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Introduction  
All EPs, at whatever stage of their career and in all work contexts, should engage in professional supervision. 
The term professional supervision (rather than clinical supervision, developmental supervision or practice 
supervision) is preferred and is used throughout this document. Professional supervision is concerned with 
all other aspects of an EP’s work. The overall focus is on the personal and professional development of the 
individual. 
 
Supervision is central to the delivery of high-quality psychological services. Good supervision supports 
professionally competent practice and ensures that legal and ethical responsibilities to clients are met. The 
experience of good supervision is invaluable yet is not always experienced. It is critical to the process to 
understand that supervision is not a substitute for psychotherapy and nor is it a form of, or substitute for, line 
management or appropriate training. 
 
Good supervision has an important role in assuring quality standards of service delivery and supporting 
service development. It should address both the well-being and professional development of the supervisee 
but also attend to outcomes for children, young people and their families. 
 
Supervision should be provided by someone who is able to give a high quality, developmental experience. 
The format, frequency and duration of supervision should be negotiated and reviewed by the supervisors and 
supervisees to ensure that identified needs are met. For each arrangement it is important that contracts are 
drawn up at the onset, agendas are agreed, and parameters, roles and functions are clarified and agreed.  
 
Hillingdon EPS follow a model of supervision where professional supervision and line management are 
provided by two different individuals. The time allocation model includes the required amount of supervision 
and line management time for each EPs, that is 1.5 hours monthly.  
 
This policy has been drawn up in accordance with: 

o The British Psychological Society (BPS) guidelines for EP supervision (‘Professional Supervision: 
Guidelines for Practice for Educational Psychologists’ 2010) 

o The British Psychological Society: Generic Professional Practice Guidelines: Supervision Guidelines 
(2008)  

o The British Psychological Society (BPS), Practice guidelines, Third Edition (2017) 
o The Health Care Professionals Council Standards of Proficiency Practitioner Psychologists, 2015, “be 

able to audit, reflect on and review practice”  
o The British Psychological Society Code of Ethics and Conduct (BPS, 2018)  

 
The objectives of supervision are: 

o to provide practitioners with consultation on their work with clients; 
o to enhance the quality and competence of practice offered to all clients; 
o to offer psychologists intellectual challenge enabling reflection, transformational learning and 

psychological support to maximise their responsibility for appropriate self-care; and 
o to contribute to the CPD of both psychologist and supervisor by developing competence in the use 

and practise of supervision. 
 
The Characteristics of Supervision support  
Supervision requires a relationship of mutual trust, respect and integrity which models best practice and 
sensitivity to the learning needs of the supervisee. Although the exact nature of the supervision will vary from 
individual to individual and over different work contexts, where it is conducted the process should: 
 

o Be based upon shared and explicit models of supervision, and bounded by a regular, formal and 
explicit arrangement which is mutually negotiated. Roles and responsibilities between all parties 
should be clarified, as well as the limits of confidentiality, and any payments involved. 

o Have a clearly defined contract which is confidential and proportional to the volume of work and the 
experience of the supervisee. The supervisee’s rights and responsibilities in relation to the supervisor 
should be similarly negotiated and defined. When a more detailed, co-constructed, rigorous contract 



 
is established, and renegotiated where necessary, the quality of the relationship is enhanced, and 
both supervisor and supervisee report increased satisfaction with outcomes. 

o Hold regular reviews of supervisory arrangements. 
o Maintain copies of all supervisory contracts and any updates, record the date and duration of each 

session, maintain an agreed supervision logbook and enter notes on the content of each session 
including decisions reached and agreed actions, and record in writing all regular reviews of 
supervision. Where a risk or ethical issue requiring a course of action arises, it is likely that the 
supervisor would expect the supervisee to record appropriate details in any client records. 

o Arrange for 1 hour of supervision and 30 minutes of line management per month. The date and venue 
can be decided by both parties and agreed on. 

o Be clearly distinguished and kept separate, wherever possible, from any line management or other 
responsibilities, duties or tasks. 

o Enable the relationship between supervisor and supervisee to be characterised by mutual respect for 
competence and differing values, non-exploitation and good modelling. 

o Enable supervisees to consult with supervisors whenever a conflict of interest, question of ethical 
priority or a legal issue arises. 

o  Ensure that the contract of supervision is reviewed and evaluated in a systematic manner, on a 
regular basis, together with the outcomes of the process. 

 
Supervision of Trainee Educational Psychologists (TEPs) 
In addition to the supervision provided by the university tutor, the TEPs receive high-quality professional 
supervision from a suitably competent EP acting as nominated lead supervisor.  

o EPs that are supervising the work of TEPs will require a range of core and profession specific 
competencies. The lead supervisor of a trainee educational psychologist shall normally be an 
educational psychologist who has at least three years’ experience as a qualified educational 
psychologist and is eligible for registration as a Chartered Educational Psychologist. 

o The supervisors to follow the university training programmes criteria for supervision.  
o Clear written guidelines for supervision should be made available to supervisors. 
o Regular workshops on skills in supervision and other teaching events for supervisors should be 

organised by the programme to enable a high standard of supervision. Supervisors should attend 
supervisors’ meetings and teaching events. 

o Supervision can take many different forms. The lead placement supervisor should provide regular, 
formally protected supervision time. The equivalent of 30 minutes per day on placement should be 
provided as a minimum. Where the supervisor meets the trainee educational psychologist on a one-
to-one basis, formal notes of the meeting should be kept. The format for supervision is usually 
provided by the training providers.  

 
Peer vision (peer supervision) 
Within Hillingdon EPSs supervision structure there is scope for EPs to seek additional planned opportunities 
for professional practice supervision with peers, either in small groups or individually. This would contribute 
to the individual EPs CPD log (i.e., activity should be recorded and accounted for within this). Hillingdon EPs 
engage in peer supervision sessions for 1.5 hours every month where all EPs irrespective of the roles discuss 
on key topics relevant to practice and case discussions. There is a lead EP who plan the peer supervision 
meetings for each term. See Appendix 1 for various models we use in peer supervision. 
 
Peer supervision provides opportunities for exploring ongoing issues over time and is a different way of 
looking at dilemmas of practice and clarifying issues and themes.  Members of the group can gain support 
and solution generation from colleagues in a secure and supportive context.  Peer supervision facilitates the 
drawing on the specialist knowledge of others and of learning from others.  It gives the opportunity to develop 
assessment and intervention practices and skills, and to share resources and materials developed.  A brief 
record of the meeting should be taken. 
  
 
 
 



 
Suggested Structure for Peer Supervision Meetings 
  
Establishing Ground Rules 
Each peer supervision group needs to agree on the ground rules and terms of reference, for example: 

o All colleagues come as equal participants. 
o Confidentiality is openly discussed and agreed. 
o Thoughtful facilitation of each other’s thinking through the use of information seeking questions, 

enabling questions and supportive/reflective comments 
o Equal and active contribution by group members. 
o Mutual respect and positive regard. 
o Self-monitoring of own contribution. 
o A focus on listening and understanding. 
o A focus on positive and realistic ways forward 

 
Exploring Current Issues 
Where EPs can bring issues and problems arising in the course of their work. 
 
Topics 

o Discussion/work on agreed group priorities. 
o Using Different Frameworks/Models of Peer Supervision. 

 
Supervision of other professionals 
In addition to supervising other EPs in the service, Hillingdon EPS have been commissioned by Schools and 
other professionals working within the Local Authority. It is vital that key lines of accountability in decision-
making are clearly agreed and recorded in these supervision sessions. We use facilitation skills and problem-
solving skills are key to helping individuals from different professional backgrounds enhance their practices 
and work in reflective ways. These commissioned supervisions will be delivered by individual EPs in 
discussion with the Principal EP. 
  
It is important that EPs are cognisant of and adhere to the Codes of Professional Ethics and Conduct which 
pertain to them when supervising other professionals.  The competencies framework is outlined in the BPS 
guidelines for EP supervision (2010). 
  
When providing supervision for other practitioners/professionals it is important that EPs adhere to the same 
processes/guidelines (e.g., recording keeping, confidentiality, roles and responsibilities of 
supervisor/supervisee etc.). 
 
Supervision Contract 
Roles and responsibilities should be established during the negotiation of the supervision contract. More 
detailed information about the contracting process can be found in Appendix 2. It is important for all 
participants to be clear about the nature and purpose of the supervision and also to agree details about the 
relationship between the supervision pair/group and other ‘stakeholders’. Furthermore, there is a need to 
clarify what is and is not going to be addressed in this supervisory relationship and ensure that there is 
agreement about accountabilities and the boundaries of confidentiality. Finally, at the outset there should be 
consideration of how any differences and difficulties in the relationship will be addressed should they arise 
(e.g. who might be involved to help in addressing any difficulties, and at what point?) 
 
Supervision Contract Guidelines 

o Be clear about the nature and purpose of the supervision for all participants. 
o Decide on the relationship between the supervision pair/group and other ‘stakeholders’. 
o Clarify what is and is not going to be addressed in this supervision relationship 
o Discuss what confidentiality means and what the exceptions are. 
o Agree what records are for who will see them, where will they be stored and for how long. 
o Ensure the room is private and comfortable. Ensure the supervisee feels safe. 
o Decide how the session is going to be organised. 



 
o Discuss and decide how to address differences and difficulties in the relationship(s). 
o Decide how to manage possible dual relationships. Discuss who might need to help in addressing 

any difficulties, and at what point. 
o Decide how the sessions are going to be reviewed. 

 
Important considerations: 

1. Address the range of material brought to supervision, issues/areas of work not brought, and the 
methods used to explore them. 

1. Agree any action points and the responsibilities for carrying them out. 
2. Monitor the ways in which the relationship is developing. 

 
Roles and responsibilities within supervision 
Supervisor: 
Creating a safe place 
Time keeping 
Managing the overall agenda of the session 
Giving feedback 
Monitoring the supervisory relationship 
Monitoring ethical issues of supervision 
Keeping notes of sessions 
Drawing up any reports required 
 
Supervisee: 
Preparing for supervision 
Presenting in supervision 
Learning objectives and applying what is learned from supervision 
Feedback to self and supervisor 
Keeping notes of sessions for application 
 
Line Management:  
Hillingdon EPS provides separate line management and Professional supervision for the EPs and it is usually 
managed by one of the Senior EPs. The time allocation for each EPs reflect on the 30 minutes monthly line 
management meetings. See Appendix 4 for the template. 
Line management usually include: 

o appraisal; 
o monitoring of performance; 
o operational issues; 
o quality assurance; and 
o evaluation of outcomes. 

This form of supervision is necessary to comply with governance requirements and accountability. 
 
Confidentiality 
 
Supervisors have the responsibility to keep supervision sessions confidential. On occasions it will be 
necessary to share information with other practitioners/professionals, and EPs should be aware that their 
supervisor may need to discuss certain issues elsewhere.  It is therefore important that it is clearly agreed 
between the supervisor and supervisee when items need to remain confidential.  If these confidential items 
require discussion outside of supervision, it is the role of the supervisor to communicate this with the 
supervisee and discuss the reasons why. Reference to the Society’s Code of Ethics and Conduct, (BPS, 
2018) can be made on such occasions.  
  
 
 
 
 



 
Difficulties/Complaints 
  
Any difficulties between supervisee and supervisor should in the first place be resolved informally as part of 
the ongoing evaluation of practice.  If this informal approach does not resolve issues the matter should be 
referred to the Principal Educational Psychologist.  
  
Where there is serious or continual disagreement about a supervisee’s work, both parties will seek the opinion 
of a suitably qualified third person. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 
 
Appendix 1 

KEPS Peer Group Supervision  
 

Ground Rules 
As members of this peer supervision group we agree to: 

•  Switch off our phones 

• Participate as equals in the supervision process 

•  Be unconditionally supportive towards each other 

•  Negotiate in advance who will be presenting a case (allowing for urgent matters and without 
pressure on anyone to present) 

•  Have information available in relation to the case presented 

•  Choose a model to use for supervision 

•  Keep details of cases discussed in supervision confidential 

•  Never name an EP when an issue raised in group supervision is discussed generally outside 
supervision 

•  Take responsibility for any actions agreed 

•  Our attendance being recorded 

•  Let the facilitator know if unable to attend a session 

•  Arrange an alternative method of supervision if a peer group supervision session is missed 
 
As members of the group we can expect: 

•  Issues we discuss to be treated as confidential 

•  Access to an unconditionally supportive and safe space where we will not feel judged or criticised 
by others 

•  Peer group supervision meetings to take place regularly and within set times 

 

Goldfish Bowl 
• EP outlines the problem/issue (3-4 mins) 
• The team ask clarifying questions (3 mins) 
• EP moves to a chair outside of the circle and listens to the discussion led by the process facilitator 

(6 mins) 
• EP re-joins the group, summarises any new thoughts/actions and can now have a dialogue with any 

member of the goldfish bowl if they’d like to explore an idea further. Actions are then confirmed (6-
10 mins) 
 

 
 
 
 
 
 
 
 



 
 

Reflecting Team 
• Consultant begins consultation with EP; the team sit behind (10-20 mins) 
• The reflective team ask clarification questions (5 mins) 
• The consultant and EP listen whilst the reflective team discuss their ideas about what they have 

heard (10 mins) 
• The consultant and EP continue, incorporating the points raised by the reflective team (10 mins) 

  
 

IMAGO 
• A collection of any small objects (e.g. pebbles, shells, buttons, nuts and bolts, Lego pieces, plastic 

figures) are provided for the EP to outline the problem whilst arranging the pieces (6 mins) 
• The EP reflects on what they see (3 mins) 
• The team then asks questions to prompt further reflections (6 mins) 
• The EP makes any further changes to their Imago and identifies any actions if appropriate (5 mins) 

 



 
Solution Circle (Forrest and Pearpoint, 

1996) 
• Problem presented by EP, 

uninterrupted (6 mins) 
• Group offers a range of creative 

solutions, EP doesn’t interrupt    
(6 mins) 

• EP leads discussion with group 
about potential solutions (6 mins) 

• First steps identified and agreed. 
A volunteer agrees to contact the 
EP in 3 days’ time to check 
progress (6 mins) 
Process Consultation Approach 

• Description of concern by EP (5 
mins) 

• Clarification questions by the 
group (5 mins) 

• Joint reflection, formulation and 
theory generation (10 mins) 

• Strategy generation and 
discussion of possible ways 
forward (10 mins) 

• EP summarises new thoughts and 
actions they’d like to take (2 mins) 

 
 
 
 
 
 



 
 

Solution Focused Well-being (Tina Rae, 2014) 
• EP outlines the case (6 mins) 
• Clarifying questions asked (3 mins) 
• EP is asked to formulate one key question, with support (2 mins) 
• Proposals, ideas and solutions are offered by the group and a nominated scribe takes notes. The 

EP listens (10 mins) 
• EP outlines what sounds helpful and facilitator summarises process and outcomes (5 mins) 

  

Socratic Questions 

Clarification What do you mean by…? Could you give an example? Can you put it another way? 

Probing Assumptions  

What are you assuming? What else could we assume? 

Probing Reasons and Evidence  

How do you know? What could change your mind? 

Viewpoint & Perspectives  

What might that imply? What might be an alternative? 

Probing Implications & Consequences How can you find out? Why is this issue important?  

Questions about Questions What does that mean? Why do you think I asked that question? 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 
 
Appendix 2: 
 

Hillingdon EPS Supervision Contract 
 

It is recognised that it is important for all parties to be clear about the nature and purpose of supervision and 
agree details about the relationship between the supervision pair, as well as accountabilities and the 
boundaries of confidentiality.  It is also acknowledged that there is relatively strong evidence to indicate that 
the relationship between the supervisor and supervisee has more impact on the perceived outcome of the 
process than any other factors. Critical components of this are openness, honesty, safety, containment and 
trust.  Therefore, this contract fulfils the function of clarifying the supervision process as well as beginning to 
establish trust and confidence between supervisee and the supervisor. 

 
 

Key Information 

Name of EP:  

Name of Supervisor:  

 
 

Areas to be agreed  Details of agreements 

Purpose/goals for supervisee:  
 
 
 

Purpose/goals for supervisor:  
 
 
 

Frequency:  
 
 

Duration:  
 
 

Confidentiality and exceptions:  
 
 
 

Records and their purpose:  
 
 
 

How will dual relationships or conflict 
be addressed? 

 
 
 
 

What to do if advice/support is 
needed between sessions: 

 
 
 
 

Systems of review and their 
frequency: 

 
 
 
 



 
 

Distinction between Supervision and Line Management: 
 
As there is a need to clarify what is and is not going to be addressed in the supervisory relationship, the 
following table clarifies the commonalities and differences between supervision and performance/line 
management from the perspective of the supervisee and supervisor. 

 

Area 
Managerial/Line 

Management 
Professional Practice 

Supervision 

Annual leave ü  

Sick leave ü  

Hours worked, e.g. WAH, TOIL ü  

Car Mileage ü  

Appraisal – setting targets etc. ü  

Reflection around role/practitioner and 
application of psychology 

 ü 

Assessing continuing professional development 
(CPD) and training needs 

ü ü 

Workload management and evaluation of 
outcomes 

ü ü 

Monitoring of performance and quality assurance, 
e.g. through Joint School Reviews/feedback from 
schools, parents etc. 

ü ü 

 
 
Signed by EP:.......................................................................................... 
Date:................................. 
 
Signed by Supervisor/Line Manager:..................................................... Date:................................. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 
 
Appendix 3 

 

LONDON BOROUGH OF HILLINGDON – EDUCATIONAL PSYCHOLOGY SERVICE 
  

RECORD OF 1:1 SUPERVISION MEETING 

  

Supervisee:  Supervisor:  

Date of Meeting:  
 

  

  
AGENDA ITEMS 

  

1. Items from Team Member 
  

● E.g Feedback and reflection time 
  
  

Items from Supervisor 
  

●  E.g Feedback and reflection on this half term 

2. Achievements 
 

●  
  

Barriers / Difficulties 
  

●  
  
  

 
  

3. Professional Issues e.g. CPD, Casework, Schools, Early Years, Team Issues 
  
 

4.  Equalities/Health and Safety Issues 
  
  

5.  ACTION PLAN 
Actions to be taken 
  

●   

By 
Whom 

 
 

By When 
 
 
 

  
We agree that this is an accurate record of this meeting and a fair basis for the next meeting on : xxxx 
  
Signatures:  Supervisor        Supervisee  



 
 
Appendix 4 
 

LINE MANAGEMENT - Record of meeting 

EP: Line Manager: Date: 

Standard items  

Item Y/N Comments Action (by 
whom) 

Any queries, concerns or challenges with regards 
to 'non-patch' (statutory  allocation) and delivering 
within timeframes? 

   

Any queries, concerns or challenges with regards 
to 'patch' (school traded allocation) and delivering 
within timeframes? 

   

Google calendar up-to-date 
 

   

Individual CPD planned and linked to key 
outcomes (e.g. appraisal) 
 

   

 

Items to be added  

1.  
 
 

   

2.  
 
 

   

3.  
 
 

   

 


