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Introduction
This assignment will be looking at supervision policies and discuss the importance of effective supervision and how this will adapt into good youth work practice. The author will include how effective supervision, which is the catalyst for guided reflection and discussion, will lead to learning new skills and the support needed to improve the deliverance of work to young people. 
‘Supervision is a regular, planned, accountable process, which must provide a supportive environment for reflecting on practice and making well informed decisions using professional judgement and discretion.’ (BASW, 2011)
Sapin (2009) states that supervision provides a structure for professional youth work practice, it is an opportunity to plan future developments and to reflect on recent practice. Supervision, when used in the correct form, is a process that involves a manager meeting regularly and interacting with workers to review their work. It is a workplace activity in which a manager oversees the activities and responsibilities of employees he/she manages. Supervision is a vital process in a workplace and is a platform to share thoughts, feelings and ideas. Supervisors play a pivotal role in the development of their employees. BASW & UNISON (2009) shares that even though employees are responsible for their own work, deliverance and decision making, they also need good quality support and supervision in order to do the best job. Everybody wants the opportunity to talk about their work, share worries and the things that they don’t understand, to share goals and highlights, to ask about situations that have occurred and to build a relationship with the employer. By reflecting on your own practice, this will enable you to find areas that need improving and areas in which need to be explained. Each day an employer may find themselves in a situation for the first time, and sometimes the action isn’t always right. Therefore, by reflecting on this, will ensure that the next time will be better, and the action will be correct. This is the process of learning and improving in practice. ‘Supervision is an opportunity to identify ways in which you can improve practice through reflection’ (John, Jonas, Jones & Robinson, 2020).  
[bookmark: _GoBack]Effective supervision provides the employee support in their personal and professional development, thus will build a safe and effective workforce. It allows the employee to have a safe space to share concerns, issues and personal difficulties that may affect their work. It is also an opportunity for the supervisor to build a relationship with the employee and help to tailor the work to the individual, to recognise strengths and weaknesses, and to use these tools to better the deliverance of support in youth work. Some of the skills and qualities needed in order to become an effective supervisor is a calm demeanour, open minded, non-judgemental, involved, interested, invested, approachable, problem solver, empathetic, patience. Therefore, the supervisor will need to be qualified, however it is more important that the supervisor brings their skills and attitudes to the relationship. Moreover, the supervisor is to demonstrate their ability to learn, analyse and think. (Tash, 2000)
However, in order for the supervision to be effective, the employee needs to be able to accept support, this can be difficult for some. The employee needs to be prepared to critically look at their own work, in doing so, it will create learning. (Woods, 2001) It is also expecting the employer to reflect truthfully on themselves and this does not come naturally for some people. In order to deliver the best youth work, it is essential to be able to self-reflect. Self-reflecting and accepting criticism can be difficult, and it is a skill that needs to be learnt. ‘Location of self’ is a time to identify strengths and weaknesses, hopes and fears, and to articulate needs and interests. (Sapin, 2009) The ability to reflect deeply and honestly on one’s practice is a major factor in the speed of (professional) development. (Turner-Bisset, 2005). Lindon (2012) states that reflective practice can be very difficult. There can also be emotional consequences due to reflective practice. It can be difficult to analyse a situation, but it is even harder to admit it aloud what was wrong, and then change the way you thought was the best outcome to begin with. This could initiate the feeling that the method is for ‘fault finding’.
Through effective supervision, good support and productive continuing professional development, this will enable the employer to deliver high quality youth work. The employer will understand what good youth work is and how to best deliver this to the young people. To be a good youth worker, the practitioner needs to be a tactful thinker, flexible, a reflector, a good role model, good observer, non-judgmental, great communication skills and an active listener. All these attributes can be learnt through supervision. The skills and qualities are expected from the supervisor also, as mentioned above, therefore is passed along and appropriately shown to the supervisee. More importantly the young people will gain from effective supervision as they will be supported by skilled, and competent practitioners. (Welsh Government, 2014-2018)
Main body
The author focuses upon an up to date organisation’s policy in relation to supervision and support, based in a current setting. A policy is ‘the big, overarching tenets of your organisation. They set direction, guide and influence decision-making. Policies guide the day-to-day actions and strategies but allow for flexibility. The big keyword for policies is ‘guiding’’ (Compliance Bridge, 2020). The particular policy is used with different teams in the same corporation; therefore, all employees receive the same type of supervision which promotes equality in the workplace. Moreover, it ensures that all employees continue to deliver support similarly and the main goal is known and followed by all. The author is looking at one team.
To begin with, the policy is explained and informs the employee that ‘supervision is a right’, it explains the importance of supervision and emphasises this by referencing Lord Laming. The structure of the supervision is based on Mor Bank et al, using the three dimensions. Task assistance, Social and Emotional Support and Interpersonal interaction. Leaders should not wait for an incident to occur before updating the policies. Moreover, the purpose of the policy should always be stated. (Campbell, 1997).
The policy states that the frequency of supervision depends on ‘the needs of the particular team or staff group’. However, based on the chosen team, the minimum frequency is ‘fortnightly for newly qualified staff and 4-6 weekly as appropriate’. It also states that ‘if a manager has not arranged it regularly then the employee should remind the manager. Therefore, it is not only the manager’s responsibility to arrange a supervision, it is the employees also. Supervision becomes increasingly more important as a source of training and often is the only resource available to help workers enhance their skills. (Kadushin, 1992) Additionally, communication between a manager and employees is essential. Therefore, the more frequent the supervision is, the more communication is made amongst the supervisor and supervisee. Moreover, employees will appreciate the approachable supervisor to help with issues or gain additional help. (Kokemuller, 2020)
The policy states briefly about confidentiality. There is an expectation that supervision sessions will be confidential unless the information needs to be passed on. The policy explains that all written supervision documents will be stored in a locked cabinet, if they are saved electronically, the documents will be stored in a secure folder which can only be accessed by the supervisor/supervisee’s line manager. (Children’s Services, 2018) Confidentiality is arguably the most important right of the responder and therefore, without confidentiality, the responder would not participate through fear. This would affect the relationship and progress of work, in turn, affect the young people. (Gates, 1998)
Moreover, the policy includes managing performance which emphasises the importance of the reflection on strengths of the supervisee and identify areas of development. It states that building on the strengths of an employer is the best way to change and develop practice. (Children’s Services, 2018) Positive feedback will ensure the supervisee understand that their approach is correct and will continue doing so. This enables positive developments and identifying particular skills and knowledge. (Sapin, 2009)
The author compared the policy with another council and collected information on supervision agreements. This is provided in West Berkshire Council Supervision Policy. However, this could not be found in the policy of the organisation mentioned above. This is a document that establishes a basis for the supervisor and supervisee to work together during a meeting. The document is a set of rules which will explain the expectations and rights of both parties. By following these rules, it will prevent unnecessary issues and instead will create a secure and safe place for effective supervision. (West Berkshire Council, no date)
Another policy (BASW, 2011), purposefully states what they consider to be the professional rights of social workers in relation to supervision. It states that ‘supervision is the key process for balancing professional autonomy with responsibility to the client, professional ethics and standards along with accountability to the agency and society at large. Autonomy is one of the values of the supervisory process, however this does not mean a person can do what they like when the like. We also need to be aware of our relatedness to others. Therefore, decisions should be your own to a point, but followed alongside the policy and procedures of the workplace to ensure others are not affected negatively. (Woods, 2001)
However, in other professions there may not be a policy on supervision. If the profession is unable to deliver effective supervision, this can be a negative impact on the supervisee which affects their ability to deliver good practice. Moreover, receiving negative feedback and no support will affect the supervisee’s confidence and this in turn, will affect the young people. Regular feedback will keep the employees motivated. (The Marlo Company, 2016) The employees need to receive supervision in order to develop the required skills, competency and knowledge to their roles. (Welsh Government, 2014-2018)
The author’s practice consists of receiving supervision weekly. This enables the author to share information about herself and how she is feeling in a safe space. It is an opportunity to draw upon their own practice and reflect upon strengths or weaknesses and areas for further development. The author’s manager will separate the supervision into three parts. Firstly, the manager will use a template to ask questions about the author. This involves questions about health, home life, the relationship with the co-worker’s, updates on continuing professional development and the overall wellbeing of the author. This is an important part of supervision. The supervisor understands that if the employee is not settled with home life or health, this will affect their ability to deliver the best support for the young people. Therefore, the employee’s needs must be identified, and supported by their supervisor which in turn will build and strengthen the employee to become an ideal practitioner. Maslow’s theory on hierarchy of needs (Appendices 1) is an important element to use with supervision. The hierarchy helps business owners understand that employees progress through many levels of need fulfilment in the carrying out of their job roles. This is an understanding of human motivation, personal development and management training, it was developed for employers to provide a workplace environment that enables and encourages employees to fulfil their own unique potential. Maslow states that if we are not receiving the lower needs, the higher needs will not mean so much, this is why we should start at the bottom of the pyramid. If we start at the bottom and work upwards, this will allow a positive outcome, for example, you cannot expect a person to be involved as a team member if that person is having problems at home. It is shown that it is best to start at the bottom and work upwards, for example, it is hard for a person to become an effective team member (level three), if that person is having problems at home (level two). Moreover, the hierarchy can be used whilst working with young people. In order for the young people to engage fully, their basic needs need to be met. Therefore, as the author stated already, listening to the young people is important to understand what needs have been met and what is needed to deliver the correct support.

Secondly, the author and the manager will converse about the author’s caseload. This is an opportunity to return to the experience and re-evaluate. Converse about what happened and what options and changes can be used. (Boud et al., 1985) The author informs the supervisor the status of each young person. An update is given of the support been delivered to each young person and any issues that have arisen. The supervisor will help the author in making decisions and plans to carry forward. Moreover, any ideas to solve the issues. Depending on the issue, this could be ongoing support from the supervisor until the issue has been resolved or the issue will be dealt with by the author only.  The author is advised to bring material to the meeting to discuss. If the author does not bring their own material to the meeting, this can affect the work between the supervisor and the author. (Woods, 2001) The author is informed of the importance in listening to the young people. In order to deliver the best practice, we must know what we need to do to support the young people. Therefore, collecting information from the young people and ensuring their voices are heard will enable the team to deliver workshops, information and help from their opinions. The team acknowledge and understand the UNCRC (The United Nations Convention on The Rights of the Child), which states clearly the rights of a child under the age of eighteen. This document supports all aspects of the children and young people’s lives and ensures they are to be given opportunities and a voice to receive all their rights. (UNICEF, no date)
Thirdly, this is the opportunity for the supervisor to share any issues with the author’s practice, to apply new targets and to remind the author of policies and procedures. It is an opportunity to improve practice to ensure the young people fully benefit. The supervisor will introduce new courses and ensure the author is up to date with essential courses. This is also an opportunity for the author to share with the employer of any desired courses to continue their professional development. Supervision, in-service training and staff development share responsibility for helping the worker learn what he needs to know in order to effectively do his job. (Kadushin, 1992) According to Bogo et al. (2011), job satisfactory and professional development are related to certain components of supervision which include regular meetings and active involvement from the supervisee.
Conclusion
According to McNamara et al (2007-2008), supervision is a powerful tool. It identifies stress and the value of the staff. Moreover, it enables to keep staff focused on the young people at heart. It allows an opportunity for change and encourages staff to reflect and modify old practice into new and improved practice. This is essential when working with youth as the way we live, and surroundings change rapidly therefore services need to adapt continuously. McNiff’s Action Reflection Cycle promotes moving in new directions by investigating the current situations and observations to reach new developments. (Appendices 2) (Herman, 2012) Supervision enables practitioners to grow and develop their best practice, which also enables them to deliver effectively to the young people.
The author understands that time management can be difficult, and this may affect the amount of time given for supervision. However, the author recommends that a short team meeting should be arranged each day to discuss situations that have occurred during the interim of supervisions. This will enable problem solving and improvements, but also offer new opinions and create new ideas from other team members. (Chrusten, no date)
Moreover, as mentioned above, the practitioners need to develop alongside the new technological way of living. Therefore, using technology as a form of connectivity is another recommendation. This will allow youth workers to connect with their young people easily through mobile via face time, and there would be more opportunities to solve problems as they occur instead of waiting until the next supervision meeting. Furthermore, this would alleviate stress in regard to time managing for the supervisor and the additional stress on the supervisee. Understandably, there would need to be a rules and regulations guideline to adapt this to the supervision policy. (Rousmaniere, 2014)
The role of a supervisor is multifaceted, and part of this role is to continue to explore and invent new ways of delivering support to their team and the young people based on the changes of the environment. Therefore, supervision ensures that we all continue to learn and grow with the young people. (Rousmaniere, 2014)
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