SJYW7016 Supervision and Support Skills – Assessment 1

Evaluation of supervision and support provision at Tanyard Youth Project, Pembroke 

1. Introduction 

This report aims to evaluate the supervision and support in place at the writer’s placement setting, which is the Tanyard Youth Project, Pembroke.  The Tanyard Youth Project do not have a supervision policy and have stated that they include supervision as a way of work.  Other policies are in place at the provider and these are referred to and appended at the end of the document (TanyardYouthProject, 2020).

This report will investigate how an effective supervision policy can enhance the quality of youth work provided in a setting.  This will take place by looking at existing policies, examining theory and academic reading and, also align with; the Code of Occupational Ethics for the Youth Service in Wales, (ETS Wales & YMCA Wales Community College, February, 2012), National Youth Service Strategy for Wales 2007 - Young people, youth work, Youth Service, (Welsh Assembly Government, 2007), National Youth Agency, Youth Standards (National Youth Agency, 2014), Youth Work Strategy for Wales, 2019 , (Welsh Assembly Government, 2019 ), and Youth Work in Wales: Principles and Purposes(Youth Work in Wales Review Group, 2018).

Effective youth practice is developed by a process of reflective practice and is aided by a dialogue of mutual respect and problem solving.  Supervision can aid the relationship between the young people, the setting and the youth worker. (moodle-University of Wales Trinity St David, 2020) A good explanation of this process is provided by K Sapin below (Sapin, 2013):

Supervision, like youth work, can be a process of dialogue and problem-posing with both parties working together and learning from each other to deepen understanding.  A developmental approach based on mutual respect can enable both supervisor and supervisees to learn from each others’ perspectives in a relationship that is both supportive and challenging.  Good supervision can provide a structure for professional youth work practice where supervisees reflect on recent work and plan future developments that are consistent with youth work principles (Sapin, 2013).

As the emphasis of youth work is to respect the rights of the young person and encourage practice which protects and helps young people develop in a safe and inclusive way.  It is therefore imperative that youth workers and youth settings follow all appropriate guidance and as part of this supervision should be incorporated and given equal importance to safeguarding.  The report will therefore make recommendations relating to the introduction of a separate supervision policy and ways of working for the placement. 

2. Supervision as a function  

The concept of supervision as we know it began with psychoanalysts needing to discuss aspects of their work with colleagues, it then became widely accepted that social workers required the need to discuss case work with qualified colleagues.  Subsequently, supervision became recognised for group social work and therefore youth work (J. Woods, 2001, p. 250-251).

The function of supervision can be described as managerial or non-managerial supervision. (J. Woods, 2001, p. 250-251).  In managerial supervision, which is often used in business or manufacturing, the supervisor would actually be in charge of the supervisee and oversee their work, monitor output and quality.  In comparison, with non-managerial supervision where there is a holistic relationship based upon mutual respect. (J. Woods, 2001, p. 250-251).





With regard to youth work which is often unprepared, informal and voluntary in nature the type of supervision should be promoted which reflects the relationship with young people (Sapin, 2013).  This is in congruence with Freire’s statement below which illustrates how we learn from each other:

Liberating education consists in acts of cognition, not transferals of information … Through dialogue, the teacher-of-the-students and the students-of-the-teacher cease to exist…The teacher is no longer merely the-one-who-teaches, but one who is himself taught in dialogue with the students, who in turn whilst being taught also teaches. They become jointly responsible for a process in which all grow.  In this process, arguments based on ‘authority’ are no longer valid; in order to function, authority must be on the side of freedom, not against it.  Here, no one teaches another, nor is anyone self-taught.  People teach each other (Freire, 1973:p. 79-80) Sapin,2013).
From this it is apparent that any supervision policy should reflect the values outlined in Youth Work in Wales: Principles and Purposes (Youth Work in Wales Review Group, 2018) as well as Youth Work National Occupational Standards (National Youth Agency, 2014) and the code of ethics for the youth service in wales (ETS Wales & YMCA Wales Community College, February, 2012). Section 5.6 of the code of ethics states that youth workers should:  “participate in in-service training, identify training needs and assist where appropriate with the supervision, support, training and placement supervision of other colleagues and students”. (ETS Wales & YMCA Wales Community College, February, 2012)    The five pillars of youth work in wales which are, educative, expressive, participative, inclusive and empowering (Youth Work in Wales Review Group, 2018).  The pillar: participative illustrates how an encouraging and supportive relationship empowers young people to learn and develop.  This value can be transferred to the supervision concept in that youth workers can learn from each other and from the young people within their care (Youth Work in Wales Review Group, 2018). 


3. Forms of supervision
Kadushin’s portrayal of John Dawson’s (1926) suggested functions are described below: (Kadushin’s (1992) interpretation of Dawson 1926: 293, (infed, 2020)):

	Administrative – the promotion and maintenance of good standards of work, co- ordination of practice with policies of administration, the assurance of an efficient and smooth-running office; 

	· If this model was to be applied within a placement setting you could utilise this section for policies such as supervision, DBS, safeguarding, health and safety, data protection and employment legislation. 

	Educational – the educational development of each individual worker on the staff in a manner calculated to evoke her fully to realize her possibilities of usefulness;

	· This could be an opportunity to discuss skills and offer training and ensure that all appropriate training such as first aid, safeguarding skills are up to date.  Thus, giving the supervisee an opportunity to request any further training that may assist development. 

	Supportive – the maintenance of harmonious working relationships, the cultivation of esprit de corps. 

	· This would be the part where the supervisee was supported and could talk about difficult situations and off load stress, thus improving morale and therefore enhancing the youth experience. 


(Kadushin’s (1992) interpretation of Dawson 1926: 293, (infed, 2020) 

Proctor’s (1987) model (moodle-University of Wales Trinity St David, 2020) uses a similar concept which can be aligned to Kadushin’s (Kadushin,1992).  Proctor utilises the terms of formative which could also be matched to educational, normative which focuses on administrative tasks and restorative which restores the emotions or supports the supervisee (Proctor, 1987) (moodle-University of Wales Trinity St David, 2020).  
A common theme across many models of supervision is the emphasis on development and learning.  (Joan Tash,1967) was able to demonstrate successful outcomes which confirmed the significance of supervision as a forum for learning.  (Joan Tash, 1967) (moodle-University of Wales Trinity St David, 2020).
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The work of Hawkins and Shohet fits in with the concept of educational, supportive and administrative actions and offers congruence with Kadushin and Proctor’s models of supervision (Kadushin’s (1992) of Dawson 1926: 293, (after Hawkins and Shohet 1989; 2007) (infed, 2020)
	The primary foci of supervision (after Hawkins and Shohet 1989; 2007) The functions of Kadushin and Proctor have been incorporated in the table to demonstrate how they align

	1. To provide a regular space for the supervisees to reflect upon the content and process of their work
	Proctor
	Hawkins and Shohet
	Kadushin

	2. 
	Formative
	Educational
	Educational

	3. To develop understanding and skills within the work
	Formative
	Educational
	Educational

	4. To receive information and another perspective concerning one’s work
	Restorative/
Formative
	Supportive/
Educational
	Supportive/
Educational 

	5. To receive both content and process feedback 
	Restorative/
Formative
	Supportive/
Educational
	Supportive/
Educational 

	6. To be validated and supported both as a person and as a worker 
	Restorative
	Supportive
	Supportive

	7. To ensure that as a person and as a worker one is not left to carry unnecessarily difficulties, problems and projections alone
	Restorative
	Supportive
	Supportive

	8. To have space to explore and express personal distress, restimulation, transference or counter-transference that may be brought up by the work 
	Normative
	Administrative
	Administrative

	9. To plan and utilize their personal and professional resources better 
	Normative
	Administrative
	Administrative

	10. To be pro-active rather than re-active 
	Normative
	Administrative
	Administrative

	11. To ensure quality of work 
	Normative/
Restorative
	Administrative/
Supportive
	Administrative/
Supportive


(Kadushin’s (1992) of Dawson 1926: 293, (after Hawkins and Shohet 1989; 2007) (infed, 2020)
4. Current supervision in place 

The placement provider; Tanyard Youth Project do not have a specific supervision policy, instead state that they supervise as they work.  It could therefore be assumed that a process of ongoing discussion takes place between volunteers, youth workers, managers and trustees.  From examination of the code of conduct (appendix a) and induction check list (appendix b) which can be viewed in the appendices at the end of this report, it is clear that a set of procedures and appraisal process is part of the way in which the provider manages employees (TanyardYouthProject, 2020).  

Whilst it can be seen from the mention of safeguarding and child protection policies that there is a clear reporting line for any disclosures or concerns regarding the young people, there is a distinct gap in that it is not clear if the code of conduct, appraisal process and assumed supervision apply to volunteers or even temporary employees.

Education, training and career advancement are discussed at induction and during appraisal and supervision reviews are held.  However, without a supervision policy it is unclear how supervision takes place, how formal this process is, if it is recorded regular and for all employees and volunteers.  

There is the risk that if supervision is carried out as part of day to day management and linked to appraisal systems and possibly performance that there could be an oppressive barrier to effective supervision.  Employees and volunteers may not want to show weakness or disclose worries or imagined failures if there is a chance that this could affect their career development. There is also a failure in that who would supervise the manager? Is the person who supervises adequately qualified to do so? (moodle-University of Wales Trinity St David, 2020) (Kadushin’s (1992) of Dawson 1926: 293, (after Hawkins and Shohet 1989; 2007) (infed, 2020)

There is also the question of barriers to supervision.  The supervisee may have had a previous bad experience or envisages, supervision as micro-management. Without a relationship based upon mutual respect and a good rapport there is the risk that the supervision session would not flow as it should. A managerial approach to supervision could feel almost like a job interview, care should be taken to relax the supervisee and prompt reflective discussion. (moodle-University of Wales Trinity St David, 2020)(Kadushin’s (1992) of Dawson 1926: 293, (after Hawkins and Shohet 1989; 2007) (infed, 2020)

Certain items that arise in the youth workers practise could evoke emotions or bring up memories of past experiences.  The supervisor should take care that whilst counselling skills can be effective, counselling should take place in an appropriate setting and with a qualified counsellor.  Perhaps a company referral to a counsellor could be considered if required? (Kadushin’s (1992) of Dawson 1926: 293, (after Hawkins and Shohet 1989; 2007) (infed, 2020)

The supervisor should develop certain qualities to prevent oppressive practices and so that the power relationship is equal and reflective.  

Mark Smith suggests in Local Education, community, conversation, praxis that there would be a benefit in an impartial supervisor rather than a manager:

It is just nice to talk to somebody who is not involved, who has not got any responsibility to make you do your work and you can talk to about things you are working on.  There is an ongoing need for that.  There are some things that you cannot say to a line manager – what you may be thinking
(Smith, 2009, p. 99)

A valid view could be taken to suggest that supervision could be hindered by being supervised by a line manager.  Although in contrast it could be said that there is some benefit in discussing legislative issues such as DBS status, first aid and other administrative issues.  In this vein it would be appropriate to introduce a supervision policy which takes elements from the ones suggested by Kadushin or Proctor.  (Kadushin’s (1992) of Dawson 1926: 293, (after Hawkins and Shohet 1989; 2007) (infed, 2020)





5. Proposed supervision structure for placement 

In order for a youth provider to demonstrate commitment to young people and continuous development of youth workers a supervision policy should have equal standing to other organisational policies.  (moodle-University of Wales Trinity St David, 2020).  This will ensure there is no confusion and that employees and prospective employees can be assured that there is a positive and reflective culture within the organisation.  Due to the informal setting of youth work and the continual learning on the job, there should be opportunity for reflective practice and adherence to the National Youth Work Occupational Standards (National Youth Agency, 2014) and ETS Wales & YMCA Code of Occupational Ethics (ETS Wales & YMCA Wales Community College, February, 2012) . 

K Sapin suggests a planned approach to supervision as demonstrated below: preparing, establishing, and moving on. (Sapin, 2009, p. 191-192)

	A planned approach to supervision 

	Preparing for Supervision
	· Understanding the type of supervision required
· Locating self in relation to identity, skills and experience 

	Establishing the supervision relationship
	· Exchanging information about the above
· Making practical arrangements to meet
· Structuring the sessions
· Record-keeping

	Examining practice
	· Listening and valuing experience
· Providing critical feedback
· Reviewing practice
· Identifying issues

	Moving on 
	· Action planning
· Reviewing what has been achieved
· Identifying learning outcomes
· Allowing the relationship to end


(Sapin, 2009, p. 191-192)

6. Boundary management

It would be appropriate to have set meetings, with set times and in a quiet location with no interruptions.  An agenda could be set which is provided to both parties beforehand.

Notes should be kept, and a summary agreed between both parties at the end of the supervision session. Active listening, counselling skills and open questions should be used.  It is important the supervisee is able to reflect without being led towards conclusions. (Bolton, 2014) (moodle-University of Wales Trinity St David, 2020)  


7. Conclusion and recommendations

In conclusion, it is clear that a supervision policy is an essential part of the framework of any youth provider.  It aligns with the code of ethics, national standards and youth work academic theory.  There is also a reputational and cultural requirement to be seen as a provider that follows guidance and understands how reflective practice benefits employees and provides an enhanced service for young people.  In an informal education setting, thinking on the job or work in action is often required and thus an opportunity to reflect and discuss is a necessity to continual learning and development. (Bolton, 2014)

I therefore recommend that:

· The Tanyard Youth Project introduces a supervision policy which includes details of how, when and where supervision will take place.  

· Consideration should be given to what form of functions should be incorporated.  Kadushin’s administrative, educational and supportive would be fitting if a manager was supervising.   This would ensure that all administrative policies and legislation was adhered to as part of normal day management. There is the benefit of peer supervision which could be a consideration.
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b) Tanyard Youth Project – Induction Checklist
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INDUCTION CHECKLIST


NAME OF EMPLOYEE	......................................................…………..


JOB TITLE		......................................................................


DATE COMMENCED	......................................................…………..



	The Tanyard Youth Project as an organisation
	Complete

	1. Charitable aims 
	

	2. Introduction to colleagues 
	

	3. New entrant’s own job 
	

	4. Objectives and appraisals
	

	5. General layout - entrances and exits 
	

	6. Telephones and contact information
	

	7. Trustees
	

	Conditions of Employment
	

	1. Information on hours of work and overtime
	

	2. Time recording and timesheets
	

	3. Expenses claims & mileage claims 
	

	4. Contract of Employment
	

	5. Company Pension scheme and eligibility 
	

	6. Reporting in when sick including when on leave 
	

	7. Arrangements for requesting leave: annual leave, unpaid leave, compassionate leave 
	

	8. Policies
	

	9. DBS disclosure and Tier 1 Safeguarding Training
	

	Safeguarding
	

	1. Certificate copy or book on to Tier 1 Course
	

	2. Child Protection Policy 
	

	3. Staff Handbook and Code of Conduct
	

	4. Duty Safeguarding Officers
	

	Health and Safety, Security, Fire
	

	1. Health and Safety policy
	

	2. Issuing of fire instructions and procedure 
	

	3. Location of fire-fighting equipment 
	

	4. Accident reporting 
	

	5. First aid facilities
	

	6. CCTV and policy
	

	7. Security of department/building 
	

	8. Arrangements regarding keys, ID Badges etc. 
	

	9. Risk Assessments
	

	Conduct
	

	1. Code of Conduct
	

	2. Disciplinary procedures 
	

	3. Grievances and Whistle blowing
	

	4. Confidentiality 
	

	7. Social Media and Statements to the Press 
	

	Facilities
	

	1. Toilets 
	

	2. Kitchen
	

	3. Parking
	

	Education, Training, Promotion
	

	1. Means of advancement, promotion opportunities 
	

	2. Employee appraisal, review systems 
	

	3. Training needs and opportunities
	

	4. Supervision of youth work
	

	Employee Involvement and Communication
	

	1. Facebook page
	

	2. Communication arrangements Email, phone 
	

	3. Information sources, e.g. notice boards, staff bulletin etc. 
	

	4. One to One meetings with manager
	

	5. Team Days for all staff 
	

	6. Senior staff meetings
	


c)  
d) I have been informed about and understand the above items.
e) 
f) 
g) 
h) Signature:...................................……………………………………………………      Date:..............
i) 
j) I confirm that the above Induction Checklist has been completed for the above member of staff.
k) 
l) 
m) Signature of Project Manager:...................................…………………………      Date:..............
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Our Code of Conduct

Purpose

The purpose of this code is to provide a clear guidance for employees of The Tanyard
Youth Project about how they are expected to conduct themselves. We aim for a work
environment in which honesty, integrity and respect for fellow employees, service users
and learners are reflected in personal behaviour and standards of conduct.

Principles

The Tanyard Youth Project is a charity and the behaviour of its employees can impact on
the education and livelihood of hundreds of learners and participants, as well as on the
local environment and the community. Employees are expected to have regard for this.

The Tanyard Youth Project receives substantial income from public sources, from private
sector organisations, schools and sometimes other sources. It is essential that all these
stakeholders can have confidence that we maintain the highest standards of conduct in
financial matters and ethical behaviour.

‘This code covers some of the most important issues relating to personal conduct, and
gives a framework of standards and behaviour guidelines, but it is not intended to be
exhaustive.

Standards of personal behaviour

Equality of opportunity
Two of our core values are inclusivity and valuing diversity. We seek to ensure that the
work environment for our employees is supportive, and one where respect is shown to
all. All members of staff and students, regardless of their gender, race, ethnic
background, culture, (dis)ability, sexual orientation, age, religion, socio-economic status
or any other factor will be supported and encouraged to perform to their potential.

Harassment and bullying

To secure an environment in which service users and members of staff are able to
flourish and to achieve their full potential, we are committed to ensuring that everyone
is able to work without fear of harassment, bullying or intimidation. Everyone at The
Tanyard has a part to play by ensuring that their own behaviour, whether intentional or
unintentional, does not constitute harassment. The Tanvard will take action against
inappropriate behaviour which shows lack of respect for others or which leads people to
feel threatened.
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Health and safety

‘The Tanyard Youth Project will act positively to minimise the incidence of all workplace
risks as required by the Health and Safety at Work Act 1974 and other legislation. All
activities should be carried out with the highest regard for the health and safety of
employees, service users, visitors and the public. Please refer to our Health & Safety

Policy.

Relationships with other members of staff, students, service users and other clients
and customers of TYP

‘The Tanyard Youth Project will not concern itself with the private lives of its staff unless
this affects its effective operation or its reputation. Members of staff who are relatives
or who have a close personal relationship should not normally have a supervisory,
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assessing or authorising relationship with each other. Employees must inform the
Project Manager if they have a close personal relationship with another employee that
might be considered to impact on the way they conduct themselves at work.

Performance
We expect everyone to follow all reasonable rules and instructions given by those
supervising or managing their activities and/or work areas.

Misuse of drugs and alcohol

To be on the Tanvard's own or hired premises and/or carrving out official duties when
under the influence of alcohol or non-medically prescribed drugs, including the driving
of company o hire vehicles is a disciplinary offence that could lead to dismissal.

Smoking
Smoking is not allowed inside the Tanyard Youth Project premises.

Gambling
Gambling activities must not be conducted at the Tanyard's own or hired premises.
Discretion may be used in relation to small raffles for charitable purposes.

Conduct outside work

We do not seek to dictate how employees conduct themselves in their personal lives
outside work. However, unlawful, anti-social or other conduct by employees which may
)eoparddlu ‘our reputation or position will be dealt with through the disciplinary
procedure.

Dress code

Employees must ensure that their dress is appropriate for the situation in which they are
working, if necessary using protective clothing. They should present a professional
image and one that reflects sensitivity to members' or learners' perceptions.

Academic integrity

We strive to maintain the highest standards in all the teaching and instruction that we
undertake, and staff must not conduct themselves in ways that may undermine the
academic standards of qualifications or units awarded.
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Other jobs and activities

‘The Tanyard Youth Project values the undertaking of additional work externally by staf,
50 long as there is no conflict of interest. We recognise that this youth work may
encourage a close relationship with the community, including families, business and
commerce. Extra contacts can bring benefits to the Tanyard as well as to individual
members of staff. We ask our staff members to bear the Code of Conduct guidelines in
mind when working externally and to remember that they are an ambassador for the
Tanyard when working in the community.

Intellectual property and Copyright

The Tanyard Youth Project acknowledges sections 11 and 215 of the Copyright, Designs
and Patents Act 1988, All records, documents and other papers (including copies and
summaries thereof) which pertain to the finance and administration of the company or
charity and which are made or acauired by emplovees in the course of their
employment shall be the property of the Tanyard Youth Project. The copyright in all such
original records, documents and papers shall at all times belong to the Tanyard.
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The copyright in any work or design compiled, edited or otherwise brought into
existence by an emplovee as a ‘scholarlv work” produced in furtherance of his/her
professional career shall belong to the employee. ‘scholarly work includes items such as
books, contributions to books, articles and conference papers.

The copyright in any material produced by employees for their personal use and
reference, including as an aid to teaching, shall belong to the employee.

However, the copyright in course materials produced by employees in the course of their
employment to support a curriculum or a course run by the Tanyard Youth Project shall
remain with the Tanyard, as well as the outcomes from any research specifically funded
and supported by The Tanyard.

Financial regulations
Please refer to the Financial Controls Policy.

Conflicts of interest
Please refer to the Conflict of Interests Policy.

Access to confidential information

Although we strive to conduct our business in an open fashion there are often times
when individuals, through their positions as youth work leaders, volunteers, members of
committees, line managers etc., become aware of confidential information, either about
service users, learners or other individ. Staff members must keep such matters
confidential and respect the proper channels of communication for sharing information.

Bribery Act 2010
Please refer to our Anti Bribery Policy.

Use of equipment for non-work purposes

The Tanyard will allow employees reasonable use of its equipment and facilities,
provided that authorisation has been obtained from the Project Manager, that the use
does not interfere or conflict with the work of the Tanyard, and that any costs necessary
for repair or replacement are met by the individual.

Private telephone calls
Employees may use the Tanyard's telephone to make occasional private calls for
essential or emergency matters. Private international calls are not permitted without
prior authorisation.
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Use of IT equipment, internet and social media

Users of the Tanyard's IT and internet facilties must behave reasonably towards other
users and the equipment and facilites, otherwise they may be subject to disciplinary
action. In particular, employees must not use our facilities to create, display, produce,
store, circulate or transmit obscene or pornographic material in any form or medium.
Employees may use our internet facilities for occasional personal matters, but are
prohibited from accessing social media for personal purposes during working hours.

Information

The Tanyard Youth Project recognises that the management of personal data has
important implications for individuals. Such information must be kept securely and not
publicly available in any format. it should only be held or accessed by those with a need
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to know and it should be destroyed or deleted in line with our Records Retention Policy.

Data protection
Please refer to the Data Protection Policy.
Procedures

Raising matters of concern
Employees have a right and a duty to raise concerns which they may have about
breaches of the law or propriety by the Tanyard Youth Project. This should normally be
through the Project Manager, but in circumstances where this is not appropriate they
may approach s member ofthe Board of Trstees. Please refer 1 o the Whiste

ing Policy.

Breaches of this code

This code of conduct has been drawn up to provide a source of guidance to Tanvard

Youth Project employees. It is not a contractual document and can be amended at any

time b agreement of the trustees. All staff must comolv with this Code of Conduct.

reaches wil e taken serously and may reslt n disciplinary acton up to and inluding
ismissal.
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