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SOMETIMES, the solutions
are the same all over. De-
spite vast differences in
income levels, market
conditions, labour
regimes and social infra-
structure, managing peo-
ple follows a few common
rules.

That’s how Florent
Francoeur, president of
Quebec’s HR Association,
L’Ordre des conseillers
en ressources humaines
et en relations indus-
trielles agréés du
Québec, sees it as he
steps into a two-year
term as president of the
World Federation of Per-
sonnel Management As-
sociations (WFPMA). 

Founded in 1976, the
federation brings togeth-
er five continental feder-
ations that represent 70
national HR associations
with the mandate of de-
veloping and improving
the effectiveness of pro-
fessional people manage-
ment around the world.  

Francoeur said one of
the federation’s main ob-
jectives is to help HR as-
sociations in one region
tap into the expertise de-
veloped in another. Part
of that work involves
sharing research and ar-
ticles, developing and
building on networks of
contacts and undertak-
ing large-scale research
projects.

“Particularly, with
countries that don’t real-
ly have a human re-
sources profession, we
hope to help them build a
profession,” said Fran-
coeur.

CHRP a model of success

High on a list of priori-
ties for Francoeur is to
help countries that don’t
have an HR certification
model develop one. 

“By the end of my
mandate, I would hope
that any country that
doesn’t yet have one
would have been made
aware of the importance
of having one,” said Fran-

coeur.
Canada’s experience in

setting up the Certified
Human Resources Pro-
fessional (CHRP) desig-
nation is viewed as a
model of success, he said,
in that it won endorse-
ment from 10 jurisdic-
tions with distinct char-
acteristics. 

One project under way
is helping Mexico set up
an HR certification mod-
el. Given the existence of
the Professional in Hu-
man Resources (PHR)
and Senior Professional
in Human Resources
(SPHR) designations in
the United States, as well
as Canada’s own CHRP,
the HR profession in
Mexico feels a competi-
tive pressure to develop
one as well, he said.

Bridging differences in HR
Asked about bridging

the differences in HR all
over globe, Francoeur’s
response was optimistic.
Even with countries that
have a less developed

professional infrastruc-
ture or that are still try-
ing to develop profes-
sional people
management, “we have
as much to learn from
them as they do from us.”

He pointed to the AIDS
crisis in Africa, which is
striking down adults in
their productive years. In
southern Africa, adults
aged 20 to 49 account for
about 60 per cent of all
AIDS deaths. The result
is a shortage of workers,
particularly in the mid-
dle-aged cohort. Fran-
coeur compares this to
the looming wave of baby
boomer retirement fac-
ing North America. 

“The result of both
these problems is we’re
soon (to) be facing a
shortage of personnel. So
what do we do to manage
that? We share the infor-
mation we have, the arti-
cles, the research papers
around skills shortage
and the solutions,” he
said. “It’s a question of
transferring knowledge
from one generation to
another. It’s a question of

Canadian to head global HR association
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how to motivate employ-
ees. These are global
problems.”  

Employee motivation
universal

When it comes to peo-
ple management con-
cepts such as employee
motivation, Francoeur
said certain core princi-
ples transcend differ-
ences in cultures, man-
agement styles and
labour laws. 

“If we talk about em-
ployee motivation, for ex-
ample, it’s universal that
if you have a manager
spend a few minutes now
and then to praise you for
the work that you do,
you’re more motivated.
That’s true across the
world,” said Francoeur.
“The four or five major
principles are these large
principles (and they) ap-
ply as much for a Mon-
treal manager as a man-
ager elsewhere.”

Issues facing HR prac-
titioners around the
world are certainly di-
verse, but not dissimilar.
At a 2002 conference held
in Mexico, federation
members heard Mexican
president Vicente Fox
talk about setting HR

guidelines for the public
service he hoped would
be held as a model for the
rest of the country. The
guidelines were aimed at
establishing professional
people management, in-
cluding open and system-
atic recruitment and se-
lection and the

elimination of a favour-
swapping culture.

Then participants
heard General Electric’s
former chairman and
CEO Jack Welch speak
on the transparency en-
tailed in the forced rank-
ing performance man-
agement system. This

system works only be-
cause the company had
an open, honest and con-
sistent appraisal system,
he said. 

Hence, it’s about trans-
parent people manage-
ment — just at different
scales and at different
stages of adoption.
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Francoeur, a mathematician by training who obtained the CHRP designation
without having worked in HR, has been at the Quebec HR association since
1993. He’s an entrepreneur at heart, always seeking to be out in front of an
idea, said Geneviève Fortier, past-president of the Canadian Council of Hu-
man Resources Associations. Fortier worked with Francoeur at the Quebec as-
sociation when she was president between 2000 and 2004. 

Though humble in demeanour, Francoeur is the type who keeps challeng-
ing the status quo, said Fortier. When the association wanted to set up a
designation for human resources professionals, the conseiller en ressources
humaines agréé (CHRA), the only designation available was one for indus-
trial relations professions, the conseiller en relations industrielles agréé
(CRIA). In Quebec, professional bodies and designations are regulated by
the province, and it was resistant to the idea of setting up a second pro-
fessional designation.

“This took years to get and Florent never gave up. He kept working with
the Office des professions, he gave them as much information as they need-
ed,” said Fortier. His efforts spoke to the belief that “we need to do what’s
right for the profession. Sometimes it involves long, hard-won battles, but if
it’s something we have to do, let’s do it.” 

Francoeur tends to be politically astute as well, added Fortier. Around the
CCHRA table, it’s Francoeur whom others turn to when political face-off is at
play. He seems to be able to quickly assess where someone is coming from
and what outcome the person is seeking.

Despite his lack of practical HR experience, Fortier has no doubt of his
commitment to the profession. A number of times other associations tried to
lure him away, but he stayed put.

“He feels this profession is a solid profession, one that needs to gain more
recognition than it has currently. And he’s prepared to do whatever required
to get the business community to recognize it as such.” 

Francoeur currently sits on the board of the Labour Standards Commission
as well as the Labour Market Partners Commission, part of Quebec’s Depart-
ment of Labour and Social Solidarity.

■ FRANCOEUR’S RESUMÉ

A leader who challenges the status quo
Universal
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