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MINISTERIAL FOREWORD 
 

 

The Scottish Governmentôs purpose is to create 

a more successful country, with opportunities 

for all of Scotland to flourish through increasing 

sustainable economic growth. The Concordat 

between the national and local governments 

heralds an exciting and challenging time for 

Scotlandôs policy development and 

implementation with a new focus on outcomes. 
 

Transforming the outcomes of Scotlandôs 

children, families and users of social services 

is a key aim of this Government. To achieve this 

the Government is developing an óEarly Years 

/Early Intervention Frameworkô and remains 

committed to supporting the implementation 

of the vision set out in óChanging Lives: Report 

of the 21st Century Social Work Reviewô. 
 

The Continuous Learning Framework is the key 

output from the workforce development change 

programme under óChanging Livesô. It will 

make a major contribution to ensuring that our 

vision of a confident, competent and valued 

workforce committed to continuous learning 

and development and contributing fully to our 

ambitions for Scotland, becomes a reality at all 

levels in social services. The Framework sets 

out what all people in the social service 

workforce need in order to be able to do their 

job well now and in the future. It will improve 

approaches to three key areas ï learning and 

development, career pathways and improved 

standards of practice. In order to facilitate the 

use of the Framework in practice tools and 

resources will be developed for social service 

workers and their employers. 
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The Scottish Social Services Council (SSSC) 

and the Institute for Research and Innovation 

in Social Services (IRISS) have developed the 

Continuous Learning Framework in partnership 

with the sector. The response so far has been 

overwhelmingly positive. We now need to see 

employers and workers building on this 

enthusiasm at a local level to take full 

advantage of the opportunities presented 

by the Framework. 
 

The Scottish Government is committed to 

supporting this activity. We are providing 

significant additional financial resources to the 

SSSC and IRISS to take forward a strategy to 

promote local ownership of the Framework. 

This will include supporting both employers 

and their workers to adopt the Framework. 

Employers may need support to decide how best 

to use the Framework in their organisation; 

while both workers and employers may need 

support in using the Framework in practice. 
 

The Scottish Governmentôs vision for 

transformational change requires purposeful 

engagement by social service workers, 

managers and employers across the social 

service sector. Given the enthusiastic and 

constructive approach already demonstrated 

by the sector during the development of the 

Framework and the Governmentôs ongoing 

commitment to support this, I am confident 

that we will succeed. 
 
 
 
 
 
 

 
Adam Ingram 

Minister for Children and Early Years 
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INTRODUCTION 
 

The Continuous Learning Framework sets out what people in the 

social service workforce need to be able to do their job well now and 

in the future and describes what employers need to do to support 

them. It has been developed by the Scottish Social Services Council 

(SSSC), the Institute for Research and Innovation in Social Services 

(IRISS) and a reference pool of people with a broad range of expertise 

and experience across the social service sector. The Continuous 

Learning Framework aims to enrich rather than replace the systems 

and processes that many organisations have already developed. 
 

This document is for individuals working in the social service sector 

and for the organisations which employ them. It has three main 

sections. The first outlines the purpose of the Continuous Learning 

Framework, the second describes the four key elements of the 

Framework and the third focuses on using the Framework in practice. 

This third section includes a number of examples of how the Framework 

has already been used by organisations delivering social services. 

Appendix 1 sets out the personal capabilities in full, appendix 2 sets  

out the organisational capabilities in full and appendix 3 contains 

three fictional illustrations of how all of the elements of the 

Framework could be used in practice. 
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THE PURPOSE OF THE CONTINUOUS 
LEARNING  FRAMEWORK 

 
 

The Continuous Learning Framework aims to 

continuously improve the quality of outcomes 

for people who use social services by supporting 

the people who are delivering these services to 

be the best they can be. This requires a shared 

commitment from both the worker and their 

employer. It is important that each individual 

social service worker takes responsibility for 

their own learning and development throughout 

their career and that employers provide 

opportunities for continuous learning and 

improvements in practice. These responsibilities 

are already set out in the Codes of Practice for 

Social Service Workers and Employers of  

Social Service Workers which can be found 

on the SSSCôs website at www.sssc.uk.com. 
 

THE CONTINUOUS LEARNING FRAMEWORK 

AIMS TO SUPPORT SOCIAL SERVICE 

WORKERS TO: 

»  identify their learning needs throughout 

their career 

» get the most from induction, supervision, 

performance management and employee 
development processes 

»  improve their practice 

»  gain recognition for the progress and 

achievements they have made over time 

»  gain recognition of prior informal learning 

»  provide evidence of the impact on their 

practice of formal and informal learning, 

including post registration training and 

learning (PRTL). 

IT AIMS TO SUPPORT EMPLOYERS OF SOCIAL 

SERVICE WORKERS TO: 

»  identify, analyse and meet the learning 

needs of their workforce 

»  increase the capability of their workforce 

»  provide transparent, consistent and detailed 

person specifications for job roles in their 
organisation 

»  create an organisational culture and 

conditions which support the recruitment 

and retention of staff 

»  add value to existing systems for induction, 

supervision, performance management and 
employee  development 

» provide evidence of the impact of learning 

and development on the quality of service 
provision and continuous improvement. 

 
THE CONTINUOUS LEARNING FRAMEWORK 

IS FOR EVERYONE WORKING IN SOCIAL 

SERVICES IN SCOTLAND. IT IS FOR PEOPLE: 

» working in all areas of social service 

provision in the public, voluntary and 
private sectors 

»  involved in the delivery and management of 

frontline services 

»  in senior and middle management 

»  working in the education, training and 

development of the social service 
workforce. 
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THE KEY ELEMENTS OF THE 
CONTINUOUS LEARNING FRAMEWORK 

 
 

When you apply for a job in social services, you 

will usually receive some information that 

describes the kind of person the employer is 

looking for. It might describe the qualifications 

and training and the personal qualities 

necessary to do the job well. The first three 

areas in the Continuous Learning Framework 

are very similar. We have included a fourth area 

which recognises that you will need support to 

do your job well and to keep getting better at it 

no matter how long you decide to stay in the 

job. The Continuous Learning Framework also 

describes the type of support that your 

employer can provide to help you to continue to 

learn and improve your practice. 

 

 
 
 
 

KNOWLEDGE, SKILLS, VALUES AND QUALIFICATIONS AND TRAINING 

UNDERSTANDING 
 

 
 
 
 
 
 

PERSONAL CAPABILITIES 
 
 
 
 
 
 
 
 

ORGANISATIONAL CAPABILITIES 
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THE FOUR KEY AREAS OF THE CONTINUOUS 

LEARNING FRAMEWORK ARE: 
 

1. Knowledge, skills, values 

and understanding 

The knowledge, skills, values and understanding 

required for each role in social services are 

shaped in a number of ways. National 

Occupational Standards (NOS) describe best 

practice in particular areas of work across the 

social service sector. They bring together the 

knowledge, understanding, values and practical 

skills required to do the work and present these 

as statements of competence. Employers 

often use NOS to help them to draw up job 

descriptions, person specifications and job 

advertisements. NOS are also used in the 

development of the standards underpinning 

specific qualifications and awards relevant to 

the social service workforce, for example the 

Standards in Social Work Education and the 

Standard for Childhood Practice. 
 

The SSSC provides a common statement of the 

value base for the social service sector in its 

Codes of Practice for Social Service Workers 

and Employers of Social Service Workers. The 

Code of Practice for Social Service Workers is a 

list of statements that describe the standards 

of professional conduct and practice required 

of social service workers as they go about their 

daily work. The Code of Practice for Employers 

of Social Service Workers requires them to 

adhere to the standards set out in their code 

and to support social service workers in meeting 

the requirements of their code. Further 

information about NOS and about the Codes 

of Practice is available on the SSSCôs website 

www.sssc.uk.com. 

In addition to these national expectations,  

each employer is likely to have their own 

requirements for knowledge, skills, values and 

understanding. For example, they will expect 

their employees to understand and work 

according to the vision, values and aims of the 

organisation and know about the organisationôs 

policies and procedures. 
 

2. Qualifications and training 

The óqualifications and trainingô and óknowledge, 

skills, values and understandingô sections of the 

Framework are closely linked. For example,  

the NOS are set out in the form of units which 

form the basis for qualifications such as 

Scottish Vocational Qualifications (SVQs). The 

qualifications and training a person requires 

will vary depending upon the requirements of 

the job role they undertake. The necessary 

qualification will largely be determined by the 

Scottish Social Services Councilôs registration 

requirements. Further details about registration 

and qualification requirements are available on 

the SSSCôs website at www.sssc.uk.com. 
 

The Scottish Credit and Qualifications 

Framework (SCQF) brings together Scottish 

qualifications into a single framework and 

levels and allocates credit to all assessed and 

quality assured learning. It supports the 

development of progression routes between 

qualifications, it clarifies relationships between 

qualifications, it helps maximise credit transfer 

opportunities, and it clarifies entry and exit 

points and progression routes. The SCQF 

underpins the Continuous Learning Framework 

and is an essential tool for enabling individuals 

to gain recognition, and where appropriate 

formal credit, for the learning that they 
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undertake throughout their career. Further 

information about the SCQF is available at 

www.scqf.org.uk. 
 

In addition to the national qualification 

requirements, each employer is likely to 
have requirements for training that are 

specific to their particular organisation and 
to particular job roles within the organisation. 

For example, all organisations are likely to 

require their employees to participate in an 
induction programme and specific job roles 

will require training on, for example, the 
protection of children or vulnerable adults or 

health and safety. 
 

3.  Personal capabilities 

While the first two areas of the Continuous 
Learning Framework are already well 

established in Scotland, the second two areas 
are new additions and have been developed 

specifically for this Framework. The new areas 

are the personal capabilities and the 
organisational capabilities. These aim to outline 

the shared commitment required by both the 
individual and the organisation. 

 

The personal capabilities aim to describe the 

ways in which people manage themselves and 
their relationships with others in the workplace. 

They focus on how people put their knowledge, 
skills, values, understanding, qualifications 

and training into practice. There are 13 

personal capabilities1 in the Framework.  
Some relate to how people manage their 

relationships with others and the remainder to 
how they manage themselves. The personal 

capabilities are: 

Managing relationships: 

»  empowering people 

»  working in partnership 

»  leadership 

»  empathy 

» dealing with conflict. 
 
Managing self: 

» professional autonomy 

» lifelong learning 

» flexibility 

»  confidence 

» resilience 

»  accurate self-assessment 

»  awareness of impact on others 

» awareness of wider context. 
 

The personal capabilities have been described 

across four stages of progression from 

engaged through to established, accomplished 
and exemplary. The full description of the 13 

personal capabilities across the four stages of 
progression is set out in appendix 1. 

 

You will notice that there are a number of 
indicators under each of the stages of 

progression. These indicators describe what 

each personal capability looks like and provide 
ways in which each stage could be evidenced. 

The stages of progression are cumulative. For 
example, for someone to be at an accomplished 

stage they would need to demonstrate evidence 

of the indicators under engaged, established 
and accomplished stages. 

 
 
 
 

 
1 Seal, C., Boyatzis, R. & Bailey, J. (2006) Fostering social and emotional intelligence in organisations 

Linking Theory and Practice: EAM White Paper Series Vol. 3 No. 3 pp. 190 ï 209 
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It is at the discretion of employers and social 

service workers to determine which of the 

personal capabilities individual workers aim to 

develop at any particular time. They may choose 

to develop all of the personal capabilities or 

just some of them. 
 

It is also important to note that the stages of 

progression at which an employee is currently 

able to evidence the personal capabilities do 

not necessarily relate to the length of time they 

have been in the social service workforce. So 

someone entering the workforce and bringing  

a range of personal and work experience with 

them may already be able to demonstrate some 

of the personal capabilities at established and 

accomplished stages. 
 

4. Organisational capabilities 

An individual can be committed to doing a good 

job but unless they are part of an organisation 

that supports them to learn it can be very 

difficult to make the most of their capabilities. 

The organisational capabilities describe the 

culture and conditions in the workplace that 

enable social service workers to be the best they 

can be. There are six organisational capabilities: 

»  creating a learning and performance 

culture 

»  planning for learning, development and 

improved practice 

»  promoting access to learning and 

development opportunities 

»   promoting access to feedback 

»  treating people with dignity and respect 

»  focusing on health and wellbeing. 

Each of the organisational capabilities is set 

out in two sections. The first section describes 

how the organisation might demonstrate the 

capability and the second section describes 

what the social service worker should 

experience as a result of this. 
 

The organisational capabilities have also been 

described across four stages of progression, 

engaged, established, accomplished and 

exemplary, in a similar way to the personal 

capabilities. There are a number of indicators 

under each of the stages of progression. These 

indicators describe what each organisational 

capability looks like and provide ways in which 

each stage could be evidenced. 
 

These stages are progressive, so for an 

organisation to meet the requirements of an 

accomplished stage they would need to address 

the indicators under engaged, established and 

accomplished. The full description of the 

organisational capabilities across the four 

stages of progression is set out in appendix 2. 
 

It is recommended that organisations consider 

each of the organisational capabilities when 

looking to improve the culture and conditions 

in the workplace. They will then be able to use 

their discretion to decide which they will 

develop further at that point and how they 

will do this. 
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USING THE CONTINUOUS 
LEARNING  FRAMEWORK 

 
 

Many organisations delivering social services 

have undertaken a great deal of work in 

identifying the qualifications, training, 

knowledge, skills, values and understanding 

required for different job roles. Indeed a number 

of examples of good practice were used in 

developing this Framework. However, many 

views expressed during the consultation 

process suggested that organisations could  

see how the Framework could add value to the 

systems and processes that they already have. 

Others are just beginning to establish these 

processes and could see how the Framework 

could support them. 
 

The Continuous Learning Framework is not 

mandatory. It has been developed as a tool to: 

»  support learning, development and 

improved practice 

»  promote continuous improvement in 

standards of practice and 

»  provide transparency of pathways for 

career progression. 
 

The following section aims to describe the 

different ways in which the Framework can 

be used to achieve these outcomes. The 

approaches described are not intended to be 

exhaustive as it is expected that new and 

innovative ways of using the Framework will 

continue to be developed as organisations and 

social service workers use it in practice. This 

section contains a number of examples of how 

the Framework has already been used by 

organisations delivering social services. 

1. Supporting learning, development and 

improved practice 

All social service workers are required to  

take responsibility for their own learning and 

development whether they decide to stay in 

the same job throughout their career or move 

between jobs. However, people have told us 

that it can be hard to make decisions about 

where to focus their learning and development. 
 

The Continuous Learning Framework supports 

individuals to recognise their current 

achievements, identify their learning needs, 

target learning to meet these needs and 

demonstrate continuous improvement in the 

standard of their practice. The organisational 

capabilities support organisations to determine 

how best to support their employees and to 

evaluate the impact of learning and 

development initiatives. 
 

The Continuous Learning Framework has 

already been used by a number of organisations 

to support learning, development and improved 

practice through induction, supervision, 

performance management and by recognising 

prior learning. 
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LEARNING THROUGH PERFORMANCE 

MANAGEMENT 

Staff from one local authority recently won 

an award for the quality of their performance 

appraisal and development system. They 

were keen to use the personal capabilities 

in the Continuous Learning Framework to 

contribute to this innovative work and to 

strengthen performance appraisal and 

supervision in practice. 
 

óThe personal capabilities promote a move 

away from a tick box approach to 

performance discussion and appraisal in  

a way that is flexible and can be adapted  

to individual team needs.ô 

(Trial participant) 
 

Staff highlighted the following benefits of 

the Continuous Learning Framework. 

»  It supported change across the 

department as staff have a more realistic 
understanding of the contribution they 

make to the workplace. 

»  The personal capabilities enabled them 

to focus on how people put their 
knowledge, skills, values, understanding 

and their training/qualifications into 
practice. 

»  Staff found it motivating and 

empowering. 

»  Staff have greater ownership of the 

process of supervision. 

»  Performance and appraisal discussions 

became more meaningful and the 
quality of the discussions improved. 

 

óAlthough I have been very positive from the 

outset about the Framework and how it 

could improve the appraisal/supervision 

set-up within Home Care I never expected 

the staff to respond in such a positive 

manner and to put so much work into the 

trial. I am very proud of them.ô 

(Home Care Manager) 

 

 
 

The Continuous Learning Framework 

encourages creative approaches to meeting 

the learning and development needs of social 

service workers. Learning can and will 

continue to be recognised through formal 

provision, such as training courses, 

qualifications and awards. However, there are 

many informal learning opportunities available 

within and across workplaces. 
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USING FEEDBACK TO SUPPORT 

LEARNING AND DEVELOPMENT 

A Wraparound Care Service, which enables 

parents to extend the time their child spends 

in nursery each day, wanted to explore how 

the personal and organisational capabilities 

could be used to support their teamôs 

learning, development and improved 

practice. They used their existing team 

meetings and six of the personal 

capabilities as a focal point for sharing 

constructive feedback about themselves and 

each other. They developed a set of órulesô 

to ensure the conversations were respectful 

and insightful. Initially, staff members were 

apprehensive about rating themselves at 

anything other than established or 

accomplished stages of progression. As  

the groupôs discussions deepened, they 

were able to make use of the indicators to 

refine their judgements and highlight areas 

of strength and areas they would like to 

further develop. This formed part of their 

individual learning plans. 

 
 
 

 

The Scottish Credit and Qualification 

Framework (SCQF) enables the use of the 

Recognition of Prior Informal Learning (RPL) 

for personal and career development and RPL 

for credit. RPL is about recognising learning 

which has its source in experience. This 

includes knowledge and skills gained outside 

formal learning situations through life and 

work experiences. RPL can help people who 

have no formal qualifications to value and build 

on the learning they have gained informally  

and to use this recognition as a means of 

meeting their goals in terms of further  

learning and development. RPL processes 

involve the learner reflecting on their 

experiences, identifying the learning within 

these experiences and providing evidence of 

the learning claimed. The personal capabilities 

can be used to support all three of these 

processes. Further information about RPL is 

available on the SSSC website at 

www.sssc.uk.com. 

The SCQF has 12 levels. Each level has a 

descriptor which shows how demanding a 

qualification or programme of learning is by 

describing its learning outcomes, including the 

depth of knowledge and its application to 

practice and the degree of autonomy exercised 

by the learner. The SCQF level descriptors 

provide a national vocabulary for describing 

learning opportunities. They enable people to 

reflect on their current level of learning and 

plan the future direction of their learning. The 

personal capabilities can also be used to 

support these processes of reflection. 
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RECOGNISING PRIOR LEARNING 

One private organisation used the 

Framework to support the induction of new 

staff through recognition of their prior 

learning. They did this by focusing on the 

personal capabilities in supervision. The 

new staff were helped to recognise that 

they brought with them a number of 

capabilities at different stages of 

progression. Together with their manager 

they then identified a small number of  

the capabilities as a focus for their initial 

learning and development. The decision 

about which capabilities to focus on was 

informed partly by the organisation, using 

the personal capabilities identified as most 

important for the role, and partly by the 

individual. One manager commented that 

óit has changed supervision 100%ô. 

 
 
 
 
 

 

2. Promoting continuous improvement 

in standards of practice 

The Continuous Learning Framework aims to 

improve the quality of outcomes for people 

using social services by supporting the people 

delivering these services to be the best they 

can be. An important focus of the Framework 

lies in continuously improving the standards of 

practice of organisations and social service 

workers. The Framework can be used in two 

key ways to achieve this. 

First, individuals and organisations can use the 

Framework to monitor their progress and 

achievement over time. For example, support 

workers in a care centre for adults had already 

begun to collect evidence of their qualifications 

and training in learning portfolios. They used 

the Framework to help them to provide evidence 

of how they were applying the knowledge, skills, 

values and understanding they had gained to 

their own practice. They used the learning 

opportunities that occurred every day in the 

workplace and recorded their reflections in 

their portfolios. In a similar way, organisations 

can gather evidence to determine their stages 

of progression against the organisational 

capabilities, reflect on this information and 

develop action plans to improve standards of 

practice. They can then undertake this process 

again at a later date to identify progress. 
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STRENGTHENING STANDARDS WITH THE 

ORGANISATIONAL  CAPABILITIES 

A voluntary sector organisation providing 

support to homeless or potentially 

homeless people was interested in 

exploring ways in which staff could be 

better supported by the organisation to 

continuously improve the standards of their 

practice. Their ultimate aim was to improve 

outcomes for people using their services. 

The Chief Executive asked each staff 

member to rate the organisation against 

each of the organisational capabilities. This 

gave them a baseline against which they 

could measure improvements to their 

organisational practice over time. They 

reflected on the collated feedback and  

were able to put a number of action plans 

in place. They intend to use the same 

process next year to determine their 

progress and achievements and to identify 

future action plans. 
 

 
 
 
 

A second approach to improving standards 

in practice involves organisations using the 

Framework to help them define the standards 

of practice required for each particular job role 

by describing: 

»  the qualifications and training required 

»  the knowledge, skills, values and 

understanding needed 

»  the personal capabilities which the 

organisation considers are the most 
important for that role and 

»  the stages of progression at which people 

would need to demonstrate the required 
personal capabilities. 

This will also require organisations to define 

the stages of progression of the organisational 

capabilities which they will need to demonstrate 

in order to support social service workers to 

meet these standards and continually improve 

their practice. 
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STRENGTHENING  RECRUITMENT 

PROCESSES 

A private provider of a new housing support 

service for adults with complex needs used 

the Framework to support their recruitment 

process. The project manager identified a 

number of the personal capabilities which 

she saw as essential to ensuring the right 

profile of worker who would be able to 

deliver high standards of practice in these 

demanding posts. These personal 

capabilities were then assessed at interview 

through the use of scenarios which had 

actually taken place in the project. 
 

Staff and managers highlighted the 

following benefits of the Continuous 

Learning Framework. 

»  Using the personal capabilities in the 

person specification and at interview 
gave applicants a more realistic view of 

what the job would entail. 

»  Using the personal capabilities to 

assess applicants at interview gave the 
organisation a clearer view of their skills, 

values and attitudes. 

»  Staff recruited in this way were clearer 

about the expectations the organisation 
had of them and understood their role 

better. 

»  The Framework offers the opportunity 

for prevention of problems through 

development rather than dealing with 
problems when they come up later. 

»  The organisation could use the personal 

capabilities to enhance their corporate 

person specifications and their 
supervision pro-forma. 

 

The organisation made a commitment at 

the start of this process that they would 

use the learning gained from using the 

Framework to improve their own 

performance using the organisational 

capabilities. 
 
 

 

3. Promoting transparency of career pathways 

The Continuous Learning Framework can be 

used to help social service workers to make 

decisions about their career pathways and 

progression. Some may aspire to a job with 

more responsibility while others may be  

looking for a move to another part of the sector. 

Some will be planning to stay in their current 

role but everyone in the sector will need to be 

committed and able to learn in the job they are 

doing in order to continue to do it well. 
 

 

For those who do wish to develop their career, 

either by moving within the sector or through 

seeking a promoted post, the Framework can 

help to make possible career pathways more 

transparent. The first three sections of the 

Framework are similar to a person specification 

and organisations could use them for this 

purpose. Social service workers will then be 

able to compare what they can already 

demonstrate in their current role with what 

they will need to be able to demonstrate in the 

role they are interested in. They will be able to 

determine what is transferable from one role 

to the next as well as what areas they will  

need to learn and develop. This will help them 

to target their learning and development while 

still in their current role. 

 

16 



CONTINUOUS LEARNING FRAMEWORK 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

SUPPORTING CAREER PROGRESSION IN 

OUT OF SCHOOL CARE 

One umbrella organisation with a focus on 

promoting the quality of over one thousand 

out of school care clubs across Scotland 

was interested in using the Continuous 

Learning Framework to describe job roles 

across out of school care services in 

Scotland with a view to supporting career 

progression. 
 

They used the Framework to define job 

roles at support worker, practitioner and 

lead practitioner/manager levels. They 

used the National Occupational Standards 

to describe the core and optional 

knowledge, skills, values and 

understanding for each role. In developing 

the values, they drew upon the Standard  

for Childhood Practice, the National Care 

Standards and the SSSC Codes of Practice. 

They completed the process by using a 

group discussion to determine the stages 

of progression for each of the personal 

capabilities for each job role. 
 

The group felt that this work would not only 

be beneficial for career progression but 

also for recruitment, induction, 

performance management and supporting 

staff with SVQs as well as providing useful 

evidence for Care Commission inspections. 
 

 
 
 

CONCLUSION 

The Continuous Learning Framework has been 

developed to continuously improve outcomes for 

people who use social services by supporting 

the people delivering these services to be the 

best they can be. A wide range of individuals 

and organisations have been involved in its 

development and its use in practice. The 

Framework is now being published so that it 

can be used across the social service sector. 

 
 

However, the ways in which it is used will 

grow and develop as more individuals and 

organisations use it. A strategy has been 

developed to make sure that these ideas and 

experiences are shared across Scotland. In 

this way the impact of the Framework will be 

increasingly evident in practice. 
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1  

PERSONAL CAPABILI TIES 
 

IN TRODUCTI ON 
 

The 13  personal  capab ilit ies1 of the Cont inu ous Learning Fram ework (CLF) will  help you 

to  cont inu e to  develop and imp rov e your pract ice thr oughout  your career in social  

serv ices. The firs t  five personal  capabil it ies focus on how you as a social  serv ice worker 

ma nage  your relat ionships  with  others in your wor k. This is because people suppor ted 

by  social  services consistent ly tell  us that  it  is the qual ity  of the professional  re lat ionship  

they have with  you that  ma kes the  m ost  diff eren ce t o them  and to their  li ves. The other 

eight  personal  capab ili t ies are about  ma naging your self and will  help you to  grow as a 

cr it ically reflect ive wor ker.  
 

HOW TO USE THE PERSONAL CAPABI LITI ES 
 

Job roles across the social  service sector are var ied.  I t  is up to  you and your emp loyer 

to  ident ify which personal  capa bil it ies are m ost  imp orta nt  for your j ob role as well as 

your own  part icular  st rengt hs and areas for developm ent.  This will  help you to decide 

which personal  capabil it ies you are aimi ng to  develop at  any part icular  t ime  as part  of 

your personal  learning plan. I f you are a lone worker, you m ight  wa nt  to  ta lk  about  

them  with  others in a simi lar  ro le. 
 

THE STAGES OF PROGRESSI ON, IN DICATORS AND EVID ENCE 
 

Each of the personal  capabili t ies is described across four sta ges of progression which are 

engag ed,  establ ished,  accomp li shed and exem pl ary. Thes e will  help you to  recognise 

that  your personal  capabili t ies are developing and prov ide evidence to  support  this. For 

each stage  of progression there are indicat ors which suggest  some  ways you could 

dem onst rate  the personal  capa bil ity  in  pract ice at  this stag e. The stag es of progression 

are cum ulat ive. This m eans that  to  be at  the accomp li shed stag e, for examp le, you 

should be ab le to  dem onst rate  evidence of the indicat ors un der the engag ed and 

estab li shed stag es as well  as the accompl ished stag e. The indicat ors are a guide and 

you will  need to  think about  how you can  evidence them  in your own  role. 
 

You should be ab le to  evidence indicat ors by being awa re of how you app ly your 

knowledge  and un derst anding in pract ice and reflect ing on this. Evidence fr om  a variety  

of recent  and cur rent  pract ice events  that  have generat ed (personal)  reflect ion, external  

feedba ck and dem onst rab le outcom es will  give you and others the confidence that  you 

m eet  or even exceed this indicat or in your day t o day  pract ice. Pract ice events  m ay 

prov ide evidence for m ore than  one capab ility  and m ore than  one indicat or.  
 

You may  find it  helpful to discuss this with  your ma nager, colleagues and/ or the people 

you support.  I f you are a lone worker,  such as a childminder or personal  assista nt,  

som e parts  of the indicat or s which refe r to  the t eam  or organisat ion may  not  seem  

re levant  to  you. Please donôt  let  this put  you off ï the personal  capabil it ies are ju st  as 

imp orta nt  to  people wor king on their own  and you can  discuss how you are evidencing  

the indicat or s with  the people you support  and/ or their care rs . 
 

Overarching descript or s have been used to  m ak e sure that  there is consistency in the  

stag es of progression across all of the personal  capabil it ies. The overarching descript ors 

are outl ined below.  
 
 
 
 
 
 

 
1 

Seal, C., Boya tzis, R. & Bailey, J. (2006)  Fostering social and em ot ional intell igence in 

organisat ions 
Linking Theory and Practi ce:  EAM Whit e Paper  Series Vol . 3 No. 3 pp.  190  ï 209  



2  

ENGAGED 
 

You dem onst rate  awa ren ess and un dersta nding of the personal  capability  as well as a 

comm itm ent  to  developing it.  You ta ke responsibility  fo r your own  learn ing and can  

reflect  on and imp rove yo ur pract ice but  are expected to  seek advice and supp ort  t o help 

you with  this. You cont r ibute  to  the learning and developm ent  of others. 
 

ESTABLIS HED 
 

You consistent ly dem onst rate  the personal  capability  in pract ice. You are a reflect ive 

pract it ioner who is awa re of and uses research and evidence to  infor m  your pract ice.  

You act ively engage  in yo ur own  cont inu ous learning but  cont inue to  seek advice and 

support  as appro priat e. You can  focus on the developm ent  of others as well as your self. 
 

ACCOMPLIS HED 
 

You exerc ise increasing autonomy  and init iat ive in yo ur pract ice and begi n to  prov ide a 

m odel for  others. Your pract ice is consistent ly infor m ed by  research evidence and  
crit ical self- reflect ion is emb edded in your day t o day  pract ice. You act ively cont r ibute  to  

the learning of others and to  the learning culture within your organisati on. 

 
EXEMPLARY 

 
You are recognised by  others for  your excell ent  pract ice. You app reciate  the st rengt hs 

and cont ribut ion of others and encourage them  to  achieve their potentia l. You enh ance 

the learning and quality  of pract ice in your own  organisat ion and,  where app ropriat e, 

beyond.  You exercise hi gh  levels of leadership,  autonomy  and init iat ive and use 
evidence infor m ed practi ce to  cont inu ously imp ro ve outcom es for  individuals, famil ies 

and comm un it ies. 

 
LIN KS TO THE LEADERSHIP CAPABILI TI ES 

 
As part  of the st rat egy for buil ding leadership capa city  in  Scot landôs social services, six 
leadership capabil it ies have been developed.  There are close links between the 
leadership capabil it ies and the CLF. Indeed some  of the indicat ors for the leadership 
capabil it ies have been t aken fr om  the CLF, parti cularly the leadership capability  
indicat ors for  front  line workers. The leadership capabil it ies can  be foun d on the SSSCôs 

Step into  Leadership website2.  The personal  capabili t ies are li sted below.  

 
Manag ing relat ionships:  
» emp owering people 

» working in partnership 
» leadership 

» empat hy 

» deal ing with  conflict.  
 
Manag ing self:  
» professional  autonomy  

» lifelong learning 
» flexibility  

» confidence 

» resil ience 

» accurate self-assessm en t  
» awa reness of impa ct  on others  

» awa reness of wider context.  
 
 
 
 

 
2 
Step into Leadership, Scott ish Social Services Council, http://w ww.stepintoleadership.info/  

http://www.stepintoleadership.info/
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EMPOWERING PEOPLE -  wor kin g in partnershi p with ind ivi duals , fam ilies and commun iti es to e nable th em  to lead 
th eir own  lives 

 

ENGAGED ESTABLISHE D ACCOMPLISHE D EXEMPLARY 

» I  am  comm itt ed to  m aking a 

posit ive diff erence t o the li ves of 

the people I  supp ort  and those 

who care for  them.  
 

» I  am  comm itt ed to  m aking 

sure that  the people I  support  

are ab le to  design  and direct  

their own  care as fully as 

possible and achieve their 

personal  outcom es. 
 

» I  recognise and value the 

carers and fam ilies of the people 

I  supp ort  as equal  partners in 

care. 
 
» I  recognise the st rengths of 

individuals, famil ies and 

comm un it ies while being awa re 

that  I  m ust  ma ke sure that  

children and adults  are  

pro tected fro m  harm.  

» I  recognise and value the 

knowledge  and expert ise that  

the people I  supp ort  have about  
their own  care and that  carers 
have about  the person t hey care 

fo r.  
 

» I  work in partnership with  the 

people I  support  and those who 

care for them  t o ident ify their  

st rengt hs, needs and goals and 

to  creat e and deli ver the care 

that  will  achieve their personal  

outcom es. 
 

» I  work with  the people I  

support,  those who care for  

them  and colleagues to  

consta nt ly reflect  on the ba lance 

betw een goals, needs, r isk and 

prot ect ion in designing and 

delivering services t o achieve 

their personal  outcom es. 
 

» I  use the resources and 

capa city  of com m un it ies to  

ma ximise choice and 

opportun ity  fo r the people I  

support.  
 

» I  rema in foc used on the care  

of the people I  support  when 

faced with  conflict ing priorit ies. 

» I  supp ort  others working in my  

serv ice t o un dersta nd and 

emb ed assessm ent  and support  
that  foc uses on outcom es for  
people and to  ba lance enabli ng 

hopes, choice and risk with  
ensuring care and protect ion.  

 
» I  act ively encourage  the 

people supp orted by  m y serv ice 

and those who care for t hem  to  

be at  the cent re of serv ice 

design  and delivery . 
 
» I  act ively listen to, hear, value 

and act  on expert ise and 

cont ribut ions from  the people 

support ed by  m y service and 

those who care for  them,  

coll eagues, comm un it ies and 

partners in other agencies as 

app ro priat e. 
 
» I  use research, evidence and 

the views of people support ed 

by  my  serv ice and those who 

care for them  to cont inual ly 
imp rov e m y own  pract ice and 

that  of the serv ice. 

» I  use research and 

evidence to  ident ify 

innov at ive wa ys of enabling 
the people supp orted by my  
serv ice to ma nage  their own  

risks and supp ort  others 
working in my  service t o 

emb ed this. 

 
» I  use research, evidence 

and the views  of people 

support ed by  m y service and 

those who care for them  to  

overcom e barr iers that  m ight  

prevent  them  from  engaging 

in the planning and shap ing 

of serv ices. 
 
» I  cont ribute  to  changes in 

the culture of my  serv ice 

towa rds personali sed and 

outcom es- focused serv ices. 
 
» I  m odel posit ive leadership  

behaviours that  support  the 

creat ion of a culture which 

emp owers people and 

encourages leadership 

throughout  the workforce 

and the individuals, famil ies 

and comm un it ies the serv ice 

support s. 
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WORKI NG I N PARTNERSHI P ï wor kin g collab or at ively with th e people I  support  and other partn ers. 
 

ENGAGED ESTABLISHE D ACCOMPLISHE D EXEMPLARY 

» I  un dersta nd the imp orta nce 

of re lat ionships and value the 
diverse perspect ives of others. 

 
» I  can  build helping 

relat ionships with the people I  

supp ort  and susta in these 

through  chal lenging situ at ions. 
 
» I  can  build eff ect ive work ing 

re lat ionships with people from  

diverse backgro un d,  with people 

in diff erent  ro les in my  own  

serv ice and coll eagues in 

partner organisat ions. 
 
» I  put  outcom es for people 

supp ort ed by  m y serv ice firs t  

and can  recognise that  I  need to  

work with  coll eagues in other 

organisat ions to  achieve this.  

» I  recognise the posit ive value 

of diversity  and use it  to  

st rengt hen the qual ity  of my  

own  pract ice and the wor k I  do 

with  others . 
 
» I  consta nt ly reflect  on the 

ba lance of power in my  

relat ionships with the people I  

support  and I  seek to  influence 

rat her than  direct.  
 
» I  take act ive st eps to  build  

posit ive relat ionships, develop  

netw ork s and prom ot e 

partnership work ing.  
 
» I  put  outcom es for  people 

suppor ted by  m y serv ice firs t  

and can  work with  colleagues in 

other organisat ions to  overcome  

any areas of conflict  to  achieve 

this. 
 
» I  use work ing across services 

and organisat ions as an  

opportun ity  to  share learning 

and prom ote  my  own  

developm ent  and the 

developm ent  of others. 

» I  act ively seek opp ort unit ies to  

work in partnership with  others 

within  and beyond my  service to  
imp rov e outcom es for  

individuals, famil ies and 

comm un it ies. 
 
» I  use research and evidence to  

reflect  on and cont inu ously 

imp rov e the qual ity  and equal ity  

of the helpi ng re lat ionships I  

have with  the people I  support.  
 
» I  use t rust ing re lat ionships 

with  colleagues in my  own  

service and in partner 

organisat ions as well  as 

evidence, info rmat ion and  

research to influence the 

thinking and behaviour of others 

towa rds shared purpose, goals 

and outcom es. 
 
» I  supp ort  and chall enge others 

to  work in partnership with  

coll eagues in my  own  service 

and in partner organisat ions to  

imp rov e outcom es for  

individuals, famil ies and 

comm un it ies.  

» I  provide an  ongoing and 

dynam ic link betw een m y 

own  workplace, the 

organisat ion, other agencies 

and wider networ ks. 
 
» I  am  ab le to  hold on to  and 

ba lance diff erent  

perspect ives and ta ke others 

with  me  towa rds a shared 

goal. 
 
» I  use research and 

evidence to  influence m y own  

serv ice and partners we are 

working with  to  reflect  on 

and imp rov e co-producti on. 
 
» I  prom ot e and advocate  

diversity  and inclusion and 

can  const ruct ively chall enge 

my  own  and othersô 

assumpt ions about  part ners 
we  are work ing with. 

 
» I  can  dem onst rate  how 

working in partnership with  

others is imp rov ing outcom es 

fo r individuals, famil ies and 

comm un it ies.  
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MANAGING RELATIO NSHIPS 
LEADERSHI P -  moti vati ng and inspi r ing oth ers. 

 

 

 

ENGAGED ESTABLISHE D ACCOMPLISHE D EXEMPLARY 

» I  can  see how I  dem onst rate  
leadership in my  curr ent  ro le 

and I  beli eve I  can  develop this 

further.  

 
» I  acknowledge  the capacity  fo r 

leadership in colleagues, people 

supp ort ed by  the service and 

those that  care for them.  
 
» I  set  chall enging goals for  

m yself and have high  

expectat ions of the quali ty  of my  

pract ice. 

 
» I  act ively share and pro m ote  

good pract ice within my  own  

team.  

» I  reflect  on my  leader ship 
app roach and seek advice and 

support  t o imp rove. 

 
» I  encourage the people  

suppor ted by  m y serv ice and 

those who care for them  to  

develop their leadership 
capabil i t ies so that  they are ab le 

to  plan  and direct  their  own  care 

to  the fullest  ext ent  possible. 
 
» I  work with  others to set  

chal lenging goals fo r m y team  

and serv ice (w here appropriat e)  

and have high  expectati ons of 

success. 

 
» I  can  lead  on areas of work  

while bringing others with  me  

and supp ort ing them  to  feel 

valued fo r  their cont ribut ions. 

» I  act ively seek feedback from  
others, including people 

support ed by  the service and 

those who care for them,  and 

use research and evidence to 

imp rov e m y leadership.  
 
» I  act ively support  and nu rture 

the leadership of people 

support ed by  m y service and 

those who care for them  and  

help them  to  recognise their  

own  leadership.  
 
» I  act ively encourage  and 

suppor t  coll eagues to  take a 

leadership ro le, be inn ov at ive 

and ta ke appropriate  decisions. 
 
» I  am  ab le to  m ot ivate  and lead 

others t o achieve ident ified  

goals and ma ke best  use of their  

individual and collect ive abil it ies. 

» I  successfull y adapt  my 

leadership style, sk ills and 

abili t ies to  work in 

partnership with  others 

within  and outw ith my  own  

serv ice to achieve the best  

outcom es for individuals, 

famil ies and com m un it ies. 
 
» I  act ively share leadership,  

learning and ideas with  

people supp orted by  m y 

serv ice and those who care 

fo r them,  with  colleagues in 

my  service, with  partners in 

other organisat ions and with  

wider comm un it ies. 

 
» I  m odel posit ive leadership  

behaviours that  inspire  
enthu siasm  and confidence in 

others. 

 
» I  recognise, value and 

champ ion the cont ributi on of 

people supp orted by  m y 

serv ice and those who care  

fo r them  and of colleagues in 

my  own  and partner 

organisat ions to  imp rov ing 

outcom es for individuals, 

famil ies and com m un it ies. 




