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Assessment Model – Governance & Risk: Board Leadership & Oversight
Developing

Defined

Advanced

Best-in-Class

1

2

3

4

• The Board maintains an empowered, active and
accountable committee structure
• The Board acts honestly, fairly and diligently in all
respects, in accordance with applicable laws and
policies, but is not involved in implementation of
standards and framework
• The Board identifies the principal risks of NSF's
business and ensures there are policies and
processes in place to manage those risks; the
Board does not monitor or ensure compliance
• The Board performs self-assessment on an ad
hoc basis

• The Board conducts its mission and ensures
benefits are delivered to its members
• The Board sets a strategic direction for the NSF
through appropriate consultation with stakeholders
• The Board is accountable for implementing robust
standards of conduct, core values and ethical
framework
• The Board monitors financial and non-financial
performance of the NSF
• The Board ensures NSF complies with all relevant
laws, codes of conduct and appropriate standards
of behavior (e.g. conflict of interest provision)
• The Board performs self-assessment of its
performance

• The Board acts as guardians of NSF's mission
and protects stakeholders' and members' interests
by guiding and monitoring NSF's activities and
performance
• The Board employs effective practices to
establish the organization's strategic direction (e.g.
purpose and priorities)
• The Board provides leadership and direction for
NSF in establishing and maintaining high standards
of corporate ethics, code of conduct and integrity
• The Board provides full disclosure and
explanation of the NSF’s financial and non-financial
performance to support stakeholders’
understanding of that information
• The Board continually make NSF and themselves
responsible to conform to relevant laws, rules and
regulations
• The Board performs self-assessment of its
performance and initiates board development
activities
• The Board enhances NSF's public image

• The Board is responsible for approving and
monitoring the strategic plan and financial budget
to ensure progress against plan is on-track and
objectives are met (SFAF V A1.1)
• The Board monitors NSF's performance against
KPIs on an annual basis, and reviews targets at
fixed intervals (SFAF V A1.1)
• The Board is accountable for re-visiting and reassessing NSF's mission statement for its
continuing relevance on an annual basis

• The Board establishes desired outcomes, goals
and measures to support the strategic plan
• The Board is also responsible for approving,
monitoring and evaluating the strategic plan and
financial budget for its alignment with the NSF
mission, business plans and key performance
indicators
• The Board is accountable for ensuring
deliverables outlined in the Strategic Plan are
achieved
• The Board monitors NSF performance against
KPIs on an on-going basis
• The Board uses KPI performance information to
inform decision-making in relation to strategic and
operational plans and targets
• The Board is accountable for promoting and
implementing NSF's mission, vision and values
• The organization embraces and embodies the
mission, vision & values in day-to-day operations

Board of Directors – Purpose & Role
• There is a Board with defined roles and
responsibilities.
• The Board's involvement in providing leadership &
oversight to the NSF's day-to-day operations is
limited and informal

Strategic Plan & Budget, Mission, Vision & Values
• There is limited or no guidance from the Board (or
Governance Committee) on the strategic plan and
financial budget
• The Board approves NSF's mission statement but
has limited involvement in revisiting and reassessing NSF's mission statement for its
continuing relevance.

• The Board ensures a strategic plan and financial
budget is in place.
• Outcomes are not monitored by the Board
• Review of the mission statement by the Board is
performed on an ad hoc basis, but there is no
formal process in place to ensure NSF's mission
statement continuing relevance.
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Assessment Model – Governance & Risk: Board Leadership & Oversight
Developing

Defined

Advanced

Best-in-Class

1

2

3

4

• The Board is accountable for recruitment and
orientation of the most senior staff person in the
organization
• The Board is accountable to periodically monitor
the performance of the most senior staff person in
the organization

• The Board ensures senior staff has high credibility
and expertise to contribute to NSF success
• The Board ensures the most senior staff person
receives the appropriate orientation required and
reports to the board

• The Board is accountable for ensuring NSF's
recruitment process for senior staff members
targets a diverse and talented pool of leaders
• The recruitment process for senior staff members
is effective in fulfilling existing gaps leadership skills
sets and competencies
• The Board ensures the most senior staff person
reports to the board and is held accountable to their
role through annual performance objectives and an
annual performance review

• The nomination / appointment process is
transparent and available to the NSF
• New board members are provided with formal
orientation and training

• The nomination / appointment process has clear
guidelines and considerations on skills currently
needed by the Board
• NSF provides formal orientation and training for
new board members and is committed to Board
education on an annual basis

• The Board nomination process is formal and
announced to the public, so that interested persons
or community members can nominate themselves
or others;
• The Board solicits recommendations from
Directors and staff
• The recruitment process is effective in fulfilling
existing gaps in skill sets, knowledge, trait and
experience that will address Board's current and
upcoming challenges
• New Board members received formal orientation
and training specific to their roles and to the
practices of the organization
• Board members receive on-going training and
support to accomplish their duties

Senior Staff Recruitment & Orientation
• The Board provides oversight in the recruitment
and orientation of the most senior staff person in
the organization
• The Board does not monitor the performance of
the most senior staff person in the organization.

Board Recruitment & Orientation
• There is a defined nomination / appointment
process
• Board recruitment is informal
• There is an informal plan or process to provide
orientation and training for new board members
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Assessment Model – Governance & Risk: Board Leadership & Oversight
Developing

Defined

Advanced

Best-in-Class

1

2

3

4

• Succession management is addressed informally
as part of workforce planning with Board oversight

• Board-approved succession plans are created for
both executive positions and critical positions

• The Board is accountable for driving and building
the succession process
• The Board ensures leadership development and
recruitment plans are in connection with the
implementation of a long-range succession plan for
key executive positions
• The Board ensures adequate mentoring and
professional development opportunities exist for
upcoming leaders

• The Board sets the tone for managing risks and
demonstrates a culture of risk awareness, but it
has not been embraced broadly
• The Board provides a general oversight of the risk
management policy & processes, but does not
provide input or play an active role in monitoring
results

• The Board sets the tone for managing risks and
established a culture of risk awareness which is
widely adopted and understood throughout the
NSF
• The Board takes a leadership role in providing
input and counsel into risk management policy &
process
• The Board reviews and update the risk
register/matrix on an annual basis
• Risk management responsibilities are included in
job descriptions of senior staff

• A culture of risk awareness is fully integrated into
the organizational culture and objectives
• The Board is accountable for ensuring risk
management policy and processes allows NSF to
manage its key business risks on an integrated
basis in line with organization-wide risk policy and
risk appetite
• The Board continuously reviews the associated
outcomes and planning of risk management
processes & policies in place
• Senior staff bears overall accountability for
managing risks, but the Board takes on an active
role in oversight and review

Succession Plan
• Succession needs are addressed on a case by
case basis by the Board

Risk Governance
• The Board sets the tone for managing risks, but a
culture of awareness exists in silos
• The Board has limited oversight on identifying,
assessing and mitigating risks
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Assessment Model – Governance & Risk: Governance, Policies & Processes
Developing

Defined

Advanced

Best-in-Class

1

2

3

4

• The Board holds bi-annual meetings
• The Board conducts productive, well-run
meetings
• Board members prepare prior to meetings by
asking questions of senior staff and reviewing
financial reports
• Management prepares and issues regular reports
that have been informally verified
• Minutes of the board meetings and record of
polices are kept and retained

• The Board holds quarterly meetings to ensure
appropriate direction and oversight of the
organization’s activities
• The Board's meeting process (e.g. legal
requirements, decision-making approach, etc.) is
well-defined to facilitative effective governance
• The Board raises important questions at Board
meetings which drives timely and informative
decisions
• Management prepares and issues regular reports
that have been formally verified to support
decision-making by the board
• Minutes of the board meetings and record of
polices are kept and retained

• The Board holds regular meeting throughout the
year depending on the objectives to be
accomplished
• Meetings are carefully planned, facilitated and
highly participative with very focused deliberations
that result in strong, strategic decisions
• The Board's meeting process is well-documented
and is subject to regular review to reflect best
practice
• The agenda is carefully designed and closely
facilitated (e.g. outlines strategic topics,
specification of how to address topics and allocated
time to address each topic)
• Management prepares independently verifiable
reports and information that are circulated to the
Board sufficiently in advance of the meeting
• The Board is provided with all relevant information
to enable proper execution of directors' duties
• Clear records of decisions made through an
appropriate and agreed documentation process are
retained and then closely monitored for
implementation
• Personal agendas are dealt with by robust conflict
of interest policies or other interventions

• Terms of reference exist, but are narrow in focus
and vague in description
• The Board is making some progress and isolated
efforts to promote diversity in its composition and
structure

• Well-defined terms of reference exists
• Board members execute against the defined roles
to facilitate effective governance
• The Board's composition has a sufficient blend of
expertise and skills structured to reflect the needs
of the organization
• The Board's diversity (e.g. gender, ethnicity, etc.)
is evolving

• Detailed terms of reference exists
• Board members hold each other accountable to
execute against the defined roles to facilitate
effective governance
• The Board is recognized as a leader in growing a
diverse composition
• The Board's composition is diverse consisting of a
broad mix of skills and diversity (e.g. gender,
ethnicity, skills, socioeconomic level) which reflects
the demographics and interests of the NSF which it
serves

Board Meetings
• The Board conducts meetings on an ad hoc basis
• Meetings can drag on with only some members
participating in spotted discussions about whatever
topic was first brought up in the meeting
• Management prepares and issues limited
information to the Board that has not been verified
for accuracy
• Minutes of the board meetings and record of
polices are not kept

Board Structure
• No terms of reference for Board exists
• The Board's composition does not reflect a
commitment to diversity
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Assessment Model – Governance & Risk: Governance, Policies & Processes
Developing

Defined

Advanced

Best-in-Class

1

2

3

4

Board Self-Evaluation Process
• The Board does not have a process to review its
performance

• The Board performs self-assessment on an ad
hoc basis

• The Board has a process to review its
performance as a whole

• The Board has a process to review its
performance of individual directors and the board
as a whole against its mandate
• Self-evaluation assessment considers the
effectiveness of the Chair of the Board and the
Chair of each committee against their position
descriptions and other performance indicators

• A defined division of roles and responsibilities
between the Board and the CEO exists, but is not
clearly-documented or set out in writing
• The Board has a good working relationship with
the CEO, although the effectiveness and
cohesiveness of the relationship could be improved
• Directors have intentions to focus on strategic
governance, but are still involved in management
and operational delivery
• Directors disclose all existing conflicts of interests
• Governance processes are defined, but not welldocumented

• A clear division of roles and responsibilities
between the Board and the CEO is set out in
writing
• The Board has a productive working relationship
with the CEO
• Directors are mainly focused on strategic
governance, with minimal focus on management
and operational delivery
• Directors disclose all real, potential and perceived
conflicts of interests through annual declarations of
interest
• A governance process is clearly defined with welldocumented procedures

• A clear division of roles and responsibilities
between the Board and the CEO is set out in
writing, including detailed allocation of authorities
and responsibilities between the Board and the
CEO in all key areas of the business
• The Board ensures that all Committees and subgroups are relevant to the organization's strategic
priorities and functioning with clear terms of
reference and accountabilities.
• The Board has a highly-effective and cohesive
relationship with the CEO
• Directors are solely focused on strategic
governance, not on management and operational
delivery
• Directors avoid all real, potential and perceived
conflicts of interests
• The Board and CEO consistently execute against
the defined and documented governance
processes to facilitate effective governance

Governance Process
• No formal governance process is in place
• Lack of clarity in decision-making authority
between the Board and the CEO
• Roles & responsibilities between the Board and
the CFO are not well-defined
• Board is overly involved in operations creating
significant overlap and duplication of efforts
between staff, management and the Board
• Governance processes are not clearly articulated
and defined
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Assessment Model – Governance & Risk: Governance,
Policies & Processes and Compliance
Developing

Defined

Advanced

Best-in-Class

1

2

3

4

• There are some governance and sports policies
(e.g. Canadian Policy Against Doping) in place.
• Decentralized process exists to manage changes
to policies and procedures.

• NSF has formally endorsed key policies &
principles in sport
• Polices are documented but not standardized and
readily available to members
• Processes are in place to ensure members are
familiar with and can adhere to established policies
• Communication on changes in policies and
procedures to members are not timely and
consistent

Policies
• NSF has established policies that support the
organization and promote excellence in sport and
excellence in management practice
• Formal review of policies and procedures are
performed on a regular basis and adherence is
evaluated
• Policies are well documented and readily
available to members in an accessible location
(e.g. internal websites)
• Communication on changes in policies and
procedures to members are consistent and
standardized across the NSF

• Policies are consistently integrated into day-today operations and are effective in increasing
athletes and staff performance
• Policies are formally reviewed and revised by the
Board on an on-going basis and adherence is
monitored
• Comprehensive set of policies and procedures
are standardized, documented and made available
to all stakeholders.
• Policies and procedures are regularly updated to
incorporate best practices identified by the NSF
and external benchmarks
• A consistent approach is in place to effectively
communicate and redeploy immediate changes in
policies and procedures throughout the
organization

Compliance
• There are no formal strategy and/or procedures in
place to ensure sustained compliance with existing
policies
• The Board has little oversight on ensuring
compliance policies and processes exist
• Reactive approach is the primary way to manage
policies and procedures compliance.

• Some processes are in place to monitor
compliance with existing policies with limited Board
awareness
• Guidelines are in place to address inconsistencies
and issues shall they arise.
• NSF uses a combination of reactive and proactive
approach to manage policies and procedures
compliance.

• A clearly defined process to ensure compliance
with existing policies is in place and the Board is
accountable for monitoring compliance
• Organization adopts and embraces a preventative
approach to manage policies and procedures
compliance.

• The Board is accountable for ensuring that NSF
has in place a sustainable assurance and
compliance infrastructure, which adopts a riskbased, top-down approach that reduces
compliance costs and maximizes efficiencies
• Policies and procedures are consistently
integrated into day-to-day operations
• Compliance metrics reporting is place to support
proactive monitoring of exceptions
• Reports are distributed to key stakeholders on a
routine basis to provide transparency to compliance
status.
• Preventative mechanisms are in place to manage
compliance policies and procedures.
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Assessment Model – Governance & Risk: Risk
Management and Financial Management & Internal Control
Developing

Defined

Advanced

Best-in-Class

1

2

3

4

• The organization informally adopts a risk
management policy or strategy; however, risk
policy or strategy is not well- documented
• Key risks are documented in a risk register/risk
matrix, information about each risk is somewhat
documented
• Risk register/matrix is reviewed and updated as
considered necessary by risk owners.
• Risk management tools are used to monitor risks.
• The risk monitoring process provides for periodic
reporting on the levels of assurance
• Risk related items are brought to the attention of
the Board on an as-needed basis

• The organization has a well-defined and welldocumented risk management policy or strategy
with supporting processes that allows it to manage
its key business risks
• A strong risk awareness culture is shared
collectively throughout the NSF and is effective at
mitigating opportunities for unfavorable events to
occur that impact
an NSF’s ability to meet its objectives.
• All identified risks are documented in a risk
register/risk matrix, information about each risk is
mostly documented
• The content of the risk register/matrix is reviewed
and updated when necessary to ensure it reflects
developments in the external environment.
• Risk management tools are used to anticipate,
monitor, and manage risks.
• The risk monitoring process provides for reporting
on the levels of assurance, as and when changes
to the risk register occur
• Risk management responsibilities are included in
job descriptions

• The organization has a well-communicated, welldefined and well-documented risk management
policy or strategy with supporting processes
• There is a strong "tone at the top"; management's
risk awareness attitude and culture disseminates
throughout the NSF
• All identified risks are documented in a risk
register/risk matrix, information about each risk is
documented in detail
• The content of the risk register/matrix is reviewed
and updated regularly to ensure it reflects
developments in the external environment and links
to organizational objectives
• Risk management tools are used to anticipate,
monitor, manage and provide a consolidated view
of risks.
• Risk management program is consistently
reviewed and evaluated for effectiveness
• The risk monitoring process provides for on-going
reporting on the levels of assurance
• Risk management metrics included in employee
performance reviews

• Internal controls are in place and some what
documented
• Processes and procedures are put in place, but
evidence of their effectiveness are not well
documented
• Some control mechanisms are built in current
processes and procedures

• Internal controls are identified and implemented
• Internal controls processes and procedures are
fully documented and implemented
• Evidence of controls effectiveness exists
• The majority of control mechanisms are built into
the processes

• Internal controls processes and procedures
incorporate emerging trends and external best
practices.
• The effectiveness of the internal controls is
benchmarked periodically against external best
practice.
• All main control mechanisms are fully integrated
into all processes and procedures

Risk Management
• The organization does not have a risk
management policy or strategy that allows it to
manage its key business risks
• A risk awareness culture does not exist
• Risks are not documented in a risk register/risk
matrix.
• Risks are not formally or regularly reviewed.
• Risk management program and evaluation does
not currently exist
• The risk monitoring process does not provide for
on-going reporting on the levels of assurance

Internal Control
• Internal controls are not documented and put in
place
• Processes and procedures are not put in place to
ensure internal controls are effective
• Control mechanisms are not integrated into the
processes and mostly performed manually.
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Assessment Model – Governance & Risk: Risk
Management and Financial Management & Internal Control
Developing

Defined

Advanced

Best-in-Class

1

2

3

4

▪ Board and management have begun to develop
and/or endorse goals and initiatives to improve
NSF's financial accountability and viability
▪ The Board reviews the organization's financial
statements on an annual basis, but does not
always take action to challenge the finances and
ask probing questions
• The NSF has an equivalent Finance and/or Audit
Committee
• The Board has begun to think about contingency
plans to help improve NSF's financial sustainability

▪ A strong financial accountability policy &
framework are in place
▪ The Board ensures that financial reporting
provides sufficient financial information, and that
the finances are aligned with the strategic plan.
▪ The Board regularly reviews the organization's
financial position and takes action as necessary
• The NSF has a Board appointed Finance and/or
Audit Committee
• The Board establishes contingency plans that
broaden the financial base of the NSF by securing
other sources of revenue and reducing its
dependence on public funds.

▪ Board and management recognize company's
position as a leader in establishing sound financial
accountability practices
▪ The Board see themselves as being responsible
to stakeholders who have a direct or indirect
interest to the financial performance of the NSF
▪ The Board ensures financial reporting provides
the highest level of transparency to stakeholders
and is prepared in accordance with the appropriate
accounting standards (e.g. GAAP)
▪ The Board consistently challenges areas of
concern and provides effective financial
management to enable the attainment of NSF's
mission, values and strategic plan.
• The NSF has a Board appointed Finance and/or
Audit Committee as well as an all-around financially
literate board
• The Board approved contingency plans minimizes
NSF's reliance on public funds; the NSF is highly
financially sustainable

▪ Board members roles & responsibilities in
fundraising are defined, but not formalized
▪ Fundraising targets for Board members are often
met, but are not clearly tracked or monitored
• Board provides oversight of fundraising plan and
activities on an ad hoc basis; there is a process in
place to ensure Board oversight, but the process is
not formalized
or well-defined
• Board members' role in fundraising involves
raising money and making personal donations to
the NSF
• Board members receive some fundraising training
and/or assistance.

▪ Board members roles & responsibilities in
fundraising are clearly defined and documented
▪ Fundraising targets for Board members are
consistently met, tracked and monitored
• The Board reviews and approves the fundraising
plan
• The Board monitors the fundraising plan to
ensure progress against plan is on-track and
objectives are met
• Board members are actively engaged in raising
money and play a supporting role in promoting
fundraising events
• Board members receive formal fundraising
training and/or assistance on an annual basis

• Board members hold each other accountable for
executing against the defined roles &
responsibilities in fundraising
▪ Fundraising targets for Board members are
challenging and are consistently exceeded
• The Board provides leadership direction and input
to the fundraising plan
• The Board is accountable for ensuring fundraising
targets are achieved and short and long-term
funding needs are met
• Board members' involvement in fundraising
extends beyond raising money; Board members
play an integral role in ensuring fundraising
success by identifying key donors/prospects,
promoting the NSF and making a persuasive case
for fundraising.
• Board members receive on-going fundraising
training and/or assistance.

Financial Accountability
▪ Board and management are aware of the
importance of financial accountability and sound
financial management
▪ NSF has not developed and implemented formal
goals regarding implementation of sound financial
accountability practices
• The Board does not have the financial expertise
and experience to provide meaningful and effective
financial management oversight
• The Board does not have contingency plans to
help improve NSF's financial sustainability

Fundraising (Board)
▪ Board members roles & responsibilities in
fundraising are not defined
▪ Fundraising targets for Board members are not
defined
• Board oversight of fundraising plan and activities
is limited
• Board members' role in fundraising is limited to
personal donations to the NSF
• Board members receive limited fundraising
training and/or assistance.
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Assessment Model – Governance & Risk: Ethical
Practice
Developing

Defined

Advanced

Best-in-Class

1

2

3

4

Ethical Practice
• Ethics, principles and codes which promote
ethical and responsible decision making and
conduct for business operations staff and
registered participants (e.g. athletes, coach) are
limited and informal
▪ Minimal time and effort spent encouraging
members ethics programs and training

• NSF has a defined code of ethics/conduct which
promote ethical and responsible decision making
and conduct for business operations staff and
registered participants
▪ Required basic training for all new and existing
staff and registered participants on ethics
▪ Minimal communication from leadership on
importance of ethics

• NSF adopts the highest code of ethics/conduct;
business operations staff and registered
participants fully understand their responsibilities
and accountability in conducting proper behavior at
all times
• Processes are in place to evaluate business
operations staff and registered participants
adherence to defined code of ethics/conduct
▪ Business operations staff and registered
participants conduct themselves in accordance with
defined code of ethics/conduct at all times and
have appropriate channels available to raise
concerns
▪ Regular communications and reinforcement of
ethics by leadership
▪ Ethics is a main component of business
operations staff and registered participants training
and communications

▪ An ethical framework is created through a
consultative process; stakeholders provide input
and develop a shared position on a framework that
guides their behavior, beliefs, values and principles
• Ethics, principles and internal codes of conduct
are updated and regularly reviewed to ensure
alignment with the ethical framework
• Processes to evaluate and monitor adherence
and accountability are well established and
enforced
▪ NSF and its business operations staff and
registered participants embody a culture and public
image which upholds highest ethical standards and
integrity
▪ Communication on standards and accountabilities
is an on-going process and remain a priority focus
for its members
▪ Robust mandatory ethics training program
enables members, leaders and the Board to
deepen their skills in ethical decision making and
leadership
▪ The Leadership team exemplifies and reinforces
the importance of upholding ethical values and
practices
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Assessment Model – Strategy & Planning: Mission, Vision & Values,
Strategic Planning & Organizational Strategy
Developing

Defined

Advanced

Best-in-Class

1

2

3

4

• Mission, vision and values are well communicated
and understood by staff and members
• Organizational values drives key decisions and
actions
• End-state goals are established and measured
• The vision is embedded in design of processes,
methodologies, and policies

• NSF's defined mission and vision are broadly
communicated and integrated into the culture of the
organization; they are understood and fully
embraced by staff, PSOs and non-PSO members
• Organizational values are fully integrated into the
organizational culture
• End state NSF's goals are part of leadership
decision-making and performance measurement.

• Strategy developed with input and consideration
from the Board, leadership team, employees and
volunteers
• The strategic planning process is more formal, but
static with specific timelines and staff support.
• The strategic plan has a focus on business
development along with associated business
development priorities
• Roles and responsibilities are well defined, but
decision-making and accountability are inconsistent
in the strategic planning process
• Decisions in strategic planning are made based
on a holistic approach and are supported by
analyses that include stakeholder needs and other
external factors
• Employees identify with the strategy and
understand their individual roles in contributing to it

• Strategy developed with input and consideration
from the Board, leadership team, employees,
volunteers, staff and members
• The strategic planning process is a dynamic,
ongoing process
• The NSFs have multi-year plan tied to a budget
comprising both a long term strategic vision and
detailed annual business or operational plan ratified
by the Board of Directors
• The strategic plan has a strong emphasis on
business development with actionable initiatives
and well defined goals and objectives
• The plan includes measurable objectives (e.g.
LTAD implementation, athlete programming, etc.)
• Roles and responsibilities are well defined;
decision-making and accountability are enforced in
the strategic planning process
• Decisions in strategic planning are made based
on a holistic approach with multiple options for
each decision which are supported by analyses
that include stakeholder needs and other external
factors
• Employees understand their role in the strategy
and are motivated to actively drive it

Mission, Vision & Values
• Mission, vision and values are defined but not
widely understood or integrated

• Mission, vision and values are defined and
integrated into planning process
• Organization values represent the foundation on
which the NSF is formed
• A clear vision for the NSF has been established
• Specific operational goals have been identified
and incorporated into the vision

Strategic Planning & Organizational Strategy
• Strategy developed by a select few based on
internal influences
• Strategic planning is ad hoc without clearly
defined roles, responsibilities and timelines
• The strategic plan has no focus on business
development
• Strategy established and only revisited at the next
development cycle (e.g., 2 – 4 years)
• Employees are not informed of the strategy

• Strategy is developed with input from the Board
and broader leadership team
• The strategic planning process is somewhat
formal, but the timing and support levels are
inconsistent and roles and responsibilities aren't
well defined.
• The strategic plan has a limited focus on business
development
• NSF regularly re-evaluates strategy to
encompass change as it occurs
• The employees are informed about the strategy
but do not readily identify with it
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Assessment Model – Strategy & Planning: Decision Support, Strategy
Execution
Developing

Defined

Advanced

Best-in-Class

1

2

3

4

• Financial performance metrics exist and are
evaluated, but are not communicated consistently
across the NSF
• Some target settings are in place and
performance is measured, evaluated and
monitored informally

• Financial and business performance objectives
are measured with KPIs
• KPIs are monitored, evaluated and communicated
consistently across the NSF
• KPIs are integrated with the planning process
• Targets are identified for all main objectives
• The Board uses KPI performance to make
informed decisions for improving organization
performance and growth

• Strategic, business and financial KPIs incorporate
leading practices
• Strategic, business and financial performance is
monitored through KPIs and information is
available for timely analysis
• Reports reflect performance against company
strategic goals and are consistent, transparent and
accurate.
• KPIs are integrated with the planning process and
linked to organization's strategic and operational
plan
• Targets are identified for all main objectives and
are established as part of the planning process
• The Board uses KPI performance information and
industry benchmarks to make decisions in regards
to strategic, operational plans and targets

• Strategic initiatives are identified, analyzed,
prioritized, and approved annually.
• Strategic initiatives are partly linked to
performance metrics and their progress is loosely
tracked.
• No standardized templates are used to enable
business case development.
• The Board is not involved in monitoring of
strategic initiatives

• A formal portfolio management approach is used
to review strategic initiatives and make go/no-go
decisions
• Strategic initiatives are reviewed and approved on
an on-going basis
• Decision-making is timely and on the appropriate
level.
• Initiatives are concrete and linked to the overall
strategy & performance metrics
• Progress reporting and objective achievement is
loosely tracked on a standardized basis
• Various versions and formats of business case
templates are used.
• The Board is consulted as part of strategic
initiative review

• Strategic principles are well articulated and
weighted (i.e. a balanced score card) to understand
shifts in priorities and the appropriate balance
• An integrated and dynamic process to harmonize
strategic initiative funding and operational
budgeting is in place.
• Initiatives are monitored, reported and evaluated
on a standardized basis against the overall strategy
& performance metrics
• Standard business case templates are available
• Business cases are required for approval of major
initiatives / projects.
• The Board actively supports the set-up and
planning of strategic initiatives

Performance Management
• Some financial performance metrics exists, but
NSF has limited access and visibility into
performance
• Performance is not formally monitored, evaluated
and communicated across the organization

Strategy Execution
• A formal process is not established for strategic
initiatives.
• Organizational initiatives are disconnected from
strategic planning
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Assessment Model – Strategy & Planning: Financial Planning & Budgeting
Developing

Defined

Advanced

Best-in-Class

1

2

3

4

• Financial planning is loosely linked with strategic
planning and strategic objectives.
• Financial planning process is in place, but not
formally structured or defined
• History and previous year budgets are used to
determine budget/forecasts; little analysis on the
forecasts is completed.
• Financial targets are the sole basis for the
evaluation of the operational plan.

• Financial planning is linked with the strategic plan
based on prioritized objectives
• Financial planning process is structured and
formally defined
• Financial forecasts adequately reflect revenue
and expenses for the remainder of the current year
• Financial planning demonstrates the impact of
operational plan components on cash flow and
overall financial position and objectives
• NSF has the ability to test the financial sensitivity
of various condition assumptions
• Financial targets along with some non-financial
objectives are used to evaluate operational plans.

• Financial planning is integrated across the NSF
and stakeholders; the process is fully integrated
with the strategic plan and objectives
• Financial planning process is structured and
standardized
• Financial forecasts are accurate and readily
adaptable to changing business / economic
conditions
• Financial forecasts are regularly updated to
accurately reflect revenue and expenses for the
next 12 months
• NSF has the ability to accurately predict the
impact of operational plan through scenario
analysis, stress testing, working capital analysis
and re-forecasting of financial statements
• A balanced mix of financial targets and nonfinancial objectives are used to evaluate
operational plans.

• Budgets are detailed and contain budget
forecasts and targets
• Strategic initiatives are considered but there is no
clear link to the budget guidelines
• Budgets are produced annually and discussed
with management (e.g. senior leaders) and the
Board.
• A formal process does not exist to work with
executives to modify and refine budget forecasts
and targets
• Re-forecast of the annual budget is prepared at
least once during the year

• Budgets are derived from detailed financial
models that are tied to overall strategy and
operational plan
• Budgets include detailed targets that are tied to
strategic objectives
• The budget is discussed and refined with
management and the Board
• Budgets are updated and monitored on a
quarterly basis

• Budgets make possible the achievement of
strategic objectives, goals and targets
• Budget illustrates the economics of the business
by making the key business / value drivers explicit
• Targets incorporate specific external data and
benchmark
• The budget is effectively challenged and then
approved by the executive team and the Board
• Budgets are updated and monitored regularly on
a monthly basis

Planning & Forecasting
• Financial planning is disconnected from the
strategic planning process
• No structured finance operational planning is in
place
• Prior year actuals are used to drive future year
forecasts.
• Targets for the evaluation of the business plan
are not formally defined

Budgeting
• Budgets do not include metrics/targets and are
not tied to the organization's overall strategy.
• Budgets are submitted annually with little
discussion or challenge.
• Budgeting process occurs annually with no formal
re-forecasting process.
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Assessment Model – Leadership & Culture: Leadership
Developing

Defined

Advanced

Best-in-Class

1

2

3

4

• NSF has a leadership style that is loosely linked
with the NSF values and brand to guide leaders
across the NSF
• Leaders drive the attainment of organizational
goals; however, effectiveness of the leadership
style is not evident or understood
• There is some understanding of what motivates
individual leaders and some understanding of how
leadership roles fit into the execution of strategic
priorities
• Leaders informally discuss the effectiveness of
their leadership strategy

• NSF has a clear leadership style that aligns with
NSF values and brand
• The organization understands what drives each
individual leader and what their values and
priorities are.
• There is a strong understanding of how leadership
roles fit into the execution of strategic priorities.
• Leaders have formal discussions to evaluate the
effectiveness of their leadership style

• NSF has an effective leadership style, which
articulates the uniqueness of the NSF leadership
values and brand to enable leaders to provide
united, consistent and effective leadership across
the NSF
• Leaders play significant roles as contributors
towards the attainment of organizational goals
• There is an understanding of each leader’s drives
and motivators and the organization is actively
responding to each of these
• Leaders exert strong influence over their team to
drive desired behaviors that are internalized rather
than driven through extrinsic exchange
• Leaders are visionary and inspirational; leaders
inspire ownership and accountability of
organizational goals and objectives
• Leaders have formal discussions to evaluate the
effectiveness of their leadership style are
committed to adjusting and improving their styles
as appropriate

• Leadership team is aligned around some strategic
goals
• The leaders have provided input into the strategy
and support the vision
• Leaders demonstrate sporadic, inconsistent and
isolated commitment to leadership

• All leaders have an understanding of the NSF
strategy and their roles in delivering against it
• Leaders provide consistent leadership in their
areas

• All members of the leadership team are
personally committed to acting in pursuit of NSF’s
priority goals
• Leaders have a shared understanding of the
organization's ‘greater purpose’, and have a
common language about how they will work
together in pursuit of the goals
• External stakeholders are also clear about the
strategy and vision.
• Leaders provide united, consistent and effective
leadership across the NSF
• Leadership promotes a clear understanding and
implementation of organizational values

Leadership Style
• The organization does not have a clear
understanding of NSF leadership style, values and
brand; alignment with the NSF values and brand is
not clear
• There is limited understanding of how leaders
play a role in the attainment of organizational goals
and objectives.
• Leaders do not discuss the effectiveness of their
leadership strategy

Leadership Alignment
• The leadership team has different interpretations
of the strategic goals
• Some leaders are equipped to deliver on some
aspects of the strategy.
• Leaders (e.g. members of the leadership team)
show different levels of commitment to the
organization
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Assessment Model – Leadership & Culture: Leadership
Developing

Defined

Advanced

Best-in-Class

1

2

3

4

Leadership Effectiveness Processes
• Feedback from staff and peers are not formally
solicited
• Leaders do not perform capability selfassessment
• No mechanisms exist to gauge employee morale
and culture
• Personal and professional goals required to
achieve the leadership growth & strategy are not
defined
• Limited aware of team performance

• Leaders formally solicit feedback from staff and
peers
• Leaders self-assess their current capabilities
against strategic goals on an annual basis
• Leaders regular engage in informal conversations
with staff to gauge employee morale and culture
• Personal and professional goals required to
achieve the leadership growth plan and strategy
exist through conversations, but not formally
defined
• Leaders are aware of team performance and
engage in performance assessment informally
through one-off conversations

• Perform 360 degree feedback by soliciting
feedback from staff and peers annually
• Regularly performs current capability assessment
against strategic goals
• Send annual cultural survey to gauge employee
morale and culture
• Establish personal and professional goals
required to achieve the leadership growth plan and
strategy
• Engage in team performance assessments to
understand how well the overall team is doing in
terms of leadership on a quarterly basis

• Perform 720 degree feedback (execute 360
degree feedback twice by soliciting feedback of
staff and peers and subsequently review the
feedback with the Board/executive committee)
• Regularly performs both current & future
capability assessment against strategic goals
• Solicit customer/member feedback
• Send annual cultural survey and engage in
regular conversations with staff and direct reports
to gauge employee morale and culture
• Establish and evaluate personal and professional
goals and reviewing the impact of those goals
against leadership growth plans on a monthly
basis
• Engage in formal team performance assessments
to understand how well the overall team is doing in
terms of leadership on a monthly basis
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Assessment Model – Leadership & Culture: Leadership
Developing

Defined

Advanced

Best-in-Class

1

2

3

4

Communication
• Leadership communication is inconsistent and
can be interpreted differently
• Communication with staff is ‘reactive’ as opposed
to ‘proactive’
• Cross-divisional communication is limited
• Communication is primarily top-down

• Leadership communication is consistent, but not
always well structured, defined and effective
• Frequency of communication from leadership is
inconsistent and not integrated across the
operations
• Cross-divisional communication occurs, but is not
consistent and effective.
• Leaders are receptive to two-way communication
and feedback

• Leadership communication is regular, consistent
and clear
• Communication with staff is primarily ‘proactive’
as opposed to ‘reactive’
• Cross-divisional communication occurs regularly
in a timely manner and is effective in promoting
cohesiveness
• Leaders consistently encourage two-way
communication and feedback

• Leadership communication is regular, consistent
and highly effective
• Leaders communicate the right level of
information to the right audience at the right time
• Effective cross-divisional communication enables
NSF to function as an integrated team
• A variety of communication channels, approaches
& styles are utilized
• Leadership communications always include an
opportunity for two-way dialogue

• The NSF leadership development framework and
standards articulates the current leadership
capability and future leadership potential factors
required to execute the strategy
• The leadership development framework is aligned
with the NSF's strategy, mission and vision,
performance management framework, recruitment,
orientation, compensation and succession plan
• Current & future leadership capabilities are
aligned with the culture, strategy, goals and
objectives
• Leadership capabilities are defined with
associated descriptions and behaviors
• There is a process to ensure leadership
development program is managed consistently
across the organization to ensure capabilities &
competencies developed are in alignment with
organization-wide goals and objectives
• Leadership capabilities and competencies are
assessed annually to understand gaps and plan
mitigations

• The NSF leadership development framework and
standards are key enablers of the leadership and
organizational strategy
• The leadership development framework is
integrated with NSF's strategy, mission and vision,
performance management framework, recruitment,
orientation, compensation and succession plan
• Current & future leadership capabilities are rolespecific, future oriented and tailored to NSF's
culture, vision values & strategy
• Capabilities are well-defined, described and
communicated; performance expectations are
clearly articulated and understood
• Leadership development programs are delivered
by credible experts using a blended, multi-faceted
learning approach and are adjusted "real-time" in
accordance with NSF strategy and current needs.
• Effective methods are in place for assessing the
current capability and competency of future
potential of the NSF leaders

Leadership Development Framework
• A leadership development framework does not
exist
• The desired leadership capabilities are not
defined
• A leadership development program does not exist
• Leadership capabilities and competencies are not
assessed to identify gaps

• The NSF leadership development framework is
not well-defined; leadership capabilities required to
execute the strategy are not clearly articulated or
defined
• The leadership development framework is loosely
linked with the NSF's strategy, mission and vision,
performance management framework, recruitment,
orientation, compensation and succession plan
• Current & future leadership capabilities are
disjointed and not linked to the culture, strategy,
goals and objectives
• Leadership capabilities are identified but are not
defined with associated descriptions or behaviors
• An informal leadership development program is in
place but not managed consistently across the
organization
• Leadership capabilities and competencies are not
formally assessed to understand gaps
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Assessment Model – Leadership & Culture: Culture
Developing

Defined

Advanced

Best-in-Class

1

2

3

4

• NFS leaders are starting to make progress
towards establishing a cohesive and effective
culture
• Understanding of values and behaviors required
to support the desired culture exists in silos
• Morale at the organization is some what healthy;
staff do not consistently display positive emotions,
motivation and favorable perceptions of the NSF
and their colleagues
• Leaders understand how to influence a culture of
the organization, but does not have an effective
approach
• Leaders have defined the desired culture amongst
themselves and understand how to role model the
behaviors both individually and as a team
• Conflicts are focused on using common interests
to resolve differences in order to move forward

• NFS leaders established a culture that strives
towards an engaging, highly effective environment;
employees are engaged towards establishing the
desired culture
• Staff are aligned on a common set of values and
behaviors to support the organizational culture
• Morale at the organization is healthy; staff
demonstrate positive emotions, motivation and
favorable perceptions of the NSF and their
colleagues
• Leaders are skilled in understanding which levers
to use to influence the culture and the external
brand.
• The organization culture is seen by the leaders as
a way of driving forward business strategy and
business development
• Conflicts help improve a current situation; lessons
learned can be incorporated in future situations
through shared agreements

• NFS leaders established a highly engaging,
effective and cohesive culture that enables a high
level of employee engagement, commitment and
satisfaction
• The NSF culture supports the NSF values and
strategy and are shaped by collective actions of
individuals, teams and the organization
• NSF culture is building a cadre of employees who
have consistently positive emotions, strong
motivation and favorable perceptions of the NSF
their work and their colleagues
• The leadership culture and external brand are
aligned and reflect the desired organization culture.
• Connection between culture and performance
expectations is clear; NSF leadership openly
addresses culture in driving performance
• Conflicts are constructively used as a source of
different ideas and perspective

• The organization encourages the open exchange
of ideas internally and may seek input from external
sources (internal and external benchmarks are
collected and used to improve performance)
• Transfer of Knowledge (TOK) initiatives are in
place to support internal knowledge sharing
• Knowledge management systems and content
exist
• There is a culture that sees change as a strategic
imperative; change is met with healthy skepticism;
employees actively share ideas
• Some sharing and contribution of knowledge
occurs externally with other NSFs

• The organization expects, recognizes and
rewards creative and thoughtful risk taking in
pursuit of innovative ideas
• Continuous improvement is an integral part of the
NSF culture and work
• NSF has formal programs and defined structure
to support internal knowledge sharing and
collaboration with external sources (e.g.
benchmarking performance)
• Sharing and contribution of knowledge is built into
staff performance metrics
• Knowledge management systems and content
are continuously updated
• Evolution and continual change are embedded in
the culture
• Sharing and contribution of knowledge is external
to other NSFs

Organizational Culture
• The organizational culture has evolved informally,
progress towards establishing a cohesive and
effective culture is not evident
• Staff do not have a common understanding of the
desired values and behaviors required to support
the desired culture
• Morale at the organization is not healthy
• Leaders are not skilled and equipped with an
understanding of how to influence a culture of an
organization
• Some leaders role model the behaviors aligned to
the desired culture, but little effort has been made
to understand or influence the current culture
• Conflicts are dealt with on an ad-hoc basis;
lessons learned are not applied to future situations

Innovation and Continuous Improvement
• Sharing of information among business areas is
not common or actively encouraged
• Best practices, knowledge and process
information are identified but not shared across the
organization or teams
• The organization has a cautious risk-taking
culture that may impede acting on innovative ideas

• Internal knowledge and idea sharing is
encouraged but not common practice; innovation is
inwardly directed
• Best practices are identified and shared across
the organization and team
• The organization has a conservative risk-taking
culture that recognizes the importance of taking
risks and tentatively pursuing innovative ideas
• There is a culture that believe change is
necessary to remain competitive and actively
support business initiatives
• Sharing and contribution of knowledge with other
NSFs is limited
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Assessment Model – People: Organization Structure, People Management
Developing

Defined

Advanced

Best-in-Class

1

2

3

4

• Organizational structure is documented, however
some reporting lines are unclear or may be out of
date
• Organizational structure has informal horizontal
linkages which supports transactional interactions
between roles / areas
• Unit goals and objectives are partly aligned with
those of other units in the NSF
• There is some cross-functional effectiveness
between employees

• Formal organizational structure with clear key
reporting lines is shared across the organization
• Structure has formal horizontal linkages which
supports cooperative interactions across roles /
areas
• There is cross-functional effectiveness across all
major business units

• Formal organizational structure is clearly defined
(reporting, accountability, and decision making
delegations), agile, and responsive to the
organization’s changing needs
• Structure supports change and encourages
formal and informal interdependent interactions
across roles / areas
• All independent functions are aligned and deliver
business value
• The organizational structure allows for a bottomup response to change; information, ideas and
decision making flow in multiple directions – up,
down, horizontally

• Most employees have written job descriptions,
however some are out dated and inconsistent
across positions
• No formal job descriptions exist for key volunteer
positions
• Job descriptions contain general information
about the job and required technical, soft, and
special skills
• Most employees are aware of their formal job
responsibilities

• All employees have documented and up-to-date
job descriptions which are standardized across
positions
• Most key volunteer positions have formal job
descriptions in place
• All job descriptions are reviewed and revised
regularly in alignment with organizational needs
• Job descriptions contain all information required
(including technical, soft, special skills, job
specifics)

• All roles and responsibilities are incorporated into
job descriptions (and updated appropriately) and
information on such items is clearly communicated
and easily found within NSF
• Job descriptions for all key volunteers are in place
and clearly communicated
• Job descriptions meet all formalized objectives
and targets, including business-aligned
performance objectives
• All employees and external stakeholders are
aware of employees’ role and responsibilities

• The NSF has a formal recruitment and retention
policy and programs that are effective in meeting
business needs
• The NSF can retain most of its talent, most of the
time
• The NSF is able to attract most of the talent that
is needed, most of the time, to achieve our
business goals
• A process exists for identifying high-potential
leaders
• The NSF has identified critical positions and
created formal succession plans

• The NSF has a full suite of recruitment &
retention policy and programs, including succession
planning
• The NSF is able to retain its talent all of the time
and proactively manages turnover
• The NSF is always able to attract the talent that is
needed, when it is needed, and in the quantities
required to achieve all business goals
• Formal succession plans are reviewed annually
with ongoing updates based on resource changes

Organization Structure
• Organizational structure is not documented
• Reporting lines are unclear, with inconsistent
goals and objectives
• The organization operates in silos, which impedes
interactions between roles / areas

Job Descriptions
• Job descriptions are documented for key
positions, however are non standardized
• Job descriptions contain general information
about the job
• Most employees are not aware of their formal job
responsibilities

Recruitment, Retention & Succession
• The NSF has ad hoc people programs including
hiring and retention, however is limited in the
capability and capacity to deliver them
• The NSF retains some of its talent, some of the
time
• The NSF sometimes finds it difficult to attract the
talent needed to achieve our business goals
• No succession plans

• The NSF has structured recruitment and retention
policy programs and is able to deliver these to meet
business needs
• The NSF can retain selected talent
• The NSF is able to attract some of the talent that
is needed, some of the time, to achieve business
goals
• Informal succession process in place, only done
as needed
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Assessment Model – People: People Management, Training & Development
Developing

Defined

Advanced

Best-in-Class

1

2

3

4

• No formalized compensation structure and limited
involvement in compensation and incentive
decisions

• The NSF has heavy involvement in compensation
and incentive decisions across the organization,
but no formalized compensation structure

• The NSF has a compensation structure that fairly
evaluates and compensates the value of each
position, and is reviewed on a regular basis

• The organization has a highly competitive
compensation structure that is aligned to market
standards and reviewed at least annually

▪ Fostering a diverse culture is an important part of
recruiting
▪ Diversity tracking is comprehensive and the
results are disseminated throughout the NSF
▪ Diversity training is offered

▪ Diversity initiatives receive visible leadership
support
▪ There are support networks and resources for
minority groups

▪ NSF is recognized as a leader in growing a
diverse workforce
▪ Diversity best practices are regularly identified
throughout the organization and emulated by other
NSFs
▪ A diversity strategy is developed and monitored
▪ Leadership team is committed and measured on
diversity management

• The learning and development strategy is aligned
to the organizational strategy and is flexible to meet
the unique needs of individuals
• Formal training is available to all employees with
a focus on process, content, and/or technology and
some “soft skills”
• Training & development needs for volunteers are
taken into consideration
• Learning opportunities focus on professional
growth and “soft skills” as well as process, content,
and or technology
• Individual learning & development needs are
identified and opportunities are tailored accordingly

• A flexible learning and development strategy is
linked to organizational strategy and is continuously
revised to fit future needs
• Continuous provision of formal training and a
formal coaching program is provided to employees
on managing employees and supporting others
through change(s)
• Formal training and development is available for
volunteers
• Learning occurs regularly, informally and formally
and focuses on “soft skills” as well as process,
content, and/or technology
• Employees identify their own needs to create
individual learning plans
• External learning is encouraged and supported

Compensation

Diversity
▪ Limited visible commitment to diversity in the
recruiting process
▪ Aggregate diversity numbers are tracked

Learning and Development Strategy
• There is no formal learning and development
strategy
• There are no formal training to support staff and
teams
• Learning opportunities are primarily legacy
training events with a focus on process, content,
and/or technology
• There is no formal process (i.e., training needs
assessments) to identify individual learning &
development needs

• There is an ad-hoc learning and development
strategy
• Minimal training is provided to some employees
• Training is determined by roles/positions rather
than individual consideration
• Learning opportunities are provided when new
process/ policy/ technologies are introduced
• Identification of learning & development needs is
sporadic or on a corrective basis
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Assessment Model – People: HR Policies & Processes, Performance
Management
Developing

Defined

Advanced

Best-in-Class

1

2

3

4

• NSF does some human resources planning
• The NSF has written HR management policies
that comply, at minimum, with employment, health
and safety and other applicable legislation
• HR policies are reviewed irregularly and revised
only to meet changes in legislation
• Basic supports are in place to enable delivery of
HR processes, but there is a lack in consistency
and advanced capabilities

• NSF has a human resources plan in place and
does a regular audit of its staffing needs
• NSF has written HR management policies that
cover all key areas of HR and meet all legislative
requirements
• HR management policies are reviewed annually
and revised, if necessary
• The NSF has a approach to HR processes,
however, adjustment are not consistent with NSF's
HR organizational changes

• The organization has written HR management
policies in all areas of HR and are considered best
of class
• HR management policies are reviewed and
revised regularly in alignment with leading practices
and HR trends (e.g. work-from-home policy)
• The NSF takes a proactive approach to
continuously improve HR processes through the
adoption of leading practices

• There are informal performance evaluations
• Feedback is given on a case to case basis and is
tracked by direct supervisor
• Employees are encouraged to create a personal
performance plan with defined objectives and goals
• There is some communication about the
performance management process and evaluation
criteria
• Performance evaluation is completed in paper
form

• There is a formal performance measurement
process with standardized evaluations which
identify and track high performers and underperformers.
• All employees have a personal performance plan
with defined objectives and goals
• Individual goals link to corporate goals, but are
not formally cascaded
• Performance management is based on job
description requirements and some key business
competencies. A clear criterion for advancement
exists
• There is regular and consistent communication
about the performance management process and
evaluation criteria
• Performance is assessed via an online system
• NSF managers and employees feel accountable
for their performance

• A performance management strategy is
developed yearly, and it is fully integrated with all
HR Programs and tied to individual and corporate
performance
• All employees have a personal plan or
performance objectives that identify their tasks /
activities and the expected results
• Work plans and performance objectives are
evaluated at least annually
• The process is centrally managed, supported by
technology, and includes employee selfassessment. Employees link individual goals with
business objectives, development needs, and
learning objectives
• Mechanisms are in place for information on
performance requirements of competencies and
performance tracking
• Talented individuals are identified and proactively
guided through developmental roles and programs
• NSF staff feel accountable for their contribution
to the business objectives

HR Management Policies & Process
• NSF does not do any human resources planning
• HR management policies are limited in existence
and not documented consistently
• HR management policies are not reviewed or
revised in alignment with minimum legislative
requirements
• No coordinated approach to enabling delivery of
HR processes through policy, governance,
reporting and supporting technology

Performance Management
• Performance management is loosely linked with
business strategy
• No standard performance criteria are available
• Employees do not have a personal performance
plan with defined objectives and goals
• No formal staff performance measurement
evaluations or communication about performance
management process and evaluation criteria
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Assessment Model – People: Volunteer Management
Developing

Defined

Advanced

Best-in-Class

1

2

3

4

• The NSF has a formal volunteer program
supported by policies and processes but with
inconsistencies across the organization
• The NSF has a resource dedicated to volunteer
management with appropriate experience, skills, or
qualifications
• There are appropriate screening and onboarding
processes for volunteers' roles and responsibilities
• Information about volunteers is collected and
analyzed to inform decisions about volunteer
programs

• The NSF manages a formal volunteer program,
which is consistently run across the organization
and supported through strategic recruitment of
volunteers
• The NSF has a team of employees who share
responsibilities for running the volunteer program
• All volunteers are given regular opportunities to
offer input and receive feedback.
• Volunteers who are engaged in delivering
programs or services receive a level of supervision
appropriate to their role
• Programs are implemented to develop the
capabilities of the volunteers
• Information about volunteers is collected and
analyzed to inform decisions about volunteer
programs

• NSF embeds continuous improvement in
volunteer management programs and volunteer
recruitment incorporates internal and external
strategies to involve a diverse volunteer base
• The organization has a core team of individuals
solely designated to developing and managing the
volunteer program
• The impact and contributions of volunteers and
the volunteer program are regularly evaluated
• Information about volunteers is used to inform
decision making about NSF strategy

• Volunteer assignments relate to the mission or
purpose of the NSF and involve volunteers in
meaningful ways that reflect their abilities, needs,
and backgrounds
• The contributions of volunteers are acknowledged
and recognized

• Volunteer assignments are regularly evaluated in
alignment to the mission of the NSF, and
assignments are matched to fit volunteers abilities,
needs, and backgrounds
• Processes and procedures exist to ensure
contributions of volunteers are acknowledged and
recognized

Management of Volunteers
• The NSF manages volunteers informally and on
ad hoc basis
• No defined position or dedicated role responsible
for volunteer involvement
• The NSF has appropriate screening processes for
volunteers

Volunteer Assignments & Recognition
• Limited use of volunteers in business operations
and sporting events.

• Volunteers are utilized primarily for sporting
events; limited use of volunteers in other areas of
the business operations.
• Contributions of volunteers are often not
recognized
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Assessment Model – Revenue Generation & Engagement: Fundraising &
Event Management
Developing

Defined

Advanced

Best-in-Class

1

2

3

4

• Fundraising events are formally managed, but is
not integrated with NSF marketing strategy
• Fundraising strategy exists, but is not formally
defined
• Fundraising approaches are static; new
approaches are not utilized
• Some fundraising policies exist, but are not
formalized or reviewed by management
• Fundraising goals are often met, but are not
clearly tracked or monitored
• Fundraising events are hosted at the regional
level
• ROI of events is understood and used for
planning
• Alumni associations are some what leveraged for
fundraising

• The NSF has a formal fundraising function
• The fundraising strategy is in alignment with the
marketing strategy
• New fundraising approaches are actively pursued
(e.g. on-line auction)
• Fundraising policies and standards are formalized
and adheres to fundraising practice ethics (e.g.
policy on donor requests, donor lists, donor
anonymity)
• Fundraising goals are consistently met
• Fundraising events are hosted at the provincial
level
• ROI of events are analyzed and evaluated for
effectiveness
• Alumni associations provide significant
fundraising resources

• The NSF has a formal fundraising function and is
well integrated with NSF marketing strategy
• Reporting tools available to monitor the progress
and success of the fundraising efforts
• Fundraising approaches are frequently innovated
and are performed in an ethical, fiscally responsible
manner
• Fundraising goals are consistently exceeded
• Fundraising events staying true to the overall
mission and identity of the NSF at the national level
• Fundraising events are hosted at the national
level
• Cost-effectiveness and ROI of fundraising
activities are reviewed prior to approval
• Alumni associations play an integral role NSF's
fundraising success; a formal alumni program is in
place to maintain on-going engagement with alumni

• Event planning approach exists, but is not
standardized
• Administration / coordination of events is
supported by volunteers
• Budget exists but is often not monitored
• Long term strategy for events includes
assessment of which to continue, which to sunset,
and which to initiate
• Event attendance, budget, monetary transactions
and quantitative metrics are not tracked and
evaluated
• Post-event assessments are not completed
• Events are marketed and promoted, but
effectiveness of marketing & promotion is not
measurable

• Event planning approach is formal, standardized
and consistent
• The NSF sets clear event objectives and
outcomes and defines it's target audience
• Administration / coordination of events is
supported by resources (although not formally
assigned)
• There is a set budget for each event
• Event attendance, budget, monetary transactions
and quantitative metrics are tracked and evaluated
following the event
• Post-event assessments are completed following
every event and lessons learned are incorporated
in the planning of future events
• Events are well marketed and promoted and is
effective at increasing memberships, sales, and
athletes recognition.

• The NSF has a comprehensive event
management program
• Event objectives and outcomes are fully
integrated with organizational goals, mission/vision
and strategy
• A designated team is responsible for coordinating
events
• Cost-effectiveness and ROI of each event are
reviewed prior to budget approval
• All financial transactions are monitored and
evaluated regularly; when appropriate, remediation
are deployed immediately
• Metrics include both quantitative metrics (such as
financial ROI) and qualitative metrics (such as
brand awareness)
• Clear linkage between event performance and
achievement of the NSF's long term objectives (i.e.
revenue, members, athletic performance)
• Interaction with the public at events is in both
official languages
• Best practices and standards used for event
promotion and marketing are effective for
increasing athletes presence, membership, sales
and recognition for sponsors and partners.© Deloitte LLP and affiliated entities.

Fundraising
• Fundraising events are not formally managed
• Limited NSF support resources exist
• Fundraising strategy does not exist
• Fundraising approaches and policies are not
defined and consistently deployed
▪ Presence is limited to local communities
• Alumni associations are not leveraged for
fundraising

Sports Event Management
• Event planning occurs on an ad-hoc basis
• The NSF has no clear event planning objectives
or outcomes for events and no defined audience
• There is no set budget for event planning /
deployment; money is usually fundraised
• No tracking mechanisms are in place to track the
success of events

Assessment Model – Revenue Generation & Engagement: Partnerships &
Sponsorships
Developing

Defined

Advanced

Best-in-Class

1

2

3

4

• NSF has some informal partnership arrangements
(e.g. partnership with local organizations,
government agencies) but no formal partnership
agreements

• NSF has some formal partnership agreements to
help execute specific programs
• NSF has partnership arrangements with other
sports organizations, governments and the private
sector at the territorial (regional) level
• NSF understands ROI of partnerships

• NSF has established partnerships to support
programs and strategic goals
• NSF has partnership arrangements with other
sports organizations, governments and the private
sector at the territorial and provincial level
• NSF has long term strategic plan for partnerships
• NSF reviews its existing partnership position on
an annual basis to ensure on-going effectiveness in
supporting its programs and strategic goals
• NSF leadership takes time to understand the
strategic objectives of partnerships

• NSF has many formal, long-term partnerships
(e.g. COC, Sport Canada, etc.) that drive growth
and contribute to achievement of long-term goals
• Partnerships provide members with access to
best-in-class training facilities, best-practice
development programs, educational, health and
career programs for athletes
• NSF invests in strategic partnership position with
territorial, provincial and national sports
organizations, governments, local community,
stakeholders and the private sector
• Partnership relationship is strategic and enables
both partners to achieve objectives
• NSF's partners are shareholders of the sport and
an ally

• NSF has sponsorship support for some of the
events, initiatives and projects hosted by the
organization
• NSF has a number of relationships with sponsors
at the territorial (regional) level, but has no process
in place to develop and sustain those relationships
• NSF meets some sponsorship criteria & policy,
but has difficulty demonstrating benefits/returns to
sponsors
• Sponsors provide mainly cash contributions to the
NSF; benefits of in-kind contributions are not fully
realized
• 5%-25% of total revenue consists of contributions
from sponsors

• Renewal dates for sponsors are staggered and
sponsorship portfolio is diverse
• NSF is able to secure sponsors for the majority of
events, initiatives and projects hosted by the
organization
• NSF maintains several strong relationships with
sponsors at the territorial and provincial level and
has processes in place to keep sponsors satisfied
at events (e.g. publicity for sponsors, sponsors
appreciation)
• NSF consistently meets sponsorship criteria &
policy and is able to secure sponsors (e.g.
benefits/returns to sponsors are evident)
• Sponsors provide a combination of cash and
value-in-kind contributions; benefits of in-kind
contributions are realized
• 25%-50% of total revenue consists of
contributions from sponsors

• NSF does not reply on sponsorship revenues to
fund core services
• NSF is able to consistently secure sponsors for
wide variety of events, initiatives and projects
hosted by the organization
• NSF maintains a wide territorial, provincial and
national network of sponsors and has processes in
place to sustain successful relationships with
sponsors (e.g. publicity for sponsors, sponsors
appreciation, sponsors social & networking, etc.)
• NSF consistently exceeds criteria & policy for
sponsorship and is the organization of choice to
sponsor (e.g. benefits/returns to sponsors are
maximized)
• Sponsors provide an optimal combination of cash
and value-in-kind contributions most suitable and
beneficial for the NSF
• >50% of total revenue consists of contributions
from sponsors

Partnerships

Sponsorships
• NSF lacks sponsorship support
• NSF has a limited network of sponsors at the
local level and has no process in place to develop
relationships with sponsors
• NSF does not meet sponsorship criteria & policy
resulting in its inability to secure sponsors (e.g.
minimal benefits/returns to sponsors)
• <5% of total revenue consists of contributions
from sponsors
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Assessment Model – Revenue Generation & Engagement: Business
Development
Developing

Defined

Advanced

Best-in-Class

1

2

3

4

• The NSF has a go-to-market business
development strategy, but it is not formally defined
• NSF has a value proposition, but it has not been
proven effective for enticing corporate interest for
sponsorship and partnership
• NSF informally manages the execution of its
partnership & sponsorship contracts, although
progress is not formally tracked
• NSF communicates regularly with Local
Organizing Committees (LOCs) on matters related
to the marketing and promotion of NSF's national
event properties or international events in Canada
• NSF takes some initiatives to manage and
maintain relationships with sponsors, partners and
customers
• NSF takes initiatives to actively find new sponsors
and partners to help raise money and bring valueadded benefits to the NSF; however, initiatives
have not been proven effective

• The NSF has an effective go-to-market business
development strategy
• NSF's value proposition entices a high level of
corporate interest for sponsorship and partnership
• NSF delivers and meets expectations in all
aspects of business development execution of
partnership & sponsorship contracts
• NSF work together with Local Organizing
Committees (LOCs) on matters related to the
marketing and promotion of NSF's national event
properties or international events in Canada
• NSF actively maintains and manages long-term
relationships with sponsors, partners and
customers; initiatives for building, managing and
leveraging long-term relationships are mainly
effective
• NSF regularly engages in finding new sponsors
and partners to help raise money and bring valueadded benefits to the NSF; its approach has been
proven effective most of the time

• The NSF has a proven record in its go-to-market
business development strategy
• NSF's value proposition strongly entices
corporate interest for sponsorship and partnership;
NSF is the organization of choice for sponsors and
partners
• NSF consistently delivers and exceeds
expectations in all aspects of business
development execution of partnership &
sponsorship contracts
• NSF integrates seamlessly with Local Organizing
Committees (LOCs) on matters related to the
marketing and promotion of NSF's national event
properties or international events in Canada

Business Development
• The NSF does not have a go-to-market business
development strategy
• NSF's does not have a defined value proposition
• NSF does not formally manage the execution of
its partnership & sponsorship contracts
• NSF interacts with Local Organizing Committees
(LOCs) on an as needed basis
• Relationships with sponsors, partners and
customers are not actively maintained and
managed
• NSF does not actively take on initiatives to find
new sponsors and partners to help raise money
and bring value-added benefits to the NSF

• NSF invests in long-term relationships with
sponsors, partners and customers; initiatives for
building, managing and leveraging long-term
relationships have proven effective
• NSF actively engages in finding new sponsors
and partners to help raise money and bring valueadded benefits to the NSF; NSF is consistently
successful at finding new sponsors and partners
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Assessment Model – Revenue Generation & Engagement: Marketing
Developing

Defined

Advanced

Best-in-Class

1

2

3

4

• Marketing & brand strategy is loosely linked with
organizational goals, mission/vision and strategy
• Marketing strategy is developed based on
business objectives with limited stakeholder input
• Marketing strategy is not developed at the
national level
• Marketing strategy is not reviewed for
effectiveness
• NSF performs some marketplace research and
has some understanding of customer
demographics and needs; however, marketing &
customer engagements tactics are not tailored to
customers
• Basic segmentation of customers based on
observed characteristics
• Marketing strategy and tactics exist, but are not
linked to segmentation
• NSF has some understanding of its external
environment and customer/member needs
• Brand image is defined, but is not consistently
communicated
• Marketing & brand strategy is loosely linked with
the ethical framework

• Marketing strategy is in alignment with
organizational goals, mission/vision and strategy
• A national marketing strategy is developed with
inputs from customers/members; implementation
across regional and provincial levels is not enforced
• Marketing strategy is reviewed and updated
annually to ensure its effectiveness
• NSF performs marketplace research and has a
good understanding of customer demographics and
needs; marketing & customer engagements tactics
are tailored to customers
• Customers are segmented based on observable
behavioral and qualitative data
• Segmentation is used to develop various
marketing programs; strategy & tactics are
somewhat customized
• NSF has a clear understanding of its external
environment and customer/member needs
• Branding is well understood and consistently
communicated to all customers/members
• Marketing & brand strategy is developed in line
with the ethical framework

• Marketing strategy is fully integrated with
organizational goals, mission/vision and strategy
and is integrated into day-to-day procedures
• A national marketing strategy is developed based
on input from key stakeholders; implementation is
enforced consistently across regional and provincial
levels
• The marketing strategy is regularly reviewed to
ensure its effectiveness at increasing
memberships, revenues and recognition for its
members, athletes and stakeholders
• NSF invests in marketplace research and has a
strong understanding of customer demographics
and needs; marketing & customer engagements
tactics are effective and tailored to customers
• Customers/members are segmented with distinct
attributes and behaviors using qualitative and
quantitative techniques
• Marketing strategy and tactics are customized for
different segments
• NSF has a dynamic view of revenue drivers, new
growth opportunities and shifts in
customer/member preferences
• Branding is holistic and consistent across all
customers/members and stakeholder (partners,
sponsors) touch points
• Marketing & branding strategy is fully integrated
with the ethical framework

Marketing Strategy
• Limited alignment between marketing & brand
strategy and organizational goals, mission/vision
and strategy
• A marketing & brand strategy has not been
developed or communicated
• NSF performs limited marketplace research and
has a limited understanding of customer
demographics and needs
• Customers/members are not segmented or
differentiated
• Brand strategy is not defined
• Linkage between marketing strategy, plan and
ethical framework is non-existent
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Assessment Model – Revenue Generation & Engagement: Marketing
Developing

Defined
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Best-in-Class
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4

• Marketing activities are in alignment with NSF's
marketing strategy and are tracked against plan
• Metrics are aligned marketing objectives and have
clear, measurable objectives
• Metrics include both quantitative metrics (such as
financial ROI) and qualitative metrics (such as
brand awareness)
• Results are analyzed and assessed against
metrics to measure effectiveness
• Customer/member feedback mechanisms exist
and are incorporated in the planning phase
• Marketing and finance regularly track actual
spend against forecasted budget
• Designated marketing resources to execute plans
and special initiatives
customers/members
• Marketing channels are coordinated allowing for
consistent marketing communications across all
channels
• Marketing activities are executed in accordance
with established ethical framework

• Marketing activities are integrated and executed
in accordance with marketing strategy
• Metrics are aligned with marketing objectives and
are forward looking (e.g. represents future vision
vs. past performance).
• Metrics provide comprehensive assessment of
performance (qualitative & quantitative) and
effectiveness for each customer/member segment
• Customers/members are actively engaged in
providing input and feedback which are used to
innovate and enhance existing initiatives
• Dashboards are used to continuously track and
report on actual spend against forecasted budget
which facilitates timely decision-making
• Resources are allocated in alignment with plan
and expected ROI
• Marketing channels are integrated allowing for
consistent brand personality and image across all
touch points; a dynamic process allows for timely
adjustments / evaluations periodically
• Marketing execution is fully integrated with the
ethical framework

Marketing Execution & Performance Management
• Marketing activities conducted on as-needed
basis with minimal focus on overall marketing &
brand strategy
• There are no clear measurable objectives
• Customers/members feedback are not solicited
• Marketing and finance do not have the ability to
track actual spend against forecasted budget
• Resources are allocated on an ad-hoc basis
• No systematic method/approach to marketing
communications
• Single channel focus
• An ethical framework for marketing practice does
not exist

• A marketing & communications plan is prepared
annually
• Marketing activities are tracked, but not formally
monitored against plan
• Metrics are defined but are not always in
alignment with marketing objectives
• There is no accountability for achieving targets
• Customers/members feedback are solicited, but
not incorporated
• Marketing and finance have the ability to track
actual spend against forecasted budget; however,
analyses are not prepared in a timely manner
• Resources are assigned but not formally
designated to execute marketing initiatives
• Marketing communications are not coordinated
across all channels resulting in inconsistent
messaging
• Ethical guidelines for marketing practice exist but
not tracked for compliance
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Assessment Model – Revenue Generation & Engagement: Marketing
Developing

Defined
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Best-in-Class
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• Some website features are available in both
official languages
• Some online engagement with stakeholders about
specific programs or events
• Social media strategy is defined, but not formally
validated against marketing strategy and
implemented across the organization
• Usage of social media by athletes and members
is not leveraged
• Usage of social media by athletes and members
is inconsistent and not in alignment with NSF's
marketing strategy and brand positioning

• Most website features are available in both official
languages
• Regular on-line engagement with stakeholders in
response to web-based promotions
• NSF actively scans marketplace for online
marketing trends and technology
• Social media static content and communications
have equivalent content and equal language quality
in both official languages
• Social media strategy is regularly evaluated and
reviewed for alignment with marketing strategy and
overall organizational goals
• Usage of social media by athletes and members
is leveraged for increasing public engagement and
raising awareness
• Usage of social media by athletes and members
is in alignment with NSF's marketing strategy and
brand positioning

• All website features are available in both official
languages
• Web-promotion is planned in advance in close
collaboration with stakeholders and is continuously
updated to meet current needs
• Integrated web analytics include an automated
measurement system (business intelligence
software) allowing quick decision-making and
flexibility
• NSF implements leading-edge on-line marketing
trends and technology
• Social media static content and communications
are available in both official languages and are of
equivalent quality, and the terms of reference
related to the use of official languages is posted on
social media
• Social media strategy is frequently monitored and
updated to ensure alignment with NSF's marketing
strategy and strategic objectives
• Usage of social media by athletes and members
is a key driver of the on-line marketing strategy for
increasing revenue and positive engagement from
the public and the broader audience
• Usage of social media by athletes and members
is fully integrated with NSF's marketing strategy
and brand positioning

Online Marketing
• Basic website features (i.e. navigation menu,
home page) are available in both official languages
• Some web-based promotion for specific programs
or events
• Limited and ad-hoc use of social media
• A social media communications strategy is not
formally defined
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Assessment Model – Revenue Generation & Engagement: Stakeholder
Management & Communications
Developing

Defined

Advanced

Best-in-Class

1

2

3

4

• Stakeholders are identified, prioritized, and
understood.
• Communication strategies are informal
• A communications plan exists, but is not formally
defined
• Communication channels are not integrated and
consistency of key messaging is limited

• A structural relationship is established with
individual stakeholders.
• Communication strategies are based on
outcomes from stakeholder analyses.
• A formalized stakeholder communications plan is
in place
• Results are evaluated to ensure communications
objectives are met
• Multiple communications channels are integrated,
but consistency of communication messages can
be improved

• A structural relationship is established among a
network of stakeholders.
• Stakeholder analyses and prioritization are
performed to identify their relative power, influence
and interests and communication needs.
• A multi-faceted communications plan that
specifics stakeholder as a key business strategy is
in place
• Results are monitored and evaluated to ensure
communications objectives are met; plans and
communications tactics are amended on an ongoing basis to enhance effectiveness
• Communication is coordinated across multiple
channels that deliver a consistent brand personality
and image across all touch points

• Social media and other media policies exist but
are not formally defined
• Input from members on the development of media
policies are not formally solicited
• Media policies are loosely linked with NSF's
marketing strategy and brand positioning
• Training on media policies is not formalized and
occurs in silos
• Social media channels are somewhat monitored
but not on a regular basis

• Social media and other media policies are
developed and formally defined
• NSF formally solicits feedback from members in
the development of media policies
• Media policies are in alignment with NSF's
marketing strategy and brand positioning
• Formal training and guidelines are in place to
develop members knowledge and competencies on
how to engage with the social and traditional media
• Social media channels are regularly monitored

• Rigorous social media and other media policies
are developed and updated in conjunction with
regulatory bodies and subject matter experts
• NSF is fully reliant on feedback from members
are to improve the development and utility of media
policies
• Media policies are fully integrated with NSF's
marketing strategy and brand positioning
• On-going, rigorous training by subject matter
experts is in place to develop members knowledge
and competencies on how to engage with the
social and traditional media (e.g. guidelines,
support, do's and don'ts)
• Social media channels are actively monitored

Stakeholder Management & Communications
• Key stakeholders have not been identified and
communication strategies have not been not
formulated and implemented.
• Limited interactions with external stakeholders
(e.g. athletes, coaches, general public)
• A communications plan does not exist
• Communication with stakeholders have equivalent
content and equal language quality in both official
languages

Media Policies
• Social media and other media policies are limited
• Members are not engaged in the development
and utility of media policies
• Knowledge and competency training on how to
engage with the media does not exist
• Social media channels are not monitored
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Assessment Model – Revenue Generation & Engagement: Members
Management
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Best-in-Class
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• Membership information is gathered and
consolidated
• NSF utilizes tools to collect membership data;
however, existing tools and technology do not have
additional functionalities (e.g. reporting, events
registration) to provide meaningful analysis and
enhance operational performance.
• NSF has privacy policies in place (e.g. Personal
Information Protection Act (PIPA))
• NSF is in compliance with existing privacy policies
in place
• Complaints are not tracked
• A member contact/email list is monitored

• Membership analysis is used to drive decisionmaking regarding membership initiatives
• Membership tools & technology are utilized
beyond collection of membership data; additional
functionalities (e.g. reporting, events registration)
provide meaningful analysis and enhance
operational performance with ease-of-use.
• NSF protects the confidentiality of information
about its member and assumes a protective role
regarding the disclosure of confidential information
• Complaints are tracked
• A member contact/email list is regularly updated

• Membership information management is treated
like an organizational asset and feeds business
planning and informs NSF strategy
• NSF has a best-in-class, dynamic CRM tool &
system with comprehensive revenue generation,
marketing and reporting functionalities (e.g.
reporting, events registration, payment,
communications, etc.)
• NSF monitors compliance with existing privacy
policies in place
• NSF has policies and procedures in place to
monitor consent for the collection, use and
disclosure of personal information
• NSF has capacity to track and manage cases
• A member contact/email list is up-to-date at all
times

• Non-PSO members lack a strong sense of
organizational connections
• The NSF engages with non-PSO members only
to notify members about important information in
both official languages
• Non-PSO members have sporadic opportunities
to provide input and feedback
• NSF's organizational strategy & initiatives takes
into account non-PSO members input and
consideration
• Communications with alumni occur, but are not
managed through a formal alumni program
• Non-PSO members contribute revenue to the
NSF through payment of annual membership fees

• Newsletters or other forms of communications are
sent out to non-PSO members on a regular basis
to maintain strong connections
• NSF engages with non-PSO members on a
regular basis in both official languages
• Non-PSO members have an avenue to provide
feedback and suggestions, where appropriate;
however, feedback and input are not formally
solicited
• NSF's organizational strategy & initiatives
incorporate members input and consideration
• An formal alumni program and database exist to
engage with alumni on a regular basis
• Non-PSO members contribute revenue to the
NSF through payment of annual membership fees

• Interactive tools (e.g. blogs, surveys, forums,
messages, emails) are utilized to maintain strong
organizational connections and real-time
interactions
• The NSF engages its non-PSO members (e.g.
athletes and national team) on a regular basis in
both official languages to solicit input into matters
affecting them, particularly in the area of national
team programming
• Input from athletes which helps improve NSF's
quality and effectiveness are implemented
• NSF's organizational strategy and initiatives are
fully integrated and reliant on members input and
consideration
• A formal, effective alumni program and database
exist to engage and position current and future
alumni as supporters of NSF's achievements and
ambitions
• Non-PSO membership fees provide a regular and
stable source of revenue for the NSF; revenue
collection from members is timely and effective

Member Information
• The NSF does not maintain or access
membership information

Non-PSO Member Engagement
• Communication with non-PSO members is limited
or on an as-needed basis in both official languages
• Non-PSO members input and feedback are not
solicited and/or incorporated into NSF's
organizational strategy & initiatives
• Communications with alumni are limited and not
managed
• Non-PSO members contribute revenue to the
NSF through payment of annual membership fees
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Assessment Model – Revenue Generation & Engagement: Members
Management
Developing

Defined
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Best-in-Class
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• NSF maintains consistent communication with
Provincial Sport Organizations (PSOs) members,
but communication is not always clear or
• The NSF & PSOs connect on a quarterly basis to
update each other on progress and important
matters
• PSOs provide some input into plans, policies and
programs of NSF, but are not fully engaged in the
development of NSF strategic plans.
• PSOs strategic plans and programs are
somewhat aligned with that of the NSFs
• NSF makes some efforts to enhance the
organizational capacity of the PSOs.
• NSF is somewhat involved in promoting PSO and
NSF programs and initiatives to member clubs and
individual
members

• NSF maintains regular, consistent and clear
communication with Provincial Sport Organizations
(PSOs) members
• The NSF & PSOs meet face-to-face on a
quarterly basis to exchange information, best
practices and to relay information from the Board or
committees of NSF
• PSOs provide organized input into plans, policies
and programs of NSF, and in particular, engage
fully in the development of NSF strategic plans.
• PSOs strategic plans and programs are generally
aligned with that of the NSFs.
• NSF undertakes projects and initiatives to
enhance the organizational capacity of the PSOs.
• Positively promote PSO and NSF programs and
initiatives to member clubs and individual
members.

• NSF maintains effective, regular and on-going
communication between and among Provincial
Sport Organizations (PSOs) members
• The NSF & PSOs meet face-to-face and connect
regularly to exchange information and best
practices, to relay information from the Board or
committees of NSF and to collaborate on interprovincial matters.
• PSOs are integrated in the development of
operational plans, policies, programs and strategic
plans
• PSOs strategic plans and programs are fully
aligned with that of the NSFs.
• NSF play a significant role in enhancing the
organizational capacity of the PSOs.
• NSF plays a significant role in endorsing PSO and
NSO programs and initiatives to member clubs and
individual non-PSO members.

• The NSF conducts sporting initiatives within its
community on an ad-hoc basis
• NSF portrays an image of active and healthy
lifestyle through sports
• NSF provides some support to new athletes
within its local community
• Wellness and sport community programs are
limited
• NSF seeks out other pro-sport organizations on
an ad-hoc basis to help promote events and
fundraising initiatives

• The NSF supports the community in grassroots
sporting initiatives to build community support, fan
base and raise awareness at the provincial level
• NSF promotes an active and healthy lifestyle
through sports
• NSF provides support to new athletes at a
national level
• NSF promotes national wellness and sports
community programs
• NSF collaborates with other pro-sport
organizations across the country to help spread
NSF's mission and vision to ravenous sports fans

• The NSF conducts ongoing community
involvement in grassroots sporting initiatives to
build community support, fan base and raise
awareness of the sport consistently across the
national level
• NSF is integral in promoting an active and healthy
lifestyle through sports at the national level
• NSF fosters the growth of burgeoning new
athletes at a national level
• NSF is well-known for its national wellness and
sports community programs
• Other pro-sport organizations across the country
act as allies and partners to help promote NSF's
mission and vision to ravenous sports fans

PSO Member Engagement
• NSF communicates with Provincial Sport
Organizations (PSOs) members, but not on a
regular or consistent basis
• The NSF & PSOs connect on an annual basis to
update each other on progress and important
matters
• PSOs provide limited input into strategic &
operational plans, policies and programs of NSF
• PSOs strategic plans and programs are not
aligned with that of the NSFs
• NSF makes limited efforts to enhance the
organizational capacity of the PSOs.
• NSF has limited involvement in promoting PSO
and NSF programs and initiatives to member clubs
and individual members

Community and Connectedness
• The NSF does not conduct sporting initiatives
within its community
• NSF does not provide strong support to new
athletes within its community
• NSF does not connect or collaborate with other
pro-sport organizations
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• Spend analysis is performed on an ad-hoc basis;
savings opportunities and efficiencies are not
realized
• A notion of standard/central sourcing exists, but is
not formally defined or communicated consistently.
• Informal sourcing management roles exist within
the NSF, but without clear accountabilities.
• Processes for managing planned and unplanned
purchases exist, but are not clearly distinguished
and defined
• Controls to ensure purchases are appropriately
reviewed and approved are well-defined, but are
and monitored
• The Purchasing process is loosely defined and is
not standardized across the NSF

• Spend analysis is performed to identify savings
opportunities and efficiencies
• Value per spend is realized
• Sourcing objectives are clearly defined and tied to
organizational objectives
• Sourcing strategy and objectives are formally
defined and tied to organizational objectives
• Processes for managing planned and unplanned
purchases are not distinguished
• Controls to ensure purchases are appropriately
reviewed and approved are well-defined and
monitored
• Purchasing process is standardized across the
NSF with clear signing and approval authorities

• Comprehensive spend management delivers
long-term sustainable savings and efficiencies to
the NSF providing greater control over spending
and risks
• Value per spend is maximized; purchases are
made within the preferred process (e.g. right price
& supplier)
• Sourcing strategy is constantly evaluated to meet
organization strategy and needs.
• Long term purchasing agreements are
established for planned purchases
• Unplanned purchases are appropriately reviewed
and approved by management
• Controls are evaluated for its effectiveness in
ensuring purchases are appropriately approved in
accordance with established approval levels and
processes

Sourcing & Procurement
• Spend analysis is not performed
• Sourcing of services and goods does not follow a
defined vision/strategy
• Ad hoc sourcing arrangements exist with little
attention to standardization of sourcing.
• Minimal due diligence conducted in selecting
vendors.
• Controls to ensure purchases are appropriately
reviewed and approved exist, but are not formally
defined
• Purchasing processes are not defined; purchasing
occurs on an ad hoc basis
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Controls:
• Controls (e.g. segregation of duties) to ensure
transactions are approved, authorized and valid are
well-defined, but not monitored
• Reconciliation and analysis are prepared on an
annual basis; material errors are detected and
adjusted through journal entries, although not in a
timely manner
Process:
• Documentation for key processes is maintained
on an ad-hoc basis; low degree of standardization
with a high degree of inconsistencies
• Finance policies are documented on an ad-hoc
basis and are not well communicated across the
organization
Finance Technology
• Finance technology meet current needs at the
minimum
• Access to travel & expenses (T&E) is available
electronically via manual download
• Reporting and coding of T&E expenses requires
manual circumvention, but the process is supported
by some enabling technologies.

Controls:
• Controls (e.g. segregation of duties) to ensure
transactions are approved, authorized and valid are
well-defined and monitored
• Reconciliation and analysis are prepared on a
quarterly basis; material errors are detected and
adjusted through journal entries
Process:
• A number of key processes have been
documented; high degree of standardization with
minimal inconsistencies
• Finance policies are generally well understood
and formal documentation is maintained at an adhoc basis
Finance Technology:
• Finance technology meets current needs
• Travel & expenses (T&E) are transmitted to
accounting electronically but is not accessible with
a web-based application for employees
• Enabling technologies and some manual
intervention are used to support the T&E process

Controls:
• Controls (e.g. segregation of duties) are
evaluated for its effectiveness in ensuring
prevention of errors and/or fraud (e.g. separation of
access to payments, bank accounts and
authorization from accounting)
• Reconciliation and analysis are prepared on a
regular basis; material errors are detected and
adjusted through journal entries in a timely manner
Process:
• All processes are clearly documented,
standardized and consistently applied
• Finance policies have been defined, documented
and understood; consistent and regular
communication of policies
Finance Technology:
• Finance technology meets current & future needs;
existing technology can accommodate expected
growth
• Travel & expenses (T&E) are integrated with the
Finance application and updated real time.
• The T&E process is supported by web-based
technology including GL coding and approval
processes using workflow.

Finance Controls, Process & Technology
Controls:
• Controls (e.g. segregation of duties) to ensure
transactions are approved, authorized and valid
exist, but not formally defined or applied
consistently
• Reconciliation and analysis are not prepared in a
timely manner; material errors are detected and
adjusted during audits and board / management
reviews
Process:
• Limited documentation of key processes; low
process standardization
• Few or no formal policies have been documented
or communicated
Finance Technology:
• Finance technology does not meet current needs
• Access to travel & expenses (T&E) is difficult and
not readily available
• Reporting and coding of T&E expenses requires
significant manual circumvention
• Minimal enabling technologies are used to
support the T&E process.
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Technology Usage
• NSF uses technology that is considered out-ofdate by partners and suppliers
• Limited and inconsistent investments in
technology solutions.
• Existing technology solutions do not support NSF
operations
• Sponsorship positions do not provide NSF access
to IT services

• Some investments in technology solutions, but
are irregular
• Existing technology solutions can still support
NSF operations, but are limited in enhancing
performance and/or accommodating further growth
• Sponsorships deals provide limited access to
complimentary IT services and equipment

• Technology strategy is integrated into the
planning process
• Technology upgrades are a key component of
NSF's strategy.
• NSF reviews and evaluates existing technology
platform on a regular basis to ensure usage can
enhance performance and accommodate future
growth
• Sponsorships deals provide some access to
complimentary IT services and equipment

• New technology is a key component of NSF
growth strategy.
• Cutting-edge technology most suitable for NSF
current and future needs is in place
• Technology plays a significant role in enhancing
NSF performance
• Sponsorships deals are strategically leveraged to
provide access to complimentary IT services and
equipment

• Physical and technical infrastructure meets
current needs
• Training facilities and infrastructure planning
occurs informally; the NSF makes some
investments in training facilities & infrastructure, but
ROI (e.g. good value for money) has not been fully
understood

• Physical and technical infrastructure plans are put
in place to accommodate growth across the
organization
• Training facilities and infrastructure planning
incorporates NSF current needs and occurs
formally on an annual basis; NSF makes good
investments in training facilities & infrastructure
with positive ROI
• Athletes have readily available access to training
facilities; however, access is not always available
at the national-wide level

• Physical and technical infrastructure supports
NSF value creation to provide better service and
greater value to its athletes
• NSF future needs have been identified and used
as input into long-term facilities and infrastructure
planning
• NSF makes significant and effective investments
in training facilities & infrastructure; ROI and value
for money is maximized
• Athletes have readily available access to training
facilities at a nation-wide level

Facilities & Infrastructure
• Physical and technical infrastructure (e.g. training
facilities) barely meets current needs
• Training facilities and infrastructure planning does
not occur
• Athletes do not have readily available access to
training facilities
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Assessment Model – Support Services: Facilities & Infrastructure, Health &
Safety
Developing

Defined

Advanced

Best-in-Class

1

2

3

4

• Health & safety policies and standards are welldefined, but not consistently communicated to
members on a regular basis
• NSF provides regular education and resources to
its members on sports safety and precautions
• Appropriate measures and protocol exist to
protect the safety of NSF members
• Insurance coverage is renewed and updated on a
quarterly basis

• NSF promotes a positive health & safety culture
• Health & safety policies and standards are
formally communicated to members on a regular
basis
• Mandatory health & safety training is delivered to
members
• NSF provides readily accessible resources on
sports safety and precautions aimed at protecting
its members from injuries (e.g. concussions) &
accidents
• NSF takes appropriate measures to protect the
safety of its members while engaging in sports
related activities
• Safety protocols are understood by all staff
• Insurance coverage is regularly reviewed and
updated

• NSF embraces a culture where health & safety is
an integrated component of the overall philosophy
• NSF engages subject matter experts to create
health & safety philosophy, strategy & process;
communicate policies and standards; and design
company training programs
• NSF provides members access to health and
safety experts; health and safety standards are
readily accessible to members at all times
• Safety protocols are in place to ensure
compliance with safety guidelines
• NSF has a formal process to identify and mitigate
potential hazards protecting the safety of its
members
• Comprehensive insurance coverage for sport
accidents and injuries is in place for athletes across
all levels

Health & Safety
• NSF provides some level of education and
resources to its members on sports safety and
precautions
• Limited protocols exist to protect the safety of
NSF members while engaging in sports related
activities
• Insurance coverage provided to athletes is
renewed on an annual basis
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