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Administrative Response and Timelines – PwC – Human 
Resources (HR) Health Check Engagement 
 
Recommendation 
That the report of the General Manager, Corporate Performance Department, dated 
March 5, 2018, be received as information. 
 
Topic and Purpose 
The purpose of this report is to provide the Administration’s overall assessment and 
response to the recommendations contained in the Internal Auditor’s report, “Human 
Resources (HR) Health Check Engagement.” 
 
Report Highlights  
1. Phase 1 of the audit identified six recommended key priority areas for 

consideration for Phase 2 of the audit. 
2. Talent acquisition is an area with a large maturity gap that was identified as a top 

priority and an area in which the City needs to excel. 
3.   The HR Strategy developed in Phase 2 of the engagement includes a vision for 

HR and three key areas of focus; Talent Acquisition, Leadership Development, 
and Talent and Performance Management.   

4.  The HR Health Check Engagement identified the need for HR to be a strategic 
business partner as well as the need for alignment and an enterprise-wide 
approach to HR. 

 
Strategic Goals 
This report and audit support the Strategic Goal of a Culture of Continuous 
Improvement and the priority of attracting the best available talent as well as developing 
and retaining employees over the long-term. 
 
Background 
The City of Saskatoon (the “City”) Strategic Risk Register contains risk CI-2, which is 
that “The City’s existing strategies may not be attracting, managing, developing and 
retaining top talent to support existing and future operations”. This risk was identified as 
a medium priority for City Council and, based on the risk rating exercise conducted by 
the Corporate Risk Committee, has a residual risk severity of 4.6 (which represents 
“high” residual risk). 
 
An audit of the City’s processes with respect to strategies being utilized to attract, 
develop, and retain talent was included in the approved 2017 Internal Audit Plan.  
 
The Statement of Work provided by PricewaterhouseCoopers LLP (PwC) for the HR 
Function Health Check Audit was approved by the Standing Policy Committee on 
Finance on August 14, 2017. 
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Phase 1 of the audit report was submitted to the Administration for review in October 
2017, after which Phase 2 was completed and the final report was submitted to the 
Administration for review in December 2017. 
 
Report 
Phase 1 Recommends Six Priority Areas for Consideration 
Phase 1 of the HR Health Check Audit identified six key priority areas to consider for 
Phase 2 of the audit: HR Strategy, Talent Acquisition, Workforce Planning, Succession 
Planning, Performance Management and Leadership Development.  Talent acquisition 
was identified by stakeholders as a top priority and an area in which the City needs to 
excel.   
 
PwC’s recommendation was to begin with development of an HR Strategy as a 
foundation and then work on the five other priority areas over time. 
 
HR Vision and Areas of Focus for Next Three to Five Years  
The City’s HR and Labour Relations professionals worked with PwC to develop the 
main elements for the HR Strategy and Roadmap during Phase 2 of the engagement.  
Four teams came together to develop an overall Vision for HR and to focus on three key 
areas that are integral foundations of an HR Strategy: Talent Acquisition, Leadership 
Development and Talent and Performance Management.  A three-year roadmap was 
developed, breaking out specific activities and deliverables within each focus area. 
Attachment 1 provides the HR Strategy and Roadmap to Implementation. 
 
HR as a Strategic Business Partner 
Staff who participated in the engagement identified the need for HR to be more of a 
strategic business partner.  An HR Strategy crafted as an enterprise-wide approach to 
HR will be key to HR’s ability to meet the needs of the business.  The Health Check 
Engagement also recommended the need to identify key skills and capabilities 
necessary for HR to be a credible and effective partner, adding value to the business.    
 
Attachment 2 provides an update on the current status, next steps and timelines for 
each of the seven actions/recommendations in the Internal Auditors’ Human Resources 
(HR) Health Check Engagement report.  Since the time of the audit/engagement work, 
progress has been made in several areas noted within the PwC Report and a number of 
initiatives have been identified and targeted for completion in 2018.   
 
Stakeholder Involvement 
Voice of the Customer sessions involved managers and directors from across the 
organization participating in discussions about the current and future state of the HR 
functions.  An HR Stakeholder Survey was also issued to directors and department 
heads requesting input on several key HR functions. Focus group sessions were held 
with staff HR functions within the organization and involved a detailed look into and 
analysis of current and future state HR functions.   
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Communication Plan 
An internal communication plan will be developed to share the outcomes and HR 
Roadmap with staff across the organization.  The communication plan will ensure the 
overall HR Strategy is understood by all divisions and highlight the alignment of the HR 
Strategy with the overall organizational strategy. 
 
Other Considerations/Implications 
There are no options, financial, environmental, privacy, or CPTED implications or 
considerations. 
 
Due Date for Follow-up and/or Project Completion 
In addition to the various specific reports that will be brought forward on action items, a 
specific follow-up report on the status of all Audit recommendations will be brought 
forward in co-operation with the Internal Auditor in approximately one years’ time.  
 
Public Notice 
Public Notice pursuant to Section 3 of Policy No. C01-021, Public Notice Policy, is not 
required. 
 
Attachments 
1. HR Strategy and Roadmap to Implementation 
2. Administration Response – Current Status, Next Steps and Timelines 
 
Report Approval 
Written by:  Kim Matheson, Director of Employee Experience and Performance 
Reviewed by:  Marno McInnes, Director of Strategic Negotiations, Total Rewards and 

Workforce Analytics 
Reviewed by: Nicole Garman, Director of Corporate Risk 
Approved by: Dan Willems, Acting General Manager, Corporate Performance 

Department 
 
CP Finance Admin Report – Administrative Response and Timelines – PWC - HR Heath Check Engagement 
 
“Approved by Dan Willems, Acting GM, CP Department, February 26, 2018” 

 



Our people matter. Human Resources is a trusted partner, providing expert guidance to 
support a workplace that is healthy, inclusive and productive.“
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Our vision
Our people matter. Human Resources is a trusted partner, providing expert guidance to 

support a workplace that is healthy, inclusive and productive.“

“

Our focus
Talent Acquisition

We are an employer of choice. We 
attract and build a high performing 

and inclusive workforce.

Leadership Development

Our leaders are trusted role 
models.  We inspire others to 

achieve their full potential.

Talent & Performance Management

We connect with our People. We 
engage employees to optimize 

performance.

Our services

Diversity and 
Inclusion

Health & 
Safety

Organizational 
Development

Labour
Relations

Total Rewards HRIS Workforce 
Analytics

City of Saskatoon: HR 2022
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Talent 
Acquisition

Leadership 
Development

Talent & 
Performance 
Management

Our focus Key initiatives Metrics Support
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• Implement an Applicant Tracking System.
• Establish consistent recruitment service 

model; including competency-based 
recruitment and selection process for 
managers, directors and general managers.

• Develop Corporate Onboarding Program

• Develop Balanced Scorecard (City Manager, 
GM & Director Level)

• Implement and train on competency 
framework (City Manager, GM & Director 
level)

• Implement a executive coaching and 
mentoring program  for City Manager and 
General Managers.

• Implement and train on competency 
framework (ESA/SCMMA employees)

• Onboarding resource for new 
Managers/Supervisors 

• Implement and train on IDP’s (all forms)
• Transition to electronic forms

• Survey Data (annual and pulse 
surveys)

• Recruitment cycle time
• Number of diversity candidates 

applying versus amount of qualified 
diversity candidates

• Website visits-google analytics

• Balanced Scorecard metrics
• Engagement Scores
• Number of IDP’s completed

• Number of IDP’s completed on time
• Percentage of managers who have 

received Competency Training
• Engagement Scores
• New Hire/Exit Interview results
• Percentage of managers who have 

received IDP Training
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• Funding for technology
• Consistent resources for 

Seasonal Recruitment
• Communications

• LMS/IT Support
• Personnel Subcommittee of 

Council and City Manager buy 
in to Balanced Scorecard 
approach.

• Communications

• LMS/IT Support
• Communications
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Our focus 2018 strategic roadmap

Jan Mar Apr Jun Aug Oct Dec

Assess Design Construct Implement
Operate & 

Review

Onboarding Program Assess Design Construct Implement
Operate & 

Review

Recruitment Process 
and Competency 
Framework

Assess Design Construct Implement

Competency Framework 
(GM/Director)

Executive mentoring/ 
coaching program CM/GM

Assess Design Construct Implement

Competency Framework 
(ESA/SCMMA)

Onboarding resource 
managers/supervisors

Talent 
Acquisition

Leadership 
Development

Talent & 
Performance 
Management

City of Saskatoon: HR 2022

Applicant Tracking 
System

Assess Design Construct Implement

Design Construct Implement
Operate & 

Review
Assess

Design Construct Implement
Operate & 

Review
Assess

Balanced scorecard CM/ 
GM/Directors

Assess Design Construct Implement
Operate & 

Review

IDPs (implement/training)

Electronic IDPs

Assess Construct Implement
Operate & 

Review
Design

Assess Construct Implement
Operate & 

Review
Design
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Leadership Development Talent & Performance Management
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3 – 5 year strategic roadmap

City of Saskatoon: HR 2022

Current 
State

Applicant Tracking 
System

Foundation (year 1) Functional Excellence (1 - 3 years) Optimization (3 - 5 years)

Target
State

Establish Consistent 
Recruitment Service 

Model

Refresh Employer 
Brand

Establish a referral 
programDevelop Corp 

Onboarding Program

JD Competencies for 
Recruitment

Determine Service 
Level Agreements

Diversity 
requirements 

/recruitment process

Identify internal 
experts that provide 

quality L&D

Establish link between 
performance and 

leadership development

Launch next level 
Supervisor 101

Leadership competencies 
into position requirements/ 
performance management

Establish leadership 
development plan

Resourcing plan for 
training effort

Business case and  
budget

Develop sustainment 
plan

Implement 
Supporting 
Technology

Mentoring Program

Electronic IDPs

Training & 
Development beyond 
traditional classroom

Onboarding Resource 
(new mngr/sup)

IDP Implementation
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