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This year we are making an important commitment to 
publish our global gender pay gap figures every year. 
At AVEVA, we report on gender pay because it’s the 
right thing to do for our business and our people, and 
it’s a critical element of our values and our diversity 
and inclusion strategy.

I’m encouraged to say that we have continued to 
close our global gender pay gap from 24.69% in  
2019 to 20.44% in 2020, a reduction of 17.21%. 

AVEVA is a global organisation and we manage 
our business on that basis. While it’s important that 
we focus on individual countries, we need to ensure 
that our whole organisation is moving in the same 
direction. Our work continues every day to keep 
building a culture of inclusivity where our employees 
have opportunities to learn, progress, grow and feel 
supported wherever they may be in the world.

Our commitment to be an equal opportunities 
employer doesn’t stop with gender. We embrace the 
multi-cultural richness of our global AVEVA teams, 
and I have committed on behalf of the company to 
understand the dynamics of ethnicity and pay with 
the business next year as part of our company-wide 
diversity and inclusion strategy. 

We view pay gap reporting as a critical part of our 
broader Environmental, Social and Governance 
policies and strategies that benefit our employees, 
shareholders, customers and suppliers. We still have 
work to do, but we are absolutely dedicated to our 
goals, and with the help of our incredible employees, 
we will continue to work tirelessly to make AVEVA a 
great place for everyone.

Our current and future success is attributed to 
our ever-expanding global presence and working 
together across cultures to develop our innovative 
products and solutions. Our workforce has more than 
50 nationalities and over 60 languages spoken. 

In this report you can also find our regulatory gender 
pay figures for the UK, where we are headquartered, 
which again show good progress where our gap has 
closed from 26.2% in 2017, to 19.47% in 2020 – a 
25.68% reduction.

Attracting and retaining a diverse pool of talent is a 
universal challenge for all global businesses. Meeting 
that challenge involves creating a culture of inclusion, 
which is essential to allow everyone to feel they can 
be themselves and contribute their best work. 

Craig Hayman
Chief Executive Officer
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Foreword



Now and in the future, AVEVA will be 
reporting on Gender Pay figures for all 
20 of our largest countries by employee 
population. 

We use monthly data analytics to monitor 
both female representation and any pay 
gap to understand where we need to 
focus our attention.

As part of regulatory commitments in the 
UK, we will also publish our UK gender 
pay figures in the same report.
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Approach to gender pay reporting
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Global gender pay reporting
The table shows AVEVA’s 20 largest countries by employee 
population, together with their mean gender pay gap and 
percentage of female representation as an example of what AVEVA 
is regularly monitoring. 

The overall gender pay gap for AVEVA globally has reduced 
from 24.69% to 20.44%, a reduction of 17.21%, with female 
representation increasing from 25% to 26%. 

We expect further reductions in our pay gap globally as AVEVA 
hires new talent based on job rates, and not previous employer 
rates of pay, ensuring we do not continue any bias from other 
employers. Locations such as India which have a high population of 
technical employees are susceptible to movements in key talent as 
the technology sector becomes increasingly competitive.

The challenge for AVEVA is to become an employer of choice for 
STEM candidates and an inclusive place to work for candidates 
from diverse backgrounds. Our global aim is to continue monitoring 
our pay gap and making improvements to ensure the way we 
hire and promote top talent is inclusive across the broad range of 
employees who work for AVEVA.

% Female Pay Gap

Australia 24% -23%

Brazil 25% -20%

Canada 29% -17%

China 32% -22%

France 25% -36%

Germany 23% -15%

India 22% -36%

Italy 29% -38%

Japan 26% -34%

Malaysia 52% -53%

Mexico 27% -1%

Netherlands 16% -34%

Russia 30% -29%

Singapore 31% -34%

South Korea 23% -36%

Spain 30% -20%

Sweden 17% -10%

United Arab 
Emirates 18% -44%

United Kingdom 25% -19%

United States of 
America 28% -20%

AVEVA GLOBAL 26% -20.44%

2020
% Female Pay Gap

Australia 22% -24%

Brazil 29% -21%

Canada 28% -15%

China 33% -39%

France 27% -35%

Germany 20% -16%

India 23% -37%

Italy 27% -54%

Japan 25% -53%

Malaysia 49% -53%

Mexico 24% -9%

Netherlands 18% 0%

Russia 39% -29%

Singapore 30% -30%

South Korea 21% -47%

Spain 30% -18%

Sweden 18% 10%

United Arab 
Emirates 17% -41%

United Kingdom 25% -22%

United States of 
America 26% -21%

AVEVA GLOBAL 25% -24.69%

2019

The global gender pay gap figure right shows the pay gap for all 
men and women in AVEVA. However, we have chosen to only 
show individual country data for our top 20 locations by employee 
population. This is because a single salary change or employee joining 
or leaving in a  country with a low number of employees could cause 
large fluctuations in the countries gender pay gap. Therefore data is 
only shown for countries with more than 40 employees.

For consistency, our global gender pay gap calculation uses the same 
model as regulatory UK gender pay gap reporting.
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UK regulatory gender pay reporting
This year we will be reporting differently. 
Whilst the UK government has allowed 
additional time for companies to report 
on their gender pay gap we have decided 
to travel in the opposite direction. We are 
accelerating our reporting calendar to 
publish our 2019 and 2020 UK gender pay 
gap figures together as part of our global 
gender pay report.

What is gender pay gap reporting in  
the UK?
In the UK, gender pay gap reporting data 
looks at the average for all women and all 
men in all roles in the UK. The gender pay 
gap is not about equal pay for men and 
women doing the same job.

There are four requirements for UK gender 
pay gap reporting:  

• Gender pay gap (mean and median 
averages)  

• Gender bonus gap (mean and median 
averages)  

• Proportion of men and women 
receiving bonuses 

• Proportion of men and women in each 
quartile of the organisation’s pay 
structure 

The median looks at the midpoint for 
women and midpoint for men when 
ranked from the lowest paid to the  
highest paid.  

Analysis by pay quartiles

Lower Quartile Lower Middle Quartile Upper Middle Quartile Upper Quartile

Male
55%

Female
45%

Male
70%

Female
30%

Male
81%

Female
19%

Male
85%

Female
15%

Pay gap as at 5 April 2019 Bonus gap analysis Bonus eligibility analysis

Mean
Pay Gap

Mean
Bonus Gap

Female
Bonuses21.81% 49.32%

Median
Pay Gap

Median
Bonus Gap

Male
Bonuses21.74% 29.42%

No
30%

Yes
70%

No
17%

Yes
83%

AVEVA Solutions Limited - UK 2019 Gender Pay Gap Results
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UK regulatory gender pay reporting

The overall gender pay gap for 
AVEVA in the UK has reduced by 
17.5% (from 23.60% in 2018 to 
19.47% in 2020) as the company 
has focused more on our pay 
practices and hiring female talent, 
coupled with the implementation 
of standardised job levels for 
all roles across the business 
which has helped create more 
consistency, transparency and 
equality. 

The average bonus pay gap has 
decreased by 46.99% (from 67.97% in 
2018 to 36.03% in 2020) and the number 
of female employees entitled to a bonus 
has increased fivefold since 2017 from 
15.00% to 75.89% in 2020 and should 
increase further to approximately 96% in 
2021 as the company harmonises variable 
bonus plans globally. 

Female representation at higher levels of 
the organisation has shown particularly 
pleasing results with both the Upper 
Middle Quartile (UMQ) and Upper Quartile 
(UQ) showing improvements of 31% and 
26% respectively (UMQ from 14.4% to 
18.9% and UQ from 13.7% to 17.3%).

Analysis by pay quartiles

Lower Quartile Lower Middle Quartile Upper Middle Quartile Upper Quartile

Male
53%

Female
47%

Male
75%

Female
25%

Male
81%

Female
19%

Male
83%

Female
17%

Pay gap as at 5 April 2020 Bonus gap analysis Bonus eligibility analysis

Mean
Pay Gap

Mean
Bonus Gap

Female
Bonuses19.47% 36.03%

Median
Pay Gap

Median
Bonus Gap

Male
Bonuses23.72% 37.78%

No
24%

Yes
76%

No
17%

Yes
83%

AVEVA Solutions Limited - UK 2020 Gender Pay Gap Results
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Explaining the pay gap
We’ve improved our gender pay gap figures since 2017, but a gap still exists. We know why and we continue to monitor these areas:

AVEVA recruits employees 
to work in many different 
functions, from technical 
Research and Development 
(R&D) and Sales, through 
to IT, Marketing, Finance 
and HR. Each function 
has varying levels of pay 
and bonuses in varying 
quantities, and this creates a 
gender pay gap. To address 
this, we are partnering 
with organisations such 
as Society of Women 
Engineers, WISE, Women 
of Silicon Roundabout and 
Girls In Tech, as well as 
universities to help progress 
women in STEM careers.

Employees in Sales roles 
have higher levels of 
variable pay in the form of 
Sales Incentives. AVEVA has 
a higher proportion of male 
employees working in the 
Sales area of the business. 
This drives a gender pay and 
bonus gap. We are working 
hard to recruit more women 
into our Sales organisation 
at all levels.

Jobs with STEM subject 
skills are increasingly in 
demand and the proportion 
of women with these 
skillsets coming out of 
universities is historically 
not as high as the number 
of men. Over a third of our 
AVEVA employees work in 
R&D in technical roles and 
so increasing the number 
of female engineers in this 
function takes time but 
is vitally important to our 
diversity goals. In FY20, 
31.3% of our new hires 
across the business were 
female. 

A higher number of 
senior male leaders in the 
organisation contributes 
to part of the overall 
gender pay gap. As 
employees become more 
senior in an organisation, 
the levels of pay and 
bonuses increase. AVEVA 
is working to increase the 
number of senior female 
leaders and leaders from 
diverse backgrounds in our 
organisation. In the past 
year, we were pleased 
to strengthen our sales 
leadership team with two 
highly experienced female 
leaders.

AVEVA conducts regular 
reviews of our pay practices 
to ensure jobs of equal 
value are paid equally to 
provide a fair and equitable 
compensation landscape. 
Every year we commit funds 
during our Annual Salary 
Review to focus on gender 
pay adjustments.
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Positive action

Job levelling
Our global job architecture includes standard job levels. This provides all employees with a transparent hierarchy 
and career ladders that help support career progression and career development, while helping us to be more 
equitable with hiring and promoting employees.

Compensation benchmarking
AVEVA provides market benchmark data for every role we hire to ensure we remain a competitive paying employer. 
Adopting benchmark data helps to provide an equitable pay landscape and ensure AVEVA pays fairly for every job, 
regardless of gender or previous compensation, which helps the company close its gender pay gap.

Global annual bonus plan
We use job levels to determine an employee’s bonus eligibility. This provides a consistent and equitable bonus 
opportunity for all employees regardless of gender, function or location. The new bonus plan, launched in 2019, also 
ensures over 99.5% of employees will be eligible for an element of variable pay in their remuneration, which has not 
been the case historically.

Business conduct guidelines
We released our Business Conduct Guidelines which outlines how we do business, how we treat each other and our 
zero-tolerance approach to intolerance, discrimination and disrespect.

Gender-neutral pay scales
AVEVA has developed global pay scales for every job level and job function in every country. In addition to this, 
every pay scale will include the company’s gender-neutral pay position which will provide a vital data point to 
ensure we pay fairly and do not increase the pay gap globally. This level of transparency will provide recruiters and 
HR colleagues with the data to make more informed pay decisions at the point AVEVA hires or promotes to ensure 
we pay fairly for the job and do not use the pay from an employee’s previous employer as a factor when we hire.
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A culture of inclusivity
Our focus is on creating an inclusive culture that provides equal opportunity to every employee so they can flourish and realise their potential without limits.

We are committed to making our workplace thoughtful and compassionate, with a culture of constant learning, openness, fairness and belonging across the organisation. 

Here’s how we’re building our culture of inclusivity:

Our AVEVA LIFE values
Our values were crafted with our employees across the globe to help  
articulate how we show up to work every day. We encourage our employees  
to live our values and the behaviours they stand for, helping to create a  
shared sense of belonging.

Limitless Possibilities
We understand the limitless potential of true innovation, we are creative and curious, 
constantly challenging ourselves to help our customers create a better world.

Integrity Always
We do the right thing, leading by example. Our respect for everyone we connect with is 
why we’re trusted to help our customers work smarter, and why we work and act as one.

Flexibility Together
By working flexibly and collaboratively across our diverse internal and external teams, 
we foster close connections and ensure we achieve our goals together.

Excellence Every Day
Our people are amazing. Smart, pragmatic, humble, and always welcome a challenge. 
We’re incredibly proud of what we deliver and help our customers achieve.

Giving our people a platform
We believe the most powerful messages 
come from our people. That’s why we’ve 
further opened up our communications 
channels to our employees, giving them 
an opportunity to author blogs, articles 
and videos about subjects that matter to 
them. We’ve seen blogs about Pride, mental 
wellbeing and gender inclusivity. We also 
ask our employees to lend their voices during 
important events such as International 
Women’s Day. Our aim is to promote 
awareness and generate discussion around 
important subjects that reflect our values. 
By encouraging our employees to lend their 
voices, we can invoke the power of real 
storytelling.
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A culture of inclusivity

Global events
Global events form an important part of our calendar because they are meaningful 
to our people. Every year we use International Women’s Day and other important 
events as an opportunity to celebrate inclusivity, asking our employees to share 
their ideas, stories, successes and suggestions for how AVEVA can become more 
inclusive. We also take a ‘think global, act local’ approach, providing resource and 
budget to local teams and Employee Resource Groups to celebrate the events that 
matter to them.

Baseline training 
Training is an important part of our strategy as it helps us to clearly outline 
how our culture and values guide us through everything we do in our working 
environment – we’ll make sure all our colleagues receive consistent training and 
education across the world around subjects related to diversity and inclusion. 
We also recognise the importance of leaders and managers in building our 
culture of inclusivity, so we’ll follow up our baseline training with more specific 
management training.

Employee resource groups
Our Women in R&D group has been a fantastic success, offering women across our R&D teams the chance to come together 
regularly and share insights, build mentoring relationships, and lead the way in how we engage more women in technical 
roles. We’re now expanding this across the whole organisation. The support of our global and regional diversity and 
inclusion committees is instrumental to the group’s success. Four regional committees represent colleagues from across the 
organisation and have led national and global campaigns to raise awareness and engagement both within the organisation 
and beyond. These have included International Women’s Day, International Women in Engineering Day, Girls In ICT, and 
sponsorship of RisingWise, an Oxford and Cambridge University programme to encourage more women to build careers in 
science and technology sectors.

We are now focussed on expanding employee groups, starting with a Pride Network for our LBGTQ community to meet 
regularly and contribute to our wider diversity and inclusion conversation. Every member of a representative group can 
contribute half a day of their time every month to supporting activities, as well as having access to central resources and 
budget. These groups give our employees a unified voice and a forum to celebrate successes and champion change.



AVEVA’s leaders are committed to our culture of inclusivity 
and recognise the importance of their roles. Our Executive 
Leadership Team use their voice and influence to ensure all 
areas of diversity and inclusion remain front of mind.

Regular communication
Leadership visibility is essential in how we set expectations 
around diversity and inclusion. Our leaders hold monthly all-
manager calls, making sure inclusion, culture and employee 
wellbeing remain on the agenda. We encourage managers 
to be proactive in working with their teams to understand 
what we do well and where we can be better. We also use 
regular communications channels such as our CEO podcast 
and newsletters to reinforce the commitments our leaders 
make around important human-centric topics such as 
wellbeing and diversity and inclusion.

Programme and workstream sponsorship
We’ve split our Diversity, Inclusion and Wellbeing 
programme into separate workstreams with dedicated 
teams to make sure we are showing continuous 
improvement in these areas. Each workstream is sponsored 
by a member of our Executive Leadership Team, meaning 
our successes, challenges and progress in this space is all 
overseen by our senior leaders.

Recognition
We recognise our managers and colleagues who have gone 
above and beyond to live our values. By building peer-to-
peer and leadership recognition into our culture, we can call 
out those who are role modelling our culture and values. 
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The importance
of leadership
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The eight steps of continuous improvement 

Analytics
Collect the right data at the right 

times to become more data driven 
to understand where we need to 

focus our attention.

Foster a culture of 
collaboration, belonging, 

wellbeing and learning
Align our beliefs with our culture 
and strategic plans to create an 

environment that delivers against 
our inclusivity goals.

Inclusive for all
Be compassionate in our approach 

and ensure all employees feel 
uniquely valued, safe and able to 

contribute their best.

Legislation
Use policies, regulatory reporting, 

accreditations and industry 
standards to hold ourselves 

accountable for our diversity and 
inclusion aspirations.

Share our story
Lend our voice and clearly 

demonstrate how the diversity of 
our people directly contributes to 

AVEVA’s success.

Beyond gender
Be compassionate in our approach 

and ensure all employees feel 
uniquely valued, safe and able to 

contribute their best.

Active and visible
Take every opportunity to raise 

awareness and engage with our 
internal and external stakeholders 

around the subject of diversity.

Talent management
Take a consistent and inclusive 

approach to how we recruit, 
interview, develop and support 
talent throughout their journey  

with AVEVA.
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