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About the Speakers 

Darren Headrick 

• Project Manager, IT SAP 
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of Mississauga 

• Darren has worked in IT at 
the City since 2008 

Natasha Grmusa 

• Project Leader, 
SuccessFactors, City of 
Mississauga 

• Natasha has worked in a 
number of divisions at the 
City since 2005 
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About Mississauga 

https://www.discovermississauga.ca/about 
 
https://youtu.be/tVkniXXZEZ0  

https://youtu.be/tVkniXXZEZ0
https://www.discovermississauga.ca/about
https://www.discovermississauga.ca/about
https://www.discovermississauga.ca/about
https://youtu.be/tVkniXXZEZ0
https://youtu.be/tVkniXXZEZ0


  

Who We Are 

• 6th largest city in Canada, 3rd largest in Ontario, over 700,000 residents 

• Home of Toronto Pearson Airport 

• A great place to live, work and play 

• Over 7,700 union and non-union employees across 5 departments 

  Community Services (e.g. Fire, Library, Recreation, Parks & Forestry) 

  Corporate Services (e.g. IT, Finance, HR) 

  Transportation & Works (e.g. Transit, Works, Enforcement) 

  Planning & Building (e.g. Building, Development & Design) 

  City Manager’s Office (e.g. Economic Development Office, Internal 
Audit) 



  

SAP at the City  

• 1995:  SAP live with FI/CO and MM on R3 
• 2007:  Migrated to ECC 6 
• 2010:  Migrated PeopleSoft to SAP HCM including Portal ESS and MSS 
• 2013:  ECC Enhancement Pack 6 
• 2014:  Upgraded BObj to 4.1 
• 2014:  HR Processes and Forms (ESS Personal Info Change, Personnel      

  Authorization Form on MSS) 
• 2015:  Fiori Leave Tiles 
• 2016:  Fiori My Paystubs, BObj to 4.2 and Lumira 
• 2017:  SF Project start 
• 2018:  SF CDP live March, Recruiting and Onboarding live July 
• 2019:  SF PMGM live February, Succession live March 

= First Canadian Municipality 



  

Critical Talent Management Questions  

• Are we attracting and retaining the right talent? 

• What skills and competencies do we need to develop?  

• Where do we have talent gaps? 

• Is our talent focused on the things that matter? 

• Is our talent at risk? 

• Who is our high potential talent? 

• Do we have leadership talent for the future? 

 



  

Previous HR Technology Landscape 

• Various stand-alone solutions  

• Interface design and ease of use concerns 

• Lack of systems integration 

• Processes are labour intensive, analog, paper-based  

• Duplicate data capture and keying  

• Data accessibility and accuracy issues  

• Limited strategic impact and business insight 

 



  

Our Business Case 

• Based on the desired future state in the HR People 
Strategy and the 5 year SAP Roadmap, the City 
developed a business case to: 

 Leverage SAP SuccessFactors (SF) solution to 
modernize talent management processes to 
attract, develop, motivate and retain 
employees  

 Enable the corporation to optimize the City’s 
workforce in support of the City’s strategic 
pillars and initiatives 

 Ensure the organization has the right quantity 
and quality of people necessary to meet 
current and future needs 



  

Our Business Case 

• Transforming what’s possible at the City to build and develop 
talent through: 

 Implementing best practices 

 Leveraging mobile technology and devices 

Utilizing cloud based computing 

Providing easier to use technology 

 Leveraging social networking and collaboration 

 



  

Our Scope 

Jul 2018 Feb 2019 Mar 2019 Feb 2018  Oct 2019 

PHASE 1 PHASE 2 PHASE 3 

Jan 2020 



  

SF Core Team 

• Key roles from HR and IT: 

Project Leader 

 IT Project Manager 

 IT Sectional Manager 

 Senior HR Manager 

HCM/SF Specialist 

HR Business Consultant 

• Note: If possible, dedicate employees to the implementation project 



  

Extended Core Team 

• HR Managers as Business Process Owners 

• Subject Matter Experts and members from the HR Centers of 
Expertise and Operations (e.g. HR Recruiters, L&OD 
Consultants, HR Analysts)  

• Basis, Developer and HCM Functional staff 

• IT Infrastructure Services (e.g. firewall, security, SSO, 
Exchange integration) 

 



  

Phase 1 - Foundation/Platform  

• Data mapping (HCM to SF)  

• Employee data import (e.g. org chart) 

• Photo import 

• ECC to SF interface (PI/PO) 

• Soft rollout of Job Competencies framework 

• Job profiles 



  

Employee org chart and photos have helped facilitate City processes (e.g. onboarding) 



  

Phase 1 - Recruiting Management &  
Onboarding 
• Created 2 requisition templates to support standardization and mass hiring, 

moving from 20 processes to 2  
• Established up-front recruitment planning 
• Combined internal and external applicants on single platform 
• Introduced Long Term Accommodation (LTA) assessment for part-time 

positions 
• Configured self-serve interview scheduling  
• Digitized capturing of recruiting documents 
• Transitioned to paperless job offers and e-signature offer acceptance  

through DocuSign 
• Launched electronic onboarding and crossboarding 

 



  



  

Phase 1 - Recruiting Marketing  

• Enhanced job marketing website to attract top talent 

• Intentionally aligned with employee branding  

• Improved candidate experience through streamlined application process 
and transparent recruiting practices  

• Advanced recruiting analytics to support strategic talent sourcing  for hard 
to fill positions 

• Mobile friendly job postings  



  



  

Phase 1 - Lessons Learned  
• Understand what Employee Central (EC) and Employee Central Payroll (ECP) can 

and cannot do you for you and if you want to take this on 

 The City chose to focus on talent implementation integrated with SAP HCM 

 ECP is really on premise HCM Payroll in the cloud 

 EC has some advantages for processes but may not provide functionality you 
need compared to HCM (e.g. Benefits, multiple employee number) 

 

• Be clear about how your 3 environment ECC systems (DEV, QA, PRD) match up with 
the normally 2 environment (or less) SF systems (preview, production) 

 Recruiting Marketing environment has only 2 environments (DEV & PRD) 

 Learning has only 2 environments (DEV & PRD) 

 Your testing, maintenance and support approaches will need to take this into 
consideration 



  

Phase 1 - Lessons Learned  

• SuccessFactors is not really one cloud solution but multiple solutions (BizX, LMS, 
Onboarding, SFTP, Marketing, JAM, etc.) and some are still in the process of being 
consolidated 

 Some information may not be passed at all or the way you think it should be 

 E.g. if you have HCM (not EC), a successful candidate is prompted by email to 
create a new password for onboarding unrelated to their recruiting profile 

 

• There is no out of the box integration between ECC HCM and SF although there are 
standard methods for integration 

• Understand the advantages and disadvantages for your situation 

 Ask your solutions partner questions to ensure solid resourcing  and experience, 
ideally internal to their organization and focus on knowledge transfer 

 

 



  

Phase 1 - Lessons Learned  

• We had a significant go live issue synchronizing our HCM org structure over 
to SF after we went live via the interfaces 

 The integration and SF not as solid or reliable as we would like and 
the complicated processes make this difficult to troubleshoot 
 

• SF Recruiting time to fill metric/dashboard may be limited for your needs 
 Standard fields available may not be the way you define time to fill 
 You may need to explore options around ORD or reports 

 



  

Phase 1 - Lessons Learned  

• For SF to HCM processes and integration, the Mini Hire is used to create an 
employee number for Onboarding 
 Mini Hire may cause issues with Payroll processing (errors during time 

evaluation) 
 Mini Hire may cause issues with the candidate’s email switching to a 

organization email complicating communication during Onboarding  
 

• Identify if you want Crossboarding (internal transfers) or Offboarding 
(terminations) as part of Onboarding 
 Onboarding module implementations often support new hires 

 
• Configuring the Employee (People) Profile may feel as big as implementing a 

module 
 It is the foundation for a lot of the modules 
 Ensure it is given significant thought  

 



  

Phase 2 - Performance & Goals  
• Transformed our old performance management process to a new 

Performance Development Program (PDP) consisting of a Performance Goal 
Plan and an Individual Development Plan (IDP)  

• Shifted to continuous performance management to create and support a 
culture of development  

• Grounded PDP in our new core competencies for employees and leaders 

• Established a quarterly check-in process  

• Reduced and simplified documentation 

• Shifted from points to performance zones  

• Introduced formal Calibration sessions 



  

Performance Development Program team overview (above left) and the Performance 
Goal Plan (above right) support performance and development discussions 



  

Phase 2 - Succession  
• Configured the system to support the City’s 5 level approach to Succession 

Planning to identify High Potential (HiPo) employees 

• Shifted from a paper-based Talent Panel process to completely electronic 

• Introduced talent flags to support deeper HiPo analysis (e.g. impact of loss, 
risk of loss, visibility) during the Talent Panels 

• Increased access to HiPo information available at leaders’ fingertips (e.g. HiPo 
flags, HiPo details/history, development comments) 

• Integrated Succession Planning into organizational rhythm to include 
Performance Zones for accurate Performance-Potential (9 box) review 

• Formalized Calibration for Talent Panels 



  

Succession talent flags (above left) and the Performance-Potential 9 box (above 
right) support succession discussions and processes 



  

Phase 2 - Lessons Learned  

• If you are using Competencies in your Performance Form, ensure they are 
mapped to the role, not to the job family 

 Mapping to the job family only works in some modules 

 

• Test the movement of forms in Development before moving to Production 

 Saves time and rework  



  

Phase 2 - Lessons Learned  

• Hands-on training sessions for employees and leaders to create their PDP 
Agreements were very successful for adoption 

 Supports change management and buy-in across the corporation  

 Employees felt supported by HR 

 

• Conducting Succession by leadership level enterprise-wide, rather than 
replacement planning, is a challenge in SuccessFactors 

 Succession module better supports replacement planning at a positional 
level  



  

Change Management Approach 

• Integrated the Prosci ADKAR Agile Change Management model within the 
project plan from project initiation 

• Analyzed stakeholders and designed change management tactics for 
involvement and adoption  

• Actively involved the people directly impacted throughout all modules  

• Received support from Leadership Team and Extended Leadership Team  

• Designed a communication and marketing plan to build awareness and 
desire 

• Designed a training and resistance management plan to reinforce knowledge 
and ability, and address barriers to change 

 



  

General/Project Lessons Learned  

• Try to evenly distribute each phase of the project if you are implementing 
multiple modules at the same time 

 Deferring Career Development Planning and the Learning Prototype 
would have allowed for greater focus and reduced strain on resources 
during phase 1 

 

• If you intend on implementing mobile capability, ensure that you include 
in project scope and requirements 

 Should be identified in RFP and proposal to ensure clear 
understanding of scope 

 



  

General/Project Lessons Learned  

• SuccessFactors quarterly release cycle has tight timelines and can impact 
modules in progress 

 Send employees for certification early  

 Establish a structure and governance model around each module 

 Identify system admins and involve them in the project as early as possible 

 Utilize the SAP Community and webinars 

 

• Spend time reviewing the Project Team Orientations (PTOs), researching online 
and in the SAP Community  

 The more information you have prior to the start of the implementation, 
the better  

 

 



  

General/Project Lessons Learned  

• Have a clear vision (and approvals) of your new process or program prior to 
start of the implementation and be prepared to make quick decisions 

 If your organization requires many approvals, let your implementation 
partner know and factor that into your project plan 

 Where possible, have decision makers at the table during 
implementation 

 

• Avoid the “let’s test it” approach during iterations 

 Iterations are limited and too short to spend time and effort on testing 
out an approach/configuration that you are unsure you want to 
implement 

 



  

Modernizing Talent Management at the City 

Previous HR & Talent Technology 
Landscape 
• Various stand-alone solutions  

• Interface design and ease of use concerns 

• Lack of systems integration 

• Processes are labour intensive, analog, 
paper-based  

• Duplicate data capture and keying  

• Limited strategic impact and business 
insight 

• Data accessibility and accuracy issues  

 

New HR & Talent Technology Landscape 
 

• One talent solution and platform  
• One interface and better ease of use  
• Integrated HCM and SF 
• Processes are easier and in one system 
• Reduced data re-entry and increased self-

serve processes 
• Better data accessibility and accuracy  
• Increased strategic impact and business 

insight 
• Improved data integrity, in-progress 

visibility and metrics 
 



  

Q&A 
For questions after this session,  

contact us at darren.headrick@mississauga.ca and 
natasha.grmusa@mississauga.ca. 

mailto:darren.headrick@mississauga.ca
mailto:natasha.grmusa@mississauga.ca


  

Additional Lessons Learned—Integration  

• SAP Cloud Platform is SAP’s preferred direction for interface between ECC or S/4 and SF 
but is not included in licensing for SF 
 Ideally this licensing will be included because customers just want SAP to talk to itself 

and integration to be simple and reliable 
 

• DocuSign integration is good, requires separate SAP licensing 
 Determine if it pays out for your situation 
 Ensure you switch to a production (vs trial) account when you go live 
 DocuSign markets theirs as an eSignature solution, not a digital signature; there are 

security implications and vulnerabilities to watch out for  
 
• Outlook integration has worked well for us but your security people may have some 

concerns regarding the method 
 Method is a generic Outlook user set up in SF to access info 
 No easy way to export info for multiple interview rounds 
 

 



  

Take the Session Survey. 

We want to hear from 
you! Be sure to complete 
the session evaluation on 
the SAPPHIRE NOW and 
ASUG Annual Conference 
mobile app. 



  

Access the slides from 2019 ASUG Annual Conference here: 

http://info.asug.com/2019-ac-slides 
   

Presentation Materials 

http://info.asug.com/2019-ac-slides
http://info.asug.com/2019-ac-slides
http://info.asug.com/2019-ac-slides
http://info.asug.com/2019-ac-slides
http://info.asug.com/2019-ac-slides


  

Let’s Be Social. 
Stay connected. Share your SAP experiences anytime, anywhere.  

Join the ASUG conversation on social media: @ASUG365 #ASUG 


