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AGENDA

MEETING OF THE COLUMBIA ASSOCIATION
BOARD OF DIRECTORS

May 20, 2010
CA Board Room
7:30 p.m.
Call to Order
Approval of the Agenda
Resident Speakout

Preparation of President’s FY '11 Goals

Adjourn — Approximately 8:30 p.m.

association

1 min.

TBD

60 min.




Columbia Association
President/CEO Goal Setting & Evaluation Form

It is the responsibility of the Board of Directors to review and approve corporate goals and objectives
relevant to the President/CEO’s compensation, and evaluate the President/CEO’s performance in light
of those goals and objectives. The goals should be directly related to the Board’s Strategic Goals.

To ensure that this Board function is appropriately addressed, at the beginning of each fiscal year, the
Board will review this document with the President/CEO to effectively communicate the desired
outcomes for both overall performance and specific strategic goals that are desired by the end of the
fiscal year. High levels of performance will result in a bonus based on a weighted scale. The forms in
this document will be used to set the specific goals related to the strategic initiatives and the expected
overall performance objectives as related to operations. The work of setting the goals will be a part of
the public process. In addition, the evaluation process is described in this document and includes the
forms that will be used to rate the performance of the President/CEO at the end of each fiscal year.
The Board will consider the resident and staff (using 360-type evaluation) input when evaluating the
President/CEOQ, but the evaluation process will be closed to the public.

PROCESS FOR SETTING THE GOALS & PERFORMANCE OBJECTIVES

PART1 & PARTII
ANNUAL STRATEGIC GOALS & PERFORMANCE OBJECTIVES

1. In Part I-The Annual Strategic Goals Chart, the Board will communicate the organization’s most
significant strategic goals, issues and/or initiatives to the President at the beginning of each fiscal
year (May). These should be related to CA’s Strategic Goals.

2. In Part II-There are two forms. Part II-A is The Performance Evaluation Worksheet and Part 11-B
is The Performance Objectives Summary Chart. These forms will be used to describe the
performance objectives in areas related to Administration, Interpersonal Skills, Individual Assets,
Leadership and Financial Operations. The Performance Worksheet will be used to assist in
completion of the Performance Objectives Summary Chart.

3. In preparation for the next fiscal year, (preferably March/April) the Board Operations Committee
(BOC) will host a work session of the Board of Directors to discuss setting the President/CEQO’s
goals by identifying key strategic goals and performance objectives.

4. Partl, the Annual Strategic Goals form will be used to identify strategic goals of significant
importance to the Board.

5. Part II, the Performance Objectives Chart, will be used to set the performance expectations. This
section can be used to elevate performance objectives to a higher level of awareness or it can be
used as a summary document for the Worksheet or both.

6. The Board will determine the individual weights that will be assigned to each unit in Parts [ and II
and will also assign an overall weight to Parts I and II. The entire evaluation will have a weight of
100%. Depending on the Board and the outcomes desired each year, the Board may choose to
give more weight to Part I in one year and Part II in another year.

7. The President will be expected to create and implement action plans that will move the
organization closer to CA’s strategic goals throughout the year.





10.

A proposed draft of the President/CEO Goal Setting and Evaluation Form will be developed by the
outgoing Board to be adopted, if so desired, by the incoming Board in May. This permits the
President time to accomplish the goals.

The incoming Board will review the form with the President/CEO in May to verify expectations
for the upcoming fiscal year.

A mid-year evaluation will be completed each year to encourage the President to report progress to
date and permit Board members the opportunity to provide the President with feedback. The mid-
year evaluation will be completed in October each year and will be an informal process. The form
will not need to be completed by Board members for the mid-year evaluation, but should be used
as a reference to determine if the President is on target for the year. The format will be an informal
meeting for questions and answers. The mid-term evaluation will be completed in a closed
meeting.

PART I- ANNUAL STRATEGIC GOALS CHART
This form will be used when setting the goals and evaluating the effectiveness of the President/CEO to
address strategic goals assigned by the Board in one fiscal year.

CA’s Describe the President’s goal as it relates to the Evaluator Percent | Percent
STRATEGIC | Strategic Goal and include any and all expectations Comments Weight | Assigned
GOALS for the specific goal. Identify measurements or as Score
indicators for achieving the desired outcome if
possible.

STRATEGIC GOALS SCORE TOTAL | 100%






PART II-A PRESIDENT/CEO PERFORMANCE OBJECTIVES EVALUATION
WORKSHEET

This form will be used as a worksheet to evaluate performance objectives. The five (5) sections
include: Administration, Interpersonal Skills, Individual, Leadership, and Finance. The Board member
should then use the results of this worksheet to estimate the percent achieved in the specific section in
order to complete PART II-B. If a 360-type evaluation is completed by the organization, this
information will be made available to Board members to assist in evaluating the performance of the
President.

Rank the President/CEQO on the performance factors using the performance definitions

5=Outstanding
4=Exceeds Expectations
3=Meets Expectations
2=Needs Improvement
1=Unsatisfactory

1. ADMINISTRATION

Summary of

Performance Factor 5 4 3 2 1 |([Comments
Board Score

Planning

Organization of Work

Compliance

Problem Solving and
Decision Making

Evaluation and Control

Responsive to Board Member
Requests

Responsive to Residents’ &
Stakeholders’ Requests






2. INTERPERSONAL

Performance Factor

Comments

Summary of
Board Score

Oral Communication

Written Communication

Coordination/Collaboration

Supervisory Control

Leadership

Staff Appraisal and
Development

Influence with the
Community

3. INDIVIDUAL

Performance Factor

Comments

Summary of
Board Score

Effort and Initiative

Professional and Technical
Competence

Innovation

Objectivity

Credibility

Flexibility






4. LEADERSHIP

Performance Factor

Comments

Summary of
Board Score

Coaching

Empowering

Modeling

Team Building

Visioning

Self-development

Directing

5. FINANCE

Performance Factor

Comments

Summary of
Board Score

Budgeting and Economic
Management

Risk (Liability)
Management






PART I1I- B- PERFORMANCE OBJECTIVES SUMMARY CHART

This form will be used when setting and evaluating the performance objectives. It will also serve as a
summary document for the form described as the Performance Objectives Evaluation Worksheet. The
Board member should complete the worksheet prior to adding a score to this summary chart. Board
members should estimate for each section in the worksheet the percent score to be assigned to this
summary chart.

Overall Describe performance objectives and include
Performance any and all expectations for the specific Evaluator Percent Percent
Objectives performance. Identify the outcome that is Comments Weight | Assigned
desired to achieve performance. Additionally,
estimate the percent achieved by using the
worksheet
Administration
Interpersonal
Individual
Leadership
Finance
PERFORMANCE OBJECTIVES SUMMARY TOTALS | 100%
1. What were the highlights of the President/CEQ's performance in the past year?

2. What could have been most improved regarding the President/CEO’s performance in the
past year?
3. What should be the President/CEQ's strategic goals for next year?
a. This relates to completion of Part I for the next fiscal year. (NOTE: This section will be used to assist

the BOC in developing a recommendation to the Board for next year’s President/CEO strategic goals.
The Board will tentatively approve the recommendation for next year’s goals with the understanding
that the next Board may want to change these goals. The goals should be directly related to the Board’s
approved Strategic Goals, Issues and/or Strategic Initiatives.

4. What should be the President/CEO's performance objectives for the next year?

a. This relates to completion of Part II for the next fiscal year. (NOTE: This section will be used to assist
the BOC in developing a recommendation to the Board for next year’s President/CEO performance
objectives. Performance objectives are usually related to the following 5 categories: Administration,
Interpersonal, Individual, Leadership and Finance. These are areas where you wish to see more
emphasis in performance.

Evaluator's Signature Date






Key for completion of the Performance Objectives Worksheet.

PERFORMANCE DEFINITIONS

(5) OUTSTANDING - Performance at this level is clearly unique and far in excess of established expectations. The
employee consistently exceeds expectations in the outcomes achieved in work quality, quantity and timeliness. The
employee exhibits leadership among peers in all dimensions of the field of work performed.

(4) EXCEEDS EXPECTATIONS - Performance at this level offen exceeds established expectations and standards for
work quality, quantity and timeliness. The employee exhibits mastery of most dimensions of the field of work performed.

(3) MEETS EXPECTATIONS - Performance at this level is satisfactory on the established expectations and standards for
work quality, quantity and timeliness. The employee competently achieves the requirements of the position.

(2) NEEDS IMPROVEMENT - Performance at this level is minimally capable and below the level expected employee.
Improvement is required in significant dimensions of the job in order to meet the expectations and standards for work
quality, quantity and timeliness. The employee performing at this level may be denied merit increases until fully capable
performance is demonstrated.

(1) UNSATISFACTORY - Performance at this level is unacceptable. The employee often fails to achieve basic
requirements of the position and has exhibited little or no improvement in job performance. The employee performing at
this level should not be continued in this position; or where extenuating circumstances exist, should be retained only upon
significant improvements within a fixed period of time to be defined by the Employer.

PERFORMANCE OBJECTIVE FACTORS

1. ADMINISTRATION

la. PLANNING: Develops short and long range plans and goals to meet department objectives consistent with established
priorities; sets appropriate priorities of needs and resulting services to be provided; anticipates and prepares for future
requirements and devises contingencies; devises realistic plans

1b. ORGANIZATION OF WORK: Structures work in order to avoid crisis, promotes productivity, attains cost
effectiveness, and delivers work on time. Involved in this process are the tasks of allocating work, delineating
responsibilities, scheduling activities, and adequately preparing for meetings and presentations.

lc. COMPLIANCE: Complies with established policies, procedures and directives; conducts department functions in
accordance with applicable laws, statutes, and regulations.

1d. PROBLEM SOLVING AND DECISION-MAKING: Identifies problem and acts to rectify them by employing
analytical thinking and sound judgment.

le. EVALUATION AND CONTROL: Practices regular and systematic review of department operations to evaluate
progress towards established goals; evaluates strategies employed in seeking those goals; implements remedial measures
when necessary. This includes quality improvement measures.

1f. RESPONSIVE TO BOARD MEMBER REQUESTS: Provides thorough, accurate and targeted information to Board
members in a timely manner; Ensures that Board members have all pertinent information for decision-making and
committee meetings.

1g. RESPONSIVE TO RESIDENTS’ AND STAKEHOLDERS’ REQUESTS: Provides thorough, accurate and targeted
information to residents and other stakeholders in a timely manner.





2. INTERPERSONAL

2a. ORAL COMMUNICATION: Effectively communicates orally with Board members, individuals and groups, including
public presentations; presents ideas in an organized, clear and concise manner, employs tact and discretion; listens well;
offers appropriate feedback.

2b. WRITTEN COMMUNICATION: Prepares organized, clear, concise, accurate and informative letters, memos, reports
and other documents that effectively fulfill content and timeliness requirements.

2c. COORDINATION/COLLABORATION: Works well with others at various levels; keeps information flowing to the
appropriate parties vertically (down as well as up) and horizontally; facilitates communication and problems solving among
parties when necessary.

2d. SUPERVISORY CONTROL: Effectively hires, assigns, directs, controls, evaluates performance, counsels and
disciplines all other functions necessary or incidental to supervision; practices compliance with employment law guidelines
and mandates.

2e. LEADERSHIP: Promotes cooperation and team work among employees; establishes high standards of conduct and job
performance for subordinates; maintains open communication channels; delegates work; leads by example.

2f. STAFF APPRAISAL AND DEVELOPMENT: Provides good record of subordinate performance; reviews appraisal
information with subordinates; aides subordinates in improving performance on current job; helps subordinates in setting
up and implementing development plans and objectives; cross-trains employees; encourages subordinates to participate in
training.

2g. INFLUENCE IN THE COMMUNITY:: Capable of effecting Columbia Association outcomes in a positive way through
relationships in the community; such relationships include, but are not limited to the Village Boards, Village Managers,

County Executive, County Council, state and local legislators, residents, business-owners and the Columbia General
Manager.

3. INDIVIDUAL

3a. EFFORT AND INITIATIVE: Requires little work direction; exhibits persistence an initiative; puts forth a consistent,
energetic effort; assumes full and complete responsibility for accomplishment of department functions.

3b. PROFESSIONAL/TECHNICAL COMPETENCE: Realistic knowledge and competence of the field and applies up-to-
date technical/professional principles, practices, and standards appropriate to the functions of the department; acts as a
resource person upon whom others can draw; professional demeanor maintained on a consistent basis.

3c. INNOVATION: Displays original and novel thought in creative efforts to improve on the status quo.

3d. OBJECTIVITY: Assesses issues, problems and decision situations based on the merits of the case presented; personal
loyalties, biases, etc., does not influence department decisions; personnel decisions made on the basis of equal opportunity
and objective job-related criteria.

3e. CREDIBILITY: Through successful performance, instills the feeling of trust and dependability.

3f. FLEXIBILITY: Adapts well to change, both internally and externally.





4. LEADERSHIP

4a. COACHING: Communicates a positive attitude; serves as a catalyst for action and encourages employees to try new
things and to take calculated risks; provides honest feedback; minimizes tension and defensiveness; creates an environment
for success; teaches and guides employees rather than controls.

4b. EMPOWERING: Creates an awareness in others of their powers and self worth; involves others and shares powers in
planning and decision-making; fosters leadership in others; challenges others to assume leadership roles and provides
support by allowing them to risk, fail and learn; creates an environment in which others feel ownership for results and feel
comfortable to take action to achieve desired results.

4c. MODELING: Believes in public service; treats all with respect and dignity and creates an atmosphere of mutual respect
and trust. Serves as a catalyst for action and is a team player, believes in oneself and looks at problem as opportunities; uses
powers in a positive way; keeps one's work: accepts responsibility for mistakes; insists on excellence (not perfection);
communicates and reinforces by what they do - not what they say; adapts to changes as conditions and situations warrant.

4d. TEAM BUILDING: Builds group cohesiveness and pride; encourages cooperation; fosters and practices good
communication, recognizes and rewards individuals and team accomplishments and contributions; shares success and
rewards; manages conflict, which is inevitable.

4e. VISIONING: Establishes and articulates a vision of what could be; looks to and plans for the future; accepts new
challenges, keeps an open mind.

4f. SELF-DEVELOPMENT: Is not static; prepares for the future; has the courage to identify and address shortcomings; is
committed to self-improvement manages personal stress in positive ways.

4g. DIRECTING: Determines and then causes the direction or course the staff will take to achieve the goals of the
organization;

5. FINANCE

5a. BUDGETING AND ECONOMIC MANAGEMENT: Prepares an appropriate budget and subsequently adheres to it;
utilizes finances, budgets, facilities, equipment, materials and products to minimize costs; actively practices cost
containment.

5b.. RISK (LIABILITY) MANAGEMENT: Ensures that liability risk exposures are identified and treated when proposing
new programs and services; evaluates and monitors established programs and services to identify areas which need revision
due to changes in operation, legislation, policies and procedures; implements changes where needed to facilitate favorable
loss experience; manages employee safety program, including appropriate training and corrective action when necessary.





PROCESS FOR EVALUATION

1.
2.

10.

11.

12.

13.

The evaluation process must remain confidential and is closed to the public.
With regard to the evaluation, in March of each year, the Board of Directors will meet to discuss and
prepare the preliminary year-end evaluation of the President/CEO that will be due in April.
The Performance Objectives Evaluation Worksheet will be used to evaluate the overall performance of the
President/CEO. The benefits of the evaluation process include, but are not limited to the following:
a. Heightened performance accountability both for the Board and the President/CEO
b. Creates a need for the Board to clarify CA’s strategic direction
c. Promotes the development of the President/CEO
d. Improves relations between the President/CEO and the Directors
The President/CEO will provide supporting documentation relative to the evaluation to all members of the
Board each year by a time specified by the BOC in March each year.
In March/April, the President/CEO will be given an opportunity to meet with Board members prior to Board
members preparing an evaluation. This should be done soon after the submission of the President’s
supporting documentation.
In March/April , the Board Ops Committee (BOC) will request each Board member complete an evaluation
form that will be reviewed and summarized by the BOC. Generally, a BOC committee member (designee)
will be appointed to collect all Board member’s evaluation forms and create a composite document of all
responses. The BOC and its members will not edit the composite document. It will reflect each Board
member’s comments and scores as they appear on individual evaluations. When BOC or designee has
completed the composite document, the Directors will be given a summary of the composite evaluation.
To simplify the process, the forms should be completed electronically, marked “Confidential” and emailed
to the Chair of the Board Operations Committee or BOC designee. The BOC chair will make assignments
to the members of the committee as appropriate.
In April, the BOC will meet to review the composite evaluation and discuss any additional
recommendations, summaries, and/or bonus that should be forwarded to the Board for consideration. These
recommendations would be formed as a direct result of the information garnered from the President’s
supporting documentation, the composite evaluation form and any other pertinent information that is
revelant to the President’s evaluation.
The BOC will host a work session of the Board to discuss the composite evaluation and any
recommendation made by the BOC.
The Board meets in late April to approve the BOC recommendation for the President/CEQ’s evaluation and
bonus.
The Board meets in late April with the President/CEO to present and review the approved recommendation
and bonus.
In order to qualify for consideration of an annual bonus, the President/CEO’s Performance evaluation in
Part II-A must reflect a minimum of “meets expectations (3)” in each area measured. This is determined
after all Board of Director evaluation forms are scored and have been tabulated.
Scoring Process:
a. Each Director will score the President/CEO’s overall performance by completing the Performance
Evaluation Form electronically. Comments will also be noted as each member deems appropriate.
b. Once each Director scores the evaluation form, the Director will email the form to the Chair of the
Board Ops Committee who will ask members of the BOC to create one summarized evaluation form
using all of the information obtained from each Board member. No information will be added or
discounted.
c. Each box on the summary evaluation form will contain the raw scores of all ten board members.
For example: There should be a total of 10 checkmarks for each item on the performance factor list.
See example below.
d. Once all the marks and comments are transcribed to a summary sheet, this document will serve to
determine if the majority of marks appear in the “3” (meets expectation) box or higher.
e. If the majority of Directors score a line item performance factor as “3” or better, then the score for
that line item is considered satisfactory or better. Additionally, all line items must receive a
majority score of “3” or better in order for the President/CEO to qualify for consideration of a

10





bonus. If any one line item has a majority of the Director’s scoring below the satisfactory range (2,

1), then the President/CEO would not qualify for a bonus.

Performance Factor 5 4 3 2 1 Comments

Planning XXXX XXX XXX All comments are transcribed here.

Budgetlr}g and CXXXXX '

Economic All comments are transcribed here.
XXXX

Management

SETTING NEXT YEARS GOALS:

In order to give the President/CEO an opportunity to fully comply with and meet the Board’s
objectives in a timely manner, in April each year, the Board will tentatively approve the President’s

goals for the next fiscal year. This can be done in conjunction with the March and April meetings that

are held for the purpose of evaluating the President. The process will include the following:

1. The timeline for this process will coincide with the end of year evaluation process.
2. Each Board member will be asked to complete the following question as part of the
President/CEO evaluation process
a. What should be the President/CEQ's strategic goals for the next year?
1. This relates to completing Part I of the form for he for next fiscal year. The
goals selected by each Board member should be directly related to the current
Board’s approved Strategic Goals, Issues and/or Strategic Initiatives. This
permits continuity of strategic planning and keeps the Board focused on
strategic objectives.
b. What should be the President/CEQ's performance objectives for the next year?
i. This relates to the completing Part II of the form for the next fiscal year. The

performance objectives selected by each Board member in this section should be
directly related to Performance characteristics. These are usually related to the

following 5 categories: Administration, Interpersonal, Individual, Leadership
and Finance.

3. The President/CEO will be asked by the BOC to provide his recommendation for goals for the

next fiscal year

4. The BOC will review the Board members’ recommended goals for the President/CEO and also

goals suggested by the President/CEO to create a recommendation to the Board.
5. The Board will hold a work session to review and discuss the recommendations of the BOC.
Straw votes will be taken to determine and recommendations will be further refined.

6. The Board will meet TENTATIVELY to approve the President/CEQ’s next fiscal year strategic

goals and performance objectives.

7. The President will hold the tentatively approved strategic goals and performance objectives
until May (new fiscal year) when the new Board is sworn in. During orientation, each Board
member will be given a copy of the proposed TENTATIVE goals and objectives with the
understanding that a date in May will be set to review the goals and finalize the approval
process.

ORIGINAL APPROVAL 2009
REVISIONS APPROVED (April 2010)0
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TENTATIVELY APPROVED (April 15,2010) UNTIL MAY 2010 BOARD DECISION
PRESIDENT/CEO GOAL SETTING DOCUMENT FOR FY11

In accordance with policy set in the President/CEO Goal-Setting and Evaluation Document, the
BOC recommends that the outgoing Board TENTATIVELY approve the following recommended
FY11 goals for the President. In May, the new Board will further examine and refine these goals to
determine if these goals will be approved. The proposed goals were derived using the Board
member comments provided in the President’s FY 10 evaluation document and for the most part are
a continuation of the FY10 goals. Goals that have been carried over from FY 10 are no longer in
the same order as they previously appeared, but have now been aligned to CA’s organizational
goals. The BOC has recommended that the Board assign the President’s goals in relation to the
organization’s 6 current Strategic Goals. When tentatively approved, these goals will be inserted
into the President’s Goal Setting and Evaluation form.

COLUMBIA ASSOCIATION’S
STRATEGIC GOALS

DRAFT PRESIDENT’S GOALS FOR FY11

CA STRATEGIC GOAL #1
ENSURE VALUE TO
COLUMBIA ASSOCIATION
RESIDENTS

v

v

Show significant progress in improving accessibility and
affordability of programs for all age groups in Columbia
Further develop and strengthen CA’s product lines and
services to meet and serve the needs of the residents of
Columbia based on collected data

Develop customer measures for customer satisfaction and
future needs in support of customers.

CA STRATEGIC GOAL #2
FOSTER GROWTH OF
INDIVIDUALS

Show that the community organizer is involving the
community and satisfying village needs.

Run the before and after school program to in such a way as
to minimize the waiting lists and to include an additional
Columbia middle school in the SAS program

Engage and support the Village Boards and Managers to
determine and assist in the development of programs that
build community experiences.

CA STRATEGIC GOAL #3
SUPPORT COLUMBIA’S
ECONOMIC ENVIRONMENT

Show that the CA Urban Planner is effectively engaging
Village managers and boards to help determine their needs in
planning for the future, including village revitalization and
master planning.

Increase the President’s visibility in working with Columbia
“stakeholders” to develop relationships, increase CA’s
presence in the community and improve information
exchange. This should include regularly scheduled visits to
the Village Associations.

Show progress in persuading Howard County and the State
of Maryland to share responsibility and funding for programs
that are responsive to inevitable changes i.e. demographic,
environmental, and advocacy that will directly impact the






Columbia community.

CA STRATEGIC GOAL #4
COMMIT TO
ENVIRONMENTAL SUS
TAINABILITY

Implement the approved Symphony Woods Concept Plans
and provide a timetable for financing and construction
phasing of the plan. Plan a groundbreaking event with
political dignitaries and the public.

Make CA a leader in implementing green initiatives by
preparing and implementing an enhanced sustainability plan
with a strong metrics.

Show progress in initiating and strategically implementing
the recommendations of the Watershed Management Plan,
including obtaining grants from outside sources to the
maximum level possible.

Fully implement recycling programs for all CA facilities and
outdoor spaces where people gather. This includes those
spaces leased by CA, but owned by outside firms. Further
advocate recycling with the County, GGP and other business
owners to get every organization in Columbia involved.
Ensure that the Watershed Manager designs and implements
Watershed-related programs.

Advocate with the County and other related agencies to
recommend that new subdivisions in or within the watershed
follow regulations that prohibit sediment flow or other
agents that are harmful to the environment.

Work to implement a Columbia-wide connectivity system of

pathways and roads for cyclists, pedestrians and non-
motorized vehicles
Develop a proposed Lakefront Master Plan by Feb 1, 2011.

CA STRATEGIC GOAL #5
ENSURE ORGANIZATIONAL
SUSTAINABILITY

Update the multi-year business plan to provide greater
explanation and coordination of resources. Incorporate the
use of “best practices” and equipment and prioritize needs.
Update the short-range capital improvements program based
on the Board’s goals and objectives.

Further improve structural reorganization that coordinates
resources with the highest priority needs of the community,
both current and future.

Make CA more cost-effective, productive, and responsive to
changing demographics, and right-size CA in a competitive
environment by focusing CA’s services on Columbia’s
residents.

Achieve or exceed budgetary goals with spending levels that
are realistic, and show how CA can improve quality of
services, minimize costs, practicing cost containment, and
making services for Columbia’s residents more affordable.






Prepare a successor to CA’s long-range Financial
Management Program.

Provide support to the Board in setting budget policies, such
as re-evaluating appropriateness of Package Plan allocations,
distinguishing between budget centers that should be
subsidized versus unsubsidized by the annual charge and rate
structures

Initiate for Board review short and mid-range fiscal
documents that will provide the Board with the realities of
CA’s capabilities for financing and programming.

Seek and secure the anticipated budgeted grants prior to
FY12

Update and publish all CA policies and procedures and
ensure ease of use and access.

CA STRATEGIC GOAL #6
BUILD AN INFORMED AND
CONNECTED COMMUNITY

Utilize community intelligence including the development of
focus groups, citizen roundtables and other surveying tools
to plan for the future

Implement the CSS software system no later than July 1,
2010.

Show on a quarterly basis results that demonstrate the
effectiveness of the Residents Solution Coordinator Program.
Further improve the Communications Plan to provide
general project and/or program information to the
community at initiation of any CA program or project and
during life of the project.

Implement a communication plan using available resources
to let Columbians know what they get for the assessment
dollars.

Implement a process that encourages transparency in all CA
operations

On-line publication of policies, procedures, contract
documents, Board and Organization policies and procedures.






