Modify the title and subtitle of this business case to highlight the key benefit of your involvement in the Performance Measurement Practitioner Program.

Business Case for Better KPIs/Performance Measures
Key Benefit of Performance Measurement for [Organisation]
Executive Summary

Write a short summary of your business case to invest time and energy into a robust and deliberate approach to developing meaningful performance measures or KPIs, emphasising the reasons why it’s so important now, what the realistic return on investment is and the recommended actions you want the audience to take in response to the business case.

Strategic Importance

Why performance measurement and improvement matters so much now, and how this supports current strategic priorities (or the speed with which the organisation will be able to address its current strategic priorities).
Return on Investment

Summary of key benefits associated with the “return” part of the ROI.
Financial summary of ROI, by converting the “return” benefits into financial results and comparing this to the estimated financial investment in better performance measurement.
Recommendations

Examples:
1. Conducting an as-is analysis of existing performance measures in terms of their cost to report, buy-in, alignment to strategy, perceived usefulness, etc…
2. Adopting a particular approach to developing better performance measures (eg PuMP®).
3. Developing your own skill (and/or your colleagues’ skill) in performance measurement (eg through the Performance Measure Blueprint Workshop or PuMP Performance Measure Practitioner Certification Program).

Reason for this business case

List your own reasons (and supporting evidence) for wanting to invest in a robust and deliberate approach to developing meaningful performance measures or KPIs. Consider your vision of performance measurement excellence, deficiencies in the current approach to performance measurement, and any specific performance problems that good measurement can solve for your organisation.
· Vision of performance measurement – how the organization will be different after it embraces powerful performance measurement. Be descriptive and vivid.
· History of poor performance measures and the impact they have on organizational performance. Provide examples of poor performance measures and their consequences.
· Current performance shortfalls that are threatening organizational sustainability or success – and that require performance improvement in specific areas of the organization (and which measuring can be an important part of focusing, diagnosing and tracking improvement). Provide examples of current performance problems.
· Existing approach to performance measurement that is ad hoc, wastes time and is labour intensive, creates measures with little or no buy-in, has excessive duplication in measures produced and reported, measures fail to drive performance improvement, measures don’t align to strategy nor support strategy execution. Provide estimates of current costs/times.
Objectives and measures of success

You need to be clear how better performance measurement will impact your organisation’s or company’s performance. It won’t be enough for you to assume that ending up with good measures is an outcome that others will value. They won’t. They need to see the link between good measures and the bottom line impacts that matter to them. And paradoxically, it will help if you can articulate some measures of the success of having good organisational performance measures!
Using the examples below as a prompt or starting point, create 3 to 5 of your own objectives, to make it clear what you want to achieve through better performance measurement:
	Objective
	 Measures 

	Increase staff engagement with performance measurement.
	Average staff perception of value of the time they spent developing measures.
Average staff rating of agreement with “I am excited about my performance measures.”  

	Reduce the time from strategy formulation to measures selected/measures reported.
	Average number of days to implement new performance measures.

Percentage of new performance measures ready for reporting within 60 days of strategy signoff.

	Reduce the cost and time of producing the Strategic Performance Report.
	Total labour cost per Strategic Performance Report issue.

Strategic Performance Report production cycle time.

	Reduce the time it takes for strategic and operational goals/targets to be achieved.
	Percentage of goals/targets achieved ahead of target date.
Average number of days to achieve business targets set in strategic and operational plans.

	(Add your own)
	


Needs analysis

Provide a more detailed rationale behind your reasons for wanting to invest in a robust and deliberate approach to developing meaningful performance measures or KPIs . Consider stakeholder feedback, market forces, governance, continual failure to achieve business targets, and so on.

· Internal and external stakeholder consultation regarding current performance measurement practices, or the need for performance improvement.
· Market forces that are driving the need for faster performance improvement.

· Increasing call for governance and accountability, which could be satisfied with meaningful performance measurement.

· Historically consistent failure to achieve targets in business plans (and hence failure to ultimately achieve profit or other “bottom line” results).
Assumptions and constraints

Identify the most critical assumptions and constraints associated with taking a robust and deliberate approach to developing meaningful performance measures or KPIs. They are likely to include workload constraints, involvement of other key people in a Measures Team, whether existing measures can be challenged, and so on.
· Planned workload can be prioritized and scheduled around developing and implementing a robust and deliberate approach to developing meaningful performance measures or KPIs.
· A Measures Team can be formed, consisting of 6 to 7 representatives from across the organization to work together to develop the new measurement approach and plan its implementation.
· Newly designed measures may require data that is not presently available, and establishing sources for this data will be investigated prior to a final decision on the measures.

Change management

Change management, in providing the training and systems to embed new performance measurement practices into the organization, so it becomes "business as usual", should be an integral part of the approach you take. List the ideas you have for ensuring that the new approach can be integrated into the processes and systems of your organisation, and become normal practices for people.
· Communicating the importance of performance measurement and improved approaches to staff at all levels.

· Teaching staff the techniques of good measurement.

· Redesigning team meetings to make sure measures are used properly.

· Including in everyone’s job description the responsibility to use performance measures to monitor and improve the results they and their work team contributes to for the organization.

· Building systems to manage and coordinate new performance measures and their implementation.

· Integrating the performance measurement process with existing organizational processes such as planning and reporting, and also with existing technology such as business intelligence applications.
Cost benefit analysis

List the various costs and benefits, and their financial impacts, associated with developing and implementing better performance measures. Costs will likely include training, consultants, staff time, new systems or system development. Benefits will likely include reduced rework, real improvements in performance (achieving more targets, more quickly) and savings from streamlining current data collection and reporting. Show the total estimated return on investment in successfully achieving the objectives of your business case.
	
	Investments
	Returns

	Fee to participate in the program
	$
	

	Cost of training (e.g. attending a public Performance Measure Blueprint Workshop, or holding an in-house workshop)
	$
	

	Cost of consultants (e.g. to facilitate the project)
	$
	

	Internal implementation team’s time to attend implementation workshops and develop their measures (e.g. approx. 1 day per person per month)
	$
	

	Expected improvements to performance of the internal implementation team (e.g. reduced cost of rework, increased customer satisfaction and resulting sales, higher productivity)
	
	$

	Expected saving on future performance measurement consultants (e.g. approx. $5,000 - $10,000 per area of the organization requiring improved measures)
	
	$

	Expected savings from streamlining existing performance reporting processes (e.g. reducing labour and rework or duplication)
	
	$

	
	
	

	TOTAL
	$
	$


Due diligence

Gather and provide information that evaluates your recommended approach to better performance measurement against alternative approaches. Alternative approaches might include competing methodologies, solutions other than performance measurement, and even doing nothing is an alternative approach. Also include a risk assessment, outlining the significant risks associated with your business case, and how you recommend handling each of them. One big risk, for example, is people not giving the priority to their involvement in performance measurement.
Alternative approaches

	
	Advantages
	Disadvantages

	Doing nothing.
	No need to allocate budget.
	Everything continues as it has, lack of good measures continues to waste time, resources and effort in pursuing organizational goals.

	Self-development through reading, researching and trial and error.
	Inexpensive. 
Flexible.
	Ad hoc approaches like this take a lot of time and can be hit and miss in relation to the quality of performance measurement methods and advice found.

	PuMP Performance Measurement Practitioner Certification Program.
	Based on PuMP which is a complete system for performance measurement implementation that compliments rather than competes with other well known frameworks like Balanced Scorecard. 
Personalised coaching is included to tailor the learning to our organization. 
Extensive resources are provided to support learning. Learning is flexible, self-paced and requires no travel.
	Duration is 9 months which seems long for many. 
PuMP is not as well known as Balanced Scorecard.

	(Other options)
	
	

	
	
	


Risk management
Identify the most critical risks associated with your business case. For example:
Unplanned projects, or existing projects, become a higher priority than performance measurement.

· Test if these projects are indeed more important than performance measurement, or just more urgent. Perhaps these new priorities lend themselves to being candidates to apply the new approach to performance measurement to.
The internal client team chosen as the first area of implementation of performance measurement does not give the implementation sufficient priority.

· Ensure there are several alternative teams lined up for performance measurement implementation, as backups.

· Take care in the selection of team members, and ensure that the project is understood by several staff beyond the core measures team, so substitute members might find it relatively easy to join in part way along.

Recommended implementation and timing
Provide a moderately detailed description of your recommended course of action, the key milestones and timeframes. The key phases of any performance measurement implementation should include ensuring there is a measurable strategy, designing meaningful measures, getting buy-in, defining and implementing the measures, designing and implementing performance reports, ensuring measures are used to improve performance, and integrating new measurement practices into normal management processes.
	Action
	Milestone
	Timeframe

	1. As-is analysis of existing performance measures
	Stock take of measures
	Feb - Mar

	2. Review organizational strategy to make it more measurable
	Clear and measurable strategic results map
	Apr

	3. Design meaningful measures for the strategy
	Each strategic goal with 1 or 2 meaningful measures
	May

	4. Test the strategy and measures with wider audience of managers and staff
	Strategy and measures signed off and ready to execute
	May

	5. Etc…
	
	

	6. 
	
	

	7. 
	
	


This template was created by Stacey Barr, the Performance Measure Specialist, and is available at  www.staceybarr.com/downloads/KPIBusinessCase.doc 

