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Outcome

The CSP effectively develops the CSP and the wider local workforce to support delivery of local outcomes. 

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 has clear purpose and vision shared with partners, stakeholders, which is clearly developed and owned by staff and the wider workforce who understand the vision, their roles and responsibilities and are motivated to achieve it. 

The CSP works effectively with partners and stakeholders to develop, deliver and support an effective plan of action for wider workforce development in the locality.

	· There is evidence of transformational and collaborative leadership within the organisation and involving partner organisations. This provides a compelling vision and sense of purpose that is evident across the team and is conveyed to partners. 
· Skills and workforce development inside and outside the CSP is at the heart of the enterprise with staff acting as role models and leading change. 
· Workforce development planning is being championed by partner organisations and has a clear rationale, clear priorities and clear processes for monitoring and evaluation going forward to help provide evidence of impact.
	
	

	DO
	
	
	

	Staff feel they work in a positive environment that stretches their performance but supports them through supervision, guidance, training and professional development. 

 The CSP recruits and develops people with the right skills, behaviours and competencies to work effectively together and with partners, to deliver local outcomes. 

The CSP has people focused leaders at all levels of the workforce.
	· The CSP is working with the local workforce to improve their understanding and ability to embed physical activity and sport in other service areas. 

· The CSP manages change well and can evidence innovation, new ways of working and skill development not simply by employing staff but by sharing, contracting, funding, seconding, organising placements or through use of Board appointments as examples.  
· Support to the local paid/professional workforce is pro-active and clearly valued whilst there is a strong drive to increase the capacity and capability of delivery partners on the frontline in areas/communities where intervention is most needed and required. 
· There is a constant shift in the skills of the workforce towards the enabling entrepreneur. 
· The CSP has strong people focused leadership at all levels of its workforce.
	
	

	MEASURE
	
	
	

	Staff and stakeholder feedback are an integral part of the CSP’s measurement processes and feedback/findings have been used to make clear improvements
	· Survey results and staff/stakeholder feedback indicate that this is top performing team with high levels of engagement, alignment and productivity. Survey results are in the top quartile of performance across the CSP Network with the CSP making a direct link between staff satisfaction and partner satisfaction levels as an improvement driver.
· There is a dynamic culture focused on change, innovation and end outcomes. The team have a track record of achieving results and can recognise and celebrate success with stakeholders and partners. 
· There is a clear sense of team that goes beyond paid staff and embraces partner organisations and the volunteer base.
	
	

	REVIEW
	
	
	

	The CSP encourages everyone to seek feedback on their own performance and be open to challenge and review from others. Conflict is seen as an opportunity for discovery, growth and creativity.
	· There is a pro-active and formalised approach taken to people and workforce development issues which involves Board members and external partners on priorities that have been identified around diversity, equality, policies and procedures, survey findings and results, working practices and reward/recognition. This approach is mirrored in work around aspects of wider workforce development supported by the CSP. 

· The CSP is seen as a great place to work by staff, volunteers and partners. The team give and receive feedback well. The team values diversity, can deal with conflict and different opinions and listens well to deliver both learning, change and improvement. 
· The CSP is recognised externally for the quality of its workforce and its working methods as well its focus on developing skills/knowledge of the workforce to meet customer needs and requirements.
· Staff are actively encouraged and supported to work collaboratively with and in other organisations to facilitate their own development. The CSP clearly learns from the “best in class” inside and outside the sector in the way it develops its people and in the way it operates.  
	
	

	IMPACT
	
	
	

	The CSP is agile and flexible in addressing opportunities for change whilst remaining resilient in its pursuit of clearly stated outcomes and goals. 

The CSP facilitates the building of teams that can operate across organisational boundaries comprised of passionate and talented people with a commitment to a common purpose. 

Investment in workforce development and skills can also be seen to be making a difference 
	· The sport and physical activity workforce understands, engages and contributes by building physical activity and sport into the other services and interventions. 

· Cultural and organisational change is well embedded and underpins clear outcome- based planning and a team of highly skilled, well- motivated people who work closely in support of the wider workforce and partner organisations. 
· The outcomes of change have been tracked and communicated. 
· The quality of the CSP leadership at all levels is recognised and can be validated because of the clarity of purpose; the focus on priorities; the collaborative approaches adopted; the quality of support provided; the ability to provide good quality evidence; and the willingness to adapt and respond when asked to. This reflects qualities around resilience, a readiness to learn, political astuteness and the drive to deliver change that will lead positive results/outcomes.
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