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SJYW7016 – Supervision and Support Skills
Assessment component 1
“Evaluate in depth an organisation’s policy in relation to supervision and support drawing on relevant theoretical perspectives to inform your discussion and recommendations; you may want to draw upon your own practice and reflect upon strengths and areas for further development”.
Introduction
This assignment aims to evaluate a supervision policy. This will be done by critically analysing the supervision policy using theory to assist and link in with the evaluation. There will also be recommendations to conclude the essay by examining ways in which the policy could be improved to enhance youth work practice.
Some key definitions will be discussed. Loganbill et al (1982) defined supervision as:
 ‘an intensive, interpersonally focused, one-to-one relationship in which one person is designated to facilitate the development of therapeutic competence in the other person’ (Loganbill, et al., 1982).
Supervision is a tool that can be used to look at the performance and development and a place to offer support to staff. Kadushin (1992) says that supervision should consist of 3 main functions. These being administrative, educational and supportive (Kadushin, 1992). When these three functions are utilised effectively this will have a positive impact on youth work practice.
If the supervisor can monitor and improve performance of youth workers, this will mean that service users will received the best possible service. Ensuring practitioners have opportunity to learn and develop will also make the service more effective and help staff feel valued and invested in. As youth work is often complex and difficult role, supervision is a useful time to debrief and gather advice on any issues that may be concerning them (Ingram & Harris, 2001). 
[bookmark: _GoBack]After effective supervision a staff member will feel more valued, supported, be clear on their objectives and future aims (Ingram & Harris, 2001). Having meaningful conversations is vital for effective practice in Youth work. Supervision can help to enhance this skill by encouraging practitioners to reflect on passed conversations and also have difficult conversations. Issues raised in supervision can at times create conflict between the supervisor and supervisee or they may be difficult personal conversations. Having such interactions gives the supervisee experience in having meaningful and productive conversation, this can in turn be passed on to the young people they work with (Jeffs & Smith, 2010). 
The main body of this essay will look at how the organisations supervision policy achieves this or is lacking in some areas.
Main Body
[bookmark: _Hlk532913977]The supervision policy that will be evaluated for this assignment is a Social Services Children and Families Department supervision policy. This is due to the Youth Service not having their own supervision policy. This could be a barrier to effective supervision due the policy not reflecting the needs of youth work. Whilst similar to social work there are differences. The interactions with young people the needs of youth workers are different. Also Youth workers are informal educators that often work with little resources other than their own skills (Woods, 2006). Morrison (2001) states that: 
“given the pressures on agencies, if supervision is to be properly embedded, a clear policy linked to standards on supervision is essential.  Without such a policy, supervisors are left to rely on their personal and professional authority rather than on organisational authority”. (Morrison, 2001).
Due to the supervision policy being written for social services it may not reflect the National Occupational standards (NOS) for youth work. Key areas of the NOS such as Key Area D1 YW24 – “Evaluate and prioritise organisational requirements for youth work activities”, Key Area E1 YW30 – “Work as an effective and reflective youth work practitioner” (National Occupational Standards, 2017) should be covered by a supervision policy. However, if the policy is not written with youth work in mind it may not sufficiently cover such key areas. 
The Supervision Policy is based around Kadushin’s theory that effective supervision serves three functions – administrative, educational and supportive (Kadushin, 1992). The policy fully explains the purpose of supervision for the organisation, the employee and the service user. The policy contains a formal supervision template. This is an important tool for ensuring necessary points are covered in supervision. 
The policy also stipulates the different kinds of supervision such as formal, structured supervision, informal supervision and group supervision. This part of the supervision policy, although not written for youth work, can be applied to youth work practice. This is due to the complex situations youth workers often find themselves in which need debriefing from or seeking an alternative view on. This is often done after an event. An example of this may be after an issue has arisen at youth club. If a young person has approached a youth worker with an issue or disclosure the youth worker would have to act immediately and thus couldn’t wait until their next formal supervision session to discuss this with someone. The situation may require the youth worker to seek advice from colleagues at the youth club. This is viewed as informal supervision. It also means that the decision on how to act is a joint or group one. This also means that the responsibility is shared and not placed on one worker (Ingram & Harris, 2001).
Part of the appendices of the Social Services supervision policy gives a guide in completing risk assessments. Again, due to the department the policy was written for it is very social services centric. This means that youth workers in Ceredigion youth service would have to rely on managers to instruct on how to comprehensively complete a risk assessment. This could raise issues with the quality standard. For example, if the manager has developed their own way of doing a risk assessment or have got an element slightly wrong this is then passed on to the worker. Having a standard procedure ensure that the risk assessments are of good quality and fit for purpose. 
The policy appendices also indicates expected frequency of supervision for different levels of staff. For social workers it is four weekly or two weekly if newly qualified. This is probably the nearest related profession, so it would not be unreasonable to suggest youth workers have supervision on a similar frequency. However, this is not the case for Ceredigion Youth Service. Supervision for youth workers in this service is supposed to be every six weeks. This often not the case due to time constraints and workload of staff and managers. Supervision is regularly cut short or cancelled. Hawkins and Shohet (2006) state that supervision is important in any profession where the practitioner must pay attention to other’s needs and where burnout, stress and being emotionally drained are commonplace. They perceive the purpose of supervision as:
” not just about preventing stress and burn-out but also enabling supervisees to continually learn and flourish, so they spend more time working at their best than would otherwise be possible” (Hawkins & Shohet, 2006).
This may be an implication of not having its own supervision policy. There is a supervision contract that is used but without having a specific policy to back it up it is difficult to know the full process. Youth workers in this team have experienced supervision being cancelled. This has a negative effect on that member of staff. Important issues are left undiscussed and unaddressed. This could also have a negative effect on service users. Staff can also feel undervalued and possibly that they are not a priority for managers. However, as mentioned previously informal supervision is common in this team so this can often bolster the lack of formal supervision. 
Hawkins and Shohet (2000) also describe an organisation’s “culture of supervision”.  This can include high profile statements and symbols of the organisation’s culture of supervision such as having a supervision policy, or not having one as the case is here. Other high-profile symbols of the organisational culture could be newspaper articles mentioning the Youth Service and social media representation. This paints a certain picture of the organisation. This may be at contrast to the practitioners view as this is more influenced by low-profile symbols of the organisations culture. Some examples of these low-profile symbols are “where supervision takes place, who supervises, how regular sessions are, what importance is given to them and what priority they have when time pressures necessitate something being cancelled” (Hawkins & Shohet, 2000).
The Code of Occupational Ethics for the Youth Service in Wales states that youth workers have a responsibility to their colleagues in section 3.5:
“ensure that those who work with young people are appropriately managed and supported on the basis of clear expectations and boundaries;” (Education Training Standards (ETS) & YMCA Wales Community College, 2012)
Managers and supervisors must offer the support that is required. This means tailoring the support, whilst following the supervision policy and supervision template. Unfortunately, if supervision is missed or cut short this could result in failings with regards to the above section of the Code of Ethics. 
Supervision and supervision policy ultimately serves ensure the safety, well being and development. This reflects the principles of Youth Work as set out in the Youth Work in Wales: Principles and Purposes document (Youth Work in Wales Review Group, 2018). One of the principles states: 
“Youth work has at its core the importance of providing safe environments for young people and of supporting the safety as well as the development and well-being of young people” (Youth Work in Wales Review Group, 2018).
Supervision is an ideal opportunity for the supervisee and supervisor to discuss future plans and adjusting practice to move in line with changing legislation and wider policy. A piece of legislation that aligns well with the principles of Youth Work is the Well-being of Future Generations (Wales) Act 2015. The Act was introduced to the social, economic, environmental and cultural well-being of Wales its people. The Act sets out seven well-being goals. These are to make Wales more prosperous, resilient, healthier and equal, along with more cohesive communities which have a vibrant culture and allow the Welsh language to thrive and make Wales globally responsible (Welsh Government, 2015). 
The first six of the well-being goals correlate directly with our work with young people. Youth workers aim to help each individual fulfil their potential and earn skills for success. Youth workers support young people to develop coping strategies to deal with future issues and build resilience to help in adulthood. Health topics are often discussed whether this be sexual health discussions or to support with mental health. The Youth work in Wales principles and purposes document states that youth workers should “promote opportunities and access for all young people whatever their race, gender, sexual identity, language, religion, disability, age, background or personal circumstances and challenge oppression and inequality” (Youth Work in Wales Review Group, 2018). Youth clubs and provisions regularly encourage young people who may not usually socialise together to mix. This often helps to build tolerance and develop conflict resolution skills. The principles and purposes document also states that Youth Workers and Youth organisations must “recognise the importance and value of the Welsh language and the need to promote its use;” (Youth Work in Wales Review Group, 2018). 
The Act also places a duty on public sector organisations to include young people in the production of services (Welsh Government, 2015). This has been a key theme of youth work for some time as young people have been actively involved and in control of their interactions with Youth Workers. This is largely because work and support with young people is done through voluntary engagement. 
In relation to supervision the Act encourages organisations to be more sustainable. It is well established that staff who have regular, effective supervision are more likely to remain with such an organisation. This works well with the ethos of sustainability. From an organisation’s viewpoint less time and expense are spent on advertising, recruitment and training of new staff. For young people in means that meaningful relationships can be built and remain consistent. This is vital to ensure the young people achieve the best outcomes possible. 
In contrast to Ceredigion Youth Service Pembrokeshire has a specific supervision policy for Youth Service staff. This policy clearly outlines the aims and objectives of supervision precisely for youth workers. A notable difference to the Ceredigion children and family’s supervision policy which is used, the Pembrokeshire Youth Service policy states that supervision for youth workers and other full-time staff should take place every four to six weeks. As stated previously the policy used in Ceredigion is aimed at social services staff, for example social workers, youth workers in Ceredigion have no role specific point of reference as to how frequently supervision should take place. This means that it is invariably much longer than every four to six weeks when supervision is undertaken. 
The two closest professions to youth work are social work and teaching. As has already stated the policy says that social workers are recommended to have supervision every four weeks. For teachers it has been recommended by researchers that supervision should take place approximately three times a term (Westergaard & Bainbridge, 2014). This research suggests that, like youth work, supervision in teaching is necessary and good supervision is beneficial for both the professional and the children and young people they work with as a ‘parallel process’ (Westergaard & Bainbridge, 2014).
Throughout this essay personal reflection on experiences of supervision has taken place. It has highlighted that individual youth workers need to be proactive when it comes to supervision. As all professionals are busy and on tight schedules it can’t be relied on that managers will always prioritise supervision. This is down to the individual to prepare and book time out in advance for supervision and hold managers accountable for sticking to arrangements. It is important that youth workers are accountable for their own personal development and supervision plays a large part of this.
Conclusion
To conclude the essay some key points will be summarised, and some recommendations will be offered. Some key points that have been explore have been the definition of supervision. How supervision can benefit practice and the work with young people has also been discussed. Key theorists on supervision have also been looked into. Ceredigion Social Services Children and Families Department supervision policy was evaluated in its effectiveness when used by youth workers. 
Some recommendations for Ceredigion Youth Service could be to implement a youth work focussed supervision policy. Although currently using a supervision template this has been adjusted from the social services document. A youth work specific policy would cater for the different needs of youth workers. In a changing political climate with changes in management always possible, a consistent policy would be beneficial for all parties. A youth work supervision policy would ensure that staff and managers knew what was expected and clear roles would be established. 
A recommendation for youth work policy could be to clearly state how regular supervision should take place and why this should happen. With high caseloads and high demands supervision is sometimes too easily cancelled and not prioritised. 
A possible recommendation for Welsh Government could be to commission research into the effectiveness and importance of supervision. Such research would add an evidence base for best practice in the supervision of youth workers. It could possibly lead to a specified number of supervision hours being required for professional registration purposes.
Throughout this essay it has been reiterated how important supervision is. A youth worker who has regular, effective supervision will deliver the optimum work with the young people they work with. Anything which benefits the children and young people youth workers strive to support is surely worth investing time and effort into. 
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