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Continuous Professional Development - a new learning culture

It is my pleasure to introduce this Draft Strategy
to you on behalf of the Standards Council for
Community Learning and Development for
Scotland.

The Cabinet Secretary established the

CLD Standards Council in 2009 and

charged it with taking forward three strands
of activity. One of these is:

‘To develop and establish a model of
supported induction, Continuing Professional
Development (CPD) and training opportunities’.

This strategy statement sets out the vision and purposes that will inform work on CPD
by the Standards Council. We will then drive this work forward on behalf of the field of
CLD, with the aim of:

e Building agreement with the field to the strategy proposed here

e Developing a CPD Framework informed by this strategy, which will set out what
people working in CLD need to do their jobs well now and in the future; what
their employers need to do to support them, and what the role of other partners
should be.

This statement recognises the exciting, demanding and constantly emerging range of
learning and development activity that CLD in Scotland is involved with. It asserts that
there is a need for a cultural change, not one of sudden impact but one that is nurtured
and clearly established in practice.

The Standards Council committees wish to see a creative, rigorous and always relevant
approach to training and development. This statement attempts to weave that into the
aims and aspirations outlined here. It is considered that this is the minimum we need to
achieve.

This has consequences for employers, practitioners, communities and learners. These
impacts should not be underestimated.

With these points in mind, any comments you may offer will enhance both the quality
and ambition of the statement.

Thank you in anticipation for that.
Rory Macleod

Director
CLD Standards Council
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1. OUR VISION

Through our core values, Community Learning and Development practitioners are
committed to continuous learning and the transformative effect that it has on
individuals, organisations and communities.

We will nurture a culture of learning in our sector in order that individual engagement
will contribute to collective enrichment; we will celebrate learning, relish challenge and
reflect critically on our practice.

This Strategy statement will inform the design, building and ongoing development of a
Framework that all practitioners and employers can use to enhance the effectiveness of
their own learning and the quality and impact of the learning programmes they deliver.
Our Strategy and Framework will influence national and local planning and
performance.

Our vision for all CLD practitioners is that their participation in continuous professional
development activities will be a central and established part of their practice. Through
this they will both demonstrate and enhance their commitment to a culture of learning:

Where learning is celebrated, recognised and encouraged

Where learning is reflected on and shared

Where challenge is relished and embraced

Where critical reflection is embedded in practice

Where individuals can explore learning related to their role throughout their
careers

This culture is underpinned by the values and competences of CLD and commitment to
our Code of Ethics (see Appendix 2).

[ am committed to getting the \
best possible CPD and training to
everyone working in CLD .1

believe that reflective practice
and lifelong learning are critical
to ensuring the best possible
service being given to young
people and communities by
practitioners be they voluntary
or paid.

Gillian Lithgow

Chair, CPD Committee
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The challenges of a broadening field of practice

CLD practitioners work in diverse roles
and settings. Practitioners will
specialise in youth work, adult learning
and community capacity building.
Practitioners work in contexts where
their expertise has not been fully
exploited before: in social enterprise,
the creative realm, regeneration,
heritage, natural environment and
health.

We recognise and celebrate this
diversity in provision. To sustain this, all
practitioners need to ensure they
maintain and develop their competence
through reflective practice and CPD.
Practitioners will continually develop
capabilities at all stages of their career,
as roles and contexts change and
develop, so it is essential to make CPD
directly relevant to each CLD
practitioner. The benefits of CPD must
be made clear, and integrated directly
with personal development plans. Most
importantly, each practitioner must take
responsibility for their own learning.

, \

CLD practitioners work in
diverse roles and settings... We
recognise and celebrate this
diversity in provision

The support of the wide range of
employers, whose support is crucial for
effective CPD, must be secured.

Most importantly, all aspects of CLD
owe their success to the involvement of
volunteers, community activists and
unqualified and sessional practitioners
(often themselves members of the
communities concerned). It is essential
to agree with them the learning
opportunities required in order to
enhance their own contribution, enable
them to work effectively with other CLD
practitioners and offer the prospect of
progression into professional roles if
they wish.

Our Framework provides the foundation for practitioners and employers to:

e Motivate individuals to maintain and develop their skills, knowledge and
understanding through enhanced or newly developed areas of competence

e Recognise that individuals should be equipped to make informed moves to
other levels of operation or to different sectors

¢ Recognise and address the challenges of engaging a wide range of employers

e Offer guidance on how CPD programmes can be used to engage with partners

who are not CLD practitioners

e Indicate progression routes into further formal or informal learning for

practitioners and volunteers

e Anticipate the implications of the changing political, economic, social,
technological, legal and environmental contexts where CPD programmes are

implemented

¢ Respond to new, creative and developing opportunities and contexts

CLD STANDARDS COUNCIL FOR SCOTLAND
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2. COMMUNITY LEARNING AND DEVELOPMENT: VALUES, PRINCIPLES AND

EFFECTIVE PRACTICE

Community Learning and Development is learning and social development work with
individuals and groups in their communities using a range of formal and informal
methods. A common defining feature is that programmes and activities are developed in
dialogue with communities and participants (Scottish Executive, 2004)!

[CLD develops] the capacity of communities to improve their quality of life. Central to this

is their ability to participate in democratic processes (Scottish Office, 1998)?

The values and principles of Community Learning and Development are:

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

(CLD Standards Council for Scotland, 2009)3

1 Scottish Executive Working and learning together to build stronger communities (Scottish Executive 2004)

2 Scottish Office Communities: Change Through Learning Report of a Working Group on the Future of Community Education (Stationary
Office 1998)
3 The CLD Standards Council for Scotland
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Effective CLD practitioners*

Effective CLD practitioners will ensure that their work supports social change and social
justice and is based on the values of CLD. 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 in
partnership 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:

A non-formal contact;
A informal support; and
A informal and formal learning and development opportunities

CLD practitioners 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
addressed through the SCQF framework?® and the National Occupational Standards.®

Know and
understand

the community ‘
in which we \
W Build and

Evaluate maintain
and inform relationships
practice J Knowledge and with individuals

/ understanding and groups
Reflection
and action

Values and
principles

Competent
Practitioner

Provide
learning and
development
opportunities

collaborative
working f in a range of
Skills and - Attitude and contex
processes behaviour / R

Facilitate
Organise and promote
and manage J community J

rosou empowe

4 Adapted from Linked Work and Training Trust’s Refreshed Competences paper for the CLD Standards Council (2009)
5 SCQF Framework
6 LLUK Community Development National Occupational Standards (LLUK 2007)

Develop
and support
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3. CONTINUOUS PROFESSIONAL DEVELOPMENT

CPD is a combination of approaches, ideas and techniques that help individuals manage
their own learning and growth. Within a learning culture (see section 5), it can include
any event, formal or informal, that increases knowledge, experience and understanding,
improves performance and contributes to lifelong learning. The range of activities
covers the whole spectrum of learning and can include on-the-job development, formal
programmes and qualifications as well as informal and experiential learning (see
Appendix One).

/ The Benefits of CPD \

e Practitioners can maximise their potential and effectiveness

e It enhances practitioners’ capability and resilience to meet the challenges of
changing environments

e It informs the development of the skills, knowledge and understanding specific

to their own profession and the capabilities involved in general roles

[t equips practitioners to meet the challenges of existing and developing roles

It enriches organisational and individual performance

It ensures the consistency of the services that professionals offer to the public

It is informed by and assessed against professional competences and the

requirements of organisational performance

& It is focused on helping practitioners to deliver improved outcomes /

CPD should be measured primarily by outcomes, not only the number of hours
completed; the recording and analysis of participant data can prove valuable if seen
along with the impacts of end outcomes. The investment of time in CPD activities will
vary from practitioner to practitioner depending on their role, location and
circumstances. Therefore CPD programmes should be tailored to the requirements of
individuals and ensure that they engage in the activities that are most effective in
supporting them in their work.

The choice and combination of methods will include:

e those that occur in the workplace such as meetings, briefings and visits, both
team and agency wide

the time and support available for learning

the resources required for learning

the learning needs identified by an individual

individual learning styles

organisation and team learning priorities, driven by strategic planning

CLD STANDARDS COUNCIL FOR SCOTLAND
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4. NURTURING A LEARNING CULTURE

The CPD Strategy and Framework for CLD in Scotland will provide a broad structure
within which employers and practitioners can identify their CPD needs and plan and
deliver development activities to meet those needs. It will propose that they adopt a
commitment to fostering a positive climate for continuous learning, where individuals
can be involved in a continuous process of improvement and enrichment: a learning
culture.

The Strategy and Framework will:

Nurture a confident, capable and effective workforce

Value practitioner effectiveness by developing their competence and capability

Raise awareness of the value of CPD among practitioners and employers

Ensure CPD helps practitioners to meet the agenda for change and the

development of new skills, roles and ways of working

e Develop skills and knowledge relevant to the delivery of key national and local
outcomes

¢ Develop the capabilities of practitioners in the widening range of contexts where

CLD is being delivered

r N

(Learning organisations are)

81 OCAT EOAOET T O
continually expand their capacity to
create the results they truly desire,
where new and expansive patterns of
thinking are nurtured, where collective
aspiration is set free, and where people
are continually learning to see the
whole together.

*Shared Peter Senge
L The Fifth Discipline: The Arts and

*Enabling ) . ..
structures Practice of The Learning Organisation

(1990)
. /

Learning
Organisation

*Supportive *Motivated
culture workforce

*Empowering *Enhanced
management learning

The six factors of a Learning Organisation
(Kandola and Fullerton: 2004. 159)

CLD STANDARDS COUNCIL FOR SCOTLAND



STRATEGY STATEMENT FOR CPD IN CLD IN SCOTLAND

The Learning Journey

Within the learning culture,
practitioners will embrace CPD as
part of a Learning Journey. Each
stage of the journey will start with
supported induction. Following
induction, practitioners can
develop learning plans to identify
the best possible route to achieve
their learning goals. They will
ultimately take responsibility for
identifying their own CPD needs.

Practitioners will be involved in a
continuous cycle of learning:
critically reflecting on their
learning and practice; reviewing
learning plans; evaluating
achievements, and actively looking
for further development activities
to maintain and improve their
capability.

What is a learning culture?

A learning culture is an
environment in which people
are committed to their own
growth and development as
professionals and apply their
learning in reflective practice.
It involves accepting a set of
attributes, values and
practices which support a
continuous process of learning
for an organisation and its
members. The people involved
in it should have a sense of
what it feels like to be part of
it, what it sounds like when
discussing it and how it looks
when seeing it in action. It is a
key feature of a learning
organisation.

CLD STANDARDS COUNCIL FOR SCOTLAND
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5. PARTNERS AND COLLABORATION

Adoption of this Strategy and
Framework requires action nationally,
locally and perhaps regionally by
employers and practitioners. Responses
to national developments in policy and
practice are essential to keeping CPD
provision appropriate and relevant. The
Standards Council will keep partners
informed of national initiatives. This will
enable the building
and strengthening of
partnerships, and the

practitioners in the context of
Continuous professional development.

Links with Sector Skills Council will be
vital to ensure workforce trends and
demands are complementary. A number
of national agencies have responsibility
for ensuring the optimum value of a CPD
recognition and certification service.

Learning needs to be integral to
working practices and not an

Though much CPD

Standards Council ‘add-on’ activity should be
will ~ continue to built into normal
encourage the working and
sharing of good practice and promote management processes, partnerships

the Strategy and Framework to all
partners.

CPD is supported by a wide range of
providers and sources. Guidance for
practitioners will be required in relation
to the definition and availability of CPD
opportunities: in partnership with
providers in Higher and Further
Education, and community based
contexts, at both national and local
levels.

The role of HMIE will be supportive and
challenging  to employers and

will need to identify potential funding
solutions to support CPD at national and
local levels.

The key partnerships for effective
delivery of CPD are with employers,
including local authority, voluntary
sector and other agencies. Learning

needs to be integral to working
practices and not an ‘add-on’.
Professional = development practice
needs to be shared across areas through
CLD and Community  Planning
Partnerships.

(

Key roles for employers include:

e Ensuring that their organisation becomes a learning community for the entire
workforce

Developing and implementing a CPD policy

Providing continuous leadership and support for CPD opportunities
Strengthening and extending local partnerships

Encouraging sharing of and learning from good practice

\_

~N

J

Supporting effective CPD for practitioners will ensure employers can achieve and
sustain high quality services for constituents delivered by a happier, more skilful
and more confident workforce.

CLD STANDARDS COUNCIL FOR SCOTLAND
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6. OUR FRAMEWORK

Together, this Strategy and our Framework will provide a coherent approach to CPD,
setting clear goals and priorities and showing the interconnections between each
element.

Affirm our Outline the
underlying learning
principles and journeys that
values individuals may
follow
Affirm our Offer the
understanding of a possibility of a
learning culture broad range of
andta lgarner— . learning
centred approac ‘e
to CPD activities
) Offer guidance on
Be concerned with :
clearly defined
how we can enhance 1 d
performance rather roles ahd career
pathways and the

than predominantly
with the level or
volume of CPD

range of options
and possibilities

inputs
Reinforce and Addrgss.the challer'lge
. of an individual taking

promote lifelong

1 . h n on a number of
SN t roug different roles over

communicating the their careers,

opportunities for including managerial
development roles
Respond to demands Offer
from learners to meet ..

the pace of change and opportunities to

the resultant need to develop skills and

have a wider range of

qualifications that
skills than previously

are transferable
to other settings

Recognise the
importance of being
flexible in application
including open,
distance and self-
development
approaches

P OSmZ > I
& £ &+ @& & 0

Demonstrate links
with other
initiatives and
priorities within
the area of CLD
and beyond

VU Y
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7. BENEFITS AND CHALLENGES

Benefits

Our Framework will encourage and support creative and innovative learning and
development for CLD practitioners, based on the skills and competences they
need to meet the needs of communities and individuals. It will ensure that all
learning is valued, recognised and transferable, and help to encourage shared
learning at different levels while supporting effective quality assurance. This will
benefit individual practitioners, employers and the CLD sector as a whole.

INDIVIDUALS

Increase their effectiveness at work

Recognise and build on their current capabilities

Increase their confidence and selfteem
Obtain the latest information and knowledge
Develop new areas of capability

Gain enhanced recognition, in their organisation

and with partners

Demonstrate links to standards, a professional
qualifications framework, and other professions

Renefit from opportunities for individuals and

teams to interact

EMPLOYERS

COLLECTIVE
ENRICHMENT

CLD COMMUNITY

Achieving and sustaining high quality
services

Ensure that practitioners learning is of a

Know that practitioners to have u-
date and relevant capabilities

Has confidence that practitioners will help
communities and individuals achieve their
desired personal and collective outcomes

Enhance their ability to respond to change

Ensure a consistent, competent and value
driven approach

Identify opportunities for collaborative
and partnership learning

high standard and is reviewed regularly

Improve recruitment, retention and
transferability within the sector

Grow the skills and knowledge that the
organisation needs

Maximise the strengths and potential of
individuals

Ensure that practitioners make a
professional response to the changing
requirements of the sector

Deploy skills more effectively

Identify opportunities for joint
practitioner development
activities across the
sector

CLD STANDARDS COUNCIL FOR SCOTLAND
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Challenges

The Framework will also present challenges for individuals and employers. This will be
addressed in a number of ways and will require all parties involved to consider current
and developing organisational cultures, with recognition that the resource required to
underpin this has many dimensions. There will be challenges to existing models
regarding investment with principles and practice to be learned from existing contexts.
These will form core elements as a continuous learning culture is established into CLD
workforce practices.

INDIVIDUALS
Embracing opportunities
Being active in developing cultural change
Engaging in continuous learning

Developing new relationships with colleagues and
partners

Implementing learning in practice

COLLECTIVE
ENRICHMENT

CLD COMMUNITY

Making sure opportunities for all are EMPLOYERS
readily available, supported and time
commitment is not compromised

Encouraging a creative and effective
approach to mixed and blended learning

Enabling participation in CPD in as
straightforward a way as possible

Creating optimum opportunities for
feedback, discussion, reflection and
Embracing the use of technology to future planning
support and enhance learner

; Creating a balance between the costs of
engagement and increase access to

increased meaningful monitoring with

programmes the reasons for participating in
Planning future CPD needs through continuous learning
direct links to employer based training

systems

“The big challenge is to find a method that incentivises the individual member and allows
them to reveal their good practice to the public.” (Institute of Continuous Professional
Development, 2006)
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8. IMPLEMENTATION OF THE STRATEGY AND FRAMEWORK

widentify who the stakeholders are for implementation, to help ensure-a
ordinated approach to the development of CPD activity

wEncourage organisations to develop and implement a CPD policy and provide
continuing support

ubDevelop strategies for supporting individuals with their career developm

uEstablish clear responsibilities for staff and employers regarding CPD an
ensure the resources are available for delivering on these responsibilitie

W KS {GFyRIFNRa /2dzyOAf gAftft RS@St
include the competency framework, sel§sessment tools, development plan
and CPD log

wldentify funding sources to support CPD where appropriate

wConsider effective strategies for monitoring the CPD programme
abDevelop understanding of successful evaluation of CPD outcome

wAlign CPD activities with the national qualifications framework and national
occupational standards

uExtend CPD to include all who contribute to CLD including volunteers

wProvide guidelines and support to help meet CPD requirements for
registration and reregistration

oEnsure individuals are aware of the advantages of building a professional
development portfolio; encourage and increase commitment

ubDevelop PDPs which log where opportunities have been taken and what
impact opportunities have had on professional learning and learner
achievements

ubDevelop a shared understanding of CPD within the CLD context andj

ubDevelop effective delivery models, both medium and long term \
S

eliminate any misconceptions and misunderstandings
oBuild links with initial training

uEmbed the Framework in practice across the widening sector \

wAssume a flexible approach to local models without loss of rigour and
standards of delivery

wPlace long term sustainability of the approaches at the core of the
framework

wMonitor, evaluate and refresh the models, responding to national and locg
developments

uResearch and measure the impacts made in the context of workforce
strength, effectiveness and readiness to deliver the demands from

communities and the field

CLD STANDARDS COUNCIL FOR SCOTLAND
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9. IMPACTS AND INDICATORS OF SUCCESS

Our Strategy and Framework will influence national and local planning and
performance. It will also influence our sense of identity and others’ perception of the
field. A clear understanding of the value of CPD will be available to the individual,
employer and learner. Qualitative and quantitative analysis of its impact will be critical
in informing future planning.

Employers
‘ Consistently
Confident,  high quality
O skilled CLD — practice
Impact on practitioners
national
outcomes will

® Impact of be easily
resources articulated

will be
PY tangible and iti
A o Esurabls Practitioners
consistent
adoption

of core ’
standards ‘ Increased
A strong, trust and

confident respect
Increased  profession

confidence within
A in achieving and
recogniton ~ Outcomes across
of our sectors
. (A common
a er j i g =
workiorge dentty Communities
Wider
Wider support
. recognition for our
Gy o, ok
professional amongst ach_leve
'g‘frtf]‘éogmtion practice agencies and Sﬁc'al
i change
standards the public g

° . underpinning
Practice  all CLD work
rooted in
ourvalues
base
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APPENDIX (1)

RANGE OF CPD ACTIVITIES

The range of CPD Activities can include:

360° feedback

Action learning

Benchmarking

Briefings

Coaching

Committee membership
Communities of practice
Conferences

Consulting

Contributing to consultation and
feedback

Delegation

Development centres

Dialogue and discussion
Distance learning

Educational or training courses
E-learning

Events delivered by other professions,
e.g. social work

Involvement with professional
committees or working parties
Job rotation

Job swaps

Meetings, seminars, workshops
Mentoring

Networking groups and events
Observing and listening

Peer review/support

Planned reading

Policy development

Presentations

Private reading

Project team membership
Psychometric tools

Publications to share good practice
Questioning

Reflective learning

Research

Role modelling

Secondments

Shadowing

Special interest groups

Studying for qualifications

Video feedback

Visits

Volunteering

Web-based seminars and discussion
groups

Websites to share good practice and
access to materials

Workshops

Writing reports, articles etc

CLD STANDARDS COUNCIL FOR SCOTLAND
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APPENDIX (2)
A CODE OF ETHICS FOR COMMUNITY LEARNING AND DEVELOPMENT

Community Learning and Development (CLD) is a field of professional practice constituted by the adult
education, community development and youth work professions. While their practices and the
constituencies they serve may differ, they have in common a commitment to their constituents as their
primary clients, and to the power of informal education to transform situations, structures, communities
and individuals.

Education is a prerequisite for democracy and citizenship. CLD seeks to extend the reach of effective
democracy, particularly by actively engaging those who are excluded from participation in key social
processes that shape their lives, and to widen the scope of democracy to enable full participation in the
common wealth. The following principles are informed by this core position.

1. Primary client.

Our primary client (our ‘constituent’) is the community, the young person, or the adult learner with whom
we engage.

2. Social context

Our work is not limited to facilitating change within individuals, but extends to their social context and
environment. It recognises the impact of ecological and structural forces on people.

3. Equity
Our work promotes equality of opportunity and outcome. Our practice is equitable and inclusive.

4. Empowerment
We seek to enhance constituents’ capacity for positive action by:
e enabling them to clarify and pursue their chosen priorities
¢ building skills of decision-making, engagement and co-operation
e making power relations open and clear
e supporting constituents in holding those with power accountable
e facilitating disengagement from the professional relationship.
Our starting point is that constituents are capable of assessing and acting on their interests.

5. Duty of Care
We will avoid exposing our constituents to the likelihood of harm or injury.

6. Corruption

We will not seek to advance ourselves, our organisations or others, personally, politically or professionally,
at the expense of our constituents.

CLD STANDARDS COUNCIL FOR SCOTLAND



7. Transparency

Engagement with the young person, adult learner or community, and the resulting relationship, will be
open and truthful. Potential conflicts of interest will be openly declared.

8. Confidentiality

Information provided by constituents will not be used against them, nor will it be shared with others who
may use it against them. Constituents should be made aware of the limits to confidentiality. Until this
happens, the presumption of confidentiality should apply. Wherever possible they should be consulted
before disclosure.

9. Cooperation

We will actively seek to cooperate with others in order to secure the best possible outcomes for our
constituents.

10. Professional Development

We will work reflectively, identifying and using the information, resources, skills, knowledge and practices
needed to improve our capacity to meet our obligations to constituents.

11. Self-awareness

We should be conscious of our own values and interests, and approach cultural and other difference
respectfully. While the need to challenge may arise, we must try first to understand.

12. Boundaries

The CLD relationship is a professional relationship, intentionally limited to protect the constituent and the
purpose of our work. These limits should be clarified, established and maintained. The relationship with an
individual constituent is based on trust and is not available for sexual engagement.

13. Self-care
CLD practice should be consistent with preserving the health of CLD workers.
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