
 

 

 

 

 

 

This document provides an overview of PIMCO’s approach and policies specific to Human Resources and 
Inclusion and Diversity. The content seeks to answer some of the more commonly asked questions from our 
clients when they would like to learn more about how we invest in our workplace, people and programs to attract, 
develop, retain and engage top talent and drive a culture of inclusion and diversity. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

Our Workplace, People and 
Programs 
      

For investment professional use only 

Q2, 2021 



 

1 
 

Contents 
Human Resources Policies ............................................................................................................................................................... 3 

PIMCO’s Equal Employment Opportunity Policy ............................................................................................................... 3 

PIMCO’s approach to addressing discrimination, harassment and retaliation ..................................................... 3 

Policies Oversight and Governance........................................................................................................................................ 4 

Investing Today, For Tomorrow .................................................................................................................................................... 5 

Driving a culture of inclusion and diversity at PIMCO .......................................................................................................... 5 

Accountability and Alignment .......................................................................................................................................................... 6 

Diversified and Inclusive Leadership ...................................................................................................................................... 7 

Investment Process............................................................................................................................................................................. 8 

Best talent. Best thinking. Best outcomes. ................................................................................................................................ 9 

Strategic roadmap ....................................................................................................................................................................... 10 

Strategic Priorities........................................................................................................................................................................ 11 

Implementation Areas ................................................................................................................................................................ 11 

Goals ................................................................................................................................................................................................. 11 

Our workplace .................................................................................................................................................................................... 12 

Our culture ........................................................................................................................................................................................... 12 

CORE Values ..................................................................................................................................................................................... 12 

Our people ........................................................................................................................................................................................... 13 

Defining and Measuring Inclusion and Diversity .................................................................................................................. 14 

Employee Resource Groups ........................................................................................................................................................ 14 

Our programs ...................................................................................................................................................................................... 15 

Attract .................................................................................................................................................................................................... 16 

Broadening the candidate slate ............................................................................................................................................. 16 

Mitigate unconscious bias while also increasing offer acceptance rate ............................................................... 17 

Building the industry pipeline of future talent ................................................................................................................... 17 

Develop ................................................................................................................................................................................................. 19 

Core training programs .............................................................................................................................................................. 19 

Inclusion and Diversity Training ............................................................................................................................................. 20 

Mentorship .................................................................................................................................................................................. 21 

Performance Evaluation ............................................................................................................................................................ 21 

Retain ..................................................................................................................................................................................................... 23 

Recognition ..................................................................................................................................................................................... 23 



 

2 
 

Promotion and Mobility .............................................................................................................................................................. 23 

Succession Planning .................................................................................................................................................................. 24 

Compensation ............................................................................................................................................................................... 24 

Pay Equity ................................................................................................................................................................................... 25 

Benefits ........................................................................................................................................................................................ 25 

Engage ................................................................................................................................................................................................... 28 

Communication ............................................................................................................................................................................. 28 

Feedback ......................................................................................................................................................................................... 30 

Organizational Health Index (OHI) ................................................................................................................................... 30 

Internal Engagement .................................................................................................................................................................. 31 

Our partnerships ................................................................................................................................................................................ 36 

Our global Inclusion and Diversity partners ........................................................................................................................... 36 

Advocacy .............................................................................................................................................................................................. 40 

Community Efforts ................................................................................................................................................................... 43 

Signatories and Accolades ........................................................................................................................................................... 45 

Inclusion and Diversity in our supply chain ............................................................................................................................ 45 

 

 

  



 

3 
 

Human Resources Policies 
PIMCO has various policies in place to promote inclusion and diversity and protect employees from 
harassment, discrimination and workplace violence, including the Code of Business Conduct, Employee 
Guide and required trainings. These policies are evaluated on an ongoing basis for any required updates. 
No significant changes were made to these policies recently. 

 

PIMCO’s Equal Employment Opportunity Policy 
PIMCO’s Equal Employment Opportunity Policy (EEO) affirms PIMCO’s commitment to non-
discrimination and equal opportunity for all employees and applicants. The firm’s search partners are 
informed verbally and in writing of the Firm’s Equal Opportunity policy stipulating that PIMCO is an Equal 
Opportunity Employer and prohibits unlawful discrimination against any employee or applicant for 
employment on the basis of race, color, creed, citizenship status, national origin, ancestry, religion 
(including religious dress and grooming practices), sex (including pregnancy, childbirth, breastfeeding, or 
related medical conditions), sexual orientation, gender (including gender identity and expression), age (40 
and over), marital status, military or veteran status, disability (physical or mental), medical condition 
(including cancer and genetic characteristics) or any other basis prohibited under federal, state or local 
law, ordinance or regulation. 

 

PIMCO’s approach to addressing discrimination, harassment and retaliation 
PIMCO’s policies prohibit discrimination and harassment of any kind. Further, PIMCO prohibits retaliation 
against any employee who raises issues of discrimination or harassment, assists in an investigation of 
possible discrimination or harassment, or files a complaint, grievance, or lawsuit alleging discrimination or 
harassment. All employees are encouraged to escalate challenging workplace issues, without fear of 
retaliation, to PIMCO’s global HR team or ombudsman service.  

The Ombudsman provides an external, confidential, neutral, independent and informal service to discuss 
any workplace issues and concerns, and to explore potential resolutions and options. The only exception 
to confidentiality is if an Ombudsman determines that there is an imminent risk of serious harm to people, 
property, or resources. 
All supervisors and managers are required to report any incident of discrimination or harassment that they 
observe or become aware of to Human Resources.  

When a report of harassment or discrimination is made, PIMCO will appoint an impartial officer in the 
Human Resources department (or if PIMCO determines it is appropriate, an impartial third-party 
investigator), and he or she will undertake a prompt investigation as may be appropriate under all of the 
circumstances. All of the steps to be taken during the investigation cannot be fixed in advance, but will 
vary depending upon the nature of the allegations. Confidentiality will be maintained throughout the 
investigatory process to the extent possible and consistent with the PIMCO's need to undertake a full 
investigation. The responsible officer handling the complaint will then proceed to review the details of your 
complaint to the nature of the complaint, and the officer will discuss the investigation procedure with you. 
The next steps in the investigation will be determined based on the nature of the complaint. The 
investigation will be conducted expeditiously, consistent with the number of witnesses, amount of 
documents and other relevant information, and the complexity of the complaint. When the investigation is 
completed, if discriminatory or other inappropriate actions have been confirmed, the officer will 
recommend disciplinary action designed to remedy the consequences of the misconduct and deter future 
misconduct. The individual will be promptly notified of the outcome of the investigation and any actions 
taken as a result. 
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PIMCO absolutely prohibits retaliation for making complaints, refusing to engage in, or protesting 
discriminatory conduct, or for participating in an investigation of discriminatory conduct. Any employee or 
applicant for employment who believes that he or she has suffered or witnessed retaliation should notify 
the person to whom they report or the local Human Resources Department. All supervisors and 
managers are required to report any incident if retaliation that they observe or become aware of to the 
local Human Resources department. Complaints of retaliation will be investigated in the same manner as 
complaints of discrimination. 

Additionally, PIMCO encourages its service providers to report suspicious or illegal conduct, and prohibits 
retaliation for reporting, or assisting with investigations of, such conduct to a PIMCO in-house attorney, a 
local compliance officer, or PIMCO’s Chief Compliance Officer. If the person reporting an issues does not 
want to be identified with their submission, he or she can report their concern anonymously. Upon 
receiving information about a concern, the relevant person shall take appropriate action to investigate 
such concern and escalate it as appropriate to the situation. 
 
PIMCO has internal policies related to Employee Conduct which outline the expectations and approach 
regarding professional and inappropriate conduct. A specific provision of this policy accounts for any act 
of ‘discrimination, harassment or retaliation’ to be considered misconduct and for the firm to have 
discretion to terminate for Cause. Under termination for Cause, the employee forfeits all unvested awards 
or vested awards not yet paid upon termination. Any warnings related to any type of misconduct are 
reported and considered as part of any discretionary compensation decisions at year end. 
 
PIMCO also requires all employees and contractors to complete training on preventing discrimination and 
harassment on an annual basis. Although generally required in the U.S., the training is mandatory in all of 
PIMCO’s offices globally. An extended version of this training is required for people managers, senior 
leadership and HR employees firmwide. Disciplinary action, including compensation impact, is enforced if 
training is not completed on time.  

 

Policies Oversight and Governance 
PIMCO’s Equal Employment Opportunity / Anti-Discrimination and Harassment policy is overseen by: 

• Global Head of Human Resources and Co-COO, Robin Shanahan, Managing Director 
• Employee Relations 
• Internal and external Legal Counsel 
• PIMCO’s Ombudsman service (the latter being from an Ethics and benchmarking 

perspective) 

PIMCO’s Risk Committee receives an annual update on Human Capital Risk, which includes perspectives 
on diversity and inclusion, harassment and litigation risks. Additionally, PIMCO’s Enterprise Risk function 
tracks quarterly metrics on both new investigations opened and new litigation or mediation initiated, as 
related to harassment and discrimination claims.  These metrics are assessed for trends and reported to 
the Risk Committee quarterly.  
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Investing Today, For Tomorrow 

Driving a culture of inclusion and diversity at PIMCO 
PIMCO’s decades of fixed income leadership would not have been possible without a culture that 
embraces diverse points of view. This deliberate approach encourages discussion and debate, helping us 
mitigate risk and create opportunity. Our people are our greatest asset, and we are committed to fostering 
an environment of diversity and inclusion that attracts, develops, retains and engages top talent – all of 
which should lead to better outcomes for our clients. 

Our philosophy acknowledges a wide range of identity dimensions such as race, ethnicity, gender, sexual 
orientation, gender identity and military status but also focuses on dimensions and concepts such as 
culture, business segments, geographical diversity, unconscious bias, cognitive diversity and inclusive 
leadership. Each of us has a unique and evolving set of perspectives, experiences, backgrounds and 
styles to contribute. Our approach is designed to support and empower our people personally and 
professionally throughout the employee lifecycle. 

 

 

 

Our globally inclusive culture recognizes that diversity is defined differently around the world and across 
different businesses and teams. Therefore, we have developed business and region-specific goals, with a 
view to consistently embed inclusion and diversity into the fabric of our organization.  
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Accountability and Alignment 

 

Inclusion and diversity goes beyond making PIMCO a place where employees 
can have a rewarding career, develop their talents and grow. It also speaks to 
our ability to attract new talent, the relationship we have with our clients and 
communities, and the integrity that our clients expect of us. 
 

- Emmanuel Roman, CEO 

 

For the last decade, PIMCO has been on a multi-year inclusion and diversity journey spanning inclusive 
policies, process enhancements, employee and client engagement, thought leadership and research, as 
well as advocacy within our industry. PIMCO recently appointed a global head of inclusion and diversity 
strategy, reporting directly to Emmanuel Roman (CEO) and Dan Ivascyn (CIO), to advance the next 
phase of this journey, which is to embed inclusion and diversity into the fabric of our organization.  

To deliver against our strategic priorities globally, PIMCO is looking to hire a head of inclusion and 
diversity who will drive the design and implementation of HR programs, policies and strategies to foster 
greater inclusion, representation and equity across businesses globally, in partnership with the head of 
strategy, HR and business leadership including our Executive Committee, CEO and Global CIO, with 
additional oversight and governance from PIMCO’s Executive Committee. 

As part of our multi-year journey, we have also built out an institutional infrastructure to support Inclusion 
and Diversity (I&D) work at PIMCO, of which a number of personnel and groups dedicated to I&D goals, 
such as: 

1) Tailored and localized business inclusion and diversity goals: as of the start of 2021, every 
business at PIMCO has business-specific I&D goals, overseen by the relevant business head in 
partnership with the relevant HR Business Partner and integrated into the business’ overall people 
strategy. 

2) HR partnership on recruiting, development and retention: in addition to the HR Business Partner 
support on business-specific goals and people strategy, we have also invested in dedicated resources 
with I&D expertise within the HR team. These include diversity recruiters in Talent Acquisition, I&D 
employee training and leadership development specialists in Talent Development, I&D partners in Total 
Rewards and People Analytics, I&D partners in Knowledge Management and HR Operations, as well as 
an I&D for HR team in HR Communications. 

3) Employee and client engagement:  

• Senior leadership engagement: We recognize tone from the top and senior leadership 
engagement and accountability is key to success, and we have approached this in a few ways 
over the course of our journey. First, we embedded leadership engagement and accountability 
into our performance evaluations early on, where Managing Directors at the organization have 
been required to speak to their contributions to inclusion and diversity more formally. Second, we 
require Managing Director and Executive Vice President level sponsors for each of our eight 
Employee Resource Groups (ERG) to champion the work of the group as well as provide 
advocacy, mentoring and alignment with organizational inclusion & diversity goals. Many of our 
sponsors identify as allies, which has an added benefit of reverse mentorship for our senior 
leaders, thus contributing to the ongoing development of inclusive leaders at the organization. 
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Each ERG also has regional Steering Committees across the Americas, APAC and EMEA as 
applicable, to set strategy and focus areas for the working group, aligned to the firm-wide goals. 
Steering Committees are composed of senior management members of the organization, thus 
ensuring we also foster inclusive leadership behaviors and engagement across our leadership 
bench. 

• Employee engagement: Our people play an active role with eight employee-led groups 
representing more than 3,048 employees across 20 offices in 13 countries, as of March 31, 2021. 
We firmly believe everyone plays a role in our success. Therefore, employee engagement is also 
an important piece of our forward-looking strategy and accountability journey, which is further 
detailed in our Goals, as well as our training programs. As of 2021, we have also invested in 
dedicated I&D marketing and communications resources to support our employee and client 
engagement goals. 

• Client engagement: As part of the evolution of our client engagement strategy, we recently 
formed a Client Management Inclusion and Diversity (I&D) Council in the Americas, focused on 
creating and executing a best-in-class I&D external client engagement strategy. This Council 
spans both channels and regions in the Americas to further promote I&D across four key areas: 
1) client and consultant engagement, 2) thought leadership, 3) business development/servicing, 
and 4) expand our Account Managers team’s fluency in PIMCO’s I&D work. 

 

 

 

Diversified and Inclusive Leadership 
PIMCO is a limited liability company that is a majority-owned subsidiary of Allianz Asset Management of 
America L.P. (“AAM”), a subsidiary of Allianz SE (“Allianz”). AAM, as the managing member of PIMCO, 
delegated its authority to manage the business and affairs of PIMCO to a Management Board comprised 
of the managing directors of PIMCO. As of March 31, 2021, PIMCO had 82 managing directors. 

The Executive Committee operates via a delegation of authority from the Management Board (comprised 
of all PIMCO Managing Directors) and is PIMCO’s day-to-day governing body. The Executive Committee 
sets PIMCO’s strategic direction and makes key business and operational decisions. PIMCO’s Executive 
Committee is currently comprised of 11 managing directors, including the CEO, who chairs the 
Committee. Of PIMCO’s eleven current Executive Committee members, four identify as female and one 
identifies as belonging to an underrepresented group. Additionally, 4 Executive Committee members 
speak 2 or more languages. The following 6 distinct languages are spoken across this team at a 
professional working proficiency: English, French, Hassaniya (Mauritanian Arabic), Hindi, Spanish, Tamil. 

PIMCO’s Asia-Pacific Leadership Team oversees PIMCO’s business strategy in the APAC region and is 
composed of 12 leaders, of which 42% are women. 

PIMCO’s senior management group is composed of 502 Senior Vice Presidents, 245 Executive Vice 
Presidents and 82 Managing Directors at the firm.   

PIMCO Investment Committee is composed of 16 Investment Professionals, of which 25% women. 
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Investment Process 

 

 
A culture of inclusion is essential to ensuring diverse perspectives can truly 
enhance our process. As such, we actively encourage and promote 
opportunities for all members of our investment teams to have a voice in our 
investment process.  
 
- Dan Ivascyn, PIMCO CIO 
 

 

As an asset management firm, our core business centers around our fiduciary duty to our clients and the 
investments they entrust in us. For the last five decades, PIMCO has leveraged the power of diversity and 
inclusion in delivering a return on this trust.  

PIMCO’s investment process was designed to foster broad participation and diverse perspective-sharing, 
and as such served as the model for our inclusion and diversity efforts across the organization Notably, 
our investment process integrates diverse insights from our Forums, in which our 870+ diverse 
investment professionals representing 20 offices around the world as well as different academic, 
experience and identity backgrounds, gather to discuss and debate the state of global markets and 
economies, and pinpoint trends we believe will have important investment implications. A unique aspect 
of our process is that for many years we’ve included outside experts and advisors to enhance our internal 
knowledge, challenge our thinking and combat bias, including our Global Advisory Board chaired by Ben 
Bernanke. These top-down views are complemented by diverse bottom-up perspectives from 260+ 
regional and specialist portfolio managers and 95+ analysts, including 75+ global credit analysts, to help 
target the most attractive opportunities for our clients’ portfolios (as of December 31, 2020).  

In a market environment where sources of reliable alpha are increasingly hard to find, and where 
diversification is key to portfolio construction, PIMCO firmly believes that diversification of our investment 
teams, including the diversity of their backgrounds, race, ethnicity, gender identity and expression, sexual 
orientation, prior experience and resulting thinking, is key to driving returns.  

 

The same way sustainable outperformance requires us to constantly evaluate 
the trajectory of markets and valuations, we constantly evaluate our investment 
teams for gaps in skills, experience, and perspectives that would enhance our 
overall ability to outperform.   
 
- Erin Browne, Managing Director, Portfolio Manager 
 

 

To support a culture of inclusion, PIMCO’s Investment Committee encourages Portfolio Managers across 
all officer levels to come and share ideas during specific “open mic” meeting days. We ask all portfolio 
managers, regardless of rank, to submit their top three ideas each quarter. Each idea is shared and read 
by all Portfolio Managers including PIMCO’s CIOs. This frequently fosters open debate and discussion 
about effective and optimal positioning. The global credit team also regularly includes our client 
management team, who offer perspectives from the client lens, in their insight-sharing meetings.  Finally, 
a Cognitive Bias Codex  is hung outside our Investment Committee meeting room as a visible reminder to 

https://commons.wikimedia.org/wiki/File:The_Cognitive_Bias_Codex_-_180%2B_biases,_designed_by_John_Manoogian_III_(jm3).png
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all portfolio managers to test their own biases. Read more at our PIMCO Blog: The Power of Diverse 
Perspectives in Investing. 

 

Best talent. Best thinking. Best outcomes. 
Our vision is for inclusion and diversity to be embedded in all talent and business decisions at PIMCO. 

 

At PIMCO, we have tailored our approach to setting diversity goals within local 
teams since diversity is defined differently around the world and across 
businesses. We recognize that Inclusion and Diversity is more than what we do, 
it is who we are. Therefore our inclusion efforts are global and each of us plays a 
vital role in fostering an environment of openness and authenticity. We must 
invest today in the skills, perspectives and experiences of our employees to 
build a better future for the years to come.  
 
- Marta Bezoari, Global Head of Inclusion & Diversity (I&D) Strategy 

 

  

https://global.pimco.com/en-gbl/insights/blog/the-power-of-diverse-perspectives
https://global.pimco.com/en-gbl/insights/blog/the-power-of-diverse-perspectives
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Strategic roadmap 
Our focus areas have included the following dating back from 2010: 

 

  



 

11 
 

Strategic Priorities 
• Empower leadership to drive greater inclusion, equity and representation across their businesses 

and regions. 
• Fully mobilize HR partnership in recruiting, developing and retaining top talent. 
• Foster employee engagement and belonging through networks and connectivity. 

 

Implementation Areas 
• Leadership accountability: Through tailored strategies, business leaders are empowered to drive 

greater inclusion and representation in their teams, in close partnership with HR. 
• Integration and alignment: Established inclusion and diversity as a firmwide strategic priority with 

Executive Committee oversight and accountability embedded in the Performance Management 
process. 

• Engagement and belonging: Employee-led resource groups foster networks, belonging and 
community to engage our workforce in achieving our goals. 

• Partnered for impact: A strategic partnership model that ensure progress toward our goals and 
advancement of our impact. 

 

Goals 
Diversity is factored into PIMCO’s organizational goals in the following ways: 

• Inclusion & Diversity is a strategic business priority: One of the organization’s 2021 goals and 
strategic business priorities is to Continue to integrate Inclusion and Diversity considerations into 
business decisions. This goal is cascaded down through the organization and embedded across 
every department and team globally. 

• Corporate values integration: Inclusion and diversity principles are embedded into our core 
values, which govern PIMCO’s organizational culture. 

• Accountability and alignment: Living our values, of which inclusion and diversity are a critical part, 
is one of the organization’s five performance criteria, which as of 2020 every employee 
regardless of role, tenure or seniority is measured against and assigned a rating on an annual 
basis. Ratings have downstream impacts into compensation, thus now aligning inclusion and 
diversity with how we evaluate and reward our employees. Managing Directors are also required 
formally to demonstrate contributions to inclusion and diversity efforts in their performance 
evaluations and each of our eight employee resource groups has a Managing Director or 
Executive Vice President level Executive Sponsor to champion the work of the group as well as 
provide advocacy, mentoring and alignment with organizational inclusion and diversity goals. 

• Tailored and localized business strategies: In addition to inclusion and diversity continuing to be a 
strategic priority, our globally inclusive culture also recognizes diversity is defined differently 
across the world and by business and team. Therefore, we have developed business-specific 
inclusion and diversity goals for each department across the organization, and an HR 
implementation plan to partner with each business in delivering on recruiting, development and 
retention goals.  

Progress against Inclusion and Diversity goals is governed by PIMCO’s Executive Committee.   
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Our workplace 
Our culture 
 

Our mission is an unwavering commitment to deliver for our clients, earning their trust and confidence 
every single day. This mission demands a high-performance, inclusive culture in which we work together 
to put our clients first and hold our people and practices to the highest standards, in line with our CORE 
values of collaboration, openness, responsibility and excellence. 

Our culture is built on the fundamental belief that diverse thinking leads to better outcomes for our 
clients and our people. We seek to constantly challenge consensus, adopt a global long-term view and 
promote candor and integrity in all that we do. This shows in our time-tested investment process, which 
structurally ensures our best ideas work their way into client portfolios to deliver outperformance, as well 
as our commitment to best-in-class client service.  
 This commitment extends to our communities, too, and we empower our people to drive positive change 
on two fundamental issues critical to human development and sustainable worldwide economic growth – 
hunger and gender equality.  

 

CORE Values 
In late 2018, we rearticulated our values to encourage authenticity and promote openness. Inclusion and 
Diversity are at the CORE (Collaboration, Openness, Responsibility and Excellence) of who we are and 
who we aspire to be:  

 Cognitive diversity: by leveraging diverse perspectives, we avoid group think and are able to 
identify the best solutions for our clients. 

 Unconscious bias mitigation: by seeking challenges to our most closely held viewpoints, we 
can improve decision-making processes and mitigate unintended biases. 

 Inclusive leadership: by acting as leaders and being accountable for the impact of our 
actions, we recognize that our commitment to inclusion begins with engaging all colleagues 
respectfully. 
 

 

We have continuously socialized these values in many ways, namely by integrating them within our 
firmwide performance criteria. 
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Our people 
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Defining and Measuring Inclusion and Diversity 
Our diversity and inclusion philosophy acknowledges a wide range of identity dimensions such as race, 
ethnicity, gender, sexual orientation, gender identity and military status but also focuses on dimensions 
and concepts such as culture, business segments, geographical diversity, unconscious bias, cognitive 
diversity and inclusive leadership. Therefore, our programming reflects this breadth in focus areas too.  

To measure diversity across static identity dimensions such as race, ethnicity, gender, we conduct 
internal tracking based on visual identification.  

 

On a forward-looking basis, we are building out self-identification capabilities, 
with the goal to measure even more identity dimensions including sexual 
orientation, gender identity, two or more races, languages spoken, preferred 
pronouns, cultures represented and military status to name a few. These are 
multi-year investments in our HR systems, which in turn will enable us to more 
deeply analyze and understand our workforce composition and the multiple 
identities of our employees, as well as inform future programming and 
solutions.  
 
- Sunil Oza, Head of Workforce Analytics 

 

To measure inclusion, we conduct ongoing surveys and roundtables with employees throughout the 
employee lifecycle and leverage input to inform our strategy and focus areas, examples of which can be 
found in the Engage section of this document. 
 

Employee Resource Groups 
We seek diverse perspectives, from the top-down and bottom-up. This positively impacts our culture, 
creating an environment that attracts and retains top talent. Our people play an active role with eight 
employee-led groups representing more than 3,000 employees across 20 offices in 13 countries.  
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Our programs 
 

 

Attracting, developing and retaining talent are cornerstones of PIMCO’s inclusion 
and diversity efforts. We are increasingly using data and analytics to further 
inform our program offerings of promoting a workforce that represents a broad 
range of perspectives and experiences, and delivers the best investment ideas 
and products for our clients. 
 

- Robin Shanahan, Co-Chief Operating Officer 

 

At PIMCO, we seek to create an environment where all our people can be their authentic selves. We 
dedicate ourselves daily to supporting a culture of diversity, inclusion and acceptance so that our people 
and clients continue to thrive. Our commitment to PIMCO’s talent is at the CORE of our purpose within 
the Human Resources (HR) organization.  

The HR team seeks to provide best-in-class solutions centered on the employee experience and deeply 
focused on strategic initiatives related to talent acquisition, talent development, total rewards and people 
analytics, human capital strategy, employee relations and firm culture. 

 

Developing a diverse talent pipeline and cultivating an inclusive culture are 
important to fostering a healthy organizational dynamic in which teams can 
deliver best in class investment products and services. As part of the next step in 
our journey, in 2021 the HR business partner team and each business head 
established business-specific inclusion and diversity goals, which have been 
integrated into our ongoing people strategy discussions. 
 

- Gloria Ezeakor, Head of US HR Business Partners 
 

At PIMCO, we pride ourselves on attracting, developing and retaining top talent from a range of industries 
and backgrounds. Harnessing new ideas and fresh thinking supports our ability to provide the best ideas 
and solutions to our clients every day. 

PIMCO HR has also recently established an HR Services and Operations function (Global People 
Services (GPS)) that delivers a premium HR experience to all employees globally via first line inquiry 
response (AskHR), expert guidance, and exceptional HR support.  

As the primary point of contact for employees, the GPS team delivers on two main focus areas: Talent 
Delivery and Talent Operations. 
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Attract 

 

PIMCO’s recruiting process is constantly innovating so that each part of the 
recruitment funnel enhances our ability to attract, develop and interview top, 
diverse prospects. We are committed to the candidate experience and have 
recently reinforced our team with dedicated diversity recruiters and candidate 
developers. Furthermore, we have integrated Learning with Talent Acquisition 
with the goals of improving internal mobility and retention of our increasingly 
diverse early and mid-career talent. 
 

- Graham Honda, Head of Talent Acquisition and Learning 

 

PIMCO utilizes a comprehensive and advanced approach to finding the most qualified talent. We are 
committed to building diverse teams and we emphasize diversity recruiting best practices at every step of 
the recruiting and onboarding processes.  

PIMCO has two distinct Talent Acquisition teams, Campus and Lateral (professional hiring). To ensure 
that we build diverse teams both Campus and Lateral teams have dedicated recruiters focusing on 
diversity efforts. The Lateral team routinely employs retained search firm best practices to deliver diverse 
slates of excellent talent. The Campus team practices a “Breadth and Depth” approach in that we digitally 
engage hundreds of colleges and universities annually while, at the same time, partnering closely with a 
handful of institutions to build deep and mutually beneficial relationships. Both Campus and Lateral 
partner very closely with third party diversity organizations. Both Lateral and Campus teams are required 
to provide diverse slates of candidates and we strive to have all slates of interviewers be diverse and 
reflective of hiring teams. Unconscious bias training is woven throughout programs that the recruiters and 
hiring managers routinely participate in.   

 

PIMCO project Diversity Now and Always (DNA) launched in 2018 and is a multi-year recruiting strategy 
that integrates and institutionalizes inclusion and diversity best practices into all aspects of the recruiting 
process.  

 

Broadening the candidate slate 
We leverage tech solutions like Textio to ensure balanced and inclusive language in job descriptions, we 
require diverse slates of candidates for all positions and engage third party search firms to support these, 
we partner with over 25 diversity based recruiting organizations globally (e.g. SEO, Forte Foundation) to 
source candidates. Recently we have expanded our partnership with Girls Who Invest to strengthen their 
pipeline of women from historically underrepresented backgrounds and established new partnerships with 
Stonewall’s Proud Employers and #100BlackInterns initiatives in the UK. Furthermore, we expanded our 
campus footprint in the U.S. to include Historically Black Colleges and Universities (HBCUs) as well as 
Hispanic Serving Institutions (HSIs). 

We continue to brainstorm and incubate ideas to drive greater diversity in the candidate pool for senior 
positions also such as market mapping and talent database initiatives, in partnership with our candidate 
developers. 
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Mitigate unconscious bias while also increasing offer acceptance rate 
We seek to assemble diverse interview panels by developing “assessment teams”, we build recruiter 
checkpoints at each stage of the search and interview process, we leverage our employee resource 
group leaders to partner on referrals of diverse talent as well as to engage diverse talent throughout the 
interview process by broadening the interviewer slate. We are also deploying mentor programs for new 
employees through the use of technology to create connectivity and scale. 

 

Building the industry pipeline of future talent 

 

 
Recognizing that newer generations have a wide selection of industries to 
choose from to start their professional careers, we undertake deliberate 
efforts to influence the choice of asset management as an industry with a rich 
diversity of potential career paths and experiences. 
 

- Adam Reichow, Head of Campus Recruiting 

 

PIMCO’s Career Exploration Program (CEP) is a Black and Hispanic/Latinx diversity-focused sophomore 
intern program. This program provides sophomore year college students the opportunity to learn about 
the asset management industry, give back to our communities in orchestrated philanthropic efforts, and 
feeds directly into our Full-Time Analyst hiring.  

UK PIMCO employees took part in a mentoring program with UpReach to mentor students throughout 
their university lifecycle. From a statistical perspective, the program is made up of 85 students each year 
of which 45% are female and 75% are from Black, Asian and Minority Ethnic (BAME) backgrounds. 

We also believe in equitable access to education and understand the financial challenges that exist for 
many Black students. Therefore, we have launched the first annual PIMCO Black Scholarship which will 
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award two undergraduates and two graduates in the US who identify as Black and/or African-American 
each with a one-time $20,000 college scholarship. 

 

These among broader ongoing deliberate efforts have contributed to the following positive results: 

• Our summer intern class of 2021 is 53% women and our U.S. program is 25% Black and 18% 
Hispanic/Latinx– and includes interns from 4 women’s universities and 3 Historically Black 
Colleges and Universities (HBCUs). 

• Our global full-time class of 2021 hires is 51% women and counting, and our Americas program is 
11% Hispanic/Latinx, 7% Black 

• Our summer intern class of 2020 was 49% women and our U.S. program was 11% Black and 
11% Hispanic/Latinx 

• Our global full-time class of 2020 hires was 42% women, and our Americas program is 16% 
Hispanic/Latinx, 7% Black 
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Develop 
The PIMCO Talent Development (TD) group aims to foster an inclusive, continuous learning culture and 
talent strategy in which PIMCO employees have access to targeted development that builds capability, 
increases capacity and improves overall effectiveness and performance. TD offers a wide range of 
development opportunities to help employees advance in their career and add value to the organization, 
partnering closely with business heads and managers to facilitate learning regardless of level, tenure or 
years of experience.  

 

 
Inclusion and diversity considerations are embedded in design, process, content 
and participation, and programming is constantly innovating so that each part of 
the development path enhances our ability to develop, retain and engage top 
inclusive and diverse talent.  
 

- Labhaoise Buckley, Leadership and Organizational Development 

 

Core training programs 
Employees and contractors, where relevant, are offered training programs across all offices in a number 
of areas. The following are PIMCO’s core offerings: 

• Culture: PIMCO fosters an inclusive, team-based, and sustainable high-performance culture by 
providing a consistent onboarding experience that delivers critical PIMCO tools and information. 
Inclusion and diversity content ensures all employees are aware of their responsibilities to 
prevent discrimination and harassment in the workplace and implement the Senior Manager 
Certification Regime where applicable, as well as contribute to our strategy and share insights. 

• Investment Skills: PIMCO provides a wide range of investment related trainings such as regular 
“teach-ins” led by PIMCO professionals, highlighting our investment strategies and products, and 
a series of educational eLearning modules, focusing on areas like fixed income, equities, and 
alternatives.  

• Leadership & Management: PIMCO supports professionals in leadership or managerial roles 
through rigorous assessments, workshops and coaching. Content is developed for different 
stages of management experience ranging from first time supervisors to senior leaders. Focus 
areas for managers include Building High-Performance Teams, Influencing Skills, Delegation and 
Delivering Feedback. Programmatic offerings provide EVP leaders with opportunities to develop 
inclusive leadership skills, key leadership techniques to drive high performance and deep self-
insight.  

• Professional Skills: To assist in overall development of our employees, PIMCO hosts 
workshops focusing on professional skills that include Presentation Skills, Business Writing, 
Meeting Management, and Professional Image. Client facing professionals have access to sales 
skills training, which focuses on the sales process and managing sales opportunities. Investment 
Professionals are provided with negotiation training which introduces a rigorously researched 
framework for negotiations along with the opportunity to receive feedback and coaching on their 
approach. 

• Technology Skills: PIMCO provides training focused on technology ranging from basic Microsoft 
skills to advanced Python Programing.  

• Virtual/Self-Paced Learning Programs: A collection of on-demand and online training resources 
are available to PIMCO employees, including LinkedIn Learning, Virtual PIMCO Fundamentals, 
and Keynote Speaker Event Recordings. 

• PIMCO Fundamentals: This program supports the onboarding of PIMCO’s new Investment 
Professionals and Analysts through their first year. Participants gain a strong foundation for their 
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PIMCO career via a worldclass training program, on-the-desk learning, discussions with senior 
PIMCO leaders, and mentoring. 

• Custom Trainings: PIMCO provides bespoke training solutions designed to further employee 
development such as understanding social styles and team dynamics, self-assessment tools and 
frameworks to support development conversations, custom skill development programs, and 
mentoring and rotation programs.  

• Continuing Education: If applicable to their job role, PIMCO employees are encouraged to 
complete various certification programs including the Chartered Financial Analyst (CFA), 
Chartered Alternative Investment Analyst (CAIA) and Certified Investment Management Analysts 
(CIMA) programs. PIMCO offers employees studying for eligible certification tests preparation 
courses and exam cost reimbursement. PIMCO provides a tuition reimbursement program to 
encourage and support educational and professional advancement in other areas.  

 

Inclusion and Diversity Training 
Efforts to embed inclusion in people management practices and employee behaviors include: 

• Direct training, of which: 
o Annual mandatory respectful workplace training, which all employees must complete. An 

extended version of this training is required for people managers, senior leadership and 
HR employees firmwide. 

o Regular inclusion and diversity educational and awareness-building seminars, with an 
evolving curriculum addressing current themes and events. Recent examples include 
Introverts and Extroverts at Work with Susan Cain, Managing Uncertainty with Adam 
Grant, Racial inequity within and outside the workplace with Dr. Laura Morgan Roberts 
and others promoted in partnership with our global Employee Resource Groups, such as 
Jose Pizarro on behalf of PIMCO PRIDE in EMEA, Rosalyn Taylor O’Neale on behalf of 
PIMCO Multicultural, Chih-Yun Hsu on behalf of PIMCO PRIDE in APAC, Julie Lythcott-
Holmes on behalf of PIMCO Black & PIMCO Families to name a few. 

o Inclusion training, with an evolving curriculum that is both broad-based, incorporating 
overall inclusive leadership concepts such as cognitive diversity, unconscious bias, 
introverts vs extroverts, and differing communication or cultural styles, as well as specific, 
such as LGBT+ inclusion for managers and Trans inclusion training for teams in which an 
employee is transitioning or has transitioned. 

o Just-in-time bias training, which interviewers, promotion committees and other talent 
decision-makers go through routinely before critical talent discussions to ensure 
unconscious bias is top of mind. 

o New hire onboarding, which all new hires go through and has a dedicated overview of 
inclusion and diversity at PIMCO, focus areas and ways for employees to be involved in 
our work. 

• Indirect training, of which: 
o Annual general Compliance training, which all employees must complete and includes an 

overview of their responsibilities as a PIMCO employee, the organization’s Code of Conduct, 
Code of Ethics, political contributions, and policies around gifts and entertainment, 
professional integrity and other areas. 

o New hire general Compliance training, which all new hires go through and includes an 
overview of PIMCO’s compliance policies and procedures, periodic reporting requirements, 
and compliance new hire paperwork. 

• Targeted training, which is offered to a group of employees at the organization to support their 
needs. Examples include female talent development programs and Black leadership programs 
designed to support advancement of underrepresented talent. Some of these programs are 
administered by organizations PIMCO partners with on training and development, which also 
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connects these employees with broader networks in the industry and contributes to growing 
representation across our industry even beyond our immediate organization. 

Beyond programs and training content, inclusion and diversity is also integrated across PIMCO’s 
talent development strategy through the selection of providers we work with to develop and facilitate 
training, as well as the access to training and development opportunities within the organization. 
Inclusive language and examples are consistently embedded into materials, with the goal of 
equipping managers for inclusive day-to-day ongoing talent management, positively impacting 
employee experience and engagement. In 2020, we initiated a series of “Manager Tips” emails, 
focused on our manager population with the goal of providing actionable tips to enhance employee 
experience and development. Several of these have spoken to topics around allyship and inclusion 
for managers. Following the success of Manager Tips, our Stay on Track email series provides timely 
nudges for all employees to support ongoing career and performance management. 

 

Mentorship 
Mentorship occurs via a number of avenues tailored to the individual employee’s needs. A few examples 
of this include: 

• In-team mentorship pairings for new hires as part of onboarding. 
• Outside of team mentorship through employee resource groups. 
• Reverse mentorship between the leaders of our employee resource groups and executive 

sponsors at the Managing Director and Executive Vice President level. 
• Outside mentorship through PIMCO’s membership with over 30 diversity-focused partner 

organizations. 
• Board Placement and Volunteer programs with our local communities. 
• Senior engagement Roundtables designed to allow leadership, business and development 

insights. 
• MentorCity, a platform that facilitates mentorship and networking engagement, empowering 

interns and new joiners to reach out to individuals across the firm that share a similar 
background, careers goals or interests. 

 
Additionally, we proactively encourage managers and senior leaders across the organization to mentor 
colleagues who are different to them or are known to be part of an underrepresented group. This serves 
to create visibility into opportunities and help mentees navigate the organization, as well as fosters 
learning for the mentor about the experiences of employees who are different to them. We have 
supported this through training resources and as part of our regular communications for managers. 
 

Performance Evaluation 
We are committed to building and fostering a high performance culture where employees are empowered 
to shape their career growth and development.  

The performance of all employees is generally evaluated on an ongoing 12-month cycle. Tailored rubrics 
combine the firmwide performance criteria and ratings, with business specific indicators of performance. 

Our objective setting process, performance criteria and performance ratings provide a shared language 
and set of standards that reinforce our performance-based, inclusive culture, deliver practical guidance to 
support career development and promote transparency and understanding of what it means to succeed at 
PIMCO. 

• Objective setting: Employees establish goals at the beginning of the performance year followed 
by informal performance discussions throughout the year and more formal year-end performance 
reviews. As needed, Human Resources may be involved in conversations regarding performance 
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and employee relations issues. PIMCO promotes a culture of providing real-time, ongoing 
feedback via manager and employee-initiated conversations. 

• Consistent firmwide performance assessment criteria: Employee performance is assessed across 
5 performance criteria, which represent firmwide expectations for all employees across outcomes 
(“what you achieve”) and behaviors (“how you achieve it”). These criteria are the basis for tailored 
rubrics for each business detailing how the criteria are applied to specific groups and all include: 
• Outsized Impact: Delivering excellent results with lasting impact for clients. 
• Deep Expertise: Applying expertise in a way that creates value for PIMCO. 
• Exceptional Colleague: Effectively leading self and collaborating with others. 
• Our Values: Living PIMCO values in both the ‘what’ and the ‘how’. 
• People Leaders: Proactively developing others to reach their full potential (applies only to 

direct managers). 

The HR team supports managers and employees through the performance management process by: 

• Managing the performance calendar and processes associated with it (i.e. goal setting, talent 
reviews, mid-year conversations, year-end review submissions) 

• Providing managers and employees training opportunities to build awareness of diverse 
perspectives through targeted, timely training and development sessions 

• Producing comprehensive process guidance which incorporates bias mitigation materials and 
sharing with all managers 

• Providing best practices for promoting an inclusive environment to all managers and employees 
globally 

Employee compensation is then assessed across individual, team and firm-wide contributions, 
achievement of individual performance objectives, alignment to PIMCO’s performance criteria, strengths 
and development areas, management effectiveness (if applicable), feedback from direct 
reports/peers/senior stakeholders, and alignment to PIMCO Values.  

 
Business heads, managers, and HR partner to ensure a consistent and fair process for performance 
evaluation, promotion, and compensation recommendations and outcomes.  
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Retain 
We invest in our employees' career and wellbeing through robust professional development programs, 
internal mobility opportunities and a portfolio of comprehensive total rewards and benefits offerings.  

Recognizing that different employees are motivated differently, we leverage different tools to retain top 
talent across rewards, recognition or leadership opportunities, many of which referred in previous 
sections. 

Over the last 10 years, we have sought to tackle inclusion and diversity across the employee lifecycle, 
ensuring we have inclusive policies particularly around pay equity and benefits, and by continually 
implementing process enhancements to mitigate unconscious bias across talent decisions from the 
recruiting stage to performance and promotion decisions.  

 

Recognition 
We are proud of our many PIMCO diverse leaders, who are recognized both internally and externally. 
Non-exhaustive recent examples of this recognition include: 

• Allison Boxer, Portfolio Management, and Maria Osorio, Client Management, have been selected 
as PIMCO’s recipients of the Women's Bond Club (WBC) Rising Star Awards for 2021. Further to 
recognition of achievements, this program also provides leadership training. Prior WBC Rising 
Stars from PIMCO are Preeyam Gandhi (2020), Missy Iandiorio Longo (2020), Lisa Joseph 
(2019), Alison Congdon (2018), Alex Petrone (2017), Marta Bezoari (2016), Eden Simmer (2015), 
Mariko Boswell (2014) and Naila Makhdumi (2012). 

• PIMCO nominated Bijal Parikh, a senior vice president and manager of the fund treasurer’s office, 
and Katie DeFriese, a senior vice president and compliance officer as rising leaders (i.e. 
individuals whom we envision could become C level executives in the next 5-10 years) to attend 
KPMG’s Women’s Leadership Summit this summer. 

• Erin Browne, Managing Director, Portfolio Management and Lillian Lin, Senior Vice President, 
Portfolio Management both received awards at Markets Media’s “2020 Markets Choice Awards: 
Women in Finance” virtual events recently. Erin received an “Excellence in Asset Management” 
award and Lillian won a “Rising Star” award. The awards recognize the most talented and 
accomplished women in multiple categories across finance. 

• 100 Women in Finance recognized Kimberley Stafford with the 2019 APAC Industry Leadership 
Award and Geraldine Sundstrom with the 2010 European Industry Leadership Award. 

 

Promotion and Mobility 
Roles and candidates across PIMCO’s footprint are evaluated for promotion eligibility based on three 
consistent factors: 1) multi-year performance, 2) future potential, and 3) business need. Future potential is 
based on evaluation through annual talent reviews of growth and leadership capability and annual 
performance ratings provide a data-point to help promotion committees understand an employee’s multi-
year performance. In addition, promotion committees go through bias mitigation training ahead of 
promotion discussions and decisions. Where internal searches are not confidential and there is an open 
process for current employees to participate in, diverse candidate slates are strongly encouraged.  Where 
the pipeline allows, diverse promotion slates are also targeted.  Importantly, all promotion committees and 
internal interviewer slates are required to be diverse 
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Succession Planning 
PIMCO's decision-making process at all levels (business, macro-economic forecasting, portfolio strategy, 
etc.) works on a consensus approach, so one individual's departure is not critical to the on-going 
operation of the organization. As it relates to the retirement of a key PIMCO professional, succession 
planning is handled months, sometimes even years, leading up to the retirement. Each year, every 
Managing Director provides the PIMCO Compensation Committee with a list of potential successors, both 
in the event of an immediate emergency and for longer-term development. Further, PIMCO has great 
depth in senior management with 82 Managing Directors, 245 Executive Vice Presidents and 502 Senior 
Vice Presidents (as of March 31, 2021) giving us a broad pipeline of talent from which to draw. In 
addition, PIMCO’s size, growth and structure help ensure that the organization is perpetually developing 
more seasoned professionals in both the client service and portfolio management groups.  

We have found no material differences between turnover rates across different cohorts. While we 
endeavor to retain top talent, we also understand that a healthy amount of turnover creates opportunity 
for internal mobility. 

 

Compensation 
PIMCO has adopted a Total Compensation Plan for its professional level employees, including its 
portfolio managers that is designed to pay competitive compensation and reward performance, integrity 
and teamwork consistent with the PIMCO’s mission statement. The Total Compensation Plan includes an 
incentive component that rewards high performance standards, work ethic, and consistent individual and 
team contributions to the organization. The compensation of portfolio managers consists of a base salary 
and discretionary performance bonuses, and may include an equity or long term incentive component. 

The PIMCO Compensation Committee (PCC) governs the compensation framework, approves 
compensation spend, and reviews compensation decisions including pay equity across the organization. 

Key Principles on Compensation Philosophy include: 

• PIMCO’s pay practices are designed to attract and retain high performers.  
• PIMCO’s pay philosophy embraces a corporate culture of rewarding strong performance, a strong 

work ethic, and meritocracy.  
• PIMCO’s goal is to ensure key professionals are aligned to PIMCO’s long-term success through 

equity participation.  
• PIMCO’s “Discern and Differentiate” discipline is exercised where individual performance rating is 

used for guidance as it relates to total compensation levels.  

The Total Compensation Plan consists of three components:  

• Base Salary: Base salary is determined based on core job responsibilities, positions/levels and 
market factors. Base salary levels are reviewed annually, when there is a significant change in 
job responsibilities or position, or a significant change in market levels. 

• Performance Bonus: Performance bonuses are designed to reward individual performance. Each 
professional and his or her supervisor will agree upon performance objectives to serve as a basis 
for performance evaluation during the year. The objectives will outline individual goals according 
to pre-established measures of the group or department success delivering results for clients. 
Achievement against these goals as measured by the employee and supervisor will be an 
important, but not exclusive, element of the bonus decision process. Award amounts are 
determined at the discretion of the Compensation Committee (and/or certain senior portfolio 
managers, as appropriate) and will also consider organizational performance. 

• Deferred Compensation: Long Term Incentive Plan (“LTIP”) and/or the Carried Interest 
Compensation Plan is awarded to key professionals. Employees who reach a total compensation 
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threshold are delivered their annual compensation in a mix of cash and/or deferred 
compensation. PIMCO incorporates a progressive allocation of deferred compensation as a 
percentage of total compensation, which is in line with market practices.  

o The LTIP provides participants with deferred cash awards that appreciate or depreciate 
based on PIMCO’s operating earnings over a rolling three-year period. The plan provides 
a link between longer term company performance and participant pay, further motivating 
participants to make a long term commitment to PIMCO and our clients’ success.  

o The Carried Interest Compensation Plan awards entitle eligible individuals who provide 
services to PIMCO’s Alternative Funds a percentage ("points") of the carried interest 
otherwise payable to PIMCO in the event that the applicable performance measurements 
described in the Alternative Fund's partnership agreements are achieved. The awards 
are granted before any payments are made in respect of the awards and payout is 
contingent on long-term performance, and are intended to align the interests of the 
employees with that of PIMCO and the investors in the Alternative Funds. While subject 
to forfeiture and vesting terms, payments to participants are generally made if and when 
the applicable carried interest payments are made to PIMCO. 

o Eligibility to participate in LTIP and the Carried Interest Compensation Plan is contingent 
upon continued employment at PIMCO and all other applicable eligibility requirements. 

 

Pay Equity 
As a global organization, we embrace and support a diverse workforce where people are treated fairly by 
providing equitable benefits, opportunities for development, career progression, and industry and market 
attractive compensation. Contributions to Inclusion and Diversity goals and demonstration of living 
PIMCO values, including valuing diverse perspectives, promoting an environment of openness and 
authenticity, and fostering an inclusive work environment, are examples of a broad array of components 
considered when assessing performance and determining compensation. We are committed to paying 
employees fairly based on the quality of their performance. PIMCO participates in annual compensation 
benchmark surveys and engages various consultancies to ensure pay practices are within market levels. 

 

Benefits 
PIMCO is committed to offering a comprehensive portfolio of employee benefits designed to support the 
health and wellbeing of our employees and their families. Importantly, we provide equivalent coverage to 
domestic partners as we do spouses, regardless of gender where available and in accordance with 
applicable local law. 
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LGBT+ Friendly Benefits 

• Equivalency in both same- and different-sex spousal and domestic partner medical and soft 
benefits. 

• Equal health coverage for transgender individuals without exclusion for medically necessary care 
(where available). 

• Lyra Behavioral Health service provides resources and confidential support for LGBT matters at 
work, staff counselling inclusive of sexual orientation and gender identity topics, or childcare, 
parenting, adoption, summer programs, school and financial aid, special needs, caregiver support 
and more.  

• PIMCO’s gender transition guidelines are intended to support workplace gender transition. These 
cover best practices for employees and managers to foster an inclusive environment. 
 

Family Friendly Benefits 

We offer competitive family-friendly benefits, policies and programming such as our New Expectant 
Parent Support Team (NEST) program, Parental Leave training guides, global fertility/surrogacy/adoption, 
flexible work arrangements and breastmilk shipment benefits. PIMCO also provides family leave for 
employees who need to care for either themselves or a family member.  

Examples of family friendly benefits include: 

• Grow Your Family: One-time payment up to USD 8,000 towards employee’s costs directly 
associated with adoption, surrogacy or fertility treatments (e.g. IVF, egg & sperm harvesting, egg 
& sperm freezing, prescription drug costs related to infertility treatments).  

• OVIA: Fertility, Pregnancy, Parenting: A comprehensive pregnancy benefits solution from 
preconception and pregnancy through return-to-work. 

• Health Advocate: Support available for employees and their family members to resolve 
healthcare and insurance-related issues, improve health and help with work and life integration. 
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• Back-Up Care: PIMCO provides back-up care and child care concierge resources, support for 
caregivers of individuals with learning or developmental challenges, and dependent care 
reimbursement accounts to support employees. 

PIMCO complies with all statutory leave laws and standardizes leave policies across the organization, 
where possible. 

We offer 16 weeks of paid leave for primary caregiver and up to 3 weeks of paid leave for secondary 
caregiver, along with job protection to all benefits eligible employees. Employees are allowed to self-
designate as primary or secondary.  

A primary caregiver is an employee who is: (1) the biological or adopting or foster care parent and/or, (2) 
a single parent, or (3) the parent who will provide childcare on a substantially full-time basis immediately 
following the birth, adoption or foster care placement a child when the child’s other parent either is 
incapacitated or will be unavailable for childcare. All employees have the opportunity to self-designate as 
a primary caregiver. A secondary caregiver is a parent or domestic partner of a parent who is not eligible 
for primary caregiver status. All employees have the opportunity to self-designate as a secondary 
caregiver.  

 

Social/MyWellbeing 

• PIMCO is deeply focused on supporting employees’ mental and emotional resilience through 
partnerships with Lyra in the United States and Employee Assistance Programs (EAP) vendors 
globally. 

• Guided Meditation: PIMCO focuses on mindfulness in the workplace with Guided Meditation. 
Employees have a weekly opportunity to join one of two sessions to work on breathing exercises, 
light chair yoga, and visualization techniques to support their daily working lives. 

• Run Clubs: In EMEA, PIMCO has established local run clubs, communities focused on promoting 
comradery and physical health through weekly runs and virtual competition challenges. 

• Given current circumstances, we have hosted several webinars to address common employee 
concerns that have emerged during the global pandemic including maintaining healthy coping 
mechanisms, identifying and supporting kids through stress, and emotional and mental wellbeing. 

 

U.S. Veterans Friendly Benefits 

Our U.S. military leave policy includes up to 6 months of company top-up pay while on military leave 
within a 5-year period. 

 

FLEX 

PIMCO believes in fostering a culture that enables colleagues to be optimally productive in their 
professional and personal lives. Flexible work arrangements (FWAs) may help facilitate this productivity 
along with the engagement and retention of talent.  

We have examples of investment professionals who are currently either adjusting their typical working 
hours to allow for an earlier or later start and/or their work location to a remote home office on either a 
regular or occasional basis. As with all requests for flexible work, the arrangement is evaluated both prior 
to implementation and re-assessed periodically to ensure business needs can still be supported based on 
the individual’s roles and responsibilities. The Executive Office partners with HR to manage this process 
and the approval process starts with the direct supervisor. 
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Engage 
Engaging our employees is a strategic pillar in achieving a truly open and collaborative work environment, 
in line with our core values. We believe each of us is here to help others succeed, we listen and engage 
with fairness and candor, and we are all accountable for the impact of our actions on our organizational 
culture.  

As such, we seek to continuously engage the perspectives and feedback of our people in driving greater 
buy-in, a sense of belonging and a global mindset. 

 

 

 

Communication 
While training and development is an important part of employee engagement, we also leverage internal 
communications to inform, educate and advocate for inclusion and diversity at PIMCO. PIMCO leadership 
incorporates regular inclusive language and Inclusion and Diversity updates in a number of ways 
including:  

• Ongoing organizational communications such as monthly Executive Office updates and bi-annual 
Townhalls. 

• Dedicated overviews such as an Inclusion and Diversity Townhall speaking to our strategy, a flyer 
capturing our inclusion and diversity journey and focus areas, and department and team meetings 
throughout the year. 

• Emails celebrating particular milestones, accomplishments and awards on our journey, such as 
PIMCO’s fifth consecutive year scoring 100 on the Human Rights Campaign Corporate Equality 
Index, and being recognized as a Best Place to Work for Dads in 2021 by Parents @ Work. 

• Announcements and opportunities for global engagement around key events such as 
International Women’s Day and Black History Month, but also news impacting our communities 
such as Anti-Asian and Pacific Islander violence. 

Where possible, we share event recordings and resource documents to ensure equitable, evergreen 
access to information and education resources, as well as to augment the retention of information and 
adoption of learnings. For example, we have developed several Ideas in Brief documents, which 
institutionalize key take-aways from speaker events and actions employees and managers can take to be 
more inclusive. Past topics include: Understanding Everyday Bias, Actions to Mitigate Bias, Dinner 
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Conversation Starter – Unconscious Bias and Race, Best Practices: Arranging and Executing Meetings, 
Forming Project Groups and Committees, all of which speak to inclusion and diversity in our global 
workplace.  

PIMCO’s Global Holiday Calendar is developed with input from our people globally each year, with the 
goal of developing a globally inclusive mindset across our people. We communicate global religious and 
cultural observances for all locations of operation to raise awareness about when different offices will be 
closed or employees will be on leave, as well as to educate about different dates of significance to our 
global employee base, We also created a best practice document Considering Religious Observances, to 
guide employees accordingly when scheduling cross-office and team meetings.  

In recent years, we have leveraged technology to augment our communication strategy and outreach to 
employees, as well as diversify the means through which employees can access information. Key 
examples include Slack, Pulse, Webex, and Workday among others.  

 

Tool Use cases 

 

We use Slack as a central engagement hub to connect and foster 
dialogue among employees. Our #corpresponsibility slack channel 
has more than 1,400 members who actively share updates around 
inclusion, diversity, community, and more. Channels for each of our 
ERGs also exist to gather members and allies  on dedicated topics 
and employee experiences. 

 

We use Pulse to circulate ongoing updates across the organization. 
Each employee has the opportunity to tailor their feed and 
subscriptions to different pages in order to access the information 
that is most relevant to them. All employees are auto-subscribed to 
the inclusion and diversity page.  

 

We use Webex to connect in-person virtually through video-enabled 
calls. Throughout the pandemic, we leveraged Webex extensively to 
bring our people together. We also used the platform to celebrate 
International Women’s Day, by encouraging employees to change 
their background in support. Finally, Webex has also allowed us to 
continue volunteering with our communities globally through our 
Purpose at PIMCO corporate philanthropic programming.  
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We use Workday to equip our people with direct access to their HR 
information. Through the tool, employees have been able to self-
identify certain demographic and personal information to allow us to 
better measure our workforce diversity over time, as well as volunteer 
public information such as preferred pronouns, to demonstrate 
allyship and inclusion in the workplace.  

 

 

Feedback 
As part of our core values, we actively promote an environment of collaboration and openness, which we 
define as: 

Collaboration 

• We believe each of us is here to help others succeed 
• We leverage diverse perspectives to make better decisions 
• We share ideas, information and intelligence 

Openness 

• We seek challenges to our most closely held viewpoints 
• We listen and engage with fairness and candor 
• We recognize the importance of a global mindset 

As such, we seek to continuously foster an open dialog and gather feedback from our people. We 
recognize that different employees have different levels of comfort in providing feedback, therefore, we 
continuously encourage employees to communicate through a variety of outlets such as employee 
engagement surveys, mentors, leadership, direct supervisors, ERG leaders, HR, our third-party 
Ombudsman service and more. 

 

Organizational Health Index (OHI) 
We participate in the McKinsey OHI as part of our employee engagement strategy and to gather 
employee feedback on topics related to PIMCO’s business strategy, leadership, teams, culture, inclusion 
and diversity, talent development programs and more. The OHI survey provides a long-term, consistent 
framework through which we can track important trends, gauge improvements and identify areas where 
we need to dedicate more focus and resources. Executed in partnership with McKinsey, the OHI 
approach applies analytical rigor and benchmarking to organizational health management and an 
implementation roadmap to address areas of focus. In an effort to foster open and candid participation, 
we commit to our employees that their feedback will remain anonymous and confidential, and be used 
only to inform the implementation roadmap and focus areas referenced above. However, at a broader 
level, examples of focus areas and implementation actions have included: 

• Transparency in performance and promotion processes:  
o PIMCO hired McKinsey to help us evolve our performance and promotion process, and 

implement enhancements designed to support more meaningful and transparent 
conversations. 

o PIMCO also implemented a new technology platform, Workday, to support Year-End 
Performance conversations, an upgrade from our legacy system providing enhanced 

https://www.mckinsey.com/solutions/orgsolutions/overview/organizational-health-index
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user-interface. Future iterations will continue to build on the increased adoption of 
platform support for Talent and Performance activities. 

o Stay on Track emails are delivered monthly to all employees to drive and support regular 
talent and career conversations. 

• Connectivity between individual employee position and firmwide strategy 
o PIMCO CEO hosted roundtables in every region with SVP/EVP talent to discuss firmwide 

strategy, how each region/team plays a role, gather feedback and provide a forum for 
direct discussion with him. 

o Firmwide town halls to engage employees on firmwide strategy and targeted topics, e.g. 
I&D. 

o Technology investments to enable better firmwide communications and employee 
engagement. 

• Enhancements to Manager and Leadership Development: broader reach of manager training 
offered and a focus on identifying and developing the next generation of leaders 

o In addition to the existing rigorous assessments, workshops and coaching to support 
professionals in leadership or managerial roles, PIMCO recently launched specific 
initiatives targeting this population including: 

• Two complementary EVP leadership programs focused on further developing our 
leaders and maximizing management and leadership expertise. 

• Weekly Manager Tips, providing timely nudges to equip managers for regular 
talent and career conversations, key talent milestones and ongoing talent 
management skills-building.  

• Expanded Management in Brief training sessions, moved to virtual delivery to 
support broader and regional participation, and curated supporting on-demand 
Linked-In learning resources for ongoing development. 

 

Internal Engagement 
Our engagement strategy and platform is constantly evolving as we welcome new employees to the 
organization as well as in response to both the current environment and organizational needs. For 
example, while PIMCO has spoken to race in the workplace as part of our multi-year inclusion and 
diversity journey over the years (2017 speaker event with Edith Cooper and CEO Manny Roman, 2016 
speaker event with Lori Nishiura Mackenzie), we deepened our engagement in the last 18 months to 
further support our employees in a few ways:  

• Fostering internal conversation, understanding, connectivity, allyship and support: 
o PIMCO’s Global Head of Regulatory Risk and Compliance and Managing Director, 

Sung-Hee Suh, and PIMCO Multicultural Americas Executive Sponsor and Managing 
Director, Mohit Mittal, co-hosted an Open Forum with the PIMCO Multicultural ERG 
Steering Committee and Asian and Pacific Islander (API) community. This event was 
hosted twice to allow for global employee participation, and also championed by PIMCO 
Multicultural APAC Executive Sponsor and Managing Director, Stephen Chang, in 
region.  The Open Forum served to provide a welcoming and safe space for our 
colleagues of API descent and allies to share their thoughts and emotions around recent 
events. 

o Over the last year, PIMCO has conducted ongoing Race in the Workplace roundtable 
discussions on a voluntary basis with those who express interest in talking about recent 
events in the context of their own experiences. These roundtables have been hosted by 
Global Co-Chief Operating Officer and Managing Director, Robin Shanahan, as well as 
other HR and business leaders across departments.  The conversations have spanned 
racial injustice, mental health, community events, allyship and more, as we continue on 
our learning journey in how to better support underrepresented groups at PIMCO. 

o PIMCO CEO Manny Roman hosted an organization-wide presentation by Dr. Laura 
Morgan Roberts, on racial inequity within and outside the workplace, followed by Q&A. 
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o Within teams, business heads and managers created time for colleagues to share their 
personal experiences with immediate colleagues and team members. 

o PIMCO Co-Chief Operating Officers and Managing Directors, Robin Shanahan and 
Peter Strelow, as well as CEO Manny Roman, Group CIO Dan Ivascyn, and the 
Managing Director group have issued frequent reminders of resources to support 
employee health and wellbeing, whether mental, physical and emotional – including the 
launch and promotion of two global Wellness Days, in addition and separate to existing 
personal leave balances, to encourage employees to prioritize their wellbeing and take 
time off away from work to rest and recharge. 

o PIMCO HR developed and delivered manager-specific guidance and training resources 
focused on fostering open dialogue and empathy, as well as allyship and support. 

o PIMCO HR extended the number of free sessions offered through our mental health and 
counselling benefits partners and encouraged employees to take advantage of these as 
needed to support their wellbeing. 

o Further resources related to allyship and combating racism, including messages from 
senior leadership, were distributed across the organization. 

• Our PIMCO Multicultural Employee Resource Group (ERG), which serves to celebrate, support 
and promote cultural diversity at PIMCO, seeded a new PIMCO Black ERG, to support Black 
employees. 

• PIMCO CEO and Group CIO shared a message across the organization reinforcing PIMCO’s 
commitment to respect, understanding and support for all people regardless of race, heritage, 
creed or identity. 

• The PIMCO Foundation made a donation to the NAACP Legal Defense Fund. 
• The PIMCO Black Scholarship was launched, which will award two undergraduates and two 

graduate-level candidates in the US who identify as Black and/or African-American with a one-
time $20,000 college scholarship each. 
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The launch of PIMCO Black reinforces our organization’s commitment to 
attracting, developing and retaining talent from various backgrounds, which in 
turn leverages unique perspectives to generate innovative solutions for clients. 
Meanwhile, the PIMCO Black Scholarship reflects our focus on expanding the 
pipeline of underrepresented talent in the asset management industry.  
 

- Caleb Pitters, Head of U.S. Nonprofit and Private Family Capital 

 

Our Employee Resource Groups play an important role in facilitating employee engagement, belonging 
and networks globally in partnership with senior leaders and HR in a few key ways including: promoting 
awareness raising events that serve to educate or inform the wider organisation, organizing leadership 
roundtables and driving engagement campaigns. Illustrative examples are highlighted below. 

 

 

• PIMCO BLACK speaker events, such as with Julie Lythcott-Haims on 
having conversations about race in the family. 

• Resources related to allyship and combating racism. 
• PIMCO Black Book ClubMonth-long celebration of Black History 

Month for colleagues around the firm with educational engagement, 
volunteering opportunities, and social events. 

 

• Support, benefits and resources for colleagues with care 
responsibilities. 

• Seminars around cyber security, single or co-parenting, and more. 
• Take Our Kids to Work Day, a popular event focused on exposing 

children to their parent’s jobs and give insight into PIMCO’s 
workplace and values. 

 

• Listening roundtables and events to celebrate and raise awareness 
around different cultures, such as International Day of Francophonie, 
Lunar New Year, Ramadan, Hanukkah and more.  
Learning sessions in which participants deepen their knowledge on 
how hidden biases affect our interpretation of the facts we encounter. 

 

• Mental and physical wellbeing events such as a webinar on “Yoga for 
Your Eyes, Breathwork and Nutrition”, weekly meditation and 
#WellnessWednesdays, an opportunity for colleagues to commit to a 
wellness activity or fitness class once a week, while donating “sweat 
equity” and funds to support our local hunger partners. 



 

34 
 

 

 
• In the spirit of raising awareness for the LGBT+ community, 

colleagues in London were invited to share “What does PRIDE mean 
to you?” and colleagues in all APAC offices were invited to wear a 
PIMCO Ally t-shirt and demonstrate their support of an environment 
that enables all people to be their authentic selves.  

 

• Our PRIDE teams globally have promoted other opportunities for 
colleagues to visibly signal their commitment to I&D such as 
distributing PRIDE soap (“Virus damages people and so does 
prejudice.”) or distributing PRIDE stickers. 

 
 

 

• Our PIMCO Women Steering Committee has a 50/50 gender split 
and, includes PIMCO Co-Chief Operating Officer and Managing 
Director, Peter Strelow. Portfolio Manager, Asset Allocation and 
Managing Director, Erin Browne, and Head of Public Policy and 
Managing Director, Libby Cantrill. 

• PIMCO Women promotes a number of engagement initiatives to 
raise awareness for gender equality, such as a recent Fireside Chat 
with Chris Ailman and PIMCO CEO Manny Roman on Investments, 
Culture and Gender Diversity. In celebration of International 
Women’s Day in 2019, colleagues around PIMCO shared their 
pledges on how to create a more gender equal community and 
workplace. 
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• In recognition of Memorial Day, this ERG facilitated communications 
and events showcasing PIMCO’s support of the Veteran community. 

• This ERG has also promoted a number of volunteering initiatives, 
such as Virtual Resume & Interview Workshops in partnership with 
Working Wardrobes and The Tierney Center. 

 

• PIMCO Social promotes events to foster a more diverse and 
inclusive culture by raising awareness of different dates of 
significance and cultures.  
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Our partnerships 
 

Our gender equity-focused partners were instrumental in informing our efforts early on. Today we proudly 
partner with a diverse spectrum of distinguished organizations across multiple identity and experience 
dimensions, to advance progress globally within our organization and across our industry. 

 

Our global Inclusion and Diversity partners  
 

Partner Location About / Mission 

30% Club  United States Our global mission is to reach at least 30% 
representation of all women on all boards and C-suites 
globally. 

100 Women in Finance Global We are fully committed to empowering women working 
in the finance industry to achieve their professional 
potential at each career stage. 

Ascend Orange County Be the premier professional organization dedicated to 
enabling its members, corporate partners and the 
professional Pan-Asian community to leverage the 

https://30percentclub.org/
https://100women.org/
https://www.ascendleadership.org/page/orangeCounty
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leadership and global business potential of Pan-Asian 
professionals worldwide. 

Austin LGBT Chamber 
of Commerce 

Texas The Austin LGBT Chamber, founded in 1997 works to 
achieve equality and inclusion by promoting economic 
vitality in our communities and strengthening LGBT and 
ally businesses. 

Diversity Project London The Diversity Project is a cross-company initiative 
championing a more inclusive culture within the Savings 
and Investment profession. 

Financial Executive 
Women 

Australia Financial Executive Women (FEW) was developed to 
provide women within financial services a membership 
community that will train, guide and support them for the 
duration of their career journey. 

Financial Women's 
Association of 
Singapore 

Singapore The Financial Women’s Association Singapore drives 
professionalism in the financial sector, with special 
emphasis on the role of women and the development of 
future leaders. 

Fondsfrauen Germany The fund women are the largest German-speaking 
career network for the promotion and equality of women 
in the financial industry. 

Forte Foundation United States Launch women into fulfilling, significant careers through 
access to business education, professional 
development, and a community of successful women. 

Girls Who Invest London, 
Newport 
Beach, New 
York 

Our goal: 30% of the world's investable capital managed 
by women by 2030. 
We focus on education, industry outreach, accessibility 
and career placement to inspire and support tomorrow's 
leading investors. 

Leadership Enterprise 
for a Diverse America 
(LEDA) 

United States Leadership Enterprise for a Diverse America (LEDA) 
empowers a community of exceptional young leaders 
from under-resourced backgrounds by supporting their 
higher education and professional success in order to 
create a more inclusive and equitable country. 

Out for Undergrad (O4U) United States Our mission is to help high-achieving LGBTQ+ 
undergraduates reach their full potential. 

https://austinlgbtchamber.com/
https://austinlgbtchamber.com/
https://diversityproject.com/
https://executivewomeninfinance.com.au/
https://executivewomeninfinance.com.au/
https://www.fwasg.org/
https://www.fwasg.org/
https://www.fwasg.org/
https://fondsfrauen.de/
http://www.fortefoundation.org/site/PageServer
http://www.girlswhoinvest.org/
https://ledascholars.org/
https://ledascholars.org/
https://ledascholars.org/
https://www.outforundergrad.org/
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OUT leadership Global Out Leadership is the global LGBT+ business network. 
We help Out Leaders and organizations realize the 
economic growth and talent dividend derived from 
inclusive business. 

Management 
Leadership Tomorrow 
(MLT) 

United States MLT equips and emboldens high-achieving women and 
men from underrepresented communities—African 
American, Latinx, and Native American—to realize their 
full potential, to make a mark, and make a difference. 

Rewriting the Code United States We are the next generation of tech leaders. We focus on 
career exploration and readiness. On meaningful 
relationships. On personal and professional 
development. On helping college women succeed to 
become the next generation of tech leaders. 

SEO United States For over 50 years, SEO has been an innovator in 
education, mentorship, positive peer pressure, high 
standards, and networks to turn untapped potential into 
newfound greatness. We are creating an ecosystem of 
excellence, and propelling human potential. 

SEO London London We prepare talented students from ethnic minority or low 
socioeconomic backgrounds for career success. 

Stonewall United 
Kingdom 

The Diversity Champions program is the leading 
employers' program for ensuring all LGBT staff are 
accepted without exception in the workplace 

TOIGO Foundation United States Toigo’s mission is to transform the performance of 
forward-thinking organizations through education and 
strategies that drive greater inclusion and the ongoing 
development and promotion of exceptional diverse 
leaders. 

Women's Bond Club New York Our mission is to advance women in financial services 
and shape the future of the industry. We focus on career 
development and education, empowering women to 
lead, and giving back to our communities. 

Women in Capital 
Markets 

Canada Women in Capital Markets (WCM) is the reflection of 
Canadian financial institutions and professionals uniting 
to accelerate gender equality at an industry level. We 
create solutions to propel equality through strategies and 
initiatives that grow the pipeline of women, build the 
industry’s knowledge of diversity and equality, and 

https://outleadership.com/
https://mlt.org/
https://mlt.org/
https://mlt.org/
https://rewritingthecode.org/
https://www.seo-usa.org/
https://www.seo-london.org/
https://www.stonewall.org.uk/stonewall-champions
https://toigofoundation.org/
https://www.womensbondclub.com/
https://wcm.ca/
https://wcm.ca/
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encourage a shift towards more inclusive work cultures 
and management styles. 

Women in Institutional 
Investments Network 

Newport 
Beach 

A Los Angeles-based forum for women in institutional 
investing. WIIIN’s primary goal is to strengthen 
relationships and facilitate a dialogue to advance and 
empower women in the Southern California institutional 
investment community. We strive to achieve our goal by 
sharing knowledge and connecting through a 
combination of educational and philanthropic endeavors. 

Women in Pensions 
Network 

United States A forum where women in the retirement plan industry 
can create meaningful and lasting connections. WiPN 
members freely share their experience and expertise 
and generously support one another’s professional and 
personal growth. 

 

 

  

https://wiiin.org/
https://wiiin.org/
https://www.womeninpensionsnetwork.org/
https://www.womeninpensionsnetwork.org/
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Advocacy 
We act as thought leaders and strategic partners within our industry. Examples of how we advocate for 
Inclusion and Diversity include: 

• Commitment from the top: PIMCO’s CEO, Emmanuel Roman is a signatory to the CEO Action 
for Diversity & Inclusion Pledge but also a member of the US 30% Club. 

• External Commitments: PIMCO is a signatory to the UN Women’s Empowerment Principles 
(WEPs) and to the HMT Women in Finance Charter. 

• PIMCO’s senior leaders are active volunteers and Board Members of numerous non-profit 
entities, examples are Candice Stack and Erin Browne, who are members of the Executive and 
Advisory Boards of Girls Who Invest, whose mission is to advance and inclusive and more 
diverse investment industry.  

• PIMCO senior leaders have been featured as allies and vocal advocates for Inclusion and 
Diversity. For example, Ryan Blute, EMEA PRIDE Executive Sponsor was featured as a senior 
executive from the investment and savings industry ally for the LGBT+ community. This initiative 
was part of the #YouMeUsWe Pride 2020 Campaign promoted by LGBT Great. 

 

• PIMCO leaders participate frequently as speakers in industry conferences. For instance, PIMCO 
Head of Latin America and the Caribbean Barbara Clancy shared insights and advice with rising 
female talent in the recent 100 Women in Finance webinar “MidCareer Bridge: Navigating the 
Tweener Career Years”. 

• PIMCO sponsors inclusion and diversity conferences and webinars. Examples include EUROUT, 
Europe's leading LGBTQ+ business conference for graduate students and alumni from top 
business schools as well as professionals and the second annual DEI: Expanding Opportunity in 
Insurance webinar hosted by American Property Casualty Insurance Association (APCIA), 
American Council of Life Insurers (ACLI) and Life Insurance Council of New York (LICONY) to 
discuss the industry’s broader impact on advancing I&D through product development across all 
markets, diverse talent pipeline to leadership, setting measurable goals, and other pressing 
topics.  

• Through our partnership with the Pulitzer Center, an award-winning innovative journalism 
organization, PIMCO seeks to further the Pulitzer Center’s reporting on gender equality issues as 
well as its education outreach to schools across the U.S. 

 

 

 

https://www.ceoaction.com/actions/focused-on-improving-gender-equality/
https://www.ceoaction.com/actions/focused-on-improving-gender-equality/
https://us.30percentclub.org/about/#members
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• PIMCO takes part in partners’ I&D campaigns. For example, we have joined Investment 2020 in 
their LGBTQ Pride Month Campaign by showing our support to the LGBTQ community.  

 

• We use our social media platforms to show our commitment to inclusion and diversity. We have 
not only posted content to raise awareness around key dates but also changed the color of our 
logo in celebration of International Women’s Day or PRIDE Month.  

 

 

 

 
PIMCO strives to champion inclusion and diversity within our own firm and 
in the investment management industry more broadly. Therefore, we have 
designed a program to advocate for gender equality in our industry and 
the communities where we live and work, and to educate our clients on 
how they can best partner with women investors. There is still much work 
to be done but PIMCO is focused on this globally and committed to 
making a difference.  
 

- Cathleen Stahl, Global Head of Marketing 
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PIMCO’s three part Women & Investing platform is designed to advocate for gender equality and educate 
our clients on how they can best partner with women investors: 

 

The following thought leadership, events and proprietary research provides insight into how we activate 
our support across the three pillars of the Women & Investing platform: 

 

Valuing Diverse Perspectives 
 
In this Q&A members of PIMCO’s Employee 
Resource Groups share their experiences and 
perspectives on the importance of inclusivity in the 
workplace and how these employee-led groups 
strive to foster a diverse, inclusive and equitable 
culture. 
 

 

The Importance of Role Models and Internships 
 
In this discussion with Girls Who Invest and CFA, 
we cover the need for the financial services industry 
to be seen as accessible to the future talent pipeline 
of women.  
 

 

Women Investors: A Driving Force of Global 
Wealth 
 
PIMCO’s continued research and analysis seeks to 
better understand how our industry can better serve 
the needs of this important segment of the investing 
population. 
 

https://global.pimco.com/en-gbl/our-firm/diverse-perspectives
https://global.pimco.com/en-gbl/insights/blog/valuing-diverse-perspectives
https://global.pimco.com/en-gbl/resources/video-library/media/the-importance-of-role-models-and-internships
https://global.pimco.com/en-gbl/resources/video-library/media/women-investors-a-driving-force-of-global-wealth
https://global.pimco.com/en-gbl/resources/video-library/media/women-investors-a-driving-force-of-global-wealth
https://blog.pimco.com/en/2021/03/valuing-diverse-perspectives?utm_source=outlook&utm_medium=email&utm_content=oft0321_iwd
https://event.webcasts.com/starthere.jsp?ei=1435384&tp_key=01006caedf&utm_source=outlook&utm_medium=email&utm_content=oft0321_iwd
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The Power of Diverse Perspectives - Learn how 
PIMCO fosters diverse thinking in our investment 
process. 
 

 

Gender Equality: Celebrating Progress and 
Looking Ahead - In recognition of International 
Women’s Day on 8 March, Cady Johnson shares 
her perspective on gender equality in the financial 
services industry. 
 

 

Women Reentering the Workforce Are Critical to 
US Economic Recovery - By many measures the 
COVID-19 recession was the sharpest and shortest 
in history and has been followed by an 
unprecedented recovery. However, the speed of the 
recovery has varied greatly across individuals, 
households and sectors, leading many economists 
to describe the recovery as “K-shaped”. This 
phenomenon is particularly true for women, who 
have been disproportionately impacted by this crisis. 
 

 

This final article was co-authored by PIMCO North American Economist Tiffany Wilding, who leads our 
Cyclical Forum process. Tiffany is one of the many female role models at PIMCO as has been an active 
contributor to our Forums and her views on the U.S. economy, inflation and the Federal Reserve have 
been crucial inputs in our overall investment process. Tiffany, who has 13 years of investment 
experience, is also currently a member of the Investment Committee and co-heads the firm’s Americas 
portfolio committee. 

 

Community Efforts 
Purpose at PIMCO (P@P), our community engagement platform, highlights our firm’s commitment to 
evolving and strategically advancing social impact. P@P integrates our Foundations (PIMCO Gives), 
employee engagement (PIMCO Acts) and leadership efforts (PIMCO Advocates). It is through these three 
pillars and multiple initiatives that we engage our clients, cross-sector partnerships, and PIMCO 
colleagues. 

• PIMCO Gives invests in high performing non-profit partners to support innovative opportunities 
around the globe. Whether by leveraging employee match, deploying disaster assistance funds, 
or investing in local non-profits through our local grants program, we leverage our resources to 
contribute to society. In 2020, PIMCO Foundations granted 7,385,945 USD to address our key 

https://global.pimco.com/en-gbl/insights/blog/the-power-of-diverse-perspectives
https://global.pimco.com/en-gbl/insights/blog/gender-equality-celebrating-progress-and-looking-ahead
https://global.pimco.com/en-gbl/insights/blog/gender-equality-celebrating-progress-and-looking-ahead
https://global.pimco.com/en-gbl/insights/blog/an-employment-priority-women-reentering-the-workforce-are-pivotal-to-us-economic-recovery
https://global.pimco.com/en-gbl/insights/blog/an-employment-priority-women-reentering-the-workforce-are-pivotal-to-us-economic-recovery
http://mktg-alerts.pimco.com/ODc5LUFFTC0xNTgAAAF7nQ2jGGZMI0WUOEar4MBHNJG5QQ2yF1TuOLm9nLTH2V1jIJH7c0YwRnqUbnMaNyHLDlj9i20=
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priorities, hunger (Sustainable Development Goal 2) and gender equality (Sustainable 
Development Goal 5) as well as critical community needs. 

• Through PIMCO Acts our colleagues invest their time, skills and expertise to drive meaningful 
impact by taking part in skills-based, hands-on, virtual, pro bono volunteering and nonprofit board 
placement. In 2020, 1,910 global PIMCO colleagues engaged in 222 events, donating ~9,900 
hours to 123 charities. 

• Under PIMCO Advocates we act as thought leaders and strategic partners, intentionally aligning 
our work with the UN’s Sustainable Development Goals (SDG). 

 

 

 
Aligned with our focus on SDG 5, Gender Equality, PIMCO is committed to 
supporting the economic empowerment of the most vulnerable women and 
girls. We partner with global organizations, matching resources, time and 
talents of our colleagues to tackle the essential challenges facing girls and 
women today.  
 

- Nathaniel Brown, Director PIMCO Foundation 

 

• We support organizations that promote gender equality by equipping women and girls with the 
requisite skills to gain life sustaining income to transform their lives, those of their families and 
their communities. Our global gender equality partner, NOMI Network, creates economic 
opportunities for survivors and women at risk of human trafficking. In recognition of PIMCO’s 50th 
Anniversary and in celebration of International Women’s Day, in 2021, we have made additional 
donations to Nomi Network and Girls Who Invest to accelerate outcomes in our local and global 
communities. 

• In 2020, we expanded our gender equality program to include local grantees in the US and UK 
and donated more than 1 million USD to the following 6 organizations: Austin Community 
Foundation, Hot Bread Kitchen, JUST Foundation, New York Women’s Foundation, Tiyya 
Foundation, Wonder Foundation.  

• Furthermore, in 2020, PIMCO announced a 3 year partnership with the Pulitzer Center, an award-
winning innovative journalism organization, to support a sustained issues-awareness campaign 
on gender equality and the economic empowerment of vulnerable girls and women, enhancing 
and extending the Pulitzer Center’s ongoing work on these issues as they relate to gender roles, 
women’s rights, sex trafficking and modern slavery, women’s health, maternal mortality, girls’ 
education, women in conflict, women refugees, and economic disparity. Our partnership furthers 
the Pulitzer Center's reporting on gender equality issues, as well as its education outreach to 
schools across the United States. 
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Signatories and Accolades 
 

 

PIMCO is honored to earn 100% on the Human Rights Campaign (HRC) Corporate Equality Index (CEI), 
a national benchmarking survey and report on corporate benefits, policies and practices pertinent to 
lesbian, gay, bisexual, transgender and queer (LGBTQ) equality and inclusion in the workplace for the 
fifth year in a row (2017-2021). The Best Place to Work for LGBTQ Equality designation is recognition of 
our continued commitment to foster an inclusive and diverse work environment. HRC has continuously 
improved its standards and ranking methodology, and each year firms are held to a higher standard. This 
achievement is a testament to PIMCO’s continued commitment to Inclusion & Diversity and to providing 
industry leading benefits to our employees. It is a reflection of the partnership between our PIMCO PRIDE 
ERG and HR to evolve policies and improve processes that have enhanced our reporting capabilities.  

PIMCO has also received the inaugural MOMS Orange County Champion of Babies and Families award 
for PIMCO's exemplary support of employees who are parents. 

PIMCO has been recognized as one of the Best Places to Work by Fatherly and Scary Mommy. Fatherly 
and Scary Mommy spotlight employers with family-first benefits and policies, with the goal of driving better 
outcomes for parents across industries. The evaluation process included a rigorous examination of our 
benefits, policies, and corporate culture. We are proud to be among over 30 companies recognized by the 
leading voices for parents today. 

PIMCO has also achieved recognition as an employer committed to hiring and supporting our nation's 
military veterans through The Patriots Initiative (TPI) Warriors in Transition (WIT) Matrix. 

 

Inclusion and Diversity in our supply chain 
Being in the professional services industry, PIMCO’s procurement activities are relatively limited. In 2019, 
we updated our Vendor Management Policy to foster enhanced due diligence. Updates within the policy 
include new sections within our vendor due diligence questionnaire related to labor, inclusion & diversity 
and environment.  We also request that vendors confirm if they are a minority or women-owned business.  

In seeking best execution, PIMCO coordinates brokerage services through a variety of broker/dealers. 
PIMCO seeks to use many brokers over time as a way of controlling information flows and to ensure that 
the firm has the best available information. PIMCO utilizes well-established Wall Street brokers as well as 
smaller firms that pass a counterparty credit assessment. PIMCO currently has several minority and/or 
women-owned firms approved as counterparties. 

It is PIMCO’s policy to evaluate Emerging Brokers who contact PIMCO and make a sincere effort to 
initiate a trading relationship. Part of this effort should include a letter to PIMCO describing the history of 
their firm, capitalization, fixed income trading capabilities and experience (broken down by type of fixed 
income product), product specialties, audited financials, a focus report, and clearing arrangements. In 
turn, PIMCO will provide to Emerging Brokers the relevant contact information for portfolio manager 
specialists in order to further facilitate the establishment of a trading relationship. 

https://www.hrc.org/resources/buyers-guide/pimco-llc
https://www.fatherly.com/fatherly-at-work/best-places-to-work-for-dads-2021/alight-solutions-303/
https://www.thepatriotsinitiative.org/transition/warriorsintransition/
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At the present time, PIMCO utilizes 22 emerging broker dealer firms to execute trades across various 
products. PIMCO considers the names of the brokers with which it maintains trading relationships 
confidential.  

For investment professional use only 

PIMCO as a general matter provides services to qualified institutions, financial intermediaries and 
institutional investors. Individual investors should contact their own financial professional to determine the 
most appropriate investment options for their financial situation. This is not an offer to any person in any 
jurisdiction where unlawful or unauthorized. | Pacific Investment Management Company LLC, 650 
Newport Center Drive, Newport Beach, CA 92660 is regulated by the United States Securities and 
Exchange Commission. | PIMCO Europe Ltd (Company No. 2604517) is authorised and regulated by the 
Financial Conduct Authority (12 Endeavour Square, London E20 1JN) in the UK. The services provided 
by PIMCO Europe Ltd are not available to retail investors, who should not rely on this communication but 
contact their financial adviser. | PIMCO Europe GmbH (Company No. 192083, Seidlstr. 24-24a, 80335 
Munich, Germany), PIMCO Europe GmbH Italian Branch (Company No. 10005170963), PIMCO Europe 
GmbH Spanish Branch (N.I.F. W2765338E) and PIMCO Europe GmbH Irish Branch  (Company No. 
909462) are authorised and regulated by the German Federal Financial Supervisory Authority (BaFin) 
(Marie- Curie-Str. 24-28, 60439 Frankfurt am Main) in Germany in accordance with Section 32 of the 
German Banking Act (KWG). The Italian Branch, Irish Branch and Spanish Branch are additionally 
supervised by: (1) Italian Branch: the Commissione Nazionale per le Società e la Borsa (CONSOB) in 
accordance with Article 27 of the Italian Consolidated Financial Act; (2) Irish Branch: the Central Bank of 
Ireland in accordance with Regulation 43 of the European Union (Markets in Financial Instruments) 
Regulations 2017, as amended; and (3) Spanish Branch: the Comisión Nacional del Mercado de Valores 
(CNMV) in accordance with obligations stipulated in articles 168 and  203  to 224, as well as obligations 
contained in Tile V, Section I of the Law on the Securities Market (LSM) and in articles 111, 114 and 117 
of Royal Decree 217/2008, respectively. The services provided by PIMCO Europe GmbH are available 
only to professional clients as defined in Section 67 para. 2 German Securities Trading Act (WpHG). They 
are not available to individual investors, who should not rely on this communication. | PIMCO (Schweiz) 
GmbH (registered in Switzerland, Company No. CH-020.4.038.582-2) . The services provided by PIMCO 
(Schweiz) GmbH are not available to retail investors, who should not rely on this communication but 
contact their financial adviser. | PIMCO Asia Pte Ltd (Registration No. 199804652K) is regulated by the 
Monetary Authority of Singapore as a holder of a capital markets services licence and an exempt financial 
adviser. The asset management services and investment products are not available to persons where 
provision of such services and products is unauthorised. | PIMCO Asia Limited is licensed by the 
Securities and Futures Commission for Types 1, 4 and 9 regulated activities under the Securities and 
Futures Ordinance. PIMCO Asia Limited is registered as a cross-border discretionary investment 
manager with the Financial Supervisory Commission of Korea (Registration No. 08-02-307). The asset 
management services and investment products are not available to persons where provision of such 
services and products is unauthorised. | PIMCO Investment Management (Shanghai) Limited Unit 3638-
39, Phase II Shanghai IFC, 8 Century Avenue, Pilot Free Trade Zone, Shanghai, 200120, China (Unified 
social credit code: 91310115MA1K41MU72) is registered with Asset Management Association of China 
as Private Fund Manager (Registration No. P1071502, Type: Other) | PIMCO Australia Pty Ltd ABN 54 
084 280 508, AFSL 246862. This publication has been prepared without taking into account the 
objectives, financial situation or needs of investors. Before making an investment decision, investors 
should obtain professional advice and consider whether the information contained herein is appropriate 
having regard to their objectives, financial situation and needs. | PIMCO Japan Ltd, Financial Instruments 
Business Registration Number is Director of Kanto Local Finance Bureau (Financial Instruments Firm) 
No. 382. PIMCO Japan Ltd is a member of Japan Investment Advisers Association and The Investment 
Trusts Association, Japan. All investments contain risk. There is no guarantee that the principal amount of 
the investment will be preserved, or that a certain return will be realized; the investment could suffer a 
loss. All profits and losses incur to the investor. The amounts, maximum amounts and calculation 
methodologies of each type of fee and expense and their total amounts will vary depending on the 
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investment strategy, the status of investment performance, period of management and outstanding 
balance of assets and thus such fees and expenses cannot be set forth herein. | PIMCO Taiwan Limited 
is managed and operated independently. The reference number of business license of the company 
approved by the competent authority is (109) Jin Guan Tou Gu Xin Zi No. 027. 40F., No.68, Sec. 5, 
Zhongxiao E. Rd., Xinyi Dist., Taipei City 110, Taiwan (R.O.C.). Tel: +886 2 8729-5500. | PIMCO Canada 
Corp. (199 Bay Street, Suite 2050, Commerce Court Station, P.O. Box 363, Toronto, ON, M5L 1G2) 
services and products may only be available in certain provinces or territories of Canada and only through 
dealers authorized for that purpose. | PIMCO Latin America Av. Brigadeiro Faria Lima 3477, Torre A, 5° 
andar São Paulo, Brazil 04538-133. | No part of this publication may be reproduced in any form, or 
referred to in any other publication, without express written permission. PIMCO is a trademark of Allianz 
Asset Management of America L.P. in the United States and throughout the world. ©2021, PIMCO. 
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