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1. Organisational Commitment
Rutland County Council’s Childerns Services is committed to providing regular  supervision. The service believes that effective supervision provides the framework for high quality service provision for children, young people and families, and staff development and support. 
1.1. In adhering to our policy, the following principles of supervision are key:-

Guiding Principles

· The best interests of service users must always come first.
· Supervision is mandated by Directorate policy.

· All staff working directly with children and their families and vulnerable adults requires supervision; it is a necessity, not a luxury.

· Supervision is a shared responsibility between the supervisor and supervisee.

· Supervision is based on a negotiated agreement/ contract.

· Supervision is regular and consistent.

· Supervision involves management, development, reflection and supportive challenge.

· Supervision promotes competent, accountable and empowered practice.

· Supervision promotes anti-discriminatory practice.

· Team or staff meetings do not constitute supervision.

· Supervision is seen as complementary to the Personal Development Review Scheme (PDR) and the supervision process will incorporate a regular review of the annual objectives set in the PDR process
Supervision directly links to Professional Development Review (PDR)
1.2. PDR sessions take place on an annual basis and are focused on the setting and achievement of organisational and service priorities, and the assessment and prioritisation of professional development, training needs and the identification of the need for development in the longer term.
2. Purpose of supervision
2.1. Supervision is a basic tool used within children’s services aimed at ensuring the effective working of the organisation’s staff in delivery of services to the public. Supervision plays a key role in the interface between management, organisational policy and service delivery. 
Supervision: The four main objectives
· Wellbeing 

· Management Accountability 

· Training and Development 

· Support and Performance 
2.2. The Wellbeing objective includes

· Work life balance 

· Emotional Resilience 

· Ensuring support is in place to meet  any personal and professional objectives 

2.3. The management accountability objectives include:-
· Performance management.
· Allocation of work.
· Management of time and workload.
· Monitoring of records and record keeping within supervision.
· Setting of priorities and agreed targets.
· Checking work done against agreed targets.
· Ensuring consistency between the individual’s work and the goals and the practice standards of the team or organisation
2.4. Within Children’s Social Care, and in Early Help , some of the management accountability that is case specific will be undertaken within peer supervision and reflective supervision sessions, which will cover 

· Case update and reflection 

· Case direction 

· Professional curiosity 

· Challenge 

· Monitoring actions and ensuring there is no drift 

· Ensuring progression of case work and safety of children and families 

· The worker’s ability to reflect on their work and interaction with clients, colleagues and other agencies
2.5. The training and development objectives include:
· The development of the professional competence of the worker.
· An assessment and appreciation of the worker’s skills, knowledge and individual contribution to the organisation.
· Evidence of continued professional development 

· Understanding of the worker’s training and development needs and how they can be met.
· Exploration of the opportunities for the worker to progress within and beyond the organisation
2.6. The support and performance  objectives include:-

• 
Provide support, reassurance, guidance and advice on areas of professional practice and behaviour which require support 

· Offer challenge and curiosity to both supervisee and supervisor around any presented difficulties 

· Support to ensure time management and performance is at the level which adheres to the councils values and the requirements of the job role and  the work being undertaken 

· Creating a safe climate for the worker to look at their practice and its impact on them as a person.
• 
Exploring in a safe setting issues about discrimination, maintain a degree of objectivity and challenge fixed views;
• 
Supporting workers who are subject to any form of abuse either from service users or within the work setting.
2.7. Supervision can include a mediation function which may involve:

• 
Facilitating resolution between workers to diffuse low level concerns,representing staff needs to higher management.

• 
Initiating, clarifying or contributing to policy formulation.

• 
Consulting and briefing staff about organisational development or information.

• 
Dealing sensitively but clearly with complaints about staff.

• 
Assisting and supporting staff where appropriate through complaints procedure, supervision procedure and practical arrangements
3. Supervision Procedure and Practical Arrangement
​​​

Minimum standards for professional supervision

3.1. Every member of staff working directly with children and their families and with vulnerable adults will have a named supervisor upon appointment to the Council 
Supervision should take place in a confidential setting without the presence of third parties. The exception to this is peer (case) supervision, reflective supervision sessions or an observation of supervision as part of the quality assurance process. Sessions should begin punctually, and interruptions should be permitted only in exceptional circumstances. Frequent lateness, cancellations or interruptions caused by either party are not acceptable and should be challenged.
3.2. Frequency and Duration of Supervision Sessions


The Directorate’s expectation is that all staff irrespective of their role will receive one to one meetings with their line manager. Those working directly with children and their families and with vulnerable adults will receive regular professional supervision. During periods when the named supervisor is due to be away from work for longer than an annual 2 week holiday, staff will be monitored by another supervisor within the team, the Team Manager or the Service Manager, whichever is appropriate. The frequency of sessions will depend on the experience and current duties of each worker as follows:
Peer Supervision will include a Team Manager or Senior Practitioner, case worker, and other social workers or practitioners in the team as well as a team assistant (Social Care), the group enables and allows for reflection and professional curiosity to be formed as well as sharing knowledge, skills and experience. 
Frequency of 1-2-1 Supervision 
Team Managers and above – Monthly 
Senior Practitioners/Senior co-ordinators – 4 weekly
Social Workers and Early Help Practitioners with a caseload – 4 weekly  

Social Workers in First Year post Qualification - fortnightly for the first 6 months then negotiated dependant upon progress, but will be no less than 4 weekly 
The expectation is that every case will have been discussed in supervision at a minimum of 4 weekly; this will be more regular where there are concerns and where more frequent oversight is needed. 

Peer Supervision will take place monthly in Early Help. Reflective case supervision will take place in children’s social care bi-monthly, during practice weeks, and involve all children’s social care practitioners. 
Supervision Audits:

There is an expectation that managers, who line manager managers/supervisors, will observe supervision to audit the quality of supervision discussion in line with the supervision agreement and supervision policy. Feedback will be provided to both supervisee and supervisor.
Within peer and reflective supervision a manager will ensure cases are frequently discussed, actions recordedon the case file and that case work is progressing 

Tracking Supervision (Supervision Tracker)
3.4
Each supervisor will log their personal supervision sessions as detailed on the Supervision Tracker document (Appendix 1). This log will be regularly reviewed by the QA and Performance meetings.

The length of each supervision session will depend on the nature of the supervisee’s work and needs but for professional and managerial staff should be between an hour and two hours. 

There are clear advantages in supervisory meetings taking place at the same time and on the same day of the week on each occasion but clearly this may not always be possible for staff on rotas or shifts. In any event meetings should be planned in advance. If annual leave or sickness occurs then the supervision session should be rescheduled and not cancelled for that month.   
3.5
It may be helpful for clarity concerning the amount of time between supervision sessions which the supervisor is able to make available to the supervisee for discussion of work-related issues, and the circumstances in which such discussion should occur. This is particularly important where staff is new or inexperienced. It is a management responsibility to demonstrate availability and openness for informal discussion.

3.6
Where group/peer case supervision takes place, workers should also receive individual supervision, on a one-to-one basis.

Use of Case Files in supervision
3.7
It is essential that records are used as a basis for discussion about work with service users, and that the supervisor pays particular attention to case records, and will read workers’ records on their cases regularly and should be monitoring the completeness and quality of case recording.
Case Files must evidence the supervising and case management process
3.8
When, in the course of supervision, case decisions are reached, supervisors should countersign the file and complete the Managers case note on the electronic case file on Liquid Logic. This is particularly necessary in cases of children at risk, and others in which statutory action is required.

Record keeping
3.9
In all supervision sessions, notes of the issues covered in supervision should be made by the supervisor and recorded on the relevant template for recording professional supervision) The Reflective Supervision Discussion Tool (Appendix 2) can be used as a method to enhance case discussions when required. For example it might help with a case that is ‘stuck’ or as a method to role model reflective thinking and practice in work. The notes should contribute to identifying the training and staff developmental needs of the staff member, which will be considered further in a PDR meeting.
For peer supervision, this is recorded on the child’s file.
3.10
It should be remembered that all Supervision Records are the property of the Council and cannot be regarded as personal or confidential documents in absolute term and can be utilised for quality assurance and auditing purposes.
However, anything discussed which is of a confidential/personal nature and not case related, which the supervisee does not want sharing will be recorded as such.
5. Use of One to One Supervision Arrangements 
5.1 
Supervisor and supervisee should enter into discussion of the issues covered in this document at the very beginning of their working relationship and complete the Directorate Supervision Agreement (Appendix 4) in accordance with the requirements of this policy. 
It is good practice that a discussion takes place in regards to a supervision history in order that a greater understanding is formed between the supervision relationships. By doing so, both the supervisor and supervisee can negotiate expectations of each other.

This discussion should include some consideration of what is confidential to the pair, and what is liable to be shared with management and with specific colleagues. It should be recognised that the supervisor may find it necessary to disclose material discussed in supervision to third parties from time to time, and it should be made clear to the worker when such occasions arise.

Negotiating a Supervision Agreement
5.2 
Following discussion, decisions about the supervision framework should be recorded in writing as simply as possible, in order to clarify what has been agreed, and both supervisor and worker should have a copy of this contract (Appendix 4). The implementation of such an agreement depends on the goodwill and commitment of both parties, but this should help to clarify the WHY, WHEN and HOW of supervision. The Supervision Agreement should be reviewed and signed each year.

6. Use of Advisors outside the Supervisory Relationship
6.1 
There should be an agreed view about the circumstances in which advice is sought from persons other than the supervisor. Professional staff may need to seek advice in dealing with urgent matters, when their supervisor is not available. In addition, certain specialised responsibilities or projects involving skills or knowledge areas unfamiliar to the supervisor may also indicate the need for such arrangements.

6.2 
When pieces of work are discussed outside the supervisory relationship, it is essential that all parties should be clear about their respective accountability, and about the continuing responsibility of the regular supervisor.

Supervision and disciplinary issues
6.3 
Where supervisors have concerns about practice these should be raised in supervision without linkage to disciplinary procedures. Where those concerns become serious either within a supervision session or within normal working situations, they must not be dealt with further in supervision until they have been the subject of a formal management investigation and a decision made by the relevant Senior Manager in consultation with HR, as to the most appropriate way forward.

7. Monitoring
Supervision as Quality Assurance
7.1 
It is a Senior Management responsibility to undertake periodic checks to ensure that supervision is taking place at all levels and in an effective way, including checking case files, supervision files and the supervision tracker.

7.2 
Evidence of supervision and the decision-making process will also be taken from case files audits and supervision observation, as an essential element of our approach to quality assurance.

APPENDICES
Available on SharePoint (Policies & Procedures) http://sharepoint01/sites/ICTTest/workprogramme/default.aspx
Appendix 1 
– Supervision Tracker (SharePoint – Supervision folder) 

Appendix 2 
– Reflective Supervision Record
Appendix 3 
– Supervision Record
Appendix 4 
– Supervision Contract
Appendix 5 
– Supervision File Checklist 
Appendix 6 
– Supervision Decision and Action Record
QA & Improvement Framework:
Appendix 4a 
– Supervision File Audit Tool
Appendix 4b 
– Supervision Observation
Children’s Services
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