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STAFF SUPERVISION POLICY  
 

Attention Deficit Disorders Uniting Parents (ADDUP) was set up to bring families together, to guide 
parents in the right direction to find the practical help they need for their children and to promote both 
public and professional awareness of ADHD. We value the input that we have from our staff and 
volunteers in delivering the high standard of service to our users. 
 
 
Introduction to Supervision 
 

1. Supervision is a formal process in which the workload and performance of each member of 
staff in a team, or unit is evaluated and reviewed so that where necessary learning and change 
can take place. 

2. Supervision is an important vehicle for meeting standards in the organisation and achieving 
the organisation’s goals. 

3. Supervision is essential for staff working with vulnerable children and young people. To meet 
the needs of these staff, supervision must be sensitive, structured and scheduled. 

4. All staff, without exception need regular formal supervision, normally by their Line Manager 
or designated person to enable them to be clear about their role, responsibilities and 
accountabilities and to enable them to understand and achieve their aims and objectives and, 
to be helped and supported to aid their development, maximising their potential. 

5. Formal supervision does not replace the informal supervision that takes place on the job on a 
day to day basis. 

6. In special circumstances, supervision with someone other than the Line Manager may need 
to take place e.g. where specialist knowledge or experience is required, or in multi agency 
settings. In these circumstances supervision will take place with a designated person of an 
appropriate discipline – as agreed with the Line Manager. 

7. When conflict arises between supervisor and supervisee which cannot be resolved, the 
supervisor should raise the matter of concern with their Line Manager within a time scale 
agreed with the supervisee. Similarly, if individuals do not receive supervision they must 
discuss this with their Line Manager. If the situation remains unresolved and/or they are 
‘refused’ supervision, they should refer this to the designated member of the Management 
Committee. 

8. Supervision is not a forum for dealing with disciplinary matters, although concerns about 
work, personal competence or conduct will be raised in supervision. Where it is anticipated 
that a more formal resolution is needed, the matter should be dealt with outside the 
supervision forum via the usual procedures.  
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Content of Supervision Sessions 
 

1. Work load/priorities 
 

• Help and support in current urgent business 
• General aspects of work programmes 
• Agreeing priorities 
• Identifying resources to accomplish tasks 
• Reviewing achievements and setting goals 

 
2. Impact of work on individual 

 
• Stress awareness and stress management 
• Debriefing on significant events 
• Opportunity to discuss feelings 
• Identifying personal support needs 
• Health and Safety 

 
3. Development and Training needs 

 
• Highlighting area in need of development in respect of current work or planned future work 
• Identifying development and training opportunities which will meet these needs 

 
4. Exchange of information 
 

• Establish channels of communication which allow for constructive two-way feedback and 
passing on relevant information 

 
How supervision should be carried out  
 

1.     Supervision will be conducted in a way that: 
 

• Recognises people are individuals 
• Recognises the unique experience that they bring to their work. 
• Allow for two-way appraisal and monitoring of performance 
• Clarifies accountability and areas of responsibility 
 

Supervision agreement 
 

1. There will be an agreement between both parties, this will include: 
 

• Frequency –  by agreement 
• Duration – by agreement 
• Notice (for change or cancellation) 48 hours 
• Venue – ensure privacy, minimum interruptions 
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• Confidentiality – where confidentiality cannot remain within supervision agreement must be 
explicit as to limits 

• Recording of agreement/actions (i.e. who is to make the record, to be signed by supervisor 
and supervisee as accessible to both) 

• Content 
 
To aid good supervision 
 

1. Supervision assists in developing a positive culture within the organisation, focuses on continuous 
improvement and consistent practice thereby ensuring that people receive a high-quality service 
 

2. Priority will be given to supervision by: 
 

• Providing training to all current and future supervisors including an introduction to the 
Supervision Policy  

• Managing the workload of staff to ensure time is devoted to supervision and associated tasks 
• Including on every job description, expectations that staff will receive supervision and where 

appropriate to that post, provide supervision 
 

 
 
 

 
Any breach of this policy will be addressed by the Management Staff and reported to the Chair.  

 
      


