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Document Overview

Background

The review of the Financial and Human Resources (HR) Administrative Processes is intended to provide the University with a roadmap towards enhancing the Finance 

and HR services delivered to key stakeholders. Human Resources processes include both those delivered by the central HR function as well as Faculty Relations (for 

specific academic processes). The review includes elements of “customer service” to academic and services units, enabling the University as a strategic partner 

towards its strategic goals, and being pillars of support to the executive and Board of Governors as stewards of the organization.

In completing this assessment, a review of key functions within Finance and HR was completed through consultation with end users, key Finance and HR stakeholders, 

and University executive, along with review of available documentation. For a set of in-scope functions refer to the following slide.

Document scope

This document is a summary of the current state findings based on the above stated consultation activities. The findings are based on commentary from key 

stakeholders as well as comparison of known practices to Deloitte’s maturity model frameworks for Finance and HR. The maturity model assessment in this document is 

currently based on a self-assessment by stakeholders present at consultation sessions. This includes both a current state maturity along with a desired future state.

As a next step these maturity model findings will be used to layer on known leading practices as well as a refined desired state based on University priorities. 

This document will be used to help inform future phases of this project including key design labs with leadership.

Key context

As stated in the document scope, the findings within this document are based on available information provided during consultations and University procedural 

documentation.

It is not intended to be an intensive process review conducted through walkthroughs and observations. The rationale for this approach is to maintain the conversation 

at a strategic level to inform overall service delivery and not re-design processes at a task level.

The implications of these findings will be validated and prioritized with key project stakeholders.

Furthermore, any data points presented in this report are approximations based on best available information and not necessarily exact metrics.



Executive Summary
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FINANCE SCOPE

Record-to-Report Order-to-Cash

Plan-to-Perform Treasury

Acquire-to-Retire
Endowments, 
Donations and 

Bursaries

Procure-to-Pay
Research Grants and 

Contracts

HR SCOPE

Operating Model Health 
Check

HR Strategy

Talent Acquisition Workforce Planning

Payroll

Review scope

This review includes eight (8) primary scope areas for Finance and five (5) 

areas for HR. The approach used for Finance and HR is derived from 

Deloitte’s Finance Transformation and HR Transformation methods 

respectively. As a result, areas are reviewed through the following lenses.

• Process and Policy

• Information and Systems

• Organization and People

In addition, the HR scope includes a “health check” of the new service 

delivery model which began implementation in 2018. The HR scope 

represents processes facilitated both by the central HR function as well as 

by Faculty Relations. Certain academic staff related processes are owned 

by Faculty Relations (e.g., faculty talent acquisition), where as others are 

delivered by the central HR function for both academic and non-academic 

staff (e.g. Payroll).
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Common current state themes

• Variable talent

– Depth and breadth of Finance and HR skillsets is highly variable across business units

– Generalist and specialist Finance and HR skillsets are located inconsistently across business units

• Disparate systems

– Over the years, several point solutions have been built/acquired to address business needs; however, an end-to-end view of requirements and critical 

integration points has not been clearly articulated

• Process efficiency and variability

– Processes are highly variable across business units with numerous exception paths

– In some cases, a large number of stakeholders creates multiple hand-offs, approval points, and re-keying resulting in lag times

• Inconsistent support models

– The method by which various users are supported in their business needs can be dependent on historical support arrangements

• Limited information strategy

– Although disparate systems contribute to challenges in obtaining timely and accurate data, the information/data needs of key users across the University 

are not formally defined (e.g., common information needs of deans, versus CAOs, versus service directors)
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uOttawa at a Glance

The University of Ottawa is…

• The World’s largest bilingual English and French university

• One of Canada’s Top 10 research universities 

• Host to one of Canada’s Top 5 Co-Op Programs

The University of Ottawa has…

• 5,000 employees 

• 43,000 students

• 10 faculties and 450 programs

As a leading University in Canada, uOttawa is seeking to enhance a series of operational, 

data/information, compliance, and systems challenges within its Finance and HR functions. 

Given the size, complexity, and diversity of stakeholders, this requires a holistic view towards 

how Finance and HR can support the mandate and mission of the University, serve academic 

and service units, and satisfy the needs of executive bodies to make evidence-based 

decisions in the interests of the University as a whole.



Project Scope and Objectives
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The scope of this engagement focuses on Finance and HR services. It contains a 

high-level review and gives recommendations on process and policies, 

organization and people, and information and systems. 

1. Processes and policies

– A policy framework that provides a standardized and controlled 

environment to execute Finance and HR processes

• e.g., effort allocation, metrics

2. Organization and people

– A Finance and HR organization with the appropriate structure and 

capabilities to deliver Finance and HR processes

• e.g., Functional role, capabilities, knowledge transition

3. Information and systems

– Technology and information  infrastructure to enable and  support 

Finance and HR processes

• e.g., Finance systems architecture, Chart of Accounts, and 

data requirements

1. Processes and 
policies

2. Organization
and people

Finance and 
human resources

3. Information and 
systems



Project Scope and Objectives
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Project objectives

• Greater visibility of information to facilitate evidence-based decision-making

• Improved efficiency and effectiveness

• Refined controls and compliance

• Enhanced service levels to internal and external stakeholders

This Current State Assessment synthesizes the result of baseline analysis across Finance and HR, and is 

inclusive of maturity assessment outcomes, and interview findings. This assessment will act as a level-set 

between Deloitte and uOttawa, and will inform all subsequent phases of this engagement. 



Approach and Methodologies

The current state phase of this assessment was supported by internal Deloitte accelerators (taxonomies, maturity definitions, etc.) paired with uOttawa process 

documentation to engage key stakeholders and document current state issues.

Purpose/design

Issues identified through exploratory interviews and working sessions with Finance and HR were categorized by process area and assessment domains (i.e., Talent, 

Process [Efficiency], Systems and Data, etc.) which recognize the pain point themes that are applicable across multiple program areas/departments in the University. 

Based on pain point discussions, participants were given Deloitte’s maturity framework to self-assess against the definitions including developing, intermediate, and 

leading. These maturity definitions are based on cross-industry common practices for the Finance and HR functions in-scope and are used to provide a guide post to 

contextualize current state challenges.

Approach for documenting current state

1. Defined process 
taxonomies based on 
Deloitte’s Finance and 
HR inventory along with 
uOttawa process 
documentation.

2. Conducted 
consultations with key 
stakeholders across the 
University and 
reviewed relevant 
documentation.

3. Summarized key 
current state findings
and overall maturity 
assessments based on 
Deloitte maturity 
definitions.



CURRENT STATE ASSESSMENT —

FINANCE



Objectives and Scope of Finance Workstream
We have conducted an assessment of uOttawa’s finance processes to 

better understand current capabilities and areas of opportunity to inform the 

future state operating model design and roadmap.

DIMENSIONS OF FINANCE REVIEW

Role of  
Finance

Finance  
Technology and

Architecture

Finance  
Capability  

Assessment

Analyze metrics

• Deloitte 
Survey

Effort  Allocation

• Full-time  
equivalents

• Transactional  
volumes

FINANCE FUNCTIONAL SCOPE

Review 

Activities

FINANCE ENABLERS

Topics Subtopics

Plan-to-Perform Planning

Budget 

Development and 

Forecasting

Reporting and 

Analysis

Endowments, 

Donations and 

Bursaries

Endowments, 

Donations and 

Bursaries 

Accounting

Endowments, 

Donations and 

Bursaries 

Administration

Research Grants & 

Contracts

Grants and 

Contracts 

Accounting

Grants and 

Contracts 

Administration

Treasury
Cash 

Management
Banking

Record-to-Report
Institutional 

Accounting

Close and 

Consolidation

Procure-to-Pay Accounts Payable

Sourcing and 

Contract 

Management

Travel and Expense

Acquire-to-Retire Capital Planning Project Accounting

Order-to-Cash
Customer and 

Billing

Accounts 

Receivable  and 

Collections

Financial, Statutory, 

and External 

Reporting

Inventory

Asset Recording, 

Accounting, 

Disposal

Service Delivery 
and Organization 

Structure

Talent and 
Competencies

Processes
Technology, 

Systems, Data 
and Reporting

Governance
Finance 

Customers



Summary of Key Current State Findings
A number of key themes emerged from the review around current state challenges and opportunities to improve finance service delivery.

FINANCE MATURITY ASSESSMENT KEY CHALLENGES

Finance processes are decentralized. Faculties and services maintai their own 
finance resources, processes, procedures, and workflows to varying degrees. 
Central visibility of processes is further limited by non-standard documentation
methods.

Multiple disparate systems are used at Financial Resources and across the 
University to track financial data, regulatory compliance, and performance 
analytics (e.g., SciQuest, FAST, Banner, e-Awards, etc.). Faculties and services 
often utilize point solutions for data tracking and analysis, leading to multiple 
versions of the truth and data manipulation and reconciliations.

The chart of accounts and subledgers do not fully support the needs of 
management reporting (e.g., projects, fixed assets). Further granularity is required 
to facilitate data drill-down, drill-through, and self-serve capabilities for 
subledger level reporting.

There is an opportunity to streamline transactional activities and enhance staff 
capabilities to provide quality financial insights and strategic advisory to 
faculties, services, and management.



CURRENT STATE ASSESSMENT — HR



Objectives and Scope of the HR Workstream
We have conducted an assessment of uOttawa’s HR service delivery 

model and specific processes to better understand the current capabilities 

and areas of opportunity to inform the future state operating model design 

and roadmap.

DIMENSIONS OF HR REVIEW

The following dimensions were assessed:

• HR Service Delivery Model Roles and Enablers

• HR Strategy

• Specific Processes

• Talent Acquisition

• Workforce Planning 

• Succession Planning

• Engagement

• Payroll

HR  FUNCTIONAL SCOPE

Topics Subtopics

HR ENABLERS

Service Delivery 
Model and Roles

Talent and 
Competencies 

Processes
Technology, 

Systems, Data 
and Reporting

Governance HR Customers

HR Service Delivery 

Model

General Feedback 

on new Service 

Delivery Model
Roles Enablers

HR Strategy
Strategic Alignment 

and Service Offering
Vision for HR

uOttawa HR top 

priorities

Talent Acquisition
Talent Acquisition 

Kick-Off

Sourcing and 

Application

Screening, 

Interview and 

Offer

Offer 

Management 

and Rejection

Workforce Planning,

Succession Planning, 

and

Engagement

Plan Workforce Plan Succession
Engage 

Employees

Payroll Prepare Payroll Process Payroll
Send Data to 

Finance



Summary of Current State Maturity and Challenges

A number of key themes emerged from the review around current state challenges and opportunities to improve HR service delivery.

HR MATURITY ASSESSMENT KEY CHALLENGES

• The overall HR strategy and vision is in a development stage given the recent adoption of a
refined vision and service delivery model.

• New HR Service Delivery Model continues to mature towards the original design : Communities
of Expertise (COE) and Human Resources Business Partners (HRBP) roles are still highly
involved in transactions, and HRBP are still on the learning curve.

– HR function representatives are not properly equipped to provide added value services
to HR customers:

– HR processes are highly manual due to a lack of integration and system
functionality, generating data integrity issues.

• The Talent Programs offering is missing and there is no common approach nor available talent
data to address talent gaps.

• The HR function offering is mostly transaction driven and support to the HR customer is 
largely seen as reactive/ on an as needed basis.

• HR Expertise does exist (COE) but cross-University benefits are not consistently achieved:

– Programs are not developed due to a lack of capacity. 

– COE expertise is not systematically solicited to help improve a process.

• HR Processes are either decentralized, or shared between central level and faculties / services, 
making the operating model unclear for HR stakeholders and customers and generating 
inconsistent practices across the university.

• Lack of accountability of certain faculties / services towards HR customers regarding process 
execution generates additional workload for HR, inconsistent practices, and grievance risk due 
to a lack of compliance. 


