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Performance Measurement 
Performance Management  

Purpose 
Performance Measurement is the process of evaluating how effectively an individual, team, 
organization, or system is achieving its objectives and goals. At its core, the purpose of 
Performance Measurement is multifaceted. Firstly, it provides a means to assess the extent 
to which objectives and goals are being achieved, offering valuable insights into areas of 
strength and areas needing improvement. This facilitates informed decision-making by 
identifying what works well and what requires attention or adjustment. 

Moreover, Performance Measurement plays a crucial role in fostering accountability 
within organizations by establishing clear benchmarks and standards against which 
progress and achievements can be systematically tracked, evaluated, and compared. 
These metrics serve as objective yardsticks that enable stakeholders—whether internal 
management, external oversight bodies, or the public—to assess the effectiveness and 
efficiency of individuals, teams, or entire organizations. 

Performance measurement is essential for continuous improvement as it serves as the 
compass guiding organizational progress and evolution. By systematically collecting 
performance data, organizations gain critical insights into their current state of operations, 
identifying areas of inefficiency, bottlenecks, or opportunities for enhancement. These 
insights not only highlight where improvements are needed but also provide a baseline 
against which progress can be measured. Performance Measurement enables 
organizations to set realistic improvement targets, track the effectiveness of implemented 
changes, and adjust strategies as necessary to achieve optimal outcomes. It fosters a 
culture of evidence-based decision-making and accountability, ensuring that continuous 
improvement initiatives are purposeful, targeted, and aligned with overarching strategic 
goals. Ultimately, by leveraging Performance Measurement to drive continuous 
improvement efforts, organizations can enhance operational efficiency, innovate 
processes, and consistently deliver greater value to stakeholders. 

Performance Measurement involves the collection, analysis, and interpretation of data to 
evaluate performance against predetermined objectives, benchmarks, or standards. At the 
core of Performance Measurement are performance measures. Performance measures are 
quantifiable units used to express the size, amount, or degree of something. Any number of 
things can be measured (time, cost, inputs, outputs, complexity, distance, satisfaction, etc.). 
By systematically assessing performance measures against predetermined criteria, 
organizations can make informed decisions, enhance accountability, foster transparency, 
and achieve their strategic goals and objectives. 
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Vermont Performance Logic Model 
The Vermont Performance Logic Model is an organizational performance management 
framework designed to improve the effectiveness, efficiency, and impact of state 
government programs. It provides a structured approach that all levels of the organization 
can use to systematically measure and improve performance across four dimensions:  

• The Culture: The environment in which work occurs. 
• The Work: The processes and activities involved in accomplishing tasks. 
• The Results: The outcomes of work efforts in the short-, medium-, and long-term. 
• The Impact: The broader purpose and outcomes of the organization’s work. 

 

Each of these four dimensions is essential for improving organizational performance and 
each one influences the next from left to right. The Culture sets the foundation by 
fostering a positive work environment that promotes team dynamics, employee well-
being, and capability development. This environment is crucial for motivating employees 
and ensuring they are engaged and productive, which directly influences the efficiency 
and quality of The Work. Efficient work processes, characterized by well-managed inputs, 
activities, and outputs, ensure that resources are utilized effectively to produce high-
quality outcomes. These efficient work processes lead to The Results, where the 
effectiveness of the organization is measured through the short, medium, and long-term 
impacts of its activities. Monitoring these results helps in assessing the organization's 
success in achieving its mission. Ultimately, The Impact represents the broader purpose 
and long-term vision of the organization, focusing on the significant positive changes in 
populations, communities, or systems.  

These four dimensions are also directly tied to the defining characteristics of an organization: 
values, mission, and vision. The Culture relates directly to the organization's Values, 
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which encompass the principles and beliefs that guide behavior and decision-making 
within the organization. By fostering a culture that reflects its values, the organization 
ensures that employees are aligned with its core principles, leading to a positive and 
productive work environment. The Work and The Results relate directly to the Mission 
because the mission defines the work that an organization does. Lastly, The Impact is 
directly related to the Vision, which outlines the future state or long-term aspiration the 
organization aims to achieve. By measuring the impact on populations, communities, and 
systems, the organization assesses its progress towards realizing its vision. 

Organizations have varying levels of control within each of the four dimensions, yet all 
four are essential for understanding and improving performance. For example, an 
organization has the greatest Control over The Culture. This includes shaping team 
dynamics, fostering employee well-being, and developing capabilities through policies, 
training, and leadership practices. An organization also has Control over The Work it 
performs but only has Influence over The Results - there are external variables and 
unforeseen circumstances that can affect the results that customers experience. 
Organizations have the least Control and Influence over The Impact and instead have 
Interest over the direction of the trends. While the organization can influence outcomes 
through its mission-driven activities, the actual Impact is often affected by external factors 
beyond its direct control. However, the organization must remain deeply interested in 
these outcomes as they represent the fulfillment of its long-term vision.  

Performance data can be developed, monitored, and improved in each of these four 
dimensions in order to improve organizational performance. The Culture, The Work, and 
The Results dimension are measured using Performance Measures, while the Impact 
dimension is measured using Indicators. Here are the key differences between these 
two types of performance data.  

• Performance Measures: Data used to assess the efficiency or effectiveness of a 
program, project, or individual (e.g., number of grants executed, average days to 
process invoice, etc.). They provide numerical data that can be compared against 
targets or benchmarks. Organizations have direct control or influence over 
performance measures.  

• Indicators: Data used to quantify the well-being and conditions of populations, 
communicates, organizations, or systems. (e.g., median household income, rate of 
violent crime, total greenhouse gas emissions). Unlike performance measures, 
indicators typically do not have specific targets attached to them, as they give 
insight into broader environmental conditions or trends. Organizations generally 
do not have control or influence over population-level indicators but have an 
interest in monitoring and responding to high-level trends. 

Below is a more in depth description of each of the 4 dimensions and example 
performance data within each.  
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The Culture 
The Culture dimension centers on the work environment and 
the dynamics within an organization. It focuses on fostering a 
supportive and engaging atmosphere where employees can 
thrive. By promoting a positive and collaborative environment, 
the organization aims to enhance overall productivity, morale, 
and employee satisfaction.  

The Culture is intrinsically linked to the organization's core 
values. These values encompass principles such as respect, 
integrity, collaboration, and excellence. By embedding these 
values into the daily practices and behaviors within the 
workplace, the organization ensures that its culture reflects its 
foundational beliefs. A strong, value-driven culture not only 
supports ethical behavior but also strengthens the sense of 
purpose and belonging among employees, aligning their 
individual goals with the organizational mission. 

The organization has significant control over the culture dimension. Leadership plays a 
critical role in setting the tone and expectations for the workplace environment. Through 
strategic initiatives, training programs, and consistent communication, the organization 
can shape its culture to align with its values and strategic goals. By actively managing 
and nurturing its culture, the organization ensures that it remains adaptable, resilient, and 
focused on continuous improvement, ultimately driving long-term success and achieving 
its mission. 

The objective of developing, tracking, and improving performance measures in this 
dimension is to foster a positive and productive work environment that supports employee 
well-being and team effectiveness. Measures in this dimension attempt to capture the 
team dynamics, as well capture the ability, capability, well-being and condition of 
employees. Below are example performance metrics in this dimension.  

Elements Categories Specific Examples 

Engagement 

Satisfaction, 
wellness, 
management, 
communication, 
alignment, 
relationships 

% of employees satisfied with their jobs 
% of employees who report having good work-life balance 
% of employees who are satisfied with support from supervisor 
% of employees who feel leadership communicates effectively 
% of employees who report strong connection to team purpose 
Employee net promoter score 

Development 
Training, 
growth 
opportunities  

# of professional development hours 
% of staff receiving 40+ hours of professional development per year 
% of employees participating in leadership training 

Retention  Turnover rate, 
retention rate 

% of employees who leave their job within 2 years 
Average number of years of employee service 
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Diversity, 
equity, and 
inclusion 

Demographics, 
belonging   

% of team members belonging to underrepresented groups 
% of employees who value a diverse and inclusive workplace 
% of team members who feel a strong sense of belonging in team  

The Work 
The Work dimension refers to the processes and activities 
involved in accomplishing the organization’s Mission. This 
includes the development and optimization of processes, 
procedures, and protocols that streamline operations and 
enhance efficiency.  

The organization has moderate control over its work 
processes, including the management of inputs, activities, and 
outputs. It can set standards, optimize processes, and allocate 
resources to ensure efficiency and quality. However, external 
regulations, public conditions, and technological 
advancements can influence how work is performed. The 
organization can adapt and respond to these external factors 
to maintain efficiency. Therefore, there is generally less 
control over The Work as compared to The Culture.  

The objective of developing, tracking, and improving 
performance measures in this dimension is to ensure that work is performed efficiently 
and effectively, using resources wisely and producing high-quality outputs. Measures in 
this dimension attempt to the quantity and quality of inputs, processes, and outputs. Below 
are example performance metrics in this dimension.  

Element General Measures Specific Examples 

Inputs 

Quantity  # received, collected, 
submitted, placed 

# of permit applications received 
# of calls received  

Quality  
% complete, accurate, 
on time, meeting 
standards 

% of applications received complete and accurate  
% of datasets received on time 

Processes 

Quantity  
# hours, process steps, 
decision points, 
interactions 

# of days required to complete process 
# of approvals required to issue permit 
# interactions required to resolve issue 

Quality  

% meeting standards, 
errors, issues, defects, 
delays, satisfied with 
process 

% of grants executed in 30 days or less 
% of project deliverables met on time  
% of issues resolved during first interaction 
% of employees satisfied with permit review process  
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Outputs 
Quantity  

# processed, produced, 
served, maintained, 
stored, generated, 
logged, shipped, tested, 
developed, issued 

# of permits issued 
# of grants executed 
# of invoices processed 
# of people trained 
# of samples tested 

Quality  % customers satisfied % of customers satisfied with training  
% of audience satisfied with annual report 

The Results 
The Results dimension encompasses the short-term, 
medium-term, and long-term results of work efforts. This 
dimension is crucial for evaluating how well the organization 
is fulfilling its Mission and delivering value to its stakeholders, 
whether they are citizens, clients, or other government 
entities. 

In terms of control, organizations have a significant degree of 
influence over the Results dimension through strategic 
planning, resource allocation, and operational management. 
They can proactively design programs and initiatives to 
maximize positive outcomes and mitigate risks that could 
impede success. However, external factors such as 
economic conditions, regulatory changes, and societal trends 
also impact results to some extent, necessitating adaptive 
strategies and continuous monitoring to maintain 
effectiveness over time. 

The objective of developing, tracking, and improving performance measures in this 
dimension is to evaluate the effectiveness of work by examining its various impacts on 
individuals and groups. Measures in this dimension generally quantify changes in 
knowledge, attitude, skill, behavior, circumstance of status.  

Element Specific Examples 

Change in Knowledge % of attendees who report an increase in knowledge as a result of training 
% of attendees who report an improved understanding of application process 

Change in Attitude  % of employees with greater willingness to actively support DEI efforts 
% of enrollees with increased awareness of smoking’s health risks 

Change in Skill  % of attendees who began using Power Automate 
% of attendees who facilitated continuous improvement projects    

Change in Behavior % of enrollees who quit smoking 
% of attendees who started recycling  

Change in 
Circumstance  

% of participants stably housed  
% of participants gained employment 
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The Impact 
The Impact dimension relates to the broader purpose and 
outcomes of the organization’s work. It goes beyond 
immediate results to focus on the long-term outcomes that 
align with the organization's vision. This dimension is 
characterized by outcomes that go beyond outputs or 
immediate results, encompassing systemic changes, 
improved quality of life, enhanced social equity, economic 
empowerment, environmental sustainability, or 
advancements in public health and well-being.  

Unlike the other three dimensions, The Impact is quantified 
using indicators and not performance measures. Indicators 
quantify the well-being and conditions of populations, 
communicates, organizations, or systems, as compared to 
performance measures that quantify the efficiency and 
effectiveness of a program, project, or individual. The 
objective of developing, tracking, and improving indicators is 
to determine the outcomes of an organizations work.  

For example, the outcomes and impact of a community development program may be 
measured by the reduction in poverty rates, increased access to education, or improved 
infrastructure that supports economic growth and stability. These indicators are much 
higher level than the performance measures that the program might track, such as 
number of residents participating in workforce training programs or number of new jobs 
created. 

Organizations have an interest in indicators because they provide valuable insights into 
the broader context and environment in which the organization operates. While 
organizations may not have direct control or influence over external factors shaping 
indicators, they leverage this information to inform strategic decision-making, allocate 
resources effectively, and enhance resilience in a dynamic operating environment. 

Below are common examples of indicators. You may also review the SOV Annual Outcomes 
Report for further information.  

Category Specific Examples 

Economy 

Unemployment rate 
Net change in new jobs 
% of population living at or below 185% of federal poverty level 
Median household income 

Health 
% of adults age 20 and older who are obese 
% of adults who smoke cigarettes 
% of Vermont adults with any mental health conditions receiving treatment 

https://embed.clearimpact.com/Scorecard/Embed/71055
https://embed.clearimpact.com/Scorecard/Embed/71055
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Environment 
% of Vermont’s rivers and lakes that meet State water quality standards 
Total greenhouse gas emissions per capita 
# of days air quality posed a moderate or greater risk to sensitive populations 

Safety 
Rate of violent crime per 1000 crimes 
Incarceration rate per 100,000 adult residents 
Rate of petitions granted for relief from domestic abuse per 1,000 residents 

Infrastructure 
Rate of violent crime per 1000 crimes 
Incarceration rate per 100,000 adult residents 
Rate of petitions granted for relief from domestic abuse per 1,000 residents 

Selecting Measures and Indicators 
For any given program or process there are literally hundreds, perhaps thousands, of 
measures that could be monitored, evaluated, and communicated. Out of that sea of data, 
it is important to focus on only a small number (5-7) of meaningful measures that provide 
the best insight into how a program is doing. These measures should be aligned with the 
purpose of your work and grounded in the logic model, but the selection process may 
vary depending on whether the focus is operational or strategic. 

For operational purposes, measures are often used to manage day-to-day activities, 
improve internal processes, and guide team-level learning. These types of measures are 
typically more detailed and updated more frequently. They help managers and staff 
answer practical questions: Are we delivering services on time? Are we using resources 
efficiently? Are our processes working as intended? 

For strategic purposes, the focus shifts to broader performance questions that are of 
interest to leadership, funders, policymakers, and the public. These measures often track 
results and impact at a higher level, what difference the work is making, how performance 
is trending over time, and whether long-term goals are being achieved. They are usually 
fewer in number, more stable, and designed to tell a clear story about value and 
effectiveness. 

In either case, the best measures are relevant, actionable, clearly defined, and useful to 
the people who rely on them. They should reflect what matters most, whether that’s 
improving quality, demonstrating equity, tracking efficiency, or showing results. 

It's not necessary to measure everything. A small, balanced set of measures aligned to 
your own logic model, focusing on what you most need to learn or demonstrate, can 
provide powerful insight into both how your program is performing and where it can 
improve. 

Establishing Baselines, Standards and/or Targets 
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For any given measure, we should always establish a baseline which serves as a point 
of reference. Baselines are made up of quality, historical data gathered over a specific 
period which will vary depending on process. Ideally baselines are based on standardized 
processes which have a natural and understood level of variation. If there is a significant 
amount of variation and inconsistency on how work is done, a baseline will be difficult to 
establish.  

Having good quality baselines put us in a better position to establish standards. A 
standard communicates what is an acceptable level of performance for a particular 
measure. They should be established using baseline data while factoring in additional 
factors. For instance, while baseline data may suggest a certain level of performance 
currently occurring, a federal standard might require that performance to be improved. It 
could also be the case that current performance is not meeting the expectations of clients 
and/or customers. In both cases, the standard may serve more as a target until 
performance is improved.  

A target, also sometimes referred to as a goal, represents a future aspiration related to a 
measure. Targets always create a gap between what is currently occurring and what is 
desired. Like a standard, a target should be established using baseline data and 
additional factors.  

Example Measure  Baseline  Standard  Target  

Average days to process a permit  68 days  70 days  60 days  

Percentage of trainees finding a job  20%  25%  25%  

Total time from RFP to contract  42 days  45 days  30 days  

Median customer response time  34 hours  24 hours  24 hours  

Average customer satisfaction rating  3.5 stars  4.0 stars  4.0 stars  

 

If you want to take your targets to another level, you can do so by utilizing the acronym 
SMART. SMART is a common goal setting framework and stands for the following:  

• Specific – is stated in clear and concrete terms, usually using an action verb  
• Measurable – is quantifiable and can be measured  
• Attainable/Achievable – is something that can be done with the resources and 

support available  
• Relevant – is related to broader strategies and goals and/or speaks to something 

of importance  
• Time Bound – is tied to a specific timeframe  
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Targets/goals that are written using the SMART framework are often clearer and imply a 
greater level of evaluation, monitoring and accountability. Here are a few examples: 

• Reduce the median number of days to process a building permit from 68 to 60 by 
December 31, 2021.  

• Increase the percentage of trainees in the job training program that find a job within 
6 months to 25% by the end of the third quarter of 2021.  

• By the end of fiscal year 2022, reduce the total time (in calendar days) from the 
request for proposal closure date to contract execution by 15%.  

• Improve our average customer satisfaction rating from 3.5 stars to 4.0 stars across 
three service delivery systems by July 31, 2022. 

Note that indicators by themselves typically do not have a target associated with them.  
This is because indicators are typically well outside a programs sphere of control. That 
said, large-scale efforts and initiatives involving many partners and resources may set 
targets on indicators where collectively influence may be had. 

Utilizing Performance Data 
Once performance measures and indicators have been defined within an organization, 
the next crucial step is to systematically collect and analyze data to gain meaningful 
insights and drive informed decision-making. Here is how you can effectively manage 
data collection and analysis: 

• Implement Data Collection Processes: Establish clear protocols and procedures 
for data collection to ensure consistency and reliability. This may involve designing 
surveys, developing interview guides, setting up automated data collection 
systems, or conducting observational studies. Define who collects the data, when 
and how it is collected, and establish protocols for data storage and security. 

• Ensure Data Accuracy and Reliability: Accuracy and reliability are critical for the 
credibility of performance data. Implement validation checks, double-entry 
methods, or automated data validation processes to minimize errors. Train data 
collectors to adhere to standardized protocols and ensure they understand the 
importance of accurate data entry. Regularly audit data collection processes to 
identify and correct any discrepancies or issues. 

• Visualize Data for Clarity and Communication: Visualization techniques play a 
crucial role in making data understandable and actionable for stakeholders. Use 
charts, graphs, dashboards, and infographics to visually represent trends, 
comparisons, and outcomes. Visualizations should be clear, concise, and tailored 
to the audience—whether it's executives, funders, or frontline staff—to facilitate 
understanding and decision-making. 

• Regularly Monitor and Report: Establish a routine schedule (recommended 
monthly) for monitoring performance data and generating reports. Regular 
monitoring allows organizations to track progress, identify early warning signs, and 
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make timely adjustments to strategies or interventions. Reports should be 
comprehensive yet concise, highlighting key findings, trends, and 
recommendations for improvement. 

• Engaging Stakeholders: Involve stakeholders in the data collection, analysis, 
and interpretation process to foster buy-in and accountability. Solicit feedback on 
data relevance and usefulness to ensure that insights are actionable and aligned 
with organizational goals. Engaging stakeholders also promotes transparency and 
trust in the performance management process. 

• Continuous Improvement: Use data-driven insights to drive continuous 
improvement efforts. Identify areas of strength and opportunities for enhancement 
based on performance trends and indicators. Implement iterative changes, test 
interventions, and monitor their impact to optimize outcomes over time. 

By implementing robust data collection processes, ensuring data accuracy and reliability, 
and leveraging data visualization techniques, organizations can harness the power of 
performance measures and indicators to drive organizational effectiveness, improve 
decision-making, and achieve meaningful impact.  

Application 
Employees, managers, and leaders can use Performance Measurement to address 
different challenges and achieve specific goals. Performance Measurement helps to solve 
several common problems within organizations, including: 

• Lack of clarity and alignment: By establishing clear objectives and metrics, 
Performance Measurement ensures that employees, managers, and leaders are 
aligned with organizational priorities and working towards common goals. 

• Inefficiency and resource waste: Performance Measurement identifies 
inefficiencies in processes or resource allocation, enabling organizations to streamline 
operations and optimize resource utilization. 

• Poor decision-making: Performance Measurement provides data-driven insights 
that support informed decision-making at all levels of the organization, reducing the 
risk of making decisions based on subjective or incomplete information. 

• Lack of accountability: Performance Measurement establishes accountability by 
setting clear expectations and benchmarks for performance, ensuring that individuals 
and teams are responsible for achieving results and can be held accountable for their 
actions. 

• Resistance to change: Performance Measurement fosters a culture of continuous 
improvement and innovation by providing evidence of the need for change and 
demonstrating the impact of new initiatives or interventions. 

Employees 
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Employees can utilize Performance Measurement to track their individual progress 
towards goals, ensuring alignment with organizational priorities. By monitoring their 
performance measures and receiving regular feedback, employees can identify areas for 
improvement and take proactive steps to enhance their skills and productivity. Employees 
responsible for implementing projects or initiatives can also use Performance 
Measurement to track the progress and effectiveness of those efforts. Finally, 
Performance Measurement provides transparency and recognition for their contributions, 
motivating them to excel in their roles. 

Managers 
Managers play a crucial role in implementing and overseeing Performance Measurement 
systems within their teams. They can use performance data to assess team productivity, 
identify performance gaps, and allocate resources effectively. Through regular 
performance reviews and coaching sessions, managers can provide constructive 
feedback to employees, set development goals, and facilitate their professional growth. 
Additionally, Performance Measurement helps managers track the progress of projects 
and initiatives, enabling them to make informed decisions and adjust strategies as needed 
to ensure success. 

Leadership 
Leaders at the organizational level utilize Performance Measurement to monitor overall 
performance and evaluate the effectiveness of strategic initiatives. By analyzing 
performance measures and indicators, leaders can assess the organization's progress 
towards its long-term goals and objectives. Performance Measurement also enables 
leaders to identify areas of inefficiency or underperformance, allowing them to implement 
strategic changes and reallocate resources to drive continuous improvement. Moreover, 
Performance Measurement fosters accountability and transparency within the 
organization, ensuring that stakeholders are held accountable for achieving results. 

Tips & Red Flags 
Below are tips and red flags to watch out for to help you succeed with Performance 
Measurement and improvement.  

Performance Measurement Tips  

• Select Relevant Measures: Choose measures and indicators that are directly tied 
to your vision, mission and values and provide meaningful insights into 
performance. Avoid collecting data on metrics that do not contribute to achieving 
organizational goals.  

• Embrace Technology & Automation: Leverage technology and automation tools 
to streamline data collection, analysis, and reporting processes. Invest in systems 
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that provide real-time visibility into performance metrics and enable data-driven 
decision-making. 

• Schedule Monthly Data Reviews: Implement regular monitoring and review 
processes to track performance measures and indicators continuously. This allows 
for timely identification of performance trends, issues, and opportunities for 
improvement. 

• Provide Feedback & Recognition: Provide constructive feedback to individuals 
and teams based on Performance Measurement results. Recognize and reward 
achievements to motivate employees and reinforce desired behaviors. 

• Facilitate Continuous Improvement: Use Performance Measurement as a tool 
for driving continuous improvement initiatives within the organization. Identify 
areas for optimization and implement strategies to enhance performance over 
time. 

• Invest in Training & Capacity Building: Provide training and support to 
employees, managers, and leaders on Performance Measurement concepts, 
tools, and best practices. Build internal capacity to effectively implement, monitor, 
and utilize Performance Measurement systems.  

• Encourage Collaboration & Transparency:  Foster collaboration and 
transparency in Performance Measurement efforts by involving relevant 
stakeholders in the process. Encourage open communication, feedback, and 
knowledge sharing to maximize the value of Performance Measurement initiatives. 

• Iterate & Adapt: Continuously iterate and adapt Performance Measurement 
strategies based on feedback, lessons learned, and changing organizational 
needs. Stay agile and responsive to evolving challenges and opportunities to 
ensure that Performance Measurement efforts remain relevant and impactful. 

Performance Measurement Red Flags 

• Not Reviewing Data: Performance data provides valuable insights into areas of 
strength and areas needing improvement. By not reviewing this data frequently 
enough, organizations miss opportunities to identify best practices, optimize 
processes, and implement corrective actions where necessary. Schedule review 
meetings to hold yourself accountable for using the data.  

• Lack of Actionable Insights: If Performance Measurement efforts fail to generate 
actionable insights or drive meaningful changes within the organization, it may 
indicate a need for refinement of existing measures or development of new ones. 

• Data Quality Issues: Persistent data inaccuracies, inconsistencies, or gaps may 
indicate underlying issues with data collection processes or data management 
practices, undermining the reliability and validity the data. Implement quality 
assurance and quality control practices to address this.  

• Overemphasis on Short-Term Results:  Focusing solely on short-term 
performance measures without considering long-term results and outcomes may 
lead to suboptimal decision-making and undermine the organization's long-term 
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success. Remember to generate measures in The Results and The Impact 
dimension 

• Resistance or Disengagement: If employees or teams exhibit resistance or 
disengagement towards Performance Measurement initiatives, it may signal a lack 
of understanding, buy-in, or perceived value in the process. Highlight the benefits 
such as improved decision-making, clearer goals, recognition of achievements, 
and opportunities for growth and development. 

Related Tools & Concepts 
There are many tools and concepts in the Continuous Improvement Toolkit that can help 
you succeed with performance measurement and improvement.  

Vision, Mission and Values 
Vision, mission, and values provide the foundational framework that guides performance 
measurement and improvement efforts within organizations. The vision is an aspirational 
statement that describes the future your organization is trying to achieve. The mission is 
an action-based statement that articulates your role in achieving the vision and defines 
your program’s work. Values are the core beliefs and principles that guide the decisions, 
behavior, and actions of individuals within an organization 

Results Based Accountability 
Results-Based Accountability (RBA) focuses on outcomes and impacts, aligning closely 
with performance measurement and improvement. RBA emphasizes defining clear 
indicators and metrics that measure progress towards achieving desired results. It 
integrates data-driven decision-making, continuous monitoring, and adjustments to 
strategies based on performance data to ensure accountability and maximize the 
effectiveness of interventions and initiatives. 

Turn the Curve 
Turn the Curve methodology involves identifying key trends or data points that show a 
negative trajectory and then implementing targeted interventions to reverse or improve 
these trends. It uses performance data to pinpoint critical areas needing attention and 
guides efforts towards making impactful changes that lead to positive outcomes and 
sustained improvement over time. 

Psychological Safety 
Psychological safety is essential in performance measurement and improvement, as it 
fosters an environment where individuals feel safe to take risks, share feedback, and 

https://vermontgov.sharepoint.com/sites/SOV-ContinuousImprovement/CI%20Toolkit/Forms/Group%20by%20File%20Type.aspx
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contribute ideas without fear of negative consequences. It enhances the quality of 
performance data by encouraging open communication, collaboration, and innovation. 
Teams can more effectively analyze data, identify improvement opportunities, and 
implement changes knowing their contributions are valued and respected. 

Root Cause Analysis Tools 
Root cause analysis tools such as the Fishbone Diagram or 5 Whys method are essential 
for identifying underlying causes of performance issues. By systematically analyzing data 
and exploring contributing factors, these tools help teams understand the root causes 
behind poor performance metrics. This understanding enables targeted interventions and 
corrective actions that address the fundamental issues affecting performance, leading to 
sustainable improvements over time.   

Pareto Analysis 

Pareto Analysis supports performance measurement and improvement by prioritizing 
efforts based on the principle that a significant portion of problems (80%) is often caused 
by a few key factors (20%). By identifying and focusing on these critical contributors to 
performance issues, organizations can allocate resources effectively and achieve 
substantial improvements in outcomes and efficiencies. 

Plan-Do-Study-Adjust (PDSA) Cycle  

The PDSA Cycle provides a systematic approach to continuous improvement in 
performance measurement. It involves planning interventions based on performance 
data, implementing changes, studying the effects through data analysis, and adjusting 
strategies as needed to optimize outcomes. This iterative process ensures that 
performance measurement efforts are responsive to real-time data and evolving 
organizational needs, driving ongoing improvement and adaptation. 

Improvement Kata 

Improvement Kata is a structured routine for developing and practicing improvement skills 
within teams. It emphasizes setting challenging goals, experimenting with new 
approaches based on data-driven insights, and learning through iterative cycles of 
improvement. By integrating Improvement Kata into performance measurement and 
improvement initiatives, organizations cultivate a culture of continuous learning, 
innovation, and adaptive problem-solving. 

Performance Evaluation & Feedback  
Performance evaluation and feedback mechanisms are integral to performance 
measurement and improvement. They provide individuals and teams with insights into 
their progress towards goals, areas for development, and opportunities for recognition. 
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Timely and constructive feedback based on performance data encourages accountability, 
motivates improvement efforts, and fosters a culture of excellence and continuous growth. 

Dashboards 
Dashboards are visual tools for monitoring key metrics, trends, and progress towards 
goals in real-time. They provide stakeholders with a clear, concise overview of 
performance data, enabling informed decision-making, early identification of issues, and 
agile responses to changing conditions. Dashboards enhance transparency, 
accountability, and collaboration across teams, supporting organizational alignment and 
achievement of strategic objectives. 

Additional Resources 
Below are some additional resources where you can learn more about Performance 
Measurement.  

• Developing Performance Measures: In this live course in the Continuous 
Improvement Training program, participants will learn how to develop performance 
measures for monitoring the efficiency, effectiveness, and impact of a program. 

• Establishing Purpose: In this live course in the Continuous Improvement Training 
program, participants will learn how to establish purpose and connect employees 
to the bigger picture using vision, mission, values, performance measures, and 
indicators. 

• Root Cause Analysis Tools: In this recorded course in the Continuous 
Improvement Training program, participants will learn when and how to utilize 
multiple root cause analysis tools, including the Is/Is Not analysis, 5 Whys, 
Fishbone Diagram, and Pareto Analysis. 

• Visual Management Tools: In this recorded course in the Continuous Improvement 
Training program, participants will learn when and how to create various visual 
management systems, such as Shadow Boards, Kanban Boards, Dashboards, 
and Gantt Charts. 

• Foundations of Continuous Improvement Badge: This badge in the Continuous 
Improvement Training program has 5 recorded courses on how to use scientific 
thinking for more effective problem solving and performance improvement. 

If you have additional questions about how to develop or improve upon performance 
measures, please do not hesitate to reach out to the Chief Performance Office at 
ADM.ContinuousImprovementTeam@vermont.gov. 

 

https://vermont.csod.com/ui/lms-learning-details/app/event/30f32745-9361-4aed-9bcc-d9d6d8cb3676
https://vermont.csod.com/ui/lms-learning-details/app/event/284ef141-10d7-4ba3-bbb9-b3ec103f692c
https://vermont.csod.com/ui/lms-learning-details/app/course/1f9eea8e-8410-4cce-87c9-778c4ac0bc0c
https://vermont.csod.com/ui/lms-learning-details/app/course/3615cf0a-2466-4764-9b7a-956a392caf9c
https://vermont.csod.com/ui/lms-learner-playlist/PlaylistDetails?playlistId=3e8ae143-8339-403d-a2d5-81d2de5c5a42
mailto:ADM.ContinuousImprovementTeam@vermont.gov
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