G-RAP Joint Programme Memorandum

January 2004

G-RAP    ORGANISATION SELF-ASSESSMENT TABLES     September 2009
	ELEMENTS
	LEVEL ONE

Clear need for increased capacity
	LEVEL TWO

Basic level of capacity in place
	LEVEL THREE

Moderate level of capacity in place
	LEVEL FOUR

High level of capacity in place
	RATING
	EVIDENCE


	CONSIDERATION



[image: image1.jpg]-ra p Ghana Research & Advocacy Programme




SELF ASSESSMENT FOR G-RAP RAOs

September 2009
[Name of organisation]

[Date]

Assessors:

	For the organization:

	

	

	


Instructions

The Self Assessment Tool is focused on longer term organisation development. There are no right or wrong answers.  The focus is to create awareness of and track milestones in organisational growth processes.  You will be rating your organization on a variety of capacity elements, which have been grouped into twelve areas of organizational capacity:

1. Research 

2. Advocacy

3. Collaboration 

4. Strategy

5. Organisational Culture

6. Human Resources

7. Management Expertise 

8. Organisational Design

9. Programme Design and Evaluation 

10. Information Technology 

11. Financial Management 

12. Funding Base

For each of the identified capacity area, please rate your organisation on a scale of 1-4, and then continue with the qualitative information to explain your grading. If a capacity element does not apply to your organization, select ‘N/A’

	1
	RESEARCH

	1.1 

Innovative
	No original research;  tends to be secondary or compilation of others’ research;  areas of research (including location/ sector) are well covered by other organisations
	Focus is secondary research;  area of research (including location/sector) covered extensively by other RAOs;  research is driven solely by project requirements 

	Primary research is main thrust; area of research is underrepresented within Ghanaian context; location/ sector is under represented;  research relates to strategic plans of  organisations
	Highly innovative primary research within under represented location/ sector; research of central significance to society; depth or area of research not duplicated by others; RAO seen as lead in area of research; 
	
	
	

	1.2 

Impact
	Little or no  assessment of impact;   research has little relevance to Ghana; 
	Research is at  local/ micro-level; little or no impact on national policy issues within Ghana;  little or no collaboration; 
	Research is of relevance to Ghana; research relates to Ghanaian political, economic, social and security issues; research relates to GPRS 
	Research has national/ global significance; 


	
	
	

	1.3

Quality 
	No or little evidence based research; research is not participatory; statistical data and analysis is not robust;
	Evidence based research; qualitative/ quantitative methods  used; research may not always be participatory; statistical analysis could be more robust;


	High quality, unbiased independent research; very thorough statistical analysis; 
	Professionally led and well managed project teams;  extensive networks with professionals from other organisations, ensuring that the techniques used and results obtained are of the highest possible standard
	
	
	

	1.4

Ethics
	No consideration of ethical issues of research - safeguards for confidentiality, security of data ; exploiting for personal or financial gain  
	Systems exist to ensure security of data; anonymity of individuals; no ssafeguards for  scientific misconduct (fabrication, plagiarism);
	Understands  legal, regulatory and professional definitions of conflicts of interest; systems exist to prevent scientific  misconduct  


	Conformity with the major codes, statements of ethical principles, and laws/regulations  applicable government and institutional regulations
	
	
	


	2
	ADVOCACY

	2.1 

Influence
	Outputs have no (or minimum) impact; no evidence of campaigns; no lobbying, capacity building others to influence policies; no systems to monitor or access impact
	Organisational strategies are generally successful in influencing policy;  some analysis of impact but not scientific; 


	Creation of alliances  in support of advocacy agenda; organisation is interested in working with others; systems exist to monitor and assess impact; organisation widely respected in location/ sector of activity
	Organisation has a history of collaboration with others in order to maximise policy impact; impact assessments regularly occur often involving peers; organisation perceived as lead in location or sector of activity
	
	
	

	2.2

Collaboration/ Relationship management 
	Organisation does not have ability or is unaware of possibilities for influencing policy-making; never called in on substantive policy discussions; organisation works in isolation;  little or no attempt made to involve and influence individuals or stakeholders; little involvement in networks;
	Organisation is aware of its possibilities in influencing policy-making some readiness and skill to participate in policy discussion, but rarely invited to substantive policy discussion; collaboration and relationship management is low and ad hoc;  some examples of campaigns, lobbying and involvement but not formal or linked to strategy;
	Organisation is fully aware of its possibilities in influencing policy-making and is one of several Organisation active in policy discussions on state or national level; collaboration and relationship management strategic & formal; considerable campaigning experience often with other RAOs; key individuals lobbied ;
	Organisation proactively and reactively influences policy-making in a highly effective manner, on  national levels; always ready for and often called on to participate in substantive policy discussion and at times initiates discussions; important relationships are nurtured and sustained; combined personal contacts of team involves all stakeholders; approach is formally considered and aligned to strategy
	
	
	


	3
	COLLABORATION  

	3.1

Identification of appropriate relationships
	Focus internal with little recognition of the need to identify stakeholders, relations   initiated in a sporadic ad hoc manner; key messages are not defined or articulated; no or little outreach 
	Recognises the need to   promote appropriate relationships. but this is rarely reflected in practice; no communication plan but key messages are defined & stakeholders are identified
	Organisation uses a consistent and systematic approach to identify and initiate potential relationships;
key messages are defined and stakeholders are identified; consistent & coordinated messages
	RAO uses a consistent and systematic approach to identify and initiate potential relationships, reviews & renegotiates  relationships; consistent  communication to each  stakeholder; always with a powerful message
	
	
	

	3.2 

Presence & Involvement in ‘local’ Community
	Presence either not recognised or generally nor regarded as positive; few members of local community  constructively involved in  RAO
	Presence somewhat recognised & generally regarded as positive within the community some members of larger community constructively engaged with organisation
	Reasonably well-known within community and perceived as open and responsive to needs of  community; members of larger community constructively involved in organisation
	Widely known within larger community and seen as having  grass roots credibility; members of the larger community  actively involved in RAO
	
	
	

	3.3

Relationship with Donors
	Funds accepted from donors but limited dialogue/understanding of respective goals. little accountability, low level of mutual trust. RAO driven by donor agenda.
	Developing dialogue with donors on respective goals, low level of trust. Organisation has little recognition of need for accountability or donor management.
	Good, well managed relationships with most donors based on developing trust and transparency; organisation is occasionally able to influence donor agenda. donor respect growing
	Strong donor relationships based on mutual trust and transparency; RAO well respected by donors, able to influence them;   is seen as professional, accountable, and able to deliver.  
	
	
	

	3.4
Collaboration with NGOs
	Little or sporadic contact and / or collaboration with other NGOs
	Regular contact and sharing of information with other NGOs; few collaborative joint activities.
	Regular contact and sharing of information with other NGOs; good working relations with several other NGOs;  some joint activities on  issues of common interest
	Close working relations with other NGOs;   regular collaboration on activities/issues of common interest; broad alliances with various actors outlined in strategy
	
	
	


	3.5
Collaboration with Business & industry
	Little or no contact or influence with the business sector; low recognition of the potential role of B&I in furthering objectives; no risk assessment of B&I relationships; no systematic approach to B&I  
	Some relationships with companies for fundraising, and sporadic risk assessment of environmental impact; some targeting of specific industry sectors to further objectives; approach is not co-ordinated.
	Strategic and co-ordinated approach to relationships with companies for furthering fundraising; routine environmental risk assessment of potential relationships; relationships are not always well-managed or effective.
	Strategically targeted, co-ordinated, and well-managed relations with B&I; these further the organisation's conservation and fundraising objectives
	
	
	

	3.6
Government Relationships
	Minimal or no working relations with relevant Government agencies; little participation in official events /consultation.
	Good relationships developed with some relevant Government agencies; limited lobbying skills developed but not always influential
	Good relationships developed with many relevant; Government agencies; organisation has developed lobbying skills and is listened to by Government
	Organisation is well respected and accepted by all relevant Government agencies; it exerts a strong influence on policy through good working relationships at different levels.
	
	
	

	3.7
Media collaboration
	No systematic identification of  media contacts; ad hoc contacts with media;  lack of understanding of the importance of the media and of their requirements
	Up to date information base on key media contacts and their interests in place.  Regular contacts and limited nurturing of personal relationships; understanding of the requirements of the media, but limited capacity to respond to these
	Up to date information base on key media contacts; regular proactive contacts, and nurturing of personal relationships;   contacts are not fully exploited to achieve goals; RAO is sometimes used as a source of information.
	Extensive contacts with media, which are nurtured, maintained and exploited to achieve goals; organisation is used as a respected source of information.
	
	
	


	4
	STRATEGY 

	4.1

Overall Strategy/ Vision /Mission/ /Values/
Marketing 
	Strategy is either non-existent, unclear or incoherent; no influence over day to day behaviour; little shared understanding of  future; no written mission or limited expression of organisation’s reason for existence; no link   to marketing  & no marketing plan
	Strategy exists but is either not clearly linked to mission, vision and prime goals or lacks coherence, or is not easily achievable; rarely directs actions;  reasons for existence held only by a few; loose links with marketing and a few materials used for marketing but no marketing strategy

	Coherent strategy has been developed and is linked to mission and vision but is not fully ready to be acted upon; strategy is mostly know  and behaviour is driven by it  and often used to direct actions and set priorities;    marketing recognised as important but not fully aligned to strategy
	Organisation has multi-annual strategy  that is both actionable & linked to vision & prime goals; strategy is widely known and drives daily behaviour;  client focused,  marketing strategy identifies stakeholder needs,  strategic  approach to marketing; branding of internal & external messages;  
	
	
	

	4.2
Prime Goals, 
Performance Targets
	Goals don’t link  to strategy; limited tendency to develop strategic goals,  targets are  vague or confusing - too easy or impossible;  unknown or ignored by staff
	Focus on inputs & targets tend to be short term or ‘soft ‘-very flexible; vision translated into a concrete set of goals but lack at least two of the following:  clarity, boldness, associated metrics or time frame for measurement: goals known by only a few 
	Focus on outputs with some inputs quantified ‘hard’ targets in most areas linked to strategy; vision translated into  concrete goals, but lacks at least two of the following: clarity, boldness, associated metrics or time frame, goals known by many
	Output based  performance targets in all areas -long term focus, vision translated into clear set of goals - able to measure success for each;  goals broadly known by all and used to gear policies; regular planning; goals/tasks reflect government policies
	
	
	

	4.3
Programme/

Operational Planning
	Organisation runs operations purely on day to day basis with no short or longer term planning activities; no experience in operational planning
	Some ability and tendency to develop high level operational plan either internally or via external assistance; operational plan loosely or not linked to strategic planning  activities
	Ability & tendency to develop and refine concrete, realistic operational plan; access to expertise in operational planning; carried out on a near regular basis; linked to strategic planning activities
	Concrete, realistic & detailed operational plan; planning involves teams to widen expertise; planning links to strategic plans;  staff trained how to plan & problem solve & rewarded for this
	
	
	


	5
	ENGENDERING 

	5.1

Organizational Structure and Policy
	1. At all levels, organization is heavily dominated by one sex group than the other.*

2. No formally stated or documented policy addressing gender balance as an issue or a goal.
	1. The imbalance is not entirely pervasive across the organization. However, leadership positions are dominated by one sex group over the other.*

2. Problem is recognised but no formal policy/statement is in place.
	1. Some gender fairness is evidence in the leadership structure. 

2. There is a formal policy on gender balance but this is not implemented consistently through the research design and HR’s functions. 


	1. Gender balance has been achieved (not necessarily 50-50 but fair within context). 

2. There is a formal policy on gender balance and this is documented and supported by the HR department and also exhibited in organization’s research design and outreach. 
	
	
	

	5.2

Roles and Tasks


	Roles and tasks appear to fall along predefined gender relations that favour one sex group over the other. This is usually in keeping with historical or cultural discriminatory practices.

No mentoring in place
	Organization is aware of the imbalance and is seeking to reorganize. 
	Reorganization is in the process or is complete. Tasks are being re-evaluated.

Same sex mentoring is in place.
	Organization has achieved parity in assigning tasks and roles. And has made everyone conscious of this problem and empowered them to resolve them as they emerge.  

Same and cross sex mentoring policy is in place.
	
	
	

	5.3

Data Collection & Disaggregating
	No sex disaggregated is collected 
	Sex disaggregated data is collected on an inconsistent basis.
	Disaggregated data is collected but the analysis is not reported consistently.
	Research is designed to collect, analyze and report sex disaggregated data.
	
	
	

	5.4

Training
	Opportunities for training and advancement seemingly exists for both sexes, however, the location, timing and topics covered may favour one sex group’s participation over the other.  
	Organization is aware of the disparity in dispensation and is making efforts to reorganize along these lines.

  
	Reorganization is complete however, a few logistical challenges exist.

  
	Reorganization is complete. The logistical challenges have been overcome.

  
	
	
	

	5.5


	
	
	
	
	
	
	


	6
	ORGANISATIONAL  CULTURE 

	6.1
Shared beliefs & values
	No common set of basic beliefs and values exist; no major common set of practices & references – such as traditions, rituals, unwritten rules, stories, heroes, role models, symbols
	Common set of basic beliefs exists in some groups but not shared broadly; values only partially aligned with  purpose or only rarely used to produce impact; common  practices exist in some groups
	Common set of basic beliefs held by many people providing sense of identify; beliefs aligned to  purpose  occasionally used to produce impact; references & practices adopted by many
	Common set of basic believes & values; sense of identity; behaviour; beliefs stable across leadership changes; common set of references & practices; staff believe goals are important for Ghana  
	
	
	

	6.2
Use & development of organisation processes
	Limited set of ad hoc processes (eg communication, planning, reviews) for ensuring effective functioning; use of processes variable 
	Basic set of processes in core areas for ensuring efficient functioning;  processes known, used & accepted by some staff
	Solid well designed set of processes in place in core areas; processes known/accepted by most staff; often used to increase impact
	Robust, lean, well designed processes in all areas; widely known, used & accepted; are key to ensuring full impact 
	
	
	

	6.3
Participation/ 

Decision Making Framework
	Participation low – CEO operates unilaterally;

Decisions made largely on an ad hoc basis by one person &/or whomever is accessible; highly informal
	Appropriate decision makers known;  decision making process well established & process is generally followed; but often breaks down & becomes informal
	Clear, largely formal systems for decision making but decisions are not always appropriately implemented or followed; dissemination of decisions generally good but could be improved
	Clear, formal  systems for decision making that involve as broad participation as practical & appropriate along with dissemination / interpretation of decisions
	
	
	

	6.4
Learning 
	No formal systems to capture and document internal knowledge or information; no systems for organisational or team learning; individuals develop  themselves; focus on action with no reflection; no monitoring or assessment
	Systems  in a few areas only for knowledge & information sharing; minimum individual team , organisational learning; focus on  action with limited reflection; M+E as a control with limited monitoring &  assessment of processes  with few improvement
	Information seen as important; individuals encouraged to develop; team reviews; structures for organisational learning;  reflective time build into schedules;  monitoring of processes with some improvements; M+E used for learning
	Learning and information seen as key; well developed systems for capturing individual, team and organisational learning; M+E  linked to learning; reflection and planning build into activities; systematic improvements made; staff training high & staff bonded   
	
	
	


	7
	HUMAN RESOURCES (HR)

	7.1 

Human Resources Planning
	HR needs addressed only when too large to ignore; lack of HR planning activities and expertise (either internal or accessible external); no experience in HR planning; no consideration of gender in relation to HR
	Some ability and tendency to develop high-level HR plan either internal or via external assistance; HR plan loosely or not linked to strategic planning activities; gender implications low on HR agenda; job for life 
	Ability and tendency to develop and refine concrete, realistic HR plan; internal expertise in HR planning or access to relevant external assistance; HR planning carried out linked to strategy; awareness of gender not directly linked to action; contracts for some staff
	Developed, refined  concrete realistic, integrated and detailed HR plan; has critical mass of internal HR expertise, HR planning carried out regularly & linked to strategy; awareness +commitment to promoting gender translated into action; most staff on contracts
	
	
	

	7.2 HR systems for recruitment, Development, Retention, Performance
	Limited understanding of Job Roles or Job Descriptions (JD);  recruitment is basic and causes problems; no or very limited training, coaching, and feedback; no regular performance appraisals; no training 
	Basic analysis of job roles; JDs focused only on responsibilities; recruitment  subjective focused;  some  development plans for staff;, limited willingness to ensure high job occupancy; some formal recruiting networks are in place
	Sound  role analysis; JDs have balance of task & competence; recruitment is rigorous, development plans; relevant training, job rotation, coaching/ feedback, and consistent performance appraisals;  concern for high-quality job occupancy; induction + other training to improve job performance
	Job analysis of roles which are linked to job profiles; integrated HRM process to recruit develop and retain; assessment centre testing, career plans, internal and external training, job rotation coaching, performance appraisal; international professional linkages for development; expensive training bonded
	
	
	

	7.3

 Incentives
	No incentive system to speak of, or is ineffective and/or generates bad will standard career paths in place without considering development
	Some basic elements of incentive system in place;  competitive salary (possibly partly performance-based), attractive career development options,  some evidence of motivational effect on staff performance
	Many elements of incentive system in place; includes a few of following: competitive salary (partly performance -based), attractive career development options,  motivating staff to over-deliver
	Well-designed clear, and well-accepted incentive system based on market research; focus on performance, attractive career development options, systems to assess and  motivate staff; use of financial & non-financial rewards
   
	
	
	

	8
	MANAGEMENT EXPERTISE 

	8.1 

Manager competence
	No systems/process to identify  managerial talent; manager support & competence low, little authority given to managers; management team has very limited experience in NGO management; manager team is not cohesive;
	Personal annual reviews incorporate development plan for each manager; some manager competence, inadequate authority, manager relationships cordial but functional; little time spent on team process issues
	Retention and development of key managers is priority; manager competence is high, managers have authority to manage; managers have high level of cohesion; team process issues discussed
	High retention; managers have skills & authority to negotiate within RAO & savvy regarding external environment; effective delegation & over viewing of  subsystems e.g. administration, finance; highly energetic committed team; formal systems exist to consider process issues; high level of cohesion; 
	
	
	

	8.2

Problem solving ability
	Managers have low level of analytic skills,  prioritisation, focus is on applying rules, no staff participation in problem solving
	Managers only engaged in problem solving, level of analysis is low and process excludes others 
	Managers are recruited on analytical ability, judgement and ability to resolve problems; teams encouraged and involved in problem solving 
	 High level of analytic skills to define problems, options and prioritise action,   solution oriented rather than exercising authority, systems for staff participation
	
	
	

	8.3

Motivation  & Performance Management 
	Motivation is through applying rules and regulations,  belief that staff need to be controlled and directed to perform, fear and salary only means of motivation
	Focus is on close monitoring of staff behaviour and activities, salary is prime means of motivation; no bonuses or benefits related to performance
	Managers understand the relationship between incentive systems and performance;  work to develop this relationship as a norm for  activities; manager use mission of RAO to motivate & raise performance  
	Managers work to develop organisational traditions and prestige that focus on excellence in performance - linked to strategy/ mission.  Wide range of financial and non financial motivational systems in place. 
	
	
	

	8.4
Gender
	No attention paid by managers to gender issues within organisations
	Some analysis of RAO from gender perspective but not translated into action; traditional roles for male/females  
	Management aware of gender issues with some attempt to redress gender balance; gender goals not fully articulated 
	Managers fully aware and committed to promoting gender both within the RAO and to mainstreaming in programme activities; clear focus on gender related goals.
	
	.
	


	9
	ORGANISATIONAL  DESIGN/ STRUCTURE 

	9.1
Organisational Design
	Organisational entities  are not “designed” and roles responsibilities of entitles are neither formalised nor clear; absence of organisation chart many positions within  to organisation are unfilled, and/or poor attendance; no thought to appropriateness of structure to mission 
	Some organisational entitles are clearly defined, others are not, most roles and responsibilities of organisational entitles are formalised but do not necessarily reflect organisational realities; organisation chart is complete but may be outdated;  limited turnover or attendance problems;  structure is historic not analysed 
	Organisational entitles are clearly defined; all roles and responsibilities of organisational entitles are formalised; organisation chart is complete but may be outdated; positions within organisation are almost all staffed;  few turnover or attendance problems; consideration to most appropriate structure of RAO
	Roles and responsibilities of all organisational entitles are formalised clear and complement each other; organisation chart is complete and reflect current reality; positions within organisation are almost all staffed, minor turnover or attendance problems;  structure/form is most appropriate for RAO
	
	
	

	9.2 

Board 
	Board does not scrutinise budgets or audits does not set performance targets and hold CEO accountable or does not operate according to formal procedures executive treasury and board functions unclear; provides little direction support and accountability to leadership
	Roles of legal board advisory board and managements are clear; board function according to by-laws reviews budgets and occasionally sets organisation direction and targets; does not regularly review CEO performance monitor potential conflicts of interest scrutinize auditors or review tax fillings;  provides occasional direction support and accountability to leadership
	Roles of legal board advisory board and managers are clear and function well; board reviews budget audits tax; size of board set for maximum effectiveness with rigorous nomination process; board co-defines performance targets and actively encourages CEO to meet targets annual review of CEO performance; provides direction support and accountability to programmatic leadership
	Board & managers work well together from clear roles; Board fully understands and fulfils fiduciary duties; size of Board set for maximum effectiveness with rigorous nomination process; board actively defines performance targets and holds CEO fully accountable; Board empowered; Board periodically evaluated; provides strong direction support & accountability to programmatic leadership and engaged as a strategic resource
	
	
	

	9.3

Leadership
	Fails to show respect for others; difficulty influencing without using power; limited charisma or influence; limited curiosity about new ideas and experiences; low energy level and commitment; little continued attention to organisational vision; has difficulty building trust and rapport with others; focused purely on social impact; very strong dependence on CEO; organisation would cease to exist without his/her presence
	Earns respect of others; takes time to build relationships; is able to influence and build support ; accepts learning and personal development opportunities that arise; good energy level; visible commitment to organisation and its vision ; responsive to opportunities from others to work together;  focused on social impact with some appreciation for cost-effectiveness;  high dependence on CEO; organisation would continue to exist without his/her presence, but likely in a very different form
	Respected & sought out by others for advise;  has strong presence and charisma; uses multiple approaches to get buy-in; appreciates the impact of his/her words or actions; seeks new learning and personal development opportunities; inspiringly energetic shows constant visible commitment to organisation and its vision; excites others; actively and easily builds rapport and trust; sees financial soundness as essential part of  impact, together with social impact; limited dependence on CEO; organization would continue in similar way without his/her presence
	Viewed as outstanding “people person”; uses diversity of communication styles including charisma to inspire others &  achieve impact; continually self-aware; actively works to better oneself; contagiously energetic; lives the organisation’s vision; articulates path to achieving vision that enables others to see where they are going; constantly establishing  win-win relationships; guides organisation to succeed simultaneously in dual mission of social impact and optimal financial efficiency; not dependent upon CEO - smooth transition to new leader could be expected
	
	
	

	9.4 

Staff
	Staff drawn from a narrow range of backgrounds and experiences; interest and abilities limited to present job; little ability to solve problems as they arise;
	Some variety of staff backgrounds and experiences, good capabilities, including some ability to solve problems as they arise; many interested in work beyond current jobs and in the success of the organisation’s mission;
	Staff drawn from diverse backgrounds and experiences, and bring a broad range of skills; most are highly capable and committed to mission and strategy; eager to learn and develop and assume increased responsibility;
	Staff drawn from diverse backgrounds and experiences, and bring broad range of skills;  highly capable in multiple roles, committed to mission and continuous learning;  eager  to take on special projects and collaborate across divisional lines; 
	
	
	

	9.5

Volunteers
	Limited abilities; may be unreliable or have low commitment volunteers are poorly managed
	Good abilities; mostly reliable loyal, and committed to organisation’s success; volunteers managed but without standards and little accountability
	Capable individuals with required skills;  reliable loyal  & highly committed to organisation’s success; cohesion good, but need supervision; volunteers are managed & contribute to overall success 
	Extremely capable set of individuals bring complementary skills; reliable highly committed to organisation’s success; often go beyond call of duty, including ability to work easily with wide range of staff and play core roles without  supervision;
	
	
	

	9.6

Team Working
	Little or no team working;  work is individually focused No team review systems exist or are deemed necessary; no system exists for sharing information within team or between teams
	Basic level of team work in place; team (or staff) meeting; few structures to promote team working; limited attempts to monitor teams – such as an annual review, discussion at AGM etc; basic sessions exist for information exchange such as team briefings, newsletters
	Variety of team working practices - workgroups;  horizontal and vertical , functional groups ; team review systems in operation – such as peer review;  occasional feedback from stakeholders internal mechanisms exist for the two way disseminating of information ;  systematic collection of  information 
	Variety of team working practices based upon competence ; matrix management structures; formal and regular   team / organisation steering systems in place e.g. team appraisal, peer review, stakeholder feedback, etc;  formal systems exist both internally and externally to promote information exchange; knowledge working seen as key to success
	
	
	


	10
	PROGRAMME DESIGN & EVALUATION

	10.1 Performance Measurement
	Very limited measurement and tracking of performance; all or most evaluation based on anecdotal evidence; organisation collects some data on  activities and outputs  but has no social impact measurement 
	Performance partially measured and progress partially tracked; organisation regularly collects solid data on activities and outputs  but lacks data-driven, externally validated social impact measurement
	Performance measured and progress tracked in multiple ways, several times a year, considering social; financial and organisational impact of activities; multiplicity of performance indicators; social impacts measured,  long-term or  nature of evaluation is missing
	Well-developed comprehensive, integrated system  used for on-going measurement of performance, including social, financial, and organisational impact of activities; social impact measured based on longitudinal studies with control groups 
	
	
	

	10.2

Performance Analysis & Programme Adjustments
	Few external performance comparisons made; internal performance data rarely used to improve program and organization
	Some efforts made to benchmark activities and outcomes against outside world; internal performance data used occasionally to improve organization
	Effective internal and external benchmarking occurs but driven largely by top management and/or confined to selected area; leanings distributed throughout organization, and often used to make adjustment and improvements
	Comprehensive internal and external benchmarking part of the culture and used  in target-setting and daily operations; high awareness of how all activities rate against internal and external  benchmarks: systematic practice of making adjustment and improvements 
	
	
	

	10.3
Inter-functional Coordination
	Different programmes & units function in silos; little or dysfunctional coordination between them
	Interactions between different programmes & units are generally good , though coordination issues do exist; some pooling of resources
	All programmes & units function together effectively with sharing of information & resources; few coordination issues
	Constant & seamless integration between different programmes & organisational units with few coordination issues; relationships are ducted by organisation needs (rather than hierarchy or politics)
	
	
	


	10.4 Programme Relevance & Integration
	Core programme and services vaguely defined lacking  alignment with mission and goals; programmes seem scattered and largely unrelated to each other
	Most programmes and services well defined and can be solidly linked with mission and goals; program offerings may be somewhat scattered and not fully integrated into clear strategy
	Core programmes and services well defined and aligned with mission and goals; program offerings fit together well as part of clear strategy
	All programmes and services well defined and fully aligned with mission and goals; programmes clearly linked  and to overall strategy, synergies across programmes ;
	
	
	

	10.5
Monitoring of Environment
	Minimum knowledge & understanding of other players & alternative models in programme area
	Basic knowledge of players & alternative models in programme area but limited ability to adapt behaviour based on acquired understanding
	Sold knowledge of players & alternative models in programme area; good ability to adapt based on acquired understanding, but only occasionally carried out
	Extensive knowledge of players and alternative models; refined ability and systematic tendency to adapt behaviour based on understanding
	
	
	

	10.6 

Programme Growth & Replication
	No assessment of possibility of scaling up existing programmes; limited ability to scale up or replicate existing programmes;
	Limited assessment of possibility of scaling up existing programmes and even when judged appropriate, little or limited action taken; some ability either to scale up or replicate existing programmes
	Occasional assessment of possibility of scaling up existing programmes;  when appropriate, action always taken; efficiently and effectively able to grow existing programmes to meet needs of potential service recipients in local area 
	Frequent assessment of possibility of scaling up existing programmes and when judged appropriate, action always taken, efficient and effectively able to grow existing programmes to meet needs of potential service recipients in local area 
	
	
	

	10.7 

New Programme Development
	No assessment of gaps in ability of current programme to meet recipient needs; limited ability to create new programmes; new programmes created largely in response to funding availability
	Limited assessment of gaps in ability of existing programme to meet recipient needs, with little or limited action taken; some ability to modify existing programmes and create new programmes
	Occasional assessment of gaps in ability of existing programme to meet recipient needs, with some adjustments made; demonstrated ability to modify and fine-tune existing programmes and create new programmes
	Continual assessment of gaps in ability of existing programmes to meet recipient needs,  adjustments always made; tendency to create new, truly innovative programs  in local area or other geographies; continuous think-tank of new ideas
	
	
	


	11
	INFORMATION TECHNOLOGY

	11.1 

Equipment and systems
	Limited number of telephone/ fax/ modems facilities: technology is an impediment to day-to-day effectiveness and efficiency; limited email, no web site; no systems for tracking clients staff volunteers program outcomes and financial information
	Adequate basic technology; accessible to most staff;  may be moderately reliable or  may lack certain features that would increase effectiveness and efficiency, or may not be easily accessible to some staff 
	Solid technology accessible to entire staff; communication needs with no problems; includes additional features contributing to increased effectiveness and efficiency; most areas have database & management reporting systems. 
	Sophisticated and reliable technology accessible by all staff, includes around-the-clock systems, supplemented by additional facilities;  essential in increasing staff effectiveness; comprehensive electronic database and management reporting systems exist
	
	
	


	12
	FINANCIAL MANAGEMENT

	12.1 

Financial Planning,
Budgeting & Cash Flow Statement
	No financial planning, budget and cash flow preparation.
	Limited financial planning, budgeting and cashflow preparation. One central budget, cashflow prepared for the whole organisation.
	Complete financial planning, detailed program budgeting and cashflow preparation and consolidation at the organisational level
	Complete financial planning, detailed program budgeting and cashflow preparation and consolidation at the organisational level
Variance reporting to monitor budget and take corrective action. Cash flow updated regularly
	
	
	

	12.2

Financial Management  and Internal Control
	The organisation has a financial policy and internal control policy? Accounting & Operations manual. Manual accounting system
	The organisation has a financial policy and internal control policy? Accounting & Operations manual, Part computerised accounting system
	The organisation has a financial policy and internal control policy? Accounting & Operations manual, Full computerised accounting system
	The organisation has a financial policy and internal control policy? Accounting & Operations manual, Fully integrated computerised operations system
	
	
	


	13
	FUND DEVELOPMENT 

	13.1 

Funding Model
	Organisation highly dependent on a few funders largely of same type (e.g. government or foundation or private individual)
	Organisation has access to multiple types of funding (e.g. government foundations corporations private individuals) with only a few funders in each type or has many funders within only one or two types of funders
	Solid basis of funders in most types of funding source (e.g. government foundations corporations private individual); some activities to hedge against market instabilities (e.g. building of endowment); organization has developed some sustainable revenue-generating activity
	Highly diversified funding across multiple source types; organization insulated from potential market instabilities (e.g. fully developed endowment) and/or has developed sustainable revenue-generating activities; other nonprofits try to imitate organization’s fund-raising activities and strategies
	
	
	

	13.2 

Fund Raising
	Generally weak fund-raising skills and lack of expertise (either internal or access to external expertise)
	Main fund-raising needs covered by some combination of internal skills and expertise, and access to some external fund-raising expertise
	Regular fund-raising needs adequately covered by well developed internal fund-raising skills, occasional access to some external fund-raising expertise
	Highly developed internal fund-raising skills and expertise in all funding source types to cover all regular needs; access to external expertise for additional extraordinary needs
	
	
	

	13.3 

Fund Development Planning
	No systems in place for long-term planning diversifying revenue streams or outlining an managing to target goals fundraising is reactive fund development strategy not well articulated and focuses on one type of activity such as grants
	Recognize need to develop systems for long-term planning revenue diversification and outlining and managing to target goals fund development includes several activities but is not connected to organization’s long-term strategic plan and budget projections
	Some systems in place for long-term planning revenue diversification and outlining and managing to target goals fund development strategy includes multiple activities and is loosely connected to organization’s long-term strategic plan and budget projections
	Well developed system for long-term planning revenue diversification and outlining and managing to target goals; multi-pronged fund development strategy is proactive and integrated into the organization’s long-term strategic plan and budget projections
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