2017 Malculm Baldrlge Natmnal y
© lindel Fields, Superintendent & CEQ
\ Lo, /\ @\ O

——

/0
f/




TABLE OF
CONTENTS



Sy TRI COUNTY TECH

Table of Contents

Organizational Profile

P.1 Organizational Description i

P.2 Organizational Situation iii
Leadership

1.1 Senior Leadership 1

1.2 Governance and Societal Responsibilities 4
Strategy

2.1 Strategy Development

2.2 Strategy Implementation 11
Customers

3.1 Voice of the Customer 13

3.2 Customer Engagement 15

Measurement, Analysis, and Knowledge Management

4.1 Measurement, Analysis, and Improvement of Organizational Performance 18

4.2 Information and Knowledge Management 22
Workforce

5.1 Workforce Environment 23

5.2 Workforce Engagement 27
Operations

6.1 Work Processes 29

6.2 Operational Effectiveness 32
Results

7.1 Student Learning and Process Results 34

7.2 Customer Results 38

7.3 Workforce Results 41

7.4 Leadership and Governance Results 45

7.5 Budgetary, Financial, and Market Results 49



GLOSSARY OF
TERMS AND
ABBREVIATIONS



J TRICOUNTY TECH
Glossary of Terms and Abhreviations

AACC - American Association of Community Colleges

ACEN - Accreditation Commission for Education in Nursing

ACR - Automotive Collision Repair

ACT - American College Test

ADA - Americans with Disability Act

ADAAG - ADA Accessibility Guidelines

ADACDA - American Dental Association Commission on Dental Accreditation
ADPC - Software Accounting Solutions for Public Schools and Career Centers
AED - Automated External Defibrillator

AEP/PSO - American Electric Power/ Public Service Company of Oklahoma
AMET — Automated Manufacturing and Engineering Tech

AP - Adult Program

AST - Aulo Service Technology

AWT - Applied Welding Technology

BBP - Blood Borne Pathogen

BI - Bright Ideas

BDC - Business Development Center
BMS - Bio Medical Science

BOE - Board of Education

BPTW — Best Place to Work

CAF - Catering and Facilities

CC - Core Competency

CCW — Community College Week

CDC - Child Development Center

CE - Community Education

CEOQ — Chief Executive Officer

CFO - Chief Financial Officer

CIO - Chief Instructional Officer

CNC — Computer Numeric Control

COS - Cosmetology

CPR - Cardiopulmonary Resuscitation
CQO — Chief Quality Officer

CR - Completion/Retention

CRC - Career Readiness Certification
CST - Construction Technology

CTE - Career and Technology Education
CTSO - Career and Technical Student Organization
CUL - Culinary Arts

DDI - Development Dimensions International
DH - Dental Hygiene
DHS - Department of Human Services

EAP - Employee Assistance Program

EAST - Environmental and Spatial Technology

ECE - Early Childcare Education

EEQC - Equal Employment Opportunity Commission
ENG - Pre-Engineering

EPA - Environmental Protection Agency

ES — Event Services

ESC - Employee Satisfaction Committee

ESS — Employee Satisfaction Survey
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i Glossary of Terms and Abbreviations

FBI - Federal Bureau of Investigation

FIRST - For Inspiration and Recognition of Science and Technology
FMLA - Family Medical Leave Act

FT - Full-Time

FY - Fiscal Year

GPTW - Great Place to Work Institute
GCT - Graphics and Communications Technology

HS - High School

HR — Human Resources

HRIS - Human Resources Information System
HVAC - Heating, Ventilation, and Air Conditioning

1AP ~ Individual Action Plan

IDEA - Individuals with Disabilities Education Act

IEP - Individualized Education Program

IPEDS — Integrated Postsecondary Education Data System
IRS - Internal Revenue Service

KPM - Key Performance Measure

LED - Light Emitting Diode

LCR - Local Controllable Revenue
LPN - Licensed Practical Nursing
LSS - Lean Six Sigma

LT - Leadership Team

MED - Medicine and Biosciences

MI - Major [nitiative

MIG - Metal Inert Gas

MKT - Marketing

MRS — Major Revenue Sources

MBNQA - Malcolm Baldrige National Quality Award
MVYV — Mission, Vision, and Values

NAC - National Accreditation Commission

NAEYC - National Association for the Education of Young Children
NET - Networking

NIMS - National Incident Management System

NPS — Net Promoter Score

NRS - Pre-Nursing

NTHS - National Technical Honor Society

OBN - Oklahoma Board of Nursing

ODCTE - Oklahoma Department of Career and Technical Education
OP - Operational Plan

OK - Oklahoma

00Q - Office of Quality

OQAF - Oklahoma Quality Award Foundation

OSBC - Oklahoma State Board of Cosmetology

OSHA - Occupational Safety and Health Administration
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Glossary of Terms and Abhreviations

PA - Performance Appraisal

PBDC — Pawhuska Business Development Center

PC - Personal Computer

P-Card - Purchasing Card

PD - Professional Development

PDSA - Plan Do Study Act Improvement Cycle

PIT - Process Improvement Team

PMO - Precision Machining Operations

POE - Instructional Program Plan of Excellence Process
PR - Public Relations

SA - Strategic Advantage

SBE - School of Business & Entrepreneurship

SC - Strategic Challenge

SDE - State Department of Education

SHRM - Society of Human Resource Management
SLC - Small Learning Communities

SLT - Senior Leadership Team

SMART - Stretching, Measurable, Achievable, Relevant, and Time-bound
SPP - Strategic Planning Process

SREB - Southern Region Education Board

SWAT - Special Weapons and Tactics

SWOT - Strength Weaknesses Opportunities Threats

TCT ~ Tri County Tech

TCTF - Tri County Tech Foundation
TCTW - Tech Centers That Work

TCU - Tri County University

TIG - Tungsten Inert Gas

TLE - Teacher and Leader Effectiveness
TSC - The Strategy Center

VOC - Voice of Customer

WAP — Workgroup Action Plan
WG POE - Workgroup Plan of Excellence

YTD - Year to Date
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Organizational Profile

Organizational Profile

P.1 Organizational Description
P.1a Organizational Environment
P.1a (1) Educational Program and Service Offerings

Tri County Tech (TCT) inspires high school and adult
students to succeed through career and technical education
opportunities, preparing them for college, a career, and a
better life. TCT is a local and state supported public school
with a rich history dating back to 1967 as the first technology
center in the state of Oklahoma. TCT was created by the
Oklahoma State Legislature following a vote of the people. At
that time, Tri County Tech was known as Tri County Area
Vocational Technical School District #1. By pooling the
resources of separate public school districts, the combined
districts were able to provide specialized education
opportunities that any single district could not conceive or fund.
TCT is one of those combined districts that primarily serves the
residents of Nowata, Osage, and Washington counties. Moving
forward to 2017, TCT now is one of 29 public Technology
Centers in the Oklahoma Career and Technical Education
system. The heart of TCT is our vision, “inspiring success
through life changing leaming experiences.” Our Mission,
“Provide Superior Training,” focuses our efforts on providing
quality education opportunities, The mascot for TCT is “Blaze”
the Bison, and we are known as the “Trailblazers.” Our mascot
pays tribute to the Native American heritage of the communities
we serve while the name Trailblazers characterizes the
innovative pioneering spirit of our organization. Our tagline,
“Enrich Your Life,” represents the student focus of our
education service offerings. TCT uses the Baldrige Framework
as the basis for continuous improvement and systematic design
of our organization. Using the Framework, TCT has
experienced world class indicators of excellence including:
State and National Benchmark Leadership for Student
Learning Performance Measures for Overall Student
Completion/Retention and Student Positive Placement afier
Graduation.

Top 100 Best Workplaces named by Fortune Magazine.

Exceptional financial stability in a time of uncertain state
education funding, with TCT refusing to accept federal funds,
increasing fund balance, and increasing locally controllable
revenue allowed us 1o better serve students while increasing
our bottom line (Figures 7.5-3 and 7.5-4).

Innovative Performance Pay system focused on mission-
driven Key Performance Measures, Workgroup Action Plans,
and Individual Action Plans, a practice unheard of in public
education.

Vision-dedicated workforce with 100% contributing to the
TCT Foundation, which increased its financial support of
students by 285% over a four-year period (Figures 7.4-12 and
7.4-13)

Groundbreaking application of VOC through implementation
of Net Promoter Score (NPS). NPS measures the loyalty that
exists between TCT and a student or other customer and is a
metric rarely used in public schools (Figures 7.2-8 and 7.2-11)

These outstanding results are achieved through the delivery
of key educational programs and services. Our key
educational high school and adult program offerings are

approved by the Oklahoma Department of Career and
Technology Education (Figure P.1-1). Many of TCT's
students come from generational rural poverty and are seeking
a better life through education. Approximately 60% of TCT's
high school students who self-disclosed qualify for free and
reduced lunch. We provide education through unique high
school programs that prepare high school students for
continuing education. For example, Pre-Engineering, Medicine
and Biosciences, Pre-Nursing, and Networking prepare
students for continuing education with over 90% of their
graduates continuing their education after completion of their
TCT program. Our adult programs provide certificates that help
prepare students for career opportunities with excellent starting
wages. The four adult programs with the highest enrollment are
Practical WNursing, Dental Hygiene, Applied Welding
Technelogy, and Machine Tool Technology. Our adult
programs also are reasonably priced with our wage growth
exceeding both regional and national data. Our most expensive
adult program is Practical Nursing with a cost of $4,500, which
includes the cost of all books, certification testing, and
background checks. Other customers are served through
Community Education, Event Services, and The Strategy
Center (TSC). The goal of these other education services is
revenue generation and community outreach.

Figure P.1-1 Education Program and Service Offerings

Education Service Relative Delivery Mechanisims
Offering Im
AEnrollment) |
1IS Programs 79% Faculty delivers instruction to
Including: students who attend class through
-Pre-Engineering [1% of total | the day
-Med & Bioscience | 7% of total
-Pre-Nursing 7% of total
-Networking 7% of total
Adult Programs 21% Faculty delivers instruction to
Including: students who attend class either in
-Practical Nursing | 7% of total the day or evening.
-Dental Hygiene 4% of total
~Welding 3% of total
-Machine Tool 2% of total

P.Ea (2) Mission, Vision, and Values

Qur Vision “inspiring success through life changing
learning experiences” is the aspiration for the work of our
organization. Our Mission, “Provide Superior Training,” is
the foundation of our organization. “The Tri County Way” is
our culture and is articulated through our Vision, our Values,
and our Core Competencies. The Tri County Way is who we
are, what we do, and how we do it, Qur Core Values are “Who
We Are” as an organization. “What We Do” is
representative of our Core Competencies. Our Core
Competencies are related to our Mission through our Key
Performance Measures. Each core competency has
corresponding Key Performance Measures (KPMs). TCT has
14 KPMs which, along with our 4 Major Initiatives, form our
Operational Plan. KPMs are TCT's key success drivers. The
Operational Plan is the measure for the attainment of our
Mission. The final component *How We Do It” is our culture
which we identify as “The Tri County Way."(Figure P.1-2)
P.1a (3) Workforce Profile

At the beginning of FY17, TCT has a total of 90 workforce
members (Figure P.1-3). Our Senior Leadership Team (SLT)
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consists of six members including our Superintendent/Chief
Executive Officer (CEQ). Each workgroup is led by a director
empowered with the freedom to innovate as well as make day-
to-day decisions. We use contract labor for adjunct community
education faculty, The Strategy Center faculty, substitute
faculty, and custodial services. Key drivers that engage our
workforce include: feeling a sense of pride as a result of the
opportunity to make a difference in students’ lives, wanting
to work at TCT for a long time, and our family feeling
(Figures 7.3-19, 7.3-20, 7.3-21, and 7.3-22). Annually we
conduct an Employee Satisfaction survey administered by the
Great Place to Work Institute (GPTW) that quantifies our
engagement factors compared to other organizations.

High School program faculty have an organized
bargaining unit called the TCT Teachers® Association. The
Teachers’ Association has chosen not to negotiate for the
past ten years. Faculty have chosen not to negotiate due to their
faith in the SLT to provide equitable salary, benefits, and
contract terms without the need for negotiation. Each FY the
Association submits a letter to the Board of Education
indicating that they do not want to negotiate. Faculty electing
not to negotiate is an extraordinary occurrence unrivaled in
public education.

Plan For
Excelience

N oswuctona

m & Commmity Dmlopw‘n»
Employee Dn'dopmeni
& Well Being
+ Fiscal &
Vision
Inspiring Success
Through Life Changing
Leaming Experience

Mission

P.1a (4) Assets

TCT takes pride in our facilities, innovative equipment, and
technology. Nearly 270,000 feet of interior space is
distributed through nine individual structures.
Instructional program areas are supplied with the space,
materials, and equipment required for each particular
career major program. Key educational program equipment
includes: video conferencing equipment, patient simulator,
virtual welder trainer, virtual paint trainer, digital panoramic x-
ray system, plasma cutter, multi-axis cutting and welding
center, Xerox work center, 3d printers, CNC lathes, sewer pipe
camera, fitness facility equipment, auto collision repair paint
booth, video creation equipment, media scapes, and 600 pc and
mac computers, to name a few. Assets are shared across
educational service offerings which increases efficiency.
Program equipment improvements are reviewed as part of the
Program Plan of Excellence process discussed in 3.1a (1).
P.1a (5) Regulatory Requirements

TCT is highly regulated and governed by local, state, and
federal agencies. TCT follows rules and regulations
established by the Oklahoma State Board of Education (OK

SDE) and the Oklahoma State Board of Career and Technology
Education (ODCTE). At the district level, policies established
by the TCT Board of Education (BOE) are equal to legislative
decisions if those policies are not in conflict with state statute
or regulation. Mandatory regulatory agency requirements are
highlighted in Figure P.1-4. In addition, TCT is accredited to
teach for the Veterans Administration, Vocational
Rehabilitation, Bureau of Indian Affairs, and Workforce
Oklahoma. Supporting services for operations require
specialized certifications to perform functions of their job.
Other key regulatory requirements contained in operations
include: Oklahoma Department of Labor, Department of
Environmental Quality, EPA, Oklahoma Corporation
Commission, Oklahoma Department of Transportation, Fire
Marshall, Fair Labor Standards Act, EEOC, Oklahoma
Department of Health, Health Insurance Portability and
Accountability Act, Oklahoma Department of Human Services,
ADA, Individuals with Disabilities Act, FMLA, IRS, Workers
Compensation, and the Occupational Safety and Health
Administration.

-3 Waorkforce Profile

Ficure P

|
!

g Number | Percent’ : |

| ‘Education|

| Educator Segments of | of Total R icemente

. Personnel | Personnel’ | EEAremer

Operations 25 | W% Associales +

Child Development Center 13 15% HS Diploma +

| Student Services 10 14% Associates +
| Faculty 129 | 33% | Bachelorst |
- HR / Marketing 1 8 1 &% Bachelors+ |
_TheStrategyCenter | 5 | 6% | Associales+ |
Total 90 | |

P.1be Orpanizational Relationships
P.1b (1) Organizational Structure

Tri County Technology Center is a political subdivision
known as a Technology Center of the State of Oklahoma
that was created by legislation passed by the Legislature of
the state under authority of Article XIIl of the Oklahoma
Constitution. The local governing board is a five-member
elected Board of Education (BOE). Each board member
represents a geographic district zone. The board members serve
five-year terms and are required by the Oklahoma Schools
Board Association to participate in continuing education to
remain eligible to serve on the BOE. The Superintendent is the
Chief Executive Qfficer (CEQ) of the organization and is hired
by the TCT Board of Education. The Chief Quality Officer
(CQO), Chief Instructional Officer (CIO), President of The
Strategy Center, Chief of Staff, and Chief Financial Officer
(CFQ) are TCT's Senior Leadership Team (SLT) and report
directly to the Superintendent. The Leadership Team (LT) for
TCT includes 17 workforce classified as directors.

P.1b (2) Students, Other Customers, and Stakehelders

TCT has customer segments corresponding to each of our
instructional programs and other customer segments. Our key
student groups are high school and adult students. Other
customer segments include Community Education, Event
Services, and The Stralegy Center. Stakeholders were redefined
during FY 14 Strategic Planning and now refer to anyone who
is invested in the welfare and success of TCT and our students.
Figure P.1-5 illustrates TCT’s key requirements and
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expectations of our educational programs and services
along with differences in these requirements among market
segments, students, other customers, and stakeholder

groups.

Figure P.1-4 Mandatory Regulatory Requirements

| Educaion | 1| : L7 1)
Service | Agency Process | Goal'
Offering | | 1

All Education | 3 Day accreditation site visit
Services ODCTE | every 5 years with ongoing | Accreditation
Offerings annual data submission
High School . TR Annual
Programs | OK SDE - Accin:dnanon site ws-lt_~ | Accreditation 4|
Annual unannounced visits [
Co;mt:tulogy 0OSBC throughout the year and State License
rogram -
exams at completion -
Dental i 2-day site visit every §
Hygicne ADA years with data submission | Accreditation
___Program i | prior to site visit I
Yearly report submission
Practical ACEN and scheduled site visits Accreditation
Nursing L 1 every8years
Program Site visit every 5 years with
OBN and ongoing annual data Suate License
1 submission

P.1b (3) Suppliers and Partners

TCT recognizes the quality of our education service offerings
is contingent upon our relationship with suppliers, partners, and
collaborators. TCT's key partners are our partner high schools
and organizations that refer students for educational programs.
These partners are also our key suppliers — supplying us with
students to teach, Tri County is a choice for students, and our
supplier relationship with our partners is essential. Additional
suppliers are vendors that we use to deliver our educational
services. Vendor requirements are regulated by TCT BOE
Policies, Okiahoma state law, ODCTE Guidelines, and
Oklahoma SDE Policies, Collaborators are those organizations
who support TCT intermittently (Figures P.1-6 and Figure P.1-
.

Figure P.1-6 Kev Partners and Collaborators

ThypeolRey” [T T T TweWayT T o |
- i, 5, b e Pl ‘Role in
Partners or Gategory | Communication " Innavation
Coliaborators S Mechanisms Bl an=ii =
Bus
Partner principal Transportation
Partner schools Partner - c'uunsc!or Agrecment -
meetings, and Transport
surveys more
5 I ) | - economically
Employer
, —‘ Feedback, Advisory O
Business & L Collaboration
. Collaborator Committee input, .
industry with The
Faculty Update .
| | Traini Osage Nation
. N raining e
Rebranding of
. CE Course
| Community Callaborator |  Satisfaction, BOE T
citizens Onen Mectin Community
Lo b OpenMeatm® | Cpaucmion |

Figure P.1-5 Key Requirements and Expectations

e i s —
| Key Student ,r -l !r
and Key Requirements L |
Stakeholder and Expectations SEHMEARIE W[ et
Groups | {
Engaging Completion /
_instruction | Retention% | 7|
Post-graduate o
High School | success il TS | 7.1-5
and Adult Marketable skills Adult Average
Students for career Wage 719
Academic High School
preparation for Continuing 71-10
| __college Education
Great Place to Work “Grc:ﬂ Plncgto
Work™ question 73-18
Benefits
——— Satisfaction 739
‘ TCT Workforce T GPTW — -
- Stakeholder Opportunities for G guestion
cowth for “Training & 7.3-23
FOVR | Development” |
Job Employee 74-18
| satisfaction/security | Retention% |
Organizational ?PT:W question
- or “community 74-14
commitment E—
contribution
| . Educator Community 74-18
| Communities — contribution Service
Stakeholder | TheSwmegy | 7511
RIS Center Custemers
" Employable | .. .. | 715
SRR O Placement %
I | praduates | S

P.2 Organizational Situation
P.2a Competitive Environment
P.2a (1) Competitive Position

TCT’s competitive position incudes being the only public
Career and Technology Center in our three-county service
area. For high school students TCT is a choice. Our courses
count as elective credits towards high school graduation. High
school students have many elective courses o select from at
their home high school. For adult programs the competition is
more limited. Adult students could drive 40 miles to Tulsa and
have access to the equivalent of TCT’s adult program offerings
at private career technical schools. The only local private career
tech school in our service area is Bartlesville Beauty College.
Private for-profit career schools are not state or locally funded
and are typically significantly more expensive than TCT. For
example, our most expensive adult program is Practical Nursing
at $4,500. The same Practical Nursing Program at a private
career tech center in Tulsa is $36,000. The type of competitor
for TCT's educational service offerings are highlighted in
Figure P.2-1.

Figure P.2-1 — Service Offering and Competitor Type
e S O e A

Educational Service Offering | Type of Gompetitor

High S;hool Programs i Ifnnncr high school electives

Adult Programs Private career technical schoals
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P.2a (2) Competitiveness Changes

Providing opportunities for continuous improvement isa TCT
hallmark. As key changes affecting our competitive situation
occur, opportunities for innovation and collaboration are
created. Opportunities that are in response to competitive
changes are outlined in TCT’s long-range plan Vision 2020,
This 16-page document details our bold vision for the future.
Highlights of changes that will create opportunities are included
in Figure P.2-2.

Figure P.2-2 Changes that Create Opportunity

—_— —ar —_— —

Core Gompetencies Ghanges that Greate Opportunity

Maintaining and Eaming National
Program Centifications

" Instructional and Learning
__Excellence

| Fiscal and Operational
__Effectiveness -
| Economic and Community

| Development

| Emplayee Development and

Maintain 19,000 enrollmenis

Grow TCTF to 85 million

| Well-Being in the United States

P.2a (3) Comparative Data

TCT uses comparative and competitive data as part of our
continuous improvement efforts. A common limitation of our
comparative data is that to maintain good stewardship of our
resources, we often use free comparative data sources that are
available publicly. Figure P.2-3 illustrates our key sources of
comparative data, inside or outside the education sector
designation, state or national source, and key limitations.

0 0 [}
[ Data Source | Sector/Scope | Key Limitations
‘ ODCTE Inside/State 7 Self-Reported
Pcrkmé RsiaEs Inside/Mational State level data non-exact
ongress i
NCES Inside/National None
Bureau of Labor . , .
Statistics Outside/National Segmentation
L TCTW - SREB Inside/Natienal Limited Benchmarking |
[ GOPTW Outside/National Fee-based Benchmarking
| Rate my Professor Inside/National Lmé"cd lo Toplcnl
1 omparisons |
IPEDS tnside/Nationat eI
1 1! Discrepancies
Foundation Center Outside/National Not Comprehensive
L CcCcw Inside/National Not Comprehensive
: . Limited General
AACC Inside/National | Comparisen .
P.2b Strategic Context

Our key strategic advantages highlight our core competencies
and support accomplishment of our vision. Key strategic
challenges correlate with our Vision 2020 Goals and have been
identified through our Strategic Planning Process (SPP). Figure
P.2-4, on the following page, illustrates our key strategic
challenges and advantages in the areas of educational

programs and services, operations, societal responsibilities,

and workforce.

SN } Two-Way [ . . i 0
[T s Gommuni- - Supply Ghaini | Re-
KeySupplier |~ ation | 'BR0vaoR | pouirements | sults
Mechanisms |' | jIEs i |
Student
i
HS Student Created a transportation,
i Recruiter, new bell access 1o
::}:1 nof;; partner school schedule | student 71-23
meetings, and starting in attendance and
surveys FY18 discipline
| ] records |
Annuat [
Electricity via Juncheen, Peak Reliable service
4 Representative | Performers | atareasonable | 7.1-23
AEP/TS0O :
assigned 10 Program cost
» our account 1 |
Account Competitive
Manager Initiated rates for natural
Natural Gas listens and normalized £as
via momllors .cosl. consumptions, | 5 5 3
Constellation natural gas averaging proper ]
market, annual | thataligns | nemination for
Partner with budget natural gas
i Conference o allocation |
Local provider
Cleaning attends Saved Mect or exceed
: ) Request for
Services weekly thousands Pricing (RFP) | 7.1-23
Spencer Logistics on cleaning ng -
Management Team li requirements,
& supplies and lowest bid
_ | meetings ] B S—
Maintain | Academic
Computer and Telcphr.m_c and | uplodute pricing or
email Program :
Software e lowest pricing | 7 1-23
communicatio Software
Suppliers negotiated
n through -
POE | pricing
Listened |
through
personalized | g | APPOVDY
SEDCH only OK Institutional
Active Steelcase y .
. CareerTech Furniture
Learning Headquarters
that has Contract
Classroom {Dallas, TX & s Lo 71-23
g : Steelcase’s | Simplified and
Spaces via Grand Rapids, . g
active improve the
Steelcase MI) numerous learnin rocess fi
face-to-face g process for
g . cenlers purchasing
meetings with furniture
Leadership ’
L and Faculty SN I

P.2¢ Performance Improvement System
Since 2005, TCT has utilized the Baldrige Excellence
Framework as the basis for performance improvement. The key

elements of our performance

improvement

system

incorporate a fact-based, measurement-driven system
focused on long-term Vision 2020 objectives with shorter-
term annual Operational Plan Key Performance Measures
{(KPMs). By reviewing results analysis, TCT establishes annual
Operational Plan Key Performance Measure goals using top
performer benchmarks from state, national, and our own
performance metrics. KPMs are aligned by Core Competency
and Senior Leader.
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Figure I.2-4 — Key Strategic Challenges and Advantages

e e e
1 Gore [ gt Key Strategic
- Area 3 Strategic ko
E } Competency | Ghallenge: Advantages
l Education ccl - SCI" = | SAI - Superior Student
Programs | Instructional €IVEr | Leaming Results
. Beneficial
i s and Relevant .
Services Excellence SAZ - Innovative
| Instruction ) {
. 1 Program Offerings |
| SC2- :
. Proactively | SA3 - Free from
cC2- glscal [’ﬂgpnrg for Federal Fllﬂdil'lg
Operational | ana State !
perational Educati 1
Effectivencss uealion - g a4 . NIMS Centified |
Fundlpg for Safety and Security |
Reductions | o
5C3- SAS5 - Pawhuska
cC3- Address Business Development
Societal Economic and Resource Cenler
Responsi- Communit Gap for SA6 - TCT Foundation |
bilities Develo mefﬂ Students and | Funding for Student
P Other Assistance and
L L | Customers | Scholarships
| ' Enf;gm SC4- | SA7-Great
Increase Small/Medium Place to
| Workforce D:;;'%’:;ﬁ n Workforce Work in the United
| B Satisfaction | States
1 bong | - S |

Our processes for evaluation of key organizational
projects and processes are based on the PDSA Cycle: Plan,
Do, Study, Act. The implementation of PDSA is enhanced by
using performance improvement tools from Lean Six Sigma
(LSS). LSS is a combination of two world-class approaches to
organizational performance improvement. The LSS tools are
used throughout PDSA to remove non-value added time and
activity from our processes as well as to reduce inefficiencies.
This repeatable PDSA system includes a Senior Leadership
Team (SLT) process owner who determines the requirements
and defines each process to be improved. The Office of Quality
(O0Q) provides data analysis and tools to support the
identification of root causes for improvement opportunities,
Data analysis is conducted using visual graphing, charting, and
spreadsheets that illustrate performance results, trends, and
comparisons.

The “Do™ is when a new and improved process is put into
place. Organizational learning, including opportunities for
innovation, occur when new solutions or processes are
developed and deployed in response to opportunities for
improvement. “Do” is also when innovations are implemented.
The “Study™ includes sustaining efforts, including employee
training, that will monitor and sustain improvements. TCT has
identified 50 major processes, aligned with the Baldrige
Framewaork, that are reviewed for improvements as specified in
our Process Improvement Matrix. Strategy Implementation,
Waorkgroup Action Plans (WAP), and Individual Action Plans
(IAP) are created as described in 2.2. We determine customer
requirements using our Voice ofthe Customer (VOC) processes
discussed in 3.1. If new measures are required, we use the
Measurement System Analysis described in 4.1a. The SLT
reviews organizational performance using the processes

described in 4.1. When the improvements impact workforce
environment capacity and capabilities, workforce is developed
as detailed in 5.1. When major improvements are needed, we
create Process Improvement Teams (PIT) that use our Process
Design and Improvement Process discussed in 6.1. The PITs
are created during the July Leadership Team Strategic Planning
Retreat and when major midcourse process adjustments are
required. Key cycles of improvement are highlighted in Figure
P.2-5.

Throughout this application icons are utilized to highlight our
cycles of organizational learning # and innovation indicating

a breakthrough change V",

‘Key
Improvements
Made '
| |
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E
£]
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(5]

| Leadership

—

4

|
: =
l

1™
+

% | Operations

Crisis Mgmt. Plan X
 Created 1

Pawhuska BDC
___ Realized | | i

Master Calendar X
Implemented | { il
Fitness Facility Opened

4
X
| ! 3 1. L [ il
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| I —— } —t

Customer Service X X
Standards Developed

! BOE Self-Evaluation | X
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Elimination of Federal x x
Funding

] —Eooglc Drive File ———X
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Purchasing Card 1 X
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X X
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Get Feedback X X

B R N A
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1 Leadership

1.1 Senior Leadership

1.1a Vision and Values

1.1a {1) Setting Vision and Values

TCT’s six Senior Leaders (SLT) set our organization’s
vision and values; and deploy our Vision and Values using
the Leadership System detailed in Figure 1.1-1. The
Leadership System includes seven interconnected steps aligned
with the Baldrige Framework as indicated. The heart of the
Leadership System, Siep®, reflects our student focus along
with our Mission, Vision, and Values. Step 2 in the Leadership
System focuses on balancing siudent and stakeholder
requiremenis. The SLT deploys the vision and values to
workforce, suppliers, partners, students, other customers,
and stakeholders as aligned through their appropriate Core
Competency and Workgroup Leadership Responsibilities,
Step®. Onc key deployment method used by SLT is TCT's
monthly Superintendent’s Forum. Each Forum occurs after the
Board of Education meeting. To prepare for the Forum, each
SLT prepares a presentation detailing the progress made toward
organizational KPMs and the Major Initiatives under the SLT’s
designated Core Competency (Figure 1.1-2). In addition, SLT
presents work anniversary recognition, Bright Idea Awards, and
White Bison recognition. As visionary leaders, SLT makes a
point of sharing successes, as well as missteps and OFIs. This
sharing builds trust, transparency, and accountability
throughout TCT.

Step® of the Leadership System is to develop stralegy,
aligned with work systems and Core Competencies which is
more fully described in the Strategic Planning Process (Figure
2.1-1). Each Senior Leader directs the development a Core
Competency (CC). Core Competencies are our greatest area of
expertise and have a sequence of significance. Our first priority,
Instructional and Learning Excellence (CCl) is central in
fulfilling our Mission and Vision. Fiscal and Operational
Effectiveness (CC2) involves the efficient, ethical, and fiscally
responsible management of resources. Fiscal and Operational
Effectiveness is essential to support Instructional and Learning
Excellence. Economic and Community Development (CC3)
fosters partnerships, strengthens involvement in our key
communities, and stimulates the economic vitality of our
communities through the creation of a talented workforce.
Employee Development and Well-Being (CC4} is foundational
for all the Core Compelencies crealing an environment with an
exceptional team of professionals that are highly engaged in
achieving success for students.

The Operational Plan (OP) is aligned with Workgroup Action
Plans (WAP), which are aligned with Individual Action Plans
(IAPY®. Our KPMs, WAPs, and IAPs are catalysts for

accountability for results®. This alignment led by SLT propels
our work by putting the OP into action. SLT formally meets as
a team two times per month to monitor OP deployment,
implemeniation, and action plans. To create cycles of learning
throughout the leadership system, SLT meets with the
Leadership Team (LT) monthly to listien, learn, and share any
SLT actions. Reward and Recognition is Step 6 of the
Leadership System. SLT actively reward, recognize, and
deploy results with stakeholders, students, and the worklorce.
Reward and recognition is monetary, as well as recognition

through Superintendent’s Forum, Friday Announcements,
participation in worklorce activities, and writing personal notes.
The Leadership System has gone through cycles of learning
including in FY16#; LT meetings were reorganized to focus
on the Baldrige Framework and WAP progress resulis. An
agenda item for LT meetings includes each director sharing
their WAP progress including any WAP measures that are not
on track. LT, in turn, meets with their respective workgroups to

deploy learnings, lisien, learn, and to share, Step®. In addition,
the small size of our organization allows frequent face-to-face
inicraction opportunitics, which enhance our ability to make
mid-course corrections rapidly.

SLT reflect a commitment to our four Values by serving
as role models through their personal actions (Figure 7.4-7).
All  SLT model our four values during meetings,
communications, and all interactions with students, faculty,
staff, and the community at large. They set the example for
integrity, professionalism, and accountability. Leaders
throughout the organization support Vision 2020 and the OP
which they helped to develop. Commitment (o continuous
improvement and performance excellence are emphasized and
reinforced by performance reviews and the internal job
selection processes. Performance Appraisals (PA) related to
TCT’s values are performed semi-annually.
1.1a (2) Promoting Legal and Ethical Behavior

SLT’s actions demonstrate their commitment to legal
and ethical behavior through role model behavior,
exhibiting transparency in decision making, ensuring
integrity in financial matters, and upholding Oklahoma
SDE and BOE Policies (Figure 7.4-10). The core of our
Leadership System is “The Tri County Way”, Step®., “The Tri
County Way” is integral to SLT demonstrating and promoting
legal and ethical conduct. Approaches are systematically and
fully deployed through our Code of Conduci, Loyalty Oath
Pledge, Internet

Figure 1.1-1 Leadgnh_iq _S}ﬂnj__ )

Develop Strategy,
Align with Work
‘Systems & Core
Competencies
2.1-5
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Figure 1.1-2 Senior Leadership Team Roles
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Access Agreement, and Consent to Drug Test. Prior to
employment, SLT have a lull FBI background check. In
addition, to prevent the potential of receiving financial gain
from student work projecis, SLT is prohibited from using labor
performed by students in shops or laboratories. SLT actions are
transparent and shared utilizing clectronic file sharing
platforms. Using Google Drive, SLT meeting agendas and
meeting notes, [inancial budget, and performance dashboard
documents are openly shared among our workforce.

Our SLT promotes an organizational culture that
requires legal and ethical behaviors (Figure 7.4-10).
Specifically, SLT provide oversight for requiring that
Oklahoma SDE Policics and BOE Policics be followed. The
policies outline expectations and consequences for employeces
and students including alcohol and drug use, tobacco use,
attendance requirements, dress code, and weapon possession.
SLT verifies thal policies are reviewed annually by our BOE.
Figure 1.2-4 highlights TCT’s Ethical Processes and Measures.
# In FY 14, an improvement was made by requiring the annual
signing of the Code of Ethics. Prior to FY14, the Code was
signed during the new employee onboarding process. Signing
the Code annually reinforces the importance of demonstrating
an ongoing commitment 1o legal and ethical behavior. The
Code of Ethics decument now includes TCT's Vision, and Core
Values that guide employee decision making. Additionally, the
Code of Ethics includes seven behavioral questions that
promote legal and ethical behavior: Is it legal? Does it violate
our policy or procedures? Does it violate our core values?
Would you want to see this decision in lomorrow’s local or
national headlines? How would you feel after you execute this
decision? Would you want your family to know? Would you
want this decision levied on you or a family member? Integrity
in financial matters is demonsirated by following the School
Laws of Oklahoma, Oklahoma Department of Carcer and
Technical Education (ODCTE) Regulations, and by following
generally accepted accounting practices.

1.1b. Communication
Using 10 key methods, SLT has a systematic process for
communicating with and engaging the workforce, students,
and other key customers (Figures 1.1-3 and 7.4.1). The Chief
of Staff and Director of Marketing is the SLT process owner for
communication. When information needs to be shared, SLT
first determines who the audience is for the message. Then SLT
delermines the most appropriate communication method, often
using multiple methods, systematically repeating the same
message. The appropriate message is then developed and
deployed. After deployment, SLT evaluates the message for
effectiveness through observed changes in behavior or other
feedback. SLT communicates with and engages the entire
workforce during Superintendent’s Forums, Internal Educator
Facebook Page, employee celebrations, workgroup meetings,
professional development activities, as well as formal and
informal one-on-one conversations. In addition, adjunct faculty
are introduced to SLT as part of their orientation process, and a
member of SLT is directly responsible for adjunct faculty.
During a FY15 cycle of learningd®, SLT added their mobile
number to their office phone voicemail and business cards. This
improvemeni recognized that the workforce, students, and other
key customers expect direct access to SLT using modern-day
communication media.
| Figure 1.1-3 Senior Leaders” Key Communication Processes
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Figure 1.1-4 Processes Used by SLLT to Build a
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Methods are created by SLT to communicate key
decisions and, when required, the need for organizational
change along with reinforcing high performance and a
focus on
students and learning. At the Superintendent’s Forum, each
SLT reviews the status of their Core Competency measures and,
when required, the need for change. For example, in FY 17 the
State of Oklahoma experienced a budget failure resulting in
drastic cuts to state agency lunding including education. Our
CFO and Director of Operations communicates key budgetlary
decistons required to continue our focus on student learning.
Communication is part of TCT’s overall Marketing Plan, which
is evaluated and updated annually by SLT. The Marketing Plan
is presented to the BOE for approval each FY,

An active award and recognition program directed by SLT
is in place that has a direct role in motivating the workforce.
Step 6 of our Leadership System (Figure 1.1-1) is Reward and
Recognition. A key reward program is our Workforce
Performance Pay Syslcm"? (Figure 7.3-10). This innovative
practice is unheard of in public education and has been
presented at national and state conferences as well as the state
legislature as a best practice for other education organizations.
Monetary incentives are based on performance against criteria
established in [APs, WAPs, and school-wide Operational Plan
Goals. SLT determines the percentage of goals achieved for all
three categories. Monetary performance incentive percentage
potentials are aligned with the employees’ classification and are
calculated in thirds: IAP performance, WAP performance, and
school-wide Operational Plan KPM performance.
1.1¢ Mission and Organizational Performance
1.1¢ (1) Creating an Environment for Success

Using systematic processes, TCT creates a successful
organization through SLT’s actions that build an

Succession
Planning

organization that is successful now and in the future (Figure
1.1-4). Step ‘2 in the Leadership System focuses on balancing
student and stakeholder requirements. Core Competency
alignment with measures and sustainability processes assure
that our greatest areas of expertise endure. SLT uses TCT’s
Vision 2020 as vision of future success. Annual Operational
Plan completion led by SLT, is the definition for our Mission
measured through our Key Performance Measure (KPM)
results. As an educational institution, our Workforce
Development Process, used to cultivate learning for people in
the workforce, is fundamental to TCT’s environment (Figure
5.1-1}.

To create a workforce culture that delivers a consistently
positive experience for students and other customers and
that fosters engagement and a family feeling (Figure 7.3.22),
beginning in FY 145" SLT proactively created customer service
standards for all workforce members. These four standards
included on each workforce member’s Performance Appraisal
are: grect customers with a smile; wear name badge on the right
side; when thanked reply with “of course,” “my pleasure,” or
“absolutely;” and walk customers to their destination, Through
SLT’s credibility, an envirenment is created which is a
conduit to innovation and intelligent risk taking. This
environment increases achievement of our strategic
ohjectlves and encourages organizational agility (Figure

7.3-12). v For example, the Bright Idea (Bl) process
encourages all workforce members to make suggestions for the
improvement ol processes, cost savings or revenue-generating
ideas, and for new and innovative initiatives. Innovation is a
collaborative process. The workforce-driven BI Commitiec
reviews all “bright idea” suggestions and makes
recommendations for SLT approval. The Bls submitted are
aligned with TCT’s lour core values. After implementation, the
ideas are recognized at the monthly Friday Forum.

Succession planning through training and development of
future leaders is part of the culture of TCT (7.3-24).
Members of SLT discuss succession planning at SLT meetings
and identify workforce members who have the credentials and
skills for succession. SLT also participates in the identification
of their successor. A formal succession plan for each SLT
member, including the CEQ, is maintained. The succession plan
created by SLT is annually reviewed with the Board of
Education (BOE). Our Superintendent/CEO meets individually
with each educator to learn more about them and their
aspirations for the future. Often, these aspirations include the
opportunity for advancement within TCT.
1.1¢ (2) Creating a Focus on Action

Our SLT-driven Vision and Mission are key to a focus on
action to achieve eur goals (Figures 7.4-16, 7.4-17, and 7.4-
18). The mission of TCT, “Provide Superior Training,” is
measured by the achievement of our annual Operational Plan
(OP). When we have achieved all KPMs and Major Initiatives
detailed in the OP, then we have achieved our Mission. SLT
create a focus on action that improves performance,
achieves innovation and intelligent risk taking by balancing
focus on achieving our long-term Vision 2020 and our
Mission, The CQO is the process owner for our focus on action.
During Step@ of the Leadership System (Figure 1.1-1),
stakeholder requirements are balanced (Step?2). SLT then
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determines a mission-locused  strategy, (Step@'). The
appropriate actions are then developed and deployed, (Siep®).
After deployment, SLT evaluates the actions for effectiveness
and communicaltes results (Figure 1.1-3).

SLT and LT identify needed actions through
accountability-driven IAPs and WAPs. Each educator’s IAP
details Core Competency Alignment, Objectives, Performance
Measures, and Final Outcomes. The WAP details the impacted
Core Competency and KPM, Workgroup Performance Goals
and Measures, Strategics, and Final Qutcome. Creating and
balancing value is achieved through alignment with Core
Competencies, Vision 2020, and our Mission (Figures 7.4-
16,7.4-17, and 7.4-18)). Balancing value is part of our Strategy
Development Process outlined in 2.1a. Each workgroup
director is responsible for evaluating the measures and results
for their weam. For example: Each March the Director of
Insiruction, along with faculty, analyzes program success data
including student performance data, graduate placement,
wages, and education status. This analysis is used to refine
approaches and develop a WAP to address opportunities lor
innovation. WAPs are created during Step 3 of the SPP. Action
plans include SMART goals containing performance measures
and a targel completion date. For example in FY 16, the (aculty
identified a gap in college readiness and focused their WAP on
college readiness activitics and as a result in FY 17 Continuing
Education improved to over 70% (Figure 7.1-10).

1.2 Governance and Societal Responsibilities

1.2a Organizational Gevernance

1.2a (1) Governance System
Figure 1.2-1 Systematic Processes for Ensuring

Responsible Governance
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TCT’s Governance System is data driven, focused on being
responsible stewards of taxpayer resources. The SLT process
owner for the Governance System is our Superintendent/CEO
who determines the requirements of each process (Figure 1.2-
1). In accordance with State laws, SLT ensures responsible
governance through a five-member elected BOE, each serving
five-year terms representing their respective geographic zones.
Results of BOE actions are deployed to the workforce, students,
and stakeholders using multiple communication methods. Our
BOE is accountable to the Oklahoma State Department of
Education (SDE) and the Oklahoma Department of CareerTech
Education (ODCTE).

Board members are also held accountable by the public who
clected them to serve. Members of the BOE serve without
compensation bul are reimbursed for travel expenses. The BOE
evaluale and rehire TCT’s Superintendent/CEO. The BOE and
Superintenden/CEO are legally responsible for regulatory,
accreditation compliance, and budgetary and financial results.
During the annual cycle of learning, the BOE updates and
reviews the entire BOE Policy Manual. The BOE meets
monthly in open meetings with the BOE Agenda posted online
and outside of our school at least 24 hours prior to cach mecling.
Any stakeholder, workforce member, students, or parent are
welcome 1o attend the meeting. Significant organizational

improvement occurred in FY132® when our Board meeting
materials were electronically distributed. Prior to FY13 each
Board member and SLT would print hundreds of pages of
information in preparation for monthly BOE meetings.
1.2a (2) Performance Evaluation

SLT performance is formally evaluated by the
Superintendent/CEOQ twice per FY. In addition, two times
per year, the BOE conducts a Performance Appraisal of the
Superintendent/CEO. The Performance Appraisals (PA) are
based on accountabilities and behaviors that encompass the
overall job performance of the responsibilities of the position.
During a cycle of refinement in FY 15, & the PA was improved
to include an assessment of TCT's Cusiomer Service Standards
that were developed in FY 14. In addition 1o PA reviews, each
SLT has a flormal Individual Action Plan (IAP) review
conducted twice per FY to determine progress towards
measurable outcomes. The IAP is above and beyond job
responsibilities and is a factor in SLT's performance incentive
potential. The Superintendent/CEQ's IAP includes all of the
annual Operational Plan Key Performance Measures (KPM).
Weekly meetings are conducted with the Superintendent/CEO
and cach individual SLT to discuss [AP, KPM, Operational
Plan progress, and potential corrective actions, if required.

The BOE is evaluated through a self-evaluation survey and
reelection by our citizens at the end of their term. In a
proactive cycle of learning in FY145, each BOE member
completed their first hand-written self-evaluation. In FY 15, the
process was improved by being adminisiered electronically and
adapted from the North Dakota School Boards Association. The
self-evaluation is based on the six dimensions of board
competency, a description of successful board practices
uncovered during the Trustee Demonstration Project. This five-
year study involved trustee boards from more than 20 colleges,
schools, and non-profit organizations in the United States. The
BOE evaluation includes six major headings with statemenis
describing a variety of related BOE actions. Each BOE Member
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scores each action according to how frequently it occurs. SLT
compensation is determined by PA Score, overall school
annual Operational Plan KPM results, workgroup WAP

completion results, and JIAP completion percentage. v
Using performance evaluations to  determine  executive
compensation is not generally practiced in public education.
Typically, compensation in public schools is determined by
years of service and level of education. Our innovaiive
compensation sysiem has been presenled numerous times at
state and national conferences including the Association of
Career and Technical Education VISION Conference, the
Oklahoma CareerTech Superintendents’ Conlerence, and 1o the
Oklahoma State Legislature,

SLT use PAs to improve their effectiveness as leaders by
including a learning component, Professional Development
{PD), on their IAP. This PD component will vary subject to
the needs of the individual SLT. For example, one leader may
participate in Covey's Five Choices training, while another
participates in Lean Six Sigma Certification training. In
addition, a spreadsheet is maintained of each SLT’s
participation in local, state, and national leader development
programs to direct potential training opportunities to the
appropriate leader (Figure 7.3-23).
1.2b Legal and Ethical Behavior
1.2b (1) Legal, Regulatory, and Accreditation Compliance

SLT anticipates public concerns with future programs,
services, and our operations through communication
methods. SLT is responsible for monitoring listening posts
including social media, attending community group meetings,
and being apprised of legislative actions that could lead to
potential adverse impacits or concerns. In the event of a crisis,
public concerns are managed using our Crisis Management

Plan created through cycles of learning # in FY13. Prior 10
FY 13, we had a Crisis Communication Plan that included broad
processes for responding to public concerns. The Crisis
Management Plan was improved in compliance with the
National Incident Management System (NIMS) that detailed
sysiematic action steps including how 10 address public
concerns. The plan includes how to address 44 potential
adverse societal impacts of our programs and services
including: infectious discases, random acts of violence,
bomb threats, gas leaks, hazardous materials spill, etc. TCT
conducts drills to practice with students and staff for three of
the most likely potential impacts including tornado, intruder on
campus, and fire. SLT makes the intercom announcements for
drills and participates in debriefing and reflection after drills.
Practicing for these events and closing gaps afier cach drill
allows SLT to address public concerns with confidence that we
are prepared.

SLT are also part of the Crisis Management Team and have
been certified in NIMS 100, 200, 300, 400, and 700. These
certifications include advanced Incident Command System
training for leaders in Multi-Agency Coordination Syslems,
Although nol every potential societal impact can be anticipated,
the Crisis Management Plan provides a systematic framework
to address and manage risks.

Public concerns with future programs and services and
operations are anticipated through our listening posts
including BOE meeting and Program Advisory Committee
meetings. BOE meetings adhere to regulations of the

Oklahoma SDE Open Meetings Act. Agendas are physically
posted 24 hours prior to each meeting and posted clectronically
on our web site. An Agenda item on cach meeting is “hearing
from the public.” The public has a formal opportunity to voice
concerns regarding programs and operations at cach monthly
BOE meeting. In addition, educational programs, CE, and TSC,
have an Advisory Board which meets at least two times per
year. This Advisory Board provides input to potential
curriculum improvements, equipment acquisition, and program
results. One resource utilized to prepare proactively for
impacts and public concerns including conservation of
natural resources and supply chain management is our
Physical Plant Workgroup. Physical Plant provides direction
to encourage an eco-friendly environment. They educate,
cvaluate, and make recommendations to maintain, improve, and
Suggest NEw green processes.

TCT is a highly rcgulated public Career and Technology
Education Center (Figures P.1-3). Compliance processes,
measures, and goals are aligned with regulations from the
ODCTE, Oklahoma SDE, and other program
accreditations. Annually, a Regional Oklahoma SDE
Accreditation Officer visits TCT. Evidence is provided
documenting district policies, safety, personnel, bus driver
compliance, student handbook, health services, teacher
certifications, school calendar, etc. Regulatory compliance is
surpassed through our commitment to voluntary National
Program and Organization Accreditations (Figure 1.2-2). In
addition to multiple mandatory compliance processes, TCT
submits to regulations of voluntary accreditation agencies that
surpass legal requirements. One of our Vision 2020 goals is to
have 75% of Carcer Majors recognized with a National
Program Accreditation (Figure 7.4-16). Tri County seeks out
regulatory entities engaged in continuous review and quality
improvement, which meets nationally endorsed siandards.
Voluntarily committing to cycles of evaluation, innovation, and
improvement are evidence of TCT's commitment (o excellence.

Key compliance processes, measures, and goals for
addressing risks associated with our educational programs,
services and operations include: internal and external
audits, industry certifications granted, and Human
Resources processes including consent for drug testing and
background check compliance (Figure 1.2-3). TCT meets all
regulattons from the Oklahoma State Department of Education
annual accreditation visit and the Oklahoma Department of
CarcerTech Compliance.
1.2b (2) Ethical Behavior

Ethical behavior is promoted and ensured in all
interactions at TCT (Figures 1.2-4 and 7.4.11). Student
expectations for ethical practices are outlined in the Student
Handbook, Iniernet Conduct Agreement, BOE Policies, and
individual program and course guidelines. Students not
adhering to these cxpectations are subject to consequences
aligned with the infraction. Student disciplinary consequences
for cthics violations are documented in TCT’s student records
system software, Achademix. Ethical practices for our
workforce are updated annually and outlined in TCT BOE
Policies, Oklahoma state law, and ODCTE Guidelines. TCT's
Code of Ethics is in our Board of Education Policy, Section 6 =
Page 58, and outlines expected professional conduct by
educators including six specilic responsibilities, staff-student
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Figure 1.2-2 Yoluntary National Program
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relationships, exploitation of a student, standards of behavior,
exploitation by supervisors of subordinate employees, and
fiscal management. Employee consequences for cthical
behavior violations are aligned with the infraction. Every
workforce member has the duty to abide by this professional
conduct policy in all respects. Failure to do so may lead to
disciplinary action including dismissal or non-renewal of
employment, referral to law enforcement for prosecution, or
other action appropriate to the nature, gravity, and effect on
students, other workforce members, or school operations.
1.2c Societal Responsibilities
1.2c (1) Societal Well-Being

TCT considers societal well-being and benefit as part of
our overall strategy aligning with our Value of Investing in
the Community and our Core Competency of Economic and
Community Development (Figure 7.4-15), TCT has two

Category 1- Leadership

Figure 1.2-3 Key Compliance Processes, Measures, and
Goals
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Figure 1.2-4 Ethical Responsibility Processes
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employee-led standing commitiees: The Community Relations
Commitiee and Bright Ideas Committee, which have each made
adifTerence in the social, environmental, and economic systems
of our key communities. At the Summer LT Relreat, the results
of each committee are analyzed to delermine if the commitiee
is attaining its objective, Each committee has a charter that
outlines its objective. Our Community Relations Commitiee's
focus is aligned with our value of Investing in the Community.
Mahatma Gandbhi said, "The best way to find yourself is to lose
yourself in the service of others." At Tri County, we have found
this to be true. Helping others changes the outlook of our
workforce and provides a tremendous sense of satisfaction,
gratitude, and happiness. There are many ways to serve others
in our community.

The Community Relations Commiuee leads the process for
sclecting and prioritizing societal well-being efforts. The
process has four steps beginning with determining the Top 3
fundraising events and volunieer activities that will be
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supported by TCT’s workforce. Next, our workforce
participates in volunieer work and activities. Each workforce
member is expected to perform a minimum of 16 community
service hours, which is included in their IAP with 8 of those
hours during paid time off. In addition, one of our FY17
Operational Plan KPMs is for 100% of our workforce to atlain
their community service IAP goals. The third siep is {or the
Community Relations Committee to analyze the results of our
community involvement. The last process step is that the
commitice makes recommendations for improvements that will
lead to the selection of future fundraising events and volunteer
activities. Through collaboration with Bartlesville Regional
United Way and TCT, in FY 17 over 300 workforce members
and students voluntecred for United Way's Day of Caring,
making TCT the largest contingent of volunteers from one
organization.

TCT contributes to our economic system by providing
education for a skilled workforce and preparation for
continuing education. TCT makes every effort to keep
students in school so they will become contributing
members of society (Figure 7.1-1). The mission of the TCTF
is to support TCT by providing opportunities and assistance that
allow our studems 10 be successlul in their selected programs
of study (Figures 7.1-11, 7.4-12, and 7.4-13). The goal of the
TCTF is, “No student should be denied access to education due
to their ability 10 pay.” Oklahoma is one of the poorest states in
the nation. More than half of Oklahoma counties have an
average income at or below the federal poverty level, including

the 3 counties in TCT’s service area. W TCT created a process
through our Student Success Advisors for disadvantaged
students to receive financial assistance, including funding for
eye exams, gas cards, monies for needed medication and even
food, a most basic need that is sometimes not casily obtained.
(1.2c. (2)) TCT's workforce believes in our commitment 1o our
key communities including the difference the TCTF makes in
the education of our studemts. The TCTF has a strong
commitment from TCT workforce members. In FY 17, 100% of
TCT workforce contributed to the TCTF (Figures 7.4-12 and
7.4-13). This internal commitment demonstrates the strong
belief in the good that is being accomplished by the TCTF.
1.2¢ (2) Community Support

TCT actively supports and strengthens our key communities,
We serve 12 partner school communities located in 3
counties. The Strategy Center President is the process owner
for the Community Support Process and serves as Advisor to
the Community Relations Commitice. The Community
Relations Committee implements the process for coordinating
community-based  evenls  including  identifying  key
communities and organizations for organizational involvement,
The commitiee determines the activities and communities that
will be supported. After identification, the activities and events
are deployed throughout the workforce. In a FY15 cycle of

learning#, an improvement was made to deployment and staff
participation levels by using the internet-based Sign-Up
Genius. Prior to FY15, event and activity participation was
done using a paper and pencil signup located in the Workflorce
Lounge. SLT and the Community Relations Committee
evaluates the community support activity for effectiveness. One
way our value of Investing in the Community is demonstrated
is by participating in activities in the communities we serve.

Each SL.T has a community service component on their IAP of
a minimum of 16 community service hours each FY.

This focus enables us to leverage our core competency of
Economic and Community Development. In addition, the
Community Relations Commiittee determines the community
Christmas parades that TCT will target for participation.
Christmas parades are a favorite for our students, parents,
workforce and their families but due to scheduling, we simply
do not have the capacity to participate in every parade. Each FY
the Community Relations Committee analyzes the
opperlunitics fer community involvement.  Evenls and
campaigns directed by the committee include the TCT United
Way (undraising campaign, the United Way Day of Caring,
holiday parades, and community events such as football and
basketball games, fall festivals, Big Brothers Big Sisters Bowl
for Kids® Sake, American Cancer Society’s Relay for Life, etc.
SLT in concert with our workforce, contributes and
participates in community events (Figure 7.4-15). Our Chiel
of Staff and Chief Marketing Officer coordinates SLT
involvement to ensure balance of commmitments with each key
community. Our valuc of being a Great Place to Work is
practiced by fully participaling in employee engagement
activities. Al the end of each scheol year, the SLT cooks and
serves hamburgers, hot dogs, and desserts at an old-fashioned
employee picnic. SLT prepares and serves the food at the picnic
wearing chef aprons. SLT also participates in ugly swealer
contests, chili cook-ofls, ice cream socials, holiday events and
parties, wedding and baby showers, and memorial services for
families of employees.

The Community Relations Commiittee also organizes food
distribution for Program Areas and for holiday food baskets,
Many of our students come to school hungry without the means
1o purchase food. To meet this need, we have adopied an
innovative snack food provision process funded by the TCTF

V. To enable the learning process, each instructional program
has a variety of snacks available free of charge to any student,
with no guestions asked. The commitiee conducts a student
survey to determine what types of snacks the students prefer.
After analysis of the results, committece members purchase
snack foods and distribute them to Program Areas.

2 Strategy
2.1 Strategy Development
2.1a. Strategy Development Process
2.1a (1) Strategic Planning Process

TCT’s systematic Strategic Planning Process (SPP) aligns
with our PDSA Performance Improvement System as
jllustrated in Figure 2.1-1. Small organizations are not known
for doing a lot of planning, but TCT has a detailed system for
strategic planning that includes numerous review venues. The
SPP Step | begins at our July semi-annual LT Retreat. At this
two-day retreat held off-campus, LT validates MVV, reviews
VOC data inputs, reviews siakeholder feedback, reviews
worklorce satisfaction and engagement results from Great Place
to Work, reviews Internal Workgroup Customer Satisfaction
Survey Results, Vision 2020 Progress, Previous Fiscal Year
{(FY) KPM results and trends, affirms that Major Initiatives
identified in February are valid, and reviews benchmark and
comparison data, The goal of the Summer LT Retreat is lo
create the annual Operational Plan (OP) with identifying KPMs,
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identify Process Improvement Team (PIT) focus arcas, and to
create WAP alignment and goals.
Fligure 2.1-1 Strategic Planning Process
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* Major Initiative Completion
* Previous FY KPM Results
+ KPM Trends
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P Listen 10 VOC, Environmental ] Plans Aligned with |
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Vision 2020 outlines the long-term planning horizon set
forth by SLT to guide leadership into the future. Four major
long-term key objectives drive Vision 2020: Instructional and
Learning Excellence, Economic and Community Development,
Fiscal and Operational Effectiveness, and Employee
Development and Well-Being.  Each of these long-term
objectives align with our four Core Competencies. Each of
these four Vision 2020 long-ierm major goals has in-process
time-based, measurable shorter-term goals associated with it. In
total, there are 29 individual time-sensitive goals. For example,
under Economic and Community Development, the major
objective is to grow our Tri County Tech Foundation (TCTF)
to 5 million dollars with incremental fundraising milestones of
$500,000 and $1 million. These in-progress goals are toll gates
that assist in making our big goals achievable. The achievement
of Vison 2020 will be the ultimate measure of the attainment of
our Vision, “Inspiring success through life changing learning
experiences.” Vision 2020 is a 16-page document that was
designed to address TCT’s strategic challenges, develop our
four Core Competencies, create transformational change,
and prioritize our change initiatives. Our Operation Plan
aligned with Vision 2020 is our annual short-term planning
horizon developed at the summer LT Retreat. Our long-term
Vision 2020 is essential, but it can only be achieved if TCT
takes the appropriate steps in the short-term. At the Summer LT
Retreat led by SLT, new KPMs are established as part of the
OP. LT also participates in a February Retreat when data are
analyzed in-depth for each core compelency and major
initiatives are established for the following FY., This timing
allows TCT to ensure the identified major initiatives have
budget priority for our spring budget cycle,

Organization agility and operational flexibility are
inherent in the process as LT conduct frequent analyses to
create a successful future. The drafi of the OP is approved by
the BOE and then deployed at the August State of the School
Address. Progress towards the OP is updated on electronic
dashboards, at bi-weekly SLT Meetings, monthly LT Meetings,
monthly Superintendent’s Forums, workgroup meetings, and
quarterly to the BOE. During these reviews, changes can and
are made to maintain progress towards goal achievement. In
addition, TCT is a small organization with a flat organizational
chart which allows for organizational agility and operational
flexibility.
2.1a {2) Innovation

TCT’s strategy development process stimulates and
incorporates innovation. Key strategic opportunities are
identified as opportunities that are aligned with Vision 2020
(Figure 2.1-2). The Innovation Management Process (Figure
6.1-3) describes how TCT pursues opportunities for innovation.
Innovation opportunitics are created by SLT, LT, and the
workforce. SLT creates opportunitics for innovation by
targeting educators’ ingenuity when a Major Initiative is in
jeopardy. In FYI17, the state of Oklahoma had its third
consecutive year with a budget shortfall and the second straight
revenue failure. A revenue failure is declared when state tax
collections fall more than five percent below estimates. As a
mid-course initiative, our Superintendent/CEQ initiated a call
to action and asked educalors to innovate and create proposals
that TCT would gencrate immediate local revenue’y". The LT
creales innovation by defining issues critical to quality in their
workgroup arcas. Using PDSA, workgroup directors have the
authority to create cycles of learning that may lead to
innovation. Improvements and innovations are documented on
the Cycles of Learning Log located in the shared Google Drive.
In addition to SLT and LT stimulating innovation, we also
incorporate innovation through the workforce-led Bright
Idea (BI) Process (Figure 2.1.3). The BI Process identifies
which ideas are intelligent risks for pursuing to improve
processes, improve organizational effectiveness, generate
revenue, or reduce costs (Figures 2.1-3, 7.1-19, 7.1-20, and
7.1-21).
2.1a (3) Strategy Considerations
TCT collects and analyzes relevant data to ensure our SPP is
fact based. Strategy considerations are a part of TCT's SPP
PDSA Plan Phase (Figure 2.1-1). Data collection methods and
frequency for each KPM component included in the OP are
shown in Figure 4,1-1. During cycles of learning in FY16:F,
relevant data collection function became part of our newly
created Office of Quality (O0Q) and under the direction of
our Chief Quality Officer (CQO). This position and
workgroup are rare in a small public school and became a
necessity to take us to the next level of performance
improvement. Prior to the 00Q, each workgroup director
coordinated their own data collection. Now the 00Q collects
data, analyzes data, communicates results using dashboards,
compares results with trends and benchmarks, identifies gaps,
and coordinates the development and deployment of improved
and new processes. Each SLT is responsible for facilitating
the core competency that coincides with their job
responsibilities (Figure 1.1-2) as well as the corresponding
Strategic Challenges and Strategic Advantages (P.2-4).
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Figure 2.1-2 Key Strategic Opportunities and Resulting
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Figure 2.1-3 Bright Idea Process
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Throughout the school year, each SLT continues to monitor
research, challenges, and advanitages pertaining to their
corresponding Core Competency. The corresponding SLT
working with the CQO becomes the expert to respond to
potential environmental changes with agility and systematic
action. Potential blind spots and bias are addressed by
maintaining focus on our results. This focus includes:
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searching for deeper and more meaningful benchmarks,
keeping connected with the external environment both inside
and outside of education, evaluating our processes and
measures, and learning new tools to improve processes. Our
ability to execute the Strategic Plan is supported by
establishing our most important Major Initiatives in
February before the April budget process deadline.
February of each year the main deliverable of the LT Retreat is
the development of major initiatives. Major initiatives are
campus-wide goals that align with Vision 2020 and our Core
Competencies.  Prioritizing major initiatives gives them
precedence over human and capital resource allocation required
to execute the strategic plan. If resources are not adequate, SLT
reassesses and reallocates resources to balance capacity,
2.1a (4) Work Systems and Core Competencies

Work system refers to how the work of TCT is
accomplished; in other words, how we produce our
education service and other customer offerings. These
interconnected key work systems, illustrated in Figure 2.1-5,
are aligned using Baldrige Framework, TCT's Core
Competencies, and by SLT. Decisions concerning work
systems are strategic and aligned with Vision 2020. Work
Systems are Leadership, Stralegy, Customers, Knowledge
Management, Workforce, and Operations. Decisions
regarding which processes will be accomplished by external
suppliers are based on our four Core Competencies. Our
instructional programs are involved in our Operational
Work Systems. For example, our Physical Plant Services
involves our Construction Technology program in projects that
would add to our students’ learning. This collaboration benefits
TCT by saving human capital and benefits students by receiving
hands-on experience alongside a TCT technician. Decisions
concerning future Core Competencies are part of our SPP
and are discussed at LT retreats and SLT meetings.
2.1b Strategic Objectives
2.1b (1) Key Strategic Objectives

Key strategic objectives are identified in Vision 2020 along
with the timetable for completing them {Figure 2.1-6). Key
objectives are determined in four areas aligned with our Core
Competencies and critical to attaining our Vision. The four
goals to be achieved by 2020 represent our top priorities
along with the incremental shorter-term objectives
highlighted. Annually, TCT publishes a Stakeholder Progress
Report detailing Operational Plan KPM results as well as
Vision 2020 progress. In addition, KPM Progress and Major
Initiative  Progress are deployed monthly at the
Superintendent’s Forum luncheon attended by all workforce
members. This luncheon incorporates employee celebrations,
Bright Idea Awards, White Bison Awards, service anniversary
recegnition, BOE meeting update, personnel update and
potential planned key changes in services. TCT is in the
process of reimagining traditional daytime adult pregrams
with the addition of Flex adult programs. Flex Programs
offer working adults who are not available to attend class during
the day options to receive training in the evening. Programs in
Appliecd Welding Technology, Graphic Communications
Technology, and Machine Tool Operations are offered two
evenings a week. These programs will meet the needs of
working adults to acquire skills for a new career. Figure 2.1-6
illustrates Vision 2020 key strategic objectives and timeline.
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2.1b (2) Strategic Objective Considerations
Figure 2,1-5 Key Work Systems
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The SPP strategic objective considerations achieve balance
through Vision 2020 and Operational Plan. Core
Competencies aligned with the Baldrige Framework
balance potentially competing organizational needs. The
focus of Vision 2020 combined with the annual OP balances
goals as a part of the “Plan™ Step of the SPP (Figure 2.1-1).
Strategic Challenges (Figure P.2-4) are examined throughout
several different SPP venues: LT retreats, SLT meetings, LT
meetings, workgroup meetings, and individual performance
review meetings. lllustrated in Figure 2.1-56 Vision 2020 was
designed to balance short- and longer-term planning
horizons by Core Competency. The needs of key student
groups and stakeholders (Figure P.1-5) are balanced by key
requirements, expectations, and measures. Step 2 of the SPP
invelves listening to VOC, workforce inputs, and an
environmental scan. The ability to execute action plans take
inlo consideration budget, human resource needs, and potential
professional development. Opportunities for innovation in
educational programs and services often begin at the annual
Program and Workgroup Plan of Excellence meeting reviews.
The Plan of Excellence processes are discussed in detail in
section 3.2a (1).

2.2 Strategy Implementation
2.2a Action Plan Development and Deployment
2.2a (1} Action Plans

TCT’s longer-term action plans are aligned with our long-
term Vision 2020 key strategic objectives. These objectives
are aligned by core competency. Short-term action plans
are developed through our WAPs and IAPs, which are
aligned with the annual OP and corresponding KPMs. The
Operational Plan (OP) is the product of the annual LT Retreat,
which reflects longer-term Vision 2020 Sirategic Objectives
through Major Initiatives and KPMs. After BOE approval, the
OP is deployed at the annual August State of the School
Address held the week before full-time classes begin. At this
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celebration, the CQO and Superintendent/CEQ highlight
success [rom the previous school year and create inspiration {or
the goals and plans for the current year.

WAPs are developed using three key inputs: resulis from the
previous FYs WAP, Operational Plan KPMs, LT Summer
Retreat, and analysis from the Workgroup Plan of Excellence
(WG POE) process. As a cycle of learning and innovation in
FY17# ", WG POEs were implemented for each workgroup.
Instructional programs have participated in a POE review
process, discussed in 3.1, for over a decade, but for Workgroup
arcas the POE was a significant improvement. The WG POE
processes include each Work System and corresponding
workgroup director developing a comprehensive stralegic
review based on the Baldrige Framework. This comprehensive
review deliverable is presented to the O0Q for input. The WG
POE meeting is a discussion that workgroup directors lead,
guided by the questions and activities in a binder. The binder
includes the *Are We Making Progress?” assessment from
Baldrige, a workgroup performance measure evaluation,
strategy considerations reflection, customer and VOC process
reflection, measurement and knowledge management
reflection, workforce capacity and capability reflection
including professional development recommendations, budget
request and revenue projections, and a workgroup process
mapping analysis.

The goal of the WG POE is to honestly engage with Baldrige
principles at the workgroup level, reflect on current practice,
identify focal points {or attention, and to plan proactively for
the future. Each director comes to the meeting prepared to
discuss, question, and propoese ideas related 1o the questions
presented. Each WG POE meeting is summarized in a 50-page
living document and a process wall map that will continue to be
updated. WG POE is among the inputs then used to develop the
WAP typically due in August of cach FY. The WAP is
electronically stored in our Google Drive and in our Human
Resource Information System (HRIS), Halogen. Afier WAPs
arc developed and approved by the CQO and the
CEO/Superintendent, IAPs are then developed. Each director
begins discussing how individuals can impact Workgroup and
KPM achievement. The results of these discussions are 1APs
and are also electronically stored in Halogen. WAPs and 1APs
support the KPMs and Major Initiatives. Prior to the August
State of the School Address, each July the SLT conducts a SPP
retreat with the LT. The purpose of the retreat is to review KPM
progress for the previous FY, reassess KPM benchmarks,
establish current year KPMs, examine Major Initiative
advancement, discuss major process updates, and determine
action plan objectives. The retreat also is an opportunity for LT
to refine approaches and share process innovations.
2.2a (2) Action Plan Implementation

During a FY16 cycle of learnings¥ , action plan deployment
was significantly improved through the employment of the
HRIS software system, Halogen. Prior to Halogen, action
plans were deployed using paper copies and spreadsheets.
Using Halogen, we have automated our action plan deployment
and performance management processes — from appraisals, to
goal setting, to action plan development, to integrated
professional development, and beyond. We can now know
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instantly determine how cach employee is progressing toward
those crucial IAP and WAP objectives. As we continue to phase
in components of Halogen, modifications required 10 meet
critical objectives will be made faster with the needed data to
make decisions. The WAP is now electronically reviewed by
the Chief of Staff and CQO for OP alignment and sustainability.
After the WAP is finalized, each employee, in collaboration
with their supervisor, develops their IAP. Progress toward the
IAP objectives is formally evaluated during the PDSA “Do”
Phase (mid-year) and the final PDSA *“Study” Phase (Figure

1.2-2). However, IAP progress results can be continually
viewed and updated without a formal Performance Appraisal
occurring. It is an expectation that IAP progress at the minimum
be updated quarterly.

Sustainability of key outcomes of action plans is the
responsibility of the SLT member who owns the core
competency and the workgroup that corresponds with the
action plan. Sustaining key outcomes involves studying
incremental results and analyzing whether they are at expected
levels. During our FY 16 cycles of learnings® , TCT developed
a dashboard using Google Sites to lacilitate the sustainability of
our Operational Plan KPM outcomes. In lieu of purchasing a
dashboard sysiem from an outside vendor, we decided that we
could create our own dashboard allowing uvs to allocate our
precious financial resources to other priorities. Before FY 16,
results were communicated on a monthly or quarterly basis
creating challenges in the rapid execution of a new plan. Now
using a sysiem that we created with Google Sites, KPM
reporting is completed using a common imerface. This
connected system pulls data into one place so we do not have to
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log into multiple systems or contact multiple data owners.
Action plan implementation is augmented through TCT’s
performance incentive plan. At the end of each FY, all
workforce members employed by October I are eligible for a
monetary incentive based on I.IAP Completion, WAP
Completion, and OP Completion. "The practice of paying all
workforce a monetary incentive based on performance is
unheard of in education and helps ensure key outcomes of
action plans are sustained.

2.2a (3) Resource Allocation

Resource allocation and budgeting is part of our core
competency of Fiscal and Operational Effectiveness. Human
resources are part of our Employee Development and Well-
Being Core Compelency. A systematic function-based
resource allocation approach allows TCT to focus on
empowering the individual employee through
transparency. Resources are allocated through a defined
staffing and budgeting process beginning each spring
Figure 5.1-1). The resource allocation process is a component
of the WG POE and instructional program POE. The process
includes staffing level adjustments, capilal project
prioritization, and preparation of instructional program and
workgroup budgets, revenue stream analysis, and a public
hearing at our June Board meeting. Google Drive, cloud based
file sharing is a catalyst for deployment as every budget is open
for LT to view and share with their respective workgroups.
Instructional program budgets are a component of annual
Program Plan of Excellence meetings discussed in 3.2a (1). The
budget is formally revised each January with the revision going
to the BOE for approval.

Financial risks are managed by having an adequate fund
balance to ensure our financial viability. Fund balance
ensures we have the cash flow to withstand revenue
variations. Fund balance is a Major Initiative under Fiscal and
Operational Effectiveness with a FY 17 goal of $2,425,000.
2.2a (4) Workforce Plans

Key workforce plans are a result of WG POEs and include
an analysis of KPMs, WAPs, IAPs, Major Initiative
implementation strategies, and are aligned with our core
competency of Employee Development and Well-Being.
Figure 2.2-1 illustrates Key Workforce Plans that support our
Strategic Objectives. In FY 164, a systematic evaluation was
conducted by a Process Improvement Team (PIT) to identify a
cloud-based Human Resources Information Software System to
improve TCT’s work{orce planning processes, We scarched lor
a product thai could help us plan, identify, assess, and develop
our workforce to support our short- and tonger-term planning.
The Halogen Human Resources Information System (HRIS) is
in early implementation and already improving our IAP and
WAP deployment processes with additional modules being
fully implemented in FY17. Impacts on our workforce and
potential changes in workforce capability and capacity are
at the forefront of Superintendent/CEQ communications.
Oklahoma is experiencing one of the worst budget crises in our
state’s history. With a reported $900 million revenue shortfall,
state-supported agencies including public education are
receiving significant budget cuts. During this time of
uncertainty when other public schools are cutting workforce
positions, our Superintendent/CEQ has shared workforce plans
pledging that all jobs are secure.
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2.2a (5) Performance Measures

The key performance measures for Key Action Plans are
identified in Figure 2.2-1. Each KPM has been defined and
assigned to a member of the SLT to report and monitor
(Figure 1.1-2). KPMs are formally reported to TCT's BOE and
workflorce at Superintendent’s Forums cach month. Workgroup
plan progress is monitored by SLT, reported at monthly LT
meetings, and is reviewed with workgroups at monthly
meetings. Our action plan measurement system reinforces
organizational alignment through the cascading connection
of measures. Vision 2020 is our ultimate goal, which aligns
with our Operation Plan, which aligns with our WAPs, which
align with our [APs. In addition, TCT has monetary
performance incentives for every level ol educator, Annual
performance incentives potentials are aligned accordingly with
1/3 for overall organizational KPM results, 1/3 for WAPs
results, and 1/3 [AP results.

Teacher performance is measured bolh qualitatively and
quantitatively. Qualitative performance is assessed by student
satisfaction assessments and Director of Instruction
evaluations. The student satisfaction listening process is
detailed in 3.2a (1) and results are illustrated in Figures 7.1-14
through 7.1-17 and 7.2-1 through 7.2-8. Processes for certified
teacher evaluations are mandated and governed by the
Oklahoma SDE. TCT uses the Oklahoma Teacher and Leader
Effectiveness (TLE) model, piloted in FY13 and based on
research findings including the work of multiple practitioners
and academic researchers. “Y'Quantitative performance is
evaluated by TCT's Teacher Performance Incentive System.
The TCT Performance Pay components include: Documenta-
tion of Community Leadership, Student National Honor
Society Involvement, Professional Development Activities,
Committee  Participation, Completion/Retention, Related
Placement, Enrollment, and Licensing Exam pass rate.
Evaluating teachers with quantitative measures is not mandated

by the Oklahoma SDE. TCT has been an innovator ¥ in
evaluating teachers using quantitative measures, as well as the
practice of paying lcachers a monetary incentive based on
performance.
2.2a (6) Performance Projections

Performance projections are aligned with Vision 2020,
include short- and longer-term planning horizons and are
established during Step 4 of the SPP. Performance
projections are TCT’s estimates of future performance (Figure
7.4-18). The definitions and formulas for TCT’s performance
projections are in the shared Google Drive. This document
indicates what data inputs are used for each KPM. Projections
arc based on past TCT performance trends, “Best in Class”
comparisons, and stretch goals predicted based on changes in a
dynamic environment. Gaps in performance and performance
projection recommendations are developed annually by the
00Q and presenied to LT at the Summer Planning Retreat,
Projections for WAP performance are discussed at the WG POE
meetings and at Summer Retreat. The deliverable of the
Summer Planning Retreat is to have reached consensus on KPM
performance projections along with having major WAP
projections and goals completed. These KPM projections are a
component of the annual OP. After the OP draft is completed at
LT Retreat, it is presented to the BOE for approval. After BOE
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approval, the workforce first learns of the OP at the State-of-
the-School Address held each August before school starts.
Figure 7.4-16 illustrates Vision 2020’s progress,
2.2b Action Plan Modification

Using feedback received from in-progress KPMs, Major
Initiative updates, WAP progress, IAP Progress, and
environmental scans, SLT and LT members may recognize
the need for mid-course action plan adjustments. The WAP
and IAP document contains three components: Core
Competency Alignment, SMART Goals (5- streiching; M-
measurable; A- achievable; R- relevant; and T- time-bound),
and Action Plan. The action plan component is a guide for
improvement strategics that were developed with analysis and
carefu] thought. As important as the straiegies are, they are not
sel in stone. If conditions surrounding the workgroup or
operating environment have changed, then the action plan may
need to change in response. Using our dashboard system for
continuous KPM result communication and the Halogen HRIS,
SLT can quickly recognize the need for improvement. This
dashboard includes performance projections as well as actual
results, allowing performance gaps to be quickly identified and
midcourse adjusiments Lo be made. Six steps are taken to make
modifications to the action plan if resulis data indicate they are
nceded. 1) Monitor progress of the action plan through
dashboards, Halogen, VOC results, and other data sources. 2)
Conduct a Root Cause Analysis that helps answer the question
of why the action plan is not producing the expected key results.
Root Cause Analysis has 3 steps: determine what happencd,
determine why it happened, and figure out what action plan
would reduce the likelihood that it will happen again. 3) Modify
the action plan as necessary 4) Workgroup director approves
the modification 5) Enter updaled action plan in Halogen. 6)
Continue to monitor results of the new action plan.
3 Customers
3.1 Vaice of the Customer
3.1a. Listening to Students and Other Customers
3.1a (1) Current Students and Other Customers

TCT’s drive toward continuous improvement hinges on our
commitment to our students. We have a mission to provide
superior training so that every student can secure a good job.
Chairman of Gallup, Jim Clilton, explains that whether an
individual has a good job defines their relationship with their
city, their country, and the world around them. Our students
don’t want to merely graduate: they want an education that
results in a good job or to be prepared for continuing education
(Figure 7.1-5). A good job opens the future to the “American
dream” where life is better, richer, and fuller for everyone, with
opportunity for each according to their ability or achicvement.
To provide these opportunities, we listen and learn using a
variety of methods allowing us to systematically serve our
diverse segments of students and other customers. Our
Yoice of the Customer Process is illustrated in Figure 3.1-1.
A summary of how listening methods used to create
actionable feedback differ for current student groups and
other customers are illustrated in Figure 3.1-2. Our key
student cusiomers are high school and adult students who are
enrolled in our instructional programs. Other customer
offerings are provided through Community Education (CE),
Event Services, and The Strategy Center (TSC). The goal of
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these other education services is revenue generation and
community outreach. In addition to NPS surveys and
Fig 3.1-1 Volce of the Customer Process
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evaluations, TCT has a social media strategy and utilizes web-
based technologics to listen to students and other customers,
The marketing workgroup monitors social media including
Facebook and Twitter for questions and comments (Figure 7.2-
14 through 7.2-17). Any questions or negative feedback are
addressed within 24 hours of the posting.

One example using student listening in cycles of learning is
the improvement of our student satisfaction evaluations of their
teacher?®®. Prior 0 FY14, the student evaluations were
conducted via paper and pencil in the classroom. This method
required hand scanning and tabulation of results for each
teacher. Beginning in FY 16, HS and adult students complete
their teacher evaluations using an online assessment
administered by the Director of Tri County University. The
information that is collected is compiled and returned to the
faculty during an individual conference with the Director of
Instruction. The feedback is also reviewed as part of the Plan
of Excellence program review, and improvements, if needed,
are made. Results are illusirated in Figure 7.1.-13. The input
provides insight for innovation and program improvement. The
Chiel Instructional Officer and Director of Instruction also
review the results to determine if there are immediate needs to
be addressed. Faculty uses the data as a factor to help them
determine if actionable items nced to be made in planning,
curriculum, or delivery of instruction. If the data indicates that
a change in the program should oceur, then the faculty member
presents that change to administration during the Program Plan
of Excellence (POE) meeting, which is held each spring.

In FY 178, a considerable improvement was made with the
addition of a VOC satisfaction survey {or employers of our
adult students. Using our NPS meltric, fully discussed in 3.1b
(2), TCT has a leading indicator of employer satislaction and
will be able to make instructional improvements accordingly.
3.1a (2) Potential Students and Other Customers

Potential students and other potential customers are
important to TCT’s future. A summary of how listening
methods used to create actionable feedback differ for
potential student groups and other customers are included
in Figure 3.1-2. VOC for potential students is realized
primarily through the Student Services, TSC, and Marketing
Workgroups. The Student Services receives information
through  individual meetings with  Partner  School
Superintendents and TCT's Chief Instructional Officer and
CEO/Superintendent, visits from TCT"s High School Recruiter,
Advisory Committee input, and frequent meeting with High
School Principals. TCT is involved in daily communication
with our partner schools. The relationship is based on
collaboration and support of TCT's Vision of, “providing life
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changing learning experiences for students.” CE uses various
listening posis to create courses of interest to our communit?
Fipure 3.1-2 Listening Methods
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citizens. These courses could be general interest for personal
growth, entertainment, or community interest. Potential CE
course suggestions are analyzed for implementation by TCT's
Community Education Coordinator. These suggestions
primarily originate from VOC survey comments received from
CE customers, Adjunct Faculty input, and CE Advisory Board
input. The Chief Instructional Officer (CIQ) reviews course
offering recommendations. Once the new potential course is
identified, a recommendation is taken to the CEO/
Superintendent for approval. The CIO also communicates
directly with area community leaders and develops new course
offerings. These suggestions are analyzed for implementation
by the Student Services Workgroup. After a CE course has been
approved, the coordinator locates an instructor, determines
materials and supplies needed, and decides if we have the
nceded classroom or lab requirements.

Potential TSC VOC is primarily achieved through personal
consultation and contacts made by the TSC workforce. TSC
develops customized training for business and industry. The
nature of the training offered requires collaboration developed
through a relationship with the business. Often training
curriculum is tailored to the company’s specific proprietary
needs. TSC customers participate in listening processes with a
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Director of Business Development who creates customized
solutions. The Strategy Center values partnerships within the
community. They offer local businesses — both startups and
established — customized training, business incubator services,
and safety training. They focus on helping businesses thrive,
which strengthens the economy and improves the quality of life
in the local community and Oklahoma.

Through cycles of learning, TSC responded to an industry

need?® . The Strategy Center partnered with Phillips 66 and key
personnel in FY15 1o create the lirst Phillips 66 Academy.
Candidates were selected to participate in the 16-week hands-
on academy after a screening and interviewing process. Upon
successful completion of the academy, there was a possibility
to be hired for full-time employment. Seven of the ten graduates
are currently employed full time, and two are on contract with
Phillips 66, An additional example of TSC's gathering
actionable feedback occurred using multiple meetings listening
to the clients’ needs, TSC customized a training contract with
the Osage Nation, a federally recognized Native American tribe
based in our school district. This contract contains several
education services, but one involves financial literacy. Any
Osage Nation member who has received a loan from the Nation
is required to participate in courses offered by TSC. The courses
include banking basics, good credit and rebuilding credit, and
money management.
3.1b Determination of Student, Other Customer and
Stakeholder Satisfaction and Engagement
3.1b (1) Satisfaction, Dissatisfaction, and Engagement

Student and other customer satisTaction, dissatisfaction,
and engagement are determined using systematic methods
illustrated in Figure 3.1-2. Current student satisfaction
determination methods differ among student segment and other
customer offering. Measurements capture  actionable
information and are used in SPP KPMs, WAPs, and IAPs.
Measures that indicate student satisfaction, dissatisfaction, and
engagement include: Enrollment KPM scgmented by key
education service and other customers’ offerings (Figure 7.5-
9); Completion/Retention KPM (7.1-1); Revenue generation
(7.5-4) and NPS for Community Education, Event Services, and
TSC (7.2-8); Students’ Evaluation of Teachers (7.2.-1 through
7.2-7); TCTW student satisfaction data (7.1-14 through 7.1-17,
, 7.2-18 through 7.2-21); and Facebook “likes.” (Figure 7.2-14)
TCT believes that “students vote with their feet,” meaning that
students enrollment in an instructional program is a key factor
in determining student satisfaction. Satisfaction surveys also
provide key data used to make education service and other
customer offerings improvements. During FY17 cycles of
learning®, a PIT was created to improve our methods for
determining student satisfaction and engagement. The PIT
recommended and implemented the use of an online survey
softiware tool that allows TCT to create visually engaging,
branded, mobile-ready surveys, with capabilities to view the
data in real-time.
3.1b (2) Satisfaction Relative to Competitors

In today's competitive education environment where students
have many options available to them, the ability to attract and
retain students is important. Education organizations wanting
to gain that advantage need to obtain comparative and
actionable information on student satisfaction relative to
that of their competitors. Using cycles of learning in FY 174
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Student Satisfaction Survey comparisons and survey validity
were also improved. An important feature of the new system is
a Net Promoter Score (NPS) metric. which acts as s benchmark
and a leading indicator of improvement. The Net Promoter
Score is calculated based on  responses o a single
question: How likely is it that you would recommend our
cducaion service offering (this statement is personalized by
course) to a friend or colleague? The scoring for this answer is
based on a 0 to 10 scale. Those who respond with a score ol 9
to 10 are called Promoters and are considered likely Lo exhibit
“promoting”™ behaviors. Those who respond with a score ol 010
6 are labeled Detractors, and they are belicved 10 exhibit
“detracting”™ behaviors. Responses of 7 and 8 are labeled
Passives, and their behavior falls in the middle of Promoters and
Detractors. The Net Promoler Score is calculated by subtracting
the percentage of customers who are Detractors [rom the
percentage of customers who are Promoters. NPS is widely
adopted with more than two thirds of Fortune 1000 companics
using this casily benchmarked metrie (Figure 7,2-8),
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3.2 Customer Engagement
3.2a Program and Service Offerings and Student and Other
Customer Support
3.2a (1) Program and Service Offerings

Educational programs and services are determined by
assessing the needs of our students and other customers.
Numerous methods (Figure 3.2-1) are used to support,
receive feedback, and communicate with our key student
segments. Business leaders, community leaders, school
administrators, and school counselors communicate with TCT
leaders regarding program suggestions through Advisory Board
meetings, partner school listening posts, and involvement in
community activities.  The appropriate SLT takes the
recommendations into consideration, completes research, and
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determines if it is a viable option. Local employment data
through the local economic development organizations and
Chambers of Commerce, ODCTE, and the Oklahoma
cmployment opportunitics, wages, and Department of Labor
information are used to identify potential program offerings.
Curriculum is established through college partners, business
and industry recommendations, certification requirements, and
national program accreditation standards. Program advisory
boards made up of representatives from business and industry,
former students working in the field, and high school and
college counselors may recommend updates to the curriculum.
As business and industry changes, we listen and make
appropriate changes to innovalte our curriculum, technology and
equipment.

After data are collecied, it is analyzed and communicated
using key communication methods including dashboards, KPM
reports, workgroup measure reporls, meeting agendas, and
minutes. Next, data are analyzed using visual tools, trends,
benchmarks, and performance against projections as a guide.
Critical to quality gaps are also identified and prioritized for
improvement through the development and deployment of a
new solution or method. This step is where innovation occurs.
The final step is o sustain the new solution and measure to
determine if the desired improvement was achiceved.

At TCT, we know and understand our community, and
create programs that serve our community, such as our
innovative Flex programs for working adults'V", According
to the U.S. Department of Education, six in ten people who
begin higher education at two-year schools fail o graduate
within six years. Why do so many students leave college before
graduation? Experts believe it is difficult for working adults to
bridge the gap between having to work for a living, paying for
tuition, and studying in addition to taking care of families.
TCT’s Applied Welding Technology (AWT) program offers a
solution for those facing these challenges. It provides lucrative
technical skills while allowing students to continue working
their full-time jobs. The nine-month program allows working
adults to atiend classes at TCT two nights a week. This
flexibility to structure programs to meet the needs of students is
a direct result of TCT no longer accepting federal funding. As
such, syllabi can now be structured to meet the neceds of
students, not federal guidelines. The TCT Board of Education
felt strongly that funding ties to the federal government should
be cut to allow more local discretion. Eliminating the
bureaucratic strings attached to federal funding opened the door
to TCT reimagining education to better serve students. For
example, the Applied Welding Technology Flex program
prepares students for a career in a variety of welding
occupations. Skills include: arc welding, oxyacetylene cutting,
and gas metal and tungsten arc welding. Potential certifications
include Stick, TIG, and MIG welding. The flex program’s
targeted approach 1o education and training means companics
are getting the skilled workers with experience-based learning
that they need to help keep their businesses competitive. It also
means new recruits have a greater opportunity for higher wages
and advancement.

Cycles of learning are employed for HS and adult programs
through the annual Program Plan of Excellence (POE) process.
The POE is a comprehensive program review process in
which each Instructional Area Program Team meets with
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the Chief Instructional Officer (CIQO), Director of
Instruction, Physical Plant and Technology Services,
Student Services Advisor, and Curriculum Specialist to
adapt program offerings to meet the requirements and
exceed the expectations of our students. The POE was
innovated by TCT and continues to be one of our role model

praclices:'i.r'. Prior to the POE, educational programs had a
review meeting  where  faculty would only make
recommendations to update curriculum and syllabi. The POE
review analyzes all program data from a holistic perspective for
the purpose of program improvement. The POE is a formal
instructor-fed meeting that includes, a progress report analysis
for meeling program-level KPMs, documentation for any
requested changes to the syllabi or curriculum, instructional
materials requirementis, certification compliance, student-to-
teacher ratios, equipment and or supply needs, facility needs,
safety training or practice needs, advisory board
recommendations, and any professional development activities
that are being requested. The POE is presented for approval and
additional input from the CIO, CQO, and Director of
Instruction. The POE and improvements requested could be
approved in their entirety or a portion thereol. In FY 178, the
Program POE process was improved from a paper system
collecied in a 3-ring binder 1o an on-line electronic system.

In FY16 an innovative partnership was formed with
Bartlesville High School to enter a new market, attract new
students, and create opportunities to expand relationships
by offering a beginning Pre-Eng_ipeering Course for ninth
grade students on their carhpus"Q’. Bartlesville is our largest
partner school and providing a course on their campus would
allow students more options when they transition to TCT as
tenth pgrade swudents. Afier extensive collaboration, a
Bartlesville teacher was trained, and soltware and computers
were installed o begin offering Introduction to Engineering
Design on the campus of Bartlesville High School. This
arrangement will attract a new market of previously unserved
students and expand their opportunities. TCT is home to an
advanced pre-engineering program and an award-winning
FIRST robotics student organization (Team 2165) that creates
impressive machines under the mentorship of industry veterans.
Both are designed to prepare high school students to attend
college 10 study engincering or medicine. Since the program’s
inception in 2007, many high school students have achieved
greal successes moving on to engineering hubs such as Cornell,
the U.S. Naval Academy, Oklahoma State University, the
University of Oklahoma, Tulsa University, and the Missouri
University ol Science and Technology
3.2a (2) Student and Other Customer Support

Student and other customer support are personalized for
each particular segment. Key communication mechanisms
and [eedback methods for cach segment are detailed in Figure
3.2-1. Adult and high school program support is directed by the
Student Services. The Student Services Workgroup provides
student support for academic, behavioral, social, emotional, and
physical needs of HS and adult students. Financial needs of
students are often met by the TCTF (Figure 7.1-11). The goal
of the TCTF is that, “No student should be denied access to
education due to their ability to pay.” The TCTF funds
scholarships, emergency assistance, and school supplies for
students in need. One example of physical need support is the
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food basket program funded by the TCTF and administered by
Student Services. In addition to student financial assistance
through the TCTF, students receive support through counseling
services, weekly grade checks, Career Tech Student
Organization (CTSQO) involvement and financial support to
participate, and financial support for National Technical Honor
Society involvement.

TSC offers personalized support tailored to the needs of our
other customers that they serve. The Director of Business
Development determines the objectives of the requested
training, costs for the training, and support required.
Community education customer support is provided through
Student  Services. Community education customers’
requirements most often include support for enrollment
processes, resolving scheduling conflicts, and
recommendations for classes. Student Services educators are
empowered to support students with these requests. Event
services customers are supporied by the Hospitality and
Culinary Workgroup. The support required varies greatly with
the event. TCT hosts retirement parties, weddings, trade shows,
and conferences. The Hospitality Events Specialist plans
personalized support to meet cach customer’s unique needs
before, during, and after the event.
3.2a (3) Student and Other Customer Segmentation

Student and other customer segmentation is determined
by their corresponding education service offering. Key
education service offerings are segmented by HS and adult
(P.1-1) and other customers are segmented by Community
Education, Event Services, and TSC. Inputs reccived from
the SPP including Program POE and WG POE processes assist
in determining customer segmentation. TCT's Vision 2020,
Operational Plan KPMs, and W APs guide which student groups
and market segments will be emphasized and pursued for

growth. After our FY 175 LT retreat, opportunities for revenue
growth were explored. We determined there is potential lor
additional growth in enrollment and program development in
our other customers’ offerings. Event Services, Community
Education, and The Strategy Center have local controllable
revenue generating outcomes (Figures 7.5-4). A major remodel
is now in the planning stages that would create additional
spaces for these offerings to occur.

3.2b Students and Other Customer Relationships
3.2b (1) Relationship Management

Managing relationships with students and other customers
is paramount to Tri County Tech. Detailed expectations
regarding customer service are outlined in TCT’s Customer
Service Standards. These standards are non-negotiable and are
included in every workforce member’s Performance Appraisal
(PA). The four standards are: 1) Greet customers with a smile,
2} Wear name badge on the right side, 3) When thanked reply
with “ofl course,” “my pleasure,” or “absolutely,” and 4) Walk
customers to their destination. Processes involved in marketing
and developing relations are contained in TCT’s Marketing
Plan. Annually, the Chiel of Staff and Chief Marketing Officer
prepares a detailed Marketing and Communications Plan and
presents the plan to our BOE. The plan has several purposes
including:
+ Coordinate activities that acquire students and other

customers
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» Create a brand reputation for TCT that makes us stand out as
unique and of the upmost qualily in our students’ and other
cusiomers’ eyes.

s Affect TCT’s relationships by retaining students, meeting
student requirements, and exceeding student expectations in
each stage of their relationship.

e Measure the effectiveness of our distribution channels by
tracking the history of relationships, the extent of channel
utilization, financial stability, reputation, access to prospects,
and familiarity of our offerings and services.

Social media is leveraged to enhance TCT’s image,
student engagement, and relationships (Figure 7.2-7). TCT
has a presence on Facebook. The Marketing Coordinator is
responsible for our social media processes (Figure 7.2-14
through 7.2-16.). A highlight of FY 15 was the rebranding of
our previously called short-term classes into Community
Education experiences and Flex courses. Vision 2020 identifies
a major enrollment goal to grow enrollments to 15,000.
Realizing this could not be achieved through HS programs and
adult programs alone, we developed a plan for the significant
growth of enrollments to be through Event Services,
Community Education, and The Strategy Center (Figure 7.5-8
through 7.5-12). To accomplish this, we created a new identity
and a buzz for in the community. We hired Schnake, Turnbo,
and Frank PR 1o assist with the rebrand initiative. Through
research, analysis, and the process of identifying the look and
feel of the Community Education brand, it became evident the
entire Tri County organization needed rebranding. The new
brand identity launched at a Superintendent’s Forum with gift
bags of business cards, new name badges, and colored
jellybeans in a commemorative glass jar for all educators, as
well as a roll out of the Brand Identity Guide, the new logo, and
the new concept.

Through # FY 15 Cycles ol Learning rebranding of evening
courses into Community Education experiences and Flex
courses was implemented. Through the use ol a marketing
consultant, it was discovered that TCT’s potential students and
other customers had an outdated view ol Tri County Tech. A
rebranding plan was launched after thorough analysis. The new
logo and new concept debuted March 2015, The new logo
incorporates a three-color triangle for each of the three counties
we serve. The design is named the “ascending arrow,” which
connoles our forward-moving, progressive, uplifting approach
to education. Additionally, our students and our communities
know us as Tri County Tech, so we officially shortened our
name from Tri County Technology Center and added a new
tagline to several versions of our logo: Enrich Your Life,
3.2b (2) Complaint Management

During cycles of learning in FY 154", our formal Customer
Complaint Process (Figure 3.2.2) was created. Complaints
and dissatisfaction are received from several sources, including
our Student Satisfaction Assessment and other customer NPS
survey feedback (Figures 7.2-8, 7.2-9, and 7.2-10). In addition,
a Student Complaint Form is located on our website to
document and collect student and other customer complaints.
Two types of student complaints - suspension appeal and
attendance dismissal appeal - have policy processes detailed in
the Student Handbook that existed before the more universal
process was created in FY 15, The severity and or nature of the
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complaint would determine who takes ownership of the
complaint and who can resolve the issue. Complaints from
social media are addressed usually within a few hours, and
every effort is made to deal with the issue within 24 hours.
Complaints made face-to-face or by phone are either handled
immediately or directed to the appropriate member of LT so that
an acceptable solution can be reached. The Complaint Form is
electronic and is automatically sent 1o the OOQ. When a
complaint is not resolved by the workforce member receiving
the complaint, the complaint is resolved promptly and
effectively by the affected workgroup director, and a
determination is made if the issue requires procedural or
policy change. The complainant is assured that we have the
student’s best interest in mind, enabling us to recover
confidence, enhance satisfaction and engagement, and avoid
similar future complaints by following policies and

procedures consistently. In FY 165, we created a Customer
Service Specialist position. This new position allowed us to
expand our capabilities for complaint management. Our intent
is to resolve issues so that each student is satisfied with our
responses. In FY 16, the Office of Quality was also formed in
part to systematically improve our Complaint Management
System and processes. Besides enhancing students’ satisfaction
and engagement, innovation can also be the result of the
complaint process.

Figure 3.2-2 Complaint Management Process

Educator receives stakeholder complaint via
phone, social media, website, or in person

Listen Ask clanifving questions
: Ask - What would be an Em
Apol ;
pologize acceptable solution® 1
T

Sufficient information for anv workforce
member to offer a solution to complaint”

Yes

No
Log complaint in online form

Form is automatically emailed to all Senior

| Leadership Members, where the complain is
analyzed for trends, patterns, recurrence and
assigned accountability for resolution.

Resolve systemic issues complaints through
|, PDSA cycle

4 Measurement, Analysis, and Knowledge

Management
4.1 Measurements, Analysis, and Improvement of
Organizational Performance
4.1a Performance Measurement
4.1a (1) Performance Measures

Data and information are used to track daily operations
and overall orpanizational performance. TCT’s Vision,
Mission, and Core Competencies are the foundation for our
measurement, analysis, and knowledge management
priorities. These priorities keep our improvement and
innovation efforts focused towards our ultimate goals in Vision
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2020. Owr priorities are of utmosl importance because they
represent the students that we serve. Data are not merely data.
Data represent the dreams and hopes of the students we serve
and are vital to our performance improvement system. Two
systems are integral in tracking organizational performance.
One system is an in-house Google Sites system created through

a cycle of learning in FY 16: . This process was improved from
a static paper process used previously. The dashboard is a visual
representation of our results, which allows organization of
multiple results sharing the same underlying data, Through the
utilization of a Google Siles, we can view our “in progress”
KPM results on any device that has internet access, Before we
had our newly developed dashboard, many of our KPMs were
only available annually through a state ODCTE report. Using
interactive results reporting, we now can gain exlra insight and
make faster midcourse adjustments to strategies when required.
Applicable dashboard results are color-coded indicating that the
measure is on track or not on track. Significant daily
improvements are often made in response to Community
Education customer satisfaction surveys. The Customer Service
Specialist deploys CE customer satisfaction surveys each
morning following the course. CE workforce can access live
results through our in-house created dashboards. CE customers’
comments are of significance and adjustments can be made
immediately before the next class is taught.

The second system that tracks organization performance is the
HRIS, Halogen. TCT has two types of major action plans:
Workgroup Action Plans (WAP) and Individual Action Plans
(1AP) that are housed in Halogen. WAP progress update is the
responsibility of the corresponding workgroup director.
Through Halogen, SLT can determine WAP progress and
quickly identify gaps in performance that may need a new
solution or improved action plans developed. Through Halogen,
SLT can determine W AP progress and quickly identify gaps in
performance that may need a new solution or improved action
plans developed. Halogen was implemented in FY 16 and TCT
is in early implementation as we continue to add modules and
learn the capabilities of the system. Thus, far Halogen HRIS has
enabled us to Save time, align our entire workforce, track
progress for WAPs and IAPs, create a feedback rich culture
focused on high performance, capture the results we need for
performance improvement, immediately identify target areas
for improvement, and determine workforce potential.

In addition, WAP progress is reviewed at Monthly LT
meetings, weekly during Workgroup meetings, and during
weekly meetings that each workgroup director has with
their supervisor. WAP completion results account for 1/3 of
each workforce members’ annual bonus. Halogen also tracks
IAP Progress for all of our workforce. Workforce Members
update their IAP progress in Halogen as action plan components
are completed. In addition, IAP progress is tracked formally
twice per year during performance reviews and daily on an
informal basis as supervisors have conversations and
formal meetings with direct reports.

At the organizational level, TCT has identified two systems
of performance measurement, both containing numerous
individual measures: Vision 2020 (Figure 2.1-6) and our
Annual Operational Plan Key Performance Measures (KPMs)
(Figure 4.1-1). The goals outlined in Vision 2020 are the
measures for attaining our Vision, “Inspiring Success Through



W TRICOUNTY TECH

Category 4 - Measurement

Life Changing Learning Opportunities.” Vision 2020 includes
longer-term goals including financial measures aligned with our
Fiscal and Operational Effectiveness core competency In total
our long-term stralegic plan consists of 29 goals, four of which
are considered major, that are to be accomplished by the year
2020 (Figure 7.4-16). Goals are aligned by core competency
and are sequential. Achievement our Vision 2020 will position
TCT as a regional and national role model for high school and
career tech education. We have met 18 of the 29 goals with
plans to accomplish the remaining 11 goals in four years.

Figure 2.1-6 summarizes our Vision 2020 goals along with
our original target completion range. Bolded goals are the
uftimate goal outcome for the corresponding Core Compelency.
The OP includes short-term annual goals and is the measure for
our Mission, “Provide Superior Training.” Measuring and
reporting our successes helps to convey the value of the
important work we do for our students, other customers, and the
community. The data we select, collect, align, and integrate
are identified based on Core Competencies, Key Strategic
Challenges and Advantages (Figure P.2-4). TCT has
identified 14 KPMs that align with each of our four Strategic
Aims. Seventy-five percent of these KPMs are tied directly to
the success of our students. For example, we annually measure
the completion/retention rate for our HS and adult programs,
the allocation of the budget spent on direct classroom support,
and the average wage of our adult graduates. Data are collected
using a variety of technology-centered means. Figure 4.1-1
summarizes our Operational Plan KPM measures, collection
means, frequency, and related Results Figures.

Key short- and longer-term financial measures are
included in our annual Operational Plan (shorter-term) and
Vision 2020 (longer-term). Financial measures are tracked
continuously using our Trends soltware system and reported on
the Google Sites dashboard. Financial measures tracking and
reporting are the responsibility of the CFO and align with our
Fiscal and Operational Effectiveness Core Competency. Data,
in addition to KPMs, are collected and analyzed related to
segmented  studemt and  other customer performance,
operational effectiveness, student and stakeholder satisfaction
and engagement, workforee climate, worklorce satisfaction,
worklorce engagement, workforce development, SLT
outlcomes, law and accreditation compliance, societal
responsibilities, and budgetary, financial, and market outcomes.
These data are collected [rom several sources including student
satisfaction surveys, accident reports, work order records,
“Great Places to Work” measures, accreditation criteria,
financial audit reports, and additional sources.

4.1a (2) Comparative Data

Becoming a world class organization includes comparing
yourself to other high-performing organizations. Selecting and
effectively using comparative data is an ongoing process
and a function of the Office of Quality. Data that TCT
selects for comparison coordinates with our Vision 2020,
Operational Plan KPMs, and WAPs, Comparative data are
used systematically to update our annual Operational Plan
KPMs. The CQO researches and selects comparative
benchmark data appropriate to each KPM under the core
competency. Four criteria are used for comparisons: utilize best
benchmark data available, electronically accessible benchmark
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data, benchmark data relevant to our metric, and benchmark
data affordability (usually free). If all four criteria are present,
the benchmark comparison is adopted. Benchmark KPM data
are defined on the KPM Definitions document. KFM
definitions include the source of the comparative data and
formula utilized to obtain the benchmark. The formula is
typically the average of the Top 5 available comparison results.
For example, TCT’s KPM for Completion/Retention is based
on the average of the Top 5 performing Career Tech Centers in
Oklahoma. This calculation was 90% in FY16. The annual
summer LT Retreat is when new benchmarks are recommended
and established as operational and strategic decisions are
reached. The sources of comparative data are detailed in P.2 a,

{3).

4.1a (3) Student and Other Customer Data

The Office of Quality uses a systematic approach deployed
to students, business and industry, workforce members, and
partner schools to build a more student-focused culture and
to support operational decision making. Data are selected
that will guide TCT in collecting meaningful, consistent,
reliable, and repeatable results. Meaningful data are data that
are largeted 1o decisions towards are most important priorities;
Vision 2020, Core Competencies, KPMs, and WAPs. Data
collection methods include formal surveys, public board
meetings, CEO meetings, accreditation site visits, community
involvement, and secondary rescarch. Data aggregated from
student dissatisfaction and complaints are forwarded to the
appropriate workgroup director through the Google Sites
dashboard. The dashboard is updated continuously as
feedback is received. For example, in FY 15 through cycles of
learnings®, Culinary Arts changed their opening time in the
morning from 8:00AM to 7:45AM. The adult Practical Nursing
students had lodged a complaint that their class started at
8:00AM, and they were not able to eat breakfast without being
late to class. This improvement not only met students’ needs but
also increased revenue for Culinary Arts, Data and
information gathered through social media are reviewed
daily by the Coordinator of Marketing (Figure 7.2-17). She
reviews data from our Website, Twitter, and Facebook for
improvement opportunities and forwards them to the
appropriate SLT when required.

4.1a (4) Measurement Agility

TCT’s performance measure system is able to respond to
unexpected changes both organizationally and externally.
Performance is systematically reviewed and immediate
corrective action can be implemented. Two formal LT strategic
planning sessions are held each February and July. At these SPP
meetings, performance trend data, benchmark performance, and
the exiernal environment are reviewed by SLT io determine if
measure adjustments are required. As TCT has matured
organizationally and the SPP process is repeated, we have fewer
measurement adjustments than in the past. Agility to respond to
environmental lactors is enhanced by LT's purposeful
relationship  with outside organizations. This type of
environmental scan helps us learn of potential threats or
changes and create a proactive plan of action.
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Figure 4.1-1 KPM Data Tracked. Collection Methods, and Frequency of Tracking

KPM Measure | _ AnalysisMethod | CollectionMeans ‘Freguency | Resulls
Completion/Retention | Examine TCT Performance Trends against KPM, Compare Google Sites and ODCTE Online Continuous 7141
P to Top 5 Career Tech Education Sector Performance Student Completion/Fallow-Up Repont )
Graduate Licensure/ Examine TCT Performance Trends against KPM, Compare . . .
L Google Sites and Academics Continuous 7.4-18
Certification Segmented Program Performance
Programs with Examine TCT Performance Trends against KPM and Vision X . . 5
National Certification 2020 Goal, Correlate with Placement KPM B T S D — -1
Total Related Examine TCT Performance Trends against KPM, Compane Google Sites and ODCTE Online Continuous 7.1-5
Placement t¢ Top 5 Career Tech Education Sector Performance Student Completion/Follow-Up Report )
Workforce Examine TCT Performance Trends against KPM, Compare e .
Community Scrvice 1o GPTW Google Sites and Halogen Continuous 7.4-15
HS Student Examine TCT Performance Trends against KPM, Compare Google Sites and ODCTE Online Continuous 71-10
Continuing Education to Top 5 Carcer Tech Education Sector Performance Student Completion/ Follow-Up Report )
Adult Graduate Examine TCT Performance Trends against KPM, Compare L ODC'.I-E Online .
) . Student Completion/ Continuous 7.1-19
Average Wages to Top 5 Career Tech Education Sector Performance
Follow-Up Repon
e Py Examine TCT Performance Trends against KPM Trends Accounting System Daily 74-18
Classroom Support
Total Customers Examine TCT Performance Trends against KPM Google Sites and Academics Continuous 7.59
Fund Balance Examine amount required to have sufficient cash flow LU GO LT Soft.warc ) Continuous 7.5-3
and Google Sites
. N Examine TCT Pecformance Trends against KPM. Compare - .
WF Retention Rate to Top 5 GPTW 2015 Small Company Performance Google Sites Continuous 74-18
Workforce PD Examine TCT Performance Trends against KPM Google Sites Continuous 74-18
WF National ; . -
Licensun/ Examine TCT Performance Trends against KPM and Vision Google Sites and Halogen Continuous 73.1
— 2020 Goal
Certification
WF Bachelor's Examine TCT Performance Trends against KPM and Vision Google Sites Continuous 73

Degree or Higher 2020 Goal

For example, our Superintendent/CEQ maintains a focused
effort to develop relationships with members of the Oklahoma
State Legislature and the Governor's Office.  These
relationships combined with additional external information
allowed him to determine that cuts to state education funding
were on the horizon. Through innovative planning agility, we
were able to plan increased emphasis on our revenue-generating
cducation service offerings, other customer offerings, and fund
balance. This innovative tactic has allowed us to maintain our
high quality education service offerings and other customer
offerings during a time when many public schools are cutting
personnel and programs.
4.1b Performance Analysis and Review

Organizational performance and capabilities review are
conducted by comparing results to goals. Performance
analysis is an integral part of the SPP (2.1a (3)). Key
organizational performance data, analysis conducted, and
frequency are highlighted in Figure 4.1-2. At its core,
organizational performance results are compared with key
measures, analyzed, and learnings are deployed throughout
TCT. SLT is responsible for assessing organizational
success, competitive performance, financial health,
progress of Operational Plan KPMs, WAP and [AP
completion, and rapidly responding to changing
organizational needs. Each SLT member is responsible for the
KPMs that align with their core competency and for providing
input on all core competency measures. The Chief Quality
Officer provides the data and support to make midcourse
changes when required. Systematic performance review is a
trait of high performing organizations, and TCT is no exception.
Organizational performance reviews are syslematically
repeated and cascaded to ensure deployment throughout the
organization.
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The BOE reviews TCT’s Operational Plan KPMs
performance monthly and progress on selected WAPs. The
day after each BOE meeting, the entire workforce meets for
lunch at the Superintendents Forum. At the Forum, the
Superintendent/CEQ and the SLT cascade organizational
learnings, share KPM Performance Review, Financial
Mecasures Performance Review, and Key WAP Performance
Reviews
4.1c Performance Improvement
4.1c¢ (1) Future Performance

At TCT, we use trend and comparative analysis combined
with examining external environmental forces to predict
future performance. Trend analysis is the practice of
collecting data and identifying a paitern, or trend, in the
information. Visuals in the form of bar charts and spreadsheels,
support the analysis of future performance. Each SLT, in
collaboration with the CQO, is responsible for using
performance review findings to project future performance for
thc measures aligned with their core competency and the
workgroups they lead. Projections are aligned with the
Operational Plan goals and their supporting initiatives.
Measures are established based on competitive and
comparative benchmarks to measure progress. After cycles
of learning in FYI143, a comparative benchmark was
established for our Adult Average Wage KPM. Prior to FY 14,
we competed against our own measures without comparative
benchmarks. The Average Wage benchmark is based on Top 5
Career Tech Center data measures from the ODCTE. If
differences exist between performance projections for
future performance and performance prajections
developed for key action plans, root cause analysis is
conducted and action plans are revised to reconcile the
differences.
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Figure 4.1-2 Performance Review, Analysis, and Frequency

Review Venue Purpose

f\naiysfs or ﬁeﬁe w
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| State of the School | Superintendent/CEQ presents the performance analysis and Operational Plan to all

Address

workforce members. Engages TCT Educators to achieve strategic objectives.

T The Chief Qualily-OfFI:cer pn-:se;ns the pro—posed Operal-ional Plan and re\-riews the l |

BOE Meceting
1

plan alongside the previous FY OP results
The Chiefl Quality Officer formally reviews KPM progress highlighting changing

. Performed i
Operational Plan Review Annually f
Operational Plan Approval | Annually

KPM Progress Review 1

| !
| BOE Mecti Monthl
| B organizational challenges and success —— ‘
| 1 WOM D TW AD 1
LT Team Meeting SLT formally reviews KPM progress highlighting changing organizational challenges Kpﬁcl:::f;s:;:ﬂr::m) Monthly |
and success. LT Members share W AP progress. ) ) A
[ i ln(iml ments or interventions
All Educator This loncheon includes a presentation communicating our pecformance analysis .
A . i KPM Progress Review and |
Superimtendent’s | comparing measures to data collected. Workforce members who are unable to attend L . Monthly
N ) . Intervention, if Required
Forum the monthly Forum can watch via YouTube at a convenicent time
l § . ) - e ; R S SN A
Individual Workgroup Each vm'rkgm.up Director holds a monthly mcelipg to rcvi-et-v overall WAP progress, ‘KFI\-/I Progress Rcvicw: WA-P Minimum
\ poteatial adjustments strategy needed, and to discuss their impact and strategy to review, and Intervention, if
Meetings . - . Monthly
! achieve the organizational KPMs. Required
| SLT Individual SLT each hold individual weekly meetings with the Superintendent. They alert him :f|KPM Progress Review, WAP |
Meeting with measurement trends are not what was anticipated. The review process allows action | review, and Intervention, if | Weekly |
! Superintendent/CEO plan changes to be implemented quickly Required |
_ SR | i
\ Each SLT conducts a meeting with their Directors and Coordinators to review 3KPM_ Progres's Rcvu:w.-Wﬁ.«P {
| Work group Directors | o . Review, and intervention if Weekly |
| organizational KPMs and W APs measured against goals A
Supervisors CEOQ, Each supervisor conducts an individual performance review meeting evaluating both }WAP. IAP, PA Review with Semi-
SLT. and LT IAPs and PAs intervention, il required Annually

All Workforce
Members

4.1¢ (2) Continuous Improvement and Innovation
Continuous improvement and innovation are supported
by using findings from organizational performance reviews
to develop priorities for continuous improvement and
innovation. Organizational performance findings are
monitored continuously with the end of our SPP eycle occurring
at the end of our FY in June. Each July at LT Retreal, strategic
opportunities (Figure 2.1-3) are identified by analyzing data (o
creale innovative strategies that are aligned with Vision 2020.
Opportunities not aligned with our Vision, Mission, Values, and
Core Competencies are not pursued. For example, one of TCT's
Values is Leadership by All. Leadership is part of our DNA as
workforce members at every level can and do make suggestions
for continuous improvement and innovation. In addition, our
Leadership Value is a part of Workgroup, LT, and SLT
meetings that include a leadership lesson that can be applied to
daily work. These collaborative actions support our Leadership
by All culwre and have led to an innovation mindset.
Innovation opportunities are deployed to our workforce
using our Leadership System Step 7 (Figure 1.1-1). Senior
Leadership creates priorities for innovation by targeting
educators’ ingenuity as a response lo goals that may be in
jeopardy. Our goals cascade in importance starting with our
Major Initiatives aligned with Vision 2020, then annual
Operational Plan KPMs, next our WAPs, and finally the IAPs.
For example in FY17, a Major Initiative under Fiscal and
Operational Effectiveness was in jeopardy; the state of
Oklahoma had its third consecutive year with a budget shortfall
and the second straight revenue failure. A revenue failure is
declared when slate tax collections fall more than five percent

Workforce have individual conversations with each other and supervisors regarding , L. X
. \ . Review with intervention,
measures, status of achievement, and support required to achieve measures,
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| KPM. WAP, 1AP. and PA
if | Conlinuous

_ required
below estimates. As a public tax supported school, this means
that — yet again = revenue that TCT had included receiving in
our budget, will not be received. As a mid-course initiative, our
Superintendent/CEQO challenged educators to innovate and
create ways that TCT could generate immediate local revenue.
In addition, we also incorporate innovation through the
workflorce-led Bright Idea (BI} Process. The Bright Idea
Process identifies which ideas are intelligent risks for pursuing
improve processes, improve organizational effectivencss,
generate revenue, or reduce costs (Figure 2.1-3). Vision 2020
includes a goal of having 25 Bls implemented annually. Four
examples of game-changing innovation that TCT has
implemented include:

Fiscal and Operational Effectiveness Core Competency -
Free from Federal Funding — We belicve that we are the
only public school in the nation to decline Federal Funding.
We do not receive funding from Pell Grants, Carl Perkins
Grants, food subsidies, Temporary Assistance for Needy
Families funding, or any other federally-funded program or
monies. The only exception is that we do accept Veteran's
Administration funding for veterans who want io enroll in
one of our instruction programs. TCT refusing to accept
federal funds while increasing fund balance and locally
controllable revenue allows us to better serve students and
improve our bottom line.

Employee Development and Well-Being -V Performance
Pay for all levels of our Workiorce - Every full-time
employee receives an annual bonus based on TCT's overall
KPM performance, WAP performance, and their own [AP
performance. Performance incentives are unheard of in
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public education, and many of our colleagues said that it
would be impossible to implement; we ignored the
naysayers. A few schools may have performance
incentives for SLT, but we have found none that give an
annual monetary performance bonus to every workforce
member including bus drivers, maintenance, food service,
faculty, and administrative support.

Instructional and Learning Excellence - VFlex Programs
— One of the advantages of being free from federal funding
allowed TCT to create instructional programs for adult
students that do not meet the federal 900 cleck-hour
requirement. Many occupation areas do not require 900
hours to be certified. Flex programs are designed for
working adults. Programs typically occur two evenings per
week and one Saturday per month for a typical academic
school year, allowing adults to seck a better life through
education while balancing work and family
responsibilities,
Deployment begins with the State of the Schoael Address
each August. Alignment with partner schools, partners, and
collaborators is accomplished through the listening
processes discussed in 3.1a. The workforce member-led
continuous improvement and innovation focused Bright Ideas
process, emphasizes meaningful change to improve processes,
improve organizational cffectiveness, gencrate revenue, or
reduce costs. The BI process is discussed in 2.1a.(2).

Major initiatives also represent innovation in practice,
capitalizing on projects that arc focused on our greatest Vision
2020 priorities for improvement. FY17 Major Initiatives
include: carn the Malcolm Baldrige National Quality Award,
Local Controllable Revenue of $1,575,000; establish a Nowata
Incubator Site; and be recognized as a top place to work in the
United States. Other innovation priorities that TCT is currently
pursuing align with our key strategic challenges (P2.-2) and
include:

s SC1 - Deliver Beneficial and Relevant Instruction
e SC2 — Proactively Prepare for Stale Education Funding

Reductions
¢ SC3 - Address Resource Gap for Students
s SC4 - Increase Workflorce Satisfaction
4.2 Information and Knowledge Management
4.2a Data and Information
4.2a (1) Quality

Data and information are managed to verify and ensure their
quality. For example, organizational data, such as financial
transactions, HR employee records, student records, and email
records are maintained and verified by constant monitoring via
the SLT responsible for those specific measures. Additionally,
data and information are widely shared through dashboards,
Superintendent’s Forum, Friday Announcements, LT meetings,
SLT meetings, WAPs, and [APs 1o ensure data and information
quality. While most data and information are available
throughout the organization, there is generally a single source
or workgroup who is responsible for the input of said data and
records to ensure their quality. KPM data are presented and
reviewed on a semi-monthly basis by SLT, and monthly to LT,
BOE, and individual workgroup meetings. This constant
monitoring informs our operational decisions, and information
that is not consistent or is skewed is verified immediately. For
example, the Physical Plant workgroup relies on real-time data
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from our air handling program to make adjustments to ensure
comfortable temperatures; however, when readings fall outside
of the expected range that triggers Physical Plant to manually
and personally verify the temperaiure in the space by traditional
methods. Lastly, the OOQ monitors and audits all data and
information quality.

4.2a (2) Availability

The availability of organization data and information is
presented in a variety of forums, as appropriate. Organizational
KPM data are deployed in alignment with the organizational
structure. SLT presents data to LT and the BOE. LT presents
appropriate  data and information to their individual
workgroups. Workflorce members also receive monthly updates
at the Superintendent’s Forum. Updated KPMs are readily
available o the workflorce and are presented monthly to the
BOE. Detailed linancial statements are provided to the BOE,
with monthly budget updates given to the workforce. The
annual budgel is presenied at a regularly scheduled BOE
meeting that is open to the public. Availability of organizational
data and information are ensured by Senior Leaders’
Communication Processes (Figure 1.1-2) and data systems
(Figure 4.2-1). The systematic use of multiple communication
mechanisms and data systems help make needed data and
information available in a user-friendly format and in a timely
manner to our workforce, suppliers, partners, collaborators,
students, and customers, For example, a student may access
their academic record through the Achademix Student Record
Dala System, Student Services by asking a member of the
workgroup, or by asking their teacher.

In the event of an emergency, TCT has plans to ensure that
hardware and software systems and data and information
continue to be secure and avatlable to effectively serve students,
other customers, and organizational needs. Data and
information are stored ofl-sile to be either accessed remotely
via the Internet or restored on similar hardware to meet

stakeholder data needs in time of crisis. In FY13#, our
emergency communication process was significantly improved
by using emergency notification services from Blackboard
Connect o deploy information to stakeholder phones, email,
and mms text,
4.2b Organizational Knowledge
4.2b (1) Knowledge Management

Knowledge management is the ongoing process of eliciting
and communicating workforce knowledge from one area of
the organization to another part of the organization. This
knowledge transfer is conducted using technology, written
documentation, and frequent face-to-face interactions.
Formal work processes are outlined on the password-protected
TCT Intranet. Processes are added and updated as approved by
SLT. Relevant knowledge and information is passed along to
students, slakeholders, suppliers, partners, and collaborators
using the communication methods in Figure 1.1-2. TCT heavily
leverages technology and electronic resources to share
knowledge. We use our website to communicate to siudents,
suppliers, partners, other customers, collaborators, and
stakeholders. Organization success measures, dashboards,
course information, and annual TCT progress reports arc among
the numerous knowledge components available. The Marketing
workgroup selects the appropriate means of communication and
message appropriate for the audience. To the extent possible,
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information essential to the organization’s operation does not
reside only in one person and is well documented. Data
systems (Figure 4.2-1) assist in the collection, transfer, and
blending of workforce knowledge, During cycles of learning
in FY15F, knowledge relevant to our SPP and used in
innovation was moved from Dropbox o Google Drive. The
transition o Google Drive has been a catalyst for improving our
organizational learning and collaboration with the ability to
access knowledge from anywhere, on any device, at any time.
The assembly and transfer of knowledge for use in
innovation and strategic planning is the responsibility of LT
and SLT and included in our Technology Plan. Assembling
and transferring knowledge used for innovation and the SPP are
predominately shared through the Google Drive and face-to-
face-meetings. TCT has 35 regularly scheduled meetings
monthly o communicate knowledge. These meetings include:
Superintendent’s Forum, BOE monthly meetings, workgroup
meetings, employee-driven committee meetings, LT meetings,
SLT meetings, and Superintendent/CEO individual mectings
with SLT. Workgroup directors are responsible for conducting
innovation research as part of the planning for the WG POE,
The WG POE is discussed in detail in 2.2a(1) Action Plans.

4.2b (2) Best Practices

Best practices are identified during WG POE and Program
POE meetings; as well as TCT’s other performance review
venues in the Study Phase of the SPP (Figure 2.1-1). Best
Practices shared across workgroups 1o augment TCT's
continuous improvement efforts. Best practices are often shared
during the performance review methods listed in Figure 4.1-2,
Four factors are a catalyst to our besi-practice sharing: 1) TCT
Culture - One that is supportive of knowledge management and,
particularly, knowledge sharing. 2) Organization Structure -
transparent leadership, flat organizational chart, collaborative
workgroup teams, and collective performance pay struclure, 3)
Key Performance Measures - Focus on sharing what matters
most to TCT, and 4) Technology - Offer great advaniages for
sharing best practices through the use of internal

Figure 4.2-1 Key Data System Overview

Data System | Funetion =g ==
| Student information management sysiem is designed
Academics for enrollment, grades, atiendance, and
communication with parents, teachers. and students.
Communication system for workforce and students
Blackboard used for announcements via phone, email, and text.
Connect Improved the way we communicate rapidly during
crisis and weather events.
Canvas Web-based open-source leaming management system
used by Tri County University to deliver instruction
c . Workforce credit card information used for expense
cnler suite . - h
reponts, BOE Reporting, and purchasing efficiency
KPM Google Sheet interface that somewhat resembles an
Dashboard autemobile'’s dashboard and comtinuously presents
KPM up-to-date results in a way that is easy to read
Leave Scheduler Web-based leave management system. Reduced time
and eliminated paperwork while keeping detailed
Web-based private online ponal for supporting the
TCT Intranet TCT culture by housing TCT-specific documents,
procedures, forms, and information.
School accounting software including Purchase
ADPC - Trends Orders, Requisitions, Checks, Payments, Vendors,
and Treasury Payroll, Financial & Payroll Reporting, Budgeting,

Inventory, & Activity Fund
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Intranet, Dropbox, Google Drive, and other technology tools.
Workgroups that are high performing are identified through
WAP results, WG POE process, and employee satisfaction
assessments, The first level of best practice sharing occurs at
our monthly LT meetings.
4.2b (3) Organizational Learning

High quality organizational learning is embedded in the
TCT culture. As a high performing education organization, we
are experts at our mission of “providing superior training.” This
mission is execuled both with our students and our work(orce
members. Every workforce member has a learning
component included on their IAP. This component is aligned
with the responsibilities of their jobs. Jab development learning
is focused on advanced licenses and certifications as well as
college coursework. Emphasizing the importance of embedding
learning in the way we operate is apparent in our Operational
Plan KPMs. Three of TCT’s KPMs correspond with
organizational learning: workforce professional development,
workflorce national licensure and certification, and workforce
with bachelor’s degree or higher (Figure 7.4-15). Vital to
organizational learning is the new workforce member
orientation process fully discussed in 5.1a (2).

New educators gain insight into The Tri County Way at Tri

County University (TCU). Initiated in FY15#, TCU uses
online courses intended 10 give a broad overview ol our culture
as articulated through our rich history, innovative practices,
clear vision, guiding values, and Core Competencies. Learning
modules for TCU include: student and community focus, Great
Place 10 Work, continuous improvement, and leadership by all.
Prior to TCU, onboarding was conducted solely by the Director
of HR and was predominanily focused on maiters of
compliance,

At the core of faculty professional development are the Small
Learning Communities (SLC). SLCs are a dominant influence
in school improvement literature, SLCs are extended learning
opportunities to foster collaborative learning among colleagues.
SLC is teacher-led and is uwsed to focus on largeied
improvement areas. In addition to workgroup-focused
organizational learning, school-wide workforce learning is
planned and implemented by an educator-led Professional
Development (PD) Commitice. The PD Committee plans
“Lunch and Learn Scssions™ as well as other activities.

5 Workforce Focus
5.1 Workforce Environment
5.1a Workforce Capability and Capacity
5.1a (1) Capability and Capacity

Assessing workforce capability and capacity is systematic
{Figure 5.1-1) and essential to TCT’s attainment of our
Vision and is a function of our Director of Human
Resources. One of our values is being a Great Place to Work,
which reinforces the importance of hiring the right people for
the right jobs. Our formal budgeting process, which begins in
February of cach year, is aligned with our capability and
capacity processes and is a component of the WG POE detailed
in 2.2a (1) Action Plans.

Workgroup directors assess capability and capacity and make
recommendations for additional workforce and promotions.
Salary increases are earned as part of the PA process, earning
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of advanced degrees, and the carning of a national certification
or license related to job responsibilities (Figure 7.3-1).
Additional workforce recommendations by directors are
accompanied by a job description and a detailed justification.
Justification should include applicable measures and data
including how the new positions would align with our long-
term Vision 2020, increase productivity or efficiencies, or
increase revenue. Workforce members’ salaries and benefits are
our largest expenditure, and adding new workforce is
scrutinized closely. Following our systematic process the CFQ,
Director of Human Resources, and CQO assess the input from
the WG POE process lo review directors’ recommendations.
When a workforce need has been identified, efforts are made to
consider integrating the responsibilities into an existing position
whenever possible. Through our CEO’s leadership, TCT strives
to have “fewer, better jobs.” This philosophy has served us well
during a time of unprecedented state funding shortfalls. After
recommendations are analyzed, decisions are made while
considering the overall school budget. If a new position is
approved, the Director of HR takes over the process and the
hiring process is initiated.

Evaluating skills, competencies, certifications, and staffing
requirements is determined by the affected workgroup

Figure 5.1-1 Workforce Development Process

Assess Capability & Capacity

‘ Internal Promotion

Job Shadow
Existing Emplovee

New Emplovee

- Implement the
¢ *Tri County Way”

f— s
SLT Identifies Focus for PD Committee

Workforce Learning Implemented

, Tri County University Hatogen
Professionat Job Specific
Develogment Davs Learning

Great Piace to Work

director in collaboration with the Director of Human
Resources. Ensuring the TCT faculiy and workforce are
appropriately certified or licensed is an integral part of the
hiring process beginning with the job description itsetf. TCT
utilizes the Halogen HRIS for applicant tracking, which allows
us to focus on finding the right people. All TCT job descriptions
list the required education, certifications, and licensures needed
to fill the open position. Applicable certifications must match
specific jobs, and viable candidates for open positions must
possess the required certification. Education transcripts and
prool of licensure are collected and kept on file for each
workforce member. TCT also receives an annual visit from the
Oklahoma SDE Accreditation Officer each spring who reviews
faculty licensing and certification records for compliance.
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5.1a (2) New Workforce Members

The hiring and placing process at TCT is systematic and
utilizes Halogen HRIS to manage the hiring process and
approvals, The goal is to find a suitable candidate for not only
the position but also a fit with the TCT culture and values. A
hiring tecam that includes the supervisor of the open position,
the Direclor of Human Resources, and up to two other TCT
workforce members conduct first interviews with the
prospective new workforce member. Once the team has
narrowed down their list of candidales 1o a finalist or two, a
second interview is held with the supervisor and the
Superintendent. They either determine the best candidate at
that time or continue the search until they find someone they
feel will be best suited for the job and fit with TCT as a whole.
When needed, TCT has a recruitment incentive in place in
which TCT workforce members receive a designated amount,
up to $500, if they recruit a new workforce member (o an open
position and the candidate is hired. This incentive process has
led to several new workforce members being hired that fit
TCT’s culture.

Just as hiring and {inding the new employee is intentional, so
loo is integrating her/him into the TCT culture = the *Tri
County Way.” Upon joining the TCT family, the new employcee
spends a few hours as a student of Tri County University (TCU)
where they gain insight into the Tri County Way. This online
course is intended to give a broad overview of the TCT culture
as articulated through our organization's rich history,
innovative practices, clear vision, guiding values, and strategic
aims. Learning modules in Tri County University include:
student and community focused, great place to work,
continuous improvement, and leadership by all. In addition 1o
TCU, every new employee participates in a New Employee
Orientation and Onboarding process. This process includes
learning about TCT's culture, Vision, Mission, and Values.
TCT begins this process before the new workforce member
starts their tenure at TCT through Halogen HRIS learning and
development modules created by our HR Director.  The
Director of HR also meets with the new workforce member
lace-to-face during their first week of employment. New
workforce members formally meet with their supervisors two
times that year for a performance appraisal, during which the
employee learns where they can grow and in what areas they
excel. At that time, the new employee can also express any
concerns or questions he or she may have regarding the
position, workgroup, or the organization.

TCT is committed to creating a culture that values diverse
ideas, cultures, and thinking. This is an integral component
of creating learning communities and environments where
people feel safe, respected, valued, and empowered to reach
their full potential. TCT values the contributions of women to
our workforce. With family-friendly policies and promoting
women to SLT positions, in FY 16 we were honored by Fortune
Magazine’s GPTW as being a Great Place to Work for Women.
Winning a spot on this prestigious list indicates that TCT has
distinguished itselfl from peers by being a great place to work
for women, and as a workplace where women have high
representation in the total employee population and in
management positions. TCT has a woman majority SLT.
Additional hiring processes are outlined in TCT’s Board of
Education Policy Section 6, Page 24. The policy includes
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requirement for non-discrimination, procedures lor advertising
open positions, and procedures for hiring certified and support
personnel. BOE Policies are reviewed annually and updated
according to Oklahoma state laws and improved practices.

5.1a (3) Workforce Change Management

TCT believes in a transparent work environment where
change, capability and capacity are continually
communicated with the workforce. TCT's Superintendent/
CEO hosts a Forum once a month in which the SLT address
personnel changes, Board meeting updates, financial reports,
upcoming events, major initiative updates, and more. A formal
L.T meeting is conducied monthly to update directors about any
potential  workforce  changes  including  retirements,
resignations, and terminations. Afier the meeting, LT deploys
learnings from the meeting to their respective workgroups. This
cascading communication is systematically reinforced by
posting LT meeting minutes on the intranet site and in Google
Drive. A faculty mecting is held the second Monday of each
month for information continuity, communication deployment,
and WAP goal progress. Faculty meetings review WAP and
KPM goal progress, important dates, professional development,
and any mid-course adjustments or changes that may be
required. Minutes from these meetings are emailed to the
faculty and placed in Faculty Google Drive. In addition, the
third Monday ol each month is when our teacher-led Small
Learning Communities meetings are held, giving faculty an
opportunity to share best practices, collaborate, and ask for
assistance with challenging issues. There are five groups within
the SLC with six 1o seven faculty members per group.
Additional communication through the Friday Announcements,
the TCT all-workforce weekly newsletter, is also a main tool
for communicating changing capability, and capacity needs.

TCT has been astutely cognizant of revenue and expenditures
during the tough economic times in Oklahoma and our nation.
During these times, the Superintendent/ CEO has prepared
our workforce for changes in organizational structure and
displayed unprecedented transparency concerning funding
levels. His expressed commitment to ensuring every workforce
members’ job remain intact, regardless of the economy has
united the workforce to create a balanced budget that continues
lo focus on instructional excellence and enrollment growth
(Figures 7.5-9). As enrollment grows through new program
development in high school and adult programs, faculty are
proactively hired in the spring prior 1o school starting in the fall.
This allows for training and planning 1o occur before school
starts. As enrollment grows and courses are developed for
Community Education, adjunct faculty are hired after course
demand is created, This type of system is likened to a Pull
Inventory System in manufacturing. The adjunct faculty
utilized in Community Education are not actually hired until the
course is finalized. Many full-time HS and adult faculty also
serve as adjunct faculty to earn extra money and to fulfill a
community need.

5.1a (4) Work Accomplishment

Our workforce is organized and managed in workgroups
that are aligned by Core Competencies. A Senior Leader
manages workgroups that are aligned with their applicable
core competency. For example, our CFO and Director of
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Operations leads the Fiscal and Cperational Effectiveness core
competency. The workgroup directors she supervises include
Business Office, Physical Plant/Technology Services, and
Culinary Arts/Events and Hospitality Services. Our work is
accomplished with a [un-loving spirit focused on extraordinary
outcomes. TCT organizes social activities and family events
that encourage teamwork and collaboration. The TCT
workforce cares about each other inside and outside of our work
responsibilities. This unique camaraderie combined with a
focus on students is driven by our singular effort towards our
Vision and Mission. In non-Baldrige terms, we are all “rowing
the boat in the same direction.” More details concerning work
accomplishment alignment are detailed in 2.2a (1) and 4.1a (2).

The IAP is the system for TCT workforce members to
exceed performance expectations and to accomplish our
work. The purpose of the IAP is to align individual action
plan goals with WAPs, which are aligned with Operational
Plan KPMs. The IAP is a component of each workforce
member's performance incentive bonus, which represents
actions above and beyond typical daily job expectations, The
IAP is developed to exceed performance expectations above the
job description, The IAP gives the TCT educator an opportunity
to grow and heighten their current skill set, which is an
advantage (or both the employee as well as the organization.
Every level of the TCT workforce is eligible for a performance
incentive monetary bonus based on the results of their [AP, The
IAP completion percentage is tracked in our Halogen HRIS and
is determined by the applicable workgroup director. A
workforce member can earn a bonus anywhere from 0 - 100%
ol their potential. Bonus potentials are designated by a
percentage of salary based on employee classification. For
example, a SLT's maximum bonus percentage may be 4.5% of
their salary, and a director’s potential may be 4% of their salary.
The performance incentive is in addition to any raise that the
workforce member may earn, Faculty are given an opportunity
to earn a bonus through the Faculty Individual Action Plan, This
system is based on quantitative dala measuring student
achievement and individual teacher performance with the same
criteria for every faculty member. Measures included on the
FY'i7 Faculty IAPs include: Student Retention or Completion,
Student Placement afier Graduation, Student Industry
Centification or ACT WorkKeys CRC Pass Rate, Student
Community Leadership Activities, Student Community Service
Activities, Program Enrollment vs. Capacity Percentage, and
Faculty Professional Development Plan Completed. Several
“bonus points” are available 1o Faculty for Master’s Degrees,
National Board for Professional Teaching Standards

Certification, Chairing a Committee, elc. V"The innovative
Faculty Performance Pay 1AP is virtually unheard of in the
education industry and has been shared numerous times at State
Meetings, National Conferences, and the Oklahoma State
Legislature.

TCT capitalizes on our Core Competencies through our
organizational alignment. Core Competencies are a
measurable component ol our OP allowing us to not only
capitalize on our strengths but also incentivize the attainment of
Core Competencies through our annual performance bonus.
Our workforce reinforces a focus on students and student
learning through our 14 Operational Plan KPMs, which
align with each of our four Core Competencies. Seventy-five
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percent of these KPMs are tied directly 1o the success of our
students. Lastly, our werkforce is managed to exceed
performance expectations through our Vision 2020
aspirations. Accomplishing all of the Strategic Objectives
outlined in Vision 2020 will be the ukiimate accomplishment of
exceeding performance measures,

5.1b Workforce Climate
5.1b (1) Workplace Environment

Health, security, and accessibility processes fall under the
core competency of Fiscal and Operational Effectiveness.
Work space conditions related to health and accessibility are
closely monitored by the Physical Plant Workgroup (Figure
7.1-22 and 7.3-6). TCT's Board of Education Policy, Section 6,
Page 66 outlines health and safety procedures and standard
practices, including policies for workers' compensation. TCT
has an on-site Fitness Center (or use by workforce and students
free of charge. The Fitness Center is managed by our Fitness
Specialist, who supports our workforce health through fitness
assessments, improvement plans, and workforce fitness classes.
Periodic inspections allow stalf to address environmental
factors such as inadequate lighting, ventilation issues or safety
matters before they develop to significant concerns. At the
request of workforce, or if an immediate concern is identified,
air quality sampling and lighting levels are measured and
compared against acceptable standards, and local work space
temperatures are adjusted to suit the requirements of the
activities taking place. Additionally, physical plant conducts
semi-annual asbestos inspections to ensure the integrity of
insulating materials. An evolving asbestos management plan
addresses required action steps in the event of an issue. Through
TCT's strategic partnership with Steelcase, office and
classroom furniture is being upgraded to ergonomically
sensitive lurniture to further ensure the health of occupants.
Experts from accreditation agencies for specific program areas
assess the health and safety of these program areas and make
specific recommendations to ensure the quality of these spaces.
Accessibility of the workplace is ensured through compliance
with ADA Accessibility Guidelines (ADAAG). As buildings
and spaces are remodeled, areas are brought in to compliance
with the most current ADAAG, under the direction of licensed
architects. Accessible parking, entrances, and resirooms are
located throughout the campus; required door opening force is
periodically measured, and doors are adjusted to fall within
acceptable standards. Lighting levels are monitored o ensure
adequate illumination is provided. Bold and visible signage is
present, as well as Braille indicators to direct customers and
workflorce. Emergency strobes are present throughout campus
for notification of situations 1o hearing impaired customers and
workforce. The campus is accredited for Civil Rights
compliance in these areas through the Oklahoma Department of
Career Tech.

Safety factors and key measures are illustrated in Figure 6.2-
1. Processes in place to ensure preparation for emergencies are
outlined in the Crisis Communication Plan, In FY 158, the
Crisis Plan was tested by a drill simulating an active shooter on
campus. The drill experience included SWAT and law
enforcement officers from the community. The experience not
only helped TCT be more prepared in the event of an actual
crisis, bul was also a training opportunity for law enforcement.
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During the cycles of learning after the drill, a BI was submitted
regarding the creation of an emergency supply kit. This “Go
Kit” comains items that would be required during an extended
lockdown situation.

5.1b (2) Workforce Benefits and Policies

Tri County’s workforce is supported via BOE policies,
procedures, and benefits listed on the TCT intranet site. We
strive to maintain a benefit package that exceeds the
expectations of workforce. Benefits are reviewed annually by
the Director of HR using inputs from the Society of Human
Resource Management (SHRM), Great Place to Work (GPTW)
Assessment, and other environmental scans. Recommendations
for benefit updates are made as part of the Human Resource
(HR) WG POE meeting held in March of each year. Workforce
members can access any of the BOE policies at any time
through the intranet site. Policies are reviewed for updates as
legislation and situations change. TCT's law firm and the
Office of Quality review all policy changes before presentation
to the BOE for approval. A hard copy BOE policy book is also
located in the Superintendent/CEQ’s office. TCT procedures
are aligned by core competency and are reviewed at least
annually or as the need arises. New procedures are approved by
SLT and reviewed with LT belore becoming official. There are
43 procedures currently posted on the intranet site.

Tri County offers numerous benefits for workforce
members and tailers benefits for the needs of a diverse
workforce and different workforce groups and segments.
For example, if you are a working parent, TCT provides one of
the greatest benefits there is: discounted childcare at our three-
star, NAC and NAEYC-accredited Child Development Center
(CDC). Not only voiced by the population of Bartlesville, OK,
as the best in the city, the CDC cares for educators’ children at
half the public price. Educators also have access to their
children for nursing or visits during the workday. Twenty
children attending the CDC are grand-children and children of
workforce members. Additionally, CDC provides a camp for
school-age children through the summer months.  Tri County
will reimburse a portion of the cost of approved job-related
courses taken at accredited institutions. Educational assistance
is available to full-time workforce members on the payroll at
the time of course enrollment. Workforce members will be
reimbursed up to $2,500 per year. Participants must meet the
minimum requirement of a “B” grade or better upon completion
of the course to be reimbursed. Although all full-time
workforce members are a part of the Oklahoma Teachers
Retirement System paid by TCT, the BOE provides an
additional employer-sponsored savings plan to encourage
workforce members to save for the future. The TCT match is
dependent upon the availability of funds and is al the discretion
of the BOE. In FY 17, the amount of potential match is 2.5%.
Additional workforce health benefits include flu shots
adminisiered on campus, healthy potluck meals, and group
fitness classes at lunch and after school. Figure 5.1-2,
summarizes TCT’s key workforce services, benefits, and
policies.

5.2 Workforce Engagement
5.2a Worldorce Engagement and Performance
5.2a (1) Organizational Culture
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The distinctive characteristics of TCT’s culture can be
summed up in four words, “The Tri County Way,” which is
“Who we are, what we do, and how we do it.” Qur culture
is fostered through open communication, high
performance, and engagement. For example, the monthly
Superintendent’s Forum engages the TCT's workforce in high
performance. All workforce members atiend the Forum and
enjoy free lunch while the Superiniendent/CEO and SLT
review KPM status, personnel changes, BOE meeting updates,
financial status, award Bright Ideas and White Bisons, and have
fun. In addition, the Friday Announcements (an electronic
newsletter) is deployed weekly via email to all TCT workforce
members, BOE members, and short-term instructors. Friday
Announcements are divided in lour sections organized by each
of our Core Competencies. TCT benefits from diverse ideas,
cultures, and thinking throeugh educator involvement in one
of our working commitices. Workforce members may
volunteer to serve on one of the committees — Bright Ideas,
Prolessional Development, Employee Satislaction, Student-of-
the-Month, and Community Relations. The workforce is
empowered by an Open Door Program where any workforee
member is free to speak up about solutions to problems. The
doors of the SLT and LT offices are literally open to allow
workforce access. Additionally, TCT is a Google organization
with shared calendars and files. Scheduling a meeting with
anyone is very easy and was taught to the workforce to be a
further catalyst of openness.

5.2a (2) Drivers of Engagement

HR in conjunction with SLT determines the key drivers
of workforce engagement and the drivers for different
workgroups and segments. Using research from Great Place
to Work, SHRM, and workforce input through the Employee
Satisfaction Committee (ESC), key drivers of engagement are
determined. Key drivers include Credibility, Respect, Fairness,
Pride, Rewards, and Camaraderie (Figures 7.3-12 through 7.3-
16). The Employee Satisfaction Survey is distributed annually
during the Spring Semester of each year. Survey results are
segmented by workgroup and demographic data. At TCT, work
is more than just a “job.” According to the Great Place to Work
Trust Index survey, 92% of TCT's educators feel their work has
special meaning, that this is not “just a job." The
Superintendent/CEO helps define our greatest purpose with the
motto, “If you're not helping a student, help someone who is.”
Indeed, the students are the reason why our educators do what
they do, and our students’ successes are why we love what we
do. Healthy, happy, and respected employees create and
contribute 1o our thriving organization. Every educator plays a
vital role in furthering our vision to inspire life changing
learning experiences. This connectedness to the vision is neither
conirived nor forced; at Tri County Tech, each educator
genuinely cares with every educator striving to be the best lor
the sake of others.

5.2a (3) Assessment of Engagement

TCT believes that workforce engagement is critical in
addressing our strategic challenges. Data are systematically
analyzed to monitor engagement. During FY14 cycles of
learninga® , we moved from the Oklahoma-based Best Places to
Work assessment instrument to the nationally benchmarked
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Great Place to Work (GPTW) Institute assessment. The
Employee Satisfaction Survey (ESS) is the major
assessment of key elements affecting workforce
engagement. The ESS online assessment is administered by
Fortune Magazine’s GPTW Institute. GPTW conducts the
most extensive employee survey in corporate America. The
survey asks questions related to employees’ attitudes about
their workplace experience. The program also analyzes
responses of a culture audit, which includes detailed questions
about pay and benefit programs and a series of open-ended
questions about hiring practices, methods of internal
communication, lraining, recognition programs, and diversity
efforis. Assessment metheds and measures are consistent
across workgroup and segments to improve data reliability.
GPTW has a highly rigorous methodology reviewing these
submissions and scoring them on key practice areas. Using the
overall results of the GPTW assessment in FY16, TCT was
honored to be recognized as one of the top 100 Best Places to
Work. Ultilizing a third-parly surveyor has been effective in
receiving honest feedback from the workforce. Afler the
Human Resources Director receives and reviews the results of
the ESS along with the Employee Satisfaction Committee, the
information is then shared with the SLT. They discuss any
issues that nced immediate attention. The Human Resources
Director then shares the findings with the LT. At that time, the
ESS goes 1o the ESC that reviews all the results and makes
decisions regarding employee-based events for the fiscal year.
Aligned with TCT's value of being a “Great Place to Work,”
we have a Vision 2020 goal of being named as a top place to
work in the Uniled States,

Other measures used to assess and improve workforce
engagement include Employee Retention (Figure 7.4-18)
and Staff Health Indicators (Figure 7.3-6). For example, our
Accident, Incident, Theft and Crime reports are analyzed by
SLT at their regular meetings. If SLT determines that there is a
need for increased safety measures in a particular area, changes
will be made, and the safety concern would also be a topic for
safety training.

5.2a (4) Performance Management

Performance Appraisals (PA) along with the IAP, are
utilized to manage workforce performance to support high
performance and workforce engagement. PAs are held a
minimum of two times per year with an employee and their
immediate supervisor. During the PA process, the employee
reviews areas in which they might need improvement and
receive recognition where they excel. The PA was created to
serve as a learning ool and employee development mechanism.
Unlike most government agencies and education institutions
where raises are based on longevity V', TCT uses the PA score
as the basis for employee annual raises. This innovative
practice is unheard of in educational institutions. Education
organizations typically give step raises annually based on years
of service.

Reward, recognition, and incentive practices are used to
support high performance and workforce engagement. For
example, white bison are very rare and are a symbol of strength
and unity in the Native American Culwre. Much like Tri
County's values - which give the strength and unity to TCT -
the White Bison award recognition was created. Worklorce
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members nominate their co-workers for the White Bison award
when they see them go above and beyond their every day job
duties by demonstrating an action reflective of our values.
Recipients of the White Bison are acknowledged in the weekly
Friday Announcement newsletter and at the monthly
Superintendent’s Forum. An additional reward and incentive
practice occurs annually at the May workflorce celebration.
Workforce members receive Service Awards for longevity and
retirement including Wall of Commitment honorees. Wall of
Commitment honorees are those workforce members who have
served TCT a minimum of 20 years.

Intelligent risk taking to achieve innovation is achieved
through our Bright Idea Process. The Bright ldea (BI)
process allows all work{orce members to make suggestions for
the improvement of processes, cost savings or revenue-
generating ideas, and for new and innovative initiatives
(Figures 7.1-19 through 7.1-21). The ideas are then reviewed
by the BI Commitiee. Bls approved by the Commitiee are
submitted to SLT. SLT has the final approval for ideas to be
implemented. Additional innovation involving risk taking
occurs at the semi-annual LT Retreats. At these retreats, data
are analyzed with action plan discussions to create innovative
performance improvements. Focus on  students, other
customers, and student learning is achieved through our
Operational Plan KPMs aligned with workforce
compensation and student results.

Achievement of action plans supports high perfermance
and engagement at both the workgroup and individual
levels. WAPs encourage icam performance and support
engagement through WAP metrics and activities. JAPs supporl
performance management and workforce engagement focused
on measurable goals above and beyond an individual’s job
description. Each employee’s TAP is not only a lactor of their
bonus calculation, but is also a component of the PA, The IAP
is aligned with Core Competencies including the Insiructional
and Learning Excellence core competency.

5.2b Workforce and Leader Development

5.2b (1) Learning and Development System

TCT systematically identifies a Learning and
Development System (Figure 5.2-1) supported by
Professional Development (PD) goals created by all
employees during the IAP development process. The
workgroup director delermines opportunitics for  both
workgroup and individual professional development. TCT's
Learning and Development Sysiem also supports the
organization’s needs and the personal development of our
workforce. The Professional Development Committee — led by
workforce members — analyze, design, and implement, and
evaluate learning activities that support the organization’s
needs. In addition to meeting the requirements of their
professional development plan, the faculty is required by BOE
policy to complete 20 hours of technical update training each
school year. The update training is designed to enhance
classroom or lab instruction. Technical update training allows
faculty to keep current with the leading-edge technologies and
techniques.

The Learning and Development System that supports
organizational performance improvement, change, and
innovation begins each August when the Superintendent/
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CEO hosts a breakfast and State of the School Address for
all workforce members. The address includes an overview of
Vision 2020 progress, strategic challenges, and Core
Competencies that drive the organization. KPMs for our OP
that were developed through the sirategic planning process
summer retreat are also outlined for the worklorce. This
inspiring “Call 10 Action” is the catalyst for annual innovative
WAP development.

Ethics and ethical business practices are supported by a
written Code of Ethics which includes seven behavioral
questions that promote legal and ethical behavior, The Code
of Ethics is part of TCT's Board of Education Policy, Section
1, Page 7. The Ethics Code includes: studenis and clients’
success, accountability, conflict of interest, honesty and
inlegrity, communication, professional responsibility, ethical
checklist, and a statement indicating the TCT workforce
member will obey and support the Constitution and laws of the
State of Oklahoma and the United States of America. This code
is signed annually and is a part of the new employee onboarding
process. Similarly, an Internet Conduct Agreement plus
Policies and Procedures are signed upon hire supporting the
expectations for ethical practices. To improve focus on
students and other customers, the WAP establishes goals
applicable to their workgroup and aligned with each core
competency including Instructional and Learning
Excellence. For example, the Faculty WAP utilizes Tech
Ceniers That Work (TCTW) survey data. The TCTW data
identily opportunities for improvement using faculty feedback,
student surveys, and test results. The Faculty workgroup, led by
the Director of Instruction, analyzes the data and creates a WAP
for the Tollowing school year. This action plan has resulted in
faculty professional development themes such as a focus on
numeracy, guidance services, and an overall campus-wide
cuslomer service improvement.

The Learning and Development System ensures the
transfer of knowledge from departing or retiring workforce
members is illustrated in Figure 5.1-1 under the “Act”
Phase. TCT recognizes the value of the knowledge of departing
and retiring employees. The succession plan that TCT has in
place is key in wransferring knowledge from workforce
members who may retire or resign. The succession plan is also
key in training specific workforce members for positions when
educators have a planned separation from TCT. Departing
worklorce members train the designaled workforce members
who are in key positions. SLT identifics the successor with as
much lead time as possible. If internal workforce members do
not possess the skill sets required for the position, then the
position will be posted externally. Workgroups also cross-train
within their tcam so others are familiar with critical skill sets.
For critical positions, eflforts are made to hire the new
replacement before the retiring employee departs. In addition,
when an internal applicant meets the job requirements, TCT
hires from within, making the transfer of knowledge process
more cfficient. We also have an exit process where each
employee meets with HR prior to leaving to ensure that critical
information is collected from them and transferred to the newly
hired employce.

The Learning and Development System ensures
reinforcement of new knowledge and skills on the job.
Workforce members are encouraged Lo attend training that will
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develop leadership skills aligned with their IAP goals
established in collaboration with their supervisor. Pursuing
higher educaltion is the ultimate expression ol an educator’s
commitment to leadership growth. For this reason, TCT fully
supports and promotes an educator challenging themselves
professionally by “going back 10 school” and is committed to
sharing some of the tuition costs of that endeavor (Figure 7.3-
11). Examples of additional leadership development training
includes CareerTech Women in Leadership, Leadership
Bartlesville, TechCap for potential CareerTech Administrators,
Leadership CareerTech, Baldrige Examiner Training, Student
Services Endorsement for Guidance and Enrollment Services
Workforce, and National Tech Centers That Work Conference.

5.2b (2) Learning and Development Effectiveness

Learning and development effectiveness is correlated with
KPMs that are aligned with our core competency of
Employee Development and Well-Being. Four key
organizational results are directly correlated with findings
from our assessment of workforce engagement: Workforce
Retention Rate, Workforce Professional Development,
Workforce National Licensure and Certification, and
Workforce with Bachelor’s Degree or Higher. These
correlations are used to idenlify opportunities for improvement
in workforce engagement, and learning and development
offerings. In addition, in FY168, TCT implemented a new
comprehensive HRIS system. Through a cycle of learning, a
PIT was formed to research and recommend a HRIS System.
Prior to FY 16, TCT collected HR data on paper forms and excel
spreadsheets. After analyzing several systems, Halogen was
selected as our HRIS. The Halogen HRIS has helped us
improve and identify epportunities for improvement in
workforce engagement, and learning and development
offerings directly connecting to our IAPs and PAs. The
Halogen Performance Appraisal (PA) tools helps directors have
quick online access to results from self-cvaluations, past
appraisals, talent profiles, employee IAP goals, and
development plans, The Halogen HRIS connects learning
modules to gaps in performance. Using award-winning learning
and development [rom the DDI Learning Library our ability for
increasing the effectiveness of our learning sysiems will
increase.

5.2b (3) Career Progression

TCT manages career progression by encouraging work-
force members to attain degrees, licenses, and certifications
aligned with their future aspirations. For example, three
members of SLT are currently pursuing their Superintendent’s
Certificate in order to be prepared should an opportunity arise.
In addivon, during workforce members’ one-on-one meelings
with the Superintendent, he specifically asks about their future
aspirations so he is aware of their goals and plans at TCT. This
is used when evaluating an employee’s potential for filling new
or vacated positions. Career development is also a
component within ocur HRIS Halogen, systematically
matching employees’ credentials with open positions. TCT's
Superintendent/CEO and BOE believe succession planning is
critical to the long-term success of the organization. TCT
encourages workforce to pursue continuing education by
paying up to $2,500 per year to assist workforce in paying
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college degrees (Figure 7.3-24). Directors and SLT are
expected Lo hold a minimum of a Master’s degree. A written
confidential succession plan is in place that includes the
Superintendent/CEO and each SLT alongside those
internally who possess the requirements of the position.
Annually, the Superintendent/CEO reviews and updates the
Succession Plan accordingly and presents it to the BOE.

6 Operations Focus
6.1 Work Processes
6.1a Program, Service, and Process Design
6.1a (1) Determination of Program, Service, and Process
Requirements

Key educational programs and work process
requirements are aligned with our Core Competencies,
determined using a data-driven system and focused on long-
term Vision 2020 objectives with shorter-term annual
Operational Plan Key KPMs. The first step in determining
program and service work process requirements is the WG POE
meeting. Each workgroup director creates high-level process
maps and discusses requirements during individval director
meetings held with the O0Q. Using color coded Post-1t notes,
each director maps out processes under their direction. The
Post-1t notes are attached to the walls in the OOQ Learning Lab
allowing LT 0 view cach other’s processes and linkages. The
purpose of process mapping is to improve efliciency, provide
insight into process requirements, increase communication, and
provide process documentation. Process mapping also
identifics unnecessary activitics, process ownership, and
effectiveness measures. SLT members are the ultimate process
owners who have approval over the requirements of each
process. The SLT owner is responsible for refining processes in
response to opportunities for improvement. PITs are created as
a catalyst for cycles of organizational learning, including
opportunities [or innovation. Process improvements are
reviewed and approved by the SLT. After SLT approval, results
are first shared with LT, il applicable sent to our BOE for input
and approval, and finally, using multiple communication
mechanisms, deployed o the workforce, students, and other
other stakeholders.

6.1a (2) Key Work Processes

Figure 6.1-1 illustrates our key work processes, SLT process
owner, key requirements, and key measures for these work
processes. Procedures have been developed for many processes
using a standardized procedure template. SLT is the champion
for each procedure with the responsibility of developing or
modifying procedures based on feedback from WG POE
meetings. After the procedure is developed or modilied, it is
then sent to the entire SLT for approval. The new or modified
procedure is lirst communicated at the monthly LT meeting and
then deployed to workforce. The template for procedure
development and approved procedures are posied on the
intranet for all workforce members to reference.

6.1a (3) Design Concepts
Educational programs, services, and work processes are
designed using student, workforce, and stakeholder
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requlrements and are refined during the Program Plan of
Excellence Review Process and the SPP, TCT's process for
Work Process Design and Improvement is iilustrated in Figure
6.1-2. For example, the SLT process owner for designing
education programs and services is the Chiel Instructional
Officer and Sirategy Center President who determines the
requirements of each process. Innovation occurs when systems
have breakthrough refinement in response to opportunities for
improvement (Figure 6.1-3). Results are shared by SLT using
multiple communication methods (Figures 1.1-4).

6.1b — Process Management and Improvement
6.1b (1) - Process Implementation

Daily process measures have allowed us to rapidly make
midcourse adjustments and improve the quality of
outcomes and performance of our education program and
services. After SLT approves an action plan adjustment,
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L. A J
adjustments are first shared with LT, and then deployed using
multiple communications mechanisms to the workforce,
students, and other stakeholders affected. For example in FY 16

#, early projections indicated that Community Education
might not meet its key requirement measure for revenue
generation. In a time of unprecedented state budget cuts, our
locally controllable income sources became vital to the
financial viability of our overall operations. Creating an
organization-wide mid-year renewed emphasis on Community
Education enrollments and revenue was deployed (Figure 7.5-
7).

6.1b (2) - Support Processes

Support processes are determined to maintain efficient
and effective operations and to provide resources for the
workferce in support of student success. Our Superintendent/
CEO has a mantra that guides our focus for support processes,
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“il you are not taking care of the students, then take care of
somcone who is.” We determine our key support processes
based on whether they support our Instructional and Learning
Excellence processes. Process owners, key requirements, and
key measures are outlined in Figure 6.1-1. We ensure key
support process requirements meet organizational
requirements using input from students, the workforce,
partner schools, and other stakecholders. Our SPP, KPM
results reports, and SLT and LT discussions are used to
systematically improve performance of support processes
through WAPs. Workgroup directors monitor metrics for their
respective workgroups in real time. SL meets bi-monthly to
review KPM and workgroup goals progress. Monthly reporting
at LT meetings and BOE meetings helps to ensure operations
are meeting key process requirements. In addition, workgroups
post WAP performance on “up arrow” bulletin boards outside
of their offices to keep the workforce up-to-date on how their
tcam is performing toward workgroup goals. Organizational
KPMs are presented on the OP located on the *“up arrow”
bulletin boards, intranct, and Google Drive. Strategies, action
items, and target dates for supporting the organizational KPMs
are listed on WAPs.

Figure 6.1-2 Process Design & Improvement
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need for improvement.
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goals measures,
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stakeholders,
and pilot.

Develop the
process, review
with stakeholders
and pilot.

- Communicale process to all stakeholders
) f and implement process

Adjﬁ.st ;-vr.oces.-s based on results and evaluation.
Develop improvements and determine need for
, further PDSA or to expand full implementation

6.1b (3) Program, Service, and Process Improvement

SLT has a systematic process for improving work
processes to increase student learning, improve educational
programs and performance, enhance Core Competencies,
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and reduce variability. The Chief of Staff and Director of
Marketing and the CFO and Director of Operations are the
process owners for improving work processes. When a work
process is improved, the process owner first determines what
components ol the work process require improvement. For

example, during the FYI5 cycle of learning®, it was
determined that our Human Resources Management System
was antiquated and prevented us from oblaining real-time
actiopable improvement data. In FY 16, a budget priority was
the purchasing of a cloud- based Human Resources Information
System (HRIS). Next, input was obtained from stakeholders
regarding the requirements of the system. Potential sysiems
were researched, looking first at HRIS that MBNQA recipients
ulilized. A system was selected matching requirements to our
budget, and a plan for deployment was created. Process owners
evaluate deployment for effectiveness through HRIS utilization
and other feedback. Work processes are reviewed annually
during the beginning of the budget cycle to determine if they
should be completed internally or outsourced. Cost
effectiveness, regulatory compliance, skills, resources, and
staffing levels are assessed to determine if our workforce should
be utilized for these processes or if contract services should be
sought. For instance, contract services are used for custodial
work due to cost effectivencss and the difficulty in finding
workforce members willing to do the work.

6.1¢ Supply-Chain Management

TCT has a systematic process for managing our supply
chain. The CFO and Director of Operations is the process
owner for Supply Chain Management. She ultimately selects
the suppliers that are qualified to meet operational needs and
enhance performance of studemts and other customers’
satisfaction. When a supplier is selected, first the requirements
are determined by listening to the Voice of the Customer,
identifying Certification and Compliance Requirements along
with cost containment objectives. Then she determines the most
appropriatc  supplier that meets our needs. Due o the
specialized nature of our education service offerings, many of
our suppliers are the sole provider of the required product or
service. Next, we measure and evaluate suppliers’ performance
by analyzing costs and whether requirements were satisfied.
Improvement feedback is provided to suppliers through
Workgroup Directors and the Business Office. When feasible,
poorly performing supplicrs are no longer utilized. During
FY15 cycles of learnings®, our CFO instituted an innovative
purchasing solution for our workforce members. A Purchasing
Card (PCard) is a type of commercial card that allows TCT 1o
take advantage of the existing credit card infrastructure 10 make
electronic payments for a variety of expenses. Overall, P-Cards
streamline the procure-1o-pay process, allowing us to procure
goods and services in a timely manner, reduce transaction costs,
track expenses, and redirect staff in the business office.

6.1d Innovation Management

Innovation is pursued through TCT’s systematic
Innovation Management System which begins by creating a
culture of trust (Figure 6.1-3). Innovation generation
originates from 3 key sources: SPP, BI Process, or from a call
to action. Calls to action are initiated by SLT and are wypically
announced by the Superintendent/CEO. For example, our most
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recent FY17 call 1o action originated because our Local
Controllable Revenue Major Initiative was in jeopardy. Our
Superintendent/CEO challenged all workforce to directly send
him innovative ideas that would generate immediate revenue,
Financial and other resources are made available for innovation
as part of our SPP. The LT February Retreat purposefully
occurs before the budgeting process begins in April. This
timing allows budgeting priorities for innovation to be
established.

Figure 6.1-3 Innovation Management System

Create Culture of Trust that supports ingovation
and risk taking

; Openly share hnowledge - Dashboards, Vision 20
progress, KPM results, VOC, financial results,
employee capacity and capability, and
environmental can information
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. Innovation Generation sources SPP (Figure 2.1-1)
f BI Process (Figure 2.1-3), or in response
toa call to action
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E Design nnfl_ peploy

integrate and Monitor

6.2 Operational Effectiveness
6.2a Process Efficiency and Effectiveness

Cost control begins with the budget process in early
spring with workgroup members submitting budget
requests to the appropriate LT member, Budget meetings are
held at the departmental level to clarify and quantify budget
request amounts before submission to the CFO. Workgroup
directors develop their budgets as part of the WG POE process.
After all deparnimental requests are received, the CFO compiles
a preliminary draft for SLT to review and compare to projected
revenue. Some value engineering may be necessary to keep
requests in line with expected revenue, The Superiniendent/
CEO and CFQ then make a final budget to submit to the BOE
for approval. Overall costs are controlled by reviewing the
budget with income and expense reports on a monthly basis
with the BOE, with the workforce at monthly Superintendent’s
Forums, and with workgroups as warranted.

Each director is responsible for their workgroup budget, and
they must approve any purchases made by the workforce
members that they supervise. Cycle time, productivity,
efficiency, and effectiveness are incorporated using the
software system Trends. Trends is a school accounting and
administrative package composed of Purchase Orders,
Requisitions, Checks, Payments, Vendors, Payroll, Financial &
Payroll Reporting, Budgeting, Inventory, & Activity Fund.
Before Trends, TCT used a paper purchasing approval system.
In addition to the workgroup director, the Superintendent/CEO
and the BOE must approve all purchase orders. Preliminary
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audits are accomplished throughout the year to minimize the
negative impact of the official audit and for regulatory
compliance. The Business Office completes annual internal
audits of live work accounts to ensure a favorable opinion by
our outside auditing firm. Outside services for auditors,
cuslodial work, HVAC chiller maintenance, and other services
are usually quoted every three years to verify TCT is getting the
best value for these services.

6.2b Management of Information Systems
6.2b (1) Reliability

Information systems reliability is ensured based on 5
factors: Security, confidentiality, privacy, processing
integrity, and availability. Security procedures restrict access
to authorized users only and are fully discussed in 6.2b (2). By
restricting access, the confidentiality of sensitive student, other
customer, supplier, stakeholder, and workforce information is
protected by resiricting access, the privacy of personal
identilying information is protected. Security procedures
provide for processing integrity by preventing submission of
unauthorized or fictitious transactions as well as preventing
unauthorized changes to siored data or programs. Security
procedures also protect against a varicty of attacks such as
viruses and worms, thereby ensuring that the system is available
when needed. Electronic and other data and information are
managed to ensure their accuracy, validity, integrity, and
reliability. An annual exiernal audit ensures the accuracy of
financial data and detailed financial statements are reviewed
monthly by the BOE. Additionally, monthly financial updates
are provided to the entire stall at Superintendent’s Forum.
KPMs arc updated in real time and are available to the
workforce via our dashboard. These updates are also shared by
the 00Q and reviewed monthly by the LT and the BOE so that
midcourse adjustments can be made to support the achicvement
of goals that may be in jeopardy. Local electronic data are
backed up regularly, while data hosted off-site are backed up
daily to multiple secure storage locations by the appropriate
vendor.

6.2b (2) Security and Cybersecurity

TCT ensures the security of sensitive or privileged data
and information through access rights, systems security,
and cyber security practices. Access to sensitive or privileged
data such as email archives, student and other customer records,
employee files, and financial transactions is granted o
employees based upon their role in the organization.
Cybersecurity and other data and information sccurity are
managed to ensure conflidentiality and appropriate access.
Access is tiered, granting enough rights as nceded to perform
cach job description. For example, Human Resources records
are kept both in paper form and electronically and are accessible
by the HR Workgroup and Chief of Staff. Electronic data access
is granted via username and passwords, and best industry
practices are applied to abide by all applicable state and federal
laws 1o maintain security and confidentiality. We take great
care to oversee the cybersecurity of information systems.
Backups, firewalls, antivirus software, web filtering, and
restricted physical access support electronic security. Electronic
transactions are logged and reviewed as needed. Industry
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lcaders for off-site vendors are utilized, ensuring best practices
for data security and integrity. TCT outsources its data storage,
web filtering, and antivirus protection to industry leaders in
these areas, leveraging these partners’ Core Competencies. The
IT department monitors industry leaders’ message boards to
remain apprised of emerging and evolving cybersecurity threats
and follows industry recommendations on how (o best mitigate
against those. Redundant cloud and offsite data storage allows
for quick recovery from polential breaches. Strict web filtering,
clectronic transaction logs, and monitoring prolects and notilies
IT to potential threats as they emerge.

6.2¢ Safety and Emergency Preparedness
6.2c (1) Safety

To provide a safe operating environment, TCT, in
compliance with the NIMS, SDE, and TCT BOE regulations
has developed a comprehensive Crisis Management Plan.
Safety factors and key measures are included in Figure 6.2-
1. The comprehensive Crisis Management Plan follows the
National Incident Management System (NIMS) and details
syslematic processes including how to address public concerns.
The SLT process owners for the Plan are the CFO and Director
of Operations and the Chiel of Stafl and Director of Marketing.
This plan establishes systematic procedures to implement {or
several potential crises. The threats facing TCT include natural
disasters, infectious diseases, terrorism, and misguided students
and adults who commit random acts of violence. In a FY 14

cycle of learnings , emphasis was placed on drills for intruder
alert by increasing the frequency of drills.

In addition, the Physical Plant and Human Resources
Workgroups address accident prevention and potential
safety hazards through safety audits and training. The
Physical Plant Workgroup conducts safety audits of areas on
campus lo ensure safety measures are being practiced for the
saflety of TCT workforce members, students, and visitors. If
corrective action is necessary (i.e., lighting conditions) and
requiring a work order is submitied and the issue is correcied.
In addition, preventative safety training occurs using our HRIS
Halogen. Through Halogen, safety training is assigned aligned
with the job description of the workforce member. Safety
training is delivered online using videos, quick tips, checklists,
planners, and other practical learning tools. In the event an
accident or incident occurs, TCT documents it using the
Accident/Incident Reporting Form located on the Intranet.
After an incident is reported, the CFO and Director of
Operations conducts a root-cause analysis of failures and
addresses recovery endeavors. The lindings of her analysis and
recovery are reported to SLT and LT.

6.2¢ (2) Emergency Preparedness

TCT ensures that our organization is prepared for
disasters or emergencies through emergency preparedness
processes including fire, tornado, and intruder drills with
students and the workforce. The SLT Process Owner for
Emergency Preparedness is the CFO and Director of
Operations. Any visitors on campus participate in these drills
along with the students and the workforce. Evacuation drills on
bus routes are also conducted each semester under SDE
guidelines. TCT is also fully engaged in the NIMS accreditation
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process with a Crisis Team in place, and all SLT and LT are
trained in the appropriate NIMS modules. All workforce have
been trained in NIMS 100 and 700, and a Crisis Team has been
trained in NIMS 100, 200, 300, 400, and 700. A Hazardous
Mitigation Plan was developed for the school by Flannigan and
Associates to identify action steps for disaster prevention. In
addition, the Business Office and the Physical Plant director
have worked with property insurance representatives to update
the physical assets inventory with replacement cost for
buildings and contents. Technology systems are continued to
be secure and available to serve students, other customers,
and organizational needs through outsourcing its data and
information storage to industry leaders in cloud
storage. Most organizational data are available remotely
allowing off-site continuity of operations in the event of local
emergency. In the event of localized classroom emergency,
TCT has several redundant computer labs available on campus
to allow for seamless transition of lemporary classroom
relocation.

Figure 6.2-1 Safety Factors and Key Measures

Factor Key Measures || Figure
Accessibility OSHA Compliance 7.4-9
IDEA Compliance
Fitness Facility Usage 7.1-22
Health Employee CPR Training Compliance | and 7.3-
Employee BBP Training Compliance 6
NIMS Cerified SLT
Comprehensive Crisis Plan
Safety Electronic Notification System 7.1-22
Number of Security Cameras
Number of Security Panels
Contract with Off Duty Police
Officers
Emergency Drill Compliance
Security Number of Drills Conducted 7.1-22

Canine Drug Sweeps
Classroom with Emergency

Information
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7.1 - Student Learning and Customer Service Results
7.1 a — Student Learning Results

TCT's mission is to provide superior training and its vision
is to inspire life changing learning experiences. To measure
operational success in achieving our mission, TCT defines
and monitors Key Performance Measures. Four of these Key
Performance Measures relate to student learning and
customer  service  outcomes:  completion/retention,
placement, adult graduate average wage, and high school
continuing education percentage.

Completion/Retention Rate:

TCT is a leader in Completion/retention rate.
Completion/retention measures the percentage of students
annually who graduate from or continue enrollment in their
program at TCT. TCT has held the top Oklahoma Career
Tech completion/retention rate in five of the last six years.
National comparison data is drawn from the Integrated
Postsecondary Education Data System. Provided by the
National Center for Education Statistics, this is the most
comprehensive source of national data available. TCT’s
completion/ retention is consistently in the top quartile
nationally, the most stringent benchmark available. State
comparison measures come from the Oklahoma Department
of Career and Technology Education (ODCTE). Results are
reported for the entire organization (7.1-1), segmented by
student type (7.1-2 and 7.1-3), and by program pathway
{7.1-4).

i Figure 7.1-1 - TCT
Completion/Retention
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' Figure 7.1-2 - HS
___Completion/Retention
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f Figure 7.1-3 - Adult
Completion/Retention
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Pathway 4 ;
Construction 96% 96% 94% |
Printing 96% 100% 89%
General Management 84% 95% %
Accouating 90% 90% 100%
Therapeutic Services 89% 98% 94% |
Restaurant Food & Beverage 100% 97% | 88% |
Early Childhood Development 100% 9% | 9%
Personat Care Services 98% 100% | 9%%
Network Sysiems 100% 96% 97%
Maintenance, [nstallation & Repair | 97% 86% 91%
i Production 00% | 93% | 90% |
B Marketing 100% 96% 95%
| Enginecring 100% 90% 95%
Science and Math 95% 84% 4%
8 Automotive Collision 93% 96% 96% |
Automotive Service 84% 80% | B2%

Student Placement Rates:

Another important student learning result (and a TCT
KPM) is placement of graduates reported in Figures 7.1-5
through 7.1-8. Placement measures the percentage of
graduates employed in their field of training or continuing
education after graduation. Favorable placement rates
confirm the effectiveness of student learning as graduates
are able to secure employment or continue schooling.
TCT’s total student placement rate meets or exceeds top
decile state comparison in five of the past six years. Results
are reported for all graduates (7.1-5), adult graduates (7.1-6),
high school graduates (7.1-7), and by pathway (7.1-8).

f Figure 7.1-5 - Student Positive
Placement
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96%
94%
92%
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88%
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' Figure 7.1-6 Aduft Positive Placement
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' Figure 7.1-7 - HS Positive Placement
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Figure 7.1-8 — Placement hy Pathway

_ Pathway  [FY14 [FYIS [

Construction 89% 94% 100%

Printing 80% 83% 100%

- General Manapement 9% 92% 100%
~_Accounting_ | 100% | 100% | 100% |
Therapeutic Services 94% 93% 94% |

___Restaurant Foed & Beverage 94% 100% 91%

Early Childhood Development 92% 80% 21%

Personal Care Services 2% 92% 81%
Network Systems | B2% | B5% | 100% |

Maintenance, Installation & Repair | 100% 100% 88%

Praduction 85% | 62% 94%

Marketing 100% 100% 100%

i Engineering 180% 100% 100%

Science and Math 100% 100% 100%

Automotive Collision 63% 64% | 8%
Automotive Service 61% T% | 58% |

Average Wage;

Another student learning KPM is average adult graduate
wage (Figure 7.1-9). TCT provides adult students the
training they need to obtain employment. Favorable trends
in adult graduate average wage confirm the effectiveness of
TCT’s training and the extent of student learning. Adult
graduates of TCT make more than the average ODCTE
graduate. TCT's adult graduate average wage since FY1I
has outpaced national and state wage growth. National and
state comparison data (US and state median income) are
taken from the Bureau of Labor Statistics.
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4 Figure 7.1-9 - Adult Graduate Average
Wage
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High School Continuing Education Percentage:

Another student learning Key Performance Measure is the
percentage of TCT high school graduates that choose to
continue their education. Historically, technical and
vocational education’s mission was to prepare all students
for immediate career opportunities. In response to the
changing work environment and as the result of a cycle of
learning, TCT has redefined its mission regarding high
school students. TCT works to provide superior training that
will prepare high school program graduates for further
training in coltege or adult technical school. Figure 7.1-10
reports these levels for TCT.

Figure 7.1-10 - HS Graduates
Continuing Education

*

70%
65%
60%
55%
FY11 FY12 FYI3 FYI4 FYI5S FYle

ETCT E0ODCTE Average

Foundation Support:

At TCT, our mission is lo provide superior training and
deliver life changing learning experiences. No process
contributes to this mission more than the Tri County Tech
Foundation (TCTF). As a cycle of learning, the TCTF was
identified for growth as a means 1o ensure no student at TCT
gives up their career dreams due to financial hardship. As a
result, student financial support by the TCTF has increased
to over $150,000 annually. Student assistance is distributed
in the form of tuition and scholarships, emergency
assistance (gas cards, money for electric bills, etc.), and a
food bank that provides in-class food for hungry students.
Figure 7.1-11 displays the amount of assistance the
Foundation has provided TCT students in recent years.
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f]“ Figure 7.1-11- Foundation Student

Support
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I
$120,000 i
|
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BTCT Foundation

Programs with National Certification:

increasing national program certifications provide a level
of assurance that our programs are fulfilling TCT’s mission
of providing superior training to our students. All TCT
programs are certified to operate by the ODCTE. TCT
chooses to pursue additional national certifications
voluntarily. This illustrates TCT's dedication to providing
superior training because it goes above and beyond
compliance only to improve student training. Because this is
primarily a TCT measure, there are no relevant comparisons
to report. As such, Figure 7.1-12 only reports KPM levels.

Figure 7.1-12 - Programs with

14 National Certification

u
R0%%
T0% =5
60% —
50%

40% =
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E Programs with National Certification

Student Services:

TCT maintains a workgroup whose mission is student
service, the Student Services workgroup. Student Services
engages in a variety of unique processes. One of these
student services is contracting with an outside trainer to
offer an ACT workshop for TCT students annually. Student
Services also helps TCT students apply for, pay dues, and
be inducted into the National Technical Honor Society.
Student Services helps students who qualify for national
Career Tech Student Organization contests travel to and pay
for attendance. In FY!7 Student Services took on the task
of reducing our student dropout rate. Even with the highest
completion/retention rates in the state, TCT doesn’t want
any of its students dropping out of programs. Through this
deliberate attention our student dropout numbers are lower
this year than in the past. Figure 7.1-13 highlights some of
the student support practices.
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Figure 7.1-13 — Student Senices Processes
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TCTW Survey Measures:

As mentioned previously, TCT's mission in high school
programs is to prepare students for further training,
primarily college or adult technical school. The Tech
Centers That Work student survey, administered every other
year, measures student perceptions related to ten indicators
related to improving college readiness. Although each of the
ten indicators could theoretically be reported as student
service measures, four in particular give insight into TCT's
levels of student service: high expectations, quality extra
help, guidance (mentoring and advisement), and numeracy
(integration of math into non-math coursework). Each of
these practices measure commitment to student support
beyond standard instruction. Owur most recent data are from
FY14. We are currently waiting on updated survey measures
for the FYI6 test administration. Figures 7.1-14 through
7.1-17 report student survey levels. Each chart displays
TCT's levels, the average level of all participating schools,
and the strictest benchmark reported high scoring sites
average. Segmentation data due to the nature of the test
administration is not valid as a unit of analysis.

‘- Figure 7.1-14- TCTW Survey - High

e _ Expectations
40%
20% f—
(1]
FYO8 FYI0 FY12 FYi4
mTCT " Average  weessO3rd P TCTW
[P, Ciaaics s i il
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‘-Figure 7.1-15- TCTW Survey - Quality
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: 3 Figure 7.1-16- TCTW Survey -
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‘.. Figure 7.1-17- TCTW Survey -
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7.1b (1) = Work Process Effectiveness Results

Performance improvement is deployed across TCT and is
not limited to student learning. In the following section,
results for important measurements for internal support
processes are presented. For additional process effectiveness
results shown elsewhere in the application, please refer to

Figure 6.1-1.

Physical Plant Effectiveness and Efficiency:

TCT's Physical Plant and Technology Workgroups are
committed to improving effectiveness and efficiency.
Ensuring facilities and technology are operational are these
departments’ contribution to fulfilling our mission of
providing superior training. Multiple cycles of learning
have resulted recently in the establishment of three measures
to evaluate the effectiveness of both workgroup’s processes:
workgroup ticket response time, number of tickets closed
per year, and workgroup ticket resolution cycle time.

Physical Plant response time is reported in figure 7.1-18,

Category 7-Resuits

l_ Figure 7.1-18 - Physical Plant
Response Time (Hours)
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Bright ldeas:

The Bright Ideas (BIl) process at TCT is the vehicle for the
school’s most visible process improvements as discussed in
2.1a(2). Workforce members are encouraged to submit ideas
to improve process effectiveness or efficiency. A committee
reviews ideas monthly and chooses which to forward to
SLT. SLT discusses and selects which Bls to implement.
When the Bl process was established, there was an initial
rush of ideas. After the first year, the Bl implementation
percentage slipped, and after four years the number
submitted dropped. When our CEO/Superintendent
challenged TCT educators to submit revenue-generating Bls
in FY16, the response was overwhelming. The following
charts show the number of Bls implemented (Figure 7.1-19),
implementation percentage (Figure 7.1-20), and number of
Bls submitted (Figure 7.1-21).

f Figure 7.1-19 - Bright Ideas
Implemented
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Figure 7.1-20 - Bright Ideas
ﬁ implementation Percentage
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f Figure 7.1-21 - Bright [deas Submitted
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7.1 b(2) — Safety and Emergency Preparedness

TCT has improved levels and trends related to emergency

preparedness.

This focus includes improving drill time,

resource officer coverage on campus, and the number of

cameras, security panels,

and

automated

external

defibrillators (AED). Emergency preparedness results are

reported in Figure 7.1-22,

g L1 -~ [ F¥13B FVl4 | FYI5 | EVI6
Number of Drills ERIENEEREN
Fire Drilt Evacuation Time wa | na | 238 | 254 |
Tornado Drill Secured Time wa n/a 2:4] 2:31
Untimed [ntruder Drilt Yes Yes Yes Yes
[ Employee CPR Compliance Met Met Met Met
" Employee BBP Compliance | 100% | 100% | 100% | 100%
i Canine Drug Sweeps 24 24 24 24
Resource Officer Coverage Yes Yes Yes Yes
Emergency Supply Kit 0% 0% 100% | 100%
Security Cameras | 2 2 8
Number of Security Panels a2 23 23 ..-'!; i
T Classruulms with Emcrgcncy 100% | 100% | 100% | 100%
| nformation |
Instructors ﬁz::!';_f:a:?oﬁhild Abuse 100% | 100% | 100% | 100%
Safety Commuittee Audit Met Met Met Met
Comprehensive Crisis Plan Yes Yes Yes Yes
Electronic Noliﬁcati«-m System T Yes | Yes [ Yes 1 Yes .

7.1 ¢ — Supply Chain

TCT is proactive in evaluating the effectiveness of supply
chain partners on an ongoing basis. Criteria used in
evaluation include meeting supply chain requirements
specific to each supplier, overall cost containment, and role
in innovation where appropriate. Figure P.1.7 details the
specifics of this evaluation for each supplier, and Figure 7.1-
23 reports levels of supply chain requirements met by key

suppliers.

Category 7- Resuits

-~ | FYl4 |FYIS | FY16
Students via Partner Schools 100% 100% 100%
Electricity via AEP/PSO 100% 100% I 100%

— — g -pr + "
Natural Gas via Constellation 100% 100% 100%
Cleaning Services Spencer Management 100% 100% | 100%
Computer and Software Suppliers 100% | 100% L 100%
Active Leaming Classroom Spaces via 100% e | 100%

Steelcase b |

7.2 — Customer-Focused Results
7.2 a.(1) - Student & Other Customer Satisfaction
Full-time Student Satisfaction Surveys:

Student satisfaction is of primary importance to TCT’s
mission since we are a school of choice. If we aren’t
satisfying current students, we could lose future enrollments
in our programs. In recent years TCT has focused on
improving student satisfaction by focusing on areas of
improvement identified through the student satisfaction
impressive.
satisfaction has improved from 78% in FY15 to 85% in FY
17. Figures 7.2-1 and 7.2-7 display full time student
satisfaction levels overall. Figures 7.2-2 through 7.2-6
display satisfaction level for individual questions. Results

surveys. The results have been

are segmented by student type.

*

Figure 7.2-1- Instructor prepared /

Overall
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Figure 7.2-2- Instructor communicates
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ﬂ Figure 7.2-3- Instructor answers all
questions
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ﬁ; Figure 7.2-4- [ustructor demonstrates
thorough knowledge
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‘E]* Figure 7.2.5- 1 have learned the
objectives in this course
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f Figure 7.2-6 Average of all questions
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Categery 7-Results

Fi igure 7 2.7 Student Satisfaction by Program
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ECE 902% | 878% 88 8%
ENG 71.5% B10% 826%
GCT T36% 78.4% 84.4%
LPN 773% 78 8% 81.7%
MKT 80.8% 80.4% 92 5%
NET 86 4% 92 6% 87.4%
NRS 57.4% 79 3% 80 8%
PMO 913% 897% | 93%% |

Other Customer Satisfaction:

TCT is currently in year one of a new initiative to
standardize the collection of satisfaction data for customers
and stakeholders other than our full time program students.
Other customer and stakeholder satisfaction is now
measured through the use of Net Promoter Score. The Office
of Quality has assumed responsibility of distribution and
reporting of results for all customer and stakeholder
satisfaction. Figure 7.2-8 identifies the other customer and
stakeholder groups surveyed this year.

Figure 7.2-8 — Other Customer and Stakeholder

Satisfaction Collected th rou h new

Community Education
The Strategy Center No No Yes
Event Services No No Yes
Employers | No ! No Yes
Aumi | Ne | Ne | Ye

7.2 a — Student and Other Customer Dissatisfaction

TCT is responsive to the concerns of our students and
other customers as discussed in 3.1(b)l. To fulfill our
mission of providing superior training, we recognize that we
must work to minimize dissatisfaction amongst students,
The following figures display recent levels of student
dissatisfaction in full-time programs as reported through full
time student satisfaction surveys. Much of the analysis of
dissatisfaction that full time program students report is
focused on the open ended comments students provide. All
comments are forwarded to the appropriate personnel to
address dissatisfaction. Analysis also includes reviewing
dissatisfaction reported on all questions (overall) and on
questions regarding instructor and engagement levels.
Figure 7.2-9 displays the percentage of students who
selected either “Disagree” or “Strongly Disagree.” Figure
7.2-10 displays the percentage of students who selected
“Strongly Disagree.”
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‘ Figure 7.2-9- Student Survey

20% Dissatisfaction
15%
10% i
o | .

FYI5 FYl6 FYI17
mOverall ®Instructor  ® Engagement

{!' Figure 7.2-10- Strong Student Survey

Dissatisfaction

FY13 FYl6 FY17
IOw.rnII B [nstructor nEngngcm_em

sl Folie i phy B L e S Lt

For other customers satisfaction is collected using the Net
Promoter Score methodology. NPS considers anyone who
rates their willingness to recommend TCT as a six or lower
{on a scale of one 1o ten) a detractor. Figure 7.2-11 reports
detractor levels for Community Education, The Strategy
Center, Hospitality and Event Services.

rlfrure 7.2- 1 I S Other Customer detractor percentage

e “._,.:H FY.16
Community Education 6.0%
The Strategy Center 5.0%
Event Services 20%

7.2 a.(2) — Student & Other Customer Engagement
Survey Results:

To provide superior training, TCT faculty work 1o provide
engaging educational experiences. One way TCT measures
student engagement is by asking full time students directly
to report the level of engagement they experience with their
instructor presentations and class activities as part of their
full time student satisfaction survey. Figures 7.2-12 and 7.2-
13 report these engagement levels.

' Figure 7.2-12- Class activites are
engaging
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ﬁ. Figure 7.2-13- Instructor presentations
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Facebook and Other Social Media:

TCT has worked proactively to improve our marketing
reach through our presence on social media. This work has
been successful as the following measures show.
Historically, Facebook data has provided the majority of
measurements regarding reach and engagement. Figure 7.2-
14 displays total and new Facebook Likes per year. Figures
7.2-15 and 7.2-16 display various page and post, reach, and
engagement measures. Currently, TCT as a cycle of
learning has worked to improve the quality and return on
investment of its marketing reach and how it is monitored.
TCT currently monitors total clicks, click through rate,
average cost per click, conversion rate, and total dollars
spent, related to the relatively new use of Facebook ads,
Google paid search, and Google banner ads. Figure 7.2-17
illustrates the implementation of these new strategies.

ﬂ Figure 7,2.14 - Facebook Likes
4,000

3,000
2,000
1,000
0
& o h
FESTILFSE *,;@

—t—Total ——New

Eiaal ¥ oy - g " g . g

- || FY14  EY15 | EY16 |FY1T

Daily Likes 106 ) | 1.5 296

Daily Engaged Users 35 6’ 53.31 I 6826 121.13

Daily Total Reach 398 5 5929 956 28562

Daily Organic Reoch | 3985 | 5921 | 7977 | 11421
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Figure 7.2-16 - TCT Facebook Post Measures

Total Lifetime Post Consumers 704 | 12419 12428

Average Lifetime Post Consumers | 18.64 213 37.83

_ Tatal Post Impressions « 334776 1 460265 I 538130
Aver;e Post Imp;ssions - 533.08 i 789.48 1 1638 14 |

b - [Fv15 [ FY16 | FY17

Website Y Y Y
Sacial Media Presence Y Y
Facebook Ads Y Y Y
Google Paid Search N N Y
Google Banner Ads N N Y
TCTW Student Survey:

TCT has actively worked to improve student engagement
with not just TCT but education. We use the Tech Centers
That Work (TCTW) student survey as an instrument to
measure these levels of student engagement. Figures 7.2-18
through 7.2-21 report student responses to four survey
questions. These questions ask students if academic content
is present in their technology center projects, the importance
paid to their high school studies, the quality of their
technology center training, and how engaging their science
courses are. In each of these categories, TCT has improved
in the period while exceeding or approaching the most

rigorous national benchmark available. As a reminder, the
TCTIV assessment cycle is every two years, segmentation by
program is not a valid unit of analysis based on testing

characteristics, and FY14 is the latest available data.

"‘ Figure 7.2-18- TCTW Survey -
Academic Content
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ﬁ Figure 7.2-19- TCTW Survey - High
School Importance

60%
45%
30%
15% [
0%
FY 08 FYI10 FY12 FY14
0 e A VR ; 3rd P TH

f Figure 7.2-20- TCTW Survey - Quality

Career Tech Studies
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' Figure 7.2-21- TCTW Survey -
Engaging Science
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1.3 — Workforce-Focused Results
7.3.1 = Workforce Capability and Capacity
StafT Licensure and Certification:

One way TCT measures staff capabilities is through the
percentage of workforce with nationally recognized
licensure and certification and bachelor’s degrees. As a
result, TCT maintains a highly qualified workforce capable
of fulfilling the mission of providing superior training.
These two measures are tracked as annual KPMs. Figures
7.3-1 and 7.3-2 display these KPMs,

ﬂ' Figure 7.3-1 - Staff
Licensure/Certification
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Figure 7.3-2 - Staff with Bachelor's
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Staffing Levels:

In a very difficult financial environment that includes
reductions in state educational aid, TCT has worked
proactively to not only retain staff, but to expand
workgroups and maintain student support without adding
new posilions. This has resulted in productivity gains. The
easiest way to quantify this is by evaluating total enroliment
and [ocal controllable revenue (LCR) sources per employee.
Those results are reported in Figure 7.3-3.

Measures - EY14 FY15 | FY16
Staff Members 97 97 95 |
i Enrollment 14634 I67|04 ZW [
[ Enmllmcm! Educalor“- hIMS.O-;_ nlq;i_"u -2-;2—9.;
i - IH{ o M.SI._IST.;I' $1,259,397 | §I, 377054 |
LCR/Educator | SI1726 | $12983 | 514495 ]

Great Place to Work®:

TCT derives many of its most beneficial workgroup
measures from the analysis of the annual Great Place to
Work® (GPTW) survey which is used to select the
businesses on the Forfune Great Place to Work lists. The
GPTW Institute reviews over 1000 organizations in the
United States annually. Analysis of GPTW measures drive
the focus of most workforce improvement. Of 65 measures
pravided by GPTW in 2016, TCT meets or surpasses the
95" Percentile mark in 63. TCT leadership believes a more
satisfied workforce allows us to more effectively attain our
mission of providing superior training, GPTW figures in this
application report a mix of TCT’s average positive response
levels (TCT), segmentation by workgroup, and the national
90™ (somelimes referenced as 0.9) and 95" percentile.
Figures 7.3-4 and 7.3-5, report positive response levels for
two statements that relate to workforce capacity, specifically
staffing.
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Figure 7.3-4 - GPTW - Mangement
does a good job assigning and
coordinating people
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Figure 7.3-5 - GPTW - Management
hires people who fit in well here
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7.3 a.(2) - Workforce Climate
Workforce Health Indicators:

In FY 14 TCT opened a state-of-the-art fitness center and
hired a full-time fitness and wellness specialist. These
decisions were made to improve workforce health and
satisfaction in increasing accomplishment of our mission.
Health and wellness indicators are shown in Figure 7.3-6.

Fitness Center Attendance 434 O

: FYr_'lFIT:ﬁ;S [Byis

Healthy PD Sessions Offcrcd 2

Flu Shols Admmlslcred 0 32

Group Fitness Offered

Staff Safety:

The GPTW survey asks staff to rate their agreement with a
statement regarding safety (Figure 7.3-7). 100% of TCT
workforce members responded positively putting TCT
above the 95™ percentile.
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f Figure 7.3-7- GPTW - This is a
physically safe place to work
100%
95%
90%
85%
80%
75%
0%

FY14 FY15 FY16
BICT  W90thP  »OShD

TCT reports work related injury and illness as a part of the
annual Statistical survey of Occupational Injuries and
Illness. The following chart, Figure 7.3-8 reports levels of
worklorce safety for the past three years.

Staff Members 97 97 95 |
{ J
T !
Number of injuries 7 3 2 'r
i + 1
Number of illnesses 0 0 0
1 il
Number of recordable cases 5 1 1
[ - + - —- —
Days away from work 49 15 7

Workiorce Benefits:

The annual GPTW survey measures stafT perception as it
relates to benefits. Staff respond to the phrases “we have
special and unique benefits here” and “people are paid fairly
here.” Regarding special and unique benefits, 97% of staff
responded positively to that statement in FY16. When asked
if people are paid fairly, 94% of staff agreed in FY16, up
from 20% in FY 14. In both cases, TCT workforce’s
positive responses exceed the 95™ percentile of participating
companies. Response levels are reported in Figures 7.3-9
and 7.3-10 below.

‘t Figure 7.3-9- GPTW - We have special
and unique benefits here

100% |
95%
920%
85%
80%
75%
0%

FYl4 FYI15 FY16
BTCT  ®90thP  H9SthP

Category 7-Resuits

Figure 7.3-10- GPTW - People are
t paid fairly here
100%

95% -
90%
85%
80%
75%
0%

FY14 FYL3 FY16
BTCT __ ®W90thP__ w95thP

TCT has worked proactively to provide generous benefits
to its workforce. From FY14-FY17, TCT has increased the
number of holiday and vacation days off, maternity leave,
and overall average compensation. Figure 7.3-11 displays a
few of the generous benefits and services TCT workforce
members receive.

~ Process FY14 [FY15  FY16 | FY17
Days of Per Year - Holiday 2 24 24 pL]
Vacation Days Per Year - 10 10 16 16
Days OfY Per Year - Sick 12 12 12 12
 Employer Paid Healthcare | 100% | 100% | 100% | (00% |
Fitness Center Yes Yes Yes Yes
T Maemiyleve | W0 | &0 | & | &
Chuldcare for Staf?’ Yes Yes Yes Yes
| Maomum Tuiten 52500 | $2.500 | 52500 | 52,500 |
reimbursement i ' . '
Avg. Hourly Wage $228k | 3256k | $275k | $280k
Avg, Salaried Wage $53.2k | $54.1k | $579k | $64.06k |
| 403b Retirement Manch 100% | 100% | 100% | 100% |
Paid Hours for. Community g 8 8 8
o Service -

7.3 a(3) - Workforce Engagement
GPTW Workforce Satisfaction:

TCT has improved workforce satisfaction almost
universally while participating in the GPTW program,
resulting in benchmark leadership results in the top decile
nationalily. GPTW reports five broad measures that relate to
various components of workforce satisfaction and
engagement. These are credibility, respect, faimess, pride,
and camaraderie. Figures 7.3-12 through 7.3-16 report levels
of positive response for TCT in each of these categories
segmented by work group. Figure 7.3-17 reports the average
of all indices and Figure 7.3-1B reports the results of a
GPTW workforce satisfaction statement “This is a great
place to work.”
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Legend for GPTW Figures 7.3-12-32 & 7.4-1-7

cpc Chiid Development Center

F Faculty

558 Strategy Center

HRMRKT Human Resources/ Marketing
TsC The Strategy Center

op Operations

i_ Figure 7.3.12 - GPTW - Credibility
Index

100%
95%
90%
85%
80%
5%
0%

FY14 FY15 FY16
m CDC 55 s TSC
e F s HR/MKT — OP

' YT -

' Figure 7.3.13 - GPTW - Respect Index

100%
5%
50%
83%
80%
75%
T0%

' Figure 7.3.14 - GPTW - Fairness Index

100%
95%
90%
85%
80%
5%
70%
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f Figure 7.3.15 - GPTW - Pride Index

100%
95%

' Figure 7.3.16 - GPTW - Camaraderie
Index

160%
95%
90%
85%
80%
75%
70%

FY14 FY15 FYl1e
e CDC . 55 —TS5C
—— F s HR/MKT e OF

' Figure 7.3-18 - GPTW - This is a great
place to work

FY14 FYI5 FY16

s CDC 55  TSC
o F e HR/MKT m OP
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GPTW = Waorklorce Engagement

Figures 7.3-19 through 7.3-22 report levels of workforce
agreement on the GPTW survey with statements that
measure workforce engagement. Again, TCT almost
unanimously registered in the top decile.

Figure 7.3-19 - GPTW - | feel [ make a
difference here

FY1s

F¥1l6
= CDC 85 T8C
¥ o HR/MKT m OF

' Figure 7.3.20 - GPTW - | feel a sense
of prid

100% e .

95% : v 5

90%

85%

80%

75%

70%

FYl6

e TSC
o OP

Figure 7.3-21 - GPTW - | want to
work here a long time

f Figure 7.3-22 - GPTW - There is a
family feeling here

100% X
5% 51 |
90%

85% |
80% ¥ ﬁ

75% I
0%

FYI15 FYl6
s CDC _— SS = TSC
[ 13 e HR/MKT s OP
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Category 7-Results

7.3 a.(4) - Workforce and Leader Development

The annual GPTW survey asks the workforce to agree or
disagree with a statement that illustrates workforce
perception of development. The specific statement is “l am
offered training or development to further myself
professionally.” Figure 7.3-23 illustrates workforce response
rates to this question.

Figure 7.3-23 - GPTW - [ am offered
training or development to further
myself professionally

TCT prides itself on providing workforce and leadership
development to its workforce. This commitment manifests
itself in many ways. Figure 7.3-24 displays leadership and
workforce development data, processes, and events.

Figure 7.3-24 - Leadership and Workforce Development

Percent of Wor!cfurce Receiving Tuition 15% 15% 19%
Reimbursement
Amount of Tuition Reimbursement $21,999 | $31,324 | $37.581
Professional Development Budget $38,079 | $38,827 | $£55319
Tri County University - Adjunct 0 ” 90
Enrollments
Tri County University - Total 0 161 430
Enrollments
DDI Classes Completed Through 0 @ 1012
'Halogen
Internal Promotions 6 4 4
Number of Safety Trainings Required 4 4 4

7.4 — Leadership and Governance Results
74 a - Leadership, Governance,
Responsibility Results
7.4 a.(1) - Leadership

The annual GPTW survey provides measures that establish
workforce perception of leadership. These results almost
universally place TCT's perceptions in the top decile
nationally. The following figures establish levels for
communication (Figures 7.4-1 and 7.4-2), engagement
(Figures 7.4-3 through 7.4-5), vision and values deployment
(Figure 7.4-6), and two-way communication (Figure 7.4-7).

and Societal
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Gategory 7-Results

Figure 7.4-8 reports additional leadership results that relate Figure 7.4-5 - GPTW - Management
to communication and engagement with workforce, ﬁ involves people in decisions regarding
students, and other customers. their job

Figure 7.4-1 - GPTW - Management
keeps me informed about important
issues and changes

Figure 7.4-6 - GPTW - Management
# has a clear view of where the
organization is going and how to get

f Figure 7.4-2 - GPTW - Management
makes its expectations clear

mm CDC S5 = TSC
= F s HR/MKT " OF
90th P

Figure 7.4-3 - [ can ask management
any reasonab_le question and get a " Figure 7.4-7 - GPTW - Mangement is
straight answer approachable, easy to talk with

FY14 FY15 FYl6
mm CDC 5SS s TSC

Figure 7.4-4 - GPTW - Mangement
seeks and responds to suggestions and

Monthly afl workforce Superintendent's Yes Yes Yes
forum
White Bisans nwa;_ded at Superintendent’s Yes Yes Yes
orum [
i3 All workforce meet individually with v I
: s
2 Superintendent
Vision 2020 posted on website Yes Yes Yes
CDCFYM Sgws F?’I‘IS((,: Annual Operational Plan posted on website Yes Yes Yes
_— F — HRIMKT — or Operatianal Plans posted on !Jp Arrows Yes Yes Yes
P. e — B Propram and Workgroup Advisory Boards Yes Yes Yes
Monthly BOE meeting - Yes Yes Yes |
___ Other customer consultations Yes Yes | Yes
Student comment process Yes Yes Yes
E-mail Yes Yes Yes
i Enrollment finalization Yes Yes Yes
Websile Yes Yes Yes
Program visits and tours Yes Yes Yes
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7.4 a.(2) — Governance
7.4 a.(3) — Law, Regulation, and Accreditation

Figure 7.4.9 reports TCT‘s results as they relate to
governance, legal, regulatory, and accreditation measures.

Figure 7.4-9 - Governance, Legal, Regulatory, and
Accreditation Measures

Internal audit significant finding 1 0 0
External audit compliance Yes Yes Yes
IRS audit findings 0 0 0
BOE Mceting minutes showing contract Yes Yes Yes
approval
Pledge of Ethics signed and oath taken by Yes Yes Yes
BOE members
Financial reporting in BOE mecting Yes Yes Yes
SLT Performance Appraisal complete 100% 100% 100%
BOE membcr:vfl??a]:i';:ng BOE self- Yes Yes Yes
Budget published annually in newspaper Yes Yes Y;sm—
" Student Handbook access & signaturc 100% 100% 100%
Internet Conduct Agrecment signed 100% 100% 100%
BOE Policies qvnilnble on Intranet and in Yes Yes Yes
Superintendent's Office
Program specific agreements Yes Yes Yes
Non-kickback affidavit signed 100% 100% 100%
OSHA compliance Yes Yes Yes
IDEA compliance Yes Yes Yes
| ODCTE accreditation met Yes Yes Yes
SDE accreditation met Yes Yes Yes
OSBC accreditation met Yes Yes Yes
ADACDA accreditation met Yes Yes Yes
OBN accreditation met Yes Yes Yes
Eight voluntary accreditations met Yes Yes Yes

7.4 a.(4) — Ethics

The annual GPTW survey measures the perceptions of
educators as it relates to ethical and trustworthy (Figure 7.4-
10) management. These results place workforce perceptions
of ethical leadership in the top 10% nationally.

' Figure 7.4-10- GPTW - Mangement is
honest, ethical

100%
95%
90%
85%
80%
5%
0%

FY16

e TSC
 OF

Figure 7.4-11 reports additional resulis related to the
ethical behavior of management.

Category 7- Resulis

Figure 7.4-11 — Ethics Results

L oty e S =
L&A -

a7

Code of Conduct 100% 100% 100%
_Employes Code of Bhics signed | 100% | 100% | 100% |
Employee Cumulative Loyalty signed 100% 100% 100%

Employce Policy Acknowledgement signed | 100% 100% 100%
Employee Imemc_:t Access Agreement 100% 100% 100%
signed

Employee Consent to Drug Test signed 100% 100% 100%
Employee background check 100% 100% 100%

Employee termination due to ethical breach 0% 0% 0%
% SLT evaluated annually by Supt /CED 1 1o0% | 100% | 100%
Progress Report presented to BOE 100% 100% 100%

?o]" 6pc|1_ mec_ﬁﬁg vi;:'I'n.t’iunsr B 0:'/: i 6% 1' {'):%_ |
# harassment complaints filed 0% 0% | 0%
# of suits filed due to IEP non-compliance 0% 0% 0%

7.4 a.(5) — Society

TCT is proud of the manner in which its work provides
service to our community and society. TCT requires each
educator to donate community service hours annually (for
most, 16 hours) and corporately participates in the United
Way Day of Caring and other external service activities.
However, one of the most impressive measures of societal
improvement come from the administration of the TCT
Foundation as discussed in 1.2¢(1). Figures 7.4-12 and 7.4-
13 report the percentage of workforce who contribute (100%
in FY16) and amount contributed by workforce to the TCT
Foundation. Figure 7.4-14 reports workforce agreement with
a GPTW statement related to societal well-being, and Figure
7.4-15 reports additional societal improvement measures

including recent key Physical Plant efforts toward
conservation.
Figure 7.4-12 - Workforce
Contributing to Foundation
100%
90%
80%
0% | —
FYt4 FY15 FYl6
= Percent

Contributing
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ﬁ Figure 7.4-13 - Workforce
Contribution to Foundation

H

$60,000 |

$40,000

$20,000

50

FYl4 FY15 FYl6
u Annual Contributions

Figure 7.4-14 - GPTW I feel good
about the ways we contribute to the
community

EY13 | FY14 | FY15 | EY16

% of Workforce
g"r""“"_‘g 100% | 100% | 100% 100%
ommunity
. Service | ] 1
% of Workforce
CM"“""S 100% | 100% | 100% | 100%
ommunity
Service Goal
Scholarships
Amount $40,000 | $60,000 | $92,500 | $152.450
Awarded
Number of Non-
Profits Using 9 7 40 54
Event Service
Number of Water
Bottle Filling 0 2
Stations |
Environmental [
Controls for Heat Yes Yes Yes Yes
and Air |
Number of LED |
Lights Added |

1
T
T

(%)
o0

7.4 b — Strategy Implementation Results
Vision 2020:

TCT’s strategic plan Vision 2020 consists of 29 goals,
four of which are considered major, to be completed by the
year 2020. Achievement of our goals will position TCT as a
regional and national role model for career tech and
secondary education. TCT has met 18 of 29 goals with four
years remaining. Figures 7.4-16 details the completion
percentage of Vision 2020 goals by Core Competency.

48
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h;zurc 7 4 16 Yision 2020 Rcsu[ts

Inslruclmna] )
and Leaming 17% 33% 50% 50% 50%
Excellence

Economic/
Community 33% 33% 33% 33% 50%
Development ‘

. Effectiveness |

Fiscal and
Operation 60% 0% T0% 80% 80%

Employec
Bevelopment/ | 29% 43% 5% 57% %
Well-Being |

Annual Operational Plan:

During each summer’s Leadership Retreat, LT sets annual
performance targels, or KPMs. These targels or goals
become TCT’s annual OP. Successfully meeting or
exceeding OP poals becomes a factor in workforce
performance pay. Figure 7.4-17, reports annual success in
meeting or exceeding OP goals. Figure 7.4-18 reports levels
for each KPM historically.

Figure 7.4- 17 Operational Plan Results

lnstructlonal and
learning 100% 100% 100% 33% 100%
excellence

Economic
/Community 100% 100% 100% 5% 100%
Development

Fiscal and
aperational 100% 100% 100% 100% 100%
ciffectiveness

Employce
development/well- | 100% 100% 100% 5% 100%
being

i Fvis v

Completion/Retention 93% 92% 94% 93%

Graduate licensure and

a,
certification rate Ul L0 0 L

Programs with naticnal 65% 68% 68% 749,

certification

Placement 92% 92% 89% 91%
Staffmeets community | 4000 | 1000 | 100% | 100%

service goal

HS praduates t_:ominulng 68% 65% 60% 4%
education

Adult average wape $1536 | S1440 | $1555 | $17.18

Budpet spent on direct 64% 63% 63% 64%
classroom support

Total enrollment 13,628 | 14,634 | 16,604 | 21,184

Employee retentien rate 94% 94% 90% 95%

Staff meets professional

100% 100% 100% 100%
development goal

StafT with national

certification/licensure el e S Rl

Slnﬂ‘ mth a Bachelor 5 62% 64% 65% |_ 66%
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Figure 7.4-19 reports examples of intelligent risks
undertaken at TCT,
Figure 7.4-19 — Key Intelligent Risk and Innovations

Eliminate Federal Funding N Y Y | ¥
Flex Programs N N _+ Y Y
Office of Quality N il N Y Y

1 - I )
School of Business and N N v v

~ Enwreprencurship |
7.5 = Budgetary, Financial, and Market Results

7.5 a.{1) — Budgetary and Financial Performance
Budgetary Performance:

TCT has enjoyed positive financial resulls in recent years.
This is due to deliberate and insightful decisions made by
SLT. In particular, TCT has been selective regarding which
taxpayer monies to accept, proactive in anlicipating
diminishing state funding levels, and actively increasing
revenue controlled locally. In FY 14 TCT eliminated federal
funding. While federal funds added to revenue, they also
added locally funded expenditures. TCT was able to maich
revenue losses of federal funding with commiserate
expenditure cuts as a result of eliminating inefficient federal
programs. Figures 7.5-1 and 7.5-2 show general budget data.
Revenue over the period shown is up 26%. Local revenue
over this period is up 35%. Because TCT is a non-profit
organization, expenditures match revenues annually.

Fund Balance

A cost-containment measure at TCT is the school’s fund
balance. This revenue is critical to insure adequate cash flow
. Much of TCT’s funding comes from local property tax
revenues received mid fiscal year. Technology Centers are
allowed to carry forward funds from the previous fiscal year
to bridge the gap. Anticipating state funding reductions,
TCT used an increased fund balance as a means to protect
against deep cuts in aid. The success of increasing fund
balance is the result of collectively scrutinizing
expenditures, being deliberate with staffing, and increasing
resources devoted to local revenue generation, while never
cutting guality or quantity of service to our community.
Figure 7.5-3 displays TCT's fund balance level historically.
TCT’s fund balance is up 80% and a million dollars over the
period shown.

L |

Figure 7.5.1 - Revenue
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Categery 7-Results

Figure 7.5.2 - Expenditures
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ﬁ Figure 7.5.3 - Fund Balance
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H Fund balance

Local Controllable Revenue:

TCT has focused on increasing local funding and revenue
to further offset reductions in state and federal funding. [n
recent years, the school has rebranded and relaunched
existing offerings (The Strategy Center and Community
Education) while deploying a brand new adult education
offering (Flex). Figure 7.5-4 shows the amount of local
coatrollable revenue realized in the past four years. In total,
local controllable revenue is up 26% and more than
$300,000 over the past four years. Figures 7.5-5 through
7.5-8 show the revenues of the four workgroups that
generate the majority of local controllable revenue.

ﬁ Figure 7.5.4 - LCR

1.500.000
1.000.000 —
500,000 —
0 — ree
FYI4 FY15 FYl6 FYI7(P)
# Business Chitdcare 8 Cul / Hosp
_ mFaculty mStudent Services mTSC
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ﬁ Figure 7.5.5 - CDC Revenue
400,000
300,000 | [
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Figure 7.5.6 - Culinary / Hospitality

ﬁ Revenue
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' Figure 7.5.7 - Student Services
Revenue
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ﬁ Figure 7.5.8- The Strategy Center
Revenue
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7.5 a.(2) -Market Performance
Increased Market Share:
Enrollments:

For Community Education (CE), The Strategy Center
(TSC), and Event Services (ES), market share is vital to
revenue. In each case market share can be represented by
enrollments/contacts. TCT  has  increased  total
enrollment/contact 140% over the period shown (Figure 7.5-
9). Both Community Education enrollments (Figure 7.5-10)

Category 7-Results

and Strategy Center enrollments (Figure 7.5-11) have
grown. Comparison data for CE and TSC come from
ODCTE data. Because no stale data is maintained regarding
Event Services, its growth is shown with population growth
of the three counties served as comparison (Figure 7.5-12).

f Figure 7.5-9 - Total Customers
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4 Figure 7.5-10 - Community Education
Customers
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Figure 7.5-11 - Strategy Center
' Customers
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' Figure 7.5-12 - Event Services
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