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Introduction to Supervision

Purpose and Importance of Supervision

Supervision is a structured and dynamic process that enhances professional
development, upholds ethical standards, and ensures high-quality service delivery.
It is widely applied across industries, including healthcare, social work, education,
corporate management, and community services, with each sector tailoring its
approach to meet specific workforce challenges.

An effective supervision system supports skill development, encourages continuous
learning, and maintains ethical and professional integrity, ultimately contributing to a
more engaged and competent workforce. Beyond operational oversight, supervision
plays a pivotal role in mentorship, guidance, and reflective practice, creating a
structured environment where professionals receive constructive feedback and
support.

Key Purposes of Supervision

Supervision benefits both individuals and organisations, ensuring professional
standards are upheld while fostering growth and engagement.

Professional Development: Expands skills, capabilities, and opportunities
through structured learning and mentorship.

Quality Assurance: Upholds industry regulations and ethical practice through
consistent evaluation and improvements.

Emotional Support: Provides a psychologically safe space for professionals to
reflect on challenges, develop resilience, and seek guidance.

Ethical Guidance: Encourages sound decision-making and integrity through
structured discussions and case evaluations.

Performance Optimisation: Identifies strengths and areas for improvement
through targeted feedback and skill-building strategies.

CLICK THE LOGO
TO RETURN TO
CONTENIS
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Supervision in Different Professional Contexts

Supervision adapts to the unique demands of each industry, shaping professional
growth and service quality. Below are keyways supervision is applied across different
sectors:

Healthcare & Social Work - Focuses on client safety, ethical decision-making,
and emotional resilience, ensuring practitioners can manage high-stress
environments effectively. Trauma-informed supervision is particularly vital in this
sector to mitigate burnout and secondary trauma.

Education & Training - Supports teachers, trainers, and students through
structured mentoring, continuous feedback, and reflective learning models to
enhance instructional quality.

Corporate & Business - Develops leadership skills through coaching and
structured performance feedback, reinforcing teamwork and ensuring
accountability via data-driven evaluations.

Community & Support Services - Provides guidance for case workers,
volunteers, and peer support professionals, ensuring ethical service delivery and
workforce well-being.

For example, in healthcare, supervision includes case reviews and reflective discussions
to uphold ethical standards and enhance patient care. In corporate settings, it focuses
on performance-based reviews and leadership development. Education relies on
structured mentoring programmes to refine teaching methodologies and support
career progression.

Emerging industries adapt supervision to modern challenges. The technology sector
integrates agile supervision methods, leveraging iterative feedback to encourage
innovation and adaptability. In creative industries, supervision is centred on
collaborative critique and mentorship, fostering originality and artistic development.

By customising supervision to industry-specific needs, organisations strengthen
professional support systems, elevate service quality, and improve workforce retention.
The benefits of effective supervision extend beyond individuals to teams and entire
organisations, as explored in the following section.




Key Benefits of Effective Supervision

Supervision contributes to both individual and organisational success by reinforcing
accountability, professional growth, and workplace well-being.

For Individuals

Reduces Burnout & Stress — Provides regular well-being check-ins and
encourages resilience strategies to support emotional health.

Builds Confidence — Strengthens decision-making and professional competence
through structured feedback and mentorship.

Promotes Reflective Learning — Encourages professionals to assess, refine, and
improve their approaches using models like Gibbs' Reflective Cycle.

For Teams

Enhances Collaboration — Creates a culture of knowledge-sharing, teamwork,
and open communication.

Strengthens Peer Support — Builds trust and cooperation among colleagues,
improving workplace relationships.

Improves Communication — Establishes clear, constructive feedback loops to
align expectations and objectives.

For Organisations

Ensures Compliance & Risk Mitigation — Aligns professional practices with legal,
ethical, and industry regulations.

Boosts Employee Retention — Increases job satisfaction and career growth
opportunities, reducing turnover.

Improves Service Quality — Raises professional standards, leading to better client
and business outcomes.

Challenges in Supervision Practices

While supervision has significant benefits, practical challenges can impact its
effectiveness. Addressing these requires structured models, proactive training, and an
adaptive approach that evolves with workforce needs.

Common Challenges in Supervision:

Time Constraints — High workloads and conflicting priorities can limit the
frequency and effectiveness of supervision, requiring structured scheduling and
prioritisation.

Lack of Standardised Structures — Some professions lack formal supervision
frameworks, leading to inconsistent implementation and variable effectiveness.
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Emotional Toll on Supervisors — Continuous support of supervisees,
particularly in high-stress sectors, can be demanding, highlighting the need for
supervisor well-being strategies.

Power Imbalances — Hierarchical structures may hinder open dialogue,
requiring organisations to promote equitable, psychologically safe supervision
environments.

Resistance to Feedback — Some employees struggle with receiving constructive
criticism, necessitating a culture of continuous learning and growth.

Challenges in Remote Supervision — Virtual supervision can reduce interpersonal
connection, making intentional relationship-building and interactive supervision
techniques essential.

To overcome these challenges, organisations can implement structured supervision
models, invest in ongoing supervisor training, and utilise data-driven feedback
mechanisms. Regular evaluation surveys and performance analytics help refine
supervision strategies, ensuring they remain relevant and impactful. Furthermore,
integrating reflective supervision methods and trauma-informed principles can
enhance engagement, resilience, and overall supervision effectiveness.




Theoretical Foundations of

Supervision

Historical Evolution of Supervision

Supervision has evolved significantly over time, shaped by changes in professional
practice, psychology, and organisational development. Initially, it functioned primarily
as a managerial oversight tool, ensuring compliance and productivity. Over the
decades, its role has expanded to incorporate reflective practice, developmental
support, and psychological well-being, making it a more holistic process.

Key Milestones in Supervision Evolution:

Early 20th Century — Supervision was highly hierarchical and task-driven,
focusing on workforce efficiency and compliance.

Mid-20th Century — The introduction of psychological theories highlighted the
importance of self-reflection, learning, and professional growth within
supervision.

Late 20th Century — Models such as Kolb's Experiential Learning, Gibbs' Reflective
Cycle, and Proctor's Supervision Model incorporated structured learning and
feedback mechanisms, promoting professional development.

21st Century — A shift towards trauma-informed and strengths-based supervision
prioritises psychological safety, empowerment, and resilience, ensuring
professionals receive well-rounded support.

This historical progression reflects a move from directive, compliance-based
supervision towards collaborative, growth-oriented approaches that support
professionals across various industries.

Core Theories & Models of Supervision

Several supervision models provide structured frameworks that enhance learning,
self-reflection, and professional development. These models integrate psychological
theories and best practices, helping supervisors guide professionals effectively.

alance
in The workplace

&5




Kolb’s Experiential Learning Theory

Kolb's model (1984) presents learning as an ongoing cycle, where professionals refine
their skills through experience, reflection, and adaptation. The model consists of four
key stages:

1.

Concrete Experience - Engaging in hands-on learning through direct
experiences.

Reflective Observation - Analysing experiences from different perspectives and
considering emotional responses.

Abstract Conceptualisation - Developing theories by integrating past
experiences into structured learning.

Active Experimentation - Applying newly gained insights in practice, testing
ideas, and refining approaches.

This approach supports skill development, adaptability, and critical thinking, making
it particularly valuable in coaching, professional training, and organisational learning.
Additionally, Kolb's model acknowledges different cognitive styles including visual,
kinaesthetic, and auditory learning ensuring that supervision is tailored to how
individuals best engage with learning.

Gibbs' Reflective Cycle

Gibbs' Reflective Cycle (1988) provides a structured approach for professionals to
critically assess their experiences, fostering self-awareness and growth. This six-stage
model encourages continuous improvement and informed decision-making:

1.

2.

5.

e.

Description - What happened?

Feelings - What were your thoughts and emotions?
Evaluation - What aspects were effective or ineffective?
Analysis - What can be learned from the experience?
Conclusion - What alternative approaches could be taken?

Action Plan - How will these insights shape future practice?

This model is widely applied in healthcare, education, and social work, where
structured reflection enhances critical thinking, emotional resilience, and patient or
client care. In clinical settings, for instance, healthcare professionals use this model to
evaluate patient interactions, refine treatment strategies, and improve patient
outcomes.
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Proctor’s Supervision Model (Normative, Restorative, Formative)

Proctor’'s model (1986) provides a balanced approach that supports professional
accountability, emotional well-being, and skill development. It comprises three key
functions:

Normative (Accountability) - Reinforces ethical standards, regulatory
compliance, and professional practice guidelines.

Restorative (Emotional Support) - Offers psychological safety and well-being
support, helping professionals manage stress and prevent burnout.

Formative (Professional Development) - Focuses on mentorship, reflective
practice, and continuous learning.

This model is widely used across healthcare, social work, and education, as it ensures
supervision remains dynamic, responsive, and supportive of both professional growth
and well-being.

Stoltenberg & Delworth’s Developmental Model

Stoltenberg & Delworth'’s (1987) Developmental Supervision Model adapts supervision
to the experience level of the supervisee, recognising that professional needs evolve
over time. The model identifies three key stages:

1. Beginners (Level 1) - High dependence on supervision, requiring structured
guidance, direct feedback, and clear expectations.

2. Intermediate (Level 2) - Increased autonomy and self-awareness, with
supervisees engaging in critical thinking and problem-solving.

3. Advanced (Level 3) - Professionals become self-directed, capable of independent
decision-making, and may take on mentorship roles.

This model is highly relevant in career progression and leadership development,
helping supervisors tailor their approach to nurture self-sufficiency and confidence in
their team members.




Trauma-Informed Supervision (Fallot & Harris)

Developed by Fallot & Harris (2009), trauma-informed supervision acknowledges the
emotional impact of high-stress professions, ensuring that supervision provides
psychological safety, resilience-building, and structured support.

Key principles include:

Safety — Creating a space where supervisees feel secure and supported.

Trust & Transparency — Encouraging open, honest communication to build
professional confidence.

Peer Support — Fostering collaboration and shared learning to strengthen work
place relationships.

Collaboration & Mutuality — Reducing hierarchical stress by promoting shared
decision-making.

Empowerment — Reinforcing confidence and resilience in professional practice.

Cultural Sensitivity — Tailoring supervision to recognise diverse experiences and
backgrounds.

This model is particularly essential in mental health, social work, emergency response,
and healthcare, where professionals are frequently exposed to emotionally intense and
traumatic situations

Strengths-Based Supervision

Rather than focusing on weaknesses, strengths-based supervision emphasises existing
skills and expertise, fostering a motivating and positive learning environment.
Introduced by Saleebey (1996), this model supports self-efficacy and professional
engagement by:

Identifying Strengths — Helping professionals recognise and maximise their
capabilities.

Empowering Autonomy — Encouraging individuals to take ownership of their
development.

Solution-Focused Growth — Prioritising practical, achievable goals over
problem-focused discussions.

Resilience Building — Reinforcing confidence, adaptability, and emotional
well-being.

Collaborative Goal-Setting — Developing joint professional objectives that align
with individual strengths.

This model is widely used in leadership coaching, social work, and professional
mentoring, as it creates an environment where individuals feel valued, capable, and
motivated.
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Supervision Framework &

Models

Supervision models provide structured methodologies to guide and develop
professionals across different fields. These frameworks ensure that supervision is
tailored to individual and organisational needs, balancing accountability, support,
and

professional learning. The following models outline key approaches that facilitate
effective growth, skill enhancement, and workforce engagement.

Reflective Supervision Model

Reflective supervision creates a structured and psychologically safe space for pro-
fessionals to analyse their experiences, emotions, and workplace challenges. Unlike
task-oriented or developmental supervision, which prioritise performance bench-
marks and competency progression, reflective supervision emphasises introspection,
self-awareness, and ongoing professional development.

This model encourages meaningful dialogue, helping professionals navigate com-
plex workplace dynamics, ethical dilemmmas, and emotional resilience. By promoting
structured self-reflection, reflective supervision supports problem-solving, enhances
critical thinking, and reduces work-related stress. One of the most commonly used
frameworks within this model is Gibbs' Reflective Cycle, which provides a step-by-
step approach for professionals to assess past experiences and derive lessons for
improvement.

Example: A customer service team leader may use reflective supervision to review

client interactions, identify staff challenges, and refine conflict resolution strategies,
leading to enhanced customer satisfaction and team morale.
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Task-Oriented Supervision Model

The task-oriented supervision model focuses on structured, goal-driven supervision,
ensuring productivity, efficiency, and performance consistency. Supervisors establish
clear objectives, monitor progress, and provide feedback to ensure that supervisees
meet expected standards. This approach is particularly effective in high-pressure
industries, where measurable results and compliance with key performance indicators
(KPIs) are critical.

Example: In healthcare, nursing supervisors use this model to set competency
benchmarks, monitor staff performance, and ensure adherence to medical protocols.

PROFESSION KEY PERFORMANCE INDICATOR (KPI)

Teacher Student engagement
Health care provider Patient satisfaction
Social Worker Client outcomes

Supervisor Staff retention

Trauma-Informed Supervision Model

Trauma-informed supervision prioritises psychological safety, trust, and emotional
well-being in the supervisory process. Designed for professionals in high-stress or
trauma-exposed roles, this model focuses on resilience-building, burnout prevention,
and secondary traumatic stress management.

Core Principles:

. Empowerment — Encourages self-efficacy and professional confidence.

Peer Support — Strengthens collaborative learning and mutual encouragement.

Cultural Sensitivity — Recognises and accommodates diverse professional
experiences.

Psychological Safety — Creates an open and supportive space where professionals
feel secure expressing challenges.

Reflective Processing — Supervisors use structured discussions to help

professionals regulate emotional responses and develop effective coping
mechanisms

s
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Supervisors in trauma-informed settings are trained to recognise signs of secondary
trauma, adjust communication styles to minimise stress triggers, and model self-care
practices. This approach is essential in mental health, social work, emergency response,
and healthcare, where professionals frequently encounter distressing situations.

Example: A crisis intervention counsellor may benefit from trauma-informed
supervision by processing vicarious trauma, developing coping strategies, and
maintaining resilience while supporting distressed clients.

Developmental Supervision Model

TRAUMA-INFORMED
SUPERVISION

The developmental supervision model adapts supervisory strategies based on the
experience level and competency of the supervisee. This model acknowledges that
supervision needs evolve over time, transitioning from structured guidance for
beginners to collaborative and consultative support for experienced professionals.

Stages of the Developmental Model:

1. Beginners (Early Career Stage) — Require structured guidance, direct feedback,
and clearly defined expectations.

2. Intermediate Professionals — Develop greater autonomy, critical thinking, and
problem-solving capabilities.

3. Advanced Professionals — Engage in self-directed learning, independent
decision-making, and may take on mentorship roles.

This model is widely used in education, leadership development, and career
progression, helping supervisors tailor their approach to nurture confidence,
autonomy, and long-term professional growth.

Example: A junior teacher may require structured guidance, whereas a senior teacher
might benefit from a more consultative approach to refine leadership skills.




Peer Supervision Approach

Peer supervision fosters a collaborative learning environment, where professionals
support and learn from each other. This model reduces hierarchical barriers,
encourages shared accountability, and facilitates mutual feedback and knowledge
exchange.

It is particularly beneficial for experienced professionals, as it allows them to
challenge assumptions, refine problem-solving strategies, and broaden their
perspectives through peer discussion.

Example: In a corporate setting, senior project managers may use peer supervision to
exchange best practices and enhance leadership strategies.

PEER-TO-PEER

— . LEARMING
Blended Supervision Strategies

Blended supervision integrates multiple supervision models, creating a customised
approach that meets diverse workforce needs. This method combines elements of
different models, ensuring a balanced supervision process that addresses learning,
accountability, and emotional well-being.

Common Blended Approaches:

Reflective & Trauma-Informed Supervision — Used in mental health agencies to support
staff working with vulnerable populations while maintaining structured performance
reviews.
Developmental & Task-Oriented Supervision — Applied in education and
corporate training, ensuring that professionals receive tailored guidance based
on experience level while meeting performance goals.

Peer & Strengths-Based Supervision — Encourages collaborative growth and a
strengths-focused approach to employee development.

Example: A mental health agency may use reflective and trauma-informed supervision
to help professionals navigate emotionally intense cases while maintaining structured
performance evaluation processes.

Trauma-
nformed
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Implementing Supervision in

Practice

Effective supervision requires a structured and well-defined approach that balances
consistency, accountability, and professional development. This involves designing a
clear supervision framework, setting policies, and ensuring ethical and legal
compliance. The following sections outline key components for building an effective
supervision system, from session structure to legal considerations.

Designing a Structured Supervision Framework

A well-designed supervision framework provides clarity, consistency, and direction for
both supervisors and supervisees. It defines the purpose of supervision, the frequency
of sessions, and key areas of focus to ensure structured engagement.

Key elements include:

Aligning supervision goals with organisational objectives.

Defining supervision types (e.g., individual, group, peer supervision).
Implementing feedback loops for ongoing improvement.

Integrating supervision models suited to the workplace (e.g., reflective,
task-oriented, developmental).

Example: A mental health organisation may implement a blended supervision model
that combines reflective and trauma-informed supervision to support frontline
professionals while maintaining structured performance reviews.

Setting Up Supervision Policies and Guidelines

Supervision policies ensure consistency, transparency, and fairness by defining
structured processes for engagement. These policies help maintain quality assurance
and professional accountability across teams.

Key Considerations for Supervision Policies:

Frequency and duration of supervision sessions — Policies should specify how
often supervision occurs and how long each session should be.

Documentation and record-keeping — Supervisors should maintain structured
records to track progress, feedback, and follow-up actions.

Conflict resolution protocols — Clear steps for addressing disputes, grievances, or
supervision-related concerns.

The role of technology - Virtual or remote supervision policies should outline the
use of digital tools, confidentiality measures, and engagement expectations.

Example: A corporate organisation may establish quarterly supervision sessions,
documented through structured templates, to track employee development and
address performance challenges.

s
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Supervisor & Supervisee Responsibilities

Clearly defining the roles and responsibilities of supervisors and supervisees helps set
expectations, maintain accountability, and improve supervision outcomes.

Supervisor Responsibilities:

Provide structured feedback to guide professional growth and improve
performance.

Support career development by identifying skill gaps and offering mentorship.
Ensure adherence to ethical guidelines and supervision policies.

Create a safe and supportive environment for open discussion and professional
reflection.

Supervisee Responsibilities:

Actively participate in supervision sessions and contribute to discussions.
Implement feedback and take initiative in personal and professional
development.

Maintain confidentiality and uphold ethical boundaries within the supervisory
relationship.

Seek clarification and support where needed, ensuring proactive engagement.

Confidentiality, Ethics, and Boundaries

Supervision often involves discussions of sensitive or personal matters, making
confidentiality, ethical integrity, and professional boundaries essential. Supervisors
must establish a safe and respectful space, ensuring ethical principles are upheld to
prevent breaches of trust, conflicts of interest, and legal repercussions.

Key Ethical Considerations:

Maintaining confidentiality — Information shared in supervision should remain
private, except where disclosure is legally required (e.g., workplace misconduct,
safety concerns, whistleblowing).

Avoiding conflicts of interest — Supervisors must ensure impartiality, preventing
bias, favouritism, or personal involvement that could compromise objectivity.
Setting professional boundaries — Supervision should remain a structured,
professional process rather than an informal or overly personal interaction,
preventing dual-role conflicts.

Addressing ethical dilemmas — Supervisors should follow ethical decision-
making models and organisational policies to navigate dilemmmas consistently
and fairly.

Example: In a marketing firm, a supervisor must ensure performance discussions
remain confidential, unless disclosure is necessary for workplace safety or legal
compliance. In clinical settings, strict confidentiality applies unless there is a legal duty
to report concerns such as abuse or self-harm.
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Legal & Compliance Considerations

Supervision must align with legal and regulatory standards to protect employees,
maintain professional integrity, and reduce organisational liability. Failing to adhere to
compliance requirements can lead to legal consequences, data security breaches, or
ethical violations.

Key Compliance Factors to Consider:

Data protection and record-keeping laws — Compliance with regulations such as
GDPR (General Data Protection Regulation) or HIPAA (Health Insurance
Portability and Accountability Act).

Workplace policies on fair treatment — Supervisors must follow
non-discrimination policies, equal opportunity guidelines, and workplace
fairness regulations.

Industry-specific legal standards — Professionals in healthcare, finance, and social
work must adhere to specific licensing and compliance regulations related to
supervision.

Grievance procedures — Establishing formal processes for supervisees to report
concerns, disputes, or ethical violations within supervision.

Example: A financial services firm must comply with industry regulations requiring
supervisory oversight to ensure ethical business practices and prevent misconduct.




Supervision Formats & Modalities

Supervision can be delivered through various formats and modalities, depending on
organisational needs, workforce structure, and available resources. The chosen format
influences engagement, effectiveness, and professional growth, making it essential to
implement a well-structured approach that enhances communication, ensures ac-
countability, and fosters continuous development.

One-on-One Supervision

A well-designed supervision framework provides clarity, consistency, and direction for
both supervisors and supervisees. It defines the purpose of supervision, the frequency
of sessions, and key areas of focus to ensure structured engagement.

One-on-one supervision provides personalised and direct guidance between a super-
visor and supervisee. This format allows for confidential discussions, tailored feedback,
and focused professional development.

Key Features:
Individual attention to support specific learning and performance needs.
Confidential space for discussions on professional growth and workplace
challenges.
Structured goal setting and progress tracking to align supervision with career
development.
Targeted skill enhancement through direct mentorship and practical guidance.

Example: A corporate manager meets with an employee quarterly to review
performance goals, discuss career aspirations, and address challenges. In a healthcare
setting, a senior clinician provides individual supervision to a junior therapist to refine
diagnostic and therapeutic skills.

Group Supervision

Group supervision involves multiple supervisees engaging with one or more supervi-
sors in a collaborative setting. This format promotes peer learning, team cohesion, and
diverse perspectives.

Key Features:
Encourages shared learning and professional dialogue.
Exposes supervisees to different viewpoints on workplace challenges.
Reduces supervisory workload by reaching multiple employees at once.
Enhances team communication and interdisciplinary collaboration.
Facilitates collective problem-solving through structured discussions.

Example: A customer service team holds monthly group supervision sessions, where
employees share client interaction challenges and brainstorm solutions
collaboratively. In social work, practitioners meet fortnightly in a facilitated group
setting to discuss case studies and ethical dilemmmas.

s
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Peer Supervision

Peer supervision is a non-hierarchical model where professionals of similar experience
levels provide mutual support and feedback. This approach promotes a culture of trust,
shared accountability, and collaborative skill-building.

Key Features:

Encourages shared responsibility for professional development.

Creates a psychologically safe space for open discussions.

Reduces reliance on formal hierarchies while promoting self-directed learning.
Fosters mutual problem-solving through constructive dialogue.

Builds confidence and self-reflective practice among peers.

Example: A group of project managers in a consulting firmm meets fortnightly to
exchange best practices, troubleshoot challenges, and share feedback. In education,
teachers form peer supervision groups to discuss teaching strategies, classroom
management techniques, and curriculum planning.

Virtual & Remote Supervision

As remote work becomes more common, virtual supervision ensures ongoing
professional support and accountability despite geographical distances. This format
leverages digital commmunication tools and cloud-based systems to facilitate real-time
collaboration, performance tracking, and mentorship.

Key Features:

Uses video conferencing, emails, and secure platforms for seamless
communication.

Increases accessibility for remote employees, ensuring supervision continuity
across time zones.

Requires structured documentation and secure digital record-keeping for

compliance.
Supports asynchronous and synchronous supervision to accommodate flexible

schedules.

Promotes engagement through interactive digital tools, such as shared work
spaces and Al-driven feedback.

Facilitates long-termm mentoring and progress tracking via cloud-based
platforms.

Example: A remote IT team holds weekly virtual supervision meetings to discuss work-
load distribution, performance updates, and professional development goals. In
telehealth services, mental health professionals participate in virtual case consultations
to refine clinical decision-making.
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Crisis Management Supervision

Crisis management supervision is designed to support employees in high-pressure or
emergency situations. This format prioritises rapid guidance, structured
decision-making, and emotional support to help professionals navigate crises
effectively.

Key Features:

Ensures rapid response and clear communication for coordinated action.
Provides psychological support for employees dealing with high-stress scenarios.
Integrates structured debriefing sessions to assess outcomes and identify

improvements.

Builds resilience and adaptability through targeted stress-management
strategies.

Implements scenario-based training to prepare employees for crises before they
arise.

Addresses ethical and legal considerations to safeguard compliance and
employee well-being.

Example: During a major organisational crisis, senior leadership provides real-time
supervision to crisis response teams managing public relations, logistics, and
operations. In emergency medical services, paramedics receive immediate debriefing
sessions after critical incidents to ensure emotional well-being and professional best
practices are maintained.




Structuring Supervision Sessions

A well-structured supervision session ensures that both the supervisor and supervisee
gain maximum value from their time together. By enhancing engagement,
accountability, and role clarity, structured sessions promote professional development,
address challenges, and track progress effectively. Below is a framework for designing
efficient and outcome-driven supervision sessions.

Pre-Session Preparation

Preparation is essential for a productive and focused supervision session. Both
supervisors and supervisees should enter the meeting with clear objectives, relevant
materials, and a proactive approach to discussion.

Supervisors can enhance the session by:

Setting a clear agenda and defining discussion priorities.

Reviewing past supervision notes to follow up on action items.
Identifying key focus areas, such as performance trends, challenges, or
professional goals.

Supervisees should:

Reflect on recent experiences, successes, and challenges before the session.
Prepare questions or topics where they need guidance or feedback.
Bring relevant documents or performance data to support discussions.

Example: A team leader prepares a session outline, including performance feedback,
project expectations, and professional development opportunities.

Supervision Session Flow

A structured session flow maintains focus and efficiency, ensuring that all critical topics
are addressed. However, flexibility is important to accommodate urgent discussions or
unexpected concerns.

Recommended Supervision Session Structure:

1. Opening & Check-in — Set the tone, review previous action items, and address
any immediate concerns.

2. Core Discussion — Focus on key topics, challenges, and goals. Use active listening
and effective questioning techniques to foster meaningful dialogue.

3. Feedback & Guidance — Provide constructive feedback, identify development
areas, and offer practical support.

4., Action Planning — Define clear next steps, deadlines, and accountability
measures.

5. Closing Summary — Recap key takeaways, express appreciation, and confirm the

next session date.
Example: A supervisor follows a structured agenda, ensuring that each supervision
meeting is productive, solutions-focused, and goal oriented.
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Effective Questioning Techniques

Asking the right questions fosters critical thinking, self-reflection, and deeper
professional discussions.

Types of Effective Supervision Questions:

Open-ended questions — Encourage broad discussion.

Example: “What challenges have you encountered this week?”

Reflective questions — Promote self-evaluation.

Example: “How do you think you handled that situation?”

Probing questions — Encourage deeper insight.

Example: “What alternative approach could you have taken?”

Future-focused questions — Support goal-setting and proactive development.

Example: “What strategies will you apply next time to improve?”

Documenting & Tracking Supervision Sessions

Accurate supervision records promote accountability, ensure continuity, and track
progress over time. Proper documentation also supports organisational transparency
and compliance.

Best Practices for Supervision Documentation:

Summarise key discussion points, decisions, and action items for follow-up.
Use standardised supervision forms or secure digital tracking systems.
Maintain confidentiality by following data protection protocols.

Review past supervision notes before each session to ensure continuity.

Example: A supervisor logs session notes in a shared digital platform, enabling
transparent progress tracking and goal alignment.




Post-Session Reflection and Follow-Up

Reflection and follow-up reinforce learning, accountability, and continuous professional
growth. Supervisors can tailor follow-up actions to align with individual learning styles
and career goals.

For example:

Visual learners benefit from summary reports with diagrams or charts.
Kinesthetic learners may engage more with hands-on exercises or practical
applications.

Key Follow-Up Actions:

Send a summary of key takeaways and next steps.

Check in between sessions to provide additional support where needed.
Ensure action items are being implemented and tracked.

Adjust future supervision strategies based on progress and emerging needs.

Example: A supervisor follows up a week after a session, providing an additional
resource to help an employee apply a newly learned skill.

A well-structured supervision session encourages professional growth, strengthens
workplace relationships, and ensures continuity through clear documentation and
follow-up. By integrating preparation, structured discussions, effective questioning,
and meaningful reflection, supervision becomes a vital tool for continuous learning
and career progression.

Organisations that implement these strategies will cultivate a supportive and re-
sults-driven supervision environment, enhancing both individual development and
overall workforce engagement.




Supervision Challenges

& Solutions

Supervision plays a crucial role in professional development, but it also comes with
challenges that can affect its effectiveness. Identifying these challenges and
implementing practical solutions ensures supervision remains supportive,
structured, and productive. This section outlines common supervision challenges and

evidence-based strategies to overcome them.

Handling Resistance and Disengagement

Resistance or disengagement can occur when supervisees feel unmotivated,
defensive, or uninterested in the supervision process. Addressing these concerns early
fosters a more collaborative and meaningful supervision experience.

Key Challenges & Solutions:

Perceived Intrusiveness — Supervisees may see supervision as unnecessary or

micromanaging.
Solution: Clearly communicate the purpose, benefits, and long-term value of

supervision.

Fear of Criticism — Anxiety around negative feedback may prevent supervisees

from fully engaging.
Solution: Foster a non-judgemental environment that promotes constructive,

open dialogue.

Lack of Engagement — Unclear expectations or irrelevant discussions can cause

disengagement.
Solution: Use goal-oriented discussions to keep supervision relevant, tailored,

and impactful.

By addressing resistance proactively, supervisors create an inclusive, open, and
engaging supervision space.

Example: A team leader notices an employee disengaging and adapts their approach
by incorporating the employee’s career aspirations into the discussion, making
supervision more meaningful and motivating.

alance
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Addressing Power Imbalances

Power imbalances can discourage open communication, making supervisees feel
intimidated or unheard. Establishing equity and collaboration in supervision mitigates
these concerns.

Key Challenges & Solutions:

Hierarchical Barriers — Supervisees may feel reluctant to speak openly.
Solution: Encourage a collaborative supervision approach where supervisees are
active participants.

Supervisor Dominance — Supervisors may unintentionally control discussions.
Solution: Use active listening techniques to validate and incorporate supervisees
contributions.

Limited Decision-Making Power — Supervisees may feel excluded from key
discussions.

Solution: Introduce anonymous feedback opportunities to allow for honest,
unbiased input.

Fostering transparent, inclusive supervision builds trust, accountability, and
engagement.

Example: A supervisor actively invites input from a supervisee, ensuring they feel
heard and valued in decision-making discussions.

Overcoming Time Constraints

Balancing supervision responsibilities with other work demands can be challenging.
Implementing time management strategies ensures supervision remains consistent
and effective without overwhelming workloads.

Key Challenges & Solutions:
Scheduling Conflicts — Busy schedules make regular supervision difficult.
Solution: Schedule sessions in advance and treat them as a priority, like any
other critical meeting.
Limited Session Time — Supervision sessions may feel rushed.
Solution: Use shorter, more frequent check-ins when extended sessions aren't
feasible.
Disruptions in Continuity — Last-minute cancellations hinder progress.
Solution: Leverage digital tools for documentation and streamlined
communication.

By incorporating structured yet flexible supervision, organisations maintain
consistency without disrupting workflow.

Example: A manager implements 15-minute bi-weekly check-ins to provide regular
supervision without.overwhelming employees’ schedules.
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Supporting Emotionally Taxing Supervision

Some supervision settings involve emotionally demanding discussions, which can
impact both supervisors and supervisees. Implementing self-care and support
mechanisms ensures sustainability in supervision.

Key Challenges & Solutions:

Burnout Risk — Discussing challenging topics may lead to exhaustion.
Solution: Integrate self-care strategies and promote emotional resilience
techniques.

Supervisor Support Limitations — Supervisors may struggle to provide adequate
emotional support.

Solution: Include emotional debriefing and processing spaces within
supervsion sessions.

Overwhelmed Supervisees — Difficult discussions may be emotionally taxing.
Solution: Offer external support options, such as peer supervision or mental
health resources.

Recognising the emotional impact of supervision fosters a healthier, more resilient
workplace culture.

Example: A supervisor integrates mindfulness exercises at the beginning of
supervision sessions to create a calm, focused environment.

Managing Conflict in Supervision

Disagreements and conflicts may arise during supervision, impacting professional
relationships. A structured approach ensures fair, professional, and constructive
resolution.

Step-by-Step Conflict Resolution Framework:

1. Identify the Issue — Define the root cause of the conflict (e.g., miscommunication,
role ambiguity).

2. Encourage Open Dialogue — Create a non-judgemental space where both parties
express perspectives.

3. Analyse the Root Cause — Explore underlying factors such as unclear
expectations or workload pressures.

4, Develop Solutions — Brainstorm mutually acceptable resolutions that uphold
professional integrity.

5. Agree on an Action Plan — Establish clear steps, timelines, and responsibilities to
resolve the conflict.

o. Follow Up & Evaluate — Assess whether the resolution was effective and adjust if
necessary.

7. Applying structured conflict resolution strategies fosters a culture of

collaboration and problem-solving.




Ethical Considerations

in Supervision

Ethical supervision is fundamental to maintaining fairness, professionalism, and
integrity within supervisory relationships. Ethical considerations ensure trust,
transparency, and accountability, safeguarding both supervisors and supervisees. This
section explores key ethical challenges and best practices in supervision.

Ethics of Power and Authority in Supervision

Supervision naturally involves power dynamics, which must be managed responsibly
to create a supportive and equitable environment. Using reflective supervision
practices allows supervisees to provide feedback, helping to balance authority with
mutual learning. Additionally, mentorship-based supervision, where experienced
professionals guide rather than evaluate, can create a less hierarchical and more
collaborative supervision structure.

Key Challenges & Solutions:

Power imbalances may leave supervisees feeling intimidated or reluctant to
speak openly.

Abuse of authority can result in coercion, favouritism, or unethical conduct.

Supervisory bias may undermine fairness in feedback and decision-making.

Best Practices:

Foster a collaborative supervisory relationship built on mutual respect and

openness.
Encourage transparent communication, allowing supervisees to voice concerns

without fear of reprisal.
Implement checks and balances, such as anonymous feedback mechanisms to

monitor power dynamics.

Example: A supervisor ensures power is shared by incorporating supervisee-led
discussions and creating decision-making opportunities for the supervisee.

&5
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Confidentiality and Privacy Issues

Supervisors often handle sensitive information, making confidentiality and privacy
critical components of ethical supervision. In remote supervision contexts, digital
confidentiality risks must also be carefully managed. Encrypted communication tools,
access controls, and compliance with data protection laws are essential for
safeguarding information in both physical and virtual supervision settings.

Key Challenges & Solutions:
Breach of confidentiality can erode trust and damage professional relationships.
Inappropriate sharing of personal or performance-related information may lead
to ethical violations.
Failure to secure supervision records can result in privacy breaches or legal
repercussions.

Best Practices:
Establish clear confidentiality agreements with supervisees.
Securely store supervision records, restricting access to authorised personnel
only.
Clarify confidentiality limitations, such as legal or safety obligations that require
disclosure.

Example: A supervisor informs a supervisee that issues related to workplace safety
must be reported but assures that personal concerns will remain confidential.

Ethical Decision-Making Frameworks

Supervisors frequently face ethical dilemmas requiring structured approaches to
ensure fair and principled decision-making.

Common Ethical Frameworks:
Ethical Decision-Making Model - Identify, Analyse, Act, Reflect.
Utilitarian Approach — Focuses on maximising benefits for the greatest number
of people.
Rights-Based Approach — Ensures decisions respect individual rights and
autonomy.
Best Practices:
Use structured ethical frameworks to assess and resolve dilemmas objectively.
Analyse potential consequences to ensure ethical alignment and avoid
unintended harm.
Consider the impact on all stakeholders, including supervisees, organisations,
and clients.
Reference ethical guidelines, industry regulations, and workplace policies to
ensure compliance.
Seek guidance from an ethics board or trusted advisor for complex ethical
dilemmas.
Example: A supervisor follows an ethical decision-making model when handling a
supervisee's complaint about.workplace discrimination, ensuring fairness and due
process
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Navigating Ethical Dilemmas in Supervision

Supervisors often encounter ethical dilemmas that require careful handling to
maintain fairness, professionalism, and integrity.

Common Ethical Dilemmas & Solutions:

1. Dual Relationships
Challenge: When professional and personal boundaries overlap, such as former
colleagues transitioning into supervisory roles or family members working in a
direct reporting structure.
Solution: Maintain transparency, set clear professional boundaries, and follow
workplace policies to ensure fairness.

2. Conflicts of Interest
Challenge: When a supervisor’s personal relationships, financial interests, or ex
ternal obligations compromise objectivity.
Solution: Proactively identify and disclose conflicts of interest, ensuring decisions
remain unbiased.

3. Ethical Handling of Underperformance
Challenge: Balancing accountability and fairness when addressing performance
concerns.

Solution: Set clear performmance expectations, provide constructive feedback, and
ensure fair evaluation criteria to uphold professional standards while preserving
employee dignity.

Best Practices:

Maintain professional boundaries to prevent ethical conflicts.

Seek supervision or guidance for handling complex ethical dilemmas.
Document all ethical dilemmas and the steps taken to resolve them, ensuring
accountability.

Example: A supervisor avoids favouritism by ensuring performance evaluations are
based on objective, measurable criteria rather than personal relationships.

Ethical supervision is the foundation of professional integrity, trust, and accountability.
By implementing best practices in power dynamics, confidentiality, decision-making,
and conflict resolution, supervisors can create a fair, transparent, and supportive
supervision environment.
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Measuring Supervision

Effectiveness

Ensuring the effectiveness of supervision is essential for fostering professional growth,
maintaining accountability, and achieving organisational objectives. Effective
supervision contributes to higher employee retention, increased engagement, and a
positive workplace culture, ensuring employees feel supported, valued, and
professionally developed. By measuring supervision outcomes, organisations can
identify areas for improvement and reinforce best practices. This section outlines key
approaches for assessing supervision effectiveness.

Key Performance Indicators for Supervision

Key Performance Indicators (KPIs) provide measurable criteria to evaluate the success
and impact of supervision. These indicators should be customised to industry needs
and organisational goals. For example, in healthcare, KPIs may focus on patient
outcomes and adherence to clinical guidelines, whereas in corporate settings, they
may emphasise leadership development and productivity metrics.

Common KPIs for Supervision:

Engagement Rate — Frequency and consistency of supervision sessions.

Goal Achievement — Progress towards professional development objectives.
Retention Rate — Impact of supervision on employee satisfaction and turnover
reduction.

Supervisee Satisfaction — Overall feedback on supervision effectiveness.

Task and Performance Improvements — Measurable growth in competency and
job performance.

Example: A company tracks supervision participation rates and finds that increased
engagement correlates with higher employee retention.

Limitations of KPIs in Supervision

While KPIs provide valuable insights, relying solely on quantitative metrics may
oversimplify supervision effectiveness. Some aspects, such as mentorship quality or
emotional resilience, are difficult to measure numerically. Additionally, external factors,
such as organisational restructuring or individual learning styles, can influence KPI
outcomes.
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Common Limitations of KPIs:

Overemphasis on Quantitative Metrics — KPIs may focus on numerical data while
overlooking qualitative aspects such as interpersonal growth and emotional
well-being.

Potential for Misinterpretation — KPI data can be misleading if not interpreted
within the correct context.

One-Size-Fits-All Approach — KPIs must be industry-specific and role-specific to
accurately assess supervision effectiveness.

Risk of Superficial Goal-Setting — Supervisors may prioritise KPl achievement
over genuine professional development.

Lack of Holistic Evaluation — KPIs should be supplemented with qualitative
assessments, such as feedback discussions and mentorship evaluations.

Example: A company evaluates supervisee satisfaction using survey scores but fails to
account for employees’ reluctance to provide honest feedback due to workplace
culture.

Gathering Supervision Feedback

Feedback is essential for refining supervision practices and ensuring they meet the
needs of both supervisors and supervisees. To encourage honest participation,
organisations should use anonymous surveys, foster psychological safety, and reassure
supervisees that feedback will not lead to negative consequences. Offering multiple
feedback channels accommodates different commmunication preferences and
encourages broader participation.

Methods for Collecting Feedback:

Anonymous Surveys — Provides a confidential space for supervisees to share
honest opinions.

One-on-One Feedback Sessions — Allows for open discussions about supervision
effectiveness.

360-Degree Feedback — Gathers insights from peers, supervisors, and
supervisees to offer a comprehensive perspective.

Self-Assessment Tools — Encourages supervisees to reflect on their supervision
experiences and identify areas for improvement.

Example: A supervisor implements quarterly anonymous surveys to assess supervisee
satisfaction and pinpoint improvement areas.




Evaluating Supervisee Growth and Competency

Assessing supervisee progress ensures that supervision contributes to professional
development and skill enhancement. Tracking long-term trends in competency
development enables supervisors to tailor supervision strategies and ensure that
professional growth aligns with organisational objectives.

Evaluation Criteria:

Skill Development — Growth in problem-solving, communication, and job-related

competencies.

Goal Fulfilment — Achievement of individual and organisational objectives set
during supervision.

Behavioural Changes — Positive shifts in workplace attitudes, engagement, and
initiative.

Autonomy & Decision-Making — Increased confidence and ability to work
independently.

Example: A manager tracks the progress of a newly promoted team leader to ensure
they are developing leadership and decision-making skills effectively.

Adjusting Supervision Strategies Based on Feedback

Supervision should be adaptive and data-driven, incorporating feedback and
evaluation results to improve processes over time. Organisations can establish a
structured framework for continuous improvement by implementing:

Regular review cycles to assess supervision effectiveness.
Feedback integration into performance assessments.
Supervisor training on emerging best practices.
Technology-driven analytics to refine supervision methods.

Approaches to Adaptation:

Identify Trends — Analyse feedback patterns to detect recurring strengths and
weaknesses.
Modify Frequency or Format — Adjust supervision frequency or session structure
based on engagement levels.
Enhance Supervisor Training — Provide professional development to improve
supervision techniques.
Implement Action Plans — Use feedback insights to create structured
improvements in supervision practices.
Example: A department shifts from monthly to bi-weekly supervision sessions after
feedback shows that employees benefit from more frequent check-ins.

Measuring supervision effectiveness ensures that it remains a meaningful and
impactful process. By implementing clear KPIs, gathering structured feedback, and
evaluating supervisee growth, organisations can refine their supervision strategies to
align with workforce needs and business objectives.
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Continuous Improvement

in Supervision

Supervision is an evolving process that requires ongoing refinement to remain
relevant, effective, and aligned with both professional and organisational objectives.
When supervision is continuously improved, employees feel valued, receive
meaningful feedback, and have clear career pathways, leading to higher job
satisfaction and reduced turnover.

By integrating reflective practices, aligning supervision with workforce planning,
adapting to emerging trends, and leveraging technology, organisations can enhance
supervision for long-term impact.

Embedding Reflective Practice in Supervision

Reflective practice encourages supervisors and supervisees to critically evaluate their
experiences, fostering learning and professional growth. Incorporating reflective
practice into daily workflows ensures that reflection becomes a continuous process
rather than an isolated activity.

Key Approaches to Reflective Supervision:
Encourage Self-Assessment — Supervisees reflect on experiences, strengths, and
areas for improvement.
Facilitate Open Dialogue — Supervisors create a psychologically safe space for
honest discussions about challenges and successes.
Use Reflective Models — Implement frameworks such as Gibbs' Reflective Cycle
to structure reflective discussions.
Review Past Sessions — Ildentify patterns and progress to inform future
supervision practices.

Example: A supervisor encourages team members to maintain reflection journals
documenting key learning moments and challenges, which are then discussed in
supervision sessions.

Integrating Supervision into Workforce Planning

Supervision should be strategically aligned with workforce planning to support long-
term employee development and organisational goals. By identifying skills gaps,
developing succession plans, and tailoring professional development, supervision
becomes a key driver of workforce sustainability.

;_Balance

in The workplace




Strategies for Integration:

Align Supervision with Career Development Plans — Ensure supervision supports
employee growth and leadership progression.

Use Data-Driven Insights — Leverage supervision feedback and performance
metrics to identify training needs.

Ensure Supervision is Scalable — Design supervision structures that can adapt as
the organisation grows.

Customise Supervision for Different Roles — Tailor supervision based on job
functions and career stages.

Example: An organisation integrates supervision reports into HR workforce planning,
identifying employees ready for promotion and additional training.

Future Trends in Supervision Practices

Supervision is continuously evolving due to changing workplace dynamics, employee
expectations, and industry advancements. In healthcare, for example, telehealth
supervision has expanded access to mentorship and clinical oversight, while in
corporate settings, Al-driven performance tracking has streamlined feedback
processes, enabling real-time insights.

Emerging Trends in Supervision:

Hybrid and Remote Supervision Models — Digital platforms increasingly facilitate
virtual supervision.

Emphasis on Well-Being and Mental Health — Supervisors incorporate
wellness-focused discussions into supervision.

Al and Automation in Supervision — Al-driven analytics assess supervision
effectiveness and employee progress.

Greater Employee Autonomy — A shift from directive supervision to collaborative,
self-directed development.

Example: A company implements an Al-powered platform that tracks employee feed-
back and provides data-driven insights to optimise supervision strategies.

Leveraging Technology for Supervision

Technology can enhance supervision effectiveness by improving accessibility,
efficiency, and engagement. However, it also presents challenges, such as accessibility
barriers for employees with limited digital literacy and data security risks when storing
sensitive records in cloud-based systems.




Technology-Driven Supervision Tools:

Digital Documentation Systems — Cloud-based platforms for secure and
accessible supervision records.

Virtual Supervision Platforms — Video conferencing and digital check-ins to
facilitate remote supervision.

Automated Feedback Tools — Al-powered systems to collect, analyse, and
interpret feedback trends.

E-Learning & Development Portals — Online training modules integrated into
supervision frameworks.

Example: A multinational organisation implements a digital supervision dashboard,
allowing supervisors to track session progress, feedback, and employee goals across
multiple locations.

Continuous improvement in supervision is essential for fostering a dynamic, adaptable,
and supportive work environment. By integrating reflective practices, aligning
supervision with workforce strategies, embracing emerging trends, and leveraging
technology, organisations can ensure supervision remains an effective tool for
employee development.




Appendices & Additional

Resources

Appendix A: Supervision Policy Template

Supervision Policy Statement

Purpose:
To provide a structured, ethical, and supportive framework for supervision that
promotes professional growth, accountability, and well-being.

Scope:
Applies to all staff engaged in client-facing, leadership, or professional support roles.

Policy Objectives:
Enhance service quality
Promote reflective practice
Support staff well-being
Ensure legal and ethical compliance

Supervisor Responsibilities:
Prepare and facilitate regular supervision sessions
Maintain confidentiality and documentation
Provide constructive feedback

Supervisee Responsibilities:
Engage openly and respectfully
Prepare for sessions and follow through on actions
Reflect on practice and raise relevant concerns

Frequency & Format:
Minimum: Monthly (or as per role requirements)
Formats: One-on-one, peer, or group sessions

Confidentiality:
All discussions are confidential except where disclosure is required by law or risk
of harm is identified.

Cultural Safety Note:

Sessions should be culturally safe and inclusive. Supervisors should consider
cultural, historical, or social contexts affecting the supervisee.

s
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Appendix B: Supervision Session Templates

SUPERVISION SESSION TEMPLATE

Date of Session:

Supervisee Name:

Supervisor Name:

THEMES:

Key Topics to Discuss:

Reflections Since Last Supervision:

Case Examples or Concerns:

Additional thoughts?

SUPERVISION SESSION TEMPLATE (PROCTOR'S MODEL)

Date:

Time & Duration:

Mode: (in-person/online)
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STAGES:

Section Discussion Notes

Normative (Admin) Policy updates, caseload, time management
Formative (Learning) Training needs, skill development
Restorative (Support) Emotional impact of work, peer dynamics
Action Points

Follow-Up Items

Cultural Safety & Inclusion Check Y/N - Comments:




What did | learn?

What went well?

What will | do differently next time?

Support | need moving forward:

POST-SESSION REFLECTION LOG

Conduct a workplace violence risk assessment.

Develop and communicate a clear workplace violence policy.

Provide mandatory training on violence prevention and de-escalation.

Ensure confidential reporting mechanisms and clear investigation procedures.




Appendix C: Sample Supervision Case Studies

Case Study 1: Managing Emotional Labour

Role: Domestic Violence Counsellor

Scenario: Repeated high-risk client disclosures.

Supervision Focus: Self-care, caseload management
Outcome: Adjusted workload, EAP referral, peer debriefing
Case Study 2: Navigating Ethical Dilemmas

Role: Youth Worker

Scenario: Client drug use disclosure and reporting
Supervision Focus: Ethics, legal responsibilities, cultural safety
Outcome: Reported with transparency, client relationship maintained
Case Study 3: New Staff Development

Role: Support Worker (6 weeks)

Scenario: Task prioritisation confusion

Supervision Focus: Learning plan, mentoring, reflective model
Outcome: Mentorship, weekly check-ins, improved confidence

CASE STUDY TEMPLATE

Case Study:

Role:

Scenario:
Supervision Focus:

Outcome:

&5
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Appendix D: Checklist for Effective Supervision

SUPERVISION CHECKLIST

Before the Session:

Confirm date/time

Review agenda & last notes

Set a culturally safe space

During the Session:

Use active listening

Cover all three domains (N/F/R)

Respect and validate contributions

Record notes as agreed

After the Session:

Share summary/action items

Arrange follow-ups/referrals

Log session in records

Indicators of Success:

Regular and consistent

Supervisee feels heard and supported

Practice and well-being improved
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Appendix E: Supervision Research & References

Key Theories & Models:

Proctor’'s Model (Normative, Formative, Restorative)
Kolb's Experiential Learning Theory

Gibbs' Reflective Cycle

Stoltenberg & Delworth's Developmental Supervision
Trauma-Informed Supervision (Fallot & Harris)

Core Resources:

QLD WHS Code of Practice 2022
Work Health & Safety Act 2011
QMHC Trauma Strategy 2024-2029
Centacare FNQ Job Control Toolkit

Suggested Readings:

“Learning by Doing” - Gibbs
“Experiential Learning” - Kolb
“Reflective Practice in Supervision” - Inskipp & Proctor
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