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PEP Capabilities Framework: Workbook

Purpose of this Workbook

This workbook is designed to run alongside the PEP Capabilities Framework. It contains exercises and reflective questions to help you reflect on your strengths and areas for development.

It can be completed by:
· Individual Public Engagement Professionals (PEPs) as part of professional development and career planning.
· Engagement managers to support team development conversations.
· Teams seeking to understand collective strengths and identify capability gaps.

Remember: this is a developmental exercise rather than an assessment. There are no right or wrong answers. The aim is to encourage reflection, celebrate existing strengths, and identify areas where additional support, learning or experience may be valuable.


Your Profile

Name: 
Role: 
Organisation: 
Date Completed: 
Manager (if applicable): 

1.1: Personas

Review the personas in Part 1 of the framework and work through the questions below. You may identify strongly with one persona, several personas, or different personas depending on the work you undertake.

Which personas best reflect your current role and why?

· Facilitator

· Partnership Builder

· Research Translator

· Evidence Translator

· Ethics Guardian

· Systems Enabler

· Strategist

· Tactician

Type your response here:






Which persona would you like to strengthen or grow into over the next few years? 

· Facilitator

· Partnership Builder

· Research Translator

· Evidence Translator

· Ethics Guardian

· Systems Enabler

· Strategist

· Tactician

Type your response here:



Reflective Questions
· Which persona feels most familiar to you and why? 

· Which persona best reflects how you spend most of your time currently? 

· Which personas do you move between most frequently in your day-to-day work? 

· Are there any personas that feel less familiar or outside your comfort zone? 

· Have your dominant personas changed during your career? What influenced those changes? 

· Are there personas that are essential to your role but are not formally recognised in your job description?



1.2: Attributes 

Select or highlight the attributes that are most evident in your work:

· Empathy 
· Inclusivity 
· Curiosity 
· Authenticity 
· Relational awareness 
· Kindness and compassion 
· Presence and attentiveness 
· Dependability 
· Pragmatism 
· Encouragement and appreciation 
· Boundary-setting 
· Self-awareness 
· Reflectiveness 
· Adaptability 

Attributes in Action

Choose 3-5 attributes from your list and complete the table below:


	Attribute
	How does this show up in your work?
	Example from your practice

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	





Reflective Questions
· Which attributes do you rely on most often in your role?


· Which attributes help you build relationships and trust?


· Which attributes are most important when facing challenges or uncertainty?


· Which of your attributes might others value in you, but you sometimes overlook?


Development questions
· Which attributes would you like to strengthen over the next 12 months?


· What opportunities, experiences or support might help you develop these attributes?



2.1: Skills Matrix - Self-Assessment

Reflective Questions
1. Which capabilities feel like established strengths?


2. Which capabilities do you use regularly but would like to develop further?


3. Which capabilities are less familiar or are not currently part of your role?


4. What capabilities are most important for your future development?


5. Are there opportunities to learn from colleagues or share expertise within your team


2.2 Maturity Matrix
Having explored the capabilities of public engagement professional practice in Section 2.1, this section provides a structured way to assess your current level of capability and experience.
Use the table below to help you work through the skills matrix and discover your current level of confidence, experience or capability.

Work through each capability area and note your findings in the table below. Include examples from your practice to evidence your maturity level. You can also note an 'aspirational level' which shows to what extent you want to develop your skills in that area.

Maturity levels explained:
· Foundation (Level 1)
· You have a basic understanding of the capability and are beginning to apply it in practice, often with guidance or support

· Practitioner (Level 2)
· You can apply the capability independently and confidently in a range of situations, adapting your approach where needed.

· Lead (Level 3)
· You demonstrate advanced expertise, lead complex work in this area, and support the development of others.

· Strategic (level 4)
· You influence practice beyond individual projects, helping to shape organisational approaches, culture, systems and standards.






	Capability Area
	Evidence
	Current maturity level (1-4)
	Aspirational level (1-4)

	Engagement design, facilitation and co-creation
	
	
	

	Ethics, inclusion, duty of care and quality
	
	
	

	Partnership, community and relationship management
	
	
	

	Evidence, evaluation, learning & knowledge sharing
	
	
	

	Strategic insight, governance and culture change
	
	
	

	Operational delivery, communications & service design
	
	
	






2.3 Creating Your Spider Diagram
Please refer to the main framework for instructions on how to create your diagram. Once you have created your diagram, you can paste it into this document to refer back to.

[insert diagram here]

Reflecting on Your Results
After reviewing your spider diagram, consider the following questions:

1. Celebrating Strengths

· Which capability areas appear to be your strongest?
· How do these strengths contribute to your work?

2. Identifying Development Priorities

· Which capability areas show the largest gap between your current and aspirational scores?
· Why are these areas important to your future development?

3.1: Writing a Team Development Plan & summary

Please note: if you are completing a personal development plan, please refer to the main framework document, section 3.1, for the template. 
Use this template to identify your team's strengths, capability gaps and development priorities. Draw on the personas, attributes, capabilities and maturity matrices to understand where your team has strong capability, where there may be gaps, and what support or investment is needed to achieve your objectives.
Consider:
· Which capabilities are strongest across the team?
· Are there areas where capability sits with only one individual and therefore presents a risk?
· Which personas are well represented, and which are missing?
· What capabilities will be needed to deliver future priorities?
· Are there opportunities to develop existing staff rather than recruit new expertise?
· What organisational barriers are limiting capability development?
TEMPLATE: Team Development Plan

	Development Area
	Why is this Important for the Team?
	Current Team Maturity level
	Desired Team Maturity level
	Actions Required
	Lead / Owner
	Timescale
	Success Measures

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	


[bookmark: _Toc238646700]
Team Capability Summary
Our strongest capability areas are:
1. 
2. 
3. 
The personas most represented within our team are:


The personas or capabilities we need more of are:


Key risks or gaps identified:
1. 
2. 
3. 

[bookmark: _Toc238646701]Development Priorities
	Priority
	Action
	Timeline

	Build capability in...
	
	

	Increase resilience in...
	
	

	Improve knowledge sharing in...
	
	

	Develop future expertise in...
	
	


[bookmark: _Toc238646702]

Reflective Questions
· What capabilities will our team need in the next 1-3 years?

· Where are we overly reliant on individual team members?

· Which skills could be developed through mentoring, coaching or peer learning?

· Are there capability gaps that may require recruitment or external support?

· [bookmark: Instructions_for_use]How can we better use the strengths that already exist within the team
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