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» Supply Chain Management (SCM)
» Electronic Data Interchange (EDI) (Info. Services)
» SteelTrack (USS Extranet — mechanical properties
reports) (Customer Service)
» Metallurgical test reports (Performance Excellence)
e Delivery Mechanisms:
» Transportation modes — rail and truck
» Delivery modes
= Direct customer shipment
= Just-in-Time (JIT) warehouse (near customer)

Figure P.1-1 - Joint Venture Model
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2007 MBNQA Application — Small Business

Organizational Profile

What Our Customers Make from Our Product

Each coated sheet steel coil is designated for a specific
customer application, and it is likely that there is some of
our product in your car, truck, or sport utility vehicle.

P.1a(2) — The organizational culture at PRO-TEC is a
unique blend of three very different influences. First is the
strong American steel-making tradition of USS, second is
the very technical and analytical Japanese style, and third is
the regional influence of rural northwest Ohio. That
regional influence is characterized by a strong work ethic,
innovation, and strong family values. Our organizational
style is supported and enhanced by established core values,
as every Associate is considered a leader.

Our strategic plan, with identified stakeholders (customers,
owners, Associates, suppliers, community, and public) and
key success factors, is in alignment with and supports our
mission (purpose), vision, and values (see Figures P.1-2,
P.1-3, and P.1-4). Our Associate Guide sets expectations
for both the company and the Associates regarding culture
and policy by defining a genuine open-door policy, direct
communication, peer review, and Associate and family
development.

Figure P.1-2 — Mission Statement
To foster human potential, a spirit of cooperation, and
technical innovation for the betterment of our industry,
Associates, and community.

Figure P.1-3 - Vision Statement
Be: Totally committed to personal safety and wellness.
Be: Consistently profitable.
Be: Recognized as the industry technology leader in both
product and process.
Do: Maintain high standard for community citizenship and
service.
Do: Provide on-time delivery with world-class quality.
Do: Develop/maintain world-class facility/business systems.
Have: A highly skilled, engaged workforce committed to
ongoing performance excellence.
Have: Optimal utilization of production capacity/capability.
Have: Valuable vendors/supplier relationship.

Figure P.1-4 — Core Values
x Honesty @ Trust x Integrity @ Humility @ Respect x
x \Willingness to Serve x Effective Communicator x

P.1a(3) — PRO-TEC's Associate diversity is a reflection of
the local population with about 97% Caucasian. The joint
venture parent companies contribute five Associates on
direct assignment to PRO-TEC (four Japanese). The
gender breakdown is 85% male and 15% female, reflecting
the applicant pool, since we are a continuous manufacturing
operation. Every Associate has at least a high school
diploma, and 69% of the workforce has an educational
attainment beyond that level (see Figure P.1-5). Currently,
15 Associates are making progress toward degrees. With
this profile we characterize our workforce as relatively
young, well-educated, and constantly learning. Academic
studies toward 2-year, 4-year, and masters degrees are
available and encouraged by leaders and funded by
PRO-TEC through a 100% tuition and books
reimbursement program, demonstrating a commitment to
life-long learning (Figure 7.4a2-2).

Figure P.1-5 — Highest Educational Attainment

Degree Shift Days Exempt | TOTAL
Masters 2 15 17
Bachelor 14 5 18 37
Associate 46 15 5 66
Post HS 31 8 -- 39
High School 61 10 1 72
TOTAL 152 40 39 231

PRO-TEC operates with a totally salaried workforce, and
our exempt and non-exempt positions are consistent with
wage and hour laws. Production is a 24x7 operation, with
four teams of 38 Associates each working twelve-hour
rotating shifts. There are no bargaining units which is
unique in the steel industry. Associate feedback is solicited
by a variety of means including, but not limited to, surveys,
management-by-walking-around  (MBWA), open-door
policy, team meetings, and quarterly communication
meetings. In a limited number of cases, systems,
equipment, or skilled trade technical support contract
employees are retained for defined projects. Otherwise, all
work is performed directly by PRO-TEC Associates.
Interns from either Leipsic High School (as recipients of the
PRO-TEC College Scholarship Program) or local colleges
join us during the summer season and periodically
throughout the year.

P.la(4) - Following are the facility and various
technologies/equipment that we use:

¢ 1,200 acre (green-field) site

¢ 730,000-square-foot building with an area of 13
football fields, nearly ¥ mile long, with two 18-story
towers
e Coil handling and storage of up to 3,000 coils, up to

45 tons each

Coil (product) tracking

Automated coil storage warehouse

Two continuous galvanizing lines (CGL)

Metallurgical testing
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conmie coseaay 2007 MBNQA Application — Small Business
o Slit and side trim line
¢ Inspection and side trim line
e Automatic data acquisition
o 3 levels of computer systems
e Environmental controls

» Selective catalytic reduction (NOx)
» Reverse osmosis (recycle process water)

P.1a(5)
e Regulatory:
EPA (Ohio & US)
EPA - NEPT *
OSHA
OSHA - VPP (STAR Status)*
GAAP
SOX Act — Applying Best Practices**
e  Product Requirements:
» Society or Industry Standards
» Customer Specifications
¢ Management Systems:
» 1SO 9001 (quality management)
» ISO/TS 16949 (automotive quality mgmt.)
» 1SO 14001 (environmental)
» Baldrige Criteria*
* Voluntary Participation
** As a 50/50 joint venture partnership, we are not subject
to the SOX Act, but we are adopting portions anyway.

YVVVVYVYVY

These standards and programs are integrated, using the
Baldrige criteria as a framework, into a single management
system.  This provides the architecture by which we
conduct every aspect of our business. We operate to a
standard that exceeds safety and environmental regulatory
compliance of OSHA and the EPA, as well as sets an
objective of continually exceeding the regulatory
expectations of our customers.

Safety is the first priority of PRO-TEC, which starts with
good housekeeping and defined safety requirements. All
our Associates are provided with basic personal protective
equipment: long-sleeved cotton work uniforms, steel-toed
metatarsal work boots, hard hats, safety glasses, and
hearing protection. All confined spaces or danger areas are
clearly marked and guarded according to the appropriate
regulations with the additional safety precautions
documented and enforced.

P.1b Organizational Relationships

P.1b(1) — PRO-TEC governance is defined by the joint
venture partnership agreement. Support, oversight, and
direction are provided to PRO-TEC by a Management
Committee (board of directors) composed of three
executives from each of the parent companies. Strategic
plans and annual business plans are presented to this
Committee, and policy, performance, regulatory, and
governance results are reported at Management Committee
meetings held three times per year.

Policy compliance auditing, in the areas of accounting,
safety, and environmental, is performed by the USS Audit
Division with audit reports submitted to both of the parent
companies. The outside auditing firm of KPMG performs
annual financial audits also, with its audit reports submitted
to the parent companies.

P.1b(2) - As shown in Figure P.1-6 the customer
requirements are essentially the same within the automotive
market segment since we adopt the toughest customer
standards as the basis for a common approach to our entire
automotive customer base. The appliance segment is
accepted only on a limited basis.

Figure P.1-6-Key Customer Groups & Market Segments
Figure Number

Segment Requirements | 7.1al-x|7.2al-x| 7.2a2-x

Product Quality 6 1,25-8] 1-3

Automotive| On-Time Delivery | 10,11

(98%) Service 1,8
Prod. Development | 2-5
. Product Quality 6 3,4 N/A
Ap(pz';:;‘ce On-Time Delivery | 10,11
Service 1,8

P.1b(3) — See Figure P.1-7 for supplier roles.

Figure P.1-7 — Supplier Roles

Key Commodity Supplier Interface
Substrate USS (3 Mills) Monthly Mtgs.
Zinc Cominco & Noranda | Qtrly. Reviews
Others Qualified Suppliers | Qtrly. Reviews
Outside Processing | Customer-Specified EDI

Substrate and zinc (together) represent 90% of our material
costs, with the substrate price dictated by the terms of the
joint venture partnership agreement and the zinc price based
primarily on annual contracts negotiated by USS
Purchasing. Other (key commodity) suppliers are selected
and managed by PRO-TEC Purchasing with quarterly
supplier performance evaluations of on-time delivery and
customer service. Outside processors provide external
(after coating) processing of coils to specific customer order
requirements.

P.1b(4) - Our most important supplier/partnering
relationship (see Figure P.1-8) exists with our USS parent.
USS supplies 100% of the sheet steel substrate (substrate)
consumed by PRO-TEC under terms of a substrate supply
agreement. The way we are legally established is for all
product to be marketed by USS under terms of a marketing
agreement. A sophisticated supply chain management
system tracks substrate supply through customer order
fulfillment.

Mutually beneficial partnering relationships with some of
our most progressive automotive customers have allowed
us to develop advanced high strength steels (AHSS). These
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Organizational Profile

» Innovative & reliable processes & products*
e Business Challenges & Advantages:
»  Competition/consolidation of steel industry*
» Shift in automotive manufacturing locations
(inventory and transportation cost considerations)

» Market leader in meeting or exceeding
customer needs*
*Potential organizational sustainability issues
P.2c  Performance Improvement System
P.2c - The organizational focus on performance

improvement is maintained through the use of key
performance measures aligned to key success factors within
the overall structure of a single integrated management
system, using Baldrige criteria-based evaluation. The
overall approach to continuous improvement methods is
illustrated in Figure P.2-2, with methods contingent on the
complexity and scope of an opportunity. Although “I-to-1”
is a subset of the process, for simplicity sake the overall
approach is referred to henceforth as “I-to-1” throughout the
application. Where you see this symbol in the
application, we are using this continuous
improvement process.

Associate Responsibility is fostered by teaching Associates
to fix problems as they are identified and empowering them

to do so. Organizational learning and sharing starts with
the initial Associate selection process and continues
through orientation, assigned mentors, cross-training,
cultural (ORA) training, management system training, and
through team interactions that serve to develop Associate
responsibility, as shown in Figure 5.1-1.

Technical Resources or subject matter experts have been
developed and designated (internally or by vendor support)
to support opportunity definition and resolution. These
resources are essential to support a 24x7 operation with
self-directed work teams to ensure process and product
reliability as well as Associate safety.

The Initiation-to-Implementation (I-to-1) team process
for continuous improvement of team-based changes
provides the means and methods for organizational learning
and sharing, with its resource committee meeting twice a
month to monitor, allocate resources as required, evaluate,
and improve the process.

The Process Redesign corresponds to strategic planning
changes requiring capital budget funding and significant
project management requirements. The supporting
activities are monitored and tracked on the “Change-the-
Business” balanced scorecard.

L

(see Areato
Address 1.1
for
description
of this
symbol)

- Aixajdwo) +

Associate
Responsibility

Technical
Resources

Figure P.2-2 — Continuous
Improve ment Methods (I-to-1)

Attributes - Scope +
Methods: QES, Associate | Technical Training QES, Team Strategic Planning
UL Orientation, ORA | & Vendor Support Training Process
. | Associate Surveys il Preventive / Budgets, Resource
Measurements: | "¢ Eyaluations Reliability, Safety | - rective Actions Allocation
. “B I the, R e ” “Change-the-
Tools: Run-the-Business” Balanced Scorecard (BSC) Business’ BSC
. Engineering Team-Based Capital-Budgeted
Examples: Procedure Change Change Change Change

XX
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1.0 - Leadership

1.1 Senior Leadership
1.1a Vision and Values

1.1a(1) — In our organization, senior leadership is defined
as the President and his direct reports. Eight leaders
represent this senior Leadership Team. The PRO-TEC
Coating Company leadership system (Figure 1.1-1) is used
throughout the application as the fundamental model for our
ORA-based leadership process. Where you see this
symbol it will show how the subject being discussed @
is aligned and integrated to our leadership system.
Leaders use the six disciplines® of the leadership model to
guide and sustain our organization. This supports strategic
planning, alignment of goals and objectives, deployment,
measurement, and communication in our culture of self-
directed work teams. Mission, vision, values, and strategic
position have been set by the Leadership Team as a
foundation, and they are reviewed and renewed annually.

Mission, strategic position, and vision. A diverse multi-
disciplined group created the mission statement in 2002. It
has become embedded into our culture. The mission is on
our business cards, is displayed prominently throughout the

PRO-TEC facility, is included in most printed material, and
is very much a part of the character of our company. Our
mission statement and strategic position (core competency)
are used to cast a very general and long-term view of where
our company is headed and what we believe. Our vision
statement (Figure P.1-3) is more specific and is used by
senior leadership to communicate to all stakeholders a more
concrete picture of what the company will look like in ten
years in pursuit of the mission and strategic position.
Frequently our senior leaders refer to the mission and vision
when explaining decisions and direction. When tactical
decisions must be made, it is common for a leader to ask,
“What do our mission and vision say?”

The Leadership Team has identified as a priority the safety
and wellness of our Associates and all stakeholders. This
priority is communicated to everyone in our six key success
factors under “Associate Quality of Life.” Our hierarchy of
priorities (Integrated Contingency Plan) lists preservation of
human life and safety as our first priority, and our
President, through every communication method, identifies
safety as a key focus. Two-way safety communication is
systematically encouraged, documented, and tracked within

Customers

Figure 1.1-1 -
Leadership System

Strategic Position

e ]
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To foster human
potential, a spirit of
cooperation, and
technical innovation
for the betterment
of our indusiry,
Associates,
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(see Figure P.1-3)
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“This is taken from the book “Six Disciplines for Excellence (Building Small Businesses that Learn, Lead,
and Last)” by Gary Harpst ©2004. The associated software is referenced later in this application.
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1.0 - Leadership

continuing  education clearly demonstrates leaders’

commitment to foster human potential.

Senior leaders personally update the succession plan
annually for the highest levels. Leaders throughout the
organization support and drive I-to-I, the formal continuous
improvement  process. Commitment to continuous
improvement, personal development, and performance
excellence are emphasized and reinforced by performance
reviews and the internal job selection processes.

1.1b

1.1b(1) - Our culture was established based on a self-
directed empowered workforce and ORA. All leaders must
be good listeners and communicators. This is pivotal to
them aligning and integrating systems (and people) and
achieving their goals.

Communication and Organizational Performance

We systematically validate our communication through a
communication matrix (available on-site). This helps us
verify that all Associates receive the business plan,

performance, and technical information they need. Using
this approach we validate the:

Communication methods,

Frequency,

Message,

One or two-way communication, and

Method for validating two-way communication.

For example, the 2" quarter communication meeting, called
“Breakfast with Paul,” is an informal breakfast meeting that
allows opportunity for open dialogue between all
Associates and the President. It is two-way communication
on topics the Associates are interested in discussing. Also,
part of fostering human potential is recognizing
achievement, as shown in our Performance Management
System (Figure 5.1-2@).

1.1b(2) — In “Step Back,” senior leaders commit to annual
reassessment of external and internal factors that are
essential for setting direction for the company. They

Participants

PRO-TEC Directors (including
both joint venture partners),
PRO-TEC Leadership Team

Leadership Team,

Functional Leaders,

Auditors, Inclusive of
Others Who Wish to Attend

Comprehensive Group,
Leaders, Engineering
Associates

Operating Leaders, Subject
Matter Experts, QA, Safety,
President

Team Members, Process
Techs., Warehouse Leaders

Figure 1.1-2 — Leadership Review
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1.0 - Leadership

promote broad involvement from the organization in
gathering information and  processing this @
information for the purpose of “Deciding What’s
Important.”

Leaders ensure that these important activities occur by
committing to the cycle of improvement strategic planning
process (Figure 2.1-1). Leaders conduct annual SWOT
analysis in functional areas feeding into a consolidated
SWOT analysis for the purpose of annual strategic
planning. Leaders encourage the organization to pursue
continuous and breakthrough improvement initiatives to
enhance the impact of the SWOT analysis effort. Leaders
model desired behavior by taking on challenging tasks and
committing themselves to continuous improvement.
Reasonable risks are taken in setting stretch targets and
working toward the achievement of these targets. Leaders

benchmark other excellent organizations and “steal” ideas
that will improve our organization.

The balanced scorecard (BSC) provides senior leaders a
method to review key measures on a regular basis. The
performance measures are determined through the strategic
planning process, communicated to the workforce and
stakeholders, and reviewed monthly using the green,
yellow, red designation for compliance (Figure 2.1-3). At-
risk BSC measures require action, and the action is
monitored through a formal management review process at
the monthly plant management meeting. These same
metrics are reported monthly and reviewed three times a
year with our parent companies at Management Committee
meetings.

Value creation for customers and stakeholders is a
component of the consolidated SWOT activity. In “Step
Back” of the leadership system, the integration of insights

from the SWOT analysis into the strategic plan are
essential for prioritization of the many planning
initiatives.  This prioritization through consensus
building creates a manageable set of objectives that are best
aligned with our mission, vision, values, and company
goals. Senior leaders personally update the succession plan
annually for the highest levels of the organization. This is
performed in unison with the joint venture partners.

1.2 Governance and Social Responsibilities

1.2a Organizational Governance

1.2a(1) — Organizational governance is uniquely embedded
into PRO-TEC’s culture based on ORA and the mission,
vision, and values. Senior leaders are directly responsible
for Associate safety, the company’s actions, and the
management systems that ensure the sustainability of the
company. Figure 1.2-1 outlines the framework of
PRO-TEC’s organizational governance system, which
embraces senior leader and Associate ORA along with open
lines of two-way communication and oversight, which
penetrates through all levels of the organization.

The governance system has been formed by: 1) External
regulatory and community requirements  (safety,
environmental, legal, financial, etc.), 2)PRO-TEC
formation agreements (partnership, substrate supply, and
marketing  agreements),  3) Customer and  vendor
requirements, and 4) Internal policies, procedures, and work
instructions (Human Resources, departmental, ISO/QES).

Management Accountability:  The Leadership Team is
responsible for establishing policies and procedures and the
direction of the organization through the strategic planning
process. Each member of the Leadership Team is assigned

Figure 1.2-1 - Governance System

@ Formation
External Documents | Legal Structure
Requests %
o Safety
»  Environmental Management . 3USS
o Leg"’." Committee « 3 KOBE
* Audits ) * 3PRO-TEC
e Community Perceptio *  Spirit of Governance
Customer/ !
Vendor = Leadership Team e Policies & Procedures -
Requirements /-‘ % Implement Governance
Registration Audits All Leaders _ External Audits
Customer/Vendor Audits : k/leiigieor?\t/]\lyissigrsw}s/nglues
Internal Audits v
Every
Associate * ORA

e Work Instructions

= Governance System formed by these

3

¢ CARSs/PARs
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1.0 - Leadership

responsibility for maintaining a specific key success factor
(KSF) and for the ultimate deployment throughout the
organization. At the monthly plant management meeting,
each senior leader is responsible for reviewing performance
for their assigned KSF and objectives through the balanced
scorecard (BSC). The BSC is then presented at the
Management Committee meeting held three times per year.
Actions are taken at each review.

Fiscal Accountability: Through the BSC objectives and the
monthly financial closing process, a detailed review of the
financial performance is performed. Monthly detailed
statements are prepared and presented to all department
heads and both parent companies. The results are also
presented as part of the monthly plant management meeting
and summarized in the monthly detailed report to the
Management Committee.

Woven throughout the framework are the underlying
policies and procedures that are continually being reviewed,
evaluated, and communicated to address any changes in the
regulatory and stakeholder requirements. When change is
required, any Associate or stakeholder can initiate change
by completing a preventive or corrective action request
(PAR or CAR). These requests are monitored and reviewed
on a routine basis through the I-to-1 processes and at
monthly plant management meetings.

Transparency in Operation: In order to validate the
governance and all other management systems, independent
internal and external auditors are used to routinely review
the process requirements (Figure 1.2-1) (compliance and
audit resources). Built into PRO-TEC’s unique culture is
the philosophy that internal and external input and audits
are welcomed and necessary to ensure the sustainability of
the system and the organization. Two of the three types of
audits conducted are fully independent of the Leadership
Team. The customer/vendor reports findings to the
Leadership Team, and the external audits report findings

directly to the Management Committee. These audits
verify all actions are transparent up to the appropriate level.

Independence of Audits: To ensure the internal audits are
robust and highlight all appropriate issues, the Management
Committee initiates external audits on a pre-determined
schedule. These independent external auditors can also be
requested by the Leadership Team on a more frequent basis.

Protection of Stakeholder Interests: There is a direct focus
of protecting stakeholder interests that is performed by
linking the KSFs and objectives on the balanced scorecard
to the stakeholders. In 2005, an I-to-1 team was assembled
to enhance PRO-TEC’s internal controls by establishing a
formal competitive bidding procedure based on a USS audit
recommendation. Through the implementation of this
procedure, another layer to the internal control structure
was added to protect all stakeholder interests.

1.2a(2) - Senior leaders are evaluated on their performance
in several manners. First is through open and direct two-
way communication with their peers and direct reports; this
provides real-time feedback, which is instrumental
throughout the organization. Second is through the annual
performance reviews, which are conducted as outlined in
Category 5.  Third is through internal and external
environmental scans and Associate surveys.

1.2b Legal and Ethical Behavior

1.2b(1) - Impacts on Society: PRO-TEC has taken a pro-
active approach to address our current and potential impact
on society by encompassing the ISO 14001 standards and
National Environmental Performance Track (EPA)
voluntary compliance program into our culture and
management systems. As part of these standards and
programs, a team of PRO-TEC Associates routinely
monitors and evaluates the products we use and sell for
potential hazards and impacts to our Associates,

Figure 1.2-2 - Legal Compliance and Ethical System

Figure 2.1-1 — —

Examined During the
Hiring Process
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Leadership Behaviors
Promoted

<

Deployed Through
Associate Guide
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Departmental Activities

o
4
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Training Sessions

— A
Confidential Reporting of

Lessons to Be Learned and
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community, and society as a whole. Environmental goals
and objectives are established on an annual basis and
monitored monthly at the plant management meeting
(Figure 2.1-3). Independent internal and external
USS/KOBE audits and reviews are performed on a periodic
basis to ensure compliance with these standards, and at the
same time these audits provide a method for sharing and
implementing best practices throughout the organization.
Semi-annual certification audits are performed by an
accredited agency and are used as opportunities to enhance
our programs.

PRO-TEC leaders and Associates have a vested interest in
the rural agricultural area of northwest Ohio as this is the
area where a majority of our Associates live. This, along
with a commitment to good citizenship (KSF), has resulted
in senior leaders and Associates taking a very active role in
the surrounding communities.

PRO-TEC’s joint venture status also provides us the ability
to use additional external resources from the parent
companies, which are utilized routinely to provide expertise
in the area of product and operations risks assessment. In
addition, PRO-TEC has established long-standing
relationships with other local independent agencies to
protect all stakeholder interests.

1.2b(2) — Promoting Ethical Behavior - Embedded in the
values and leadership behaviors are honesty, trust, and
integrity which are the core elements of the Code of Ethical
Business Conduct.  This promotes a commitment to
conduct all transactions in accordance with the laws and the
highest standards of business ethics and conduct.

As shown in Figure1.2-2, these leadership/ethical
behaviors are verified starting with the pre-employment
process. Pre-employment interviews are conducted by a
group of peers and the Human Resource department at
which time these values and behaviors are examined. This
is followed by a criminal background check to validate the
team’s assessment.

Behaviors are evaluated and monitored on a routine basis
through the day-to-day departmental activities and open
two-way communication. This is also part of how each
leader, at every level, is evaluated. Company-wide training
on the Code of Ethical Business Conduct is also performed
on a periodic basis. All Associates are encouraged to report
to their leader/designated auditor or Human Resources any
violations of the Code or suspected illegal acts or unethical
conduct. A confidential investigation would be performed
and appropriate action taken. PRO-TEC also has contracted
with a Corporate Employee Assistance Program (EAP)
where individuals can report violations.

1.2c  Support of Key Communities

1.2c - The community is one of PRO-TEC’s key
stakeholders on our BSC. The primary communities in
which our Associates work and live include Leipsic,
Putnam County, and Findlay. This is where the company
outreach is focused. During our strategic planning meeting
(Figure 1.2-3®), we review opportunities or changes in our
support criteria. The main areas of emphasis are students;
learning, safety, sports, and music; community projects to
improve quality of life; and local and national organizations
impacting the people in our key communities.

PRO-TEC is committed to good citizenship providing
financial and professional support to our key communities
in a variety of methods. Figure 1.2-30,0,0 reflect our
listening posts to develop future PRO-TEC Associates and
create a positive environment for our Associates’ families.
This systematically supports our KSFs of good citizenship
and long-term viability.

PRO-TEC has defined our outreach support and
commitments into three different categories. The first
category (Figure 1.2-3@®) includes requests from many of
the known local/national organizations such as the Boy
Scouts, American Cancer Society-Relay for Life, YMCA,
United Way, Putnam County Fair and 4-H, Leipsic, Ottawa,
and Findlay Chambers of Commerce, and local hospitals.
There are also many programs and events through the
Leipsic and other Putnam County schools that directly
impact the local youth either through learning, athletics,
music, arts, or safety that meet our criteria for considering
donations. Examples of these include supporting the
athletic and music boosters and Right-to-Read. There are
also youth in the community that achieve individual goals
and represent schools or local organizations in programs
such as People-to-People or state competitions that we
consider.

The second category (Figure 1.2-3©), participation in
community service by individual Associates, is also
encouraged and celebrated, which enhances our
contribution to the community.  Associate outreach
continues on a state, regional, and local basis with
participation on numerous advisory boards which provides
PRO-TEC with proactive listening posts in the community.
Examples include participation of approximately twenty
PRO-TEC Associates in the "School HOST/Mentors
Programs,” the Putnam County United Way Board,
Eric Franks served as a council member and examiner for
the Ohio Partnership for Excellence and is now a Baldrige
examiner, and Rick Rupert on the Local Emergency
Planning Committee. Shannon Shartell is on the Brookhill
Industries Board and Putnam County Workforce Investment
Act Board. Shaun Spainhower is a member of the West
Central Ohio Safety Alliance. President Paul Worstell has
volunteer, non-profit organization involvement focused on
workforce development and youth in the following areas:
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Executive Committee, Greater Findlay Inc.; and
Trustee, Blanchard Valley Regional Health Center.

» Baldrige Outreach (MBNQA QFE, Ohio Partnership
for Excellence, Quality New Mexico);

» Trustee for the Black Swamp Area Council Boy Scouts
of America;

» Guest speaker on Leadership at the University of
Findlay and Ohio Northern University;

» Board member, Ohio Manufacturer’s Association;

» Executive Committee, Ohio  Partnership  for
Excellence;

>

>

All of the senior leaders are involved in community service
organizations, associations, or events. Time allocated to
community service by senior leaders is determined based on
impact in the community, scope and impact of the project,
senior leader availability, and interest of the leader. Senior
leader time is directed to community service that requires
their expertise and professional guidance. For example, the
President is a trustee and an executive board member in
many organizations in the community as listed above.
Previous obligations on boards were transferred to other
senior leaders in the organization so his time could be better
utilized in the community.

The third category is ongoing commitments. Since our
inception, PRO-TEC has annually presented a four-year,
$20,000 scholarship (the highest of any local company, to
the best of our knowledge) to a graduating Leipsic student
(Figure 1.2-3@). The recipient's only obligation is to return
annually to their high school to share with younger students
their college experiences and their perceptions of the need
and value of a college education. Recipients are also

offered internships along with other area engineering,
technical, and business students. PRO-TEC also regularly
participates with Ohio Northern University Accounting
majors and the University of Findlay Environmental and
Safety and Occupational Health majors in a win-win
situation. The success of these programs is seen by the
level of quality work PRO-TEC receives and the quality of
the jobs the students receive after graduation.

PRO-TEC is also committed to offering employment to
physical or mentally challenged individuals through
Brookhill Industries. This offers the challenged individuals
an opportunity for better quality of life. PRO-TEC
currently has one person working part-time and four
contracted for janitorial services (Figure 1.2-3@). These
are Associates we are exceedingly proud of.

Requests and commitments (Figure 1.2-3@,0,0) are
considered, based on PRO-TEC’s criteria, and then
comparative data are gathered from similar requests. The
basic question asked is, “Should we donate time, money, or
merchandise?” If so, we determine whom, how much, or
what we will donate (Figure 1.2-3@). PRO-TEC is able to
assess if the actual impact is what the company envisioned
through many active listening posts throughout the
community.  This information, along with external
information such as business needs and local or state
economic concerns, is then evaluated at the strategic
planning meeting or whenever needed (Figure 1.2-3)@®.

If the information considered does not meet the criteria, it is
considered whether it should be added, and if not, no
support is provided.

Figure 1.2-3 - PRO-TEC Charitable Contributions, Scholarships, and Outreach Support Process
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1.1 Senior Leadership
1.1a Vision and Values

1.1a(1) — In our organization, senior leadership is defined
as the President and his direct reports. Eight leaders
represent this senior Leadership Team. The PRO-TEC
Coating Company leadership system (Figure 1.1-1) is used
throughout the application as the fundamental model for our
ORA-based leadership process. Where you see this
symbol it will show how the subject being discussed @
is aligned and integrated to our leadership system.
Leaders use the six disciplines® of the leadership model to
guide and sustain our organization. This supports strategic
planning, alignment of goals and objectives, deployment,
measurement, and communication in our culture of self-
directed work teams. Mission, vision, values, and strategic
position have been set by the Leadership Team as a
foundation, and they are reviewed and renewed annually.

Mission, strategic position, and vision. A diverse multi-
disciplined group created the mission statement in 2002. It
has become embedded into our culture. The mission is on
our business cards, is displayed prominently throughout the

PRO-TEC facility, is included in most printed material, and
is very much a part of the character of our company. Our
mission statement and strategic position (core competency)
are used to cast a very general and long-term view of where
our company is headed and what we believe. Our vision
statement (Figure P.1-3) is more specific and is used by
senior leadership to communicate to all stakeholders a more
concrete picture of what the company will look like in ten
years in pursuit of the mission and strategic position.
Frequently our senior leaders refer to the mission and vision
when explaining decisions and direction. When tactical
decisions must be made, it is common for a leader to ask,
“What do our mission and vision say?”

The Leadership Team has identified as a priority the safety
and wellness of our Associates and all stakeholders. This
priority is communicated to everyone in our six key success
factors under “Associate Quality of Life.” Our hierarchy of
priorities (Integrated Contingency Plan) lists preservation of
human life and safety as our first priority, and our
President, through every communication method, identifies
safety as a key focus. Two-way safety communication is
systematically encouraged, documented, and tracked within

Customers

Figure 1.1-1 -
Leadership System
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“This is taken from the book “Six Disciplines for Excellence (Building Small Businesses that Learn, Lead,
and Last)” by Gary Harpst ©2004. The associated software is referenced later in this application.
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PRO-TEC through communication meetings, Associate
satisfaction surveys, safety audits, and anonymous e-mail
feedback tools offering direct communication to the
President and Human Resources Manager.

In our culture of self-directed work teams, it is essential that
every Associate be a leader. Therefore, our core values
were created to support defined leadership behaviors.
Senior leaders conduct annual workshops within their areas
of responsibility to align and integrate goals and renew
commitment to mission, vision, values, and strategic
position. These workshops conducted in individual areas of
responsibility achieve two-way communication and
alignment. Senior leaders demonstrate commitment to
organizational values through their personal actions by
aligning the outcomes of these individual workshops to the
annual strategic planning activity.

1.1a(2) — Senior leaders are responsible for fostering
PRO-TEC’s unique corporate culture that is built on the
core values outlined in the leadership system. Open, direct
two-way communication is imperative to the success of our
self-directed workforce. This is systematically planned,
used, and tracked. Also, every Associate has been trained
in and has signed the ethics statement which is a core
element of our Code.

Senior leaders are to promote a legal and ethical
environment through their own individual actions and
decisions. They are also responsible for ensuring an
atmosphere that encourages all individuals to report any
questionable behavior. In addition, PRO-TEC’s corporate
culture, legal, and ethical environment is validated through
tangible audits and investigations to achieve complete
transparency (see Figures 1.2-1 and 1.2-2).

1.1a(3) - Our Leadership Team uses the leadership system
to create a sustainable organization at all levels. The
leadership system identifies mission, strategic position, core
values, stakeholders, and the six disciplines leadership
cycle.

Our leadership system begins with “Deciding

What’s Important” so that every Associate
understands and connects with our direction. This is
accomplished by leaders identifying and supporting projects
that are strategic to the success of our company. Leaders
revise and recommit to the mission, vision, core values, and
strategic position in step1l of the leadership system.
Through performance reviews we ensure that deployment
of these initiatives is a part of each Associate’s ORA.

@ “Set Goals That Lead” defines goals and initiatives
that lead Associates to take actions that align with
“what’s important” to our organization. Through annual
SWOT activity in step6 of our leadership system,
@ objectives aligned to our key success factors are

evaluated and reset. We then define measures and

targets, build consensus around these objectives, seek input
from Associates on direction, and finalize the direction.

CC_\; “Align Systems” is an effort to have every
Associate’s work aligned and integrated to meet the
goals of the company. We seek to have every Associate
understand their role as related to the role of others and
demonstrate leadership in a commitment to achieving the
company goals. To ensure that this alignment is
accomplished, goals are communicated to all Associates
through quarterly communication meetings, printed
newsletters, and intranet objective and performance
updates. All Associates are welcomed and encouraged to
attend Leadership Team meetings.  These Monday,
Wednesday, and Friday meetings (and monthly plant
management meetings) focus on communication,
alignment, integration, and oversight and are well attended
by Associates from throughout the organization.
Figure 1.1-2 shows this communication and oversight tool.
There is structure to these activities that ensures
communication of goals, measurement to the balanced
scorecard, corrective action implementation, follow-up, and
communication of tactical initiatives. We believe that
Associates at every level practicing ORA within the
structure of this leadership review process is a very tangible
measure of understanding, two-way communication, and
effectiveness of our efforts to align systems and resources.
<3 Leaders sustain the organization on a daily basis by
“Working the Plan.” This simply stated means,
“achieve your goals.” Our desire is to have every Associate
connect what he or she does on a daily basis to the goals of
the company. To ensure that we accomplish this, the
strategic plan is implemented and tracked and results are
communicated on a regular basis. We strive to create an
environment that fosters involvement, participation, and
ownership of the plan by communicating the goals and
identifying the linkage between goals and individual
Associate activities. When the scorecard indicates that
objectives are not being met, corrective action is
implemented that often requires the deployment of
additional resources. When impacted by both external and
internal conditions, the plan is adapted and realigned.

¢ 55 Senior leaders have established an environment for
63 continuous improvement and Associate learning,
“Innovate Purposefully.” While working the plan on a
daily basis, we attempt to tap every Associate’s creative
ability to achieve continuous improvement and
organizational excellence. We achieve this by creating an
atmosphere that encourages continuous improvement and
change. We provide information and business knowledge
to understand opportunities for improvement. Leaders
make the linkage between our agility and innovation in
developing new products and processes to the success and
long-term viability of our company. Specific job-related
training and a strong emphasis and support for formal
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continuing  education clearly demonstrates leaders’

commitment to foster human potential.

Senior leaders personally update the succession plan
annually for the highest levels. Leaders throughout the
organization support and drive I-to-I, the formal continuous
improvement  process. Commitment to continuous
improvement, personal development, and performance
excellence are emphasized and reinforced by performance
reviews and the internal job selection processes.

1.1b

1.1b(1) - Our culture was established based on a self-
directed empowered workforce and ORA. All leaders must
be good listeners and communicators. This is pivotal to
them aligning and integrating systems (and people) and
achieving their goals.

Communication and Organizational Performance

We systematically validate our communication through a
communication matrix (available on-site). This helps us
verify that all Associates receive the business plan,

performance, and technical information they need. Using
this approach we validate the:

Communication methods,

Frequency,

Message,

One or two-way communication, and

Method for validating two-way communication.

For example, the 2" quarter communication meeting, called
“Breakfast with Paul,” is an informal breakfast meeting that
allows opportunity for open dialogue between all
Associates and the President. It is two-way communication
on topics the Associates are interested in discussing. Also,
part of fostering human potential is recognizing
achievement, as shown in our Performance Management
System (Figure 5.1-2@).

1.1b(2) — In “Step Back,” senior leaders commit to annual
reassessment of external and internal factors that are
essential for setting direction for the company. They

Participants

PRO-TEC Directors (including
both joint venture partners),
PRO-TEC Leadership Team

Leadership Team,

Functional Leaders,

Auditors, Inclusive of
Others Who Wish to Attend

Comprehensive Group,
Leaders, Engineering
Associates

Operating Leaders, Subject
Matter Experts, QA, Safety,
President

Team Members, Process
Techs., Warehouse Leaders

Figure 1.1-2 — Leadership Review

Ajsnonunuo)
Bunioday
3|qnoJ L WIYs

Documentation/Follow-up

Note: A communication
matrix is available on-site.

P s 1T : fm Do :
: ‘o > ! w io® X
ise Qaus_i¥,Z2 izz &i
sg%‘:ﬂs%fne.gsg—,gz i2a Q7
N M o - } H - H
596i,s85i133832i38s ¢!
i2e2in82£iag3si858 g
: _‘B.CDE;U(D'U)'I'ISO 5>(—_’m
(2N TS o o | 7
S o < 52 08 a3 @a@ g
33X »Ior gg8- Zf_l;g_)ﬂ-l;l
38 o3 38 =259
Sa- ocHv = @sX 53-8
= = -_ N ===~ @ C o =
< = """DOZ o < = 5 [%2)
o n x D = =
> 5;3%6 @ -
&89
w =
Q

Page 3 of 50





PR g ;’,
e
CUXNTLS SULuLYe

2007 MBNQA Application — Small Business

1.0 - Leadership

promote broad involvement from the organization in
gathering information and  processing this @
information for the purpose of “Deciding What’s
Important.”

Leaders ensure that these important activities occur by
committing to the cycle of improvement strategic planning
process (Figure 2.1-1). Leaders conduct annual SWOT
analysis in functional areas feeding into a consolidated
SWOT analysis for the purpose of annual strategic
planning. Leaders encourage the organization to pursue
continuous and breakthrough improvement initiatives to
enhance the impact of the SWOT analysis effort. Leaders
model desired behavior by taking on challenging tasks and
committing themselves to continuous improvement.
Reasonable risks are taken in setting stretch targets and
working toward the achievement of these targets. Leaders

benchmark other excellent organizations and “steal” ideas
that will improve our organization.

The balanced scorecard (BSC) provides senior leaders a
method to review key measures on a regular basis. The
performance measures are determined through the strategic
planning process, communicated to the workforce and
stakeholders, and reviewed monthly using the green,
yellow, red designation for compliance (Figure 2.1-3). At-
risk BSC measures require action, and the action is
monitored through a formal management review process at
the monthly plant management meeting. These same
metrics are reported monthly and reviewed three times a
year with our parent companies at Management Committee
meetings.

Value creation for customers and stakeholders is a
component of the consolidated SWOT activity. In “Step
Back” of the leadership system, the integration of insights

from the SWOT analysis into the strategic plan are
essential for prioritization of the many planning
initiatives.  This prioritization through consensus
building creates a manageable set of objectives that are best
aligned with our mission, vision, values, and company
goals. Senior leaders personally update the succession plan
annually for the highest levels of the organization. This is
performed in unison with the joint venture partners.

1.2 Governance and Social Responsibilities

1.2a Organizational Governance

1.2a(1) — Organizational governance is uniquely embedded
into PRO-TEC’s culture based on ORA and the mission,
vision, and values. Senior leaders are directly responsible
for Associate safety, the company’s actions, and the
management systems that ensure the sustainability of the
company. Figure 1.2-1 outlines the framework of
PRO-TEC’s organizational governance system, which
embraces senior leader and Associate ORA along with open
lines of two-way communication and oversight, which
penetrates through all levels of the organization.

The governance system has been formed by: 1) External
regulatory and community requirements  (safety,
environmental, legal, financial, etc.), 2)PRO-TEC
formation agreements (partnership, substrate supply, and
marketing  agreements),  3) Customer and  vendor
requirements, and 4) Internal policies, procedures, and work
instructions (Human Resources, departmental, ISO/QES).

Management Accountability:  The Leadership Team is
responsible for establishing policies and procedures and the
direction of the organization through the strategic planning
process. Each member of the Leadership Team is assigned

Figure 1.2-1 - Governance System
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responsibility for maintaining a specific key success factor
(KSF) and for the ultimate deployment throughout the
organization. At the monthly plant management meeting,
each senior leader is responsible for reviewing performance
for their assigned KSF and objectives through the balanced
scorecard (BSC). The BSC is then presented at the
Management Committee meeting held three times per year.
Actions are taken at each review.

Fiscal Accountability: Through the BSC objectives and the
monthly financial closing process, a detailed review of the
financial performance is performed. Monthly detailed
statements are prepared and presented to all department
heads and both parent companies. The results are also
presented as part of the monthly plant management meeting
and summarized in the monthly detailed report to the
Management Committee.

Woven throughout the framework are the underlying
policies and procedures that are continually being reviewed,
evaluated, and communicated to address any changes in the
regulatory and stakeholder requirements. When change is
required, any Associate or stakeholder can initiate change
by completing a preventive or corrective action request
(PAR or CAR). These requests are monitored and reviewed
on a routine basis through the I-to-1 processes and at
monthly plant management meetings.

Transparency in Operation: In order to validate the
governance and all other management systems, independent
internal and external auditors are used to routinely review
the process requirements (Figure 1.2-1) (compliance and
audit resources). Built into PRO-TEC’s unique culture is
the philosophy that internal and external input and audits
are welcomed and necessary to ensure the sustainability of
the system and the organization. Two of the three types of
audits conducted are fully independent of the Leadership
Team. The customer/vendor reports findings to the
Leadership Team, and the external audits report findings

directly to the Management Committee. These audits
verify all actions are transparent up to the appropriate level.

Independence of Audits: To ensure the internal audits are
robust and highlight all appropriate issues, the Management
Committee initiates external audits on a pre-determined
schedule. These independent external auditors can also be
requested by the Leadership Team on a more frequent basis.

Protection of Stakeholder Interests: There is a direct focus
of protecting stakeholder interests that is performed by
linking the KSFs and objectives on the balanced scorecard
to the stakeholders. In 2005, an I-to-1 team was assembled
to enhance PRO-TEC’s internal controls by establishing a
formal competitive bidding procedure based on a USS audit
recommendation. Through the implementation of this
procedure, another layer to the internal control structure
was added to protect all stakeholder interests.

1.2a(2) - Senior leaders are evaluated on their performance
in several manners. First is through open and direct two-
way communication with their peers and direct reports; this
provides real-time feedback, which is instrumental
throughout the organization. Second is through the annual
performance reviews, which are conducted as outlined in
Category 5.  Third is through internal and external
environmental scans and Associate surveys.

1.2b Legal and Ethical Behavior

1.2b(1) - Impacts on Society: PRO-TEC has taken a pro-
active approach to address our current and potential impact
on society by encompassing the ISO 14001 standards and
National Environmental Performance Track (EPA)
voluntary compliance program into our culture and
management systems. As part of these standards and
programs, a team of PRO-TEC Associates routinely
monitors and evaluates the products we use and sell for
potential hazards and impacts to our Associates,

Figure 1.2-2 - Legal Compliance and Ethical System
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community, and society as a whole. Environmental goals
and objectives are established on an annual basis and
monitored monthly at the plant management meeting
(Figure 2.1-3). Independent internal and external
USS/KOBE audits and reviews are performed on a periodic
basis to ensure compliance with these standards, and at the
same time these audits provide a method for sharing and
implementing best practices throughout the organization.
Semi-annual certification audits are performed by an
accredited agency and are used as opportunities to enhance
our programs.

PRO-TEC leaders and Associates have a vested interest in
the rural agricultural area of northwest Ohio as this is the
area where a majority of our Associates live. This, along
with a commitment to good citizenship (KSF), has resulted
in senior leaders and Associates taking a very active role in
the surrounding communities.

PRO-TEC’s joint venture status also provides us the ability
to use additional external resources from the parent
companies, which are utilized routinely to provide expertise
in the area of product and operations risks assessment. In
addition, PRO-TEC has established long-standing
relationships with other local independent agencies to
protect all stakeholder interests.

1.2b(2) — Promoting Ethical Behavior - Embedded in the
values and leadership behaviors are honesty, trust, and
integrity which are the core elements of the Code of Ethical
Business Conduct.  This promotes a commitment to
conduct all transactions in accordance with the laws and the
highest standards of business ethics and conduct.

As shown in Figure1.2-2, these leadership/ethical
behaviors are verified starting with the pre-employment
process. Pre-employment interviews are conducted by a
group of peers and the Human Resource department at
which time these values and behaviors are examined. This
is followed by a criminal background check to validate the
team’s assessment.

Behaviors are evaluated and monitored on a routine basis
through the day-to-day departmental activities and open
two-way communication. This is also part of how each
leader, at every level, is evaluated. Company-wide training
on the Code of Ethical Business Conduct is also performed
on a periodic basis. All Associates are encouraged to report
to their leader/designated auditor or Human Resources any
violations of the Code or suspected illegal acts or unethical
conduct. A confidential investigation would be performed
and appropriate action taken. PRO-TEC also has contracted
with a Corporate Employee Assistance Program (EAP)
where individuals can report violations.

1.2c  Support of Key Communities

1.2c - The community is one of PRO-TEC’s key
stakeholders on our BSC. The primary communities in
which our Associates work and live include Leipsic,
Putnam County, and Findlay. This is where the company
outreach is focused. During our strategic planning meeting
(Figure 1.2-3®), we review opportunities or changes in our
support criteria. The main areas of emphasis are students;
learning, safety, sports, and music; community projects to
improve quality of life; and local and national organizations
impacting the people in our key communities.

PRO-TEC is committed to good citizenship providing
financial and professional support to our key communities
in a variety of methods. Figure 1.2-30,0,0 reflect our
listening posts to develop future PRO-TEC Associates and
create a positive environment for our Associates’ families.
This systematically supports our KSFs of good citizenship
and long-term viability.

PRO-TEC has defined our outreach support and
commitments into three different categories. The first
category (Figure 1.2-3@®) includes requests from many of
the known local/national organizations such as the Boy
Scouts, American Cancer Society-Relay for Life, YMCA,
United Way, Putnam County Fair and 4-H, Leipsic, Ottawa,
and Findlay Chambers of Commerce, and local hospitals.
There are also many programs and events through the
Leipsic and other Putnam County schools that directly
impact the local youth either through learning, athletics,
music, arts, or safety that meet our criteria for considering
donations. Examples of these include supporting the
athletic and music boosters and Right-to-Read. There are
also youth in the community that achieve individual goals
and represent schools or local organizations in programs
such as People-to-People or state competitions that we
consider.

The second category (Figure 1.2-3©), participation in
community service by individual Associates, is also
encouraged and celebrated, which enhances our
contribution to the community.  Associate outreach
continues on a state, regional, and local basis with
participation on numerous advisory boards which provides
PRO-TEC with proactive listening posts in the community.
Examples include participation of approximately twenty
PRO-TEC Associates in the "School HOST/Mentors
Programs,” the Putnam County United Way Board,
Eric Franks served as a council member and examiner for
the Ohio Partnership for Excellence and is now a Baldrige
examiner, and Rick Rupert on the Local Emergency
Planning Committee. Shannon Shartell is on the Brookhill
Industries Board and Putnam County Workforce Investment
Act Board. Shaun Spainhower is a member of the West
Central Ohio Safety Alliance. President Paul Worstell has
volunteer, non-profit organization involvement focused on
workforce development and youth in the following areas:
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Executive Committee, Greater Findlay Inc.; and
Trustee, Blanchard Valley Regional Health Center.

» Baldrige Outreach (MBNQA QFE, Ohio Partnership
for Excellence, Quality New Mexico);

» Trustee for the Black Swamp Area Council Boy Scouts
of America;

» Guest speaker on Leadership at the University of
Findlay and Ohio Northern University;

» Board member, Ohio Manufacturer’s Association;

» Executive Committee, Ohio  Partnership  for
Excellence;

>

>

All of the senior leaders are involved in community service
organizations, associations, or events. Time allocated to
community service by senior leaders is determined based on
impact in the community, scope and impact of the project,
senior leader availability, and interest of the leader. Senior
leader time is directed to community service that requires
their expertise and professional guidance. For example, the
President is a trustee and an executive board member in
many organizations in the community as listed above.
Previous obligations on boards were transferred to other
senior leaders in the organization so his time could be better
utilized in the community.

The third category is ongoing commitments. Since our
inception, PRO-TEC has annually presented a four-year,
$20,000 scholarship (the highest of any local company, to
the best of our knowledge) to a graduating Leipsic student
(Figure 1.2-3@). The recipient's only obligation is to return
annually to their high school to share with younger students
their college experiences and their perceptions of the need
and value of a college education. Recipients are also

offered internships along with other area engineering,
technical, and business students. PRO-TEC also regularly
participates with Ohio Northern University Accounting
majors and the University of Findlay Environmental and
Safety and Occupational Health majors in a win-win
situation. The success of these programs is seen by the
level of quality work PRO-TEC receives and the quality of
the jobs the students receive after graduation.

PRO-TEC is also committed to offering employment to
physical or mentally challenged individuals through
Brookhill Industries. This offers the challenged individuals
an opportunity for better quality of life. PRO-TEC
currently has one person working part-time and four
contracted for janitorial services (Figure 1.2-3@). These
are Associates we are exceedingly proud of.

Requests and commitments (Figure 1.2-3@,0,0) are
considered, based on PRO-TEC’s criteria, and then
comparative data are gathered from similar requests. The
basic question asked is, “Should we donate time, money, or
merchandise?” If so, we determine whom, how much, or
what we will donate (Figure 1.2-3@). PRO-TEC is able to
assess if the actual impact is what the company envisioned
through many active listening posts throughout the
community.  This information, along with external
information such as business needs and local or state
economic concerns, is then evaluated at the strategic
planning meeting or whenever needed (Figure 1.2-3)@®.

If the information considered does not meet the criteria, it is
considered whether it should be added, and if not, no
support is provided.

Figure 1.2-3 - PRO-TEC Charitable Contributions, Scholarships, and Outreach Support Process
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