
Introduction 
Supervision for staff is a growing practice in all fields and seen as a way for workers to develop professionally and also make their roles more accountable and measurable (Beddoe, 2010). This assignment will look at national and local policies and also how supervision is carried out in organisations. Furthermore, it will discuss the theories behind supervision and how this relates to Youth Work in general.

Functions for supervision
Sapin (2013, p220) states that ‘supervision is a process of critical reflection in which youth workers discuss ongoing work and professional development issues with another practitioner.’ Supervision is designed to help us through the tough times at work, but is also there to highlight the good experiences as well. Supervision is not restricted to whether something good or bad has happened during practice, but is designed to help you vent problems as and when they arise and helps you reflect on your practice with guidance from a more experienced or knowledgeable practitioner on how you can develop it. ‘Supervision should improve the quality of practice, support the development of integrated working and ensure continuing professional development’ (Skills for Care, 2007). Supervision offers guidance through various aspects of our work, with the support of a more experienced and knowledgeable person (the supervisor). ‘Supervision must enable and support workers to build effective professional relationships, develop good practice, and exercise both professional judgement and discretion in decision-making’ (Skills for Care, 2007, p.3). Supervision is also a key tool for implementing social ethics.
One of the tools implementing social ethics is supervision. Supervision is an educational and professional training process based on providing support, training, monitoring, and evaluation of specialist social work 
(Caras, 2013)
 Skills for Care (2007) states that ‘For supervision to be effective it needs to combine a performance management approach with a dynamic, empowering and enabling supervisory relationship’.  ‘Effective supervision consists of many elements such as support, guidance, advice, encouragement, reflection, critical appraisals, encouraging and developing independent thinking and willingness to listen and engage intellectually’ (UNSW, 2013). ‘Supervision should contribute to the development of a learning culture by promoting an approach that develops the confidence and competence of managers in their supervision skills’ (Skills for Care, 2007). There are many responsibilities for the supervisor to consider. The UNSW (2013) states that some of these responsibilities include ‘Accurately assess[ing] the needs and abilities of the student’ and ‘Tailor[ing] guidance to the specific needs and abilities of the student’. The UNSW (2013) also highlight that the supervisor should ‘direct the student to the best suited avenues and then encourage independent exploration’.   

Functions of supervision
Kettle (2015) suggests that there is a ‘broad consensus on what supervision is about, there are differences when it comes to exploration of its key functions’. Kadushin (1992) argues that there are three types of supervision, Administrative, Supportive and Educational. The Skills for Care (2007) suggests that administrative supervision should include ‘managing team resources, delegation and workload management, performance appraisal, duty of care, support and other people-management processes’. Kettle (2015) states that this ‘function concerns the promotion and maintenance of good standards of work and the adherence to organisational policies and those of other key stakeholders, including professional bodies and the Care Inspectorate’. The second type of Kadushin’s (1992) supervision, is supportive. The Skills for Care (2007) says that this function could include working ‘with workers or groups of workers to enable and support quality practice. A key aspect of this function is reviewing and reflecting on practice issues’. Kettle (2015) states that ‘In this function, the primary issue can be seen as being the emotional impact of practice and the potential of this to undermine safe practice’. Hughes and Pengelly (1997 cited in Kettle, 2015) also ‘argue that attending to the emotional response to the work is more important than merely support’. Lastly, Kadushin’s (1992) last function of supervision is educational.  The Skills for Care (2007) states that this is the ‘Continuing professional development of workers to ensure they have the relevant skills, knowledge, understanding and attributes to do the job and progress their careers’. Kettle (2015) says that ‘The educational or development function concerns the development of knowledge, skills and, importantly, attitude toward the worker's role’. Kettle (2015) states that within ‘this function, the goals of supervision are seen to encourage reflection and exploration of the work and to develop new insights, perceptions and ways of working’. However, Morrison (2006) argues that there is another function of supervision, which is meditation.






Kettle (2015) highlights that ‘there are many models of supervision, but one that seeks to both promote reflective supervision and to locate it firmly within its organisational context is the 4x4x4 model’.
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(Wonnacott, 2012, p54)
Kettle (2015) suggests that ‘this model moves away from a static, function-based model, and instead promotes a dynamic style of supervision that uses the reflective supervision cycle at the heart of the process’. Wonnacott (2012, p54) says this model 'could be described as the glue that holds the model together'. Kettle (2015) highlights that this model was ‘developed by Morrison (2005) from earlier work by Kolb (1984) on adult learning theory’.  Kettle (2015) also states that ‘according to Kolb (1984), learning involves transferring experience into feelings, knowledge, attitudes, values, behaviours and skills’, which are all important aspects to supervision, and are key for being effective. 
The NHS (No Date) states that there are many ‘constraints to effective supervision’. These include: ‘Worries about the possible enormity of the problem’; the ‘Need for appropriate training to carry out supervision’; ‘Fear of showing areas of weakness or need’; ‘Time’; ‘Personality mismatches between supervisor and supervisee’; ‘Embedded cultural attitudes’; ‘Anxiety about professional revalidation’; and ‘Attitudes about ‘policing’ the profession’ (NHS, No Date). Hoggarth (2009, p. 48) states that ‘supervision of staff is one of the most important roles of the manager’.  It could be argued that this is especially important for Youth Workers as they are often in situations where there are no resources available apart from their own skills in relating to young people. They may often need to think on their feet and use their own initiative and therefore may need time to reflect on situations, as supported by Schon (1982 cited in Woods, 2006, p. 249), who says that the role of a Youth Worker is 'unique, complex and uncertain'. Morrison (2001) states that the role of a supervisor should be a result of well-defined policies and training.  He further argues that proper supervision can only happen if an organisation has a policy that is firmly linked to standards on supervision (Morrison, 2001).
The importance of supervision is clearly highlighted in the Professional Youth Worker Endorsement Guidelines (ETS Cymru Wales, 2010). It stresses the need for workers to be trained in the supervision of placement and the need for that supervision to be of a high quality.  The value of supervision is also discussed in The Youth Work National Occupational Standards (LSIS, 2012), particularly with reference to using ‘supervision effectively as a means of safeguarding young people’ (LSIS, 2012, p. 92). The issue of safeguarding, however, has led some to argue that supervision runs the risk of becoming surveillance instead of a way to allow Youth Workers to be reflective (Peach and Horner, 2007). The idea of supervision is growing, partly because of the need for organisations to be accountable, but also due to the need to be careful around safeguarding when working with young people (Peach and Horner, 2007). If the role of the supervisor is seen to be surveillance then youth workers may be too wary of taking innovative approaches in their work (Peach and Horner, 2007). Another document that highlights supervision is the Code of Occupational Ethics for the Youth Service in Wales (2012). Page 10:3.7, highlights the need for support, training, supervision and managing colleagues ‘according to occupation-agreed, properly negotiated and understood policies and procedures’ (Code of Occupational Ethics for the Youth Service in Wales, 2012). It continues on page 12:5.6 of the Code of Occupational Ethics for the Youth Service in Wales (2012) to highlight the importance of enabling staff to take part in ‘in-service training, identify training needs and assist where appropriate with the supervision, support, training and placement supervision of other colleagues and students’. It may be worth noting that these documents only briefly mention supervision and it was difficult to find national policies regarding this topic.
Vygotsky (1978) has a unique take on supervision and he describes supervision as ‘scaffolding’. This is a profound way to describe supervision. ‘Scaffolding’ helps to support you as a youth worker to build your foundations of your practice. ‘Scaffolding’ (Supervision) can be kept in place until your foundations (practice) are strong enough to stand alone without the support of the ‘scaffolding’ (Supervision). However, ‘Scaffolding’ (supervision) can be put back in place at any time to provide further support when needed.


Conclusion 

[bookmark: _GoBack]To conclude, this assignment has considered how Youth Workers are supported by supervision, and how it links to national and local policy. It has discussed the effectiveness and functions of supervision as a means of supporting youth workers in a field where safeguarding and accountability are becoming ever more important. This assignment has developed a greater realisation of the importance supervision can play in the development of you as the youth worker and how it can be fundamental to the developing your own skills and attributes to the fullest. Supervision is also crucial for the management to understand the level of practice their Youth Workers are at. This can be positive for both front line staff and management. A deeper understanding about your own practice from a different perspective can be fundamental for you as a worker to develop to your full potential.
























References
Beddoe, L (2010) Surveillance or Reflection: Professional Supervision in ‘the Risk Society’. The British Journal of Social Work, Volume 40, Issue 4, 1 June 2010 . Available at https://doi.org/10.1093/bjsw/bcq018 (Accessed on 14 March 2019)
Caras, A. (2013). Ethics and Supervision Process - Fundaments of Social Work Practice. Available at: https://core.ac.uk/download/pdf/82456490.pdf (Accessed on 12th March 2019)
Hoggarth, L (2009) “Managing People” in Tyler, M. Hoggarth, L, Merton, B. (Eds) (2009) Managing Modern Youth work, Essex: Learning Matters, pp. 41-59. 
Kadushin, A. (1992) Supervision in Social Work (3rd. edn.), New York: Columbia University Press. Revised fourth edition published 2002. 
Kettle, M. (2015). Achieving effective supervision. Available at: https://www.iriss.org.uk/resources/insights/achieving-effective-supervision (Accessed 12th March 2019) 
Morrison, T (2001) Staff Supervision in Social Care, Brighton: Pavilion Publishing.
Morrison, T. (2005). Staff supervision in social care, 3rd edn, Brighton: Pavilion Publishing
Peach, J. and Horner, N. (2007) Using supervision: Support or surveillance?, In M Lymbery M and K Postle (eds) Social work: a companion for learning, London: Sage
NHS, (No Date). Constraints and barriers. Available at: https://faculty.londondeanery.ac.uk/e-learning/supervision/constraints-and-barriers (Accessed on 12th March 2019)
Sapin, K. (2013) Essential Skills for Youth Work Practice. Available at: https://books.google.co.uk/books?hl=en&lr=&id=vXVRFeKqogsC&oi=fnd&pg=PP2&dq=functions+of+supervision+in+youth+work&ots=21X94--h-g&sig=gyzCigOHMG9Vt4Id1QG_HNSMbI0#v=onepage&q=functions%20of%20supervision%20in%20youth%20work&f=false (Accessed on 12th March 2019)
Skills for Care (2007) Providing effective supervision. Available at: https://www.skillsforcare.org.uk/Document-library/Finding-and-keeping-workers/Supervision/Providing-Effective-Supervision.pdf (Accessed: 4 March 2019).
UNSW (2013) Effective Research Supervision: Roles, Responsibilities and Relationship. Available at:  https://www.slideshare.net/AhmadRb/effective-supervision-32802258 (Accessed 12th March 2019)  
Vygotsky, L. S. (1978). Mind in society: The development of higher psychological processes. Cambridge, MA: Harvard University Press.
Welsh Government Code of Occupational Ethics for the Youth Service in Wales (2012) Code of Occupational Ethics for the Youth Service in Wales. Available at: https://moodle.uwtsd.ac.uk/pluginfile.php/142097/mod_resource/content/1/Code%20of%20Occupational%20Ethics%20for%20the%20Youth%20Service%20in%20Wales.pdfhttps://moodle.uwtsd.ac.uk/pluginfile.php/142097/mod_resource/content/1/Code%20of%20Occupational%20Ethics%20for%20the%20Youth%20Service%20in%20Wales.pdf (Accessed on 12th March 2019)
Wolfe, M. (eds). (2001) Principles and practice of informal education: learning through life, London: Routledge, pp. 249-268.
Woods, J (2006) “Using supervision for professional development” in Richardson, L. D. &
Wonnacott, J. (2012). Mastering social work supervision, London: Jessica Kingsley

image1.png
s
Management Development

(\ﬂ

Service users

Staff
Plans and .
actions Organisation (asiEsEEh
Partners
Support @ Mediation




