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1. Introduction 

At Inspire Education Trust we are committed to the development and wellbeing of our staff. Our 

vision for flourishing staff includes ensuring that all staff are cared for, developed, and nurtured. We 

are committed to providing a positive working environment that supports positive physical and 

mental wellbeing.  

 

Reflective supervision contributes to a positive working environment that enables staff to 

flourish. Effective supervision provides staff with a safe space to reflect on their practice, 

explore any worries or concerns they have about the welfare and development of children. 

It therefore promotes continuous improvement of practice, which supports the development 

of a safe setting where children are safeguarded from harm. In addition, good supervision 

leads to increased staff confidence to carry out their roles effectively and supports staff 

wellbeing. 

 

Working Together to Safeguarding Children (2023) states that: 

 

Effective supervision can play a critical role in ensuring a clear focus on a child’s welfare and 

support practitioners to reflect critically on their decisions (para 158) 

 

This policy sets out a framework for senior leaders and Directors to understand the requirements 

and processes of supervision. It sets out the expectations of which staff should be offered 

supervision, and how this supervision should take place. It outlines the principles to ensure that this 

is carried out effectively.    

 

2. Definitions 

Reflective supervision is a structured, protected space where staff are supported to think deeply 

about the emotional impact, ethical complexity and decision making inherent in their role. 

 

The primary purpose of reflective supervision is not performance management, problem solving or 

task allocation. It is to: 

• create psychological safety; 

• support staff to reflect on how their experiences affect their thinking, behaviour and 

wellbeing; 

• strengthen professional judgement in complex situations; 

• reduce risk arising from stress, overload or emotional fatigue. 

 

Reflective supervision recognises that how colleagues feel and think about their work directly affects 

the safety, wellbeing and outcomes of children and families. 

 

Supervision does not replace Professional Growth meetings, which focus on a longer-term view of 

an individual’s learning and development. 

 

At Inspire Education Trust, supervision may take the form of: 

 

- Internal Supervision - 1:1 

A two-way formal discussion between two colleagues within a Trust school. This may be 

between a member of staff and their line manager, for example.  

- Internal Supervision - Group 
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Group supervision is a structured, two-way professional discussion between colleagues 

within a Trust school or individual area of specialism.  

- External Supervision 

This is a formal discussion between two colleagues from within the Trust but not from the 

same school/ setting. This allows an opportunity to get another perspective away from 

people directly involved with line management or specific cases wanting to be discussed. 

 

Supervision is not therapy, although it has a therapeutic element. It is not intended as a replacement 

for counselling. Counselling is available to all Inspire Education Trust staff, confidentially, through 

Health Assured. 

Supervision can take place on a formal or informal basis. This policy sets out the framework for formal 

supervision. Informal supervision is often ongoing in effective teams, as staff seek advice and help 

in situations they deal with on an ongoing basis. This is good practice, but it should not replace a 

formal supervision session. 

 

Supervision may take place on a 1-1 basis, or in a group setting. The requirements for each are set 

out in this document. Supervision meetings are not compulsory. However, they can support good 

practice and are recommended for specific staff in certain roles. These roles are set out later on in 

this document. 

 

Set out below, for the avoidance of doubt, is a comparison of line management one to ones, 

professional growth, counselling and reflective supervision. 

 

3. Who should have access to supervision? 

It is for individual schools to decide who accesses supervision and what is manageable in their 

setting.  Inspire Education Trust strongly encourages every member of staff who holds a child 

protection caseload to access supervision.  

 

It is strongly recommended that headteachers, whether or not they fulfil the role of DSL, also access 

regular supervision. Leading a school is complex and demanding role which sometimes requires 

managing competing tensions and making difficult decisions, often under time pressure. Reflective 

supervision can provide a supportive space to reflect on those decisions and pressures. Accessing 

supervision can therefore support leaders to be even more effective in their roles. In addition, 

having a whole-school approach to supporting staff wellbeing begins with the headteacher 

Conversation type Primary Purpose Focus Typical Outcomes Framework Frequency 

Line Management 1:1 Operational 

Delivery 

Tasks, performance, 

priorities 

Actions, 

deadlines, clarity, 

accountability 

Job description 

School/trust 

development plans 

Regularly  

Professional Growth 

(blend of coaching and 

mentoring) 

Development Skills, career, future 

growth 

Professional 

growth goals  

Professional Growth 

framework  

At least once per 

term 

Reflective supervision Containment 

and sense-

making 

Emotional impact, 

ethical dilemmas, 

professional 

judgement 

Insight, 

reassurance, safer 

decision-making 

Reflective 

Supervision policy  

Role-dependent 

Counselling Personal 

wellbeing and 

emotional 

health 

Personal distress, 

mental health, 

emotional 

processing 

Emotional relief, 

coping strategies, 

therapeutic 

support 

Health Assured 

(Employee 

Assistance 

Programme) 

Upon request (up 

to 8 sessions) 
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modelling the approach, and demonstrating the importance of attending to their own wellbeing. 

 

While reflective supervision is ordinarily voluntary, the Trust has a duty of care to staff and pupils. 

Where significant risk, distress or complexity is identified, the Trust may require staff to engage in 

reflective supervision as a reasonable and supportive measure. 

The DfE Employee Wellbeing Charter (2021) refers to the need to ‘channel support to individuals 

whose role is known to have a significant emotional component. This might take the form of peer 

support, supervision, and/or counselling’. 

 

Many if not all roles in education have a significant emotional component. This is especially true of 

staff who have a safeguarding caseload, those who deal most often with dysregulated students, or 

who have a role in leading and managing behaviour. 

 

The following is a suggested list of staff would benefit from supervision: 

• Headteachers 

• DSLs 

• SENDCos 

• ERP Leads/ staff 

• early years practitioners * 

 

*Supervision forms part of the Early Years Foundation Stage statutory framework, which states that: 

 

• Providers must put appropriate arrangements in place for the supervision of staff who have 

contact with children and families. 

• Effective supervision provides support, coaching, and training for the practitioner and 

promotes the interests of children. 

• Supervision should foster a culture of mutual support, teamwork, and continuous 

improvement, which encourages the confidential discussion of sensitive issues. 

 

It would not be practical to offer 1-1 supervision to all staff whose roles fall into these categories. 

Different models of supervision are provided in Appendix 1.   

 

4. Roles and Responsibilities  

The CEO is responsible for establishing a culture of reflective practice within the extended executive 

leadership team. They should ensure that a form of supervision, external coaching or other means 

of support are available for the extended executive leadership team.  

 

Executive Headteachers are responsible for establishing a culture of reflective practice within their 

hub of schools. They should ensure that they carry out supervision for headteachers on a half-

termly basis, or that headteachers access a form of supervision from another source (for example, 

education support, or peer supervision). 

 

Headteachers are responsible for establishing a culture of reflective practice in their schools. They 

should model positive wellbeing by accessing supervision themselves and ensuring that at least 

some line management time is protected for reflective supervision – see the suggested frequency 

in Appendix 1. 

 

The Trust safeguarding lead should ensure that there is an adequate programme of training in 
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place for those who are carrying out supervision and to oversee supervision for Trust DSL Leads. 

 

Lead DSLs (Coventry & Warwickshire) are responsible for ensuring that they access supervision 

and facilitate supervision for others. 

 

The supervisor is responsible for: 

• sharing the responsibility for making the supervisory relationship work 

• ensuring confidentiality, except when to do so would place others at risk of harm 

• creating an effective, sensitive and supportive supervision environment 

• providing suitable protected time and location 

• agree the timescales within which supervision takes place and eliminating interruptions 

• maintaining accurate and clear records 

• sharing a record of what was discussed with the supervisee 

• ensuring the organisation’s professional standards are met 

• ensuring that where a change in line management occurs, a handover process is 

arranged between all parties concerned 

• ensuring that issues relating to diversity are addressed constructively and positively 

and provide opportunity for staff to raise issues about their experience and diversity. 

 

The supervisee is responsible for: 

• sharing the responsibility for making the supervisory relationship work 

• attending regularly and on time, participating actively and bringing concrete issues to 

discuss 

• being accountable for any actions 

• preparing appropriately for supervision sessions 

• ensuring the recording of supervision is reflective of the meeting 

• actively participating in an effective sensitive and supportive supervision 

• aiming to meet the organisation’s professional standards. 

 

Detailed procedures for the supervision of DSLs is set out in Appendix 2. 

 

5. Confidentiality  

Supervision is confidential unless: 

 

• there is a disclosure of imminent or significant harm; 

• dangerous & unlawful practice is suspected or evidenced; 

• there are concerns for the wellbeing of the supervisee, or the supervisor.   

   

6. Record Keeping  

• Supervisors will keep brief notes about what was discussed in their sessions and any actions that 

were agreed between the supervisor and supervisee to discuss in their next session. A template 

for record keeping is provided in Appendix 4 which provides examples of the brief notes that 

should be recorded. It is for the supervisor and supervisee to agree how these notes should be 

recorded and stored; whether on Word, Teams, OneNote, etc. 

• Ordinarily, this document will not be shared with any other party. However, it may be used in 

contexts such as (but not limited to) legal proceedings, investigations, local child safeguarding 

practice reviews (LCSPRs) or child death reviews. These notes will be stored securely in line with 

UK Data Protection Law (formerly GDPR). 
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• When there is a change in supervisor, notes will be shared with the new supervisor. This will 

ensure consistency for the supervisee and avoid any verbal discussion between colleagues 

about any supervision session. This will be discussed with the supervisee in advance. 

• Inspire Education Trust Safeguarding Lead will keep an overview of the supervision in place for 

DSLs. This information will include who was involved, when the supervision took place, and, if 

appropriate, a brief summary of the topics discussed. This information may be used to identify 

training needs. 

   

7. Duty of Care  

• Alongside the importance of confidentiality, we have a duty of care to all colleagues as well as 

children. If a disclosure is made by a supervisee or supervisor in any session that leads to a 

concern about immediate or significant harm of a child, or that the LADO harm threshold has 

been reached, an appropriate referral will be made immediately. Colleagues should consult a 

Headteacher or an Executive leader if possible before making this decision. 

• Where a supervisor becomes concerned about the wellbeing or mental health of a supervisee, 

they must signpost the supervisee to support. 

• Colleagues should contact HR if they are concerned that a member of staff’s mental health and 

wellbeing are affecting their ability to carry out their roles effectively.  

 

8. One-to-One and group supervision  

One-to-one supervision is offered to all DLSs, Executive Headteachers and Headteachers. It is for 

schools to decide who else should have 1-1 supervision. 

 

Group supervision may involve a group of staff all with the same or similar tasks, meeting with a 

manager/leader to discuss issues about their work. This may be done in the context of a regular 

team meeting or a separate session to look at specific issues. Group supervision should be 

considered for all levels of experience as an additional method of reflection on practice to the 

benefit of the team. 

 

9. Training  

Colleagues who supervise DSLs should undertake regular training. Details of how to access this 

training are provided by the Trust Safeguarding Lead.   

 

10. Policy Review  

This policy will be reviewed every 2 years. 

 

  



 

Page 9 of 9 

 

 

Written by:    Rob Darling  April 2026 

 

Reviewed by:      

 

Senior Lead Review:    

 

Next Review Date:      April 2028 

 

Approved by Directors:     1 May 2026 

 

 

Signed:        

 

 

 

 

              

Lois Whitehouse     Nicky Aston 

CEO       Chair of Trust Standards 

 


