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• Incorporated 1969 

• 1,153 Employees 

• 94 Facilities, 38 Communities  

• Budget $90 Million  

• Lines of Business 

o    Children’s Services 

o    Home Care and Hospice 

o    Adult & Child Developmental           

 Disabilities 

o    Traditional Healing Program 

o    Residential Treatment Center 

o    Senior Centers 

o    FQHC/CHC 

 Medical, Dental & Behavioral 

Health 

 330 (e)  & (h)  

 65,000 Users 

 300,000 Encounters 

 50 Clinic Sites 

• 500 Miles Between Furthest Sites 

• 300 Miles From Central Office to Furthest 

Sites 

Presbyterian Medical Services  
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VIRTUAL ONBOARDING  

BUSINESS OPPORTUNITIES 

• Engage New Hires with Personalized 

Onboarding Experience to Decrease Turnover 

• Reduce Onboarding Administration Costs 

• Simplify Onboarding Management for all Key 

Stakeholders 

• Extend Onboarding Past Day One 
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ENWISEN VIRTUAL ONBOARDING 

FEATURES & BENEFITS 
  

Our robust, multi-faceted onboarding system allows us to better: 

• Acclimate new hires to culture, policies, benefits 

• Automate process workflow for key stakeholders 

• Integrate all relevant data and systems 

• Comply with policies, laws, and regulations 
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• Quickly engages new hires 

• Decreases new employee turnover  

• Reduces cost per new hire 

• Streamlines processes – time spent more 
efficiently  

• Consistent onboarding experience 

• Facilitates Regulatory requirements 

• Data interface with Lawson HRIS, 
JOBS@PMS, PMS Intranet & LMS 

• Accelerates productivity 
 

ROBUST FUNCTIONALITY 



SLIDE 7 |  APRIL 25,  2014  

VIRTUAL PREBOARDING & ONBOARDING TOURS 

 Preboarding Tour – Completed before hire date and includes 

welcome video, W-4, I-9, emergency contact info, direct deposit, 

first day expectations  

 Onboarding Tour -  Completed during first week and includes 

company policies, introduction to organization structure and 

leadership, benefits information, regulatory requirements, 

completion of acknowledgements and forms with electronic 

signatures 

 To ensure each employee sees the right step, tour groups are 

defined by meta-data, such as: FTE, status, job codes, and 

program, all of which place new hires in the correct tour. 
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PROJECT PLAN 

• Created project team from HR & IT – one year project 

• Reviewed current onboarding process and mapped out new process 

• Designed tour steps (screens employees will see) 

• Analyzed content of 290 job descriptions and created mapping 

documentation for each tour group – 90 unique groups created 

• Developed “smart” forms and workflow processes 

• Created interface with HRIS, LMS and other external systems 

• Mapped out user roles and implemented systems security  

• Created 20 virtual training modules to interface with system 

• Developed and implemented training plan for HR staff and 

Supervisors – screencasts, newsletters, WebEx and email tips 
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COST 

• One-time implementation fee  $33,795 
• Cost of additional “smart form”           $5,000   
• Annual subscription fee             $15,000 

ROI ESTIMATE FOR PMS  

• 5% reduction in turnover            $475,000 
 55 new hires    

• Less New Hire & Admin costs              $75,000 
 2 days/hire 

• Less travel             $100,000 
 350 hires/yr 

• Compliance               Priceless 
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HOW IT WORKS  

WELCOME EMAIL 
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HOW IT WORKS 
LAUNCH PAGE 

 



SLIDE 12 |  APRIL 25,  2014  

HOW IT WORKS 
PREBOARDING – TOUR STEP 
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HOW IT WORKS 
ONBOARDING – TOUR STEP 
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HOW IT WORKS 
SMART FORM - 

MALPRACTICE 
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HOW IT WORKS 
SMART FORM - 

MALPRACTICE 
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HOW IT WORKS 

ADMIN 

DASHBOARD 
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HOW IT WORKS 
ADMIN CONSOLE 
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HOW IT WORKS 
I-9 VERIFICATION 
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SUPERVISORS BEFORE ONBOARDING 
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SUPERVISORS AFTER ONBOARDING 
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RESULTS & LESSONS LEARNED 

Positive Outcomes 

• Hours of time previously spent by managers saved 

• More engaged new hires  

• Consistent Orientation 

• Corporate Orientation reduced to one day 

• Elimination of data entry and printing of forms 

• Compliance 

Lessons Learned 

• Large investment in project up front leads to great outcomes 

• Does not necessarily save HR staff time - data systems need 

management 
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LEARNING MANAGEMENT SYSTEM 
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An industry-leading online tool for managing 

our eLearning and overall training program 

across the entire organization. 

 

 
 

PMS – eLogic 
Learning Management System (LMS) 
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QUALITY 

 Creates and promotes a high performance culture 

 Aligns learning with PMS’s immediate and long-term needs 

 Helps PMS stay competitive in a rapidly changing healthcare 

environment  

 

COMPLIANCE 

 Helps satisfy regulatory training requirements 

 Saves time by facilitating tracking & reporting for audits  

              We anticipate 75% time savings for 10-15 audits  

              per year once systems are fully implemented. 

 Reduces risks of funding loss, penalties and/or fines 
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ROBUST FUNCTIONALITY 

• Ability to manage statewide training delivery 

• User-friendly interface 

• Required training enrollments – for example, single modules such as 
annual safety training or groups of modules (Learning Paths & 
Compliance Paths) 

• Blended Learning for instructor-led sessions, online modules, & 
library items 

• Automated email reminders 

• Robust Reporting Engine (Standard & Adhoc) 

• External training certificate uploads 

• Data Integration with Lawson HRIS 

• Accessible from any computer with Internet access 

• Training Calendar 
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PROJECT PLAN 

• Created project team from IT, HR & Accounting 

• Established list of needed & desired features 

• Selected LMS (from 6) based on features and cost factors 

• Performed HRIS data review to create the organizational 

and geographic hierarchies 

• Designed the “look” and built the LMS screens 

• Analyzed content of current LMS & prioritized modules for 

gradual transfer to new LMS 

• Created User Manual 

• Announced changes to employees by email, newsletter, live 

presentations, WebEx’s and ongoing weekly tips 
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COSTS 

• One-time implementation fee  $15,000 

• Annual cost per user            $20 

• Annual cost for 1,200 users  $24,000 
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• Decreases: 
1. Need for costly in-person training which carries high travel and 

time-lost costs 

2. Likelihood of regulatory fines & funding loss related to training 

non-compliance 

3. Turnover costs through employee development and support 

4. Total costs of training materials 

• Increases: 
1. Employee productivity & engagement 

2. Employee professional development & career opportunities 

3. Patient/client satisfaction (better informed workforce) 

 

RETURN ON INVESTMENT 
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DEMO 

 

http://pmstraining.elogiclearning.com 
 

 
 

http://pmstraining.elogiclearning.com/
http://pmstraining.elogiclearning.com/
http://pmstraining.elogiclearning.com/
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• Biggest challenges: 

o Data analysis, mapping & management to create the 
organizational and geographic hierarchies 

o Educating staff that ALL internal training now needs to “go 
through” the LMS  

o Reminding staff to upload external training certificates 

• Lessons Learned: 

o While audits are more efficient, a robust LMS still requires 
significant HR staff time for set up and ongoing 
maintenance functions 

• Positive Outcomes: 

o Employees and supervisors have better understanding of 
training expectations 

o Data is there when we need it – less last minute activity 
preparing for audits 
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Provider Recruitment 
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CLINICIANS RECRUITED 2009 - 2014 

 

2009 2010 2011 2012 2013 2014 Total Providers 

21 22 24 23 
19 20 

89 
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“BARRIERS” “ HURDLES” AND “CLEARING THE FENCE” 

• Economics – Practitioner indebtedness, compensation, fishing in a shallow 

pond, rural practices & local delivery system 

• Language & Culture – “Outsider” mistrust, conflicting expectations 

• Proximity of Services – Geographic isolation, Provider Resources 

 

• “Clearing the Fence” 

 - Advocate Loan Repayment Programs 

 - Be Competitive  

 - Know your communities and engage 

 - Communicate provider needs to your leaders 

PMS – RECRUITMENT CORNERSTONES 

 

*RELATIONSHIPS *PIPELINE *PREPARE *APPRECIATE 
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RELATIONSHIPS 

 IN 2013 - PMS RECRUITMENT WORKED WITH NHSC TO IMPROVE HPSA SCORES 

COMPANYWIDE TO: MEDICAL 18, BH 21, AND DDS 22 ENSURING ALL SITES QUALIFY 

FOR LOAN REPAYMENT PROGRAM 

 

- Engage in statewide dialogue regarding clinician shortages, and lead in 

coordinating healthcare workforce recruitment across the state with 

educators, state funded agencies, colleagues, 3 R-Net, NHSC 

- Develop relationships with training programs and residencies within your 

“Wheel States” by, site visit, email needs monthly 

- Research current clinical environments in your state communities be aware 

of provider movement and opportunities 

- Enhance provider experience by providing individual consultation on issues 

such as employment for spouses, housing, access to education 

- Create visibility within your DOH on issues such as NHSC, State LRP, J1 

visa Waivers 
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PIPELINE 

Today’s “No” is Tomorrow’s “Yes” 

 

- Developed pipeline tracking for all referrals and applicants by 

discipline 

- Established jobsites with National not-for-profit partners, 3 R Net, 

NHSC, Career MD 

- Keep job sites fresh 

- Created a share drive for templates, candidates, Matrices for timely 

response to interested candidates 

 

- Keep pipeline “Hot” - email pipeline 4 times annually with 

current needs 
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PREPARE 

“Hard to overcome a bad first impression” 

 

- Timeliness; e-contact within 24 hours directing candidate to PMS 

website, Facebook, Y-Tube video, and setting date for telephonic, 

Skype or Face time meeting with recruiter.  Sell! 

- Evaluations go both ways; be prepared to answer questions about 

the position, the site, the company and community 

- Interview on-site within 3 weeks; know your candidates needs, 

prepare your site team and tailor visit  

- Review of impressions and interest within 48 hours and Close! 

- End date all offers 
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APPRECIATE 

“Stay in Touch” 

 

- Your current providers are your best recruiters 

- Follow up new hires within 60 days of employment & annually 

- Notify all clinicians of loan repayment opportunities and remember 

to appreciate their service in your emails 

- Notify all clinicians of Statewide CME or CEU opportunities 

- Attend all Statewide functions for Clinicians 



SLIDE 46 |  APRIL 25,  2014  


