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Supervision Policy

1.	Introduction
Supervision in social work provides a formal and on-going process that is vital to quality practice, professional development, practitioner well-being and enhanced relationships with service users and colleagues.
Manchester City Council Adult Social Care sees regular and effective supervision as an essential element in staff management and development, and ultimately in ensuring a high-quality service is delivered to Manchester residents.
Enabling the workforce to be resilient, effective, creative, ambitious and innovative through embedding Our Manchester approach and developing a culture of trust, honesty and empowerment is critical. 
Social Care Staff at all levels require and have a right to regular supervision and support to maintain and develop their skills and standards of practice. 
Supervision: 
•Strengthens the capacity and capability of the workforce, providing a formal and on-going process that is vital to quality practice, professional development, practitioner wellbeing and enhanced relationships with service users and colleagues; and 
•Plays a key role in developing confident and competent practitioners who will deliver a good quality social care service with improved outcomes for children, adults, families and communities.
Manchester City Council is committed to ensure staff are equipped with the skills and knowledge needed to be able to work in an Our Manchester way and demonstrate the Our Manchester behaviours:
· We work together and trust each other
· We take time to listen and understand
· We 'own it' and aren't afraid to try new things
· We're proud and passionate about Manchester
Our values determine how we lead our organisation and how we interact with our key partners – they are an integral part of everything we do in serving the citizens of Manchester. Staff are expected to demonstrate these values and are committed to embedding them into all aspects of their work. 
Managers are also expected to demonstrate that they are managing their service well and providing leadership to their staff. ‘A different conversation’ which can be used for annual appraisal is part of this, giving staff regular time with managers to talk about the things that matter most. 
There are 6 “I Statements” (see section 13) which have been incorporated into the supervision record template: 
· About me
· My best at work
· My values and how I work
· My development and aspirations
· My role
· My feedback

This performance appraisal process enables all staff to demonstrate their commitment to the council’s values and the Our Manchester behaviours. All staff, at all levels, will be assessed using this framework and value base.

Scope:
This policy applies to the supervision of all practitioners, qualified and unqualified, including social workers, social care assessment officers and all of those involved in the assessment of adults who come into contact with services.
Given the evidence that supervision is associated with job satisfaction and protects against stress, supervisors have the responsibility to ensure that good supervision is provided to their employees and employees also have the responsibility to chase this where it may be lacking. 
The Social Work Workforce Review (2022) referenced a strong evidence base indicating that good quality supervision is linked to social workers remaining with employers and in their roles: 
“High quality supervision (which includes a focus on health and wellbeing), opportunities for staff development, peer support, opportunities for career progression and organisational support for emotional well–being have been shown to strongly influence the decision to remain within an organisation”
Supervision provides a form of accountability between the employer and employee on behalf of the public. 
This includes the duty of employees to keep the line manager informed of all matters of a complex, risky or contentious nature.

2.	Social Care and Social Work Supervision Standards

Regulation 18 of the Health and Social Care Act 2008 (Regulated Activities), states that ‘staff must receive the support, training, professional development, supervision and appraisals that are necessary for them to carry out their role and responsibilities’
The Local Government Association (LGA) published The Standards for Employers of Social Workers in England, on behalf of the Social Work Reform partners. Standard 5 pertains to the Effective and Appropriate Supervision stating.
“Employers should ensure that social workers have regular and appropriate social work supervision”.
All employers should;
· Ensure that supervision takes place regularly and lasts for an uninterrupted duration of at least an hour and a half
· Ensure that they have a policy in place which governs supervision, allocates the responsibility of policy to PSW or appropriate Senior Manager and is monitored against clear expectations and standards
· Ensure that social work supervision is not treated as an isolated activity by incorporating it into the organisation’s social work accountability framework (quality assurance)
· Promote continuous learning and knowledge sharing through which social workers are encouraged to draw out learning points by reflecting on their own practice in the light of experiences of their peers
· Promote the use of supervision as an opportunity for social workers to critically reflect on, and identify their learning needs, using evidence, research and other social work frameworks where appropriate
· [bookmark: _Int_zLoQuA0g]Actively use the regulator’s professional standards as the basis for supervision, including evaluating capability and identifying development needs, ensuring that social workers can draw on and use additional resources such as the professional capabilities framework and knowledge and skills statements to develop their day-to-day practice and skills base
· Ensure that supervision supports students and qualified social workers to meet the regulator’s professional standards
· Provide regular supervision training for social work supervisors
· Assign explicit responsibility for the oversight of appropriate supervision and for issues that arise through supervision
· Provide additional professional supervision by a registered social worker for practitioners whose line manager is not a social worker.

In 2015, the Department of Health published the Knowledge and Skills Statement for Social Workers in Adult Services. Statement 8 - Supervision, critical reflection and analysis, emphasises that Social Workers must have access to regular, good quality supervision and understand its importance in providing advice and support. 
It highlights that Social Workers should make effective use of the opportunity to reflect, test hypotheses, recognise the difference between fact and opinion and demonstrate they understand the role of evidence, intuition and logic in their decision making (see Section 15 - useful links).
In 2018, the Department of Health & Social Care published the Post-qualifying Standards for Social Work Practice Supervisors in Adult Social Care which prescribes 8 standards expected to be implemented in practice by Social Workers who provide a supervisory role (see Section 15 - useful links). 
The Professional Capabilities Framework (PCF) which was modified by the British Association of Social Workers (BASW) in 2018, supplements the above standards in prescribing competency expectations at all levels of a Social Worker’s career pathway.
Good quality supervision will enable social workers to maintain and evidence Social Work England professional standard 4: maintaining my continued professional development.

3. 	Key points
· Key to working in an Our Manchester way is building effective relationships, listening to each other to understand what matters and investing time in our workforce to enable them to develop, grow and progress.
· Regular and effective supervision is an essential element in how we do this. 
· For Social Care Professionals, it is important that we incorporate professional supervision standards and reflective practice within our supervision sessions.  
· Professional Supervision enables us to ensure we are safe and statutorily compliant in our practice. 
· This guidance should be read alongside the “A different conversation” guidance.  

You Must:
There is a clear organisational expectation that managers carry out frequent professional supervision conversations and there are things that you must do as part of this:
· Use supervision sessions to check a practitioner’s wellbeing.
· Use supervision to explore equality and diversity
· Use supervision sessions to check a practitioner’s knowledge and understanding of individual policies and legislation
· Discuss cases involving risk to positively reinforce positive risk taking, alongside risk management and to assure appropriate decision making.
· Ensure appropriate escalation occurs where there is risk of serious incident or death 
· Use supervision sessions to give and receive constructive feedback which encourages a learning culture.
· See supervision sessions as part of performance management.
· Base supervision within anti-discriminatory practice principles of equality and diversity.
· Allow for reflection to promote learning.

· Ensure number of supervision sessions is consistent with the practitioner’s experience and qualifications.
· Use the supervision template within this policy to record a summary of your case discussions and actions.
· Ensure where there is case discussion that citizen’s liquid logic ID number is recorded on supervision records.
· Use your professional judgement in recording any key decisions and actions relating to specific cases in the citizen’s case notes MCC Case Recording Guidance 
· Record when supervisions have taken place using the link - Supervision record audit form
· Ensure both parties have a record of the supervision session 
· Ensure that professional supervision occurs where a line manager is of a different discipline to the practitioner, for example If an OT works in a social work setting, it is important that they also receive a provisional supervision from a qualified/ experienced OT.


You Should:
· Follow a checklist to guide your discussion.
· Make use of the Case Weighting tool if any concerns are raised about caseload or time management

4. 	Equality and Diversity
In accordance with the Equality Act 2010, Manchester City Council is committed to tackling structural and individual discrimination and oppression in the workplace. We have an individual responsibility for developing our cultural knowledge and cultural self-awareness and a collective responsibility to ensure our organisation demonstrates this in our day-to-day practices. The supervision process is a tool which can support this. Supervision must be a safe space for both supervisor and supervisee to explore sensitivities around difference and diversity, to enable challenge and discussion and to become confidently culturally competent.

5. 	Types of Supervision
This guidance focuses on one-to-one supervision. These are planned meetings, comprising the supervisor and supervisee. They will include discussion about practice issues, professional development and performance.
Other forms of supervision do take place and should be considered in individual teams:
a. Peer supervision
This is where colleagues support each other and is usually a discussion on specific cases. Any decisions made should be recorded on the case record as informal supervision (and ratified with a senior) by a nominated member of the peer group
b. Group supervision
This can occur, for example, in a home care team, where a supervisor will supervise a number of staff in a group and this will cover discussion of specific cases and how the group work together as a team. Group supervision complements, rather than replaces, one-to-one supervision. It can provide a valuable means of sharing practices, prompting debate and promoting learning.
c. Informal supervision
This occurs in between planned supervision meetings when guidance/advice is required. Any decisions/actions agreed must be recorded on the individual’s case records.
d. Professional supervision / Case supervision 
This occurs on a one-to-one basis, to enable and support quality practice. A key aspect is the review and reflection on practice issues. 
It includes looking at the outcomes of the work and maximising the opportunities for wider learning. 
Where supervision is carried out by a supervisee from a different professional background then this will be supplemented by an additional professional supervision. The frequency and manner of the additional professional supervision should be recorded in the Supervision Agreement. 
e. Clinical Supervision
Clinical supervision is about maintaining the professionalism of the staff groups in working with people who use services.
Clinical supervision provides an opportunity for staff to:
·         Reflect on and review their practice
·         Discuss individual cases in depth
.         Change or modify their practice and identify training and continuing development needs
f. Virtual Supervision
Virtual supervision occurs in instances whereby supervisee and supervisor are unable to physically meet face to face. Digital technology, for example, Microsoft Teams, is used to facilitate a face-to-face virtual meeting. The elements and functions of supervision remain the same as with professional supervision, but more awareness should be given to emotional literacy where body language cues may not be as obvious.



6.	Models of Supervision
[image: This is a diagram that visually represents the supervision cycle, adapted by CWDC (2009)]To support both supervisee and supervisor it can be helpful to understand the supervision process and cycle of learning. 


[bookmark: _Hlk101536884][image: This is a diagram that visually represents Kolb’s (1984) experiential learning cycle.]Kolb’s (1984) experiential learning cycle: adapted to supervision cycle by CWDC (2009).

In accordance with the organisation's implementation of the strength-based practice framework, we promote the use of the strength-based practice handbook and KcVETS mapping tool to support supervisors when undertaking supervision sessions. 
Strength Based Practice Handbook
KcVETS mapping tool

However, we recognise that people learn differently, and supervisors may find that an alternative supervision model better supports the process, such as:
1. Morrisons 4x4x4 Model of Supervision
2. MANDELA model 
3. Head, heart, hands reflective model


7.	Functions of Supervision 
This section details the features of 4 functions of one-to-one supervision.  
a. Casework discussion and caseload management
· Critical analysis and reflective practice – an opportunity to reflect on a piece of work and discuss what happened, what could have been done differently and what has been learned for future practice. 
· Opportunity to explore and develop practice in line with the strengths-based model of assessment.
· Opportunity to explore research and evidence-based practice accessible from National organisations such as, NICE, SCIE and RiPfA to guide improved practice.
· Acknowledgement of good practice.
· Discussion and feedback from observations.
· Looking at the impact of work on the supervisee including professional boundaries.
· Quality of decision-making and case planning.
· Content and quality of recording.
· Review of case numbers and types of cases but note that not all cases are expected to be discussed at each supervision session
· Feedback on specific cases, actions, changes in needs/support required.
· Financial awareness - quality of assessment and its relation to support planning and allocation of resources.
· All safeguarding cases must be discussed, and the supervisor updated on progress.
· Risk Management and the promotion of positive risk taking. Managers should be challenging practitioners on risk decisions which have not supported positive risk taking.
· Any serious incidents or deaths must be reported as soon as they occur and action taken recorded.

Safeguarding and supervision
The primary aims of having safeguarding discussions in supervision are to:
· Support staff to have the necessary knowledge and skills to identify risk of significant harm and ensure they are supported to take appropriate action.
· Allow staff to openly reflect on their own practice; on organisational issues or on multi-disciplinary/partnership working, that may impact on their practice.
· Support staff to develop their understanding, skills and approach to working in a strengths-based way
· Ensure staff are focussed on enhancing and promoting individual’s wellbeing so that decisions are person-centred and outcome-focussed in accordance with the legislative framework and local policy.
· Support staff to take the lead in upholding human rights, seeking consent or acting in the best interests of an individual who may be deemed to lack capacity regarding the safeguarding issue.
· Support staff to make positive interventions that prevent deterioration in health and wellbeing. 
· Ensure a personalised approach to safeguarding, maximising an individual’s opportunity to determine and realise their desired outcomes.
· Support staff to consider the immediate and long-term impact of decisions at each stage of the safeguarding process.
· Support staff to clearly articulate and justify their plans, decisions and actions.
· Allow staff to discuss openly any emotional impact which a safeguarding issue has had on them. 
· Identify any further training or development needs in relation to safeguarding practice.

b. Line Management
It is essential that managers use supervision sessions, alongside team meetings and other group forums, to test practitioners’ understanding and adherence to council policies. 
This can be done by asking specific questions, for example, in determining whether Mr X was eligible, e.g. “What evidence-based guidance/resources have you used to support your decision making, I.e., NICE, SCIE or any other national agency?”
This links into performance management:
· Performance – clear feedback from supervisor to recognise strengths and successes and to discuss any issues, how they will be addressed, and in what timescale.
· Conduct and behaviour issues – to recognise and encourage positive conduct and behaviours and to include issue/s to be addressed, how and in what timescale.
· Information sharing.
· Sickness leave.
· Annual leave/Flexi time/TOIL.
· Relationship with others.

c. Learning and Development
· Evaluating recent learning and development activities and how the learning has been transferred to practice.
· Any areas of learning that need to be reflected into the organisation, for example, barriers that have emerged which get in the way of working in a strengths-based way
· Progress towards objectives set in ‘A different conversation’
· Reviewing Continuing Professional Development, e.g., have learning journals or CPD folders been kept up to date?
· Identifying and exploring any learning and development needs to find the best kinds of opportunities for the supervisee.
· Working towards practice and career development.
· Maintaining professional registration.
· Review of PDP to include:
· Identification of any learning and development needs and how these might be addressed
· How recent learning has been absorbed into practice
· Progress towards the objectives set in the appraisal should be regularly reviewed in supervision

d. Performance Management
Performance issues should be identified during supervision. 
These include praising work done well, encouraging innovative ideas, promoting good practice and identifying talent, and addressing performance concerns leading to performance management.
It is an expectation that managers use business object (BO) or other performance information they have available to gain a clear view of actual performance and might consider the use of caseload weighting if this will help to clarify any differences of opinion.

8.	Roles and Responsibilities
a. Supervisors are expected to provide regular monthly supervision meetings with a minimum target of 10 sessions per year and these sessions should:
· Be based on a signed supervision agreement for each of their supervisees. (Appendix A)
· Be booked well in advance and only changed in exceptional circumstances which should be documented in the next supervision.
· Be well-structured, with both parties bringing agenda items and with supervisees being notified in advance of anything specific they need to prepare or bring along. The sessions allow both parties to contribute to the agenda.
· Be provided in an appropriate setting and free of interruptions.
· Be inclusive of the roles and functions outlined in the job profile.
· Be focused on organisational priorities and target setting for performance reviews.
· Incorporate professional development discussions based on the professional capabilities' framework and/or alternative professional standards.
· Take responsibility to create a safe environment in which areas of difference and diversity can be openly discussed
· Be sensitive to the emotional impact of work to ensure safe practice and the wellbeing of the supervisee.
· Be focused on the evidence base for assessment, support planning and decision making.
· Be targeted to identify and address training and development needs to support effective practice.
· Regularly review ‘A different conversation’ objectives.
· Provide opportunities to support critical reflection:
· Allow for the acknowledgement of good practice, and the challenging of poor practice and performance.
· Be accurately and appropriately recorded, agreed by both parties and copied to the individual without delay.
· Make use of the Case Load Weighting Template (original) if any concerns are raised about caseload or time management or if there is a disparity between supervisor and supervisees view of workload. 
· Attend training on the Case Weighting Tool as required.
· Use business object and other performance information available.
· Record when supervisions have taken place using the link - Supervision record audit form
· Use professional judgement to record any decisions and actions on individual case records, during or immediately following the supervision session. 

b. Supervisees are expected to:
· Sign and adhere to the supervision agreement.
· Prepare for each supervision meeting by reviewing notes from the previous meeting and thinking about the items they want to raise and discuss.
· Notify the supervisor, in good time, of any agenda items which require preparation in advance of the session.
· Adopt a reflective approach and be prepared to critically analyse their own practice, and the impact on customers and the organisation.
· Openly share thoughts and ideas and accept the influence of others to find solutions to issues and reach sound professional judgments.
· Be ready to identify professional development needs, plan and undertake training and other development activities, as agreed with their supervisor.
· Be aware of professional standards, organisational priorities, policies and procedures and how these relate to the supervisee’s own performance.
· Be proactive in bringing to your supervisor's attention any issues or barriers that are getting in the way of you working in an Our Manchester strengths-based way
· Check and agree the supervision notes and follow through and complete any agreed actions against timescales.
· Take responsibility for addressing any aspect of your supervision that you are unhappy with. You should raise this with your supervisor in the first instance to try and resolve. If resolution cannot be found, you should bring it to the attention of your Principal Social Worker
9.	Who supervises?
A worker’s immediate line manager or senior is responsible for providing supervision. All staff who are not managed by a registered professional in their line of discipline need to have additional professional supervision in their specific line of discipline. You should notify the Social Work Consultant Team if you are in a position where you are not in receipt of professional supervision.
If a NQSW's line manager is not their identified assessor for the ASYE programme, then supervision will also be provided separately by an identified ASYE assessor, in addition to line management supervision.

10.Location
The location should be in a quiet room, away from any disruptions and where confidentiality can be maintained. 
Preparation 
Both parties need to come to the session with feedback on agreed actions from the last session and a written agenda with items for the session.
Recording
Decisions and actions need to be recorded by the supervisor and agreed promptly. Recording should be clear and factual, and any decisions made/actions required clearly documented. Where decisions/actions relating to specific cases must be recorded in case notes, these should be recorded under the heading (in bold) of Supervision discussions. 
Both parties need to have a record of the supervision session. Where notes are typed up and agreed at the end of the session, the agreement sent via a returned email with the supervision discussions is acceptable.
Supervisors should record when supervisions have taken place using the link.
Supervision record audit form

11.Standards of Frequency
All staff should have one-to-one management supervision every 4 - 6 weeks with a target of 10 sessions per year. The professional and management supervision is likely to be done separately if the line manager isn't a social worker. The regularity of professional supervision, if done separately from management supervision, should be agreed within the supervision agreement
All newly qualified social worker in line with their ASYE programme should have supervision every week for the first six weeks of their employment, at least fortnightly for the duration of the first six months and a monthly supervision thereafter.
Part time staff should receive supervision every 4 - 6 weeks, allowing discretion to reduce the time to reflect the worker’s caseload. 
Agency and temporary staff should receive the same frequency of supervision as permanent staff. 
Where a member of staff or the supervisor is on leave, or sick, or on training for any length of time, it may not be possible to maintain agreed frequency. In this case, both parties must agree to meet at the next earliest opportunity. 

12. 	Supervision Records
Any personal issues shared within supervision will be kept strictly confidential, as per standard supervision practice. Supervision records will be stored electronically and securely by the supervisor. Retention of supervision records will be maintained as per the Council’s retention policy. 

Supervision records remain the property of the Council and can be called as evidence as part of any investigation within the directorate or by the professional regulatory body if required. Supervision records will be subject to internal audit, but any personal or sensitive information will be redacted in advance of audit by the supervisor.

[bookmark: _Int_MqFFUXsX]All supervisors and supervisees should sign a Supervision Agreement (Appendix A), prior to  the start of their first supervision session. This should be reviewed as required, for example after a change of role or after an extended absence, but as a minimum these should be reviewed annually. 
Supervisors should refer to a checklist (Appendix B), to assist the agenda and to ensure all relevant topics are covered. 
Recording of discussion during supervision should be made on the Supervision Record template (Appendix C - F). 
Supervisors should record when supervisions have taken place using the link.
Supervision record audit form

13. Appraisal
MLCO’s “A Different Conversation” has replaced previous appraisal processes. Evidence tells us that regular conversations that focus across a range of priorities are more effective as a performance management tool than annual “appraisal” conversations.  The essentials of ‘A different conversation” are:
· Our wider workforce is integrating and collaborating with each other and our partners.
· We are building trust and forming new relationships with each other.
· Our people feel listened to and able to contribute ideas to improvements and innovation.
· We are co-creating workplace happiness and well-being.

The ‘A different conversation’ is comprised of 6 sets of “I Statements” that aim to guide you through a conversation around your wellbeing, what is important to you and how you would like to develop. These sessions should take a longer-term view of an employee, their performance and professional development, identify objectives to be worked towards during the following year and plan how these are going to be met. Supervision sessions should inform these discussions. 
A different conversation
Supporting documents



14. 	Audit and monitoring
To assure our responsibilities in accordance with LGA standards, supervision will be audited and monitored regularly to ensure frequency and high quality. Governance of supervision audit processes sits under the remit of the organisations Principal Social Worker. Data on the frequency of supervision will be provided from the completed returns of the supervision audit form. Audits on the quality of supervision will incorporate supervisee’s feedback, spot checks of supervision records and direct observations in practice for both supervisees and supervisors. 

Auditing methods as follows;
1. Policy reviews every 2 years or ad hoc in the instance of significant change required
2. Supervisors are required to complete a Supervision record audit form after each supervision session. This will be reviewed quarterly.
3. Supervisees will be asked to complete a questionnaire for feedback on their experience, in accordance with strength-based practice standards (Appendix G). The questionnaire will be sent to all employees twice per year.
4. Director, Assistant Directors and Service Managers will be asked to randomly audit a supervision record every quarter and provide feedback on recording standards (Appendix H). Copy of audit should be forwarded to AdultSocialWorkConsultants@manchester.gov.uk
5. Team Managers/SSW’s will be asked to undertake direct observations of practice for members of their team, 1 per year using the template (Appendix I), to provide feedback to the supervisee which highlights good practice and areas for practice development.
6. Both quantitative and qualitative data collated via audit will be reviewed and evaluated by Principal Social Worker/Social Work Consultant Team on a quarterly and also yearly basis, in order to establish any themes or areas of practice for development. See appendices G -J for all audit tools.



15.	Useful Links 
1. Local Government Association Standards: Standards for employers of social workers in England (Accessed Nov 2020).
LGA Employer Social Work Standards
2. Department of Health: Knowledge and Skills Statement for Social Workers in Adult Services (Accessed Nov 2020).
KSS for adult social workers
3. Department of Health & Social Care: Post Qualifying Standards for Social Work Practice Supervisors in Adult Social Care (Accessed Nov 2020) 
Post Qualifying Standards for Supervisors
4.  Social Work England: Professional Standards (Accessed Nov 2020)
SWEngland Professional Standards
5. Skills for Care: Effective Supervision in Adult Social Care (Accessed Nov 2020)
SfC Effective Supervision
6. The National Institute for Health and Social Care Excellence (Accessed Feb 2021)
NICE guidance
7. Institute for Apprenticeships and Technical Education (Accessed May 2021)
Social Worker Apprenticeship Standards
8. Research In Practice for Adult: Supporting evidence-informed practice with children and families, young people and adults | Research in Practice
9. Adult Policy, Procedures & Practice Resources: Manchester Adult Policies, Procedures and Practice Portal
10. Greater Manchester Social Work Academy: Practice Education – GMSWA

16.	Acknowledgment: 
Black & Ethnic Minority Professionals Symposium (BPS) and School of Shabs (2022) -
https://www.basw.co.uk/system/files/resources/181248_relational_and_anti-racist_supervision_form.pdf
Children's Workforce Development Council (2009) NQSW: Guide for supervisors http://dera.ioe.ac.uk/id/eprint/11248
https://www.sarum.ac.uk/wp-content/uploads/2015/01/Difference-and-Diversity-in-Supervision.pdf
Tri-borough Adult Social Care Supervision Policy 2014 – Access via Skills for Care at: (http://www.skillsforcare.org.uk/Document-library/Social-work/CPD/Useful-resources/Supervision-policy.pdf )



Appendix A - Supervision Agreement
This Agreement should be signed by both parties and retained by both the supervisor and supervisee. To be reviewed as required or minimum 12months.
	Supervisee Name:
	 

	Supervisor’ Name:
	

	Date of Agreement:
	


 
Arrangements for Supervision:
1.	Frequency: 
2.	Average Length of Meeting:
On average 1½ hours
3.	Statement about Interruption:
Interruptions should be limited to emergencies only.
4.	Statement about Attendance:
Both parties will be punctual, limit interruptions and avoid cancelling sessions, other than in exceptional circumstances. If a session has to be cancelled, another should be arranged as soon as possible. Both parties will come prepared with items they wish to discuss and agree what they will cover at the start of each meeting.

5.	Statement about Confidentiality:
All supervision discussions are treated as confidential between the supervisor and the supervisee. Should there be a need to disclose any part of the supervision record or issues raised to a third party, the supervisor will notify the staff member beforehand. Staff members may request that specific information remain confidential, and the supervisor will assess the feasibility of maintaining that confidentiality in line with health and safety guidelines.


6.     Safety needs:
What do you need from supervision to feel emotionally and psychologically safe?”
 

Are there any boundaries or conditions that help you feel secure and respected in our supervision space?”
 

How can I ensure this space feels safe for you to bring difficult emotions or experiences?”
 

Are there any topics or approaches that feel unsafe or uncomfortable for you in supervision?”
 

What helps you feel heard, validated, and supported when discussing challenging cases?”

7.   Reasonable adjustments needs: 
Are there any reasonable adjustments needs that you would like me to know about at this stage?
Do you have any access needs or adjustments: physical, sensory, cognitive, or emotional that would support you best in supervision and practice.
Is there anything I can do to make our supervision sessions more accessible or supportive for you?”
 



Signed by: 
Supervisee:   	………………………………. ￼Date: ……….
Supervisor: ￼	............................	                              Date:


 			

Appendix B - Supervision Checklist
(Not all points will be covered during each supervision - to be used as a prompt)
Casework:	
    1.	Review actions from last supervision
2.	New allocations - what needs to happen?
3. 	Existing cases - Reflection on work done, any actions recorded.
4.	Mental Capacity Assessments/Deprivation of Liberty
5. 	Safeguarding alerts/in progress - should be covered within every supervision 
6.	Carers work
7.	Crisis management
8.	Positive risk taking / Risk management / High risk protocol
9. 	Barriers to effective practice
10. 	Priorities and timescales
11.	Funding issues
12.	Reviews and case closures
13. 	Recorded evidence of decision making, and evidence-based resources used to support this
Performance:
1.	A different conversation appraisal in the last 12 months?
2.	Business object or equivalent check
3.	Demonstration of Our Manchester values and principles
4.	Any issues affecting attendance (sickness, appointment, flexi, carer, MH)
5.	Additional duties / projects
6.	Caseload weighting required.
7.	Accessing regular supervision
8. 	SWE registration / competency issues
9.	Quality assurance checks
10.	Health & Safety / Environment / Equipment issues
11. 	Additional support needs identified / plan
Development: 
1.	Awareness of own learning needs
2.	Record of training undertaken since last supervision
3. 	Reflection on own learning, including evidence-based guidance to inform practice
4. 	Information to share/needed
5. 	Future training/learning activity planned
Appendix C – Supervision Record Template
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Supervision Record Form
Adult Social Care
 
	Name of supervisee
 
	 
	Name of supervisor
	 

	Date of supervision
 
	 
	Date of last supervision
	 


 
	Agenda: List priorities for discussion. Review actions from previous supervision.



	 
 


 
 
 

	A different conversation: About me: 
Wellbeing - (consider sickness / health and safety / anti discriminatory practice / stress/ lone or home working, annual leave, self-care strategies)

Prompts:
· How are you feeling today, and how is work impacting your overall wellbeing?
· What’s going well at the moment, and what has been more difficult or emotionally demanding?
· Do you feel emotionally safe, supported, and able to raise difficult issues in work and supervision?
· Have you experienced any bias, exclusion, or barriers linked to identity, background, or lived experience?
(Prompt: consider Social GRACES / MANDELA where relevant)
· What is currently helping you manage stress and the emotional demands of the role?
· What support, adjustments, or actions would help promote your wellbeing, inclusion, and resilience?
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Annual Leave/Sickness and Wellness:

                                                       
	Discussions   
	Action Plan  

	
	

	
	

	
	





 

	A different conversation: Caseload- My best at work, my values and how I work, my role

NB: You do not need to discuss every single case at every supervision session. Consider what may be pressing at this time but be mindful of less complex cases drifting.

	









	Caseload Management and Weighting: Consider complexity, workload impact, adjustments needed. If needed, complete the caseload weighting tool-see the supervisors guide for prompts).





	Discussion
	Action plans

	 
	 

	 
	 

	 
	



Quality Assurance & Audit Feedback: Have you had a case that has been audited since the last supervision? If so...)
· What went well?
· What could improve?
· Learning points.



 Discussions                                                               Actions
	
	

	
	

	
	




Reflective Practice:
Professional supervision and casework discussion.
Let's reflect on legislation, policy, theory, and values. Identify learning points and development needs. Consider links to PCF / KSS / SWE standards.


(Consider What, why, How or other reflective models).




  What                                                     Why                                        How
	Describe the situation at hand: What is happening to the person and their family?
	Why do you think this is happening and what are the underlying causes?
	How can you address this situation and what actions do you need to take to improve outcomes?












	
A different conversation: My development and aspirations

Learning and development / CPD / personal development plans / Goals / Training and skills / link to PCF/KSS  
  
Things to consider:
· Is there any training, learning, or development you think would help you in your role?  
· What can we do to make sure you keep maximizing your potential in your role? 
· Thinking about your future, are there any longer-term goals you want to discuss or plan towards?

 
PCF: Social worker (PCF) | BASW
KSS: KSS.pdf 
Code of Ethics: Code of Ethics | BASW 
 
https://www.manchesterappp.co.uk/wp-content/uploads/2021/10/Career-Pathway-Diagram-2021.pdf

Have you considered APPP/RiPfA resources to support your learning?

RIPFA: Supporting evidence-informed practice with children and families, young people and adults | Research in Practice
APPP:Manchester Adult Policies, Procedures and Practice Portal


	





 
 
 PCF                                              KSS                                      Code of Ethics
	
	
	

	
	
	

	
	
	

	
	
	




	
 
 

	
A different conversation: My feedback
Line management / performance / competency / complaints / team or organization updates
Consider: Who has offered feedback, what is the feedback, how will you use this feedback?
Prompts:
· Strengths observed  

· Areas to develop further  

· Agreed support/actions


	 




 

 
 
 
 
 
 




	

	




	Supervisee’s reflections on today’s session:
Prompt:
· How did you find supervision today?  
· Did you achieve the outcomes you were hoping for; if not, how could this be achieved for your next supervision? 
· What could improve next time?


	
 
 
 
 

	Please submit supervision session - Supervision record audit form
 

	Sign and date

	Supervisee:
 

	Supervisor:
 

	Next supervision session: 
 



Appendix D – Practice Education Supervision Record Template
 [image: ]
 Supervision Record Form
Practice Education/Student Placement
 
	Name of student
 
	 
	Name of Practice Educator
	 

	Date of supervision
 
	 
	Date of last supervision
	 


 
 
	Things you would like to discuss today:
It is up to the student and Practice Educator to decide on the agenda items and the order of discussion depending on priority of issues at the beginning of each session. 
 
Are there any previous actions for review?
 

	 
 
 
 
 
 

	A different conversation: About me: 
Wellbeing – (consider any health issues, home/studies/placement balance, emotional impact).
Prompts:
· How are you feeling today, and how is work impacting your overall wellbeing?
· What’s going well at the moment, and what has been more difficult or emotionally demanding?
· Do you feel emotionally safe, supported, and able to raise difficult issues in work and supervision?
· Have you experienced any bias, exclusion, or barriers linked to identity, background, or lived experience?
(Prompt: consider Social GRACES / MANDELA where relevant)
· What is currently helping you manage stress and the emotional demands of the role?
· What support, adjustments, or actions would help promote your wellbeing, inclusion, and resilience?
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	Discussion
	Action

	 
	 

	 
	 

	 
	 


 

	A different conversation: my best at work, my values and how I work, my role
(Evidence links to legislation, theory, values and ethics, local/national policy, evidence-based practice, political/social issues, curiosity, hypothesis, analysis, relations and emotional intelligence, link to PCF/SWE standards)
 
NB: It is expected that a student will hold 50% reduced caseload of a qualified social worker and if in doubt, consider caseload weighting.
Prompt for reflections:
· Are there any cases or situations that keep you up at night?
· What has gone well or not so well since our last supervision?
· What challenges have you faced?
· What did you learn from these experiences?
· How did you manage your emotional responses?
· What do you feel you need to do now and why?


 

	Case/event/task discussion and reflection
  
	Discussion
	Action

	 
	 

	 
	 

	 
	 


 



 Quality Assurance –Audit: Have you had a case that has been audited since the last supervision? If so....

· What is the feedback?
· What went well in this case?
· What could have been done differently?
· Learning points and actions:


	My development and aspirations linked to PCF/SWEPS
Learning and development / CPD / personal development plans / Goals / Training and skills / link to PCF/SWEPS
 
(What learning/training have you completed since last supervision? What evidence-based resources have you used to inform your practice? How has it informed your practice? How will you share your knowledge/learning?)
 
Have you considered APPP/RiPfA to support your learning?

RIPFA: Supporting evidence-informed practice with children and families, young people and adults | Research in Practice

APPP:Manchester Adult Policies, Procedures and Practice Portal

	



 
	PCF
	Evidence

	
	

	
	

	
	

	
	



	SWEPS
	Evidence

	
	

	
	

	
	



 

	My Placement portfolio progress:
(Jointly discuss the area they may be working on currently on their portfolio and discuss any support needed).
  
	Discussion
	Action

	 
	 

	 
	 

	 
	 


 

	Two-way feedback
Line management / performance / competency / complaints / team or organisation updates
(Consider who has offered feedback, what is the feedback, how will we use this feedback and make these a two-way feedback to support the growth of the supervisor’s  too)
Prompts:
· Strengths observed  

· Areas to develop further  

· Agreed support/actions


	 
 
 
 
 
 

	My reflections
(As a supervisee, following supervision take some time to think about your discussions and add your own reflections on the session)
Prompts to guide you:
· How did you find supervision today? 

· Did you achieve the outcomes you were hoping for; if not, how could this be achieved for your next supervision?
· Based on today’s supervision, how could you prepare for your next supervision to gain the most from it.



	 
 
 
 

	Sign and date

	Student:
 

	Practice Educator/OSS:
 

	Next supervision session: 
 


 
  
 
 Appendix E - ASYE Supervision Record Template
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Supervision Record Form
NQSW on ASYE Programme
 
	Name of NQSW
 
	

	Name of ASYE assessor
	


	Date of supervision
 
	

	Date of last supervision
	


 
	Things you would like to discuss today:

It is up to the NQSW and ASYE assessor to decide on the agenda items and the order of discussion depending on priority of issues at the beginning of each session. 
 
Are there any previous actions for review?
 

	 














	A Different Conversation - About Me: 
 
Health and Wellbeing: 

Consider- (sickness / health and safety / anti discriminatory practice / stress / lone or home working)
 
 

	
· How are you feeling? 


· What’s working well? 


· What is important to you? 


· What are you pleased with since your last supervision? 


· Is there anything that could improve the situation?



Is there anything impacting your ASYE programme? (are there any holidays that link to race/culture/religion to be aware of? Any barriers/impact in relation to protected characteristics?

· Are you experiencing any discrimination/oppression at work?  
· Do you feel your voice is heard and valued in team discussions and decision-making?"  
· Have you experienced or witnessed any unfair treatment or bias at work?"  
· Are there any barriers you face that you think are linked to your identity or background  
·   
· Thinking about the Social GRACES (e.g., gender, race, age, culture), are there any areas you’d like to explore in relation to your role or team?"  
· Using the MANDELA model, are there any assumptions or experiences around identity that you’d like to unpack together?

 
	Discussion
	Action

	
	 

	 
	 

	 
	 

	
	


 
 







	A Different Conversation: my best at work, my values, how I work, and my role
 
(Evidence links to legislation, theory, values and ethics, local/national policy, evidence-based practice, political/social issues, curiosity, hypothesis, analysis, relations and emotional intelligence)

NB: It is expected that a NQSW on ASYE will hold 90% reduced caseload of a qualified, full-time social worker.
 

	
Case/event/task discussion and reflection

To support reflection and thinking processes please consider the what, why and how questions below; 

                  What                                    Why                                   How
	Describe the situation at hand; what is happening to the person and their family?
	Why do you think this is happening; what are the underlying causes?
	How can you address this situation; what actions do you need to take to improve outcomes?

	
	
	

	
	
	

	
	
	

	
	
	



Quality Assurance –Audit: Have you had a case that has been audited since the last supervision? If so....
· what was the feedback?

· What went well in this case?
· What could have been done differently?
· Learning points and actions:





Other reflective models to consider: 

https://bromleydirectworktoolkit.co.uk/wp-content/uploads/2023/03/reflection-models.pdf








	
A Different Conversation: My Professional Development Needs.

Learning and development / CPD / personal development plans / Goals / Training and skills / link to PCF/KSS.
 
Things to consider:(What learning/training have you completed since last supervision? How has it informed your practice? How will you share your knowledge/learning? Is your portfolio progressing; if not, what needs to be done to support you with this?  Are you taking your protected development time; if not, what needs to be done to enable you to do so?

PCF: Newly qualified social worker (ASYE level) | BASW
KSS: KSS.pdf
Code of Ethics: Code of Ethics | BASW



	PDP activity/Learning needs 
	How have you applied this in practice
	Which PCF/KSS have you met

	
	
	

	
	
	

	
	
	




 
Have you considered APPP/RiPfA to support your learning?


RIPFA: Supporting evidence-informed practice with children and families, young people and adults | Research in Practice

APPP:Manchester Adult Policies, Procedures and Practice Portal


 

	
My Portfolio Progress:

(Consider which part of the portfolio they are working on currently, what support they need and any area of uncertainty)

If you want access to the portfolio checklist please click here:

 https://www.manchesterappp.co.uk/wp-content/uploads/2025/05/From-April-2024-Onward-Portfolio-Checklist-and-KSS-Declaration.docx

 
	Discussion
	Action

	
	

	 
	

	
	 


 
 

	My Protected Development Time:

(Confirm they are continuously using their ASYE protected time and explore any barriers to taking this time)
  
	Date/Activity Completed
	Discussion 
	Action

	
	 
	

	
	 
	

	 
	 
	

	
	
	


 
 

	A Different Conversation: My Feedback
 
Line management / performance / competency / complaints / team or organization updates
 
 

	 
Who has offered feedback

What is the feedback


How will you use this feedback?




· Strengths observed  

· Areas to develop further  

· Agreed support/actions



	
My Reflections

(Following supervision, NQSW to take some time to think about the supervision discussions that have taken place and add own reflections on the session)
 

	 
How did you find supervision today? 


Did you achieve the outcomes you were hoping for; if not, how could this be achieved for your next supervision?


Based on today’s supervision how could you prepare for your next supervision to gain the most from it. 
 
 
 

	Please submit supervision session - Supervision record audit form
 

	Sign and date

	NQSW:
 

	ASYE assessor/Line Manager: 

	Next supervision session: 




Ensure both parties have read and signed the supervision contract. The agenda should be jointly set based on priorities, with no requirement to cover every item on this template at each session.

Appendix F – SW Apprentice Supervision Record Template 
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Supervision Record Form
Social Work Apprentice
 
	Name of apprentice
 
	 
	Name of mentor
	 

	Date of supervision
 
	 
	Date of last supervision
	 


 
	Things you would like to discuss today
It is up to the apprentice and mentor to decide on the agenda items and the order of discussion depending on priority of issues at the beginning of each session.
 
Are there any outstanding actions from your last supervision session? 

	 
 
 
 
 

	About me and my wellbeing: 
Wellbeing (consider sickness, health and safety, anti-discriminatory practice, stress, lone or home working, self-care strategies)
Prompts:
· How are you feeling today, and how is work impacting your overall wellbeing?
· What’s going well at the moment, and what has been more difficult or emotionally demanding?
· Do you feel emotionally safe, supported, and able to raise difficult issues in work and supervision?
· Have you experienced any bias, exclusion, or barriers linked to identity, background, or lived experience?
(Prompt: consider Social GRACES / MANDELA where relevant)
· What is currently helping you manage stress and the emotional demands of the role?
· What support, adjustments, or actions would help promote your wellbeing, inclusion, and resilience?
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	Discussion
	Action

	 
	 

	 
	 


 

	My Caseload:
(Consider: Case numbers, complexities, safeguarding, reflection and caseload weighting)
Prompts:
· What are you working on at the moment? 
· What is working well?   
· Is there anything that you are finding challenging? If so, what do you think might help you overcome this?   
· How do you feel you are progressing within your role/work/goals/objectives

	



 


Reflection on Practice or event:
Prompts:
· How do you think things are going at the moment? 
· What isn’t going so well? 
· Why do you think that might be? 
· What do you think needs to be done differently 
· Is there any support that you might need












	My development goal and aspirations
University modules / ASPIRE / skills scan / reviews
Training and Skills (mandatory training completed / must reflect and critically analyse practice / link to apprenticeship standards)
  
Have you considered APPP/RiPfA resources to support your learning?

RIPFA: Supporting evidence-informed practice with children and families, young people and adults | Research in Practice

APPP:Manchester Adult Policies, Procedures and Practice Portal

Prompt:
· Is there any training, learning, or development you think would help you in your role?  
· What can we do to make sure you keep maximizing your potential in your role? 
· Thinking about your future, are there any longer-term goals you want to discuss?  





	 









Relevant Links:
Apprentice Standards: Social worker (integrated degree) / Institute for Apprenticeships and Technical Education
Social Work England: Professional standards - Social Work England
Apprentice page: Professional Development – Manchester Adult Policies, Procedures and Practice Portal



Apprentice standards        Evidence                  Theories                    Evidence
	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	








	Skill scan reviews and portfolio evidence
 
	Discussion
	Action

	 
	 

	 
	 

	 
	 


  

	20% off the job learning
 
	Discussion
	Action

	 
	 

	 
	 

	 
	 


 
 

	Practice in contrasting settings
 
	Discussion
	Action

	 
	 

	 
	 

	 
	 


 

	My feedback and Support:
Line management / performance / competency / complaints / team or organisation updates
(Who has offered feedback, what is the feedback, how will you use this feedback?)

Discuss two-way feedback between the supervisor and supervisee (consider area of strength and further development on both sides and update PDP as required.

	 
 
 
 

	Actions from this supervision:






	Reflection
(Following supervision, as a supervisee take some time to think about your discussions and add your own reflections on the session)
Prompts:
· How did you find supervision today? 
· Did you achieve the outcomes you were hoping for; if not, how could this be achieved for your next supervision?
· Based on today’s supervision, how could you prepare for your next supervision to gain the most from it.


	 
 
 
 

	Please submit supervision session - Supervision record audit form
 

	Sign and date

	Apprentice:
 

	Mentor:
 

	Next supervision session: 
 


 



Appendix G – Supervisees supervision questionnaire
(NB: This form will look slightly different when accessed as a 365 form)
The enclosed questionnaire is designed for the purpose of obtaining feedback from supervisees regarding their experience of supervision. It is designed in accordance with our strength-based practice standards and quality assurance framework. 
Please indicate on a scale of 1 to 5 the degree in which you agree/disagree with the following statements:
General practicalities
1. I have a supervision agreement in place
2. My supervisor uses the supervision record template from the supervision policy to record our sessions
3. My supervision sessions are uninterrupted and last for at least 1.5hours
4. I am given the opportunity to contribute to the agenda
5. Actions from previous supervision session are reviewed
6. My supervision records a true reflection of our discussions
7. Any actions recorded are agreed in partnership 
8. I am confident that my supervision records are stored securely
9. I receive a copy of my supervision record in a timely manner
10. I believe the frequency of my supervision sessions is frequent.

Strength based quality assurance framework: Our Manchester Values
1. I feel a sense of mutual trust with my supervisor
2. My supervisor takes the time to listen to what is important to me
3. My wellbeing is considered
4. My achievements are discussed and celebrated
5. My strengths are explored
6. My goals and aspirations are considered
7. I feel my expertise is valued
8. I feel a sense of growth and development in my role
9. I am given time to reflect

Free text comment box inserted:
What would improve your experience of supervision?


Appendix H – Supervision Record Audit Template 
This tool is to be used by Directors/Assistant Directors and Service Managers to audit individual supervision records. 
	Name of auditor:
Name of supervisor:
Date:


	Questions
 
	 
Yes or No

	1.Is there a supervision agreement in place?
Is this signed by both parties and does it clearly state frequency and type of supervision agreed (ie group / individual / mix).


	 

	2. Are supervision records signed by both parties and is the supervision record stored securely by the supervisor? (provide a little evidence to substantiate why you have said yes or no)

	 

	3. Is MCC supervision record template being used?

3b. Is the wellbeing of staff being considered in depth?

Supervisors need to take into account the impact of work pressures and the well-being of staff.  Auditor should look for evidence of these discussions and any remedial action taken.

	 

	4.  Are actions agreed at the previous supervision checked at the subsequent supervision session?

	 

	5. Is the workload being monitored and discussed.

Reflective practice 
This is often demonstrated in relation to specific cases, but all staff should be encouraged to reflect on their own practice, in relation to performance, learning and development, and emotional impact of relationship-based practice. (Have you seen evidence of this?

	 

	6. Are cases discussed so that there is opportunity for the supervisee to critically reflect and for the supervisor to constructively challenge?

Auditor to look for demonstration of performance / capacity / throughput of work.  The supervisor should identify any issues, how these are being supported and/or note competence in this area.


	

	[bookmark: _Int_EQ8nxrzc]7.  Is appropriate work being allocated in accordance with experience, knowledge and skills e.g. ASYE protected case load, complexity of cases?

	 

	[bookmark: _Int_WcwzBOxY]8.  Are the supervisees induction and training needs being identified and appropriate support provided for?
A training and development log should be on file, but also, evidence of discussion about development and learning within the supervision session


	 

	

	 

	10. Has the supervisor embedded strengths-based approach?
	 

	11. Is the supervisee using a strengths-based approach in daily activities?
	 

	12. Is good work recognized, or poor performance addressed?
	 

	13.  Are any grievances addressed?
	 



Four Functions – Balanced
The functions of supervision are: Managerial, Staff Development and Performance, Support and Motivation, and Mediation.  Auditor is looking for evidence of all elements and please use this as a prompt to guide your comment on the following area:

	Comments on strengths
 

	



	Comments for development


	



	Overall quality rating
(x as appropriate)
	Requires Improvement 
≤ 7
	Good

≥ 8
	Excellent

≥ 11 

	
	
	
	



Note:
If number of yes boxes is 7 or less indicate – requires improvement
If number of ticked boxes is 8 or more indicate – good
If number of ticked boxes is 11 or more indicate – excellent
Where n/a is used, count as a √



Appendix I – Direct Observation of Practice Template
This tool is to be used by Team Managers/SSW’s when observing direct practice of their social workers and social care staff to record any feedback and for the purpose of individual learning and development. 
Note: Social workers can use as evidence of their CPD and upload onto SW England account
 
	Name of social worker/social care worker:
Name of observer:
Date:


	Pen picture of practice event / intervention

	 
 
 
 
 
 

	What did I do well?

	 
 
 
 
 
 

	What could I improve?

	 
 
 
 
 
 

	Social Worker / Social Care Worker Reflection on feedback
(Link to PCF/KSS, consider relevant theory, legislation, policy and guidance, values)

	 
 
 
 
 


	Click here to record date of observation.








Appendix J – Direct Observation of Supervisor Template
This is to be used by Service Managers when undertaking direct observation in practice of the supervisor. It is mapped against the DoH Post Qualifying Standards for Supervisors
	Name of supervisor:
Name of observer:
Date:


	1. Evidence of supervisors adherence to values and ethics
(Equality and diversity respected, anti-discriminatory, anti-oppressive, own biases challenged, encourage practitioners to uphold social justice and human rights)

	 
 
 
 
 

	2. Evidence of influencing and governing practice excellence
(Awareness of standards, motivating others, encouraging reflection and curiosity, ensuring person centred and strength-based outcome focused practice, positive and solution focused attitude, promote respectful relations with partners, aid development of strategies for struggling social workers)

	 
 
 
 
 

	3. Evidence of developing capable and confident social workers.
(Knowledge of theory, social work models, legislation, evidence-based practices and resources, knowledge of capability frameworks and standards such as PCF, KSS, SW England, SW apprenticeship standards, support continued professional development, promote a learning culture)

	 
 
 
 
 
 

	4. Evidence of assuring good social work practice and development.
(Practice supervisor models professionalism, ensures social workers demonstrate person centered practice, empower, and protect citizens/carers, respect equality and diversity, take proportionate actions, uses evidence-based resources to support decision making, adheres to organisational policy)

	 
 
 
 
 

	5. Evidence of promoting and supporting critical analysis and decision making
(Encourage hypothesis and weighing of different perspectives, differentiate between fact and opinion, explore bias and differences, awareness and application of critical thinking and reflective models, promote reflexivity, enable social workers to articulate and justify their decisions)

	 
 
 
 
 
 

	6. Evidence relationship-based practice supervision
(awareness of supervisory models, power dynamics, work in partnership with supervisee, assure citizen/carers outcomes remain central, obtain feedback from supervisee, identify and respond to emotional/personal barriers being experienced by supervisee that is impacting on practice, demonstrate compassion, calmness and support, adapt management/leadership style to suit situation)

	 
 
 
 
 
 

	7. Evidence effective use of power and authority as a practice supervisor
(Ensure practice is lawful and seek advice when unsure, understanding and implementation of organisational policy, advanced knowledge of safeguarding processes and application of MCA/DoLS, create an environment that is open to challenge and debate, support transparency and accountability, approachable and accessible)

	 
 
  
 

	8. Evidence of performance management and improvement
(ensure practitioners understanding legal, regulations and performance frameworks, enhance practitioner's confidence, hold poor practice to account, allocate work fairly, appropriate to ability and development, utilise data and implement improvement plans)

	 
 
  

	Click here to record date of observation
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