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TASTER

If information systems fail  
to meet the growing need  
for individualisation,  
it will lead to 
frustration, which HR 
divisions sometimes 
underestimate »

In 2020, more than half the workforce 
will be a baby of the digital era. This 
simple observation will not only shake 
up organisational structures, but also 
challenge existing business processes 
and hierarchical structures in compa-
nies that are still dominated by baby 
boomers. According to Charles-Henri 
Besseyre des Horts, an associate lec-
turer at HEC Paris and holder of the  
«Human Capital and Performance» 
research chair, these new generations 
are placing new demands on the com-
pany, especially in terms of knowledge, 
transparency, community and per-
sonalisation. These are just a few of  
the many demands that HR divisions 
cannot ignore.

The other major cultural change lies 
in how information is exchanged. In 
this particular area, companies tend to 
obey a very strict set of procedures that 
dictate who has the right to speak and 
when. In everyday life, members of Ge-
neration Y know that they can commu-
nicate with anyone, even the President 
of the United States, to whom they can 

send their questions on Twitter. So how 
do you explain to them that once they 
are on company premises, they are not 
allowed to break the chain of command 
and contact their manager’s manager or 
the CEO directly? 

The mission facing HR divisions is a 
straightforward one, namely to bridge 
the gap that young employees perceive 
as existing between everyday life, where 
mobile devices, collaboration, instant 
communication and a certain form of 
transparency have become common 
currency, and the company’s fairly in-
flexible business processes. Employees 
are so adept at using new technologies 
for personal purposes that they also 
want to use simple, user-friendly sys-
tems in the company, but the applica-
tions on offer are often wide of the mark. 
As a result, employees only tend to use 
such systems when they have no other 
choice, such as for entering their time 
sheets or enrolling for a course. Jacques 
Pinget, HRIS Development Director 
at Capgemini, believes that this gap is 
fraught with risks:  

The digital enterprise 
- an opportunity for HR 
divisions
After spending recent years focusing on the 
efficiency of their management model, HR divisions 
are facing the new challenge of reinventing 
employer-employee relations in the digital era. In 
today’s world, companies are confronted with a new 
set of demands caused by the fact that people live 
in an environment where digital technologies reign 
is supreme. Such demands include personalised 
relations with the employer, instant communication 
and user-friendly tools. These are just some of the 
requirements that HR divisions need to address and 
which may represent an opportunity to revamp the 
function by giving it a more strategic edge. The main 
prerequisite for success is to work closely alongside 
the IS division in order to make better use of the 
information stored in the HRIS and other information 
systems.

The priorities of HR 
divisions… 
and employees
Les 5 principaux enjeux  
de La fonction seLon Les drH 

58 %  
automation of the Hr function

51 %  
standardisation of Hr practices across  
the company

37 %  
Greater consideration of psychosocial risk 
factors

35 %  
adaptation to constantly-changing legislation

34 %  
emergence of new technologies

tHe top fiVe expectations froM 
eMpLoYees

65 %  
career support and guidance

63 %  
access to training tailored to their needs

56 %  
development / better capitalisation of their skills

54 %  
support for their internal mobility

50 %  
availability of innovative tools to increase 
personal efficiency

Source : Markess International, March 2012

NEW CHALLENGES
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Recruiting over social networks:  
an extra weapon for HR divisions
The use of professional social 
networks for recruitment is already 
standard practice among French 
companies. According to the Human 
Resources and Social Networks survey 
published in March 2013 by Idaos,  
67 % and 79 % of French firms 
apparently use Viadeo and LinkedIn to 
sniff out new talent. Such high figures 
are logical since employers can use 
social networks to tap into a vast 
database of profiles, most of which are 
regularly updated, and use the search 
and analytical features provided by the 
sites’ publishers.  
Better still, social networks can even 
be plugged into the recruitment and 
talent management solutions used 
by HR divisions. A word of warning 

however from Franck Hisel, HR 
Director of Capgemini’s Services 
Division:  «If you think that you can 
simply go on a social network and find 
a large number of candidates meeting 
your requirements, you are making 
a serious mistake. This approach 
will entail a tremendous amount of 
groundwork, because you will need 
to develop natural authority in each 
subject area where you are looking 
to attract profiles.» This could be 
the example with experts regularly 
speaking on those platforms. At 
Capgemini, 10 to 15 % of new hires 
currently come from professional 
social networks (compared to 
approximately 25 % for referrals).

 « If information systems fail to meet the 
growing need for individualisation, it will 
lead to frustration, which HR divisions 
sometimes underestimate,» he explains. 
Underestimate or, to be more precise, 
detect too late. «HR divisions are often 
not alerted to the fact that a rift exists 
until tensions are already rife in the  
organisation, with managers providing 
feedback on the general climate of dis-
satisfaction », advises Jacques Pinget.

Accelerating information  
availability
The gap between the challenges per-
ceived by HR divisions and employees’ 
actual expectations can clearly be seen 
in a survey published by Markess in 
March 2012. The 100 HR decision- 
makers interviewed put HR automa-
tion and standardised practices across 
the company at the top of their list of 
priorities, meaning the back office. 
Meanwhile, the executives and em-
ployees polled are looking for greater 
career support and guidance, access 
to training tailored to their needs and 

better capitalisation of their skills. Domi-
nique Bourdeleau, Vice President of 
Capgemini Consulting, believes that HR  
divisions need to learn how to deliver 
better service to their internal custo-
mers, as well as external customers, 
i.e. potential candidates. « Both sets of  
customers are expecting a clearer range 
of services, starting with quick availability 
of information. »
A shining example of this expectation is 
performance management, where every 
employee expects an individual apprai-
sal, while being benchmarked against  
the rest of the group. « Employees feel 
very strongly about this issue, and they 
want to stand up and be counted. Em-
ployees want feedback on their perfor-
mance and how they are progressing in 
the company. They no longer want to be 
a nameless face», explains Franck Hisel, 
HR Director of Capgemini’s Services  
Division.
«Having access to all the information sum-
marising each employee’s activity in the 
company has therefore become a highly 
important issue, says Sandra Pontinha,  

Head of the HRIS Centre of Excellence 
at Capgemini. Personalising relations 
in the company means using data that 
are currently scattered across various 
disparate systems. The local manager 
needs access to such field data, other- 
wise employees will lay the blame on the 
HR division’s doorstep, complaining that 
annual appraisals could lack the neces-
sary objectivity. » 

Appraisals after each  
assignment
Changes could be made on how em-
ployees are evaluated as it is still predo-
minantly locked into annual appraisals. 
For example, the different employee 
categories could be broken down into 
individual segments, « similar to how we 
create standard profiles in marketing. 
This would provide a greater insight 
into employees and their expectations, 
while enabling the company to fine-
tune its proposals accordingly. » Without  
forgetting the need to hold performance 
reviews on a much more regular basis. 
«In the departments, each assignment 

>>

 21 %
of French companies use an enterprise 

social network. But 62% admit that such 
networks are an effective way of improving 

communication within the organisation. 
Source: Survey on Human Resources 2.0 and  

Social Networks, Idaos, March 2013

 400 euros 
per employee and per year  

That is how much the HR function costs on average  
in French companies with over 1,000 people  

(384 euros in 2010). 
Only 25% of organisations manage to lower this figure  

to an average cost of 289 euros.
Source: 2013 Benchmark for HR Productivity by ADP
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Instant communication

24/24 digital

CIO / CHRO

Personalisation

should be evaluated, she advises. These 
progress reports come as standard in 
the tools currently available on the mar-
ket. But there could also be highly flexible 
processes, such as free-form comments 
similar to those on professional social 
networks, which allows for the possibi-
lity of implementing the process in little 
steps. » 

Personalising relations and promoting a 
certain form of instant communication 
requires a high level of reliability in the 
information exploited in the HR informa-
tion systems. This should prompt the 
HR division to keep a close eye on the 
solutions integrated (especially between 
SaaS and the back office supporting 
the core functions) and the data repo-
sitories. « The Group’s HR division must 
act as the gatekeeper and also make 
sure that the data processing methods 
in each country comply with legisla-
tion », stresses Dominique Bourdeleau, 
obviously by drawing on the support of 
the IS division, whose technical exper-
tise should be leveraged when choosing 
solutions and dealing with integration 
issues.

Not only a gatekeeper, but also - and 
especially - a stakeholder in driving the 
company’s strategy. « HR divisions have 
made considerable efforts towards im-
proving TCO (total cost of ownership), by 
trying to make administrative operations 
more efficient,» says Jacques Pinget. 
«The next stage involves thinking along 
the lines of ROI (return on investment) 
and supporting the organisation’s stra-
tegic plans. » As far as Henri Besseyre 
des Horts is concerned, this is clearly an 
opportunity:  « The digital revolution could 
– finally!   – give HR divisions chance to 
play a more strategic role within the  
organisation. »

« An engagement letter with 
the business functions»
This does not necessarily mean abando-
ning the pursuit for operational efficiency 
but, as evidenced by the changes affec-
ting IS divisions, this quest is no longer 
enough to strengthen the HR division’s 
credentials. « The HR division needs to 
learn how to forge a closer relationship 
with the business functions and show 
how it can contribute to their success. 

This means providing a front office and a 
controlled and measurable service offe-
ring », concludes Dominique Bourdeleau. 
In her opinion, the HR roadmap needs to 
be aligned with the business functions’ 
18 or 24-month strategic business plans 
in order to achieve such change. « All of 
which accompanied by a measurement 
of the lead-times and volumes when 
talking about new hires or training. Basi-
cally, a real engagement letter. »

Laurence Cochet, HRIS Programme 
Director at Capgemini, describes some 
of the projects spawned by the HR divi-
sion’s new role. « For example, the idea is 
to highlight the money that can be saved 
by focusing on employee retention and 
therefore reducing recruitment needs,» 
she explains. «HR divisions can also 
quantify the added value generated by 
steering employees’ careers in the right 
direction, which improves productivity 
and ensures better use of employees’ 
skills. » Other areas where HR divisions 
can quantify their direct contribution to 
the organisation’s strategy include  si-
mulating trends in payroll, which senior 
management can then use to fine-tune 
its wage adjustment policy, and map-
ping available skills to support a given 
business transformation plan, while 
tying in the corresponding corrective 
actions if necessary (training and re-
cruitment plans). 

These last two examples clearly show 
the importance played by data analysis 
functions in HR and consequently the 
central role attributed to decision-sup-
port systems (or business intelligence). 
« In addition to simply reporting on em-
ployee absences and the age pyramid, 
BI should provide an enterprise-wide 
insight and allow human resources to 
be aligned with the company’s stra-
tegy », summarises Valérie Perhirin, Big 
Data & Analytics Manager at Capgemini 
France. The challenge involves sensing 
which changes will need to be made to 
the company and ensuring that it has 
the appropriate skills to realise those 
changes. 

Les Echos and Capgemini staged a conference 
focusing on the changing role of HR divisions in 
companies in the wake of the all-digital era.  
Three CHROs and one CIO discussed the subject.

« Employees may have been raising question marks 

about the purpose and relevance of annual appraisals, 

but it was still an accepted ritual. The young generations 

are used to instantly sending each other opinions and 

will therefore fail to understand the concept. We need 

to prepare for the arrival of 

such employees, who will 

blow away the notions of 

team management and work 

collective. »
Valérie Mellul, 
Group CHRO at Nexity

«At the moment, the company does not offer the 

same level of digitisation that employees are used to 

seeing in their private life. It is our role to ensure that  

our HR processes reflect the outside world in which  

our employees live in terms of ergonomics, simplicity 

and seamless access to information…»
Rémi Boyer, Human Resources Development 
Director at PSA Peugeot Citroën

«The move towards a digital firm, which is currently the 

topic of hot discussion in major French companies, will 

obviously not leave HR divisions unscathed, which will 

need to adapt. Contrary to what we may sometimes hear, 

HR is not lagging behind the organisation’s other business 

functions. HR is not necessarily ahead and is experiencing 

the same difficulties in adapting.»
Patrick Hereng,  
CIO of the Total Group

« HR divisions yesterday tended to 

manage jobs. Now they are under 

greater responsibility to develop 

individuals and manage talent.»
Nicolas Jacqmin,  
CHRO France for Alstom

FROM THE CHRO’S AND CIO’S MOUTH
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HRIS systems are primarily 
designed to serve HR func-
tions, although employees 
are sometimes given access 
to look up information about 
their personal situation. The 
impact of digital technolo-
gies on human resources 

management is wider and factors in enterprise social networks, 
which allow users to set up work groups and communicate 
more effectively.
For an international group such as ours – 90% of our business 
is performed outside France in 80 countries –, creating such 
a direct relation on professional topics between employees 
around the world helps to disseminate best practices more 
quickly. It is a very attractive way of ramping up local initia-
tives and exposing employees to the practices used by other  
subsidiaries. It helps to reveal any individuals with valuable  
discussion skills or innovative ideas, who might have gone 
unnoticed by our talent detection processes.

Definitely. Our 19,000 em-
ployees are divided between 
various medium-sized struc-
tures, most often featuring 
between 100 and 1,000 
people. Decentralisation 
works well, because the 
Group has a very strong  
organisational culture. The 

social network that we created for the entire Group, with 
15,000 employee logins since October 2012, does not actually 
aim to develop our corporate culture, but to simplify commu-
nication and knowledge sharing, which in turn strengthens the 
foundations of our culture.

The social network was 
a global project led by 
three divisions – the IS 
Division, the HR Divi-
sion and the Communi-
cation Division. Strong 
involvement from senior 
management is also 

Digital technologies do not create  
a culture, but help to strengthen  
its foundations »

Following a series of acquisitions that propelled the group among the world’s leaders in the sector,  
Pernod-Ricard has re-engineered its HR processes to drive its global strategy. The group’s  
Vice President and Head of HR describes the objectives and results of the spate of projects.

essential to promote uptake of the new system and overcome 
any obstacles that could impede the system’s development.

All subsidiaries operate their 
own payroll systems, admi-
nistrative management prac-
tices, and so on, but they also 
use group processes, espe-
cially talent management, 
which prompted us to set up 
the first HRIS some seven or 
eight years ago. When that 

system became obsolete, we migrated to a new platform 
early 2012, but this time focusing on a cloud-based system. 
The subsidiaries are the ones that use the system and some-
times feed in information from their own systems. The group 
has no designs on managing the 19,000 employees directly, 
but instead is zeroing in on talents, representing approximately 
1,500 people for whom we centralise performance reviews, 
carry out career projections, aggregate factual information and 
oversee the remuneration policy. But the same tool can also be 
used on demand by certain regions or subsidiaries to satisfy 
their own needs, though without any group-level control. This 
is true of the Americas area, which is going to make the tool 
available to the subsidiaries in Argentina, Brazil, Canada, and 
so on. 

The primary aim is to identify 
those people and manage their 
careers, thereby ensuring that 
succession plans are in place 
and that we have the right 
people in the right places at the 

right time. To achieve that aim, we carry out an annual apprai-
sal for each employee to identify which people will qualify for a 
slightly more sophisticated talent management process, where 
we will assess their functional, managerial and leadership skills. 
We can then draw up job replacement short-lists, define suc-
cession plans and adapt the training programmes offered by 
our internal academy accordingly.
Finally, the HRIS is used to publish job vacancies, first of all  
internally and then outside the company. Employees can 
create alerts, so that they are notified when a job matching 
their criteria becomes available.

Of course, and also mobility 
between different functional 
areas, because the system 
allows employees to apply 
for jobs that they would not 
initially have considered due 

to a lack of appropriate information. This is a highly important 
factor for deploying our organisational culture. Overall, these 
tools should encourage transparency, prevent functional silos 
and streamline process performance. Operating according to 
a black box model is a traditional complaint that employees 
make of their employer.

Traditionally, HR fea-
tures people with 
general backgrounds. 
HR deals with human 
issues and not eve-
rything can be quan-
tified. However, we 
are working on the 
subject with a pro-

ject where we are looking to create indicators in line with our 
HR strategy. We obviously have standard HR indicators for 
absence rates, the age pyramid, and so forth, but those indi-
cators cannot be used as a driving force for our talent mana-
gement policy. We are aiming to produce indicators to deter-
mine whether the group has a sound mid-term talent pipeline 
in response to our future skills requirements, whether we are on 
target with the goals of our diversity policy, etc. 

INTERVIEW

Bruno Rain,  
Vice President of Pernod-Ricard,  
Head of Human Resources and  
Corporate Social Responsibility

15,000 employees are connected   
to our internal social network. Three divisions 
– IS, HR and Communication – led its 
implementation. 
Strong involvement from senior management  
is also essential. »

YOU MAKE A DISTINCTION 
BETWEEN HR 
INFORMATION SYSTEMS 
AND THE ROLE THAT 
DIGITAL TECHNOLOGIES 
PLAY IN HR. HOW DO YOU 
EXPLAIN THIS POINT?

IN A HIGHLY 
DECENTRALISED GROUP 
SUCH AS PERNOD-
RICARD, THESE TYPES 
OF TOOL OFFER EVEN 
HIGHER VALUE…

WHICH PERSON IN THE 
ORGANISATION CAN PUSH 
FOR THE CREATION OF 
A GROUP-WIDE SOCIAL 
NETWORK?

DOES THE STRATEGY OF 
SHARING INFORMATION 
VIA A GROUP TOOL  
ALSO APPLY TO HRIS 
SYSTEMS?

WHAT ARE THE AIMS 
OF THE TALENT 
CENTRALISATION 
PROGRAMME?

SO THE COMPANY  
IS DETERMINED  
TO INCREASE  
INTERNATIONAL 
MOBILITY?

YOU COME FROM A FINANCE 
BACKGROUND, WHICH 
INVOLVES LOTS OF  
INDICATORS AND 
MATHEMATICAL ANALYSES. 
CAN THAT MODEL BE  
APPLIED TO HR?
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« BI continues 
to be HR’s poor 

relation, a functio-
nal area that is strug-

gling to break into the 
results-driven culture. » As summed up 
Dominique Bourdeleau from Capgemini 
Consulting, uptake of statistical analysis 
techniques by departments primarily 
working on human issues should not 
necessarily be taken for granted. But 
the situation is changing. « BI tech-
nologies today are mature enough  
to support the creation of real HR 
management control services. Some 
companies have already created such 
services. »

The aim is to bring a more strategic or 
operational dimension to HR mana-
gement using dashboards for tracking 
HR activities. For example, users can 
measure how long it takes to propose 
one or two relevant CVs in response to 
a request for skills for a given assign-
ment... or internal mobility... or even the 
retention rate for specific key profiles. 
« These indicators help both operations 
and senior management by cluing them 
into the progress of any given strate-
gic project, as well as the HR division, 
which can determine its efficiency and, 

if necessary, fine-tune its processes 
accordingly. »

This series of examples provides a clear 
illustration of the mission-critical role that 
BI can play in transforming the HR func-
tion. « Most companies have HR repor-
ting systems, but those systems are of-
ten cut off from the rest of the company,» 
explains Valérie Perhirin, Big Data & Ana-
lytics Manager for Capgemini France.  
« If organisations wish to sharpen their 
competitive edge, they need to turn 
workforce adaptation into a real dri-
ving force, by identifying exactly how 
resources will be used in the short term, 
and supporting the company’s transfor-
mation by adapting skills in the medium 
and long term. » This topic is especially 
important, since the payroll often ac-
counts for at least 60% of the company’s 
expenditure.

Analysing CV libraries or 
social network profiles
This is clearly a key issue during times 
of crisis. Both public and private orga-
nisations are increasingly looking to 
streamline costs, not by simply working 
on the payroll, but by trying to gain an 
insight into how much human resources 
as a whole cost the company, which 

means fetching data from the financial 
and business information systems. Once 
again, the need to open HRIS systems 
up to the rest of the organisation and  
incorporate data from other systems can 
clearly be felt.

Such policies as workforce planning 
can be used to measure any gaps in 
the organisation at any given time and 
produce forecasts. The organisation can 
then use that information as a blueprint 
for transforming the company. « This 
also implies finding ways of seeking out 
tomorrow’s talents, those that the com-
pany is lacking to successfully transform 
its organisation,» advises Valérie Perhirin. 
« For example, by identifying the neces-
sary skills in a CV library or by looking up 
profiles on social networks. » This means 
isolating and analysing data that are 
buried deep within texts written freely by 
thousands of different users, which calls 
for complex and sophisticated analy-
tical processes, otherwise known as 
Big Data & Analytics. Using this type of 
technology, companies can implement a 
unified management platform for struc-
tured data - data from the HRIS, FIS and 
BIS systems – and non-structured data 
- data from CV libraries and professional 
social networks. One heck of a remedial 
maths class for the HR function. 

Business Intelligence (BI) gives 
HR a way of better supporting 
the company’s strategy and 
sensing future needs.

BI : the maths culture 
makes inroads into HR

Is SaaS nothing more than a simple add-
on solution?  Only recently, cloud-based 
software was seen to be an ad hoc way 
of shoring up traditional applications or 
filling in gaps for new requirements. But 
mindsets have changed. According 
to a survey led by the consulting firm 
Markess in October 2012, nearly two out 
of three decision-makers use SaaS solu-
tions to fully replace legacy applications. 
This is especially the case in HR.

This trend is confirmed by Anne-Laure 
Lamy, HR Solutions Consultant at  
Capgemini: « With SaaS, companies in 
recent years have gone for a best-of-
breed strategy, which involves choo-
sing the best functionality offered by 
some service provider or other: recruit-
ment, training, talent management, etc. 
Today’s market is seeing more integra-
ted SaaS solutions covering almost the 
entire scope of a HRIS. » SaaS emerged 
in response to peripheral needs and has 
gradually extended its footprint, but on 
each organisation’s own terms. Depen-
ding on their context, some organisa-
tions focus on a modular approach by 
targeting functional add-ons, whereas 
others go for a more disruptive strategy 
by swapping ageing applications with 
modern solutions that are often based 
on SaaS. In any case, the age of single 
systems seems to have come and gone. 
« The focus must lie on the architecture 

“Software as a Service” in the cloud (SaaS) radically remodels 
HRIS systems. SaaS offers undeniable advantages in terms 
of reducing costs and flexibility during deployment. However, 
be careful not to underestimate the challenges inherent in 
integration which still apply today.

SaaS : moving towards 
HR Division 2.0

NEW TOOLS

Systems integrator - a fully-fledged role in 
SaaS
Implementing SaaS projects represents a new challenge for systems 
integrators, since this form of deployment calls for a change to their 
business model and to their service delivery model. Capgemini has 
built a range of solutions in line with this new model that leverages 
strategic partnerships. These solutions cover every possible need that 
could arise when implementing a SaaS project, ranging from consulting 
(strategy, value analysis, roadmap, etc.) to actual implementation, and  
including activities such as requirements specifications, business 
process design or change management.

>>
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to ensure seamless interaction between 
the different solutions», explains Lau-
rence Cochet.

Des avantages mais des 
précautions à prendre
Although by its very nature SaaS 
brings an additional level of standar-
disation to the company’s business 
processes, the most recent solutions 
support high levels of user-defined set-
tings. « SaaS meets so-called «glocal» 
needs, meaning the standardisation 
of certain processes on a global level, 
while giving the local HR teams free 
rein in specific areas », explains Sandra 
Pontinha. Many service providers cur-
rently offer such a two-tier approach, 
while maintaining a unified solution.

This flexibility adds to the other advan-
tages of SaaS, such as greater long-
term cost control and fast deployment. It 
may be quicker to start implementation, 
but the definition of the target business 
processes, the interfacing with other 
systems, and the security rules need 
to be defined, just like with a conven-
tional solution. The business function 
will therefore get its hands on the solu-
tion sooner, but adapting and integra-
ting the solution will take just as long as 
before. SaaS does have its advantages, 
but it is not without its constraints. In 
some respects, migrating to a SaaS 

approach is similar to a conventional 
implementation, but with some tasks 
that are easier (management of the 
development and acceptance environ-
ments, deployment and configuration).

Cleaning and enriching data
The first note of caution concerns data 
reuse and reliability. With a conventional 
ERP, migration and data cleaning activi-
ties conform to the company target mo-
del and specific business rules. « In most 
cases with SaaS, users need to adapt 
to the standard solution provided by 
the vendor », advises Anne-Laure Lamy, 
HR Solutions Consultant. And with this, 
comes the issue of the expected data 
levels in today’s modern SaaS solu-
tions.  These solutions often incorporate 
talent management information – such 
as data about employees’ expectations 
– which are not in the legacy HRIS. « The 
data to be reused therefore need to be 
cleaned to fit the SaaS standard mould 
and enriched. Companies often tend to 
underestimate this task. » Sometimes 
with unfortunate consequences. « If job 
metadata are of poor quality or out of 
date, employees’ permissions to access 
the different applications may be affec-
ted», she explains. Integrating ID mana-
gement with a SaaS-based HR solution 
used as a repository for granting permis-
sions, is still a wise choice.

The last note of caution lies in integrating 
the solution with the legacy applications 
to ensure a consolidated view of the 
data along with integrated end-to-end 
business processes. 

client consulting expertise: 
support in scope definition, 
products selection, payroll 
expertise, solution design , 
acceptance tests, change 

management, go-live 
preparation,, dual payroll 
systems testing, shared 

service centres, business 
expertise, etc.

A dedicated centre of 
excellence Capgemini France has set up a dedicated HRIS centre 

of excellence. Capable of addressing the issues facing 
companies in all industries, this centre delivers consulting 
services, technology watch and projects implementation 
services.

Sandra Pontinha, 
Manager of the HRIS  
Centre of Excellence

The strength of our 
centre of excellence lies 
in its ability to combine 
three areas of expertise:  
knowledge of the HR 
function, knowledge of 
the solutions to guide 
companies in their choices 
faced with the myriad of 
solutions available, and 
knowledge of the issues 
inherent to information 
systems integration. »

THE CAPGEMINI SOLUTION

DECISION-MAKERS: RESTORING  
THE BALANCE BETWEEN BUSINESS  

FUNCTIONS AND IT

Who makes the decisions in the cloud? 

               45,2 %
IT : 46 %

Source: Capgemini survey among  
460 IT managers and company decision-makers  

in every continent. 

CAPGEMINI - YOUR PARTNER
FOR TRANSFORMING YOUR HRIS

OUR VALUE PROPOSAL:
150 CONSULTANTS DRIVING AN END-TO-END

HRIS SOLUTION

expertise in the 
different generations of 
Hris solutions - from 

«on-premise» Hr erps 
to cloud solutions.

experience in 
leading large-scale 

transformation, 
integration, upgrade 

and third-party 
maintenance projects 

on market leading 
solutions.

Business 
functions: 
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How digital technologies are reinventing Human Resources

14 Point of view Capgemini

Our HR organisation is 
divided into three levels. 
Corporate services define 
the HR operating rules and 
policies, whether managing 
the employer brand, the 
talent pipeline, recruitment 

or remuneration policies and benefits packages. The second 
more recent level groups all HR service production into sha-
red service centres (SSCs) across three continents. The 
European SSC is based in Bratislava, Slovakia. The aim is to 
produce the most effective HR services by centralising admi-
nistrative management, reference data management (data 
which populate all the HR information systems),recruitment 
and training, as well as managing all legal aspects relating to 
training. Finally, the third level is based on local HR services, 
which act as partners to the business functions in the dif-
ferent countries.

The objective of the third level is 
to second-guess the business 
functions’ needs and check that 
those needs will match available 
resources at a given moment 

in time. For example, we have set up a workforce planning 
scheme in France. We use our managers’ prospective ana-
lyses to extrapolate the future trends in our different busi-
ness functions. The idea is to identify which functions will be 
experiencing growth and those that will become less impor-
tant to our business or which will change in nature. We will 
use that information to build action plans for fine-tuning our  
resources. The goal is to give the organisation greater visibility 
and enable it to transform incrementally, instead of suffering 
occasional organisational changes.

First of all, employees have 
access to the «About Me» 
portal, where they can 
manage all their adminis-
trative formalities with the 
company, which are dealt 
with by the service centre. 
Managers can access the 

«About My Team» tool, which includes features for setting 
individual targets, assessing the extent to which objectives 
have been achieved and tying in salary reviews or bonuses. 
These tools are integrated with the other systems. The 
group is determined to implement as few tools as possible 
as part of the global policies. If local specifics exist, they are  
managed locally through dedicated initiatives.

The projects initially gave rise to 
a feeling of apprehension, with 
employees concerned that 
relations would lose their hu-
man aspect. That fear lasted a 
few months. Today, some two 
and half years after the system 

went live - implementation was deliberately progressive - all 
apprehension has completely gone. Relations have changed 
- direct interaction is now associated with real challenges for 
the employee. Managers have rediscovered their central role 
in their relations with their teams. Before, HR often overcame 
the lack of contact with managers. Implementing these tools 
therefore raises the challenge of increasing the number of HR 
policies via local managers.

« Allow the organisation to transform 
progressively »

Olivier Duffour,  
Chief Human Resources Officer  
and Head of Conformity  
at Henkel France*

HOW CAN MANAGERS BE 
PREVENTED FROM INTERPRETING 
THE ARRIVAL OF SUCH TOOLS AS 
A SHIFT IN THEIR WORKLOAD?
Until such tools emerged, managers 
tended to subcontract all HR-related  
issues to human resources. Today, mana-
gers are much more involved in the pro-
cess, but at the same time they are more 
independent. For example, they can use 
the tools to manage their teams’ leave  
rosters directly. This aspect improves  
acceptance and uptake of this type of  
project. 

*  1,100 employees in France, including 17 in HR.  
The group employs approximately 47,000 people 
around the world.

We use our managers’ prospective analyses 
to extrapolate the future trends in our different 
business functions in order to identify which 
functions will be experiencing growth,  
and those that will become less important 
to our business or which will change in 
nature. »

HOW ARE HR SERVICES 
ORGANISED IN A 
MULTINATIONAL 
CORPORATION LIKE 
HENKEL?

COULD YOU EXPAND 
ON THE ROLE OF  
THE THIRD LEVEL?

WHAT TOOLS ARE 
AVAILABLE TO 
EMPLOYEES AND 
EXECUTIVES FOR 
MANAGING RELATIONS 
WITH THE DIFFERENT  
HR SERVICES?

HOW HAVE  
EMPLOYEES REACTED 
TO THE TOOLS 
IMPLEMENTED?
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Sandra Pontinha
Manager of the HRIS Centre of Excellence 
sandra.pontinha@capgemini.com

With more than 130,000 people in 44 countries, Capgemini is one of the world’s foremost providers 
of consulting, technology and outsourcing services. The Group reported 2012 global revenues of 
EUR 10.3 billion. Together with its clients, Capgemini creates and delivers business and technology 
solutions that fit their needs and drive the results they want. A deeply multicultural organization, 
Capgemini has developed its own way of working, the Collaborative Business ExperienceTM , and 
draws on Rightshore® , its worldwide delivery model. 

Rightshore® is a trademark belonging to Capgemini

For more information:

www.capgemini.com

À propos de Capgemini®


