensure our employees feel safe to voice their opinions and 
challenge the status quo. One way in which we strive to 
understand our people’s viewpoints and to ensure issues 
are raised is via our quarterly Pulse survey. This survey is 
carried out anonymously, as even with an open and inclusive 
culture it can be hard, particularly for junior colleagues, to 
raise concerns or issues. 

• The Pulse survey helps us understand a wide range of 
factors, including the contentment or stress felt across our 
whole team – and it ensures every single person has a voice. 
The questions we ask measure a range of factors from how 
satisfied people are in their roles to leadership performance. 
Importantly, people can also raise issues outside of the scope 
of the survey. This enables us to understand – even if we 
find some responses challenging – the perception and 
experience for every Redington staff member. 

• We report back each quarter on the findings of the Pulse 
survey to our entire team, as we believe it is important to 
be honest and open with our progress on these matters. 

What’s different about you, is an edge for us!

WILLING TO HAVE THE DIFFICULT CONVERSATIONS
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Do investment managers understand their employees’ 
perspectives?
As key suppliers to our clients, it is vital that we understand 
asset managers’ approaches to employee engagement.  
The findings from our survey were enlightening and give us  
a firm foundation to work from. 

There are two key points raised by these results. First, while 
managers can use other methods to understand perspectives, 
we believe survey data can be extremely helpful. It can allow 
organisations to see the level of engagement from different 
groups or who feels more comfortable expressing their 
opinions at work. These insights, can be invaluable when 
creating an inclusion strategy that works for a specific 
organisation. Only those within the company or group know 
what is important to them and what might be lacking in their 
current set up. 

Do you send out employee pulse surveys?

How frequently do you send your pulse surveys out across the firm?

76% 24%

Annually Bi-annually Quarterly Monthly Never

79%

15% 10%

6% 4%

NO YES 24% of managers do not send out employee  
pulse surveys

79% of managers that send pulse surveys,  
issue them annually

What’s different about you, is an edge for us!

UNDERSTANDING THE HEART OF A BUSINESS

NOYES
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The second key point is around frequency, which is likely to 
be dictated by what the manager will do with the data it 
produces, but it may also relate to the perception of cost. It 
might be an obvious point, but the cost and ease of doing 
these surveys has dropped dramatically in recent years. 

In a fast-moving world, having data that allows management 
to better understand their greatest asset has to be a good 
thing – it is unlikely a manager would assess any other asset 
without it. 

Despite the low number of quarterly pulse surveys 
conducted by the managers that responded to our survey, 
we were encouraged that many of them seek to develop 
psychological safety in their firms in other ways. This 
included knowledge sharing, providing mental health 
support, gathering upward feedback, providing line manager 
training, establishing diversity and inclusion committees, and 
providing bias awareness.

How do you develop psychological safety in the workplace to ensure 
people can contribute with increased diversity?

80%

78%

72%

65%

63%

56%

3%

Knowledge sharing

Mental health support

Gather upward feedback

Line manager training

Diversity & inclusion committees

Bias awareness courses

Other

What’s different about you, is an edge for us!

GETTING THE MOST FROM THE GREATEST ASSET
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Gender

Diversity is not assessed

Professional experience

Education
Cognitive / thinking style

Age

Race

Other

Sexuality
Religion

Do you assess any of the following aspects of team diversity 
when researching a potential new investment or monitoring an 
existing investment?

47% 34% 30% 23% 21% 19% 19% 14% 9% 8%

74
18

14 5
How would you describe the 
diversity of your team?

Optimal

Other

Sub optimal

Su�iciently diverse but room for improvement

%

What’s different about you, is an edge for us!

DIVERSITY OVERVIEW

73%

67%

64%

58%

48%

39%

Which of the following aspects of diversity are important to the 
success of your team and ability to run your strategy?

Professional experience

Cognitive / thinking style

Education

Gender

Age

Race

Do you measure the cognitive diversity of your team?

18% 82%

73%

67%

64%

58%

48%

39%

Which of the following aspects of diversity are important to the 
success of your team and ability to run your strategy?

Professional experience

Cognitive / thinking style

Education

Gender

Age

Race

Do you measure the cognitive diversity of your team?

18% 82%
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73%

67%

64%

58%

48%

39%

Which of the following aspects of diversity are important to the 
success of your team and ability to run your strategy?

Professional experience

Cognitive / thinking style

Education

Gender

Age

Race

Do you measure the cognitive diversity of your team?

18% 82%

Cognitive diversity within investment management firms
Given the complexity, we wanted a snapshot of how 
managers thought about cognitive diversity. 

Unlike most other aspects of diversity, which can be 
captured easily, cognitive diversity requires testing – often 
with the use of external resources. This, in combination with 
the complexity issues mentioned earlier, means managers 
are less likely to engage in measuring this factor. 

The issues of complexity, cost and access can also be major 
stumbling blocks for managers when researching potential 
investments, and even if achieved, any assessment of 
cognitive diversity is likely to be valid only of the 
perspectives aired by boards.

79% of managers do not assess cognitive diversity 
when researching potential or monitoring 
existing investments

67% of managers think cognitive diversity is important 
to the success of their investment teams

74% of managers said their teams are sufficiently diverse

do not measure cognitive diversity82%
YET

What’s different about you, is an edge for us!

COGNITIVE DIVERSITY

NOYES

Gender

Diversity is not assessed

Professional experience

Education
Cognitive / thinking style

Age

Race

Other

Sexuality
Religion

Do you assess any of the following aspects of team diversity 
when researching a potential new investment or monitoring an 
existing investment?

47% 34% 30% 23% 21% 19% 19% 14% 9% 8%

74
18

14 5
How would you describe the 
diversity of your team?

Optimal

Other

Sub optimal

Su�iciently diverse but room for improvement

%
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We were encouraged in the progress managers had made on 
measuring the representation of gender in different roles and 
seniority, but our survey showed that racial and cognitive 
diversity needs work.

We were also keen to understand not only the approaches 
that managers were taking within their own organisations, 
but whether they included diversity factors in their analysis 
of potential investments. 

To address their actions within their own organisation and 
towards others, we focused on three key areas: cognitive, 
gender and racial diversity. 

So what is cognitive diversity?
In simple terms, the concept of cognitive diversity aims to 
describe the differences in how people think. With the right 
processes and structures to fully utilise it, cognitive diversity 
can bring many benefits, including better decision-making. 

However, while the concept of cognitive diversity might be 
simple, properly understanding it and harnessing it is a 
complex undertaking for all organisations. This is particularly 
true for knowledge intensive, high-stakes decision-making 
organisations such as investment management firms. 

Key challenges include:

• What type of cognitive diversity is important to us?

• How do we measure it?

• How much do we need?

A particular problem for investment managers is separating 
cognitive diversity, which psychologists would think of as 
factors such as how information is processed, and diversity 
of thought around how markets work. It would be perfectly 
possible to have people who process information differently 
but who have similar views on what drives market 
performance. 

What’s different about you, is an edge for us!

COGNITIVE DIVERSITY
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Making diversity work
Each investment manager has its own set of beliefs regarding 
fairness, what drives performance and how successful 
companies and societies are sustained. At Redington, while 
we are eager to promote our views on diversity and inclusion, 
we designed our survey to produce a snapshot in time of our 
industry, attitudes within it and suggest further lines of 
detailed research. 

The data suggests some important questions. For example, 
what drives different beliefs around the importance of 
gender diversity in team performance? 

Investment management firms are performance-driven 
organisations that ultimately live or die by the results they 
generate for their clients. 

Do you measure gender diversity?

77% 23%

NO YES

77% of managers measure gender diversity

58% of managers consider it an important factor to their 
teams’ success

11% of managers have no female representation on 
investment teams

What’s different about you, is an edge for us!

THE VALUE OF GENDER DIVERSITY

NOYES

Female representation

Male representation

Other gender identity representation

11
%

96%

56% 31%

52%34%8%

Breakdown of the results from those who answered yes

0% 1-25% 26-50% 51-75% 76-99% 100%[A]

[B]

[B]

[B]

From the 77% who answered yes, we looked at the representation split 
[A] across different genders [B] (i.e. 56% of respondents had between  
1 to 25% Female employees)
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What’s different about you, is an edge for us!

THE VALUE OF GENDER DIVERSITY

Did you complete gender pay gap reporting in 2019?

40% 60%

NO YES

60% of managers did not complete gender pay gap 
reporting in 2019
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By observing, critiquing and altering some of our processes, 
we have also recognised that subtle actions have far more 
impact than some of the expensive exercises that many 
organisations – us included – have completed. Encouragingly, 
a lot of those subtle actions have come from our male 
colleagues, who felt empowered and supported to suggest 
potential changes or solutions. For example, one colleague 
noticed a lack of women attending an internal event, so 
asked for a note to be posted on a closed Women’s Group to 
ensure they felt welcome. 

More conscious attempts at inclusive conversations have 
been impactful, too. We realised that females struggled to 
join informal conversations before the official start of 
meetings when part of particularly male heavy teams. This 
often meant, as a company, we were unwittingly creating an 
uncomfortable space for the minority, which set an 
unwelcoming tone for the rest of the meeting. Subtly shifting 
the conversation so they could participate in the casual chat 
before the meeting started meant they felt more comfortable 
about participating later on. 

Importantly, especially in 2020, extending flexible working 
and working from home has proven to be invaluable in 
retaining female talent. 

What’s different about you, is an edge for us!

THE VALUE OF GENDER DIVERSITY

Understanding different perspectives in this area is valuable 
for both diversity advocates and those interested in 
performance.  

We have found as an organisation that, although sometimes 
challenging, sharing experiences and insights can be valuable. 
For example, while smaller managers are not required to report 
gender pay gaps, there is value in doing it anyway. At 
Redington, despite being exempt, we carry out the exercise as 
beyond understanding the specific gender data, it created 
valuable wider discussions around compensation. 

Small changes, big differences
For companies and organisations of any size, it is worth 
understanding the impact of the ‘pipeline’ of talent and, for 
us assessing managers and knowing their approach to 
recruitment is vital. 

Although we are not a large organisation, we created a 
returnship programme that has brought valuable, 
experienced staff members into our business. We have also 
created female focussed insight days that have increased our 
reach to talented entry-level candidates. The combination of 
these initiatives has enabled us to create a network of 
mentor figures to guide and empathise on a range of 
workplace issues.  



Do you measure racial diversity?

44% 56%

NOYES
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Race 
Of the three aspects of diversity highlighted in this report, 
racial diversity ranked the lowest in terms of its importance 
to team success across surveyed managers – only 39% of 
managers selected this option.  

Of the managers that measure racial diversity, 13% of the 
investment teams are 100% white/Caucasian and a further 68% 
(49+19) of managers are also predominantly white/Caucasian. 

This data highlights the uncomfortable truth that minority 
groups are underrepresented in our industry. 

56% of managers do not assess racial diversity within 
their teams

What’s different about you, is an edge for us!

REPRESENTING MINORITY GROUPS



52%46%

19%49%11%13%7%

Black / African / Caribbean / Black British representation

White / Caucasian representation

Arab

Asian

Chinese

Mix / multiple ethnic groups

Other ethnic group

0% 1-25% 26-50% 51-75% 76-99% 100%

86% 10% 4%

27% 56% 12%

69% 25% 5%

54% 40% 4%

46% 46% 4%
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A complex industry problem
The data makes difficult reading and should make every 
organisation stop to reflect on what is causing it. 

Is there a lack of people in the pipeline? Are less diverse 
firms less appealing to minorities? Does the industry simply 
reflect disparities that already exist in society? 

In reality it is likely to be a complex mix of these factors – 
and this is a problem for all of us. 

Although Redington’s racial diversity is strong relative to our 
industry, we have historically struggled to recruit, develop 
and retain black talent. It is a challenge we have dedicated 
significant time and resources to overcoming and, as an 
entire organisation, explored both the reasons behind it and 
how to resolve them.

52% have no black representatives on their 
investment teams

Of those managers that measure racial diversity,

What’s different about you, is an edge for us!

REPRESENTING MINORITY GROUPS

From the 44% who answered yes, we looked at the representation split  
[A] across different races [B] (i.e. 46% of respondents had between  
1 to 25% Black employees)

[A]

[B]
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One of our first tasks was to acknowledge we needed to 
work with the wider industry to attract and retain black 
talent. We currently work closely with partnering 
organisations who mentor predominantly black youth and 
prepare them for City environments. We donate, mentor and 
give internship opportunities – that sometimes lead to 
permanent job offers – to the students affiliated with them. 

Diversity and our manager research process
We cannot expect managers to change their team structures 
overnight, nor would it be in anyone’s interest for them to do 
so. Instead our focus will be on understanding their culture, 
values, and processes and conduct open and honest 
conversations about diversity and inclusion. As part of this, 
we will continue to evolve the quality and quantity of the 
questions we ask them in our research process, and provide 
clear guidance and support, based on our own experience, 
where and when appropriate.

What’s different about you, is an edge for us!

IDENTIFYING THE PROBLEM,  
PARTNERING FOR A SOLUTION
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Our Commitment
At Redington, we commit to improving representation in our 
firm across the full spectrum of diversity. We will not tick 
boxes by hiring a few female board members just to meet a 
quota or bring minority representatives into teams where 
they do not feel they belong. Instead, we will create a 
workplace that is inclusive for everyone, hire the best talent 
for each role and support our staff and organisation to be the 
best they can be. This way, we create the optimal environment 
to serve our clients and are able to benefit from “doing the 
right thing”. 

We commit to collecting and monitoring data annually and 
reporting on progress by publishing it in the same way we 
have this year.

Promise
We will continue sharing our successes as well as our failures. 
By being open and transparent about our own journey, we 
can help other organisations to not make the same mistakes 
but take the things that are working well for us and adapt 
them to their own strategy. 

We know we do not have all the answers, so will continue to 
learn from others and collaborate with experts on diversity 
and inclusion – and listen to our own team to gather their 
ideas and insights.

What’s different about you, is an edge for us!

ACTIONS BEYOND THE WORDS



UNDERSTANDING 
WHERE WE’VE 
COME FROM  

seeing clearly where 
we’re going
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Our 2020 Manager Survey highlights the progress made by 
our industry, but also the huge challenges that remain. 
Encouragingly, the positive momentum is clear and it is 
important to recognise what has already been accomplished. 

Almost all the managers we surveyed have dedicated time 
and resources to implement a responsible investment policy 
and the majority have enhanced their investment process to 
embed ESG factors to target better risk management and 
financial outcomes. These results evidence the widespread 
uplift that has taken place across the industry, as more 
investors embrace the value of ESG data and re-evaluate 
their responsibilities as fiduciaries.  

We are less encouraged with the survey results on diversity. 
While some progress has been made, it seems clear that 
there is a still a lack of appreciation around why our industry 
needs to recognise the issues and the need for a more 
representative workforce. Not only are many of our peers 
failing to grasp the fundamental fairness a robust diversity 
and inclusion programme offers to wider society, but they 
remain ignorant to the benefit it could bring to their own 
organisation and opportunities it could create. 

The need for more meaningful change remains. 

At Redington, we believe it is crucial for our industry to not 
just take greater action but show leadership on the key social 
and economic factors of climate change and diversity that 
face us all.

We do not underestimate the task ahead and are eager to 
collaborate across our industry to fundamentally shift the 
dial on these major issues. We will challenge both ourselves 
and our partners to push for bold and ingenious thinking. We 
will continuously educate ourselves and demand evidence 
that positive change is happening. 

As advisers and managers to the guardians of not just our 
clients’ capital but also their futures, we have been 
empowered with a responsibility to act in a way that  
benefits us all. 

It is our mission to help 100 million people become financially 
secure in a sustainable and stable world – and we look 
forward to working towards achieving it with and for you. 

Understanding where we’ve come from, seeing clearly where we’re going

IN SUMMARY
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We live in an era of targets and pledges, when we need real 
action to create a sustainable, fair and prosperous world for 
us all. 

At Redington, we have committed to action our pledges and 
take responsibility for what we can do to improve outcomes 
for everyone. 

We commit to our clients to seek better ways of serving 
them, by finding new ways to implement workable, 
sustainable strategies that will evolve over time.

We commit to being at the forefront of innovation and help 
set the pace of a new, responsible investment landscape 
that produces better outcomes.  

At Redington, we believe there is no time to waste and only 
by committing to and living the change can we help others 
to move forward too.

OUR 
COMMITMENT

Edwin Whitehead
Vice President, Investment Consulting, 
Responsible Investment Committee

walking the talk



THOUGHT 
LEADERSHIP

Measuring impact

ESG, it’s easy in equities

Impact investing public or 
private markets

Greenwashing: we need more of it From setback to comeback

Can you invest in Risk Premia strategies 
if you care about climate risk?

coffee, click, consume
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https://blog.redington.co.uk/2020/06/23/measuring-impact/
https://blog.redington.co.uk/2020/03/30/esg-its-easy-in-equities/
https://blog.redington.co.uk/2020/04/28/impact-investing-public-or-private-markets/
https://blog.redington.co.uk/2020/03/30/greenwashing-we-need-more-of-it/
https://blog.redington.co.uk/2020/03/03/from-setback-to-comeback/
https://blog.redington.co.uk/2020/04/30/can-you-invest-in-risk-premia-strategies-if-you-care-about-climate-risk/


OUR 
CONTRIBUTORS

keeping us on course

Nick Samuels
Head of Manager Research,
Chair of Responsible  
Investment Committee

Edwin Whitehead
Vice President, Investment 
Consulting, Responsible  
Investment Committee

Alessia Lenders
Associate, Manager Research

Edina Molnar
Analyst, Investment Consulting

Ellen Cusiter
Associate, Marketing,  
Responsible Investment Committee

Shreya Patel
Associate, People Team,  
Diversity & Inclusion Committee
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Redington Ltd. 
Floor 6 One Angel Court 
London EC2R7HJ 
+44 (0)20 7250 3331 
info@redington.co.uk

HELPING YOU SHAPE 
YOUR RESPONSIBLE  
INVESTMENT

seeing the wood for the trees

PLEASE CONTACT:

Manager Survey Report:
Nick Samuels 
Nick.Samuels@redington.co.uk

RI Investment Consulting:
Edwin Whitehead 
Edwin.Whitehead@redington.co.uk
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