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1. MISSION AND VALUES: 
 
The mission of the South Carolina School for the Deaf and the Blind is to ensure that individuals we serve 
realize maximum success through high quality educational programs, outreach services, and partnerships. 
 
The values of the agency are reflected in the belief statements: 
 
We believe that… 

Human potential is unlimited. 
All creation has worth. 
Higher expectations lead to higher results. 
Learning is a lifelong process. 
The family is the most important element in the life of a human being. 
A healthy society balances rights with responsibilities. 
Embracing diversity strengthens society. 
Change is necessary for growth. 
 

2. KEY STRATEGIC GOALS FOR PRESENT AND FUTURE YEARS:   
 
The Strategic Plan committee has formulated strategies for accomplishing the following goals: 
 
Present 
 
 Develop/implement a plan to embrace programmatic changes and focus on our primary mission. 
 Ensure that staff has the support and training to teach to learner standards. 
 Implement a plan to enhance relationships with families and agencies to improve our public image. 
 Develop/implement a plan to address specialized training needs of staff and families. 
 Develop/expand community-based services to citizens with sensory disabilities. 
 Recruit and retain the highest quality employees. 

 
Future 
 
 Develop and implement a plan that will enhance relationships with families and agencies and improve 

public image. 
 Develop and expand community based services to citizens with sensory disabilities, their families, and the 

professionals who serve them in the state of South Carolina. 
 Develop procedures to ensure the safety and security of our students and staff. 
 Improve the organizational culture in the areas of leadership, decision-making, and communication. 
 Establish and maintain strategies to recruit and retain students. 
 
3. OPPORTUNITIES AND BARRIERS THAT MAY AFFECT THE AGENCY’S SUCCESS IN FULFILLING ITS MISSION 

AND ACHIEVING ITS STRATEGIC GOALS:   
 

Executive Summary 
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Opportunities: 
 
 To more effectively lead/manage as the strategic plan as it serves as a vehicle for a shared vision. 
 To more effectively lead//manage by the measures as the performance measures are identified/shared. 
 To continue to develop professional staff. 
 To make a difference in the lives of the special needs children and families. 
 To partner with others in business and service. 
 
Barriers: 
 
 Declining funds/resources. 
 Increase in the medical complexities of handicapped students. 
 Keeping abreast of rapid changes in technology. 
 Less than adequate computers and assistive technology that is used in instruction and for independent living 

skill development? 
 Increasing number of teachers and staff nearing retirement, with limited pool of applicants to take their 

places. 
 
4. Major Achievements of 2002-2003:   
Programmatic Changes and Mission 
 
 Achieved Palmetto Gold School Award. 
 Palmetto Achievement Academy was established as a research-based elementary program for deaf students. 
 Transition Services Coordinator and duties were identified. 
 Behavioral Services Coordinator and duties were identified and restructured organization of Behavior 

Specialists and Interventionists. 
 Mainstream Program restructured. 
 High School Task Force aligned the high school course offerings with the requirements for graduation for 

both SC diploma and SCSDB Occupational Diploma. 
 Stepping Stones Preschool was established. 
 First Deaf Color Guard Troupe in the USA was established. 
 Pure Enjoyment performance troupe was established. 
 
Teacher Training and Student Outcomes 
 
 Two graduate classes in education technology were offered (40 teachers). 
 One graduate class in Best Practices of Instructions (12 teachers and staff). 
 Training in the following areas was offered:  Academics, After-School Programming, Behavior 

Management, Blindness, Deafness, Early Intervention, Finance/Grants, Leadership and Management, 
Regulations/Legal Issues, Safety, Sign Language Student Employment, Technology, and Transition. 

 Student IEP Portfolios were established and implemented for each student. 
 Teacher Development Needs, Principal Development Needs, and Professional Development Surveys were 

conducted. 
 Three teachers achieved National Board Certification, bringing our total to four. 
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Enhanced Relationships/Families and Agencies 
 
 Seven new school buses were received. 
 Five 1995 model buses were approved to retain on campus for SCSDB use. 
 Video-conferencing equipment was installed for live interaction between school and Outreach Centers 

across the state. 
 Hosted Walker Hall S.C. Historical Society Landmark Conference. 
 Construction began on the new Hughston Hall.  
 Construction begun on the Residential Life building.  
 The Herbert Center Renovation / Phase II proceeded. 
 Capitol Improvements on Walker Hall continued. 
 Two public service announcements generated by TV 7 to be aired statewide. 
 Outreach Vision program was featured in Howe’s Now newsletter for Council of Schools for the Blind. 
 Two Department of Transportation staff received the Heroes Award from the SC Association for Pupil 

Transportation.  They were also recognized in the national School Bus publication. 

Training Staff and Families 
 

 Malcolm Baldrige Criteria Training was provided throughout the year for administrative staff. 
 The Annual Summer Family Program was held at SCSDB for one week. 
 
 Community-based and Outreach Services 
 
 Completed fiscal impact study. 
 Completed customer satisfaction surveys in each program of Outreach. 
 The Instructional Resource Center (IRC) completed the inventory of Braille and large-print books across the 

state / implemented procedures for serving schools around the state. 
 The SC Braille Production Center produced more than 1500 Braille and large-print books. 
 
Recruit and Retain High Quality Employees 
 
 SDSDB intranet added links to Human Resources services and information for staff to access critical 

information expediently. 
 Employee Satisfaction Survey was conducted and analyzed. 
 New Employee Orientation was restructured. 
 Recruitment efforts included job fairs and college centers. 
 Two staff members were elected as officers of the SC Association for the Rehabilitation and Education of 

the Blind and Visually Impaired. 
 
3. How is the accountability report used to improve organization performance: 
 
The Accountability Report will be used in the ongoing training of the administrative and management staff 
toward improved performance in the Baldridge Criteria, managing by the measures concept.  The 
Accountability Report will serve as a basis for various meetings, discussions, and changes.  In becoming a part 
of the annual strategic planning process, the Accountability Report can serve as the instrument, which provides 
the connection between the strategic goals, the mission, performance evaluation, meaning at work, and results.     
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1. NUMBER OF EMPLOYEES:  323 
 
2. OPERATION LOCATIONS: Services are provided to every county in the state. The main campus is in 

Spartanburg, and regional offices are in Charleston, Columbia, Conway, Florence and Rock Hill. 
 
3.  Expenditures/Appropriations: 
 

BASE BUDGET EXPENDITURES AND APPROPRIATIONS 
 01-02 Actual Expenditures 02-03 Actual Expenditures 03-04 Appropriations Act 

Major Budget 
Categories 

Total   
Funds 

General     
Funds 

Total     
Funds 

General      
Funds 

Total       
Funds 

General      
Funds 

Personal Services $13,499,848 $8,550,525 $13,426,370 $8,077,169 $12,015,815 $6,428,324 

Other Operating $4,349,114 $2,191,914 $4,660,013 $1,903,902 $4,380,809 $1,966,861 

Special Items $654,429 $563,338 $417,952 $353,206 $1,011,308 $727,308 

Permanent 
Improvements $1,576,091 $80,000 $7,730,424 $0 $0 $0 

Case Services $8,702 $5,976 $9,383 $1,763 $7,000 $0 

Distributions to 
Subdivisions $0 $0 $50,000 $50,000 $53,273 $53,273 

Purge Benefits $3,903,315 $2,563,001 $3,957,788 $2,386,803 $4,099,336 $2,563,002 

Non-recurring $ $ $ $ $ $ 

Total $25,991,498 $13,954,754 $30,251,929 $12,772,844 $21,567,541 $11,738,768 
 

OTHER EXPENDITURES 

Sources of Funds 01-02 Actual Expenditures 02-03 Actual Expenditures 

Supplemental Bills $0 $0 

Capital Reserve Funds $0 $0 

Bonds $1,688,902 $7,730,424 

 
INTERIM BUDGET REDUCTIONS 

Total 01-02 Interim Budget Reduction Total 02-03 Interim Budget Reduction 
$932,164 $685,427 

 

Business Overview 
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4.  KEY CUSTOMERS SEGMENTS LINKED TO KEY PRODUCTS/SERVICES:   
 
Key Customers: On-Campus Students 
 
 Educational Services For Students Who Are Blind: Elementary Educational Program, On-Campus 

Educational Program, Mainstreaming Program in Spartanburg School Districts 
 Educational Services For Students Who Are Deaf: On-Campus Applied Training Program, On-Campus 

Educational Program, Mainstreaming Program in Spartanburg School Districts 
 Educational Services For Students Who Are Multihandicapped: Assistive Technology/Augmentative 

Communication, Community Service Programs, Independent Living Skills Program, 
Prevocational/Vocational Training Program 

 Career And Technology Education Program (High School):  Occupational Diploma Curriculum (grades 
9-12), Job Shadowing and Mentoring, Career Awareness/Exploration class, Paid on-campus and off-campus 
work experience (Student Work Program), Industrial Skills Development Center (ISDC) workshop 
program, Vocational classes (Horticulture, Food Service, Fork Lift Training, etc.). 

 Postsecondary Program:  Career Training Program, Cooperative Program for the Deaf and the Blind at 
Spartanburg Technical College, Independent Living Skills training, Job Coaching, Paid on-campus and off-
campus work experience (Student Work Program), Industrial Skills Development Center (ISDC) workshop 
program, Vocational classes (Horticulture, Food Service, Fork Lift Training, etc.). 

 Residential Life/After-School Program: After-School Tutoring, Arts and Special Interest Classes, Clubs, 
Character Education, Sports and Recreational Programs, Dormitories 

 Educational Support Services: Health and Related Services, Library and Media Services, Statewide Bus 
Transportation for Students, Food Service for Students 

 
Key Customers: Families 
 
 Early Intervention Services, Family Workshops  
 
Key Customers: Outreach Students 
 
 Assessments; Braille Readiness and Instruction; Brailing/Large Print Services; Descriptive Videos; 

Instructional Resource Center; Itinerant Teachers of the Visually Impaired; Low Vision Training and 
Consultation; Orientation and Mobility Training; Summer Programs  

 
Key Customers: Outreach Clients 
 
 Descriptive Videos; Sign Language Classes; Sign Language Interpreter Services; Telecommunication 

Equipment for the Deaf Program; Professional Workshops 
 
Key Customers: School Districts/LEA (Local Education Agencies) 
 
 Assessments; Braille Readiness and Instruction; Brailing/Large Print Services; Instructional Resource 

Center; Itinerant Teachers of the Visually Impaired; Low Vision Training and Consultation; Orientation and 
Mobility Training; Professional Workshops 

 
5. KEY STAKEHOLDERS (OTHER THAN CUSTOMERS): Legislators, Donors, Taxpayers, Individuals who are 

Deaf or Blind/Alumni 
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6. KEY SUPPLIERS: Special Education Directors, Department of Vocational Rehabilitation, Commission for 
the Blind, Babynet, Medical Professionals, Parents 
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*Telecommucation Equipment for the Deaf Program 
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1.1 HOW DO SENIOR LEADERS SET, DEPLOY AND COMMUNICATE: 
Short and Long Term Direction: Under the direction of the agency’s Board of Commissioners, the Senior 
Management Team at the South Carolina School for the Deaf and the Blind is responsible for setting, deploying 
and communicating the agency’s direction in the establishment and accomplishment of the agency goals, along 
with monitoring performance results.   
 
The SCSDB Board of Commissioners provides policy direction for the agency, but it is the responsibility of the 
SCSDB senior leaders and its president to set, deploy, and communicate short and long-term agency direction 
through group efforts that include key stakeholders.  Their planning activities include identifying the agency’s 
strengths, weaknesses, critical issues, and potential opportunities.   These group activities are key phases of the 
agency’s strategic planning process – concluding annually in review and revision, as appropriate, of the 
agency’s strategic plan.  In order to communicate to this broad audience, the annual strategic plan results are 
summarized and shared with all agency staff and various stakeholders.   In addition to receiving their  individual 
copies of the strategic plan summary, all agency staff  members receive information on strategic agency 
direction through such staff activities as agency-wide meetings, departmental meetings, written communication 
and reports (such as the monthly newsletter), and the state employee performance management system (EPMS). 
 
Performance Expectations:  The agency’s short and long-term strategic direction is also set, deployed and 
communicated through the performance expectations set for departments and for individual staff. The Senior 
Management Team reviews departmental functions and performance on a regular basis through monthly 
managers’ meetings and quarterly departmental reports.    Performance measures are set as part of the individual 
staff members’ planning stages.  Supervisors are responsible for monitoring and evaluating these measures for 
individual employees through a review process for actual performance and recommendations. 
 
Organizational Values: The short and long-term direction for the agency is developed as part of the strategic 
planning process and set within the framework of the values established by the planning group.   These values 
represent the agency’s guiding principles: those beliefs that the agency commits to follow as we carry out our 
mission.  Senior leadership models and articulates these beliefs consistently throughout the agency as the 
standards by which all staff members and programs/ services are expected to function. 
 
Empowerment and Innovation: The Senior Management Team uses the strategic planning process to identify 
the agency’s direction and annual plans, which are then communicated to staff.  Using such opportunities as the 
EPMS (Employee Performance Management System) process and various meetings, senior leaders encourage 
staff members to identify the barriers and opportunities they encounter relevant to the implementation of the 
strategic plan.  This process allows agency leaders of various departments to work together to achieve goals and 
promote intra-and inter-departmental cooperation.  The Senior Management Team and other agency 
administrators provide the leadership to ensure that the agency supports open, creative communication and 
work processes at all levels.  Finally, the agency’s employee recognition program is a special mechanism that 
promotes employee empowerment and innovation for outstanding staff performance and contributions to the 
agency’s mission.   Refer to Category 5.1 
 
A series of fifteen (15) Invitational Meetings of staff and the agency president provide a routine time and 
process for sharing information with the Senior Management Team.  At these meetings, agency staff members at 
all levels are updated on information and decisions that affect the entire agency, as well as those that have more 

1.0 Leadership 
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specific departmental impact.  These meetings, and other activities, have been established by senior leadership 
in order to solicit suggestions from all staff in such areas as service improvement and cost reduction. 
 
In addition, ways to increase the agency’s organizational capacity for innovations were studied through the use 
of a private foundation grant of $9,000 that was used to contract services from State OHR for assistance with 
organizational capacity building, resulting in the successful design of the agency’s first Balanced Scorecard.  
 
Organizational and Employee Learning:  In addition to the Senior Management Team’s development of 
organizational capacity building, other leadership learning activities are underway in the agency.  SCSDB is an 
agency that must focus on its people resources by providing them with the training and tools needed for their 
work.  The agency’s Staff Training and Development committee (ST&DC) has identified several grants to 
support mandatory and optional training opportunities for staff.  The ST&DC  maintains training schedules and 
records to facilitate participation.   
 
All managers participate in specially designed supervisory training sessions.  Managers’ meetings are held on a 
monthly basis in order to communicate legal and policy updates, data reports, key agency or governmental 
decisions, program enhancements, and customer service issues.  In addition, these monthly meetings provide a 
managers’ forum to share collectively ideas, suggestions, concerns, and questions related to agency operations.  
 
Ethical Behavior: The standards held by the agency are set and communicated through the actions and 
examples of agency leadership and through the agency policies, procedures, handbooks, and meetings at various 
levels..  State OHR processes (such as the EPMS system, progressive discipline, and proper conduct) are 
incorporated into the employee handbook and standard operating practices at all levels of the agency.  
 
1.2 HOW DO SENIOR LEADERS ESTABLISH AND PROMOTE A FOCUS ON CUSTOMERS? 
 
The SCSDB Strategic Plan has a clear focus on customer services and satisfaction in every area of its 
development:  mission, values, objectives, strategies, and action plans.  Through both planning and operations, a 
continuous evaluation/revision process is employed for quality improvements to its services and programs. 
 
Customer satisfaction is reviewed on a continuous basis through several annual and follow-up surveys, for  
students, clients, parents, and staff.    The agency also utilizes other feedback mechanisms to assess customer 
needs and satisfaction issues – including suggestion boxes, advisory boards, town meetings, special task forces, 
and focus groups.  Senior leaders emphasize the high priority placed on responding to customer contacts (calls 
from parents, letters from other agencies, etc.) in a timely and accurate manner through their examples. 
 
1.3 WHAT KEY PERFORMANCE MEASURES ARE REGULARLY REVIEWED BY YOUR SENIOR LEADERS? 
 
Two key performance measures are the agency’s score card and report card – which include student and client 
performance data, customer satisfaction survey data, enrollment data, cost effectiveness of programs and 
services, audit and compliance reviews, EPMS data, strategic plan review and evaluation, graduate tracking, and 
program effectiveness.  The agency’s senior leaders serve as models for this  process by their work in reviewing 
and adjusting their goals based on performance data.   
 
1.4 HOW DO SENIOR LEADERS USE ORGANIZATIONAL PERFORMANCE REVIEW FINDINGS AND EMPLOYEE 

FEEDBACK TO IMPROVE THEIR OWN LEADERSHIP EFFECTIVENESS AND THE EFFECTIVENESS OF 
MANAGEMENT THROUGHOUT THE ORGANIZATION? 

 
SCSDB’s Senior Management Team uses a continual review process with performance findings in order to 
assess areas that need enhanced development; thus, seeking to identify the best mechanisms for improved 
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agency effectiveness and efficiency.  These team members provide leadership and open communication to all 
levels of agency staff for improved work activities that will achieve the agency’s goals. 
 
In particular, senior leaders utilize review findings that are significant measures of effective management –
including compliance and audit reviews, customer satisfaction survey data, agency scorecard, and the EAA 
quarterly reports.  Through the strategic planning process, senior leaders strive to address the “opportunities for 
change” by developing and implementing continuous improvement plans.  Senior leaders work to keep the 
agency  open to change, focused on students and clients, and accountable for performance and resources.   
 
1.5 HOW DOES THE ORGANIZATION ADDRESS THE CURRENT AND POTENTIAL IMPACT ON THE PUBLIC OF ITS 

PRODUCTS, PROGRAMS, SERVICES, FACILITIES AND OPERATIONS, INCLUDING ASSOCIATED RISKS? 
 
SCSDB works very closely with several other agencies (at both the state and federal level) to address the impact 
of its programs and services on the public, particularly through its continuous review of legal and programmatic 
impact of special education and related services.  In addition, key agency staff review relevant trends and data at 
all service levels (in collaboration with partnering organizations) for impact analyses.   Analyses include reviews 
of benefits and associated risks of products or activities associated with SCSDB services, programs, facilities, 
and operations.  An essential part of the review and analyses processes is regular communication with key  
stakeholders in order to share information and to facilitate effective impact analyses and planning.   Specific 
SCSDB staff members are assigned to monitor and assess current information on relevant rules, regulations, and 
laws.  This information (particularly when there are legal or programmatic changes involved) is disseminated to 
appropriate staff members at all levels of the agency.  In addition, legal information is also shared with 
constituencies through several contact opportunities (meetings, publications, materials, etc.). 
 
1.6 HOW DOES SENIOR LEADERSHIP SET AND COMMUNICATE KEY ORGANIZATIONAL PRIORITIES FOR 

IMPROVEMENT? 
 
The SCSDB Senior Management Team primarily sets and communicates key organizational priorities for 
improvement through the agency’s ongoing strategic planning process and its dissemination at all levels of the 
agency and to various constituencies.  Several other mechanisms are used for this important process of gathering 
and disseminating the agency’s priorities for improvement:  surveys and meetings of stakeholder groups, 
feedback from staff members (suggestions boxes, small and large group meetings, EPMS contacts, etc.), first-
hand observations of programs and facilities, program reviews, and staff and student interviews. 
 
1.7 HOW DOES SENIOR LEADERSHIP AND THE AGENCY ACTIVELY SUPPORT AND STRENGTHEN THE 

COMMUNITY? 
 
Members of the SCSDB Senior Management Team and administrative staff are particularly committed to 
leadership roles in professional and community organizations.  The president currently serves in two (2) key 
roles related to SC state government agencies:  Chairperson of the Agency Directors Organization (ADO) and 
chairperson of the Assistive Technology Advisory Committee (ATAC).  In addition, the president serves in 
several community organizations:  Mary Black Foundation Board of Trustees, United Way Leadership Team, 
Spartanburg County Foundation Citizen Scholar Program, and Spartanburg Lions Club. 
 
Members of the Senior Management Team demonstrate their leadership support of community and professional 
organizations by their actual service areas, which include:  Baldrige training; professional educator 
organizations, Upstate Youth Council, Council of Exceptional Children (CEC), Work Force Investment Board, 
First Step Board, Inter-Agency Coordinating Council, and Association for the Education and Rehabilitation of 
Individuals with Visual Impairments (AER).  These experiences benefit the senior leadership in two ways:  a) 
identification and dissemination of agency information, b) development of partnerships that work for quality 
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improvements of services across state government.  Moreover, senior leaders (as well as all levels of agency 
staff) support community organizations through their active efforts with such community groups as:  United 
Way, Children’s Shelter, Habitat for Humanity, Charles Lea Center, Ronald McDonald House, Leadership and 
Junior Leadership Spartanburg, Easter Seals, Red Cross, American Cancer Society, Spartanburg Youth Human 
Services Council, Rotary Club, Sertoma Club, community youth sports and arts programs, Lions Club, Mobile 
Meals, and numerous other community organizations and foundations (including churches and synagogues).   
 

 
2.1 WHAT IS YOUR STRATEGIC PLANNING PROCESS, INCLUDING PARTICIPANTS, AND HOW DOES IT ACCOUNT 

FOR:  CUSTOMER NEEDS AND EXPECTATIONS, FINANCIAL, SOCIETAL AND OTHER RISKS, HUMAN 
RESOURCE CAPABILITIES AND NEEDS, OPERATIONAL CAPABILITIES AND NEEDS, AND 
SUPPLIES/CONTRACTOR/PARTNER CAPABILITIES AND NEEDS? 

 
The South Carolina School for the Deaf and the Blind has completed year four (4) of its five (5) year strategic 
planning process, which includes the following: 
 
1.  Data Collection and Analysis / Process and Performance Measurement 
2.  District Strategic Planning Committee / Planning Session 1 
3.  Action Team Building / Action Plan & Implementation Development / Resource Needs Identified 
4.  District Strategic Planning Committee / Planning Session 2 
5. Board of Commissioners Approval 
6. Implementation and Deployment 
 
The SCSDB District Strategic Planning Committee and Action Teams lead the strategic planning process.  
These groups comprise approximately seventy five (75) stakeholders who collectively reflect beliefs and values 
regarding education and services at SCSDB.  Representatives within these working groups are staff, community 
members, parents, sister agencies, alumni, and SCSDB Board of Commissioners members. The Senior 
Management Team recommends individuals to serve on the District Strategic Planning Committee to ensure a 
balanced cross section of participants. All staff, parents, and alumni receive an open invitation to serve on an 
Action Team of choice. 
 
The chart below indicates how data sources are used in the strategic plan. 
 

OBJECTIVES DATA AREAS ADDRESSED 
Implement programmatic change while 

focusing on primary mission 
Scorecard measures 
Key results – EAA standards 
Current and projected trends 

Customer needs and expectations 

Provide faculty training to 
achieve student outcomes 

Key results –  EAA standards Customer needs and expectations 

Enhance relationships with families and 
agencies 

SIC results 
Customer surveys 
External analysis 

Customer needs and expectations 

Provide staff training and development 
for all staff 

Employee satisfaction surveys 
Invitational staff meetings 
Review of employee professional 

development plans 

Human resources capabilities and other needs 

2.0 Strategic Planning 
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OBJECTIVES DATA AREAS ADDRESSED 

Expand community-based services 
statewide 

Customer surveys 
Scorecard measures 
External analysis 
SWOT analysis (risk identification) 

Suppliers/contractors/partner capabilities and 
needs 

Financial, societal and other risks 

Develop procedures to ensure safety of 
students and staff 

Safety survey results 
Incident report results 
Parent and staff feedback 
Action Team results 

Operational capabilities and needs 

Recruit and retain highest quality 
employees 

Employee satisfaction surveys 
Exit interview results 
Turnover rate 

Human resources capabilities and needs 

Improve organizational culture Action Team results Customer needs /expectations 
Operational capabilities and needs 

Recruit and retain students Action Team results Customer needs / expectations 
Financial, societal and other risks 

 
2.2 HOW DO YOU DEVELOP AND TRACK ACTION PLANS THAT ADDRESS YOUR KEY STRATEGIC OBJECTIVES? 
 
During Planning Session 1, the District Strategic Planning Committee reviews and proposes changes to the 
agency’s beliefs, mission, parameters, objectives, and strategies.  Data collection and performance measurement 
serve as the basis for this review and updates. Current objectives are reviewed to determine if they are 
operational and new objectives are proposed.  An Action Team Leader is named to lead each new objective in 
the plan.  Action Team Leaders work with members of their Action Team to research best practices, gather 
information, creatively problem solve and develop specific written action plans that include action steps, 
timelines for completion, and cost benefit analysis.  All action plans are presented to the District Strategic 
Planning Committee during Planning Session 2. These plans are accepted, recommended for revision, or 
eliminated based on relevance to the objective and return on investment.  The SCSDB President and internal 
coordinator for strategic planning track action plan development and implementation through meetings with 
Action Team Leaders and assigned responsible agents.  The SCSDB Board of Commissioners and President 
ultimately approve strategic priorities and allocation of resources to ensure objective accomplishment. 
 
2.3 HOW DO YOU COMMUNICATE AND DEPLOY YOUR STRATEGIC OBJECTIVES, ACTION PLANS, AND 

PERFORMANCE MEASURES? 
 
 Staff is briefed at the opening of school and mid-year agency-wide staff meetings; staff is extended an 

invitation to serve on Action Teams.  
 Implementation status is discussed at Senior Management Team, Administrative Team, and Managers’ 

Meetings at least on a monthly basis. 
 Communication regarding strategic plan progress is shared with staff at departmental and agency meetings. 
 Concerted efforts have been made by program directors to share the strategic plan with respective staff 

members, an emphasis which gives the opportunity for staff to openly discuss and determine how his/her 
position contributes to the successful implementation of the strategic plan and agency mission. 

 Efforts are being made to include achievement of strategic objectives, action plans, and performance 
measures in the annual EPMS performance appraisals of staff at all levels of the agency. 

 
2.4 WHAT ARE YOUR KEY STRATEGIC OBJECTIVES? 
 
 Implement programmatic change while focusing on primary mission. 
 Ensure faculty has support and training to teach to learner standards and develop student outcomes that are 

measurable and clear. 
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 Implement a plan that will enhance relationships with families and agencies. 
 Implement agency-wide staff training and development. 
 Recruit and retain the highest quality employees. 
 Recruit and retain students. 
 Expand community based outreach services statewide. 
 Develop procedures to ensure the safety and security of all students and staff. 
 Improve organizational culture in the areas of leadership, decision-making, and communication. 
 
2.5 IF THE AGENCY’S STRATEGIC PLAN IS AVAILABLE TO THE PUBLIC THROUGH THE AGENCY’S INTERNET 

HOMEPAGE, PLEASE PROVIDE AN ADDRESS FOR THAT PLAN ON THE WEBSITE. 
 
SCSDB’s Strategic Plan is not currently available through our website. 
 

 
3.1 HOW DO YOU DETERMINE WHO YOUR CUSTOMERS ARE AND WHAT THEIR KEY REQUIREMENTS ARE? 
 
Our customers and their key requirements are determined according to federal and state statute, board policy, 
our strategic planning process, key stakeholder needs, and the results of customer surveys.  As part of this 
process, the agency receives input from a variety of groups: parents, board members, staff, alumni, legislators, 
other state agencies, public school officials, partner agencies, and community representatives.   
 
Student customers have basic needs that must be met annually.  These basic needs include a safe, accessible, 
and inviting learning environment; qualified teachers and support staff; socialization and recreational 
opportunities; academic support; and character development opportunities.  
 
Each student’s key requirements are addressed through the development of an Individual Education Program 
(IEP) each year.  IEP’s are developed through a cooperative effort of the student’s parents, teachers, 
administrators, support staff, and local education agency.   Service providers from other state agencies and 
public school districts are invited to assist in the development of the IEP. In addition, students are surveyed 
annually on their perceptions of their education program and residential life.  The results of these surveys guide 
school administrators in designing qualitative improvements in programs, facilities, and staff development.   
The students’ families also are our customers.  Their key requirements are determined through direct 
communication from school staff,  IEP meetings, various council meetings, and a summer family program. 
 
3.2 HOW DO YOU KEEP YOUR LISTENING AND LEARNING METHODS CURRENT WITH CHANGING 

CUSTOMER/BUSINESS NEEDS? 
 
Each program in Outreach Services evaluates and modifies services based on information received from the 
various processes used for determining customer requirements.  This information allows the Division to be both 
reactive in responding to customer needs and proactive in anticipating and planning for changes in customer 
needs. The agency monitors changing needs through surveys, forums, parent councils, IEP meetings, alumni 
meetings/events, and directs communication with families and students.  Our website provides direct email links 
to the agency.  The agency president and senior managers maintain regular contact with vendors, key 
legislators, the governor’s staff, and with sister agencies and public schools.  
  

3.0 Customer and Market Focus 
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3.3 HOW DO YOU USE INFORMATION FROM CUSTOMERS/STAKEHOLDERS TO IMPROVE SERVICES OR 
PROGRAMS? 

 
The agency’s senior management team has begun to develop a process to systematically collect, analyze, and 
review the data from the sources identified previously.  
 
As a part of the strategic plan process, the agency has established a marketing task force involving key 
consumers.  
 
The cumulative impact of these initiatives will enable the agency to synthesize the data collection process into a 
manageable system.  We will be able to respond to changes in customer needs, initiate partnerships, and be 
proactive in anticipating market trends.  This will enable the agency to operate more competitively, more 
responsively, and more flexibly in a tighter economy. 
 
3.4 HOW DO YOU MEASURE CUSTOMER/STAKEHOLDER SATISFACTION? 
 
SCSDB uses a wide variety of methods to measure customer / stakeholder satisfaction including: 
 
 School Improvement Council (SIC) surveys: SIC meetings are held four times each year with the purpose of 

reviewing school programs / direction and soliciting feedback regarding student and family needs. 
 Education Accountability Act (EAA) Surveys (students, parents, and teachers). 
 Annual Student Safety Survey. 
 Annual Principal’s Parent Survey. 
 Annual Graduate Survey. 
 Town Meetings (sensory-impaired citizens) feedback. 
 Contacts:  Parents / families are visited as needed. 
 Suggestion Boxes: Suggestion boxes are placed in all key buildings on campus and at the Outreach Centers.  

Completed form are reviewed by the President and shared with key staff. 
 Small Group Meetings. 
 Admissions Surveys. 
 Web Site Responses. 
 Open Door Policy. 
 Annual Customer Satisfaction Surveys /Outreach Division. 
 
3.5  HOW DO YOU BUILD POSITIVE RELATIONSHIPS WITH CUSTOMERS AND STAKEHOLDERS? INDICATE ANY 

KEY DISTINCTIONS BETWEEN DIFFERENT CUSTOMER GROUPS. 
 
The Senior Management Team has made customer service and communication a top priority in the agency’s 
strategic plan.  A wide range of strategies are used: Open House, Red Carpet School emphasis, personal contact 
with our customers through phone calls, communication logs, letters, emails, letters from the school president 
and school principals, agency and department newsletters and media publications across the state.  The agency 
maintains a standard of compliance with federal and state legislation and conducts business in a professional 
and ethical manner. The agency is an invitational school in that the customers are encouraged to visit the school, 
participate in school events, and become volunteers.   
 
 Parents, students, and clients are surveyed annually.  
 Parents participate in quarterly meetings of the School Improvement Council.  
 The Deaf Alumni meet monthly with school administrators. 
 Employees meet with the president in Invitational Meetings (focus groups).  
 Key customers and employees receive letters of interest from the president . 
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 Teachers and Residential Advisors communicate with parents weekly using communication logs and regular 
phone calls. 

 Phone numbers for each child's teachers, residential advisors, and key administrative staff are given to 
parents. 

 
The President and Senior Managers meet regularly with the Governor’s staff and with key legislators and the 
local legislative delegation to review pending legislation, issues of mutual concern, and opportunities for 
partnering with sister agencies and private enterprise. Furthermore, the President maintains regular contact with 
members of the congressional delegation to review issues of mutual concern and opportunities for improving 
our customer/stakeholder operations and satisfaction.     
 

 
4.1 HOW DO YOU DECIDE WHICH OPERATIONS, PROCESSES, AND SYSTEMS TO MEASURE? 
 
In the context of our Strategic Plan, the Senior Management Team and the Administrative Team met with a 
Baldrige Quality Management consultant to identify which key operations, processes, and systems to measure. 
The key question to determine what would be measured was, “What is important about this program?”   Team 
consensus produced the twelve operations, processes, and systems to measure. As a result, the South Carolina 
School for the Deaf and the Blind Scorecard was developed. 
 
Some of our processes and systems are mandated by state or federal entities such as the Education 
Accountability Act, Education Oversight Committee, Americans with Disabilities Act, and I.D.E.A. 
 
For our other processes and systems, the Senior Management Team and the Administrative Team met 
throughout the year with a Malcolm Baldrige Quality consultant to develop a Scorecard, a Measures Manual, 
and performance indicators. 
 
Professional development training was provided in each division across the agency with the consultant guiding 
the identification of the performance measures. 
 
According to our Scorecard, the strategic processes which were established and deployed throughout the 
schools are: Student Achievement, Student Placement upon Graduation, Customer Satisfaction and Legal 
Compliance. The other measures on the Scorecard are established and implementation is being developed.  
These processes are: Safety and Outreach.   
 
4.2 HOW DO YOU ENSURE DATA QUALITY, RELIABILITY, COMPLETENESS AND AVAILABILITY FOR DECISION-

MAKING? 
 
To ensure data quality, SCSDB uses a statewide-approved software system, SASI.  Training on the use of this 
system is provided to appropriate staff as needed. To ensure accuracy and integrity of our Educational 
Accountability Act measures, SCSDB enforces internal reviews and standard confidentiality and security 
procedures. 
 
After the data are entered, the IT (Information Technology) staff pulls data reports.  Quarterly, the principals 
and teachers check the data to ensure accuracy.  To ensure reliability of our measures, we consult educational 
research and the Educational Accountability Act Manual.  To ensure a complete analysis and report, the Senior 
Management Team reviews the data, the results and the report.  Copies of surveys, analysis of data, test results, 

4.0 Information and Analysis 
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and internal audit reports are disseminated to and discussed with the Senior Management Team and the 
Administrative Team. 
 
This year, the Legislative Audit Committee requested more data for analysis.  In accordance with our processes, 
the IT staff provided the data and the Senior Management Team analyzed and reported the results. 
  
To ensure the accuracy and integrity of financial and operations data, standard internal management controls are 
in place. Financial data are audited annually by the State Auditor’s Office to ensure accuracy in data, reliability 
and completeness in reporting.  SCSDB also conducts internal audits to ensure that quality data is available for 
decision-making.  Programs are monitored by the Senior Management Team annually to make certain 
appropriate information is used to establish the target for the next fiscal year.  The software system for the 
finance department is woefully inadequate to make data available for decision-making.  The Senior 
Management Team has been addressing this problem and is seeking ways to replace the software with a quality 
system to adequately, efficiently, and accurately manage financial data. 
  
Samples of assurance procedures are summarized as follows: 
 
 Employing a Quality Assurance Officer / implementing policies & procedures. 
 Following the required state audits. 
 Following required federal audits. 
 Using educational research. 
 Using Instructional Technology staff exclusively. 
 Reviewing data by Special Education Coordinator. 
 Reviewing data by Senior Management Team. 
 Reviewing data by Administrative Team. 
 Providing training for Instructional Technology staff in data collection. 
 Pulling quarterly data reports to analyze, address and correct during the year. 
  
4.3 HOW DO YOU USE DATA INFORMATION ANALYSIS TO PROVIDE EFFECTIVE SUPPORT FOR DECISION-

MAKING? 
 
Reports of the Education Accountability Act (EAA) data, along with data from each division are being used for 
decision-making by the EAA Committee, the Principals, Division Directors, and Managers across the agency.  
These reports are utilized as tools to ensure that progress is being made in the identified measures / goals.   
Action Plans are created and implemented for program changes, as needed.  The EAA Committee meets 
monthly for this specific purpose.  Staff meetings through the agency are designated for this purpose, as well. 
Customer comments and results of customer satisfaction surveys are integrated with the data to determine the 
course of action.  The Senior Management Team will assess the progress of all the measures according to the 
developing Scorecard.  Setting the example of managing by the measures, the Senior Management Team will 
lead the Administrative Team and the Managers to this type of management. 
 
4.4 HOW DO YOU SELECT AND USE COMPARATIVE DATA AND INFORMATION? 
 
Comparative data and information are selected according to our 45 key indicators on the EAA Strategic Plan 
and the 12 items on our Scorecard.  Our EAA data are compared to students and public schools statewide. 
Internally, we established a baseline for each measure and compare all results thereafter to the baseline.  
Benchmarks are being identified within each division, as we ask for results of similar measures from 
comparable educational agencies.  A review of the literature is revealing more opportunities for identification of 
benchmarks. 
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 The Senior Management Team conducted, via a consultant, preliminary fiscal analyses to identify possible 
problem areas in the agency’s fiscal management.   Recommendations were then made within the department 
and to the Board of Directors so that efficiency improvements could be made. 
 

 
5.1 HOW DO YOU AND YOUR MANAGERS/SUPERVISORS ENCOURAGE AND MOTIVATE EMPLOYEE (FORMALLY 

AND/OR INFORMALLY) TO DEVELOP AND UTILIZE THEIR FULL POTENTIAL? 
 
The agency’s management team values and promotes consistent communication at all levels of the organization 
through: 1) Welcome Back Assemblies, 2) Invitational Meetings, 3) Mid-Year Rallies 4) Annual Strategic 
Planning Meetings 5) Annual EPMS Evaluation Meetings, 6) The F.I.S.H. Recognition Program, and 7) 
Employee Surveys. These forums are created as a strategy to empower employees, build morale and facilitate 
communication by allowing employees to participate and provide feedback.  They also allow for participation in 
the decision-making and strategic planning process of the agency. 
 
In August of 2001, the “Fresh Ideas Start Here” (F.I.S.H.) employee peer recognition program was implemented 
as a means to recognize employees for performance excellence in support of SCSDB’s mission.  Eligible 
employees nominate other eligible employees using F.I.S.H. Award certificates based upon demonstration of at 
least one of the seven program criteria (customer service, leadership, problem prevention, creativity and 
initiative, safety, individual accomplishment, and team accomplishment.) Refer to Figure 7.3a. 
 
In addition to recognition programs and invitational meetings, managers encourage and motivate employees 
through the Employee Performance Management System (EPMS). The EPMS process is crucial in 
communicating, coaching and empowering employees to meet strategic priorities.  The agency uses this process 
as its foundation for planning work priorities, professional development, and evaluation of employee 
performance.  The agency measures the Meets by Default rate to gain a sense of the overall commitment 
management/supervisors demonstrate with respect to the performance management process.  Figure 7.3b 
reflects the outcome of goals for timely completion of EPMS evaluations. 
 
5.2 HOW DO YOU IDENTIFY AND ADDRESS KEY DEVELOPMENTAL AND TRAINING NEEDS, INCLUDING JOB 

SKILLS TRAINING, PERFORMANCE EXCELLENCE TRAINING, DIVERSITY TRAINING, MANAGEMENT/ 
LEADERSHIP DEVELOPMENT, NEW EMPLOYEE ORIENTATION AND SAFETY TRAINING? 

 
SCSDB identifies key developmental and training needs through various means to include the EPMS, through 
ADEPT (Assisting, Developing and Evaluating Professional Teachers) process, the SCPI (Sign Communication 
Proficiency Interview) training program, through feedback from employees, suggestions received at the 
invitational meetings, annual principals’ needs assessments, annual teachers’ needs assessments, and through 
other informal means.  SCSDB has a Staff Training and Development Committee.  That committee meets 
monthly to discuss training needs, develop training plans for employees, and to develop the annual training 
budget.  
 
SCSDB has a Sign Language Communication Program to support an optimal setting of communication for all 
individuals. Sign Language Skill Level Standards are established for many positions within the agency as 
determined by the SCPI Policy.  An employee appointed to a position having a Sign Language Skill Level 
Standard must meet the required standard within the time frame prescribed within the SCPI Policy.  Employees 

5.0 Human Resource Focus 
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are required to attend training offered by SCSDB either within a classroom or in an individual lab setting. As of 
June 2003 a total of 110 employees had required skill level standards. Refer to Figure 7.3c for results. 
Employees are provided additional on-the-job training such as non-crisis intervention techniques using the 
David Mandt and Associates (MANDT) system and Positive Behavior Support (PBS).   In addition, education 
staff participate in classes offered by the South Carolina Department of Education and local colleges for 
certificate renewal, professional development, and to obtain advanced educational credentials with local 
colleges and universities.  The SCSDB Human Resources Office coordinates the CPR and First Aid training for 
direct care providers and conducts New Employee Orientation on a monthly basis that includes mandatory 
safety training, cultural diversity training relating to individuals with disabilities, and other employment related 
training.   Mandatory occupational safety training is provided annually. This training includes student advocacy 
training, accident, and injury reporting procedures; emergency response procedures; and universal precautions 
training. Refer to Figure 7.5b for compliance with annual training standards. 
 
Supervisors, through the monthly “Managers’ Meetings,” participated in various supervisory skills training 
modules to include diversity, customer service, communication, drug free workplace, agency specific policy 
training, legal interviewing and selection techniques, safety training, legislative updates, workforce planning, 
affirmative action, and equal employment opportunity, as well as religious practice and expression in the 
workplace, and HIPAA training.  Employees are encouraged to participate in job-related workshops, continuing 
education and to attend professional seminars and conferences.  SCSDB supports employees in the continuation 
of key professional certifications to include the APM/CPM program, School Leadership Executive Institute, 
Leadership Spartanburg, and Leadership S.C. programs. SCSDB has a tuition assistance program and flexible 
work options to assist employees in completing specific course work to maintain job related certifications or to 
achieve additional skills to permit career growth/progression within the agency. 
 
5.3 HOW DOES YOUR EMPLOYEE PERFORMANCE MANAGEMENT SYSTEM, INCLUDING FEEDBACK TO AND 

FROM EMPLOYEES, SUPPORT HIGH PERFORMANCE? 
 
The key to success in any organization is to link job responsibilities with the agency mission and its strategic 
priorities. The agency recruitment process requires supervisors to update position job duties, preferred 
requirements, knowledge, skills, and abilities prior to beginning the recruitment process.   Supervisors review 
job duties and update the description prior to posting a vacant position and beginning the recruitment process.  
This exercise offers time to reflect upon the plan of work established in the strategic planning process, prepares 
the supervisor for the interviewing and selection process, optimizes recruitment efforts, and serves as the 
foundation of the EPMS process.  The agency uses the EPMS process as its foundation for planning work 
priorities, professional development, and evaluation of employees.   Refer to Figure 7.3b for results. 
 
5.4 WHAT FORMAL AND/OR INFORMAL ASSESSMENT METHODS AND MEASURES DO YOU USE TO DETERMINE 

EMPLOYEE WELL BEING, SATISFACTION AND MOTIVATION? 
 
The agency monitors employee well being and satisfaction through a variety of measures. As stated in 5.1 
above, the President and management designees hosted the annual invitational meetings for the purpose of 
discussing and determining various school-related concerns.  Additionally, an employee satisfaction survey was 
conducted to determine employees’ views on the agency’s success in the areas of valuing diversity, 
communication and involvement, and culture and image refer to Figure 7.3d for results.  Some other measures 
include results of employee exit interview questionnaires (Refer to Figure 7.3e) and turnover rates (Refer to 
Figure 7.3f).  
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5.5 HOW DO YOU MAINTAIN A SAFE AND HEALTHY WORK ENVIRONMENT? 
 
The South Carolina School for the Deaf and the Blind has established a systematic prevention-based approach 
to safety and health for all students, employees, customers, and visitors through the development and 
implementation of a Safety Management Program. 
 
SCSDB has an appointed Safety Committee to direct an ongoing, agency-wide safety process, to collect and 
analyze safety related data, make recommendations for improvement, implement recommendations, and 
monitor effectiveness. Refer to Figure 7.5a for results.  SCSDB conducts monthly hazard inspections of agency 
facilities to identify and evaluate environmental deficiencies, hazards, and unsafe practices. Refer to Figure 7.5b 
for results.  SCSDB conducts annual safety training for employees, which includes emergency response 
planning, preventative disease transmission, and student advocacy/accident and injury training. Refer to Figure 
7.5c for results. SCSDB also conducts monthly fire and emergency drills on a regular basis. Refer to Figure 
7.5d and 7.5e. The agency also tracks the number of deficiencies noted in monthly hazard surveillance 
inspections. Refer to Figure 7.5c for deficiencies noted and corrective actions taken. 
 
In addition to the Safety Management Program, SCSDB participates with the Spartanburg County Sheriff’s 
Office School Resource Officer program.  The School Resource Officer works with school officials to foster a 
more family friendly atmosphere and safer environment for employees, students, and visitors.   
 
5.6 WHAT IS THE EXTENT OF YOUR INVOLVEMENT IN THE COMMUNITY? 
 
The agency promotes and encourages community involvement of all employees.  Many employees participate 
in philanthropic and civic clubs such as the Lions Club, Rotary Club and Sertoma.  In addition, the agency 
sponsors United Way campaign and March of Dimes fund drives, blood drives for the American Red Cross, and 
the annual Good Health Appeal. In addition, employees participate and are members in 
occupational/professional associations.  The agency permits community access to facilities. The President 
serves at the chairperson of the Assistive Technology Executive Committee (ATEC) and serves as chairperson 
of the Agency Director Organization.  Refer to Leadership 1.7 for more information. 
 

6.1 WHAT ARE YOUR KEY DESIGN AND DELIVERY PROCESSES FOR PRODUCTS/SERVICES, AND HOW DO YOU 
INCORPORATE NEW TECHNOLOGY, CHANGING CUSTOMER AND MISSION-RELATED REQUIREMENTS, INTO 
THESE DESIGN AND DELIVERY PROCESSES AND SYSTEMS? 

 
SCSDB has identified one key process, the delivery of specialized, small group and individualized education 
and services for sensory-impaired students.  This key process brings together students, teachers, school districts 
and information in a complex system that includes subcomponents such as: 
 
 Providing a challenging academic curriculum, instruction, assessment, and related services for special needs 

children through Individual Education Plans (IEP’s). 
 Providing career and technology education. 
 Fostering parent relationships. 
 Managing a statewide bus/van transportation system. 
 Managing  Human Resources services. 
 Maintaining fiscal accountability. 
 Maintaining facilities. 

6.0 Process Management 
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 Providing a residential program. 
 Providing a statewide outreach program of services.   
 
IEP processes are mandated by legal requirements and are adjusted as the regulations change.  At SCSDB, the 
IEP process is managed from a centralized office, the Office of Special Education.  Specialized technology 
software, Tranquility, is used to facilitate the IEP process.  A designated Information Technology staff person 
provides training and support for all teachers and administrators in the use of Tranquility.  Administrative 
assistants have been designated as Tranquility Clerks to manage smooth and consistent flow of communication 
to teachers and administrators as they receive and provide up-to-date instruction and support in the facilitation 
of accurate IEP development.   An IEP Procedures Manual is being written and published for each teacher and 
administrator. 
 
In 1999, an Educational Accountability Act team was created at SCSDB to define and monitor the processes of 
identifying performance measures for student achievement, collecting and analyzing the data, and reporting 
results to the State Department of Education.  This committee is centralized in the office of the Special 
Education Director.  Under her direction, the EAA team is fluid, changing membership according to need, 
drawing upon technology staff, data entry clerks, teachers, and administrators. 
 
Changes of our customer and mission-related requirements are addressed via: 
 
 The strategic planning committee and action teams annually.  
 Invitational Meetings (focus groups) hosted by the President. 
 Annual parent, student, and teacher surveys, which are analyzed by the Administrative Team.  
 
Throughout this year, professional development for the administrative and management teams has focused on 
the Malcolm Baldrige Criteria for quality management.  Each division identified performance indicators and a 
Measures Manual has been published.  A Communications Notebook provides the process for implementing the 
measures and management throughout the agency.   Although this process has not been implemented yet, the 
process has begun and is being shared with the entire staff at this time. 
 
Technology is incorporated via an Information Technology division.  They update the annual Technology Plan 
to reflect equipment/software needs, and training needs.  The Information Technology division via short courses 
and graduate level courses also offers technology training.  As technology advances, the Information 
Technology division tries to stay abreast.  For example, videoconferencing equipment for distance learning and 
distance and conference meetings is being incorporated into the educational program. 

 
Our curriculum process is managed within each school by the individual principals, who serve as the 
Instructional Leaders. Technology is incorporated daily in the classroom in the delivery of the curriculum via 
the Internet, email, educational television, instruction television, captioned videotapes, etc. 
 
6.1 How does your day-to-day operation of key production/delivery processes ensure meeting key 

performance requirements? 
 

Our key performance requirements are supported in our day-to-day operations: 
 

 By allowing the teachers to teach with as little disruption as possible.  
 By allowing our principals to serve as Instructional Leaders. 
 By having the Safety Director work with the School Resource Officers and other staff to monitor and 

address safety issues. 
 By providing a wide range of comprehensive support services. 
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 By encouraging partnerships at all levels. 
 By focusing Residential programming on Character Education, Independent Living / Self-Help Skills. 
 By open and on-going communication with families and customers. 
 By monthly Managers’ Meetings and weekly Administrative Team meetings. 
 
As the administrative professional development effort in Malcolm Baldrige criteria progresses, the following 
process will be developed: Via the Communication Notebook, the Strategic Plan and the performance measures 
will be merged with each employee’s position description, evaluation tool (EPMS), and Annual Work Plan. 
 
Technology is an ever-growing aspect of our day-to-day operations with email, database systems, 
videoconferencing, educational television, telephone devices for the deaf, video pagers, and web research. 
Captioned videos and sign language stories videotapes are available through the Cleveland Learning Resource 
Center. Videoconferencing equipment has been installed this year in the Outreach Program.  Processes to 
implement this technology are still being developed.  Also, up-to-date software, which can handle the 
complexities of a large human resource and financial management system, has been identified.  Funds are being 
sought to provide an efficient and effective means for handling these support processes. 

 
6.2 What are your key support processes, and how do you improve and update these processes to 

achieve better performance? 
 

According to our scorecard of measures, our support processes include:  
 
 Administration 
 Professional Development / Training 
 Information and Technology Services 
 Finances and Accounting 
 Facilities 
 Partnerships 
 Customer Satisfaction 
 Safety 
 Admissions 
 Inter-agency relations 
 Legal compliance and public affairs 
 Residential Education and Residential Life 
 Support Services such as Occupational, Physical, and Speech Therapy,  
 Human Resources  

 
SCSDB coordinates strategic, operational, and support processes via the following: 
 
 Working cooperatively. 
 Practicing participatory-decision making. 
 Establishing cross-functional teams and task forces. 
 Taking and distributing meeting minutes. 
 Using email for expedient communication. 
 Centralizing processes. 
 Conducting employee satisfaction surveys. 
 
Up to date software which can handle the complexities of a large human resource office and a financial 
management system has been identified and funds are being sought to provide an efficient and effective means 
for handling the human resource and financial processes. 
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6.3 How do you manage and support your key partnerships and processes to improve performance? 
 
SCSDB manages its partnerships via a decentralized system.  Departments and committees form partnerships 
with outside agencies, businesses, industries, and individuals as needed. Purposes vary depending on the 
partnership and the needs of both parties.  Communication is vital in this decentralized system, so partnerships 
are formed only after approval by the President has been given. 

 
Our partnerships are managed in various ways, depending on purpose: 
 
 By contract 
 By grant commitments 
 By memorandum of agreements 
 By meetings 
 By direct contact 
 By Summit events 
 

 
7.1 WHAT ARE YOUR PERFORMANCE LEVELS AND TRENDS FOR THE KEY MEASURES OF CUSTOMERS 

SATISFACTION? 
 
The South Carolina School for the Deaf and the Blind conducts surveys annually to measure customer 
satisfaction in key areas as determined by the Agency’s mission and Strategic Plan. The results of the surveys 
are used to evaluate trends and determine customer satisfaction with the goal of continuous and qualitative 
improvement. Each service delivery area conducts in-depth customer satisfaction surveys. The data presented 
are representative questions from the different surveys. The questions presented do reflect critical areas of 
customer satisfaction.  
 
 

 
Figure 7.1a is parent responses from the 
EAA report card. Baseline data were 
established during the 01-02 academic 
year.  Data from the 02-03 school year 
could not be reported within groups 
when disaggregated.  

7.0 Business Results 

70

75

80

85

90

95

2001-2002 2002-2003

Satisfied with
Learning
Environments
Satisfied with Social &
Physical Environments

Satisfied with Home
School Relations

 

Figure 7.1a 
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Figure 7.1b are parent responses to surveys 
from the school principals. This survey will 
serve as the benchmark for future 
comparisons.   
 
 
 
 
 
 
 
 

 
 
 
Customer satisfaction with Outreach 
Services is reported in Chart 7.1c 
 
 
 
 
 
 
On an annual basis, the agency distributes a student safety survey (see Figure 7.1d) to obtain specific safety 
feedback from participating students. The report is measured by negative responses.  In the 2003 school year 
only 2% of the survey participants reported that they do not feel safe at school.  SCSDB benchmarks itself 
against the national norm established in the United States Department of Education student safety study 
conducted in 2000-01.  

Chart 7.1c 

7.1d SCSDB Student Safety Trends

29%

6%6% 6%

34%

11%

3%
6%

2% 2%

14%
8%

18%

56% 56%

43%

34% 34%
29% 32%

27%

35%

0%
6%

11%
4%4%6%

14%
9%7% 7%

4%3%

9% 11%

4%2%2%5%0%
10%
20%
30%
40%
50%
60%
70%
80%
90%

100%

I feel safe at
school.

Teachers and
staff have

taken all the
necessary

steps to make
me feel safe.

The behavior
of other
sudents

interferes with
my school

work.

I have at least
one teacher,

youth
counselor or
counselor to

talk with about
personal

problems.

The school is
helping me

prepare for the
future.

I am looking
forward to a
successful

future.

I believe it is
important to
my teachers

and other staff
that I do my

best.

It is important
to me that I do

my best in
school.

I have a group
of friends I can

talk with.

The school
has expected
more of me

this year than
in past years.

Safety Questions

Sc
ho

ol
-W

id
e 

A
ve

ra
ge

 N
eg

at
iv

e 
R

es
po

ns
es

2001 Average

2002 Average

2003 Average

National Norm

Figure 7.1b 



SCSDB:  2002-2003 Accountability Report 

  Page 26 of 39 

Brigance Gains 3 Year Trend
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THE SOUTH CAROLINA SCHOOL FOR THE DEAF 
AND THE BLIND 

AA  PPAALLMMEETTTTOO  GGOOLLDD  SSCCHHOOOOLL  
2002 Education Accountability Act 

State Report Card Data 
 

Absolute Rating:  Excellent 
Improvement Rating:  Excellent 
National Test Scores: 
English/Language Arts Gains:  92.6% 
Mathematics Gains:  94.9% 
Individualized Education Plans (IEP): 
80% of SCSDB Students Met Objectives 
Dropout Rate:  1.5% 
Graduates Employed/Enrolled in Postsecondary 
programs:  78.6% 

7.2 WHAT ARE YOUR PERFORMANCE LEVELS AND TRENDS FOR THE KEY MEASURES OF MISSION 
ACCOMPLISHMENT?  

 
The mission for the South Carolina School for the Deaf and Blind is to ensure that individuals we serve realize 
maximum success through high quality educational programs, outreach services and partnerships. 
 
 Education Programs:  The South Carolina School for the 

Deaf and the Blind was one of only 236 schools statewide 
to receive the “Palmetto Gold” Award for the 2001-2002 
School Year.  The award is conferred by the State 
Department of Education.  Educational strengths 
identified include: 

 
1. An “excellent” rating on the school report card 

(highest possible). 
2. Strong performance on SC Department of Education 

IDEA Compliance Review and Teacher Certification 
Review. 

3. High placement of student in employment, secondary 
education, and sheltered workshops. 

4. An Occupational Diploma Program that readies 

students for competitive employment. 
5. Development of a full-time GED program. 
6. Improved transitions process that assists students in moving from school-to-work. 
7. Parent attendance at IEP meetings. 
8. IEP goals that address student weaknesses as identified in assessments. 
9. IEP goals in the School for the Multihandicapped geared toward readying students to transition from 

school to their home communities. 
 
 
Accomplishment in student achievement can be shown in the 
EAA data over a three year period which shows a 24.3% in the 
number of IEP goals mastered.  
 

 
 
 
 
 
Accomplishments in student achievement can be 
shown in the gains made in EAA District-wide 
standardized test (Brigance).  Students have made 
gains of  10.1% over three years in the composite 
rating of English/Language Arts and Math.  
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Student Enrollment:   
 
Program  FY 00-001 FY 01-02 FY 02-03 
Deaf School 159 136 145 
Blind School 57 57 63 
Multihandicap School 133 129 137 
Post-Secondary Program 62 79 68 
TOTAL 411 401 413 
 
 
 

Comparison: SCSDB Students to Other SC Students 
 
 S.C. School for the Deaf 

and the Blind 
S.C. Department 

of Education 

Average Age of Enrollment 
10.9 3* 

Total Percent of Students with Disabilities 100% 13.7% 
 Students Requiring Assistive Technology 99% Less than 13.7% 
Students Receiving Additional Related 
Services 

100% Less than 13.7% 

Poverty Indicator: Students Receiving Free or 
Reduced Lunch 

85.3% 46.5% 

Medicaid Eligible Students 85.7% Unavailable 
*3 years is the age of enrollment for special needs children 
Figures for SCSDB are current. Figures for SCDOE are for 1999-2000 
 
 
• Graduation Placement:   
 
 CLASS OF 2000 

(22 Graduates) 
Class of 2001 

(28 Graduates) 
Class of 2002 

(30 Graduates) 
Attending College or SCSDB Adult Program 8 36.4% 11 39.3% 10 33.3% 

Employed Competitively 5 22.7% 6 21.4% 1 3.3% 
Attending Sheltered Workshop 5 22.7% 5 17.9% 5* 16.6% 

Homemaker 1 4.5% 0 0% 1 3.3% 
Unemployed, At Home 2 9.1% 4 14.3% 9** 30.0% 

Moved/Unable to Contact 1 4.5% 2 7.1% 4 13.3% 
*Includes 1 graduate attending Adult Day Care 

**Includes 5 graduate awaiting placement by Developmental Disabilities and Special Needs (DDSN) 
 

Figure 7.2d 

Figure 7.2e 

Figure 7.2f 
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 Summary of Services Provided by Outreach in 2002/2003: 
 

Service Provided 2000/ 
2001 

2001/20
02 

2002/ 
2003 

Advocacy/Assistance/Referral 951 1,271 974 
Assessment (Speech, Vision, Audiology, Psychology, Physical & Occupational 
Therapy) 97 394 424 

Blind Services to Public Schools and Agencies (Mobility, Braille, Assessment, 
etc.) 213 215 228 

Early Intervention Program (Birth to age 3) 451 467 434 
Educational Workshop/Program Participants 337 421 15* 
Information/Dissemination of Materials 7,549 9,946 13,419 
Sign Language Class Participants 103 121 71** 
Sign Language Interpreting Services 4,263 4,133 2,442*** 
Summer Programs 91 61 69 
TOTAL SERVED 14,466 17,430 18,076 
* Tracking system changed in Outreach Centers 
** No available teachers 
***Difficulty in obtaining qualified interpreters 
 
 Partnerships:  The agency has been successful in many of its efforts to secure additional resources to 

support the existing programs through collaborations with several state agencies in the forms of contracts 
and/or grants for program services.  These Memorandums of Agreement have enabled SCSDB to maximize 
its resources and to accomplish program and facility development far beyond its regular budgetary capacity 
(See Section 7.4) 

 
7.3 WHAT ARE YOUR PERFORMANCE LEVELS AND TRENDS FOR THE KEY MEASURES OF EMPLOYEE 

SATISFACTION, INVOLVEMENT AND DEVELOPMENT? 
 
 
In fiscal year 00-01 The Employee of the Month program recognized a total of nine employees. Criteria for 
nomination was not necessarily mission specific. 
 
In fiscal year 01-02 The F.I.S.H. program recognized 
a total of 333 employees.   
 
In fiscal year 02-03 The F.I.S.H. program recognized 
a total of 441 employees. 
 
Criteria for nomination are value(s) driven and 
promote mission specific accomplishments. 
 
 

Figure 7.2g 
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 2002-03 Employee Satisfaction Survey Results

 
The EPMS process is crucial in 
communicating, coaching and empowering 
employees to meet strategic priorities.  The 
agency uses this process as its foundation for 
planning work priorities, professional 
development, and evaluation of employee 
performance. During the fiscal year, 
supervisors were measured on the timely 
completion of EPMS evaluations as shown in 
figure 7.3b.  
 
 

Supervisors were provided monthly reminders of upcoming evaluations for each of their subordinates. In 
addition, follow-up reminders were sent to division directors for supervisors who had overdue reviews from the 
prior month.  During monthly “Managers’ Meetings,” the management/supervisory team received statistical 
information reflecting the outcome of the monthly goals for timely completion of EPMS evaluations.  The 
agency compares its meets by default scores against the statewide average.  This allows the agency to determine 
trends within the state as well as SCSDB. 
 
 As shown in Figure 7.3c, a total of 60 

employees have achieved their required 
Sign Language Communication Skill 
Level Standard. Note: Above and At 
means the employee has met his/her 
standard. 

 While there are actually 110 employees 
with required level standards, only 108 
are counted in the Table due to 2 
employees being exempt from meeting 
their required level standards due to a 
reasonable accommodation. 

 The percentage of “current” employees 
above and at their standards increased 
from 25% in FY 99-00 to 55.5% in FY 
02-03. 

In the 2002-2003 school year 
SCSDB instituted an agency-wide 
employee satisfaction survey (see 
Figure 7.3d).  The survey 
addressed three areas:  valuing 
diversity, communication and 
involvement and culture and 
image.  The results represent the 
overall positive responses from the 
questions asked within each 
category.   

 

 Year 

Number of 
Employees 

with 
Required 

Levels 

Achievement / Sign 
Communication Skill Level 

ABOVE/AT BELOW 
# % # % 

FY  
02-03 

108 60 55 48 44.4 

FY  
01-02 

77 43 55.9 34 44.2 

FY  
00-01 

60 32 53.5 28 46.7 

FY  
99-00 

28 7 25 21 75.0 

 
 
Figure 7.3c 

Figure 7.3d 
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Figure 7.3f Turnover Rates

 
 
SCSDB also looks at the key reasons 
employees leave the agency.  Exit interview 
questionnaires are provided to all employees 
upon resignation.  Results are shown in 
figure 7.3e  
 
 
 
 
 
 
 

 
 
Figure 7.3f represents the turnover 
rate for fiscal years 2000-01 
through 2002-03. The rate is 
determined by dividing the number 
of positions by the number of 
employees who have separated 
from the agency.  

 
 
 
 
 
 
 
 
 
 
7.4 WHAT ARE YOUR PERFORMANCE LEVELS AND TRENDS FOR THE KEY MEASURES OF 

SUPPLIER/CONTRACTOR/PARTNER PERFORMANCE? 
 
Partnerships with other public entities (e.g., other state agencies and public schools) generally are made through 
contractual agreements.  Through these agreements SCSDB is able to provide outstanding service opportunities 
(and income) for the agency, which, in turn provides statewide specialized services to the other public entities in 
fee-for-service agreements.  Last year, 436 MOA’s were established for provision of SCSDB services, for a total 
income to the agency of $3.6 million. 
 
Some of these revenues were used to ameliorate budget cuts suffered by programs within the agency – including 
student services, staff wages, training, supplies, and other program operating expenses. 
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Other performance measures of partnerships include the following: 
 

Measurement Areas 2002-2003 Outcomes 
Participation of local school districts in  
Individual Education Programs (IEP). 

100%  invited 
3%  attended 

Participation of Vocational Rehabilitation 
(VR) Counselors in students’ IEP meetings. 100% attended 

SCSDB Leaderships’  Community 
Involvement and Pro Bono Work 

1,200 hours served in the community; 
24 community organizations served  

 
7.5 WHAT ARE YOUR PERFORMANCE LEVELS AND TRENDS FOR THE KEY MEASURES OF 

REGULATORY/LEGAL COMPLIANCE OF CITIZENSHIP?  
 
The South Carolina School for the Deaf and the Blind conducts a comprehensive and clearly documented 
program of monthly inspections and reviews and addresses all items for corrective action as appropriate.   
 

 
Figure 7.5a represents the compliance percentage 
for scheduled Safety Committee Meetings 
conducted during the 2001-2002 and 2002-2003 
school years.  In the 2001-2002 fiscal year, Safety 
Committee meetings were only scheduled during 
the academic year.  In the 2002-2003 fiscal year, 
Safety Committee Meetings were scheduled on a 
twelve-month basis. 
 
 
 
 

The South Carolina School for the Deaf and the Blind conducts a comprehensive and clearly documented 
program of monthly inspections and reviews and addresses all items for corrective action as appropriate. 
 
 
The compliance rate (see figure 7.5b) is measured 
against the standards for the Joint Commission on 
Accreditation of Healthcare Organizations 
standards and annual agency safety goals 
established by the Safety Committee. 
 
 
 
 
 
 

Figure 7.4a 
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In the 2002-03 fiscal year through the agency’s 
hazard surveillance program, 109 items were 
identified as requiring some level of corrective 
action (see Figure 7.5c).  All but seven (7) items 
were addressed and appropriate corrective action 
was taken. 

 
 
 
 
 

SCSDB has an orientation and education component that provides specific information to all employees on the 
proper processes for interacting with job related administrative, physical, and environmental safety 
requirements including: safety program functions, office and classroom safety, student and employee injury/ 
accident reporting, playground safety, chemical hazard communication, emergency procedures, life safety/ fire 
procedures, bloodborne pathogen procedures, and student advocacy procedures.   
 
Chart 7.5d represents the compliance percentages 
for the agency’s employee safety training.  The 
14% variance was contributed to staff operational 
commitments versus scheduled training times.  
Improvement initiatives include encompassing 
safety training for management staff into monthly 
Managers’ Meeting time slots and allowing staff 
to attend scheduled New Employee Orientations 
throughout the training year.   

 
SCSDB conducts emergency drills on a regular basis to test 
the responsiveness to emergency situations.  All goals have 
been met. 
 
 
 

 
Charts 7.5e and 7.5f show the compliance 
percentages for the agency’s emergency 
preparedness and fire drills for the 2001-2002 
school year 
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        Worker’s Compensation Lost Time Cases 
 
The agency examines and trends on 
an annual basis the number of 
injury claims, weeks employees 
miss due to injuries incurred on the 
job, as well as the total wages paid 
as a result of lost time on the job 
(see figure 7.5g)..   

 
 
 
 
 
 
 

 
 
SCSDB monitors its progress towards 
meeting Affirmative Action and Equal 
Employment Opportunity goals. SCSDB 
has steadily improved in its efforts to 
eliminate any underutilization based on the 
availability of qualified applicants.  This 
steady improvement is approximating the 
benchmark, as shown in 7.5h. 
 
 

 
7.6 WHAT ARE YOUR CURRENT LEVELS OF TRENDS OF FINANCIAL PERFORMANCE? 
 
Performance in the financial arena is a direct reflection of strategic planning and leadership.  It is a good 
indicator of optimal use of limited resources and the redirection of those resources in the accomplishment of the 
agency’s stated mission.  
 
Financial performance facilitates ability of the agency to carry out the plan, support stated goals and assist with 
the achievement of objectives.  Measurement of financial performance falls within three simple categories: 
 
1. Compliance with rules, regulations, and good accounting practices.   
2. Operating Performance within the funds allocated or budget and the general performance of the financial 

process in support of the agency operations. 
3. Financial Planning as in Facilities Master Planning, investment in Plant and Technology to ensure the ability 

of the organization to provide safe, accessible, and modern facilities for future operations. 
 
 Compliance:   
 

Compliance with rules, regulations, and good accounting practices can be measured through audit results in the 
accounting/financial and procurement arena.   To measure our compliance, SCSDB has gathered various audits 

  

2000-2001

2001-2002

2002-2003

Total Paid  $11,025.75  $58,857.02  $6,255.34 

Number of Weeks 41.14 246.14 28.14

Number of Claims 2 6 2

2000-2001 2001-2002 2002-2003

Figure 7.5h Equal Employment Opportunity Goal Attainment
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from outside influencing agencies. Two are major contributors to funding this agency are the State Auditors and 
Medicaid. 

 Financial Audit Results: 
 
State Audit Major and Minor Findings:  (Compliance with Generally Accepted Accounting Procedures ensures 
that we are given the flexibility financially to somewhat control our own destiny.  As a small agency, we 
depend on the state of SC for some major accounting functions, such as check writing to vendors and 
employees’ payroll check processing.  Our flexibility to conduct business is dependent on performing well on 
this audit.) 
 
To graphically display our audit results (see figure 
7.6a) over the past few years, the findings are 
categorized into seven major areas audited.  These 
are: 
 
1. Management Control Over Financial Operations 
2. Fixed Assets 
3. Expenditures 
4. General Ledger 
5. Reconciliation 
6. Purchasing Cards 
7. Payroll 

 
Within each of these areas, SCSDB has  counted the 
findings to show our progress over time.  Note that 
the year 2002 is missing due to budget cuts and the 
State Auditor was not able to perform an audit for the 
school. 
 
Improvements have been made each year with the 
number of findings declining.  This has been 
accomplished in spite of being hindered in the area of 
an efficient and user-friendly financial management 
information system.  Steps are being taken to rectify 
this situation and we fully expect that over the next 
two years there will be no exceptions.   
 
 Medicaid Audit Findings: 

 
Data is being  developed for next year and will show results / trends over 3-5 years 

 
SCSDB student body qualifies at the 90% level for USDA (US Department of Agriculture) the free and reduce 
lunch program.  Medicaid funding through the State Department of Health and Human Services is a major 
supporter of the services we provide for our students and clients.  Compliance with these rules and regulations 
to ensure the continued business relations is a key factor to the success of this agency. A history of these 
findings is being developed and will be inserted into the report for next year. 

Audit Findings
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 Procurement Audit Results:   
 
 Having good results on these areas of 
emphasis by the State Procurement 
Office ensures our ability to maintain 
our current level of procurement 
authority.  To fail in any of these areas 
would severely handicap this agencies 
ability to procure its required goods 
and services in a timely manner. 
 
 
A one-person shop manages the procurement effort for SCSDB.  The agency issued approximately 1500 to 
2000 purchase orders per year.  All of them originate from the school and have to meet all of the state 
procurement rules and regulations.  To measure the effectiveness of procurement, we track “Sole Source” and 
“Emergency Procurements” (as shown in figure 7.6b) because, a high number of these type transactions would 
indicate that we are not procuring the required goods and services at the most economical rate.  It would also 
jeopardize procurement automation from the state.  Our goal is to keep the number of “Emergencies”, “Sole 
Source,” and “Unauthorized” procurement transactions under 1% of the total purchase orders issued by the 
Agency. 
   
In both areas, SCSDB has met or exceeded expectations.  Our Procurement section has been commended for its 
ability to monitor, comply, and meet the state procurement rules with only one person. 
 
 Unauthorized Procurements: 
 
Unauthorized Procurements are defined as purchases that were made by a representative person who failed to 
follow the proper procedure, i.e. complete a purchase requisition, obtain proper authority, and then secure a 
purchase order prior to the completion of the transaction.  Monitoring of this internally reveals training 
requirements and responsibility/control of expenditures, as shown in figure 7.6c.   

Figure 7.6b 
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Operating Performance within the Funds Budgeted:  Measurement against a budget allocation, a goal for 
turn-around time or the number of transactions speak to financial operation efficiency and the agency’s ability 
meet its mission and financial obligations.  Failure to allocate financial resources according to planned agency 
goals, objectives, and stated mission is a crucial hindrance to effective management. 
 

 Sources of Funds: 

During times of declining support from all 
sources, we must seek new and innovative 
ways of funding operations deemed mission 
essential.  Agencies in general are limited to 
just a few types of funds: state, earmarked, 
restricted, and federal.  Figure 7.6d, shows that 
expenses as a percent of the total has declined 
over the past fours years significantly, i.e. 
from approximately .61 cents on the dollar to 
.41 cents on the dollar.  This decline has been 
replaced in the other three categories by excellent leadership, devotion to the cause and creativity.  SCSDB has  
sought and secured new program funds, such as grants, and special transportation costs through Medicaid. 
 
As shown in figures 7.6d and 7.6e, SCSDB has been able to maintain operations during budget cuts, furloughs, 
vacancy freezes and deferring maintenance.  We are primarily an education organization with a very special 
student population with many needs. 
 
As a result, our primary means of delivering 
these services is with direct caregivers.  
SCSDB has maintained that all direct 
caregivers positions will be filled not only in 
the best interest of the child, but also of the 
state, covering any and all liability. 
 
  
 
 
 
 
 Minority Procurement: A concerted effort has been made to meet minority procurement goals at 5% of 

controlled purchases from outside vendors as set by the State Procurement Office.   SCSDB has exceeded 
the goal for three of the past five years, as shown in figure 7.6f.   

 
 Goal Actual % 
FY99 21,333 18,499 86.7% 
FY00 20,183 24,061 119.2% 
FY01 24,063 13,251 55.1% 
FY02 22,081 781,218 3538.0% 
FY03 23,202 195,562 842.9% 
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 Summary of Expenditures for SCSDB: 
 

Year Budget Expenditure Variation 
1999-2000 21,963,071 20,274,323 92% 
2000-2001 23,811,385 22,196,748 93% 
2001-2002 23,506,867 22,331,608 95% 
2002-2003 22,793,295 22,521,506 99% 
 
Figure 7.6g shows that the dollars spent versus dollars allocated.  This reveals good stewardship of the funds 
with no over expenditure.   
 
In measuring the efficiency of our financial processes, SCSDB is developing the following measures and are in 
the process of gathering the data. 
 

a. Processing Time of Purchase Requisition to Purchase Order 
b. Receivables - % of accounts over 60 Days 
c. Payables - cycle time  

# Processed per month 
 d.  Payroll- On time to State 

e.  Fixed Assets - $ Value of can’t locates 
 
Financial Planning:   
 
 Capital Improvements 
 
Investment in Plant and 
Technology to ensure the ability 
of the organization to provide   
safe, accessible, and modern 
facility for future operations is a 
major key to success.  Concerted 
efforts were made in the earlier 
years ’97-2000 to make our 
needs known.  Over the past few 
years, we were awarded some 
capital improvement funds that 
have subsequently been used to 
address some of our most critical 
needs, as shown in figure 7.6h.   
 
 Facility Evaluation:  The agency developed a “Facilities Master Plan” that was completed in 1999.  Since 

then, priorities on available funds and capital fund requests have been set using this plan.  A system of 
evaluation has been developed in that facilities are broken into six major systems.  These are: 

 
 Architectural – Does the building meet the current codes and fit aesthetically with the other campus 

facilities?  This area is weighted from 0-10 points. 
 Mechanical – Does the HVAC system operate efficiently, perform well and require little or no repair during 

the appropriate season of operation?  This area is weighted from 0-20 points. 

Figure 7.6g 
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 Plumbing – Does the plumbing in the building meet code, or require costly repairs to keep operational?  This 
area is weighted from 0-20 points. 

 Electrical – Does the system in the building meet code, or require costly repairs to keep operational?  This 
area is weighted from 0-20 points. 

 Structural  - Does the structure of the building meet code or require costly repairs to make safe?  This area is 
weighted from 0-20 points. 

 Meeting the Needs of the Program –Are the areas safe and present a good image for the agency?  This area is 
weighted from 0-10 points. 

 
Each of these areas is assessed annually on a color coded point system (see Figures 7.6i and 7.6j): 
 
 Green = 80-100 points – Satisfactory. 
 Amber = 60-80 points – Needs attention. 
 Red = Less than 60 – Needs some major repairs or does not meet code. 
 

 
 
Figure 7.6i shows the facilities improvements 
made over time per square feet of existing 
structures.  Over three years, SCSDB facilities 
have increased in green (satisfactory) ratings.   
 
 
 
 
 
 
 

 
The Master Facilities 
Plan converted to the 
colors (Red, Green, and 
Amber) by the major 
systems (see Figure 7.6j) 
within each building 
would show that all 
systems are rated overall 
“Amber”. 
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Computer Evaluation 
 
An organization’s ability to move data, make 
analysis, and disseminate information is a key 
process.  To do this, a proper assessment of the 
computing power, operating systems, and software 
plays an integral part. 
 
The two areas of measures are monitored against 
SCSDB’s preset goals.  These goals and objectives 
are set in a 3-5 year technology plan that is updated 
annually.  During this process of updating, each area 
of the agency is contacted, plans discussed and goals 
set.  The needs are identified, incorporated in the 
plan, and financial resources are dedicated for this 
purpose. 
 
 
In both areas, as shown in figures 7.6k and 7.6l, 
SCSDB has made progress each year in converting 
and upgrading our systems. 
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