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Glossary

The definitions below reflect how these key terms are used in this resource.

agency
any group, organisation or agency that operates in the voluntary sector

client
an individual or group who receives service from the voluntary sector; the relationship may be reciprocal in that a client may also assist in shaping the service offered

supervisee
the worker, or group of workers, who engage in the process of supervision with a supervisor

supervisor
the person who facilitates the supervision process, either as an employee of the agency or as someone contracted in to provide this service; supervision may be provided to an individual or to a group of workers

voluntary sector
the broad grouping of groups, organisations and agencies that are not-for-profit and non-government, and that involve volunteers 

worker
a person, paid or unpaid, whose work contributes to achieving the goals of an agency

1. What is Supervision?

Definitions of supervision

Among the numerous definitions of supervision, the following themes are apparent:

· supervision is a reflective, dynamic and enabling process

· a supervisor facilitates the process, within negotiated and agreed parameters

· the supervisor and worker may agree to work towards a combination of professional, organisational and personal objectives

· through supervision, workers develop and grow professionally, while being accountable to themselves, their clients, their agency and the community.

To indicate the depth and breadth of supervision, four definitions are examined here in more detail.

The Aotearoa New Zealand Association of Social Workers (ANZASW, formerly NZASW) offers the following definition:

Supervision is a process in which the supervisor enables, guides and facilitates the social worker(s) in meeting certain organisational, professional and personal objectives. These objectives are: competency; accountable practice; continuing professional development and education; personal support. (ANZASW, 1998)

This definition assumes the supervisor is a worker who is given responsibility to work with another worker to achieve the specified objectives (Harries, 1987, cited in Hughes 2001).

A handout for the Community Work Diploma, offered through the Christchurch Polytechnic Institute of Technology, focuses on accountability and professional development in its definition:

Supervision is one of the processes used in community organisations to ensure workers are accountable and encouraged to develop their skills, abilities and analysis. In this context, accountability means, to the community, to the organisation and to oneself. (Community Work Diploma, undated)

The enabling nature of supervision, with consequent benefits for both worker and agency, is emphasised in the definition of the New Zealand Federation of Voluntary Welfare Organisations:

Supervision is a dynamic enabling process by which individual workers who have direct responsibility for carrying out some part of the agency’s programme plans are helped by a designated staff member to make the best use of their knowledge and skills and to improve their abilities so that they do their jobs more effectively and with increasing satisfaction to themselves and the agency. (Cited in Community Resource Team, 1994)

In the final definition, Jim Batson (1994) introduces the concept of supervision as a reflective process, with the focus mostly on professional objectives (the worker–client relationship). As he describes it, during the process of professional supervision:

… the worker/supervisee is encouraged to find solutions to their own problems and the supervisor will assist them. Supervision in this context is a reflective process whereby the supervisee reflects upon what has happened and what they may want to do in the future. The primary focus of supervision is the worker’s relationship with their client(s). The purpose of supervision is to help the supervisee become more resourceful and as a consequence more effective in their work. It also helps alleviate stress! This is sometimes called external supervision as it often (but not always) uses people outside the organisation.

Here too, then, Batson recognises that a reduction in stress can be an important outcome of supervision, along with an improvement in the worker’s effectiveness as identified in the previous definition. He also points out that supervision may come from outside an agency.

Principles of supervision

The following principles from ANZASW (1998) apply to supervision in the voluntary sector:

· all workers require supervision (see Section 3 to find out why)

· the best interests of the client must always come first except where there are threats to safety

· supervision is mandated by agency policy

· supervision is culturally safe and gender appropriate for the participants

· supervision is a shared responsibility

· supervision is based on a negotiated agreement, which includes provision for conflict resolution (see more on contracts and agreements in Section 6)

· supervision is regular and uninterrupted

· supervision promotes competent, accountable and empowered practice

· supervision promotes anti-discriminatory practice

· supervision is based on an understanding of how adults learn (see Section 2 for an adult perspective of supervision)

· supervision provides for appropriate consultation when needed in regard to issues related to specialist knowledge, gender, culture, sexual orientation and identity, disability, religion or age.

Special note: Cultural, gender and other issues in supervision

It is acknowledged that, to provide appropriate supervision, serious consideration must be given to cultural, gender and other issues. Where there is a lack of “fit” between supervisor and supervisee in relation to factors such as culture or gender, supervision is likely to be less effective.

Supervision in relation to Maori specifically is discussed in Section 5.

2. Undertaking Supervision from an Adult Education Perspective

As noted in Section 1, one principle of supervision is that it is to be based on an understanding of how adults learn. This section covers aspects of the supervision process that are highlighted from a perspective grounded in adult education traditions.

The role of context

The purposes and processes of any form of supervision are profoundly affected by its wider context, including:

· the demands of global capitalism and imperialism, which also shape the programmes and activities of most agencies

· other social, economic, political and cultural forces, which substantially influence ideologies and practices associated with gender relations, ethnicity and race relations, sexual orientation and identity, disability, religious affiliation, and age and ageism.

It is important to be aware of these influences and to take advantage of contradictions contained in many of them.

Moreover, it must be recognised that supervision, like adult education, can never be politically neutral. Any process of supervision reflects society’s dominant assumptions and expectations about power and knowledge. It reflects both the structures of power and the personal relations of power. Rather than allowing these underlying influences to operate without their conscious awareness, both supervisor and supervisee should make a point of examining how they affect the supervision relationship and the agency’s activities and programmes. 

Supervision versus support

Supervision is not support. Certainly at particular times and in particular circumstances the roles, tasks and processes of supervision and support may be the same and may be carried out effectively by one person or one group of people. Moreover, supervisors in the voluntary sector should provide supervision supportively. However, the demands and requirements of supervision are markedly different from those of support. This distinction should be clearly maintained so that adequate provision is made for both roles.

In many contexts the main role of a supervisor (and of an adult educator) is akin to that of a good host. Like a good host, a supervisor should:

· be primarily concerned with making the supervisee (or guest) feel at home – which may require careful planning and forethought

· treat the supervisee as a friend and equal, avoiding power-plays and any behaviour that may be interpreted as patronising

· encourage supervisees to draw on personal experiences and tell their own stories

· have a genuine sense of humour

· make the supervisee feel comfortable physically, emotionally and intellectually, as well as stimulated and entertained

· plan the hospitality carefully to take account of the expectations and preferences of the supervisee.

Clear expectations

To ensure that the supervision process fulfils the expectations of both supervisor and supervisee, those expectations should be clarified through formal or informal negotiation. Among other matters, the negotiation process may explore:

· whether the supervisee sees their paid and unpaid work as a vocation or career, or as taking a small role in their life

· the relevance of personal and family history and biography to the supervisory relationship

· visions, ideals, understandings, and forms and areas of expertise.

At the same time the supervisor needs to ensure that the supervisee has access to information on available resources and is aware of the agency’s decision-making processes and of how to participate in these processes.

Section 6 discusses and provides samples of supervision contracts and agreements, which are likely to be the main documentation to come from the negotiation process.

An environment for learning

In order to develop their own understandings and skills as well as those of their supervisees, supervisors should develop their capacity to facilitate learning. To this end, they should:

· create a friendly and supportive environment in which people are encouraged to learn and to develop self-confidence and the capacity to explore and acquire new insights, perceptions, skills, knowledge and understandings

· create a stimulating and questioning environment in which people feel free to challenge themselves and one another

· help and encourage supervisees to identify their strengths and weaknesses and to set realistic goals for themselves

· treat supervisees without condescension as mature and responsible adults at all times

· develop and use a range of learning and teaching methods, techniques, devices and resources that build on and make use of previous experience and that enable supervisees to achieve and (where appropriate) transcend their goals and purposes.

Supervisors should also be able and willing to give regular feedback to both supervisees and colleagues, as well as to receive it from them.

3. Why is Supervision Necessary?

Ideally any worker in a voluntary sector agency would have access to some form of planned, regular, professional supervision (see the principles of supervision in Section 1).

Supervision can be said to be necessary, first, because of the risks associated with not having it. In the absence of supervision, without the opportunity to debrief or to reflect on the work of their agency, workers may be left unsupported in dealing with the impact of that work.

More positively, supervision can benefit the work of a voluntary sector agency in a range of ways. Some key advantages are reflected in the purposes of supervision which, as identified by ANZASW, are to:

· ensure the worker is clear about roles and responsibilities

· encourage the worker to meet the profession’s objectives

· encourage quality of service to clients

· encourage professional development and provide personal support to the worker

· assist in identifying and managing stress in the worker

· consider the resources available to the worker to do their job and discuss issues arising where resources are inadequate

· provide a positive environment within which the practice of an agency and the voluntary sector more generally can be discussed and reviewed.

4. Setting up a Supervision Relationship

Deciding on a supervisor (external)

As Margaret Morrell (2001) describes the typical process of choosing an external supervisor:

1. a worker initiates contact with a potential supervisor based on the supervisor’s reputation or knowledge in the worker’s area of work

2. the two have an exploratory meeting to determine whether they can form “a supervisory alliance”. 

Often, Morrell says, “the choice is made by an intuitive sense of ‘match’”.

Once the supervisee has chosen a supervisor, the parameters for external supervision must be agreed. For this purpose, Morrell recommends an initial meeting of supervisee, supervisor and agency service manager. Among other matters, agreement must be reached over how to divide and allocate administrative, educational and supportive functions. Contracts or agreements that may be negotiated at this stage are covered in Section 6.

Cost of supervision

Many supervisors charge a fee for their services. Fees tend to range from around $60 to $120 or more per hour. There is often some negotiation in relation to cost.

Some supervisors may work on the basis of koha, volunteer their services and/or welcome a donation.

Deciding on the form of supervision

Setting up a supervision relationship is also likely to involve decisions over what form that supervision is to take. There are several ways of categorising the forms of supervision, each of which may be relevant to the decisions being made.

First, where the classification is concerned with the supervisee or supervisees, the main forms of supervision are:

· one-on-one or individual supervision, which involves one worker with an internal or external supervisor

· peer supervision, which is usually provided among workers in the same agency, sharing facilitation responsibilities

· group supervision, in which a group of workers (possibly from a variety of agencies) usually works with a supervisor.

In addition, supervision may differ according to the supervisor’s relationship with the agency. As noted by ANZASW (1998), supervision may be provided:

· within the agency

· externally on behalf of the agency

· externally as contracted by the worker.

For independent practitioners, the supervisor may be a colleague in their practice or in an external agency.

Finally, as Brenda Levien (2001) recognises, forms of supervision may be classified in terms of the focus of supervision. Specifically, supervision may focus on:

· administrative matters – the practical detail of the worker’s role in the agency

· clinical matters – what is happening between the worker and the clients

· personal matters – the worker’s impact on clients and impact of client work on the worker.

Focusing on a combination of two or three of these areas is also possible.

The next move

Whatever form of supervision is chosen, the participants should negotiate and agree to the focus of the sessions and, ideally, formalise it in a contract or agreement (see Section 6). Where external supervision is the agreed form, the implications for all three parties – the worker, the supervisor and the agency – need to be covered.

5. Supervision in relation to Maori

As noted in Section 1, effective and appropriate supervision requires serious consideration of cultural issues. This section offers a perspective on supervision in relation to Maori workers in particular. With appropriate supervision (an ideal that is explored below in more detail), Maori workers gain opportunities to discuss wide-ranging matters in relation to their work with people who understand the factors that might impinge on their work.

A note on terms: why “cultural supervision” is redundant

Cultural supervision was the original term used to refer to supervision for Maori. It was developed to highlight:

· a different approach to supervision from the usual or “western” models of practice

· a different approach that was founded on Maori models of interaction – in other words, it was based on cultural difference

· a connection with the Treaty of Waitaki.

Yet increasing numbers of Maori, particularly kaumatua (elders), have found fault with the term cultural supervision. They have stated poignantly, “We don’t carry out cultural supervision, only supervision!”

Certainly it makes sound sense to discuss matters Maori with people who understand such matters, given that Maori backgrounds, values and intuitive reactions are likely to differ significantly from those of their Pakeha colleagues. To fail to provide such opportunities for supervision would be to compromise the professional effectiveness of Maori workers.

Given the continuing importance of meeting the distinct and varying needs of Maori workers but given also the redundancy of the term originally used to discuss this area, this resource refers to “supervision for Maori” in preference to cultural supervision. A number of Maori terms also more accurately capture the essence of good supervision: whakaaroaro (deep and thoughtful consideration); whanaukataka (a respectful nurturing and purposeful processing); manakitaka (caring, generous approaches); and utu (a time of giving and receiving).

Supervision and the Treaty

Non-Maori workers, including non-Maori supervisors and supervisees, have the following responsibilities regarding mana Maori. It is suggested that fulfilling these responsibilities is within the capacity of all supervisors and supervisees, rather than requiring special knowledge available only to experts in tikaka Maori (what is correct in the Maori world).

Philosophy and process

In the context of Aotearoa New Zealand, supervisors and supervisees should:

· have a clear understanding of what the Treaty of Waitaki (Maori text) requires of them

· acknowledge that this understanding might require some clarity of thought about mana Maori motuhake (an understanding of Maori aspirations)

· ensure that their relationships with relevant mana whenua (people with authority over the land) and maata waka rohe (other Maori living in the area of the mana whenua) are current, meaningful and relevant.

Personal responsibilities

Supervisors and supervisees also have the personal responsibilities of:

· being able to pronounce Maori names accurately

· being familiar with appropriate kawa (protocol), including with how to greet and farewell in Maori.

Models of supervision for Maori

In developing models of supervision, care should be taken to include processes that allow all staff to effectively participate and benefit.

Government precedents for such inclusive models are well established. The State Sector Act 1988 outlined the requirements for government departments to introduce measures to improve the delivery of services to Maori communities. In 1989 the Government set out the “principles” on which it will act when dealing with issues that arise from the Treaty.

The Principle of Partnership incorporates five principles that the Government uses as a reference for Crown action on the Treaty. Under this overriding principle, the Treaty partners are obliged to behave towards each other with the utmost good faith. On the basis of this notion of partnership and of the need to develop inclusive processes, staff can make the most of their supervisory opportunities.

Who is the partnership with?

In the South Island, apart from areas north of Kaikoura, te iwi Kai Tahu is mana whenua and thus must be the iwi with which initial partnerships are forged. Each of the 18 papatipu marae from Bluff to Kaikoura has particular authority for a given area.

Also to be recognised are the many Maori from maata waka (other tribes) living in the rohe (area) of Kai Tahu. Consulting them would benefit the processes of supervision for Maori discussed below.

Recognising a diversity of knowledge, values and understandings

In relation to the Maori world of knowledge and understanding, Maori staff are likely to cover the whole spectrum of competence. It cannot be assumed that all Maori staff have the same or a similar knowledge and understanding of their culture (just as one would not assume all non-Maori share a similar knowledge of New Zealand Pakeha history).

Likewise, diverse levels of knowledge and understanding are to be found among Maori clients. It is also true that Maori clients often hold incorrect perceptions of a worker’s expertise in tikaka Maori (either because they presume that a worker is more “Maori” than they really are or vice versa).

In any case, the work of Maori staff may be affected by a range of factors that should be recognised and that provide a basis on which to conduct supervision.

Who should conduct supervision for Maori?

Anyone who is competent in the area of work in which the Maori supervisee is engaged may act as a supervisor. However, if supervision includes a requirement to meet tikaka needs, ideally that person will be a Maori in a working relationship with the supervisee and, in that working relationship, the supervisee will be accountable to the person providing the supervision (e.g. because the supervisor holds the position of manager).

Having a supervisor who fits this ideal description means it would not be necessary for a Maori staff member to have two separate sessions of supervision – one “professional” and the other “cultural” – as is common practice. It is recognised, however, that in many cases this practice is unavoidable because of the lack of Maori in managerial positions.

What are the lines of accountability with supervision for Maori?

It is wasteful to provide supervision without a link to the work in which the supervisee is engaged. Supervision must always enhance opportunities for the supervisee to increase their value as a worker; it must be mana enhancing.

Processes of supervision for Maori

The focus of supervision for Maori is the same as for all supervisory processes. Moreover, as with all supervisees, it is important to establish the individual needs of the Maori supervisee. As noted above, Maori are not a homogenous group:

· some are steeped in their tikaka Maori

· some have many values and beliefs related to tikaka Maori but have lifestyles similar to Pakeha New Zealanders

· some have little knowledge of tikaka Maori and are somewhat reluctant to acknowledge or are embarrassed about their Maori side

· some are quite ignorant of and dismissive of their Maori ancestry.

By recognising such differences, we can acknowledge the importance of identifying individual needs in every case, rather than automatically categorising someone in the “Maori supervision” box simply because they are Maori.

After establishing the needs of the Maori supervisee, supervision should focus on issues that will impact on their work. In particular, it should focus on relationships with: 

· colleagues

· whanau (family) and hapu (subtribe)

· iwi (tribe).

These relationships are pivotal because the supervisee is likely to acknowledge and respect these individuals and groups before considering their own needs. Supervision should therefore concentrate on matters that highlight and are affected by these relationships.

Supervision that benefits only the supervisee is not useful. Instead a solid base to supervision for Maori is established by including:

· whakapapa – familial connections, recognising the importance of tipuna (ancestors)

· ora – health and wellbeing

· manaakitaka – caring and nurturing

· wairuataka – spirituality, mental strength.

In addition, utu (reciprocity) remains a key concept to tikaka Maori. The notion of giving and receiving should be at the heart of supervision in a Maori context. The supervisor gives of their matauraka (wisdom) and hears the raruraru (problems) of the supervisee.

Allied to utu is the provision of karakia (spirituality, which is tapu or sacred) and kai (food, which is noa or ordinary). The concepts of tapu and noa provide the supervisee and supervisor with the principles of confidentiality and clarification so that each is clear about what remains within te ao Maori (the Maori world) and what can be shared with the whole profession so that everyone can learn from the worker’s experience. One way in which karakia and kai, along with other tapu and noa processes, may be intertwined is outlined in Figure 1.

Where external supervision is provided for Maori staff, it is vital to retain agreed links among management, supervisor and supervisee. Such links ensure that supervision does not occur within a vacuum and that the work of external supervisors is understood by those who pay for their services. Matters of confidentiality and trust, vital in all matters of supervision, must also be protected as they would be for internal supervision.

Figure 1: Awhiowhio


How is knowledge of Maori relevant to non-Maori?

The need to know is compelling. If the purpose of supervision is to improve work practices and the competence and effectiveness of all staff, then logically it is necessary to understand tikaka Maori.

In this context, the connections among New Zealanders are significant. Almost all Maori are New Zealanders; some New Zealanders are Maori. As a nation, New Zealanders have adapted together and adopted each other’s lifestyles, approaches to life, language and communication. Integral to our New Zealand culture are many elements of Maoritaka.

Equally, for effective supervision the differences within the nation of New Zealand must be recognised. Specifically, some models that Maori use for supervision are effective across cultures, but not all models of supervision are suitable for Maori.
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This whakatauki offers an insight that reflects a Treaty-based approach to common issues:

· Article II of the Treaty of Waitaki states that Maori will continue to operate in accordance with tikaka Maori, for tikaka is a taoka (treasure) and taoka will be protected by tino rakatirataka (Maori sovereignty) guaranteed by the Queen

· Article III acknowledges that the rights of Maori are to be enshrined in the legal system and  that these rights will be protected by the Queen (the Crown).

These instructions are clearly set out for Maori, shaping their expectations. Influences on these instructions since 1840 include Puao-te-ata-tu (Ministerial Advisory Committee on a Maori Perspective, 1986), section 56 of the State Sector Act 1988, and the principles on Treaty-related matters established by the Government in 1989.

Although there continues to be considerable disagreement about reframing the Articles of the Treaty as principles, the considerations of tikaka Maori have not diminished. Thus the Principle of Partnership – whereby Treaty partners are urged to behave towards each other with utmost good faith – is highly persuasive (with good faith being the basis of this or any other treaty). Such specific indicators reflect the social awareness of New Zealanders over the past 20 years.

At the heart of supervision that takes account of culture is professionals’ wish to do their jobs better in order that staff and clients benefit. By tracing a beginning point of working with Maori to the Treaty of Waitaki, we recognise that we are in agreement with both partnership ideals and ideals of justice. The task then is to establish bicultural relationships with Maori as a basis for a multi-ethnic, Treaty-based society. Taking account of culture will also require professionals to consider the cultural aspirations of everyone. A Treaty-based approach also looks beyond Maori culture. Respect for each culture is vital as supervision processes are identified.

6. Supervision Contracts and Agreements

It is a principle of supervision, as noted in Section 1, as well as good practice to have a negotiated contract or agreement for supervision. This principle applies to any form of supervision, whether it is provided wholly within the agency or by an external supervisor.

Benefits of a contract or agreement

A contract or agreement for supervision is advantageous because:

· the process of negotiating and formalising it helps to focus all parties on what the purpose of the supervision sessions is, what matters are appropriate to explore and what rights and responsibilities each person involved has

· the contract or agreement itself ensures openness and accountability, upon which the necessary trust can be developed

· the objectives agreed to can be used in the subsequent evaluation (see Section 7).

Content of a contract or agreement

A contract or agreement may cover some or all of the following:

· venue of supervision sessions

· frequency (e.g. monthly)

· notice for cancellation of a session

· length of a session

· purpose

· content

· objectives – mutually negotiated and agreed

· cost, who pays, how and when 

· expectations – of supervisee and of supervisor 

· confidentiality and its limits

· conflict resolution (e.g. identifying a neutral person to assist if necessary)

· accountability

· role of the agency, identifying a contact person and their specific role

· timing and method of evaluation or review.

Sample agreements and contracts

Some samples of various types of agreements and contracts follow. Note that these samples are intended to provide an indication only of what is possible; other variations may also be agreed to.

Sample One: A three-way supervision contract – worker, supervisor and agency

BETWEEN

The Worker…………………………………………………….

The Supervisor…………………………………………………

The Employing Body…………………………………………..

Supervision is an important part of a worker’s professional development and is a place of learning with respect to their roles in the workplace. The functions of supervision are to provide safety for the worker and client alike, to enable the worker to function with optimum effectiveness in the work situation, and to provide the worker with an opportunity for professional development. The supervisor should be familiar with the philosophy and goals of the employing body.

1.
Organisational

The worker and supervisor are to agree on the organisational aspects of supervision, including:

· when…………………

· where………………..

· cost…………………..

· conditions e.g. uninterrupted time…………………

· rescheduling sessions…………………

· payment for missed sessions…………………

2.
Confidentiality

The supervisor must maintain confidentiality in all matters relating to the staff, clients and employing body.

3.
Content

The supervisory relationship should provide the worker with:

· a resource of expertise and experience relevant to the worker’s job

· an opportunity to extend work-related skills

· an opportunity to review and evaluate matters relating to the worker’s job

· personal and professional support and development.

The content of the supervision session could include:

· professional issues of

· ethics

· values

· time management

· personal issues of

· parallel process

· transference and counter transference

· nurturing and burnout

· education in relation to

· skills exchange

· resource person

· relationships with co-workers, especially team process

· management issues of

· community work process

· structural analysis and power.

4.
Accountability

(a)
The supervisor and the worker are accountable to the employing body for the purposeful use of supervision time.

(b)
At the end of each review period, the supervisor, in conjunction with the supervisee, will prepare a written report giving a general account of the outcomes of supervision. This feedback will include comments on attendance, use of time etc. Details of the content of supervision issues will not be included.

(c)
If the supervisor has concerns about any of the following issues:

· client safety

· the worker’s wellbeing

· the worker’s ability to carry out their role in an appropriate way

· the worker’s professional competence

and the issue or issues cannot be resolved within the supervision sessions, then it is the responsibility of the supervisor to contact the employing body. In this event, the supervisor will notify the worker in writing that they will be taking their concerns to the employing body. The worker will sign the notice to endorse that they have seen it.

(d)
The supervisor is willing to be contacted by the employing body if they have concerns regarding the above issues. In this case, prior to making contact with the supervisor, the employing body will inform the worker of its intention to contact the supervisor.

(e)
If the employing body has concerns about the supervisor or the supervision, it has the responsibility to first address these concerns with the supervisor and the worker. To do so, the employing body will:

· notify the worker and the supervisor in writing

· set up a meeting between the worker, the supervisor and the employing body, with an external facilitator

· arrange for a mediation process if required.

If the concerns are unresolved, the employing body has the right to terminate the supervision contract.

5.
Conflict and support

Should a situation arise between the worker and their employer in which the worker wants the support of a supervisor, a meeting will be arranged between parties.

6.
Responsibilities of worker

To facilitate learning and professional development, the worker is expected to take to supervision any issues that arise in their work. Examples of such issues are:

· difficulties that arise in client work

· personal issues affecting working or client relationships (transference, counter transference, parallel process)

· an awareness of their own personal process and a commitment to their own personal growth

· areas of work where the worker would like to develop skills

· reflections on work that has gone well.

The worker retains the primary responsibility for their work and is accountable through the employing body’s structures.

Contract commencement ……………………… Review date……………………………

Signed by

Worker………………………………………… Supervisor ……………………………….

Approved by ……………………………………….. on behalf of Employing Body

Sample Two: Supervision contract signed by supervisor and supervisee, with reference to agency accountability

For: ……………… (supervisee)

By: ……………… (supervisor)

Employing organisation: ………………

Purpose of contract

To clarify accountability and expectations between the supervisor, supervisee and the agency.

Timing and venue

Frequency and place of supervision: ………………

Supervision time:………………

Contract length: One year from the date signed, or until the supervisee ceases to be employed by the agency (whichever occurs sooner).

Payments

Payment to be $……… per session and provided by ……………… (agency) within one month of billing. Appointments cancelled within ……………… notice will be charged for, except in cases of illness or bereavement.

Organisational accountability

The frame of reference for the work being supervised is provided by the mission statement and values of ………………… (agency), as follows.

Mission statement:

Values:

The point of contact with the agency is the Clinical Manager as the supervisee’s manager. Contact with the supervisor regarding the supervisee will be made only in consultation with the supervisee. Client, worker or supervisee safety issues may be the exception. The Clinical Manager will be informed where client safety or supervisee safety issues warrant it, in adherence to the supervisor’s professional code of ethics.

Reasonable time will be provided by the agency for the supervisee to attend supervision and prepare for supervision as agreed.

Purpose and expectations of supervision

The supervision is for the work of the supervisee as …………(role) for ………… (agency). It will include:

(enter key supervision tasks)

Professional development

The supervisor will work with the supervisee in developing skills and practice in the following areas:

(identify specific learning goals)

Supervisor responsibilities

The supervisor is responsible for:

· fostering a good working environment by being available for the uninterrupted time agreed to and ensuring the availability of a comfortable space for the session

· attending to the material provided for supervision in a professional and complete manner

· being in supervision themselves

· abiding by the counselling rules and ethics set out by an appropriately recognised body (e.g. New Zealand Association of Counsellors) or as otherwise agreed.

Supervisee responsibilities

The supervisee is responsible for:

· preparing for supervision by bringing clinical issues with regard to clients, the supervisee’s role and personal issues that have an impact on the role

· abiding by the policy, procedures and code of ethics of …………… (agency)
· informing the supervisor of any other supervision they are attending.

Reviews

The supervisor will review the supervisee’s work every …… weeks/months. Feedback will be provided to the supervisee to enable them to check their progress against the goals agreed upon. A written report will be provided to the Clinical Manager at a minimum of once per year, and more frequently if considered necessary, in consultation with supervisee and supervisor.

Personal wellbeing

The supervisee’s workload and responsibilities will be monitored to assess and respond to personal workplace issues. If a personal issue arises regularly, the supervisee is expected to undertake counselling or therapy outside of supervision at their own expense.

Conflict procedure

Should parties be unable to resolve conflicts arising in supervision themselves, they agree to follow the grievance procedures of …………… (agency).

Termination of contract

Failure to adhere to the standards of practice or ethics by either party, where the situation cannot be resolved or corrected within supervision, will require an immediate review with the possibility of termination of the contract. If for some reason premature termination of the contract is sought by either party, the parties agree to give at least one month’s notice. 

Signatures to the contract

………………… agrees to be supervised by ………………… beginning on the date this agreement is signed. By signing we indicate our agreement with the terms of this contract.

Date: ……………

Sample Three: Two-way supervision contract – supervisor and supervisee

Contract between ……………………………………. (supervisor)

and…………………………………………….. (supervisee)

Contract period and arrangements for review

Purpose of the supervision
Content (what will be discussed in supervision)
Confidentiality and accountability

Ground rules

The supervisor agrees to:

The supervisee agrees to:

Difficulties between the two parties

Signed:
……………………………………………….. Supervisee


………………………………………………… Supervisor

Date: ………………

Source: Sample contract kindly supplied by Margaret Morrell, P O Box 5037, Christchurch, tel: (03) 379 3225

Sample Four: Contract between agency management and an external supervisor

To:
………………… (supervisor’s name)
Re:
External professional supervision for ………………… (name)
From:
………………… (agency name and address)
………………… (agency) is strongly committed to ensuring staff wellbeing and safe work practice. Towards this end the agency will annually budget time and money for the contracting of external supervision of staff. The individual choice of supervisors will be mutually agreed by each staff member and by management. The choice will be based on identified development needs of the staff member alongside the supervisor’s identified skills.

· The supervisor will be accountable to the organisation for the reporting of any concerns regarding the safe practice of the worker.

· The supervisor will be responsible for producing an annual report to …………… (agency) in the context of the worker’s performance appraisal. (See annual report sample below.)
· Billing is to be made direct to ……………… (name and address of agency or appropriate party).

· The supervisor–supervisee relationship is expected to be private and supportive and to adhere to the confidentiality requirements of …………… (agency).

· The supervisee is to negotiate appointment times and venue within the boundaries set by management.

Please contact ……………… (person responsible and phone number) should you have any questions regarding this agreement. 

Signed: ………………………………

Date: …………………………………..

(See below also for a sample letter to an external supervisor, which could accompany this contract.)

Samples of accompanying documentation

Sample letter to external supervisors to accompany contract

(Date)

(Address, if not on letterhead)

(Greeting)

I am writing in my capacity as Manager of …………… (agency) and employer of …………… (supervisee) in relation to her interest in engaging you as her personal supervisor. Supervision is a contractual requirement for …………… (agency) staff and the agency offers both a financial and time contribution to this important support process.

Please find enclosed the ……………… (agency) contract regarding expectations for external supervisors and an example of the type of form required for the annual report.

…………… (agency) asks that you please sign the contract if you are happy with it and return a copy to us at the above address.

Please do not hesitate to contact me if you have any enquiries or concerns about this.

Thank you for considering this valuable role.

Yours sincerely
Sample annual report to be completed by the supervisor

For: …………… (supervisee)
Question One

Has the supervisee regularly attended supervision with you and made effective use of this time?

Question Two

Has the supervisee been open to learning?

Question Three

Are there any suggestions you would like to make for the supervisee’s professional development?

We assume that, unless otherwise stated, in your professional opinion as the supervisor of …………… (supervisee), you consider their work to be adequate and appropriate for their position at ……………… (agency).

Supervisor: …………………………………….

Signed: …………………………………………..

Date: …………………
7. Evaluation of Supervision

Regular evaluation of any supervision process is essential. Before any evaluation takes place, agreement should be reached over the criteria to be used, along with the timing, procedure, and role of the agency, which will preferably be formalised in a contract or agreement as discussed in Section 6. As with any relationship, responsibility for the effectiveness of supervision is shared by all the parties involved.

The following questions are useful to consider in evaluating a supervision process. (Their source is unknown.) These questions may be used in relation to either individual or group supervision.

Sample questions focusing on supervisor

3. Did the supervisor create a safe environment for new insights or learning to emerge?

4. Did the supervisor hear clearly what supervisees were saying and respond appropriately?

5. Was the supervisor able to challenge gently without shaming?

6. Was the supervisor respectful at all times?

7. Did the supervisee feel able to move through any difficulties as a result of the supervision process?

8. Did the supervisor give supervisees undivided attention at all times?

9. Did the supervisor model clear boundaries and professionalism?

10. Is the agency satisfied with the quality of the supervision offered?

11. Have the terms of the contract been met by the supervisor?

“Supervision is not about the making of clever or apt interpretations or suggestions, but the gentle giving back to the supervisee that which the supervisee brings.” D Winnicott

Sample questions focusing on supervisee

12. Was the supervisee regular and punctual?

13. Was the supervisee well prepared for each session – i.e. clear about issues that needed to be looked at or worked through?

14. Was the supervisee willing to be open and honest in the supervision session?

15. Did the supervisee give supervision a high priority?

16. Did the supervisee use supervision to look at non-work issues that were affecting their ability to work productively for the agency?

17. Did the supervisee meet the terms of the contract?

18. Did supervisees support and encourage each other in the sessions (where relevant, e.g. in group supervision)?

8. Contact Details for Training in Supervision

Department of Social Work, University of Canterbury, Jim Anglem, phone 03 364 2554, e-mail jim.anglem@canterbury.ac.nz 
The Department of Social Work offers a one year course in Supervision and Management which can be taken as part of a Masters in Social Work or as a Certificate of Proficiency course.  

John Dunlop, Community Care Consultancy, Box 12-199, Beckenham, Chch.  phone 03 332 6329, e-mail jdunlop@xtra,co,nz John Dunlop provides supervision training which is tailored to specific organisations' needs.  He offers "How to undertake and provide supervision" and "How to make best use of supervision". 
Margaret Morrell, P O Box 5037, Christchurch, tel: (03) 379 3225, fax: 352 0540, email: margaret.morrell@clear.net.nz
Margaret Morrell offers a three day course suitable for anyone who wants to start supervising or to improve and extend their supervision skills.  The Course is practical, practice-based, interactive and fun and runs three times a year.  It can be followed with an optional video assignment and a second three day course.
Massey University offers a Diploma in Social Services Supervision.  Phone 06 356 9099, ext. 2822, e-mail spswpn_reception@massey.ac.nz  
Otago University, Postgraduate Diploma in Social Work (Supervision and Social Services Management), Community and Family Studies, P O Box 56, Dunedin, tel: (03) 479 7951, fax: (03) 479 7653, email: community-family-studies@otago.ac.nz
Sara Crane, a trainer for the Psychodrama Institute, provides short courses (one or two days) in individual and group supervision.  Phone 03 365 2687, e-mail saraid@xtra.co.nz 
Volunteering Canterbury, tel: (03) 366 2442, email: vc@volcan.org.nz
Offers basic supervision workshops and initiates peer supervision groups for volunteer co-ordinators

Other places to enquire

Faculty of Education, University of Auckland, Private Bag 92019, Auckland 1020, tel: 0800 223 266, fax: (09) 623 8950, email: education@auckland.ac.nz
Te Kaiawhina Ahumahi, Industry Training Organisation for the Social Services, P O Box 2637, Wellington, tel: (04) 915 7830, fax (04) 915 7831, email: info@tkaito.co.nz
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