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The role of Head of Human Resources has gone through significant change. Torn between payroll-re-
lated financial pressures within a tense economic context, ever-increasing legislative constraints, and 
sociological developments of direct impact on the working world, people holding such a position have 
found themselves forced to deploy new skills and position themselves as key players in the face of a 
series of economic, social, regulatory and demographic shifts in today’s corporate world.

Heads of Human Resources are involved more integrally than ever before in the changes experienced by 
firms in order to devise and implement the operational solutions required to tackle strategic challenges 
linked to the digitalization of business, outsourcing, mergers and acquisitions, and the many other areas 
of corporate life in need of overhauling.

Added to these major responsibilities are the daily management of new regulations, the knock-on effect 
of changing business practices on HR, and potential social crises.

Heads of Human Resources must therefore be viewed as important contributors to strategic projects 
and an essential point of contact for every department within a firm. Below are some tips that will help 
you work with them as effective partners in your various projects and collaborate on the best possible 
terms.

“Talent management is viewed differently by Heads of Human Resources, who tend to 
pay more attention to the employability and career trajectory of an applicant in the 
event of a recruitment or change of position. This is down to their long-term vision and 
ability to foresee the direction in which the firm is heading, hence the need to bring the 
viewpoint of HR Heads and managers closer together.”

Eric Depond, Head of Vocational and Managerial Training - BPCE



1. Make the 
most of their 
communications 
skills
One of the main tasks of Heads of Human 
Resources is to promote internal communications. 
They will often provide you with the means to 
push through any in-house changes that you 
would like to have implemented.

It is due to matrix operations and the emergence 
of instant communication technology that this di-
mension to their role has often been overlooked, 
so give them the chance to show what they are 
capable of by setting up more formalized forms 
of communication and make the most of their 
impartial position in order to get your ideas ap-
proved.

In return, help them spread purely HR-oriented 
messages among your teams. Respect the sche-
dule, apply the necessary procedures and work to 
your fullest capacity and you will earn their gra-
titude.

2. Talk in terms of  
“talent management”
The financial crisis has brought into sharp focus 
the recruitment problems encountered by firms. 
Never before has talent management repre-
sented such a high priority for Heads of Human 
Resources, both in terms of the recruitment and 
retention of employees. The majority of firms are 
in the process of setting up initiatives designed 
to create employee loyalty by raising their level 
of satisfaction.

Creating loyalty among one’s top talents must 
also be on any manager’s priority list, especially 
given the importance of sharing information on 
work in progress within their teams. However, 
talent management is not always given the atten-
tion it deserves: many managers remain attached 
to the day-by-day running of their own depart-
ment with a short-term outlook on resource ma-
nagement.

“Internal communications must 
remain the responsibility of Heads 
of Human Resources as it creates a 
strong link between them and what 
is going on in the field. An HR-driven 
communications policy will also 
enable in-house projects to be viewed 
under a more human light.”

Eric Depond, Head of Vocational 
and Managerial Training - BPCE



3. Meet their 
manpower and 
skill-planning 
targets
Among the various projects under their remit, 
Heads of Human Resources have to tackle the 
issue of Manpower and Skill-Planning Manage-
ment, a complicated initiative that nevertheless 
has its place within the prospects of a firm and 
which is often integrated into an overall CSR 
procedure.

Your Head of Human Resources will be counting 
upon you to push through such an initiative as the 
fine-tuning of job descriptions cannot be done 
without the help of the relevant managers and ex-
perts concerned by the positions under analysis.

It is therefore your responsibility to communi-
cate the initiative as a whole in order to get the 
best out of it, meaning a smoother recruitment 
process, a more efficient management of profes-
sional mobility, and meeting the expectations of 
colleagues in terms of job evolution.

4. Play  
the diversity card
Since 2004 and the creation of the diversity char-
ter, the rate of progress has not been the same 
across the four main areas of gender equality, and 
employment opportunities for the disabled, the 
aged and ethnic minorities.  

Hiring a diverse range of talents enhances the 
brand image of a firm whilst enabling it to meet 
more closely the expectations and needs of its 
clients by reflecting the make-up of society at 
large. It is therefore in the interest of the firm to 
deal with such legal obligations by turning them 
into recruitment opportunities.   
 
Managers should ensure they tackle these issues 
with Heads of Human Resources so as to inte-
grate them into their approach to management 
and talent recruitment procedure.

93% of firms adopt a strategy 
designed to improve the level of 
satisfaction of staff with a view to 
retaining talent.

International HR Barometer 2013  
Michael Page

“We are often out on our own when 
it comes to applying legislation 
that is often viewed as just another 
constraint when, in reality, such 
regulations are often of operational 
benefit to the firm.”

Marie-Françoise Chabanne, Head of 
Human Resources - ISTA



5. Implement HR 
legal developments
From the law governing employment stabiliza-
tion and training reforms to wage level develop-
ments, the task of managing human resources is 
constantly impacted by legislative change, which 
forces HR Heads to remain always on their toes 
and capable of revising the way they go about 
their job.

To get the best out of working with your Head of 
Human Resources, organize regular meetings in 
order to keep up to speed on the latest changes 
so that you are aware of the potential impact on 
your departments and identify the best steps to 
take.

6. Involve them as 
early as possible 
in re-organization 
initiatives
The human element is often the key to successful-
ly re-organizing in-house resources. In the event 
of a merger/acquisition, involving your Head 
of Human Resources from the outset of talks is 
especially important in ensuring that issues of 
corporate culture and personnel values are taken 
into account during the process of bringing to-
gether the two bodies in question. He or she will 
also be able to help you plan for the departure 
of colleagues involved in strategy development, 
weigh up the issue of wage alignment, and plan 
the future structure of staff, among other issues.

On a more general scale, Heads of Human Re-
sources have a crucial part to play in all re-orga-
nization projects. They must be involved in the 
process as soon as possible so that all HR and 
legal factors are given due attention. They will 
also know how to plan for the repercussions of 
change on the well-being and commitment of 
any employee.

Tackling these subjects in advance will dispel 
worries and uncertainty within teams and a failure 
to meet deadlines.

“Heads of Human Resources and 
managers must maintain dialogue on 
these kinds of legal issues. Otherwise, 
managers will only be informed of 
legislative changes by staff reps.”  

Eric Depond, Head of Vocational 
and Managerial Training - BPCE

“Heads of Human Resources are not 
always involved in the re-organization 
process well enough in advance, which 
can cause problems with staff reps, 
which must also be made aware of the 
potential impact of change.”  

Eric Depond, Head of Vocational 
and Managerial Training - BPCE



7. Make the most of 
their impartiality 
Heads of Human Resources play the social baro-
meter role within a firm. They are there to share 
employee feedback with you. In turn, you may 
also encounter situations that would deserve the 
involvement of your Head of Human Resources. 
Do you have operational problems within your 
teams, motivational difficulties, or personal issues 
that are negatively impacting work output?
When you need to find out exactly what is going 
on within your teams, then just speak with your 
Head of Human Resources as he/she is the per-
son best equipped to inquire into personnel-re-
lated issues, as well as being able to forewarn you 
of the potential risks of an industrial conflict and 
even arbitrate in such instances in order to avoid 
the situation worsening. 

8. Use their 
negotiation skills
Maintaining a happy medium between the inte-
rests of a firm and its stakeholders and those of 
its employees is easier said than done, as the inte-
rests in question are often poles apart.

Heads of Human Resources have a “facilitating” 
role to play, as well as that of negotiator, in or-
der to keep the peace within the firm and avoid 
conflict as far as possible.

They must also dedicate a certain amount of time 
with partners in order to introduce and seek ap-
proval for particular projects, participating in tense 
negotiations being precisely one of the situations 
for which they have been specially trained.

Make the most of their talents as negotiators in 
order to share with them any problems you may 
be facing.

“Heads of Human Resources 
frequently arrive at the end of a 
conflict situation. Involving them 
earlier in the process enables 
managers to communicate more 
effectively and even avoid the dispute 
going any further.”

Marie-Françoise Chabanne, Head of 
Human Resources - ISTA

“My take on Heads of Human 
Resources is that they are in charge 
of human assets. Ultimately it is up to 
us to ensure our colleagues progress 
within the firm.”

Eric Depond, Head of Vocational 
and Managerial Training - BPCE

64% of Heads of Human Resources 
consider the main quality required of 
their role is the ability to negotiate and 
mediate. 



9. Speak their lingo
To communicate effectively with your Head of 
Human Resources you will need to be aware of 
and grasp their vocabulary.

For example, discussions between the heads of 
the payroll and accounts departments are often 
complicated when figures relating to wage types 
and their link to analytical accounting require ex-
planation.

If your memory on such matters is a little hazy 
then a quick refresher course on a few basic prin-
ciples should help you translate into “HR lingo”. 

10. Give human value 
the place it deserves
The economic performance of firms relies heavily 
upon their ability to unify all staff via a common 
perspective and a collective initiative. The tech-
nological changes experienced by firms should 
not, however, come at the expense of the human 
dimension as the latter is essential to taking full 
advantage of such changes.

Senior Management has every reason to ensure 
that corporate culture figures at the top of their 
balance sheet, which requires positioning the 
Head of Human Resources as a major partner in 
implementing any such vision.

Some Heads of Human resources prefer to be 
viewed as being in charge of human relations. 
This distinction should not be overlooked.

Job and Competency Planning, 
Employment Protection Plan, 
Professional Qualification Contract, 
Individual Training Leave, Management 
by Objectives, Time-Saving Contract, 
Mandatory Time Off, Compensatory 
Time Off in lieu, Annual Social Data 
Declaration, Accredited Collection 
Organization…

How good is your grasp of the day-
to-day vocabulary employed by 
Heads of Human Resources?

“Heads of Human resources must 
not be viewed as being in charge of 
purely thankless tasks. They should 
be involved as early as possible in 
projects and their experience of 
change management utilized to its 
full capacity.”

Marie-Françoise Chabanne, Head of 
Human Resources - ISTA
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