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Senior Civil Service Performance Management Framework
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This form is in two parts: 	Minimum Standards	Delivery Objectives	Both sections must be completed by the individual, discussed with the line manager, and put forward for validation at the Annual Organisational Reviews to ensure these are consistent with the expectations set across the SCS in each organisation.	Line Managers must review objectives set to ensure they include all the information as required by this form, and are consistent with others in the business area.	ANNEX A sets out guidance on how to complete this form.


[bookmark: _heading=h.k76ar0gm7teh]Outcome Agreement Form
Minimum Standard Descriptor	How will this be demonstrated in my role?	What evidence will there be that I have met this?	Met / 	Not Met
Prioritise value for money and efficiency for the taxpayer, including delivering savings in your department and making trade-offs where necessary to benefit the Wider Civil Service. Be accountable for spend in accordance with HMT guidance on managing public money, spend controls and delegations.		
Ensure high-quality delivery of government priorities through proactive management which values expertise. Hold teams to account for performance. Build and empower productive teams by removing barriers to delivery and championing innovation. 		
Take responsibility for, and show pride in, Civil Service culture and high performance. Set an example for your teams, ensuring your leadership is grounded in the high standards and values embodied in the Civil Service Code. Ensure the Civil Service Code is well understood, and adhered to across your teams. Lead cross-government initiatives beyond your remit, and empower teams to contribute to the long-term vision. Take an active leadership role to deliver reform of the Civil Service.		
Find, attract and grow talent from all backgrounds and experiences. Builds an inspiring, dynamic environment that great people want to work in.		

[bookmark: _heading=h.2zexkhobilu]
Delivery Objectives
Objective - What 	Behaviours - How	Success Indicators - Measure
What specifically will you deliver? What are you accountable / responsible for?	How does this correlate to the organisation’s business objectives?		Who do you need to engage, how will you go about this?	What skills will you, and others, need to demonstrate in order to achieve the objective? How will you go about addressing any skills gaps?	What barriers or risks do you anticipate? How will you plan for or mitigate these?	How will you motivate, draw on and deliver through others, whilst promoting good leadership and management practices?	When will this be delivered? What is the tolerance for delays that would still constitute success? How far ahead of time would constitute exceeding this objective?	What tangible evidence / outcome will you use to demonstrate that this has been achieved? What tolerance is there for any shortfalls, and what would constitute exceeding the objective?	How will you evidence your behaviours and relationships with others? What evidence could you collect, and what metrics would indicate success? 
		
		
		
		
Overall Performance Rating:	Partially Met / Achieved / High Performing / Exceeded	Assessment:		Use this section to capture a note of the discussion that resulted in the performance rating. 
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Minimum Standards:
The Minimum Standards represent common expectations that all members of the SCS should be carrying out, at a minimum, as the senior leaders of the Civil Service and therefore must be met for a member of the SCS to be deemed as performing adequately in their role. 
A conversation must take place at the start of the year between you and your line manager to agree how these standards will be demonstrated in a way which is relevant to your role. You should agree how you will determine whether you have ‘met’ these minimum standards. This should include how the demonstration will be evidenced and measured, so that tangible evidence can be discussed at the end of the year.
Delivery against these is assessed as ‘met’ or ‘not met’. Those who receive a ‘not met’ marking for the minimum standards must be automatically deemed to be ‘partially met’ in their overall performance, regardless of how they perform against their objectives.
Delivery Objectives:
At the beginning of the performance year you should identify your objectives; what you need to achieve over the year; how these will be achieved; and the success indicators for how these will be measured. This should also give due consideration to what tolerance is acceptable if objectives are not met, and what would constitute exceeding an objective.
At the end of the performance year, your manager will formally assess your performance in absolute terms against the objectives and success indicators set out in this form. Based on that review, they will assign a rating, which will be moderated across the organisation. 
You are responsible for building up a portfolio of evidence during the year on how you have performed against objectives, and how you have achieved the success indicators.
Objectives must: 
· Have a direct correlation with the organisation's business objectives
· Be measurable. Objectives should upfront consider how success will be demonstrated and measured, in tangible terms. Consideration should also be given upfront to the tolerance levels on these measures, and what would constitute exceeding the objectives. This will enable fair and transparent moderation of objectives across the organisation, and more meaningful performance conversations with your line manager.
· Be discussed and signed off by line managers, who will dip tests across the organisation to ensure consistency of expectation
· Be kept under regular review. If organisational plans change and require the individual to deliver different outcomes  this must be reflected in the objectives and 
It is recommended that each member of the SCS has no fewer than 3 and no more than 6 objectives. 
Delivery Objectives
Objective - What 	Behaviours - How	Success Indicators - Measure
EXAMPLE:
To publish a White Paper on the future of Probation Services by November 2026	Invest in the development of project-delivery skills within my Directorate in order to ensure accountability and responsibility is built in to deliver against set milestones and the team are working towards a shared aim. 	Reskill existing team, avoiding the need for further investment in resources.	Engage cross-government with the Home Office, and MHCLG on the scope of review and ensure joined-up ambition in this area.	Build and maintain strong partnerships across institutional barriers to consult with local authorities and relevant social enterprises to identify innovative approaches and alternative perspectives on existing approaches	White Paper to be published by 30 November 2026. 1 month tolerance for issues outside of the team's control. If published before November, in line with the required standard, this will have exceeded expectations.	Team reskilling sessions to take place before 1 May 2026. Allow  some slippage in mop-up sessions until the end of June, but output should increase by end of June - evidenced through increase in delivery of activity against shared project plan and reporting on proof points.	Monthly meetings with the Home Office and MHCLG. Chair Round Tables with local authorities and social enterprises. Minutes used as evidence.	People Survey scores to increase in L&D and engagement in work. No decline in resource / workload questionnaires. Exceeding if these scores also increase.
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