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I.
MESSAGE  
FROM GEORGE STANSFIELD

Message from George Stansfield

GEORGE STANSFIELD
– Head of Group Human Resources & Group General Counsel – 

“Our people  
are the absolute key  

to the Group’s  
future success.”

Optimizing the Group’s Human Capital is at the heart 
of our mission in Human Resources and, in an industry 
that competes largely on the basis of ideas and ser-
vice; our people are the absolute key to the Group’s 
future success. 

Our collective Ambition AXA objective is to become 
the preferred company in our industry and to build a 
distinctive culture of Trust and Achievement for our 
employees. To get there, the engagement and com-
mitment of our employees all around the world are 
essential. In this context, we have developed a “2015 
HR Roadmap” that is focused on defining our HR priori-
ties and optimizing our human capital by: 

1. Attracting top-rate talent in all the markets where 
we operate and addressing the particular challenges 
we face in emerging markets where we have aggressive 
growth ambitions and the war for talent is particularly 
intense.

2. Developing our people on a continuing basis through 
common programs to ensure that we have the technical 
expertise (using the same language) and management 
competencies (with a common identity), that we need 
to outperform in a highly competitive environment.

3. Retaining our people over the long-term by em-
powering / engaging them in the context of a diverse 
and collaborative culture of trust and achievement 
supported by a well structured and aligned system of 
rewards / incentives.

All being driven by an HR organization that plays a 
business-driven strategic advisory role and that fo-
cuses on execution, delivery, proactive client service 
and efficiency.

The HR metrics presented in this 2011 Human Capital 
Report provides us with fact-based insights into our 
global employee population, the areas where we have 
made real progress and the areas where we need to 
continue to focus over the coming years in order to 
achieve our Ambition AXA objectives and build a true 
culture of Trust and Achievement. 

 
 
 
 

George Stansfield



AXA GROUP HUMAN CAPITAL > Social Data Report 2011 55

II.
AXA AT A GLANCE

HEADCOUNT

europe  67%

asia pacific & Middle east 18%

americas  12%

africa 3%

average length of service 11.5 years

average age  40.8 years 

total payroll e7,891 million

employees trained during the year  82.7%

Gender parity

114,488 salaried workforce on open-ended and fixed-term contracts  
in 57 countries and 321 entities (total headcount 163,439 persons)

 aXa’s presence

AXA at a Glance

europe

105,526 headcount
(76,777 salaried workforce

& 28,749 active distributors*)

AmericAs AfricA AsiA pAcific & middle eAst

18,916 headcount
(13,943 salaried workforce

& 4,973 active distributors*)

2,981 headcount
(2,981 salaried workforce

& 0 active distributors*)

36,016 headcount
(20,787 salaried workforce

& 15,229 active distributors*)

* Source: Group Marketing & Distribution, 2011.
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Country* 2011 2010 (a)

France** 23,764 23,657

United Kingdom 13,530 13,991

Germany 11,377 11,563

Japan 8,464 8,351

United States 8,358 9,262

Belgium 6,894 7,001

Switzerland 4,842 4,956

Spain 4,527 4,720

Mexico 4,510 4,470

india 3,336 3,286

Morocco 2,207 1,841

italy 1,867 1,647

Hong Kong 1,700 1,778

South Korea 1,420 1,568

ireland 1,397 1,410

portugal 1,048 1,092

poland 1,012 940

Ukraine 994 1,150

philippines 840 859

turkey 783 756

Singapore 719 692

czech Republic & Slovakia 712 668

Malaysia 688 453

Hungary 623 713

indonesia 576 447

Mauritius 411 390

argentina 389 343

United arab emirates 364 341

Country* 2011 2010 (a)

Greece 361 383

Brazil 234 287

luxembourg 232 242

china 214 200

South africa 205 2

Romania 174 278

Saudi arabia 172 167

colombia 142 131

lebanon 142 133

australia (b) 127 2,428

canada (b) 117 2,472

panama 107 99

thailand 104 92

azerbaidjan 102 119

algeria 101 44

Bahrain 99 96

Senegal 91 88

cameroon 89 105

taiwan 79 51

ivory coast 78 78

Gabon 73 74

oman 51 54

Serbia 45 30

chile 20 31

Qatar 20 20

Sweden 12 11

Netherlands 6 15

austria 2 3

HEADCOUNT OF SALARIED wORkFORCEHEADCOUNT OF SALARIED wORkFORCE

*  Sorted by number of salaried workforce with open-ended contract in 2011.
** France headcount includes French polynesia and New caledonia.

*  Sorted by number of salaried workforce with open-ended contract in 2011.
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workforce size and movements 

The difficult market environment since 2008 and the 
global context which is marked by continuous change, 
economic slowdown and, more recently, the Euro zone 
crisis, have been leading to workforce contraction in 
2011. AXA’s overall salaried workforce on December 31, 
 2011 counts to 114,488 employees (open-ended and 
fixed-term contracts), which represents a decrease 
of 5.8% on a reported basis. The majority of this 
decrease is due to the disposal of businesses in 
Australia, New Zealand and in Canada (74.2% as a 
proportion on total decrease) as well as the efficiency 
program, contributing to the “Ambition AXA” plan. 

As a result, AXA’s salaried workforce footprint in 
2011 was: 67% in Europe (vs. 64% in 2010), 18% in 
Asia-Pacific (vs. 19% in 2010), 12% in the Americas 
(vs. 15% in 2010) and 3% in Africa (vs. 2% in 2010). 

AXA continued to recruit in 2011 and hired more than 
16,000 employees, of which almost 4,500 were sales 
employees. In this total number of hires 444 persons 
were re-hires into the company. 

In addition, the number of fixed-term contracts trans-
formed into open-ended contracts remained stable 
(1,539 employees in 2011 vs. 1,560 employees in 
2010).

The average age of employees increased slightly  
at 40.8 years (40.5 years in 2010), and the average  
length of service increased from 11.1 years to 11.5 
years in 2011. It is higher in Europe (42.1 years /  
13.9 years) and Americas (38.6 years / 7.2 years) 
in comparison with Asia Pacific / Middle East (38.1 
years / 6.1 years) and Africa (33.3 years / 5.8 years).

In response to AXA intensifying its effort in favor of 
increased diversity, the proportion of female execu-
tives rose from 22.6% to 23.7%, and the proportion 
of female managers also increased: from 38.5% to 
39.3%. In total, AXA’s gender balance is 51.9% women 
and 48.1% men.

The internal mobility rate (see definition on page 71)
slightly decreased from 11.7% in 2010 to 11.0% in 
2011. The turnover (see definition on page 71) slightly 
increased from 14.4% in 2010 to 15.4% in 2011. With 
regards to geographical areas, the turnover is higher 
in Asia Pacific / Middle East (28.5%) than in Europe 
(10.7%), Africa (15.9%) and Americas (22.5%).

9

III.
HEADCOUNT AND PROFILE  
OF EMPLOyEES

Headcount and Profile of employees

“AXA continued to recruit in 2011  
and hired more than 16,000 employees”
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Headcount as of December 31 (number of persons) 2011 2010 (a)

Total Headcount of salaried workforce (non-sales and sales force, open-ended and fixed-term contract) (b) 114,488 121,480

Headcount of salaried workforce (non-sales and sales force, open-ended contract only) 110,551 116,448

proportion of men 48.1% 47.9%

proportion of women 51.9% 52.1%

Headcount of non-sales force (open-ended contract only) 94,241 99,296

- executives 2,974 3,169

proportion of men 76.3% 77.4%

proportion of women 23.7% 22.6%

- Managers 16,068 16,611

proportion of men 60.7% 61.5%

proportion of women 39.3% 38.5%

- experts and staff 75,199 79,516

proportion of men 42.8% 42.7%

proportion of women 57.2% 57.3%

Headcount of sales force (open-ended contract only) 16,310 17,152

proportion of men 54.9% 53.1%

proportion of women 45.1% 46.9%

Profile of AXA employees 2011 2010 (a)

Average age of salaried workforce (non-sales and sales force, open-ended contract only) 40.8 40.5

Non-sales force 40.4 40.3

Sales force 42.0 41.4

Average length of service (non-sales and sales force, open-ended contract only) 11.5 11.1

Non-sales force 12.0 11.7

Sales force 8.4 7.9 

Disability (non-sales and sales force, open-ended and fixed-term contract)

Number of employees with disabilities (concerns entities listed in France only) 746 690

Headcount as of December 31 (number of persons) 2011 2010 (a)

Total Headcount of salaried workforce (non-sales and sales force, open-ended and fixed-term contract) 76,777 78,812

Headcount of salaried workforce (non-sales and sales force, open-ended contract only) 74,089 75,114

proportion of men 47.9% 48.0%

proportion of women 52.1% 52.0%

Headcount of non-sales force (open-ended contract only) 65,734 65,698

executives 1,897 1,931

Managers 10,978 10,814

experts and staff 52,859 52,953

Headcount of sales force (open-ended contract only) 8,355 9,416

Average age of salaried workforce (non-sales and sales force, open-ended contract only) 42.1 41.8

Non-sales force 42.3 42.1

Sales force 40.9 40.0

Headcount of salaried work force based on Age Cluster  
(non-sales and sales force, open-ended contract only)

Salaried work force aged 66 and more (c) 70

Salaried work force aged from 61 to 65 (c) 1,431 9,209

Salaried work force aged from 56 to 60 8,231

Salaried work force aged from 51 to 55 9,226 9,417

Salaried work force aged from 46 to 50 10,646 10,517

Salaried work force aged from 41 to 45 10,885 11,059

Salaried work force aged from 36 to 40 10,838 11,020

Salaried work force aged from 31 to 35 10,104 10,278

Salaried work force aged from 26 to 30 8,213 8,643

Salaried work force aged 25 and less 4,445 4,731

Average length of service (non-sales and sales force, open-ended contract only) 13.9 13.6

Non-sales force 14.3 14.2

Sales force 10.3 9.6

Headcount and Profile of employees

52% 
women salaried workforce.
Significant focus on gender balance 
initiatives.

FOCUS ON EUROPEGROUP OvERvIEw

HEADCOUNT AND PROFILE OF EMPLOyEES HEADCOUNT AND PROFILE OF EMPLOyEES
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Headcount as of December 31 (number of persons) 2011 2010 (a)

Total Headcount of salaried workforce (non-sales and sales force, open-ended and fixed-term contract) (b) 13,943 17,258

Headcount of salaried workforce (non-sales and sales force, open-ended contract only) 13,877 17,095

proportion of men 49.3% 47.3%

proportion of women 50.7% 52.7%

Headcount of non-sales force (open-ended contract only) 13,446 16,653

executives 614 645

Managers 2,393 2,764

experts and staff 10,439 13,244

Headcount of sales force (open-ended contract only) 431 442

Average age of salaried workforce (non-sales and sales force, open-ended contract only) 38.6 39.1

Non-sales force 38.5 39.0

Sales force 41.1 41.4

Headcount of salaried work force based on Age Cluster  
(non-sales and sales force, open-ended contract only)

Salaried work force aged 66 and more (c) 96

Salaried work force aged from 61 to 65 (c) 358 1,546

Salaried work force aged from 56 to 60 732

Salaried work force aged from 51 to 55 1,153 1,588

Salaried work force aged from 46 to 50 1,465 2,004

Salaried work force aged from 41 to 45 1,681 2,035

Salaried work force aged from 36 to 40 2,118 2,535

Salaried work force aged from 31 to 35 2,596 3,000

Salaried work force aged from 26 to 30 2,457 2,853

Salaried work force aged 25 and less 1,221 1,509

Average length of service (non-sales and sales force, open-ended contract only) 7.2 7.6

Non-sales force 7.3 7.7

Sales force 6.2 5.7

Headcount as of December 31 (number of persons) 2011 2010 (a)

Total Headcount of salaried workforce (non-sales and sales force, open-ended and fixed-term contract) (b) 20,787 22,991

Headcount of salaried workforce (non-sales and sales force, open-ended contract only) 19,741 22,007

proportion of men 48.3% 48.2%

proportion of women 51.7% 51.8%

Headcount of non-sales force (open-ended contract only) 12,652 14,897

executives 399 537

Managers 2,275 2,667

experts and staff 9,978 11,693

Headcount of sales force (open-ended contract only) 7,089 7,110

Average age of salaried workforce (non-sales and sales force, open-ended contract only) 38.1 37.7

Non-sales force 34.0 34.9

Sales force 43.8 43.5

Headcount of salaried work force based on Age Cluster  
(non-sales and sales force, open-ended contract only)

Salaried work force aged 66 and more (c) 4

Salaried work force aged from 61 to 65 (c) 474 1,800

Salaried work force aged from 56 to 60 941

Salaried work force aged from 51 to 55 1,352 1,402

Salaried work force aged from 46 to 50 1,841 1,923

Salaried work force aged from 41 to 45 2,428 2,544

Salaried work force aged from 36 to 40 3,164 3,392

Salaried work force aged from 31 to 35 3,844 4,212

Salaried work force aged from 26 to 30 3,702 4,270

Salaried work force aged 25 and less 1,993 2,094

Average length of service (non-sales and sales force, open-ended contract only) 6.1 5.6

Non-sales force 6.0 5.6

Sales force 6.3 5.9

FOCUS ON ASIA PACIFIC & MIDDLE EASTFOCUS ON AMERICAS

HEADCOUNT AND PROFILE OF EMPLOyEES HEADCOUNT AND PROFILE OF EMPLOyEES

Headcount and Profile of employeesHeadcount and Profile of employees
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Headcount as of December 31 (number of persons) 2011 2010 (a)

Total Headcount of salaried workforce (non-sales and sales force, open-ended and fixed-term contract) 2,981 2,419

Headcount of salaried workforce (non-sales and sales force, open-ended contract only) 2,844 2,232

proportion of men 45.8% 44.0%

proportion of women 54.2% 56.0%

Headcount of non-sales force (open-ended contract only) 2,409 2,048

executives 64 56

Managers 422 366

experts and staff 1,923 1,626

Headcount of sales force (open-ended contract only) 435 184

Average age of salaried workforce (non-sales and sales force, open-ended contract only) 33.3 34.8

Non-sales force 33.7 35.1

Sales force 31.2 31.5

Headcount of salaried work force based on Age Cluster  
(non-sales and sales force, open-ended contract only)

Salaried work force aged 66 and more (c) 1

Salaried work force aged from 61 to 65 (c) 4 76

Salaried work force aged from 56 to 60 74

Salaried work force aged from 51 to 55 177 161

Salaried work force aged from 46 to 50 152 169

Salaried work force aged from 41 to 45 158 158

Salaried work force aged from 36 to 40 224 212

Salaried work force aged from 31 to 35 442 381

Salaried work force aged from 26 to 30 843 702

Salaried work force aged 25 and less 464 373

Average length of service (non-sales and sales force, open-ended contract only) 5.8 6.6

Non-sales force 6.1 6.8

Sales force 4.4 5.0

IV.
wORkFORCE DyNAMICS

FOCUS ON AFRICA

HEADCOUNT AND PROFILE OF EMPLOyEES

Headcount and Profile of employees
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Net headcount evolution 2011 2010 (a)

Net headcount evolution (salaried workforce entries versus salaried workforce departures) (b) - 6,553 - 2,634

entries 16,048 16,868

Departures 22,601 19,502

Net headcount evolution (non-sales force entries versus non-sales force departures) - 6,050 - 1,697

- entries 11,606 12,426

Number of external recruitments 9,590 10,295

Number of fixed-term contract transformed into open-ended contract 1,339 1,326

Number of re-hires in the company 423 503

Number of entries following mergers and acquisitions 254 302

- Departures 17,656 14,123

Number of resignations 7,318 7,190

Number of economic / collective layoffs 2,230 1,611

Number of individual layoffs 1,268 1,495

Number of retirements / pre-retirements 1,138 1,333

Number of departures due to external transfers (d) 5,307 2,332

Number of other departures 395 162

Net headcount evolution (sales force entries versus sales force departures) - 503 - 937

- entries 4,442 4,442

Number of external recruitments 4,146 4,119

Number of fixed-term contract transformed into open-ended contract 200 234

Number of re-hires in the company 21 61

Number of entries following mergers and acquisitions 75 28

- Departures 4,945 5,379

Number of resignations 3,544 4,118

Number of economic / collective layoffs 198 654

Number of individual layoffs 648 271

Number of retirements / pre-retirements 233 181

Number of departures due to external transfers (d) 280 132

Number of other departures 42 23

Workforce DynamicsWorkforce Dynamics

GROUP OvERvIEw

wORkFORCE DyNAMICS

Internal mobility 

In November 2011, AXA launched a new internal 
mobility policy and process across its major entities 
to support its business and better develop its people. 
The aim is to make business needs immediately vi-
sible through a global Group-wide posting of available 
jobs; detect internal skills through an enlarged hiring 
process; share knowledge, expertise and practices 
through facilitating transfers. 

In doing so, AXA wants to enhance internal recruit-
ment and provide career opportunities across entities, 
improve the visibility of international offers and allow 
fuller access to a culture of trust and achievement 
through direct exposure to new environments. Offering 
sound mobility opportunities is part of AXA’s pledge 
to become the preferred company for its current 
employees as well as displaying a more attractive 
work environment for those who will join the Group 
in the future.

AXA Ireland was particularly effective in its internal 
redeployment. 97% of the positions it offered were 
taken hold of on an internal basis. This resulted in 
career development prospects for employees as well 
as a major cost savings.

AXA also initiated work on Strategic Workforce Plan-
ning at Group level in 2011. The focus is set on 
building a more comprehensive and a forward-loo-
king vision of the business, including the impact of 
upcoming demographic challenges. It should help 
determine critical roles for the organization, execute 
“what-if” modelling, strategic business analysis and 
scenario development, demand forecasting, supply 
modelling and gap analysis. 

This will provide the Group and its entities with va-
luable analysis and tools enabling them to deliver 
better business outcomes through their workforce. 
AXA Belgium, AXA Switzerland, AXA France and AXA 
Assistance for example are already working on Stra-
tegic Workforce Planning.
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Net headcount evolution & Movements 2011 2010 (a)

Total net headcount evolution (salaried workforce entries versus salaried workforce departures) - 1,599 - 2,463

- entries 6,865 7,382

Number of external recruitments 5,355 5,764

Number of fixed-term contract transformed into open-ended contract 1,111 971

Number of re-hires in the company 287 344

Number of entries following mergers and acquisitions 112 303

- Departures 8,464 9,845

Number of resignations 4,000 3,963

Number of economic / collective layoffs 1,108 1,151

Number of individual layoffs 1,298 914

Number of retirements / pre-retirements 1,144 1,298

Number of departures due to external transfers (d) 505 2,377

Number of other departures 409 142

Net headcount evolution of non-sales force (open-ended contract only) - 1,133 - 2,415

entries 5,608 5,758

Departures 6,741 8,173

Net headcount evolution of sales force (open-ended contract only) - 466 - 48

entries 1,257 1,624

Departures 1,723 1,672

Movements: Mobility & Turnover 2011 2010 (a)

Internal mobility rate (non-sales and sales force, open-ended contract only) 9.2% 9.4%

Turnover rate of salaried workforce (non-sales and sales force, open-ended contract only) 10.7% 9.7%

Turnover rate of non-sales force (open-ended contract only) 9.5% 8.8%

involuntary turnover rate (layoffs / dismissals) 2.6% 2.1%

Voluntary turnover rate (resignations) 4.9% 4.7%

turnover rate linked to retirements / pre-retirements and other reasons of departures 2.1% 1.9%

Turnover rate of sales force (open-ended contract only) 19.2% 16.3%

involuntary turnover rate (layoffs / dismissals) 8.3% 6.6%

Voluntary turnover rate (resignations) 8.8% 8.2%

turnover rate linked to retirements / pre-retirements and other reasons of departures 2.1% 1.5%

FOCUS ON EUROPE

wORkFORCE DyNAMICS

Movements: Mobility & Turnover 2011 2010 (a)

Internal mobility rate (non-sales and sales force, open-ended contract only) 11.0% 11.7%

Turnover rate of salaried workforce (non-sales and sales force, open-ended contract only) 15.4% 14.4%

involuntary turnover rate (layoffs / dismissals) 3.9% 3.4%

Voluntary turnover rate (resignations) 9.8% 9.6%

turnover rate linked to retirements / pre-retirements and other reasons of departures 1.6% 1.4%

Total turnover rate of non-sales force (open-ended contract only) 13.1% 11.8%

involuntary turnover rate (layoffs / dismissals) 3.7% 3.1%

Voluntary turnover rate (resignations) 7.8% 7.2%

turnover rate linked to retirements / pre-retirements and other reasons of departures 1.6% 1.5%

Total turnover rate of sales force (open-ended contract only) 28.9% 29.4%

involuntary turnover rate (layoffs / dismissals) 5.2% 5.2%

Voluntary turnover rate (resignations) 21.9% 23.1%

turnover rate linked to retirements / pre-retirements and other reasons of departures 1.7% 1.1%

GROUP OvERvIEw

wORkFORCE DyNAMICS

11% 
internal mobility rate in 2011 

offering mobility opportunities is part of aXa’s pledge to become the preferred  
company for its current employees as well as displaying a more attractive  

work environment for those who will join the Group in the future

Workforce DynamicsWorkforce Dynamics
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Net headcount evolution & Movements 2011 2010 (a)

Total net headcount evolution (salaried workforce entries versus salaried workforce departures) (b) - 2,028 - 486

- entries 6,213 5,851

Number of external recruitments 5,666 5,375

Number of fixed-term contract transformed into open-ended contract 272 390

Number of re-hires in the company 60 66

Number of entries following mergers and acquisitions 215 20

- Departures 8,241 6,337

Number of resignations 4,866 5,546

Number of economic / collective layoffs 262 400

Number of individual layoffs 277 229

Number of retirements / pre-retirements 111 69

Number of departures due to external transfers (d) 2,709 73

Number of other departures 16 20

Net headcount evolution of non-sales force (open-ended contract only) - 1,996 435

entries 3,164 3,151

Departures 5,160 2,716

Net headcount evolution of sales force (open-ended contract only) - 32 - 921

entries 3,049 2,700

Departures 3,081 3,621

Movements: Mobility & Turnover 2011 2010 (a)

Internal mobility rate (non-sales and sales force, open-ended contract only) 17.5% 18.4%

Turnover rate of salaried workforce (non-sales and sales force, open-ended contract only) 28.5% 28.2%

Turnover rate of non-sales force (open-ended contract only) 21.4% 18.2%

involuntary turnover rate (layoffs / dismissals) 3.6% 2.4%

Voluntary turnover rate (resignations) 17.5% 15.5%

turnover rate linked to retirements / pre-retirements and other reasons of departures 0.3% 0.2%

Turnover rate of sales force (open-ended contract only) 41.3% 47.1%

involuntary turnover rate (layoffs / dismissals) 1.3% 3.6%

Voluntary turnover rate (resignations) 38.7% 42.8%

turnover rate linked to retirements / pre-retirements and other reasons of departures 1.3% 0.7%

FOCUS ON ASIA PACIFIC & MIDDLE EAST

wORkFORCE DyNAMICS

Net headcount evolution & Movements 2011 2010 (a)

Total net headcount evolution (salaried workforce entries versus salaried workforce departures) (b) - 3,191 25

- entries 2,360 2,966

Number of external recruitments 2,156 2,684

Number of fixed-term contract transformed into open-ended contract 109 128

Number of re-hires in the company 93 152

Number of entries following mergers and acquisitions 2 2

- Departures 5,551 2,941

Number of resignations 1,776 1,538

Number of economic / collective layoffs 1,036 705

Number of individual layoffs 280 533

Number of retirements / pre-retirements 81 129

Number of departures due to external transfers (d) 2,373 14

Number of other departures 5 22

Net headcount evolution of non-sales force (open-ended contract only) - 3,146 10

entries 2,285 2,885

Departures 5,431 2,875

Net headcount evolution of sales force (open-ended contract only) - 45 15

entries 75 81

Departures 120 66

Movements: Mobility & Turnover 2011 2010 (a)

Internal mobility rate (non-sales and sales force, open-ended contract only) 11.7% 12.9%

Turnover rate of salaried workforce (non-sales and sales force, open-ended contract only) 22.5% 17.2%

Turnover rate of non-sales force (open-ended contract only) 22.3% 17.3%

involuntary turnover rate (layoffs / dismissals) 9.3% 7.4%

Voluntary turnover rate (resignations) 12.4% 9.0%

turnover rate linked to retirements / pre-retirements and other reasons of departures 0.6% 0.9%

Turnover rate of sales force (open-ended contract only) 28.2% 14.3%

involuntary turnover rate (layoffs / dismissals) 8.7% 4.1%

Voluntary turnover rate (resignations) 19.0% 10.0%

turnover rate linked to retirements / pre-retirements and other reasons of departures 0.5% 0.2%

FOCUS ON AMERICAS

wORkFORCE DyNAMICS

Workforce DynamicsWorkforce Dynamics
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Net headcount evolution & Movements 2011 2010 (a)

Total net headcount evolution (salaried workforce entries versus salaried workforce departures) 265 290

- entries 610 669

Number of external recruitments 559 591

Number of fixed-term contract transformed into open-ended contract 47 71

Number of re-hires in the company 4 2

Number of entries following mergers and acquisitions 0 5

- Departures 345 379

Number of resignations 220 261

Number of economic / collective layoffs 22 9

Number of individual layoffs 61 90

Number of retirements / pre-retirements 35 18

Number of departures due to external transfers (d) 0 0

Number of other departures 7 1

Net headcount evolution of non-sales force (open-ended contract only) 225 273

entries 549 632

Departures 324 359

Net headcount evolution of sales force (open-ended contract only) 40 17

entries 61 37

Departures 21 20

Movements: Mobility & Turnover 2011 2010 (a)

Internal mobility rate (non-sales and sales force, open-ended contract only) 11.2% 15.8%

Turnover rate of salaried workforce (non-sales and sales force, open-ended contract only) 15.9% 18.3%

Turnover rate of non-sales force (open-ended contract only) 16.2% 19.1%

involuntary turnover rate (layoffs / dismissals) 4.1% 5.2%

Voluntary turnover rate (resignations) 10.2% 13.0%

turnover rate linked to retirements / pre-retirements and other reasons of departures 1.8% 0.9%

Turnover rate of sales force (open-ended contract only) 13.1% 10.7%

involuntary turnover rate (layoffs / dismissals) 0.0% 0.5%

Voluntary turnover rate (resignations) 10.0% 9.1%

turnover rate linked to retirements / pre-retirements and other reasons of departures 3.1% 1.1%

FOCUS ON AFRICA

wORkFORCE DyNAMICS

Workforce Dynamics
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Shareplan

Through the “Shareplan” program, the Group encou-
rages its employees to become AXA shareholders 
and, in doing so, become more engaged. Offered 
internationally for the first time in 1994, the annual 
Shareplan operation gives AXA employees an oppor-
tunity to buy Group shares at preferential rates. 

In 2011, this offer covered 41 countries in which AXA 
represented 26,000 employees with a total subs-
cription of €332 million, bringing the total employee 
shareholding at 7.34% of the equity capital.

Local initiatives

Several local AXA entities include environmental 
considerations in their profit sharing agreement. For 
example, the multi-year profit sharing agreements 
covering the employees of AXA France and the AXA 
Group headquarters (GIE) include provisions related 
to paper consumption. AXA France has also set aside 
a dedicated budget since 2008 to address gender-
based pay gap. AXA Germany launched an initiative in 
2011 whereby managers can allocate extra benefits 
for employees that have shown a significant effort.

The employees may select a reward of their choice in 
a catalogue of presents with various price categories. 
In AXA Asia, as part of employee engagement pro-
grams, the region implemented a number of “Reward 
& Recognition” programs that aim to drive a customer 
centric culture, develop a performance culture where 
employees can gain satisfaction through due recogni-
tion, and acknowledge and recognize employees’ key 
life-event changes. 

RemunerationRemuneration

“Following the 
2011 ‘Shareplan 

Program’, 
AXA’s employees 

hold 7.34% of 
the Company’s 

capital”

Compensation policy

Rules governing compensation are designed to ensure 
that pay levels are both competitive with market rates 
and tailored to various individual criteria, which take 
into account not only individual skills and perfor-
mance, but also the team contribution. In all cases, 
performance is assessed based on the extent to 
which objectives have been met. 

As in any company, reward and recognition at AXA 
are key drivers to foster employee engagement and 
to a fulfilling and successful career. Reward and 
recognition at AXA are balanced between tangible 
and intangible elements. Reward is more than just 
pay and benefits, and it covers a large part of the 
work experience with the company. A “Total Reward 
Strategy” has been defined to meet three key criteria: 

1) attract and retain talents from the market, by 
offering competitive packages and differentiating 
high performers; 

2) define fairness as the combination of internal 
equity and meritocracy (for any given job responsibi-
lities, superior performance deserves greater com-
pensation); 

3) the overall compensation costs must be in line 
with our economic performance as compared to the 
market. This is the key to become the “Preferred 
Company” also for our customers and shareholders.

With €7,891 million, AXA’s total compensation ex-
penses are stable on a comparable basis (+0.1% 
compared to 2010) as well as the proportion of fixed 
pay related to wages (+1.0% compared to 2010 on a 
rebaselined perimeter).

Additional benefits

Benefits form a significant part of AXA’s overall em-
ployee value proposition. They can either supplement 
local government provided health and welfare pro-
grams or be the primary source of these benefits in 
some countries. They can also be used to deliver the 
remuneration package in a tax favourable way. 

AXA’s benefits approach is primarily country-driven, 
since employee benefit plans can vary significantly 
between countries due to different levels of social 
benefits provisions and diverse tax and legal regu-
lations. 

However, AXA’s policy is to target benefits coverage 
at the median of the relevant market and encourage 
flexible benefits schemes, as this allows employees 
choose the set of benefits they perceive as high-va-
lue. The Group promotes benefits that should include 
some competitive insurance coverage (whose nature 
and type vary by entity depending on local competitive 
and cost considerations) and opportunities to access 
other financial benefits. This helps to raise local awa-
reness of AXA’s risk prevention purpose, our products 
and services and the importance of the customer 
experience. A majority of AXA’s employees enjoy a 
comprehensive supplementary benefits package. In 
all cases, the local minimum requirements are res-
pected and generally exceeded by Group companies. 
Moreover, Group HR offers advisory services in this 
area. The Group also strives to support AXA’s Corpo-
rate Responsibility strategy by providing access to 
responsible investment solutions, wherever possible. 

“Rewards and recognition are key drivers to foster employee 
engagement. Also, the majority of AXA’s

employees enjoy a comprehensive supplementary benefits package”
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Remuneration (open-ended contract only) (e) 2011 2010 (a)

Total annual gross payroll of salaried workforce in Millions e (re-baselined perimeter) (f) 6,582 6,577

Total annual gross payroll of salaried workforce in Millions e (reported perimeter) (f) 7,891 6,917

Total annual gross payroll Europe in Millions e (reported perimeter) (f) 5,319 5,091

Proportion of fixed pay (related to wages) of non-sales force 86% 88%

Proportion of variable pay (related to wages) of non-sales force 14% 12%

Proportion of fixed pay (related to wages) of sales force 64% 66%

Proportion of variable pay (related to wages) of sales force 36% 34%

Total annual gross payroll Americas in Millions e (reported perimeter) (f) 1,657 888

Proportion of fixed pay (related to wages) of non-sales force 56% 80%

Proportion of variable pay (related to wages) of non-sales force 44% 20%

Proportion of fixed pay (related to wages) of sales force 18% 81%

Proportion of variable pay (related to wages) of sales force 82% 19%

Total annual gross payroll Asia / Middle East in Millions e (reported perimeter) (f) 868 901

Proportion of fixed pay (related to wages) of non-sales force 81% 86%

Proportion of variable pay (related to wages) of non-sales force 19% 14%

Proportion of fixed pay (related to wages) of sales force 35% 39%

Proportion of variable pay (related to wages) of sales force 65% 61%

Total annual gross payroll Africa in Millions e (reported perimeter) (f) 48 38

Proportion of fixed pay (related to wages) of non-sales force 84% 81%

Proportion of variable pay (related to wages) of non-sales force 16% 19%

Proportion of fixed pay (related to wages) of sales force 78% 81%

Proportion of variable pay (related to wages) of sales force 22% 19%

e7,891 million 
AXA’s total compensation expenses remains 
stable on comparable basis 

Remuneration

REMUNERATION
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TALENT ATTRACTION AND RETENTION 

Performance management

Since 2005, AXA performs the Organization and Talent 
Review (OTR), a systematic review of the organization 
structure required by its current business and its fu-
ture needs. It also helps to review the team dynamics, 
the talent depth and the talent flow. Moreover, it pro-
vides a picture of the organization challenges and of 
the key positions; it helps identify the potential of the 
key people considering their performance and lead-
ership behaviours; it helps build and share a robust 
and solid “talent pipeline” to ensure the right staffing 
around the globe; and to discuss career paths, devel-
opment plans and prepare the next move, including 
international mobility, for key people. Since 2010, AXA 
also uses the process to review the organization and 
its people from the perspective of its new global busi-
ness lines and their respective areas of expertise. In 
2011, AXA further calibrated the identification and as-
sessment of talents through talent sharing sessions, 
at which cross-entity succession plans for selected 
key positions are shared among the HR community. 

In 2007, a global IT initiative called “People In’” was 
launched in order to bring together and support the 
OTR, Performance Management and Internal Mobility 
processes. During 2011, there were already 62,000 
employees making use of the PeopleSoft platform 
for Performance Management (38,000 employees in 
2010). Also in 2011, the Group also delivered a new 
“AXA 360°” platform for all entities to accelerate 

our leaders’ development through feedback on their 
leadership competencies. 2,000 Executives and Man-
agers went through this process. The tool is available 
in 20 languages.

A standard on performance management has been 
set up. It must be used by each AXA entity to cover 
100% of its employees, at least once a year. This 
ensures that the Group’s performance-based remu-
neration policy and evaluation of training needs runs 
efficiently.

The AXA Leadership Framework defines the competen-
cies expected from our leaders to meet AXA’s chal-
lenges and achieve our ambition. Until recently it was 
only dedicated to senior managers. It has now been 
adjusted for all employees. It addresses their expec-
tations and provides support for their development. 
AXA Leadership Framework is a cornerstone of global 
Talent Management processes. A simplified version 
will be embedded into these processes in 2012. The 
target population is 100% of AXA’s employees.

Training & DevelopmentTraining & Development

LEARNING IS A kEy LEvER,  
enhancing the technical expertise of employees  
and helping them grow as leaders stand among HR  
main objectives

Training 

AXA’s competencies development remains high with 
82.7% of its employees trained at least once during 
the year. The average number of training days per 
employee also remains stable with 2.6 days per year. 
In 2011, more technical trainings were provided to 
non-sales employees whereas managerial trainings 
were reinforced for sales employees. 

AXA promotes a management style that aims at 
empowering employees, in line with the Group’s core 
values of professionalism, innovation, pragmatism, 
team spirit and integrity. Learning is a key lever. 
Enhancing the technical expertise of employees and 
helping them grow as leaders stand among HR main 
objectives. In a challenging and unpredictable busi-
ness environment, talented, engaged and resilient 
people are more than ever vital to AXA’s success. 
High-impact learning and development is therefore 
at the heart of the HR agenda. It provides executives 
and employees with on-going opportunities to improve 
their performance, both through local programs pro-
posed by entities and through more global programs 
delivered by AXA University.

AXA University is a central Learning & Development 
(L&D) structure whose primary objective is to provide 
AXA’s executives a place to network and exchange 
ideas, through well targeted development and com-
petence-building opportunities. AXA University offers 
a high level curriculum thanks to partnerships formed 
with world leading universities and business schools 
such as Wharton, IMD or INSEAD. The offering is 
structured around two central themes: professional 
“colleges” (which build specific technical competen-
cies for professional “families” such as Finance, 
Human Resources or Marketing) and programs dedi-
cated to the development of the leadership of senior 
executives. AXA University also plays a critical part 

in promoting organisational capability and corporate 
culture.

In 2011, the AXA L&D community started to shape a 
common program portfolio across geographies. Dedi-
cated L&D governance, involving L&D representatives 
from the major regions and entities, oversees this 
convergence effort. Programs critical to all are made 
common, while entities retain the ability to address 
any additional local need. Common programs stand on 
3 major pillars: On-boarding, leadership and manage-
ment skills, and technical excellence for transversal 
lines of business. Overall, AXA aims at providing to its 
employees the tools they need for their own develop-
ment journey through the Group strategy, their direct 
operational priorities and their own specific needs of 
improvement.

Local initiatives

Several entities have been rewarded for their involve-
ment in this field. AXA UK won the London Relational 
Large Apprenticeship Employer of the Year and was 
national finalist (over 100 apprentices have completed 
or are completing their apprenticeship). AXA Germany 
won the European Business Awards in the category 
Employer of the Year. It recognizes the firm’s ability 
to inspire and motivate their staff by enabling career 
development, operating equal opportunity schemes 
and understanding the importance of a work-life 
balance. AXA Switzerland also received an award, 
from HR Today, a national journal specialized in HR 
topics which rewarded the entity’s Human Resources 
management. AXA Spain developed a “Career Path” 
approach, formed by different development itineraries 
(Commercial, Actuarial, Underwriting, Bodily Injuries 
Claims, Human Resources, etc.).
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Training & Development 2011 2010 (a)

Number of training days provided (non-sales and sales force, open-ended contract only) 282,571 305,547

percentage of salaried workforce having received at least one training course 82.7% 83.1%

average number of training days per salaried workforce 2.6 2.6

Total number of training days of non-sales force 221,099 228,815

proportion of managerial trainings 15.1% 15.0%

proportion of technical trainings 51.1% 46.1%

proportion of other trainings 33.8% 38.8%

percentage of non-sales force having received at least one training course 80.5% 80.8%

average number of training days per salaried non-sales force 2.5 2.4

Total number of training days of sales force 61,471 76,732

proportion of managerial trainings 6.1% 4.1%

proportion of technical trainings 71.5% 69.6%

proportion of other trainings 22.4% 26.3%

percentage of sales force having received at least one training course 95.1% 96.0%

average number of training days per salaried sales force 3.9 4.5

GROUP OvERvIEw

82.7% 
EMPLOyEES TRAINED  
aXa’s competency development remains high with 
increased number employees being trained at least once 
during the year

TRAINING & DEvELOPMENT 

Local initiatives 

In 2011, AXA Equitable sought to redefine its per-
formance management philosophy. Through a more 
effective performance management, the organization 
gained a better understanding of its talent assets 
and gaps. Its managers assigned more appropriate 
rewards and its employees targeted clearer priorities 
while developing their skills. With an emphasis on 
evaluation of performance based on the “what” to 
achieve as well as on the “how” to achieve it, people 
got accountable to culturally critical behaviors includ-
ing collaborating and communicating. 

AXA Equitable also simplified the leadership frame-
work competencies to make it more intuitive and built 
behavioral examples to make it more assessable 
and relevant to all employees. In addition, new per-
formance management ratings were introduced with 
a shift from a numeric scale to a descriptive scale. 
This promotes clear and meaningful performance 
discussions between managers and employees, and 
fosters consistency with AXA Group’s performance 
management practice. Also in 2011, AXA Asia put in 
place an extensive framework aiming at strengthening 
its talent pipelines through a more structured, robust 
and consistent approach to talent identification, tal-
ent development and career management throughout 
the region.

Monitoring Human Resources risks 

Along the years, AXA developed a full framework 
to identify and measure operational risks that may 
arise from a failure in its organization, systems, 
and resources or from external events. Ensuring an 
adequate mitigation of these risks across the Group 
has been essential to the risk management functions. 

With respect to its employment practices, AXA has 
now defined, and will further strengthen in 2012 it’s 
Human Resources Key Risk Indicators (HR KRI). This 
will help to retain employees, attract top talent, better 
manage employee relations, and contribute to a safer 
and healthier environment for the workforce.

 

IN 2007, A GLObAL IT INITIATIvE CALLED 
“PEOPLE IN” wAS LAUNCHED to support 
performance Management processes in aXa.  
today, almost 62,000 employees make use of it.

Training & DevelopmentTraining & Development
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Training & Development (Asia Pacific & Middle East) 2011 2010 (a)

Number of training days provided (non-sales and sales force, open-ended contract only) 38,219 47,836

percentage of salaried workforce having received at least one training course 83.8% 85.4%

average number of training days per salaried workforce 2.0 2.2

Total number of training days of non-sales force 26,471 30,124

proportion of managerial trainings 19.7% 22.4%

proportion of technical trainings 46.1% 49.2%

proportion of other trainings 34.2% 28.4%

average number of training days per salaried non-sales force 2.2 2.2

Total number of training days of sales force 11,748 17,712

proportion of managerial trainings 0.8% 0.8%

proportion of technical trainings 7.4% 17.3%

proportion of other trainings 91.7% 81.9%

average number of training days per salaried sales force 1.7 2.4

Training & Development (Africa) 2011 2010 (a)

Number of training days provided (non-sales and sales force, open-ended contract only) 20,492 19,899

percentage of workforce having received at least one training course (g) 102.7% 90.3%

average number of training days per salaried workforce 9.5 9.6

Total number of training days of non-sales force 19,932 18,995

proportion of managerial trainings 1.9% 5.1%

proportion of technical trainings 87.8% 83.2%

proportion of other trainings 10.3% 11.7%

average number of training days per salaried non-sales force 10.1 10.1

Total number of training days of sales force 560 904

proportion of managerial trainings 2.7% 90.7%

proportion of technical trainings 89.6% 7.1%

proportion of other trainings 7.7% 2.2%

average number of training days per salaried sales force 3.7 4.8

FOCUS ON ASIA PACIFIC & MIDDLE EAST AND AFRICA

TRAINING & DEvELOPMENT 

Training & Development (Europe) 2011 2010 (a)

Number of training days provided (non-sales and sales force, open-ended contract only) 205,889 211,556

percentage of salaried workforce having received at least one training course 82.0% 83.7%

average number of training days per salaried workforce 2.8 2.8

Total number of training days of non-sales force 156,977 153,833

proportion of managerial trainings 14.8% 15.0%

proportion of technical trainings 46.5% 38.6%

proportion of other trainings 38.7% 46.4%

average number of training days per salaried non-sales force 2.4 2.3

Total number of training days of sales force 48,913 57,724

proportion of managerial trainings 7.4% 3.7%

proportion of technical trainings 86.6% 86.6%

proportion of other trainings 6.0% 9.6%

average number of training days per salaried sales force 5.7 6.3

Training & Development (Americas) 2011 2010 (a)

Number of training days provided (non-sales and sales force, open-ended contract only) 17,971 26,255

percentage of workforce having received at least one training course 81.6% 75.5%

average number of training days per salaried workforce 1.3 1.5

Total number of training days of non-sales force 17,720 25,863

proportion of managerial trainings 25.6% 13.9%

proportion of technical trainings 58.3% 60.2%

proportion of other trainings 16.1% 25.9%

average number of training days per salaried non-sales force 1.6 1.9

Total number of training days of sales force 251 392

proportion of managerial trainings 3.2% 1.3%

proportion of technical trainings 88.0% 77.3%

proportion of other trainings 8.8% 21.4%

average number of training days per salaried sales force 4.5 5.5

FOCUS ON EUROPE AND AMERICAS

TRAINING & DEvELOPMENT 

Training & DevelopmentTraining & Development
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Health and Safety, Absenteeism,  
Employee wellbeing

The total absenteeism rate decreased from 4.9% in 
2010 to 4.8% in 2011. Also the proportion of work-
related accidents decreased from 2.2% in 2010 to 
2.1% in 2011, especially the proportion of work-
related accidents of sales force which dropped from 
5.1% in 2010 to 4.5% in 2011.

Local initiatives

Various local initiatives in this area include for example 
AXA Equitable’s Disease Management program 
which support employees living with a chronic health 
condition. The participants can obtain advice on how 
to follow medical instructions and medication, get 
help measuring and recording vital signs or can ask 
questions to a healthcare professional. A partnership 
has also been signed with an external vendor to 
implement a company-wide voluntary “Wellness 

Program” improving employee health and diet. This 
program has the potential to yield cumulative net 
savings of $2.5 million after 3 years. AXA Singapore 
won the Singapore Health Promotion Board award for 
the quality of its workplace health promotion, which 
includes health-related meetings and cooking and 
exercise classes. One of the main activities conducted 
in 2011 under this program was the “Wellness 
Challenge” which was launched after a company-
wide health screening and fitness test. A series of 
32 exercise classes was held to improve participants’ 
cardio fitness and flexibility. Also AXA Switzerland 
received the “friendly workspace” certification, 
an official label for employer-friendly companies 
in Switzerland. This certification is based on an 
independent audit of the health management strategy. 
AXA Mexico developed lactation rooms for working 
mothers, who also receive extra financial support. 
The entity also offers part-time schedules for seniors 
to enable them to better prepare for retirement. 

“Flexible work life: One of the key HR 
priorities for 2011 was to launch  

an operational framework on flexible 
work life, focusing on developing  

a business rationale, a range of good 
practices, and a supporting toolkit  

for entities implementing components  
of flexible work life”

VII.
wORk TIME & AbSENTEEISM
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work time & Absenteeism 2011 2010 (a)

Average number of working days / year (open-ended contract only) 226.5 226.1

Average number of working hours / week (open-ended contract only) 36.1 35.7

Full-time employee 37.5 37.0

part-time employee 25.0 25.3

Total absenteeism rate (non-sales and sales force, open-ended contract only) 4.8% 4.9%

- proportion of absences due to sickness 73.6% 71.7%

proportion of short term sick absences 79.9% 77.9%

proportion of long term sick absences 20.1% 22.1%

- proportion of absences due to work related accident 2.1% 2.2%

- proportion of absences due to maternity 24.3% 26.1%

Non-sales force absenteeism rate 5.0% 5.2%

- proportion of absences due to sickness 74.6% 73.0%

proportion of short term sick absences 78.9% 77.0%

proportion of long term sick absences 21.1% 23.0%

- proportion of absences due to work related accident 1.8% 1.9%

- proportion of absences due to maternity 23.6% 25.2%

Sales force absenteeism rate 3.4% 3.3%

- proportion of absences due to sickness 65.2% 60.2%

proportion of short term sick absences 89.1% 88.4%

proportion of long term sick absences 10.9% 11.6%

- proportion of absences due to work related accident 4.5% 5.1%

- proportion of absences due to maternity 30.3% 34.7%

Work time & AbsenteeismWork time & Absenteeism

GROUP OvERvIEw

wORk TIME & AbSENTEEISM

AXA Gulf ran a number of monthly initiatives around 
stress management, health & safety, breast cancer 
awareness and healthy lifestyle tips. AXA Portugal 
proposes macrobiotic workshops, yoga classes, 
etc., as well as cholesterol, blood glucose and blood 
pressure screening. 

working time, Overtime, work-life flexibility

The average number of working hours per week in AXA 
was 36.1 hours (35.7 hours in 2010, including part-
time employees) and the average number of working 
days was 226.5 days (226.1 days in 2010). Overtime 
working hours compared to the total number of working 
hours has slightly decreased from 1.8% in 2010 to 
1.6% in 2011. The percentage of part-time employees 
was 12.1% for non-sales force and 2.7% for sales force.

One of the Group’s key HR priorities for 2011 was 
to launch an operational framework on flexible work 
life. This project was co-supervised by Group HR, 
AXA Japan, and a core team comprised of five other 
AXA entities. This project focuses on developing 
a business rationale, a range of good practices, 
and a supporting toolkit for entities implementing 
components of flexible work life.

Local initiatives

Indeed AXA’s local entities have developed various 
programs to improve their employees’ work-life-
balance. AXA Mexico developed “Living in Balance”, 
a programme that aims to balance the employees’ 
personal and work life by implementing tailored 
flexible schedules for employees’ sports, health tips 
and cultural activities for the employees and their 
families and a 24/24h psychological help hotline, as 
well as personal finance courses. For the first time, 
AXA Switzerland organized in 2011 a “kids’ vacation 

week” for the children of employees during summer 
holidays, to relieve their parents during school break. 

The entity also received the “Prix Balance” award for 
being one of the most family-friendly companies in 
the Canton of Zurich. AXA Spain signed a collective 
agreement on working hour reduction for employees 
who need to take care of children under the age 
of 10 years or a person with a physical, psychic or 
sensory Disability who does not perform any paid 
activity. To improve flexibility, AXA Germany offers 
remote work solutions to all its employees, following 
a successful pilot conducted in Berlin in 2010. The 
entity also designed a special holiday program for 
employee’s children, and a parents-child office offers 
the possibility to employees to bring their children 
when the person who usually takes care of them 
is unavailable. AXA Global Direct Italy established 
rules in favour of work-life-balance for call centre 
employees by setting stable working timetables, a 
flexible time entrance, reasonable meeting times and 
a full day off to compensate for half working days on 
Saturdays. In AXA Ireland, 14.5% of the employees 
worked on a part time basis in 2011. In addition 
to the normal legal entitlements, AXA Ireland also 
offered parenting employees extra time off during 
the summer holidays. In AXA Equitable (USA), as part 
of the Women’s Outreach at Work (WOW) Employee 
Resource Group, a Working Parent’s Sub-Committee 
was formed to create a network for working parents 
at AXA Equitable. This group seeks to identify ways 
to share information and resources about being a 
working parent. A few highlights of the work done by 
this committee include sponsorship of “Bring Your 
Children to Work Day” and “National Work and Family 
Month”. At AXA Hong-Kong, every last Friday of the 
month, before each major festival or public holidays, 
employees are invited to leave work early. 
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work time & Absenteeism 2011 2010 (a)

Average number of working days / year (open-ended contract only) 240.9 240.6

Average number of working hours / week (open-ended contract only) 39.6 38.4

Full-time employee 40.0 39.0

part-time employee 23.4 22.7

Total absenteeism rate (non-sales and sales force, open-ended contract only) 3.0% 3.2%

- proportion of absences due to sickness 82.6% 77.9%

proportion of short term sick absences 32.2% 40.4%

proportion of long term sick absences 67.8% 59.6%

- proportion of absences due to work related accident 1.7% 1.9%

- proportion of absences due to maternity 15.7% 20.2%

Non-sales force absenteeism rate 3.1% 3.2%

- proportion of absences due to sickness 83.3% 78.6%

proportion of short term sick absences 32.1% 40.2%

proportion of long term sick absences 67.9% 59.8%

- proportion of absences due to work related accident 1.2% 1.5%

- proportion of absences due to maternity 15.5% 19.9%

Sales force absenteeism rate 1.0% 12.0%

- proportion of absences due to sickness 10.2% 21.3%

proportion of short term sick absences 100.0% 100.0%

proportion of long term sick absences 0.0% 0.0%

- proportion of absences due to work related accident 47.0% 32.4%

- proportion of absences due to maternity 42.8% 46.3%

FOCUS ON AMERICAS

wORk TIME & AbSENTEEISM

work time & Absenteeism 2011 2010 (a)

Average number of working days / year (open-ended contract only) 221.4 219.6

Average number of working hours / week (open-ended contract only) 35.0 34.7

Full-time employee 36.8 36.3

part-time employee 25.0 25.4

Total absenteeism rate (non-sales and sales force, open-ended contract only) 6.1% 6.3%

- proportion of absences due to sickness 74.3% 73.4%

proportion of short term sick absences 84.3% 81.5%

proportion of long term sick absences 15.7% 18.5%

- proportion of absences due to work related accident 2.2% 2.4%

- proportion of absences due to maternity 23.5% 24.3%

Non-sales force absenteeism rate 6.2% 6.5%

- proportion of absences due to sickness 75.3% 74.3%

proportion of short term sick absences 83.8% 80.9%

proportion of long term sick absences 16.2% 19.1%

- proportion of absences due to work related accident 1.9% 2.0%

- proportion of absences due to maternity 22.8% 23.7%

Sales force absenteeism rate 6.0% 5.4%

- proportion of absences due to sickness 67.0% 65.5%

proportion of short term sick absences 88.4% 87.6%

proportion of long term sick absences 11.6% 12.4%

- proportion of absences due to work related accident 4.1% 5.2%

- proportion of absences due to maternity 28.8% 29.3%

FOCUS ON EUROPE

wORk TIME & AbSENTEEISM

Work time & AbsenteeismWork time & Absenteeism
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work time & Absenteeism 2011 2010 (a)

Average number of working days / year (open-ended contract only) 257.0 258.3

Average number of working hours / week (open-ended contract only) 41.8 41.8

Full-time employee 41.8 41.8

part-time employee / 26.6

Total absenteeism rate (non-sales and sales force, open-ended contract only) 3.3% 4.2%

- proportion of absences due to sickness 66.4% 69.1%

proportion of short term sick absences 100.0% 100.0%

proportion of long term sick absences 0.0% 0.0%

- proportion of absences due to work related accident 1.1% 2.9%

- proportion of absences due to maternity 32.5% 27.9%

Non-sales force absenteeism rate 3.2% 4.2%

- proportion of absences due to sickness 65.1% 70.9%

proportion of short term sick absences 100.0% 100.0%

proportion of long term sick absences 0.0% 0.0%

- proportion of absences due to work related accident 1.0% 3.1%

- proportion of absences due to maternity 33.9% 26.0%

Sales force absenteeism rate 4.1% 3.2%

- proportion of absences due to sickness 78.5% 44.7%

proportion of short term sick absences 100.0% 100.0%

proportion of long term sick absences 0.0% 0.0%

- proportion of absences due to work related accident 1.5% 0.0%

- proportion of absences due to maternity 19.9% 55.3 %

FOCUS ON AFRICA

wORk TIME & AbSENTEEISM

work time & Absenteeism 2011 2010 (a)

Average number of working days / year (open-ended contract only) 231.1 233.0

Average number of working hours / week (open-ended contract only) 37.9 37.0

Full-time employee 37.9 37.2

part-time employee 29.1 27.1

Total absenteeism rate (non-sales and sales force, open-ended contract only) 1.4% 2.0%

- proportion of absences due to sickness 50.5% 48.0%

proportion of short term sick absences 96.5% 93.0%

proportion of long term sick absences 3.5% 7.0%

- proportion of absences due to work related accident 1.2% 1.1%

- proportion of absences due to maternity 48.4% 50.9%

Non-sales force absenteeism rate 1.9% 2.6%

- proportion of absences due to sickness 51.6% 51.4%

proportion of short term sick absences 96.1% 92.4%

proportion of long term sick absences 3.9% 7.6%

- proportion of absences due to work related accident 0.7% 0.9%

- proportion of absences due to maternity 47.7% 47.7%

Sales force absenteeism rate 0.5% 0.8%

- proportion of absences due to sickness 42.1% 28.0%

proportion of short term sick absences 100.0% 100.0%

proportion of long term sick absences 0.0% 0.0%

- proportion of absences due to work related accident 4.8% 2.4%

- proportion of absences due to maternity 53.0% 69.6%

FOCUS ON ASIA PACIFIC & MIDDLE EAST

wORk TIME & AbSENTEEISM

Work time & AbsenteeismWork time & Absenteeism
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Employee relations, Collective bargaining 

Effective labour-management communications and 
social dialog pave the way for the stability needed to 
implement the Group’s development strategy. Such 
communications with staff or their representatives 
are therefore organized and conducted by each Group 
on a regular basis. AXA has also set up a European 
Works Council (EWC), whose extensive role goes be-
yond the regulatory requirements in force. The EWC is 
made up of staff representatives from AXA’s largest 
European subsidiaries, who meet in order to receive 
and exchange information on the social, strategic 
and economic issues that concern the Group, and 
maintain an on-going dialog between employees and 
management. 

In June 2009, the Group EWC agreement (available 
on www.axa.com) was renewed for an indefinite term 
starting from December 1, 2009. This renewal takes 
into account the European Directive n°2009 / 38 dated  
May 6, 2009. The initial agreement was concluded be-
fore the European directive on works councils became 
mandatory. In this way, staff rights to be consulted 
and informed were freely agreed on by management 
and employee representatives before the directive’s 
compulsory provisions actually came into effect. AXA 
holds two plenary meetings a year, in combination with 
a preparatory and post-plenary session systematically 
held for debriefing. These plenary meetings are always 
attended by the Chairman of the AXA Management 
Committee. Moreover, the EWC’s bureau, which fea-
tures thirteen representatives, meets monthly. Up to 
50 employee representatives may be present in the 
EWC, which leads smaller affiliates to be adequately 
represented.

The introductory section of the Group EWC agreement 
is based on a number of international benchmark 
documents, such as the UN Declaration of Human 
Rights and the International Labour Organization’s 
standards, as well as AXA’s own set of core values 
and commitments. The agreement’s Appendix also 
contains certain recommendations in case of restruc-
turing, as detailed in the following section.

The majority of the Group’s employees are covered 
by the European Works Council’s framework agree-
ment. Other affiliates outside the scope of the EWC 
have also developed social dialogue agreements, but 
these are not monitored at Group level. More gener-
ally, beyond Europe, the Group strives to ensure that 
employees are fairly represented in all major countries 
where it is present.

In addition to the EWC’s work, numerous collective 
bargaining agreements are signed on a local basis. 
For example, in France, 6 collective agreements have 
been signed throughout 2011. These agreements 
include for example a transition agreement for retire-
ment which enables the implementation, at the end 
of a career, of part time work schedules followed by 
special retirement planning; an agreement on 2010-
2012 recruitment targets; an addendum agreement 
facilitating and protecting the career development 
of employees who choose to become employee rep-
resentatives; or agreements on the employee par-
ticipation mechanism (which includes environmental 
targets), retirement schemes, and 3-years remunera-
tion schemes.

Additional Social Perimeters

26 POINTS
AbOvE THE SECTOR AvERAGE  
Significant improvement of aXa’s score  
within the DowJonesSustainability index
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 AXA will not discriminate against its staff on the 
basis of their gender, race, colour, ethnic origin, ge-
netic form, disabilities, sexual orientation, language, 
religion, personal convictions, union membership or 
political opinions.

In addition, in 2011, AXA achieved a significant mile-
stone with the signature, by the management of 
the Group, UNI Europe Finance and all the French 
representative trade unions, of a major European 
agreement on anticipating changes. This agreement, 
negotiated within the European Works Council, sets 
out a social dialogue approach with the purpose to 
anticipate changes within the sector in order to adapt 
the employees’ skills to future needs and thus to 
preserve employment. 

The agreement enables the definition by the social 
partners of a joint approach to anticipate structural 
changes with a possible impact on the Group’s busi-
nesses. It also confirms the relevance of the European 
level to discuss employment issues at AXA, and is a 
renewed affirmation of the importance of a construc-
tive and permanent social dialogue. In particular, 
social partners are taking the following three main 
commitments: 

 The Group management will regularly inform the 
EWC about strategic changes caused by the European 
macroeconomic environment, as well as about the 
changes in the insurance sector.

 A “European skills and employment observatory” 
is established in order to anticipate the evolution of 
the skills needed within the Group. 

 Measures are taken to preserve the employability 
of the AXA Group’s employees in Europe and to sup-
port employees whose position might be threatened.

According to the EWC, this agreement is unique in the 
insurance sector. It offers significant means to secure 
employees’ positions in Europe. In an uncertain en-
vironment, this strong signal shows the dynamism of 
the social relations within AXA’s EWC, with the aim 
of finding alternative solutions and refusing to accept 
things as inevitable.

Diversity & Inclusion (D&I) 
AXA’s beliefs and commitments

AXA is committed to promoting Diversity and Inclusion 
(D&I) by creating a work environment where all employ-
ees are treated with dignity and respect and where 
individual differences are valued. AXA is committed 
to equal opportunity in all aspects of employment. 
We oppose all forms of unfair or unlawful discrimina-
tion and will not tolerate discrimination based on 
age, race, nationality, ethnic origin, gender, sexual 
orientation, religion, marital status, or disability. AXA 
is dedicated to cultivate a diverse and inclusive envi-
ronment where all employees feel fully engaged and 
included in our business and strategy to become the 
“Preferred Company”. 

Additional Social PerimetersAdditional Social Perimeters

A major complementary agreement on anticipating 
employment changes within European AXA entities 
was signed in 2011. This agreement is detailed below.

Headcount adjustments,  
mobility and related measures  
The conduct of restructuring

The aforementioned Group EWC agreement provides 
a certain number of commitments to employees in the 
event of major organizational changes with impacts 
on jobs. AXA has developed the following principles 
with a view to guiding its various European business 
units in their local management:

 When organizational changes affect jobs, AXA 
pledges to supply relevant information and, as ap-
propriate in light of local cultures and rules, to consult 
with employees and their representatives;

 In connection with this information-gathering and 
consultative process, the data and information pro-
vided by AXA will include possible alternative solutions 
if relevant;

 Factoring in the interests of its employees, clients 
and shareholders, AXA undertakes to maximize any 
opportunities for internal and external redeployments, 
when applicable, for all AXA employees affected by 
possible employment issues;

 AXA will do its utmost to prevent compulsory re-
dundancies and other collective transfers, by pursuing 
other approaches whenever possible. More specifi-
cally, AXA endeavours to: 1) seize the opportunities 
offered by natural headcount attrition to facilitate 
employment issues; 2) make every effort to help 
employees, analyse their skills and career paths and 
offer them training and reassignment opportunities, 
when feasible; 3) give priority to voluntary departures 
and redeployments instead of redundancies and 
other forms of collective transfers; and 4) deal with 
decisions of international transfer of business (for 
example in the case of off-shoring) applying the prin-
ciples of social dialogue explained in this text to the 
European countries involved;

 When geographic mobility is necessary, it must 
be offered as a matter of priority to employees who 
volunteer to move, with this process managed with a 
view to enabling their integration into a new environ-
ment under the best possible conditions;

 AXA pledges to recognize staff representatives and 
uphold their liberty, rights and functions, in line with 
national legislation and, where relevant, agreements 
in force in local business units;

 Aware that training represents a major investment 
both for the Group and for its employees, AXA is com-
mitted to developing a continuous learning culture;

“AXA is the 1st financial services group to have signed  
a European Work Council agreement on anticipating changes  

with social partners”
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Local initiatives: gender

Several Diversity and Inclusion initiatives have been 
implemented in 2011 across the AXA Group in order to 
support gender balance, as part of their D&I policies. 

On this topic, AXA France is regularly asked by the 
government or other corporations to share its meth-
odology and implementation experience. Indeed, 
AXA France is the first French corporation to have ex-
perimented and renewed a special budget (€375,000 
per year) dedicated to fix gender-based pay gaps. In 
addition, training for all sales managers has been 
set up to provide them with the legal framework for 
non-discrimination, and more generally on diversity 
management. AXA IM set up another year-long mentor-
ing programme to support the senior talented women 
identified in the 2011 Talent Management process. 

Also former female mentees, previously mentored 
by Executive Committee members, began mentoring 
high-potential men and women in various locations 
providing all parties with a development and network-
ing opportunity. AXA Corporate Solutions developed 
a gender mentoring program to give the chance to 
participants to be more visible, to get insights into top 
management perspectives and to develop their own 
management style. It has introduced in 2011 for high 
potentials in their first management responsibility. A 
similar initiative has been launched at AXA Germany 
where mentees benefit from their male mentors who 
provide them with advice. Through this program, they 
have the opportunity to share more easily gender-

specific problems and to boost their career. In 2011, 
AXA Belgium continued with the AXA wo-men@work 
award which rewards a CEO, CFO, CIO, COO, or Board 
member, outside of AXA, who is actively promoting 
gender diversity within the senior management of his 
or her company or organization.

AXA Asia Life also conducts a study twice a year to 
capture the gender diversity in the top three layers of 
leadership in the leading Insurance organizations in 
Asia. The latest one, carried in July 2011, demonstrat-
ed AXA Asia Life has a significantly higher percentage 
of “women as leaders” compared to other Life insur-
ance companies in Asia. The last study was carried 
out in December 2011. At AXA Business Services in 
India, the gender balance currently is at 45%, which is 
already above the industry average. The entity created 
a working group to include the staff going on maternity 
to create conducive work environment before, during 
and after maternity. AXA Switzerland continued the 
development of its “Gender-Mentoring” programme 
launched in 2009, whereby Executive Board members 
and senior managers mentored women willing to 
develop their careers, exchange career experiences, 
discuss different life situations, etc. The entity also 
launched a programme to increase the number of 
women in management position in its distribution 
staff. The Group’s head office (GIE) co-developed the 
Financi’Elles network with other companies in order 
to reinforce gender balance at all levels within the 
financial industry. 

AXA IS DEDICATED TO CULTIvATE  
A DIvERSE AND INCLUSIvE ENvIRONMENT 
where all employees feel fully engaged  
and included in our business and strategy  
to become the “preferred company” 

Diversity and Inclusion is tightly linked to AXA’s values 
and culture, based on respect for employees, custom-
ers, and communities around us. A diverse workforce 
helps AXA effectively meet diverse market and cus-
tomer needs globally and locally, as well as improve 
its competitiveness through innovation. It also helps 
attract the most talented people in all populations and 
foster internal morale and employee engagement, as 
well as enhanced people management and optimized 
teamwork. Moreover, it enhances the brand image.

Group-level D&I priorities and governance

In 2011, AXA’s five D&I Priorities were: 1) setting 
a D&I infrastructure; 2) growing D&I competencies 
within AXA; 3) embedding inclusion into AXA Culture 
initiatives; 4) launching gender balance Initiative; and 
5) setting a framework on “Flex Work”. As part of the 
Infrastructure development, the AXA entity D&I leads 
meet monthly to share good practices. The AXA Group 
Advisory Council’s members for 2012 have been re-
scoped to be from the local AXA entity D&I Executive 
Sponsor level, thus engaging more senior level lead-
ers. Additionally, there are local D&I Councils in many 
AXA entities. 

In 2011, there was a significant focus on launch-
ing the gender balance initiatives, through several 
awareness-raising sessions for the AXA Group Execu-
tive Committee, which focused on various dimensions 
of D&I, including a session on unconscious bias and 
inclusive culture and a supported list of actions going 
forward, and a talent review session in 2011 focused 
on the female CEO successors and sponsorship. Ad-
ditionally, the Board of Directors was briefed on AXA’s 
D&I and Gender initiatives.

To further support an inclusive culture in AXA, there 
is an “Inclusion Index” established in the annual em-
ployee survey, based upon 10 questions related to 
D&I. This Inclusion Index is one of the 4 key measures 
used to analyse AXA’s “culture” overall. Also in 2011, 
an online course called “Building an Inclusive Culture 
at AXA” has been developed and piloted. This course 
looks at areas such as unconscious bias, in groups 
and out groups, group think and micro behaviours in 
regards to inclusive culture. It will be available in 9 
languages and rolled out company-wide in 2012.

Additional Social PerimetersAdditional Social Perimeters
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Impact on regional development,  
subcontracting

To the extent that the company’s activities are de-
centralized and their staffs are spread among numer-
ous locations, it generally has no significant direct 
impact on local employment or development in any 
given region. It does not resort to significant levels 
of subcontracting.

However, as a provider of insurance, savings and 
investment services, AXA is an actor of economic 
growth and social development through the support of 
over 100 million clients, local communities and busi-
nesses. Indeed AXA’s business is to protect people 
and businesses, their belongings, their health, their 
savings, their assets over the long run, providing 
peace of mind through uncertainty and support when 
it is most needed. This means designing reliable insur-
ance and investment solutions to meet the needs of 
our customers, managing risks and claims in a profes-
sional way, acting as a major long-term investor, but 
also sharing our business expertise by helping to build 
better understanding of the risks faced by individuals 
and society at large.

Community involvement: social & cultural 
activities, philanthropy, education,  
employee volunteering, social inclusion

AXA’s CR “flagship” theme: Risk Research 
& Education
Protecting its clients from risks and unexpected 
events is at the core of AXA’s purpose. This is why 
AXA is committed to use its skills, resources and 
expertise to build a better understanding of the risks 
faced by individuals and society at large. Through vari-
ous community involvement initiatives, AXA seeks to 
contribute both to the understanding of risk and the 
ways to face them. We act on this approach via differ-
ent projects: the AXA Research Fund, the AXA-CARE 
global partnership, and local risk prevention projects.

In order to align the AXA entities’ community involve-
ment projects, AXA developed in 2011 a set of com-
munity investment guidelines. All entities are required 
to ensure that 20% of their community investment 
projects are aligned with the CR flagship theme of Risk 
Research and Education by year end 2012. Through 
the Group’s annual community investment survey, the 
Group is also able to structure the global community 
investment approach.

AXA Research Fund

Since AXA’s business is based developing knowledge 
of risks, the AXA Research Fund (www.axa-research.
org) was created in 2008 to finance basic research 
contributing to understand and prevent:

 Environmental risks, such as climate-related risks 
and the socio-economic consequences of natural 
disasters

Local initiatives: inclusive culture

AXA IM has designed its D&I programs around some 
key principles like unconscious bias, gender spon-
sorship and supporting gender balance. The key 
principles of unconscious bias will be embedded into 
Manager’s Path, a programme of short, practical 
training sessions designed to develop and enhance 
managers’ people management abilities, and they 
will be integrated into the development plans of all 
High Potentials. The program is designed to raise 
awareness of the effects of body language, spoken 
language, and cultural mores on productivity in the 
workplace. This goes beyond traditional diversity 
training to the next level of leadership: creating a truly 
inclusive workplace. 

AXA Mexico offered diversity courses nation-wide 
with the aim to raise awareness among all employees 
regarding discrimination and exclusion of team mem-
bers, peers, colleagues. AXA Equitable was named 
2011 Diversity Leader by the “Profiles in Diversity” 
journal and received an Honors Award from the As-
sociation of Diversity Council, recognizing the quality 
of the work performed by the Diversity and Inclusion 
Advisory Council (DIAC). The DIAC, in partnership with 
the Office of Diversity and Inclusion, held its second 
annual D&I summit in 2011, bringing together leaders 
from several industries to share D&I best practices 
focused on driving business value.

Local initiatives: employees with disabilities

AXA entities also promote the integration of disabled 
employees. In the French perimeter (where it is legal 
to report this figure), the number of employees with 
disabilities went from 690 in 2010 to 746 in 2011. 

Local initiatives in this area include for example, AXA 
Global Direct Spain, which signed an agreement in 
order to facilitate the integration of employees with 
disabilities into the company and help staff and 
families to know more about legal benefits for people 
with disabilities. AXA Germany signed a specific 
agreement with its Works Council, whereby specific 
facilities accessible for the people with disabilities 
are provided, such as adapted elevators, even floors 
and doorsteps, special rest room facilities and ramps. 
The workspace is modified if an employee needs spe-
cial arrangements due to a personal handicap. AXA 
France’s “Mission Handicap” enables hundreds of em-
ployees to benefit from adapted working schedules, 
transportation and real estate services. These efforts 
also apply to the parents of children with disabilities. 
AXA Thailand was awarded as the “Organization that 
provided contribution for People with disabilities”. This 
award was presented to the local Chief Executive Of-
ficer by the Deputy Minister of the Ministry of Social 
Development and Human Security.
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Risk prevention projects

Most AXA entities support local risk prevention proj-
ects through sponsorship, philanthropy or products 
in the field of road safety, health prevention, climate 
change, accidents at work etc. 

AXA Malaysia launched a “Child Financial Literacy” 
programme to educate children on the concept of 
money, understanding the value of money, developing 
useful money habits and the basics of insurance and 
how it is used for wealth protection. AXA Germany 
launched a “virtual home” online to show what types 
of risks exists in households and how to manage 
them, as well as insurance solutions. AXA Mexico 
supports a program helping the education of nurses. 
After graduation, the nurses return to their local 
communities to promote better health conditions for 
vulnerable populations. AXA Switzerland launched in 
2011 a mobile application to raise children’s aware-
ness on the dangers of noise in traffic. AXA France 
invests annually €4.8 million in various health preven-
tion and road safety projects through its dedicated 
association AXA Prévention. AXA’s MedLA region is 
rolling out across several entities an online prevention 
tool for SMEs. AXA Romania supports parenting ad-
vice for both employees and customers, with themes 
including financial protection. 

Other community involvement initiatives

In addition to the above community involvement initia-
tives that leverage AXA’s risk expertise, other efforts 
towards the community focus on the following areas:

 Volunteering: AXA Hearts in Action. AXA em-
ployees’ worldwide support disadvantaged people 
through “AXA Hearts In Action”, the Group’s employee 
volunteering program. In 2011, 19,800 AXA Hearts In 
Action volunteers around the world made their skills, 
time and generosity available to support more than 
1,200 charities with a view of helping underprivileged 
people. AXA donated more than 38,200 working hours 
to allow employees to volunteer. The themes covered 
by AXA Hearts In Action are selected by employees 
in light of local issues, and include fighting against 
exclusion and helping children in need, people with 
disabilities and victims of natural disasters. 

 Humanitarian aid & Charitable donations. In addi-
tion to the AXA Research Fund, the CARE partnership 
and the investments of working hours for volunteering, 
the AXA Group and local entities invested €17.5 mil-
lion in philanthropic activities in 2011. The themes 
covered included arts & culture, economic develop-
ment, education & youth, emergency relief, the envi-
ronment, health, or social welfare.

“Since its creation, the AXA Research Fund invested 
€68 million to support 300 research teams of 42 nationalities  

in 22 countries”

e23 million 
Distributed by the AXA Research Fund 
to support risk knowledge

 Life risks, such as longevity and long-term care, 
emerging biomedical risks, addictions and at-risk 
behavior

 Socio-economic risks, such as geopolitical, finan-
cial, economic, social and major corporate risks

It will thus foster innovative world-class research 
on those major risks, by providing outstanding re-
searchers with the best possible working conditions, 
contributing to the development of highly competitive 
institutions, and encouraging a living research com-
munity committed to a better understanding of these 
risks. Through this philanthropic initiative, AXA strives 
to share knowledge on risks that are a challenge for 
society and thus nurture public debate on those top-
ics. This is why the outcome of this research is made 
public: AXA does not own any intellectual property 
on the research, and actively helps researchers to 
disseminate their work, via publications and events, 
and builds cooperation on a voluntary basis between 
various experts – including AXA business experts 
– and the researchers supported by AXA. Since its 
creation, the AXA Research Fund invested €68 million 
to support 300 research teams of 42 nationalities in 
22 countries. Funding is granted in accordance with 
the decisions of the AXA Research Fund’s Scientific 
Board, composed of world-renowned researchers 
and AXA representatives. In 2011, 3 research chairs 
were selected, as well as 15 research teams, 41 
post doctoral fellowships (2 years duration) and 29 
doctoral fellowships (3 years) for a total amount of 
€23.3 million.

AXA-CARE Risk Research & Education 
Project

 In 2011, the AXA Group partnered with CARE, an 
international humanitarian NGO, to help vulnerable 
populations better prepare for climate-related risks. 
With this three-year partnership, AXA and CARE have 
chosen to work on two key projects:

 “Where the Rain Falls”, an international research 
project conducted with the United Nations University 
in India, Thailand, Peru and Tanzania. The project aims 
at better understanding the impacts that changes 
in rainfall patterns have on vulnerable populations 
regarding food security and migration, as well as 
helping them address these challenges through ad-
aptation projects. 

 Several programs aimed at raising awareness on 
natural disaster prevention, targeting communities 
that are particularly exposed to this type of risks in 
emerging countries.

 These projects, whose objective is to reduce the 
human and economic impacts of such disasters, are 
implemented in Madagascar, Mali, the Philippines 
and Vietnam.

As part of the CARE partnership, the AXA Group 
donated €1.7 million to CARE, and local AXA entities 
donated €36,000 to local CARE offices to help relief 
operations in Africa. In 2011, with the help of the AXA-
CARE disaster risk reduction programs, hundreds of 
women use new food management methods thanks 
to risk training in Mali, 5,000 mangrove trees have 
been planted in Vietnam, various schools benefited 
from natural disaster education through training and 
simulation exercises in the Philippines.

Additional Social PerimetersAdditional Social Perimeters
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In 2011, the Guide has been partly updated. The cur-
rent version of the Guide is available on the Group’s 
website (www.axa.com). 

In addition, AXA launched a worldwide e-learning ini-
tiative in 2010 covering selected topics in the Guide, 
namely insider trading, corruption, competition law, 
improper gifts and entertainment and Corporate Re-
sponsibility. This initiative is currently being rolled out.

Human rights: Group commitments,  
International Labour Organization (ILO)  
standards and reporting UN Global Compact

In addition to compliance with national law and regula-
tions, AXA joined the United Nations’ Global Compact 
in 2003, formally committing to uphold the following 
two principles for fundamental human rights: 1) Taking 
the steps needed to protect and comply with interna-
tionally proclaimed human rights; 2) Taking the steps 
needed to ensure that they do not knowingly aid or 
abet human rights violations.

AXA also made formal commitments to comply with 
and promote its ten guiding principles in the areas of 
human rights, labour, environment and anticorruption. 
These principles are derived from the Universal Decla-
ration of Human Rights, the International Labour Orga-
nization’s Declaration on Fundamental Principles and 
Rights at Work, the Rio Declaration on Environment 
and Development and the United Nations Convention 
against Corruption. Furthermore, these commitments 
include various principles relating to collective labour 
standards. In this way, the Group’s employment policy 
covers several aspects, such as equal opportunities 
and freedom of association.

The first chapter of the aforementioned Group Com-
pliance and Ethics Guide refers to the UN Global 
Compact in its founding principles. Both the Compli-
ance Guide and UN Global Compact adhesion are 
applicable to every AXA entity. Procurement guidelines 
also include explicit references to Human Rights 
concerns (below).

Integration of Environmental, social  
and ethical issues in risk management  
and product development

When appropriate or relevant, the Group’s underwrit-
ers and portfolio managers integrate a number of 
emerging environmental and social risks, including 
human rights concerns, as well as more generally 
ethical concerns in their product development pro-
cesses and policies. This is notably undertaken via 
the following initiatives:

 The Group’s Controversial weapons policy (2007) 
prohibits AXA from investing in a companies involved 
in the production of certain weapons (anti personnel 
landmines and cluster bombs). These weapons are 
banned by international conventions on human rights 
grounds. In 2011, the blacklisting was extended to 
other controversial weapons. 

Microinsurance

AXA focuses on microinsurance projects that address 
social exclusion while being breakeven in the long 
term, by enabling vulnerable segments of the popula-
tion to access insurance services. Current initiatives 
include the following:

 France: AXA, in partnership with the Association 
pour le Droit à l’Initiative Economique (which helps 
people excluded from the usual circuits set up their 
own business) and a French mutual insurer, MACIF, 
offers since 2007 basic covers sold at cost. Three 
policies are available: two Comprehensive Business 
Insurance packages for entrepreneurs starting up 
either at home or on dedicated business premises, 
a Motor Policy and a Business Liability offer. The 
average premiums are less than 1 euro per day. As 
the pilot projects revealed an encouraging trend, 
the offer was extended nationwide in early 2009. 
As of 2011, the product is maintained despite slow 

growth. This genuine microinsurance product (not just 
a low cost offer) is relatively unique in a developed 
economy. However, this experience reveals the need 
for more insurance education targeting this segment 
of population.

 India: after a three years investigation, product 
design and partnership phase, AXA microinsurance 
(Personal Accident & Health) products were launched 
in 2009. In 3 years, including a 2009 pilot phase,  
1.7 million lives were insured through dif ferent  
networks of NGOs, community groups or mobile phone 
retail distributors. 

 Mexico: In 2010, AXA’s local entity started offer-
ing the “AXA Contigo” microinsurance card-based 
product (Fire, Assistance, Motor Robbery lump sum 
compensations), as well as the “Tarea microlife” insur-
ance product with scholarships distributed via a local 
partner. These products’ growth remains relatively 
slow to date.

business ethics

In 2006, AXA’s Supervisory Board adopted a new  
version of the AXA Group Compliance and Ethics  
Guide (“the Guide”). The purpose of the Guide is to 
establish Group-wide guidelines and rules to ensure 
that AXA Group companies and employees have a 
common understanding of applicable ethical stan-
dards and conduct business accordingly. The Guide 
covers a variety of matters, including specific rules 
concerning conflicts of interest, transactions involving 
AXA securities and those of its listed subsidiaries, 
confidentiality and control of sensitive information  
as well as record keeping and retention. The Guide 
also seeks to reflect AXA’s values. Most of AXA’s 
principal operating subsidiaries have developed  
ethical guidelines that comply with local regulatory 
and statutory requirements. 

5 countries 
targeted  

to launch  
a Disaster Risk 

Reduction 
program with 

CARE
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 The Group’s recently developed underwriting guide-
lines for P&C commercial lines requires local AXA 
entities to exclude certain sensitive sectors or activi-
ties, and to escalate eventual derogations to Group 
Corporate Responsibility level for further investigation.

 The AXA Group “Policy on business relationships 
involving sanctioned countries and countries identi-
fied as having high levels of corruption or political 
risk” formalises the Group’s policies and procedures 
with respect to business in or with countries that are 
subject to international sanctions or embargoes or 
otherwise identified as high corruption, high political 
risk and / or tax haven jurisdictions. 

 AXA’s reputation risk management framework and 
tools enable AXA to analyse and mitigate the risks 
posed by sensitive business sectors, both in terms 
of investments and insurance;

Responsible procurement 

AXA is a major purchaser of products and services 
for the purpose of its internal operations as well as 
services provided to its policyholders. This significant 
volume of purchases (€11 billion in 2011) opens up 
an additional field of action for the Group in promoting 
Corporate Responsibility (CR). 

The buyers are required to sign a specific Procurement 
code of ethics in addition to the Group Compliance 
& Ethics Guide.

AXA also encourages its suppliers to be socially and 
environmentally responsible and requests from them 
a formal commitment to uphold International Labour 
Organisation principles, through a “CR clause” that 
was implemented in 2006. The clause has first been 
included in AXA’s IT and “General Expenses & Pro-
fessional Services” contracts, and the scope was 
extended to “Insurance Procurement” contracts (re-
lated to customer claims) in 2010. In 2011 the Group 
reached a penetration rate of around 89% of new or 
renewed contracts for IT and “General Expenses & 
Professional Services” and around 87% for “Insurance 
Procurement”. 

In addition, the Group applies social and environmen-
tal criteria to assess supplier performance. These 
criteria enable the Group to improve service quality 
and reduce some supply chain risks. Since 2008, an 
in-depth analysis of the CR performance of 350 local 
or global suppliers was performed by AXA with the 
assistance of a specialized service provider. Based 
on AXA’s CR stakes matrix, suppliers combining high 
or medium risks and high purchase volumes are tar-
geted first. For example, 90 suppliers were assessed 
or re-assessed in 2011. The objective of this analysis 
is to identify the main CR risks and give suppliers a 
tangible incentive to improve their performance. When 
re-assessed, most suppliers have shown significant 
progress (the average score of the suppliers with an 
initial score of 4 / 10 or less has improved from 3.62 
to 4.59 / 10). Specific training sessions are regularly 
organised with buyers to explain the issues involved 
and support them in the process and action plan 
follow-up. 

IX.
APPENDIX

Additional Social Perimeters
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A. AbOUT SOCIAL DATA REPORTING

In accordance with the provisions of the French Com-
mercial Code (Code de Commerce) resulting from the 
New Economic Regulations Act (loi sur les nouvelles 
régulations économiques) adopted in May 2001 and un-
der review in 2011, the following information describes 
the manner in which AXA takes into account the social 
impacts of its activities. Additional information concern-
ing the social policies and practices of the AXA Group 
is available in the Activity and Corporate Responsibility 
Report, on the AXA Group’s website (www.axa.com).

The Social Data Report covers: 1) legal entities (com-
panies and / or organizations) which AXA owns, as of 
December 31, 2011 directly or indirectly with at least 
50% of the capital or voting rights. 2) legal entities 
(companies and / or organizations) which AXA owns, 
as of December 31, 2011 directly or indirectly with at 
least 10% of the capital or voting rights, and has the 
management control independently or acting in mutual 
with a third party, according to the meaning of Article L. 
233-3 of the French Commercial Code. For additional 
information please consult note (a).

In 2011, the SDR process was performed in 321 
entities located in 57 countries, run by 220 local Hu-
man Resources (hereafter HR) correspondents and 
coordinators.

Human capital data and statements are subject to 
completion of audit procedures by AXA’s independent 
auditors and are evaluated and ranked by rating agen-
cies (see page 67).

The majority of the following data refer to salaried 
workforce with open-ended contract only, unless shown 
separately. 

All figures are for the year ended at December 31st, 
2011 as well as for December 31st, 2010.

Unless otherwise stated all amounts and financial 
statements are expressed in Euro (€). This report 
takes into account the side effects of FOREX (Foreign 
Exchange). For more detailed exchange rate information 
please refer to the appendix (page 65).

This report includes certain terms and definitions used 
by AXA while analyzing its human capital operations 
which are not necessarily identical to those used by 
other companies. These terms are, therefore, defined 
in the Glossary section of the appendix. Please refer 
to page 70.

Indicator breakdown may not round up to 100% in 
any case due to local reporting restrictions or due to 
mathematical rounding rules. The symbol “ / ” (slash) 
translates with non available indicators (e.g. indicator 
or data point was not available at this time or the entity 
has been added to the reporting perimeter).

Appendix

1982

Les Mutuelles Unies took control of Groupe Drouot 
and, following this transaction, the new Group began 
operating under the name of AXA.

1986

AXA acquired Groupe Présence.

1988

AXA transferred its insurance businesses to Com-
pagnie du Midi which operated under the name of 
AXA Midi and subsequently changed its name to AXA.

1992

AXA acquired a controlling interest in The Equitable 
Companies Incorporated following the demutualiza-
tion of its subsidiary Equitable Life. The Equitable 
Companies Incorporated, based in the United States, 
changed its name in 1999 to AXA Financial, Inc. (“AXA 
Financial”).

1995

AXA acquired a majority interest in National Mutual 
Holdings following its demutualization. National Mutu-
al Holdings, based in Australia, subsequently changed 
its name to AXA Asia Pacific Holdings Ltd.

1997

AXA merged with its French competitor Compagnie 
UAP. This transaction enabled AXA to significantly 
increase its size and reinforce its strategic position in 
a number of important markets, particularly in Europe.

1998-1999

AXA purchased the minority interest in its subsidiary 
AXA Royale Belge and, in 1999, AXA acquired Guard-
ian Royal Exchange in Great Britain through its sub-
sidiary Sun Life & Provincial Holdings (“SLPH”). The 
Guardian Royal Exchange acquisition allowed AXA to 
further strengthen its positions in both the United 
Kingdom and Germany.

2000

AXA (i) acquired a majority interest in a Japanese life 
insurance company, Nippon Dantaï Life Insurance 
Company, through a new Japanese holding company, 
AXA Nichidan, (ii) increased its interest in SLPH from 
56.3% to 100%, (iii) sold its interest in Donaldson 
Lufkin & Jenrette (“DLJ”) to Credit Suisse Group, (iv) 
acquired Sanford C. Bernstein through its US asset 
management subsidiary Alliance Capital (which sub-
sequently changed its name to AllianceBernstein), 
and (v) acquired the minority interest in AXA Financial, 
which is now a 100% owned subsidiary of AXA.

b. INFORMATION ON THE COMPANy  
History and development

AXA is a French “Société Anonyme” (a form of limited liability company) existing under the laws of France.  
The Company’s registered office is located at 25 avenue Matignon, 75008 Paris, France and its telephone 
number is +33 (0) 1 40 75 57 00. AXA was incorporated in 1957 but the origin of its activities goes back to 1852. 
The Company’s corporate existence will continue, subject to dissolution or prolongation, until December 
31, 2059. The Company’s number in the Paris Trade Registry is 572 093 920.
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2001-2002

AXA acquired a banking platform in France, Banque 
Directe. AXA also continued to streamline its portfolio 
of businesses, selling its Health business in Australia 
and insurance operations in Austria and Hungary, and 
reorganizing its reinsurance business.

2003

AXA sold all its activities in Argentina and Brazil.

2004

AXA acquired the American insurance group MONY, 
which increased its life insurance distribution ca-
pacity in the United States by approximately 25%. 
In addition, AXA sold (i) its insurance activities in 
Uruguay (AXA Seguros Uruguay) thereby finalizing its 
disengagement from South America, (ii) its Dutch 
insurance broking operations (Unirobe), (iii) its Dutch 
Health insurance operations, and (iv) its mortgage 
lending activities in Germany (AXA Bausparkasse AG).

2005

FINAXA, a listed holding company that was AXA’s 
principal shareholder, merged into AXA. Prior to the 
merger, FINAXA owned the “AXA” brand which, upon 
consummation of the merger, became the property of 
AXA. This merger resulted in a simplification of AXA’s 
shareholding structure and an increase in the propor-
tion of its publicly traded shares.

2006

AXA acquired the Winterthur Group, which was then 
active in 17 countries and served approximately  
13 million clients worldwide. This operation gave AXA 
the opportunity to strengthen its leading position in 
several European markets and to increase its pres-
ence in a number of high growth markets including in 
Central and Eastern Europe and Asia. During 2006, 
AXA also acquired (i) Citadel in Canada, (ii) Thinc Des-
tini (subsequently renamed Thinc Group) in the United 
Kingdom, and (iii) MLC Hong Kong and Indonesia via 
its subsidiary AXA Asia Pacific Holdings. In addition, in 
December, AXA completed the sale of AXA RE’s (now 
named “Colisée RE”) reinsurance business.

2007

AXA (i) acquired a 90% stake in Kyobo Auto (now 
called “AXA General Insurance”) which has a leading 
position in the South Korean Motor direct insurance 
market, (ii) established a joint-venture in the Ukrainian 
P&C insurance market with UkrSibbank (the Ukrainian 
banking subsidiary of BNP Paribas) and subsequently 
acquired (together with UkrSibbank) 99% of the share 
capital of Vesko, Ukraine’s 6th largest P&C insurer, (iii) 
completed the sale of its principal Dutch operations, 
comprising 100% of AXA Netherlands, Winterthur 
Netherlands and DBV Netherlands, and (iv) finalized a 
long-term partnership agreement with the Italian bank 
BMPS for the distribution of life, non-life and pension 
business in Italy.

AXA originated from several French  
regional mutual insurance companies, known collectively as  

“les Mutuelles Unies”.
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2008

AXA (i) completed the acquisition of 36.7% of the 
share capital of RESO, Russia’s 2nd largest P&C in-
surer (June), (ii) completed the acquisition of Seguros 
ING (subsequently renamed “AXA Seguros, SA de 
Compañia de Valores”), the 3rd largest Mexican insurer 
with leading positions in key markets such as Motor or 
Health and also active on the Life market (July), and 
(iii) acquired OYAK’s 50% share in AXA OYAK, Turkey’s 
1st largest P&C insurer (August).

2009

AXA strengthened its position in Central and Eastern 
Europe with the acquisition of minority interests held 
by the European Bank for Reconstruction and Devel-
opment (EBRD) in AXA’s Hungarian, Czech and Polish 
subsidiaries.

2010

AXA voluntarily delisted from the New York Stock 
Exchange in March and deregistered with the SEC in 
June. Since its NYSE delisting, AXA’s ADS have been 
traded on the U.S. over-the-counter market and are 
quoted on the OTC QX platform under the symbol AXA-
HY. In April, AXA’s Shareholders’ Meeting approved 
the change of the Company’s corporate governance 
structure from a dual board structure (Supervisory 
Board and Management Board) to a unitary board 
structure (Board of Directors). Finally, in September, 
AXA UK sold to Resolution Ltd its traditional life and 
pensions businesses, its IFA protection and corporate 
pension businesses, and its annuity businesses for 
consideration of £2.75 billion. 

2011

Significant changes  
in the reporting perimeter

On November 15, 2010, AXA announced a joint pro-
posal with Australian Mutual Provident Society (AMP) 
to AXA Asia Pacific Holdings’ (APH) whereby AXA dis-
pose of its 54% stake in AXA APH to AMP and acquire 
AXA APH Asian operations. 

On April 1, 2011, after receiving the various share-
holders’ approval, court approvals and regulatory 
approvals in Australia and New Zealand as well as 
regulatory approvals in Asia, AXA announced that it 
has successfully completed the AXA APH transaction. 

On March 11, 2011, AXA announced the sale of 
15.6% stake in Taikang Life. 

On May 31, 2011, AXA announced that it has agreed 
to sell its Canadian operations in Property & Casualty 
and Life & Savings insurance. 

On December 20, 2011, AXA announced that it has 
signed and closed the sale of Denplan to Simplyhealth 
Group Limited.
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ALGERIA (Africa)

ipa algérie
aXa Développement algérie
aXa assurance algérie Dommage
aXa assurance algérie Vie

ARGENTINA (Americas)

allianceBernstein argentina
aXa assistance argentina

AUSTRALIA (Asia Pacific / Middle East)

allianceBernstein australia
aXa asia pacific Holdings
aXa assistance australia
aXa australia
aXa corporate Solutions 
assurance
aXa Rosenberg Sydney
aXa tech australia
ipac Group Sce
Monitor Money
tynan Mackenzie

AUSTRIA (Europe)

aXa private equity austria

AzERbAIjAN (Asia Pacific / Middle East)

MBaSK insurance open Joint 
Stock

bAHRAIN (Asia Pacific / Middle East)

aXa insurance (Gulf) Bahrain
allianceBernstein Bahrain

bELGIUM (Europe)

aXa art Benelux
aXa Bank europe
aXa Belgium
auto club assist Sa
aXa Holdings Belgium
aXa iM Benelux
aXa ReiM Benelux
eMFa consulting Sa
Gie aXa tech Belgium
i.S.c.c.
ipa Benelux
l’ardenne prévoyante
Services and consulting Sa
S&c
transga Sa
tatV
ViaXiS

bRAzIL (Americas)

ipa Brazil
allianceBernstein Brazil

CAMEROUN (Africa) 

aXa assurances cameroun

CANADA (Americas)

allianceBernstein canada
aXa assistance canada
aXa assurances canada
aXa canada Holding
aXa General insurance canada
aXa insurance canada
aXa pacific insurance canada
aXa Rosenberg canada
Services Fin. aXa assurance 

CHILE (Americas)

aXa assistance chile

CHINA (Asia Pacific / Middle East)

aXa (GZ) Development centre
aXa assistance china
aXa Bureau de représentation 
(Bao Min)
aXa GRBM
aXa SpDB iM ltd
Matrix Risk consult. Shangaï
Winterthur insurance (asia) lt

COLOMbIA (Americas)

aXa assistance columbia

CzECH REPUbLIC (Europe)

aXa assistance czech Republic
aXa investicni spolecnost
aXa penzijni fond
aXa Bank europe
aXa ceska republika
aXa pojištovna
aXa zivotni pojistovna 

FRANCE (Europe)

aDHap
allianceBernstein France
avanssur / Direct assurance
aXa art France
aXa assistance France
aXa assur polynésie Française
aXa assur Nouvelle calédonie
aXa Banque
aXa caraïbes
aXa corporate Solutions France

C. LIST OF ENTITIES*

* list of entities in 2010 and / or 2011 reporting perimeter.
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aXa France
aXa Global life
aXa Global p&c
aXa Group Solutions France
aXa Group Solutions France Sa
aXa iM iF
aXa iM paris
aXa iM private equity
aXa investment Managers
aXa lM paris
aXa Millésimes
aXa ReiM France
aXa ReiM Sa
aXa tech Sevices SaS
cours legendre
DoMiSeRVe
DoMiSeRVe + 
eMc paris
Gie aXa
Gie aXa tech France
logement Français
Monvoisin
Mutuelle St christophe
pluridis
protection Juridique
Sogarep
truck assistance international 
Services (tai)

GAbON (Africa)

aXa assurances Gabon

GERMANy (Europe)

allianceBernstein Germany
aXa art Versicherung aG
aXa assistance Germany
aXa Bank aG
aXa corporate Solutions De
aXa customer care GmbH
aXa Group Solutions Germany
aXa iM Deutschland
aXa Konzern aG
aXa Krankenversicherung aG
aXa lebensversicherung aG
aXa logistic Services GmbH
aXa Merkens Fonds
aXa pe Germany
aXa ReiM Deutschland
aXa Schaden experten GmbH
aXa tech Germany
Deutsche Ärzteversicherung aG
inter partner assistance Service 
GmbH
DBV-Winterthur Holding aG
DBV-Winterthur Rechtsschutz-
Schadenservice GmbH
DBV-Winterthur Service GmbH
lucramount aG
Win Health consulting GmbH

GREECE (Europe)

aXa assistance Greece Sa
aXa insurance S.a. Greece
inter patner assistance Greece

HONG kONG (Asia Pacific / Middle East)

allianceBernstein HK
aXa china Region Regional office
aXa china Region Shared
aXa china Region HK
aXa corporate Solutions HK
aXa General insurance HK
aXa iM asia
aXa Rosenberg Hong Kong
aXa tech HK
aXa Wealth Management
integrity Financial advice
integrity indpt Risk & Fin Solutions
integrity partnership limited
ipa Hong Kong
ipac HK

HUNGARy (Europe)

aXa Bank Hungary
aXa Hungary investment Managmt
aXa Hungary
aXa insurance company
aXa ReiM central europe
aXa Service company

INDIA (Asia Pacific / Middle East)

allianceBernstein india
aXa assistance india private
aXa Group Solutions india
aXa tech india
Bharti aXa investment
Business Services
Matrix Risk consultants india
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INDONESIA (Asia Pacific / Middle East)

aXa asset Mgmt indonesia
aXa Financial indonesia
aXa life indonesia
aXa Services indonesia
pt asuransi aXa indonesia

IRELAND (Europe)

aXa assistance ireland
aXa Global Distributors
aXa ireland
aXa life europe
aXa MpS Financial
aXa travel insurance

ITALy (Europe)

allianceBernstein italy
aXa art italy
aXa assicurazioni
aXa corp. Sol. Ser. italY
aXa corporate Solutions italy
aXa iM italy
aXa interlife Spa
aXa life europe (it)
aXa MpS ass. Danni
aXa MpS ass.Vita
aXa pe italy
aXa ReiM italy
ipa italy
Quixa

IvORy COAST (Africa)

aXa assurances cote d’ivoire

jAPAN (Asia Pacific / Middle East)

allianceBernstein Japan
aXa assistance Japan KK
aXa Direct Japan
aXa life Japan
aXa ReiM Japan
aXa Rosenberg tokyo
aXa tech Japan
Nextia life insurance

kOREA (Asia Pacific / Middle East)

allianceBernstein Korea
aXa Direct Korea
Kyobo aXa investment Managers

LEbANON (Asia Pacific / Middle East)

aXa Middle east

LUXEMbOURG (Europe)

allianceBernstein lux
aXa Funds Management 
luxembourg
aXa luxembourg Sa

MALAySIA (Asia Pacific / Middle East)

aXa aFFiN life
aXa affin General insurance 

MAURITIUS (Asia Pacific / Middle East)

aXa assistance océan indien
Rogers outsourcing

MEXICO (Americas)

allianceBernstein Mexico
aXa assistance Mexico
aXa Fianzas S.a. de c.V
aXa Salud S.a. de c.V.
aXa Seguros S.a. de c.V.

MOROCCO (Africa)

aXa assistance Morocco
acReD
aXa assurance Maroc
avanssur Maroc
aXa France iaRD Maroc
aXa France Vie Maroc
aXa assistance Morocco Service
aXa tech Marocco

NETHERLANDS (Europe)

allianceBernstein Holland
aXa iM Benelux
aXa ReiM Utrecht

NEw zEALAND  
(Asia Pacific / Middle East)

aXa New Zealand
allianceBernstein NZ
Spicers pM

OMAN (Asia Pacific / Middle East)

aXa insurance (Gulf) oman

PANAMA (Americas)

aXa assistance panama
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PHILIPPINES (Asia Pacific / Middle East)

aXa philippines

POLAND (Europe)

aXa Bank europe S.a.
aXa Direct - poland
aXa p.t.e.S.a. 
aXa polska Sa
aXa t.U.S.a. 
aXa tFi S.a. 
aXa Z.t.U.S.a. 
inter partner assistance polska

PORTUGAL (Europe)

aXa assistance portugal
aXa centro De Servicos
aXa Group Solutions aeie
aXa life europe portugal
aXa Medla it & local Supp Serv
aXa Mediterranean Systems-port
aXa prt companhia
aXa ReiM portugal
cepres central
Direct Seguros portugal
ipa portugal
itMeD
Mediterranean Svces

QATAR (Asia Pacific / Middle East)

aXa iM Qatar
aXa insurance(Gulf) Qatar

ROMANIA (Europe)

aXa asigurari

SAUDI ARAbIA  
(Asia Pacific / Middle East)

aXa insurance
aXa cooperative insurance 
company

SENEGAL (Africa)

aXa assurances Sénégal

SERbIA (Europe)

aXa Usluge aD
aXa Neživotno
aXa Zivotno

SINGAPORE (Asia Pacific / Middle East)

allianceBernstein Singapore
aXa asia Regional center
aXa assistance Singapore
aXa corporate Solutions Singap
aXa Financial Sces Singapore
aXa HealtHcaRe MaNaGeMeNt
aXa insurance Singapore pte lt
aXa life Singapore
aXa pe asia
aXa ReiM Singapore
aXa Rosenberg Singapore
ipac Singapore

SLOvAkIA (Europe)

aXa Bank europe
aXa d.d.s. 
aXa investicni spolecnost
aXa pojišťovna 
aXa Services Slovakia
aXa zivotni pojistovna Slovak

SOUTH AFRICA (Africa)

allianceBernstein South africa
icaS Southern africa

SPAIN (Europe)

allianceBernstein Spain
aSeGUR
asesores hilo
aXa art Spain
aXa asesores
aXa aurora Vida
aXa corporate Solutions Spain
aXa ibercapital
aXa iM Spain
aXa MeD. Holding
aXa Mediterranean Systems, aeie
aXa pensiones
aXa Regional Services SaU
aXa ReiM iberica
aXa Seguros Generales
aXa tech Med region
aXa Vida
aXa Winterthur Salud
Direct Seguros Spain
Fundacion aXa Winterthur
Hogar Soluciones 2012
inter patner assistance  
Servicios, S.a.
ipa Spain
luris Gestion S.a.
Mediterranean Svces
Medla it & local support Serv.
puntos azules
Wip
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SwEDEN (Europe)

aXa ReiM Scandinavia
allianceBernstein

SwITzERLAND (Europe)

allianceBernstein Switzerland
aXa art Switzerland
aXa Bank europe Swiss Br.
aXa corporate Solutions Swit.
aXa Group Solutions Swi
aXa iM Switzerland aG
aXa liabilities Manager cH
aXa private equity Switzerland
aXa tech Switzerland
aXa Versicherungen aG
ipa Switzerland
lehr- und Versuchswerkstätte der 
Winterthur
Winterthur-aRaG 
Rechtsschutzversicherungs-
Gesellschaft

TAIwAN (Asia Pacific / Middle East)

aXa china Region limited taiwan 
Representative office
ipa taiwan
allianceBernstein taiwan
ipac taiwan

THAILAND (Asia Pacific / Middle East)

aXa assistance thailand
ipa thailand 

TURkEy (Europe)

ipa turkey
AXA SİGORTA A.Ş.
AXA HAYAT SİGORTA A.Ş.

UkRAINE (Europe)

aXa Ukraine 
aXa insurance 

UNITED ARAb EMIRATES  
(Asia Pacific / Middle East)

aXa insurance (Gulf) Dubai
a.S.c. FZ-llc (Dubai FZ)
Kanoo Group - insurance agents
the Kanoo Group Sharjah Branch
the Kanoo Group (Jebel ali FZ)

UNITED kINGDOM (Europe)

allianceBernstein UK
aXa art UK
aXa assistance UK
aXa corporate Sol. UK
aXa Framlington
aXa Group Solutions UK
aXa icaS
aXa iM ltd
aXa insurance UK
aXa isle of Man
aXa life
aXa lM UK

aXa pe UK
aXa ppp Healthcare
aXa Rosenberg UK
aXa tech UK
aXa UK Holding
Bluefin advisory Ser. limited
Bluefin insurance Services lim
Denplan
essential Health care
Helix UK limited
Knight law
Knight Rehabilitation Services
Secure Health
SiMS claims Services
Supplier & incident Management
Swiftcover
thinc Group
the Health insurance Group
Winterthur life UK

UNITED STATES (Americas)

allianceBernstein USa
aXa advisors
aXa art US
aXa assistance USa
aXa equitable
aXa iM USa
aXa lM New York
aXa pe US
aXa ReiM US llc
aXa Rosenberg Global Serv
aXa Rosenberg US
aXa tech USa
Barr Rosenberg Research c.
Matrix Rc USa
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D. EXCHANGE RATE INFORMATION

ER (Exchange Rate) 

AR (Average Rate) 2011 CR (Closing Rate) 2010

For e1 For e1

algeria Dinars (DZD) 101.63 99.83

argentina pesos (aRS) 5.72 5.33

australia Dollars (aUD) 1.36 1.31

azerbadjan Manat (aZN) 1.02* 1.07

Bahrain Dinars (BHD) 0.49* 0.51

Brazil Reais (BRl) 2.34 2.23

cFa Beac Francs (cameroon) (XaF) 648.08 648.09

canada Dollars (caD) 1.38 1.33

chile pesos (clp) 675.18 627.78

china Yuan Renminbi (cNY) 8.99 8.84

colombia pesos (cop) 2,568.90 2,575.79

cFa Bceao Francs (ivory cost) (XoF) 648.09 655.96

czech Republic Koruny (cZK) 24.27 25.09

cFa Beac Francs (Gabon) (XaF) 648.08 648.09

Hong Kong Dollars (HKD) 10.92 10.43

Hungary Forint (HUF) 273.39 278.35

india Rupees (iNR) 64.16 59.99

indonesia Rupiahs (iDR) 12,113.58 12,087.51

Japan Yen (JpY) 111.73 108.81

lebanon pounds (lBp) 1,949.07* 2,013.64

Malaysia Ringgits (MYR) 4.27 4.14

Mauritius Rupees (MUR) 39.83 40.45

Mexico pesos (MXN) 17.18 16.54

Morocco Dirhams (MaD) 11.26 11.19

* indicates closing Rate 2011.
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ER (Exchange Rate) 
AR (Average Rate) 2011 CR (Closing Rate) 2010

For e1 For e1

comptoirs Français du pacifique Francs  
(New caledonia) (XpF)

119.33* 119.33

New Zealand Dollars (NZD) 1.77 1.72

oman Rials (oMR) 0.50* 0.52

panama, Balboa (paB) 1.30* 1.34

philippines pesos (pHp) 60.29 58.77

poland Zlotych (plN) 4.07 3.96

Qatar Riyals (QaR) 4.72* 4.88

Romanian leu (RoN) 4.22 4.24

Saudi arabia Riyals (SaR) 4.86* 5.03

cFa Bceao Francs (Senegal) (XoF) 648.09 655.96

Serbia Dinar (RSD) 104.49* 105.76

Singapore Dollars (SGD) 1.75 1.72

South africa Rand (ZaR) 10.47* 8.83

South Korea Won (KRW) 1,550.19 1,522.53

Sweden Kronor (SeK) 9.06 9.02

Switzerland Francs (cHF) 1.22 1.25

taiwan New Dollars (tWD) 40.93 39.11

thailand Baht (tHB) 42.41 40.44

turkey lira (tRY) 2.34 2.06

Ukraine Hryvna (UaH) 11.10 10.69

United arab emirates Dirham (aeD) 4.76* 4.92

United Kingdom pounds (GBp) 0.87 0.86

United States Dollars (USD) 1.40 1.34

* indicates closing Rate 2011.
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Social Data Reporting Process

The SDR process is performed on AXA’s global HRIS 
(Human Resources Information System) “People IN” 
(Peoplesoft v10). The data collection and consolidation 
is achieved through the central Group HR team and a 
network of local correspondents within the entities. 

The following stakeholders play key roles in the 
process and approach of the SDR: 
(1) Group HR central Metrics and Business Analysis 
team (process owner), 
(2) SDR correspondents and coordinators (who 
report consolidated data for their legal entities), 
(3) entit ies Information Technology & Human 
Resources administrators (accountable for the 
employee data collection and connection to “People 
IN”, who help their SDR correspondents to understand 
individual employee data and the “People IN” structure 
and mappings), 
(4) AXA Group Solutions (AGS) / “People IN” central 
team (which provides the platform and supports all 
other stakeholders on technical questions), 
(5) Human Resources Directors (who mobilize their 
local networks and validate and explain their entities’ 
data prior to the disclosure), 
(6) other corporate partners such as Group Legal 
(which provides legal support for indicators definition), 
Group PBRC (Plan Budgets Results Central) which 
supports and overviews the accuracy of the process 
and Group Marketing which feeds the SDR with 
specific indicators that are not collected at Human 
Resources level, such as number of distributors, and
(7) PricewaterhouseCoopers which performs audits 
with regard to the legal compliance as well as the data 
quality and reliability. 

The process is a full year process starting with 
the campaign preparation, data gathering, data 
verification and consolidation, data submission and 
communication, campaign debrief and improvements 
set up. Specific SDR training sessions are delivered 
to all entities. Both the Group and the entities benefit 
from specific data quality tools on the system in order 
to check the quality and consistency of the data 
reported as well as individual data on local levels. 

Social reporting certification, Evaluation 
and Ratings

PricewaterhouseCoopers Audit, one of AXA SA’s 
Statutory Auditors, reviewed the social reporting 
process, as well as the data and collection processes 
of 10 entities (6 in Europe, 2 in Asia, 2 in North 
America). 

The Group’s social, societal and communit y 
performance is also evaluated by many players, 
including rating agencies serving the research needs 
of the socially responsible investment (SRI) market. 
The Group is ranked above average in its industry 
and is also included in the three main international 
ethical indexes: DJSI (based on research by SAM), 
FTSE4GOOD (based on research by Eiris) and Aspi 
Eurozone (Vigeo). The Group’s SRI ratings are 
disclosed on www.axa.com/en/responsibility/sri. In 
particular, AXA’s “social” ratings according to the main 
SRI rating agencies were as follows:

 SAM (November 2011): 63% (vs. sector average 
of 39%)

 Vigeo (April 2010): 51%, with a positive sector 
rating. 

E. PROCESS INFORMATION,  
REPORTING CERTIFICATION & RATINGS

D. EXCHANGE RATE INFORMATION
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This is a free translation into English of the Statutory 
Auditor’s review repor t issued in French and 
is provided solely for the convenience of English 
speaking readers. The review report should be read 
in conjunction with, and construed in accordance 
with, French law and professional auditing standards 
applicable in France.

Further to your request and within our capacity as the 
Statutory Auditor of AXA, we have carried out work 
for the purpose of enabling us to express moderate 
assurance on a selection of social indicators published 
in AXA’s 2011 Activity and Corporate Responsibility 
Report.

The following social indicators were selected for the 
purposes of review:

  Workforces:
 −  Average FTE (Full Time Equivalent) of temporary 

non salaried staff
 −  Total number of salaried non-sales force as of 

31st December
 −  Total number of salaried sales force as of  

31st December
 −  Total number of part-time salaried non-sales 

force as of 31st December
 −  Average age of salaried non-sales force
 −  Average seniority of salaried non-sales force

  Training
 −  Average number of training days per salaried 

non-sales force

  Workforce dynamics
 −  Total number of salaried non-sales force external 

recruitments with an open-ended contract
 −  Total number of resignations of salaried non-

sales force – under open-ended contract 
 −  To t a l  i nd i v i dua l  d ismissa ls  and mass 

redundancies of salaried non-sales force – under 
open-ended contract

  Compensation
 −  Annual gross wage bill of salaried non-sales force
 −  Annual wage bill of gross individual fixed pays of 

all salaried

  Labour relations
 − Total absenteeism rate salaried workforce

These social indicators are prepared under the 
responsibility of the AXA Group Human Resources 
– Strategy, Metrics and Execution Department - HR 
Business Analysis, in accordance with the Group’s 
2011 social reporting protocol used by AXA entities 
and available from the two departments listed above.
Our responsibility is to provide our conclusion on 
these indicators based on our work.

Nature and scope of our work
We performed our work according to the ISEA 3000 
standard, and in accordance with the professional 
standards applicable in France. We carried out the 
procedures described below to obtain moderate 
assurance that no irregularities exist with regard to 
the selected social indicators. We did not perform 
all of the procedures required to obtain reasonable 
assurance (a higher level of assurance).

 We reviewed the reporting procedures used by 
the Group in the light of their relevance, reliability, 
objectivity and understandability.
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 At Group-level, we performed analytical procedures 
and verified, on a test basis, that the data used  
to produce the social indicators had been correctly 
calculated and consolidated. This work involved,  
in par ticular, interviews with the persons from  
the AXA Group Human Resources – Strategy, Metrics 
and Execution Department responsible for compil-
ing and applying the procedures and consolidating  
the data.

 We selected a sample of entities, as follows:  
AXA Assicurazioni, Italy, AXA Seguros Mexico, Mexico, 
AXA Sigorta, Turkey, AXA IM, France, AXA China 
Region, HK, AXA Equitable, USA, AXA Versicherungen 
AG, Switzerland, AXA Life Insurance Japan, Japan, 
AXA Belgium, Belgium, AXA Insurance UK, UK
 
This selection was made on the basis of quantitative 
and qualitative criteria applied to the indicators.
 

With regard to the selected entities:

 we checked that the procedures had been properly 
understood and correctly implemented on the basis of 
interviews with the persons responsible for preparing 
the data;

 we performed in-depth checks on a test basis to 
verify the calculations and reconcile the data with the 
supporting documents.

The contribution of these entities to the Group’s 
consolidated indicators represents 28% of the 
workforces of the Group for the social indicators.

Conclusion
Based on our work, no material irregularities came 
to light causing us to believe that social indicators 
reviewed comply, in all material respects, with the 
Group’s 2011 social reporting protocol.

Neuilly-sur Seine, March 06, 2012
 
 
 Statutory Auditor Partner in charge of the Sustainable Development
 PricewaterhouseCoopers Audit Department of PricewaterhouseCoopers Advisory
 

 Michel Laforce Sylvain Lambert

AXA REvIEw REPORT  
FROM ONE OF THE STATUTORy AUDITORS 

On a selection of social indicators published in the AXA Group’s 2011 activity and corporate responsibility  
report.
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Section “Headcounts and profile of 
employees”

Salaried non-sales force / Executives: 
president & Vice president – executives and Senior 
managers who determine and communicate policy and 
may direct or coordinate functions – with 800 HaY 
points and over. only those on payroll with open-ended 
contract are counted. 

Salaried non-sales force / Managers: 
Salaried workforce in a people management position, 
having at least one person as direct report, with no 
ability to sell insurances and services. this workforce 
category does not take into account sales managers, 
having the ability to sell products and services; these 
people are reported under the Salaried Sales Force 
category. only those on payroll with open-ended 
contract are counted.

Salaried non-sales force / Experts and Staff: 
Salaried workforce other than executives and managers 
– excluding salaried sales force and non salaried 
workforce. only those on payroll with open-ended 
contract are counted.
 
Salaried sales force: 
Salaried sales force that signs a unique employment 
contract with aXa, with the ability to sell insurance 
products and services and earns incentive based on 
sales target / commission. only those on payroll with 
open-ended contract are counted.

70

Distributor: 
exclusive distributors are independent aXa sales 
representatives and have a distribution contract with 
aXa, selling only aXa’s products. He or she is mandated 
by aXa to sell products authorized by aXa. He or she 
is not salaried by aXa. 

Open-ended contract: 
permanent workforce under open-ended employment 
contract with aXa, full time or part time. in case of 
renewable contracts, if they are planned for a long 
period (e.g. 10 years in china) then they should be 
considered as open-ended contract.

Fixed-term contract: 
temporary workforce under a fixed-term employment 
contract with aXa, full time or part time. they are 
salaried employees of aXa, excluding the temporary 
staff under contract with a temporary job agency and 
excluding independent consultants.

Headcount: 
Number of persons.

Full time equivalent (FTE):
Fte is the measure of workload of an employee. Fte 
of 1.0 means that the person is equivalent to full-time 
worker, while Fte of 0.5 signals that the worker is only 
half-time. the Salaried Workforce Full time equivalent 
includes the salaried workforce on payroll excluding (a) 
staff assigned to outsourced functions outside the 
group, (b) staff on paid long tem absences. 

F. GLOSSARy
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Section “workforce movements”

Internal mobility rate: 
Sum of job changes, including promotion and inter-
company entries, during the year, divided by the average 
annual headcount. 

Turnover rate: 
all departures from the aXa Group, including 
resignation, dismissal, retirement, pre-retirement and 
other type of terminations (termination of employment 
for imperious health reasons, death), excluding all 
inter-company departures, excluding end of fixed-term 
contract divided by average annual headcount. 

Section “Remuneration”

Total annual gross payroll: 
the total annual gross payroll includes the individual 
fixed pay, the individual variable pay, employer’s social 
contributions. 

Proportion of variable pay (related to wages): 
total gross bonus linked to individual performance  
(e.g. guaranteed bonus, non guaranteed bonus and 
other premiums / specific payments based on 
individuals’ objectives), including deferred 
compensation, sales force commission and any 
payment made through collective incentive plans linked 
solely to company performance (e.g. profit sharing, 
“intéressement”, “participation” for French entities), 
excluding employer social contributions.

Section “work time and absenteeism”

Average number of working days: 
Number of days an employee works on average per 
year (including part time employees): a workday is 
considered as each day of work outside of vacation 
and public holidays. legal or contractual working length 
is always taken into account. it concerns all salaried 
workforces.

Absenteeism rate: 
Number of days off for work related accident absence, 
maternity absence, sick absence (including long term 
sick absence), divided by the number of days worked 
per year per salaried workforce, multiplied by the 
average Full time equivalent of salaried workforce.
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 Note (a) Perimeter re-baselining: in order to align 
and reconcile with the Group’s Finance department, 
the Social Data Reporting (SDR) perimeter had to 
be re-baselined. Certain entities within the Asian 
perimeter were excluded in 2011 as well as in 2010. 
For additional information see the AXA Reference 
Document 2011: “Table of principal subsidiaries” 
included in part 1.2 as well as Note 3 “Scope of 
consolidation” included in part 4: “Consolidated 
Financial Statement”.

 Note (b) The majority of this decrease is due to 
the disposal of businesses in Australia & New Zealand 
as well as in Canada (74.2% as a proportion on total 
decrease).
 

 Note (c) New indicators defined in 2011.

 Note (d) Salaried workforce that has left AXA 
because of an activity / job transfer to an external 
company or due to disposal of business. The 
employee is no longer under a contract with the  
AXA Group. 

 Note (e) As per the definition of compensation, it 
includes the individual fixed pay, the individual variable 
pay, employer social contribution and collective 
profit sharing (if any) and excludes equity based 
compensation (stock options, performance units, 
performance shares, AXA Miles). All monetary figures 
take into account the side effects of FOREX (FOreign 
EXchange). All amounts and financial statements are 
expressed in Euro (€). 

 Note (f) In 2010, no monetary f igures were 
reported for all Alliance Bernstein entities which 
mainly explains the evolution on a reported perimeter 
for any compensation related figure as well as for the 
proportions of fixed and variable pay. Hence the total 
annual gross payroll is displayed with both reported 
and re-baselined perimeter.

 Note (g) This indicator takes employee turnover 
into account. Hence in certain cases the percentage 
is greater than 100. 

G. NOTES

AppendixAppendix

PERSONAL NOTES
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PERSONAL NOTESPERSONAL NOTES
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Find out more about the aXa Group
Go to axa.com

In Paris, AXA Group IR
investor Relations Department
25, avenue Matignon
75008 paris – France

@ infos.web@axa.com
www.axa.com

In New york, AXA Financial
investor Relations Department
1290, avenue of the americas
New York, NY 10104 – USa
tel.: +1 212 314 2902
Fax: +1 212 707 1805

contacts
Readers should address any comments  
and questions on the document to:
Analysts, Institutional Investors

the aXa Group 
25, avenue Matignon 
75008 paris – France 
Group Human Resources Strategy, Metrics and execution

this report is also available on the company’s website at www.axa.com 
this report is also available in French.
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