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1. Introduction
St Andrew’s recognises that effective staff supervision, support, professional development and appraisal are essential to maintaining high-quality provision for children and their families.
Staff development provides opportunities to increase knowledge, develop skills, strengthen professional practice and improve understanding. These opportunities are not an end in themselves but are intended to improve the quality of care, education and support provided to children and families.
Effective supervision promotes reflective practice, professional accountability, staff wellbeing and continuous improvement. It provides staff with an opportunity to discuss their practice, consider children's needs, identify solutions to challenges and access appropriate support.
Supervision, appraisal, team meetings, mentoring, training and professional development form part of St Andrew’s overall staff-support and development framework.
The purpose of supervision is to:
· Support staff in their role.
· Promote reflective and effective practice.
· Ensure staff understand their roles and responsibilities.
· Promote accountability and professional standards.
· Support safeguarding and child protection practice.
· Consider children's learning, development and wellbeing.
· Identify and address concerns at an early stage.
· Provide coaching and professional development.
· Identify training and support needs.
· Promote staff wellbeing and resilience.
· Support effective teamwork.
· Contribute to continuous improvement.
Appraisal provides a structured opportunity to recognise individual strengths, review performance, identify achievements and agree professional development goals.
2. Statutory Framework
St Andrew’s will operate its supervision arrangements in accordance with the Early Years Foundation Stage (EYFS) statutory framework for group and school-based providers.
The EYFS requires providers to have appropriate arrangements for the supervision of staff who have contact with children and families. Effective supervision should provide support, coaching and training for practitioners and promote the interests of children. Supervision should also encourage mutual support, teamwork and continuous improvement and provide opportunities for confidential discussion of sensitive matters.
The current EYFS framework applying from 1 September 2026 should be used when reviewing and implementing this policy. 
St Andrew’s recognises that supervision is particularly important where staff are working with:
· Safeguarding or child protection concerns.
· Children with additional needs.
· Children experiencing emotional or behavioural difficulties.
· Families requiring additional support.
· Complex or challenging situations.
· Significant changes in a child's circumstances.
3. Aims of Supervision
Supervision will provide staff with a regular opportunity to:
· Discuss the care, education and welfare of children.
· Discuss children's learning, development and wellbeing.
· Raise safeguarding and child protection concerns.
· Reflect on their own practice.
· Identify solutions to issues as they arise.
· Receive coaching and constructive feedback.
· Identify professional development needs.
· Review workload and responsibilities.
· Discuss relationships with children, families and colleagues.
· Consider their own wellbeing.
· Identify appropriate resources and support.
· Review progress against agreed actions and objectives.
· Contribute ideas for improving the quality of provision.
Staff are encouraged to use supervision as an opportunity to be open and reflective. Raising a concern during supervision will be treated positively and professionally.
Where a concern requires immediate action, staff must not wait for their next supervision meeting and must report the matter immediately through the appropriate safeguarding, health and safety or management procedure.
4. Staff Entitlements
All staff are entitled to:
· Be treated with respect and professionalism.
· Have clarity about their role and responsibilities.
· Understand the expectations associated with their role.
· Receive regular supervision.
· Receive appropriate feedback and support.
· Have their experience, skills and contribution recognised.
· Discuss professional concerns.
· Participate in problem-solving and decision-making where appropriate.
· Receive appropriate training and continuing professional development.
· Understand relevant setting policies and procedures.
· Receive appropriate resources and equipment.
· Have a manageable workload wherever reasonably possible.
· Be informed about significant changes affecting their work.
· Discuss their wellbeing and support needs.
· Have clear professional objectives.
· Receive a formal appraisal.
· Raise concerns about safeguarding, practice or working conditions without fear of inappropriate criticism or disadvantage.
5. Responsibilities of Supervisors
Supervisors are responsible for:
· Arranging regular supervision meetings.
· Providing an appropriate environment for supervision.
· Preparing for supervision.
· Listening actively and respectfully.
· Encouraging reflective practice.
· Providing constructive feedback.
· Identifying training and development needs.
· Addressing concerns promptly.
· Following up agreed actions.
· Supporting staff wellbeing.
· Ensuring safeguarding concerns are acted upon immediately.
· Maintaining appropriate supervision records.
· Escalating concerns where necessary.
· Ensuring staff understand relevant policies and procedures.
Supervisors must distinguish between supportive supervision and formal disciplinary or capability procedures. Where concerns about performance require formal action, the appropriate organisational procedures will be followed.
6. Responsibilities of Staff
Staff are expected to:
· Attend supervision meetings regularly and on time.
· Prepare for supervision where appropriate.
· Be open and reflective about their practice.
· Raise concerns promptly.
· Take responsibility for agreed actions.
· Identify training and development needs.
· Reflect on feedback.
· Follow agreed procedures.
· Maintain professional standards.
· Inform their supervisor if they require additional support.
Staff must not use supervision as a substitute for immediately reporting a safeguarding concern.
7. Frequency of Supervision
Individual supervision meetings will normally take place at least once each term, providing a minimum of three formal supervision meetings each year.
Each formal supervision meeting should normally last for at least 30 minutes, although longer sessions may be appropriate where circumstances require.
The frequency of supervision may be increased according to:
· The experience of the staff member.
· Length of time in post.
· The complexity of their role.
· Additional responsibilities.
· Identified support needs.
· Performance concerns.
· Safeguarding or child protection matters.
· Significant changes in personal or professional circumstances.
· Recommendations arising from previous supervision.
New staff may receive more frequent supervision during their induction period.
Additional supervision may be arranged at any time where either the staff member or supervisor considers it necessary.
8. Supervision During Induction
New staff will receive appropriate support and supervision during their induction.
Induction supervision should consider:
· Understanding of the role.
· Safeguarding responsibilities.
· Understanding of setting policies and procedures.
· Relationships with children.
· Understanding of the key-person system.
· Working with parents/carers.
· Team relationships.
· Training needs.
· Wellbeing.
· Confidence and competence.
· Any additional support required.
Any concerns identified during induction will be addressed promptly.
9. Supervision Agenda
An agreed agenda will be used to ensure that supervision covers the areas most relevant to the staff member and their role.
Topics may include:
Children
· Care and welfare of the group.
· Individual children's development and wellbeing.
· Children's interests and learning.
· Children requiring additional support.
· Safeguarding concerns.
· Behaviour and relationships.
· Key-person responsibilities.
· Intimate care where relevant.
Families
· Communication with parents/carers.
· Partnership working.
· Concerns raised by families.
· Support for families.
· Communication through approved setting systems.
Practice
· Quality of interactions.
· Planning and assessment.
· Reflective practice.
· Inclusion.
· Room organisation.
· Teamwork.
· Professional responsibilities.
· New ideas and improvements.
Professional development
· Training completed.
· Training required.
· Continuing professional development.
· Knowledge and skills.
· Professional goals.
· Opportunities for progression.
Wellbeing
· Workload.
· Stress.
· Work-life balance where appropriate.
· Emotional wellbeing.
· Support required.
· Any factors affecting professional practice.
Actions
· Previous actions.
· Progress against objectives.
· New actions.
· Person responsible.
· Timescale for completion.
10. Safeguarding and Child Protection
Supervision is an important mechanism for supporting effective safeguarding practice.
Staff should be encouraged to discuss:
· Concerns about children's welfare.
· Changes in children's behaviour or presentation.
· Safeguarding patterns or emerging concerns.
· Professional uncertainty.
· Concerns about practice.
· Concerns about colleagues where appropriate.
· The emotional impact of safeguarding work.
· Support needed following a safeguarding incident.
However, safeguarding concerns must be reported immediately in accordance with St Andrew’s Child Protection and Safeguarding Policy.
Supervision must never be used to delay a referral, disclosure or safeguarding action.
Where staff are involved in a significant safeguarding matter, additional supervision or support will be considered.
11. Staff Wellbeing
St Andrew’s recognises that staff wellbeing contributes directly to the quality of care provided to children.
Supervision provides an opportunity to discuss workload, stress and wellbeing.
Staff should feel able to raise concerns about:
· Excessive workload.
· Work-related stress.
· Difficult relationships.
· Emotional impact of working with children or families.
· Lack of resources.
· Training needs.
· Difficult or challenging situations.
· Any issue affecting their ability to perform their role effectively.
Where appropriate, the setting will consider adjustments, additional support, mentoring, training or referral to relevant workplace support services.
Staff are encouraged to seek help at an early stage rather than waiting until difficulties become significant.
12. Reflective Practice
St Andrew’s promotes reflective practice as an important part of professional development.
Supervision should encourage staff to consider:
· What worked well?
· What could have been done differently?
· What did the child need?
· What was the impact of the adult's response?
· What have I learned?
· What might I try next?
· What support or training would help?
· How does this relate to safeguarding and children's wellbeing?
Reflective practice should be constructive rather than judgemental and should focus on improving outcomes for children.
13. Team Meetings
Regular team meetings are an integral part of communication, teamwork, professional development and service improvement.
EYFS team meetings will normally take place weekly and will be led by the Foundation Stage Leader, Room Leaders or another appropriate member of the leadership team.
Team meetings may include:
· Information sharing.
· Operational updates.
· Decision-making.
· Safeguarding updates.
· Children's learning and development.
· Planning and evaluation.
· Reflection on practice.
· Team development.
· Training and knowledge sharing.
· Policy updates.
· Problem-solving.
· Debriefing and support.
· Sharing learning from training attended.
Confidential information about individual children or families should only be discussed with staff who need the information to carry out their role and in accordance with safeguarding and data-protection requirements.
14. Group Supervision
Individual supervision is the primary method of formal supervision.
However, group supervision may be used where appropriate to:
· Reflect on common issues.
· Share professional knowledge.
· Develop team practice.
· Discuss non-confidential practice issues.
· Provide peer support.
· Explore themes arising across the setting.
Group supervision will not replace individual supervision where an individual staff member requires confidential or personal discussion.
Safeguarding concerns relating to an individual child or staff member must be handled through the appropriate confidential procedures.
15. Appraisal
All staff will participate in a formal appraisal process.
A staff member's first formal appraisal will normally take place within the first six months of appointment, followed by an annual appraisal thereafter, subject to the organisation's wider appraisal arrangements.
Appraisal will provide an opportunity to:
· Review performance.
· Recognise strengths and achievements.
· Review progress against objectives.
· Consider professional development.
· Identify training needs.
· Set realistic professional objectives.
· Consider career development.
· Review contributions to the setting.
· Identify support required.
· Consider children's outcomes and quality of provision.
Appraisal should be a positive and developmental process.
Where performance concerns are identified, these will be managed fairly and in accordance with the appropriate employment procedures.
16. Training and Continuing Professional Development
Supervision and appraisal will be used to identify training and professional development needs.
Training needs may arise from:
· Changes in legislation or statutory guidance.
· Changes to the EYFS.
· Safeguarding requirements.
· Children's individual needs.
· SEND.
· Staff responsibilities.
· Identified gaps in knowledge or skills.
· Staff aspirations.
· Quality-assurance findings.
· Incidents or concerns.
· Organisational priorities.
Staff are expected to apply learning from training to their practice and share relevant learning with colleagues where appropriate.
The setting will maintain appropriate records of staff training and professional development.
17. Resources and Workload
Supervision should provide staff with an opportunity to discuss whether they have the resources and support required to fulfil their role.
This may include:
· Staffing.
· Equipment.
· Learning resources.
· Time.
· Training.
· Workload.
· Administrative responsibilities.
· Physical working environment.
· Additional support for individual children.
Managers will consider reasonable and appropriate actions to address identified issues.
18. Supervision Records
The supervisor is responsible for ensuring that an appropriate record of each formal supervision meeting is maintained.
Records should include:
· Date of supervision.
· Names of supervisor and supervisee.
· Key issues discussed.
· Relevant safeguarding or welfare matters.
· Training and development needs.
· Agreed actions.
· Person responsible for each action.
· Agreed timescale.
· Date for review or follow-up.
Records should be factual, professional and proportionate.
Both the supervisor and supervisee should normally sign or otherwise confirm the record to demonstrate that it is an accurate reflection of the meeting.
If the supervisee disagrees with the record, they should be given the opportunity to record their comments or concerns.
Actions agreed during supervision should be reviewed at the next appropriate supervision meeting.
19. Confidentiality
Supervision is a private professional process, but it cannot be considered absolutely confidential.
Information discussed during supervision will normally be treated sensitively and only shared where there is a legitimate reason to do so.
Confidentiality may need to be breached where:
· There is a safeguarding concern.
· There is a risk of harm to a child, staff member or another person.
· There is a serious concern about professional conduct.
· Information needs to be shared as part of a formal organisational process.
· Disclosure is required by law or another legitimate authority.
· Senior leadership requires information for appropriate management or quality-assurance purposes.
Where possible, the supervisor should explain to the supervisee when information needs to be shared and why.
Staff must understand that confidentiality cannot override safeguarding responsibilities.
20. Access to Supervision Records
Supervision records remain organisational records and will be stored securely.
Access will be restricted to those with a legitimate professional reason to view them.
This may include:
· The supervisee.
· The supervisor.
· Appropriate members of the senior leadership/management team.
· Managers providing cover for the supervisor where necessary.
· Appropriate personnel involved in formal capability, disciplinary or grievance procedures.
· Relevant inspectors or regulatory bodies where legally entitled to access records.
· Appropriate auditors or quality-assurance personnel.
Records will not be routinely shared with other staff.
21. Storage and Data Protection
Supervision records will be stored securely and in accordance with St Andrew’s data-protection and record-retention procedures.
Where paper records are used, they will be stored in a secure location with appropriate access controls.
Electronic records will be password protected and stored using approved systems.
Records will be retained for the period required by the organisation's record-retention arrangements and securely disposed of when no longer required.
22. Missed or Delayed Supervision
Supervision should not routinely be cancelled or postponed.
Where a supervision meeting cannot take place:
· An alternative date should be arranged promptly.
· The reason for the delay should be considered.
· Urgent concerns should be dealt with immediately rather than waiting for the rearranged meeting.
· Staff should continue to have access to appropriate management support.
Where a staff member has repeatedly missed supervision, the manager should address the reasons and take appropriate action.
23. Management and Quality Assurance
The Foundation Stage Leader and Room Leaders will monitor the effectiveness of the supervision system.
Monitoring will consider:
· Whether supervision is taking place regularly.
· Whether records are maintained appropriately.
· Whether agreed actions are followed up.
· Whether safeguarding concerns are being identified and addressed.
· Whether staff receive appropriate support.
· Whether training needs are identified.
· Whether staff wellbeing is being considered.
· Whether supervision contributes to improved practice.
The effectiveness of the supervision programme will be reviewed at least annually.
24. Professional Boundaries
Supervision should provide a supportive and respectful environment while maintaining professional boundaries.
Supervisors must:
· Remain objective and professional.
· Avoid discrimination or favouritism.
· Treat staff fairly.
· Maintain appropriate confidentiality.
· Challenge poor practice appropriately.
· Follow safeguarding procedures.
· Follow employment and organisational procedures.
· Provide constructive rather than personal criticism.
Staff are expected to engage honestly and professionally with supervision.
25. Support Following Significant Incidents
Where staff are involved in a significant incident, safeguarding concern, complaint, accident or other emotionally challenging event, additional support may be provided.
This may include:
· An additional supervision meeting.
· A management debrief.
· Peer support.
· Mentoring.
· Additional training.
· Referral to appropriate occupational or employee support services.
· Temporary adjustments to duties where appropriate.
The wellbeing of staff should be considered alongside the needs and safeguarding of children.
26. Monitoring and Review
This policy will be reviewed annually or sooner where:
· EYFS statutory requirements change.
· Safeguarding guidance changes.
· Employment requirements change.
· The setting's supervision arrangements change.
· An incident identifies a need for improvement.
· Staff feedback identifies a need for amendment.
· Quality-assurance activity identifies a concern.
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SCHOOL MOTTO:

Respect, Achievement, Fun.
MISSION STATEMENT:

“Shine like stars.” Philippians 2:15

At St Andrew’s we want our children to have the brightest futures, each one nurtured
individually to be a shining light with their own unique twinkle. We encourage our
children to have high aspirations and to always try their best, knowing that they are at
the centre of everything we do. We teach one another to have respect, to achieve and
to have fun. We help our children to understand that with trust, compassion, friendship
and forgiveness they can shine. Our vision draws inspiration from Philippians 2:15-16
(NCV) 'Then you will shine like stars in the dark world.' This vision is based on all
members of the school community showing God’s light to others through our character,
our conduct, our actions and our words.
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