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Young Scot is the national youth information and  
citizenship charity for Scotland.

Our vision is that Scotland is the best place in the world 
to grow up, where all young people thrive, achieve and 
are given opportunities to be the best they can be.

Our mission is to support young people to make  
meaning of their lives through making informed  
decisions and having access to and the ability to  
shape services, opportunities and decision-making.

The work of each Young Scot member of staff  
contributes in some way to achieving our vision 
through contributing to one or more of the  
following outcomes:

As a universal targeted and bespoke  
service, Young Scot will focus our  
work towards a vision where  
Scotland’s young people can be:

Introduction

Creating pathways for 
young people to navigate 
positively through times  
of transition

Activated

Supporting young people  
to grow, develop and  
achieve by connecting  
them to services and  
opportunities 

Connected

Enable young people to  
participate and influence 
change locally, nationally  
and globally. 

Empowered

Continued...
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It is important that we all have a clear understanding of what our 
role is and what is expected of us. To do this we use job descriptions 
which describe the purpose and outcomes of jobs and the behavioural 
competencies and generic skills required to do a specific job. 

At Young Scot we use a standard set of five behavioural 
competencies. Behavioural competencies are observations and 
measurable behaviours, knowledge and abilities that contribute  
to individual success in our organisation. This document describes  
them in further detail. 

For further information on any aspect of the person specification  
or job role, please contact human resources at recruitment@young.scot

Behavioural competencies will be used in the recruitment process to 
ensure we are recruiting staff with the required level of behaviours to 
undertake their role. Candidates applying for jobs at Young Scot are 
required to provide evidence against the person specification for the 
job advertised though important to note we are looking for “potential 
not polish”. 

This document provides guidance on the meaning of each of the 
behavioural competencies and their levels of complexity.  For further 
information on these or other aspects of the person specification, 
please contact the recruiting line manager.

 

Staff will be expected to use the Behavioural Competencies 
Framework to develop their behaviours required in their role  
in Young Scot. 

This will be achieved through:- 

• The Employee Development Review in the production of   
 their Individual Work and Development Plans to ensure staff  
 are developing their behavioural competencies both now   
 and in the longer term. 

• Using their behavioural competencies in their day to day role  
 to achieve their Individual Work and Development Plans. 

• Working with their line managers in support and supervision  
 to maintain and develop their behavioural competencies. 

This will ensure that the Behavioural Competencies Framework is 
embedded across the organisation and is being used effectively by  
all staff at all levels
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Our Behavioural Competencies

Achieving excellence

Understanding issues + Finding solutions

Collaborating for success

Working with people

Ability to adapt
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The individual competencies are displayed across the following pages in this format:

Competency title

Competency title

Behavioural Indicators: these 
provide detail on specific  
behaviours for the competency 
at each level, providing  
examples of how the  
competency can be seen in 

Warning signs and positive  
indicators: these give examples 
of positive and negative  
behaviours

A competency definition: this 
gives more detail on what the 
competency is about and what 
it involves

Why the competency is important   
to Young Scot

Competency levels: these show  
the increasing sophistication or  
complexity at which competency  
can be demonstrated

Page 1

Page 2
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Key Themes: Achievement/ Professional Confidence/Working Strategically

1. Achieving Excellence
Definition Why is it important?

Achieving Excellence is about having a belief in one’s ability to do 
the job well. It’s about being ambitious, working hard and having 
the determination to set and meet challenging goals in order to 
deliver strategic aims, whilst understanding the environment in 
which the organisation works and how one’s role fits into this.

This behaviour shows the necessary determination and drive to 
complete high quality work as well as increasing our performance 
levels for now and the longer term. 

It involves overcoming obstacles caused by conflicting priorities, lack 
of resources or difficult or demanding situations, both internally and 
externally.

It is about having confidence in one’s knowledge and ability to do a 
good job, not about having a confident personality.

LEVEL 1
Wants to do a good job  

and does not give up

LEVEL 3
Sets and meets challenging 
goals and seeks long term 

improvement

LEVEL 2
Works to goals and  
manages challenges

LEVEL 4
Takes risks to achieve 

goals and deliver  
strategic aims

Clarifies what is expected. Is positive 
and enthusiastic about the job. Does 
not give up at the first obstacle. 
Respects the rights of others whilst 
achieving one’s own goals.

Has confidence in ability to carry out 
their role and understands the way 
things are done in the organisation.

Achieves significant progress in the 
long term, wider performance of 
the organisation. Constantly reviews 
own objectives to ensure they 
support the organisation’s long-term 
strategic aims. Will go above and 
beyond when needed. Is prepared 
to stand by difficult or challenging 
decisions. Looks for and gets new 
responsibilities.

Understands the link between their 
own work and the organisation’s 
strategic aims. Works towards goals 
set by others. Measures progress 
against targets. Seeks to understand 
challenges and to find ways to 
manage these.  Acknowledges the 
work and contribution of others 
but can also provide an opinion 
from their own expertise. Has the 
confidence to admit when  
they do not know.

Makes decisions through weighing 
up all the pros/cons and risk 
implications and is comfortable 
in uncertainty.  Is questioning 
and curious when creating new 
approaches.  Speaks out for a course 
of action even when others disagree. 
Challenges others with respect. 
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1. Achieving Excellence
Positive indicators Warning signs

• Shows commitment to long-term aims of the organisation

• Agrees achievable goals at the start of each project to support  
 strategic aims

• Plans project before beginning work

• Strives towards targets

• Refuses to settle for second best.

• Keeps a “to do” list, and specifies due dates.

• Monitors tasks for accomplishment, quality and timeliness.

• Asks for feedback

• Considers new opportunities and takes a lead in persuading   
 others that their idea is valid

• Shows no interest in learning about the organisation’s strategy  
 or work outside their own area

• Stops and gives up at first challenge

• Seeks excuses rather than solutions or ways forward.

• Takes “no” for an answer without questioning.

• Fails to acknowledge the contribution of others.

• Loses sight of how a task fits into wider objectives.

• Fails to meet deadlines or keep within budget without proper   
 reason and has to be chased for completion of job

• Constantly questions or doubts his or her own ability

• Does not volunteer for new challenges or responsibilities
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2. Understanding issues
Definition Why is it important?

Understanding Issues is about the ability to use existing or new ideas 
to formulate a new or unexpected ways to solve problems, and also to 
have the ability to think ahead to spot new opportunities and maximise 
their potential.

This behaviour within the organisation is about making changes that 
increase the effectiveness of our work, including the ability to problem 
solve effectively. Externally, it is about increasing our sphere of 
influence and impact. It is important to understand that everyone  
can make a difference.

LEVEL 1
Improves and acts now

LEVEL 3
Anticipates the future and  

develops new products  
+ services

LEVEL 2
Adapts existing approach, 

and looks ahead

LEVEL 4
Creates and adapts  

opportunities for the  
long term

Addresses current opportunities and 
problems by improving and adapting 
existing approaches and ways of 
working.

Breaks down an issue into its key 
elements and sets a plan of action. 

Is able to spot opportunities and 
problems in the medium-term, and 
develops new approaches, products 
and services based on these. 
Understands the business case for 
diversity and equal opportunities. 
Uses networks to seek fresh ideas. 
Encourages different stakeholders  
to pool resources and expertise.  
Looks objectively at every side of  
an idea or situation to ensure that  
all outcomes are thoroughly 
assessed before deciding on the 
appropriate course of action. 

Identifies and exploits opportunities 
in the short-term. Applies one’s 
own knowledge and expertise 
to developing new approaches 
to exploiting these. Looks at the 
opportunities and identifies key 
issues and uses this to prioritise  
and plan.

Identifies and develops long-term 
opportunities and issues. Formulates 
new and ‘off the wall’ ideas and 
concepts, which creates n potential 
opportunities. Seeks and engages 
with different stakeholders to pool 
resources and expertise. Uses 
innovative approaches to allow 
them to be realised and undertakes 
complex analysis   in dealing with 
these new complex situations to 
inform the appropriate course  
of action.  

Key Themes: Analytical Thinking/Entrepreneurship
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2. Understanding issues
Positive indicators Warning signs

• When faced with a problem, gathers as much information as   
 necessary about it before identifying root causes and possible  
 solutions.

• Bounces ideas off others to understand how they might tackle  
 a problem.

• Breaks down large pieces of work into smaller, simplified and   
 more manageable parts.

• Sets aside thinking time to come up with more creative ideas for  
 getting things done. 

• Is prepared to consider major changes to processes and   
 procedures if reasoned analysis shows benefits to be greater   
 than costs.

• Acts to take advantage of new technologies and ideas 

• Looks to other areas and organisations for good ideas.

• Uses brainstorming techniques to come up with solutions to   
 problems. Doesn’t just do the same as before.

• Takes action without thinking of the full range of outcomes.

• Is overwhelmed by a problem; fails to break this down into   
 manageable parts.

• Over-analyses every situation and gets bogged down in the detail.

• Fails to assess the positive and negative aspects of a proposed  
 course of action before going ahead.

• Says yes to an activity without assessing whether it is the highest  
 priority at the time.

• Uses well proven or familiar approaches without adapting  
 or improving.

• Makes minor adaptations to existing systems or processes when  
 more radical change is needed.

• Fails to act upon new trends present within the marketplace.

• Is internally focused.

• Always puts off until tomorrow what could be done today.

• Is unable to step back from current issues to identify potential 
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3. Collaborating for success
Definition Why is it important?

Collaborating for Success is about developing and managing 
relationships with stakeholders and ensuring we give priority to 
stakeholder needs in order to deliver relevant and responsive product 
and services for young people.

The success of the organisation depends on the impact we 
achieve through working with our stakeholders.  The quality of the 
relationships we develop with stakeholders has a direct impact on our 
ability to deliver the best outcomes for young people.

LEVEL 1
Persuades and Delivers a 

High Quality Service

LEVEL 3
Addresses underlying needs 

and plans impact

LEVEL 2
Builds rapport +  

adds value

LEVEL 4
Extends networks  
+ serves long term  

interest

Understands the value of developing 
positive relationships. Acknowledges 
the different perspectives of 
stakeholders, partners and 
colleagues.  Keeps Stakeholders up 
to date and informed. Understands 
that each stakeholder is different and 
acts promptly to ensure stakeholder 
requirements are met.  

Takes time to question and 
understand the real needs of 
stakeholders establishes systems 
to collect stakeholder feedback. 
Takes the lead role in managing 
stakeholder relationships to deliver 
operational impact

Demonstrates awareness of the 
strategic importance of effective 
stakeholder relationships in, 
improving organisational delivery 
and in managing risk.  Uses a 
planned approach to build positive 
relationships.  Questions how this 
is adding value for the stakeholder 
and makes decisions with the 
stakeholder in mind. 

Take responsibility for influencing 
stakeholders and managing ‘high value’ 
relationships at a strategic level. Always 
works closely with stakeholders to 
develop and understand  their needs, 
acting in their long term interest. 

Key Themes: Relationship Building for Influence/Stakeholder Focused
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3. Collaborating for success
Positive indicators Warning signs

• Learns to make first impressions count; establishes rapport

• Treats all stakeholders with respect

• Responds to stakeholder request promptly

• Manages expectations and does not make assumptions about   
 stakeholder needs

• Asks for feedback from stakeholders to ensure satisfaction and  
 shares the results

• Does not treat all stakeholders with respect

• Builds one-sided, ‘opportunistic’ relationships that do not to   
 promote mutual benefit in a partnership. 

• Treats all stakeholders in the same way

• Keeps stakeholder feedback to him- or herself and does not  
 share learning opportunities and threats.

• Does not  take in to  consider diversity and equalities agenda 
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4. Working with people
Definition Why is it important?

Working with people is about working collaboratively to achieve 
shared goals, whilst encouraging, inspiring and supporting others to 
help them realise their potential. The focus for effective leadership 
and management is to deliver high quality outcomes through the 
development of a workforce that is collaborative, compassionate, 
constructive and capable.

This behaviour is about working collaboratively together, to share 
ideas, respect views and opinions and communicate fully on our 
work. Leaders in the organisation are responsible for ensuring that 
individuals and teams understand what is expected of them and why, 
by providing appropriate support and training to empower staff to 
take on more responsibility.

LEVEL 1
Works collaboratively

LEVEL 3
Role model for effective  

leadership

LEVEL 2
Supports team  
development

LEVEL 4
Inspires others to  

achieve long-term aims

Takes a consistent approach that 
promotes openness, transparency 
and collaborates and is not afraid 
to seek advice from others. Knows 
and acknowledges strengths and 
weaknesses.  Allows their voice to 
be heard Does not bully or harass or 
tolerate inappropriate behaviour.  

Seeks high performance from others 
by setting example. Gives timely 
and specific feedback on what has 
been done well and where there 
is room for improvement. Helps 
individuals think through issues 
for themselves. Encourages and 
acts upon feedback to one’s self. 
Proactively shares information and 
learning with colleagues. Addresses 
conflicts or issues within the team 
in a positive and open manner. Uses 
understanding of different interests 
and agendas to achieve positive 
outcomes. Maintains a positive 
approach and stays calm in all 
situations.

Sets standards or deadlines, 
providing appropriate feedback 
when required. Helps individuals to 
start again when setbacks occur.  
Works to provide support to ensure 
an effective working environment.  
Actively includes individuals from 
diverse backgrounds in team 
activities. Encourages work-life 
balance amongst staff  to maintain a  
healthy workforce and promote long 
term effectiveness

Spends time helping others think 
through issues.  Speaks positively 
of others. Accepts feedback from 
others without being defensive.

 

Inspires and empowers others to nurture 
strong team identity and pride. Creates 
new long term opportunities, breaking 
down barriers that may get in the way 
of effective team working.  Challenges 
others to do the same.  

Provides guidance and support as well 
as challenge and constructive criticism.  
Addresses longer term performance 
problems, removing poor performers 
from positions when necessary. 

Sets up support structures to manage 
stress levels on a proactive basis. 
Understands THE need to be strong 
and positive in the face of adversity 
but also recognises areas of one’s own 
weaknesses and when to seek guidance 
and support.

Key Themes: Team Working/Leading & Developing Others
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4. Working with people
Positive indicators Warning signs

• Addresses problems as they arise and doesn’t put them off.

• Considers the ideas and opinions of others but accepts   
 responsibility for the final decision without excuse.

• Represents unpopular decisions, even when this is difficult, if   
 they believe the decision is a valid one for the organisation.

• Seeks new responsibilities.

• Considers new approaches, and takes a lead in persuading   
 others that this idea has merit

• Makes time for the team - e.g. makes him/ herself visible  
 and available. 

• Delegates routine elements of more complex tasks and   
 encourages others to do the same, confirms when others have  
 understood and learnt from delegated tasks.

• Treats each team member equitably, and acts as a facilitator   
 when team members experience conflict. 

• By being non defensive and giving feedback, creates a climate  
 where everyone feels they can take risks, make mistakes and   
 learn from them and are willing to support each other.

• Appears indifferent or arrogant.

• Sticks to familiar ground all the time.

• Is hesitant with others and has difficulty in making decisions.

• Constantly questions or doubts his or her own ability.

• Does not volunteer for new challenges or assignments.

• Delegates to individuals without providing necessary support  
 or resource.

• Fails to support others or lets others take the blame when things  
 go wrong.

• Always assumes individuals have knowledge and skills to do  
 the job.

• Expects certain behaviours but does not set personal example.

• Fails to give equal support or development opportunities to all  
 members of the team.

• Is reluctant to address poor performance.

• Does not ensure diversity standards are adhered to by all.

• Fails to communicate performance standards.

• Addresses poor performance in public.

• Often fails to monitor and enforce deadlines.
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5. Abiltiy to adapt
Definition Why is it important?

The ability to adapt to and work with a variety of situations, individuals 
and groups.  It is about being able to think on your feet, and not being 
disconcerted or stopped by the unexpected.

This behaviour is necessary to respond to different and changing 
demands and work across a range of activities now and in the future. 
Flexibility in interpreting rules, procedures and policy is required to 
deliver focused services tailored to the organisations requirements  

LEVEL 1
Accepts need for  

flexibility

LEVEL 3
Adapts tactics 

/approach

LEVEL 2
Applies procedures  

flexibly

LEVEL 4
Makes organisational 

change

Demonstrates a willingness to 
change ideas or perceptions based 
on new information or changes e.g. 
technical developments. Is open 
to new ideas and listens to other 
people’s points of view. 

Identifies a pragmatic approach in 
order to get the job done quickly 
and effectively.  Uses an awareness 
of the bigger picture along with 
common sense to interpret and 
implement policy. 

Applies rules or procedures flexibly, 
depending on the individual 
situation, to accomplish tasks 
or activities more effectively.  
Responds effectively to changing 
circumstances. Remains focused 
when faced with competing 
demands. Makes reasonable 
adjustments to ensure maximum 
effectiveness and motivation of  
self and others.

Changes the overall plan, goal or 
project to fit the situation.  Creates 
and supports flexibility by introducing 
procedures which ensure quick 
turnaround and encourage flexibility  
in others.

Key Theme: Flexibility
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5. Abiltiy to adapt
Positive indicators Warning signs

• Is open to the benefits of change, embraces appropriate  
 new ideas.

• Considers alternative approaches according to needs of young  
 people or other stakeholders.

• Weighs up costs and benefits impartially.

• Is willing to investigate opportunities in depth, even when they  
 are the ideas of others.

• Thinks laterally and creatively to resolve problems.

• Is not rigid about procedures and policy.

• Sticks rigidly to procedures even when inappropriate.

• Is not open to new ideas or ways of doing things.

• Is slow to adapt to feedback.

• Fails to reassess priorities in the light of change.

• Resists change without full consideration of what is proposed.

• Displays only superficial recognition of the need for flexibility in  
 managing individuals with diverse skills, backgrounds and needs.
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Visit us on the web at www.youngscot.net

Call us on 0131 313 2488

Email us at info@young.scot

Tweet us @youngscot

Like us at www.facebook/YoungScot

Follow us on Snapchat at youngscotsnaps

Follow us on Instagram at youngscot

Or pop in for a cuppa and a hobnob…
We are happy to consider requests for this document  
in other languages or formats.

getintouch


