When researching supervision, one can delve into a variety of definitions and Howe, Gray and Block (2013, p.3) discuss that ‘Supervision is the primary means by which an agency based supervision enables staff, individually, and collectively, and ensures standards of practice’. Sapin (2013, p.220) defines supervision as ‘a process of critical reflection in which youth workers discuss ongoing work and professional development issues with another practitioner’ whereas Hawkins and Shohet (2012) discuss supervision as being a chance to ‘stand back and reflect; a chance to avoid the easy way out of blaming others, clients, peers, the organization, society or even oneself’ (Hawkins and Shohet, 2012, p.4) Another definition of supervision is ‘to provide a safe and confidential environment for staff to reflect on and discuss their work and their personal and professional responses to their work’ (Cqc.org.uk, 2018).Thus, with several definitions stating the same principles it is clear that the common theme is that engaging in effective supervision one must work in an organisation who values the role of supervision in their policy. The organisation must use the time to be able to work together to continually educate, manage and support the individuals in their roles. This assignment will be exploring an organisation’s policy in depth and using relevant theories to discuss their policy. The essay will then move on to discuss different organisations and their policies by comparing and contrasting different policies whilst evaluating how effective their supervision is. One will then discuss further on how to improve the different organisations policy in order to comply with effective supervision. 
The organisation’s policy I shall be reviewing is the policy given to Pobl group. A registered charity organisation which they quote ‘We’re a group of companies offering great homes, care and support that make a difference to people’s lives’ (Pobl group, 2018). They have clearly outlined policies and target goals in terms of supervision. Their Clinical Supervision Policy was published in April 2016 and will be up for review again in 2018. The main aim of the supervision policy is to ‘provide a facilitative approach to guide, support and develop staff learning’ (Clinical Supervision Policy, 2016) thus meaning it is clear from their policy that staff learning and developing is the key factor behind their policy. Pobl group claim that the three main functions of supervision are managing, leading and supporting. The main functions enable staff and supervisor to have a better understanding and acknowledgment of the work whilst agreeing on targets, training and reflection. The organisation claims that supervision is essential to the staff as it is an ‘exploration of attitudes, beliefs and procedures therefore enabling staff to challenge assumptions and continually strive towards delivering safe, high quality care’ (Clinical Supervision Policy, 2016). This confirms that the objective of the supervision policy is to deliver the best support for staff. By supporting staff they are able to ensure that the level and quality of care to the clients is given but also the supervision is ensuring the staff are continuously developing and learning in their chosen roles. As Handy (1993, p.237) discusses ‘Plato felt that education and learning should continue until the age of 40. Many would now feel that he put too early a date on its closure. Learning and development have become a life-long task.’ Thus, this perspective Handy has commends the organisation’s policy as they are continuously working on developing their staff. According to their policy, ‘Butterworth and Faugier (1992) initially defined clinical supervision as an exchange between practicing professionals to enable the development of professional skills.’ (Clinical Supervision Policy, 2016) Thus by using the work of theorists they are as ensuring that the supervision given to staff is effective and relevant to the work they do. As Wellington (2010, p.6) discusses that ‘Supervision is a form of teaching and my own experience is that it requires subtlety, tact, patience, understanding and rapport’. Thus claiming that for a company to supply and support the role of supervision it enhances the quality of work the staff can do as it is constantly teaching and encouraging the staff in their line of duty.  
As Pobl group’s policy quotes that clinical supervision is ‘Bond and Holland (1998) defined it as ‘a regular protected time for facilitated, in depth reflection on clinical practice’ (Clinical Supervision Policy, 2016). This shows that Pobl group’s policy entails that the supervision they offer is for ‘clinical practice’ (Clinical Supervision Policy, 2016) the emphasis is not on the staff but rather the practice as a whole. This shows strength in the organisation’s policy as Wellington (2010, p.3) discusses that supervision is essential for everyone involved not only the supervisor, the individual being supervised but also the organisation they both work for. Sapin ( 2013, p.220) agrees with this theory as the author quotes that supervision is a ‘process of a dialogue and problem posting with both parties working together and learning from each other’. One of Pobl group’s main objectives in the supervision policy is that ‘Clinical   supervision   becomes   an integral   support   mechanism   to   enable professional development.’ (Clinical Supervision Policy, 2016) This reaffirms Wellington’s theory that supervision is for all parties involved and not only the one being supervised. The supervision gives an opportunity for the individual in a supervision to reflect on the work they are doing but also how they can develop. This is seen as strong supervisory practice as Howe, Gray and Block (2013) discuss that supervisiors can be the link between the work force and higher management. The supervisions taken place can be an open space to discuss what the staff want from their role. It enables the worker to ensure their ‘personal development needs’ (Howe, Gray and Block, 2013, p.6) is met or question how they can work towards their goal. 
 The organisation’s policy claims that supervision meetings should be held frequently and do not include informal meetings or discussions between a worker and line manager. Pobl group as an organisation discuss that supervision meetings should be arranged every 6 weeks as a minimum and the duration of the supervision can vary. According to the policy, ‘As a guideline, one hour is likely to be the minimum duration, with the maximum being two hours’ (Poblpoint.co.uk, 2011) The organisation regards to supervision meetings as high priority in work meetings and claim that ‘all supervision session for the year should be programmed in advance’ (Poblpoint.co.uk) The organisation highlights in the policy that location is important and that the supervision should be uninterrupted with telephones switched off and other staff can only interrupt if for an emergency. Howe, Gray and Block (2013, p.10) state that some of the key dimensions of good supervision practice is ‘preparing for supervision, avoiding interruptions, location, creating a comfortable environment and confidentiality’ which shows that as a n organisation, the supervision criteria and policy is correct. 
An important point for Pobl group is confidentiality. It is essential in their supervision that it is clear confidentiality is important however due to the nature of the meetings such as problems or issues that need to be addressed, the supervisor does have the authority to share with more senior staff. Due to the organisation’s policy on recording of supervision the senior staff are allowed to see a written statement from the supervision. The recording of supervision is an important factor to Pobl as it is highlighted in their policy that a written report should be made with notes on ‘the actions agreed, the responsibility and timescales for the action to be carried out’ (Poblpoint.co.uk, 2011). It is certainly clear that the policy’s main factor and rules are evidence of good practice as the relevant points all tie in under Howe, Gray and Block (2013)’s essential supervision. They state that in a supervision ‘a concise, accurate and timely record of main discussions and discussions made’ (Howe, Gray and Block, 2013, p.14) should be evident in a supervision. 
  Theoretically, Pobl group’s organisation falls into the ‘role culture’ (Handy, 1993, p.185) it is led by managers and there are procedures for job roles, procedures for what is expected and ‘rules for settlement of disputes’ (Handy, 1993, p.185). As Kitchin (2013, p.34) states role culture is ‘formal, bureaucratic, rule-bound organisation’. Although one could argue that due to Pobl’s organisation being large and based all over south and west Wales the company has to work in that role to succeed. According to Handy (1993, p.199) the security and risks associated with large companies are better suited towards the role culture as it gives clear structure. In the literal sense, Pobl group complies with all rules on effective supervision however as the author of the work has personal experience in this company, one would question the rigorous nature of their policy. In the inductions and training there is no mention of supervision and the policy and although all staff have access to the policy it is not highlighted and given to them directly. One would have to access their work computer account in order to find their policy. The author’s own individual experience may be different to someone else in the company as the company has several different institutions and places under a variety of different team leaders, managers and area managers. Due to this, it is hard to complete a correct review of supervision by the organisation. In the Lampeter base, and due to experience, the author expresses that the team leader regularly ‘checks in’ but it is not as structured as a role culture but more the values of the person culture (Handy, 1993, p.180) as Kitchin (2013, p.35) describes it as ‘where individuals come together to share resources’. That is what is expected from the roles in the author’s duty as the author can bring their own individual ideas and resources and discuss with other members of staff on the same level.
In comparison, other organisations such as Ceredigion Youth Services’ Youth Workers’ Handbook shows the policy and procedures evident in the organisation. The organisation highlights that the handbook is ‘primarily for workers, clubs and projects within the statutory Youth Service’ (Youth Workers’ Handbook, n.d). The handbook focuses on the relevant qualifications needed in a youth worker and what the youth service offers. In the Staff procedure section it follows the Council’s guidelines which include ‘Disciplinary procedures, Code of Conduct, Whistle blowing’ (Youth Workers’ Handbook, n.d) however the mention of supervision is lacking. According to Sapin (2013) the need for supervision in youth work is essential due to the unpredictable work a youth worker may have to come across in their day to day duty. The author claims that ‘Without adequate managerial Supervision, individuals can be unsupported or unclear how to prioritise or carry out their work.’ (Sapin, 2013, p. 223) Thus, this author’s opinion declares that it is important to have supervision in the workplace at it can not only improve the individual’s work but also what the organisation benefits from the individual. The Ceredigion Youth Service is ran under the council which is a public body. A public body in Wales since 2015 must adhere to the Well-being of Future Generations (Wales) Act 2015 (Gov.wales, 2015). The main goals of the Act is to plan ahead for the long term, the Act highlights the importance of working together in order to create a better future and preventing problems. By incorporating supervision into their workplace they are eliminating the chance of a problem rather than having to tackle the problem. (The Future Generations Commissioner for Wales, 2018). The National Occupational Standards for Youth Work published a document in 2012 with the aim of defining what functions is required by youth work and how to achieve those functions. In this document there is not a clear mention of supervision however there is a section which discusses ‘develop productive working relationships with colleagues and stakeholders to support youth work’ (Nya.org.uk, 2012). This section of the document states the importance of respecting the roles of the other workers and an important point to highlights is section P5 where it declares that a youth worker should ‘consult others in relation to key decisions and youth work activities and take account of their views, including their priorities, expectations and attitudes to potential risks’ (Nya.org.uk, 2012). This section embraces the idea of supervision but under casual circumstances where one should seek advice when needed and not scheduled, clear appointments. One could argue that with this supervision policy in Youth Work on a national scale, Ceredigion county council are not breaching any rules however it is not providing official supervision on a regular basis. 
However, the Professional Youth Worker Guidelines (ETS Cymru, 2010) states that for a youth worker to be successful as a youth worker they need to be qualified in supervising and have an experience in being supervised as it states that in order for a youth worker to be professionally qualified ‘one of the signatories on the final placement report (pass/fail) must be a JNC professionally qualified and experienced worker, trained in placement supervision;’ (ETS Cymru, 2010). This statement affirms that a youth work organisation must hold regular supervision. 
[bookmark: _GoBack]However, Pembrokeshire Youth department ran by the Pembrokeshire County Council have made it a priority in their work handbook that supervision is given to all of their staff as they claim that support and supervision is given to those ‘working with young people and it is about making their role more enjoyable, creative, planned and effective and identifying and solving any problems’ (Pembrokeshire Youth Ieuenctid Sir Benfro, 2012) where they address that ‘Supervision is generally an enabling, helping and supportive process rather than a directive one, which gives the supervisee the ability to complete realistic agreed targets.’ Thus, this shows a contrastingly different approach to the literary handbook they have given their youth department. One could argue that Pembrokeshire have taken the role of effective supervision and trying to implement it into their county. They are also adopting a regular routine of supervision as they ask for full-time workers to be seen on a regular basis (4 to 6 weeks). Which is interesting to consider as the National Youth Service Strategy for Wales 2014-2018 does not clearly identify supervision as being a priority, it mentions the need for professional training and qualifications (Gov.wales, 2014) but does not consider that holding supervision meetings and training their staff in placement supervision should be in the strategy. Comparing that to Code of Occupational Ethics for Youth service it suggests that there needs to be an emphasis on the role of supervision in youth work practice. (ETS Cymru, 2010)
As the role of youth work is different to the role of the charity organisation Pobl it is difficult to reflect what is needed in the next stages of development. In the youth work it is evident that youth workers need support and supervision as the benefits of an organisation participating in regular supervision outweigh the weaknesses. Pembrokeshire County council already participate in supervision and incorporate it into their department. Supervision helps develop three different functions in work that would be effective in youth work. As Kadushin and Harkness (2014) discusses professional training can give the staff the correct skills and knowledge to apply to their job but it would also ‘socialize the student to the ways of the profession and to develop a professional conscience’ (Kadushin and Harkness, 2014, p.24). Thus, this theory affirms the view that supervision is necessary in order to get the best possible outcome in an organisation. 
To conclude, it is evident in Pobl group’s supervision policy that it has been reviewed in order to give the best possible service to the staff in the company. The organisation has clear rules on supervision and distinctive policies and outcomes for what the supervision must achieve. It is clear from the policy documents that thorough research into clinical supervision has been in place and one cannot offer room for improvement on the documents. However, as stated earlier, the author has first-hand evidence that the supervision does not always take place. As a large organisation divided into several different managerial roles, team leaders and then the staff it is understandable that it may be hard to implement the role of supervision into the workplace as a high staff turn around could be present in the organisation. The organisation cannot do its duty to the full potential if the staff are regularly supervised as there will not be any time for them to dedicate to their duty. The staff at Pobl group have the right to a supervision however it may not be the case in every branch. The author finds it interesting that the youth work sector has not adopted supervision to their policies and procedures. It is intriguing that the National Youth Work Strategy for Wales 2014-2018 discuss the sectors main goals and hope that the youth work sector is appreciated the same as education. Thus, not adopting supervision as a priority is worrying as Kadushin and Harkness (2014) state, supervision is an essential part of professional training. It is encouraging to see that Pembrokeshire County Council have adopted effective supervision policies however, one must have first-hand experience and knowledge to know whether the policy is put in place regularly and effectively. There is place for improvement in Pobl group to instrument the policy and be practical however, as an organisation their policy is extremely effective and covers all basis that a staff should wish to have.
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