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Women make up 50% of the world’s population1, earn more than $20 trillion every year globally2, and control over 

one-third of the total household wealth3. Yet a gender gap continues to exist, especially with respect to finances. Last 

year, we explored how COVID-19 affected the gender gap, particularly in the labor market, as well as COVID-19’s 

impact on women entrepreneurs. In this paper, we will focus on the gender gap in asset management and offer 

considerations for investing in diversity in the investment industry.  

Diversification is a core concept in asset management. By allocating across different asset classes and managers, 

investors seek to reduce market volatility and improve risk-adjusted returns. We think that diversification also applies 

to teams managing money and allocating assets. Currently, women’s representation in the asset management 

industry lags behind representation in the rest of financial services4. We believe that diversifying with women can 

have a multiplying effect that can potentially improve returns, attract more women to the industry, and contribute to 

the leadership pipeline. Goldman Sachs Asset Management is dedicated to playing an active role in closing the 

gender gap within asset management. 

EXECUTIVE SUMMARY  

• We believe that diverse teams lead to better outcomes. More perspectives and differentiated backgrounds can 

drive higher-quality decision making, improved deal sourcing, and better ability to attract and retain talent, helping 

to drive business longevity and investment performance. 

• Diversity can be improved both in terms of women in investing and investing in women. On investment teams, we 

find that women are underrepresented across public equity, fixed income, and alternatives markets, particularly at 

a senior level.  

• Asset allocators — such as pension plans, endowments and foundations — and financial advisors also play an 

important role in investing in diversity, both on their own investing teams and in the managers in which they 

invest.  

• Across investors and asset allocators, we see common approaches for improving women’s representation  

in asset management. In order to support diversity in the future, we think it is important for the industry to  

ACT NOW: 

o ADOPT a written diversity, equity, and inclusion (DEI) policy in seeking to build accountability  

o CULTIVATE a supportive culture with strong apprenticeship, allyship, and sponsorship  

o TAP into differentiated recruiting pools and then train, retain, and promote diverse talent 

o NORMALIZE diversity reporting standards and commit to regular reporting in industry databases 

o OUTLINE diversity criteria for investing, and set medium- and long-term target goals 

o WORK with external organizations to help eliminate familiarity barriers and review progress toward  

diversity goals  
  

 

1 World Bank, as of February 28, 2022. https://data.worldbank.org/indicator/SP.POP.TOTL.FE.ZS 
2  Frost and Sullivan, as of March 5, 2020: https://www.frost.com/news/press-releases/global-female-income-to-reach-24-trillion-in-2020-says-frost-

sullivan/ 
3  Boston Consulting Group, as of April 9, 2020. https://www.bcg.com/publications/2020/managing-next-decade-women-wealth 
4  US Bureau of Labor Statistics, as of December 2021. 

https://www.gsam.com/content/dam/gsam/pdfs/common/en/public/articles/2021/Empowering-Women-How-COVID-19-has-Affected-the-Gender-Gap.pdf?sa=n&rd=n
https://www.gsam.com/content/dam/gsam/pdfs/common/en/public/articles/2021/AM_Womenomics_COVID_19_Impact.pdf?sa=n&rd=n
https://www.gsam.com/content/dam/gsam/pdfs/common/en/public/articles/2021/AM_Womenomics_COVID_19_Impact.pdf?sa=n&rd=n
https://data.worldbank.org/indicator/SP.POP.TOTL.FE.ZS
https://www.frost.com/news/press-releases/global-female-income-to-reach-24-trillion-in-2020-says-frost-sullivan/
https://www.frost.com/news/press-releases/global-female-income-to-reach-24-trillion-in-2020-says-frost-sullivan/
https://www.bcg.com/publications/2020/managing-next-decade-women-wealth
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DIVERSITY IN WOMEN IN INVESTING 

We believe that diverse teams lead to better outcomes. More perspectives and backgrounds can drive higher-quality 

decision making, improved deal sourcing, and better ability to attract and retain talent, helping to drive business 

longevity and investment performance. In our own practices and the practices of our peers in the investment industry, 

we think a deliberate effort to improve representation of women in investing is imperative.  

Public Markets 

US public markets, both equity and fixed income, are among the largest in the world at $52 trillion and $46 trillion, 

respectively5. Public market investors have the potential to influence a significant amount of capital. Unfortunately, in 

2020 just 11% of public fund managers in the US were women – a percentage that has remained roughly constant 

over the last decade according to Morningstar6. The absolute number of managers has increased, but has not kept 

pace with the growing industry.  

Despite increased focus in recent years, even mixed-gender teams are still the minority today. Diverse investment 

teams represented 28% of funds and nearly 40% of assets under management in 2020, which still has significant room 

for further improvement. By comparison, all-men teams accounted for 70% of funds and nearly 60% of assets while all-

women teams represented less than 2% of teams and 1% of assets. The status quo suggests that without intentional 

practices to address structural barriers or implicit biases, the industry will continue to skew toward men.  

Exhibit 1: Women Underrepresented in Fund Management 

 

Source: Morningstar, Inc. and Goldman Sachs Asset Management. As of December 2020. For illustrative purposes only. 
 

Across the last 20 years, female fund managers have appeared to thrive in more nascent markets where niche 

opportunities meant smaller presence from mainstream investment management players and more opportunities for 

new, diverse ideas. In 2000, at the onset of index and exchange traded fund (ETF) investing, women accounted for 

nearly 20% of US passive fund managers. As the market has matured, women now represent approximately 13% of 

passive fund managers. Today, female fund managers are still more represented in emergent fund markets such as 

China, where women accounted for more than 28% of managers in 2020—twice the global average6. We have seen a 

similar pattern across industries: better representation in smaller, newer markets and at smaller, newer firms. Seeing 

women contribute in these spaces is encouraging, but we believe keeping them as industries grow to scale is critical.  

  

 

5 SIFMA, as of February 2022.  
6  Morningstar, as of March 16, 2021. https://www.morningstar.com/articles/1029482/the-percentage-of-us-female-fund-managers-is-exactly-where-it-

was-in-2000  
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In an industry that is so familiar with benchmarks, we think that a benchmark approach to diversity can help. Setting 

clear goals and measuring and reporting against them may improve accountability. For example, ensuring that 

applicant pools are diverse across all roles, diversifying leadership positions across experiences, and translating 

diversity mandates into cultural inclusivity may help.   

 

 

Katie Koch 

Chief Investment Officer of Public Equity within Goldman Sachs Asset Management 

 

Diversity and inclusion is not just an issue of equity, it’s an alpha issue as well, for us and for our 

clients. In investing, especially human-driven fundamental investing which is what we do every day, 

you seek to create an edge by having a unique perspective relative to the market. One of the ways 

to cultivate that variant perspective is to bring in people with different perspectives and 

backgrounds – ensuring that there is a diverse set of voices at the table so that our collective 

understanding is better informed and less biased. Recognizing this competitive advantage, we 

have built a team where over 50% of our $350bn+ in Assets Under Supervision is led or co-led by 

women portfolio managers, much higher than the industry average7. In my view, the “if you see it, 

you can be it” mentality is critical for inspiring the next generation of investment talent. The good 

news is that once you reach a critical mass of female representation on an investment team, the 

diverse talent actually comes and finds you. Women want to work somewhere where they see 

other incredibly talented women in seats of authority, influence, and risk-taking. 

Alternatives Investors 

The private market and alternatives landscape also has progress to make on the diversity front. According to Preqin 

data, women represented just over 20% of employees working in alternative assets in 2020. Across individual 

geographies, asset classes, job functions, and seniority levels, the gender gap becomes even greater8.  

Exhibit 2: Women Underrepresented in Alternatives Asset Management 

  

Source: Preqin Pro and Goldman Sachs Asset Management. As of December 2020. For illustrative purposes only. 
 

 

7 Assets Under Supervision (AUS) includes assets under management and other client assets for which Goldman Sachs does not have full discretion. 
The ~50% of assets managed across Fundamental Equity products are led or co-led by female portfolio managers. This number will change as 
markets move and client asset flows cause assets in different strategies to increase and decrease. 

8 Preqin, as of March 8, 2021. https://www.preqin.com/insights/research/reports/preqin-impact-report-women-in-alternative-assets-2021 
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There is significant fall-off of women in alternatives as careers progress, with women accounting for 12% of senior 

roles compared to 24% at the mid-level and 32% in junior positions. Research by McKinsey suggests that attrition 

itself is not to blame – women leave roles at roughly the same rates as men. However, women are promoted at lower 

rates than men9. So while we believe recruiting junior women into alternatives is important, creating an intentional 

structure around training, promotion, and retention is paramount to improve senior representation in the future.  

The solution for each firm may differ based on circumstances, but in surveying many of our industry peers in alternatives 

we have found a few common practices. The Goldman Sachs Asset Management Alternatives Investment Manager and 

Selection (AIMS) team collected responses from 550 long-only, hedge fund, private equity, and real estate investment 

management firms in which our clients are invested. Most have a written policy on equal employment opportunity (EEO) 

or diversity, equity, and inclusion (DEI) and conduct periodic reviews of compliance with that policy. Many also have 

DEI-focused recruitment initiatives, but fewer have specific benchmarks for diverse hiring, retention, or promotion.  

Exhibit 3: Movement Toward Diversity, Equity, and Inclusion 

  
Source: Goldman Sachs Asset Management 2021 AIMS Diversity Survey. As of December 31, 2021. For illustrative purposes only. 
 

Alongside the survey, many managers emphasized the importance of diversity and inclusion to their firm culture and 

recognize how it can help them drive commercial success. For example, diverse teams may have access to 

differentiated deal pipelines, recognize new business initiatives, or create relationships with a broader group of 

founders. Additionally, we think that proactive DEI practices can help asset managers recruit, promote, and retain 

more women, making progress on female representation in the investment world.  

 

 

Suzanne Gauron 

Global Head of Private Equity Strategies and Launch with GS within Goldman Sachs  

Asset Management 

 

In private markets there have been large rivers of capital chasing the same opportunities for many 

years. Diversity to us is about finding differentiated opportunities or contrarian ideas, and we believe 

those come from all sorts of individuals and backgrounds. We believe there needs to be more capital 

on both sides of the table to move the needle, so we started Launch with GS where we seek to work 

with both underrepresented investors and founders. We are excited because we have never seen 

more investment opportunities than we do now in 2022. In 2018 when we first started Launch with 

GS, we often got the question from stakeholders, “is there the enough opportunity to deploy capital 

in this area?” Now we believe we can definitively say yes, with the data to support. 

 

9 McKinsey, as of September 6, 2018. https://www.mckinsey.com/industries/financial-services/our-insights/closing-the-gap-leadership-perspectives-on-
promoting-women-in-financial-services  
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DIVERSITY THROUGH ASSET ALLOCATORS  

Diversity has also become top of mind for asset allocators, though progress has been more localized at the plan 

sponsor or institutional level. Moving the needle on diversity typically comes through two approaches: manager 

diversity and allocation diversity. For asset allocators, the former addresses diversity within the workplace while the 

latter focuses on promoting diversity through investments. So far, data remains scarce on both ends. We believe 

inclusive representation starts with having good data. Efforts to normalize diversity reporting similar to financial 

reporting may drive transparency and create opportunities for women, diverse, and emerging managers.  

Public Plans 

Public plans have been most visible in their diversity efforts, though still lack consistency. Looking at hiring policies, 

only 26 of the 195 listed public defined benefit plans have declared an explicit policy encouraging the hiring of 

women, minority, disabled or veteran investment professionals. On allocation diversity, only 11 plan sponsors publicly 

reported the amount of assets invested with diverse managers as of February 202110. Reporting also varied across 

public plans, with some plans producing regular diversity report cards to evaluate and monitor commitment to 

inclusion while others remained opaque.  

Public plans may be subject to state statutory requirements when it comes to asset allocation and manager selection. 

For example, state legislations may specify that fiduciaries must act prudently and for the exclusive purpose of 

providing benefits, which can limit the use of non-financial factors to influence decision-making11. Many plans have 

sought different ways to incorporate diversity into investments depending on their circumstances. Some plans may 

lean on emerging and diverse manager programs as a solution, or pair them with dedicated asset allocation, carve-

out mandates, and diligence processes considering diversity as a criterion for evaluating investment partners. A 

number of public plans also have specific requests for proposal (RFPs) seeking expertise on standardized DEI 

measurement and scoring systems12. We find that public plans have also supported diversity efforts through 

dedicated partnerships with diverse-owned and -led brokerages. Many have also joined broader coalitions to effect 

change in their investments by way of corporate engagement and voting shareholder rights.  

Still, relative to their peers, public plans are ahead of the curve on representation given a different set of motivations, 

in our view. First, a commitment to advancing minority- and women-owned businesses reflects an extension of 

existing affirmative policies for awarding government contracts. As local governments are responsible for 

representing societal values and diverse constituents, they may be incentivized to address existing imbalances in 

resources and structural barriers13. Second, the recent spotlight on gender inequality may have also reignited a public 

focus on improving diversity. With a growing global emphasis on environmental, social and governance (ESG) issues, 

we believe employers’ commitment to employee wellbeing has also been elevated, extending to include gender 

equity too. Lastly, many public plans already benefit from having greater gender diversity on their investment teams 

relative to other institutional peers, potentially increasing their willingness to allocate toward diverse managers.  

 

 

 

 

 

 

 

10 Pensions & Investments, as of February 8, 2021. https://www.pionline.com/pi-1000-largest-retirement-plans/diversity-programs-change-times 
11 Drinker Biddle & Reath LLP, Investment Diversity in Public Sector Retirement Plans, as of August 2014. For corporate pension plans: Federal 

Register, “Financial Factors in Selecting Plan Investments”, as of November 13, 2020. 
12 Fin-News, as of June 18, 2021. https://www.fin-news.com/2021/06/18/institutional-investors-see-some-progress-in-journey-to-address-dei/ 
13 Deloitte, as of March 4, 2021. https://www2.deloitte.com/xe/en/insights/industry/public-sector/government-trends/2021/government-diversity-

equity.html 

https://www.pionline.com/pi-1000-largest-retirement-plans/diversity-programs-change-times
https://www.fin-news.com/2021/06/18/institutional-investors-see-some-progress-in-journey-to-address-dei/
https://www2.deloitte.com/xe/en/insights/industry/public-sector/government-trends/2021/government-diversity-equity.html
https://www2.deloitte.com/xe/en/insights/industry/public-sector/government-trends/2021/government-diversity-equity.html
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Exhibit 4: Women Underrepresented Across Institutional Investors 

 

Source: Preqin Pro and Goldman Sachs Asset Management. As of December 2020. For illustrative purposes only. 
 

Even so, there is still work to be done. Currently, just 24% of employees working for institutional investors are 

women. Women are more likely to be employed by smaller firms than large ones, especially at the senior level. 

Preqin data shows that more than one-fifth (22%) of senior employees at institutions with less than $1 billion in assets 

under management are women, compared with 16% at a firm with assets exceeding $100 billion. A similar pattern 

holds at the junior level – 44% at smaller firms compared with 31% at the giants. For public plans specifically, 

progress on women’s representation is above-average, though still far from parity.   

Expanding the pipeline for diverse managers is equally important, in our view. Public plans typically use consultants 

and multi-manager funds as key ways to access diverse managers. By outsourcing, asset allocators are relieved of 

having to diligence individual managers in a space where performance data is often scarce and in-house expertise is 

limited. These resources offer potential advantages, but we think that asset allocators should also consider 

opportunities outside of these networks.   

For example, consultants have deep networks across investment managers, but their breadth of coverage may have 

the unintended consequence of keeping lesser-known players out of the big league. For smaller managers, access 

often comes at a steep marketing cost, and investment firms that pour capital into developing strong investment 

teams may lack the resources to spend on campaigns to scale consultant relationships. Moreover, consolidation 

within the consultant universe alongside the growth of asset managers means that fewer consultants are responsible 

for evaluating a growing pool of competitive information. Therefore, consultants may award mandates to incumbent 

asset management firms given their existing familiarity with these firms and access to performance records. However, 

these large incumbent firms often lack diversity.  

Additionally, public plans have also leveraged multi-manager funds to assist with vetting and staffing mandates. While 

these structures may benefit from having a narrower focus, e.g., with diligence oversight of diverse managers instead 

of the full universe of investment firms, they may also be less economical for plan sponsors.  
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Exhibit 5: Some Potential Benefits and Considerations of External Firms 

Consultants Multi-Manager Funds 

Potential Benefits Potential Considerations Potential Benefits Potential Considerations 

Potentially strong database of 
manager pools 

High marketing costs for 
managers to access 
consultants 

Potential for dedicated focus 
on small, diverse managers 

Multiple investment 
management fees 

Comprehensive and rigorous 
manager research platforms 

Limited capacity to diligence 
all managers  

Offer client reporting 
capabilities and services 

Potential for less holdings 
transparency 

Client-centric  Tendency to allocate with 
established managers  

Cross-asset investing  

Source: Goldman Sachs Asset Management. As of March 2022. For illustrative purposes only. Note that Multi-Managers Funds are 
not appropriate for all investors and are not riskless investments, so investors can lose money. This material is provided for 
educational purposes only and should not be construed as investment advice or an offer or solicitation to buy or sell securities. 

  

 

Heather Kennedy Miner 
Global Co-Head of Client Solutions and Capital Markets within Goldman Sachs Asset Management 

 

From pension plans to the advisor community, our clients are diverse and represent a diverse 

constituency, and they bring an expectation that the firms they entrust to manage their money have 

a similar diversity of gender, thought, and experience. The data tells us that we should be 

particularly focused on improving women’s representation in senior roles, so building networks is 

critical. Those networks enable us to hire laterally more equitably, create opportunities for mobility 

so that we can grow the leadership pipeline, and support women through important life milestones 

so that we can retain our diverse talent. 

Investment Consultants 

Our observations on public plans extend to investment consultants as well. In a 2020 Annual Investment Consultant 

Survey, 16 firms were interviewed on their diversity efforts in-house and on behalf of their clients as asset allocators. 

Across the respondents, the study found that while firm ownership remained dominated by white men, diversity within 

senior management has started to improve. On average, 23% of firm owners are women, while 39% of women hold 

senior management positions. Women represent 29% of the research staff at consultants on median. We think this is 

an important metric to watch as a more gender-balanced research staff wielding decision making power may be 

impactful in broadening female inclusion through manager selection. Still, the forward pipeline to inclusivity can be 

improved. Across the 16 firms, 14 of them have established guidelines on diversity hiring practices. Yet only five firms 

have a written policy to interview one or more woman candidate for every available position14.   

We see areas of improvement for the investment manager review process too. While the majority of surveyed 

investment consultants have diverse manager programs in place, less than a third of them have explicit rules 

requiring a qualified diverse-owned firm to be interviewed for asset manager openings. Moreover, only three 

consultants actively track incoming inquiries from investment firms, diverse, or otherwise. We believe access to 

diverse managers requires an active approach to expanding the candidate pipeline.  

 

14 Diverse Asset Managers Initiative, as of December 10, 2020. 
https://d3n8a8pro7vhmx.cloudfront.net/intentionalendowments/pages/4968/attachments/original/1607635156/DAMI_Report__Final_.pdf?1607635156  

https://d3n8a8pro7vhmx.cloudfront.net/intentionalendowments/pages/4968/attachments/original/1607635156/DAMI_Report__Final_.pdf?1607635156


 

THE MARCH OF THE WOMEN: INCREASING DIVERSITY IN ASSET MANAGEMENT 

 

 

 

 

  

Strategic Advisory Solutions Goldman Sachs Asset Management 9 
 

To do so, we need robust data. Over the past year, investment consultants have taken great strides to harmonize 

diversity data provided by asset managers in order to better assess, evaluate, and award mandates. The Institutional 

Investing Diversity Cooperative (IIDC), a growing body of 24 consulting firms representing $32 trillion in assets, have 

broadened screening metrics beyond the traditional focus on firm ownership to also include details on leadership and 

investment products. For instance, in collaboration with eVestment, there are now roughly 947 asset managers who 

have opted to share data on ~9,000 products, reflecting more than 37% of active products in the traditional manager 

database15. While more buy-in is required, we believe establishing a broadly accessible database could go a long 

way in distributing DEI data to institutional clients and intermediaries while also removing hurdles for diverse 

managers to get in front of institutional investors. There are no shortages of proprietary databases owned and 

maintained by individual consultants, but a centralized database may help improve access. Importantly, establishing 

a standardized language in diversity reporting may even invite more opportunities for direct institutional investment.  

Endowments & Foundations 

The endowment universe also has significant potential to make a positive impact on equality measures, in our view. 

The market value of the endowment funds of colleges and universities in the US totals more than $648 trillion16, and 

the size and the perpetual investment horizon of the assets may amplify the impact that capital can have over the long 

run. Unfortunately, there is still significant room to improve investments in diversity. According to the 2021 National 

Association of College and University Business Officers (NACUBO)-TIAA annual survey, only 6% or approximately 42 

of the 705 US institutions in the study acknowledged a formal policy addressing diversity, and none of the 104 

institutions with endowments greater than $1 billion or more answered yes to the question17. Of the 6% with a formal 

policy, larger endowments were significantly more likely to have diverse managers in their portfolios relative to smaller 

counterparts, potentially due to differences in resources needed to conduct due diligence and source investments. 

There has been modest improvement from the 2018 study where only 4% or approximately 32 of 802 US institutions 

surveyed answered affirmatively to a diversity and inclusion policy for manager selection18. However, we continue to 

see significant inertia and status quo where 104 institutions with endowments greater than $1 billion or more did not 

answer yes to the policy question. We think that formalizing a DEI policy in manager selection is one of the first steps 

to expand manager due diligence and potentially enhance investment performance. 

  

 

15 Institutional Investing Diversity Cooperative (IIDC), as of October 21, 2021. https://www.top1000funds.com/2021/10/diversity-how-can-we-measure-
progress-if-we-dont-have-the-data/  

16 U.S. Department of Education, National Center for Education Statistics. (2021). The size of the endowment is as of the end of 2018 fiscal year, latest 
available. 

17 NACUBO-TIAA, "Study of Endowments," 2021. As of FY 2020. 
18 NACUBO-TIAA, "Study of Endowments," 2018. No affirmative yes to the existence of a formal diversity and inclusion policy stat is based on 

institutions with endowments $1 billion or greater in size as of the respective fiscal year (FY) end. 

https://www.top1000funds.com/2021/10/diversity-how-can-we-measure-progress-if-we-dont-have-the-data/
https://www.top1000funds.com/2021/10/diversity-how-can-we-measure-progress-if-we-dont-have-the-data/
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Exhibit 6: Endowments and Foundations with DEI Policies  

 

Source: NACUBO-TIAA, "Study of Endowments," 2018 and 2021. The number of institutions that did not respond affirmatively to the 
existence of a formal policy is based on institutions with endowments $1 billion or greater in size as of the respective fiscal year (FY) 
end. For illustrative purposes only. 

 

Foundations are another potentially powerful asset allocator that have often led the charge in investing with diverse-

owned firms, with the goal to secure strong returns, identify new opportunities, and engage with increasingly diverse 

and interconnected communities. Looking at some of the largest US foundations in the US, 16.6% of assets (or $1 in 

every $6) are invested in diverse-owned funds in 2021, up 1.1 percentage point from 2020 when considering the 

amount of analyzed AUM. The greatest growth was observed in investments directed towards minority-owned firms, 

while the percentage of investments placed with female-owned firms remained constant at 9.8%19.   

 

 

Luke Sarsfield 

Global Co-Head of Goldman Sachs Asset Management 
 

 

To achieve gender diversity in asset management and ensure that more women move into senior 

management ranks, men need to be intentional about providing our colleagues access to the 

intangibles that underpinned our success. First and foremost: it is incumbent on men to identify, 

coach, and most importantly sponsor women. When I reflect upon my career, I can look back at the 

times in which a senior executive not only asked how they could help, but also used their influence 

to support me. This goes beyond the necessary work diversity programs do to bring diverse groups 

together to take ownership of the challenge – people who still hold the majority of senior roles can 

accelerate the process. Advocacy is really what matters and if we successfully advocate for our 

colleagues’ careers, we will create a more vibrant, successful organization. 

  

 

19 Global Economics Group, Knight Diversity Of Asset Managers Research Series: Philanthropy 2021. As of September 30, 2021. 
https://knightfoundation.org/reports/knight-diversity-of-asset-managers-research-series-philanthropy/  
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Financial Advisors 

Wealth management has long been a male-dominated industry. Over the years, various asset managers and 

professional organizations have recognized this issue and launched initiatives to improve the balance, but we still see 

room for improvement. While women represent just over 50% of the US population, only 18% of financial advisors 

were women in 2021, a mere 2.4 percentage-point increase from 201520. Female representation further decreases at 

the top. Only 11 of the Barron’s top 100 financial advisors were women and only 16% of top 100 registered 

investment advisors (RIA) firms’ executives were women in 202121.  

Exhibit 7: Women Underrepresented in Wealth Management  

US Population and Financial Advisors by Gender (2019) 

 

Source: Cerulli Associates and Goldman Sachs Asset Management. As of December 2020. For illustrative purposes only. 
 

We think there are many reasons why women are underrepresented in the advisor community. Some of the obstacles 

that female financial advisors face include: pipeline challenges, limited visibility of leadership, insufficient mentoring 

opportunities, work-life balance, and implicit bias. In addition to the headwinds faced during the recruitment process, 

many firms continue to struggle with retention and career progression. In fact, when analyzing the average US 

advisor by gender, the ages 45 to 54 represented the cohort with the largest difference in male and female advisor 

population. In their prime career years, many women also have to balance caregiving and household activities. 

Without structural support and clear opportunities in the workplace, female advisors may opt to change tracks20.  

Exhibit 8: Decline at Peak Earnings Years 

 
Source: Cerulli Associates and Goldman Sachs Asset Management. As of December 2020. For illustrative purposes only. 

 

20 Cerulli Associates, “U.S. Advisor Metrics 2020.”  
21 Barron’s, 2021 Top 100 US Financial Advisors and Top 100 RIA Firms. 
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The steps that wealth management firms can take to improve women’s participation in the industry are similar to 

those in other parts of asset management. Starting with recruitment, firms can attract students and young 

professionals to the industry while making women leaders more visible to broad audiences. Firms can adopt new 

definitions of job descriptions based on skills and interests rather than labels, for example “relationship manager” as 

opposed to “financial advisor22.” For employees, we believe firms should recognize that work-life balance is not just a 

women’s issue, and offering flexibility and parental benefits can be helpful for all employees. Finally, sponsoring 

affinity networks that promote inclusivity, enhance leadership skills, and build professional confidence may elevate 

retention. Many companies have already laid a foundation for investing in women, but a deliberate, metrics-based 

approach can improve impact. 

 

 

Stephanie Cohen 

Global Co-Head of Goldman Sachs Consumer and Wealth Management 

 

We strive to empower our millions of clients and customers to achieve their financial goals. In order 

to do that well, we must tailor our approach to each individual. It’s no secret that the financial 

industry has not always done a great job of serving women. We are focused on changing that 

across every aspect of our business – from the products we offer to the services we provide to the 

means by which we deliver those products and services. Focusing on this is, of course, the right 

thing to do, however, it is also good business given by 2030 American women are expected to 

control much of the $30 trillion in financial assets that baby boomers will possess. 

  

 

22 Certified Financial Planner Board of Standards, as of 2014. https://www.cfp.net/-/media/files/cfp-board/knowledge/reports-and-research/womens-
initiative/cfp-board_win_web.pdf 

https://www.cfp.net/-/media/files/cfp-board/knowledge/reports-and-research/womens-initiative/cfp-board_win_web.pdf
https://www.cfp.net/-/media/files/cfp-board/knowledge/reports-and-research/womens-initiative/cfp-board_win_web.pdf
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CONSIDERATIONS FOR ASSET MANAGEMENT: ACT NOW 

The gender gap in asset management is a result of decades of structural and cultural issues. Influential stakeholders 

including asset managers and allocators, as well as senior leadership and human resource departments should be at 

the forefront of improving diversity starting today. We think the asset management industry should ACT NOW:  

 

• ADOPT a written diversity, equity, and inclusion (DEI) policy to build accountability 

• CULTIVATE a supportive culture with strong apprenticeship, allyship, and sponsorship 

• TAP into differentiated recruiting pools, then train, retain, and promote diverse talent 

• NORMALIZE diversity reporting standards and commit to regular reporting in industry databases 

• OUTLINE diversity criteria in investing, and set medium and long-term target goals 

• WORK with external organizations to help eliminate familiarity barriers and review progress toward  

diversity goals 

    

 

Megan Hogan 

Chief Diversity Officer of Goldman Sachs 

 

There are two important opportunities to improve the pipeline of women leaders. First, we need to 

build the confidence of women – ensuring they better value their capabilities and their aspirations. 

Studies show that women pass on roles if they don’t score “10 out of 10” on the requirements 

listed. We need to encourage women to advocate for themselves based on their past performance 

and their potential. Second, senior leaders need to expand their spheres of influence and be 

transparent and intentional in elevating more women – that means being aware of who they travel 

with, take out after work, mentor, or sponsor. Importantly, we also need to broaden the pipeline for 

talent too. We cannot continue to look for the same type of talent from the same places. 

Adopt a written diversity, equity, and inclusion (DEI) policy in seeking to build accountability.  

A formal DEI policy is essential in providing a commitment and framework to foster a culture of diversity, equity, and 

inclusion within organizations. A written policy sets clear and attainable expectations for the whole organization. In 

fact, simply writing down goals may increase the chances of achieving them by 42%23. Comprehensive DEI policies 

and practices should include diverse and equitable talent acquisition, retention, and promotion procedures, serving as 

the bedrock to build accountability and create an inclusive culture.  

Cultivate a supportive culture with strong apprenticeship, allyship, and sponsorship.  

Once a written DEI policy is in place, actions should bring the policies into the workplace and portfolios in ways that 

can be reviewed, improved, and replicated in the future. Here at Goldman Sachs, we have set aspirational goals for 

women to represent 50% of analysts, 50% of associates, and 40% of vice presidents by 2025. At a senior level, we 

are measuring and reporting on women’s representation in managing director and partner classes. While there is still 

more to be done, we have found these goals help to keep us accountable. We also have a women’s network for 

women in asset management, and men are welcome to be sponsors and allies in the network. 

Tap into differentiated recruiting pools, then train, retain, and promote diverse talent.  

A focus on attracting women at the junior level and beyond will ensure companies maintain a more diverse workforce 

and leadership pipeline, but it will likely require changes to human resource strategies. Firms should consider new 

recruiting pools, including students with non-business majors, professionals with tangential yet practical experience, 

and women returning to the workforce. Educating women on the industry, the various roles, and how to build a 

 

23 Gail Matthews, “Summary of Recent Goals Research”. As of September, 2008. 
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meaningful career in asset management is important. For example, having female employees speak at events and 

teach classes is helpful so that female students may see themselves in the field and male students see diversity as 

the norm. Shifting strategy may require a new approach to training, but we believe the benefit from attracting and 

retaining top female talent is immense. Firms can also work to eliminate bias in reviews, promotions, and 

compensation by using clear metrics and transparent processes. 

Normalize diversity reporting standards and commit to regular reporting in industry databases.  

In an industry that revolves around benchmarks, we think that normalizing public diversity reporting is imperative. 

Reporting on metrics helps to keep asset managers accountable to their goals, through both internal and external 

stakeholders. By creating a standardized database of measures, stakeholders can keep track of progress and 

managers can learn from each other’s best practices. Firms can also continue to raise awareness by publishing 

reports examining the state of diversity across the industry. 

Outline diversity criteria in investing, and set medium- and long-term target goals.  

Still, each firm will likely have its own diversity criteria in its own investment process. For example, a money market 

manager may transact with diverse-owned brokers, while a growth equity firm may invest in women-led companies, 

and an endowment CIO may seek out diverse-owned or diverse-led firms. Support functions, such as marketing, 

investor relations, and technology, should also feature diversity. 

Work with external organizations to help eliminate familiarity barriers and review progress toward 

diversity goals.   

Finally, this is not a solo endeavor. Asset managers can work together, engage with their network of consultants and 

partners, and leverage lessons learned from other industries. Closing the gender gap will ultimately be a group effort. 

Fortunately, we believe the outcomes should grow the pie to benefit everyone.  
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GOLDMAN SACHS COMMITMENT TO SUPPORTING WOMEN 

 

Goldman Sachs Asset Management seeks to use proxy voting to promote diversity 
on public company boards 

In 2021 the policy expectation was for all companies globally to have at least 1 
woman director, and for US companies to have at least 2 diverse directors, one of 
which must be a woman  

As a result, Goldman Sachs Asset Management voted against 2,655 directors at 
1,172 companies globally due to a lack of diversity during CY 2021 

 

Launch With GS is Goldman Sachs’ $1 billion investment strategy grounded in our 

belief that diverse teams drive strong returns, which was founded in 2018 

Through Launch With GS, Goldman Sachs aims to increase access to capital and 
facilitate connections for women, Black, Latinx and other diverse entrepreneurs 
and investors 

As part of the program, GS invests capital in companies with diverse and gender-
balanced leadership and in investment managers with at least one diverse General 
Partner across venture capital, growth equity, and private equity strategies 

Started in 2015 by Goldman Sachs Asset Management, the series has helped 
more than 4,000 individuals take control of their unique financial circumstances 

and opportunities 

Each of the seven letters in the word EMPOWER stands for an action investors 
can take to bring their financial goals to reality 

 

In 2020, CEO David Solomon announced that all companies in the US and Europe 
that GS takes public must have at least 1 diverse board member, with a focus on 

women 

In July 2021, the standard was raised to be 2 diverse board members, one of 
which must be a woman 

Initial public offerings (IPOs) with a woman on the board performed significantly 
better than those without one over the previous four years24 

 

Global initiative committed to provide business and management education and 
access to capital for women entrepreneurs in emerging economies  

Trained over 10,000 women from 200 countries in person since 2008 – 60% of 
graduates created new jobs, 70% reported higher revenues, and 90% pay it 

forward by mentoring 

Committed over $1.76 billion to banks in 36 emerging markets that will enable 
more than 72,000 women entrepreneurs to access capital to grow their businesses 

  

 

24 CNBC and Goldman Sachs, as of January 2020. https://www.cnbc.com/2020/01/23/goldman-wont-take-companies-public-that-dont-have-at-least-one-
diverse-board-candidate-ceo-says.html 

https://www.cnbc.com/2020/01/23/goldman-wont-take-companies-public-that-dont-have-at-least-one-diverse-board-candidate-ceo-says.html
https://www.cnbc.com/2020/01/23/goldman-wont-take-companies-public-that-dont-have-at-least-one-diverse-board-candidate-ceo-says.html
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Initiative to help small businesses across the United States, United Kingdom, and 
France create jobs and economic growth through access to a practical business 
education, capital and business support services 

To date, more than 11,400 business owners have graduated from the program 
across all 50 states in the US, Puerto Rico, Guam, and Washington, DC, 48% of 

which are women  

Committed over $1 billion to 29 capital partners who have deployed $879 million, 
resulting in over 16,800 small businesses served 

 
Initiative to commit $10 billion in direct investment capital and $100 million in 

philanthropic support to narrow opportunity gaps for at least one million Black 
women in the US over the next decade 

Goldman Sachs conducted listening sessions that engaged more than 12,000 
women to determine the projects that would receive the initial round of financial 
support. To date, 12 organizations nationwide have received the initial 

investment capital 

Source: Goldman Sachs. As of March 2022. For illustrative purposes only.  
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Disclosures 

Glossary 

Active fund manager refers to one that makes active decisions to deviate from the index.  

Alpha refers to returns in excess of the benchmark return.  

Asset allocator refers to an investment professional responsible for managing assets across a portfolio.  

Cross-asset investing refers to an investing strategy that achieves higher diversification by featuring more than one asset class in a 
portfolio or fund. 

Diversification refers to allocating capital in a way that seeks to reduce exposure to any one asset or risk.  

Investment management fees refer to the cost of having an investment fund professional manager by an investment manager. In a 
multi-manager fund, management fees are typically paid at two levels - to the underlying fund manager and to the fund-of-fund 
manager. 

Passive fund manager refers to one that tracks an index.  

Risk Considerations 

All investing is subject to risk, including the possible loss of the money you invest. 

Equity securities are more volatile than bonds and subject to greater risks.  

Investments in fixed income securities are subject to the risks associated with debt securities including credit and interest rate 
risk.   

Alternative investments are suitable only for sophisticated investors for whom such investments do not constitute a complete 
investment program and who fully understand and are willing to assume the risks involved in Alternative Investments. Alternative 
Investments by their nature, involve a substantial degree of risk, including the risk of total loss of an investor’s capital. 

The above are not an exhaustive list of potential risks. There may be additional risks that should be considered before any 
investment decision. 

General Disclosures 

This material is provided for educational purposes only and should not be construed as investment advice or an offer or solicitation 
to buy or sell securities.  

This material is provided for informational purposes only and should not be construed as investment advice or an offer or solicitation 
to buy or sell securities. This material is not intended to be used as a general guide to investing, or as a source of any specific 
investment recommendations, and makes no implied or express recommendations concerning the manner in which any client’s 
account should or would be handled, as appropriate investment strategies depend upon the client’s investment objectives. 

THIS MATERIAL DOES NOT CONSTITUTE AN OFFER OR SOLICITATION IN ANY JURISDICTION WHERE OR TO ANY 
PERSON TO WHOM IT WOULD BE UNAUTHORIZED OR UNLAWFUL TO DO SO.  

Prospective investors should inform themselves as to any applicable legal requirements and taxation and exchange control 
regulations in the countries of their citizenship, residence or domicile which might be relevant. 

Although certain information has been obtained from sources believed to be reliable, we do not guarantee its accuracy, 
completeness or fairness. We have relied upon and assumed without independent verification, the accuracy and completeness of all 
information available from public sources.  

This information discusses general market activity, industry or sector trends, or other broad-based economic, market or political 
conditions and should not be construed as research or investment advice. This material has been prepared by Goldman Sachs 
Asset Management and is not financial research nor a product of Goldman Sachs Global Investment Research (GIR). It was not 
prepared in compliance with applicable provisions of law designed to promote the independence of financial analysis and is not 
subject to a prohibition on trading following the distribution of financial research. The views and opinions expressed may differ from 
those of Goldman Sachs Global Investment Research or other departments or divisions of Goldman Sachs and its affiliates. 
Investors are urged to consult with their financial advisors before buying or selling any securities. This information may not be 
current and Goldman Sachs Asset Management has no obligation to provide any updates or changes.  

Views and opinions expressed are for informational purposes only and do not constitute a recommendation by Goldman Sachs 
Asset Management to buy, sell, or hold any security. Views and opinions are current as of the date of this presentation and may be 
subject to change, they should not be construed as investment advice.  

Past performance does not guarantee future results, which may vary. The value of investments and the income derived 
from investments will fluctuate and can go down as well as up. A loss of principal may occur. 

Economic and market forecasts presented herein reflect a series of assumptions and judgments as of the date of this document and 
are subject to change without notice. These forecasts do not take into account the specific investment objectives, restrictions, tax 
and financial situation or other needs of any specific client. Actual data will vary and may not be reflected here. These forecasts are 
subject to high levels of uncertainty that may affect actual performance. Accordingly, these forecasts should be viewed as merely 
representative of a broad range of possible outcomes. These forecasts are estimated, based on assumptions, and are subject to 
significant revision and may change materially as economic and market conditions change. Goldman Sachs has no obligation to 
provide updates or changes to these forecasts. Case studies and examples are for illustrative purposes only.  



 

THE MARCH OF THE WOMEN: INCREASING DIVERSITY IN ASSET MANAGEMENT 

 

 

 

 

  

Strategic Advisory Solutions Goldman Sachs Asset Management 18 
 

© 2022 Morningstar, Inc.  All Rights Reserved.  The information contained herein: (1) is proprietary to Morningstar and/or its content 
providers; (2) may not be copied or distributed; and (3) is not warranted to be accurate, complete or timely.  Neither Morningstar nor 
its content providers are responsible for any damages or losses arising from any use of this information.  Past performance is not 
guarantee of future results.   

United Kingdom:  In the United Kingdom, this material is a financial promotion and has been approved by Goldman Sachs Asset 
Management International, which is authorized and regulated in the United Kingdom by the Financial Conduct Authority.  

European Economic Area (EEA): This material is a financial promotion disseminated by Goldman Sachs Bank Europe SE, 
including through its authorised branches ("GSBE"). GSBE is a credit institution incorporated in Germany and, within the Single 
Supervisory Mechanism established between those Member States of the European Union whose official currency is the Euro, 
subject to direct prudential supervision by the European Central Bank and in other respects supervised by German Federal 
Financial Supervisory Authority (Bundesanstalt für Finanzdienstleistungsaufischt, BaFin) and Deutsche Bundesbank. 

Switzerland: For Qualified Investor use only – Not for distribution to general public. This is marketing material. This document is 
provided to you by Goldman Sachs Bank AG, Zürich. Any future contractual relationships will be entered into with affiliates of 
Goldman Sachs Bank AG, which are domiciled outside of Switzerland. We would like to remind you that foreign (Non-Swiss) legal 
and regulatory systems may not provide the same level of protection in relation to client confidentiality and data protection as offered 
to you by Swiss law. 

Asia Pacific: Please note that neither Goldman Sachs Asset Management International nor any other entities involved in the 
Goldman Sachs Asset Management (GSAM) business maintain any licenses, authorizations or registrations in Asia (other than 
Japan), except that it conducts businesses (subject to applicable local regulations) in and from the following jurisdictions: Hong 
Kong, Singapore and Malaysia. This material has been issued for use in or from Hong Kong by Goldman Sachs Asset Management 
(Hong Kong) Limited, in or from Singapore by Goldman Sachs Asset Management (Singapore) Pte. Ltd. (Company Number: 
201329851H) and in or from Malaysia by Goldman Sachs (Malaysia) Sdn Berhad (880767W). 

Australia: This material is distributed by Goldman Sachs Asset Management Australia Pty Ltd ABN 41 006 099 681, AFSL 228948 
(‘GSAMA’) and is intended for viewing only by wholesale clients for the purposes of section 761G of the Corporations Act 2001 
(Cth). This document may not be distributed to retail clients in Australia (as that term is defined in the Corporations Act 2001 (Cth)) 
or to the general public. This document may not be reproduced or distributed to any person without the prior consent of GSAMA. To 
the extent that this document contains any statement which may be considered to be financial product advice in Australia under the 
Corporations Act 2001 (Cth), that advice is intended to be given to the intended recipient of this document only, being a wholesale 
client for the purposes of the Corporations Act 2001 (Cth). Any advice provided in this document is provided by either Goldman 
Sachs Asset Management International (GSAMI), Goldman Sachs International (GSI), Goldman Sachs Asset Management, LP 
(GSAMLP) or Goldman Sachs & Co. LLC (GSCo). Both GSCo and GSAMLP are regulated by the US Securities and Exchange 
Commission under US laws, which differ from Australian laws. Both GSI and GSAMI are regulated by the Financial Conduct 
Authority and GSI is authorized by the Prudential Regulation Authority under UK laws, which differ from Australian laws. GSI, 
GSAMI, GSCo, and GSAMLP are all exempt from the requirement to hold an Australian financial services licence under the 
Corporations Act of Australia and therefore do not hold any Australian Financial Services Licences. Any financial services given to 
any person by GSI, GSAMI, GSCo or GSAMLP by distributing this document in Australia are provided to such persons pursuant to 
ASIC Class Orders 03/1099 and 03/1100. No offer to acquire any interest in a fund or a financial product is being made to you in this 
document. If the interests or financial products do become available in the future, the offer may be arranged by GSAMA in 
accordance with section 911A(2)(b) of the Corporations Act. GSAMA holds Australian Financial Services Licence No. 228948. Any 
offer will only be made in circumstances where disclosure is not required under Part 6D.2 of the Corporations Act or a product 
disclosure statement is not required to be given under Part 7.9 of the Corporations Act (as relevant). 

Canada: This presentation has been communicated in Canada by GSAM LP, which is registered as a portfolio manager under 
securities legislation in all provinces of Canada and as a commodity trading manager under the commodity futures legislation of 
Ontario and as a derivatives adviser under the derivatives legislation of Quebec. GSAM LP is not registered to provide investment 
advisory or portfolio management services in respect of exchange-traded futures or options contracts in Manitoba and is not offering 
to provide such investment advisory or portfolio management services in Manitoba by delivery of this material. 

Japan: This material has been issued or approved in Japan for the use of professional investors defined in Article 2 paragraph (31) 
of the Financial Instruments and Exchange Law by Goldman Sachs Asset Management Co., Ltd. 

Confidentiality 

No part of this material may, without Goldman Sachs Asset Management’s prior written consent, be (i) copied, photocopied or 
duplicated in any form, by any means, or (ii) distributed to any person that is not an employee, officer, director, or authorized agent 
of the recipient. 
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