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% Active Workforce by Age

31 December 2017

<20 ✔

31 December 2016

31 December 2015

0.1%

0.2%

0.2%

20-29 ✔

10.1%

10.4%

10.6%

30-39 ✔

29.4%

29.5%

29.7%

40-49 ✔

28.4%

27.9%

27.9%

50-59 ✔

26.8%

27.1%

27.1%

5.1%

4.9%

4.6%

31 December 2017

31 December 2016

31 December 2015

4.0%

3.6%

3.6%

60+ ✔

Employee Turnover Rate* ✔

✔ Data audited by Ernst & Young et Associés. Limited assurance report is available on www.airbus.com.
* The turnover rate does not include departures of the non-active workers.

Airbus’ headcount reporting includes all consolidated companies
worldwide. The internationally comparative ﬁgures are based on
the active workforce, i.e. the number of permanent and shortterm employees, irrespective of their individual working times.
The headcount is calculated according to the consolidation
quota of the respective companies.
The scope for Human Resource (HR) structure reporting covers
about 97% of Airbus’ consolidated companies, including all
employees of these companies, irrespective of their individual
consolidation quota (except for the part time employee indicator
where coverage is 96%). This includes employees working for
the Company or its subsidiaries in France, Germany, Spain,
Great Britain and internationally. In total, about 3% of the
companies belonging to Airbus – usually recently acquired –
are not included in the scope, as no detailed employee data is
available at Group level. The coverage rate is calculated on the
basis of the number of employees (active work force).
For more details on Scope and Methodology, please refer to
the Airbus website at http://www.airbus.com.

b. Human Capital Management,
Labour Relations and Human Rights
Airbus’ workforce is managed by the HR function thanks to a
set of HR policies and a strong labour structure. HR policies are
discussed and agreed with social partners through continuous
and regular meeting at global and local levels. The current
priorities of the Airbus’ HR function are:
■
to ensure that the Company can attract, develop and retain
a world-class competent, motivated and ﬂexible workforce,
which ﬁts current and future business requirements;
■
to facilitate diversit y, continuous integration and
internationalisation of Airbus and contribute to a common
culture based on strong company values;
■
to be a global employer of choice and an innovative, inclusive
and engaging place to work for all employees.
HR places people at the heart of Airbus’ future success.

Labour Relations
Wherever it operates, Airbus wishes to grow its economic
success in consideration of common principles and standards
consistent with International Labour Organisation (ILO)
conventions, the OECD Guidelines for Multinational Enterprises
and the principles laid down by the UN Global Compact, which
the Company has adopted. The principles are in compliance
with the Airbus Standards of Business Conduct and with the
International Framework Agreement signed in 2005.
In the International Framework Agreement, Airbus reafﬁrms its
willingness to respect the regulation regarding fundamental
human rights, equal opportunities, free choice of employment,
as well as prohibition of child labour and respect and ensuring
the conditions for industrial dialogue.
Airbus in particular intends, via its agreements, to respect
the disposition of the following ILO conventions: numbers
111 (discrimination – employee and occupation), 100 (equal
remuneration), 135 (workers’ representatives), 29 (forced labour),
105 (abolition of forced labour), 182 (child labour), 138 (minimum
age), 87 (freedom of association and protection of the right to
organise) and 98 (right to organise and collective bargaining).
The head of each business is responsible for ensuring
compliance with these principles and will take appropriate
measures to ensure their implementation.
The employees of Airbus will be informed, either orally or in
writing, of all the provisions of this framework agreement, in
accordance with the relevant legal form and/or local practice.
The provisions of this framework agreement deﬁ ne Airbus’
standards to be applied wherever Airbus operates, insofar as
more favourable conditions do not exist already. Airbus central
management shall take appropriate measures to eliminate any
breach of the aforesaid principles.
Airbus is in continuous dialogue with social partners on its sites
in Europe, principally through meetings with management at
the European Committee level but also through meetings and
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negotiations at national or local level. Sites outside Europe are
covered by Airbus’ ILA framing the social dialogue and social
culture in line with local labour legislation, culture and practices
of respective countries.
Regular social dialogue is ensured as per ILO requirements
and local legislation thanks to Airbus’ Societa Europea Work
Council (SEWC) agreement in 2015. In 2016, for example,
Airbus organised 16 meetings with SEWC while the agreement
stipulates three mandatory meetings per year.

Human Rights
Airbus has a zero tolerance approach to modern slavery within
its business, its operations and within its supply chain.

Airbus is committed to promote awareness through internal
communication initiatives and awareness sessions and to train
its employees worldwide on potential risks. Related risks will
now be monitored via the Airbus ERM process throughout the
entire Company. Finally, subject to regulatory approval, Airbus
intends to extend its existing OpenLine to concerns related to
human rights and fundamental freedom.
Airbus acknowledges its role in promoting responsible business
practices worldwide. To that end Airbus now seeks to identify
risks related to human rights violations in its ERM system. Risk
evaluation will start in 2018. KPIs as part of Airbus’ commitments
related to the UK Modern Slavery Act will be identiﬁed in 2018.
Human rights is also a topic addressed in the Airbus Supplier
R&S Programme.

2017 Achievements
In 2017, Airbus provided more than 1.7 million training hours. Moreover, in 2017 more than 42,000 employees beneﬁtted from the
development, evaluation and transformation solutions proposed by the Airbus Leadership University. The purpose of the university
is to strengthen the Company’s approach to leadership, offering equivalent opportunities for all leaders to drive their development
one step ahead, while accelerating the culture evolution and human transformation in Airbus.

Total number of Training Hours
Total number of Training Participants

2017

2016

2015

*

2,320,508

2,264,145

*

214,819

226,692

Number of Classroom Training**

161,419***

-

-

Number of Digital Learning**

193,200***

-

-

* Change of reporting in 2017, no numbers reported for 2017.
** New reporting scope since 2017. 51.7% digital learning in the 2017 learning plan (Active Workforce from fully-consolidated entities at 31 December 2017).
*** These figures include training sessions provided by Airbus, including to externals, to employees in subsidiaries, and to employees that have since left the Group.

On a more restrictive HR perimeter (Active Workforce from fullyconsolidated entities at 31 December 2017), the number of
training sessions are the following:
■
number of classroom training: 134,427 ✔
■
number of digital learning: 144,624 ✔

At Airbus recognition of excellence is key. In 2017, over 1,000
projects were submitted company-wide to participate in the
Awards for Excellence scheme. The aim is to reward employees
and teams for exceptional achievements, their ways of working
and their contribution to improving business performance.

Mobility of employees within or across Divisions is one of the
main priorities for the overall beneﬁt of the Company. In 2017,
more than 11,000 employees changed jobs cross-divisionally and
cross-country. For reference, Airbus has an attrition rate of 2.7%
for its core entities and 4.0% when its subsidiaries are included.

Airbus additionally launched its ﬁ rst Dream Big Challenge,
inviting employees to propose new products, business and
services ideas. Over 700 ideas were submitted in 2017. Following
a summit held in November, the three most promising projects
were selected to be developed further in incubators and during
dedicated worldwide learning expeditions to Airbus’ BizLabs.

In order to drive its digital transformation, Airbus aims to create
a people-centric and trusting working environment. Launched at
the end of 2015, a company transformation programme called
PULSE has been designed to support the people aspects
of the business transformation with the objective to increase
empowerment, accountability and collaboration through
digitally-powered capabilities, reworked HR policies and new
ways of working.
In 2017, all Airbus employees were invited to select the
Company’s values. This inclusive consultation exercise included
employees from 17 countries. Around 55,000 employees took
part in this campaign and deﬁ ned the Company’s six core
values: Integrity, “We are One/Team work!”, Customer focus,
Creativity, Respect and Reliability.

c. Health & Safety
To sustain its commercial success, attract the best talent and
be known as a safe and healthy workplace, it is Airbus policy to
continuously reinforce health and safety as part of the business
culture, delivering responsible health and safety management
that sustainably reduces risk to people, the environment and
the business. The purpose of the Airbus health and safety policy
is to:
■
demonstrate commitment to good management control of
health and safety;
■
describe the guiding principles for health and safety
management;

✔ Data audited by Ernst & Young et Associés. Limited assurance report is available on www.airbus.com

1

