






An Acceleration Plan  
backed by operational management

In 2009, Faurecia launched the FES Acceleration Plan, designed to promote 
continuous improvement in operational performance through new advances 
in the Faurecia Excellence System. The plan focuses on three key areas: 
education, observation and structured improvement.

At the end of an individual evaluation process, each operational manager 
(operations managers and site managers) received a personalized training 
program to refine their knowledge of basic aspects of the production system 
and gain practical experience to master the tools they will use to achieve 
their business goals (with respect to customers, operations, financial targets, 
etc.).

Operational management is also backed by a regional network of 75 FES 
Senior Specialists with extensive experience in using relevant tools 
and who work to enhance everyday training of managers.

The second part of the plan involves developing a real focus on observation 
in the field, which is vital in providing empirical feedback and confirming 
opportunities to be seized.

Lastly, any significant scope for improvement identified by operational 
management is planned and handled through a structured, logical approach 
based on the use of sophisticated problem-solving techniques, such as  
Quick Response Continuous Improvement (QRCI) or, in the event 
of major issues, the A3 methodology.
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130
plants audited  

in 2010

Excellence in production

The purpose behind the rigorous application of FES principles in production is to optimize 
performance at Faurecia sites. It is applied on an everyday basis at all of the Group’s sites 
worldwide through the organization of teams, rigorous checks to ensure quality standards 
and employee safety, and employee empowerment to optimize production efficiency.

Autonomous teams 

Faurecia’s production setup is based on four hierarchical levels: autonomous production 
groups (GAP), supervisors, autonomous production units (UAP), and plants. Ideally 
comprising five people and overseen by a supervisor, GAPs are responsible for their own 
performance in terms of quality, costs and lead times. Each supervisor generally works 
with three GAPs and is tasked with heading and helping teams to achieve their targets.

Production teams have well-defined objectives set by performance indicators posted daily 
on the shop floor for everyone to see. At the start of each shift, teams meet to take stock, 
check that results are in line with expectations and quickly introduce any necessary improvements. 
This allows employees to work in an environment that swiftly gives them real responsibilities 
and promotes empowerment across the board.

Safety AT WORK

Safety at work is one of the fundamental aspects of the Faurecia Excellence System.  
The Group’s commitment to improving safety and working conditions, boosted by the 
introduction of the 2010 Breakthrough Safety Plan, has brought the accident rate down  
to 1.7 lost-time accidents per million hours worked in the Group, exceeding the objectives  
set in 2010.

15 ppm
Objective attained



Quality

The Breakthrough Quality Plan launched in 2006 has now reached maturity, 
with a customer reject rate objective of 15 ppm (six-month average) 
achieved in 2009. Sites that were newly acquired in 2010 were immediately 
incorporated into the approach to bring them in line with Faurecia’s 
performance standards as of the first quarter of 2011. The Group also seeks 
to reduce performance fluctuations between sites: 60% of sites have already 
attained the highest level of single-digit global excellence. 

Regular and demanding audits

The FES audit program continued at plants worldwide in 2010. The post-audit 
“A, B, C, D” ranking provides a real motivation tool for management. It led to 
a 10-point improvement in results last year, with the Group average reaching 
“B” in 2010.

The audit program is one of the features of the FES Acceleration Plan, 
which aims to promote significant improvement in operational performance. 
In 2010, all site managers received comprehensive training in lean 
manufacturing tools, covering quality, safety, employee empowerment, 
logistics and productivity. They are also backed by a network of operational 
experts known as FES Senior Specialists.

“QRCI is a management 
approach specific to 
Faurecia whereby any 
defect must be corrected 
immediately or within  
24 hours at most. It is part 
of a complete analysis  
to determine the causes 
of the problems 
encountered, the technical 
solutions, and how they 
can be applied across 
the board. The system is 
applied at all levels of the 
company, from the operator 
on the production line 
to the shop floor 
supervisors and site 
management, within the 
project development teams 
and development centers, 
and also to resolve logistics, 
supplier and HSE (Health, 
Safety and Environment) 
issues.”

Ken SATO, 
Senior 
Vice President, 
Group Quality 
and HSE
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A culture of progress
A performance and 
progress-oriented culture 
based on shared values



A culture designed to promote excellence

Faurecia is committed to building and promoting a strong corporate 
culture characterized by the constant pursuit of progress 
and excellence shared by all Group employees. This approach 
hinges on two key issues: employee empowerment and skills development.

Empowered employees

Employee empowerment is a cornerstone of the Faurecia Excellence System 
and is experienced on a daily basis by Group personnel. Whether in plants or R&D centers,  
every employee is encouraged to share their improvement ideas, ranging from ways  
to optimize a production process to the organizational setup and working conditions.  
The number of improvement ideas implemented per employee continued to rise in 2010, 
reaching an average of 12 worldwide. To support this proactive approach, Faurecia has put 
the focus on training and development for those whose contribution is vital to industrial 
excellence: operations managers, plant managers and FES specialists. In 2010, more  
than 400 manufacturing managers received in-house training covering the “7 Basics” 
of employee empowerment. The goal was to help them better understand relevant issues  
and identify effective drivers to promote continuous improvement. At the same time,  
Faurecia incorporated a special module into the training program for site HR managers  
to provide additional support for management teams. This went hand-in-hand 
with an “employee empowerment coaching” initiative targeting HR managers in key countries 
in which Faurecia has operations.



Spotlight 
on results

Faurecia recognizes 
and rewards both individual  
and team performance.  
A ceremony is featured 
as part of the annual meeting 
of the Group’s 250 senior 
managers to present 
awards for the best results 
in terms of manufacturing 
performance 
and quality standards, 
sales, innovation, 
financial results 
and program management.

12
implemented 

improvement ideas 
per employee in 2010

A performance-oriented culture

Faurecia’s performance-based culture is driven by  
five strong values and an approach that promotes  
continuous improvement, teamwork, commitment, 
entrepreneurship and transparency. These values guide  
the everyday actions of the Group’s managers and employees.  
Putting them into practice is one of the criteria used  
in employee performance appraisals, along with  
technical skills and the ability to meet targets. 
The annual appraisal is also an opportunity to focus on career 
development by drawing up individual action plans. 
The Group focuses on internal promotion and offers 
real career opportunities to employees who show potential.

focus
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Honing skills

70%
of senior positions 

were filled internally  
in 2010.

Faurecia aims to attract, develop and win the loyalty of the most 
talented individuals around the world. It is committed to fostering 
the development of its employees and recognizing each individual 
contribution to overall performance. 

The Group has adopted a fourfold management strategy designed to motivate its employees 
and improve their skills.

Adapting to short-term needs

Faurecia has adopted a proactive recruitment policy in line with the upturn in business 
since late 2009 and in the bid to pursue further growth. The Group recruited more than 
1,000 executives in 2010 (compared with 338 in 2009), mainly in high-growth regions 
like China, Mexico and Brazil. External recruitment mainly targets young graduates 
and young professionals seeking opportunities to start their career. Faurecia continues 
to capitalize on the experience and expertise of its people through internal priority for senior 
positions. Nearly 70% of plant manager and program manager positions are filled internally.

Mid-term planning

Faurecia focuses on providing the resources needed to meet its organizational requirements 
around the world. This approach hinges on an ability to anticipate necessary changes in terms 
of workforce, skills and expertise. Individual employee development and career management 
are vital in making sure the right people are available when they are needed. 
Faurecia encourages its engineers and executives to develop their skills in their current 
position, before giving them the opportunity to move on to other jobs. Around 425 engineers 
and executives benefited from mobility between jobs in 2010 (27% of internal transfers). 



80%
employees received 

training in 2010

Over

“We faced two key 
challenges in 2010.  
The first stemmed from 
the need to successfully 
integrate the various 
business operations 
acquired by the Group, 
including EMCON 
Technologies, 
Plastal Germany/Spain 
and Hoerbiger, 
representing more than 
12,000 new employees. 
Then, after the significant 
slowdown in recruitment 
during the 2008-2009 
economic crisis, the time 
came for Faurecia to 
rebuild its seedbed of 
talent, particularly for key 
functions, to ensure 
it had the resources needed 
for future growth.”

Jean-Pierre 
Sounillac, 
Executive 
Vice President, 
Group Human 
Resources

Fostering internal promotion

Faurecia’s internal promotion policy is underpinned by the 
drive to give employees the opportunity to improve their 
professional skills. Most career moves come with an increase 
in responsibilities: in 2010, 39% of internal transfers were 
promotions. Through its expertise management policy, 
Faurecia recognizes and promotes performance in terms 
of technique and technology and provides specific career paths 
for its specialists. In 2010, 33 Experts and 7 Senior Experts 
were appointed to R&D and Manufacturing Engineering 
positions, joining Faurecia’s community of 239 Experts.

Training and development

Integration assistance and training are vital in promoting 
employee development. Faurecia University provides 
tailor-made training programs aimed at up-and-coming 
professionals, along with specific career paths for key 
jobs (plant managers, program managers, supervisors 
and autonomous production unit managers). Training 
also focuses on bolstering functional expertise: Faurecia 
introduced two new modules for HR managers and plant 
controllers in 2010. The Group also provides a range 
of industrial training programs at sites covering manufacturing 
tools and methods.
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A sense of responsibility

As a company with a sense of responsibility toward people and 
the environment, Faurecia sets out to ensure that its culture 
of progress supports its commitments to all its stakeholders - 
including employees, customers, shareholders, suppliers, partners, 
local officials and administrative authorities.

A firm commitment to dialogue and consultation

Due to its program-based operations, Faurecia must constantly adapt the deployment 
of its personnel to its customers’ requirements. The Group prefers to do this in consultation 
with its employees and their representatives. In 2010, Faurecia’s policy of consultation 
and negotiation with staff representatives led to the signing of 245 agreements 
in 20 countries covering salaries, other forms of compensation and working conditions. 
A key player in social and economic dialogue, Faurecia’s European Committee comprises 
members from 14 countries. The company has created a special training program to give  
its members a better perspective on the challenges it faces in the industry.

Safety at work: a key concern 

Faurecia launched a Breakthrough HSE Plan in 2010. Phase one focuses on safety at work, 
combining mandatory rules for high-risk areas, systematic auditing and prevention initiatives 
every time a serious accident occurs and for every site exceeding a specified accident rate. 
One year on, the plan has helped Faurecia reduce accident frequency to a record low, with 
fewer than two lost-time accidents per million hours worked within the company, surpassing 
2010 targets.

136
ISO 14001- 

certified sites


