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Introduction


Welcome to the Facilitators’ Guide to using the CLD Competences Presentation.

This presentation is one of a range of tools that the CLD Standards Council for Scotland has developed to support practitioners in learning about and using the refreshed CLD Competence Framework.
There are 2 parts to this resource:

· PowerPoint presentation

· Facilitators’ guide

PowerPoint Presentation


The presentation provides information about:

· the Standards Council

· Community Learning and Development
· the refresh of the Competence Framework

· the context of the Competence Framework
· the purpose, context and indicators for each Competence

· how the Competence Framework can be used as a tool to support and develop practice
Each section has a number of slides presenting the information in different forms and different levels of detail.

Please note: the presentation should not be used in its entirety! 
Facilitators’ Guide

These notes contain:
· additional background material

· signposts to further information 
· prompt questions on how to use the Competences as a tool
The presentation and guidance notes are flexible resources, copyright free, and can be adapted and personalised for your own use.
Facilitating a Session
The following notes may help you plan, deliver and evaluate a session; if you are an experienced facilitator, you may wish to go directly to the next section (p5).
Planning and Preparation

Purpose and participants
Before you start to prepare your session, consider some key questions:

· Why are you running the session?

· What are your intended outcomes?

· Who will your participants be?

· What do they need?

· Do they have prior knowledge of the Competences?

· What style of delivery is most suited to participant needs / your intended outcomes? e.g. formal presentation, facilitated discussion, group work
· How will you know if the session is a success?

· How will you follow up on the session?
· How will your evaluation feed in to future training and development?

Timings 
Think about your intended outcomes, the number of participants, the number of inputs and the style of delivery. Top timing tips include:

· Keep a balance between input and active learning

· Allow plenty of time for feedback

· Break times often produce valuable learning, as participants share ideas over coffee

Resources
List the resources you will need for the session, for example:

· Accessible venue
· Break out areas

· Projector and screen
· Laptop

· Presentation Slides 
· Facilitator Notes 
· Competences Leaflets
· Any session handouts you have prepared
· Coffee, tea, biscuits, lunch

· Paper, pens, pencils, highlighters, clipboards, sticky notes, tack...  

Delivering the Session

Welcome and introductions 
It is important to welcome participants and outline the session, including timings, presenters and intended outcomes. You should also cover housekeeping information such as health and safety, fire exits, toilets, and any other arrangements.

You may also wish to include some of the following, depending on your audience and the style of delivery:
· Personal introductions around the group
· An ice breaker activity

· Dividing participants into groups

· Agreement of ground rules for group discussion 

· Individual expectations and concerns

· Asking a ‘starter for ten’ to elicit ideas
During the session

In addition to structured feedback from group discussions, it can be useful to set up a ‘comment wall’ where participants can share their thoughts and opinions during the session. 
PowerPoint Presentation

The presentation was designed to be adapted to suit your purposes regardless of your context, setting or audience. It is in six sections; each section is indicated with a transition slide and contains a number of slides presenting the information in different ways and with different levels of detail.

Please note: the presentation should not be used in its entirety!
Evaluating the session

After the session, you will want to establish:

· if your intended outcomes have been met
· if participants’ needs have been met

· how participants will use the learning 

· how effective the style of delivery was

· how the session could be improved in future

· any further training needs participants have
Guidance Notes for the Presentation
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(Slides 71 – 90) 
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	Suggestions for using the Competences to support and develop practice as a Practitioner, Leader, Learning Provider, Employer and in partnership.


	►Background Information for Section 2

	Setting up the Standards Council

In 1998, a Review of Community Education took place. One of the recommendations of the review was to re-examine training.  This review was commissioned in 2000. It looked at the main tasks, the components of pre-qualifying and qualifying education and training, and explored views on training.  The creation of a national body for CLD was noted in Scottish Government’s response to this review (Empowered to Practice, February 2003).  

In 2004 a short life task group reported on what the national body might look like and what it might do. It approved the establishment of the Standards Council and an interim structure was set up, based around the original Community Education Validation and Endorsement (CeVe) Committee, in 2007. 

The core responsibilities given to the Standards Council are:

· Approving CLD training, skills and development opportunities;

· Implementing a system of registration for CLD practitioners;

· Developing models and standards for the delivery of Continuing Professional Development and training for the wider CLD workforce

The Interim Standards Council developed the structure that they felt would be most effective, oversaw a staff team that managed engagement and research with those active in CLD, and set in motion the refresh of the CLD Competences. 

The first meeting of the CLD Standards Council for Scotland took place on the 1st March 2009.

Purpose of the Standards Council

The Standards Council for Community Learning and Development for Scotland works with the sector to establish and maintain high standards of practice in CLD across Scotland.
Responsibilities

· Approve CLD training, skills and development opportunities 

· Implement a system of registration for CLD practitioners 

· Work with Lifelong Learning UK to develop models and standards for the delivery of continuing professional development and training 

· Work with employers and Lifelong Learning UK to ensure high quality workforce development strategies, including the design of their supported induction 

· Advocate on behalf of the sector on matters pertaining to registration, training courses and CPD in CLD 

· Advise government with regard to registration, training courses and CPD in CLD 

Objectives

· Individuals, groups and communities will be supported by reflective, competent and confident CLD practitioners (whether paid or voluntary) to achieve their goals and aspirations 

· Practitioners will receive appropriate initial training and support to fulfil their roles 

· Practitioners will actively and continuously develop their skills and practice 

· The CLD sector will engage in a raised standard of professional debate with groups, communities and practitioners 

· Employers will promote, acknowledge and value the skills, knowledge and understanding of practitioners 

· The CLD sector will be widely recognised and valued amongst other professional disciplines, policy makers and the general public 

Structure

The Standards Council is made up of four committees. Selection of committee members was based on advertising the opportunity for involvement followed by selection of applicants by a panel.  
The Committees are:
Executive Committee
Overall responsibility for:

· the organisation and administration of Council business and communication
· promotion of CLD with local and national partners
· engaging in dialogue with the field and key stakeholders

Approval of Training Committee
· professional approval of CLD training programmes and courses
· review of approval process and routes in and through CLD training

CPD Committee
· develop a national CPD Strategy and Framework for CLD
· consider models of supported induction
Registration Committee
· develop a model of registration for CLD practitioners
· continue the debate on Ethics in CLD

Committee Membership

A list of all committee members with links to their profiles can be found on our website www.cldstandardscouncil.org.uk 

At the time of writing, membership was as follows: 

Executive Committee

Chair: Duncan Simpson (Fife Council)

Fergus McMillan (LGBT Youth Scotland)

Ian Ball (University of Dundee)

Jayne Stuart (Learning Link Scotland)
Jim McCrossan (Independent)

Jim Sweeney (YouthLink Scotland)

John McCann (Scotland’s Colleges)

Karen McArdle (University of Aberdeen)

Kirstine Sloan (WEA)

Kirsty Smith (Aberdeenshire Council)

Marie Dailly (Dundee City Council)

Pat Brechin (City of Edinburgh Council)

Peggy Russell (Adam Smith College)

Stephen McLaughlin (Volunteer Centre North Ayrshire)

Steve Mallon (Church of Scotland)

Tanveer Parnez (BEMIS)

Advisors: 

Christine Fitton (LLUK)

Colin Ross (LTS)

Maureen Mallon (HMIE)

Peter Beaumont (Scottish Government)

Approval Committee

Chair: Garry Cameron (Scotland’s Colleges)

Bernadette McGuire (Kilmarnock College)

Crawford Bell (YMCA Scotland)

Dave Beck (University of Glasgow)

Fiona Craig (Linked Work and Training Trust) 

Kofi Tordzro (East Renfrewshire Council)

Lyn Tett (University of Edinburgh)

Robert Hynd (South Lanarkshire Council)

Sheena Watson (Fife Council)

Tim Frew (YouthLink Scotland)

Verity Scott (Dundee City Council)

CPD Committee

Chair: Gillian Lithgow (YouthLink Scotland)

Aileen Ackland (University of Aberdeen)

Ann Swinney (Perth and Kinross Council)

Deirdre Elrick (Independent)

Dominique Carlisle-Kitz (East Renfrewshire Council)

Elenor Macdonald (Falkirk Council)

Janis McIntyre (University of Strathclyde)

Joan McVicar (South Lanarkshire Council)

Mary Robb (Independent)

Mike Naulty (University of Dundee)

Niamh Condren (Venture Scotland)

Registration Committee

Chair: Richard Hardie (Dundee City Council)

Alasdair Offin (independent)

Eric Whitfield (East Renfrewshire Council)

Howard Sercombe (University of Strathclyde)

Ken Rutherford (Elmwood College)

Lynne Gibbons (Stirling Council)

Mary Rhind (Highland Council)

Peter Taylor (Community Development Alliance Scotland)

Seonaid Green (Independent)

Staff Team

The Committees are supported by a staff team comprising:

Rory Macleod (Director) r.macleod@ltscotland.org.uk
Susie Bisset (Approval) s.bissett@ltscotland.org.uk
Alan Milson (CPD) a.milson@ltscotland.org.uk
Angus Williamson (Registration) a.williamson@ltscotland.org.uk 

Kirsty Horne (External Relations) khorne@ltscotland.org.uk 

The first point of contact for enquiries should be Kirsty Horne, who can be reached on 0141 282 5263.




	► Background Information for Section 3

	Why we needed to refresh the competences 

Since 1995 there have been many changes to the landscape in which CLD is practised. These have included structural changes, for example the establishment of the Scottish Parliament, and policy developments. 

1995 Community education competences published
· There were six competences identified at degree level and above and five at pre-qualifying.

1996 Local Government reorganisation creates 32 local authorities

1999 Scottish Parliament established
2004 New term - community learning and development
· Community education was reviewed by the Scottish Office and COSLA in 1998 and ‘community learning’ was identified as an approach with key values, skills and competences, and was seen as an important part of the emerging Community Planning Process.  

2000-2009 Range of policy developments

· A range of policies have helped to shape the current context of CLD practice:
· Lifelong Learning Strategy (2003)

· Working and Learning together (2004)

· More Choices, More Chances (2007)

· ESOL (2007)

· Skills for Scotland (2007)

· Joint spending review (2007d)

· The Concordat (2007e)

· Joint statement on CLD (2008)

· Community Empowerment Action Plan (2009) 

1995-2009 Changes in funding environment
· Various funding streams helped to develop CLD work, including Urban Aid, Social Inclusion Partnerships, Community Regeneration Fund and now the Fairer Scotland Fund. European funding and Lottery funding also became available.

1995-2009 Changing CLD workforce
· In 1995 the vast majority of community education (CLD) workers were employed in the Regional Councils within Community Education Departments. Since then there has been an expansion of employment opportunities for CLD workers in different parts of the public sector (such health, housing and the police) and a growth of opportunities in the voluntary sector.  

The refresh process
The Interim Standards Council commissioned the refresh of the competences in Scotland in August 2008. The brief was to update the competences in line with recent research and changes in both the policy context and the CLD field since 1995. 

The approach involved four distinct stages:

Stage 1: Fieldwork 
Nine three hour dialogues in which 77 people participated. The findings were used to draft refreshed competences.  

Stage 2: Testing the refreshed Competences

Three one day national seminars, with 75 participants, and an online survey with 255 respondents. The online survey provided lots of scope for comments and there were over 500 comments from respondents.  

Stage 3: Redrafting the refreshed Competences

Tested in a full day discussion with an expert panel with nine participants.  

Stage 4: Literature Review
This took place throughout the process.
There were also two meetings with an Advisory Group and two with the Interim Standards Council.   

The feedback from the field

Participants wanted the refreshed competence framework to quite clearly say:
· why a competence was important

· what skills and knowledge were needed to make sure that they could undertake the activity

· what it was meant to achieve
They felt that this would give them and others a clear understanding of the different roles that CLD involved.

Participants in the process of the refresh identified a number of priorities:

· Clarity on the purpose of CLD 

Clarity on the purpose of CLD was thought to be really important because it not only helped those involved in CLD to plan and organise their work, but was necessary to explain to partners and other professionals what CLD and CLD practitioners did and what they aimed to achieve.  

· Emphasise outcome focussed practice
The importance of working to achieve outcomes was thought to be a priority because of the developments around community planning in particular, but also in defining what investment in CLD could achieve. Participants also linked this to evaluation, monitoring and building up a body of evidence from practice.

· Make the principles and values of CLD explicit

Participants wanted to see the values and principles that underpin CLD as part of the Competence framework. Some felt that although the values underpinned the original competences, it was important in an evolving context that an explicit connection was shown.  

· Integrate the competences in practice and professional development

There was general agreement that this would make the Competences a more effective tool for everyone involved in CLD and ensure they are relevant beyond training.

CPD was generally felt to be a priority, to make sure that training on changing practice, policy and theory was available to inform people across the spectrum.




	► Background Information for Section 4

	What is the Competence Framework?

The competence framework brings together the knowledge, skills and personal characteristics that make up competence in CLD:

· The core (‘Competent Practitioner’) is focused on overall competence in CLD, including reflective practice

· The inner circle identifies the skills basis of competent CLD practice

· The outer circle identifies the seven specific areas of competence that are expected of CLD practitioners
Competent Practitioners
Competent CLD workers will ensure that their work supports social change and social justice and is based on the values of CLD:

· Self-determination - respecting the individual and valuing the right of people to make their own choices.
· Inclusion - valuing equality of both opportunity and outcome, and challenging discriminatory practice.
· Empowerment - increasing the ability of individuals and groups to influence issues that affect them and their communities through individual and/ or collective action.
· Working collaboratively – maximising collaborative working relationships with the many agencies which contribute to CLD and/or which CLD contributes to, including collaborative work with participants, learners and communities.
· Promotion of learning as a lifelong activity – ensuring that individuals are aware of a range of learning opportunities and are able to access relevant options at any stage of their life.

Their approach is collaborative, anti-discriminatory and equalities-focused and they work with diverse individuals, communities of place or interest and organisations to achieve change. They can influence or lead people, understanding when this is or is not appropriate.  

Central to their practice is challenging discrimination and its consequences and working with individuals and communities to shape learning and development activities that enhance quality of life and sphere of influence. They have good interpersonal and listening skills and their practice demonstrates that they value and respect the knowledge, experience and aspirations of those involved. 

They will initiate, develop and maintain relationships with local people and groups and work with people using:

· non-formal contact;

· informal support; and

· informal and formal learning and development opportunities

Competent CLD workers will also have self-management skills that are appropriate to the level at which they are practising. While these are not detailed in the competences, they are covered through the SCQF framework* and the National Occupational Standards**. 


*SCQF framework
The Scottish Credit and Qualifications Framework. The Framework has 12 levels; some examples of qualifications and their levels follow:

· Level 6 covers outcomes associated with Highers

· Level 7 covers HNCs

· Level 8 covers HNDs

· Level 9 covers general degrees

· Level 10 covers honours degrees

· Level 12 contains outcomes associated with doctoral studies

The Framework is important because it both levels what can be expected of people active in CLD depending on the stage of learning that they have reached, and makes sure that qualifications are accepted outside of Scotland. 
**National Occupational Standards (NOS) are statements of the skills, knowledge and understanding needed in employment and aim to clearly define the outcomes of competent performance. 
Different standards have been developed for different aspects of CLD practice, for instance youth work, community capacity building and elements of adult learning, such as learning support practitioners.
Critically Reflective Practitioners

CLD practitioners are aware of their values and principles and critically reflect on their practice and experience so that they integrate their knowledge, skills, values and attitudes and use these effectively in their work. 
They use self-assessment, participative processes and evidence of the impact of their work to plan and manage their activities. 

As a reflective practitioner you take responsibility for your own learning and 
seek to develop your skills, knowledge and key attributes.  You are able to choose 
the practice role that is suitable to the situation.
The Inner Circle
Knowledge and understanding 
Training, theory and practice provide the basis of acquiring new knowledge 
and growing understanding
CLD values and principles 
The values and principles of CLD are fundamental in ensuring both the social 
justice outcomes of CLD and the skills needed and the processes chosen. 
Attitude and behaviour
Personal development in the form of the focus, self management, 
effective communication and presentation, responsibility and accountability, the 
ability 
to influence and to deal with complexity, change and diversity and 
self development of practitioners in a range of relationships and partnerships.
Skills and processes 
Interpersonal and listening skills and the ability to negotiate with and influence 
people where appropriate are essential. As is the ability to initiate, develop and 
maintain relationships with other professionals and with local people and groups. 

Reflection and action 
So that you integrate your knowledge, skills, values and attitudes with your 
experience and use self assessment, participative processes and evidence of the 
impact of your work to plan and manage your activities and identify your learning 
and development needs.



	► Background Information for Section 5

	Each competence is allocated five slides in the presentation:
· Introduction

· Purpose

· Context

· Indicators

· Challenging Questions

In the master presentation, this section is animated to allow facilitators to move easily between sections.


	► Background Information for Section 6

	The content of these slides has been adapted from the job role guides available in the main Competence Resource Pack. 

The guides are:

· Practitioner

· Leader

· Employer

· Learning Provider

· In Partnership

All of the guides and resources are available to download from the Standards Council website: www.cldstandardscouncil.org.uk 




Links to further information



The CLD Standards Council for Scotland www.cldstandardscouncil.org.uk
Empowered to Practice: The Future of Community Learning and Development Training in Scotland
www.scotland.gov.uk/Publications/2003/02/16281/17609
Strengthening Standards: Improving the Quality of Community Learning and Development Service Delivery

www.scotland.gov.uk/Topics/Education/Life-Long-Learning/LearningConnections/StandardsCouncil/strengtheningstandards/Q/ViewArchived/On 
Community Education Competences 1995

www.cldstandardscouncil.org.uk/cld/files/CLDcompetencesoldlist.pdf
Communities Change through Learning Report of a Working Group on the Future of Community Education

www.scotland.gov.uk/library/documents-w3/cctl-00.htm
Working and learning together to build stronger communities Scottish Executive Guidance for Community Learning and Development

www.scotland.gov.uk/Publications/2004/02/18793/32157
Building on "Working and Learning Together to Build Stronger Communities" A joint statement on community learning and development (CLD), including adult literacy and numeracy (ALN), by the Scottish Government and COSLA.

www.scotland.gov.uk/Topics/Education/Life-Long-Learning/LearningConnections/cldjointstatement
Inside policy is the Scottish Government policy for those working in community learning and development:
www.scotland.gov.uk/Topics/Education/Life-Long-Learning/17551/insidepolicy
Scottish Budget Spending Review 2007 the National Performance Framework

www.scotland.gov.uk/Publications/2007/11/13092240/9
Joint Statement on Community Empowerment

www.scotland.gov.uk/Topics/Built-Environment/regeneration/engage/empowerment/statement
Profile of the community learning and development workforce in Scotland, 2008

www.lluk.org/documents/profile-of-cld-workforce-in-scotland-july-2008.pdf
Community Learning and Development workforce survey 2007

www.scotland.gov.uk/Topics/Education/Life-Long-Learning/LearningConnections/policytopractice/workplacesurvey
Delivering Change - Understanding the outcomes of community learning and development

www.scotland.gov.uk/Topics/Education/Life-Long-Learning/LearningConnections/research/deliveringchange
Building on "Working and Learning Together to Build Stronger Communities" A joint statement on community learning and development (CLD), including adult literacy and numeracy (ALN), by the Scottish Government and COSLA.

www.scotland.gov.uk/Topics/Education/Life-Long-Learning/LearningConnections/cldjointstatement
Delivering Outcomes in Community Learning and Development: Current Issues for Outcome-focussed Practice in Youth Work: Full Report

www.scotland.gov.uk/Publications/2008/09/24155740/0
Delivering Outcomes in Community Learning and Development: Current Issues for Outcome-focussed Practice in Community Capacity Building: Full Report

www.scotland.gov.uk/Publications/2008/09/24155705/0
Delivering Outcomes in Community Learning and Development: Current Issues for Outcome-focussed Practice in Adult Learning: Full Report

www.scotland.gov.uk/Publications/2008/09/24155817/0
Better Community Engagement

http://www.scotland.gov.uk/Resource/Doc/1046/0055390.pdf 
Worth Doing: Using the Scottish Credit and Qualifications Framework in Community Learning and Development

www.scotland.gov.uk/Publications/2008/10/27092316/0
Community Learning and Development Occupational Standards

http://www.ukstandards.co.uk/Admin/DB/0030/Whole%20Suite%20Standards%20for%20cld.pdf 
Application of Competence Frameworks

CIPD website

www.cipd.co.uk/default.cipd



























































































































Competent Practice


Using the CLD Competences to reflect, develop and progress





Presentation Notes and Facilitators’ Guide








 














