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Presenters

Sheryl Dagang, PhD

ÅLicensed clinical psychologist in the State of California 

ÅMore than 20 years experience providing direct care to children and families

ÅPassion to teach and train employees on how to provide the best service possible

Wanda Ladd, PHR

ÅMore than a decade of experience in the field of human resources 

ÅBachelor of Science degree in Finance and Economics at Thomas College in Waterville, 

Maine and her MBA in Leadership and HR Management at the University of Colorado. 

ÅMost recently Wanda completed Business of HR Certification at the University of North 

Carolina, Chapel Hill.

ÅWinner of the Capital Associated Industries Ovation Award for an e -Awards automated 

employee recognition program featured in Business Leader Magazine and has spoken 

about employee recognition at HR Management Conferences

Tyler Schulz

ÅOver 10 years experience in information technology and has worked for software leaders 

such as Watchfire (now IBM) and Autoskill serving diverse client needs

ÅThe lead consultant working with manufacturing organizations

ÅConsistently helps Halogen customers he works with, to best leverage their talent 

management investment for a successful deployment
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Traditional Talent Management View 

Learning Siloed

Compensation Performance Succession

ÅPay-for performance

ÅManage base salaries

ÅIncentive compensation 

and stock option programs

ÅAppraisal Management

ÅCompetency Assessment

ÅGoal Alignment

Å360 reviews

ÅUnderstand workforce  

potential and retention risk

ÅTalent Pools

ÅPromote from within

ÅJob Requisition

ÅApplicant Tracking

ÅOn-boarding

ÅAutomated scheduling 

and tracking

ÅClosing skill and 

competency gaps

ÅOn-line courses

Recruiting

Learning
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Current State of LMS Satisfaction
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Current State of LMS Satisfaction

Traditional LMS Issues

ÅLack of integration with other HR processes

ÅTime consuming to administer

ÅDuplication of effort and data required

ÅPoor customer support and service levels reported

ÅCanõt measure improvements in performance 
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Why Move to Integration?

Performance is at the Hub

ñThe majority of intersection and integration points among the 

various talent functions pass through performance management. 

It is at the core and may serve to explain in part why vendors that 

have focused on it first are scoring well.ò  

Putting Performance at the Hub of the Talent Universe 

Lisa Rowan, IDC
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Why Move to Integration?

Improve business performance 

ÅTargeted learning activities driven by performance requirements

Achieve corporate alignment 

ÅAlign training investments with development plans, performance gaps, and 

succession demands

Build employee engagement 

ÅA single system for all performance, development and training activities

Measure your Training ROI

ÅImproved Employee Performance
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Strategic Key Drivers

3 /22 TM processes that 

drive the highest business 

impact involve integration of 

learning and performance

ÅTraining Tied to 

Developmental Goals & 

Organizational Goals  

ÅCompetencies used in 

Performance Management 

for review & development

ÅCompetencies used in 

Leadership Development 

programs for training

Increased awareness of the 

connection between all 

talent management 

programs and the bottom 

line

ÅòCompanies that use talent 

management software 

have higher operating 

income growth.ó 

CedarCrestone

ÅòCompanies with more 

mature Talent 

Management capabilities 

reap strong bottom -line 

benefits, including 

earnings that are 18 

percent higher than peersó 

Hackett Research



© 2010 Halogen Software. All rights reserved. All contents are confidential.

Making the Grade: Performance Based Learning

Sheryl Dagang, PhD, Manager Learning & Development, EMQ FamiliesFirst
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Orientation and Onboarding are Key 

to Good Performance Management

Orientation ñ You never get a second chance to make 

a first impression.
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First Step in Performance 

Management - Orientation

New

Employee

Orientation and

Onboarding

Process

Prior to New Hireôs First Day

(Pre-employment)

First Day on the Job

(Orientation)

ÅOrganizational Information

ÅPolicies, Procedures & Benefits

ÅWork Context - WIIFM

Learning the Routine

(Onboarding)

ÅSmooth Adjustment

ÅLessen Feelings of Isolation

ÅProvide Better Understanding of

Organizational Culture

Mastering the Role

(Six Months and Beyond)
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Onboarding ñ Integration and 

Assimilation 

ÅNew employee assimilation

ÅExpansion of initial orientation ñ learning more about the 

individual

ÅFurther integration into organizational culture

ÅGoal ñ a smooth adjustment phase
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Who is EMQ FamiliesFirst ?

ÅCaliforniaõs largest and most comprehensive social service  

agency for children and families

ÅHistory

ÅEstablished 1867 

ÅSeries of Mergers

ÅLocations

ÅIn 17 counties in California

ÅServe over 18,000 Children and Families annually

ÅOver 1,300 employees



© 2010 Halogen Software. All rights reserved. All contents are confidential.

EMQ FamiliesFirst

ÅVision

Every California child in crisis will have support from a healthy, caring 

family and access to effective services in his or her community so that 

every child can be safe at home, successful in school and out of 

trouble.

ÅMission

We do whatever it takes to: 

é help children

é strengthen families

é build community; and

é advocate for systems change

to ensure that families thriveé.
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Orientation ñ Previous

ÅOrientation

Å1 day with heavy emphasis on 

HR rules and signing forms
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COURSE NAME COURSE # HRS

New Hire Orientation (Day 1 -

Monday)

EMQ Agency Orientation 1684 2.5

EMQ HR Orientation 1683 5.5

EMQ Computer Systems (Day 

2 - Tuesday)

EMQ Computer Systems 101 1590 3

Basic Computer Skills (Day 3 -

Thursday)

SAC MS Outlook 98 Beginning 

Level 354 3

HIPAA Training Workbook 932 1

Corporate Compliance 1208 1

Progress Notes and Billing 

(must take prior to taking 

Tier) 1602 2.5

Onboarding Curriculum ñ Previous

ÅOnboarding

ÅA list with all of the classes you 

are supposed to take

ÅA general disconnect from the 

rest of the workforce and the 

work as you were òawayó for 

your first month being 

inundated with compliance 

courses
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Orientation ñ Current

ÅOrientation (always on a Monday)

Å1 day with emphasis on our Mission, Vision and Principles

ÅPresentations by HR business partners, learning partners, Regional 

Executive Director

ÅGoal is to òmake a good first impressionó

ÅBehind the scenes

ÅLoading each employee into all computer systems

ÅOutlook

ÅHalogen
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Onboarding ñ EMQ FamiliesFirst

Day 2

ÅIntroduction to 
resources

ÅComputer 

ÅOutlook

ÅCitrix

ÅMicrosoft Office

ÅTIER

ÅHalogen

By end of week 1

ÅMeet with LP and 
Manager

ÅGo over 
orientation

ÅSit and introduce 
Halogen
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Onboarding Learning Path(s)
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Utilizing Halogen Functionality ñ

Onboarding
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Step 1 ñ Create a SMART Goal
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Step 2 ñ Create Development Plan
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Gwenõs Onboarding Curriculum ñ

Learning Activities in a 

Development Plan
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Integrating all Learning Activity 

Types
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Certifications ñ Onboarding Path
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Metrics ñ They Work
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Outcomes Since Introducing Halogen

Orientation

ÅDecreased negative 
feedback

ÅIncreased feedback 
ð understanding their 
role in the 
organization, 
company policies, 
excited to get started

Onboarding

ÅDecreased time in 
classroom-based 
training for 
onboarding

ÅFaster connections to 
work teams, 
managers and 
children and families

ÅIncreased positive 
feedback
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Making the Grade: Performance Based Learning
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Bank of Oak Ridge at a Glance

ÅFounded in 2000

Å7 Locations with 100 Employees

ÅExternal Vision:  Banking As It Should Be

ÅInternal Vision:  Every Client Stays, Grows and Refers Another

Å#1 Core Value:  Do the Right Thing

ÅKey Drivers of Culture:

ÅFish Philosophy

ÅRockefeller Habits

ÅThe Emmerich Group
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Key Strategic Thrusts Over Next 3 Years

ÅEmployee Engagement

ÅEfficient Processes and Procedures

ÅTotal Revenue

ÅExtraordinary Customer Service
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The Traditional Appraisal Process:

Why it wasnõt working for Bank of Oak Ridge

ÅCulture Transformation

ÅEmployee Metrics & Accountability

ÅKick Butt Customer Service

ÅCreating Talkable Experiences

ÅIndividual Development a Must

ÅHiring Strategy

ÅCorporate Size & Industry
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Results Driven 

ÅAre we driving the leading indicators that will give us lagging 

results?
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Employee Feedback Taken to Heart

ÅGreat Places to Work Survey Results

ÅItems addressed with the review process change (scores 2007, 

2008, 2009 respectively)

ÅManagement makes its expectations clear ð74, 76, 82

ÅI am offered training or development to further myself professionally 

ð83, 71, 72

ÅManagementõs actions match its words ð76, 78, 80

ÅPeople here are given a lot of responsibility ð96, 87, 87
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Objectives of New Process

ÅProvide clarity of job expectations

ÅCreate link between strategic objectives and employee objectives 

(at all levels)

ÅCreate a continuous process

ÅDetermine roadblocks to success

ÅSet clear metrics 

ÅHold people accountable for compliance training

ÅCreate ownership of projects

ÅUnderstand employee career goals

ÅIncorporate growth and development
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Expectations Process Outline

Employee Fills out 

Expectations 

Worksheet

Manager Fills out 

Expectations 

Worksheet

Manager & Employee 

Discuss Expectations 

Worksheet

Manager Adds 

Projects, Learning & 

Development

Work Plan is Complete, 

Agreed Upon &   

Signed Off On

Process completed every 6 month strategic planning period

A
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Expectations Worksheet Overview

Components of the New Appraisal
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Halogen Step ðEmployee Writes Self 

Appraisal

Only 
Complete 

EE1
EE2
EE3
EE4
EE5
EE6
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Employee Expectation Worksheet

What does success in 
this position look like 

to me?

ÅWhen I have met 
and/or exceeded my 
annual sales goals

ÅWhen I have been 
presented with more 
responsibility and 
opportunities to 
advance inside the 
organization

ÅWhen Iôm receiving 
referrals from my 
clients

What are my 
expectations of my 
manager and of the 

company?

ÅTo continue to train 
and support me in 
ways that allow me to 
do my job and meet 
my goals

ÅTo continue to invest 
in my professional 
development and 
growth

The things I do well in 
this position are:

ÅDeveloping trust and 
respect from my 
clients

ÅWriting proposals 
that are consultative 
and that address  my 
prospective clientôs 
need
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Employee Expectations Worksheet

The things that get 
in my way in this 

position are:

ÅTrying to juggle 
too many things 
at once ï
prioritizing tasks 
and 
responsibilities

ÅClosing skills

What my manager 
does well:

ÅClearly 
communicates 
the direction of 
the company

ÅAccurate 
strategic thinker 
and planner

ÅTreats people 
with respect and 
challenges 
people to grow 
and develop

What gets in my 
managers way:

ÅSometimes 
having unrealistic 
expectations of 
otherôs 
performance

ÅDelegating
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Manager Expectations Worksheet

Employee 
expectations 

listed 
for manager

review .


