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MESSAGE FROM NINA BELL
Across the United Kingdom, large organizations are
preparing to publicly disclose their findings on the gender
pay gap for the first time. This legislation is designed to
highlight and tackle discrepancy in pay between men and
women, with last year’s figures indicating that the pay gap
currently stands at 17.4%*. What you may find surprising,
is that within Avis Budget Group’s UK entities, we will be
publishing a gap that is 22% in favour of women.
Now, the numbers don’t tell the full story, and within the pages to
come you will discover why we have what’s known as a negative
gender pay gap; a differential where women are paid more. I’d
encourage you to look at the breakdown metrics, and importantly,
at the commentary on the individual sectors of our business, as
we have a mixed picture in different pockets of our organization.

“	What you may find surprising, is
that within Avis Budget Group’s UK
entities, we will be publishing a gap
that is 22% in favour of women.”
	
Nina Bell,
Managing Director UK, Denmark, Norway
and Sweden, Avis Budget Group

At the outset, I would like to remind you that a gender pay gap
does not mean there is an equal pay issue. Today’s report looks
only at where men and women sit within the organization, rather
than comparing the pay for men and women doing similar jobs.

However, we are a long way from finished. There are sectors in today’s
report that remind us of how much more there is to do. It must
remain a top priority to address any gaps that exist, and promote
equality and opportunity for both our female and male talent.
One of the reasons that I am very proud to be part of this business
is the culture which we have created. A culture that is inclusive,
diverse, and overwhelmingly a meritocracy; a place where talented
people have an opportunity to achieve great things.
I hope you find the report interesting and informative.
Regards,

Nina Bell
Managing Director UK, Denmark, Norway
and Sweden, Avis Budget Group

As a business, we welcome the Government’s legislation to
publish gender pay gap data. Doing so will encourage companies
to take a fresh look at their diversity policies and culture, and hold
organizations to account to address areas of imbalance.
For us, the regulation highlights a commitment that has been
deeply held for some time now. We can feel proud to have
made significant progress in this space, attested by our strong
proportion of female leadership, and culture of internal promotion
and opportunity.

* 2017 Office of National Statistics figures

Please direct any media enquiries
relating to this report to:
Alice Pereira
(973) 496-3916
PR@avisbudget.com
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UNDERSTANDING THE GENDER PAY GAP REPORT
The Gender Pay Gap Report is brand new legislation for the
UK – so we wanted to explain a little more about what’s
being measured, how and why. Hopefully this will provide
some useful context before we dive into the results.
What is the Gender Pay Gap Report?
Back in April 2017, the UK Government introduced new
regulations on gender pay gap transparency. The idea was to
draw attention to gender pay differences, and encourage large
employers to take informed action to close their gaps.
An estimated 9,000 UK employers across the private, public and
social sectors will be reporting their gender pay gap data this
year. Under the regulations, all companies with more than 250
employees are required to file a public report.
What does this mean for Avis Budget Group?
As a large company operating in the UK, we’re required to submit
Gender Pay Gap figures for both Avis Budget Services Ltd (ABS)
and Avis Budget UK Ltd.

But we didn’t want to exclude our smaller UK business units, so
we have produced additional figures for Avis Budget Group overall
in the UK, which includes Zipcar UK Ltd employees.
The regulation is for the UK only, so we haven’t reported for other
European countries or Asia Pacific, but we are applying the same
scrutiny to our data to ensure we’ve got a healthy gender pay
balance across the globe.
What does the Gender Pay Report cover?
When it comes to salary data, the report took a snapshot of the
pay that our colleagues received in the April 2017 pay period.
The report looks at ‘Ordinary Pay’, which means basic pay plus other
elements such as car allowances, pay for leave, shift premiums and
any bonus or commission received in the April pay period.
It doesn’t include any overtime payments or deductions made
through salary sacrifice such as pension contributions.
The bonus element of the report takes into account all bonus payments
earned in the previous twelve months running up to April 5, 2017.

Gender pay is different
to equal pay
At first glance, it’s easy to assume that the
Gender Pay Gap Report is about equal pay.
But that’s not the case.
Equal pay looks at how much men and
women are getting paid for doing the
same job. Gender pay looks at the overall
earnings of men and woman, regardless of
what job they are doing.
Many companies have a gender pay gap in
favour of men, but this is often because
there are more men in highly paid roles,
not because men are paid more for doing
the same job.
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OUR RESULTS – THE HEADLINES
Let’s begin by looking at our combined gender pay gap percentages for all our UK entities, which includes Avis Budget UK, Avis Budget
Services, Zipcar UK and Zodiac. Later on, we’ll also explain how we scored for ABS and Avis Budget UK individually. We think this is
important, as the two organizations tell a different story.

How did we score? Avis Budget Group – All Legal UK Entities
Pay Gap – Percentage difference in average hourly pay rate
MEAN

Who received bonus pay?

MEDIAN

22.1%

44.1%

in favour of women

% OF MEN

39%

in favour of women

Bonus Pay Gap - Percentage difference in average bonus pay
MEAN

MEDIAN

in favour of men

in favour of men

15.8%

% OF WOMEN

0.5%

65%

What is the gender distribution in this part of the business? Overall breakdown
Lowest Paid
Lower

Highest Paid
Lower middle

Upper middle

Upper

“We welcome any initiative that
helps unlock the untapped potential
of women in business. Diversity
matters to us; it always has. We strive
to nurture talent and reward high
performance, regardless of gender,
race, background or disability”
	

Women 7.5%
Women 36.4%
Women 40.2%
Men 92.5%
Men 63.6%
Men 59.8%
The above charts show the distribution of men and women across four equally sized pay quartiles.

Women 41.6%
Men 58.4%

Mike Hawes,
Vice President, Organizational
Development, Avis Budget Group
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OUR RESULTS – THE HEADLINES (CONTINUED)
The detail behind the data
You may not have expected to see a negative gender pay
gap – which means that across our UK entities, the average
hourly rate is higher for women.

Explaining mean versus median
Today’s report talks about mean and median numbers.
Here’s a quick reminder of what that means:
•	We work out the mean by adding up all the hourly
pay rates for female or male employees, divided
by the number of employees of each gender. The
percentage difference is the mean pay gap.
•	The median is the middle value when all hourly pay
rates for female or male employees are listed from
lowest to highest. The percentage difference between
the male and female scores is the median pay gap.

Let’s explain why
The biggest driver of this result is the demographics within our
Avis Budget UK team.
In the UK Operation, a high proportion of our front line associates
within the lower pay grades are men. The other big influence here
is that Avis Budget UK has a very healthy representation in the
senior ranks.

As Avis Budget UK makes up a high percentage of the overall employee
numbers, this has swung our scores in favour of women.
Our ambition is to drive gender balance and improve underrepresented areas for both men and women.
But this isn’t the full picture
As you’ll see in the pages to come, our Avis Budget Services (ABS)
team is much closer to nationwide trends, with a gender pay gap
in favour of men.
Take a look at our scores by business unit, which explain how
we’ve arrived at the totals above.
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BREAKING DOWN OUR RESULTS – UK
How did we score? Avis Budget UK Ltd
Pay Gap – Percentage difference in average hourly pay rate
MEAN

Who received bonus pay?

MEDIAN

32.2%

44.7%

in favour of women

% OF MEN

“	In a traditionally male-dominated industry, the
UK business has a significant negative Gender
Pay Gap. We’re very proud to have many senior
female leaders and role models. At Avis Budget
Group, we don’t just strive for equality, we create
an environment where there is no limit to what
talented people can accomplish”
	Beth Clarke, Head of Talent and Performance,
International, Avis Budget Group

33%

in favour of women

Bonus Pay Gap - Percentage difference in average bonus pay
MEAN

MEDIAN

5.5%

% OF WOMEN

1.7%

in favour of men

75%

in favour of men

What is the gender distribution in this part of the business? UK breakdown
Lowest Paid
Lower

Highest Paid
Lower middle

Upper middle

Upper

The detail behind the data
Right away you’ll notice that we have a noticeable gender
pay gap in favour of women.
This is partly due to our driver community, which makes up 39%
of our UK population. This is one of our lower paid positions, and
our drivers are overwhelmingly male. This results in an overall
higher hourly rate for females in Avis Budget UK.
Why do we have more men in our lower paid UK roles?
Our commitment is to offer opportunities to people at all stages
of their lives and careers. The driver role offers flexibility and part
time hours, which allows employees to balance work alongside
their other commitments. It happens that the role today attracts
many more male candidates.
But even without drivers, there is still a gap in favour of females
If we removed driver employees from the calculations, the gap
reduces from -32.2% to just -3.9%.

Women 11.7%
Men 88.3%

Women 14.8%
Men 85.2%

Women 39.0%
Men 61.0%

The above charts show the distribution of men and women across four equally sized pay quartiles.

Women 42.4%
Men 57.6%

This demonstrates that women are – on average – in higher paid
jobs. This is partly due to strong female representation at the top of
the UK organization. The UK Managing Director is female, and around
half of the senior leadership team is made up of women.
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BREAKING DOWN OUR RESULTS – ABS
How did we score? Avis Budget Services Ltd (ABS)
Pay Gap – Percentage difference in average hourly pay rate
MEAN

Who received bonus pay?

	Stacy Lunnon,
Director, Global Compensation, Avis Budget Group

MEDIAN

13.7%

11.5%
in favour of men

% OF MEN

57%

in favour of men

Bonus Pay Gap - Percentage difference in average bonus pay
MEAN

MEDIAN

in favour of men

in favour of women

15.4%

% OF WOMEN

10.9%

52%

What is the gender distribution in this part of the business? ABS breakdown
Lowest Paid
Lower

Highest Paid
Lower middle

Upper middle

“	When we look at ABS, we are in line with other
companies who have submitted their data so
far. But that’s not enough - we want to be much
better than that. This report has shed light on
opportunities to do more to help our female
leaders reach their full potential at ABS”

Upper

The detail behind the data
Avis Budget Services is similar to other companies that have
released reports so far, with a mean Gender Pay Gap of
11.5%, in favour of men.
This gap exists because men and women are performing different jobs,
not because they are being paid differently for doing the same job.
An opportunity exists to encourage more female senior leaders
The gender pay gap at ABS partly reflects the fact that at Director level,
we only have 34% female representation. As a business, this presents
an opportunity for us to invest in creating an environment where more
of our talented women break through to senior leadership level.
It’s worth mentioning that this gap is typical for many
organizations - but we don’t want to be typical, we want to be at
the forefront of change. We are committed to talent development
and are looking to re-balance for the future.
The pattern continues with bonus payments
Although there is a roughly equal number of men and women who
received a bonus payment, the gap of 15.4% in favour of men is
reflective of the fact that more men hold senior roles in ABS.

Women 46.9%
Men 53.1%

Women 50.0%
Men 50.0%

Women 35.4%
Men 64.6%

The above charts show the distribution of men and women across four equally sized pay quartiles.

Women 35.1%
Men 64.9%

Why the difference in the median bonus?
This simply reflects the make up of our ABS team. We have more
men in some of our highly paid roles, which impacts the mean
bonus figure, but in reality the ‘typical’ bonus paid is actually
slightly higher for women.
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STATEMENT FROM CHRIS MEYRICK
As a leadership team, and a business, we often ask
ourselves if we have achieved a truly diverse team. Long
before this regulation was conceived, we scrutinised
data on diversity, to see where we have opportunities
to improve. Together, we held areas of low diversity to
account, and sought out opportunities to bring greater
equality, opportunity and balance.
We do this for good reason, because it has been measurably and
irrevocably proven that diverse teams are successful teams. And
because we all firmly believe that we will be a richer and stronger
team with a broad mix of gender and culture.

Ultimately, I believe very strongly that equality and diversity sit
at the heart of our success. That by embracing difference, we
can create an environment of positive challenge, of individual
contribution, where together we can flourish, grow and experience
the career opportunities of a lifetime.
I hope you found today’s report interesting and informative. Look
out for more to come on our commitment to diversity, female
talent development, and inclusion.
I confirm the data contained in this report is accurate and has
been produced in accordance with the regulations.

I’m proud to say that our leadership teams are well represented
with some phenomenal female leaders and role models. But when
we look a level down - at our director-level community - there is
more to do to help our talented women reach their full potential.

“	I’m proud to say that our leadership
teams, both at an International
and Northern Region level, are well
represented by some phenomenal
female leaders and role models.
	
Chris Meyrick,
Senior Vice President HR, International
Region, Avis Budget Group

This year’s legislation is a positive step in making large companies,
like us, look seriously and rigorously at their gender pay data. It is
something that we have been doing for some time, but we are a
long way from finished. Our ambitions go beyond gender, and our
commitment is to drive diversity in the broadest sense.

Chris Meyrick
Senior Vice President HR, International Region, Avis Budget Group

