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INCLUSIVE CULTURE

We are committed to creating conditions
that encourage and value diversity,
equity and inclusion, support workforce
development and promote wellbeing.
In this section:
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Diversity, Equity and Inclusion
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Workforce Development
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Wellbeing

2021 progress

2022 priorities

• Launched our global DEI policy

• Drive improvements on all DEI
themes as described in our new
5-year strategic plan for DEI

• Pledged to significantly increase
gender representation within
AVEVA with our 30/40/50 target
• Committed to reduce the gender
pay parity gap to less than 1%
by 2030
• Launched new programs to
support employee upskilling and
equip our people and their
managers with knowledge and
understanding to advance
wellbeing

• Increase the number of early
careers opportunities at AVEVA
and continue to invest in upskilling
our workforce
• Progress our culture workstreams
and maintain active engagement
with our employees on topics
impacting wellbeing, including
COVID-19, integration and the shift
to dynamic work
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DIVERSITY, EQUITY AND INCLUSION

Diversity, Equity and Inclusion at AVEVA
At AVEVA our people are at
the heart of our business and
we are proud to have such a
diverse, multi-cultural and
vibrant employee group.
We are committed to creating conditions
that encourage and value diversity, equity and
inclusion (DEI) and promote respect, dignity and
belonging so that employees can speak up and
bring their whole selves to work.

DEI In Our Team

6,446

49

>60

Global headcount

Countries

Languages spoken

As our people share their perspectives, we
empower them to make a positive difference in our
company and our communities around the world.

Our DEI Focus Areas
While we are committed to ensuring DEI values are at the heart of our DNA, we are also focused
on a number of specific DEI areas including gender, race and ethnicity, religion, faith and belief,
disability and sexual orientation.

We have
established
networks in:
• Americas
• APAC
• EMEA

Employee
groups:
Gender

Race and
ethnicity

Religion,
faith and belief
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Disability

Sexual
orientation

•
•
•
•
•

BLACK Voices
Pride
Salute
Wellbeing
Women

Contents

AVEVA Group plc | Sustainability Report 2021

DIVERSITY, EQUITY AND INCLUSION CONTINUED

Amplifying Our Employee Voices
Empowering Our People
Our employee groups: BLACK Voices@
AVEVA, Pride@AVEVA, Salute@AVEVA
(recognizing former service personnel),
Wellbeing@AVEVA and Women@AVEVA
– and our regional networks, play a vital role
in raising awareness on common areas of
interest, facilitating dialogue, providing
feedback and connections so that all
employees have a clear sense of belonging
and purpose. These networks have
enabled us to have open and candid
DEI conversations, both at a corporate
level and among colleagues, and will
continue to have a voice as we build a truly
equitable workplace.
In 2021 AVEVA held its first month-long
employee-focused Pride event with a number
of employee-led engagement activities and a
large emphasis on the importance of allyship
and amplifying employees’ voices. We hope to
expand these kinds of programs, so that all
networks are engaged in educational
recognition activities around key milestone
events throughout the year.

Feedback From Our Employees
“I applaud that we have taken the critical first
steps in ensuring we are on the right path: we
recognize that DEI is an individual mindset and
not something we ‘check off the box’. This has
encouraged employees from all over the
organization to join our DEI regional networks and
participate in our many employee resource groups.
While our DEI strategy is being led and sponsored
by our CEO, getting everyone involved truly excites
me as I foresee a more engaged community in the
workplace of the future!“

“I applaud that we have
taken the critical first
steps in ensuring we
are on the right path.”
Monette Viloria Bulanhagui
Manager, Presales Engineering
(Singapore)

Putting Our DEI Plan Into Action
In 2021 we began work to advance all areas
of the DEI plan. Some actions to date include:
• introducing our first ‘Annual Impact Fund for
DEI’ to empower and support all employee
groups and regional networks
• developing a five year action plan on Disability
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“As part of the DE&I EMEA team, I am extremely
excited to help kickstart DE&I within our region.
The challenge to take on and be a part of this
journey is hugely appealing to me. My core role is
managing the inside sales function for the EMEA
region. I want to expand my team further this year
and will be looking to create a healthy mix that
covers Gender, Race, Faith and Ethnicity, with
team members from different backgrounds.
By making a start, I want to help the region in
driving diversity throughout our whole team”.

“I want to expand my team
further this year and will be
looking to create a healthy
mix that covers Gender,
Race, Faith and Ethnicity…”
Yasser Khan
Inside Sales Manager
(UK)

• reviewing our talent acquisition in a sample
of countries to ensure best DEI practice
• introducing DEI coaching for the ELT
• publishing our first Ethnicity Pay Gap Report,
and
• establishing external benchmarks
(e.g. participating in the Financial Time’s
European Diversity Leaders ranking).
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DIVERSITY, EQUITY AND INCLUSION CONTINUED

Achieving our DEI Ambitions
Accelerating Our Progress

DEI 2021 Highlights

While we are just beginning our journey, we are
making solid progress formalizing and accelerating
our DEI program. We remain committed to
advancing equity across the organization.

Global DEI Policy
Launched inaugural
enterprise-wide DEI policy
Mandatory Training
Introduced DEI training
program for all employees

As part of this process, we are working toward
setting goals across all five focus areas. We have
already set measurable targets for gender, even as
we continue to collect and refine our baseline data
for other areas. In FY21, we made significant
progress collecting race/ethnicity data for our UK
and US employee populations.

Disability Consultancy
Engaged external disability
consultancy to help devise
our action plan

We recognize that we have more to do to realize
our ambitions for a truly representative workforce.
Our forthcoming Gender and Ethnicity Pay Gap
Report will include the FY21 data collected
and further information on the actions we are
taking to drive greater race/ethnic diversity
across the organization.

Annual DEI Plan
Launched the first DEI plan
establishing our priorities and
program for the longer term

Talent Acquisition Review
Commissioned an in-depth
DEI review of all stages of
recruitment and selection

DEI Impact Fund
Introduced a new fund to
support the development and
activities of regional networks
and employee groups

Inclusive Leadership
Delivered training for senior
management on inclusive
leadership

Ethnicity Pay Gap Report*
Publishing our first ethnicity
pay gap report to guide
further action

Development of
Employee Groups
Supported the integration and
organizational development
of five Employee Resource
Groups (ERGs).

** Our ethnicity pay gap report is focused on achieving
greater parity across our ethnically diverse workforce.
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DIVERSITY, EQUITY AND INCLUSION CONTINUED

Our Gender Equality Goals Explained
Measuring What Matters

Advancing Women In Technology

We are establishing goals and targets for all five
focus areas – women; race and ethnicity; faith,
religion and belief; as well as disability and sexual
orientation. We understand that progress towards
meeting our goals and targets requires advancing
all areas in our plan. Where needed, we are
commissioning external expertise to support our
DEI plan, for example, on DEI coaching for our ELT
and on disability. Our new People Committee will
actively review each leadership hire or promotion,
to ensure a diverse candidate group.

Despite overall representation of women working
in the technology sector increasing in recent years,
AVEVA recognizes that the pandemic has hindered
gender parity progress of industries as a whole. In
FY21, women accounted for 26.5% of our
workforce across our expanded organization and
32% of all new hires, globally; women held 24% of
our people manager roles and 18% of our
leadership roles. At 31st March 2021, we also had
19.2% of Science, Technology, Engineering and
Math (STEM) roles being held by women. We
define STEM roles as people in the technical
departments: R&D, Professional Services, IT,
Customer Support, Technical Sales. We remain
committed to advancing and accelerating our own
gender representation across all roles at AVEVA.
This is reflected in our 30/40/50 2030 gender
equality target.

“We will achieve these
goals through a range of
interventions laid out in
our DEI plan.”
Caoimhe Keogan,
Chief People Officer AVEVA
In addition to publishing our first combined
Gender and Ethnicity Pay Gap report this
year, we are evaluating targets for
leadership ethnic diversity within countries,
and across our global locations.

Our 2030 Gender Equality Pledges

AVEVA is also committed to achieving a <1% pay
parity gap – this is the average difference in pay for
the same job at the same level held by two diverse
candidates. Please note, this is different to simply
the pay gap, a measure that applies across all jobs
and levels within the organization. While different
measures, we see both achieving pay parity and
reducing the pay gap as important. More
information on our current gender pay gap is
available on our website and we currently have an
enterprise-wide gender pay parity study
underway, which we expect to complete before the
end of the fiscal year.
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40%

50%

Women managers
by 2030

Women new
starters by 2030

30%

<1%

Women in leadership
by 2030

Gender pay parity
gap by 2030
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WORKFORCE DEVELOPMENT

Getting Ahead of the Skills Gap
Performance Management and
Leadership Growth

Unleashing Potential Through
Learning

• We are working to ensure that 100% of our
workforce receives regular performance and
career development reviews to help develop our
people to reach their full potential

With digital transformation accelerating and
demand for our services growing, our global talent
team supports our workforce to develop their skills
to advance their own career aspirations and drive
our business forward.

• 50% of people managers received development
training in FY21 and we launched specialist
competency foundations for teams in sales
and R&D

In FY21, we piloted a program that enabled UK
employees to undertake apprenticeships and gain
qualifications to advance their career progression.
The program was so successful, we are extending
it through a new apprenticeship program called
AVEVA Elevate. This will see us welcoming
apprentices in India and USA, as well as in the UK.

• In FY21 we also moved our Leadership
Essentials manager training online so that
colleagues could continue to benefit remotely

“Half of all employees
around the world need to
upskill or reskill by 2025 to
embrace new responsibilities
driven by automation and
new technologies, and
accelerated by the pandemic”

In FY21, our R&D initiative, Project Uplift, upskilled
our R&D teams with online cloud and AI courses
offered through Microsoft Learn. These courses
include advanced modules on designing software
for cloud computing environments and optimizing
security and cloud-based data storage, tailored for
developers, testers and DevOps engineers. More
courses on cloud computing concepts are available
to all AVEVA employees.
Recognizing that our employees are best
positioned to determine the new professional skills
they need to remain most effective in their role,
AVEVA has also provided 4500 online LinkedIn®
Learning licenses. This approach has the benefit of
allowing our teams to learn remotely and at their
own pace.

Source:
WEF “Future of Jobs Report” 2020.
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As we continue to invest in upskilling our
employees, we maintain a small contract
workforce that represented approximately
7.7% of AVEVA’s workforce in FY21.

The Power of Cultivating Early
Career Talent
Early Careers at AVEVA isn’t just about recruiting
talented graduates, interns and apprentices; it’s
also about planting the seed that will inspire the
next generation. Around the world, AVEVA
employees help new team members understand
how their skills and strengths may compliment the
company’s culture and future growth plans. We
seek candidates with interests aligned to our goals
and provide mentoring support and exposure to
experts in their field. We ensure meaningful
professional development, with rewarding
experiences and practical tools that can help
cement new career paths.

Key Early Talent Statistics:
• 330 individuals in ‘earn and learn’ positions in
2021 (including high-school placements,
internships, apprenticeships and graduate
programs)
• Partnerships with more than 400 academic
institutions, providing access to our software for
more than 20,000 students around the world
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WELLBEING

Investing in Employee Wellbeing
At AVEVA we nurture a culture
that supports and develops the
health, personal growth and
wellbeing of our people.
Our wellbeing focus areas include health: physical,
mental and financial wellbeing; work: positive
and flexible workplace environments; personal
growth: personal resilience, supportive networks
and community engagement; and connections:
celebrating positive relationships and
open conversations.

Supporting Our Employees Through
Change and Growth
Our organization has experienced significant
change over the past 18 months, from the onset of
the pandemic and pivot to remote work, to the
acquisition and integration of OSIsoft.
At AVEVA, we are incredibly proud of our people.
To help support them through the volatility,
uncertainty and complexity of these recent times
we have increased focus on employee wellbeing,
running five campaigns including “It’s ok not to be
ok,” issuing wellbeing toolkits to all team members
and offering webinars with global experts, such as
Dr John Briffa. These initiatives will continue to be
a priority as we support employees at all levels
with the skills, knowledge and insight they need to
manage the causes and effects of stress.
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WELLBEING CONTINUED

Giving Back to our Communities
Employee Engagement Survey

Clear, accurate and timely communication plays
a key role in employee wellbeing and a sense of
belonging. In FY21 we launched dedicated intranet
sites to enable our team to navigate the pandemic
and our integration. Updated regularly, the sites
include webinars, regional and team toolkits and
information on how we are acting on employee
feedback. We gather employees’ input through
multiple channels to maximize accessibility. All
employees can share input and recommendations
directly with our CEO through Peter Herweck’s
“In Dialogue” channel, with an option to provide
feedback anonymously.

At AVEVA we recognize that focusing on employee
wellbeing helps cultivate a more motivated,
engaged, and high-performing workforce. We
value our ongoing dialogue with employees across
the globe. Our comprehensive annual employee
engagement survey is an opportunity to listen to
our people and to act on their responses with
honesty, transparency, and integrity. Working with
an independent survey partner, we make
anonymous results immediately available to
managers, providing training and support to help
them understand and interpret various insights.
Last year, we saw a year-on-year increase in our
overall employee engagement score as measured
by our October 2020 survey, which had a 96%
participation rate. Our engagement score also rose
to 7.8 out of 10 and we achieved a voluntary
turnover rate of 5.59% in FY21, representing the
top quartile for our sector. Our ELT is committed to
monitoring feedback and taking action when
needed to make AVEVA a better place to work.

Action4Good
AVEVA recognizes that
being able to give back to the
community is an important
contributor to employee
wellbeing. As a company,
we donate 1% of our net profits each year to
charitable causes through AVEVA Action for Good,
through a combination of paid time off for our
employees to spend on charitable activities and
direct donations. Opportunities for employees to
take paid days off for charitable activities were
greatly reduced in FY21 by the global pandemic,
but we still met our 1% commitment and donated
£503,000 to philanthropic organizations. Despite
the ongoing challenges of the COVID-19
environment, we continue to work to find ways to
help our employees volunteer and give back. We
also look to partner with non-profit organizations
that align with our environmental priorities.
In FY21, we launched the AVEVA Forest, our
tree-planting partnership that supports a variety
of reforestation projects around the world.

How are we Collecting
Employee Feedback?

CEO’s meet &
greet global tour

Business
sentiment surveys

HR business
partners and
location leads

ELT Listening
Sessions

Dynamic Work
The past year has taught us that where we work
does not necessarily impact how effective our
team can be. We are introducing a new, more
dynamic approach to our workplaces, where
teams have more flexibility to work remotely,
without losing the option for meaningful face-toface interaction.
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Engagement
sessions

