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Executive summary

PUBLIC SECTOR organisations are about

to enter one of the most challenging
environments they have ever had to face

as they bear much of the cost of the credit
crunch. Across the world, public sector purses
will shrink as national governments pay off
the debt of averting global economies from
the horrors of depression and deal with the
budget deficits resulting from reduced tax
income during the recession.

As public sector leaders juggle budgets
to cope with perhaps unprecedented funding
shortfalls, they face a further challenge.
That is that national governments, the
general public (the consumers of public
services) and other stakeholders will simply
not allow any degradation of key services.
This might seem unfair to beleaguered
public sector leaders, but is in many ways
similar to the pressures on commercial
organisations, that also had to maintain
service levels during the recession while
revenues fell, sometimes dramatically.

Furthermore public sector organisations
will be placed under intense scrutiny to
see how they spend their money. Those
who monitor public services will demand
greater performance accountability and
transparency. The external demands will
be that public sector leaders allocate
resources in the most efficient and effective
way possible — and that they are able to
demonstrate that this is the case.

In order to cope with the upcoming
challenges, perhaps more than ever before

public sector leaders need to instil strong

performance management disciplines in their
organisations; disciplines that enable these
leaders to fully understand:

B What key outcomes and priority
deliverables they must accomplish;

B How fo allocate reduced financial
resources to make the most positive
impact on service levels and outcomes;
and

B How fo demonstrate in an open
and transparent way that the
outcomes were delivered in the

most cost-effective manner.

Or put another way, leaders will be
accountable for creating true value for
money, meaning delivering the right level of
service in an effective and efficient way. It
is also important to highlight that although
the current funding crisis has heightened
the importance of managing performance,
we shouldn't forget that attempting to
improve the performance of public sector
organisations (better value with less
inefficiency) has been an agenda item for
many national governments over many years.
This report outlines how the balanced
scorecard, one of the most powerful and
successful management tools of all time, can

be used in public sector organisations to:

B |dentify and communicate strategic
priorities and key outcome deliverables;

B Understand how to make the best use of
financial resources (by tracking through
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causal linkages how money spent
leads to customer or stakeholder-
facing outcomes);

B Drive accountability into the organisation
(people are held responsible for
objectives, initiatives and measures);

B Instil greater performance transparency
(the scorecard framework makes
performance fully visible within the
organisation and, if required, out to
stakeholder groups); and

B Create a strong learning and

improvement culture.

Packed with real-life examples and following
a step-by-step logic, this report provides a
practical best-practice framework for building
and deploying a balanced scorecard system
in a public sector environment. Readers will
get an in-depth understanding of what a
modern best-practice balanced scorecard is
(and that it is a lot more than just focusing
on the collection of often meaningless
data for external reporting purposes).
They will learn in detail the core skills of
how to amend the balanced scorecard for
public sector organisations, how to create
strategy maps, how to link initiatives with
strategic priorities, and how to create key
performance questions and key performance
indicators. Readers will then learn about how
to overcome some of the key implementation
challenges addressing cultural, structural and
technological issues to ensure a balanced
scorecard implementation is successful.

Many useful templates and tools
are provided to ensure performance
information is collected, reported and
discussed in the right way that leads to
tangible performance improvements.

Finally, a series of case studies completes
the report, illustrating how some leading
public sector organisations have used

the balanced scorecard to drive their

performance agenda, delivering better value,
fewer inefficiencies, more accountability
and transparency, and real performance

optimisation and improvements.
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