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Evaluate in depth an organisations 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.
[bookmark: _GoBack]Supervision is a valuable resource to practitioners which reflects on past and future development in order to identify key areas to progress further in practice. Theoretical perspectives will be highlighted throughout this essay giving advantages and disadvantages to support the evidence of supervision to ensure supervisor and supervisees have the capability to undertake their role effectively. This essay evaluates a statement rather than a supervision policy which is used within organisations handbook to practitioners in which would be argued whether the authority should put one in place. Similarly, the essay will focus on the recommendations that the service should take from previous observation in order to have a Policy in place. In addition to this, this essay will also look in to the different policies within youth work settings and how they support the need of supervision within the youth work sector in order for supervisees to carry out their role effectively to deliver to young people. Policies such as Welsh Government (WG:2014), Monmouth Youth Service (MY:2004), National Occupational Standards for Youth Work(LSIS 2013), Social Care Sector (SWRB,2011), will be discussed on how they express supervision within their sector / policy. 
The organisation that I have chosen to focus upon for the purpose of this essay is Ceredigion Youth Service, and I am an employee of this service. From research, the local authority holds limited evidence of a specific policy relevant to employers and employees undertaking supervision. Under Ceredigion Youth Service policy and procedures booklet (Sweeting, A 2011:pg11), the only piece of evidence that the service includes is a small statement below the continuing professional development section, which outlines what is supervision and support. However, this is not a fixed policy.  Currently, all employees under the council workforce (2018) are to carry out performance reviews annually which are focused on best use of ‘its employees, standards and targets, training and future and development needs and agreements of tasks’. Harrison and Wise (cited in Youth Work NI 2014:pg14) believes ‘implementing effective support and supervision in the youth work setting’ stresses that ‘appraisals and performance reviews have different purposes and need to be distinguished carefully from the supervisory processes’.  Ceredigion youth services (Evans:2018) believe that although supervision is not a statutory requirement within the service, although it is good practice to retain the standards of the service to support individuals. As a result, we can argue that although supervision is being undertaken within the service, as a whole the organisation does not hold any Framework or policies to guide supervisees to outline their strengths and weaknesses in order to improve the standard and value of the service.

However, in contrast, Monmouthshire Youth which is also a local authority service hold a supervision policy (MY:2004) and they include intervals and principal functions of the supervisory process. Throughout their supervision policy(2004:3), they stress the importance of ‘ensuring that the workers understand their roles and responsibilities to encourage development and to the organisations’ standards, assist in personal and professional development and to have an opportunity for the worker to air their views’. The overview of Monmouth’s Supervision Policy is to ensure that the roles of the professions are planned, effective and to ensure there is room to enhance their own delivery of work. Thus, provides youth work professions an overall view of the purpose of supervision and what they should achieve from their own review. 
In order to analyse the effectiveness of supervision and to work in relation to its policies and frameworks, the National Occupational Standards for Youth Work (NOS) must be considered to ensure professional standards is carried out within the workplace. It is reasonable to look at National Occupational Standards (cited in LSIS, 2008:2) ‘that can be used by employers to inform job descriptions, consider skills needs and identify areas of improvement, and can also support an individual’s professional and continuous development’ which emphasise on effective supervision. NOS (2008) are known to bring together the skills, knowledge and values necessary to do the work as statements of competence.   Indeed, the NOS (cited in Buchroth,I. Parkin,C 2010:pg2) are ‘a great deal which embarks on the importance of the functions and performance of individuals in order to maintain professional development’. Thus, underpins the importance of following the NOS guidelines to ensure effective practice is delivered within the profession by reflecting and considering the needs of both supervisor and supervisees. 
In contrast to the NOS (LSIS, 2013) another national policy which associates with the Service I am an employee of, which enables effective Youth Practice is the National Youth Work Strategy for Wales 2014 – 2018 (WAG:2014). The policy (WAG:2014) recognises the value and the role of open-access youth work provision and provides guidelines to all youth organisations in Wales. In contrast, the policy highlights National Occupational Standards for Youth Work within the strategy in which its key purpose of youth work is to meet the needs of the young people in order for them to develop holistically, and work towards their social and educational development. As a result to ensure that effective youth work is delivered to meet the requirements of the Youth Work Strategy for Wales, the importance of supervision is vital in order to be able to manage and reinforce the delivery of the service to meet the professional standards.  Thus, stresses the importance of focusing on the importance of reflective practice within supervision. 

Within the Social Care sector (cited in Parker,J 2010:pg76), the Children’s Workforce development council and Skills for Care ‘have developed an important set of supervision standards for social care workers to develop their own understanding’. In contrast, the relevance of professional supervision emphasise on the power it provides to improve practice and enables supervisees to make rapid decisions, reflect on their practice and enable to achieve their outcomes. With little take up of the Children’s Workforce Development Council and Skills for Care the recent Supervision Framework produced by the Social Work Reform Board (SWRB,2011) ‘have given clear direction to organisations that supervision needs to be professional and of high quality’ (cited in Howe and Gray 2013:xix). The Framework gives a clear benefit of all organisations to develop a high quality and professional supervision. Similarly, the fundamental guidance from the final report of the Social Work Task Force focuses on the significance of the supervision standards should be supported by national requirements. 
Doel, (cited Parker,J in 2010:78) within ‘effective practice learning in social work’ outlines four aspects to supervision in placements, education, support and management which reflect on the adopted elements which emphasise performance management and monitoring which relates to SFC/CWDC’. Supervision is a reflective opportunity to look at your practice and well-being in a professional and personal context looking at post future and seeing it from their perspective. Supervision can also be an appraisal and reassurance of effective delivery of work and acknowledge professional practice, but also being supported emotionally through circumstances as well as dealing with pressure. However, Moskowitz and Rupert (cited in Harvey.V, Struziero.J 2008:pg55) disagree and believe that ‘almost half of supervisees experience significant conflicts with supervisors’. As a result, the disagreement of this belief may and truly rely on the outcomes the supervisor or supervisee may seek from supervision. Sergiovanni & Starratt (cited in Harvey.V, Struziero.J 2008:pg56) believed that effectively, resolving, interpersonal conflict and communication barriers in the supervisory setting involves seeing differences as natural and appropriate and integrate both views in to a common good. Within my current practice, reflection takes place where we are advised to complete the supervision form before the gathering in order to ensure discussion points are made by me as a supervisee. During the supervision, I am able to reflect with my supervisor on the key areas of my notes and able to reflect on any improvements or achievements within my role. 

In addition to the Social Care Sector, within the Health Care Sector, the Quality Assurance Framework (www.gmc-uk.org) is known to promote excellence through training in order to meet the standards of the organisation. The Framework (www.gmc-uk.org) ‘identifies organisations that are not meeting their standards and establish quality management, quality control process and identifies improvements required’. Thus, current Framework of the Health Sector although highlights the effectiveness of meeting the standards of an organisation; however it does not mention supervision or reflection within practice. One aspect which illustrates policy used in relation to supervision is identified as promoting reflective practice. Hawkins and Shohet (2000:48) state that ‘a “good enough” supervisor is a reflective practitioner where as a perfect professional is a myth’. The Framework is focused on approaching the importance of standards and quality of the organisation and managed through regular monitoring by the managers. 
Similarly, The Ministry’s 2005 National Supervision Framework (www.education.govt.nz) reflects on the key practices and needs of supervision. The framework (www.education.govt.nz) promotes ‘quality, culturally, responsive, accountable practice through the provision of skilled supervision’. In addition to this Framework, there are Legal and Ethical requirements to supervision such as the State Sector Act 1988, which holds principles for the Government in which they are obliged to ensure “opportunities for the enhancement of the abilities of individual employees” (www.education.govt.nz). To support this, the Assurance Act 2003 (HPCAA) in which issues a framework for practitioners in which supervision ensures practitioners are proficient to practice in their professions. However, to ensure supervision develop practitioners within their development, supervision must be in place in order for it to be achieved. 

The importance of having a supervision policy in place will introduce reflective practice which gives supervisors an opportunity to look into the supervisee’s involvement within their practice, their barriers to work, their achievements and positivity.  This can also be an opportunity for the supervisee to trial new path ways in order to better their delivery of their profession. Schon (1983 cited in Hawkins,P. Shohet,R 2012:pg16) defined reflective practice within the supervision and the helping professions as ‘a capacity to reflect on action as to engage in a process of continued learning’. Schon distinguished reflection- on-action and reflection- in- action in which supports the supervisor pulling together the understanding, interaction and engagement within the supervisory process. Within practice, individuals may not understand the benefits or importance of supervision and may continue to carry on with their dependent on their regular routine.  Although the supervisee may view supervision as a way to seek support, depending on the nature of the supervisor, their views may look at supervision as a way to set goals and achievement for the service.  Kolb (cited in Davys,A.Beddoe,L 2010:pg209) introduced the learning reflective model and who describes it as a ‘four stages; event, exploration, experimentation and evaluation in which the model utilises the stages of experiential learning’. Reflection is a crucial part of the supervisees learning where it progresses, challenges and encourages supervisee’s process. 

In addition to the Frameworks and Policies which support supervision in practice, the Welsh Local Government Association (WLGA,2013) underpins reflection as best practice and provides a benchmark to which organisations should aspire in order to provide the best possible service to young people. The WLGA (WLGA,2013) state that ‘due to the nature of youth work, it is vital that sufficient and supportive supervision structures are set in to place’. The WLGA believes that youth work should follow the process based on recording, monitoring and evaluation. Supported supervision can provide constructive practice within the youth work practice where supervisees are able to reflect and challenge themselves to achieve their aims and goals.  Freire (cited in Sapin.K 2013:pg220) describes this ‘as a “Praxis” reflection and analysis of issues arising from practice to identify and plan transformative action’. Reflection is the ability to identify areas that need to be developed or to even praise the effectiveness and capability of staff profession. Therefore, the framework from the Welsh Government (WLGA,2013) gives the most ideal structure of what youth work should look like where it ensures individuals are engaged within the youth work provision in order to develop and meet the standards and competencies of their roles. However, it can be argued that the Welsh Government does not mention anything on supervision and the importance of having this in place. Throughout the framework (WLGA,2013), the Welsh Government mentions the aims and outcomes of youth work, but does not emphasise the need of supervision and how this develops youth work further. Developing this, Tegg (cited in Ord,J 2012:96) ‘claimed twin purposes of, first, establishing accountability of the worker to the organisation, and secondly, to promote the worker’s development as a professional person, what Marken and Payne (1987) referred as ‘ensuring’ and ‘enabling’’.
Having a supervision policy in place identifies the most impressive key element within supervision between the supervisor and supervisee building trust and confidentiality to value their opinions and needs. However, Brown and Bourne (cited in Tsui,M 2005:59) discovered 10 issues in a supervisory relationship in which one of the issues were ‘the supervisees unwilling to share their difficulties this having to relate to lack of confidence or trust with the supervisor’. It is the role of the supervisor to be able to form a professional relationship in order to support the supervisee where they understand the benefits and outcomes of supervision to work to the best ability. Tash (cited in Herman, 2012:119) ‘identifies several phases of the supervisory relationship ranging from ‘getting to know each other’, to a short phase of ‘dependency’, to a time where the worker is able to reflect and problem-solve independently without supervision’. There is a general agreement that the supervisee must value the support and the purpose of supervision is to help the supervisee to alternate learning techniques and make the goals achievable to their ability. According to WLGA (WLGA, 2013 ‘once a trusting, working relationship is established, intervention can occur’. 

It can be argued that although the organisation does not hold a policy in place, it does not mean that they don’t carry out supervision. Even though organisations hold a policy, it doesn’t mean that they are receiving effective supervision. Supervision is carried out within my own practice every six weeks, where its strengths provide constructive practice within youth work, where I am able to reflect and challenge myself to achieve my aims and goals. According to WLGA (WLGA, 2013) ‘Management supervision should be a regular provision; it should be on a monthly basis, or weekly during an induction period for new workers’.  Discussion points are focused on set questions which we discuss within my supervision to follow actions that are required.  The supervisor show a clear understanding of Cohen and Laufer’s (cited in Poljak,S 2003:pg71-82) three basic areas of supervision which is perception, interpretation and intervention. These areas consist of having the capability to observe, describe what has been observed and the ability to feedback of what has been reflected. Within practice, from observation the service provides a unique culture in which reacts to the way the organisation is controlled. According to Baker, 1980(cited in Hawkins and Shohet, 2000:pg168) organisational culture is ‘the social glue that holds the organisation together’. Handy’s theory (Handy 1990:pg 88-89) focused on four different cultures; ‘the culture of the organisation, the organisation currently follows the “Role” culture where it follows standards, quality controls and evaluation procedures’.  As an organisation, the service is a small team that covers a large county and is forced to complete a variety of paperwork to keep the standards of the service high but can give an outcome of not delivering effective youth work. Overall, it should be recommended that the service should be able to manage their work effectively in order to give clients the best possible attention.
The role of the supervisor is to address any concerns and to support the supervisee through any barriers/challenges and reflect on their practice. This focuses on the delivery of the supervision in order to identify the areas of development to improve practice. From personal professional practice the strength of such approach within supervision is that supervisees are able to offload their concerns, be able to seek advice, look at their personal development and reflect on their profession. However, this can be argued that quality of supervision depends on the communication, relationship, management and structure of the supervisor in order to support the supervisee and their professional development. Kadushin and Harkness (2002:23) highlight the importance of supervision and believe that ‘the supervisor’s role as administrative, educational and supportive functions in interaction with supervisee in the context of a positive relationship’. The three key aims focus on supporting the supervisee with their strengths, areas of development and knowledge, and looking at the management of supervision development. The role of the supervisee is to look at the holistic approach of supporting the supervisee in a professional manner. 
Supervision is a key element of communication, where the main focus is for the supervisee’s voice to be heard on the needs of support needed to enable decisions to progress and develop future delivery. Hawkins and Shohet (2012:12) developed five key concepts which focuses on developing good practice where collaborating was one of them. Collaborating was outlined as the demand of the supervisor and supervisee to communicate and listen in order to create a relationship to guide each other in creating new opportunities and tackles emotions and concerns. Communication is a way for the supervisee to express themselves to involve the supervisee of the passion and emotion they have for the role of a Youth Worker. Woods (cited in Reid.H, Westergaard.J 2006:pg110) featured the ‘recognition of professionals who work in emotionally charged areas, in order to function effectively; they need to have good support’. From personal practice, communication is a key role to supervision which enables you to raise your concerns, look at your achievements and being able to be supported emotionally throughout the nature of the role. 
To conclude, although the organisation I currently work for does not hold a supervision policy, it could be argued that there is clear evidence of the importance to have a supervision policy in place in order for supervisors and supervisees ensure that the quality of the service is to the standard of the NOS 2008. According to Morrison (2001:16) ‘supervision is the key to effective management of performance and practice’.  Although there is a need of supervision within youth work, there is not much evidence from policies such as Youth Work Wales Policy that stress the importance of supervision within the youth work sector. 
Certainly, there is no shortage of advantages of supervision. However, the conflict between supervision and performance review within the local authority in terms of experience is a guidance in which has been created in terms of that the local authority is recognised to follow some sort of reviewing procedure. However, supervision maybe part of the management’s culture that they recognise as the importance of reflective practice in which Thompson and Thompson (2008:55-56) believes ‘it is something that is universal and comprehensive in many different working environments yet isn’t being utilised to improve our experiences of supervision’. 
It has been discovered that there are many theorists who emphasise on positive theory and promote the effectiveness of supervision within practice. Evidence has shown the success of supervision, only to have an adaptive supervisor who is supportive and follows the functions of supervision. Woods (cited in Reid.H, Westergaard.J 2006:pg110) expresses ‘from Youth work perspective, the importance of continued support and supervision for youth workers’. Looking at other fields such as Social work industry, supervision policies are vital in order to continue professional development.  Many challenges face supervision in such way O’donoghue’s (cited in Beddoe,L. Davys,A 2016:pg19) believed it is ‘to understand the nature of supervision and its relationship to the professionalization of social practice’.
Supervision has become an important part for supervisors and supervisees in order to improve practice quality and the service we deliver for all supervisors, supervisees, and the service as a whole and to those who use the service.  According to Sapin (2013:220), ‘Supervision must be seen as a priority to ensure quality of service to service users within relevant legislation and practice governance, codes of standards and ethics’. As some organisations already have a policy in place, other youth work organisations need to adapt to having a positive commitment where it is delivered at a level where supervisees are supported through reflective practice, development and achievements. Harrison & Wise (2005:217) states ‘ideally, however, support and supervision should be one facet of an organisations overall commitment to enhance learning and individual accountability’. Having a supervision policy shows a consistency of how they want to perform as a service. 
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