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	Function:
	Human Resources  

	Segment:  
	

	Position:
	HR Business Partner ROI

	Job holder:
	

	Date (in job since):
	

	Immediate manager 
(N+1 Job title and name):
	Head of HR ROI

	Additional reporting line to:
	 

	Position location:
	Leinster/ROI: While the role is remote-based, it is not a fully home-based position. Regular visibility across the business is essential, and the successful candidate will be expected to travel and visit sites weekly, as well as when business needs require.

	


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

	Provide practical, commercially focused HR business partnering to multiple Account Managers and client sites across a fast-paced, evolving and growing business in the Republic of Ireland. Combine strong, hands-on employee relations (ER) expertise with proactive people planning to help managers resolve issues fairly, manage people risk and build effective teams.
Manage competing priorities across a varied operational portfolio, responding to urgent matters while maintaining progress on agreed people initiatives. Build trusted relationships with Account Directors, Account Managers and site managers, providing clear advice, constructive challenge and practical support while retaining management ownership of people decisions and actions.
Deliver the people agenda in partnership with the Head of HR ROI and specialist HR teams, supporting business performance, employee engagement, talent development, mobilisation and organisational change. Promote Sodexo’s values and a zero-accident mindset.

	

	2. 	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.

	Characteristics 
	Hands-on operational HR partnering across multiple accounts and client sites, alongside delivery of agreed people plans. Works closely with Account Directors, Account Managers, site managers, Recruitment, Learning and Development, HR Services and other specialist teams. Portfolio size and priorities may evolve as the business grows.

Portfolio scope to be confirmed: number of Account Managers, accounts and client sites; employee population; assigned ROI portfolio revenue; and any direct reports.

Geographical coverage: Republic of Ireland. Base location, specific regional coverage, site-presence requirements and travel expectations to be confirmed.
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	3. 	Organisation chart – Indicate schematically the position of the job within the organisation. 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.

	Head of HR 
Ireland






Director
HR Business Partner

Director










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

	· Pace and competing priorities: Operate effectively in a high-volume environment with frequent changes in priorities, balancing urgent ER matters and site requests with planned people initiatives. Assess risk, agree realistic timescales and communicate clearly where priorities or resources need to be reset.
· Multi-account complexity: Understand differing client-site requirements, workforce profiles and operational pressures while maintaining consistent HR standards and accessible, responsive support across the portfolio.
· ER judgement and fair process: Navigate sensitive and complex cases with impartiality, sound judgement and discretion. Apply Irish employment law, company policies and appropriate procedures, seeking specialist advice and escalating material risks promptly.
· Growth and change: Adapt to new contracts, mobilisations and changing structures, identifying emerging people risks and supporting practical, scalable ways of working.
· Management accountability: Build manager capability and confidence without taking over management responsibilities. Provide constructive challenge where proposed actions create employee, legal, client or reputational risk.
· Business and employee outcomes: Balance operational continuity, commercial requirements and fair employee treatment. Work collaboratively with specialist HR teams and promote employee engagement, wellbeing and a zero-accident mindset.



	5.  Main assignments – Indicate the main activities / duties to be conducted in the job.

	· Hands-on employee relations: Advise and support managers on complex investigations, disciplinary matters, grievances, absence, performance, probation and appeals. Guide case planning, evidence gathering, correspondence and procedural steps, maintaining fair processes, accurate records, timely progression and appropriate independence between stages.
· Case management and escalation: Maintain clear visibility of active cases, risks, owners, deadlines and next actions. Prioritise by urgency and impact, monitor progress and escalate significant legal, employee, operational or reputational risks to the Head of HR ROI, obtaining specialist advice where required.
· Multi-account and client-site partnering: Act as the HR partner to multiple Account Managers and sites. Understand each account’s business priorities and workforce challenges, agree support requirements and maintain regular communication and appropriate site visibility.
· Manager capability and ownership: Coach Account Managers and site managers to handle people matters confidently and consistently. Provide practical tools, clear advice and constructive challenge while ensuring managers retain ownership of decisions, employee conversations and agreed actions.
· People plans and workforce planning: Develop and deliver prioritised people plans with operational leaders and the Head of HR ROI. Translate business requirements into actions on resourcing, retention, attendance, capability, engagement and productivity, with clear owners and review points.
· Mobilisation, TUPE and business growth: Support HR due diligence, workforce planning, consultation, employee transfer processes where applicable, induction and onboarding for new or changing contracts. Work with operational and specialist teams to identify risks, plan transitions and support business continuity.
· Organisational change: Provide hands-on HR guidance and support to Account Managers on organisational change, employee consultation and redundancy processes, including individual and collective consultation where applicable. Support consultation planning and meetings, preparation of clear correspondence, consideration of employee feedback, alternatives to redundancy and redeployment opportunities, and fair selection processes where required. 
· Employee and industrial relations: Build constructive relationships with employees and their representatives. Support trade union engagement, collective consultation, negotiation and dispute resolution where applicable, in partnership with the Head of HR ROI and relevant specialists.
· Talent, succession and development: Coordinate talent reviews, succession planning and development actions with operational leaders and Learning and Development. Identify critical roles, capability gaps and retention risks, and monitor delivery of agreed actions.
· Performance and reward: Support consistent performance-review, objective-setting and reward processes within agreed frameworks. Coach managers in effective feedback and development conversations and the fair application of standards.
· People insight and reporting: Analyse ER trends, absence, turnover, engagement and other agreed people measures. Provide concise updates highlighting risks, root causes, recommended actions, ownership and progress.
· Client relationships and commercial support: Partner with account leadership on client-facing people matters within agreed authority. Contribute HR input to bids, renewals and retention activity, identifying workforce implications, costs and delivery risks.
· HR governance and service delivery: Apply company policies, Irish employment requirements and confidentiality and data-protection standards. Work effectively with HR Services, Recruitment and specialist teams, maintaining clear hand-offs and improving processes to support a growing business.



	6.  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.

	· Well-managed ER cases: Fair, consistent and appropriately documented case progression, with clear ownership, monitored timescales and timely escalation of material risks.
· Effective multi-site support: Responsive, prioritised HR support across the portfolio, with agreed expectations, visible progress and stronger manager capability and accountability.
· Delivery of people plans: Completion of agreed actions and progress against account-level people measures, including engagement, retention, attendance, development and productivity.
· Successful growth and change support: Planned and coordinated people activity for mobilisations, transfers and organisational change, with workforce risks identified and managed.
· Commercially informed people outcomes: Practical HR solutions that support client relationships, operational continuity and financial objectives, alongside actionable talent and succession plans for critical roles.

	



	7.  Person Specification – Indicate the skills, knowledge and experience that the job holder should require to conduct the role effectively

	Essential
· Degree-level education, an equivalent HR practitioner qualification or equivalent relevant professional experience.
· Substantial hands-on experience managing complex ER cases, including investigations, disciplinary matters, grievances, absence, performance and appeals, with sound judgement on fair process, documentation, risk and escalation.
· Strong working knowledge of Irish employment law and its practical application in an operational environment.
· Demonstrated experience supporting multiple managers, business areas or sites simultaneously, with the ability to understand differing operational needs and provide consistent, practical advice.
· Proven ability to deliver in a high-volume, fast-paced environment, balancing concurrent cases, urgent requests and planned work without compromising accuracy, confidentiality or follow-through.
· Broad HR generalist experience across workforce planning, recruitment, talent and succession, performance, reward, engagement and organisational change.
· Experience supporting growth or organisational change, including consultation, communication and implementation planning, and the ability to adapt as structures and priorities evolve.
· Commercial awareness and the confidence to influence and constructively challenge operational leaders, translating HR advice into clear, workable actions.
· Strong organisation and case-management skills, including maintaining action trackers, identifying priorities, agreeing realistic deadlines and communicating progress.
· Ability to work autonomously within agreed authority, recognise the limits of personal expertise and seek specialist advice or senior escalation when needed.
· Clear written and verbal communication, effective coaching and facilitation skills, and the ability to build trusted relationships across operational and specialist teams.
· Ability to analyse people data, identify trends and recommend practical interventions; effective use of HR systems and Microsoft Office applications.
Desirable
· Experience in a service-led, outsourced or client-facing multi-site business.
· Experience of contract mobilisation, HR due diligence and TUPE-related activity.
· Experience in unionised environments, including trade union engagement, collective consultation, negotiation or dispute resolution.
· Experience working in a matrix organisation and coordinating delivery with HR shared services and specialist teams.
Personal approach: Practical, adaptable and credible; brings structure to a busy workload, remains composed when priorities change and combines strong ER judgement with an understanding of operational and commercial demands.



	8.  Competencies (HR and Core) 

	· Complex ER case management and sound professional judgement
· Prioritisation, organisation and reliable delivery
· Multi-site stakeholder and client relationship management
· Commercial awareness and practical problem-solving
· Confidentiality, integrity and fair treatment
· People insight and evidence-led recommendations
· Employee engagement and service quality
	· Influencing, constructive challenge and manager coaching
· Adaptability and composure under pressure
· Change management and continuous improvement
· Workforce planning, talent and succession
· Performance, reward and capability development
· Collaboration and clear management accountability
· Risk awareness, appropriate escalation and follow-through
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