ESG

Our handprint, footprint and culture
We are pursuing a sustainable future
through everything we do, empowering
more efficient use of resources through
our software and embedding
sustainable, responsible practices in all
aspects of our business. Our ESG
framework reflects how we think about
sustainability and execute our strategy.
Our approach prioritises those issues
which are most material, as identified as
part of a rigorous materiality
assessment. We approach materiality
through two lenses: what is important to
our people and business, and what is
important to our other key stakeholders.
For more information about our materiality assessment
process, see our Sustainability Progress Report
(aveva.com/spr22/)

High

Materiality matrix
Security & privacy

Sustainability
solutions

GHG footprint

Importance to stakeholders

Diversity, equity & inclusion
Business ethics
Climate risk & resilience
Labour & human rights

Public policy & advocacy

Workforce development

Employee health & safety

Responsible technology
design & use

Board compensation,
independence & diversity

Responsible tax

Circularity &
resource efficiency

Relationships with
law enforcement

Wellbeing

Employee giveback

Future of work
& automation

Responsible sourcing

Low

Less material

Foundational

Low
Governance

Social
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Products & services
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AVEVA’s ESG framework and goals at a glance
AVEVA’s ESG framework and goals at a glance
PURPOSE, MISSION, VISION

TECHNOLOGY
HANDPRINT

OPERATIONAL
FOOTPRINT

Exemplifying ethical
business practices
and environmental
stewardship across
our value chain

INCLUSIVE
CULTURE

Enabling a culture
of inclusion, wellbeing
and opportunity
for our people
and communities

2030 GOALS

1. Develop customer saved and avoided
CO2 emissions baseline and target
2. Develop and deploy green product
design principles

Measurably contribute to inclusive
and sustainable industrialisation
and innovation

MATERIAL ISSUES

3. Develop and launch a sustainability
innovation programme

• Sustainability solutions

4. Remain in the top 25% of security
benchmarks

• Security and privacy

5. Train all employees annually on
cybersecurity

2025 GOALS
6. Reduce GHG emissions across operations
(Scopes 1 & 2) by at least 90%*

• Responsible technology design and use
• Future of work and automation

FINANCIAL STATEMENTS

Inspiring our customers
to transform the
environmental and
social impacts of their
business through
our trusted and
secure software

2025 GOALS

GOVERNANCE

We spark industrial ingenuity by connecting people with trusted information
and insights to drive responsible use of the world’s resources

• Relationships with law enforcement
• Public policy and advocacy

2030 GOALS
Achieve net zero operations + 50%
reduction on value chain emissions*

7. Reduce GHG emissions associated with
business travel (Scope 3) by at least 20%*

MATERIAL ISSUES
• Climate risk and resilience
8. Deploy an e-waste programme based
• GHG footprint (Scope 1,2 & 3)
on a circular economy model
• Business ethics
9. Deploy updated ESG supplier policies and • Circularity and resource efﬁciency
screening processes
• Labour and human rights
10. Increase employee confidence in reporting • Responsible tax
unethical behaviour to top 25% for industry • Responsible sourcing
*Climate goals set against 2020 baseline year
2025 GOALS

2030 GOALS

11. Demonstrate progress on 50/40/30
gender representation and pay
parity targets
12. Year-over-year improvement
in employee engagement score
13. Double early career opportunities
14. Ensure all employees
have an annual talent review

We aligned material issues to these pillars based on opportunities we
saw to leverage positive synergies and promote collaboration across
environmental, social and governance themes. Our 2025 and 2030
goals focus primarily on issues identified as paramount or strategic
during our materiality exercise, but we will continue to disclose
information on our management approach for all material issues.
Further details on our 2025 and 2030 goals are available in
our Sustainability Progress Report. (aveva.com/spr22/)

MATERIAL ISSUES
• Diversity, equity and inclusion
• Workforce development
• Wellbeing
• Employee giveback

15. Ensure an average of 12 hours
of annual learning per employee

Our three-pillar ESG framework reflects the areas where AVEVA
sees the greatest potential for impact through the software we
create, the operating model we practise and the partnerships and
communities we build. It guides our actions and provides the
foundation for our near- and long-term goal setting.

Achieve 50/40/30 on gender
representation and pay parity

• Employee health and safety
• Board compensation, independence

and diversity

We have identified three UN Sustainable Development Goals
(SDGs) which align with the three pillars in our ESG framework.
We consider these our priority SDGs and have set measurable
goals around them. We will continue to speak to our broader
contributions to the SDGs through case studies, including examples
of how our customers’ use of our industrial software supports
progress on the Global Goals.
For more details and examples of our SDG alignment,
see our Sustainability Progress Report. (aveva.com/spr22/)
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Technology handprint
TECHNOLOGY
HANDPRINT

“

What gets modelled gets improved

Our software spans engineering and
operations solutions, helping our customers
optimise their entire value chain while
contributing to the conservation of natural
resources and supporting circularity.”
Lisa Johnston, Chief Marketing Officer and
Chief Sustainability Officer

Transforming industries through our
technology handprint
Our technology handprint is the positive sustainability impact
achievable by customers using our secure software products.
AVEVA’s industrial software helps customers drive responsible use
of the world’s resources by reducing carbon, promoting circularity,
enabling safe food and water and cutting waste.
Increasingly, our products are used to meet the world’s most
pressing challenges associated with sustainability and energy
transition. We are accelerating our sustainability-related R&D and
launching a sustainability centre of excellence to help meet
growing demand. Our customers trust us with their proprietary
information, and we maintain this trust by prioritising the security
and privacy of this data.

32

Integrated Annual Report 2022 | aveva.com

Integrating greenhouse gas (GHG) modelling into our products is
an example of AVEVA’s sustainability investments. This enables
design, analyses and optimisation of industrial processes for
sustainability as well as profitability. Since
many future plants will be powered by a mix of renewable
energy and clean hydrogen, we included libraries that support
the modelling of power generation networks that include wind
turbines, solar panels, batteries, electrical distribution and
hydrogen electrolysis.
AVEVA Unified Supply Chain supports sustainability analysis
across the entire oil & gas and petrochemicals value chain.
The solution helps organisations make investment and
operational planning decisions based on different carbon
pricing and carbon cap scenarios.
One of the world’s largest energy companies has successfully
piloted these capabilities in planning its net-zero roadmap.
These new carbon-aware planning capabilities give teams the
insight they need to make investment, divestment, purchasing
and selling decisions. At the same time, these tools also
support adjustment of refinery planning and operations
to reduce emissions, while maintaining commercial optimisation
and safety.

In FY22, we enhanced our AVEVA Process
Simulation product to enable calculation
of GHG emission and sustainability metrics
for industrial processes.

STRATEGIC REPORT
GOVERNANCE

With refineries contributing six percent
of global industrial greenhouse gas
emissions, this innovation can significantly
impact the achievement of a net-zero
carbon energy system.
These product enhancements are also an example of AVEVA’s
innovative sustainability culture. They originated as winning
concepts in our sustainability-themed hackathons, graduating
from prototypes to product features.

In addition to co-innovating with our customers on sustainability,
we are also investing in building new capabilities through
technology partnerships with global sustainability leaders from
Microsoft and Schneider Electric to emerging green start-ups.
AVEVA Insight offers our customers a proven solution for
combining industrial data with our AI and analytics capabilities for
better business decisions. To enhance this capability in the
renewable energy sector, we recently signed a technology
partnership with Helios IoT Systems. This collaboration extended
our offer with performance calculations specific to solar assets. It
will allow us to provide our customers with increased visibility of
predictions, KPI and performance of their solar assets. We expect
this to result in quicker detection of inefficiencies and expedited
troubleshooting.
Our partnerships extend to academia, where we work with
universities around the world to shape a more sustainable future.

We collaborate with more than
750 academic institutions to provide
our software at no cost.
These partnerships advance the training of students each year with
technology skills to further sustainable industries. These partnerships
are important, with many of these universities acting as innovation
incubators. This year, through Go Green, our global student
competition in partnership with Schneider Electric, AVEVA
sponsored the category of ‘Decoding the Future,’ calling for students
around the world to reimagine future technology approaches to
design, engineering and intelligent operation of critical assets and
infrastructure. We’ve seen more than 21,000 students participating
in the competition. We also collaborate with BP and the University of
Cambridge to fund doctoral studentships. These partnerships
facilitate training of the next generation of infrastructure experts,
accelerating development of digital twins, capturing pre-Front-End
Engineering Design (FEED) options using AI, and the inclusion of
sustainability practices at the point of design.

Security and data privacy at the core
Security and data privacy are core to our organisational culture. We
are committed to upholding the highest standard of cyber protection,
using components that meet recognised standards and include
encryption by default. By design, we seek to address cyber security
in all relevant processes, including our software products and
day-to-day corporate business activities. We closely monitor security

training data to support achieving 100% employee training on data
security and privacy compliance. This includes training on our group
data protection policy for all our relevant business lines and
subsidiaries which stipulates processes for the access, rectification
and deletion of individuals’ data. All our employees are required to
complete annual training on key data protection principles.
As a software company that serves an increasingly connected and
complex industrial world, we treat security and privacy with the
highest level of oversight and strive to ensure alignment with the
highest standards. Our Group General Counsel and Company
Secretary holds global responsibility for data privacy compliance
and reports to the Audit Committee on a routine basis.
This includes key third-party privacy notices, like our privacy policy,
customer privacy policy and cookie policy. We incurred no
monetary losses as a result of legal proceedings related to user
privacy in FY22.
We use the US National Institute of Standards and Technology
(NIST) Cybersecurity Framework to shape our risk-based approach
to security, and we have achieved ISO 27001 for our R&D
organisation. Our R&D organisation also undergoes an annual SOC
2 Type II audit by an external, independent assessor to certify the
operational effectiveness of our data security internal controls and
systems. Other key certifications include ISASecure SDLA, ISO
9001, and ANSSI CSPN First Level Security Certification. External
raters place us in the top quartile of our industry for cyber security
performance, and we report all notifiable data security incidents to
relevant authorities.
We take a lifecycle approach to product security, which helps us to
mitigate risks related to performance issues, service disruptions
and total customer downtime. In FY22, we successfully supported
over 2,000 cloud deployments and achieved 99.97% uptime across
our cloud offerings. Steps taken to increase security to support
remote work during the Covid-19 pandemic are now permanent,
complementing longstanding network security, disaster recovery
and systems measures at AVEVA that support business continuity.
We occasionally, although rarely, receive information requests from
law enforcement authorities in the jurisdictions in which we do
business. We respond to lawful requests from such authorities in
compliance with applicable legislation.
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Partnering for change

ESG CONTINUED

Operational footprint
OPERATIONAL
FOOTPRINT

Our San Leandro, California building is LEED Gold rated.

Driving sustainability in our own operations

Recent refinements to our GHG inventory

We proactively manage our operational footprint to achieve
our ambitions for environmental stewardship and ethical
business practices.

To demonstrate progress against our climate commitments and to
foster trust through transparency, we have continued to refine our
data collection approach and systems as our company grows and
our sustainability programme matures. During the fiscal year, we
stepped up our climate management and reporting, automating
the data collection process, using carbon accounting software to
help substantiate our data and conducting additional data reviews
with third-party decarbonisation consultants. While data published
in this report has not been independently verified, we are preparing
for third-party assurance of our operational emissions data (Scope
1 and 2) in FY23.

Sustainability leadership begins with looking at our own
operations, understanding our impact across our value chain and
driving positive change. Beyond our climate and business ethics
programmes, management priorities for our operational footprint
include our sustainable sourcing initiatives, responsible tax
strategies and efforts to respect and promote human rights within
our sphere of influence.

Measuring and managing our own climate impacts
Driving responsible use of the world’s resources starts with leading
by example, including measuring and mitigating our own
environmental footprint. We recognise the urgent need to take
action to address the climate crisis and have set targets aligned to
limiting global warming to 1.5 degrees Celsius above pre-industrial
levels, in line with the Science Based Targets initiative (SBTi). We
submitted our near-term and net-zero targets to the SBTi for
validation in October 2021 and are awaiting confirmation.
We are reporting on our governance, strategy and risk
management structures and processes related to climate change
using the Task Force on Climate-Related Financial Disclosures
(TCFD) framework on pages 63-69. In 2021, we also started to
report our data and management information related to climate
change to CDP, formerly known as the Carbon Disclosure Project.
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When calculating and reporting our emissions data, we have
aligned our methodology to the World Resource Institute’s GHG
Protocol Corporate Accounting and Reporting Standard (GHG
Protocol). For the emissions data reported in this section, we used
an operational control approach to define our organisational
boundary. GHG data relating to OSIsoft, acquired by AVEVA in
March 2021, is now fully integrated into our inventory.
For Scope 2 emissions for purchased electricity, we have moved to
dual reporting this fiscal year, using both a location-based and
market-based approach. Based on a materiality assessment
conducted with third-party support, we have expanded our Scope
3 reporting to go beyond emissions from business travel. Other
value chain emissions included as part of our Scope 3 FY22
inventory come from employee commuting, purchased goods and
services, capital goods, use of sold products, waste, and fuel- and
energy-related activities.

STRATEGIC REPORT

Progress against net-zero operations commitment

Our Scope 1 emissions declined by 41% and Scope 2 (marketbased) emissions by 97% compared to FY21. These reductions
were primarily driven by three mitigation activities:
• Rationalisation of our real estate portfolio and consolidation of
office space following our recent acquisition of OSIsoft;
• Sourcing 100% renewable energy for our offices globally
through a combination of renewable energy credits and
participation in green tariff programmes offered by local utilities;
and

Our GHG intensity measurement has fallen primarily because our
revenue increased by 44% and our combined Scope 1 and 2
emissions (location-based) decreased by 16%.
Our Scope 3 emissions increased by 5% during the year compared
to FY21. This was driven mainly by our product sales growth,
which increased our use of sold products emissions. Post-Covid-19
re-opening activities, such as business travel and return to work
also contributed to this increase. As a result, overall Scope 3
emissions increased by 1.3% from our FY20 baseline.
We remain committed to accelerating our cloud transition and to
developing and deploying green software principles to address our
use of sold product emissions. We are also actively working to
engage our top suppliers on emissions measurement and
reduction, as well as developing policies to support more
sustainable business travel and reduce employee commuting.
To learn more about our progress on climate mitigation,
including our Scope 3 reduction glide path, please see our
Climate Fact Sheet. (aveva.com/climate22/)

FY22
Emissions (tonnes CO2-e)

Scope 1
Natural gas
Fleet
Scope 2 (location-based)
District heating
Electricity
Scope 2 (market-based)
Electricity
Energy consumption (Mwh)
Direct energy use (Scope 1)
Indirect energy use (Scope 2)
Proportion of indirect energy (Scope 2) from renewables (%)
Emissions intensity (Scope 1 and 2 location-based emissions/
total revenue)
1.
2.

Global

931
841
90
5,040
79
4,961
160
81
19,602
4,591
15,011
~100%2
5.04

FY21 (restated)1
UK

Other

Global

UK

Other

119
812
119
722
–
90
325
4,715
–
79
325
4,635
–
160
(0)
81
2,183
17,419
651
3,940
1,532
13,479
100% ~100%2

1,588
1,268
321
5,537
95
5,442
5,865
5,770
22,952
6,906
16,046
7%

138
138
–
359
–
359
152
152
2,326
751
1,575
69%

1,450
1,130
321
5,178
95
5,083
5,713
5,618
20,626
6,155
14,471
0%

8.69

12.46

8.49

10.10

4.84

FY21 emissions have been restated due to refinements in our processes. See page 34 for details.
In FY22, we procured 100% renewable electricity in all global markets as per RE100 criteria, though for certain select locations due to market and geo-political conditions we have
claimed exemption for excluded loads up to <500 Mwh/yr as per the RE100 materiality threshold. While AVEVA is not a RE100 member, we have aligned our RE procurement to
RE100 standards in recognition of industry best practice.

Emissions (tonnes CO2-e)

Scope 3 emissions
Use of sold products
Purchased good and services
Business travel
Employee commute
Capital goods
Fuel- and energy-related activities
Waste

FY22

FY21

379,550
339,127
23,984
9,403
1,516
3,179
2,203
138

361,024
326,064
27,156
1,198
85
4,872
1,519
130
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We reduced Scope 1 & 2 emissions by
approximately 89% in FY22 compared to our
FY20 baseline.

• Improving emissions tracking for AVEVA’s corporate car fleet,
reducing the fleet size and migrating to electric vehicles.

GOVERNANCE

The calculations for our upstream value chain emissions are all
based on standard methodologies compliant with the GHG
Protocol. For our downstream emissions, we developed a custom
model to estimate the energy used by our customers to run AVEVA
software. The model was refined based on feedback from
third-party experts on decarbonisation and GHG accounting. We
are in the process of conducting energy consumption bench testing
across our higher intensity software applications to further improve
its accuracy. Due to refinements in our processes, we are restating
our FY21 emissions data in disclosure for FY22 to allow for a more
accurate comparison of our abatement progress.

ESG CONTINUED
OPERATIONAL FOOTPRINT CONTINUED

Empowering our workforce to put integrity first
The Board of Directors, via the Audit Committee, has overall
responsibility for oversight of business ethics and preventing
corruption. Prioritising integrity is, however, the responsibility of all
our people, as outlined in our Business Conduct Guidelines. Ethics
training is mandatory for all employees and covers topics including
anti-corruption and anti-bribery, whistleblowing, insider trading
and modern slavery. Approximately 89% of our colleagues have
completed our new corporate ethics training course launched in
August 2021.
The Board receives an annual update from the Group General
Counsel and Company Secretary on the status of compliance
training and any changes to our business ethics and
corruption policy.

Driving behaviour through clear policies and
procedures
We have a robust anti-bribery and corruption policy, which is
reviewed annually and details measures AVEVA takes to ensure
compliance with applicable anti-corruption laws. In addition, our
due diligence on new business partners assesses bribery and
corruption risk. All new employees are required to complete training
on the policy within one month of joining our company.
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In conjunction with our anti-bribery and corruption policy, we also
require employees to read and comply with our corporate gifts and
hospitality policy. Compliance in our supply chain is also important
to us, and we undertake a screening process for all our suppliers.
We also require our partners to comply with all applicable laws
relating to bribery and corruption including, but not limited to, the
U.S. Foreign Corrupt Practices Act and the UK Bribery Act 2010.
Additionally, we have an internal policy that provides clear and
consistent rules relating to anti-competitive behaviour, and we are
currently in the process of drafting a corporate policy regarding
financial crime, to include explicit prevention measures related to
money laundering. While our risk is relatively low, we are currently
updating our risk assessment and processes. During the fiscal year,
there were no monetary losses as a result of legal proceedings
associated with antitrust and competition laws.
Our Speak Up reporting mechanism provides colleagues,
contractors and third parties with a way to raise concerns in
confidence, without fear of reprisal. The Audit Committee provides
independent oversight of the Speak Up programme. To ensure our
employees have confidence in our reporting mechanisms, we
survey them to assess their comfort with reporting unethical
behaviours. In our first quarterly employee engagement survey in
Februrary 2022, the average score given for this was 8.4 out of 10.

STRATEGIC REPORT
GOVERNANCE

“

Ethical considerations are at the centre of
everything we do at AVEVA. Beyond
ensuring our employees receive training to
help them meet this expectation, we aspire
to support them in recognising their
behaviours can drive positive change across
our value chain.”
Helen Lamprell, General Counsel & Company Secretary

FINANCIAL STATEMENTS

Our approach to human rights
As a company, we recognise that our technology can have
far-reaching impacts, including on the fundamental rights of others.
We therefore have a responsibility to respect and contribute
positively to furthering human rights through our products and
operations. We have an anti-slavery and human trafficking policy,
which outlines our zero-tolerance stance toward modern slavery at
AVEVA and in our supply chain. Our dignity at work policy outlines
our commitment to foster a work environment free from
harassment, discrimination and bullying. We intend to build on
these key policies by developing an enterprise-wide human rights
policy in the coming year.

Contributing positively to society through a
responsible tax strategy
One of the ways we can show we are responsible contributors to
society is to be transparent about what we do. In particular, the
taxes we pay contribute to our wider economic and social impact,
and our approach to taxation reflects our high governance
standards.
We comply with and follow the spirit of tax laws in all countries in
which we operate. Beyond tax compliance, we are committed to
tax fairness, and align tax payments with revenue-generating
activity to ensure correct tax payment. Where relevant, AVEVA
seeks available tax incentives, relief or exemptions in line with, and
in the spirit of, existing tax legislation. We avoid low-tax
jurisdictions, or so-called tax havens. Any AVEVA activity in low- or
no-tax jurisdictions is for commercial or otherwise essential
purposes.
For more information about our approach to our tax
responsibilities, see the AVEVA Group plc Tax Strategy
(investors.aveva.com/media/0gmpituo/aveva-tax-strategyfy22.pdf)
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Inclusive culture
INCLUSIVE
CULTURE

Living up to our values through an inclusive culture
As a company, we are passionate about embracing and advancing
a diverse, equitable and inclusive culture, making AVEVA a great
place to work. Our people create the innovation and growth that
drives our business forward and we are committed to their
development. We also take a holistic approach to employee
wellbeing, with a focus on mental health as well as physical health
and safety.

Empowering our people to help set our values
Just five years ago, AVEVA had 1,700 employees. By the end
of the fiscal year, circa 6,500 people were working for our
company, with many joining as part of recent mergers and
acquisitions. Growing a global organisation this quickly—uniting
diverse groups while respecting and celebrating individual
differences—requires great care.
To successfully integrate people across the business, we prioritised
alignment on values. All our people were invited to participate in
discussing and re-articulating the values and culture that help
ensure we achieve our vision, mission and purpose. While our
fundamental purpose has remained unchanged since AVEVA was
founded over 50 years ago, our vision has grown along with our
capabilities and scale.

“

Our aim is to create an environment where
everyone can be themselves at work and be
treated with respect. We know that when
our people feel included and have a sense of
belonging, they are happier, more engaged,
inspired, innovative and productive.”
Caoimhe Keogan, Chief People Officer

Nearly half of our employees participated in focus groups or
feedback sessions during the year, providing input and ensuring
our values are widely shared and embraced.

Advancing wellbeing during times of change
Our values serve as a foundation for how we interact with
colleagues and partners, customers, and the communities where
we do business. The pandemic has changed how many of those
interactions happen and we have re-designed our ways of working
by listening to our employees. Dynamic work at AVEVA is a mix of
in-office and remote working options flexible enough to cater
for all needs.
We have created four work modes which reflect employee input
and our requirements for flexibility, business sense, work-life
balance and collaboration. The four work modes are:

Office-based Completely office-based with work from home
by exception

Conditional
choice

Regular days in the office aligned with
team needs

Fully flexible Full control over where to work
Remote

No attachment to an AVEVA office, coming in
by exception

Most employees and managers have opted for the hybrid options,
between remote and office-based. These options have helped
balance needs for safety in the middle of a pandemic, natural
cravings for in-person collaboration and local conditions and
guidelines. Across AVEVA, there is broad support for hybrid
approaches, and we have maintained high productivity levels
during this transition.
While dynamic work aims to support wellbeing, the ongoing
pandemic continues to create additional mental and physical
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Engagement survey results
Our employee engagement survey, Workday Peakon, provides
managers and leadership with the ability to hear how teams feel
and understand what employees want to see more of within the
organisation.
To ensure we can act even faster on employee feedback,
we transitioned from an annual survey to quarterly feedback
during the year. The shorter, more frequent surveys are faster to
complete and help managers respond quickly to issues identified
within teams. Most colleagues (77%) participated in our first
quarterly pulse survey in February 2022, reporting a slight overall
increase in engagement from an average score of 7.4 in October
2021 to 7.5.
To ensure we address feedback effectively, we provide training
for our managers to produce action plans for improvement for
their teams. We also continue to actively monitor and manage
voluntary employee turnover, which continues to be well below the
market average of 15%-18%.

Workforce development in focus
AVEVA people are critical to sparking innovation and achieving our
objectives. Investing in current and prospective talent attraction,
development and retention is therefore core to our strategy. We
enhanced our employee referral programme, deepened our
in-house talent acquisition expertise, grew our university
partnerships programme, reviewed compensation packages in
various territories, improved our talent review processes and
introduced new approaches to succession planning.

Curiosity is one of our core values and we see ourselves as a
learning organisation. To ensure our employees keep their skills up
to date, we work with academic institutions and other learning
providers to provide our colleagues with high-quality training.
As an example, in June 2021, we launched LinkedIn Learning, a
company-wide platform, available in six languages, to help our
employees access relevant online learning to support their
development plans. For our managers, the tool is helpful to map out
development plans with team members. Over 2,300 of our
employees are already learning on the platform, with more than
7,300 hours of learning completed.
Our people managers also continue to receive training to
develop leadership skills and build inclusive, high-performing
teams. In FY22, we developed 143 new managers through an
internal programme that involves collaboration, feedback and
peer coaching.Beyond our employee base, we have a contract
workforce that continues to support our business, often with
niche skills. In FY22, they represented approximately 10% of
AVEVA’s workforce.

FINANCIAL STATEMENTS

To celebrate Wellbeing Month in October, we hosted 40 events in
six languages. Topics included mental and physical health,
work-life balance, and general wellbeing. Senior leaders shared
personal experiences with mental and physical wellbeing,
acknowledging the unique challenges of the Covid-19 pandemic
and inviting colleagues to share their experiences and views.

Enabling on-demand learning

GOVERNANCE

pressures for many employees. In FY22, we set up a new global
network of regional wellbeing champions, building on efforts begun
at the onset of the pandemic. We also introduced new resources
for our employees, such as a mental health toolkit and a
mindfulness hub, as well as guides to help managers on topics
such as leading through change and preventing burnout. All of our
people are welcome to join live, monthly mindfulness sessions,
and we have begun rolling out mental health first aid training in
EMEA, with plans to expand to APAC and the Americas in the
coming year.

Reviewing and developing our talent
We aim to have all of our people receive regular performance
and career development reviews. In addition, we are aiming to
conduct yearly talent reviews for all of our employees by 2025.
This process helps us assess competence levels, identifying
strengths and areas for improvement, and is particularly critical
for developing our high-potential employees. Identifying these
prospects as early as possible will help us implement structured
development and succession plans, and aid in the retention of our
top talent.
In our efforts to boost the strength and diversity of our talent
pipeline, we are piloting a new programme in FY23, Reach, to
support and grow top talent through an inclusive and personalised
approach. Reach promotes self-directed learning, a culture of open
feedback and stronger connections between and across teams.
These qualities reinforce our values and our embrace of selfstarters and forward-thinkers.

Growing our early careers talent pipeline
To support early career development, more than 200 of our people
were in earn and learn positions during the year. These include
internships, apprenticeships and graduate programmes. As we aim
to have double the people in earn and learn positions by the end of
FY25, we joined the 5% Club, a group that helps employers
increase the quality and range of earn and learn opportunities in
the UK. We plan to apply learnings from the UK to our early career
efforts globally.
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Inclusive culture continued

Diversity, equity and inclusion
As a company built on innovation, information and insight, we
know that diversity in our workplace directly correlates with
diversity in ideas. Diversity is therefore a source of competitive
advantage. Our approach to diversity, equity and inclusion (DEI)
focuses on five areas: gender; race and ethnicity; religion, faith and
belief; disability or sexual orientation. To foster inclusion, we are
developing the capability of our leaders, measuring our impact,
improving diversity demographics and improving internal and
external communications.

Our DEI focus areas

“

Being a part of the LGBTQ+ community,
I know what it feels like to not be able to
bring your whole, authentic self to work.
I’m proud to be part of AVEVA where we are
expanding spaces for all colleagues to be
able to share their uniqueness and
eccentricities each and every day. While
there is still work ahead, we’re in this
together, and together is how we create
change and create lasting impact.”
Austin Keith, Development Project Manager and
PRIDE@AVEVA Lead

Gender

Race and
ethnicity

Religion
faith or belief

Disability

Sexual
orientation

In December, we published a five-year DEI plan to guide us in
achieving our goals in each of our five focus areas.
For more information on our plans to achieve our goals,
see our DEI Fact Sheet (aveva.com/dei22/)

To help us assess how to improve our efforts to attract a diverse
candidate pool, we commissioned Deloitte to conduct a review of
our talent attraction practices in key countries including Australia,
India, China, Germany, the UK and the US. The review will support
us in identifying improvements in line with industry best practice.

Continuing to develop our targets and reporting
We are establishing internal measures of progress for all five of our
DEI focus areas. As a data-driven organisation, we set goals to
advance gender representation first as this was where we had the
most mature data. You can read more about our progress against
our Advancing Women in Technology pledge in our reporting on
our key non-financial targets. However, in FY22, we also made
significant progress collecting race and ethnicity data for our
people in the UK and US.
We also released our first combined Gender and Ethnicity Pay Gap
Report in 2021. AVEVA is one of only 14 companies in the FTSE
100 to report on the ethnicity pay gap, and we were honoured to
receive the Transparency Award from the Global Equality and
Diversity Awards1 for our approach to creating this report.
Read more about our progress on DEI, in our Sustainability
Progress Report (aveva.com/spr22/)

1.
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The Equality & Diversity Hub, Transparency Award winner October 2021.

STRATEGIC REPORT

Employees

Managers1

Executive leadership and
direct reports2

GOVERNANCE

Employee gender diversity
Board of directors3

1,792
27.7%

Women

288
25.4%

Women

31
27.9%

Women

4
40%

Men

4,680
72.3%

Men

844
74.6%

Men

80
72.1%

Men

6
60%

1.

Defined as anyone who has
direct reports.

2.

This is equivalent to senior
managers and their direct reports as
required by the FRC and UK
Corporate Governance Code. Note:
this is different to how we define
women in leadership for our 2030
goal, which is the grade of director
and above.

3.

As at 31 March 2022.

Our people as agents of change
We empower colleagues around the world through a DEI Annual
Impact Fund which we launched during FY22 to support a range of
local activities. In APAC, for example, funds were used to deliver
DEI training and coaching to people managers and network
managers, with the aim of tackling bias and supporting inclusive
leadership.
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