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[bookmark: _Toc145602885]Scope
The purpose of this framework policy is to set out how supervision will be delivered for all staff at Dudley Children’s Services. The policy explains the requirements and processes for supervision, whether you are a supervisor or a supervisee. Although this framework is for all staff in Children and Families Services, there are some specific sections which may relate to specific role and staff, where this is the case, this will be clarified.

[bookmark: _Toc145602886]Context
In Dudley we believe that good quality supervision should contribute to the delivery of high-quality services for children and families by:
· Ensuring that children and families receive the best support according to Children’s Services’ responsibilities and professional standards.
· Ensuring workers have the knowledge and skills they need, a clearly defined role and professional support.
· Ensuring a duty of care toward workers to support their well-being and job satisfaction.
Dudley’s supervision framework is premised on a relational perspective. Supervision is key to developing a culture of reflective and supportive practice. This forms a core element of our Practice Framework as we recognise that supporting practitioners to critically analyse their practice and confidently exercise professional judgement is fundamental to achieving the best outcomes for children and their families. 
 
Supervision should be focused on the supervisee’s practice and their development, including their welfare. This should be outcome focused and must offer both ‘challenge’ and ‘support’. Supervision that is done ‘to’ or does ‘for’ the supervisee(s), will not be effective in achieving sustainable positive outcomes. 

This policy has been developed withing the context of the following standards and guidance.

· https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/463220/Guide_to_Children_s_Home_Standards_inc_quality_standards_Version__1.17_FINAL.pdf
· Dudley Children’s Services Practice Framework 

· Requirements for Family Safeguarding Supervision 

· Standard 5 of The Standards for Employers of Social Workers in England 2020 

· Care Home Regulations 2015

· Fostering Services: National Minimum Standards

· Adoption: national minimum standards July 2014

· The Assessed and Supported Year in Employment for child and family services

· Our Dudley Conversations

[bookmark: _Toc145602887]Functions, Purpose and Definitions of Supervision 

In Dudley we recognise that supervision has different functions and purposes identified as;  







[bookmark: _Toc145602888]Supervision Definitions 
Supervision is a regular and planned activity that takes place on a one-to-one basis. Supervision takes place in the context of a supervisory relationship that is built and based on trust and the creation of a safe space in which uncertainty, ambiguity, mistakes, assumptions, confusion, challenge, wellbeing, success and achievement can all be explored. This is not restricted to formal supervision processes and will often take place on an unplanned basis in response to individual needs. 

Supervision also takes place in groups within teams and services and can be planned or unplanned.

For the purposes of this framework policy, Dudley Children’s Services provides the following definitions relating to supervision:

[bookmark: _Toc145602889]Formal Supervision

A monthly one-to-one meeting between a supervisee and supervisor addressing ‘development’ supervision, and some or all ‘practice’ supervision. 

Development supervision focuses on supervisee wellbeing, performance and learning including training, professional development and learning from quality assurance activity. Development supervision should be recorded on PIMS, and future supervision dates planned at the end of each session. Guidance regarding development supervision and going beyond asking “how are you?” can be found in Appendix 1. 

Practice supervision for qualified and non-qualified staff working directly with children and families aims to answer three broad questions to support an understanding of the child’s journey, the impact on them and others and solution focused outcome driven planning.  
· What has happened?
· Who has been affected?
· What needs to happen next? 

In teams practicing within the Family Safeguarding model, practice supervision will be held jointly with all the child and adult practitioners working with each family.  In other teams, formal practice supervision may be included in individuals monthly one-to-one meeting.  Practice supervision is recorded on a child’s LCS or EHM file, either as ‘Case Supervision’ in case recording, or within the workbook when the Family Safeguarding model is being used.


[bookmark: _Toc145602890]Group Supervision

Group supervision provides a valuable space to bring colleagues together to learn from each other and support each other’s practice. Using a Solution Circle model for group supervision practitioners are enabled to adopt an appreciative inquiry approach, based on a strengths-based, solution-focused methodology to develop reflective and analytical thinking. Success Circles follow a similar format but facilitate reflection and learning from a piece of work that has gone well.  

Group supervision records need to be recorded on a child, young person’s or carer’s file using the ‘Solution Circle’ form in LCS and EHM (the same form can be uses for success circles). Where group supervision related to more generic practice issues take place this should be recorded as part of development supervision. 

Group supervision is not a replacement for development supervision. 

Guidance and the process for undertaking solution and success circles is detailed in Appendix 2 
[bookmark: _Toc145602891]Co-working 
Where there are co-working arrangements for a child or young person, the responsibilities and actions for each worker should be clarified and recorded. In family/adolescent safeguarding teams this will be recorded in the workbook with each worker having a section for their case summaries.  

Confirmation of co-working arrangements should be included in the personal supervision records for each worker. Supervision of co-working arrangements should be practice focused with each worker receiving development supervision with their supervisor. 

The manager responsible for decision making in relation to the child or young person should provide practice supervision where there is co-working arrangement. 

[bookmark: _Toc145602892]Frequency of Supervision
Practice Supervision
It is expected that every child will be discussed in supervision between the allocated worker/s and practice supervisor at least every two months.  Practice supervision will be required more frequently when there is a lot going on for a family which requires reflective consideration.  Detailed and reflective conversations between supervisor and practitioner which are fitted in between regular supervision to discuss a changing situation should also  be recorded as supervision on the child’s file.   In the Family Safeguarding model it is expected that supervision involving all the practitioners working with a family is conducted monthly, we will do this where workloads allow but acknowledge that some families may continue to be discussed up to 2 monthly.  
Management oversight should be recorded on the file whenever decisions are being made, or new information requires decisions to be reconsidered.  This will recorded in a management oversight case note or in the relevant authorisation place on an LCS form.  Management oversight recorded in this way is in addition to practice supervision.
Personal Supervision 
Formal personal supervision for all social work practitioners takes place once per calendar month unless there is an agreed need to provide this more frequently. This will always include management and development supervision and may include practice supervision, eg for practitioners not working in the family safeguarding model.  

For newly qualified Social Workers undertaking their ASYE formal development practice supervision will be undertaken weekly for the first six weeks of their employment then every two weeks for the first six months, and monthly thereafter if agreed. In family safeguarding/adolescent safeguarding teams this will be made up of a combination of family safeguarding supervision with the adult workers and additional personal supervision which will include reflection and guidance on work with families to support the social worker to carry out the plan agreed in supervision with the adult workers.  It is important for the supervisor to ensure that any practice-oriented discussions that modify the plan are undertaken with the whole family safeguarding practitioner group, not in personal supervision.

Formal supervision for social work qualified staff who have had a major change of role or are returning to social work will be undertaken every two weeks for an agreed period, and monthly thereafter. 

Formal supervision for students will be held weekly alternating between supervision with their on-site supervisor and practice educator. It is the responsibility of the Practice Educator to ensure that supervision arrangements for students are safe and appropriate.  It is the responsibility of the line manager of the Practice Educator to monitor the supervisee’s supervision of a student in practice, and to audit student supervision files. 

Supervision for non-social work staff takes place once per calendar month unless there is an agreed need to provide this more frequently. 
[bookmark: _Toc145602893]Supervision with Independent Reviewing Officers and Child Protection Conference Chairs
It is acknowledged that for Independent Reviewing Officers and Child Protection Conference Chairs it is not practical for every case to have a detailed discussion during supervision about every child they are allocated to. 

This policy has been developed in the context of IRO Practice Standards and Child Protection Conference Chair Standards To that end, as a minimum supervision should cover; 

· [bookmark: _Hlk123721780]All children newly allocated. 

· Children with complex needs and circumstances.

· Children placed within unregulated placements

· [bookmark: _Hlk123721661]Situations where there are concerns that a Child Protection Plan is insufficient to protect the child or leaves the child in an unsafe situation e.g. a plan to retain the child at home, or return a child home maybe unsafe; 
· Where a child has been made subject of a repeat Child Protection Plan or their Child Protection Plan has been in place for more than two years.

· Situations where there is a dispute about the plan for a child including its implementation or drift.   

· Where there is a plan for a child to return to their parents care or to the care of someone in their network. 

· Children who do not have a permanency plan by the second review;

· Where a young person is in secure, or otherwise having lost their liberty; Deprivation of Liberty Safeguards (DoLS), Liberty Protection Safeguards (LPS) – this includes mental health wards etc.
[bookmark: _Toc145602894]Residential, fostering and adoption services 
[bookmark: _Hlk123728430]Colleagues working in residential services must receive supervision to meet the requirements of the Children’s Homes Regulations 2015. 

Colleagues working in fostering must receive supervision to meet the requirements of the Fostering Services: National Minimum Standards 2011 as detailed in Standard 21 - Supervision and support of foster carers. These standards also specify the requirements for supervision of foster carers. 

Colleagues working in adoption must receive supervision to meet the requirements of the Adoption: National Minimum Standards 2013. 
[bookmark: _Toc145602895]Business Support 
Business support managers will be provided with monthly supervision. Other business support staff will be provided with supervision at a frequency not exceeding eight weekly. 

Refer to table in Appendix 3 for a breakdown of the frequency for supervision.

[bookmark: _Toc145602896]Planning and Preparation for Supervision 
Supervision dates should be agreed between Supervisor and Supervisee at least three months in advance with the next date for supervision being confirmed in the current supervision. 

Arrangement for family safeguarding supervision will be supported by business support.  The Team Manager should identify in good time which families will be discussed in the supervision meeting so that the relevant adult workers are available to participate.  Planned formal supervision should be a priority and wherever possible (with the exception of annual leave, sickness or court), should not be cancelled unless there are exceptional circumstances.  

Both the supervisor and each supervisee should plan and prepare for the supervision meeting. They should attend the supervision meeting with a written agenda of specific issues they need prioritised. 
The supervisor and supervisee should also consider:  
· What needs to happen prior to supervision to make it effective?   
· What does each person need to do to turn up to supervision?  
[bookmark: _Toc145602897]Preparation for Practice supervision: 
· The supervisor and supervisee/s should agree which families are to be discussed so that all parties can prepare, including preparing case summaries. 
· Supervisee/s should be prepared to discuss how they have used motivational interviewing, theories and frameworks in practice and what impact they have made. 

[bookmark: _Toc145602898]Preparation for personal supervision:

· Supervisors should review performance data including child specific data related to but not restricted to the key performance indicators specific to the supervisee’s role. 
· Supervisors should review any audits completed in respect of children the supervisee is allocated to for discussion about their practice and personal learning.  
· Supervisees should be prepared to discuss any feedback they have received. 

[bookmark: _Toc145602899]Supervision Agreements 
The embedded supervision agreement should be completed and signed with all staff, within four weeks of starting a supervisory relationship. The completed supervision agreement should be uploaded on to PIMs. 

The Supervision Agreement should be updated according to the changing needs of the supervisee. An example of this may be where the frequency of the supervision has been initially set, and this subsequently changes as the member of staff develops professional competence, confidence, and authority in their role.

As a minimum, the Supervision Agreement should be reviewed together annually.



[bookmark: _Toc145602900]Recording Development Supervision and PIMs
Welfare supervision should be recorded on the appropriate template. 

· [bookmark: _Hlk145603227]Practitioner Development Supervision template, see Appendix 4 
· Managers Development Supervision template, see Appendix 4

The recording of formal supervision sessions is the responsibility of the supervisor. Development supervision should be recorded on the Development Supervision Record Template, signed and dated by both parties and held on the supervisee’s Supervision Folder on PIMS. 

Guidance regarding entering Development supervision can be found in the embedded document below.




Records of supervision are owned by Dudley Children’s Services and may be subject to internal or external inspection and audit. 
[bookmark: _Toc145602901]Recording Practice Supervision
Children should be discussed in supervision at a minimum of every eight weeks with a supervision record being completed on their file within two working days. Children in agreed long term placements, children with disabilities where Direct Payments and Short Breaks are in place, should be discussed 12 weekly.  
 
The way in which the questions are asked and the context of the restorative, relational context of supervisory relationship is key. Practice-focused supervision that provides high support for practice will have the following characteristics: 

• Respectful curiosity-genuine desire to understand; 
• Child and family focus-consideration of what life is like for children and families; 
• Explicit clarity about need and risk. 

Practice-focused supervision is completed on LCS/EHM using either the ‘Case Supervision’ form or the Supervision section in a Family Safeguarding Workbook. Information should not be copied forward and used verbatim as the record should be concise timely and relevant to the child’s current circumstances. Discussions should guide thinking, reflective discussion, critical analysis and outcome focused SMART planning by asking three broad questions. 

Story Telling - What Has Happened?

What has happened since last supervision? If this is the first supervision about the child/young person briefly outline the presenting issue.

The supervisor and supervisee should discuss and record the child’s story, experiences and journey. This should focus on the presenting issue for the child if this is the first supervision and provide updates in subsequent supervisions.  For children with a Family Safeguarding Workbook, updates will be in the form of a completed summary which the supervisor will look in preparation for supervision.  

Impact  - Who has been affected by this?
What is the impact the child/young Person, how have they been affected, what does this mean for them?    
 
What does the child/young person say? What is their experience?
 
Who else has been affected? How have they been affected? What does this mean for them?
The supervisor and supervisee should discuss, reflect on, analyse and record what has been the impact on the child and others of the information recorded when answering the first ‘Story Telling’ question. 

The impact on the child should give consideration to the child’s voice, perspective and experiences this should also include an analysis of their needs and whether the risks to them are reducing or increasing. 

Consideration should also be given to other perspectives, experiences and views particularly those of the people in the child’s identified network. 

Solution Focus - What Needs to Happen?

What needs to change to improve the outcomes for the child/young person? Why is this needed? Where are the parents/carers on the cycle of change? 
 
Who will do this? How will this be achieved? 
When will this be achieved?
 
How will we know this has made a difference?

The supervisor and supervisee/s should agree next steps updates and changes to the child’s plan. The discussion should include exploration of how to complete the next steps and how best to achieve them. It will be important that the supervisee understands why the actions are important and how they might be completed in the family’s best interests.

Actions should be specific, measurable, achievable, realistic and timely and give consideration to (but not restricted to);

· Which module of the family programme will be tackled next? 
· What does the family need to do next? What is the worker going to do next?
· Why is the family and worker going to do ‘those things’? 
· How is the family and worker going to do ‘those things’? What is needed? 
· How will the worker share updates with the family? 
· Being clear about the impact of this supervision on the child and their family? Asking and thinking about how will the child and family know supervision has taken place? 

Where a child’s file has been subject to quality assurance activity a discussion regarding actions arising from audit should be recorded on the supervision record form. 

This should include the date of the audit any actions arising from the audit should be captured in the responses to the Story Telling – Impact – Solution Focus questions.

Key dates and analysis are then included in the final section. 
  
[bookmark: _Toc145602902]Learning and Professional Development
A key component of development supervision is a reflective discussion about learning, training and developmental opportunities. The discussion in supervision should consider the completion and impact of core training activities a record of which can be found in the Core Training Tracker which can be filtered by service, team and worker. 

Consideration should also be given to practitioner’s development including ensuring that plans for the completion of appropriate Continuing Professional Activities for professional registration are discussed and put in place. 

Any feedback and learning from quality assurance, observation and audit should also be discussed and recorded as part of development supervision. 
[bookmark: _Toc145602903]My Annual Review
My Annual Review is a dedicated annual conversation with their employees about their performance and development. Details of My Annual Review can be found by clicking on the link. 

Supervision supplements and informs My Annual Review by; 

a) Setting and reviewing objectives - The primary purpose for setting objectives is to ensure that the activity of the employee links to service wide objectives. Therefore, there needs to be a clear agreement and understanding between supervisor and supervisee about these objectives and how they will reviewed.

b) Feedback to Manager and/or Supervisor – My Annual Review provides the opportunity to discuss possible ideas for service improvement and to contribute to the continuous improvement agenda. 

c) Training and Development - As part of the My Annual Review process the manager and/or supervisor and employee should agree on a development plan together which sets out how training and development needs will be addressed and reviewed during supervision. 

d) My Annual Review should be an opportunity to explore employees aspirations and whether there is scope to broaden their experiences. This is a critical part of succession planning and should be reviewed as part of supervision to ensure that the service has the skills to meet the future demands of the organisation.

	


[bookmark: _Toc145602904]Quality Assurance of Supervision
Planned quality assurance of practice supervision takes place annually as set out int Quality Assurance Framework.  

This includes an annual observation of Managers facilitating supervision by their own Line Manager and quality assurance of completed supervision documents

If the supervision record of a member of staff is to be audited, they will be informed of this by the auditor and/or their supervisor prior to the audit taking place. All supervision records are available to inspectors who may wish to review them as part of the inspection process.
[bookmark: _Toc145602905]Equalities Diversity and Inclusion in Supervision
Addressing equalities and diversity should be an integral part of the supervisory relation in terms of: 

· The differences between the supervisor and the supervisee and the impact of this on the supervisory relationship. 

· The supervisee’s practice and service delivery to children and families and or engagement with children, their families, our partners and stakeholders;

· Supervisors have a responsibility to monitor the work of their supervisee to ensure all practice is compatible with Dudley’s Equality and Diversity Policy.

· Supervision must promote anti-discriminatory practice in line with the Equality Act 2010.
[bookmark: _Toc145602906]Confidentiality 
Confidential information is: 

· Personal information of a private or sensitive nature; 

· Information that is not already lawfully in the public domain or readily available from another public source; and

· Information that has been shared in circumstances where the person giving the information could reasonably expect that it would not be shared with others.
During supervision, the supervisee may disclose information about themselves or their colleagues that is of a private or sensitive nature. The supervisor has a duty to respect the privacy of the supervisee but may wish to discuss some of the issues raised with another person, with HR or with another agency. 

Managers should ensure that practitioners are aware of their responsibilities regarding confidential information and that they are sharing information effectively, ethnically and securely in compliance with Dudley’s Council Procedures.

[bookmark: _Toc145602907]Managing Performance 
The performance of staff can be affected by a range of factors, some of which are temporary in nature. If performance of a staff member is a concern then there should be an open acknowledgment of this at the earliest opportunity and an action plan developed and recorded in supervision. This should happen in the context of Dudley’s restorative culture with an open high challenge, high support conversation to explore and agree solutions to remedy the situation. 

If there are concerns which cannot be addressed in supervision, then these should be addressed using the formal HR performance management and capability procedures. 

[bookmark: _Toc145602908]Resolving Difficulties 
Supervisees are responsible for ensuring that they are receiving good quality supervision that also considers their development needs and how these will be met.

In the event that a supervisee is not receiving supervision to the standard required they should:

· In the first instance the supervisee and supervisor should have a conversation to explore the perspectives, difficulties and solutions. 

· The supervisor and supervisee should review the supervision agreement.

· If difficulties still arise a restorative conversation should take place between the supervisee, their supervisor and the supervisor’s manager.  Individual perspectives and difficulties should be discussed, and outcomes agreed. It is the responsibility of the supervisor’s line manager to ensure that these difficulties are satisfactorily resolved.

[bookmark: _Toc145602909][bookmark: Appendix1]Appendix 1 – Development Supervision Beyond Asking “How are you?
Beyond asking “how are you?”

Supervisors are encouraged to look beyond asking ‘how are you?’ in development supervision. Responses to asking “how are you” can be answered with a simple ‘I am fine’ or with a statement about difficulties and challenges being experienced. 

Whilst there is some benefit in these conversations it does not necessarily build understanding or support the worker to access the support they may need.  

In development supervision, questions related to welfare need to be more specific and individually tailored to the workers so that meaningful conversations high support, high challenge conversations can take place. For example.

“Tell me about how you are looking after yourself at this time?”
“I notice that you have not completed your last four assessments on time – can we try and understand why this has happened?”  
“There is a lot going on for you right now- let’s think about what you need and how we can support you.”

Or for more specific examples of the impact of our work with families: ‘The X family you are working with have lots of challenges at the moment, some of these issues have been really difficult for you in previous situations – how do you feel your relationship is with them at the moment?’

[bookmark: Appendix2][bookmark: _Toc145602910]Appendix 2 – Group Supervision Solution Circles and Success Circles 
















[bookmark: _Toc145602911][bookmark: Appendix4]Appendix 3 - Frequency of Personal Supervision 
	Which Staff?
	Who Supervises and Frequency

	Early Help staff
	Monthly by the relevant line manager – however this may be more frequent in individual services


	Foster Carers 
	At least monthly by qualified Social Worker. Consideration should also be given as to how the frequency of supervision is affected by the needs of the children placed with the foster carer.

The frequency of meetings for short break foster carers should be proportionate to the amount of care provided. 


	Business Support
	Business Managers Monthly, Business support staff at intervals of no more than 8 weeks 


	Residential Staff including Registered Managers
	Residential staff – monthly by Team Manager. 

Registered manager – monthly by Service Manager.


	Newly qualified social workers in their Assessed and Supported Year in Employment (ASYE)

	Weekly for the first 6 weeks; fortnightly up to the 6 month review and at least monthly thereafter by Team Manager

	Social Workers and other family/ young person facing practitioners returning to work or who have had a major change of role
	Every two weeks for an agreed period, then monthly by Team Manager.


	Social Workers with more than 12 months experience and other practitioners in family/young person facing roles 

	Monthly by Team Manager

	Supervising Fostering Social Workers
	Monthly by Team Manager


	Advanced Practitioners 
	Monthly by Team Manager


	Independent Reviewing Officers or Child Protection Chairs
	Monthly by Service Manager



	Team Managers
	Monthly by Service Manager


	Service Managers
	Monthly by Head of Service


	Head of Service

	Monthly by Service Director

	Service Director

	Monthly by Director of Children’s Services


[bookmark: _Appendix_4_–][bookmark: _Toc145602912]Appendix 4 – Supervision Templates
· Practitioner Supervision template 




· Managers Supervision template



Normative – this is the management function 


Formative – this is the development function 


Restorative – this is the support and challenge function 
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[bookmark: _Hlk137462238]

Supervision Agreement



This Supervision Agreement is made between:

		Name of Supervisee:

Nisha Sharred





		Job Title: 

Team Manager CPP



		Name of Supervisor:

Cornelia Heaney





		Job Title: 

Service Manager CPP



		Date of Agreement:

12th June 2023













The purpose of this Supervision Agreement is to serve as a resource for our work together.



Aims of Supervision



Supervisee: To have a safe relationship to reflect on challenging issues, positive outcomes and to feel supported in practice.  



Supervisor: To provide a safe and supportive supervisory environment that promotes engagement, effective, safe practice, and professional development.



Regularity of Supervision



· We will meet at least 12 times a year – once every 4 weeks for a session. This should only change in the event of annual leave, sickness or emergency situations.  

· Formal supervision sessions will be for 1.5 to 2 hours each.

· If there is a need to meet outside of our regular times for work related issues this will be respected, explored and accounted for as informal supervision.

· We should book the dates for supervision, any probationary period, and appraisal in advance, confirming the next appointment at the end of each session and arranging to meet at a mutually convenient place and time. 

· If the arrangement needs to be changed, the onus is on the person who needs to make the change to notify the other, giving as much notice as possible.







Interruptions



Interruptions should be kept as a minimum. These will occur in emergency situations only.



As your supervisor I will arrange a private and confidential space for us to meet, ensuring that you have my undivided attention for your supervision.



Recording of Sessions



We agree follow the guidelines as laid down in the Supervision Policy document with regard to confidentiality and standards for note and record keeping. 



The supervisor will take responsibility for recording supervision discussions on the Development Supervision Record Template, and uploading this on to the supervisee’s file on PIMS. The supervisee will be asked to sign the completed record.  



All case discussions from Supervision should be recorded directly onto the child/family file on LCS / EHM. 



Content of Supervision



· Care and Wellbeing- Line management and organisational accountability

· Career, Learning and Development – professional development and learning

· Performance and Practice - Positive and Constructive feedback from supervisor 

· Caseload and Casework (Workload and Priorities) decision-making and workload management



At the end of each session we will agree any action points necessary; we will review the effectiveness of our sessions every 12 months.



Statement of Service



The Supervisor will endeavour to provide the following:



· Consistency

· Regular support

· Availability

· Professional experience

· Sensitivity



Statement of Responsibility



· The supervisor will maintain line management responsibility.

· The supervisee will follow plans as agreed during supervision sessions and work to meet timescales set.

· Both supervisor and supervisee will maintain a commitment to equal opportunities in relation to both service-users and staff. 

· It is the responsibility of both the supervisor and supervisee to recognise, respect and value people’s differences via promoting equality of opportunity.  



Confidentiality



A record of supervision will be kept by both supervisor and supervisee. 



The Development Supervision Record Template will be uploaded on to PIMS. 



Plan for providing feedback to one another and handling stumbling blocks and/or disagreements:



We should strive for openness between us, and any difficulties that may arise within the supervision relationship should be discussed between us in the first instance.  If this is simply not possible – for whatever reason – the person who is dissatisfied with the relationship should follow the guidelines as laid down in the policy document. 



Our plans for handling disagreements/stumbling blocks are:



· Discuss with each other during supervision.

· Arrange a meeting outside of supervision to discuss with each other.



We have read, understood and agree with the content of the Supervision Policy and this Supervision Agreement.



Supervisee Signature: ………………………………………



Date: ……………………………………………………………



Supervisor Signature: ………………………………………



Date: ……………………………………………………………
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1.0 - Employee Learning & Development

e From the Homepage click on the Employee Learning & Development
Section then select/search the relevant employee.

g
Employee Absence Information >
Employee Personal Information >
Employee Position Information >
Reports >
Task Redirection >

Employee Learning & Developm...

Employee Training Profile >

2.0 — Enter a Supervision (1:1)

o Select the Supervision (1:1) folder and Enter Supervision 1:1 link to
enter a supervision.

LIMKS
»  Myannual Review (Employes) s Supervision (1:1) » Learning Evaluation Forms
| Enter Supervision 1:7 View Supervision 1:1 Upload supervision 1:1 documentation View supervision 1:1 documentation
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Metropolitan Borough Council

i

e Enter the Supervision details as required.

Review details new

v MENU O &

Job title | Administration Assistant(P1: V|

Review type* | 1:1 Supervision V|

Date occurred | 0171072022

Nl

Mext review date | 0171172022

M|

Field Description
Job Title Select applicable position
Review Type Enter 1:1 Supervision

Date Occurred

Date of supervision

Next Review date

Date of next supervision

e Click Save

3.0 — View a Supervision (1:1)

o Select the Supervision (1:1) folder and View Supervision 1:1 link to

enter a supervision.

> MyAnnual Review (Employes) “ Supervision (1:1)

LIMKS

» Learning Evaluation Forms

| Enter Supervision 1:1 i View Supervision 1:1 Upload supervision 1:1 documentation View supervision 1:1 documentation

e On the left hand pane you will see any reviews already against the

employee.






Dudley P

Metropolitan Borough Council

-

# Reviews

Type = Date occurred 5 Owerall rating &
MyAnnual Review 13/09/2022

Myannual Review 13/09/2022

hyAnnual Review 301172021

MyAnnual Review 1712/2020

hMyAnnual Review 24/09/2019

MyAnnual Review 23/07/2018
-]

« Hover your cursor over the review to see more details, i.e. date
occurred. Then select the applicable review.

Review details ross, Dianna

EMEr Supervision 1:1 View Supervision 1:1 [ Upload supervision 1:1 documentation ]

[ View supenvision 1:1 documentation ]

Job title

Administration Assistant ‘

(P124208)
Review type* | 1:1 Supervision V|
Date occurred | 011042022 | ™
Mext review date | 01/11/2022 | [

D C

4.0 — Upload Supervision Documentation

« Select the Supervision (1:1) folder and select the Upload
Supervision 1:1 Documentation link to upload the document.





AT )

Metropolitan Borough Cnum:\ly

»  Myannual Review (Employes) “  Supervision (1:1)

Enter Supervision 1:1 View Supervision 1:1

LINKS

b Learning Evaluation Forms

Upload supervision 1:1 documentation View supervision 1:1 documentation

If required select the applicable review from the list on the left hand
side and complete the document attachment details page.

Document Type the name of the document
Document Type Select ‘Supervision 1:1’
Link Leave the link box unticked
Select a file Click browse and select the file to be uploaded

Click Save
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Dudley Solution Circles Sept 21.pdf
Solution Circles

Mike Hayward
October 2021

D /d’[_\ Working as One Council in W ‘ m CPP
M.,,ngy the historic capital of the Black Country o





Solution Circles

Solution circles are a four-stage process for the focused discussion of issues and the
formulation of ways in which to deal with them.

The person with the issue/problem sits with the support of the group to be heard
and assisted in a non-judgemental way to find ways to progress the issue.

It is important for someone to facilitate the process to enable the clear
demarcation of the separate steps and to stop any blurring from one into the other.

D Working as One Council in W ‘ ** CPP
LJM_,MY the historic capital of the Black Country o DR






Stage 1 - Set the focus (2 mins)

The issue to be dealt with is clearly outlined by the person without any interruption
from the group.

Two minutes, uninterrupted, to outline the problem or the issue.

A clear focus is established from what you have said.

'. Working as One Council in
ey the historic capital of the Black Country

bod | kwkcrpr





Stage 2 - Clarification Questions (4 mins)

This is the only stage where there is direct dialogue between the group and the
person with the issue.

The group are allowed to ask clarification questions, typically, “when does this...?”,
“how often will they...?”, “who is involved?” etc.”

No solutions are offered, or enquiries made about things/interventions that may
have been tried before. Only clarification questions may be asked.

Working as One Council in W ‘ *3* CPP
m_,m,my the historic capital of the Black Country Iy >~ 5






Stage 3 - Solutions (4 mins)

The person with the issue needs paper and a pen.
The group offers direct solutions/ways forward, be creative but concise.

The person with the issue writes down the solutions/ways forward offered by their
colleagues.

Do not respond to any of the suggestions, even if they have been tried before, just
listen and note the suggestions.

Working as One Council in W | *;* CPP
,,m,_,mm,,y the historic capital of the Black Country Ny >~ 5






Stage 4 - Selection

The person bringing the issue will add up the solutions offered, subtract those
already tried.

The person bringing the issue will, reflect and select the two (or so) suggestions
that they will action.

They then share these with the group so that the group can check in with them at a
future date to ensure they have been actioned.

Working as One Council in W ‘ *3* CPP
m_,m,my the historic capital of the Black Country Ny >~ 5






Imings

There will be a shorter time given to the outline of the issue (step 1) and more time
given to steps 2 and 3.

This means that twice as much time is spent talking about solutions rather than
focusing on problem:s.

l Working as One Council in
mmm-cg.y the historic capital of the Black Country

bod | kwkcrpr
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Success circles.pdf
Children firstand at the heart of all we do **'* CPP

Centre for Professional Practice

4 CHLD FRENDLY

T DUDLEY
Success Circles

When things have gone well or you have

received a compliment for a good Sharing Identifying
learning and outcomes
piece of work, try a success circle good achieved for

practice children

Use Circles with
families and
children too

8 ° . 0

/’—\ Working as One Council imn
ngggm.g.lcg.y the historic capital of the Black Country

=





CPP

Centre for Professional Practice

% CHAD FRIENDLY

DUDLEY

Success Circle

* Person outlines the piece of work undertaken and why it has been
successful (4 mins)

e Clarification questions from the group (6 mins)

Asking about how the work was undertaken, obstacles that have been
overcome

* The group offers reflections on outcomes achieved for the child/family and
impact (6 mins)

The presenter makes a note of all reflections offered — and listens only (no
responses)

e Add up the outcomes achieved

. Thelgroup (each member) describes how they will use this learning in their
wor

(@

8 i i D

the historic capital of the Black Country






		Slide 1:   

		Slide 2:    Success Circle




image6.emf
Practitioner  Supervision Template.docx


Practitioner Supervision Template.docx
Appendix 3



Supervision Discussion Record



Details of this supervision record including date of Supervision must be uploaded to PIMs as detailed on page xx Dudley Supervision Policy December 2022 (link needed)



Supervisee:   

Supervisor:   

Date: 

		Agenda – for Discussion



		



		Care and Wellbeing

  Ref Supervision Policy (link) areas of discussion: Going Beyond asking “how are you?” 

  Annual Leave, TOIL, Issues at home impacting on work, appointments, sickness (triggers for) health       and safety in job role



		





		Career, Learning and Development

Learning and development, Core Training, Complaints/Compliments, 

Note when MyAnnual Review is completed/due





		



		 Performance and Practice

 Professional practice Feedback from Supervisor – Positive and Constructive, observations, learning from audits performance data/child level detail 





		



		Workload and Priorities (Case and Caseload)

Reflective discussions related to specific areas of practice what has been learnt relevance to Dudley Practice Framework. Identify children discussed during supervision where decisions have been recorded on LCS/EHM 



		



		Feedback From Supervisee 

Ensuring feedback is reciprocal, could ask for feedback on: 

· Supervision 

· Relationship 

· Support 

· Strengths 

Anything you could be doing better or differently Is there anything that you might want me your supervisor to do different that would support you in work?





		



		Actions from today’s Supervision (insert rows as needed)



		What:

		By Whom:

		By When:



		

		

		



		

		

		



		Date, Time & Venue of Next Supervision – 





		Supervisee:	Supervisor:  







NB: Signatories required for hard copy only. Email confirmation confirms the e-record. 



Details to be uploaded to PIMs	
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Managers Supervision Template.docx
[bookmark: _Hlk137462014]



Supervision Discussion Record



Details of this supervision record including date of Supervision must be uploaded to PIMs as detailed on page xx Dudley Supervision Policy December 2022 (link needed)



Supervisee:   Nisha Sharred 

Supervisor:   Cornelia Heaney

Date: 12th June 2023



		Agenda – for Discussion



		



		Care and Wellbeing

  Ref Supervision Policy (link) areas of discussion: Going Beyond asking “how are you?” 

  Annual Leave, TOIL, Issues at home impacting on work, appointments, sickness (triggers for) health       and safety in job role



		



		Career, Learning and Development

Learning and development, Core Training, Complaints/Compliments, 

Note when MyAnnual Review is completed/due





		



		 Performance Reporting and Monitoring/Service Updates/Policy Updates

Team/Service Performance data/specific child level detail.

Feedback from Supervisor – Positive and Constructive Learning from relevant Audits, Complaints/Compliments, observations, Practice Framework, impact on practice, service delivery and children and their families 





		



		 Team/Service Functioning 

To include HR issues, staffing and resources



		







		 Team/Service Priorities 





		



		Feedback From Supervisee 

Ensuring feedback is reciprocal, could ask for feedback on: 

· Supervision 

· Relationship 

· Support 

· Strengths 

· Anything you could be doing better or differently Is there anything that you might want me your supervisor to do different that would support you in work?



		



		Actions from today’s Supervision (insert rows as needed)



		What:

		By Whom:

		Due/Completed:



		

		

		



		

		

		



		

		

		



		Date, Time & Venue of Next Supervision – 





		Supervisee:	Supervisor:  







NB: Signatories required for hard copy only. Email confirmation confirms the e-record. 



Details to be uploaded to PIMs
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