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	Function:
	Transversal Human Resources

	Position:  
	Head of Workforce Strategy

	Job holder:
	

	Date (in job since):
	

	Immediate manager 
(N+1 Job title and name):
	

	Additional reporting line to:
	

	Position location:
	Remote, Home-Based, with business travel across UK & Ireland

	

	1.  Purpose of the Job – State concisely the aim of the job.  

	· The Head of Workforce Strategy is accountable for defining, leading, and embedding enterprise workforce strategy, labour planning, and workforce insight to ensure the organisation has the right people, in the right place, at the right time, and at the right cost to deliver customer outcomes, operational performance, and sustainable growth.
· Working in close partnership with senior leaders across HR, Operations, Finance, and Technology, the role translates demand signals, service models, and strategic priorities into actionable workforce and labour decisions, leveraging workforce management platforms (including UKG Pro WFM) and advanced analytics. The role balances long-term strategic direction with short- and medium-term execution, ensuring workforce planning is predictive, evidence-led, and operationally embedded.
· This is a thought-leadership and execution role, positioning workforce strategy and labour management as a core commercial and operational enabler, rather than a reactive or purely administrative function.




	[bookmark: _Hlk114141570]5.  2.  Main assignments – Indicate the main activities / duties to be conducted in the job.

	Workforce Strategy & Direction
· Define and lead a clear, enterprise workforce and labour strategy aligned to organisational objectives, customer demand, and the UK&I operating model.
· Translate growth plans, contract changes, transformation initiatives, and service redesign into scalable workforce and scheduling strategies.
· Act as the senior authority on workforce strategy and labour management, providing credible insight, challenge, and recommendations to executive and senior operational leaders.
Workforce Planning, Forecasting & Scheduling
· Own end-to-end workforce planning, including demand forecasting, capacity modelling, scheduling design, and resource deployment.
· Lead the strategic use of UKG Pro WFM(or equivalent) to enable accurate forecasting, optimized scheduling, and real-time labour visibility.
· Ensure workforce plans align with financial forecasts, productivity targets, service-level commitments, and contractual obligations.
· Drive consistency in planning horizons (short, medium, long term) to enable proactive rather than reactive labour decisions.
Labor Performance & Optimisation
· Enable effective workforce performance through planning that balances customer experience, cost efficiency, compliance, and colleague wellbeing.
· Identify and lead labour optimisation opportunities, including improvements in productivity, utilisation, span of control, scheduling efficiency, and overtime management.
· Ensure workforce and labour plans support operational stability during peaks, seasonal demand, transformation activity, and periods of labour market pressure.
Capability, Tools & Transformation
· Lead the evolution of workforce management tools, planning methodologies, and labour governance in line with best practice.
· Drive adoption and effective use of UKG Pro WFM capabilities, including forecasting, scheduling rules, labour standards, and reporting.
· Embed consistent, modern ways of working across workforce planning, scheduling, and labour management.
· Build organisational maturity so workforce strategy and labour planning are clearly understood, trusted, and consistently applied across contracts and sectors.
Leadership & Collaboration
· Lead and develop a high-performing workforce strategy and labour planning function with clear accountability and strong analytical capability.
· Create an inclusive, high-engagement team culture focused on continuous improvement, insight, and operational impact.
· Work collaboratively across HR, Operations, Finance, Digital, and Transformation teams, influencing through data, credibility, and partnership rather than hierarchy.



	2.  3.  Context and main issues – Describe the most difficult types of problems the jobholder must face (internal or external to Sodexo) and/or the regulations, guidelines, practices that are to be adhered to.

	The Head of Workforce Strategy operates in a highly dynamic, multi-sector environment, where customer demand, service models, labour availability, and cost pressures continually evolve. The role must balance strategic workforce direction with day-to-day labour realities, ensuring plans are both robust and adaptable.
Key challenges include:
· Translating variable demand and complex service requirements into accurate forecasts and efficient schedules.
· Balancing customer outcomes, productivity, labour cost, and colleague experience.
· Driving adoption of  UKG Pro WFM capabilities across diverse contracts and operating models.
· Influencing senior leaders to move from reactive labour decisions to predictive, evidence-based workforce planning.
· Embedding consistent labour standards, planning principles, and governance across a decentralized operation.
· Responding to external labour market constraints while maintaining service quality and financial discipline.
· Operating within employment legislation, contractual terms, and internal governance frameworks.
The role requires strong judgement, resilience, and the ability to make commercially sound, forward-looking decisions in a complex and changing environment.



	4.  Accountabilities – Give the 3 to 5 key outputs of the position vis-à-vis the organization; they should focus on end results, not duties or activities.

	· A clearly articulated and embedded enterprise workforce and labour strategy aligned to business objectives and service models.
· Accurate, actionable workforce forecasts and schedules that improve productivity, utilisation, and cost-to-serve.
· Effective deployment and optimisation of UKG Pro WFM, delivering measurable improvements in scheduling efficiency and labour performance.
· Consistent workforce planning and labour governance practices across the UK&I estate.
· A capable, engaged workforce strategy and planning function recognised as a trusted partner to operations and leadership.




	2. 5. Dimensions – Point out the main figures / indicators to give some insight on the “volumes” managed by the position and/or the activity of the Department.

	The Head of Workforce Strategy provides workforce and labour leadership across a large, complex UK & Ireland operation, influencing decisions at significant scale.
Key dimensions include:
· Workforce planning and scheduling oversight for large, multi-sector employee populations across numerous contracts and sites.
· Labor forecasting and capacity planning across diverse service models and operating environments.
· Workforce decisions impacting significant labour cost investment and productivity outcomes.
· Ownership of workforce demand, capacity, and scheduling data across short-, medium-, and long-term horizons.
· Leadership of a specialist workforce strategy, planning, and labour analytics function.
· Direct influence on KPIs including service performance, labour productivity, utilisation, overtime, and financial efficiency.



	6. Job profile – Describe the qualifications (Education & experience), competencies and skills needed to succeed in the position.

	Essential
· Senior experience in workforce management, labour planning, or workforce strategy within a complex operational environment.
· Deep understanding of workforce management systems (e.g., UKG Pro WFM) and their application to forecasting, scheduling, and labour optimisation.
· Strong analytical capability with the ability to convert complex data into clear insight and executive-level recommendations.
· Proven experience defining strategy and leading teams responsible for workforce planning, scheduling, or operational performance enablement.
· Demonstrated ability to influence senior stakeholders across HR, Operations, Finance, and Technology.
· Experience leading transformation, change, or capability uplift at scale.
Desirable
· Hands-on experience implementing or significantly enhancing UKG Pro WFM or similar WFM platforms.
· Exposure to multi-site, multi-skill, or contract-based operating models.
· Experience working within matrixed, highly decentralised organisations.




	2. 7.  Organization chart – Indicate schematically the position of the job within the organization. It is sufficient to indicate one hierarchical level above (including possible functional boss) and, if applicable, one below the position. In the horizontal direction, the other jobs reporting to the same superior should be indicated.

	
TBA
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