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“Performance Management and
Performance Based Budgeting”
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Office of Management and Budget
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Purpose of Award
To develop:

•A comprehensive performance
management and budgeting
methodology for achieving results

•Locally sustainable Managing For
Results (MFR) and Performance Based
Budgeting (PPB) implementation plan
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Who We Selected
Weidner, Inc.

•Located in Austin, TX
•Established in 1998
•Consulted with more than 55 governmental

jurisdictions
•National experts in strategic planning and performance

based budgeting in the public sector
•Engagements have included:
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Award Amounts
Three Year Award Period
Year 1: $114,258
Year 2: $171,371
Year 3: $171,371

Four Additional One-Year Options
Year 4: $70,000
Year 5: $40,000
Year 6: $30,000
Year 7: $30,000

TOTAL: $626,990
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Key Work Plan Components
• An enterprise level Design and Decision Meeting includes

confirming methodology, deliverables, and timeline;

• Education Sessions to build understanding and support with key
stakeholders –Mayor and Council and department leadership;

• Facilitator Training to develop local expertise (train-the-trainer)
including firsthand observations of the facilitation of a
department strategic business plan;

• Facilitated department Strategic Business Plans that include
issues, strategic goals, program purpose statements, performance
measures, and list of services for three pilot departments; and

• Development of a Communication Plan specifically designed to
provide assistance in managing the culture change.
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Project Outcomes
•Use planning and performance information to:
Actively manage performance
Focus attention on results/outcomes

•Establish planning and performance management
as focal point for how the City does business

•Increase transparency related to performance
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Proposal Respondents
Company Final Rating

•Weidner 84.99
Austin, TX

•Public Financial Management 77.66
Philadelphia, PA

•Analytica 62.97
Newberry, FL

•OP X Consulting 56.25
Keller, TX

•Active Strategy 48.00
Plymouth Meeting, PA
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Part 3 – Key Themes from GFOA’s Assessment 
We have organized GFOA’s findings into eleven major themes related to the City’s current 

performance-based practices (primarily performance measurement) and factors that will be 

important in implementing an updated best practices-based performance management system.  

This section summarizes the themes and provides a detailed description of each one.  For each 

theme, we have highlighted key points that heavily influenced the recommendations GFOA’s 

team developed and that will be presented later in this report.  The first six themes primarily 

concern the current situation, while the second six represent GFOA’s findings related to the 

City’s readiness to implement an updated performance management system.  

1. The City’s hopes for performance management provide good momentum for 

implementing an effective, best practices-based system. 

2. Strategic policies in are place, creating a good starting point for performance 

management. Some refinement may be needed.

3. There is broad support for managing performance for purposes such as improving 

community condition, managing departmental resources, assuring accountability, and 

improving service delivery. 

4. The current performance measurement system is made up mainly of output 

measures rather than outcome measures and is generally viewed by departments as a 

reporting requirement, not as a tool for driving better decisions about performance and 

resource allocation.

5. The City’s budget system is incremental and based more on last year’s spending, less 

on a clear prioritization of community needs.  Consequently, there is not a strong basis 

for re-examining past spending patterns and rethinking resource allocation.

6. Public engagement could be used more effectively in planning and budgeting. Well-

planned and well-executed public engagement can clarify community needs and help to 

define the City’s strategic goals. 

7. There is low trust in the Office of Management and Budget (OMB), making it a 

challenge for OMB to be a major force in implementing a new performance management 

system. 

8. Executive sponsorship is an important pre-requisite for the success of performance 

management. Leadership from the top echelons of City government will be an essential 

element in adopting and sustaining a new performance management system and therefore 

leaders must have the time and willingness to fulfill this role. 

9. Meaningful involvement of departmental management in designing and 

implementing a performance management system is critical to gaining departmental 

support and to assure that the system will be relevant to operations. 

10. Training is needed on performance management to provide OMB, department 

managers, executives, and elected officials with the knowledge and skills to maximizing 

the system’s use and effectiveness. 

11. Culture change will be necessary to create and sustain values that support performance 

management 

12. The City’s many knowledgeable, capable, and enthusiastic managers and staff can

give the City a “jump start” in implementing a performance management system. For 

example, OMB’s new director and staff are very enthusiastic about moving forward in 
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performance management and the City Manager has also indicated strong support. 

Further, staff from departments can bring significant performance management skills to 

the initiative. 

1. The City’s Hopes for Performance Management 

There was considerable convergence among interviewees regarding their goals and 

aspirations for a performance management system. The goals typically identified included: 

Performance information used for resource allocation. Rather than base budgeting 

decisions primarily on what was spent last year, decisions would be based on the value 

a program creates for the public.  

Better information in costing services. The system would make the true cost of doing 

business transparent by identifying both the direct and indirect costs of providing a 

service. Interviewees expressed the hope that more complete costing information 

would help the City make better decisions about alternative service delivery options.

Metrics used as a public reporting tool. An easily understood and accessible reporting 

system should help citizens understand the value they are getting for their tax dollar. 

Better management analysis capabilities. OMB can become less of a gatekeeper and 

more of a facilitator of improved performance in operating departments.  

Measure and report outcomes, not inputs and outputs. Key measures reported to 

elected officials and the public should focus on results delivered to the community.

Input and output measures are more useful for internal resource management.  

Measure City-wide goals as well as program or service goals. The system should be 

able to establish results goals at the City-wide level as well as at an operations level. 

Keys

A. Interviewees expressed a number of common goals for a future performance 

management system.  

B. These goals are integrated into GFOA Recommendations, presented later in this 

report.




