Critically evaluate national and local policy and the extent to which an organisation with which you are familiar uses policy to enable effective supervision and support of staff and students.

This essay will explore the importance of supervision within the youth sector, and how current youth services encourage the use of supervision and following policy. 
Supervision is a key part of safeguarding both staff and young people involved in the youth service, and therefore it is vital to be embedded in the core of practice. Supporting this statement, as found in the National Occupational Standards (2012) ‘LSI YW20- Embed an organisational policy for the protection and safeguarding of young people’ – this clarifies that supervision is a necessary requirement in all youth organisations, which further fortifies that supervision is effective and needed. 
Supervision is the act in which staff, more notably a designated supervisor, will oversee an individual or group to monitor their progress and be available to them to relay issues or encourage learning, drawing from past experiences, utilising reflective practice. In addition to this, supervision can be defined as:
“An accountable, two way process, which supports, motivates and enables the development of good practice for individual social care workers. As a result, this improves the quality of service provided by the organisation. Supervision is a vital part of individual performance management.”
The Care Council for Wales (2012)

Analysing national policy as seen in the previously mentioned policies, it is clear there is a standard requirement to carry out supervision in the workplace, it is a fundamental component to safeguarding young people and staff, whilst also improving the staff’s development when carrying out their duties. What makes supervision applicable to organisations of various sizes is the variation of models to follow. A more thorough model of supervision will cover staff from direct lines of work through the hierarchy to stakeholders/executive staff. Wonnacott’s (2012, p54)  4x4x4 model as pictured below is a holistic form of utilising supervision, ensuring all parties can benefit from the use of effective supervision.
[image: ]
    Above: 4x4x4 supervision model (Wonnacott 2012, p.54)
As seen in the model, supervision encourages thorough reflection and analysis to encourage learning and develop staff productively. Reflective practice is an important component to supervision, allowing for staff to learn from their past experiences and make an improvement to their practice. Davys and Beddoe (2010) utilise a 3-way model of reflection, developed from Kolb’s reflective cycle. The model analyses events, then encourages learning and evaluation from the experience. 
The use of supervision is dependent on the organisation, as policy only declares the importance of its use, but does not enforce the implementation of supervision in the workplace. This is where changes should be made, as supervision is currently undervalued by the youth service and must be augmented to improve youth workers and their engagement with young people. Plenty of policies, such as the Welsh Government (2012) ‘Children and Young People’s Continuing Care Guidance’ state the importance of supervision, but orientated on supervising young people in need and ensuring sufficient safeguarding procedures are in place, in opposition to a focus on ensuring supervision and staff development is undertaken in the workplace. The Welsh government contains numerous guidelines for safeguarding young people and states minimum requirements in the workplace, but when stating supervision on a organisational level, there is little to encourage it’s application. 
Despite this, further governing bodies of the youth service seek to further embolden the practice of supervision. Kettle (2015) when providing insight into effective supervision states ‘supervision is an essential practice in social work and social care, not just for frontline staff, but at all levels in an organisation’. The nature of supervision to cover staff from the ground up within an organisation, ensuring all work at peak efficiency and encourage each other’s development in practice.
To draw comparison, this paper will draw from the supervision and safeguarding policies of the Council for Wales of Voluntary Youth Services (2018). The organisation (hereby referred as CWVYS) is a representative body for youth sector within Wales. As such, it would be key for a ranked agent of the youth service to hold standard supervision policies. CWVYS (2018) aims ‘to develop professional development and competency of volunteers and staff for the delivery of safe, effective and consistent standards of youth work for the benefit of young people in Wales.’ With aims relative to this, CWVYS is essentially a supervisory body for the welsh youth service. Further supporting this, CWVYS contains a sector known as the ‘Workforce Development Group’ which aims to shape training for Voluntary Youth Services in Wales. The development group is one of the organisations strategies for supervising and overseeing the development of youth work staff across Wales, with aims to ensure the awareness of training opportunities and also to monitor development by reviewing reputation of the services, staff and informing those of progress. CWVYS also facilitates a forum for Welsh Government consultations, ensuring the Youth service are represented and that views or concerns are provided a platform for discussion and enabling developing solutions. Resulting from this, between the years 2009 and 2012 CWVYS was commissioned to write a series of handbooks for youth work methodology, therefore providing a source of resources and learning materials for youth workers. The organisation is well established in Wales, and utilises its position effectively to support the development of the youth service on a national scale, including large youth groups like Urdd Gobaith Cymru, the largest of its kind in Wales. 
CWVYS like any youth service, closely follows the national occupational standards, and makes use of the principles of youth work in wales. The organisation also closely follows the United Nations Convention on the Rights of the Child or UNCRC,(1989) which makes clear that CWVYS is a comprehensive organisation which will guide and supervise youth workers and organisations according to policy.
Regarding supervision, CWVYS reinforces it’s needs and how it should be carried out within the Youth Work Methodology Handbook (2014) when discussing professional development. Within the  handbook CWVYS (2014) states ‘Supervision sessions should provide space for reflection on working practice and encourage growth and development’. CWVYS clearly makes use of supervision and encourages youth workers to use its resources to further their learning and become reflective workers,  remembering that that young people’s lives can be complicated and that we need to debrief. The handbook states workers entitlement to supervision and how it should be carried out. 
The handbook is clear support that CWVYS makes use of an effective supervision policy, and uses it’s platform to encourage the youth service to do the same.
When discussing supervision policy, Kadushin (1992, pg93) explains the relationship between two additional forms of supervision- administrative and educative. Administrative supervision would be a clear example of CWVYS’s role within the youth sector, essentially the role is to provide governance and resource, whereas educative supervision provides guidance and training to staff to enable them to learn from their experiences and develop better practice as youth workers. CWVYS demonstrates the use of effective administrative supervision, as it serves to systematise and professionalise services, fundamentally being a managerial form of supervising. However, educational supervision is more applicable to local services, as they focus more technical and pedagogical supervision. This is due to the aims of educational supervision more applicable to a local scale is too adapt to change and orientate workers around the young people they interact with. 
As such, Kadushin (1992) continues to explain the relationship between both these forms of supervision are complimentary, yet are independent from one another. This is significant as administrative supervision is more effective for larger, more representative groups like CWVYS that seek to set standards. Educational supervision is more suited to smaller environments where constant learning and revision is expected. Despite their independent nature, both models of supervision are used in current youth services and work cohesively to develop the learning capabilities of staff. By using these models, youth services can ensure a thorough utilisation of supervision within the workplace for both management staff and youth workers who work directly with young people. Collaborative services would be able to make the most use of supervision, using specific models to manage particular fields of the youth service and ensure their development.
In conclusion, CWVYS utilises supervision very effectively, using itself as a platform for all youth services to confer with and receive guidance in their operation. By doing so, CWVYS make the most of their position to guide other youth workers and organisations to develop and encourage the use of their own supervision programmes. Supervision is a fundamental component in youth practice, ensuring not only that staff are learning from experience, but also safeguarding young people from poor practice, improving their quality of service and learning. Following national policy, it’s clear supervision in welsh youth services is well established and is being used to the full extent by key organisations to support the development of both staff and more juvenile youth projects.  
In conclusion, supervision is being used effectively by both national and local services to secure learning opportunities for youth work staff to aid them into developing as effective, reflective and adaptive workers. Major services like CWVYS providing guidance from their exemplar supervision process, and wealth of learning resources.  Being able to learn from experiences and follow example by the standards set by superior organisations will allow for greater supervision to be carried out, and secure the quality of services staff will provide when engaging with young people. In addition, with more established services setting example, it is more probable that smaller youth organisations will be following these models and conducting their own supervision practices for their staff, ensuring a wide spread use of supervision, and therefore furthering the learning opportunities for youth workers.
[bookmark: _GoBack]It is important to consider that despite all referred texts are based upon the concept utilisation of social work, they remain highly relevant to youth work, as they share similar environments to social work, and supervision still remains a dynamic component towards the development of youth workers and the youth sector. 
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