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Bekaert is active worldwide

Asia
12%

North America
20%

Europe
31%

Latin America
35%

Rest of the world
2%

2006 combined sales
€ 3.2 billion
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Bekaert is technological leader

Advanced materials
and coatings

Core competences

Advanced metal
transformation

��� � ��� �

From wire rod 
to advanced wire products

�

From ultra fine 
fibers to advanced 
materials

�

From traditional
coatings to
advanced coatings

�
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Bekaert is market leader

� Fibers (Nr. 1)

� Film Coatings (Nr. 2)

� Premix gas burners
� for condensing boilers (Nr. 1)

� Champagne cork (Nr. 1)

� Dramix® (Nr. 1)

� Coated wire (Nr. 1)

� Tire cord (Nr. 1)

Examples
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Bekaert’s global workforce 

34%

24%

12%

30%

Europe
Asia
North America
Latin America

YE – 2006: 18,500 employees in 35 countries

Geographical spread:

74%

20%

6%

Blue collar workers

White collar employees

Managerial employees

Employee categories:
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Background of our project

Strategy 

Business 
Plans

HR Strategy

Global Focus & Deployment 
dealing with

International Diversity

• Competitive Local Employer
• Strong Site Management
• Sound Industrial Relations

Management
Employees

White & Blue 
Collars

Bekaert’s global but diversified HR management appr oach

Fast changing market conditions for top talent
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Global diversity of reward

� 18500 employees in 35 countries

� Different categories of employees

� Collectively negotiated remuneration structures versus company set reward 
policies

� International managers are leading global teams with several nationalities    

� Many components:  base pay, variable pay, AFP, long term incentives, employee 
benefits. 

� Various remuneration practices: 

• Elements such as benefits and AFP’s are country specific (social 
security/taxes) 

• Variable pay levels (as % of salary) are sometimes region specific (pay 

practices Europe, USA, Asia..)

• Level of total cash (comparable jobs) is country specific but variance of 

net value is influenced by taxation and cost of living (see example)   

Our case today : 1200 management employees in 35 co untries 
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International divergence of pay levels 

Total cash

Net total cash

Net total cash 
with cost of living
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Source: Hay Group 2006
Data relate to total cash remuneration for manager (800 hay points)
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The strategic link

Sustainable Profitable Growth
Worldwide market and technological leadership
in advanced metal transformation 
and advanced materials and  coatings

Global Leadership
Business Strategy

HR Strategy
As an employer, Bekaert aims to attract the most ta lented personnel in every market 
where we operate. Bekaert motivates its staff by re cognising, fairly and consistently, 
the success of professionals  working effectively a s a team. The opportunities we 
give individuals are based on a shared commitment t o devote their talents to 
benefiting the business and to  develop their own c areers. In order to achieve these 
goals, we need to have in place the best HR process es and practices, and to have 
the commitment of every supervisor responsible for humans resources to 
implementing those practices

International diversity 
Fairness
Performance
Motivation

Global Reward Policy
The overall policy of Bekaert aims at providing fai r and motivating remuneration to
Its employees wherever the work in the world, which  is 
competitive in any specific labour Market, in line with the prevalent market practices 
and cost effective; 
equitable by reflecting different levels of respons ibilities within the organisation based 
on a consistent and systematic approach of classify ing job levels
Performance driven by differentiating among individ uals based on the assessment of 
their performance 

Competitive in local market
Equitable
Performance differentiation
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Critical success factors for implementation 

� External benchmarking
• Quality of reward market data critical (job matching, representative sample of 

companies, stability of database)

• External providers (in-depth knowledge of local practices, consistent methodology)

• Issue : “reward” volatility of some emerging markets 

� Global grading structure
• Consistent job evaluation methodology (monitored by HR)

• Perception of fairness and equity  

• Common language around the globe (B12 job in China =B12 job in USA)

� Communication with the various business units
• Typical topics of the management debate:  

• Standardization

• Consistency 

• Management discretion 

• Transparency 

• Communication with individual employees: presentations, leaflets, letters etc.   
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Global reward policy 

Salaries

� Global standard review process as part of business planning.

� Annual review of market developments

� Salary budget review (external competitiveness, affordability)

� Technical structure (salary range,merit table, guidelines) =  global standard but content is 
country specific.

� 2007: 35 countries covered by global approach

Annual bonus

� Strong link to performance management

� Actual link to results: 20 % Group, 40 % Team, 40% Individual

� Target is percentage of annual base salary

� From 5 to 30 % of annual base salary (dependent on job level) 

� Actual levels vary by country

� Maximum bonus is 200% of target 

� 2005: start international roll out 
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Global reward policy

Benefits

� 2006 Global Benefits Audit

• 250+ benefit plans in 35 countries (medical, retirement plans)    
• Central database of all benefit plans across Bekaert (annual update) 
• Large differences by country but Bekaert implemented a global governance

framework : any change or new plan requires Group review.
• Business rationale:

• Economy of scale: benefit pooling, vendor management   
• Benefit liabilities are key consideration in M&A and integration of new

businesses

Long term incentives

� 2005 Global Long Term Incentive Plan 
(stock options in Europe, stock appreciation rights in Asia and USA)

• Top 120 managers globally
• Succeeded a “pure” Belgian stock option plan
• Globally managed and administered
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Global reward policy

2005 revision of Bekaert’s international mobility pol icy

� Main business drivers

� Global operations:  increase of “crosspatriate” combinations with no link to Belgium
� Dual career issues lead to more frequent use of commuters
� Business need for more short term assignments

� Updated policy is now fully implemented

� Critical success factors: 
• Communication with individuals
• “Grandfathering” existing expats towards new policy
• Consistent application of policy with very limited exceptions

� Scope of changes: 
• Simplification of premiums and allowances
• More family relocation support (schooling, language, cultural awareness, ...)
• Clear definition of types of assignments (long term, short term)
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Summary

LocalLocalAlternate forms of pay

LocalGlobalEmployee benefits

GlocalGlobalVariable pay

GlocalGlobalBase salary

GlobalGlobal
Job levels and 
grading

ContentReviewPrograms

Global Global Long term incentives
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International reward policy

1850018500
employees employees 

35 35 countriescountries

locallocal
paypay practicespractices

Different Different 
categoriescategories

Different Different 
paypay
programsprograms

Global HR Global HR strategystrategy

Global Global rewardreward principlesprinciples



“ Act Globally, Act Globally, 
Think LocallyThink Locally ””

oror

AnAn international international rewardreward policypolicy
is is keykey enablerenabler forfor managingmanaging
globalglobal growthgrowth


