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AXA in the world and in Belgium

Europe 59%

� the AXA Group in key figures

� 210,000 employees (exclusive 
distributors included)

� 80 million customers

� AXA in Belgium in key figures

� 6,256 employees

� more than 3.1 million customers

� an activity model integrating bank 
and insurance

Asia Pacific 27%
Americas 13%

Africa 1%

(workforce broken down by geographic 
region)
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� central services supporting all local 
activities of AXA in Belgium: HR, 
finance, IT, communications,...
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AXA Employee Value Proposition

Our company will…
� Inspire and empower people to achieve their best 
� Reward them competitively for their contribution and provide attractive career opportunities
� Build a learning culture which fosters personal development and professional mobility

Because we believe that people have choices, we aim  at making AXA “the preferred company ” for its customers, 
employees and shareholders. We are an ambitious com pany… Today one of the global leaders of the Financi al 
Protection industry, we aspire to become the leader  in this industry by 2012. Because AXA employees ar e at the 
core of this ambition, we intend to build our collecti ve success around a relationship in which the needs  of AXA 
and of its employees are mutually satisfied . To build  this relationship...
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� Build a learning culture which fosters personal development and professional mobility
� Respect and value individuals and their diversity of backgrounds and experiences
� Act in line with its values of professionalism, innovation, pragmatism, team spirit and integrity
� Support individuals in their need to balance their professional and personal lives

So that we can…
� Perform at high standards, aiming to exceed customer expectations
� Respect others and openly share information, knowledge and views to help colleagues succeed
� Deliver on commitments and be trustworthy 
� Demonstrate openness to change and willingness to learn
� Continuously seek and adopt better ways to do their job
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AXA global HR organisation : 
“integrated diversity”

Operating 
HR

Operating 
HR

Operating 
HR

Operating 
HR

Operating 
HR

Operating 
HR

Operating 
HR

Operating 
HR

Corporate
HR

Strong Local HR teams with 
agreed-upon autonomy 

to deal with local imperatives 
and collaborative attitude 

to leverage group size A limited number of
world-class HR experts

providing top-knotch services providing top-knotch services 
and acting as catalysts

to generate group standards 
and HR practices coordination

Shared agenda + Collaboration + Constructive Conflict = Glue

No Ivory Tower... No Bunkers...
...Working Together to Raise the Bar 

and Bring our HR Practices at World-Class Level
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In 2004, we chose to act on three 
organizational capability drivers…

� Strengthen Leadership

� Enhance Competence
AXA’s 

� Enhance Competence

� Foster Engagement

HR Strategy
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Employee Scope

Over the years, we have developed an 
extensive HR toolbox…

Organization and Talent Reviews

AXA U Leadership Curriculum

Executive Compensation Career Management

AXA U Professional Colleges

International Mobility

Professional families

2012
People 
Vision

Employee communication

Quality @ Work

Career Management Organization effectiveness

Highly engaged and competent workforce led by great  leaders

Tools and 
processes

Recruitment

Strengthen leadership

Leadership framework

Executive Staffing

Executive Assessments

Foster engagement and 
performance culture

Enhance competence

AXA U Professional Colleges

Performance Management / Passport 2012

Reward and recognition

Employee Value Proposition 

Group-led

Workforce Diversity

Established In progressEntity-led

processes

Strategic 
pillars

Seen as a “best-in-class” on several practices : Sc ope, Executive Compensation, 
Executive Assessments, Organization and Talent Revi ews, AXA U programs…
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Leadership

Accelerate the adaptation of 
our management culture and 

Competence

Continue to invest in our 
Human Capital and foster

Engagement

Further align and energize 
AXA’s workforce

The overarching goal
is to drive AXA’s 

people management practices across the company
in order to raise their standards and ensure they b est serve our strategic objectives 

The HR community has clearly defined its 
2010 objectives

our management culture and 
make it tangible to employees

1. Continue to develop our leadership skills
2. Enhance performance management 

practices at senior executive level and below
3. Foster executive diversity and inclusiveness
4. Develop HR communication to executives

Human Capital and foster
post-crisis recovery

1. Maintain and expand learning investments
2. Encourage internal & external  talent 
sourcing as well as professional mobility
3. Strengthen professional families and foster

dual career paths

1. Co-create inspiring Group strategic 
narrative 

2. Ensure the continuous improvement of our 
people management practices (Performance 
Management and Reward in particular)

3. Contribute to strengthen AXA’s Corporate 
Responsibility

Enablers

Foster the convergence of our 
People Management practices (People 
In’= People Soft implementation)

Continue to build the HR Professional family
and role model AXA’s aspired culture
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Strong CEO support

Do we really need to develop people at AXA?

Yes, because we are an ambitious company, aiming at becoming 
the preferred company in our industry. To reach this goal one it is 
essential to develop people who are a key competitive advantage 
which will make us succeed in this industry of financial services.

Therefore I fully support the AXA University initiative to revisit the 
existing Leadership programs to come up with a more coherent and 
efficient curriculum fully aligned with Group OTR. It is a way for us to  
strengthen AXA's leading positions by providing the organization 
with a talent pipeline adapted to its needs and challenges in a 
difficult environment. 

In times of financial crisis aren’t there other pri orities before 
investing in developing people?investing in developing people?

In these times, having just gone through a major financial crisis I am 
convinced that investing in people is more important than ever.

Most of our competitors did not focus enough on people and did not 
have the proper leadership skills. Their leaders did not listen enough 
to their teams and hence did not measure the risks well enough. 
There are very few players emerging from the crisis as safe and 
sound as AXA and now is the time to invest in people. This is exactly 
what we need to do in order to achieve our ambitious goals.

What do you expect from AXA leaders?

What I expect from AXA Leaders is quite simple: courage and 
respect. They shall behave, act and talk according to these core 
values. With those values in mind and action they will be able to “talk 
straight” and will ensure that these values and behaviors spread 
throughout our organizations.

Henri de Castries, October 2009



� The learning principles accurately describe the des ired learning 
environment at AXA. To ensure they are easy to comm unicate, learn 
and remember for the whole organisation they have b een melded 
into the following 6 principles :

Aligned vision on core learning principles
1. “official text”

1. Learning  begins with increasing self awareness.
2. You are responsible for your own development. Your manager is a partner in 2. You are responsible for your own development. Your manager is a partner in 

identifying learning opportunities with you, with t he learning and development 
division enabling structured learning.

3. Learning must have strong alignment and demonstrabl e links to the business 
strategy (Eg customer centricity, building culture)  while reflecting the personal 
development needs of the individual.

4. Learning occurs mostly on the job, and can be nouri shed by traditional classroom 
training. 

5. Learning occurs through a combination of emotional,  cognitive and action 
learning

6. Learning should be designed to strengthen the stren gths and to develop areas 
that are derailers to the individual and the busine ss
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Aligned vision on core learning principles
2. “key words”

DOEN
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Competence development is a shared 
responsibility within AXA

Building effective development plans requires the involvement of three stakeholders, with 
complementary roles in the process:

Has a unique vision of what he 
wants for himself. 
Makes change happen.

EMPLOYEEEMPLOYEE
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Has unique 
knowledge of how 
the employee 
performs in his role. 
As a talent builder, 
plays a key role to 
support 
professional 
development over 
the year (feedback, 
coaching, etc.).

Has professional 
expertise on what 
makes an effective 
development plan .
Has a privileged view of 
what are the possible 
career paths at AXA and 
what resources the 
organization can put at 
the disposal of the 
employee to support 
development objectives.

Coach
and guide

Own 
and drive

Advise and 
challenge

EMPLOYEEEMPLOYEE

HR HR 
PROFESSIONALPROFESSIONAL

MANAGERMANAGER
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AXA Group Leadership Framework linked 
to the AXA Belgium competency model

The AXA Leadership Framework reflects the challenge s and competencies required to meet our business ch allenges

We have grown mainly by 
acquisitions .

We need to focus on internal growth, which 
requires highly talented teams, driven by 
clear strategies, and working in highly 
effective organizations.

Build to Grow 

We come from an inside-out 
culture: innovation in our 
offering has been mainly 
driven by technical 
excellence.

Our competitive environment is getting 
tougher. Perfectly anticipating and meeting 
customer needs has become a key 
competitive issue.

Focus on 
customer

Strategic vision
+

Building capability

Focus on customer

Our legacy Our key issues for the future Our key chal lenges Our competencies

excellence.

Our success has largely been 
driven by superbly executed 
acquisitions , carried out by a 
group of senior managers .

Our future success requires continuously 
improving operational performance and the 
engagement of all of our people , across the 
entire company.

Catalyse High 
Performance 

Our group has been built by 
adding up a series of rather 
independent businesses in 
various regions across the 
globe.

To get the full advantage of a global group , 
we need to foster synergies and break 
functional and geographical silos. We do not 
want to be a loose federation of entities.

Share to 
Succeed

We come from a mostly short-
term, results-oriented 
culture, where leadership 
was sometimes confused 
with the ability to talk 
eloquently.

For lasting success, short-term results are 
not enough. We need to embody authentic 
leadership to foster a customer-centric, 
adaptive high performance culture.

Lead through 
Actions 

Team Leadership
+

Change Leadership

Share to Succeed

Results orientation
+

Living through AXA 
values



***

AXA Group Leadership Framework linked 
to the AXA Belgium competency model

Copyright Quintessence Consulting
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AXA, my career and I
1. Workshop objectives

EMPLOYEES
� Have a better understanding of 

personal drives and  
competencies

� Have a clearer view on future 
AXA staffing needs and EVP

� Start the elaboration of a 

MANAGERS

� Have a better understanding 
of personal drives and  
competencies

� Have a clearer view on future 
AXA staffing needs and EVP

CAREER IS 
SHARED 

RESPONSIBILITY

� Start the elaboration of a 
career action plan

AXA staffing needs and EVP

� Start the elaboration of a 
career action plan

� Create awareness on the 
managers role in the area of 
career guidance



� My personal drives

� My values

� My career anchors (Schein) 

� My areas of interest

� My forces 

� My expertise

� My skills and competencies

� My professional visibility

AXA, my career and I
2. Workshop content

� My actual prospects  

� SWOT analysis of my actual job

� AXA EVP (concretely “translated” 
to the AXA Belgium context) 

� AXA staffing needs  

� Future scarcity of specific jobs

� Needed competencies

START THE ELABORATION OF CAREER and DEVELOPMENT  PL AN



Individual « career check up » 
meetings with HR professional    

� Objectives : a win/win for the individual and the c ompany

� Target public : 

For the individual : broadened career 
perspectives

For HR : Better knowledge of our key people 
(aspirations,…)

For the organisation : More internal mobility

Better performing employees

Better results

Directly… … and indirectly

� Target public : 

� HR pool of career counsellors : 
� Pool of +/- 25 HR – professionals (mainly selection consultants, learning consultants, business 

partners)
� Each career counsellor executes 2 career check up meetings a month (besides his current job)
� All career counsellors are trained to use a uniform methodology

An AXA employee can, at his / her  initiative, 
suscribe to the career coaching process

Capacity : max  100 persons /year

Some specific talent groups will be asked by 
HR to participate in this process.

Capacity : max 300 persons / year

P U L L P U S H 

+
Pilote is ongoing :  8 senior managers of our Product Management divison 



Action learning : “Black Belt” career track

� Context : project “operational excellence” :

� via een gereputeerde methodologie (Six Sigma)

� met behulp van een intern team van consultants (“Black Belts” ; 1 % van het 
personeelseffectief) die doorheen de organisatie diverse verbeteringsprojecten leiden.

� Proces :

Selectie van Black Belts Black Belt career Integratie in de business

� Voordelen :

� Deelnemers leren het bedrijf kennen, en maken zichzelf breed visibel.

� Deelnemers profiteren van de zeer goede “Black Belt” opleiding.

� Cultuur van “operational excellence” wordt verspreid.

1 % quotum per BU

o.b.v. specifiek 
competentieprofiel

gevolgd door opmaak PDP 

Black Belt career

30 maanden

3 à 4 projecten / jaar 
binnen diverse 
departementen

Integratie in de business

i.f.v. beschikbare 
opportuniteiten en motivatie 

indien geen oplossing, 
verplichte integratie in BU van 

origine 



� In the Talent Review process business leaders and H R discuss 
appropriate development actions (broader than train ing) based on 
following templates : 

Competence development is supported 
by talent management approach.

OTR 2008OTR 2008

Visualizing PotentialTalent Flow
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OTR 2008OTR 2008

Successors 
section

Conceivable 
positions 
section



� As of 2010, performance and development of all AXA Belgium staff is 
managed through one integrated application : 
� Providing structure to performance and development discussion
� Supporting our desired culture : shared responsibility

Personal Development integrated in 
performance management cycle (1)
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Personal Development integrated in 
performance management cycle (2)

� Career and 
Development Plan 
document contains:

� Development actions to be
carried out to facilitate the
Employee’s development
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� Geographic mobility used to 
specify the Employee’s 
geographic mobility interests

� As well as the functional 
mobility to specify the 
Employee’s functional mobility 
interests

� The last part of the 
document is dedicated to add 
and visualize Employee’s and 
Manager’s comments



Personal Development integrated in 
performance management cycle (3)

� « Development » discussions go further than « training  planning »
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“Learning” resources are available 
through our AXA Learning Center site

� Action oriented : 
« you don’t learn 
how to swim by 
reading a book, so 
get wet ! »

� Allowing « just in 
time learning »time learning »

� Supporting 
managers and 
staff in 
development 
disscussions
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We progressed… slowly…

64

69

22

13

14

18

2003

2008Ik heb de geschikte opleiding kunnen 
volgen om werk van goede kwaliteit te 
kunnen leveren.

Ik heb reële mogelijkheden om mijn 
competenties te ontwikkelen in mijn 

59 24 172008

competenties te ontwikkelen in mijn 
onderneming.

Ik vind dat mijn onderneming er goed in 
slaagt om haar medewerkers ten volle te 
ontwikkelen.

44 36 202003

34

27

25

2548

412003

2008

(Scope employee satisfaction survey)



Conclusion : AXA Belgium is aligned on the 
recent foundings of the Vlerick research

1. Competence development 
combines training courses, on-
the-job learning and career 
mangement.

2. Competence development 
necessitates a single identity 
across the organisation.
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across the organisation.

3. Competence development is 
supported, not provided by the 
HR department.

4. Competence development is 
customised to each individual.

5. Competence development acts 
as a strategic instrument.


