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Foreword
Last year AVEVA made an important commitment to publish its global
gender pay gap figures on an annual basis. This commitment was
made because of the value of data and transparency informing positive
actions, both for our business and our people. I am proud that we are
able to share this report with you.
Alongside gender pay gap figures, we are also
reporting on ethnicity pay gaps for the first time,
starting with our UK and US businesses. AVEVA
is a global organisation and we’re committed
to creating an inclusive company culture
that promotes equity and belonging for our
employees and customers. Gender and ethnicity
feature as two of our five diversity and inclusion
focus areas, which also include disability, religion,
faith and belief and sexual orientation.

I am delighted to say that we continue to make
progress on closing our global gender pay gap
which has reduced by 8.8% from 20.4% in 2020
to 18.6% in 2021. However, there is still a long
way to go and this is also the case on ethnicity
from our initial findings. With an understanding
of the current situation, we can consider and
implement actions to address the gaps identified
and ensure that AVEVA provides equitable pay
and opportunities for all of our people.

We believe that AVEVA is enriched by cultural,
ethnic and racial diversity within our workforce.
That is why it is so important that alongside
gender, we understand and are transparent
regarding ethnicity in our business. This is a
complex subject, and means different things
across our geographies, but it is important to
start to address this topic where we can and
therefore, in this report, we are publishing the
ethnicity pay gap for two of our countries. Over
the past six months, we have collected and
analysed ethnicity data across the UK and
US and, while it does not speak for our entire
workforce nor our acquisition of OSIsoft, it marks
an important first step in our journey.

The challenge and opportunity for AVEVA is
to become an employer of choice for STEM
candidates and an inclusive place to work for all
employees and future employees from diverse
backgrounds. Our global aim is to ensure the
way we hire and promote top talent is inclusive
across the broad range of employees who work
for AVEVA.

Our commitment to Diversity, Equity and
Inclusion (DEI) means treating people fairly,
equitably, and without bias, and creating
conditions that encourage and value diversity
and promote respect, dignity and belonging. This
involves making efforts to redress inequalities,
and this report helps us understand how far we
have come and, importantly, how far we have
yet to go to realise true equality.

I am committed to leading progress and being
transparent about the data and our plans, and am
pleased to set out our first DEI targets in this report.
I value the support of our Employee Resource
Groups, and the wider AVEVA community.
Together we have the opportunity to continue
our journey, bringing about positive change and
making AVEVA a great place to belong.

Peter Herweck, CEO
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Our Vision
We are committed to ensuring that all AVEVA policies, strategies, processes
and behaviours promote Diversity, Equity and Inclusion.

Our Global DEI policy outlines our vision that
everyone who comes into contact with AVEVA
feels respected and valued and everything
we do as a business, and how we do it,
demonstrates our commitment to Diversity,
Equity and Inclusion.

We strongly believe that diversity and inclusion
supports profitability and performance. Diversity
and inclusion are fundamental to supporting the
culture we want to promote at AVEVA; a culture
of respect, dignity, safety and belonging.

We understand that the wellbeing of our people
is enhanced when they feel valued, respected
and that they belong.

When we can attract and retain talented
employees who feel pride in working for AVEVA
and that they are valued by the company and their
colleagues, we know that they will support each
other and our customers and perform their best.

Gender

Sexual
orientation

Our five
focus areas

Disability
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Race and
ethnicity

Religion,
faith or belief

Contents
Evolving from our gender pay report in 2020, we are committed to
measuring and providing more transparency across our DEI performance
so that we can take action and hold ourselves responsible for progress.

Our reporting will evolve to provider further detail that we hope will cover a wider range of our workforce.
In this report, we provide the data and insights across the following:

Gender Pay Gap Reporting
We are required to publish our UK gender pay figures. In the UK, gender
pay gap reporting data looks at the average for all women and all men in
all roles in the UK. Alongside this, we also report our global gender pay gap
with our 20 largest countries by employee population.

Ethnicity Pay Gap Reporting
We provide analysis of the ethnicity pay gap in two of our regions: UK and
US. This includes comparison against the demographics of each national
workforce and each technology sector workforce.

Learning Together
We also set out our learnings and progress, our continuous
improvement approach including our long term targets, and our
Employee Groups.
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Explaining the pay gap
The pay gap is defined as the percentage difference between average
earnings of demographic groups within the company, spanning all levels
of seniority.

Quartiles show the proportion of demographic
groups that makes up the company by splitting
colleagues into four pay bands: lower, lower
middle, upper middle and upper. These help to
depict how differences in representation within
higher paid roles contribute to the pay gap.
The example below illustrates how the gender
pay gap percentage is calculated, using a
hypothetical organisation with 42% women
overall. The diagram shows the proportion of men
and women in each quartile.

67% women

Lower quartile

On the scale, the purple and blue triangles show
the average pay of women and men respectively
in the organisation; the gap between these
triangles is the gender pay gap.
Because there are more women in the lower pay
quartiles of the organisation, and more men in the
upper quartiles, average pay for women is lower
than average pay for men. This can happen even
though pay parity is achieved, ensuring people
are paid the same for the same work.

50% women

33% women

17% women

Lower middle quartile

Upper middle quartile

Upper quartile

This is the proportion of the
business who are paid the lowest
salaries within the organisation

This is the proportion of the business
who are paid the highest salaries
within the organisation

Lowest
Paid

Average pay
Pay gap
Women

average pay
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Men

average pay

Highest
Paid

Pay gap versus pay parity
Pay parity is ensuring that people are paid the same or similar as others for
the same work, in the same geographic location, and with the same or similar
experience levels.

The pay gap is the difference in the mean or
median pay between demographic groups
across all employees in an organisation in a given
country regardless of the function they work in,
experience or seniority / level in the organisation.
This differs from pay parity because all roles
and job levels are included. There are several
key reasons why a pay gap may exist, including
a reflection of the different balance of men and
women in functional roles that pay differently (e.g.
HR versus Sales) and also because there may be
more men than women at the senior levels of an
organisation, resulting in the mean and median
pay of men being above that of women. This gap
can exist even when pay parity is achieved due
to the gender difference in functions that pay
differently and in senior representation.

Pay parity is much more quickly addressed than
the pay gap but changes in representation take
longer, so our objective is to ensure a gender
pay parity gap of less than 1% by 2030 and to
continue to reduce the pay gap year on year
through increasing representation of diverse talent
at all levels and functions of the organisation.
Put simply, we want to ensure that all parts of
our organisation reflect the diverse communities
that we serve, and that all people have equal
opportunity and pay.
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GENDER PAY GAP
RAEPORTING
REPORTING

UK regulatory gender
pay gap reporting
As part of our regulatory commitments in the UK, we are required to publish
our UK gender pay gap figures

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.
There are four requirements for UK gender pay
gap reporting:
1. Gender pay gap (mean and median averages)
2. Gender bonus gap (mean and median averages)
3. Proportion of men and women receiving bonuses
4. 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.
It is important to recognise that the gender
pay gap is not about equal pay for men and
women doing the same job, this is pay parity
where it is in our control to ensure that there is
no gap. The gender pay gap, as reported here,
reflects different representation across roles
and levels of the organisation. We are focused
on ensuring equal opportunities and improving
representation across the organisation as set out
further in this report.
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14.9%
Mean gender
pay gap in 2021

23.6%

Improvement in overall UK
gender pay gap in 2021
(from 19.5% in 2020
to 14.9% in 2021)

43.2%

Improvement in overall UK
gender pay gap since 2017
(from 26.2% in 2017
to 14.9% in 2021)

GENDER PAY GAP REPORTING

UK gender pay gap 2021
The gender pay gap is an equality measure comparing the earnings of men and women
across all jobs. The mean data shows the difference in average earnings between men and
women. The median data shows the difference between the midpoints in the ranges of
hourly earnings of men and women.

Mean

Median

2021

Improvement
since 2017

Pay Gap

14.9%

-11.3pp

Bonus Gap

23.5%

-66.7pp

2021

Improvement
since 2017

Pay Gap

17.5%

-8.5pp

Bonus Gap

52.8%

-28.1pp

Analysis by quartile

Bonus entitlement

The proportion of men and women within
each pay quartile of the company

The proportion of men and women
eligible for bonuses

44%

28%

21.6%

Lower
quartile

Lower
middle
quartile

Male

56%

72%

78.4%

23%

17%

Upper
middle
quartile

Upper
quartile

77%

83%

Male

Female

30.5%

Female
69.5%

Yes

No
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GENDER PAY GAP
REPORTING
REPORTING

Global gender pay
gap reporting
The table shows AVEVA’s 20 largest countries by employee population, together
with their mean gender pay gap and percentage of female representation

We are committed to making progress in closing
this gap and have set some new targets which
you can read about further in this report.
»

In 15 of these 20 countries, the gender pay
gap has improved – with particularly strong
progress in France, Spain and Mexico. In three
countries, the gender pay gap has remained
the same as last year and in the remaining
two countries, it worsened slightly.

»

In France, employee numbers have grown with
no material change in breakdown of men and
women. However there has been an increase
of women in higher paid roles, hence the
narrowing of the pay gap from 36% to 22%.

»

Malaysia has the largest pay gap of these
countries, which is explained by the particularly
large proportion of employees in shared
services roles (like HR, Legal, Finance) which
have significantly more women than men. Men
currently tend to occupy the more senior sales
and technical roles, and this causes the gap.

»

In Spain, the net percentage of women has
actually declined, but more women are
occupying higher paid roles which explains the
decrease in the pay gap from 20% to 13%.

»

In Mexico, the distribution of pay has changed,
resulting in the average pay of women being
above that of men and therefore moving from
a positive to a negative number.
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8.8%

Improvement in
global gender pay
gap in 2021
(from 20.4% in 2020
to 18.6% in 2021)

26.5%
Global female
representation
in 2021

(from 26.0% in 2020
to 26.5% in 2021)

GENDER PAY GAP
REPORTING
REPORTING

2020

2021
Country

% Women

Pay Gap

Country

% Women

Pay Gap

Australia

25%

19%

Australia

24%

23%

Brazil

28%

19%

Brazil

25%

20%

Canada

29%

17%

Canada

29%

17%

China

34%

19%

China

32%

22%

France

24%

22%

France

25%

36%

Germany

25%

15%

Germany

23%

15%

India

22%

32%

India

22%

36%

Italy

26%

37%

Italy

29%

38%

Japan

29%

32%

Japan

26%

34%

Malaysia

54%

49%

Malaysia

52%

53%

Mexico

27%

-10%

Mexico

27%

1%

Netherlands

16%

32%

Netherlands

16%

34%

Russia

30%

31%

Russia

30%

29%

Singapore

32%

34%

Singapore

31%

34%

South Korea

24%

33%

South Korea

23%

36%

Spain

27%

13%

Spain

30%

20%

Sweden

17%

12%

Sweden

17%

10%

United Arab Emirates

21%

42%

United Arab Emirates

18%

44%

UK

28%

17%

UK

25%

19%

USA

29%

18%

USA

28%

20%

26.5%

18.6%

26.0%

20.4%

AVEVA GLOBAL

AVEVA GLOBAL

Improvement since 2020

Methodology
The global gender pay gap figure 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 country’s 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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ETHNICITY PAY GAP REPORTING

Ethnicity pay gap reporting
Currently there are no requirements to report on ethnicity pay gaps,
however we believe in data transparency and have reported this in two of
our largest countries – UK and US.

Collecting data on ethnicity and race is complex
because identity is extremely personal. There
are variations around the world on how to define
both ethnicity and race, with the language
continuously evolving. When describing the
constructs for the UK and US, we adopt the
definition and language specific to the country.
We asked employees to disclose their
ethnicity and race voluntarily, and the data is
representative of 84% of our UK business and
95% of our US business.

We are pleased to have had such high response
rates from our employees. This enables
better quality data to understand our current
performance and plan for the actions that will
support improving representation and equity
across our workforce.
As this is the first time we are presenting the
information in this way, our reporting may evolve
with learnings and contributions from across the
organisation, as well as the ability to reflect more
people across our business.

Methodology
As ethnicity is such a complex topic, when collecting company data in both the UK and US, we
felt it was important to include a wider category breakout than white vs all ethnic minorities
grouped together.
Although we have grouped together some of our employee ethnicities that make up smaller
proportions of the workforce to retain confidentiality, we felt the breakdowns we have
presented provide better disclosure on the make-up of our organisation.
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ETHNICITY PAY GAP REPORTING

UK data
Ethnicity in the UK refers to long shared cultural
experiences, religious practices, traditions,
ancestry, language, dialect or national origins. It is
broader than ‘race’ and is more commonly used
and asked about within diversity questionnaires
in the UK, therefore we adopt this term to discuss
the UK data. We have followed the ethnic group
categorisation recommended by the
UK government.
We have divided White British and WhiteOther into separate categories as we are aware
non-British white colleagues may experience

additional challenges and fewer privileges in the
workplace, and wanted to explore this in the data.
These figures, representing the data selfreported by 84% of our population, show the
difference between the mean and median pay of
all white British employees compared to:
»

Asian and Asian British employees1

»

Black, multiracial and other backgrounds2;
and;

»

White-Other backgrounds3

Ethnicity pay gap

Ethnicity bonus gap

Asian/Asian
British
(1)

Black,
Multiracial and
Other (2)

White-Other (3)

Mean

0.6%

4.2%

0.8%

Median

0.8%

2.8%

5.5%

Asian/Asian
British
(1)

Black,
Multiracial and
Other (2)

White-Other (3)

Mean

69.7%

63.6%

79.6%

Median

31.1%

29.5%

6.2%

Asian and Asian British includes: Bangladeshi, Chinese, Indian, Pakistani, Any other Asian background

1

Black, multiracial and other backgrounds includes: African, Caribbean, White and Asian, White and Black African, Arab, Any other multiple
ethnic background, Any other ethnic group
2

White-Other includes: Irish, any other white background

3

Our findings show that the UK ethnicity pay
gap is less than 6% for each grouping, and
gives us confidence that we can close the gaps.
The mean pay gap for Asian backgrounds is
reported as 0.6%, Black, Multiracial and other
backgrounds as 4.2%, and for White-Other is
reported as 0.8%. The median pay gaps are
0.8%, 2.8% and 5.5% respectively.
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The diverse pools of talent in the UK provide
opportunities for AVEVA to attract and retain a
diverse workforce and reach into communities
which may be underrepresented.

ETHNICITY PAY GAP REPORTING

AVEVA UK workforce vs UK population vs UK tech sector
The proportion of each ethnic group within AVEVA’s UK workforce compared to the UK population and
UK tech sector1
5.4%

2.1%

11.7%

16.9%

7.5%

3.1%

3.3%
2.2%
1.0%

UK
80.5%
Population

1.4%

80.5%

AVEVA UK
workforce

2%
2%

12%

UK Tech
Sector

64.8%

83%

White British

White Other

Asian/Asian
British

Black

Multiracial

Other

Representation in some groups is very low, and in order to maintain individual confidentiality we have reported the pay gap for these groups collectively
BCS Diversity Report 2020 ONS Analysis

1

Analysis by quartile
The proportion of each ethnic group within the pay quartiles of the company

18.2%

13.0%

20.1%

10.4%
7.8%

5.2%

Lower
quartile

63.6%

White - British

Lower middle
quartile

61.7%

White - Other

15.6%

11.0%

10.4%

11.0%

7.1%

Upper middle
quartile

66.2%

Asian/Asian British

5.2%

Upper
quartile

73.4%

Black, Multiracial
and others
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ETHNICITY PAY GAP REPORTING

US data
In the US, race is prominent in discussions
around how people identify, alongside ethnicity.
It is a categorisation that groups people based
mainly on physical attributes including skin
colour and other similarities in appearance.
Ethnicity is based on place of origin, and in the
US census is classified as either "Hispanic or
Latinx", and "Not Hispanic or Latinx”.

The figures below, representing the data selfreported by 95% of our population, show the
difference between the mean and median pay of
all white employees compared to
»

Asian employees;

»

Black, Native American and Multiracial1; and

»

Hispanic or Latinx backgrounds

When collecting data from our colleagues, we
followed the US Equal Employment Opportunity
Commission (EEOC) combined classification for
racial/ethnic categories.
Race/Ethnicity pay gap

Race/Ethnicity bonus gap

Asian (1)

Black, Native
American and
Multiracial (2)

Hispanic or
Latinx (3)

Mean

5.7%

16.7%

17.6%

Median

3.0%

17.7%

17.9%

Asian (1)

Black, Native
American and
Multiracial (2)

Hispanic or
Latinx (3)

Mean

21.2%

48.4%

49.1%

Median

-19.0%

56.6%

55.2%

Black, Native American and Multiracial includes: American Indian or Alaska Native (not Hispanic or Latinx), Black or African American (Not
Hispanic or Latinx), Native Hawaiian or Other Pacific Islander (Not Hispanic or Latinx), Two or More Races (not Hispanic or Latinx)
1

Our findings show that the US race/ethnicity
pay gaps are more significant for Black, Native
American and Multiracial and Hispanic or Latinx
colleagues than Asian employees. The mean
pay gap for Asian backgrounds is reported at
5.7%, Black, Native American and Multiracial
backgrounds as 16.7%, and for Hispanic or
Latinx backgrounds as 17.6%. The median pay
gaps are 17.7%, 17.9% and 3.0% respectively.
We also recognise that AVEVA’s employee
population is lower in all ethnic minority groups,
with the exception of Asian employees, relative
to the US population.
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We aim to increase representation across AVEVA
of these underrepresented groups that will help
to reduce the race/ethnicity pay gaps identified.
Importantly, we are already taking steps to ensure
pay parity – meaning equivalent pay that reflects
similar levels of experience, in the same job level,
for the same job in the same country.

ETHNICITY PAY GAP REPORTING

AVEVA US workforce vs US population vs US tech sector
The proportion of each ethnic group within AVEVA’s US workforce compared to the US population and
6%
US Tech sector1

0.4%

1.3%

5.9%

13.4%

US
Population

24.8%
3.8%
14%

10.8%

7%

US Tech
Sector

57.9%

0.5%
1.9%

Asian

0.2%
2.8%

60.1%

AVEVA US
workforce

White

18.5%

Hispanic
or Latinx

14%

1.0%

68%

Black or
African
American

Two or
more races

Native
Hawaiian &
Other Pacific
Islander

Native
American
or Alaska
Native

Representation in some groups is very low, and in order to maintain individual confidentiality we have reported the pay gap for these groups collectively
US Equal Employment Opportunity Division, Diversity in High Tech

1

Analysis by quartile
The proportion of each ethnic group within the pay quartiles of the company
3.8%

4.3%

7.1%

10.9%

46.0%

61.6%

71.6%

52.4%

24.2%

24.2%

Lower
quartile

19.0%

31.9%

Lower middle
quartile

Upper
quartile

Upper middle
quartile

5.7%

7.1%
19.0%

White

11.4%

Asian

Hispanic
or Latinx

Black, Native
& Multiracial

Two or more
races
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Our plan: five strategic themes
Foster inclusion

»

»

Develop capability
of leaders

Support our Employee Groups (‘Women’,
‘Pride’, ‘Wellbeing’, ‘BLACK Voices’ and
‘Salute’) learning and development
programmes
Formally and regularly engage the senior
leadership on progress

»
»

Introduce co-mentoring
Roll out executive coaching on Diversity,
Equity, and Inclusion

»
»
»
»

Continue to publish the Gender Pay Gap Report
Publish our first Ethnicity Pay Gap Report
Ensure legal compliance
Set targets with commitment to progress

Improve diversity
demographics

»
»
»

Review recruitment practices
Enhance community outreach
Proactively work to close gaps

Improve DEI
communications and
external engagement

»

Ensure all our media has regular and more
diverse and inclusive content
Improve the diversity of our conference
panels, company spokespeople, imagery

Measure performance
impact

»
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Diversity is our natural state.
We are not meant to be the same
and nature shows us that Diversity
is our superpower.”
Girish Iyer, R&D Director, Artifical
Intelligence and DEI APAC India Lead
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Learning together
To ensure that we continue to
progress our Diversity, Equity and
Inclusion programme and drive
meaningful change, we must
analyse and fully understand the
data that we have collected.

We are all responsible for promoting diversity and
inclusion within the organisation at all levels. It
must be a top down and bottom up approach in
order to become fully embedded in our culture.
We have chosen five examples to reflect some of
the actions we have taken over the last year and
are continuing within the business.

Giving employees a voice

Early careers

We want our employees to be able to express
their views in an honest and open way. We take
pride in how they feel empowered to express
their opinions, concerns and suggestions that
help make AVEVA a great place to work.

AVEVA is committed to inspiring the next
generation of employees and, through our Early
Careers team, we seek to not only inspire school
children through the variety of roles we have
at AVEVA, but also to attract applications from
students across the most diverse pools of talent.

We hosted our first virtual event, AVEVAFEST21,
that was created by our employees, for our
employees. Almost 50 broadcasts were hosted
across four stages, focusing on strategic themes,
technology, people, and our community. Diversity,
Equity, Inclusion and Wellbeing featured heavily
and saw speakers cover diverse subjects like sexual
orientation, race, service veterans and gender.
We also host a wide range of articles and blogs
from employees on our Intranet site, including
our “It’s okay to not be okay” wellbeing campaign
that saw employees speak openly about how
they’ve overcome personal challenges, as well as
insights across a range of fascinating subjects,
including disability, community-focused activities,
allyship, race, gender, and beyond.

This year we hosted a group of US high school
students at our Lake Forest office in California
on a six-week study programme, allowing
students from minority groups to explore the
skills needed for a career in Research and
Development or Human Resources. We also
work with local UK government agencies and
take part in events to support young people
with additional needs.
And in attracting the best and most diverse
set of graduate applications, we partner with
universities, target Historically Black Colleges
in the US, and work with charities that help
disabled and disadvantaged people into
employment and independent living.

AVEVA Gender
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LEARNING TOGETHER

Continuous learning

Celebrating diversity

AVEVA has an enduring learning culture, in which
employees are encouraged to develop and refine
their skills and contribute to the success of the
organisation. In support of employees’ ongoing
development, this year we’ve published our first
Global Diversity and Inclusion Policy, which sets
out our expectations on treating people fairly,
equitably, and without bias, as well as creating
conditions that encourage and value diversity
and promote respect, dignity, and belonging.

As a global organisation, it is essential to
recognise and celebrate the cultural diversity of
our employees. This recognition also provides
the opportunity to find out more about one
another rather than what separates us.

To accompany the policy, a mandatory training
course was shared with employees to help
develop a shared understanding of what diversity
and inclusion means and what we can each do
to create an inclusive culture at AVEVA.
We have also hosted guests, from best-selling
authors and TEDx speakers, to talk about
wellbeing, resilience, allyship and gender,
including a series of webinars on maintaining
mental and physical health.
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During Pride Month, we saw a wide range of
articles, blogs, webinars and employee events
that brought sexual and gender identity to the
fore. During the month, we learned more about
LGBTQ+, transgender identity, pronoun use,
and hosted external events including allyship
webinars by motivational speakers.
In January, we marked Martin Luther King
Jr Day for the first time as an organisation,
and we also celebrated Black History Month
through a series of fascinating articles about
black innovators in technology.

LEARNING TOGETHER

As a member of the LGBTQ+ community myself, I can attest to how important it is for
employees to feel safe in our work environment. Over the past year, AVEVA has taken
necessary steps to create a safe and inclusive workspace for employees who identify
as LGBTQ+. We still have a lot of work to do, but we are heading in the right direction.
Courtney Conner, Facilities Manager and Pride@AVEVA Lead

Building our community
As part of our commitment to drive awareness
around diversity, equity, inclusion and wellbeing,
we have three Regional Networks that reflect and
represent cultures across the globe. Our EMEA, APAC
and Americas teams are committed to reflect the
diversity of their regions and have led programmes to
facilitate debate and discussion, helping to celebrate
our differences both regionally and globally.
We have five Employee Groups that seek to
promote awareness around specific minority
groups: Women, Pride, BLACK Voices, Salute, and
Wellbeing. They all host regular meetings to share
thoughts and experiences, build awareness and
break down barriers.
Our Women @ AVEVA group seeks to establish
a supportive environment for women to build
and nurture connections and foster professional
growth. The group not only led celebrations during
International Women’s Day, but also provides
opportunities to attend conferences, and supports
positive talent acquisition outreach programmes.

The Pride group seeks to create a safe space where
LGBTQ+ colleagues feel comfortable sharing their
identity and personal stories. In 2021, they led our
first Pride month, which saw the company adopt an
AVEVA Pride logo, host a wide range of awareness
webinars and events, and posted articles and videos
in support of the month.
Our BLACK Voices group’s schedule of events
included talks by historians on black history, driving
awareness through Black History Month and
marking Martin Luther King Jr Day.
Employees or those who have family who have served
in the armed forces are supported through our Salute
Employee Group. The group celebrates veterans by
awarding them a Veteran’s Day gift and raises money
in support of veterans and military families.
Wellbeing provides resources for all employees;
through the pandemic they’ve hosted mobile
meetings to encourage employees to meet beyond
their home offices and regular drop-in sessions to
share best practices to support wellbeing.
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Our targets
The targets we are able to commit to are focused on gender diversity.
We are in the process of evaluating similar targets for ethnic diversity and
we will share these when we are comfortable that they are appropriately
ambitious and credible.
Representation targets by 2030

AVEVA’s pay commitment by 2030

30%
40%
50%

<1%

Women in leadership
Women managers

Gender pay parity gap

AVEVA has made a commitment to ensure a gender
pay parity gap of <1% by 2030. This means it is our
intention to ensure pay for similar levels of experience,
in the same job level, for the same job, in the same
country, is within 1%.

Women new hires

To support these targets, a global pay parity exercise
is being conducted. This will inform the annual budget
process to ensure sufficient central funds are allocated to
close any gaps.

I’ve long advocated seeing more women in the workplace and especially in the
leadership position. This could make a huge difference – can you imagine how
awesome it is to see what women can achieve? And with AVEVA pledging to
have 30% women in leadership by 2030, it inspires me to do everything I can to
support women and help them realise their ambitions.
Monette Bulanhagui, Manager, Presales Engineering and DEI APAC Regional Network Lead
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Resources
Global Diversity and Inclusion Policy
In February 2021, AVEVA launched our first Global Diversity and Inclusion Policy. This is linked to
AVEVA LIFE values, and applies to all employees. We aspire for it to apply to our dealings with
customers, contractors, partners and suppliers.

Women

Employee Groups
Our Employee Groups
play an important role in
promoting diversity and
inclusion across AVEVA.
We have sought the support
of these groups to ensure that
our approach reflects the needs
and concerns of our people. For
the first time in 2021, we have
provided an Impact Fund so the
groups have autonomy over
their programmes.

Salute

BLACK Voices

Pride

Wellbeing

AVEVA’s positive actions
We have been focused on increasing female representation at all levels, ensuring that our recruitment and
promotion practices support our diversity ambitions and inclusive culture. This has also helped to narrow the
gender pay gap by increasing the mean and median pay of women.
Annual salary reviews ensure pay levels are monitored annually. A central fund is allocated to ensure pay parity
and close any known gaps.
We introduced pay scales for roles to ensure people are paid the market rate and any historic disparity, such as
gender, race or ethnicity, does not influence pay for new hires as well as internal promotions, minimising any
future pay gaps.
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This is the first time AVEVA has published ethnicity pay
gap data and we welcome feedback.
If you would like to find out more about our work in Diversity, Equity,
Inclusion and Wellbeing, please get in touch with the team at
di.global@aveva.com
Data correct at September 2021

www.linkedin.com/company/aveva

aveva.com

@avevagroup

