
[image: C:\Users\3086388\AppData\Local\Microsoft\Windows\INetCache\Content.Outlook\MVW2V5ZY\Trafford_Logo_Colour_On-Square.png]


Adult Social Care
Supervision Policy









DOCUMENT CONTROL PAGE

	Title:
	Adult Social Care Supervision Policy

	Version:
	V3 

	Supersedes:
	V2 February 2017 Sheila Dawber
V1 March 2016 Sheila Dawber (Author)

	Application:  
	For all social care staff working within adult services



	Originated /Modified By:
	Supervision policy review group

	Designation:
	

	Partners/ Collaborators:
	

	Ratified by:
	V3; Neil Humphreys (Interim – Strategic Service Manager / Principal Social Worker)
V2; Mark Albiston (Strategic Lead) February 2017
V1; Diane Eaton (Assistant Director) March 2016

	Date of Ratification:  
	October 2021



	Issue / Circulation Date: 
	

	Circulated by:  
	

	Dissemination and Implementation:
	Refer to section 8

	Date Placed on the Intranet:
	

	Procedural Document ID Number:
	



	Planned Review Date:
	

	Responsibility of:
	



	Minor Amendment (If applicable) Notified To:
	


	Date Notified:
	



	EIA Registration Number: 
	






Contents
	Section Number

	Section Title
	Page Number

	1. 
	Introduction
	4

	2. 
	Purpose & Scope
	5

	3. 
	Roles and Responsibilities
	6

	4. 
	Theoretical Framework for Supervision
	7

	5. 
	Supervision Procedures 
	9

	5.1 
	Supervision Agreement
	9

	5.2
	Frequency and Length
	9

	5.3
	Cancellation
	9

	5.4
	Location
	10

	5.5
	Supervision Agenda
	10

	5.6
	Personal Support, Well-being, and CPD
	10

	5.7
	Case Supervision
	11

	5.8
	Ad hoc advice, in between supervision sessions
	11

	5.9
	Group Supervision
	11

	5.10
	Recording Supervision
	12

	5.11
	Confidentiality, Access, Storage and Retention
	12

	5.12
	Reviewing Supervision and Resolving Supervision Difficulties
	13

	6. 
	Quality Assurance
	13

	7. 
	Learning and development of supervisors 
	14

	8. 
	Equality, Diversity and Human Rights Impact Assessment
	14

	9. 
	Consultation, Approval and Ratification Process
	15

	10. 
	Dissemination and Implementation
	15

	11. 
	References and Bibliography
	16

	12. 
	Appendices
	16

	
	Appendix 1  Supervision Agreement
	

	
	Appendix 2  Supervision record template  
	

	
	Appendix 3  Case reflection template
	

	
	Appendix 4  Resources to support supervision 
	

	
	Appendix 5 Record of dates of supervision 
	

	
	Appendix 6  Supervision self-audit by supervisee
	

	
	Appendix 7  Supervision self-audit by supervisor
	

	
	Appendix 8  Supervision audit 
	

	
	Appendix 9 CPD: Impact on practice 
	

	
	Appendix 10 Practice Supervisor’s evidence grid against the KSS
	






1. Introduction

 ‘Supervision is a process by which one worker is given responsibility by the organisation to work with another worker, in order to meet certain organisational, professional and personal objectives, which together promote the best outcome for service users’
Morrison, T. 2005 Staff Supervision in Social Care p.32  

1.1 Social Care supervision encompasses both personal supervision and case supervision and both aspects need to be given consideration during every supervision session. 

1.2 The Knowledge and Skills Statement for social workers in adult services (KSS 8) sets out the expected standard, from an organisational and individual’s perspective: 
‘Social workers must have access to regular, good quality supervision and understand its importance in providing advice and support. They should know how and when to seek advice from a range of sources including named supervisors, senior social workers and other professionals.’

1.3 Social Work England Standard 4.2 states that as a social worker, I will: 
‘Use supervision and feedback to critically reflect on, and identify my learning needs, including how I use research and evidence to inform my practice’

1.4 The Local Government Association’s Standards for employers of social workers in England state that:

[bookmark: _Hlk32566171]‘Supervision should ‘challenge and foster an inquisitive approach to social work’ and ‘supervisors’ practice and skills should adhere to the KSS for practice supervisors in adult social care’


1.5 This policy will outline how Trafford will enable supervisors and supervisees to meet the above recommended definitions and standards.  






2. Purpose & Scope

2.1 Purpose

2.1.1 The purpose of this Supervision Policy is to provide staff within Adult Social Care with a common framework and clear expectations for supervision so that they can deliver positive outcomes for the communities within which they work. It is designed to ensure consistent supervision practice across the service, to guarantee minimum supervisory standards and to help all involved be clear about what to expect from supervision.

2.1.2 The purpose of supervision is to focus on developing and motivating staff for the benefit of the individual, the organisation as a whole and the adults with whom they work.

2.2 Scope 

2.2.1 This Supervision Policy needs to be operated alongside other Trafford Council policies and procedures such as; Induction, probationary reviews, performance appraisals (EPIC check in), identifying staff training needs, managing absence, health and safety and progression. 

2.2.2 Supervision is an important right and benefit for all those working in Adult Social Care. It supports staff to critically analyse, reflect on their practice and to manage the emotional impact of their work, which will naturally will result in better outcomes for service users.

2.2.3 Managers, supervisors and practitioners (supervisees) are jointly responsible for ensuring that supervision meets the requirements as set out in this policy.

2.2.4 It is important that staff employed by Adults Social Care:
· understand what is expected of them
· have the skills, knowledge, behaviours, values and attitudes necessary to carry out their role
· are fully supported in their work and managed effectively

2.2.5 Supervision is one of the ways in which these outcomes can be achieved. All staff have a right to expect supervision, which is appropriate to their needs and that of the organisation. This policy sets out how staff can expect to be supervised and provides supervisors with the key elements needed to supervise staff effectively. 

2.2.6 It is intended that supervisees receive a Trafford appraisal in the form of an EPIC check at least every 6 months. The issues and goals discussed at this time, should be reviewed and discussed within their monthly supervision.

3. Roles and Responsibilities

3.1 Senior Managers 

3.1.1 It is senior managers’ responsibility to:
· be familiar with the supervision policy and guidelines
· monitor and evaluate the standard of the supervision across the service
· ensure that supervisors and supervisees are fulfilling their responsibilities and that positive outcomes are being achieved
3.2  Supervisor

3.2.1 The supervisor may be the line manager or another designated person. For example, experienced social workers (Level 3) may be asked to supervise the non-registered social care workforce. 

3.2.2 It is the supervisor’s responsibility to be familiar with this policy and to undertake supervision training in order to provide the supervisee with all the aspects of; supervision: management, development, mediation and support (as detailed above). 

3.2.3 In this way the supervisor will:
· be accessible to the supervisee to ensure that their cases are discussed, reflected upon, analysed and plans and action are agreed
· prepare for supervision by reading any relevant documents or case notes beforehand, to ensure familiarity with complex cases  
· ensure the supervisee understands the wider aspects of  their role and responsibilities  and is developing the knowledge, skills, learning and experience to support them in  exercising their role
· quality assure the supervisee's work to assess performance and provide  constructive feedback, recognising positive interventions  and responding to unmet professional needs.
· address any poor performance issues and implement action plans, support, mentoring and referring to the Managing Capability policy, as required 
· monitor absence from work and explore any issues arising from this in line with the Attendance Management policy
· respond sensitively and appropriately to non-work related issues that may affect the supervisee's well-being and work performance, offering options within Trafford's well-being policies to support the development of emotional resilience 
· record the supervision on Trafford’s supervision record template and send to the supervisee within 5 working days 
· promote Trafford’s Equality Policy Statement by challenging inequality, discrimination and disadvantage both in service delivery and employment practice, following the appropriate policy as required 
3.3 Supervisee

3.3.1 It is the supervisee’s responsibility to: 
· make supervision a priority 
· prepare for supervision by: 
· considering particular aspects of their allocated cases they need to gain the supervisor’s advice or guidance on 
· preparing a case reflection using a case reflection template (see example in Appendix 3) and one other case, to discuss in  detail 
· identifying development needs
· any other items for the agenda 
· show commitment to professional development to promote their knowledge, skills and expertise  (see template to complete following CPD Appendix 9)
· inform the supervisor of any issues arising within their work, team, service area and seek guidance when necessary
· accept positive feedback and learn from constructive feedback, which may identify  areas for development, taking the necessary action to improve performance
· promote anti discriminatory practice and respond appropriately to any issues regarding equalities considerations for themselves or service users


4. Theoretical Framework for Supervision

4.1 This policy, procedure and guidance draws on the work of Tony Morrison, ‘Staff Supervision in Social Care’ (2005). He outlines a model which uses Kolb’s Experiential Learning Cycle, as the basis for his 4x4x4 model. 

4.2 This model has three fundamental elements, each consisting of 4 parts: 
The four stakeholders in supervision
· Service users
· Staff
· The organisation
· Partner organisations

The four functions of supervision
· Management - competent accountable performance 
· Development – discussing and creating opportunities for CPD
· Support – offering personal support and discussing wellbeing 
· Mediation - engaging the individual with the organisation 

The four elements of the supervisory cycle
· Experience
· Reflection
· Analysis
· Action
[image: ]
Adapted from Morrison, 2005
4.3 This integrated model of supervision can be used to deliver; managerial and professional supervision. Within this model the term 'management' is used broadly to refer to the role that any supervisor has (whether or not they are the supervisee's line manager) is accountable for the professional advice supervisees are given and any practice decisions which emerge from supervision discussions. This model further acknowledges the interdependence of the four functions of supervision, their impact on key stakeholders and the four stages of the supervision cycle. At the heart of the 4x4x4 model is the principle that supervision is part of intervention with people who use services. It is not an add-on activity but one which is intimately linked with the quality of service and the degree to which the service has a positive impact on those who use it.

As Morrison states:
‘The importance of getting the supervision of staff right in social care, and of positive role modelling by managers, cannot be overstated. The quality of services to vulnerable users and the level of staff morale, skills and motivation are all inextricably bound up with the fate of supervision and the degree to which supervisors and managers model the attitudes and behaviours that the organisation wishes its frontline staff to adopt. Put starkly, it is not the existence of supervision per se that makes a difference; what is necessary is good supervision’
4.4 This policy aims to support staff to deliver and contribute to good supervision. 



5. Supervision Procedures 

5.1 Supervision Agreement (see Appendix 1)

5.1.1 Completing a supervision agreement at the start of the supervisory relationship will help to create a supportive supervision environment, where trust and understanding can develop. The supervision agreement is the foundation for the development of an effective supervisory relationship, as it clarifies the rights and expectations on both sides. 
5.1.2 The supervision agreement in Appendix 1, mirrors the relevant content of this policy.
5.1.3 A new agreement must always be completed at the start of the supervisory relationship i.e. for new staff members and if there is a change of supervisor. 

5.2 Frequency & length 

5.2.1 The Local Government Association’s (LGA) standard outlines the expected frequency of supervision: 

5.2.1.1 ensure that supervision takes place regularly and consistently and lasts for an uninterrupted duration of at least an hour and a half	
5.2.1.2 make sure that supervision takes place:
· for newly qualified social workers - at least weekly for the first six weeks of employment of a newly qualified social worker, at least fortnightly for the duration of the first six months, and a minimum of monthly supervision thereafter
· for social workers who have demonstrated capability at ASYE level and above - in line with identified needs, and at least monthly.
5.2.2 In line with this expectation, supervision should ordinarily last between one and a half hours and two hours and should not occur less than monthly, however, it may need to be more frequent to meet the developmental and professional needs of the worker.
5.2.3 It is good practice for supervisors to book supervision in advance, and recommended that all supervisions are booked in for the whole year.

5.3 Cancellation 

5.3.1 Supervision is a joint responsibility and both supervisor and supervisee should adhere to the dates that have been arranged. It is recognised that there are some particular instances where supervision will need to be cancelled. This should only be for the following reasons: 

· absence from work due to sickness for either party
· urgent personal matters for either party
· urgent case matters which require immediate attention by either or both parties e.g. court appearance
· emergency/ unforeseen circumstances
· annual Leave
5.3.2 Rescheduling of the supervision should be done as soon as possible, by whoever has cancelled it, with every effort that it does not fall outside the agreed timescale. 

5.4 Location

5.4.1 Supervision should take place in a comfortable and confidential space, whether in person or via Microsoft Teams (preference to be discussed during supervision agreement).   

5.5 Supervision Agenda (see supervision record template in Appendix 2)

5.5.1 The four functions of supervision, mentioned above will be covered in the supervision agenda. This will inform and be informed by the Trafford appraisal process EPIC check in, which needs to be completed at least every 6 month. Issues discussed in the EPIC check in, will be picked up in monthly supervision in the appropriate area of the agenda. 

5.5.2 The template in Appendix 2 covers the following areas: 
· Personal Support, Wellbeing 
· Progress on actions from last supervision
· Case Load discussion and Summary of Actions
· Complex case reflection 
· Continuing Professional Development 
· Any Other Business

5.5.3 These areas will encompass the four areas of the 4x4x4 model (Management, Development, Support, Mediation / Engagement with the organisation).

5.5.4  A list of questions to support the use of Kolb’s Learning Cycle and some other resources are outlined in Appendix 4.

5.6 Personal Support, wellbeing and CPD

5.6.1 It is important that personal aspects of supervision is given the same priority as case supervision. This is to ensure that the supervisee is being supported with their wellbeing, where workers are given the opportunity to manage anxiety, consider how their own biases and beliefs may be affecting practice, reflect on the dynamic of the interaction between themselves and those using services, whilst additionally using their intellectual capabilities to form professional judgments, decisions and plans.

5.6.2 This aspect of the agenda also encompasses the worker’s career development and progress towards their goals, identified in their 6 monthly EPIC check in. This discussion should include what; reading, research, training, feedback or other development activity they have completed since the last supervision and the impact this has had on their practice, with specific examples given. The use of Research in Practice for Adults (RiPFA) should be encouraged and their use of this resource. It is expected that staff will record their learning on the template ‘Continuing Professional Development: Impact on Practice’ (see Appendix 9) after engaging in any CPD activity, whether formal training, reading, shadowing, reflective time etc. 

5.7 Case Supervision 

5.7.1 Formal case supervision should help to evidence what progress is being made on actions agreed at the last supervision, as well as planning future actions for current cases. The supervision will not only enable the supervisor and supervisee to ensure that statutory requirements are being met, but also enable the supervisee to reflect on their practice and learn from their experiences to inform future practice and decision making. 

5.7.2 Most cases will be discussed in the Case Load discussion and Summary of Actions, part of supervision. However, 2 cases will be discussed in detail every session in the Complex case discussion part of the session. It is expected that the supervisee will have prepared a written reflection for one of these and sent this to their supervisor at least 24 hours before supervision. There is an example of a template based on Kolb’s learning cycle, in Appendix 3, which can be used, however, it is up to the supervisee which reflective tool they use for this written reflection. There are also some prompt questions to support reflective discussion in Appendix 4. These questions may prompt ideas for developing the worker’s practice further, through engagement with relevant research, training of other learning opportunities. 

5.8 Ad hoc advice, in between supervision sessions 

5.8.1 If the supervisee wishes to request ad hoc advice, they should e-mail the supervisor to request his/her availability for an ad hoc supervision session, unless this is an urgent matter, in which case they should strive to make contact with their supervisor immediately.      

5.9 Group supervision

5.9.1 Currently group or peer supervision is arranged on a team by team basis depending on the team structure and remit. 

5.10 Recording Supervision 
Recording formal supervision sessions 
5.10.1 It is the supervisor’s responsibility for completing the supervision record (Appendix 2)

5.10.2 The supervisor will endeavour to send the supervision record to the supervisee for their agreement within 5 working days. Once this has been agreed, the supervisor will save this on the supervisee’s electronic file. The supervisee should save this record in their own electronic files also. 

5.10.3 The supervisee should also make a record of agreed actions or tasks at the time of the supervision, as a record and reminder for their immediate reference.  
Recording decision in LAS
5.10.4 It is the supervisee’s responsibility to record any decisions relating to a service user on the LAS case notes within one working day, and to case notify the supervisor, once completed. 
Recording decisions from ad hoc discussions
5.10.5 Actions and decisions agreed in ad hoc / informal supervision which occur between formal supervision sessions, will be recorded by the supervisee on the service user’s LAS case notes and the supervisor (or other manager who has given the advice)  case notified. It is very important that this occurs, to ensure accountability and a record of advice given and agreed. 

5.11 Confidentiality, Access, Storage and Retention

5.11.1 Supervision is a private but not a confidential process. This means that the records are the property of the organisation, not the individual. From time to time supervisors will need to discuss the contents of supervision sessions with others where necessary e.g. their own line manager. This should be done on a sensitive basis.

5.11.2 Access to supervision records should be controlled and all records should be stored electronically in a secure location. Individual management teams can create a secure folder on the Trafford network for the purpose of storing confidential supervision documents. 

5.11.3 The process on the Trafford Council intranet is as follows: ICT services > Modify a network account > New shared folder > Add detail i.e. secure folder highlighting who will have access (limited to management team etc.) > send to approver   

5.11.4 Access to supervision records will only be permitted to the following staff for purposes set out below, these include:

· Senior Managers / Directors – for quality assurance purposes
· Investigating Officers / HR – for disciplinary or conflict / resolution purposes
· Inspectors – CQC etc.
· Performance staff – for administrative support purposes, with clear evidence of confidentiality expected. 

5.11.5 Where a member of staff transfers to another section or supervisor within the directorate their records should be passed on to the new supervisor. Where there are ongoing paper records, these should be stored in a locked cabinet and access should be controlled. 

5.12 Reviewing Supervision and Resolving Supervision Difficulties

5.12.1 The manager of each supervisor is responsible for reviewing and considering on a regular basis the quality and effectiveness of the supervision which is being provided to every social care worker. 

5.12.2 Every supervisor should regularly check with their supervisees that the process is meeting their professional needs.

5.12.3 Supervisees who have concerns about whether their supervisory needs are being met should first speak to their supervisor about this within supervision. However, if the issue cannot be resolved after discussion with the supervisor, the supervisee should raise the issue with their supervisor's line manager to discuss the issues and try to find a resolution.

6. Quality Assurance

6.1 The quality assurance of supervision is important to ensure that the supervision in adult services is of good quality. The process by which quality will be checked is as follows: 

6.1.1 The supervisor’s line manager will review a sample of their supervisee’s supervision records (equivalent to 30% of the total number of staff they supervise, e.g. if the supervisor supervises 10 staff, 3 staff records will be audited), at least every 12 months and complete a supervision audit template for each (Appendix 8). 

6.1.2 The audit will involve the auditor (supervisor’s line manager) asking for a self-audit from the supervisor and their supervisees (see Appendix 6 & 7). These will help identify how far supervision practice makes a difference to the supervisee and may also involve a 121 discussion with the supervisee.

6.1.3  The feedback from supervisees can be used to identify themes, strengths and any areas for improvement, which can then be discussed between the supervisor and the auditor, as part of the audit process and contribute to the collation of learning for organisational improvement. 

6.1.4 Where permission is given, the findings of each self-audit will be shared to inform the supervisor and supervisee of each other’s views.  

6.1.5 Where permission is not given, the auditor shall request the supervisor provide evidence to allow reflection and discussion around the themes that have been elicited from the self-assessment information and the answers given will inform the overall audit. 

6.1.6 The audit will monitor all aspects of supervision, as outlined in this policy and will result in remedial actions, where supervision is found to be falling beneath the required standard. 

7. Learning and development of supervisors 

7.1 It is intended that supervisors of social workers will meet the Post-qualifying Standards for Social Work Practice Supervisors in Adult Social Care. 

7.2 Supervisors will be supported to evidence their supervisory practice using the Practice Supervisors Knowledge and Skills Statement evaluation template (Appendix 10).

7.3 New supervisors of social workers will be supported and assessed while completing the Post-qualifying Standards for Social Work Practice Supervisors in Adult Social Care Development Pathway which involves the completion of a portfolio following suitable training and development opportunities. 

7.4 There are many tools which can be used by supervisors to support supervision here. 

8. Equality, Diversity and Human Rights Impact Assessment

8.1 Trafford Council is committed to promoting Equality, Diversity and Human Rights in all areas of its activities.  Approved procedural document authors must ensure decisions advance equality and do not discriminate in anyway. 

8.2 The Equality Act 2010 introduced the Public Sector Equality Duty. This requires all public bodies, including local authorities, to have due regard to the need to:

· Eliminate unlawful discrimination, harassment and victimisation and other conduct prohibited by the Act
· Advance equality of opportunity between people who share a protected characteristic and those who do not
· Foster good relations between people who share a protected characteristic and those who do not

8.3 The Equality Impact Assessment (EIA) guide and forms are on the intranet. Please send the completed procedural document and the EIA form to EqualityandDiversity@trafford.gov.uk 

8.4 Before any committee, group or forum validate a policy or approved document an EIA Registration Number is be required to be recorded on the Document Control Page.

9. Consultation, Approval and Ratification Process

9.1 Consultation

9.1.1 Detail who has been consulted including internal and external stakeholders as appropriate.

9.2 Approval and Ratification 

9.2.1 Include the approval details and when and where the document was ratified.

9.2.2 State the frequency of review, and who/ which group will be responsible.


10. Dissemination and Implementation

10.1 Dissemination

10.1.1 Explain how approved documents will be made accessible to staff. Where paper copies are required to be circulated, a record of distribution sites of the document must be made. If the document replaces a previous version, also include the process to remove outdated copies and to ensure staff are aware of the new version. Confirmation of receipt may also be required in some circumstances. 

10.2 Implementation of approved procedural documents

10.2.1 Identify arrangements for support, education and training of staff.

10.3 Monitoring Compliance of ‘insert document title’

10.3.1 Process for Monitoring Compliance and Effectiveness.

· Outline the process to monitor compliance of this approved document.
· The ‘Insert Job Title’ is responsible for monitoring compliance with the ‘Insert Document Title’ at Division and Corporate Level. This responsibility may be delegated to operational managers – detail this here.
· This will be completed on a ‘insert frequency’ basis and reported to the ‘Insert Committee/ Board/ Group name’; ‘detail any exceptions’.

10.3.1 The following will be monitored for compliance:

· List what will be monitored and the method i.e. via audit List any additional assurance
· Any shortfalls identified will have an action plan put in place to address which will have timescales included for re-audit / monitoring.
· Standards and Key Performance Indicators ‘KPIs’
· Provide a description of the standards and key performance indicators to ensure that this policy is efficient and effective.

10.4 The Policy will be made available to all staff via the APPP library and Intranet sites.

10.5 The updated ‘Insert Document Title’ will be communicated via the Managers Update Newsletter ‘Insert date’.
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Adults Social Care Supervision Agreement                   

		Supervisee

		





		Supervisor

		





		Date

		









This agreement is the foundation for the development of an effective supervisory relationship. A new agreement must always be completed if there is a change of supervisor. 

The expectations of the organisation are set out in Trafford’s supervision policy (2021) and provide the framework for this agreement. 

Practical arrangements

Supervision frequency: monthly, unless on the ASYE or where additional support is required

Duration of each session: 1.5 to 2 hours

Venue: Confidential space within the office, preferably a private room or on Microsoft Teams (preference to be discussed).   

Interruptions to supervision will only be accepted in the following circumstances:

· Urgent personal matters for either party

· Urgent case matters which require immediate attention by either or both parties

· Emergency/ unforeseen circumstances

· The safety of either party is compromised

Supervision will only be cancelled/ postponed in the following circumstances:

· The absence from work due to sickness for either party

· Urgent personal matters for either party

· Urgent case matters which require immediate attention by either or both parties e.g. Court appearance

· Emergency/ unforeseen circumstances

· Annual Leave

Rescheduling of the supervision should be done as soon as possible, by whoever has cancelled it with every effort that it does not fall outside the agreed timescale. 

Ad hoc advice, in between supervision sessions 

If the supervisee wishes to request ad hoc advice, they should e-mail the supervisor to request his/her availability for an ad hoc supervision session, unless this is an urgent matter, in which case they should strive to make contact with their supervisor immediately.      



Agenda 

The supervisor and the supervisee are both responsible for bringing agenda items which they wish to discuss to supervision. Any preparation that is deemed to be required before supervision will be requested by either party, in e-mail, prior to the arranged supervision and with sufficient time to complete.   

The supervision agenda will cover all the functions outlined in Trafford’s Supervision Policy, within these sections:

· Personal Support, Wellbeing 

· Progress on actions from last supervision

· Case Load discussion and Summary of Actions

· Complex case reflection 

· Continuing Professional Development 

· Any Other Business



It is the supervisor’s expectations of the supervisee that they will:

· make supervision a priority 

· prepare for supervision by: 

· considering particular aspects of their allocated cases they need to gain the supervisor’s advice or guidance on 

· preparing a case reflection using a case reflection template (see example in Appendix 3) and one other case, to discuss in  detail 

· identifying development needs

· any other items for the agenda 

· show commitment to professional development to promote their knowledge, skills and expertise  (see template to complete following CPD Appendix 9)

· inform the supervisor of any issues arising within their work, team, service area and seek guidance when necessary

· accept positive feedback and learn from constructive feedback, which may identify  areas for development, taking the necessary action to improve performance

· promote anti discriminatory practice and respond appropriately to any issues regarding equalities considerations for themselves or service users78119

D:20210114115928Z14/01/2021 11:59:28

-------------------------------------------- keep



It is the supervisee’s right to expect that the supervisor will:  

· be accessible to the supervisee to ensure that their cases are discussed, reflected upon, analysed and plans and action are agreed

· prepare for supervision by reading any relevant documents or case notes beforehand, to ensure familiarity with complex cases  

· ensure the supervisee understands the wider aspects of  their role and responsibilities  and is developing the knowledge, skills, learning and experience to support them in  exercising their role

· quality assure the supervisee's work to assess performance and provide  constructive feedback, recognising positive interventions  and responding to unmet professional needs.

· address any poor performance issues and implement action plans, support, mentoring and referring to the Managing Capability policy, as required 

· monitor absence from work and explore any issues arising from this in line with the Attendance Management policy

· respond sensitively and appropriately to non-work related issues that may affect the supervisee's well-being and work performance, offering options within Trafford's well-being policies to support the development of emotional resilience 78119

D:20210114115836Z14/01/2021 11:58:36

--------------------------------------------keep



· record the supervision on Trafford’s supervision record template and send to the supervisee within 5 working days 

· promote Trafford’s Equality Policy Statement by challenging inequality, discrimination and disadvantage both in service delivery and employment practice, following the appropriate policy as required 



How will we recognise when the supervisory relationship is not working?

If the standards outlined in Trafford’s supervision policy, are not being adhered to and/or met, then it is the responsibility of both parties to bring any concerns to supervision for discussion. 

However, if the issues cannot be resolved by discussion within supervision, then the supervisee should raise these in an appropriate way with the supervisor’s line manager.  

Recording

It is the supervisor’s responsibility for completing the supervision record. They will send a copy to the supervisee for their agreement, prior to the record being confirmed and saved on the supervisee’s electronic file. The supervisee should save this record in their own electronic files. 

The supervisee should also make a record of agreed actions or tasks at the time of the supervision, as a record and reminder for their immediate reference.  

It is the supervisee’s responsibility to record any decisions relating to a service user on the LAS case notes, and to case notify the supervisor, once inputted. 

Ad hoc discussions and agreed actions in between formal supervision sessions, will be recorded by the supervisee on the service user’s LAS case notes and the supervisor case notified. 

The purposes for which the supervision record may be used are:

· Audit of supervision practice by senior managers

· Evidence in grievance/ disciplinary procedures

· Inspections and serious case reviews

· Evidence within relevant legal proceedings



		Supervisee signature 

		



		Date

		    



		Supervisor signature 

		



		Date
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		Adult Social Care Supervision record 

		



		Supervisee

		



		Supervisor

		



		Date of this supervision

		



		Date of last supervision

		



		Comments if the gap is longer than the frequency specified in the supervision contract

		







Agenda:

To be agreed prior to or at the beginning of the meeting

· Personal Support, Wellbeing 

· Progress on actions from last supervision

· Case Load discussion and Summary of Actions

· Complex case reflection 

· Continuing Professional Development 

· Any Other Business

Personal Support, Wellbeing and performance 

General wellbeing, work or personal issues, annual leave, flexi time and absences, equality and diversity, health and safety, team/service related issues and updates

You can note on a scale of 1-10 how the supervisee is feeling in work, with 10 as the optimum. This will enable the supervisor to chart how the worker is feeling at work, on a monthly basis and consider what is working well and what could be improved.  



		Area for discussion 

		What’s working well?

(Consider achievements or positive contributions) 

		What needs to happen?

(Agreed actions, By Whom? Timeframes etc.)



		How are you?.... How are you on a scale of 1-10?









		





Add rows, as required





Progress on actions from last supervision

		Actions

(By Whom? Timeframes etc.)

		Progress

		What needs to happen?

(Agreed actions, By Whom? Timeframes etc.)



		

		



		



		

		



		



		

		



		



		

		



		



		

		



		



		

		



		Add rows, as required 







Case Load discussion and Summary of Actions

		Case ID

		Current position 

		What needs to happen?

(Agreed actions, By Whom? Timeframes etc.)



		

		

		





		

		

		





		

		

		





		

		

		

Add rows, as required











Complex Case reflection 

Discuss the written case reflection (see Appendix 3 in Supervision policy), which the supervisee has prepared and sent prior to the session and one other complex case, by mutual agreement. 

Does the work discussed evidence any of the Knowledge and Skills Statements / Post Qualifying Standards for social workers in adult services?

		Case reflection 



		Case ID

		Experience 

		Reflection 

		Analysis                    Link to KSS

		Action 



		

		

















		

		























Continuing Professional Development

Consider professional development activities which have been undertaken since the last supervision and discuss their impact on practice, including whether these have been logged against the CPD standard on the Social Work England portal. 

See Appendix 8 for a template which supports the recording of this learning - Continuing Professional Development: Impact on Practice 

Review and reflect on issues and goals discussed in the last EPIC check in.  Identify any development needs and actions, including timescales for when these will be completed.

		Identified development need or EPIC goal

		How is this going to be achieved and by when?  

How has this been achieved? 

		Reflection on impact on Practice



		

		

		





		

		

		

Add rows, as required







Any Other Business

This is an opportunity for supervisee and supervisor to bring up anything else which has not already been discussed. 

		













Signatures:

		Supervisee signature 

		



		Date

		



		Supervisor signature 

		



		Date

		



		Date, time and venue of next supervision:
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Adults Social Care Case Reflection template   

To be completed by the supervisee and sent to the supervisor at least 24 hours before supervision. This will form the basis of one of the complex cases discussed as part of every supervision. It is intended that each section will take no longer than 5 minutes to complete. 

This template is based on Kolb’s learning cycle, however the supervisee can choose to use a different tool, as long as it is in written form and sent to the supervisor 24 hours before supervision.  

Examples of other models: Korthagen’s Onion model or the SHARE model by Maclean, Tedam and Finch             

		Supervisee

		





		Supervisor

		





		Date written

		









		Experience – engaging and observing

The story – What happened? Who was involved?  





		





























		Reflection – investigating experience

What was it like? How did you feel?  What do you think others felt?





		































		Analysis – seeking to understand, hypothesising

Asking why - What does this mean? What were the causes of the event?  What can we learn from research?





		

























		Plan and Act – preparing for action, trying things out

What next?  What else do I need to know?  What should be my next step? 

Clarify the actions that are needed
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Resources to support supervision



1. Questions to support the use of Kolb’s Learning Cycle



		Focusing on experience

These questions aim to support accurate and detailed recall of events. A partial description of the situation can cause problems later in the cycle, but the right questions can help workers recall more detail, more accurately.

· What was your aim? What planning did you do? What was your role?

· What did you expect to happen? What happened?

· What did you say and do? What did the user say, do or show?

· What were the key moments and what stuck out?

· What words, non-verbal signals, interactions, sounds, images or smell struck you?

· What or who was hard to observe and what observations or concerns do other agencies have?

· What went according to plan and what didn’t happen?





		Focusing on reflection

The questions aim to draw out feelings, they may bring out further information or may reveal the social workers underlying attitudes. They may also give clues about the personal factors complicating the social workers responses.

· What did you feel at the start of the visit/interview?

· Describe the range of feelings you had during the session and what did these remind you of?

· What patterns did you see in the visit? Are these familiar and have you encountered similar processes?

· Who/what does this user remind you of?

· What do you think the user was feeling? Based on what?

· Where and when did you feel most or least comfortable?

· What thoughts/ideas went through your mind during the session?

· What are the similarities/differences between this contact and your previous contact?

· What was left unfinished?





		Focusing on analysis

These questions help with analysis by probing the meanings given to situations by the supervisee and user. They may help you identify what is not known or understood and lead to areas for further assessment.

· List three assumptions you, the co-worker or the user brought to the session.

· How do you define your role in this situation and how does your employer define it?

· What aims/outcomes for this session were or were not achieved?

· What went well, or not well and why? What other, possibly unexpected outcomes, did the session produce?

· How far did the session confirm or challenge your previous understanding or hypothesis about this situation?

· What new information emerged? What is not known?

· What bits of theory, training, research, policy or values might help you make sense of what was happening in this session?

· What areas of further assessment are required and what conclusion are you drawing from this work so far?





		Focusing on action plans

These questions help translate the analysis into planning, preparation and action by identifying outcomes and success criteria as well as considering potential complications and contingency plans.

· In light of the reflection and analysis we’ve done, what’s your overall summary of the needs, strengths and risks for the service users in this situation?

· What are you responsible for in managing this situation and what needs obtaining before proceeding?

· What is urgent and essential? What would be desirable?

· What would be a successful outcome of the next session from your perspective? The user’s perspective?

· What are the best or worst responses from the user?

· What contingency plans are needed, what is the bottom line?

· Who needs to be involved (co-worker, supervisor, agency)? What would you like from them?

· Any safety issues for you or others? What can be done to minimise the dangers? 









2. Pathways for supervisors



https://www.skillsforcare.org.uk/Learning-development/social-work/Post-qualifying-standards-for-social-work-supervisors-pathway.aspx





3. Tools to support supervision 



https://adultsdp.researchinpractice.org.uk/tools/
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Records of dates of supervision

		Name of supervisee 

		



		Name of Supervisor

		







		Date of supervision

		Duration 

		Signature of Supervisor

		Signature of Supervisee
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Adults Social Care Supervision self-audit by supervisee

This audit will be used as part of the overall QA process for supervision in adult services 

		

Supervisor



		





		

Supervisee 



		



		

Do you give permission to share your answers with your supervisor? If no, then the information will be shared anonymously. 



		Yes/no



		Date

		









		My views on supervision		

		Yes/no

		Comments



		I receive regular and appropriate supervision

		

		



		There is a suitable supervision environment

		

		



		There is a respectful and trustworthy relationship

		

		



		I have time to prepare and to follow up on supervision

		

		



		We have critically reflective discussions

		

		



		Supervision helps me feel more 

confident and capable in their work



		

		



		Supervision helps me to feel supported

		

		



		Supervision helps me to learn and develop

		

		



		Supervision helps me to manage my role in the organisation

		

		



		Supervision helps me to identify clear actions

		

		



		Supervision helps me to feel motivated and value

		

		







This template has been informed by Research in Practice tools for supervision
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Adults Social Care Supervision self-audit by supervisor

This audit will be used as part of the overall QA process for supervision in adult services 

		

Supervisor



		





		

Do you give permission to share your answers with your supervisee? If no, the information will be shared anonymously. 



		



		

Supervisee 



		



		Date

		









		My views on supervision		

		[bookmark: _GoBack]Yes/no

		Comments



		I offer regular and appropriate supervision

		

		



		There is a suitable supervision environment

		

		



		There is a respectful and trustworthy relationship

		

		



		I have time to prepare and to follow up on supervision

		

		



		We have critically reflective discussions

		

		



		Supervision helps the supervisee feel more 

confident and capable in their work



		

		



		Supervision helps the supervisee to feel supported

		

		



		Supervision helps the supervisee to learn and develop

		

		



		Supervision helps the supervisee to manage their role in the organisation

		

		



		Supervision helps the supervisee to identify clear actions

		

		



		Supervision helps the supervisee to feel motivated and valued

		

		







This template has been informed by Research in Practice tools for supervision
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Adults Social Care Supervision Audit 

		Auditor



		



		Supervisor



		



		Supervisee – name and role



		



		Date



		



		Feedback to supervisee and supervisor completed?



		Yes / No 







		There is evidence of…		

		Yes/no

		Comments



		.. a suitable supervision environment

		

		



		.. a supervision agreement

		

		



		..  regular and appropriate supervision

		

		



		.. preparation and use of an agreed agenda

		

		



		.. appropriate and proportionate recording

		

		



		.. the record, reflecting elements of an agreed model

		

		



		.. actions and the expected outcomes of these

		

		



		.. previous outcomes being reviewed and met

		

		



		.. the well-being of service users and carers being considered throughout

		

		



		.. critical refection

		

		



		..use of law, theory and evidence in reflection

		

		



		.. recognition of and response to practice issues

		

		



		.. appropriate managerial input to 

decision making

		

		



		.. consideration of support needed for wellbeing

		

		



		.. discussion and identification of learning needs and how these are being met

		

		



		.. two-way communication about organisational issues

		

		



		.. recognition and response to anti-oppressive practice and equality issues

		

		



		.. EPIC check in follow up

		

		







This template has been informed by Research in Practice tools for supervision
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		Continuing Professional Development: Impact on Practice



		Name



		



		Role

		[bookmark: _GoBack]



		Team



		



		Name of Supervisor

		



		Date of Learning Undertaken

		



		Brief Summary of Learning Content 

(what was it/ format/ main points covered)



		















































		Has this learning improved your practice and in what way? (Reflect on how you have applied it or how you are going to use it in the future)       



Any positive feedback from others after embedding the learning into your practice? (This can be from people you support, peers, supervisors, other professionals)





		





		







		How has it helped you reflect on your values and how they impact on your practice? (Values are beliefs that you consider are important – reflect on your personal values/ professional values/ EPIC values of the Council)





		

























		How do you intend to share the knowledge gathered from this training/learning with others?  (e.g. touchdown meetings/ team meetings/ shared links/ passed on slides and other materials, delivered a presentation etc.)
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Practice Supervisors’ Knowledge and Skills Statement / Post-qualifying Standards 

Evaluation tool

		

[bookmark: _GoBack]Supervisee

		



		

Supervisor 

		



		

Date started 

		



		

Date completed 

		







		Standard



		Evidence

		Action Plan



		Values and ethics





		knowledge of and commitment to, social work ethical principles and values

		

		



		apply these principles confidently to their role as a critically reflective practice supervisor

		

		



		have a reflexive ability to understand themselves and the fundamental values which influence their own practice

		

		



		Practice supervisors should adopt, model and promote the values of a reflective, partnership and collaborative approach to their role as a practice supervisor

		

		



		Influencing and governing practice excellence within the organisation and community





		Standard



		Evidence

		Action Plan



		should shape and influence an environment which facilitates excellent practice 

		

		



		design and implement measures to assure the quality of practice 

		

		



		support social workers to be ambitious for people by promoting reflective, curious and inquisitive practice

		

		



		outcomes-focused and personalised approaches to adult safeguarding practice

		

		



		are able to make positive interventions that prevent deterioration in health and wellbeing

		

		



		have the necessary knowledge and skills to identify risk of significant harm

		

		



		build positive relationships

		

		



		lead by example, encouraging and promoting a holistic approach to practice

		

		



		person-centred and outcomes-focussed

		

		



		demonstrates integrity, creativity, resilience and clarity of purpose, to positively influence decision-making

		

		



		provide a safe environment within which social workers can be energised and effective

		

		



		be visible and accessible to staff, adults and their carers and professional partners.

		

		



		ensure the processes they are able to influence are functional and efficient

		

		



		be pro-active in protecting social workers from unnecessary bureaucratic or hierarchical pressures

		

		



		recognise and articulate the dilemmas and challenges faced by social workers

		

		



		promote the effective and equitable use of organisational resources

		

		



		identify and support use of resources that lie within families and communities.

		

		



		support social workers to develop influential and respectful working relationships with partner agencies.

		

		



		share their practice expertise to influence wider organisations that make-up the health and social care community

		

		



		Developing confident and capable social workers





		Standard



		Evidence

		Action Plan



		should be able to articulate how this framework guides practice and explain and champion the framework to social workers

		

		



		encourage practitioners to adopt strengths and asset-based approaches

		

		



		identify, assess and support the development of professional capabilities, articulated in the Professional Capabilities Framework & KSS

		

		



		engage the social worker in the planning and development of assessment activities and use observation, critical reflection and feedback methods alongside the views of adults, carers and other professionals to develop and assess practice.

		

		



		demonstrate skills of looking, listening and meta-competence in the identification and assessment of a social worker’s practice dynamics, behaviour and intervention skills

		

		



		When assessing professional capability, they should ensure that evidence presented is relevant, valid, reliable, sufficient and authentic.

		

		



		Practice supervisors should promote continuous professional development through critical reflection in the supervision process

		

		



		regularly reviewing and co-constructing a professional development plan, which outlines relevant learning opportunities and resources

		

		



		should develop a culture and community of learning and improvement, drawing on the expertise held within a practice team

		

		



		Assuring good social work practice and development





		Standard



		Evidence

		Action Plan



		critically reflect on and evaluate their own continuing professional development and ensure that their knowledge of social work practice, theoretical perspectives and research is current and maintained

		

		



		ensure that social workers apply a person-centred and holistic approach in their practice

		

		



		ensure that a social worker’s actions are proportionate to the identified risk

		

		



		should model and ensure a personalised approach to safeguarding, maximising an individual’s opportunity to determine and realise their desired outcomes.

		

		



		use supervision to challenge the balance of authoritative intervention and collaborative engagement and to clarify how practice is achieving the best outcomes for adults and their carers

		

		



		explorative questioning style to uncover assumptions and analyse judgments, to clarify the focus of the practitioner’s work and to identify what changes the social worker needs to make in their approach e.g. more reflective or more active

		

		



		ensure that individual and carer perspectives are sought, listened to and understood and that they are engaged in shaping plans and supported to carry these out to achieve positive changes to their well-being and independence;

		

		



		Promoting and supporting critical analysis and decision making





		Standard



		Evidence

		Action Plan



		create a culture of focused and critical thinking

		

		



		support social workers to recognise multiple and sometimes conflicting hypotheses, interpretations or perspectives in reaching a professional judgement

		

		



		understand and be able to apply different methods of critical reflection to promote the development of critically reflective practice in others

		

		



		ensure that social workers are ambitious for people and are focussed on enhancing and promoting their wellbeing so that decisions are person-centred and outcome-focussed in accordance with the legislative framework

		

		



		ensure, particularly in relation to safeguarding and mental capacity practice that the immediate and long-term impact of decisions is fully considered at each stage of planning and review and that social workers are able to clearly articulate and justify their plans, decisions and actions.

		

		



		promote and enable social workers to adopt a positive approach to managing risk which is underpinned legislation

		

		



		ensure that social workers are responsive to meeting the assessed needs of people and their carers, and where expectations cannot be met, that disappointment is managed sensitively and appropriately.

		

		



		establish recording processes which provide the full analysis underpinning decisions

		

		



		Relationship-based practice supervision





		Standard



		Evidence

		Action Plan



		critically reflect on and apply a range of relevant supervisory models which recognise and address the power dynamics in the supervision relationship.

		

		



		develop a collaborative, supervisory partnership in which the relationships with adults in need of care and support have a central position

		

		



		work in partnership with social workers to develop and regularly review a supervision agreement to support the supervision process

		

		



		be able to identify emotional or personal barriers affecting practice and recognise when to step in and proactively support individuals

		

		



		promote reflective thinking to drive more effective discussions so that reasoned and timely decision-making can take place

		

		



		demonstrate a high level of resilience within pressured environments, seeking professional support for themselves when necessary.

		

		



		be attuned to the effect of high emotion and stress and respond in empathic, compassionate, calm, measured and pragmatic ways

		

		



		should recognise the impact the relationships with whom they are working may have on social workers

		

		



		must provide high quality individual supervision that is responsive and restorative

		

		



		should promote approaches such as peer supervision and group case consultation to foster professional curiosity, to help identify common bias, to shift thinking and to generate the best outcomes for adults and their carers

		

		



		reflect on the confidence of their social workers and adapt their management and leadership style according to people's needs and to foster organisational improvement.

		

		



		Effective use of power and authority as a practice supervisor





		Standard



		Evidence

		Action Plan



		secure, maintain and model a current and working knowledge of the legislative framework, particularly the Care Act 2014, the Mental Capacity Act 2005 and mental health legislation and its related case law

		

		



		ensure that practice is lawful and seek legal advice when required

		

		



		should provide expertise and support to social workers

		

		



		be able to work with and contain the emotions of social workers so that they are able to identify person-centred solutions to risk and harm, including practice situations where the person using services is assessed as having mental capacity and decides to make what might be an unwise decision.

		

		



		support social workers to communicate clearly the purpose and content of the care and support plan.

		

		



		should recognise the dynamics of relationships between professionals, identifying where these are likely to compromise the well-being of adults and take immediate and corrective action.

		

		



		create a culture where challenge and debate is invited and encouraged to support transparency and accountability

		

		



		Performance management and improvement





		Standard



		Evidence

		Action Plan



		should ensure practitioners understand the legal, regulatory, procedural and performance framework

		

		



		promote, build and model a culture that recognises excellent practice and professional leadership, enhancing social workers’ confidence in their practice.

		

		



		should establish available capacity so that work is allocated appropriately across the staff group

		

		



		should strike a balance between employing a managerial, task-focussed approach and a reflective, enabling, leadership style to achieve efficient day-to-day functioning.

		

		



		should draw on and share best practice

		

		



		implement communication channels with adults, their carers and other professionals inviting feedback and ideas for improvement.

		

		



		respond thoughtfully and proactively to complaints and mistakes, recognising that they can provide creative learning opportunities for development at all levels.

		

		



		utilise data to understand historical patterns, current demands and likely future trends.

		

		



		

		

		



		implement systems which demonstrate effective practice and, when needed, which trigger quick corrective action

		

		



		scrutinise system performance and devise and implement effective and timely improvement plans.
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