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Objective:
•Engage business, labor, and 
public partners in the on-going 
continuous improvement of the 
state’s workforce development 
system.
Measures:
•Customers are satisfied with 
products and services.
•Customers are satisfied with 
HSHW.

Outcomes and 
Measures:
•Reduce the mid-level 
skills gap.
•Improve skills, 
employment, and 
earnings.

Logic Model for Leadership Team

Ultimate 
Outcome

so that…
so that…

Objectives:
•Align agency resources with  
priorities of the Board.
•Make the Workforce Board an 
attractive and satisfying place to 
work.
•Continue to improve the quality 
of agency operations. 
Measures:
•Expenditures fully utilize 
budget.
•Performance agreements in 
place for all employees.
•Employee satisfaction improves.
•GMAP sessions are completed 
and identify areas for 
improvement.
•Agency self-assessment is 
completed and identifies areas for 
improvement.

so that…

Inputs

Intermediate 
Outcome

Outcomes and Measures:
•HSHW strategies are fully 
implemented.
•Improve participant and 
employer satisfaction.

Outputs
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Inputs

Objective: Align agency resources with priorities of the Board.

Strategies:


 

Use Board retreat to establish key annual priorities.


 

Seek diversified resources for the Board’s priorities.


 

Optimize agency organizational structure.

Measures:


 

Expenditures and obligations compared to agency  
budget.
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Expenditures Compared to Budget
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Budget Expenditures

Budget 33,220,578 34,759,286 34,210,186 44,835,236
Expenditures 33,207,078 34,462,980 34,098,612 44,576,312
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Inputs (continued)

Objective: Make the Workforce Board an attractive 
and satisfying place to work.

Strategies:


 

Ensure workplace environment is clean, safe and efficient.


 

Support and encourage community building among employees.


 

Model characteristics of a Learning Culture


 

Identify and act on opportunities to improve employee 
satisfaction.



 

Maintain the agency’s technology capability and the physical 
plant.

Measure:


 

Results of the annual employee survey.
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Employee Satisfaction
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Inputs (continued)

Objective: Continue to improve the quality of 
agency operations.

Selected Strategies/Measures:


 

Conduct annual agency self-assessment and develop and 
implement quality action plan (also a measure).



 

Identify performance measures, including GMAP measures; 
regularly review results; use results to identify improvements; 
and implement improvements (also a measure).



 

Develop staff performance development plans and performance 
agreements that identify individual work assignments, establish 
performance standards, recognize accomplishments, and 
promote employee development (also a measure).



 

Promote collaboration among research, program, and policy 
staff.
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Agency Self-Assessment
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Action steps for 2011


 

Pursue improvement 
opportunities from team 
GMAPs



 

Use technology more 
effectively and efficiently



 

Make conscious priority 
decision based on 
budget & resources



 

Greater attention to 
employee recognition



 

Continue learning 
culture emphasis
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GMAP Sessions Completed

Eighty percent of our five teams completed GMAP sessions.
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PDPS/Agreements in Place
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Outputs

Selected Strategies:


 

Update and promote HSHW and provide annual report on progress.


 

Review operating agency and WDC plans and legislative requests for 
consistency with HSHW.



 

Provide policy advice to the Governor and Legislature.


 

Provide publications and other information on the workforce 
development system.



 

Promote Best Practices


 

Retool Washington’s Workforce


 

Engage in national dialogue on workforce development issues.

Measures:


 

Customers are satisfied with products and services.


 

Customers are satisfied with HSHW.

Objective: Engage business, labor and public partners in on- 
going continuous improvement of the state’s workforce 
development system.
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Product and Service Familiarity

Five point scale. Those who picked the middle point are not shown.
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Customer Satisfaction 2010 vs. 2009
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HSHW Workforce Board

Are we perceived as effective?

Survey questions:
1. How effective has High 

Skills, High Wages been 
in mapping strategies 
that can improve the 
workforce development 
system?

2. How effective has the 
Workforce Board been in 
contributing to a world- 
class workforce 
development system for 
Washington?

When asked to rate their satisfaction with the Retooling Washington’s
Workforce process, 76 percent scored it 3 or higher on a scale of 1 to 5
The Satisfied to Dissatisfied Ratio was 1.7

Ratio for 2010 compared to 2009
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Intermediate Outcomes



 

HSHW strategies are fully implemented


 

Improved participant and employer 
satisfaction
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High Skills, High Wages 
Strategies Implemented

2010 HSHW Progress
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10-year Workforce Development System Comprehensive Plan
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Employer Satisfaction

95 percent of employers reported satisfaction with 
new employees who were program participants as 
evidenced by survey responses.
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Ultimate Outcomes



 

Reduce the Mid-Level Skills Gap


 

Improve skills, employment, and earnings
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Long Term Skill Gap 
Percent of Employer Demand Met
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needed at that education level in six years.
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Program completion/completers

In 2007-2008, 61 percent of participants in 
workforce development programs obtained an 
appropriate credential or completed program
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Employment

In 2007-2008, 65 percent of former participants 
were in employment reported to Employment 
Security during the third quarter after leaving the 
program. 
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Earnings

In 2007-2008, $23,214/$13.75 median 
annualized/hourly earnings of former participants 
in workforce development programs during the 
third quarter after leaving the program.

$25,620/$14.83 median annualized/hourly 
earnings of completers.
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Questions……..
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