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MESSAGE FROM 
NINA BELL

Since reporting our gender pay gap last year, we 
have continued to drive greater gender balance 
across our organization and added to the strong 
foundations upon which our culture of balance and 
inclusion is built. 

Whilst our aim is to publish no gender pay gap, we are proud that 
both Avis Budget UK and Avis Budget Services have taken positive 
steps towards gender parity. Avis Budget UK’s mean gender pay 
gap closed to 26.8% in favor of women and the gap in Avis Budget 
Services reduced to 7.0% in favor of men.

The numbers don’t tell the full story though and there are many 
contributing factors. We will continue to understand and address 
these by promoting equality and opportunity for both our female 
and male talent at all levels of the organization. 

Nina Bell
Managing Director, UK, Denmark, Norway and Sweden

UNDERSTANDING 
THE GENDER PAY GAP REPORT
What is the Gender Pay Gap Report?

•  Gender pay gap reporting has been mandatory since 2017. The UK 
Government’s intention is to encourage companies to take action to 
close the gender pay gap (national mean gender pay gap at 17.1%, 
median at 17.9%* (ONS, Oct 18).

•  We are required to report for our legal entities with more than 250 
employees, Avis Budget UK Ltd and Avis Budget Services Ltd. 

What does the Gender Pay Report cover? 

The report looks at a snapshot of our colleagues ‘Ordinary Pay’ in the 
April 2018 pay period. This includes 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, 2018.

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 favor 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.

Explaining mean versus median
The mean gender pay gap looks at the average hourly 
rate for men and women for the whole organization. 

The median gender pay gap looks at the midpoint 
of the range of men and women. This is done by 
lining up all women and men separately and then 
comparing the middle number of both lines.  

These can for good reason result in very different 
numbers.

*

ONS figures show that the national mean gender pay gap is 17.1% and the median gender pay gap is 17.9%. published 25 October 2018 
as part of the Annual Survey of Hours and Earnings.

Median Highest paidLowest paid

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/datasets/annualsurveyofhoursandearningsashegenderpaygaptables


03   |   GENDER PAY GAP REPORT 2018

OUR RESULTS – THE HEADLINES
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 
our organization, rather than comparing the pay for men and women doing similar jobs.   

Both Avis Budget UK and Avis Budget Services have taken positive steps 
towards gender parity. Avis Budget UK’s mean gender pay gap closed to 
26.8% in favor of women and the gap in Avis Budget Services reduced to 
7.0% in favor of men.  

Whilst we have less women than men in Avis Budget UK, we have a 
greater proportion of our female population in the higher paid roles and 
this contributes to our reverse gender pay gap. 

However, an improved balance of men and women in a senior leadership 
position has contributed to us reducing the gender pay gap in Avis 
Budget Services this year.  

We are pleased with our progress and attribute this to our ongoing and 
long-held desire to build a diverse and inclusive working environment – 
an environment that makes Avis Budget Group a great place to work. I joined Avis Budget Group as a graduate 15 

years ago. In that time, I have consistently 
been challenged and supported by those 
around me to grow and develop my skills. 
Now, as a leader in the technology side 
of the business, I’m delighted that I have 
the opportunity to share my experience 
and to inspire others. I constantly 
encourage people to take the leap, try new 
challenges, embrace feedback and see the 
value in working together as equals. For 
me, this is what it means to work at Avis 
Budget Group. 

Jen Cruse, 
Director of IT Relationship Management
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Who received bonus pay?

% OF WOMEN 

77%

% OF MEN 

40%

MEAN 

-26.8% 
in favor of women

MEDIAN

-25.2% 
in favor of women

MEAN

-2.6%
in favor of women

MEDIAN

-2.3%
in favor of women

Lower Lower middle Upper middle Upper

Lowest Paid Highest Paid

Women 7.1% 
Men 92.9%

Women 24.9% 
Men 75.1%

Women 36.4% 
Men 63.6%

Women 40.3% 
Men 59.7%

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

Pay Gap – Percentage difference in average hourly pay rate

Bonus Pay Gap - Percentage difference in average bonus pay

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

THE DETAIL BEHIND THE DATA 
– AVIS BUDGET UK
In Avis Budget UK, we have a reverse gender pay gap of 26.8% - this has reduced from 32.2% last year.  Firstly, we are proud of the fact that our Managing Director, 

Avis Budget UK is female and that the UK-based leadership 
roles are evenly represented. 

So, why do we have a reverse gender pay gap of 26.8%?

We have an overall higher hourly rate for women in Avis Budget 
UK. This is because women are represented more equally in a 
leadership position than they are on the frontline.  As was the 
case when we reported our 2017 Gender Pay Gap Report, a high 
percentage of our lower pay positions (drivers and RSAs) are men. 
Together these two groups make up two thirds of our business.

Avis Budget UK Head Office has a reverse pay gap of 5%

Looking at our Head Office only, we have a mean gender pay gap of 
5% in favor of the female population. Again, this is because we have 
a larger proportion of women in higher paid positions than men. 

Bonus pay is fairly balanced with a slight mean and median bonus 
gap in favor of women. If we take a look at the distribution, we 
find that men and women are spread similarly across our bonus 
ranges, which only leaves a small gap between both. Overall, we 
have a lower percentage of men receiving a bonus payment due 
to the large proportion of male drivers who are not eligible for 
bonus payments.



% OF WOMEN 

50%
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THE DETAIL BEHIND THE DATA 
– AVIS BUDGET SERVICES
In Avis Budget Services we have a mean gender pay gap in favor of men at 7.0% and a virtually non-existent 
gender bonus gap of 0.1%. 

The Avis Budget Services leadership population at the 
Gender Pay Gap snapshot date sees 37% of the roles 
being performed by women. This has improved slightly on 
the previous year, but there is still considerable progress 
to be made.  Initiatives such as executive coaching and 
regular 360 feedback are critical to us supporting current 
and future women senior leaders and us achieving gender 
balance in Avis Budget Services.

Why is the median bonus gap 46% in favor of women?

The median gender pay gap looks at the midpoint of the range of 
men and women. 

Women are fairly evenly represented across the different ranges of 
bonus payments, whereas there is a higher concentration of men at 
the lower bonus payment levels. This moves the median number up 
for women and down for men, creating a larger gap.

Who received bonus pay?

% OF MEN 

58%

MEAN 

7% 
in favor of men

MEDIAN

12.7% 
in favor of men

MEAN

0.1%
in favor of men

MEDIAN

-46%
in favor of women

Lower Lower middle Upper middle Upper

Lowest Paid Highest Paid

Women 46% 
Men 54%

Women 48.9% 
Men 51.1%

Women 31% 
Men 69%

Women 36.4% 
Men 63.6%

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

Pay Gap – Percentage difference in average hourly pay rate

Bonus Pay Gap - Percentage difference in average bonus pay

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

ABS LEADERSHIP POPULATION AT THE GPG 
SNAPSHOT DATE SEES 

37% 
OF THE ROLES BEING PERFORMED BY WOMEN
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MIKE HAWES
SENIOR VICE PRESIDENT, HR, 
INTERNATIONAL

Building a diverse and inclusive 
environment is really important for us at 
Avis Budget Group. We are searching and 
striving for fair representation, balance 
and equality.  

Diverse, balanced and inclusive teams are 
higher performing; we want our workforce to be 
reflective and representative of the communities 
we serve and where our businesses are based.

Whilst we are proud of our progress, we will 
continue to address any gaps that exist and 
drive for gender balance (not just in the UK but 
globally) by promoting equality and opportunity 
for both our female and male talent. To help us do 
that, we are focusing our efforts across a number 
of areas. 

I confirm the data contained in this report is 
accurate and has been produced in accordance 
with the regulations. 

OPPORTUNITY
With the introduction of Workday Learning, everyone in the organization has 
easy online access to learning content – an equal opportunity for everyone to 
develop their skills and career irrespective of their gender, background, language 
or location. 

“As long as you give 100% of yourself there is always 
other opportunities within the company to evolve 
your career. I feel I am an example of that.Success 
comes in Cans not Cant’s. “  

Mustafa Kombeci, 
Airport Manager, Glasgow

INCLUSION
We’ve made sure that our maternity and paternity policies, including our 
maternity return bonus, is consistent for all our UK legal entities.  

We continue to provide support for our working parents. We’ve invested in 
remote working tools such as Office 365 and offer part time roles to help our 
people return to work following time off with their families.  

“We are moving into an era where we are supporting 
the work life balance better. Specifically, when we 
are talking about expanding or starting a family - 
you know you can come back to work and feel 
supported in how we balance being parents and 
pushing our careers”.

Maija Dacay, 

Implementation Manager, International

WOMEN IN LEADERSHIP
We’re continuing to develop our internal networks and have recently launched 
our Global Women in Leadership program, helping colleagues at all levels 
to move quickly through the business. We’re celebrating the success of our 
women in leadership. Director, International Sales and Partnerships Julia Kemp, 
won the coveted Everywoman, Travel Executive Leader Award and Nina Bell 
was recently appointed chairwoman of the BVRLA – the youngest person to 
hold this position in the organization’s history. 

“It is essential for us to share and celebrate our 
success in striving for gender balance. Providing a 
platform   for female role models to inspire others 
at all levels of the organization is a must if we are to 
continue with our progress.”

Julia Kemp, 
Sales and Partnerships Director, International

GROWTH
We’re proud to be a company that fairly invests in and promotes employees. 
There is still considerable work to do, however we have made progress in 
striving for balance at all levels of our organization – our apprentice population 
is 60% male and 40% female and, of the International Leadership team, the 
ratio of senior executives based in the UK is 64% male and 36% female. 

“We will continue to develop a program of Workday 
Learning content that is relevant to women in 
leadership but accessible to all, recognizing the 
part everyone has to play. Recent content raises 
awareness of gender and unconscious bias, and what 
steps we can take to address it.”

Beth Clarke
Organizational Development Director, International

OUR FOCUS AREAS
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