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Outcome

The CSP identifies and works with relevant partners in a collaborative way to deliver shared objectives.
Round table discussion

· Bold italic green text criteria below, will feature as central to the round table discussions  
Equity

· Bold orange italic text criteria below, are factors that will assess the organisations approach to equity particularly the approach to increasing physical activity within priority communities and audiences 
Main sources of evidence:

· List the main sources of evidence used for the self- assessment
	Challenge:
	Examples of Best Practice:
	What we currently do:
	What action can we take:

	PLAN
	
	
	

	The CSP leadership is self-aware of its leadership role and style and is committed to strengthening this to enhance its impact on others. 

The relationship between the CSP Board and its Executive is built on mutual respect and trust.
	· Leadership qualities and commitment are widely recognised, respected and appreciated both internally and externally. The culture is clearly defined with clear examples of where values and behaviours are put into practice internally and externally. The leadership are regularly seeking feedback on their own performance and being open to challenge and review from others. The Board has collectively set a clear strategic direction for the CSP, ensures it delivers its agreed objectives and upholds the agreed values. 
· The Board and staff team are working well together to raise standards of performance, reach new partners and engage new target markets/ communities with Board members taking on champion and mentoring roles to propel the organisation forward and outward. 

· The Board is collectively holding the organisation to account by effective internal and external scrutiny and monitoring to help ensure the organisation is performing and collaborating well to achieve its priority objectives and effect change while remaining solvent and in full compliance with all its legal and other obligations. The organisation is well regarded and a reputation for the way it works and delivers which is continually being enhanced by proactively searching for new leaders (internally and externally) and strengthening the leadership capabilities of its Board, team and partners.  
· The existence of ‘leaders’ at all levels of the CSP, leading from behind as well as from the front, is recognised and there are clear examples of innovation, enterprise and positive change. The CSP’s unique selling points or specialisms are widely recognised and well regarded by stakeholders. 

· There is evidence that the CSP is leading or making a major contribution to building a strong evidence, data and insight base across partnerships that is being used to inform and influence change. 
· The CSP can demonstrate its direct influence on changes in policy and is engaged in transformational change programs taking place in its area. 
· Key policy documents and plans show that sport and physical activity is seen as important to the delivery of local outcomes. The CSP can show how it has directly influenced decision makers to maintain or increase the net investment in sport and physical activity.
	
	

	DO
	
	
	

	The CSP Leadership is distributed across teams inside and outside the CSP and not held by a single person or limited by hierarchy.  

The CSP leadership can tackle conflict, detractors and challenging situations in a positive and constructive way.  

The CSP leadership focuses on building authentic relationships based on mutual trust.
	· The organisation has a well- defined “high performance” culture that is evident to its staff, Board members, partners, stakeholders and funders.  This is reflected by partners who can testify to the quality of leadership, the improvement in service delivery and the quality/competence of the organisation, its Board and the staff team.  There is a clear focus on community outcomes; community engagement and stakeholder satisfaction at all times. 

· Unusual suspects’ take the lead based on their capability or capacity rather than relying on the same leader(s). The same senior people are not always sitting on every decision-making meeting.  Guiding coalitions are formed to lead work. Credit is given and taken by the coalition as a whole and not by a senior individual or the CSP.  

· Leaders demonstrate, by their own behaviour, a commitment to achieving equality of opportunity towards staff and users and to actively address under-representation in priority communities and audiences.

· There is an approach to leadership development that crosses organisational boundaries. There is a high degree of trust between people within the organisation and across the partnership - enabling people to feel safe to ‘let go’, to learn from failure and to innovate/do more of what works as appropriate in the drive to achieve systems change, behaviour change and positive outcomes for local people. Distributed leadership is properly incentivised and rewarded.  

· There is evidence that the sport and physical activity workforce understands, engages and contributes by building physical activity and sport into other service interventions. 

· The organisation can demonstrate it is co-owning/co-producing interventions, which go beyond shared budgets with providers from other sectors to enhance service provision for target audiences and beneficiaries. Evidence can be provided of intelligence sharing, service development, joint bids, clearly identified roles and responsibilities, innovation, of doing more of what is proven to work and celebrating of success/achievement to develop the trust and respect that underpins performance. 

· The CSP has enabled the use of behaviour change models in work with priority communities. 

· There is evidence that relationships with new or potential providers outside the ‘traditional’ physical activity and sport sector are being engaged and supported to support priority communities because of their particular reach or specialism. 

· The CSP has enabled and supported community engagement with priority communities to facilitate and support the co design and co-production of interventions with and by these communities. 
	
	

	MEASURE
	
	
	

	The CSP leadership assesses and understands the assets of the place and its people.
	· There are clear measures and evidence of success, with improvements in quality and reputation. This is underpinned by robust and transparent governance arrangements, open consultation and feedback involving stakeholders such as the use of: “challenge groups” or sounding boards; 360degree reviews and appraisal processes. 
· External accreditation and measurement is a feature of this organisation and this includes qualitative analysis of the effect of collaborative leadership at a strategic, influencing level around building coalitions as well as engagement at grassroots/community level through understanding network values and utilising positive capacity. 
· Measures have been agreed with the Board partners and stakeholders to assess performance. Performance Indicators are published and there is evidence of improvement. 

· The leadership have a deep understanding of levels of under-representation and local need across its area and they communicate this understanding to staff, partners and stakeholders. 
· The performance and approach of the CSP enjoys a high reputation and confidence inside and outside of the organisation because of the applied use of local knowledge, skills and lived experience of those in communities.  It is facilitating a more participatory approach to change, drawing on the human, social and physical capital that exists. 
	
	

	REVIEW
	
	
	

	The CSP leadership embraces risk through resilience and promotes the case for change through continuous improvement and learning. 

The CSP leadership support the creation of opportunities for innovation and new ways of working. 

The CSP leadership explores the perspectives of other people / organisations and is able to modify its approach based on feedback as an agile collaborator.
	· The collaborative leadership approach is underpinned by robust internal and external review processes in place involving Board Members, peers, partners and or stakeholders/funders to drive systems and behaviour change in organisations and in local communities.   

· There is good knowledge of what works best in the organisation/across the sector/across boundaries/into communities and why. There is a drive to identify what can be done/changed/adapted/

created to achieve improvement, create new, more effective ways of working or delivery as well as involve and include others in a leadership role.  

· Appreciative Inquiry, action research or alternative techniques are used to do more of what works best. There is a high degree of challenge and comfort with this challenge to harness of collective intelligence. 

· There is clear evidence of change, innovation and improvements which have been recognised internally and externally as beneficial. Users, participants and communities are encouraged, supported and facilitated to be an integral part of the process to help define and deliver solutions. 

· There is evidence that evaluation has been built in from the outset and learning refines delivery and improvement across the sector. 

· Existing providers are being more productive, sustainable and responsive to the needs of priority individuals and communities. There is evidence of mainstreaming things that work and decommissioning things that don’t.
	
	

	IMPACT
	
	
	

	The CSP leadership create teams and ways of working that operate across organisational boundaries with a mutual commitment to shared outcomes.
	· There is evidence that leaders are playing an influential role in profiling the contribution of sport and physical activity and helping to shape the local place, support behaviour change and shaping relevant areas of the wider agenda in pursuit of national and local priorities around inactivity and, inequality as well as wider societal outcomes around physical/mental health and well-being, community development, personal developments and economic development. 

· Leadership has created clear roles - internally and externally - based on an effective assessment of roles, skills, assets and competencies. There is evidence that leaders have gained the respect and trust of major players within other sectors such as public health, education, community and social services, planning and environment as well as in local communities and can now begin to demonstrate the contribution and impact sport and physical activity is having in these areas. 

· Coaching and mentoring practice is embedded in the organisation.  There are examples of Board members and staff acting as peers and coaching and mentoring colleagues from other organisations within their areas or networks (and vice versa). 
· Multi-agency risk assessment processes operate that are solution focused and encourage reflective practice for practitioners. 
· The CSP is delivering results against its stated priorities in terms of outputs and proxy measures set against short term outcomes using logic plans and shared knowledge/skills as appropriate.  

· There is evidence that non-sector partners understand and advocate the value of sport and physical activity.
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